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REPORT ON PRE-RETIREMENT TRAINING POLICIES

FOR THE DEPARTMENT OF EXTERNAL AFFAIRS

Mr. R. Guy C. Smith, formerly Consul General in New York,
was commissioned by the Department in September 1971 to
study governmental and business practices regarding
"prepartion for retirement." The report delivered in
February 1973 deals with a wide range of considerations
under the following headings:
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Canadian Government Departments or Agencies

‘Canadian companies

Canadian counselling services available

List of other post~retirement organizations’
that may be of interest to retired persons

What is being done in Britain

What is being done in- the USA

- government and universities

- usa corporations-'

- USA, other

What is being done in other countries



" EXECUTIVE SUMMARY

" Section I - . Introduction

The Terms of Reference required an examination of governmental
and private industry action belng taken to help e
retirement after a lifetime in government or prlvate service,

- with the purpose of recommending what steps the Department

should take to improve existing procedures.

Such factors as the aging of the Canadian population, the post
industrial society and the rapid expansion of the Department

- following WW II are outlined with the implication that retirement

policies have not kept pace. Despite considerable attention and
research having been devoted by society to retirement problems,
implementation has been surprisingly slow in government and in
industry. There is a discernable need for departmental policies
to encompass the requirements of rotational and non-rotational
officers and staff, specialists and non-specialists, Canada-based

-and locally engaged. Policies need to be adapted to the. special
nature of the Foreign Service. : :

‘The assumption is made that the maximum retirement age will remain

65 although trends towards earlier. retirement as well as towards
working beyond 65 ‘are noted. :

A further‘aSSUmption is that Civil Service pensions together with
severance pay provide a better financial package than the .
industrial average. Also, pay levels are deemed to be comparable
with private industry and job security is an added factor making
it difficult to substantiate a case for additional funds.

- Attention is, however, drawn to the forced retirements brought

about by the retrenchment programs of 1969-70 with the point
being made that morale and retirement planning policy are
subverted when the rules are arbitrarily changed. "Any policy
designed to encourage. early planning for retirement rather
than planning for early retirement must carry with it clearly
defined conditions of tenure."

The report then reviews some of the literature on the subject.’

of aging and on preparation for retirement with the suggestlon
that it .is no longer a question of further studies and
investigation but rather one of establishing appropriate
principles and procedures. .



Section IT - What is being done now

The report describes the procedures then being followed in
the Department when employees approach their 65th birthday
or elect earlier retirement and comments:

"... it will be seen that by any standards they

fail to give anything but the minimum of information

and of help. Moreover, they are quite impersonal.
After all, this is one of everyone's most important
milestones and surely it is not necessary to use the
impersonal circular letter on such an occasion. Nowhere
are the actual annual figures shown from which the
estimated pension is calculated, nowhere is there any
reference to survivor benefits, an explanation of the
different health benefits (which authority is responsible
for what), no reference whatscever to the option concerning
the disposal of the severance pay - the meaning of a
Registered Retirement Savings Plan - no reference to
possible problems over a wife's 01d Age Security if she
had not .established residence in Canada, no advice
regarding the necessity of applying for the 014 Age
Security six months before age 65, or three months for
the Canada Pension Plan, no reference to the benefits
and options of the Unemployment Insurance Plan, no
reference to the need to look into the tax implications
if one decides to retire abroad, no concern that the
severance pay will be paid on the date of retirement

or warning that it may be a little late - if so, why
and to whom to appeal if the 'little late' becomes

'a long time' - no reference to the conditions under
which a person may or may not accept temporary or contract
employment with the Federal Government, with or without
effect on his pension, no reference to some of the
benefits accruing to senior citizens by way of cheaper
transportation and other concessions, no request if
interested in receiving any Departmental bulletins, and
no suggestion that there might be some. need for the use
of the retiree's skills and experience part-time."

Attention 'is drawn to the absence of procedures for. the person
retiring to be received by the Minister or by any Senior Officer
as well as the absence of a letter of farewell except for
administrative arrangements.

A survey of 70 retired persons elicited only 25 replies. The
.follow1ng guotation from the report cites the views of a
senior FSO and others: :



"Despite the 'system, my experience was that one
‘'had to exert considerable pressure to get what =
. one was legally entitled to, and any feeling of
a helpful organization assisting one to face the
~difficulties of separation. from employment was -
completely absent. Everybody was kind, but
pressure of work, over-reliance on computers,
:confusion between Departments concerned; and .
an awesome fear of Treasury Board without ah
indication of the- Department ‘having any
responsibility to protect its staff, did not
leave the pleasant impression which one would
like to have had on termination of service."

The same offioer added-

"My greatest difficult arose, however, from -the
most’ appalllng -confusion -in accounts in Central
Pay Office.:. Senior officérs were personally .
.kind. At lower levels there was little regard
:to ensurlng easy retlrement... :

A few indicated'that;procedures were generallyisatisfactory,
but principally because they had served recently in Ottawa,

~and knew to whom to appeal for help. Another quote from a

former employee:

"I am\sure-employeeé,of long service would feel
less rejected if they felt the Department had
some'consideration for them." .

Also this:

"After 25 years' dedicated to External Affairs,
one got the impression of 'good riddance'", .and
"I consider the staff in Superannuatlon,.Medical
Pay Section, 1nadequate...they were far too busy
to be able to spend much time in advising personnel”,
and "it took several months and gquite a lot of
correspondence to determine the amount of pension:
‘to enable me to decide if I could retire at 59 or
60", and "I made enquiries' concerning my severance
pay and found that no action had been taken - the
clerk was on a 'French course'; two weeks later,
I enquired -again and found that the cheque had not:
been requisitioned. I was not informed about the
" Registered Retirement Sav1ngs Plans. - I had to remind
the clerk that I had to sign a form - he seemed simply
unaware of the requirements. Finally, I still await
proper settlement of my superannuatlon (nearly two
years after. retlrement)
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The report then reviews the practices of OGD where some
have group counselling courses, some offer extensive
perscnal counselling and others have developed their
own guidance books. The Treasury Board is said to have
expressed concern about this disjointed approach.

A survey of retirement practices by Canadian companies,
professional counselling services, unions, U.K., U.S.A.,
other countries, is summarized. These are also set forth
at greater length in Appendices. S

Section III - The Problems of Preparation

Society has moved from one where few retired until wealth or
health intervened to one where retirement is fixed at certain

age limits. -While different weights are assigned to the problems
thereby caused, all authorities underscore the need for planning
preparations for retirement well beforehand. When such planning
".should start is debatable, but private industry is increasingly
introducing counselling systems somewhere along the line to
provide full information on pensions/benefits, problems

persons face, where help can be obtained, etc., but avoiding
attempts to organize post-retirement life.

The Department should adopt such a program to start five

yvears before retirement to cover the following topics:

(a) Financial; (b) Health; (c¢) Where to retire--and in

what sort of accommodation; (d) Use of leisure; and (e)
Development of retirement philosophy. An office should be

set up to manage these considerations, arrange retirements,
provide assistance, and to encourage the continued participation
of former employees in the affairs of Canada.

{a) Financial

The erosion of pensions through inflation which was then
exceeding 2% could be overcome 1f they were fully indexed.
Employees should be informed well beforehand of their financial
entitlement not only to superannuation .and 0ld Age Security
payments (including spouse), but also to the Canada Pension

Plan Supplement and UIC entitlement. Information should .also be
provided about the effect of subsequent employment, hospital

plan deductions, income tax deductions, including ways of spreading
the tax on severance pay, etc. Those living abroad may be unaware

of available options and may not know about concessions cffered
"senior citizens" in Canada by rail/air lines, theatres, etc.

- g
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(b) Health

“There should be a. thorough medlcal examlnatlon before retire--

ment.

(c) Where to Retire

The desirability of maintaining an effective reiationship in

-a-community after retirement may be-difficult for rotational
‘employees. "All-that the Department can do 'is -to' warn :that
-sunshine resorts or retirement heavens without the support of
‘friends and familiar associations may turn out to be bitter

disappointments that will take considerable funds to rectify,

~funds that may not be available."

(d) Use of Leieuren

'Dr Wilder Penfield is quoted as drawing attention to the. "...ever

increasing company of men in Western countries between 60.and 90."
The report suggests: the. Department should do. more to encourage

-continued activity in such . flelds as.

(i) Historical Division
(ii) ‘Position papers
(iii) Contributing views
(1¥) Attending institutional conferences
(v) Employment with CESO, OXFAM, CIDA, UN, etc.
(vi) Liaison w1th universities , '

Bernard shaw is quoted aS'saylng:' "Afperpetnal.holiday»isva good

 working definition of hell."

Section IV - The Responsibility

In determining how far and in what way the Department should
prepare ‘its employees for retirement, it is desirable to determine

‘its responsibility as an .employer. The report argues against the

thesis that the employer ‘has principal responsibility-for ensuring,
the welfare of retired employees beyond the question of pensions.

‘The public servant has no more claim on the public purse than other

citizens. .On. the other hand, studies have shown that there are

-positive benefits ‘to employers from retlrement programs; it is
- good business. : . :

" With this established, ‘the report proposes the Department s

respon51b111ty encompass'

B



"(a) To ensure that during the working career of all of _
its employees, a sense of fair play and creditability
‘of management is develcoped. (Senator Desmond's -
_"Serenlity of Spirit")

(b) That demands on its employees are not such as
to discourage the development of outside interests--
. in the best interests of the Department. It should
- therefore encourage as far as practicable its
employed to move in: and out of the Department for
reasonable cause.

(c) That each employee is given adeguate warning of
the compulsory retirement date and advised to prepare
for retirement, told how and where to seek advice 1if
.needed, given complete data of the financial assets
that will be available on retirement - pensicn, severance
pay, 01d Age Security, Canada Pension Plan, Unemployment
Insurance, medical coverage, etc. - well before the
compulsory retirement date. '

(d) That the actual retirement procedures are efficient,
complete and above all "human" - not coldly mechanilical.

(e) That after retirement, to keep track of its emplovees,
provide for Departmental counselling if required, and
- make it clear that the ideas of former employees will
be welcomed by the Department. :

(£) To use'insofar as possible the experience, intelligence -
- and interest of its former employees through contract or
voluntary work in fields where their service has given
them expertise and knowledge. :

The adoption of some sort of programme to meet these

several respons;bllltles is not acceptlng the respon51blllty
for the employees' happiness or welfare in retirement,

but it is pointing to the responsibility to warn, .to

show interest and compassion."

Section V - The Extent of the Problem

A graph and a chart are included to show, on the basis of the
-Department's 1972 establishment, that the number of those reaching

age 65 grows fairly rapidly until 1987. The trend for rotational

and for non-rotational employees is similar. There was insufficient
data to calculate the effect of the new rules for voluntary retirement
at age 55. LES figures were not included but it is suggested:
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"That -any recognition that retirement counselling
and procedures need drastic overhaul should -

- carry with it a recognition that the 'same
‘'solutions should also be .applied and the

- policies adapted.for the-  hundreds of loyal
.and efficient 'locally engaged' persons
’throughout the world "

Attention is called to such ‘other. trends as. rapldly shrlnklng

;"famlly size, top.heavy population pyramids, and ‘to new concepts

of work and leisure with shortened work weeks.

‘Section VI - Me thods of Dealing with the Problem

It is futile to try to deal with retirement problems with

‘crash courses at the end. " Evidence also shows that it is

virtually impossible to expect employees to consider, -much
less plan for, retirement more than 5 years ahead. One
accordingly needs to look at the whole work philosophy of

the Department -and -at the -procedures for handling people
before retirement. - Current effort in government .and industry
are largely devoted to some form of counselling -- group
seminars, personal advice and or prlvate profe551onal services.
Indirect methods include: :

(a) various forms of "sabbatical leave"
(b) tapering off ‘

(c) post-retirement liaison-

(d) 'use of pensioners after retirement

Counselling

Many government departments use group counselling courses as
pre-retirement preparation supplemented by documentation including
booklets often prepared within the Department. Business firms in
Canada .and the USA largely prefer more complete personal counselling.

" The- report contends. that it would be a mistake to assume that .the
- problem would be solved by setting up a:Departmental "course" '
.Personal counselllng is the best. approach. Perhaps Treasury: Board.&‘

could work with the prov1nces -and un1versrt1es to develop courses
to. train counsellors

Some personal'"retrrement handbook" also. seems desirable. Again
Treasury Board or the PSC could develop one to avoid the
Departmental duplication that now pertains.  An outline of such
a handbook is included--to be issued 5 years and 1 year before
retirement. ,
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The current practice of assigning employees as university
visitors, education leave, language courses, etc., could
with benefit be broadened.

2

Taperingvoff

The abrupt change in activity and status on retirement is

‘a problem. . Some tapering off for those who want it might

be beneficial by research assignments, reduced work load, or
-early retirement with a work contract. :

Post~retirement Liaison

Most large private corporations and some foreign services
have established post-retirement organizations. Given the
small number of Departmental pensioners this function might

best be performed by a Retirement Office within the Department.
It could:

(a) maintain address records

(b) provide communication

(c) send bulletins, etc.

(d) invite retired persons to attend certain functions

(e) issue I.D. cards for entry to the Department or
missions abroad

Use of Pensioners after Retirement

A more extensive and imaginative use of Departmental people
after retirement should be one of the principal components

of any retirement program put into operation by the Department.
This is developed in Section III (4).

am g e o

Section VII - Conditions of Employment

Departmental employees are subject to one year's probation, but
this practice is both unsatisfactory and unrealistic for foreign
service conditions. The year is usually spent in Ottawa under
conditions making it difficult to judge the adaptability and
suitability of the employee (and family) for service in the field.

The report recommends:

:

{a) 5 year probationary period

(b) it should be applied

(c) there should also be provision for dismissal
for good cause after probation

s
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Public Service rules and regulations: should not be applied
uniformly to the foreign.service. The Armed Forces have
authority and mechanisms for dismissals. :The State Department

- also follows-a system different from other branches of the

U.S. civil service.-

The report re commends the appointment of a Personnel Counselling
Officer, preferably a retired senior officer who has not been -
associated with Personnel Division, assisted by a retired

senior secretary, both under contract, to run a small retirement

office. . The duties are delineated in considerable detail.

Section .IX - Conclusion

The principal recommendations,are»summarized; For ease of
reference these have been tabulated in the following pages.



1.

employees about to retire,
’Dutles outllned on- pages 1-2,

.Retlrement procedures should be: drawn up to starti

- made separately in the report,

- (p)

(e)

‘That this direct preparation'forvretirement;bev
supplemented by a long-rangeindirect preparation,'aimed.
‘at increasing the interest in all employees in outside -
activities which might 1nclude

(a)

-“10 -

'RECOMMENDATIONS»--t

A "Retlrement Counselllng Office" should be set . up
" under a recently retired senior Foreign. Service

Officer, staffed by a retired .senior grade secretary
and provided with an. attractive office at H.Q. for
or who have retired.
Sectlon VIII (a)

five years -prior to each. employee- reachlng

}compulsory retirement age.

The retirement procedures 1nclude recommendatlons
viz., - :

‘Start the retirement procedures five .years: back.

" Full financial ‘information re pension, OAS, -
.C.p.P. income tax liability when resident and-
living abroad, etc. to be supplied at start of

- programme,. i.e. 5 years back.

“To work with Treasury Board and other departments'
. to draw up retirement handbook for all civil '
.'servants, containing .each individual's flnanc1al

information and other data of interest to a

retired person. Suggested details for inclusion

in this harndbook contained in Section VI p. 9-11.

On retirement each employee to be given thorough

medical check-up.. ,

To establish liaison with CIDA CESO, etc. and

universities to ensure they are aware of. talent:

available in‘officers retiring from the service.

To keep records of retired persons and endeavour.

+to retain their interest in the Department. and

to equlp each retired person with an ID card,

giving him .access to the L. B. Pearson Building.

Explain in detail posltlon of pension when post-

retirement employment is taken with any Federal

Department.

(a)

(c)

(@

(£f)

(g)

'Sabbatical leave, not. necessarily'directly‘related
to Department's work, but to include indeptl '
language studies allied to specific studies of a
country's economic, cultural or social norm.

- |section IX p. 5

Reference
Section VIII

Section III p. 10

. Sectlon VIII (b)

p.33

|Section III

p. 3 =

1Section III

p. 4-5

Section VI p. 7

Section III p. 14

Section:III p.. 22 .

Section VI p. 14

‘|Section IIT

p. 9-10

|Section III

P-3 .

Section VI p.: 13
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12,
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(b) Taperlng off towards end. of career, of those

-officers looklng for less responsibility, »
“through a551gnment to ‘research or. development
of . progects, either full time or part time
(after early retlrement)

prhat terms of hlrlng be changed to 1nclude
" -probationary- period to. five: years, that thls perlod

be used effectlvely.;-

- That condltlons of service" be altered so that 1f any.]f

employee con51stently falls to. produce adequately

he be asked to res1gn

‘That the retirment programme be. discussed ‘with those,

other Departments having large numbers of employees

‘serv1ng abroad..

That the pProgramme be adapted for and applled to.
locally engaged - employees throughout “the world. '

That the Department should not set up "retlrement o

courses" for its -employees,- but that it should :

cooperate with Treasury Board or P.S.C. in-’ settlng
up. courses to .be available to all citizens at a
fee -and on own- time - provided demand warrants
such actlon

~ That the: Department use the experlence and abllltleS’
_of 1ts retlred employees by. N . )

(a) . Encouraglng retlred employees to submlt papers

. on'ideas they may have developed.
(bY Inviting. part1c1patlon in preparation’ of
© . . position papers where officer known to have
. acqguired experience in particular field.
(c) = Encouraging officers to participate in
© institutional conferences dealing with forelgn
'affalrs. : :

That Department should clearly deflne 1ts respons1b¥"
‘1llty towards its retired persons.: : :

That Department should v1gorously support every _
move -.toward llnklng all pens1ons to cost of llv1ng
index. o

"p,,2

Reference

- | section VI;._{
. 13-14 -

Section VII, .

Section VII
‘ p. 2 '

| section Vv, °
1p. 2

:Section V,o,

pP.2
|'section vI

, p. 7

Section III

p. 19-22 -
lp. 21
1p. 21
p. 21
Section IVr:"qﬁ
P. 3

section III . =

p. 4
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14,
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That the-Department should take steps to have OAS

»regulatlons respecting-all wives of employees’ amendeda

to ‘ensure that they.are entitled to the OAS pen51on

v;whenever thelr husbands are so entltled

That the Department works out w1th DSS ways and means
. to:ensure that first pension cheques . are ‘received .on
‘due date and that severance pay cheque dellvered on
;actual date of retlrement. L - '

-Reference

| section. TII
p. 7-8

Section III.
p. 10-12
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. REPORT ON- FRE-RETIREMENT TRAINING POLICIES
FOR_THE DEPARTMENT OF EXTERNAL AFFAIRS
SECTION I . - INTRODUCTION

v Tbe terms of ‘reference that govern thislreport required an exami-
nation of Governmental and private industry actions that .are being.
taken ‘to help emvployees into retirement after'a lifetime~spent in

Government or mrlvate servzce,‘w1th the purpose of recommendlng what

. steps the. Deoartmen should take to- improve ‘on- -existing. procedures.
: "Presumably, the need for the report wa= based on the bellef that-

- current nrocedures are 1nadequate and in the realization- that retire-

ment poses very real problems that ‘have been. 1nsuff1c1ently recognlzedi‘
in the past. -'In Canada and many advanced natlons, these: problems are

being more. and more- examlned - under’ the pressures of rapldly developlng

‘and increasing technology," resultlng in trends tovard -earlier retire-

ment and a'population more;andamorevtop,heavy with people of 65 and

-overf,most‘of.whom‘by:no,meahs are‘fEady for the,scfap,heap.

‘»"The:Depaftment of~Exte;naluAffair5‘may-be said to have "taken

- off"-after 'the last Great War, When. it -expanded 'rapidl'y'from' a t:.ny

nucleus into'a:Depaftment:with people scattered ‘over the globe .and a
relatively large organization in Ottawa. In terms of numbers, it -has
increased from 193 in 1939 to 3,213 in 1970. ‘Before the war, the

. problems of retirement'wefe'hardly recognized. Cerﬂainly for this

_"new" Department, the- numbers involved and their ages were such that

there was no immediate. _problem; in any case, SOClBtV 1tse1f was not

‘yet .seized with- the- problem. Since then, much thought and research

byvsocietyfas_a whole™ has been.devoted‘to»problemslfaced by the .
growing numbers of people in the populations of most of the modern

industrial nations who-are forced into retirement’ because they have

reached ¢ statutory retirement age (generally 65). - If much has been’
written on the subject, the use,of procedures and -techniques to deal
with the problem seem tc have been surprisingly slow in~implementation.

Possibly this is. bacically because of reluctance of management -~ whether-

Government or private - to become involved in what .after all, is a

very prlvate matter for each individual. P0551bly also, it represents

‘absence of pressures because of lack of organlzatlon by retired




people.fo-bring about improvements. It is hardly because'of lack of
need for improvements, because sociologists and experts in the ‘'science
of gerontology are able to document the need that has been neglected
for too long. . ' -

Insofar as the Department of External Affairs. is concerned, this

need to care about or become involved in the preperation for retirement -

‘or in the fate of its retired persons, or ‘even to help them to bridge
the gap, seems. to have been almost totally neglected.  Possibly, agaln,'
this is because there is no real evidence that the retired members of .
the Foreign Service - from whatever Department - have found the trans-
ition to retirement to have been particularly difficult. There is,

in fact, no record from which any firm conclusions on this point may
be drawn. In deciding what, if any, action the bepartment should
take, one must rely on suppositions, on trying to relate the ample

- body of evidence concerning the general problem,.to the reltred
employees of the Department, o . _

The questlonAmay,be 1eg1timately asked, whether the_problems‘of
‘retirement apply equally to rotational personnel, whether of External
or of any other Department, as they do to other types of people in
more static employemnt. Undoubtedly, the same problems do apply,
but there will be different emphasis placed on each, because of the
-nomadic type‘of life and because~of the constant change in type of

. Job that is characteristic of a Department such as External. More=-.

over, in keeping with most Federal Civil Servants with'a long service
record (surely the majority of retirees in the Department), the
Civil Service pension scheme does more to lighten the financial
burden than do most non-Government Scheﬁes. -Thus the problems of
finance will turn more on management rather than on adequacy. On '
the other hand, "where to live in retirement® will be more of a
problem. 'PoSSibly_for many, the fall from positions of power and
importance in the community will present a greater .problem - the
orestige factor. However, adjustment to new conditions in new envi-
ronments may be easier at least for the rotational employees,

=1moly because ‘much of their life has been a tralnlng ground for .
just such an adjustment.
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At the same time, there:are many, soﬁe with. specialist queli-

.. fications, who ‘generally will not have - been "rotational® whose

problem* and attitude: wmll not be much dlfferent ‘from those of. -

any other. Government Department or from thooe retlrlng from prlvate

industry.

In any case, Departmental pollc1es must be adapted to. encompass

_ the- needs,of all:types of .its employees,‘rotatlonal and ‘non-rota-
-tional officers and staff,vSpecialistsvand;non-specialists--uand '-

let‘it,not forgetjthe-locelly'employed.in missions all over the
world as well as Canadian based employees. The policies adopted

must ‘be tailored to- fit the perticular-reqnirements»of the Depart-
ment -and not simply follow some pattern. adopted. By another”Depaft-
ment, Nevertheles s, this is not ‘to- say that what others do, o

- whether . prlvate 1ndustry or Government Departments, is 1rre1evant;“

Such- actions based on experience. glve valuable 'keys to-the options
open to accompllsh the objectlve, and there w1ll be 'some "procedures"
that 'should. be common to all Civil Servants. :

While ‘there is undoubtedly.con51derable differenceeof opinion
about the validity of having any~compulsory maximum retirement age,

it is certainly common practice within our society today; indeed,
there is o perceptible trend toward retirement before 65. Despite

‘the fact that1it is.ceftainlyfaccepted by those who ha#é’étudied -

the .problems bf“"grbwing old", that it is fallacious: to“assﬁme‘that

older people cannot learn new skills. and. that. "retlrement on .the f
basiz of age alone is socizlly wastef "Y(Retlrement Handbook ), -
for our immediate problem it has been assumed that a maximum retire-

ment age for all Civil oer*ants will continue to be the rule and

“that the same z2ge, 65, will’ epply to. all External’ Affairs’ employees, -

rotatlonal ‘and non-rotatlona¢, (be it noted however, that in theory
the Brltlah ‘have .no max;mum retirement age for their Civil =

- oervants;»employees may be kept on indefinitely on .an annual basis

" after minimum retirement age of 60 = see appendix'Eafor further

details).



. I have also gone on the assumotion that Civil Service pension
-arfangementsvcoupled with the severance pay provide considerably
better financial resources than those: available to non—government
employees, particularly now, with the built—in,partiél inflation
factor. These pension benefits are augmented by Canada Pension
-Plan, 01d Age Security and unemployment payments, plus the
. medical; hospitel and surgical benefits. While these latter
‘benefits are available to all Canadians, the job security
- benefits,. the larger pension payments and severance pay available
to Civil Servants are not. '

This job security factor should not be regarded lightly.
‘It is an immense benefit, particularly in times of unemployment.
- In the Senate Committee on Aging, Chapter 3, Professor John .S.
Morgan of the School of Social Work, University of Toronto,
noted that continuous unemployment from age 45 on will result
- in "an unhappy, insecure and damaged person before he becomes
65", Also, the "Nationai‘Employment Service" reported that
", ..repected rejection on account of age will eventually lead
to discouragement, frustration and loss of confidence, which
will in turn affect the ability to make a good impression on
thevemployer". Presumably, the N.E.S. could have added .
",.%.lead to frustration.and inevitable insecurity.and‘uhhap—
piness in retirement”. The Civil Servant and certainly the
Depcrtment's employees are not faced with this anxiety, -to
“anything like the same measure as those emvloyed by private
- industry; this is.an immense asset. '

iWhile my own discussions with private Canadian corporations,
(Aprendix B) bears out this assumption that the Civil Service
pension plan is considerably better than most available to non-
Civil Servants, (banks and insurance companies approach Civil
Service pension levels),‘a more thorough-going review of the
phenomen: was contained in a recent U.S. Senate report on

conditions in U,S. industry (and surely Canadian practices
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follow very clos ely those of the United smter) . It said:
"The- overvhelnlng proportion of peonle retiring today received

total income - from both public and- ‘private pensions - that was

only 20-40%.of their average earnlngs in ‘the years before

retlrement"

‘In addition, at‘the‘present“tihe, the'bivil Servants and
this:of course,applies to all members”df.the?Department-whether
rotational or not, can be assumed to 'be paidsat'levels-whiéh
are reasonably comparable to private industry and commerce. B
This is the accepted stendard today; it was not always so,
nresumably on the grounds that one traded the possibility of

- higher monetary gain for job security - one might use-the analogy
of one who chose to put his savings 1nto bonds (the Civil

Servant) vs those who risked more to gain more by investing in
common -stocks (the non-Civil Servant). Moreovef;’offiéers'in
the Civil Service, and most cértainly'in External, were prepared
to-accept lower wages. than,they imagined they could have earned
in private life .because of the prestige and power_they'anticipated
would- eventually become theirs, But this increased level of
wages available now to the Department's employees has not been
offset by any serious diminuation in job securlty, nor apprec1ably
perhaps in the prestige/power factor. '

In’fuch circumstances, it is dlfflcult to make a case for

any outlay of funds by the Department, specifically designed to

- prepare people for retirémeht.':That is to say, other than that

required by steps or techhiques normally associated with good
personnel mznagement that might normally or usually be encounteredv
in-most large private corooratlon and that lead to better morale'
.and better perfornance durlng the working career.

This is not to argue that preparation for. retlrement is not

necessary, or even vital in a society with rapidly expanding

. technology uand with trends towards earlier retirement from formal

working "careers". This need is-well documented and may be .



said:

~ summarized in a statement by Sister St. Michael of the Office on

Aging; Branch of the Ontario Department of Social and Family
Services, who is undoubtedly‘one‘of the foremost Canadian
authorities on the subject and an internatiohally recognized
expert. In a paper delivered to an annual meeting of the

‘Gerontological Society at Houston, Texas in October 1971, she

'In the technological world there is an
increasing gap between life expectancy and job
"expectancy. e have 2 long term need for expanded
research in.order to formulate a new, relevant
philosophy of work and leisure, to prepare the
continuous education that will prepare us to live,
not merely to earn a living; and to discover new
meaningful roles for work-graduates in these days
of expanded life expectancy. We have also an
immediate need for an expansion of pre-retirement
education.... '

There is’ probably little doubt that the retrenchment of
1969/1970 when some Civil Servants were compelled to retire
before the age of 60 and 65, came as a traumatic shock and was
responsible for shattering of morale. Certainly in External
Affairs, this "dismissal" programme, superimposed on other

-factors, such as the openly expressed doubts of the value of

the Service, did much to lower morale in all ranks. While the
court case challenging the legelity of the Government to dismiss
or force into retirement any Civil Servant on the grounds of

age (before 65) alone, has thrown the whole concept of compul~
sory early retirement into question, the important fact that
should be considered is not just the legalistic approach but

the effect on morale and relations between employees .and manage-
ment within the Department. Surely, what. is important is that
when a.person is "signed on" by the Department he is made fully
aware of the conditions of employment, and that in the future
these conditions should not be arbitrarily changed at short
notice ac was the case in 1969, It matters not, or very little,

- whether or not such changes are within the legal right of the



Government -~ the courts will -decide that. What. matters from

“a morale point of view and also from a moral point of view is

whether actions affecting the basic conditions -of employmeni

. are ‘changed suddenly-and without compensation from'long and '

established practice.

It is not mﬁch-use the Department, .or the- Government for
that matter, adonting 2 policy advocatlng the early. plannlng
for retirement, if the rules for emplovment and tenure are .
arbltrarllv chun5ed without previous notice so that its employees

. are Torced into unexpected early retirement without time for
‘preparation - as was the case in 1969. The accepted practice

on which all employees were justified on basing their plans

for retirement th@nﬂ&as the right to continue. employment until.
age 65.° It follous therefore.that any_policy,designedvto«encqur—
age early plonning for retirement (ggi_planningvforyggg;x retire-
ment ) must earry with it clearly defined. conditions of temure,*
which should not be subject to change without‘adequate financial

remuneration. -

This might be considered as & fundamental basis from which

‘tp start anv planning for a programme of preparation for

" retirement.

It is dlfflcult to know how w1de-Spread is dellberate
counselling for retirement within the -commercial life of Canade,
but there -ic enough evidence to suggest that it is a nscience"
that is growing and in the near future will probably become an
integral part of any sizeable organization that employs people,

_whether Government or private industry. 'The question, there

fore, is not "whether or if" but "how and what".

*Note: It is not suggested that "tenure" should continue to -

. be zlmost watertight as it had ‘been up to 1969, when it .
was almost unknown for a Civil Servant to be "fired"
except for embezzelment or traditional drunkenness and
2lmost never for "inefficiency". It is not within the

- terms. of reference to deal directly with terms of employ-
rient, but let it be said that, if employees of the
Departmert wvere clearly to understand that continued -
inefficiency would expose them to dismissal - and not
merely lack of promotion - the morale of the Serv1ce
as a whole could be improved.



The National Industrial Conference Board in the United

~ States has considered the problem for some years and in 1964
prepared a well documented survey of the "Preparatioh for
Retirement Programs in the Private Sector of the U.S.". While

this survey is somewhat out of date, the findings are interesting

and today, it may be safely assumed that the trend has accel-
erated., |

The study then, covered 97L companies and it was found-that
65% had some ‘sort of counselling programme. However, this
percentage is misleading in the context of what our enquiry is
about; since about half of these companies limited their
counselling to an explanation of the company pension plan,
Social Security and other post-retirement benefits - in other

-words, limited to the financial facet of retirement.

In any event, one is impressed by the vast amount of
literature on the subject of aging or of retiring; by the
considerable number of conferences, committees that have
studied the problems, by the number of organizations that have
been set up to deal with these problems by such conferences,
etc., and finally by the fact that, for all their brave words,
relatively little progress has been made despite the estimate
that by the end of this century the numbers of people over 65
i1l exceed 10% of the population. Tt is true that financial
resourcés available to retired peoplevhave been greatly improved,

particularly in Canada by better pension plans, old age security,

Canada Pension Plan, registered retirement savings plans,
unemnloyment insurance, hospital and medical coverage, reduced
travel costs and other benefits zvailable to the "Over 65's",
ut people still wrestle with the intangible. How to make it
possible for retired people to be and, what is pérhaps even
more important, to feel needed, useful and wanted?

Surcly the problem is not one of more investigation, more
commissions, for the problems are recognized and documented.
Even/soiutions for dealing with the end result of the "system"

~are legion. What we must try to do here is to set up-somé sort



of pr1nc1p1e= and procedures partlcularly sulted to the Depart-

: ment that will result in 1mproved morale, through a more

"personal®™ handling of people as they reach- retirement coupled

. with the prov151on of factual data. early enough to permlt of

and encourage advance planning. -
It could-be argued that with: the establlshment .of unions, -

“mueh of -this sort of - servlce:and-1ndeed.of.ﬂprotectlon" ‘should
be’provided by the union through' the bargaining process. I
‘suggest that, while this method of union/management bargaining

is clearly a "fact of life", that is now part and parcel of
Goverrnment relations with its employees,'because the Department
will always have a large number of its employees on ‘foreign
service: scattered all over the world in small units and because

it is the image of Canada5abr6ad, it is essential to create a -

spirit of willing co-operatioﬂ-between mahagemént_énd‘employees‘

of.all.ranké - and, of course of the most willing, and visibly

willing, service to the public. This can only be done if morale

is good; morale will ‘be good if all employees are canvinced
that the Department, not. only .the union, is concerned with“their

.well-being at 211 timés. This includes good policies and pro- -

cedures for preparation for retirement and:after retirement. .

" Thus, while it is necessary to devise means of helping: enployees

to "bridge the.gap", in their own interest, it is also in the -
Department ts inferest to adopt policies'that will improve morale
at all levels. v ' ' _

There is a danger that Government, or Government Departments,

‘may approach this problem of pre-retirement training in isolation,

as something that can be dealt with successfully toward the end
of one's career, by one method or another. -This will lead to
drzawing up elaborate plans andfprograhﬁes that will seem to‘give
an adequste answer but phich will have, in. fact, but a passing

effect on those for whom it is designed.uilt‘is'unrealistic to

~exptect people who have no outside interests, who indeed have not
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‘developed the art of "contemplation", who have, in short, wrapped
themselves around their work.and careers, to suddenly change

all this as a result of a "programae", however well that programme
in isolation may -have been.developed.

This thought is not just idle speculation, for it is attested
to by many who have contemplated the subject~and who have had
‘considerable experiénce in dealing with the problem. At a sym~
posium set up'by the National Industrial Conference Board in New
York earlier this year, about 100 executives met. to consider the

problem from all ‘angles. They were from industry, from the church,
from universities, from educationzl estabiishments and from the
press.. Before embarking on any leng-range policy decisions in
this field, the article surmarizing the symposium's discussions
should be read and considered most carefully. The views expressed
‘-1by the discussion leaders therein are supp¢rted by much of the
literature on thc subject that is available both in the United
States and in Britain. OSome quotes zre particularly relevant:

1. 'The problem of the aged and those who are retiring

: is the problem .of society. The initiative must come from
those who want to benefit from it (education for those
over 60). The idea that it is all going to come on a
tray ond be provided for people who are retired strikes me
as dangerous nonsense. (James A. Perkins, President,
International Counc¢il for Educational Development )

2. e control staff time....We can help people become
.accustomed to being exposed to new ideas often. If we
freed time for...the pursuit of interests that happen to-
be...important to the individual, I suspect that we'd get
back more than two or three times our investment....wWe can
develop training resources...to continue education on an
individualized basis right through to retirement. Prepa-
ration can't begin in the last few years before retirement.
Men and women who are physically, intellectually, cultur-
ally, spiritually and possibly financially bankrupt after
a lifetime of work-oriented, single-purpose living are un-
likely candidates for z successful post-retirement resur-
gence. (Verne S, Atwater, President, Central Sav1ngs
Bank, New York Cltv)
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...help peonle to cultivate the uncultivated side of

life - the capacity to celebrate and to contemplate without

which any kind of retirement will simply be a kind of

. purgatory. .(Harvey. Cox, Professor 'of Divinity, Harvard -

e

ca

10.

il.

University)

For far too many people,'ali acquaintance with subjects

‘other than those they are using in their careers ends at

18 or at best 22... (Walter Perry, Vlce-Chancellor, ‘The

‘Open Unlverﬂlty of Great Britain)

...1nterest1ng if executives were to’ begln talklng

- with local symphonies or museums about ways to- package art

education and programs that could be used by corporate
employees. (Atuater)

"I 'don't think it's enough at 65 to suddenly be glven
a paint-by-number box. (Charles R. DeCarlo, President,

Sarah Lawrence College)

- What my 1nst1tutlon will do to help prepare people for

. retirement .it is likely to do more by stealth and by

accident than be direct intervention. I don't believe

you can take peovle and sit them:around the table -and ‘train
them to retire happlly. I think that what you can do . is
create ‘the conditions in which people can be exposed to

all the. things they want to' be exposed to at any time

- throughout life. (Perry)

Generalized pre-retirement programmes simply won't

be productive....Unless we take the time etc.,...to deal
" W7ith each person individually, it-probably won't produce
. enough to make it worth the energy to start."(Atwater) -

‘Fundamental to any successful retirement program is
some sense of -economic security, and some sense: of a

 continuing tie with the corporation....We 1ill have to

adopt different attitudes towards employees when they are
leaving and when they have lefte....the return, in terms
of their willingness to provide a little extra service to

“the corporation will follow. (Atwater)

If people work for 30 years and have a life. expectancy
of another 30, we ought to structure ourselves to see what -
oprortunities vie may offer-them while they are with us.
(Reginzld H, Holland, Chairman, Consultant on Science and
the Humanities, the: Conference Board) :

e have s2id to all of our emnloyees that if they'd
like to take up to a year off to work for a social service
agency anywhere in the world, they should make cqntact
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with the agency of-their choice and come back to us with
an application. Applications will be screened anonymously
by a committee of average employees whose decision will be
final., They will select a limited group who will have
up to a year off, at full pay and with full benefits, to
do anything they want to do in what we most broadly define
as a social service area, as long as 1t's legal and uncon-
nected with partisan politiecs.

We are not thinking of them as oreparlng themselves
to leave us; they are really preparing themselves to come
back, because when they return from their work outside,
they're bound to be more sensitive, more aware, more con-
cerned, and certainly more knowledgeable about many of today's
difficult social problems. (James M, Wainger, Vice President,
Personnel and Organization, Xerox Corporatlon3

...ho: to learn to contemplate, to do nothing, before
then (i.e. 65). I don't believe that having oriented our-
selves during the so-called productive years to an active,

-manipulative, result-oriented life, we can suddenly make a
_shatterlng transition. (Cox)

My association conducts seminars for executives approaching

retlrement. ‘We think five years prior to it is about right.

“We take them off on a week's retreat., (Leland Hazard,

Chairman, Executive Committee, Oliver %endell Holmes Assoc.)

So I would say that one ought to examine one's concept
of success quite carefully and should put a great deal of
self into working with and for one's employees at all levels
and for the public good.

‘The decompression is scmething you have to think«out in
advance; otherwise you may find that you feel sorrier for
yourself than you have any right to. (Dana L. Farnsworth
Director, Harvard University Health Center)

There is no point in kidding ourselves that a change into
an-unknown state is not to be feared....A problem which has
been anticipated and thought about and talked about a great

deal does cause less fear....I'd suggest that every company

require every cmployee at a given age to present a well-
thought-out series of alternatives - perhaps three or four -
of what they plan to do with themselves after ihey retire....
it would be & good idea to hzve retired people come and talk
to those who'll be retiring soon. (Perkins)

A minimal amount of institutionalization of concern will
pay off in termc of good will. (Farnsworth)
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hen. it's possible to.continue somebody as a consultant, -

or put emnloyees through various stages of gradual retirement,

it': possible to avoid the sharp discontinuity of going.from

- full-time. cmployment to total retirement and it's much less
-of a blow, much less of an adjustment. (walter Sullivan,
~ Science Editor, New. York Times)

i The fact is that only a very smgll percentage of our
total pooulation 'is adequately provided for. A few are

,fortunate enough to be employed by corporations where there
‘1s an-zppropriate retirement plan, whereby they .can look

forvard .to retiring with dignity and the assurance .of some
reasonably comfortable life style. But an awful lot of
people in our society have no such provision. (Fletcher L.
Byrom, Chairman, Koppers Company Inc.)

I fhink ve need to develop programs fdr tying growth

. in business and professional life ‘to the educational domain.

I believe that one of the major difficulties we face in the

- period ahead, dealing with questions of a lifetime of work
- is how usefully to employ the educational mechanism in the

support .of new societal programs. (William J. MecGill,
President, Columbia University) = - ‘ '

The forégoing-quotations deal with many facets.of the ‘
-problem, the need for £ying in end-of-career programmes with a
‘more philosophical attitude towards work, devise means of diver-

sifying interests’during the whole career (for the benefit of the -

. employer as well as the employee), the need for preparation and

S0 on.

:This report-deals with the responsibility of the Department,

outlines in come detail .the problem that it faces, the problems

that retired persons féce, the methods thet have been found effec-—

tive in dealing vith these problems, and suggests certain concrete

‘steps that the Department should take to improve matters.
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| SECTION II - -~ HHAT IS BEING DONE NOY -

(A) BY- THE DEPARTMENT: ‘ :
- The following is a brlef descrlptlon of hov ‘the procedures

,operate within’ the Department when its- employees- reach retlrement
(or vhen ‘an employee’ announces his decision to retire before
reaching 65) In fact,’ thls is the onlv action now belng taken
‘under what mlght .be called- "Preparatlon for Retirement®; i
' l.' . Superannuation Section (APR) keeps lists of all employees
 approaching their 65th birthday, and some six months before -
‘that date alerts the pay section (APRE) and Personnel Oper-
ations. (APO). ' '
2, .+ -APO sends out a letter to the employee along the follovlng
~ lines about six months before retirement:

-1 have been informed that you will reach your- 65th
-Jblrthday on (date) 'so that, as provided in the Public’
Service Superannuatlon Act, you should now plan on retire-
ment from the public.service on that date. I am bringing
thic to your attention at this early date because it may
take several months to complete the administrative processes
-reloting to your retirement and you would not u1sh to have g
pen=1on and other arrangements delayed. 5
Our Staff Relztions ‘and Compensation D1v151on is :
now preparing-the necessary forms, CT-400, T-1l, and other
documents end will be sending them to you soon. In this
connection, ue note that your home address is .se.s -YoOUu
will ‘undoubtedly be.aware that all your vacation leave -
‘credits should be. liquidated prior to-your 65th birthday and
T would suggest that it would ‘not ‘be 100 early now to discuss
the question of your leave.and of your last day on duty -
with (superfluor) and inform us in due course,
© " 'The USSEA will, of course, be informed of your
impending retirement and will undoubtedly be writing to
wvou at a date nearer to the event.

Signed  Associate Director L .
: Personnel Operations Dlvzslon o

Thic letter may also include a paragraph-

e rely on you not to divulge any information of an
official nature that may have come to your knowledge as a :
. result of your cnoloyment in the Department. In this - T L R

connection you zre reminded that you continue to be bound R . r
by the terms of the Oath of Office and Secrecy.
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In the case of early retirement, a letter is sent out by
Staff Relations and Compensation Division (APR) advising of

. outstanding leave and giving the date of retirement, It does

not mention severance pay at this time. It is only when the
precise date of retirement is known that actual severance pay
is given, though a rough estimate may be supplied before
should the employee so request. The letter does give an
approximate pension based on the average salary over six years'

" highest return which comes out at X dollars based on X number

of years and X months' pensionable service. For details
regarding deductions and forms refer to the letter attached
(step L).

This is followed by circular letter from AFR after obtain-

.ing the necessary salary information on which to base approxi-

mate pension calculation from APRE (copy attached). This
circular asks the employee to complete the TD-l (tax deduction
return), and to sign the completed CT-400 form, in which has
been entered.the employee's deductions for medical, 'savings‘,

- or other previously' authorized deductions.

. At the same time, AFR sends to Central Pay Division of the

‘Department of Supply »and Services the completed form DSS=2000

vwhich is the Pensiaonable Service Record and states that "Xn

- will retire on imediate ammuity, effective (date of 65th

birthday).

* When the CT-400 and TD-1 forms are. received back AFR
‘advises the -Superannuation Branch of the Department of Supply
and Services that "X" will retire on immediate armuity an
(date) and provides the signed forms.

Later, APR receives from the Superannuation Branch of the
Department of Supply and Services the Benefit Authorization -
Form which states final salary, date of separation, number of

years of service, average salary for the highest six years,

amount of pension (annual and monthly), effective date. of
retirement, deductions and reasons for t.hem, and amount of
service after 31 December, 1965.

-\' - - A . ( v v

! \',v
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8. V-v On receipt of these‘ddcuménts:ffomextefnal'Affairs'

 (DSS needs DSS-2000 zbout three.months before the retirement
. date), Poy Divition of'thé*Department,bf.Supply‘and'Ser?ices
‘makes out DSS Pay Form 2517, vhich then has to be audited
" before.the last pay'chequé is paid and the severance - ‘pay
cheque is paid - both are sent to Extem..l Affeirs for
distribution to the emnloyee.
9. - ‘From then on,. Superannuatlon Branch of the. Department
~ of Supply and Services. ‘takes.charge of distribution of
the pension direct to the pensioner; the Department of
Supply and Services will not diwvulge the address of the
pencionner even to his own Department.

- Somewhere ‘during the processing, the retiree is informed of

“his severance pay, and near the:.departure date is asked to .sign

a form in which-he elects to receive a lump sum or to put it'
into a Regiétered Retirement Savings plan of his choice (in
which cace the. cheque for the severance pay is-sent by the
Department of Supply .and- Serv1ces direct to the manager of the
olan). . ,
There appears to be no established automatic~procédure
for the person retiring to be received by the Minister .or any .
senior officer, although such appointments_are’probably~ ‘
arranged - somevhere along the line.‘ Also, presumably evéryone
does receive a letter of faorewell from somebody before he-
retires, o
The answers to the question whether the Ministef or any
senior officer had seen:the outgoing cmployée to wish him:‘

well,-étc.,fwere farvfrbmAsatisfactory, and reinforce the

feeling of unéoncern."Thirteeﬁ'of the replies reported that"

no senior officer had sald good—hwe and another who answered
in the affirmative added "I finally sav an. officer!" ‘The

negative replies includéd‘officer>grades, clerks, stenographers;-“

and security guards.
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© DEPARTMENT .OF EXTERNAL -AFFAIRS -

‘becames payable, To apply for benefits under the Canada Fension

3(a)

. MINISTERE DES. AFFAIRES EXTERIEURES

Tile j-lj-?f‘

COTTAVA

Dear

In connection with your retirement we have calculated an

‘estimate of the pension you may exgect to recsive which will
- amount.to approximately $ : per anmum, however, when

you are eligible to apply for benefits under the Canada Fension
Plan (age 65) there will be a slight recuction in your fublic
Service pension (the two plans are integrated) but when the two
vensions are added together they will total slight more than
the figure given above., The Superannuation Branch will notify
you of the exact amount of your annuity about the time when it

Flan you should visit the District Cffice nearesti io vwhere you - =

-are living at that time. -

if you are a participant under the Supplementary Death
bDenefit Plan you may continue your coverage -raying the same
rate of premium as an employee. As you are aware both the
benefit and the premium is reducsd by 107 each year fram age 6l.
Lo action is required on your tart to continue. this coverage.
Iowever, you may decrease your coverage to 500,00 with a
premnium .of .20¢ der month by writins a letter and scnding it
direct ‘to the Superannuation Branch., Please. note you are LOT
eligible to make this election.until thlrty days after your
vension beccmes payable,"

- For vension pu.r,)oses, please complete and return the
attached form TD1 - Employee's Tax Leduction Return. - Also for

. pension surpeses we will require your vermaneni address. If.

you do not have a permanent: adcress at this time please .provide
the address of a relative or friend. e will pass the address
on to the Superannuation Branch. -After this initial notifi.
cation you will be expected to inform the Branch direct cf -
any change in your address. Correspondence should zlways refer

“tc your Superannuation file No. - and 'should be
,addressed to ' S

Suoerannuation Branch,

Department of Cupply and Serv1ces,
Tunney's Fasture, -

Ottawa, Ontario.

KA 0T9
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1I‘ you have any questions about your pension cheques
or deductions from them you should write to -

Central Pay Divisien,

Department of Supply and Somcu,
Tunney's Pasture,

Ottawa, Ontario,

K1A 0T2

~If you are going to reside in Ontario you may have

premiums for Ontario Health Insuranoes (cembined hospital and
medicare) deducted from your pension by signing and returning
the attached form CTYO0 on which we have entered the premiwum,
If you are not zoin; to reside in Ontario please delete it
and initial the deletion, herever you are living you may
‘have [remiuns for the Group Surgical<Medical Insurance
deducted fras your peusion as shown on form CT400, Flease
note that if you are not going to live in Ontario it will be
your responsiblility to obtain health insurance coverage
where you are going to reside, If you have any questions

" about your health insuraiace plans please see the Health

‘Insurance Seotion, Staff Relatlons and Campensation Divisien,
3rd floor Copeland Building, 274 Albert Street, Ottawa,

Under-socretary of State
far External Affalirs

>
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Turning to the actual;prdcedﬁres, it‘ﬁill.be seen that by any
standards they i&il to give anything but the minimum of information

-and of help., .Moreover, they are quitevﬁnpersoﬁal.' After all, this

is one of everyone's most important: milestones and surely it is not

~ necessary to use the impersonal circular letter on such an occa51on.
.No;here are the actual annual f;gures<shown from-whlch.the.estl-
~mated‘pepéionﬁis»calculated;’nowherewis there .any reference to

survivor benefits, an explanation of the. different healthlbénefits

(which authority'is'reSponsible'for‘what), no reference whatsoever
to the option concerning the disposal of the severance pay - the
meaning 6f a Registered Retirement. Savings Plan - no reference to
possible‘prdblems over ;~wife'siOld Age'Secﬁrity‘if she had not
eStablished‘residence,in Canada, no adviece regarding the necessity
of applying for the 0ld Age;Security six months before age 65,

~or three months for. the Canada Pension Plan,'nc4r¢ference to the. -
. benefits and optionslof‘the;Unemplbyment Insurance Plan, no refe-

rence to the need to look into the tax implications.if~onevdecid¢s

to retire abroad, no concern that the severance pay will be paid _
on the date of retirement or warning that it may be a little late -
if so, why and to whom to appeal if the 'little late' becomes 'a
long time' - no reference to the -corditions under vhich a person

may or mzy not accept temporary or contract employment with the

'Federal‘Government, with or without effect on his pen51on,‘no 4
- .reference to some of the benefits accruing to senior citizens by

w2y of cheaper transportation and other concessions, no request

if interested in receiving any Departmental bulletings, and no
suzgestion that there might be some need for the use of the retiree's :
skills and experience part-time. o ,
Finally, what information,is,givén4is put;forward<only~six
months before the actuzl date of‘rctirement'(far too short a time

‘for any plgnning to teke place), and then it is givén in'a most

impersonal w&y, mno word of acknowledgment'for-iong service, well-
spent, etc. - zlmost as if the Department is going.out.of its way
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,to nrove that it is a highly eff1c1ent mechanical machine, too

modern, comnuterlved and organized to allow sentiment to enter
into this final act between employee and employer. ‘ Moreover,
while the pension.plan and the severance pay are generous by any
stendard, no attempt is made to point this out or to show how the
resulting income should generally be adequate. _ |
It may be szid that many, if not 211, of these data just
referred to are aveilable to all employees in the various pamphlets
issued by the different agencies administering all ‘the Federal.
"goodies" to which 2ll Civil Servants are entitled., That is twue,
but does the Department want or expect each of its employees to

become a self-appointed "barrack-room 1awyer",'well-vers¢d in. a1l

the intricacies of these pension and other schemes? Surely, it

* is better that employees do not become overly concerned, confident

that, when necessary, the éxperts in the Department may be relied
upor to give them the necessary facts and to see them through the
intricacies of moving into their new estate.

Based on whet is being done by private industry and on what
experts in gerontology tell us, these procedures cleariy leave
much to be desired. Moreover, the replies to the questionnaire,
inconclusive in themselves though they may be, confirm that the
present handling of the retirement process is inadequate.

Out of the 70 questionnaires sent out, only 25-replie$ were
received. Of these 25 replies, only eight answered that the
retirement practices were satisfactory. Only two of these, however,
gave an unqualified approval and several, having announced "yes“,

‘then replied "no" to.nearly &ll of the other questions!

Perhaps .one quoté from the reply of a senior Foreign Service
Officer may underline the current situation and underscore the
need for improvement in the process by the. Department to help ahd
advise those about to retire or who have retired:

Despite the system, my experience was that one had to
exert considerable pressure to get what one was legally

entitled to, and any feeling of a helpful organization assis-
ting one to fuce the difficulties of separation from
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- .employment was completely absent. Everybody was kind, »

- but pressure of work, over-reliance on computers, -confusion
betiieen Departments concerned, and an awesome fear of . -
‘Treasury Board without .an indication of the Department .
having any responsibility to protect ite:staff, did not
‘leave the pleasant impression which one would like to have'
had on termination of service. . - .

The same. officer addéd:
My:gfe?test»difficUlty,arééé;hbweVef,:from'the.most-
appalling confusion in accounts in Central Pay Office....
-Senior officers were personally kind....At lower levels
~there was little regard to ensuring easy retirement...
A few indicated that procedures were generally satisfactory, but
principally -because they had served recently in Ottawa, and knew
to vhom to appeal for help. Another quote from a former employee:
I am sure employees of ‘long service ‘would feeifleﬁs
rejected if .they felt the Department had some consideration
for them. ' '
Also this: "After 25 years' dedicated to External Affairs, one
got thc impression of 'good riddance'", and "I consider the staff
in Superannuation, Medical, Pay Section, inadequate...they were

far too busy to be able to spend much time in advising personnel”,

and "it took several months.and quite 2 lot of correspondence to
determine the amount of pencion to enable me to decide if I could

retire at 59 or 60", and "I made enquiries concerning my severance

pay and found that no action had been taken - the clerk was on a

'French course'; two weeks later, Iuenquiredfagainiand found that
the cheque had not been requisitioned, I was not informed about
the Registered Retirement Savings Plans. I had to remind the

.clerk that I had'tO"sighva.form - he seemed simply unaware of ‘the =
requirements. Finzlly, I still await proper settlement of my

superannuation.” (ncarly two years after retirement)

In short, it seems clear beyond -any doubt that the procedures
are not satisfactory and most particularly, there is lackinga
sense of Departmental~concefn for its fdrmerfemployees or for

those about to retire. Once 2 person is retired, all connection
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with the Department generaily,ceases abruptly and‘brutally; even
his ﬁension cheque is sent‘out by another Department. In effect,
the Departiment washes its hands of its previous employees and does
not even keep a record of their whereabouts. This is hardly good
enough!

CANADIAN GOVERNMENT DEPARTMENTS OR_AGENCIES:

During the last two or three years, several Federai Departments
or agencies have become interested in the problems of retirement,
and some of them have started programmes. - With the exeeption of
the Marine Services Branch of the Department of Transport and .
National Defence, the direction that these programmes have taken
has been in the form of group counselling courses given without
charge 1o anyone nearing retirement who wished to attend. In;all
cases{'such courses are held during the working day and for the
most pért, conducted by discussion leaders who have given their
services without charge. The "pioneering" department in this -
field seems to have been Public Works, but Indian Affairs and

Northern Development, The Post Office and Supply and Services

have all worked up and expanded elaborate'systems. These not .

only involve courses but a considerable amount of production of

material, notably some form of personal booklet dealing with ‘the

problems of retirement and.explaining in some detail the benefits
accruing under the Superannuation Act and other Government schemes
such as the Canada Pension Plan, Old Age Security, Medical Bene=-
fits. In addition, Marine Services Branch of the Department of

Trensport, while not offering courses, have developéd their own

guidance book .and set up a form of perSonalbcounselling that evolves

about their book. Statistics Canada has a much shorteﬁed course

~and National Defence, operating in close co-operation with Manpower

and Immigration have a division that is directly concerned with

the placement in civilian employment of officers and men who are

retiring at a relstively young age. Through their Service Bulle~

tins, they distribute articles on retirement and about help that
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is available to them te.prepareufor their entry into civilian life.

Manpower and'Immigration'have,also'prepared a«detéiled'manuscript that

'goes into the. pension benefits, etc., which aperently is. much used by

their tralnlng and personnel advisory offlcers. .
IAND are sufficiently encouraged by the initial response in- the

* Ottawa area. that, this year, they are,operatlng“courses,;n Calgary,
'Regina and Edmonton and hope to .start one in‘Toronto. For the same

reason, DPW are increasing the number of courses in the Capitol
region and expanding into. Vancouver and Edmonton, and. possibly into
Montreal and Halifax. _ _ ,

- From the-foreg01ng summary it will be noted that several -depart-

ments have been busy writing: and publishing guide books - all excellent

and well prepared, but surely, at an alarming duplication of effort.
The idea of a personal.retirement handbook, or "Passport to Future

“Happiness",-so aptly described by DSS, is -excellent and a practice

~followed by many private industry firms. - The Treasury Board has

expressed some’concern-over this disjointed‘approach. An ‘extract
from a report ‘prepared by Mr. L. P. Wood of ‘the Pensions and Insurance
Division (TB) may be noted (hls report is attached):

There is no doubt.that large numbers of Canadians including
public servants cre retiring without adegquate preparation for
this change in their life. There seems to be general agreement
that information in this area should be more readily available

" to persons approaching retirement; however a prime question is
'who should be responsible?’

The government's future programs for the aged should be
fully reviewed before the Treasury Board attempts to coordinate
and set guidelines in respect of the government's involvement
(if anv) as an employer.

It is my personzl opinion that the Treasury Board must
attend to this matter without delay if uncorrelated programs

-of every description are to be prevented from springing up
(if mavbe only temporarily) throughout the . government.

The coordination of pre-retirement training programs would
‘seem to naturally come under the re5p0n51b111ty of the Manpower
“Division of the Treasury Board.

After propesing a meeting. to establish "pollcy" heripcludeS‘the

following_tﬁo significant . areas for study - (among others):
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NOVEMBER 1, 1972
.TIHETABLE - DAY'S. }:vrzmrs.
a.m. Informal - Coffee and Introductions
a.m. Welcome and General Orientation to fhe Task
at Hand
a.m. Oﬁjectives for the Day and Plan of Action
a.m. Sub-Group Clarification of "Issues"
p.m. Consolidation of "Issues"
p.m. Lunch - Evaluation and Preparation for
Afternoon
p.m. ﬁeciding-aow:to Proceed - How to Involve Others
me. Déaling with some Issﬁes
p.m. Wind-up - Summar&
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Pre-Retirement. Counselling Meeting

November 1, 1972

-For your information. This is an

early report .on pre-retirement

‘counselling service. prepared by

L.P. Wood.

George E. Roper
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ot pre-Retircment and Post-Retirement Counselling Programs

The following is a preliminary report on-the above

subject based on ideas and information obtained through:

‘a) Attendance at a three day workshop seminar held
by the American Management Association in Chicago
last month.

k) Discussicns with the Manpower Division of the
Personnel Policy Branch of Treasury Board.

c) Brief talks with key persons in many of the

government departments already providing or
contemplating these services for their employees.

The Chicago Seminar

The seminar in Chicago was attended by 20 persons from
various organizations throughout the U.S. and Canada. .In
particular there were Canadian representatives from the Department
of National Defence, the Post QOffice, the Tredsury Board and the

- Canadian Broadcasting Corporation.

The two discussion leaders were older persons vho had .
successfully established employer oriented counselling programs,
were committed to the premise that employers had a definite _
responsibility to fully prepare their employees for retirement
and, therefore, concentrated on how such programs should he run.
Nevertheless, I was able to develop the following pros and cons
of employers setting up their own programs:

Recasons why an enwloyer should prov1dc their employees with
pre- JCLJ](MOHL coun=0111ng

a) They arc morally respon51ble, espec1ally for employeces who
have given long and fdlthful service.

b) Large sums of money are spent on providing pension benefits
and the extra cxpensc nceded to ensure that such bencfits
are cffectively used, is relatively small,

.
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‘¢) ‘Younger employees.would be‘impressed by such. e Gemonstration

of concern on the part of -the employer for thelr older
colleague's welfare. v

.d) It w1ll improve ‘company publlc relatlons.

e) - Thc problems connected with 1molement1ng a fleY1ble

- retirement age pollcy would be minimized.:

AReasons whv emnlovers will not ‘want to become involved in

pre-retiremrent counselling programs requlring the establishment

- of planned 1nstructloﬁal courses

a) Pre-Retirement Counselllng cannot be demons;rated to he a
cost-effective measure.

b) The state is identified with much'of the complexity in

to-days society especially in respect of-the aged and as
with other types of education the state should undertake
"the major responsibility in this area,

c) Major demands for such services have not been made by large
- numbers of ‘employees or their representatives and unilateral
- action by the employer would be contrary- to -established
industrial relatlons procedure.

.d) There are ‘much more pres51ng and immediate problems in-

- need of attention; even in the area of personnel " counselling.

e) It is difficult to . provide such services to all’ employees
if they are dispersed throughout the country.

f) Employer sponsored programs have experlenced difficulty ln
' 1nvolv3ng the spouse of the employee._

g) Many plans establlshed by employers have withered by the
wayside for lack of intcrest and dedication on the part of
the person responsible for implementing the program. The -
‘best of plans obtain not more than a 60% part1c1pat10n of
,ellglble employees. -

The status of pre-retirement programs in the Federal Government

Sevoral ‘departments in the federal govcrnmcnt have

“introduced programs of pre-rctirement counsclling and many others -

arc in coursc of implementing or 1nvcst1gat1ng them, .The
follow1ng 1s a lzstlng of those 1nvolved -

1) Decpartments whlch have already 1ntroduced a serlos of

COUI’SCQ are:
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2) Departments which orovide information to employces either in
booklct form or otherwvise are:

a) Transport (Marine)

- 3) Departments which are implementing courses are:

a) Transport (Air)
. b) Supply and Services
¢) - Post Office (More than one group involved)
d) 'Energy, Mines & Resources (To use outside services)

4) Departments investigating the subject and those who have
deferred a decision are:

a) Manpower & Immigration

b) External Affairs

c) National Research Council

d) National Defence (At least two separate groups involved)

COMMENTS 7

: There is no doubt that large numbers of Canadians
including public servants are retiring without adequate preparatlon
for this change in their life. There seems to be general agrecement
that infermation in this area should be more recadily available to
persons approaching retirement however a prime question is "who
should be responsible?"

The government's future programs for the aged should be
fully revicwed beforce the Treasury Board attempts to coordinate
and set guidelines in respect of the government's involvement
(if any) as an employcr.

It is my personal oplnlon ‘that the Trecasury Board must
attend to this matter without delay if uncorrclated proygrams of
cvery description are to be prevcntcd from springing up (if
maybe only temporarily) throughout the governmﬂnt

‘The coordination of pre-retirement training programs
would seem to naturally come under the spongnblllty of the
Manpower Division of the Trcasury Board?ﬁ d I thercfore propose
that they should call an immediate meetlng of senior czecutives
from cach interested government department to consider:

1)  Thc extent of the nced of and demand by
public servants for pre=-rctirement counselling,

2) How thesc needs and demands are currcntly bclng
met . \
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{ﬁy'fThe likelihood of‘programs of ecducation for

4")‘}

6)

8(f)

retirement becing sponsored and encouraged by

- the government for the benefit of all Canadians

as opposed to just Public Servants.

Subject to (3) the degree of responsibility the

.government, .as' employer, should undertake.

5)

The ddvantages andxdisadvantages of a uniform
and/or coordinated approach by departments to
the employer's responsibilities.

The rdle to be played by the Treasury Board.

[Pl

\ L.P. Wood,
Pensions and Insurance Division,
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Meeting to be Held November 1,.1972

Pre-Retirement Counsélligg

"Issues”" to be examined as.a basis for preparing a policy statehent

(a) - ‘Need: - : - .~ What evidence ‘do we have that a need
| - © exists? EEE
(b) "Bénefits: ‘ | - . Who will benefit from the program -

~individual - department - community?

(c) Responsibility: ' : »:‘Who_is responsible - individual -
. . department - community?

@) - Content: o 'What should be covered in a pre-retirement
' counselling service?

(e) .Administfa;ion: , What is the best way to ‘administer a
: pre-retirement counselling service?

(£) Resources: _ S - ‘What resources should be provided on a

: : central basis? What personnel are
available to provide services? What use
should be made of consultants? a '

(g) Costs: '~ 'What are the costs of pre-retirement
' counselling programs? Who should
pay these costs? :

(h)' Research: ‘ ' - 'What studies are required at this time? .
: ' What research information is available
to guide the development of programs?

(1) " Voluntary - Involuntary: - What is the nature of ‘the employee's
. commitment to the program? '

j) Union Liaison: At what point should unions be brought
: "into the discussion?
What is the role unions can play?

, (k): Post Retirement Counselling: “How -are pre and‘post-retirement:counselling'v’

re lated? _ :
(1) Training-vs‘CbunSelling: "How are the tréiniﬁg'and‘counselling
’ : ' oo . approaches to preparation for retirement
related? ’
(m) Central Agency Responsibility: What are the central agency responsibilities :

in the area of pre-retirement counselling?

(n) Personnel: - - ‘ What personnel is required for pre retiremen .
.counselling? 1Is the personnel resource "
.available? -How can this personnel resourcc
- be trained? ' ’




Point 1. 'The likelihood:of programs of education for retirement’
" being sponsored and encouraged by the government for the
beneflt of-all Canadians -as opposed to just Public Servants.
Point 2. ..Subject to 1l (above): the. degree. of respon51b111ty the
government as employer, should undertake.

int 3. He alSo suggests the need ‘to conslder the pros and cons.of -
a unlform or co—ordlnated approach by departments. Agaln, in this -

.context Mr. Wood is clearly relatlng "programmes" to "courses" and

it is here that I believe: our’ thlnklng must be broadened. Courses

are only one method, clearly, if well done, of .great value to those
attending, but for one reason or another not necessarily the best
method and certainly not,the.only onejto be considered. .

I will deal with these three cardinal considerations later in
tm;report, o | ‘ a

. More detailed notes concerning what each Department is doing

. are tabulated 1n Appendlx A.

(¢) B

CANADIAN ‘COMPANTES:

It is very difficult to obtain any - sort of statlstlcal summary

 of what "North American™ companies are doing in this area of pre-

~retirement preparation or counselling. Surveys carried out by various

organizations in the United States, such as the Conference Board for
example, arrive at some statistical conclusions, but these'are neces-
sarily incomplete and may, in fact, be misleading.l.what’is.a programme?
The best that one can'do is to discuss the problem with a number of
large companies and try to arrive at some sort of idea of what is going
on, what are the -attitudes. | , '

In Appendices B and G, .I have given some brlef notes. on company
practices in both Canada -and the United States that are a comblnatlon o
of the results of calls made, correspondence or 1nformatlon gleaned

from newspapers or other articles. The detaills, such as they are, -

‘are given not so much as.a study of any one company's practlces, but -

rather to give an overall "feel" of the situation in the private

sector. It will be observed that,of;the 28 Canadian companies,ronly

four are now using the "course” method and a few have tried and abandoned




10

them for .one reason or ariother. Most companies have personal counsel=-
ling’programmes of one sort or another, some backed by carefully pre-
pared literature -note particularly Bell Canada, I.B.M., Domtar,
Northern Electriec, Swift Canadian. This counselling runs all the way
from simple advice on pension benefits shortly before retirement

~ and ‘sometimes on demand only, to a more thorough and systemic calling
-in (voluntary but almost invariably accepted) of employees as much as
five years before retirement when not only are the pension plans |
- carefully explained but employees are urged to "plan" and advice is
.givén, if requested, on how to go about it. In many cases, employees
are given annual statements of their pension status. | '

In addition, note that nearly all companies make sure that all
employees and former employees are made fully aware of their medical
plan benefits; of their pension benefits and options, both from the
company pension plan, Canada Pension Plan, 0ld Age Security, Unemploy-
ment Insurance. This is not done by providing printed information
only, but is carefully covered by individual interviews.

It is interesting to observe that many retirement plans are
based on a voluntary retirement age (usually referred to as "normal
-retirement age")4that involves a minimum age and length of service and
a compulsory retirement age.  During the'years between, an employee is
entitled to retire without any actuarial reduction in his pension and
. the employer mav retire an employee without cause_(the difference
between what appeurs to be general commercial practice and that of the
Civil Service is that these conditions of serviée are clearly under-
stood and accepted by both parties). 1In cases where a person is asked
to retire early, i.e., before the compulsory maximum age, or sometimes
even before the voluntary age, frequently - perhaps invariably -
compensation of one form or another is granted.

Tt will also be noted thét most of the companies have some method
of keeping track of their retirees and encourage employees to seek
nelp from the company after retirement. Many have organizations of
“former -employees; and many have arrangements for regular anmual visits
or contact of some kind to each former employee - as well as asking

.y w9 s

. , .



e

~ them to &ll company get-togethers.‘ Some cemoanies‘help'with'the*coets
of holding -annual -pensioners!'. gatherlngs even to the-extent of paylng :
-transportatlon and- over-nlght ‘hotel accommodation.

If any. conclu51on can be drawn from these examples, it is that

. personal counselllng is used widely but that courses are neither very

common nor are they partlcularly popular among employees.' Most com-

. panies make ‘a: particular point of seeing to.it ‘that- employees~are-made .
~fully awareaof.all,their,pension'benefits.and the‘optionS»open:toethem.(. -‘

Also, companies find it to their advantage to take an interest in their
employees after retirement and provide the means for them to keeﬁ
contact. V

(D) CANADIAN COUNSELLING SEPVICES AVAILABLE

In Appendix C ‘I have- glven a: summary of some ‘of the’ counselllng
services available for those w1sh1ng to attend "classes" on theéir own

time for a fee, together with sources from which help in organizing

- courses may be dravn., This survey does not pretend to be complete by
‘any means, but it covers at least some of the services available in-
‘Ottawa, Toronto and Montreal.

The mainvpointltO'be'noted here is that in recent years.a demand
for some sort of pre-retirement help has influenced the setting up

of courses, particularly.in Ottawa . and Toronto. . At the same time,

“very few commercial .companies have taken advantage of the help made

available to them to set up programmes, It also shows that consider-
able research has been undertaken on the subject of older people and
on the question of retirement problems. . In other words, there is
already 2 lot of help avallable, literature, ‘bibliographies, that

'will help any. Deoartment in -setting up counselling programmes’ whether

in the form of courses or of personal counselling.

~ ADDITIOHNAL O?"\VI>*”IOFS OF POSSIBLE INTEREST AFTER RETIREMENT

In 1upend*x D, I have listed & few organizations that possibly
nignt be of interest to persons after retirement - whether as a means

of further employment in Canada or abroad on a voluntary or paid. basis.




The list is not meant to bc complete by any standard; it ineludes just
2 few organizations, mostly in Ontario and Quebece, that .came to my
notice during my enquiries. A very complete list .of organizaﬁions in
the Ottawa area is ineluded in the list put together by the Department
~of Supply and Services. _ o '

Since many people retiring will not be.aware of where to look
for voluntary work, or for paid employment where their experience will
be an .asset, such a listing should be expanded and added to the mater-
ial made available when people retire. A | |

Insofar as organizations such as CIDA, CESO, OXFAM; United Ser-
vieces Committee, U.N., Agencies, are concerned, it is also important
that the attitude of these organizations toward using people retired
from the Department should be known ahd, together with the names of
appropriate .officers in each organization, passed along during the
retirement process to the persons retiring, To this end, regular
liaison should be established with such agencies and, 'if they so wish,
names - with their curriecula vitae - of persons retiring who express

interest in service of this sort, should be supplied to -each agency.

(F) BY LABOUR UNIONS:

So far, the unions in-Canada have shown remarkably little interest

in the question of pre-retirement training. The CLC reportedﬁthat only
_the UAY has set up a separate section to deal with the question, and
it has worked out with Chrysler in Canada and the University of
Michigan a programme based on regular courses. Otherwise, the "™locals"
have not shown interest despite prodding by CLC headquarters in Toronto.
Even there, I gather, pre-retirement training is not high on their
list of priorities. The pressures in this regard are for longer
nolidays équated with length of service, and for earlier permissable
retirement without loss of pension. These pressures are not yet matched
by pressures for provision of training to enable ﬁembers to use more

profitably their increase in leisure time. .
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- Nevertheless, I understand the unions at Alcan's opératidn in
Arvida and Shaw1n1gan have co-operated in-the programmes belng started'
through the CGEP's in those areas, and this. active co—operatlon with
.community college= elsewhere may herald growing interest. Some of
the unions have negotlated leave -of absence of up to eight weeks with'
INCO for. members. to attend the Labour College at Port Hope. However,-

- that college has not been concerned- with pre—retlrement tralnlng.

Within the Civil Serv1ce, ‘the PSAC are- ‘showing interest in what
Departments and the Treasury Board are doing and may be expected to
be more concerned in the future. PAFSO has shown no trend in this
direction. ‘Attempts to sound out CUPE met.with no response. (A
letter addressed to the Chairman of CUFE's Education Centre who is
resident in Sudbury, went unanswered.’) »

In the United States, the situation seems to‘be‘about,the same
except that some "locals"™ there have started to,show'interest, but
this interest mayfbe aimed more at loocking after their retired workers
rather than in training before - reference International Association
of Machinists and Aerospace Workers - that have - already negotiated

earlier retirement in some of their‘labour‘contracts and followed this

by establishing "lodges™ to provide interest and‘activitieslfor'their

retired members.

'WHAT IS BEING DONE IN ERITAIN:

The British.éppear to have done a considerable amount in the
field of preparation for retirement, although, as I did not visit the
United Kingdom, I am not able to give any- appralsal concerning- the

extent to which personal- counselllng or 1n-nlant tralnlng is actually -

.carried out in private industry. However, through .correspondence, I

have obtained some information on what is being done in-the Civil

Service and by various institutions in this field.

‘The Rev. Y. E. Beveridge, Industrial Chaplain to the Bishop of
London, who h2s been. active in persuading companies to provide pre-

retirement training and has done considerable research, has this to say

about the situation'in Britain:




A number of companies are now sponsoring courses in company
-time, at which doctors, financial advisers, psychologists, edu-
cationalists and so on, look at the situation which retired men
. will have to face. The quality of these courses varies; some
take place too near to the retirement date to allow men a real
opportunity to get their finances in better order or to prepare
for new activities effectively before they actually retire.
Some -seem to consist of little more than a weekly series of lec-
tures given by “experts" followed by a formal gquestion period
in which the same three or four more vocal members of the course
"ask questions while the others stay silent. Not enough seem to-
take place with groups small enough to allow a full and frank
discussion involving everyone. Part of the problem for many
course organizers is that the pre-retirement course is on a low
financial ‘priority. The company has to pay the same fee whether
. eight are in the group or 28; it is easier to book the lecture
- room once than on two or three occasions. So courses in fact
tend to contain 28 more frequently than eight; I have known
them to contain as many as 40.

The possibility of 'planned retirement" is one that some
companies have begun to explore.

In London, two companies at least have appointed retirement
officers to advise employees on the problems of retirement and
to maintain a link with their retired workers.

We do not yet know how effective pre-retirement courses
really are in changing attitudes and initiating new patterns
of behaviour.

In Chapter 12 of "Solving the Problems of Retirement", Miss
Lorna Hubbard, the Secretary of the Pre-retirement Association gives
a run down of the work being done by the various municipal and county.
authorities that are listed in that Association's literature. It
would seem from thié listing that many companies in Britain rely on
these associations to provide the courses. In most cases, manage-

ment gives time off without loss of pay and pays the per capita charges.

Sometimes the courses are organized in-plant during the working day
and sometimes in the evenihg., Some of these associations also- run
post-retirement craft or hobby courses and a few courses for personnel
or welfare officers. As there are 26 of such organizations listed

- from right across England and Scotland, it would seem that pre-retire-

ment training may be becoming generally accepted.

- B S Ca g e . e e e . . . e e L
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" At the Conference Board semlnar, the ‘British Consul- General did
report that personal counselling was used by many of the larger firms

.in Britain. whether or not .personal counselllng,ls.general in the

large corporations in Britain, it appears as if the use of courses

g outside the establishments, genérally based on day-long sessions, is
much more-general'there‘thanwis the case-in the .United States or Canada.
“Also, there are séveral residential:'courses available where the

discussion among groups led by. ‘speakers is sunplemented by the lnfor—

" mal discussions held "out of -school".

In Appendix E, there.are some notes concerning what the Civil
Service, various municipal and educational organlzatlons and some
companles are doxng in Britain.

(1) BY THE UNITED STATES:

" In.Appendices F, G and H, there are -some notes concerning what
is being'done in ‘that country. In Government, ‘the overall watch-dog
seems to be "The White House Conference on Aging" which has a separate

section on "Retirement Roles and Activities", This section in its 1971

Conference recommended increased responsibility . of "society" for
pre-retirement preparation, but also emphasized that the employe:'has
a major responsibility for providing "programmes". In addition, it
stresséd_that~counselling'should be provided loecally ‘"throughout the

~Naiion".starting at least five years before retirement, and that there

should -be special courses for those nearing retirement.

In Governmeni, the Civil Service Commission has established
policy supporting pre-retirement iraining within the Departments of
Government - a Bulletin announcing the policy is attached to the
Appendix. In any event, most departments have "courses® and a few,
including the State Department have a section exclusively devoted: to

- looking after people about to retlre and keeplng track of those who

have., A feature of-thelracqurses is that they are given for relatively
large numbers, sometimes up to 300. RThe Staté Department .usually
deals with 200 each course. These are all given during the working

day, and usually wives are encouraged to attend.
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- While it is impossible to show statistically the extent to which
-the recommendations of the "White House Conference on Aging" are
being implemented by the business community, there can be little doubt
- that the idea of pre-retirement counselling and training is becoming
more prominent in the United States - although not necessarily oriented
towards "courses”., The notes on what some firms are doing in the
United States give some idea of what a small cross-section are doing.

The "Harvard Business Review" reported recently that current
executive thinking is being increaSingly disposed to éccepting:more
‘responsibility by their corporations towards their employees. Also,

a confidential study prepared_for the Institute of Life Insurance
showed that pre-retirement counselling headed the list in answering
the question: "Which possible service do you think Life Insurance
Comapnies should provide?"‘-:the score was double the next in line:
"investment advisory service", | | .

There is no uniformity in their methods, but a reading of this
Appendix will show how meticulous most firms are in seeing that their
employees reaching retirement are supplied full details about their
pension entitlement. In many cases, the information is repeated yearly
as far back as five years, and put foward in the greatest detail. In
all of the firms where a.description of the programme is given, the
emphasis is on personal counselling. In considering these notes, one
must remember that what is described in general terms and in detail .
in some of the supporting documents is a description of company policy
on paper - and probably in'géneral intent. However, the practice in
many cases falls short of this "ideal". The success or failure of
any prbgramme rests largely with the personnel people or supervisors
in administering them, and several companies admitted that frequently
performance falls short of stipulated policy. Nevertheless, some of
the documents prepared for the execution of that policy-are'of pérti—
cular interest{-they'do-provide most useful ideas to anyone setting up
a really meaningful programme, and should be used accordingly.
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. - I‘E v.(il_fL;. be clear that there is no agfeement' on.the effectiveness -
of in-blant group counselling, “The final paragraph of this section.
lists the'companies:and_unions'for which-the Uni#ersitj bf'Michigén
' has set-up such courses. Most of these are large mtematlonal corpo-
" rations which presumably believe that these .courses are -justified from
' results. ‘I have no information: concerning the extent to which these
‘corporations combine personal counselllng w1th the courses. '
l In the United States, the universities- have done much research on
the question and several, notably Michigan, Chicago and Drake, have
developed "courses" and techniques that are being used within their
' own jorganizat:_lons and for private.industry and the labour unions..
‘Some notes“on their activities are alSQ‘included in Appendix F.
' Apart from research and encourégement given by Government and
“the universities, there are many private organizations in the United
' States. designed to help people bridge the gap into retirement and to
provide -help and support following retirement. - Some of these are direc-
tly related to management - The National Industrial Conference Board -
t some to retired Federal employees, including the Diplométic and Con-
sular Officers Retired, Inc. (DACOR), and the National Association of
l * Retired Federal EnoloyeesA, “some to retired people from all walks of
life and some strietly commercial organizations Operatlng for proflt.
' Some of ‘these are dlscussed brlefly in Appendlx H.

(I) BY OTHER COUNTRIES:

There arc & few briefl and most incomplete notes on what is being

done in other countries :m ciuded in Appendix J.
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' SECTICHN III - ' THE_PROELEMS OF PREPARATION

[

|

-There is & growing recognition that when people are required to

retire they do not automatically find the experience easy and enjoy-

‘asble. .Many are said to dread the day andifind.that:enforced leisure

"hange heavy" and lecds to acute depression, unhappiness and sometimes
even to early death.  As.society has-moved from one in which few retired 2
until wealth or ill health intervened,,to,bﬁewiththe”generally écceptéd
principle Qf;compulsofyvretirement at a.certain age, the subject has
engeged the .attention of all sorte of‘soéiologists and experts in the
science of gerontology and gerietrics. There is much liﬁerature on
the subject and in some countries, including Britain and the United
Stutes and to a lesser extent in Canéda, a growing number of orgeni-
zations, universities, municipal, governmental, service, have Séctions
devoted to helping retired people or those about to retire. ' 'hile
authorities give different weight to ‘each of the problems, most agree
to the general difficulties that retired people face, and. all underscore
the need for planned~prepafationsﬁfor'retirement well before the inevi-
table date.. Moreover, a1l stress-the_fact.that, if properly handled, -
retirement can mean the start of a new career that may be, perhaps
chould be, unrelated to one's previous éctivities.' But, being divorced
from thc'prcssﬁres,of competition, perhaps even from "making a living",
thic third -and final cafeer should be one of great satisfaction - but
it should ‘be planned in advance, the further back the better, if it is
to provide the happinesc and satisfaction to which a lifetime of "work"
entitles one. |

Ho far back tﬁis«planning should start isvsubject to debate, but
it is the fuctor that should govern the time when "management" .starts
to alert its émployeeS'to the problems they must inevitably face wher
they reach the compulsory retirement age. There is no uniform-praqtice
in priveate industry in Canade and the United Stdtes,jbut the previous
section =hous thet more and more of the larger corporations. are intro-
ducing planned retiremént counselling systems somewhere along the lihe.

This counselling consists principally of providing full information

‘on- company pensions and other financial assets, drewing attention to
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the problems that a person will face, sounding warnings and giving
advice concerning where help may be obtained in solving the problems.
Out of respect to the individual's privacy, managements sheer away
from attempting to.adVise an emDIOJee concerning what he should do dr .
" how he should actually organize his post-retlrement llfe, and ‘this '.

principle should be adopted by the Department.

In any case, it is generally recognized that thinking about -and
planning for retirement should start well before the actual date.
Ideally, preparation for retirement should start from a very early
stage in one's cereer, but what is ideal and what is practical is'proba-
bly very different,» One authority says bluntly that the time to.start
@ counselling programme ic five years before mandatory retirement - v
if the emnloyee ic approached too young he will fail to see the impor-
tance, if tco late, he hasn't enough time to consider a1l the problems
and digest the information on hoi to deal with them.

Knuston Hall, Residential Centre for Adult Education of North-
hamntonsixire County Council, England, summarized the problem: "...the
age ot whic!. peonle should be thinking about retirement is of racademic
interest, really ~ what is important is the age at which'they DO think
about it". Their experience showe, and this is borne out by much of

he literature on the subject, tha:t that age frequently is after'
retirement,

Agzin, Dr. Cosgrave, when'Couhsellor for the Toronto YMCA Services
cuced hy people over 60 says: "Ye hoped for people of 50 or 55,-but
you cannot interest them (in retirement planning or preparation) at
the time they chould be interested". In his view, the answer lies in
more person:l counselling and suggests thét "industry" should take
thic on. ‘

The Cnturio Government in 1958 set up a long-term research pro-
gramme (for 20 years) on the "Study of Aging". So far, it has been
noted that by the mid-50's the participants (2000 male voluntéers who
started in their mid-40's in 1958) "evidenced a more positive attitude

to7 rd retirement than they had in their LO's".
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Several'iarge companies;in>the United States and inuCanada.hay‘bé
said to start some sort of programme almost at the time of employment

by annuzlly sending éach emnlbyeé:""tatement of his pension benefitu.
Subsequently this factual data is reinforced by regular and more cor-

»plete councelllng as he: approaches the. comnulsory retirement age.

On: balance, the: maln -thrust of any programme undertaken by. the

Denartment would. seem best directed toward the five year mark. However,

' th1° ie not to say that Departmenthl policies aimed at interesting its

employees in outside and varied pursuits during their working careers
should-not be considered. On.the contrary, this sort bfaindirect
‘preparation for retirement should be considered as an integral part of
‘the project and also as of indirect benefit to the Department -and to
the country as 2 whole. (see Section VI) |

‘The sort of problems that are generally recognized as neéding
counsélling and-advance planning cen be summarized under the following
headings: (a) Finencial, (b) Health, (c¢)  Where to Retire -~ and in
what sort of Acéommodation, (d) Use of Leisure, and (e) Development.
of Rctirément Philosophy.

FINANCIAL

There is 1little doubt that satisfactory financial resources are
the most important factor from the solution of which most of the other
problems can be based. Most of the authorities writing about retirement
protlems stress the importance of financial planning énd »sugg'est ways
and means of going about it before retirement, stressing the need to
recoznize & reduced incomé'that; however, is offset by reduced expen-
ditures and obligations. requiring the out~flow of funds. Hoﬁever,
it ic questiomnable if adequate financial resources ‘is the primary .
problen faced by most of the people retiring from the Public Service
of Cunxdz, The Civil Servicé pencion.arrangements providing for -
maxinum pension of 707 i _o'r01nforced by the Canada Pension Plan,
Unemployment Insurance, the 01d Age oGChrltV p,yments, virtually free

mecdical @nd -hospital benefltg._ In addltion, there ic a substantial




gcrerance pay that 1. equalled by few private corvoration plans, except
- that come large corporziions do have voluntary-contributary profit
sharing plons that might bé considered as off-settihg this lump sum
benefit [or thoce who elect to set it uv.

Possibly the major'"worry";of pensioners or tﬁose about to plan
- their "budget" for retirement lies in the erosion of the. value of
“pensions through inflation., This hac been partially overcome by the
. recent annuzl ¥ cost of living increase. However, this is only partial
and with the cost of living increasing at a rate considerably above
2%, the Department, 2g a first priority in helping its people enjoy
their retirement, should try to remove this worry by supporting fully

and forcibly the principle that pensions should be subject to annual li.

incre2ccs equal to the full increase in the cost of livin§; (It is

recognized that, under present arrangements, this logically is a
subject for bargaining by the Civil Service Unions with the Treasury
Board. Also, cince the principle has been applied to the 0ld Age
Security pzyments, hopefully it will come to be applied to Civil
~Service Pensionc 35 well as to &ll pensions in the private sector.

Houever, the Depurtment, as an employer, should show concern and

intcrest in its retired employees and should do 2ll possible to ensure

that their pencions are not eroded by inflation.)

Generzlly, one may conclude that for nearly all of External's
emnloyees with any cort of long service record (the great majority),_
financieal contiderations need not pose insuperable problems; but that,
until the inflation fzetor ic eliminated, that will be worrying.

ttowvever, the Demartment has an obligation to provide full finan-

cisd inform=tion Lo each prospective retiree. This should be best

the zpproximete cmount of pension he will receive at compulsory

retircrment dzte besed on his current salarv and record of service at

ége 65. Thic should shou ho. the amount has beern calculated; in this
vay, un empnloyee should be encouraged to make his owm calculations

from there on in. In addition, the employee should be told the amount

discherged by informing each employee five years before retirement of 5;;
- -

. . .



of ©1d Age Security payments he“can’expect for both himself and his
wife and the approximate amount of the Canada Pension Plan Supplement
~(thic latter necessarily in genercl terms as the calculation is compli-
cated),‘ Moreover, he should‘bé-told of ‘the effect"bf'the CPP.on his
Government pension, what happens to his ‘CPP payments .if he takes gain- .
ful employment after[fetiring at-éSQl Aléo, the entitlement under the

_ Unemployment -Insurance Act must be explained and.its relationship to -

the CPP. He must also be told the améunt of his severance pay to be
received at retirement age and how. this is calculated, Iﬁ;addition,
this information should be supplemented by references to any builf—in
coct of living increases.to any of the payments. He should also be
warned that.these payments will be subject tolinéome-tax»and‘medical/
hospital plan deductions.so that in estimétiﬁg his assets at retire-
ment he should take expert advice concerning the income tax deductions.
'Hhat is zlso needed, however, perhans mofe’for the rotational ‘employees
(1ho cannot be ‘expected to be au fait with Canadien tax gyrations -

vho can? - even~thc experts seem defeated) than for those in more.
static cmoloyment in the Civil Service, is advice concerning the effect
of income tax on the severance pay and the optionc open to each reci-
pient including (most importcntly) the pros ahd cons of investing the
lumd sum in 2 Registered Retirement Savings Plan, It is not suggested
thit the Department should- itself give detailed -advice on this parti-
culzr point, but it should inform each .employee well before retirement
rhen'auvising of ‘the amount of the lump sum he wili receive, that it
vill be subject to full income tax during the year in which it is paid
- with zvercging over the past three years - if it is taken as a single
lump sum-payment. -However, if put‘intO'a:Registeredeavings_Pian;

the tax will -be distributed ovef'the-years as it is éventually with-

dram in cegments, before the age of 7l. What is most important is

. that the employeé,'having beén informed of ‘these- options, should be

referred to a Trust Company; Life Insurance Company or financial_advi;or

of hic choice in order to have the relative advantages of each option




fully explained to him.: It is significant'and most unfortunate that
only three of the replies to thé-questionnaire said that theARégis-
tered Retirement 3cvings Plan option was mentioned during retirement
processing, and none that any explanastion of what it meant was glven.
Insofar as the Canada Pension Plan and Old Age Security are
concerned each employee should be told one year before retirement
that he must apply for these for himself and for his wife six months
before each reaches the age of 65 for the 0ld Age Security payments.,
(Although coplication for 0ld Age Security cannot be_made earlier than
six months before reaching age 65, when an employee is first warned
five yearc before reaching 65 that he will have to retire then, this
01d Age Security information .should be given then; with 2 warning that
retroactive payments are only permissable for one year. -It may be
that an employec's wife is older than he ié'and unless he is wérned of
- the entitlement, particularly if serving abroad, his wife might not
make zpplication in time). This application will produce the neces-
sary application forms from the Cancda Pension Plan which, in turn, must
be sent in not earlier then three months before entitlement (agg 65).
It is possible that many people reaching retirement, particularly
if they approach thic while living abroad, are unaware of the conces-
zions offered to "senior citizens" particularly by rail and air lines,
and of other concecscions (theatres, loczl transportation, ete. ). Each
should be told zbout these at the start of his five year cycle, and at
retirement, o that he will ¥mow thit after 65 hic transportation costs
and some entertuinment coste within Canada could be sharply reduced.
In @11 of these financicl considerations, the position of the
emﬁloyee's wife should be cirefully spelled out. That is to say, he
should.be informed that in the event of his death his wife ﬁill'receive
SOﬁ_of his pension, th;t under the Canada Pension Plzn there are
survivor benefitc; thit there are no Pederal inheritance taxes for
property 1eft to his iwite, but that various provinces still have some
inheritaonce texes. Neference chould perhaps be made to the fact that
a2t dexth the estzte ic :sse:cea for czpital zains tax as if the 2sseis
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had ‘been liquidated ot that. time - hence the need for keepingirecérds
of purchase costs. - (Trust Companies are ready to give guidance)
There also ‘appears 10 be an-anomaly that should: be looked into

and corrected in tHe case of 0ld Age Security payments to.wives of

- employees under certain circumstances, and’ possmbly.a¢sd to employees
~should they decide to retire abroad before reaching pensionable age

(65). The Department of Natlonal Health and Welfzre hes described the
legislation as follows:

The legislation provides that certzin absences from Canada
of a resident of Canada shall not interrupt his .residence in
‘Canzda. One of these is an absence from Cunada .of a resident
of Canada while employed by the Government of Canada provided
he returned to Canada at the end of ‘such employment or he
attuined vnensionable age while so employed. The residence of
2 married woman vwho was'a resident of Canada and accompanied
her husband while employed outside Canada by the .Government of
Canada shall not be interrupted if she returned to Canada before
or ot the end of such period-.of employment by her husband or
-she reached penzionable age thile her husband was so employed.
I might-point out that one of the critical aspects of this
provision ic that the wife must haove been a resident of ‘Canada
when che accompanied her husband outside Canada.

Apparently this legislation provides for no discretionary powers .

‘to anyone so that it is possible .some grave injustice and even some

hardchip could -arice in .the case of an employee who chooses or who may

‘be forced for healilh rezsons (or any other reason) to retire abroad

before reaching the age of 65. 1If he has married while en poste, his
wile may not have been a resident of Canada before he was posted abroad.
In both cases, to compel the -employee and his wife to return-to Canada
(presumably by return is meant to establish residence) in order to -
qualify for the 0ld Age Pension may not be possible for health reasons
and, in wny case, it would put him to an unnecescary and possibly
insupportable expense. o ’
Thic iz 2 strange proviso 1n the legislation that seems hard to

Justily. Tihe enaployee whllerserflng abroad ‘has paid Canadian .income

ax as if he were o resident of Canzda, In fact, he and his wife are

regardzé as recidents for all tax purposes when posted abroad: -



regardless of actu.:l residence in Canada before posting., Since the

funds for the 01ld Age Pension are found out of taxes, then by any sort
of logic, & person.who has regularly pzid Canadian income tax and who

has been regarded for tax purposes a resident of Canada (with his wife),
should be entitled to receive the 01ld Age Pension for both himself and
his wife. Thic problem will apply to only a very few persons, but to

" those few, the lack of 0ld Age Pension could pose a serious financicl
‘problem. Until the legislation iz amended, it is important that this

leavect" should be carefully explained to each employee five year'

- before retirement, Hoiever, as this does represent an injustice andi(

a penzlty for serving Canada abroad, the Department, together with A
other Departmentc having rotational employees, notably Industry, Trade \\
end Commerce, should take steps to have the legislaticn amended so that \
service abroad should be accepted as residence i&@éw_;_,(1
nurposes, tix ac well as pencsionable benefits withéut any qualifying

limitations such as residence in Canada before being posted abroad,
or rewurn to Canada after service abroad unless pen51onable age has
been reuched ,
This subject is covered in the regulations of the 01d Age Security
Act, Parsgreph 15. They have already been amended apparently without
much difficulty to include service with NATO and with L'Agence de
Cooperation Culturelle et Technique and other international organi-
za2tions,  Apparently 11 :that is needed is for the Departments concerned
to make the sppronriate "case" to the Department of Health and ielfare.
It Ic also important that, well before retirement, the employee

-should e informed of the status of, and income tax liability for, his

(a) pension, (b) 0ld Age Security payments for himself and wife, (c) .;S?
Canade Pension Plen supplement, and (d) Unemployment.Insurance Entitle-
ment should he decide to retire abroad - otherwise how can he plan on

where to settle on retirement?
He should also be informed five years before retirement of the
deductions that ill be made from his pension for his medlcal/hOSpltal cq

services, a detziled de=cr10t10n of his coverage for himself and wife
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-ané what premium pzyments Illl cease on reaching the age of 65. Until

his final place of residence is establiched, this data cannot be ass—

cssed but since the majority will probably retire in Ontario, the facts

concerning .that Pfovince might be .supplied as a general'guide and the

address. of the health plan éuthorities in ceach of the other province°

supplied, He muot know. how these. nedlco/hospltal benefltt will apply
if he’ ‘decides to-retire abroad and the - procedure for collectln

‘One yeer .before retlrement this sort of financial 1nformat10n
should be supplied in ac precise detail as possible so that at that time
every employee will know fairly accurately what assets he has on uwhich
to base his final retirement planning, ‘ ' ‘

Another point where there is some:uncerteinty is that of the

position of s retirec’s pension should he take employment after retire- ,,()

ment with a Government agency, including of course with the Department:
what effect will peyments received have on his pension? "At the present

time, this information is not automaticzlly spelled out in detail

(only six answers to-the questionnzire said that this had been’ mentioned),

yet it iz important, particularly if the Department.does 3ccépt the
suggéstionf in tiic report. that much greater use.should be made of

the yeur: of experiencec of its employees'who~retire. (Nor is this
citustion au clear as it mdy ceem. lHMoct probzably acssume that they _
cznnot acecpt poyment that would bring pay and pension.over the amount
being carncd at.the time of retirement. ‘But in fact it ic not as
etreight=Torward dc that. - V _

In generzl terms, if 2 retired percon cighs on for'part-time

vork, hic solary ir effectivcly linited to the difference between lac

U

pay and

¢neion., On'the other hand, if an emnloyee enters into a

"contract™, then Dcpartmen ¢ are under guidance rulec from Trezsury
Doir’ mot to go above thic difference - but they'nay, if necesszry,

neroticste . hdgher rute '1thout the pequloner ‘being lizble to loss

-of nenzion, cren though 0rc,umabl" ‘the Department Auula have to obtain

Trecsury Doard blescing on. thl higher negotiated rcte. Moreover,

there ore ~ome Federal Government .igencies - such a5 the Canadian
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Stendards Asvociztion and the Canada Council which, in the terms of
the scts incornora2ting them, are not part of the Public Service. In
cuch cases, the Agency and the pensioner may negotiate contracts with-
~out any over-lying effects on the pension, )

It must be recognized that when a person retires, especially from
within the Civil Service system, he is at a loss to know to whom to
turn ghould questions arise over his verious financial assets and
obligztions, since he is at once cut off from his own familiér'DepartQ
ment. Ac .a very rezl help to retired persons, and as a considersble

boost to hordle, the Department should set up some particular office

on a continuing basis t6- {:hom anyone might appez2l for help and advice
in all matters, not only financial, cfter retiring. (see last para-
graphs, thic sub-section)

In addition,Awhén a person retires, he should be advised (a) to

“whom he should aoply for advice on his pension payments in the Depart-

ment of Supply and Services and (b) to whom he.should apply concerning
the use of and coverage of his various medical benefits, i.e., the
Provinciai authority in the Province of his residence, the Insurance
Company administering the extra benefits and the Blue Cross.

Finelly, the Department should ensure that on retirement each
r;tiree receives his ceverance pey on the actual date of retirement

and that hie firsi pension cheque ic delivered on its due date. Tt

is not good cnough for the Department to wash its hands of this reSpoh-
sibility simply. beczuse the cheques are issued by the Department of
Supply znd Services. This seems elementary, yet more often than is
acceptzble (and that surely means never, except in some exceptional
situation wshere a person is suddernly forced into retirement, and even
then he will almost cliays have enough'accumulated leave of one sort

or anotner to enable the pay division to:-have the chequeé ready on
time), delaye hove occurred. There can be no excuse for this whatso~
ever. Indced, it would:-be a courteous gesture if, during the last
inter—iew, the retiree would be given by his owm Department, his

severince puy, or notice that it had been delivered to a Registered

n

2



Retirement Savings Plan if that were his choice. Of the 24 replies

~to the question whether thece payments were received on-due date, only

four replied that their first pension“cheqﬁe was received on tim 1d

'onlv twelve for the °ever_nce pay. Grented that the Department does.
not know vhether the first pension cheque is dellvered the3 can ask

- the retiring pensioner to. advice’ them if it does not arrive and: then

take up the quegtlon in.no. uncertaln terms with Supplyand oer"lce=-t
on behalf of .its emnloyee, uhould there be any delay. -

It would hpnehr that the delivery of the severance pay ChEGh° on
the actual date of retirement poses problems that may be insuperable,
under current procedures, bec=use there zre two’ Departments 1nvolved
and becauce of the 1bsolute nece551ty (understandable) of ensuring

that this ceverance pay cheque sould be made out for the correct- amount

It czmnot, therefore, be processed too far ahead; even if-it is dated

for the zectual daote of retirement, this may be subject.to~changc for
unforeseen circumzt:ncés (illness for example).for those retiring
before moximum 2ze.  There is also a mcchanicél probiem of fitting*in
thi: irregular'proces:ing to the automatiC~eVery.second'Mondcy and
Tucs62y procccsing of 311 the salary che&ues'for all the Denartments;
There mnav thon be practical dlfflcultleo that need to be resolved to

ensure t“xt in :11 cases the severance pay cheques are delivered on

.the exact dute. However, I suggest that this is-an important . .point

-ihat should be exunined closely before being put aside as- imposcible.

This cineque usually runs into several ‘thousand dollars for. °
pensioners withn any sort of long term service and most.of Externalts

retirees wili be in this category. The pensioner has earned the right

‘to thic money "on etlremcnt" and-with money being worth what. .it. 1t,

gach ddy he ic.denied it, he loses ‘heavily 1n 1nterest charges., But -
agein, the morale w”oblem is equally- lmvortant as<f1nanc1al considef—
ut*onv, any oerccptlble dela"‘Jlll lead to a sensc of frustration and.

-z feeling o* "lzck of concern" I am told that some of the lon5 delays

thut occurred in the past - ‘some correspondents reported having to
w2it nine monthr - do not ocecur now, since the Deoartmert of* Sunol}

qnd Services ha.-furﬂounted the log Jam that they were faced with
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during a period of re—organiiation - or organization. Nevertheless,
surely if the necessary documents are prepared fur enough in advance

by the Department and forwarded to the Department of Supply and Services,
there should be some way of processing these cheques, postfdated,'and
having them ready. for the pensioner on his retirement date. Could:not
‘this be discussed between the Departments concerned and ways and

means found to solve the problem? .I find it impossible to believe that
a solution cannot be found; if, under current procedures, it is not
possible to ensure that cheques, post~dated, if necessary, are issued
'>on retirement date or before, then let the procedure be changed.

All of this may seem elementary, but, however illogical it may
be, it ic a fact that many - perhaps most - people do not-and indeed -
cannot sit down and make this sort of financial calculation that is
vital as the first step in vlanning 2 retirement future. In any case,
it ic clear from the answers to the gquestionnaire that most people
coming to retirement in the Department do not know these facts. It
is of no use to talk about encouraging people to prepare for retirement -
and in some respects that is what this survey is all about - if the
Depariment does not put in employees' hands the full financial data
‘on :hich he must base his planning. _ '

Probzbly the most effective way of providing a continuihg,coﬁnsel—
ling serwice after (and before) retirement irould be through appointing
a recently retired senior officer on a part-time contract basis, with
2 recently retired senior secretary as his assictant. Such an officer
should have direct access to the Under-Secretary. He should not be
responcitle for working out the regular financial advice referred to
above for prospective retirees but he should be ready to help such
employees through the financial muze should sources be found not to
be resporisive to ex-employees' appezls for advice or help. The fact
thot someone in the Depzrtment iho is also retired and therefore not
subject to Civil Service constrictions, isiavailable‘to listen to and -

heln former emplorees chould do much to dispel the genercl belief ..




that the Department is not interested inyfhe Welfarc‘of_itijofméf
servants, . (Thic moy well be a general belief .now. Certainly the

‘replies to the questionnaire contzin several references to this pheno-

menon. )

It is. recognlzed that it may be. dlfflcult to find an approprlate
senior - officer and secretary since the numbers retlrlng each year

leav e little- ch01ce. If the: sygten is Yo work, clearly the . ch01cc of :

the offlcer is v1tdlly important. If p0551b1e, “he ‘should not have
been associated with personnel administration during his career - his
task will be to fight for the interests of his "eclients"™ and he will

be more effectlve:lf.he has not previously administered personnel

. problems within the Department. Moreover, his record-must show that

throughout hic: career he has had good relations with all levels of

-.steff end to have shovm & real interest in their welfare.:

- If it is not“possible’to‘interést a retifed,or retiring senior
officer in the office, then perhaps some officer with suitable quali-
ficctions nezring retirement who might find too onerous the presshres

of operating a post or division in Ottawa might welcome earlier retire-
’.mentAif;hé'could'be essured of taking on this task .on.a contract basis.

- The ¢5tzblishment of this office under the direction of a recently

‘retired senior officer for the purpose of providing e cdntinuing link

rith the Department znd 2 -source of help to colledgues still employed,

-together with pulling together the financial facts for each person

aprrozching retirement ‘as - proposed in this section, would do much to

improve morale and to establish a .sense of being "wanted'" rather than

of being "rejected" zfter long years of service for Canada. (Suggestlons

concerning the respon51b111t1es of this offlce and - methode of procedure
are contzined in Section VIII )y

(b) HBEALTI:

‘Obviously, if o person it to enter into this Velhalla of contented

retirenent, ¢ reasonable measure of good health is an immense advantage.

S The Dep;rtment-cannot‘be'reSponsible'fdr the health of its employees

 beyond -ensuring that they have the opportunity for satisfactory living
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and orking conditione - which it does. However, it can ensure and
should regard it as an obligation, that its employees are warned about
the need for regular annual medical check-ups as they grow older. It

can make sure that on return from a posting abroad, each employee is

given a thorough medical check-up. On retirement, this final medical
check-up should be particularly thorough for both the employee and his
wife; probably each employee will prefer to have this undertaken by a

doctor or clinic of his choice, since this service is now available
without cost. Perhaps the role of the Department should be to urge
each person retiring to see to it that this'iS'done and that he begins
his retirement with thorougthoing medical advice regarding diet,
exercise requirements or any other "caveats" that may be thrown up
by the examination. However, should any employee request a medical
.-examination by the Department of Health and Welfare, the Department
should be prepared to make the necessary arrangements., At the moment,
this health problem is not necessarily discussed during the retirement
‘process., It should aluays be raised as a matter of routine, :

In any case, five years before retirement, the Department should

refer employees to various writings on this question which spell out
practical and sensible approaches to the health angle as one grows
older and .to the mental health problems involved in retirement.

The Department need have no inhibitions in dwelling on the health
problems that may arise for its- employees, however personal they ‘are,
Until ill health strikes, I suppose all of us take good health pretty
much for granted. After that, it may be too late, but by no means
necessarily so. The "Retirement Handbook™ summarizes.the importance
of a sencible attitude toward health, mental and physical. .

It is the state of your health, your attitude and adjustment

towards retirement, the preparation you have made for old age and

vour diet - not whether you are retired or employed that are the

soverning factors in whether you live to a ripe old age. The
- negative effects of retirement have generally been over—emphasized.
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- In the sectiowr on Financial Problems, refercnces are made to the
need to ensure that all persons are aware of their medical benefits and

4+0 whom to turn for. further. adviece. Canada -has done much to ensufe‘

that the cost of health. services will not ‘cripple financially any
citizen. “The Department's-respOnsibility"shduld be to ensure that all ‘\1)

 of its employees know about these "assets" and that they are given: the

full protectlon oro'ldcd by the: svsten, at the same time maklng
partlculur provision that its employee=' ‘health is protected as much
as possible agzinct.the hazards and after-effects of having lived:
abrozd, nossibly in in-salubrious climates where one can pick up some
rather ctubbon, debilitating "bugs". -

HERE TO RETIRE - AND IN WHAT SORT OF ACCOMMODATION:

The problem of where to settle on retirement and in -hat sort
of accommodstion is one that is. given some prominence by experts on

the subject. Generally, the question to be faced is whether to stay . :

‘in the same pluce vhere-one has spent.one's working life, whether - i

t0 live in = housc thet may be unnecessarily large after the fomily

har left, whether to move to an apartment rather than a house, or vice
verca., Perheps for many people in External, this problem is more dif--
ficult than for others in more Stztic employment; certzinly for many

ho hn"e'5p~** most or a2 large part of their career abroad, there is

nc gLty or sutomztic ‘ansiver,

‘hen. con_lder1n~ the place to which one will retire, the hrltlng°

. are fWil of varninge about neelling out and moving to the greener

p stires of sunny clinetec and yecr-round golfing, swimming, etc.”
Ther citc muny cuses where retired persons who have done that find it
is not the.clinote and easier living conditions that 2re important, but

onc's former associztes, friends and femiliar surroundings where one -

dz kmem, tb t neke for hannzne~,.

+e.3% i the things he can't pack up, not the climate he's
‘retting that are essential to o happy retirement., Familiar things
and placec are priceless as e grow older - make no mistake about
t}‘.'.lto A : ) .
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Henry Arthur Jones, Professor of Educétion at Leicester Univer-
sif&, and previously Principal of the City Litefary Institute, London,
where pre-rectirement training courses were pioneered in England
expresses this in another way: ' '

A Maintaining an effective relationship in a éommunity is,

I am convinced, on of the basic needs of everyone after retire-

ment, for it takes the place of the status that was formerly

enjoyed at work.

"If this is so, it surely points up one of the basic problems
‘particularly z2pplicesble to rotational employees; for them, often it
is not 2 question of "maintaining" but of ."creating" a new relation-
ship. _ , ' ’ |

This sort of warning‘hasfpa:ticular validity for the members of
the Department. If one is considering the position of a rotational 14

~.employee who may have spent the majority of his working life in various
‘places outside Canada, he has no familiar things and places to go on
living with unless he decides to retire in the place in which he is
serving vhen retired. But even there, his femiliar things and friends
were familiar because of his "job". Once he is no. longer a member of

the "Corps" or even of the society that revolved about the Corps, he

no longer automztically belongs and may find himself gredually being
é;sed out of the mainstream of a society in which he formerly moved
ﬁutomatically. Similarly, if most of his career has been in Ottawa,

if he iz 2 relotively senior officer at any rate; the same sdrt'of
situstion arisec. Thug, for many External types (unless they are quite
sure they want to settle in the Ottawa area, accepting the fact that

in = very short time they will be on the outside looking in but confi-
dert Lhey have enough association with the non-Civil Service side of
Ottaz to provide the safe haven of retirement all aspire to), a
deicision to move (probzbly for the last time) just has to be made.

Tie warnings, therefore, take on 'a new dimension. Clearly this

ic 2 deciszion each individusl must meke and it cannot be the Department's
recponsibiiity. All that the Department can do 'is to warn that sun- lL%

s1ine resortc o> retirement heavenS’w1thout-tne suprort of friends and

g 0w e ke e e
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_f&wiliar’a? ‘oéiations may.turn out to.be bitter dis app01ntment= that
will take contldcrablc funds- to rectify, funds that may not be avail-
able, The.Department‘can help by warning thdt,peoplevdue to retire in
five years should read . some of.the,cése>histories dealing with this
aspect of retirement - as well, of course, of other aspects included.
in the many books and articles on the subject: If members of the
Depurtment object that thls‘vould be unnecessary interference. or rather

too juvenile counselling, reading some of the case hisiories should

deal with any such objection.

It #ill be noted that this subject is always treated in the group
pre-rctirement training courses, Thosé who are in doubt. about where |
and how to settle after retirement would be well advised to grapple
with the nroblem long in advance of actual retirement; they might find
attendance at such courses helpful-ih:making their decision.

(d) USE OF LTEISURE:

- After moneu“rv concerns, most authorltles agree, and the pre-
y gree,

retlremenu coursec pay much attention to thlg_aspect that another major
problen faced by retiring or retired persons is what to do with the
newly-found, virtually unlimited leisure time. However, it is debatable
vhether this is a Departmental:or»Governmentaliresponsibility; beyond
nrroviding information on where help to pursue any post-retirement
projects may be sought .and encouraging "extra-mural" interests during
one's cureer (dezlt with elsevhere)s Surely this is a person's own
responcibility, In zny casé, thic particﬁlar;problem, which is undoubt-
edly very rea1 and1probab1y looms larger in the lower~incom§~groups of
_employees, should be less difficult for many of External'svémbloyees
who have of hecessity'beén exposed to-new ways to use leisure through
their succescive postings and chenges in occupatlon.

But "work" is undoubtedly a motivation for most people's happiness4
and wlll_conulnue to remain so until society undergoes a radical
change in its scule of values. As recently as 1965 when giving evidence
before the Senate Committee on Agiﬁg, the Jewish Vocational Service
said in its submission "Jork gives form, dimension and meaning to the

2
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1life of the average citizen." While this is undoubtedly true; it should
not be the over-riding factor after retirement; but, unless retirement
activity is planned :rell in advande, it may be & factor that destroys
the tranquillity and satisfaction of retirement. The work ethic as a
virtue most certainly does apply to the senior officers in External

f(mostyparticulafly to those'trépped in the high strata of "killer's

rou"), but it is doubtful if this total immersion in work will appeal

ofter retirement - probably quite the contrary. Indeed, it is probable
" that for most employees of the Department, and certainly those on the

rotational 1list, the so-called "horrors" of retirement because of loss
of work routine, wil® be less than is the case for most people. This

it beceause unyone with 2 minimum of curiosity and initiative can hardly
fail to deveclop interests outside of his work. . He has been accustomed
to meeting new peovnle in neu environments, in taking on new and differ- .
ent typec-of jobs in dirfering circumstances every three or four years
during his vhole working life. Retirement should be "just another post~
ing" uith the added incentive that now and forever the retiree will be
his oﬁn "head of nost" to do what he likes when he likes, to pursue
hir interests cultiveted and developed during his nomadic, interesting
life, a2t his owm speed and intensity - limited only by his financial
and physiczl ecapability. _ ,

On the other hand, perheps the "External type" might have more
difficulty in adjusting from & position where the apparatus of "diplo-

macy" surrounds him .iith prestige, position and respect in the community,

to the 1life of an ordinary rctired person in 2 community which generally,

in Cznadsz 2t any rate; couldn't care less and is not particularly impressed
by cny zort of diplomatic rdnk or career about vhich it knous very little.

But thics peychological shock is not one that is particularly difficult
to overcome and should give rise more to hilarity and mirth rather than
desnondency. » v

¥ies Lorna Hﬁbbani,vthe Secretary of the Pre-retirement Association,

London, haes this to sawvs

- ‘- -



detirement- is not  problem for .everyone. Perhaps arc many
- as 10. looked forvard to 1t....peop1e who throughout their.
educ“tlon, treining and :orh, have continually been making new
contucts -and 2dapting themselves to new circumstances. To. them,
~ the chenge from full time employment to the full time leisure
~of retirement is no more. th.n & change on a well planned Journey.
; ‘

Also Un1ver=1ty of hlchlg;n study of a large sannllng of retired
people presents evidence to Show that those vho . develop abs orbing

" interests outside ‘of the job. at least five years;before retirement

are most apt to heve a rewarding time of 'it.

Surely it may be assumed thgt many of External's peoole, certainly

‘more than Miss Hubbard's 10% would come within the category described

as 'looking forward to it' and would meet the criteria of ha&ing a

- morc than even chence of successfully meeting it. Again, because of

the cxpocure to different_styles-of'living, nevw interests, new problemsc
for much of one's working- life; mony of External's people will have
devcloped_:pbsorbing'interests" outside of their particulur work years
before retirement. and, therefore, are more apt to make a go of it.

In any case, by any sort of sensible'argument the use of leisure
time ufter retirement. must be the responeibility- of-each individual.

7het the Depariment can do is to offer to use the store of experience

and training built up over the years in the service of Canada, or at
least encourcge the continued porticipation of its former employees in
the affairs of Canada after retirement. | |

Ac long es l“ years ago, Dr. vilder Penfield vigorously -sounded
the warning of wasting the assets of people who have retired. -After
pointing to the "...ever increasing company of men in iestern countries
betireen €0 and 90", he clzimed that '

The theory that the man or woman of 60 has nothing more to
~econtribute to society during the 10 or 20 years of active life
t il remaine ic wrong. The belief that men in late years cannot
carn new ckills. and educated men new professions is false.

Ko:t-ﬁcn whe retire could continue on in constructive work, if
Lher .sa thuat thev uere needed.




. ‘It‘seems clear that, insofar as the Department is concerned, it
is these last few words (underlined) -that spell out one of the most
seriouc defects in the retirement process up to now. In the past, some
use huas been made of some of the "superstars" of the Department, but
thisz process has been geherally confined to the chosen few within the
inner circles of the Department., However, recently the Historiecal
Division has begun to cast its net more geheral;y_- a process that is
to be-commehded and should be extended more widely within the Depart-
ment. The point is that such a general possibility is not now held
out to employees systematically when they are being retired. Whatever
ic done now by the Depértment in the field of preparation for retire-

pent must deal with this particular psychological problem - every effort

~should be made to mzke the retiree feel that he is not rejectéd, that
the»Department,‘while it cannot continue to employ him full-time, is
interested and recognizes that his long years.of service are an asset
that will be used whenever poséible. What is important is that the
talent, the experience garnered over the years of service should not
be entirely lost to the éountry. It may well be that many officers
and staff reach the end of their career with some sense of unfulfill-

- ment, if not frustration. It is this aspect of retirement that needs
attention both for the benefit of the individual and for the benefit
of the Denmartment and therefore of the country.

During one's career, perhaps inevitably, most people will develop
idears, vnet theories concérning Canada's role in the world; how we are
or zre not playing our part, how we are or are not developing.our pos—A

£ikles trade opportunities, how we are or are not diSplayihg.to_the world
" our cultural achievements, hov we are or are not serving the Canadian
public irn our missions abroad, how improvementé could be made in the
organization.or administration of the missions, and so on. .Pérhaps
some of thece "becs in bonnets" may have been let loose from time to
time during one's careef, but unless they happened to hit a responsive
chor¢ in the immence orchestra of the Ottawa hive, their chances of
gur.ivsl or cven of seriouc consideration are slight. lMoreover, more

ofien thin rot, these ideac mey forever remain ideas for the simple




reason-that the holder may never have had the time to.think them

through or develor the necessary research to put them forward as &

cohesive propovel. Yet' successive postings may constantly reaffirm

that the theories are ‘sound, if only one hed the time to work them

through. There ic also the pbsﬂibilitv, since even External ‘types .
ere humin, that some ideas may be thought to ‘be agalnst present

trends -in policy, und to- nush then could damage one's career.

.;hould not neople on retirement te ‘encouraged to work on ahy ] {

idecas they may wich to explore by the offer of facilities, access to
records, departmental library, ¢nd a promise to consider any pavers
©0 dcvelooed und of an offer of @ personal -presentation to senior
officers by the author? 1In addition, when the Department is enghged
in prenering pocition papers on any particular subject, should not
recéntly retired officers whose c:reer nac given.them 2 particular
Jmoirledre or.exnerience in the subject or of the country concerned,

be coked if they would like. to contribute their view and be given an

onnmortunity of nresenting them in person to the grouvp in Externel

. B Py . . ] . 2
sorking on the project?* For exanple, the Department recently issued

2 pupcr on Canada-U.S, Nelationc. ilere any of the recently retired

cenior officers ith service in the U.S. - varticularly in ‘lashington

or Mew York ho.were concerned with political, economic, financial

.or tra de matters, ssked for their views? ’Also,.in'the many institu-

tionsl conferences ‘decling with economic, finaneizl.or trade matters

betireen Cancodz2 and the U,S. or Ccnada and other Countries or careas,.
chould not the experience of recently retired officers be used? For
cxamplie, the recent .conference of CCLA, could-not the Department help

to .cnture that its ex-officers! names are put forward or at-least thst

these retired officers be advised of such conferences and given the .

opportunity to particinute should they 50 w1°h°

* Jf thc Depurtment does encourage its former employees to submit
ievs, either on their initiative or on specific reguests, it is vital
thav these should be considered and, wherever possible, the officer
invited to precent the paper in person and argue for his point of v1ew.
o inrite cubmiscions and to politely acknowledge them irithout an
indication of by the views are or are not being accepted would defeat -
one of the reasons for the exercise.-

o®




This use of retired officers is common practice in private indus-
try and commerce. According to a report published in the "Business
- Record" entitled "Company Relations with Retired Executives", the
.practice in private industry of using its retired executives in a
consultant role runs 211 the way from full employment under contract
for life, through working inside the corporation on certain committees,

‘to actual prohibition of post-retirement employment in any -capacity.

Apart from encouraging him to submit papers on matters of current

interest and actually employing him on. specific projects under indi-
vidual contract, the Department should work in close liaison with CESO,
OXFAl, the adminictration of our aid programme, the UK. and any agen-

cies nationel eand international where skills developed by work in the
service of Canade would be useful. Perhaps arrangements could be
made whereby lists of thoce retiring (énd who would like.to become
involved) with an outline of their careers and particular interests
could be sent to such organizationtc and close contact kept with them
with a view to bringing "supply and demand" together.

.There is anotler outlet for some of the talent availgble - liaison

v

with the universities. Could not the Department enter into arrange-
ments with the universities wherebr the names and records of officers
rctiring night be supplied to them‘(possibly through the Association

of Cenzdizn Universities and.Colleges)?. This listing might be accom-
-nenied with noter concerming particular interests of each in the policy
of Cancdz or nossibly in some branch of the arts cultivated during hic
iandering career co that he might be used to give lectures. Surely,
the universities would benefit from hearing from people with :practical
firsthand experience and kno.ledge of some of the iszues confronting
Cancdz today, looked 2t from outside Cenada. ,

- Clearly only relatively feu people will become involvédtwith the
Department after retirement. ‘/hat to do with the newfound and unlimi-
ted leicure tnat suddenly becomes one's due after retirement has been
proven to be = "problem", not.one tihct can be assumed to be a "boon"

and not onc thet thc Department moy cshrug off as being irrelevant for
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its cmployeecs. kd"ance planning is nécessary,‘and prodding should not

be ncglectec., horeover, there are plenty of warnings that: plannlnb

“for unl.mlted golf or fishing or such pleasant diversions almost

1nvar1ably proves. to be 1nbdequate and -ends in frustration and unhap-
piness.: There is need for mlnd—"tlmulatlng act1v1t1es 1f one is not

to go to seed prema turely, planted in a'morass of dlsenchantment and
unheppiness '

Bernard  Shaw nay be quoted "A perpetual -holidy is a good -
working definition of Hell." '

One might 21so note a paragraph:from the literature prepared by
"Harvest Years" for retired people:

"The second misconception zbout retirement is the idea that
- it can be loafed through. A . man who has worked all his life
cannot stop working when he gets his pension without something
happening to his body and mind - a sort of gradual rusting
avay. ‘Almost without exception, the retired man who goes to the
-cemetery firet is the one xho retires and Just sits down.

Some employees still in reasonably-good health at the compulsory

"retirement age may seek solution to their contentment after retirement

in other paid work either full or part-time. 'In times of unemployment,

“this will be particularly difficult to find and, in the age of rapidly

advancingvtéchnology, one can expect that employment for those 65 and

-over will be increasingly difficult. It is possible that sociéty as

a vhole will come to realize the assets that their senior citizens

-hold for the community az 2 whole and attitudes will éhange to the
- point where employnent will be more readily aveilcble than is the case

now - but thic is not co now. Apart from the intelligent use.of its

,OHn‘retired nersont, the Department could help its .former employees
-with further employment outside of Government service, making avail-

"¢ble informstion zbout the zgencies where ite retirces might apply for

work, both vo1untary-and remunerative — and this should be done,
It is unlikely that many of the Department's'employees will seek

ne: gainful'cmployment>onjretiremeht.A The Senate Committee on Aging
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* (Chapter 3) notes that the number of males beyond 65 still vorking is
showing o steady decrease, from 60% in 1921 to 255 in.1965 (whereas
the number of women over 65 working shous a slight increase, 5.8%
in 1963 against 4.2% in 1950). .It is probably that the work pattern
of External's employees and the satisfactory pension ‘arrangements : ‘f

4y i B A

would work toward substantially lovering the percentage of those

seeking geinful employment after 65. This is reinforced by an‘analysis
. in the Senate report of the type of work done by those over 65 ~ males

29.85 in agriculture, 13.4% in service, 10.8% in manufacturing and

on 12.5% in mansgerizl., For women, 40.3% were in "personal service"

and the balance in profescional and clerical work.

With the advence of technology, accompanied by the trend to
shorter or more concentrated working hours and longer holidays,>more
three dey weekends, most workers today have leisure time during their
working life to arrange and dispose of. Whereas a few years ago,
leisure time or any appreciable continuity to it was a rarity until
retirement; today this is not so, and this applies to all employees
of External (except possibly the top mandarins!) While it is undoubt-
edly true thet most writings on this particuler aspect of retirement
£till stress the sadness and futility of inability to use ieisure,

-the re-organization of the work in today's world automatically must
be giving greater incentive to the satisfactory ﬁse of leisure during

one's working life. Surely this problem will be a dimirishing one in

- the future, but for the time being it is not one that can.be ignored
even thousgh it can be argued that in general it is a problem for
society as & whole rather than a Departmentzl one - insofar as it is
anyone'’s responcibility but one's owm.

(e) .THILOSOPHICAL PROELZMS:

There can be little doubt that retirement for most peOple‘presents, ‘

as mény‘psychological problems as physical. The latter can be dealt
with provided one has the financial resources - assuming ill health
has not intervened - and that one is prepared to face up to them.

Hovever, one will not face up to the physical problems unless one has
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-made one's peace with the péychological problems;-vSuch«problems are

general ahd involve loss of prestige, loss of a sense of achievement,
of being wanted, of companionship‘of one's fellow workers, of having
a place to go each day and something that is "laid on" to do,isome
goalé to .reach,. of.adjustments in one's home where the wife's routine
may have ‘to be,adjusted. ‘None of these need be fatal to.the enjoyment
of retirehénﬁ,fbut unless they érevfacedlsquarely:they'very well may
be. But,;o-ébpe with them, one needs a long period-bf.philosophical
adjustmenﬁ'ﬁhat can rarely be achieved at the end of one's working
career, _

Perhaps it is a fair deduction to say that all members of the
Foreign Service - of whatever Departmgnt‘— but pérticularly those . of

.External and Industry, Trade'and‘Commerce,_have a greater chance of
- coming to the final "starting gate" well prepared and conditioned,
“because -by the nature of'their.workbthey have frequently faced new

problems, new challenges, new. conditions, met new people, seen and
experienced other types of lives and living (after all, retirement

is in many ways a repetition -of what they have been doing all their

lives - just'another posting,or another -assignment in Ottawa to a

totally different jgb)._‘Perhaps, then, one can argue that there is
no excuse -for most people in External succumbing to this psychological
malaise.at the end of their career. Mr. Les Cannon, President of the

Electrical Trades Union in England, has this to -say:

For those who have a liberal education, who have come to
anpreciate the arts, who have enjoyed a cultural life along with
well paid -employment, who have lived in the secure knowledge of
a substantial pension on retirement, there should be no problem

. except one of adjustment, and ‘this should be within their power
to resolve, ‘ .

Surely this fits neatly a definition of most employees of the Department.
On the other hand, there is no doubt that, more than-is the case

in many other types of employmept,;most'External Affairs employees,

particulzrly officers but also staff members who are rotational have

become accustored to'a'pretty}heady'statds when serving abroad. They
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have, many of them, enjoyed heavy1respon$ibility at a fairly young
age, they have had to learn new skills, develop new interests, meet
new people, coped with neéw life styles, almost from the start of their
careers. ihile some of these conditions will help them to meet

retirement successfully and unafraid, the sudden loss of status and

.of belonging to the decision-making apparatus, not just of a company, .

" but for their country, could be a traumatic experience that could
sap the joy out of their retirement years. .

Perhaps the only real defence against this sort of "let dowm"
is the development of a sense of humour and an adequate philosophy of
life early in the game. H.: C. L. Heywood, Provost of Southwell and
member of the "Preparation for Retirement Committee" in England
expresses this point: "An adequate philoéophy of life is something
we can never start too soon.” '

This surely is the key to this particuiar problem to be faced in
retirement and it is hardly one that the Department can do much about.
Tt is the responsibility of the individual - all that the Department
can do is to encourage the development of outside interests (Section
VI (d) ), to ensure that its handling of its people throughout their
career is fair and understanding, and to let it be known that at the

"end their service will be appreciated and that they will not be imme-
diately forgotten. Certainly this "adequate philosophy™ cannot come
about through a "crash course"” at the end,

A el
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~ SECTION IV C- THE RESPONSIBILITY.”

! : . |

"In trying to .determine how far and in what way the Department

- should: go about preparing its employees for retirement, -one must first
‘decide on the basic responsibility of the Department -as an employer.
-Some of the literature on-the subject.of-retirement, and preparation

for it, ;ascumes ‘that the welfare of its fo}mer‘employees'is a direct
responsibility of the employer. For 1nstance, the Flnch1al Post

‘article on fetirement (issue of 24 June, 1972) seys that "Experts. in .

retircnent gerontology said that industry is 'sadly shirking its respon-
sibilitice to ensure the welfare of its retired employees." (It is
ascumed here that this goes beyond the question of adequate pension
planz, ) :Presumabiy‘these experts would-include‘mqst other .employers

ac vell as "industry” and'almost;certainly "Government", with this
very imnortant difference: "Government"  in“comparison with private
inductry, han ensured that its pen=1oners are reasonably well teken

care of finaneially through ite pension scheme. On the other hand,
Government otheri;ise has been less concerned with the fate of its
revired -employees then many private corporations. The point that needs
to be considered i the bland ascumption thet it is industry's-- or '
let us z2r the eWﬂWoxer'f - responsibility to "encure the 1elf;re

‘of itc retired emplorees, berond the question of- penflonn.

From #n industry's point of view, there are 2 number of -consider-
“tionc, ¢nd since. Government .as an employer nust compete with industry,
whit indusiry does is relevent. In the first place5~"ensuringAthe '
selfere® ruct cort money after.the employee has retired unless the
nre-roebiremont progr=mme is such that it 2utomatically “ensures the
welfore" fter rctirement. -But: none ofvus‘live,in'isolation;-much
lezs in Canzd= fhere.such'd high pércentageﬁof,ourucNP comes from
exooriy, tthere becuuse of our smell, widely-spread population, high
~ecort Af_wintcr; denmands for parzllel standards with the U.S. involving
clesclr related waze rotes, “emdloyers. are not free to adont policies
or nrosrommer thvt udd to costs of nroductlon. (A point raised by the
Dutc™ Soncul. Genersl st the Conference Board bem_nar) .If industry '

‘eznint ~deot cueh orogrunmes 2nd thus assume the "responsibility" for
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the velfare of itc former employees alone, the civil servant has no

more claim on the public'purse than the citizen who works on his owm

_or for private industry - particularly considering that the Civil
 Service pencion schemes are more generous than those of most or1vate>
industries. It is only if it .can be shown that such a programme
lowers costs of production by increased morale and productivity that
such programmes become desirzble and employersiju=£ified on that
ground zlone for 2srun1ng the reSponolblllty for “eneurlng the welfare,
ete," '
This view is probzbly one generally held by industry. "One of
the leaders in this field of personal counselling in Canadian industry
writes "Few would deny that the responsibility of solving the problem
of adjustment (to retlrement) lies ith the individual"™ - this seems
2 reasonable .nd sencible conclucion - a conclualon moreover, ‘that so
far at least har hardly been challenged by the lebour unions '
Ferhupne one of the most telllng summaries of the problem is con=-
tzined in u staiement by Senator Desmond, former Chairman of the New

Yoric State Joint Legislative Committee on Problems of the Aging:

The thermostat of true aging is set by one's mind, by serenity
of spirit, by continued growth, and by purposeful activity. And
urdeer1nr t1o=e, financied oecurltv These .are, for the most
part, responcibilities of the self., One cannot legislate peace
of mlnd ror can youthfulness be allocated like roads-and bridges
and post offices bw legicletive fiat,

Again to quote from Sister St. Michael:

...our long term aim chould be & total reform of our educa-
tion:l cyztem so thit citizens of all ages can learn to apw»reciate
the t'uorke of leisure', to experience the joys of the volunteer
o nelns build a good community and to relish again the happi-
neco of contemrlation and erective vlay....EBEdueation. should build

wn inner rosm of freedom in man's coull where he can find the
sertil and emotional energy to celebrate that life. .

'aile the Depzrtment carnot be held responsible for changing the
n:itionsl concept of educstion, ite policies for handling its emnloyees
-during their working 1ife should be framed to recognize the dangers of

~the "oorls ethic™ zs well as its good points.,

'
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Ag'ln 1n the report of the "Special Senate Committec- on 1r1ng"
(Chapter I, Pgra.‘h),‘nhen questioning whose responsibility it is to

‘provide for services and facilities for'old pecple, there is this .

significant conclusion: "...the individual should be expected to carry
a personal responsibility for his own heélth welfare énd'héppiness
in old age as in. earller life up.to the limits of his means and
capacity. " ’ ' . ' '

There are other reasons why e should not necessarily accept ‘
generalized conclu51onu.concern1ng the employer's responsibility.
First, we may be exaggerating the problem or rather over-evaluating
the possibility of correcting it insofar as the Department is concerned.
(Most studies on the problem can present ample statistics tO'support 

the theory that the majority do not prepare and have few resources

to fall back on when the event does occur, but it is difficulfﬁto ‘
‘determine to:ﬁhat extent'pre—retirement_couﬁselling.has Seriously

cut into the actual'problem,fﬁhile Undoubtedly'impfovingAmorale and
relations between. employee and employér.”'Probably‘Exterhal's»employees~
are no more prone:to,prepare'in advance than any others, but because

- of their tyvpe of work they should have developed more varied resources

on which to depend after fetiremeni.)

- Secondly, the failures are surely more the result of our educa-
‘tional system and the way in thch society is organized;as a whole,
more thzn thC'fault 6fvthe employer. In saying thatnthe;employer'has
the principle responsibility for the "welfare" of-its‘employees after
retirement, are we not suggesting that thé employer is responsible for
the ecducational system and for the broad criteria under which socieiy
onerztes? If 6ur'educatiqnal system isvgearéd primarily toward edu-
cating pcopic~to earn money, and if sqciety'judges a man by the success
he mzkes of his working .career, should the: enployér'bé held>responsible '
if, 2t the end of that career, &n employee has no or fev resources io
neip him to stop work happily - simply because the employee has found
haprinees in devoting his whole life 4o ‘meke that work satlsfylng and

productive (2dmittedly in his own interest ‘as well as that of his



employer?) To hold that it is the employer's responsibility surely _
is to say that the employer is required to alter human nature and indeed
to enter into the private mind of its employees.

On the other hand, responsibility or not, the literature on the

subject for preparation or counselling for retirement, refers again

and -again to the positive benefits derived by those.companies who have
shown concern and adopted éounselling programmes for its  employees for
several years before compulsory retirement. These benefits are reflec-
ted in better morale and therefore in productivity and in good public
relations. "It is good business to do what you can to have your retired

workers think well of your company."

This general concept is confirmed by many authorities.. One may

note this: -
...retirement counselling programmes have proved to be of
positive value to the employer. This has been accomplished by

linking to the pension programme a service that both person- .

alizes its benefits while the employee is still at work and -

convinces him that when he retires he means more to the company

than just a clerical operation of mailing his monthly pension

-check. :

While this quote is taken from the promotional literature of
Retirement Advisors Incbrporated of New York and is designed to sell
its programmes, the thoughts expressed are valid in the context of
the Department. | ’ _

If then it may be generally accepted that it is natural and
indeed essential in the interests of good public relations and of
good morale that the Department should be concerned that its retired
employees are contented and prepared to enjoy the well earned retire-.
ment years, there is surely another aspect of the problem. The
Department, through its investment in the rotational employees in
particular, represented by the high cost of maintaining its missions
all over the world, the relatively large allowances and costs of trans-
fer, has an interest in -ensuring that maximum use should be obtained
from this investment - in other words, when an employee retires before

the maximum age, this represents a loss of "investment" that is
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‘proportionately larger than that of the Civil Servants who are not

rotationdl., It is ‘therefore clearly in the interest -of the Depart- -

‘ment :and of ‘the Canadian people, that.as long as an employee is in

good - health and 1nterested in his Jork he. should carry :on to the
age of 65, . ‘ _

There will be-differences of opinion concerning thegextent dr
this responcibility by the Department but surely there can-be no
argunent that.it,should*shoulder more than it does now.  I>sugges£»

‘the Department's responsibility might encompass the following:

(a) To ensure that during the working career of all of its
employee 2 sense of fair pley and creditability of management is

-developed (Senator Desmond's "Serenity of Spirit")

(b) Thzt demands on. 1ts employees are not such as to discourage g
the de.elo;ment of outside interests = in the best interests of the

"Department. It should therefore -encourage -as. far as practicable its " \l‘p

efinloyecs to move in and out of the Department for reascnable cause, ¢

(¢) That each'employee is given adequate warning of the-compul— .
_ S "

sory retircment date and advised ‘to prepare for retirement, told how

ond where to seek advice if needed, given complete data of the finan-
ciel assets that will be available .on retirement - pension,. severance’
pzy, 01d Age Security, Canada Penscion Plan, Unemployment ‘Insurance, ,
mediczl coverage, etc.,,- wcll before the: conuulsory retlrement date. .
(d) " Thzt the actuzl retirement procedures -are - efflclent comnlete “g, 'lﬁi
and 2bove 211 "human" - not coldly mechanical.
(¢) That efter retirement, to keep track of 1t°’enployees, provide

Tor Departmental councelling if required, and meke it clear that the
1dc"’ of former enplorees will be welcomed by the. Department.

(f) ™o uce insofzr as p0551ble»the~exper1ence, telllgence and ‘\]:'

interact of itc former. employees through contract or voluntary work
in fieids .There tﬁcir ‘service has given them expertise and knowledge.

» The zdont 101 of some sort of programme to meet these several
respons 1oi*1t1e° is not zeccepting the respon51b111tj for the employees'
heppzne:s or welfare in retlrement, but it is poimting to the -respon-

sibility to ﬁarn,_to chow interest and compassion.



- Thesc very broad responcibilities, if»properly carried out,
should not add significantly to the cost of administration but should
add appreciably to the morale of all ranks. But, having ensured
through its pension plans, retirement benefits, ete., that its employées
' are provided for finanecially, in the final analysis, the "responsibility
for the welfard' of thé employees of the Department .after retirement
should rest with each former employee; it is the Depaiﬁment's respon-
©ibility to make it possible and desirable for each,employée to
excrcise and to want to exercise that responsibility.

It will be noted that in Section II of Mr. ‘ood's report to Mr.

He D. Clark of the Trezsury Board one of the recommendations made is
 that there should be & meeting to establish (among other things) "the
~ degree of responsibility the Government, as employer, should under-
take" (in this field of pre-retirement training). I suggest that the

forcgoing might well be considered an appropriate framework for

concideration.
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SECTIONV - .  THE EXTENT OF THE PROBLEM -

if one con51ders the number of people retlnng from.External
Affalrs as a problem, its magnitude is illustrated by the -attached

.graph; and table._ Briefly, this shows that in terms.of numbers,
‘the "problem" grows fairly rapidly until the m1d-1280 s., Wlthln

the next five years -the numbers ret1r1ng at 65 rise from 13 to 29
in 1977'but by 1987 they amount to 6L when they begin: ‘to fall off.
The graph. of .the rotational employngs, whose problems:are undoubt-

‘éaiy;diffé?éﬁﬁﬁiﬁﬂémpbasis from those in static_emplovment,

follows roughly the same trend. .As a rule of thumb, it may be
assumed that about half.the Department's~employees at any one
time . are rotational, but in general most ofvthose.coming to.

. retirement probably do so when serving in Ottawa. If, however,

the,proéess.of,preparingjfbr retirement‘is‘tO’start say, five
years back, then'whatever system is developed must be geared to

‘handle those serving abroad as well as those_.in Oitaus.

- Of course, there.will be a number who will retife.before the
age of 65, eithe:'to‘take'other employmentJor-fdr5health“reasans
so that the exact year-to-year numbers -are unimportant; they simp&z

‘glve some indication .of trends, Those tak1ng voluntary early

':retlrement for reasons other than health may: ‘be considered asvv
‘needing less counselling, but they_w1ll need_full information .

concerning what their "assets™ will be after retirement just-as

 muchxas.those-going the full route. Inany case, to a large
“extent it may be accepted that the majority of employees will

~continue to expect to carry on wntil they reach the age -of 65,_

though this assumption may not be valid in_the pear future if
trends toward early retirement throughout our soclety continue.

It is too early to assess the effect that lower1ng the volun-
tary retirement age to 55 will have on employees, (voluntary
retirement -at 55 is without any actuarlal adjustment to pensions

as long as a person has a minimum of 30 years' service. There

is still no limit by years of service at age 60 to qualify for
a fully earned pension at that date.) It would seem that as long




‘as there is a severe unemployment problem coup&e& with the emphasis
on youth in hiring practices, the lowered voluntary retirement age
should not have too much effect. Moreover, with the escalation of
salaries that has occurred and will continue to occur in keeping
.with the inflationary trend in general, the temptation to "hang.
on" might aiso be expected to delay retirement (off-set perhaps
v7by~the knowledge that with increasing income the income tax fate
rapidly increases also, soAthat an employee méy have the feeling
that it is hardly worthwhile to work the extra years to add 51gn1-
ficantly to his pension!)

However, -these numbers should not be tresdted as an "External®
problem in isolation because, if anything far reaching and drastic
is done by the Department in the ftield of retirement counselling
and the intelligent use of its retlred persons, then such policies
and actions should be adopted and worked out in co~ordination with
.oggér Departments having rotational personnel, and therefore, with

similar problems and opportunities. In addition, while the terms

_ of reterence cover a study of the problems of Canadian-based

members of the Department, any recognitibn that retirement counsel-

-'ling and procedures need drastic overhaul should carry with it a

recognition that the same solutions should also be applied and the

policies adapted for the hundreds of 1oyal and efficient "locally

employed" persons throughout the world. ' ‘
-The graph therefore, is simploy the tip of an iceberg, showing

-a tfend, but not by any means the depth of the problem. Moreover,

this trend is not. just a Departmental one but a National and even

a world-wide trend. - For we are living in an age of rapidly

A shrinking family size, so that the population pyfamid is steadily

. growing top-heavy. We, ih Canada, in company with other developed

countries, are "becoming a society of elders". This represents one

- of the most important changes in society in centuries and one that

will have a profound effect on the treatment of and regard for

elder c1t1zens in the near future.
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- . In addition, there is probably some trend toward totally new
conceptions of "work" and “leisure" as exemglified by the experi-
ments being conducted in the United States, and probably to a

- lesser extent in Canada,f‘ with a four or éven three day work week,
‘with longer -hours to make up approximately the same number of
' working hours. per week. In Canada, Imperial Oil is reported in

a recent magazine article to find that such a pattern is working.
out. very well in increased productivity and improved morale.
Should such a system of work gain general acceptance, presumably
it will have its effect on Civil Service methods and demands.

-It will also bring with it an automatic change in attitude toward

the 'use of leisure - hopefully one that will reduce the- trauma

of switching from total work to total leisure that tends to occur

how‘on‘retifement, all:-of which points toward the neéd for re-~

'thinkiﬁg the role of the empldyer;toward the ‘retirement process.
-In the case of the Department, the fact that the numbers involved

may rnot be:particularly large does not ‘take away .from the morale
effect throughout the service of seeing that those persons retiring

“are dealt with'sympatheticaliygaﬁd~efficiently. In fact, because
" the numbers are relatively few, the ‘possibility of dealing with

the problem»with a personal touch and with more effectiveness is

more manageable.
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- phlloso;hl s built in to each 1nd1vidual by the educatlonal

| SECTION V. .-  METHODS OF DEALING WITH THE PROELBM

EThere<Caﬂjbenno»doubt that there isge7problemﬁthat exists

when many pec vle reach retirement - these have been discussed:"

under SectionvIII.-ilt‘is?aleo'clear that society as -a whole has;ﬂ

-become~more“arare'of:the;problem;dnring’theepestfdecade;and»that'-

~management'is-tending to'recognize'that‘SOmething musi‘be'duhe .
- -about it for :he benefit of the individual ‘and also in its own

1nterests.. ¥ > may -also conclude that the employees of External
Affairs are r > more immunized from the "problem" than.any'other -

employees, alhough.affected differently than others in.more .
;static forms >f employment by the several -facets of the problam.

In cons: dering what the Department. should do- to ‘meet ‘the _
problem, - one should examine the methods now being used by Govern-

- -ment and by 1'1vate industry and - commerce, .and select -and 99Q3§t
- .those" ntools' best suited to -the Department's particular needs.
- But this is-iot’an_exact science, the results5of§whichgcan be
- ‘measured by :ay sort of-yardetick."In’ihe*first¢place,'there'is‘
~ a certain el ment,-and it is probably fairly.strong, of "bringing

the hbrse:to.water"-that's:relaiively.easy, but .can he-be.made‘to_

‘drink profit bly? Secondly, there is a tendancy to try to change

and ies at the end of -a workd
whole life s yles and philosophies at the -end of 'a working career

system, by s ciety itself, the work ethic.
. Thus, d signing the "tools" is not easy. and. there is ‘some

" -element of a temgging the impossible by setting up Erogzammgs that

-appear ‘to me 4 the:'need and- assuming that they will be accepted

.as evidence hat the situation has been met.
-In Sect .on I there are some notes that point to the futility

of "trying tc cure the problem by-crash~courses at the end. This
: ‘points -to t} : need to look for solutions much further back. At

the same tin :, there is ample evidence that'it"is'virtually»impoe—v
.sible to ex; :ct most people to think about, much less plan for,
retirement r ich before five years ahead of the event. ‘What has




to be done in the earlier years must be done by "stealth". Thus,
ERS——
in looking at the "tools", one should not focus only on those
‘most obvious ones, but look at the whole work philosophy of the
Department and also .at the procedures for handling people before

retirement. For if a person has the intelligence and initiative
to plan in advance and to be able to meet the transition to
retirement without difficulty, he still needs the sympathetic and
understanding help of the Depaxtment. Without this, he camnot

. carry out his planning effectively. Moreover, if he meets indif-
ference at the end of his career, the bloom will be off his ‘
retirement in that he will carry with him a sense of grievance

against Government service.

Direct efforts at pre-retirement preparation that are current?
ly being used in Government and indusiry principally develop around
some form of counselling. This may take the form of "in-plant"

group discussion meetings, personal, individual counselling, or

contractural service from a professional private counselling

organization. Other indirect forms of preparation - and by being
indirect, no less effective - may be listed as:

'(ag Various forms of "sabbatical leaver
(b) Tapering off

(cg Post-retirement liaison

(d) Use of pensioners after retirement

Counselling: ' ‘ .
In Section II and the related appendices, considerable detail

.is given concerning the types of group counselling courses being
offered in Canada, the United States and Britain. There is also
some detail on how the various private fi:ms organize individual
personal counselling. Full information concerning the professional
private counselling services available in Canada and the United
States is also given. ' '
Insofar as group counselling courses are concerned, this is
the method principally used by those Departments of Government in
Ottawa that have gone into the guestion of pre~retiremeht training.
Also in the United States, Government Departments there make wide



‘use of this method. Most of fhese'Departments suppiement the

courses with considerable. printed literaturg,-inclﬁding booklets
specially prepared’by each Department giving consideréble infor-
mation on the financial assets availablé through the various‘ben-
sion schemes and warnings about the pit-falls of retirement. But
none of them in Canada and few in the United States have regular
personal counselling programmes. To that extent, the Government

“trend differs from industry where,personalvcounsélling.is undoubt-

edly more widely used than group counselling - again see Section
II. Although all Government Departments in Ottawa that: have
started courses report géod reception and attendance record, this

has not been the general experience of private industry.
It may be significant that when the Workmen's Education

~Association circularized seventy firms in the Toronto area
© advising them of the availability of their course this year,

asking them to draw this .to the attention of their employees,
the Association received no . candidates from their circular. One

~worker expérienﬁed_in this field of gerontology and in the prob-

lems of preparation for retirement, expressed the view that indus-
try in Canada generally has found that when they have tried to

. set up such courses within their own organization, the attendance

has been poor with a high percentage of drop-outs before the end.
In organizing the courses for the first time this year Canada
Packers sent out invitations to employeeS»betwéen'the ages of .60
and 65. Some 21 out of 60 of the salaried classes responded, but
only 15 out of 1lL hourlyremployees showed interest. ‘These
courses are held after work from L:00 p.m. to b:OO p.m. : -
On ‘the other hand, the courses operated by the UAW in-the
United States with the autoﬁobile-cbmpanies reported ‘that 86%

: fdf_those who had taken the courses were satisfied with retirement

_compared to 70% of those who had not. The three principal benefits
from ﬂhe courses were listed as: 1. Reducing dissatisfaction .
with fetirement; 2. Reducing worry over health; and 3. ‘¥ncour-
aging participants to engage in all kinds of activity. (These ‘



figures are not particularly conclusive in the context of our
problem. ln the first place; they apply mostly to manual labourers,
-and secondly, it may be presumed that those volunteering tfor the
courses are the men with sufficient initiative and intelligence
to make the best of retirement in any case -~ they have used the
courses to help them plan, the need forfwhich]they-recognize).
Insofar as private industry is concerned, the technique of

company-provided courses seems not to be used to any appreciable
extent,. ezther 1n Canada or in the United States, the Unlver51ty

~of Michigan: snonsored ¢courses . belng the exception. The trend
here, if there is any trend, appears to be away from courses and
toward more complete personal counselling. The Labour Gazette
of .September 1971 summarized the subject as follows:

In North America, industry's approach to preparing }
workers for retirement is confined largely to individual
counselling, explanation of pension provisions and, in
the case of a worker who requests guidance, a number of
interviews to discuss specific problems. There are

indications, however, that more companies are beginning
to introduce the group-discussion tvpe of program.

If these courses are well prepared, there can be no question
that they are of great help to people who are retiring and who
may be at a loss to know how to start to prepare. In themselves,
they are not alone the answer to the whole problem and it would
be the greatest mistake to assume that by setting up a Departmental
"course" the problem has been solyed. Such courses do not and will
not reach the people who have made nwork" their exclusive life
intefest; It is unrealistic to expect a person who has spent a
-working life of 30-4L0 years exclusively ofiented toward his work,
‘for his friends, his interests and his philosophizing, to have
‘his outlook changed by a few lectﬁres spread over a few weeks
before he is actually cut adrift from what haé been his almost
total "raison d'8tre" up to then. The problem goes deeper than
therapy at the end of a career, |
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It will beiargued that courses offered by each Debartment
have more appeal and will be-more effective because’ the members

of each Department have their own particular problems bred by
- the type of work and life they have had, plus the fact that the

companionship of one's own fellow workers on such courses may
lead to more productive discussions. I suggest that this argu-

-ment should be put aside, certainly in the case of External

Affairs. .For:those»who are.on thernon—rbtational.list;'their -
careers and life in Ottawa will not have been too much different
from those of any other citizen, but for those on the rotational

~1list, it is precisely because they will have to meet new situ-

ations in retirement that the fellowship of other Canadians

~)at£ending'courses'should in itself start the "decompression”

process., _

: Althdugh those courses now being offered by other Departments
are during workihg'hours and at no charge to the attendees, it is
surely difficult to justify such "largesse". .To do so is to

offer Civil Servants further benefits at the tax payer's expense,

‘benefits which are not available to most non-Civil Servants. Most
courses. offered by private industry are at the end of the working
day -or one hour on, and one hour off. Moreover, when such courses .
,aré offered-during working hours, this must be an,admission'thét
the Départment concerned is over-staffed. -There is the other

consideration which is that, if such courses are offered without
cost to the applicant and if that applicant is not prepared to

lay out a nominal amount and attend on his own time, surely then
he.or she is not particuiarly'interested in the content and is

less likely to be affected by_what the course offers. This may

be a cynicallapproach, but that does not make it unrealistic.

There is also a danger that if each, or many more, Departments

in Ottawa adopt their own courses, the quality will almost inevi-
tably declineggpd the cost of operation increase»considg;ably.‘
There are not many-experts available to give gujdance on the

. subjects discussed. ‘Certainly there are not many knowledgeable _

~of the facts who can also develop the’subject in such a way.as




to encourage active participation by the attendees. So far, in .
Ottawa, most of these "experts" have given their time without
‘remuneration, but if the demands grow the situation will change.
Furthermore, there is a danger of disorder and duplication
that will not reflect favourably on the Civil Service or on the

concept of pre-retirement training courses. In Chapter I of the
report of the Senate Committee on Aging, when stressing the need
for co-ordination of the efforts.to‘deal’withlthé problems of
the aged, there is this paragraph: '

, Some disorder is to be expected in the eariy stages. of

any important undertaking, but if this disorder continues

- unduly, especially in an area as many-sided and complex as
that of aging, there is an increasing risk of ineffective-
ness and failure.

While these passages were written with particular reference
to the "aped", nevertheless surely they are equally valid if
applied to those who are about to retire or who have just retired
from within the Civil Service generally. Independent actions in
the way of group counselling courses by Depértments may well
create unnecessary duplication, rivalry and discontent within the

_Departments of Govermment and dissatisfaction and jealousy within
the general public at what may be regarded as over-protection and
molly-coddling of Civil Servants. | '

What seems preferable is to encourage employees to attend
such courses some time before retirement, on their own time ggg

~ at their own expense - after all, they will be in receipt of a
sﬁgstantial severancefggy which is hardly ever duplicated in the

private sector. It may be significant that in answer to the

cuestions concerning whether those who have retired over the last

three years would be interested in taking such a course, 15 out
of 24 replied positively, and all of those said that they would
‘have attended after work at their own expense. Admittedly, the
only course so far available in Ottawa and open for general

enrolment is that given by the Ontario Department of Educatiom,
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but with advance planning those based in Ottawa should be able
to arrange attendance. ‘ : .
Alternately, it would seem preferable and more equntable to

‘estebhsh 'such .courses in Ottawa and wherever ‘_the demand exists for R .‘-q.'
-all people after the working day and for a reasonable*fee._'There'

- -should be no dlfflculty in- settlng up such programmes, not only in

. Ottawa, but - elsewhere, where numbers ‘would justify them. The

' Ontario Department of Education:has:had the experience te um- such

an operation and the universities should be w1111ng tO'"welgh

-in" if the project is broad enough in scope. 'Perhaps Treasury

'Bg§rd,>acting for Government, could work with the provinces and the

universities to establish such courses and courses to train

counsellors. , :
‘To repeat, however, ‘these ‘courses are only one of the tools
that can be used in this" whole questlon of preparation for retire-

ment, It would seem as 'if they will be useful ‘to tnose who have

had the foresight to think about retirement and to be determined

to prepare for it, but in themselves they are not: enough. Mr.

He L.~Douse, who is one of the prime movers and organizers of the
course offered by the Ontario Department: of Edncation in-Ottawa,
admité"that the courses de.need:personal counselling within -each
Department .to supplement £helgenera1vinfonnation available from

the courses. It seems clear that it iS'this»personal1counse11inz
that really is at the root .of the problem. Depending on how well

‘it is done and with what sense of 'interest by "management" in-its
employees, will.dividends be gleaned in the way of improved morale
within the Department - and, oficourse, employees materially helped-
to bridge the gap from an active life to a "second career” in |

retlrement '
Some peraonal_vpassnort" or "retirement handbook" seems to _lr? W o

- be a most useful, if not essential, adjunct to any group counsel-

ling course or to any personal counselling programme. - There is
no -reason why such a book should not be prepared for general use



by all Departments, théréby cutting costs of production and
eliminating unnecessary duplication of effort. This might well
be. a co-ordinating role ot the Treasury Board or of the Public

Service Commission. Attached to this Section is a list of some

~ subjects that SH;;ld~be.included in any such book.

As far as the Department and personal counselling is ‘con-

c‘em'ed, under Section III (a) I have suggested setting up a coun- A QLI
selling otfice, preferably under a retired senior officer. In

Sectian VIII, 1 have elaborated on what such an officer should
do and suggested therein a procedure for counselling ail employeeé
starting tive years before each reaches the age of 65.

The commercial -counselling offered by Paramount Retirement

Counselling of Montreal is undoubtedly well-prepared and managed,

but it is expensive and would not supply the :personal link that
I bélieve is so essential in any programme developed by the

"~ Department,

 In summary, I believe that the Department should not develop

. any group counselling courses of its own; it should sﬁpport any

~initiative by Treasury Board to set up courses open to all

Canadians; it should encourage its employees to attend these on_

‘their own time at their own expense; and that it should concen-

trate on developing.a separate counselling office under the direc-

‘tion of a retired senior officer (if possible), and that through

that office, a regular retirement procedure should be developed
that will be a very real help to all employees in bridging the

- gap and ihculcating a feeling that the Department is_grateful for

past services and concerned about his future and that he has all

posSible help in meeting it. We,neéd‘notvbe overly influenced

- by 'the fact that Washington usegp;the-course method" widely.
. Most of these courses are given for very large numbers, whereas

all experts point to the futility of trying to cope with numbers
o#er 30 or LO at the most. On paper, these pre-retirement
training'courses being ﬁﬁed_so-widely in Washington may look as
if much is being done; in prac;ice, I suggest that'it is better
than nothing but not as good as-it looks. :
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SUBJECTS THAT SHOULD BE INCLUDED IN CIVIL SERVICE REI‘IREMENT HAN DBOOK

-TO BE ISSUED FIVE YEARS BEFORE REI'IREMENT AND AGATN ONE YEAR BEFORE

- 1. Name, Department, ‘dates show1ng taken- on- strength, struck off

strength

24 Superannuatlon benefits:

éa “how: calculated

-{b) -survivor benefits

»(cg ‘built-in cost of living increase - now 2% per year

(d) table allowing blanks for highest six years' salary to

be entered and calculation of superannuation

" (e) where to report change of address to DSS and to write
for information on superannuation after retiring

(fg income tax liability if resident outside Canada

(g) :conditions under which annuity affected by contractual

: work for Federal Government after retirement

3. Old Age Security:
: (a) amount with cost of living increment
(b) . -eligibility for self and wife
(¢) need to apply six months before. 65th blrthday and how
- to apply.
(d) explanation that with acknowledgment of ellglblllty
' will receive document to determine whether entitled
to Canada Pension Plan
(e; eligibility for self and wife if residéent abroad
(f) failure to apply allows only one year retroactive

payment

L. Canada/Quebec Pension_Planiand.Unemployment Insurance:

§a explanation of tie-in with superannuation

b) - with Unemployment Insurance .

(¢) for calculation of amount and-deduction from: super-
annuation, refer to CPP office, Ottawa or to QPP office,.
Hull ‘ :

(d) survivor benefits

(e) effect on payments if gainful employment undertaken
after 65

(fg explanation that not affected by residence abroad

(g) - Unemployment Insurance regulations - brief explanation

5. Medical and Insurance Plans:
(a) 1ist various plans and indicate in which coverage held
by .each employee
(b) 1list optional benefits held
(¢) explanation of which plans carried into retlrement,
reductions or ellmanatlon of premium payments at 65
or changes before
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- (d) brief note explaining what each plan covers, where to
write for information, where and how to write for
information, where and how to make claims

(e) effect of residence abroad on each plan, how and where
to obtain payment for claims
NOTE: "The Passport to New Horizons" has an excellent
layout covering most of these medical/insurance
plms . v
(f) 1ist of all provincial authorities to whom persons
should apply regarding transfer of their Ontario
medical insurance schemes if they retire outside that
province

6. Severance ray:

(a) how calculated and when paid

(b) how taxed, i.e. as lump sum or as Registered Retirement
Savings Plan ‘

(¢) need to sign option imnder (b) before payment can be
made and state when employee will be asked to do this

(d) advise consulting Trust or Insurance Company to work .
out relative tax position, lump sum vs ReS.P. = no
charge is made for this service

7. List deductions from salary that will continue from superannu-
ation, unless employee wishes otherwise.

8. General paragraphs on income tax, warning that when taxes are
deducted at source, this is not usually the total, since it does
not take into account total income (i.e. any income arising from -
personal savings, etc.). Therefore, in estimating income after
retirement, calculate total income tax or consult Trust Company if
in doubt. ‘Include information on income tax including capital
gains tax, when a persons retires outside Canada.

9. Brief reference to inheritance tax, Federal and Provincial,
capital ga;ns tax, when husband or wife dies and when both die,
if resident in Canada or 1f re51dent abroad.

'10. Include table to be filled in by employee showing all income
now and at retirement, with estimated deductions‘for tax.

11. Benefits to Senior Citizens: Reference to reduced fares
offered by CsN. and CeP. for travel in Canada by people 65 and
over and local transportation, theatre, etc. reductions in some -
cities ~ apply to Municipal Governments for details.

12, Health: Brief warning about'need'for annual check-up from
60 -onwards. Thorough check-up on retirement. Advice .on exercise,
~diet. .

, .
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' 13. Where to retire: Some warﬁmg -about following the sun -
- reference to importance of people, familiar- surroundings over

location. Suggest books to read., Consider costs of living -and
local tax rates. Advise where to find information, incl. DeB.Se

‘publications.

"1,. Use of leisure: Warn about need of mental stimulation. If

interested, new full time or part time ‘employment. List few
agencies -.CESO, OXFAM, etc., .but say full 1ist of semces

-available on demamd.

15. Lega.l: Advise need to make wills, choosing executors.

16, ‘List of useful reading material available; perhaps send out

"Royal Bank Letter. "Today is The .First Day of. the Rest of Your

Life" - the only book written for Canada ~ should be referred to -
as available on.demand. - ‘

17. Lists of organi’zatlons offering further opportmlty for

-service .such as CESO and OXFAM, or that might help in finding
‘employment if that were desired. See Appendlces C and D. (There

will be .others that could be added.)

- 18. Blank space-for 'superannuation number and name, title and

address of contact officer in Department of Supply and Services
to whom enquiries on superannuatlon -after retirement should be
addressed, ,

19. Ruled page for listing.Social Security riumber, ihsurance
policy numbers, credit card numbers, etc. '

.20, A waming concern:.ng security, dlsclosure of :Lnformatn.on,

after retirement.

NOTE: The compilation of this information for all Civil Servants
should not be difficult. Excellent work has already been done by
several Departments from which most of the foregoing may be extrac-
‘teds Department of Supply and Services "Passport to New Horizons";

. Marine Services, Ministry of Transport "Planning your Retirement";

Post Office "1971 You and Your Employee Benefits"; Indian Affairs
and Northern Development "Pre-retirement Planning and Preparation®;

‘Manpower and Immigration document not available but a most thorough-
' going- analysis of information needed on retirement. These docu~

ments are included in the docket "Canadian Government Department
and Agency Papers", There are also many useful guldes mcluded An
mCanadian Corporatmn Papers",

—
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Sabbatlcal Leave' ‘. | .
Even though the normal. occupatlons of an employee of the

 Department .should help in developing outside interests, there is
still much to be gained by further encouraging'diversificaticn
during the working career - gains both for the individual and for
the Department. Already this is recognized in principle by the
assignment of ofticers to various universities for a spell of

auty, and by the arrangementé for "Education leave". However,

tnis last appears. to be more directed toward up-grading the employ-

ee's ‘equcational standards in order to improve his possibilities
of advancement in the service.

I suggest tnét this question be looked at with & much wider
perspective. - Perhaps it may be argued that this does not really
come within the terms of reference of this study, but since it is
part of a solution looking at indirect preparation during the
whole of one's careér, I hope it will be considered seriously in

-the develooment of any pre-retirement programme.

In Section 11 and the related Appendix, reference.is made to
the way in which XEROX encourages its employees to apply for
leave to join various relief organizations outside of the United
States, while guaranteeing their promotion rights within the
company. They argue that when such people come back they are
better employees of the company. I suggest this same technlque
-might be followedﬂby the Department. Most officers, when posted
abroad, almost of necessity mainly deal with and come to know
‘their "opposite numbers" in the host country; they have little
chance of mingling extensively with the general public. - By
spending time with these various »-réliei"organiza‘ticns they will
learn to look at the problems from "a worm's eye view" - not a.
‘bad lesson for a diplomat.

But this principle should be expanded. In Canada, we have
few exrerts in some of the less familiar subjects not common to
Canada - archaeology, ancient pottery, etc. Ih certain countries
with. a difficult language - such as Japan for example - where the
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- and attitudes that could never be developed by normal attachment
‘to the Embassy. Moreover, Canada would have gained an expert in
‘a field where few experts exist-on retireﬁent his services
- should be very much in demand for the further development of this |
-particular interest. »Oﬁher forms of this sort of activity of :

"while learning the language. There are simply two_examples used

- Tapering Off:

‘into effect in the Civil Service, with'its rigid work rules, but

1

- language can only be learnéd properly by, say, a two year exten-

sive course while "off the job"; e might combine this in-depth @3y

‘language training with a thorough study of some art form. Sup-
‘posing an officer showed a genuine interest - the develomment of
~ Japanese pottery from its earliest forms to the present. He might -
. be given two years: to live with a JapaneseAfémily, to study the
"language, and.at the same time concentrate oh_Japaneée_pottefy; |
‘When it was all over, he would not only be an expert Japanese

speaker, but he would have an insight into the Japanese character

more -direct application might be to assign an officer in the same
way but to-concentrate -on-a study of the Japanese c:édit system

to illustrate an idea - -there are, of course, endless opportu-
nities for developing the idea in other ‘fields and in other

countries.

.Since-one'of;the‘prdblemS'met on retirement is the abrupt : i;
change in activity and in status, from one of total occupation
and position to one of leisure and non-status, the more this

. division can be blurred the better. ‘Some .companies are .already

doing this at the executive level and.on the‘wcrk'beﬂ;h; when
their peovle find that they can no longer keep up the accustomed
‘pace, they are given less onerous tasks, sometimes cutting down 3
on the work week, with of course correspondingly less pay. | ‘ ) ‘viﬁ
It is difficult to see how this tapering. off could be put o

perhaps those who do not feel up to accepting the ‘responsibility -



of managing a post abroad or a division might welcome assignments

on specific researcéh projects, possibly in the historical division,

though not necessarily on subjects related to historical research.
Such assignments could well be for full time. If a person pre-

ferred to further cut his work load, he could opt for early retire-

~ ment on the understanding that he would continue to work op a
contract basis. ‘ ' '

Post-Retirement Liaison:

- Most large private corporations have some sort of post-retire-

ment organization (See Appendix B) through which they keep contact
'with their former employees and through which the latter find some
stimulating activities that provide a cantinuing sense of belong-
. ing, note particularly Bell's Pioneer Club. Such elaborate .
organizations and systems probably would not be supported by the
relatively few former employees of the Department, but cme of the
. responsibilities of the "Retirement Office”  (Section VIII) would
be to establish some form of communication with the Department's
former employees, at least to keep & record of their whereabouts,
and see that those who wish to receive Departmental Bulletins or
press releases do so. The Office might also possibly eventually
develop some sort of bulletin recording the doings of the "vgg_el—
_ans". This Office might also be the focal point to which all
retired persons would be welcomed and to which appeals for advice
or help would be directed. A

There may be occasions also when the retired people from

. External should be invited to attend certain Departmental func—_
tions - for example, the opening of the new External Affairs
~ Buildirig.

" To facilitate this sense of belonging, all External's people
when retiring should be issued an I.D. card certifyinjg their years
of service. This would be used to facilitate entry into External
- offices or Canadian Missions abrdad - similar to the card issued
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by the:State Department, sainpie included in ‘docket '_"U,.'S. Gow‘rem- :
“ment Publications". ' ‘

Use of Pensﬁionné‘rs After Retirement:

.The more extensive and imaginative use-of External's people

‘after retirement should be one of the principal components of

any retirement programme put into operation by the Department.
This is developed in Section III (d).
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SECTION VIT - - - CONDITIONS OF EMPEQZ!EEE

Upvuntil récently, it has been a generally accepted.fact

‘that.almost no matter how unsuited to Foreign Service, .or how

- inefficient an employee turned .out to be, he or she could and.did

(and perhaps may continue to do so?‘) go the full route, even
without much promotion, .but being shifted- from one- job.to another
and from one post abroad to-another. If we are to deal satis-

- 'factorily with this retirement problem, it is of the greatest
importance that it be tackled from the start and not only at the

end.

At the present time, officers and staff joining the Depart-

ment are;theoretically subject 'to one year's probation. This is

both wnsatisfactory and unrealistic. Even if the option were
conscientiously exercised, which almost invariably it is not, it
would still be'unSatisfactory'because it is not possible within

a-year to'judgé:whether a~new.rec:uit'is suitable or mentally
sconditioned towards~ForeignvServicef ‘He or she is usually kept

in Ottawa for at leastié~year'on joining, so that even if his

- work technically seems sound, there is no way of - judging how he

and his famiiy will :react to Foreign Service - how.can he or she
adapt to making a new home in a strange land, possibly strange
language, no built-in social environment, etc. How will the

recruit :adapt to working perhaps in a small mission where even

-as "low man on the, totem pble",-hejmay,have’to:shoulder sudden

responsibilities that may be bewildering, where he must adapt to
the idiosyncrasies of only a very few-colieagues,from Canada and -
a few "locals". whose lifestyle may ‘be totally different from
anything he has experienced before. How will he react to a
ndifficult” head of post, knowing that he has really not much
hope of'relief”for!atvleast two years? Perhaps the head of post
will be incompatible with the new recruit so that the latter

receives a poor rating, yet in fact both may be blaméless, for

“one. carnot force compatibility and therefore ‘sympathetic under= -

_standing on personalities that may be mutually abrasive.



_ The solution to such a problem should include:

-,

(a) The probatlonary period should be extended to five
years.

(b) ‘The probationary period should be used and those
employees who do not show that they -are suited to
Foreign Service or whose competence does not
otherwise prove up to standard should be forced

~ "to resign at the end of or during the understood
probationary period.

-(¢) Subseguently, if during the career of an-. employee,v
should it be shown -that he or she is no longer

. producing efticiently, or proving unable to. cope
with living and working abroad, he or she should
pe asked to resign. (Such a "dismissal" for in-.
efficiency clearly would have to include adequate
warning and provide an appeal procedure.)

re)
¥
R

While these recommendations do not directly relate to prepar-

2 .

ation for retirement, indirectliy they do. By weeding out consci-

A

- entiously during the five year probationary period,  and systema-

tically from then on when efficiency falls. below normal expec-
tations, the number of times that an employee reaches retirement

~with an unsatisfactory record of service, and therefore almost

g
)
"

certainly with a sense of grievance, will be sharply reduced.
If this breaking down of the traditional, almost iron-clad
job security in the Department is somewhat radical, for that

reason it should not be rejected. Already in the Armed Services,

i’\, .

this.princinle is standard practice among officer ranks. Also,

as reported in Section 1I, the State Department .in Washington
follows just such a system, which is not in force in other branches
of the Civil Service. Surely, the benefits to be gained by the
adcption of these principles would justify any temporary conster—

‘nation.
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' SECTION VIII = - THE PERSONNEL COUNSELLING OFFICE, AND

- — __..~ : RETIRIMINT PROCEDURES

“In Section III (a), the suggestion is made that the best way
to carry ‘out.personal counselling’in.axsystématic-and thorough-way

- would -be the'appointment of a Personal'Counselling'Officer, who

preferably should be a retired senior -officer with a good record

of personnel management, but who had not. been associated with the
Personnel Division within the Department. «Admlttedly, ‘these may
be difficult conditions to fulfill since few officers are retiring

_-each year, but it is an imoortant point. It is oniy when .a person

has 1eisure=and:experience} freed from the built—in discipline of

being -an -employee, that one has freedom to contemplate, appreciate

" and, most important, to criticize, but with maturity and judgment,
Aand-with"his»own job ‘prospects unaffected by the criticism put
-fqrward.i_If such an .officer is not available, perhaps.one cah be

fffddhdwkhd'woﬁld be prepared to take early retirement in order to

set up this*bffiqe under contractQ-énd here the point is important

-enough to argue with Treasury Board that his salary should be

.considered without reference to his nen51on, because 1t is upon

“operation of this small unit that the success or fallure of -a pre-
‘and post-retirement counselling programme depends.

(%) The duties of such an officer will be: s

1. To devise a retirement procedure and to work w1th the Treasury
Board or designated agency to produce a "retirement handbook" for
use throughout the Civil Service. Suggestions for the contents

-are outlined in Section VI under "Counselling". There are many
sources that will help in the production of such a handbook, such as:

~ "Passnort to New Horizong' - Department of Supply and Services

nPlanning Your Retirement" — Marine Services, Ministry of- Transport

" 11971 You and Your Employee Benefits" - Post Office

"Pre-retlrement Planning -and’ Preparatlon" - Indlan Affairs and
‘Northern Development

- nInstruction Policies" - Manpower and Immlgratlon for personnel

advisors and trainers

"Reétiring Soon" - Ontario Welfare Council
- "4 Guide to Serv1ces" Ontario Welfare. CounC1l



"Your Northern Electric Beneflts Program' - Northem Electric Co.,
Montreal

"Your Retirement Handbook" -.Bell Canada

"Your Bell Canada Benefits Program" - Bell Canada

"Your Bridge to the Future" - IBM, Canada

"Are You Planning on Living the Rest of Your Life" - Globe Insur-
ance Co., Chicago’ :

"Towards Retirementi” - Civil Service Department, London

"Retirement Planning Program" - R.C.A., New York

"Transition - a Guide to Retirement" - State Department, Washlngton

Copies of most of ‘these booklets and others are included in the
docket containing various papers related to this report. Much of
the content is repetitious but some .of the formats are interesting
and bear studying for ideas.

2. He will be the one link in the Department between the employee
in questions of retirement and the variocus divisions within the
Department. Having set up a procedure, he will be responsible ftor
its execution, though the details recuired concerning pension, etc.,
entitlement will continue to be:developed by the appropriate
divisions.

3. He will set up a library of booklets and information dealing
with all facels of relirement and preparation for it, and see to
it that those retiring have access to it and know "about its contents.

L. He will establish liaison with CIDA and outside agencies that
~might-be interested in the services of retiring officers or staff
of the Department. (reference Appendix D)

5. He will also maintain liaison with the universities, CIDA, CVl1A. &

Canadian Club and' other groups who might be interested in hearing
from recently retired officers - a speaker's bureau, in fact.

- 6. He will set up a register of all retired people and try to
keep track of them. He might also consider setting up a "bene-
volent fund" by asking for volunteers to agree to a certain annual
deduction of pay equal to X number of minutes per month - the
fund to be used to helo any ex-employee in distress, to send

flowers or designated donations at time of death, etc.

7. Pdssibly, as time goes on to develop a regular bulletin -
reporting on doings of former employees in retirement.

8. Any other activities that may be reouired to see that in the
" preparztion for retirement, each employee is given all the help
and consideration that he may need - short of providing advice
concerning what he should .do and where he should do it - that is

each person's own responsibility.

Pl
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(b) ‘The Procedure'v

1. Flve years before ‘each person reaches retlrement, each .persan
‘will receive a personal note signed by the Under-Secretary, thank—
~ing him for his past services, warning him that under statutary -

regulations he will be required to retire on (date). The letter

" will: also make-clear that a similar letter: goes . out to each :
‘person around his 60th birthday, and that this is not related in

.any way.to his future promotion or to early retirement - it is
.just a warning so ‘that he will 'begin-thinking.about retirement

and preparing for it.- It should be -emphasized that this is not

~an attempt to.interfere in his- personal actions or decisions,

but that the letter is inspired by the knowledge that experience
and researchers show that those that make adequate preparation

‘generally have a happier and more productive retirement.

- It would go on to say that the Department has set up a Person-
nel Counselling Office under (name), a recently retired senior .

‘officer of the Service with a distinguished record.(!) whose

sole respon51b111ty is to see that each person is given full
information on pension and other assets to which ‘the addressee

~will be entitled when he retires. He is ‘also there to answer,

or to find where the answer may:be obtained, any other questions
related to retirement that may occur to the:employee. Finally,
the letter will say that: (name, the Counsellor) is writing to

- give the factual information.on his particular pension etc.
" position and’ other,1nformatlon that may be of interest.

~This letter would be prepared by -the Counsellor, after con-
sulting with the Under-Secretary, to ascertain if he would like

" . to include any particular personal note that might relate to. past

service together or other c1rcumstances.

2 The Counsellor w1ll send. a letter . over his 51gnature, refer—
ring to the USSEA's letter, andvg1v1ng as-much information as -

possible, as outlined in Section VI - Counselling, either in the
form of a completed "Retirement- Handbook" or given separately if

such a handbook is not--available. It will be necessary to ensure

that the addressee fully understands that the pension, etc.
information given is based on his present salary, but that this

_is not meant to suggest in any way that it has any bearing on
- his promotion during the next five -years nor to the actual amount

of rencion etc. he will receive then. The figures are given .
early so that from now on he.will be able to calculate with .some

‘,degree of accuracy as changes in salary occur, what he will end
“ap with,

3., This letter will also.be‘accompanied'by a copy of the "Royal
Bank Letter". attached (or some other equally sound short summary’
as time develops new sources), and-a 1ist of publications avail-
able ‘on demand, with particular retference to "Today is the First
Day of ‘the Rest of Your Life". (Copies of tnis should be sent

_ to alliof the large mission libraries, at least one library in.

an.
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THE TIME TO ANSWER **Whar Then 7 is before the day

of retirement comes. That may not be due until one
‘reaches -sixty -or sixty-five, but at forty -a person:
should be learning about it and developing the ex- -
.pertise to cope with it and accumulating the necessities.
" to _make it comfortable.

When a child arrives at the age to go to .school,

- when the youth enters high school or university,

when the man or woman takes a first.job and. gets
married: these aré not thought of as age tombstones,

‘but as events. in the stream -of life; as changes in.

status. In the same way, retirement.is to be looked
upon as the beginning of a new life experience.

"Every person who retires is a special case, and he’

needs to give himself personal attention. No formula
will fit everyone, but everyone can benefit by applymg
the experiences of others to his own case. It is sad to
see. those who reach retirement facing -difficulties

which the\ might have avoided by’ forethought and

planning. -

A freshi outlook

It is disappointing when- one .depends upon the’

reputation and memories of the past to sustain him
in the present. One need not copy youthful ways or
act in a skinish manner in order to keep a fresh
outlook on life. The fire of youth may be tempered
with the gravity of age, but the circumspection of age
may be enlivened with-the vivacity of youth. -

The greatest dividends in terms of retirement success

and enjoyment are gained by those who start planning
early.in life, so that the transfer from their first to

.their second career is made without anxiety. As one
of the youlhful discussion group in Cicero's “‘Essay

on Old Age” remarks: " Although we are at present far
distant from old age, we have reason to-expect — at
least to hope — that it is a penod we shalil lxve to
attain.’

The man is depriving hlmself of much enjoyment'

and satisfaction who reaches the day of retirement
‘with no-programme in his mind except to do a little
fishing or take 2 month’s motor trip. It is unwise to

trust  that chance will turn up some .occupation that -

 Retirement: .:What, Then?
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is worth while. Just as a corporation sets objectives
for production and profits for years ahead, so ob-
jectives for desirable retirement should be made and
reviewed.

Planning this second life can be done more in-
telligently than planning the-first, because a man is
smarter now. The clever thing is to make a list of ‘the
things you might like to do when you leave your
present job, and then, in your spare time, try them
out.- It isn’t enough to think that you might enjoy
working with tools: get some and try them out.
Don’t just dream of having -a market garden: go for
a two week ‘vacation in one and spend your- time

. digging, spraying, hoeing and harvesting.

That is planning intelligently. In its-simplest form
intelligence is the ability to think rationally_and to
welgh situations. This s -usually called ‘‘common
sense”. It is also the ability to-plan actions after
construcuve thinking. It shows itseif in the satisfactory

-way- we -adapt ourselves to circumstances and make
- the best-use of them.

“Putting a plan down in black and-white, making a -
resource list of aptitudes, skills, interests and .physical

-assets, enables a man to assess the degree to which

his plan will enable him to achieve a suitable balance
among his various needs and wishes, and to fill his

" life adequately.

Filling the time

Do not approach retlrement with the idea in"mind.
that you are going to play games you-are not used to
and do not particularly like in order to fill the time
and escape boredom.- Some people, after a-life of
heavy or tedious work have a natural desire to rest,
and . providing they .can find some quiet interest to
keep their minds alive this may be the wise thing for
them to do.

Dr. A. W. Kelly, Managmg Editor ofthe Canadian
‘Medical Association Journal, put it this way: “Relief
from the pressures of immediate responsibilities is the

“ first and most agreeable sensation experlenced But

this. will not ‘persist-for more than-a few ‘months -

" unless one becomes immersed-in.a new -and relatively -
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* challenging ocaup.nmn which kccps one’s talents at

comfortable stretch.™

" During his working years a man spent a.large part

of every day thinking about his job, ecxecut:ng it with
professional competency, and being pleased when it
turned out well. It has become a habit of body and
mind. Unproductive leisure will not take its place.
An empty spoon will not satisfy a man’s need for

ssomething substantial.

Satisfying work does not have to be associated with
wages. It may consist in the cultivation of special

-tastes. Some people have developed artistic, iterary

or scholarly interests- which make the leisure of

retirement valuable. Perhaps there is a book you

wish to write: a novel or an autobiography or a
fragment of nature study or a:textbook on your
trade or profession, or an anthology of the wise or
witty sayings you have come across in your reading.
Macchiavelli, forced into retirement, had time to

-write the works that-have given.him immortality.

Social contribution -

As we leave the arena of our active wage-earning
life we have a deep.desire to pass on our knowledge,
experience and wisdom 10 others. We feel, as Tennyson
wrote: **Some work of noble note may yet be done,
not unbecoming men.’

‘The fulfilment of this desire bnngs profound per-

" sonal satisfaction and the feeling that life has been

worth living. It provides a man not only with some-
thing to.do but with the satisfaction of using his
talent to make a contribution to the world after
completing his normal work career. Every retired
person has developed skills and has accumulated

knowledge which could add greatly to the welfare of

the community. Now is his opportunity to enrich in
some way the culture of his society, so .that-other

- generations will receive a heritage that is richer

because he lived.

*It is the great reward of losing you’th,“ said
Bertrand- Russell, “*that one finds oneself able to be
of use:” If material. circumstances permit, a retired
person may. for the first time in. his life. have the
satisfaction of spending freely large amounts of time
in helping others, a service that can be more valuable
than money contributions. .

There are opportunities everywhere — in Canada’s
small villages and in her big cities — for the retired
person to concern himself in community development
in a positive way: to rejuvenate community living so

-as to make it a favourable environment for people of

all ages. This is a particularly inspiring and acceptable
challenge.

To promote community youth -activities along
educational, recreational and creative lines is to use
one's own creative faculties and to maintain a bridge

- between youth and age.

‘An outstanding evidence of the satisfaction that is

found in helping others is given by the Canadian-

Executive Service: Overseas (the CESQ). This is-a

“non-profit organization operated since 1967 by a

group of Canadian business leaders with the support
of the Canadian Government through its Canadian
International Deveiopment Agency.

Ordinarily, foreign aid flows from government to
government: CESO gives direct assistance to in-
dividual industries which have problems and need
the know-how and talent of qualified people.

“Requests come to CESO for technical and manage-
ment assistance from organizations in either the
private or ' public sectors of developing nations.

These provide the opportunity for retired Canadians
.~ who have technical, professional or. executive skills
“to make meaningful -voluntary contributions to the

welfare of their fellow:men. They serve abroad with
no salary. CESO pays the air fare of the man and his
wife to the country .involved, and the client organiza-

" tion pays the normal living expense of the couple

while they are away. The maximum time of an

_assignment is six months.
Those wishing to volunteer their services should.

write to CESO, Suite 420, 1010 St. Catherine St. W,
Montreal 110,

Skills,' hobbies and crafts

Everyone has qualities and abilities that can be
exploited with relish after retirement. For example:
the executive talent that once served a company may
now serve a community with usefulness; the skill with
figures that solved financial problems can seize upon
the study of mathematics and astronomy, -or it may
be applied to keeping books for a church or a club or
for small firms; the mechanical know-how acquired
in a garage or factory will pay off in the leisurely,
craftsmanlike making of repairs and ‘gadgets in a
basement workshop.

To discover assets of skills‘and resources that may

‘be expressed in activity at the -time of retirement is

as exciting as coming across money put away long
ago in-some disused trunk and forgotten.

Hobbies assumed at age sixty in preparation for

retirement are unlikely - to -be. satisfactory or ab- -
-sorbing. To seek for something to do on the day after

retirement, and then drive onéeself to do it, defeats the
purpose.of the doing. A hobby is ridden because it is

fun. A pastime that was enjoyable for-a few hours a

week can get tiresome as a full-time project.
Some people divide hobbies into three classes:

. activities, crafts and- collections. Activities include
. gardening, painting the house, repairing gadgets that
. go wrong, opérating an.amateur radio station, bird

watching and nature photography. Crafts are nu-
merous: weaving, knitting, quilt-making, model
building, arts such as painting, wood-carving, sculp-

* ture and photography, handwork -in leather, metal,
-wood -and clay, and playing 2 musical instrument.
Collecting includes stamps, coins, medals, matchbook -

covers and pressed flowers.

o> ) =R
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A hobby can be made a mind-rouser, .not an
exercise in cutting. out paper dolls. One man-devised
a way to make stamp collecting a fascinating.pursuit.

Instead of merely.collecting stamps and pasting them -
in an album,_he placed his stamps in.a frame around -

a page and wrote in the middle the history of the

'stamps. The research led him into .interesting and

exciting hunts for information.

Many thousands of people enjoy crafts as a hobby
or as-a part-time or full-time profession. There is a

- basic-need within.everyone. to create -things with his.
. ~'hands. To make something, to discover something, to. -
- .contribute something: these ' are- expressions of the
_creative spirit.

Travel for the-sake of travel is ‘not- sansfymg to
many. Some people develop: lnterests, such. as .art,
music or the various national cultures, and travel with

the purpose of enjoving them and learning more about

them.
It is well to make travel constructive by going to

- places that have interesting things to see, and thus to
 keep your mind alive. For a nature fan there are

- associations and groups in every province that have

‘meetings, movies, field trips-and summer camps. For

-the art lover, there is a gallery.somewhere ‘within
reach, with a display of paintings‘and sculpture and
.perhaps lectures and instruction.

Be positive

. Retirement does not require us to-abandon in-

terests and activities wholesale, but merely to change
the ‘emphasis and reassess the values- we ass:gn to
varicd enterprises in our daily lives.

Think of retirement positively. It is not: loaﬁng or

withdrawing, but participating in life in.a new way."
‘It is being your own boss. having work geared to self-

satisfaction instead of Lo a pay envelope. doing things
you never had enough time-for.. It is learning and
exploration and new experiences. .It can-be an ex-
citing adventure of positiveliving and active con-
tribution.

A pcrcon needs somelhme purposeful and con-

structive. -Retirement is a chance and a challenge to

find pleasure in new vistas, to search for and find new
levels on-which to find expression, to look forward.
When he was responding to a toast at a gathering of
distinguished people celebrating his ninety- -fifth birth-
day, Sir William Mulock, -Chief Justice . of Ontario,
said: *“The Castle of Enchantment is.not yet behind
me. It is before me’ still, and da‘ily I catch glimpses
of i1s battiements and 1owers.’

As relirement approaches. test your plans try them
on for size and. comtort. Anything you decide upon
should have been sampled at its worst as well as.at its
best. The village you visited in summer and fell in

Jove with may be quite different in winter when you

ha\e lost the- prmlegcd status of “visitor!”,

Some problems

There. are worry- -saving devices . that. are usefulA

throughout life but are specially needéd at retirement

.age: for example a written record of where important

papers'are to be found. Some people make a-synopsis
of documents-such as leases, insurance .policies, wills,
contracts and agreements, and keep this synopsns at -
home while preservmg the papers in a bank safe‘
deposit box.

‘Another way to- avond trouble ‘is by consultmg
competent professional- people “The decision to.sell
one’s house or other: property, to purchase expensive
equipment, to enter upon a lease or a contract that

- places obligations on either party: these are -poten-

tially troublésome- matters that: should be discussed

" with a lawycr

Retirement is ‘not made up of drcams There are -
realifies to be dealt with, and a’ lcadmg contender for
first place is finance.

A pension plan, -whether.government or company, . -

is-not designed to provide a life of luxury,but to help .
provide.a sense of security. Even .those with liberal
pensions .have to thlnk about the financial: aspects :

of retiring.

Most people plan to reduce expenses. Transporta-

“.tion to work, parking fees, gasoline, lunches, enter-

taining: all these are reduced. Men and- women can

- save on.clothing costs. They can save money by doing

things for themselves that they did not have time for

‘while they were working, such as repairs and i 1mprovc-
ments around the house.

Orderl) analysis of the .post-rétircment financial

“.set-up should be made well in advance. The points to

consider include: how much income will you need to

" live in ‘comparative comfort? -what does your com-

pany or government pension plan give you? have you
an annuity programme, one into which you pay now
and receive periodic pavments after retirement?-have
you any maturing insurance policies 7 what dividends
will-be yielded by investments? if all these do not give

.prospect of meeting your needs,.-what can .you do to -

supplement them?
" Deciding ‘where to live is probably number two -

-priority on most lists of ‘things to consider.” Some

-couples look forward to a second honeymoon in a new

~house newly furnished; others decide on a place in the.
" country; others go into an apartment, dlvcsung them-
- selves of .the work of maintaining and servicing a" -

‘house.

When deciding upon a place to hve do not assume
anything: find out the facts. List the features that are’
important ‘to you: climate, friends, business. oppor-

" tunities, transportation, quietness, church and club

associations. .
A good way to-hedge-against; dlsappomtment wnh

a move-is this: take a fong vacation in the new loca- .~
" tion; find out first hand about the weather, living costs, .
. chances-for making friends, church and community

associations, and . activities, paid- or -voluntary, to
employ your time. This plan leaves you the. old homc :

" to go-back to if- thmgs ‘do not work out."




The need for suitable housing for retired people is
- bringing about action to supply the ‘demand. In addi-
tion to apartments and houses supplied by private
builders, there is a slowly growing supply in some
cities of pubhc low-rental housing, co-operatives, and
rental housing sponsored by non-profit groups.

The third item on the ““must attend to™ list is health.
Even if a fine disregard for common sense in .physical
care has marked your pilgrimage so far, retirement is a

milestone where an attempt should be made to

. balance the books.

It would be foolish to expect to be without some of
-the infirmities that come with the passing years, and it

-is folly to deny them. One’s hair turns grey or dis- -
appears; one’s walking gait changes; one is inclined to -

develop round shoulders; one has to take care to eat
~ proper food and to get sufficient exercise.

Few people today would care to resort to the
prescription for old age given in a book entitled O/d
Settlers’ Remedies, compiled by Marion Robertson for
the Historical Society at Barrington, Nova Scotia. It
says: ‘‘Take tar-water morning and evening. Or,
decoction of nettles: -either of these will probably

. renew their strength for some years.”

Everyone, young or old, -has limitations w1thm

which he must live. Eventhe greatest-of athletes cannot . -

flout with impunity his own physical  limitations
without paying the price.

Family and friends

A man's family should become involved early in his
retirement planning, not only because of their af-
‘fectionate interest but because the plans he makes
concern them. They have a stake in the success of his
efforts. ~

There should be agreement between husband and

“wife on what they expect retired life to hold for them,
and what they are-going to do to prepare for it. Give

and take, mutual adjustment, are as much a part of-

retirement years -as- they were of the honeymoon
.-months.

Friendships should be maintained. Men and women

“are not built to function alone. They need. contact -
with other .people, the feehng that they matter, that

they like and are liked.

The test for friendship is similarity of interests. Older’

people can have friendships with younger.people, to
the great profit of both, if they are genuinely interested
. in younger people, their hopes, fears, and activities.

But a person must remain an individual. He does
not wish to become only a statistic upon his retirement,
or an anonymous member of a class called ‘‘aged”.
Success in his job and the winning of status symbols

were enough.to tide him over his active aduit years, but

these props to his ego are now removed. It is futile to

tell him-when presenting him with the gold watch that

he has done his share of the world’s ‘work andis now
entitled to rest.-He wants still to be useful and to feel
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-important; he fecls the nced for a sense ol personal

worth.

These he expects to find in his community, but com-
munities differ greatly as to the opportunities they
provide and the services they give. Public support is
gradually increasing, not for the nursery school type of
service — which the retired person does not want —
but for friendly involvement in community life and
provision of centres for meetings and activities.

Churches, synagogues, and other religious institu-

tions are in ideal position to participate in-this kind-
hearted work because of their beliefs, their authority

" in their communities, and their resources of willing.
- workers. A church, a young people’s society, a service
~club or a recreation club may provide facilities, help in

planning, suggest projects, assist in transportation,

- and join with groups interested in crafts.

If there is not a centre of activity for retired people,
one may. be started with the co-operation of a church,

a school board, a service club, or by getting the editor
-of the local newspaper interested. :

Don’t let go

‘The vital thing for a retiring person is not to let go.

- Life consists in movement. In a world that moves as

fast as ours, no one can keep his balance if ‘he stands

- still. His life must have direction and purpose.

- Activity as a primary human need is basic to the

-retired person ‘just as it is to the youth leaving high

school. Both need activity that will give them a
feeling of adequacy, accomplishment, and usefulness.

Retirement is a time to take up new. and useful
occupations adapted to one’s capabilities. A slack
existence is the opposite of aliveness, and it contrib-
utes nothing to our continued need for dignity.

By the time they reach retirement age people have
coped with many other situations requiring adjust-

-ment: entering and leaving ‘school, the first job,

marriage. having and raising children, and departure
of the children. Retirement is just-another occasion

requiring us to adapt ourse]ves to a new place in the

- and dlsadvantages -Each has lts quahtles and condi-

tions to be met and adjusted to.

The way to answer “What Then?” wnth assurance
is to start now to. notice things having to do with
retirement and to find the answers to problems before
they start nagging you.

No one need feel apprehensxvely sorry for himself
as he steps out toward his second prime of life.

- Almost nothing can happen to him that can rival the

hardships of body or mind that somehow he managed
to live through in his earlier.years. ‘

Now, with his developed power of judgment un-
trammelled by the passion-that often afflicts youth, he
has the opportunity to display his-dynamic maturity,

‘to continue to live meaningfully, and to embrace what

can be a most satisfying life.
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-.€ach area to be so equipped. Ideally, each mission llbrary should .

nave a copy, but since ror the moment the numbers retiring are
small, many would "gather dust".) ‘he Departmental Library in
Ottawa shoula also develop a library of relevant retirement

- literature. Some useful books are included in the dockets, but
- many are repetitious -and it would be best to concentrate .on a
few of the better ones. Apart from "Today. is the First Day of

the Rest of Your Life" -already mentioned, "The Retirement Hand--

~ book" by Joseph C. Buckley and published by Harper & Row, New

York, is probably as good a'basic book as any = though the latter

.vchapters deal with ret1r1ng in 'the United States, it is still an

interesting and convincing argument for adequate and sensible
preparation. "Solving the Problems of Retirement". published by
the Institute of Directors'" in London, 'is a sophlstlcated serles

of ‘essays .that is readable and authoritative.

L. Each time an emplOyee-who»comes~within'the-60-65 zone .returns
to Ottawa from a posting or is moved to a new assignment in

Ottawa, he should be asked to drop in and see the Counsellor for
a discussion, when the subject of retirement should be discussed

- in general terms, -and, if needed, any help given on demand.

5. One year before retirement, a second letter from the Under-

‘Secretary should go out, again expressing gratitude,: noting that
he has -one .year to go and reminding him that the services of the

Counsellor are available if needed.

6. This will be supported by another letter and newlylcompleted
personal handbook brought up to date, together with the OAS
application forms .and &-warning that application should be made

~within six months of reaching 65. This' time the letter will

give information re leave credits and suggest:that plans 'should

. 'be made to liquidate these before reachlng 65, and thus to calcu- .
late last date on duty,  If abroad, he should be .told when he

should report for duty in Ottawa, for .final processing -and he
should be given shipping ‘instructions concerning his personal
belongings. If he has any in storage, he should be told how long
they may remain there at Government expense, and the extent to

~which the Department. w1ll pay ShlUplng .costs to ultimate’ place :

of residence.

7. At the appropriate tlme,‘ahead to enable D.5.5. to process
all documents in time to ensure that pension and severance pay
are made on due date,. forms CT-400 and TD~]1 and option. form for
severance pay will be sent forward for signature. If in Ottawa,

the Counsellor will call the retiree in,. explain.the forms and .
- .stres: the importance of signing them promptly. '(In-the meantime

it is to be hoped that procedures will be worked out with D.S.S.

‘to ensure that these payments are made ‘on time, the severance pay
cheque being post-dated and handed to.Superannuation Branch ready

to be handed over on the retlree s last day on duty in the Depart-
ment.)



8. The Counsellor will "shepherd" the retiree through the
interviewing process with different divisions, pay, superannuation,
passport, etc., giving him a written appointment schedule. He

will also arrange for the: necessary medical examination should
this be required.

9. Finally, he will see that appropriate appointments are set up
with the Minister or the Under-Secretary and with the division-
heads where approoriate, when his I.D. card together with his
severance pay cheque - or notice that it has gone to a Registered
Retirement Savings Plan - will be handed over.

10. Before actually letving the Department, the Counsellor will
ask the retiree what documents, i.e. Admin. Personnel Bulletins,
-press releases, Canadian Representatives Abraod, etc. he wishes
"to receive after retirement. He will, of course, make a note of
his address and ask him ‘o keep the Department informed of any
subsequent change in address. ‘

'11. VWhere appropriate he will also ask whether the retiree has
any ideas concerning the improvement in the Department's work,

or concerning handling of aspects of foreign or commercial policy
that he would like to put forward in the form of a paper, or if
he would be interested in contract work on some specific subject.
Would he like to become involved in seminars dealing with parts
of the world, or with subjects with which he has been involved
during his career? Would he be interested in giving papers to
university audiences, CIIA, or other appropriate bodies?
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SECTION' IX - . ' CONCIUSION

On balance, after. con51der1ng the foreg01ng report, . one ‘may -
draw the conclusion that most of the Department's employees should

have enough diverse expernence and resources to cope with the

. "terrors" of retirement. They will need well in. advance full

- information about their financial assets after retlrement, to.
whom  to tmun for advice, -and- information concerning new activi-.

ties that may be open to them. - Most of the empha51s ori prepa-

‘ration for retirement so far within the Government Serv1ce has
. ‘been ‘placed on the organization .of courses at the.end of - the

working career. In the United States Government Service ‘also,
this has been where the-emphasiS'is put in practice. For the

Department's partlcular need, I suggest that this emphasis is

wrong. - We should start at the. beglnnlng of the career - parti-
cularly since nearly all employees end up.as long career employ-
‘ees - .%o encourage"the'developnent-ofj"an‘adequate‘personal'philo-
fsophy of 1life". We should:-ensure ‘that the procedures for retire- .

ment start at least five years before the event,_that they are

so designed that every person will be confident that, as he will
not only be informed of his retirement assets but will know to
whom to turn for clarification or further information, that he
will be *"handled" as a,pereon, not 'a cipher, -and. that when the

~ fateful day arrives, his long service'in~the'interests'ofvCanada

will be recognized by some personal.gesture, that-his experience
will not suddenly become a nil asset but will be givenaan'oppore _
tunity for further use;:and that after retirement the Department
will be interested in his fate — should he still desire to
‘maintain.the connectlon._ ‘ »
‘It is around these principles that I have: tried to de51gn a
" programme for the Department. In reaching these conc1u51ons, I
‘have read a great deal and talked to.as many "experts" and -
‘personnel managers as practical - and I have drawn on mmy- own '



e;periencetafter LO years in the Service and after going through
the- retirement process, One could draw up'all sorts of detailed
programmes from the study designed to meet the needs that are well
established. There_isla danger, however, in trying to follow a
»too-theorétically perfect and complete plan based on-an analytical
- survey; onetwill ignore the human weaknesses towards "laissez-
faire". One could end up with a costly programme tailored for
" those .who would probably make some preparation for'retirement in
any case. Experience seems to show that most people will not res-'
pond and may in fact resent attempts to interfere with what is
-essentially a personal matter,

The study commissioned and published at the end.of 1968 by
the U,S. Civil Service Commission, suggests that the growing
need for pre-retlrement planning programmes is- respon51ve to the
increase in the complex:Lty of life in retirement and to the fact
that the numbers of retired peovle compared to those still working
are steadily growing. ‘That is so, but it does not follow that

rprogrammes” should be interpreted to mean crash courses at the

end. Nor does the study take into accownt the changing.éttitudés

tovard work engendered by the increase in leisure time during one's
working life (including a possible shift to a four-or even three
day work week). This should leszen the cultural or psychological
‘shock between work and retirement. On the other hand, there is no

~ doubt that the increasing complexity of taxation laws, fiscal -

options now onen to people with any sort.of monetary assets -

pensions or private investments - do point to the need:for making

information available and -advising where professional advice may
be obtained, well enough in advance to.allow .and encourage advance
planming. ‘

-Further -attempts ét‘evaluation of programmes now in operation

seems not to be of much use - attempts to do so, which are docu-
-mented in the U.S. Civil Service Commission's report seem to lead

to cuestionnable conclusions. What is needed now is to recognize

. .
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(from the -evidence presehted%herein) that the‘Department-doeé

’virtuaily nothing by way of»preparing.its employees.for retire—~

- ‘ment; the retirement orocedures, such.as they are,.are'insﬁrri—

~ciently thorough -~ they ao not provade the necessary facts that

will nelﬂ an ‘employee to prepare or-to unravel the complex1t1es

- ol retirement; ‘there is 'a lamentable lack. oi humanity in the

’procedure%. In- qhort, in- dev151ng a programme we . are v1rtually

free to start from scratch.

It is' almost impossible to foretell how any programme will |

‘be received by members. of the Department - there.is no way this
-can -be measured until something is tried. Under the circum-

stances, it would seem. advisable to move. into the field by a pro-_

cess of trial and error.‘-Much money'and time could be spent in

-‘Msetting up ‘some -elaborate programme'that would look good.on paper

but that could easily develop 1nto another "emp1re" based -on
Parklnson s Law, A

Because ‘the work of each Department varles, ‘the problems of
retirement will assume different emphasis. There is no need for

uniformity in meeting these problems -or in the .application of

any broad policy:objéctives that may be laid ‘down by Treésuny

‘Board. The interpretation should be left to each Department to

work out:in accordance with its own particular needs and'circum-

. stances.

The "programme" suggested may be considered to be made up of
two parts, the active and direct part that hinges around the
establishment of a "Personal Counselling Office" undér a retired

>:enior officer with a retired senior secretary to-help him, both

'worklng under contract. The duties of this office.and the

procedures for handling people coming to retlrement and after
retirement are zpelled out in Section VIII which is the core of-

the report.



- The second or indirect part, that is no less important, is V
made up of several proposals that require changes in attitudes

as well as working conditions that go back to the time of recruit—

ment. ‘This second part requires no new machinery, but it does
-provose some fundamental changes such as changes in the probation-
ary period'at'the start and a‘'break-down in the almost iron-clad
tenure. It provides for a‘radically expanded system of sabbati-
cal leaves, for the tapering off toward the end bf~careers for

those who find the pressures too great, for some sort of_Egst-

retirement liaison, and for a much greater use of the talent and

experience of»retirees,after they have retired.
The report also goes into the responsibility of the Depart-

 ment towards its employees, and in Section IV sets out some guides

concerning the responsibility. It also gives factual figures
of the extent of the problem in terms of people reaching 65

within the next 20 yeérs. The point is made that the relatively
small numbers, rising from 13 in 1973 to 64 in 1987 should not
‘be regarded as a measure of the problem; we should be concerned
with providing adequate counselling as a means of improving
morale. Moreover, it is important to consider also the hundreds

“of locally engaged people scattered all over the world; if we
accept the'principle that Civil Servants need guidance and help,

so do-these non~Canadians who ‘serve Canada loyally.and conscien-
tiously. We must, therefore, adapt our policies to meet their
needs as well. ' ’ ' |

In Section III1 (a); reference is made to the worries engen-

‘dered by the erosion of pensions.(despite the 2% ammual cost of

living increment) and suggests the Department should support any
_ move to bring into effect the full cost of living adjustment (as
is the case for the 0l1d Age Security payments). The same section

draws ~ttention to an anomaly in the payment of the OAS to wives

and recommends that the problem should be put right with.the
co-overaztion of Industry, Trade and Commerce and DM&I - the

- Departments having the most employees in Foreign Service.
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Tt is realized that the somewhatvdetailed list of duties

: suggééted for the Counselling Officer, procedures for handling

people comlng up for retirement and the listing of subjects that
should go into -a personal “Retlrement Handbook" may seem too exact.
Any officer taking on the job will naturally develop his -own
ideas, - It is. ‘hoped.that these suggestlons may help in the settlng

_up of the "programme"‘

. ‘As tar as costs are ccncerned the only substantlve recurrlng

costs will be the salaries of the Counsellor and his secretary.

- These should be set sufficiently high to .attract first class

people, for upon the way they operate the office will the success’
of these ‘proposals depend. : . ‘

In addition to the rumning costs,- the Counsellor should :be
"supplled with an attractive office, well equipped with easy .chairs
‘and the appropriate reading material that will eﬁcoﬁrage-fonner’

: employees to ‘"drop in" and use the office as a contlnulng p01nt

of contact with the Department. oo . _
I believe that if ‘these proposals are carried out they will
materially improve morale and:provide.thé needed guidance and
information that all people reaching retirement do need. The
cost will be small'and the. benefits to both empldyees-and the

-Department relatively great.

DOCUMENTS: , _
 Accompanying this report there are-a considerable number of

documents divided into various groups, 'such as:

Canadian Government Department and Agency Papers

‘Canadian Corporations and Institutional Papers: (1nclud1ng the
University of Toronto) .

United States Government Papers

-United States Universities

United States Private Industry and Organlzatlons

British Papers

L3



Among these will be found a great number of bibliographies
that I suggest for the moment at any rate need not be given too
much attention. If it is found, however, that interest in reading
this sort of material develops, these bibliographies will give
all*the leads that can be digested. There are, however, a number
-of books that. are mentioned in this report which, for the moment
at any rate, I believe will be sufficient for our purpose.

Also, among these papers for Canada, United States and Bri-
tain, there are a number of programmes illustrating the pre-retire-
ment training courses given by the Government, private corporations
and institutions. These include the programmes now being offered
by various Canadian Government Departments together with the
supporting materials (kits) used in cormection with these courses.
The United States papers also include a number of prograﬁme5~used
inmmmﬂcwman%asmnashﬁhm&dthvumu
organizations such as the "American Association of Retiréd People".

There will also be found a greai many pamphlets issued by
various authorities in Canada that would be.a useful startiﬁg point
for building up a source of material for the use of the Retirement
-Counsellor in the Depa:tment.

Finally, it will be seen from this material that there is no
lack of information on this subject that will be useful for anyone
wishing to develop programmes of whatever type in this field or in
assessing further what different countries and different organi-

zations are doing already.
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APPENDIX - A

CANADIAN GOVERNMENT DEPARTMENTS OR AGENCTES.

' ~.Canadian Government Departments have only recently:become
involved in pre-retirement preparation programmes. Three years
ago?probably~no Depaftment_waé'doing anything .in this4field. Now

" several have started programmes and :the follqwing.brief notes
summarize ‘the situation. o ’

. DEPARTMENT OF PUBLIC WORKS: Started courses in 1971’72 with ane

course from January to March., This was followed by another during
the same months in- 1972; as a result of the good response from
employees .they will have another in 1973 and alsoc a.course in

Frénch for the Capitol region. In addition, the Department is

.. organizing -courses in Vancouver and in Edmonton and hope to do

the same for Montreal and Halifax for their employees in those
areas. The courses last for ten weeks- with two hours in the
.morning, either 9:00 -aem. -"11:00 a.m. or 11:00 a.m;_—'lZ:OO,nqon
;on:Thursdays or Wednesdays. These are for employees only, no
wives being invited. The -only bersonal coﬁnselling is -on an-ad.
“hoc basis, but the personnel division at Headquarters sends out
2 warning letter one year in advance of the 65th birthday, and
.this is followed by another six months -later.

DEFENCE RESEARCH BOARD: -Started looking into establishing

' pre-retirement training courses but .plans dropped- when inter-

ezted officer retired.
DEPARTMENT OF LABOUR: No current plans for pre-retirement
training. Carried. out survey of all employees retiring in next

ten years and had insutficient response to warrant -action; 75

" out of 150 rervlied and ot those replying onlj halt were inter-
-ested —:strangely, the survey disclosed that those showing interest
were closer to 55 than to*beyears oflage. No personal counsel=-
ling programme in effect. ' _ - A
DEPARTHINT OF SUPPLY & SEHVICES: Have produced a kit which

‘contains basic "Harvest Year's Guide to Pre-retirement Training"




8]

‘and other pamphlets, Royal Bank of Canada Letter, Housing for
Senior Citizens (Ontario Housing Corp.), Leisure in Later Years,
Planning for the Later Years, Food Guide for the Older Person,
The Canada Pension Plan (all four Health' and Welfare), A New Law
for Consumer Purchases, Consumer's Handbook (Consumer Affairs),
Guide to the New Unemployment Insurance (Information Canada),
Semi-Private Group Hospital Care, Ontario Blue Cross (Ontario
Hospital Asséciation), Ontario Health Insurance (Ontario Health
1nsurance'Commission), Group Supplémentary Medical Insuranée

Plan (Treasury Board), Your Superannuation Plan (Superannuation
Branch), Towards Better Health (Quebec Health Insurance Board),
Blue Cross (Quebec Hosmital Service Association), Disability
Insurance (Government of Canada), CeE.S.0., A - Full Life after
. 65 (National Institute of Mental Health, U.S.), "Passport to
New Horizons" (partiéular attention should be given to this.
- It is an attractive "passport" of a size easily pocketed and of
good quality paper, imaginatively prepared and giving much of

the information -any retired person or person contemplating
retirement might need. It will be mailed to each employee retiring
between October 1972 and 1973.) A complete list of and descrip—
tion of volunteer’égencieé in Ottawa; and plastic notebook with
pen. _ '

.The passport is being revised into two sections, -available
- April May; one will be "Passport to New Horizond' which is a
;&aﬁning guide, and the other a personal pension and asset guide.
Current passport-cos£ is $600 for 200 cories from scratch,

but Personnei Division did the'wriiing of it and Public Relations -
Division did the art work - not included in the cost. Cost of
programme ver person $25 including courses, etc.- They also run a
seminar that consists of 12 hours of three hours per day for four
days (Monday and Wednesday) - see Personnel Letter describing
Phase I, II‘and ITI. -Have 1,200 retiring over the next five
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' years-including‘early.retirement-andfthose reaching the maximum -

too many for individual counselling but have counsellors avail-
able .(three employee counsellors and welfare.counsellors).'vFor

‘Phase I, those retiring October 72-October 73, 122 people = the
. seminar has 60 including wives - but it will ﬁull‘in'anYOne:for =
:an'interview if,'Whengopming;fdr volunitary retirement, ‘it is
-found that by carrying on (say six_months),'there.uould be consi-
‘derable pension-bcncfits.}AOf 60 volunteers,. about 25 below 60

years of age with 20’+Ayears' service. Developing audio-visual
video tapes as a means of -coping with the numbers.:

" MANPOWER AND iMMIGRATION: Have considered the establishment  of

pre-retirement training system, but have decided against it as

a need not warranting expense -and man-hour reaquirement. However,

- they put some of their repdrt into a manual for personnel advisors
-and trainers which was a complete summary .of pension and other -

benefits. This received a good response and is now out of print
so that no copy was availablg,"lt is being re-printed.
STATISTICS CANADA: Started a short course last year. Will repeat

it this year with four sessidnS‘of-two5houré,’9:00 - 11:00 ‘a.m.

.ver -week, .on Thursday. No wives invited.  They have from 30 to LO

employees retiring - per year. Will send out 35 invitations and
anticivate a response from about 25; No personal counselllng
provided, except on-an ad hoc, frlendshlp bas1s.

DEPARTMENT OF TRANSPORT, MARINE BRANCH: .This branch has decided

"~ to follow a form of personal counselling based on a booklet that

they had prepared for them. (Estimated cost of- production $i 25

~.per book) This book is- being re-written in light-of the first
_ year's experience and will be available at the end of this year.

Tt is used by staffing officers in the field who give it to those

.apprOaching'retirement. They had'hoped-for:a‘full‘timefadvi$or,

but this was not anproved. They hbpe‘that if their sort of‘prog-
ramme is adopted by the whole Department, 1t will- be relnforced

© by-a full time counselllng officer.



INDIAN AFFATRS AND NORTHERN DEVELOPMENT: They have about 300
coming to retirement per year and possibly because of this rela-
‘tively large number, this Department together with Public Works

and Supply and Services has done more than others in the provision

of - pre-retirement "courses",., - They now operate three courses per
year and this year they are concentrating these in 12 sessions
spread over five full days (2. days consecutive). In-addition

to - Ottawa, they are also ruming three courses_eéch in the -
regions of Calgary, Regina and Edmonton and hove to run one in
Toronto. They have not orovided for any correlated personal
counselling. They have published an evaluation of the first
course in 1971-1972. They have also prepared an interesting
'_and:nSéful'bQ§kifor use .during their course. This includes tables
tbibe filled inﬂby:employees covering income planning now and
after retirement; expenses now . and then; lists of assets and
liabilities; and location of valuable papers, etc.

ENERGY, MINES AND‘RESOURCES: -Have recommended "courses" to their
"managément‘comﬁittee", estimating that it would reguire one man-

year to operate. Recommendation not accepted but they have sent
‘several personnel officers to attend the course offered by the
Ottawa School Board. Will also pay for any employee who wishes
to attend such courses. o :

DEPARTMENT OF NATIONAL DEFENCE: - For some time, this Department
has operated a counselling service under the expert guidance of

a psychologist. Their problem is clearly different from that of
civilian departments in that they have persons of all ranks,
required to retire at relatively early ages. Thus, their coun-
selling is largely directed to.finding "jobs" at all levels of
education and at varying ages. In fact, it is entitled "Civilian
~Employment Assistance Programme (D.N.D.)" or, in keeping with
current usages, simply "CEAP"., This is open to all servicemen
within five years of CRA (Compulsory Release Age). Through an
arrangement with Manpower and Immigration-tounselldrs of that
Department have been designated and trained as military special-

ists - mostly ex-service men.
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- Apart from direct'COunselling,ithe.office:turne outfreguler
articles that~are published throughout.Canada and overseas in

" the 'armed forces press services, Theearticies.contain'practicai

suggestions that will help a man to find a new.job best suited
to*his»oualifications-and cover ‘the usual psychological problems

related to retirement. from one env1ronment (protected) to civilian
~unprotected environment. ’

The counsellors alsofhelp the men to prepare career feSumés
and will run off twenty copies of them for use when job hunting.
For..details of this programme, see Canadian Government

~Department. and Agency Papers.* Although the thrust of this pro-
. gramme is necessarily different'from:that.required by External

"Affairs where job counsellinguand:seeking will be well down the
1list of priorities, nevertheless, I have included these details

in order to show how one Department'is responding in a practioal

.way to a deflnzte need through co-operatlon w1th another Depart-
‘ment., '
JOST OFFICE DEPARTMENT:* Thls Department has developed an employee

‘benefit .book which is sent-out each year ‘to every employee. This

~describes the various benefits avallable through the superannuation

plan, the Canada Pension- Plan/Quebec Pen51on Plan, severance.pay,

- 01d Age Security, Unemployment Insurance, Workmen's. Compensation,
‘Medical Plans, leave credits and procedures to:be followed in ‘the

event ot death of an employee. The book also includes a Benefit
valuation ¥orm which is a do;it—yourselr form to help in financial
plannihg for the future. It is made clear that it an employee has
any difficulty in understanding any points in the book or-in -

tilling in the Valuation'Fonh, tne. supervisor or personnel oftice

will provide additional help. This Behefit VeluationvFonm is a

forerunner to a computerized print—out that is plamned. It is

.understood that the Department is planning to develop-a’post-

retirement7counselling‘service. Each employee -taking the pre-

retlrement course is provzded wWith an excellent and readable book

. (the. only one of its sort published and written by a Canadian for

~#See statement "Postal Corporate Policy" attached.



Canadian conditions) entitled "Today is the First'Day of the Rest
of Your Life"., It was written by Robert Thomas Allen and published
with the co-operation of the.Canadian Life Insurance Association,
by MeClelland and Stewart. (available in paperbacks at $1.50
retail) - o

In addition, this year the Post Office is running a pilot
course for 18 emvloyees selected out of the 60;65*year-oldngroup
of-employees. It has eight sessions, two hours each, in the mor-
ning during the work day - no wives. It is also considering the
use of professionél commercial pre-retirement counselling ser-
vices such as that offered by Paramount Retirement Counselling
" of Montreal. - (see "Cariadian Retirement Counselling Services
Availablen) ~ | v _
TREASURY BOARD: The Treasury Board is taking an interest in this
-whole subject, apparently becoming concerned -that without some sort
of guidelihes there is a danger of duplication and unnecessary

"rivalry". To this end the Treasury Board on the first of Novem-
ber convened a'meeting of Departmental officers known to be
involved or interested in the subject. A list of those»atteﬁding
is attached as a cuick reference to the officers involved aﬁd the‘
Departmehts that have established programmes or have given some
thought and perhaps preliminary planning to the problem. Where
more than one officer is listed, I have underlined the one who
appears to be principally involved. ‘
The "inspiration" for this seminar seems to have been a
brief. paper written by Mr. L. P. Wood, Pensions and Insurance .
Division of the Treasury Board, following his attendance at a
three day workshop held by the American Management Association in
Chicago in June. This report was passed out to those attending
the November meeting in Ottawa. It was'not used as the basis
for discussion. Mr. Wood lists reasons why an employer should
provide employees with.pre-retifement counselling and .also why
they do not want to become involved. The reasons, both pro and



can, are related to interpretigg'pre—retirement‘counselling as
meaning group counselling courses-and'hot‘a system of persenal
counselling. He also lists some of the Canadian departments
involved or ‘interested in'the subject but his list is not complete,

- specifically not including. Public Works and Indian Affairs and
* Northern Develomment, both of whlch have extensive courses and

‘probably pioneered the use of these "formal" group counselllng
courses within the Canadian Federal.Servlces. Also, no mention -
is made of the more limited course developed by Statistics

.Canada.

' TheITreasury‘Board broke -the group up into,several>informal '
task forces to explore further the need, the responsibility, the
best way to proceed and the .role of the Treasury Board with a

-view to a. further’meeting before establishing Treasﬁry Board's

attitudes -or ‘policy .- the Treasury Board officials making it
clear that ‘they were seeklng guidance from the departments before
taklng any action .or issuing any policy guidelines.

GENERAL: It may be relevant to note that of all the Departments

of Government that have gone through a process of retrenchment,

. only National Defence made -any restitution forgthose‘who for ane

reason -or another were forced into unexpected early retirement at
short notice. At the time of mumification", the Department of
National Defence paid a cash bonus for early retirement. I believe
that consideration was;giveﬁ to offering earned pensions without

actuarial reduction but, as . this would not be possible without

'ﬁpsetting the operation of the superannuation. plan, a cash bonus,

paid out of Department of National Defence budget, was used.
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Mr. Griffin
3. F.-Mitchell

W. H. Northern - E™>®R.

*S. Hamilton

L. Reeves

G. -Burrow

T .er Charron

John Wnitmore

.Ron Iles .

J. A. Bongiardina

. A. McKee

Tt

Jacques Charron

Ron Neill

Rose Wickware
R. Conway

. 5. S. Duncan

M. N. Fearn = MRsS.

lan McArdle

DEPARTMENT -

-0

.Pésf dffice‘ , -
Kational Defence x
~Treasury Board

Public Service Commission

Statistics Canada

Treasury Board

Energy, Mines & Resources

Supply and:Services +

iznzl DPefence

‘Treasury Board
Manpower and Immigration '
"CATA/PAB

CATAJPAD

National Defence

"National Defence

Manpower and lmmigration-

Communications

CTTLIPHONE NIMRIZ

369-3159
 6-3§57 A
2-0244
2-7018 -
- 750
vs-es?i
5-6086 -
4-9604

5-8381

—5—7869v.
 2-5758
2-4412

6-0254

5-6713

2-5312 .

'2=4544 =



Michel Larabie : : "Public Service Commission _ C =441l
Bernard Major v -Communications Canada . ' 5-8725
" R. Guy C. Smith External Affairs (RET) - 342-2363
. : . ' Brockville
 Clint Fowler _ ' Customs and Excise 2-2337
Greg Lawlor Public Works 8-8002
- .
rrank McGuigan ‘ _ . Public Works ' 8-8002
Murray McCrank . IAND _ 6-7227
.
:c Burms Pogt Office : _ © B=4334
ox
Jim Bradley Transport, Marine Services 3ranch ' 2~2679
Bob Thompson » Transport -~ HQ 5=-6145
<+ = Zepartments or Agencies now oifering group counselling courses within own
orzanizetion curing working hours
Q = JeparTonents or Agencies that have prepared thei:‘cwn,handbooks.
X = Deperizents or Agencies that pave esiablisked systemétic peréonal
counselling sarvices.



POSTAL CORPORATE POLICY:  PRE-RETIREMENT PROGRAMS.

Definition

A pre-retirement program is a series of meetings or. seminars
. ‘designed to provide information that will be of a551stance to
. employees who w1sh ‘to plan for ret1rement. :

- Corporate Policy

Pre-retirement programs shall be made available to eligible
postal employees who wish to take advantage of such programs.

Field Responsibility

‘a) The Regional General: Managers are responsible for either:

(i) planning, budgeting, and conductlng their own pre-
'~ retirement programs, -or,

(ii) providing funds and making use of pre-retirement
courses offered. by external resources such.as
- school boards, un1ver51t1es YMCA's.or community

colleges:

b) The Regional. General Managers through their Managers of

' Safety, Health- and Welfare or designate are responsible
for informing the Manager, Safety, Health and Welfare
Branch, where such programs are to be conducted. -

c) The Regional General Managers should ensure,thatfapprOPriate

.consultation takes place with union counterparts where
programs are arranged for bargaining unit employees.

Headguarters Responsibility

a) The Manager, Safety, Health and Welfare is responsible
‘for providing assistance and advice on aspects of pre-
retirement courses upon the request of the Regional

General Managers.

b) The Manager, Safety, Health and Welfare is respon51ble

for evaluating the results of all programs sponsored within

'~ the regions and at Headquarters and for making recommendatlons-'

for improvements.

.on programs conducted.

c) The Manager, Safety, Health and Welfare shall report annually

...2
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STANDARDS AND GUIDELINES

Joint'Sponsofship

-a) The planning, organizing and conducting of pre-retirement

- Headguarters Assistance

programs is entirely at the ‘discretion of the Reglonal
. General Managers.

b) One alternative which should be considered is that of
sponsoring pre-retirement programs jOlntly with
employee groups.

a) The following information is available upon request
' from the Manager, Safety, Health and Welfare:

(i) = Several complete pre-retirement course packages
including steps in organizing a course, session’
outlines, evaluations, and types of resource
people to draw upon.

(ii) Outlines and evaluations of courses conducted by
Ontario Hydro, Chrysler Corporation and United
Auto Workers, Department of Public Works,
Department of Veterans' Affairs and Ministry of
Transport. ,

(iii) 28-minute movie entitled "The Rest of Your Life".
b) The Manager, Safety, Health and Welfare is also ready

to provide advice to the Regional General Managers and
~assist in the success of these programs.

El;ggplllty

a) The earlier. retlrement ‘planning starts, the more effective

‘it is. Employees 55 years of age or older should be
eligible.

b) Many successful courses include wives of employees.

~n

...3
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Suggested Sessibn‘Topics

- .a)

b)

c)

d)

e)

Financial - - .superannuation

-' Canada Pension Plan

- 0ld Age Security :

- investment opportunltles. stocks,

'~ ‘bonds, mutual funds, savings plans,
. types of insurance, and annuities
‘= .budgeting and how .to get -the most out
of your assets and income

Living arrangements - what to look for in accommodation
‘ - - advantages and disadvantages of
~ ‘'moving, and planning a move
= rents, housing costs, and taxes

Legal - when a lawyer is needed
: - <choosing a lawyer
- cost of legal advice
‘= legal aid . , v
- wills, bequests, succession duties, gifts
= real estate sales and rentals o °
= Jjoint ‘ownership of property

Health - .aging process
: ‘= check-ups, exercise, diet; nutrition
- how physical health affects mental health

Leisure time - -part-time, full-time, self-employment
- -'continuing -education:

- = travel in Canada

- = the Arts
- _.cammunity service

Recruiting Resource Personnel for Sessions

a)

b)

VRetired'postal pérsénnel'may'be utilized. However,

it is important that they play the role of catalyst
and co-ordinator. The subjects listed in session
topics will most certainly require some special

expertise which can generally be. obtalned fram within

the local ccmmunlty.

Inter-departmental activity is encouraged and may be
of great value in ‘some. communltles. :

Add .4.‘ .-
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Follow-up to Pre-retirement Courses

Personnel Administrators should be prepared to offer
counselling assistance to retired employees at their
request on problems arising out of the trans;tlon fraom
employee to ret;ree.

Policy

Policy is separate but may be complementary to existing
counselling programs of personnel administrators related
to employees whose retirement is imminent.



APPEJDIX -B

" CANADIAN COMPANIES

. DOMTAR, MONTREAL: vCompulsory;retirement.at*bS.1 This?éompany has

~a pension plan which, after LO years' service, would give a _

pensioher’67;5%'of.hisdhighestmfiveuyears' salary---assuming.he

- started at 25 years:of age. ‘If he started at 20 .years (45 years:'

service), he would receive. 73.5%. ~The pension is integrated with

‘the C.P.P. and involves a total cantribution of 5% of salary by
" the .employee., ThisfplahAwas~startediin 1971 - prior to that the

highest meximum pension was:about;EO%._ Starting in Janﬁary,fl973,
an employee may retire at. 62 with 20 years' service with'no actu-

arial reduction. Prior to that, any retirement before 65 involved

-an ‘actuarial reduction of 5% per year. There is now a sliding

and sharper scle of reduction down to 50% at 55 years. Below that,

no pension entitlement. If a person with long-temm service .is

-asked to retire before 65, he may be offered a year's salary

either‘inva lump sum or converted to an:annuity'added to his pension. R
The cohpany,has'nd_groupvcounselling course, but it does B
provide a '""do it yourself" kit which is supplied to all employees
four years before retiring, but the aim is to go back as far.as 10 .
years. Thié kit includes a record of important papers énd.where |
they are kept, .2 "planning for retirement"xstatementg andna manthly
budget statement - now and after retirement - together with the

‘Ontario Department of Education booklet "Retiring Soon". ' There is

very little "feedback" from this kit.

"In addition, the company has a counselling service«availablé_
on demand and in the Montreal area, the supervisors are informed
of their employees' .approaching retirement and they are‘required
to give them .an-afternoon off and to call them in with their wife
for an interview. E

-Each employee is giveﬁ a peﬁsion statement each year. -

There is no formal. post-retirement organlzatlom.

" They have considered the Paramount ‘Retirement Counselllng
Service but find it too expensive. _

Their Personnel Section had devised a 10 sessian cOunseiling
‘course, but it was rejected partly because it waé,impoésible to

-.give the same service to all employees. -~
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The unions have never discussed pre-retirement training.

ALCAN, MONTREAL: Maximum pension is about 60% of average five
highest years' salary. Compulsory retirement for men at 65,

-~ women at 60. _ ,

They have no group counselling courses, but at Arvida and
~at Shawinigan they have arranged for their employees‘rapproaching
. retirement to attend CEGEP courses on retirement planning.kiThis

is a new development and they may decide to send all employees
over 6C. These courses are in the evening and the company pays
part of the cost. In addition, they use the "Paramount" Services
and CEGEP use their material as an aid in their "courses". The
Kingston plant is also considering the use of Paramount.

There is no regular personal counselling, though this is

available on demand.

'An annual pension statement is sent out to each.employee

and from 55 years onward this is converted to a projection of .
pension at 65 or 60. ’

The unions are beginning to talk about pre-retirement.

CANADIAN PACIFIC, MONTREAL: Their pension plan is about egual in
benefits to the Civil Service rplan. ‘

They have no special counselling programme, and show no
interest in group counselling-coﬁrses. Their operations are
highly decentralized and employees may seek bounselling'from
their supervisors, They have had no demand for any formal coun-

- selling service.

NORTHERN ELECTRIC CCMP%NY,_MONTREAL: Compulsory retirement at

65 but may retire at 60 with 20 years' service (women 55). There

is a somewhat complicated system of calculating pension (which is

non-contributory) but it is roughly based on 1% per year on the
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“hiphest five -year average‘salary.: In addition, there is a volun=

tary.contributofy annuity p&an-available to émployees. ‘It is not

“taken up very often. They have about 105 retiring each year.

Previously, their people retiring hadvanVaverage}age of nearly

" 6L years. but this is.going;dowﬁ rapidly and is now-about 59.

The Company now has nOfgroup‘counSellihg courses, but they

did offer coursés'fdr,their~¢mployees‘a'few,years“ago~when the

‘Company arranged tor them to attend courses organized by Bell's

Pioneer Club. This had eight sessions from 5:00 p.m. to 7:00 p.m.
and cost the employee $3.00 per head. .It was.well attended at
the start but interest fell 'oft and it was-dropped after three
years. = In addition, the Company prbduced a series of retirement
pooks that were well and thoughttully prepared but again this
project was abandoned for lack of interest. ‘ ' -

. However these.brocedures‘nave now been'repl;ced.by.systémaﬁig
personal counselling. At the age of 60 or 55 (male or femaie),
all emrloyees with 20 or more yearé'-of~service are called in
for a personal interview, when their pension entitlement is ex-
plained and.théy are warned that on the last day of the'month.in
which they reach their 65th birthday they must retire, 'and also
'1hat, at any time until then, they are subject to possible.super-
annuzation ét‘the'companyﬁs recuest. ‘Then, at one year before
retifementfthey are égain called ‘in and the situation is explained
once more. ~In both cases, the employee signs a-statement.that he
understands the position. If an employee elects for early retire-

. ment, he may be given (I gather he usually,is) his full pension

if he is within two years of pension entitlement,  (statements
attachéd-- Canadian Corporation Papers)

In ‘addition, each year, every~employeé is given a statement
of his present benefits. The Company may reduce this to once

every five years, .or more often if requested - see form attached

‘which is the same form as used by Domtar, - This ié»supplemented



by-a booklet '"Your Northern Electric Benefits Program" (also

attached) which serves as a useful background for interviews.

SUN LIFE INSURANCE COMPANY, MONTREAL: Compulsory retirement at
65. Pension works out at.average of 55% (non-contributory) of

- average of highest five year salary.
~Ten months before retirement, they arrange for personal
" interview when retiremént plans, pension and other benefits are
discussed. They will not give advice and they find that guidance
has to be carefully handled to avoid resentment - unwarranted
interference. Will respond to questions asked by the employee.
The employee is given pension calculation in writing at the time
~of the interview.
They do not: think that anyone would respond to courses if
. offered by the company. Nor do they beiieve that many would
read or use the material prepared by "Paramount". ,

~ They have the usual Quarter Century Club to which ali employ-
ees or ex-employees and their wives belong (retirees do not pay
dues). The annual dinner is not open to spouses, but the company
pays transport for retirees to attend if necessary. Pensioners
also get the company magazine, and at Christmas a cheque of $25
with a card from the President.

ROYAL BANK OF CANADA: Compulsory retirement at 65. Pension appears

to be about as good as the Civil Service plan. There is even a
cost of living escalation that provides for $50 per year after
five years. ‘

They have no-pre-retirement prOgramme and do not see much
need for one as such. However, the executive head or the branch
manager calls in each employee within one year of retirement when
his pension benefits are fully explained. The bank is careful not
to avpear patermalistic but is always ready and willing to advise

and heln when approached by any employee. If a person retires



early or is retired early, he is génerally giien'as a lump.sum
the dlfference between his annual salary and his pension.at the

tlme of retlrement.

PHILIPS ELECTRONICS, TORONTO:. 'Operateé independently of its. Dutch
" parent, except for those on "expatrzate" (foreign servnce) list,

-who- come under parent pension ‘Plans.. Compulsory retlrement_age
65, Max1mum,pen51on is about LO% of the avérage;highest five
year salary - 9 contributory. The'pensioner cannot be rehired.
The Pension cheques are sent out by an insurance company, but |
the Company keeps in touch with all pensioners and regularly
invites them to all company get-togethers, dinners, picnics, etc.

A pension statement is sent out regularly by an insurance
company during their working career, but at any time an employee
‘may obtain a statement of his pension-entitlement.

There is personal counselling by the supervisor prior'té
lfetirenent (no régular'time~set) when the pension plan and the
cOmpany medicallplan (over and "above the Ontario -plan) is.fully

-explained.

BANK'OF’MONTREAL Compulsbry retirement at 65. Pensioﬁ is now
based on 1% per year of average best five years' salary -

' n0n-contr1butory.
They have no particular counselling or pre-retlrement
preparation, though they stres:z that any employee may obtain advice

and guidance on recuest,

PRUDENTIAL LIFE, MONTREAL: Compulsory retirement at 60 and 65
(female and male) but voluntary at 55.and 60. The pension maxi-
mum works out at 62% of average of highest .three yearcsaléry,
‘including the CeP.P. Supplement.‘ Contfibutory!at'&%.“ Provision
for staying on after 65 (a company decision) with pension, usually

in a comsultative capacity.




No programme of group counselling or "courses" but each

employee is interviewed two years before voluntéry retirement
eligibility and given an estimate of pension benefits option at
retirement. It is also explained that, after 55 or 60, continued em-
ployment is at the company's option. "Also, each employee is given

a "benefits book". They are considering issuing a pension-state~
ment five yéars in advance .of voluntary retirement age, since
experience has shown that the majority seek advice at that point
concerning their pension. _

Since the company has experts in legal (wills, etc.) matters,
estate planning and financial management, employees may obtain
advice at any time and are encouraged to do so. '

After retlrement employees with 25 years' service continue
as members of the Quarter Century Club which has an annual dlnner
to which they are invited. N

 BELL CANADA, MONTREAL: Compulsory retirement at 65, but volun-
tary at 55 with 30 years or 60 with 20 years' service. The pension

is non-contributory .and is based on 1.1% per year of average of
best five years' salary. There is a built-in inflation factor of
2% per year, but it is adjusted only every 10 years. In addition, .
there is a voluntary savings plan which is matched to 1/3 by the
company (for each $6.00 invested, the Company pays $2.00) up to

© 2 maximum of 10% of salary. They have about 6&% participation,
but oniy 10% hold their shares to retirement. Their employees
have an éverage of 37 ~ 38 years of service. v

They give a minimum of six months' notice to their employees

reaching the 60-20»combinatidn when the pension~plan is discussed,
but no attempt is made at further counselling unless it is reques-
ted. Some of the Bell Systems in the United States have group
counselling courses but there appears to be divided opinion,A
50-50 concerning their effectiveness. These are held generally
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dutring office hours. They have had some requests for suéh'courses

at Head Office but, so far,'they:havefbeen reluctant tovstart

them until their effectiveness. isvbetter-established. However

in Quebec City, the "Pioneer's Club" are startlng courses for those

 with 21 years' service (club eligibility age).and their wives.
- These courses will probably be made up to of eight'tOztenuseasions
and held after hours. If the Quebec experiment is.successful, the .

UPioneers"Lhope»t0>develop a progreszion of courses spread over a
number of years - "classes" are to be kept small at 12 at a time,
The Company has produced two books (attached - Canadian Cor-
poration Papers): "Your Retirement Handbook"'which'answers most
conceivable questions by a guestion and answer méthoduconcerning
pension entitlements, health benefits and how to go about acquiring
the OAS and C.P.P. - a really excellent handbook; and "Your Bell.

-Canada Benefits Program" in Whlch the pension plan, health bene-

fits, etc., are fully -explained,

.- - 0On retirement, employeesAare,given lifetime identification
cards signed by the President, whichare honoured by all Pioneer
Clubs which are:in all major centres in 'North America. Alsb,
concessionary telephone rates that af¢=availablefto employees»are
still made aVailabie'tovpensioners. They may use "Club" facili-
ties (always located in Bell 6ffices)-and‘may_obtain help in emer-

- fencies (i.e. loss of money, accident, etc.). The company has

full-time professional counsellors who carry.out a regﬁlar visi-
ting programme to all ex-employees (80% in person, 20% by tele-
phone). In case of‘neéd, the Company will unde:take_budget for-

mation for their»eXQemployees; lend money interest-free or even

make a grant. At death, the counsellors make sure that survivors

are tully-aware ot survivor oehefits - see "Pensioner Contact
'Form" tor details., - _

''he Pioneer Club iS‘apparently.well—khown.as one of the most
erfective post-retirement organizations in North America, It sees
that token gitts are égnt to the sick, flowers at death. About



80% of its funds are spent on "fellowship" activities designed to
ensure ex—employees are not neglected, provides opportunity for
community services, organizes picnics and other get-togethers,

golf tournaments, etc.

~ CANADA LIFE INSURANCE CO., TORONTO: This compnay has no particular
programme except to provide each employee with an annual statement

of his pension position. However, being a Life Insurance Company,
they have experts in estates and financial management, legal affairs
such as wills, so that they are available for.consultation. After
retiring, pensiOners.are kept on the company rolls and are invited
to all company affairs and sent the staff magazine., They claim
that some 80% of pensioners participate in these company get-

. togethers. A o

T.B.M, (CANADA), TORONTO: Pension plan is non-contributery,
‘maximum sbout LO%. Compulsory retirement age 65. About 9,000

employeeb, some 18 - 20 retiring each year, but rising to a maxi-
mun 15 to 20 years hence. They have a general booklet prepared
for Canadian emnloyees, but based on U.,S. format and content
(attached). Retirement plan is based on personal counselling,

but they will pay fees for any employee wishing to attend a
rre-retirement training course on his own time - few elect to do
so. They will also arrange in-plant talks if there is sufficient
grour demand, but will not compete with available outside course:z.
(They will also pay education expenses for any employee Wishing

to take evening courses in any relevant subject during his working
career) - Some time before retirement, the booklet is handed over, .
2nd the Personnel Manager goes over the pension plan and the .
ontions, explains that group life insurance up to $25,000 ceases
when the pension takes over. At retirement, pension benefits,

etc., are explained when the pensioner is also given a letter
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'Spélljng‘out.in detail his pension entitlement.  -He istgiveh'a

Jluncheon by his work matec.  After retirement, he receives

"Canadian News" - a compnay paper, until death. The pension chegue

is sent out by the company. Arrangements are made for each

pensioner to receive a visit by;an*active_employee“at least .once

. a yeat,‘or sqme‘other”formnof{cbntaét,is‘made.‘ I;ERM.aEmployeés'

Service Welfare Fund is made.up of voluntary.contributions from
salary based on 15 minutes of time per week. There is little
call on this fund so that it contributes to such charities as
"United Appeal". . Pensioners may return to I.B.M. for advice
and held if wanted.

CONSUMERS GAS, TORONTO: Compulsory retirement at 65. Pension

plan: 5% contributory which includes Canada Pension Plan contri-

bution; maximm about. LO%; abbut‘2,500»employees with some 22-30

retiring each year, About 95% are clerical, sér\rig:e or labourers

" with Grade 5§ = 7 education. “Pension cheques are .prepared by

an insurance company, but are sent out with themonthly bulletin
which is a report on Pensioners' Visiting Committee — made up of
volunteer :pensioners and»runfby them. Info¥mal personal counsel-
ling by the Personnel Manager who has had long service with the
Company and who keeps in touch with employees as they . approach

retirement, warning and counselling. The department heads supply

lists of persons due to:retire in 10 years' time. -Their function
also includes hosnital-wvisits to active employees and pensioners.

On' retirement, pensioners are urged~tozkeep;inbtouch and seek

 advice if nécessary.'vArrangéments are made for investment counsel-

lors to talk to all employees who are interested from time to time.
They .also arrange for this supervisory staff to have lectures by

_ experts on retirement planning and legal matters (making of wills,

etc.) from time to time. The Company pays 75 of the cost of
evening courses for any employees wanting to up-grade their

education - such cburses-are noted and,help*in promotion. |
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T. EATON COMPANY, TORONTO: About 500 per year retire in Ontario.

~ They have a systematic system of personal counselling. - They have

considered group courses or counselling, but employees are not
interested. The majority of Eaton's employees are women; jthere

. is a relatively large turn-over, nonAunionizéd. Counselling is
_based on three interviews.

1. Just ahead of 62nd birthday (retirement on first day of month
after 65th birthday). Discuss pension, options available,
annuities etc., health problems, old age security, Canada Pension
Plan (when and where to apply, Unemployment Insurance relation-

~ ship). The employee fills in form and is required to sign.

2. About six months before retirement, goes over the same ground

but in more detail. Must make a firm decision concerning annuity.
option, etc. and again sign form.

3. 'Final interview on retirement, when given final pay chegue

- and pension entitlement or other problems that may arise are

reviewed. They have found that most pensioners resent being
asked what they. plan to do so ‘that this is not raised unless the

pensioner chooses to do so.

They can be re-hired on a temporary basis but are limited to

11 mdnths per year, maximum four days per week.

‘They have different forms for voluntary early retirement and
nearly retirement" (dismissal),

TMPERIAL OTL, TORCNTO: Compulsory retirement at 65. Non-contri- -

butory pension that could give a maximum of 60% - 70% of'salary.

. Most employees retire at 63 but the tendency is toward earlier

retirement, both compulsory and voluntary. The Company has the

right to "retire" an employee at any time (no tenure). If retiring

between 55 and 62, there is an actuarial reduction to pension, but
‘this is a lump sum compensation if forced into early retirement.

They see no obligation to assume responsibility for pre-

retiremerit training, but two years»before retirement, they do supply

full information about pension, health plan benefits and rights,
but will only discuss other matters if the employee asks for
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guidance or help.. At any time, an employee may ask for ajﬁensicn
statement. - : | -
After retirement, the annuants have a self-administered
organization, but the Company pays $5.00 per head for each atten-
dee at their annual -dinner. “The‘Company also operates é‘trust

fund that can be used for -any pensioners in distress - this is

non-contributory.

SWIFT (CANADIAN), TORONTO: Comoulsory retirement at 65. The

- maximum vpension possible works out at 39% of ‘average highest five

years' salary; less one-half of the C.P.P. benefit. This is non-
contributory. '
About 1955, the Comnany operated a thorough—g01ng counselling

‘service to prepare thelr employees for- retlrement. This consisted

~of proddlng‘eﬂmﬂoyees with 20 years' service to plan for retlrement.

At 60 years of age, the counsellors:-called in the employee and his

‘wife; -then one year before retirement the proce554ﬁas‘repeated.

Following retirement, a system of once-a-year versonal contact
was maintained.” However, thiS‘thorough-going;personal:coﬁnselling
service had to be drastically cut back when the company went
through a severe retrenchment and re—organizatianLprogramme.

Now that phase is over and they are,béginning to re-activate

the programme. As a first step,'theyfhaveémadé:arrangements with

the Federal Department of Health and Welfare to provide counsel-

lors who will call on each employee at the age of 60 -and &4 in
order to inform eéchuone individually and'in detai1_about the
Canad~ Pension Plan -and the way in which it is tied into the
Unemployment Insurance Plan. They will -also ‘answer questions
concerning the 0ld Age Security Plan, although this is fixed and
does not need much explanatlon. R V

At 6L, this counselling Wlll give each emoloyee precise data
concerning, ‘the amount of Canada Pension Plan,they will be entitled
to at 65. The:Company provides this counsellor - before he calls
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on the pensioner - with full intormation.concerning his pension
benefits so that the counsellor can work out with him the details
concerning the Canada Pension Plan. 'The Company must send to the
Canada Pensaion Plan ofticer a paper signed by the employee autho-
rizing the -Company to submit pension data to them so that they

' can estimate the Canada Pension Plan.benetit.

“I'ney propose to reactivate their previous -plan so that when'
a man reaches 55, he will receive an individual letter drawing
attention to the need tor advance planning and otherwise counsel-
ling him concerning health, housing, etc. At that time, :the
. letter contains no pension advice because of the complicated
pension plan.

In addition, at the age of 55, each employee receives a copy
- -of an appropriate booklet describing the problems of retiring. |
At 60, the Company will make an .estimate of the pensibﬁ he will
receive at 65, and ties it into the Canada Pension Plan counsel-
ling and the individual discussions that he will have, -with his
wife vresent, if possible. At that time, they will be given a
_ booklet that will have their pension data filled in. It will
2lso include a2 sheet that they can .fill in showing living expenses
before and estimated after retiring. There will also be a sheet
the pensioner can fill in showing income now and after retiring,
another one that will show the assets he has now and aftef he
retires; another sheet showing ''what I owe" now and "when I retire"
(mortgage, instalment rayments, etc.) and finally another sheet
with a financial summary of assets vs obligations after retiring.
. This book -has brief paragraphs dealing with finances, wills, health,
‘housing, activities and a place to jot down what he eipects to
do after retiring. _ | _

Three months before retiring, he attends a retirement party
which is orranized and paid for by his colleagues when he receives
another booklet entitled "Now that You are Retired". This includes

information on leave, last day of work, date he will receive his
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13

-first pension, any}emploYée'benefit crediis.and'health insurance

data, After retirement, he receives a copy of' "Swift News",

‘They also have a system of service'pins_ét&rting-at.ZS yearsfand

they receive a placue certifying to their service with Swift'ss
On the last day, he is givénwa'luncheon:by the company with his
cronies and his supervisor :at which tihe‘his_picture-iS'téken

and he is éntitled to wander around during the déy~sayingrgoodbye
but he'is,-of'course,.paid~for'that.day. 'After‘refirenent, the

supervisor is expected to keep in touch with*him:éven‘though

his cheques are mailed by ‘a trust company. If he is a member of

‘the Quarter Century Club, he would be invited to all functions =
right through retirement. ' '

In Edmonton, where they have their largest group‘of employees,
they also have an amnual retired employees' dinner which -apparently
is well-attended .and appreciated. ‘ '

CANADA PACKERS, TORONTQ: Compulsory retirement at 65. The pension

‘Plan. Maximum possible pension well below 70%.

This company, in Toronto, is experimenting with two pre-
retirement training courses.for the first time this year. They
have from 30 - LO retiring each year from their Torbnto operation.
All employees between 60 and 65 are eligible to attend. Invita-
tions were sent out to 169 employees;.21 out of 60 salaried employ?
ees replied and only 15 out of 116 hourly-paid employees answered.
The course consists of two hours per week and is held immediately

following the close of work. It is for nine sessions.

" This is reinforced by a sysiem of .counselling that has .been

orerating for some time. Two years before retiring supervisors

talk to each employee based on his statement-of pension entitlement

. which he receives each year. At this interview, the supervisor

21so talks about money problems, wills and future plans (clearly
all sumervisors are not competent to do this, so that, in-fact,

it is possible thai,the interview is probably mostly concerned’



with questions relating tovpehsion benefits.) It is claimed that
most employees seem to have worked out some plan for retirement

by 63 years. Again, at four to five months before retirement,'é
detailed pension statement is prepared and another interview takes
place, when the'empioyee must declare his options under the annuity
~ plan. Each quarter, those retiring.are given a dinner when the
supervisor is expected to show interest in the employee's plans
after retirement. At the time of retirement, given various _
vamphlets, what to do, where to go, etc., as well as application

forms for Senior Citizen's priviléges with transportation companies,

theatres, public transport, etc., in Toronto. The company used
to subscribe to "Harvest Years" for their retirees but gave it
up as it was not appreciated and contained much material that is

- .dirrelevant in Canada.

After retirement, there is a pensioner-organized club with
about 500 -potential members in Ontario. The Company provides
-office space and equipment for meetings and social gatherings in
the cafeteria. There is also an annual picnic for which the
company provides the food and prizes and lays on transport. There
is a Christmas dinner to which pensioners and wives are invited
free, while employees pay. There is a.Quarter Cehtury~Clﬁb for
employees and pensioners (aiso do not pay dues). This has an
" annual dinner and the company pays transport and over-night accom-
modation for the out~of-towners.

ONTARIO HYDRO, TORONTO: Owing to the strike at'Hydro. I was not
able to see them, but from other sources I understand that they -

have operated a successful programme that began in 1968.. It is
claimed that this has increased performance of their older workers
'by lessening the retirement anxiety for those over 60. Apparently,
ten year: before retirement, husbands and wives are invited for a -
'group discussion in the evening or late afternoon, the company
paying hotel bills and transport to the site. Again at five years

&
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back, the process is repeated when the discussion is oriented

- toward information sharing. Finally at one year, a similar group
. discussion takes place. Meanwhile, there is also a’eyStem of
personal cowselling on an individual basis with the wife belng
‘present ‘this may - be held in the office or at home.

“On retlrement there is a: party at which a. representatlve»
of the Pen51oners"Assoclat;on‘welcomes the employee into its
ranks. This Association -is supﬁorﬁed by the Company, which ~
contributes $1.00 per head for each registered peneioner per
year., The Company also provides the facilities, such as -office

"~ space, for meetings. The AsSociation has an exchange of -infor-

mation centre where data on costs of living in different areas

‘may be obtained and other data that may help retirees in making

decisions.

ADDENDUM - The followlng information was received after comple-
tion of this report.

For many: years now, our Persommel Officers throughout the
nrovince have.conducted interviews with employees within the
last year before retirement. In a number of cases these inter-

-views include the spouse and extend to counselling when neces-

sary. Full advice is given in helping the employee to decide

_the best option for him her in our pension and insurance plans.
The employee is encouraged to discuss any retirement plans. and

‘those who have not given the matter much thought "are urged to
give it consideration. In many instances, an excellent book by
Robert Thomas Allen; "Today is the Flrst Day of the Rest of Your
Life" is handed. out.

In addition, group counselling has: been con51dered and-as

“you will see by the following, some progress has been made. In

February, 1967, a committee was set up to study and recommend
a retirement counselling program for employees of Ontario Hydro.
The recommendations in the report were generally'accepted but an
extensive program has not been made a Commission-wide policy.

In the fall of 1968, one of our regions had a complete one-day

seminar for emnloyees and their spouses who were 10 years from
retirement. Another one-day session was carried out in the

" soring of 1969 for those who were within five years of retirement.

That rerion will probably begin further counselling programs this

comin- year. In-1970, another region started a program for employ-
~ees and their spouses who-were five years from retirement. This
| vrogram contihues to be carried out two or three times per year
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with a dinner included in the program. A third region started
a similar program last winter but extended to those who were
within 10 years of retirement. Two or three units in our Head
Oftice are considering starting such a rrogram. I anticipate
that these programs will extend quite considerably over the
next few years. . :

CHRYSLER COrFORAYTION, WINUSOR:A' Six years ago, Chrysler began
nre-retirement training courses using the materials and techniques

develoned by the Division of Gerontologyzof‘the‘University of
Michigan and with the full co-ovreration of the U.A.W. The course
develored has seven sessions of two hours 6nce a week. This
is given out of work time, in the evening for the day shift and
in the morning for the afternoon shift. All employees with 30
years of service and 55 years old or more are entitled to attend-
| at no charge. They estimate =zome 15% of those eligible attend.
The course covers the usual subjects - Planning for Retirement
" (run by Union and Company leaders); Medical (the Company doctor
deals with medical problems associated with agin, helped by a
film, rresumably -one from the University of Michigan list);
Housing (Windsor Housing Authority talks about brogrammes for
Senior Citizen'housing, relocating in a new community - also
with film); Comnany pension and benefits (Supervisor Pension
Department); Government Pension Plans and Benefits (Officer from
‘Canada Pension Plan and Unemnloyment Insurance Commission); legal
and finaneial (Manager of Trust Company and lawyer from Essex
- County Law Society); Use of leisure time (Director of local
Senior Citizens Centre and successful company retirees).
Attendees are handed out reading material in advance of
the sessions to facilitate and encourage discussion.: This material
from the Royal Bank, The Sun Life, Department of Health and
Welfare, Windsor Public Library, trust companies, etc.
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STEEL COMPANY OF CANADA, HAMILTON: For the hourly-rated employees

at the Hamilton Flant, the company has a system of personal

counselling. At the first ‘meeting; they are given full details |
of types of pensions. available as well as of the. fringe beneflts,
how and when to apply for Unemﬂloyement Insurance, Canada Pension

Plan and’'01d Age Securltyubenefats. The .employee is.told he must
.apply 30 days before the month in which he plans to retire and =

that he must bring his and his wife's birth certificate when he
makes the application. Hevis also advised to discuss the pension
with his wife and told that he may bring his wife to the next
interview; At the second meeting, the pensioh and benefits'are

.revle.ed in full and he is asked if he has any.questions about his
' pens;on or his nlans., The third and final meeting is held on the

first day at the beginning of his retirement. There, wills and
insurance benefits are discussed and previous -information on
Unemployment Insurance, CoPsP., Old -Age Securlty and health

benefits are reviewed,

MUNICIPALITY OF TORQNTO: - Comnulsory retirement, age 70. Maximum
nension about LO%, contribution &% including Canada Pension Plan.
They have about 6,000 employees and ‘about 225 retiring per year

(height -of bulge). -They offer a-course prepared by George Brown

"Colleref‘first course started last year, Thls consists of .two

hours twice weekly for a total of 12 sessions. It takes place
from 2:00 p.m. to 4:OO p.m. with no charge to attendees. Employ-

| ees within one year of retirement are eligible, Some 65 regponded '
 to circular announcements, and they started with about 30 -per class,

Aavefagingffivé wives, They'have no formal personél.counéelling
system but may decide to send out a pension statement each year,

CANADIAN-MANUFACTURERS'_ASSOCIATION; TCRONTO: They have not
considered the problem as an Association. They have no evidence

" that unions are becoming involved or- 1nterested. (Sihce~uriting
- this report CMA was . reported to have- set up a committee to study

the problem. I therefore wrote for an explanatian and their.
‘reply is given_on-Page 178 ) '
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"I was glad tb’have~your lettor of December 13, but the information
received. from the Treasury Board has me mildly confused. .-

To my knowledge there is no CliA committee established to examine
the quection of pre-retirement training or counselling. This subject
matter would come under the purview of our national Industrizl Relations
Committee anc we would certainly be aware if any sub-committee had been
estz.lished to review the subject. ] am certain that it is also a question
which is considered from time to time by the Industrial Kelations Committees
.ol our various Divisions. but memb:urs of divieional committees would cer-

-tzinly not have occasion to ‘be discussing this or any other subject with
Ottawa. ~As a result, I am at a loss to know what might have been .said to
- officials of the Treasury Board or. for that matter, who might have said it.

- As you know, the primery function of our standing committee is
to recommend policy positions to the Executive Committee and Council of
the Association. Simce our member companies perceive the problem and
" significance of pre-ritirement counselling in different ways, and since

they tend to look upon it as a loczlized question, it is probably not
surprising to find that the subject is discussed rather infrequently at
our meetings. On the other hand. one does find that views are frequently
. being exchunszed on this subject at meetings and seminzrs held by the  pere
sonnel associations across Canada, '

There has been no chenge in CliA policy in the sense that we
s8till acknowledge the desirability of appropriate pre-retirement counselling.
It might be added that. in the process of keeping ourselves and our members
infcrmed, a member of the editorial staff of "Industrial Canada" recently
attended one or two small meetings called by the Ontario Government Director
of Homes for the Aged at which some aspects of this subject were discussed,
Perhaps this led someone to jump to an erroneous conclusion?"

- (Signed) W.D.H. Frechette
Executive Vice-President
and General Manager,
Canadian Menuiacturers Association
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OT.HERS: " ‘According to a recent-article in the Financial Post,
Canadian National have taken no action so far, although they have

been talking about the pi-oblem»for some yéars.‘ -Air Canada

considered -2 programme some years ago, but dropped it when a ,pbll _
. of employees.indicated a lack of interest. International Nickel

Comnany has no-programme -although the Union did.raise the toric
at this year's bargaining. ord Motor —Comnariy'of Canada used to

T rmn an evming‘progranme at its Windsor plant which covered

pensions and company benefits but let it lapse about-a year ago -

-too time-consuming. -General Motors of Canada has refused to set

up-a programme. .Manufacturers Life Insurance Company, Toronto,

said to be operating a course this year that is organized by the
-~ Toronto YMCA. '
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APPENDIX - C

CANADIAN CCOUNSELLING SERVICES AVATLABLE

.(apart'from:courses.already-organized_by-canadian
- - Federal Departments or Agencies)

THE YMCA, TORNTO: -Operate courses on "Preparation for Retirement"

at the Central "Y» (4O College Street) for any person'ovefvho,
as part of their regular -educational extension programmes. .There
are 10 sessions,-once;a,week from.7:OQ p}m. - 10: 00 pem. The

‘cost is'$20.00 per,person and $30.00 per couple.

In.addition, they will also organize courses for industry and
are develoming such.a course for Metropolitan'Life-in.Toronto this
year. | ' ‘ ,

They find that, despite talk,  industry in general is- doing
very little; even when courses are organized, lack of follow-up
or- sufficient efforts at recruitment, atﬁendance isvscarce and

many fall out before the.end of the course.

GEORGE BROWN COLLEGE, TORONTO: (Mr. F. C. O'Toole,. Consuitant,
Training -and. Industry) ' The College will organize courses for any

industry or government department that wants to set up a programme.
The company must provide the space and the trainees who are
encouraged to bring their wives. The programmes are usually
scheduled for company time. - v ' |

" This is a new develoment and, so far, for industry they have
only set .up the programme‘for‘Canada-Packers'where’they have an
executive groun and a unicn;gfoup. The programmes for each group
are virtually the same, but they separaté them because the aues-
tions asked by one group would be of little intereStfto those of .
the other. In additiom, they.have set up-a programme for the
Toronto Civic Government and they have also co-operated closely
with Sister St. Michael of the Office on Aging, Department of
Social and Family Services. The cost to the college of a ten-
session vpropramme is’about $1,000 but’ about 70% of this is paid
from a Government grant. - They are thinking of taping their

'iprogranmes for TV in ordérftd_give them wider coverage.
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They give an honorarium, not a fee, to their lecturers on
the grounds that these peonle are highly professional but do this
out of a sense of duty. If they were asked to name a fee, they
-would have to pay much higher than the honorarium. ‘

HUMBER COLLEGE, TORONTO: Offers a ten week course, each session

of three hours, in ‘the evening. (University of Toronto reports

little interest in this course)

TORONTO BOARD OF EDUCATION: ' Offers two courses, one at Northern

Secondary School and the other at Eastern School of Commerce.

These last for 20 weeks in the evening on Tuesdays for two hours.
The charge is $15 per person. These courses are also worked out
with the co-operation of George Brown College. They pay their

 discussion leaders $2L per session. Their classes run from 40
to L5 persons, including wives - from 60% to 70% come with wives.

ONTARIO GOVERNMENT, OFFICE ON AGING, MINISTRY OF COMMUNITY AND
SOCTAL SERVICES: 2Sister St. liichael) .
" The Ontario‘Government has done an enormous amount of

research on the problem of aging, and has included in this the
nroblems of retirement. Sister St. Michael is nrobably one ‘of
the leading Canadian authorities in this general field. There is
= lons-term study of the aging that started in 1959 with 2,000
men all avproximately 45 years old. . It will be completed in

197¢ wvhen 21l will have reached compulsoryvretirement‘age. No
‘airect counselling courses are rm by this Ministry, but if does
ofter 211 kinds of help and Sister St. Michael is frecuently used
25 advisor and counsellor for some or the courses. They have
comriled pibliographies andAall sorts of printed material that
would be invaluable for anyone setting up any sort ot pre-

retirement training courses.
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‘Sister St. Michael believes that courses should be run dunng
the working day and that it is management's responsibility to’ |
see that these are available. fShe>recoénizes that 'the trend
“toward early retirement in_indus'try'is hot_ matched. by én_y trend
toward preparation for it. ‘ : ‘

For a d‘et'ailed renort .on the Ontario- Govefninent's activities,
see "Some: Findinges in Preparation for Retirement Courses in the
Toronto District" by Sister St. Michael.

- ONTARIC .DEPA.R'I'MENT OF EDUCATION: Has published .a short pamphlet

‘"Retiring Soon" that lists ways of preparing and lists sources

_ of helv and -consultants on programmes for older people.

OTTAYA BOARD OF EDUCATION: Runs a fifteen-week coursev that
-started last year with - some 35 fegiétrants. It was evidently
well-received :since -this year, it is trying to cope with 53-(too
‘many) after rejecting another 70 ‘applications for lack of facili-
ties. The fee is $25 per‘ married couple-or single person and the
seszions run from 7:30 pem. to 9:30 p.m. (or later if the discus-~
sion . wArrants it). For the most part, the "lecturers" give their
sei'vice:z‘free. ~As-this course exemplifies this sort of programme,
a cony of the curriculum is 'attached (included in Douse Papers -
‘Canadim'Dogkets). The course has an-excellent -record of atten-

- dance right through to the-end. -

UNIVERSITIES: Although some of the commmity colleges have become

involved to some extent with this problem, so far the Canadian

. universities have done very little. In 1962, McMaster University
offered a course "Preparation for Retirement" but it was not
reyeated - yﬁreswﬁably for lack of interest, the uniVe’rsi!by being
wnable to nrovide any information. This course was for 10 sessians
..and attracted some 2>2 people with an average age of -60. The cost
waz $30, but wives were admitted at half price. '



The University of Toronto in 1971 organized a course for its
own employees that took place at 2:00 p.m. and comprised nine

sessions from October to June. In advertising the course, employ-

-ees were also encouraged to consult a retirement counsellor

concerning any specific plans.

The University is develowing a series of courses for people
over 55 starting next September that they hope will include pre-
retirement training. However, they report that attempts in the
past to organize such courses have met with very little response.

This lack of interest of the Canadian wniversities contrasts

with the situation in the United States where considerable research

has been undertaken and practical methods developed. Probably the
lack of develorment of similar intere=t in Canada stems from the

absence of any demand for such training courses. In discussing

the cuestion with Mr. J. M. Beauchesne, Department of Recreology
and Chairman of the Council .of Research on Leisure at the Univer-
ity of Ottawa, he exoressed the owinion that if a demand were to
be démonstrated, the university could and would develop courses,
not only for those concerned about retirement, but to train

counsellors in this field.

JORKERS ' EDUCATIONAL ASSOCIATION: They are an international

orranization that is described in the Golden Jubilee booklet.
They obtain financing by a grant of $5,000 from the Ontario

" Government and from membership dues of $3.00 per year, and from

fees which they charge for their various sessions in the evening.

The fee is $18 per enrollee, who may bring his wife free. Descrip-

tion of courses is contained in a booklet. They generally get
reorle from 55 years and up. These courses were started last
year 2t the University of Toronto and will be repeated this

year, but they cennot use University‘of Toronto facilities - this

they consider 2 serious drawbzack as many of their énrollees liked

the rrectige of "going to the University". ‘While they seem to have
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‘to"have no difficulty in obtaining candidates,,this year they sent

out circulars to 70‘1§rge,firms in the Toronto area asking them

to draw this course to the attention'ofvtheir employees, . they
obtained no "recruits" from this endeavour. They believe that
this is not so much a demonstration of.lack of interest, but
becausejof_the~name which mayihavega»wrongiy-construedvconnotation

attached to it by management.

- CANADIAN LABOUR CQNGRESS, TORONTO: The Head Office claims to have

tried to interest their locals in the question of preparation
for retirement virtually without any success (I gather that the
CLC itself has not pushed very hard). The one exception is the

UAW that has a division devoted to its retired members and has

worked with management and the'University>of Michigan to develop
a programme at Chrysler that has been operating for some years.

"The tendency_is'totcbhcéntrate~on negotiating for longer holidays

andAa,lbwerinngf~the voluntary retirement age -:without'any
parallel interest in preparing for it! In’some-cases; uions,
notably the USW and INCO have negotiated for some members to be

_given»eight weeks' ‘leave of absence to attend -their Labour

College at Port Hope. This college giveS'courseé desigried to up-

" grade its members in the service of the Union and. the community.
"It has not done anything in“thevway,of preparation for retire-

ment. According to.a Financial Post article, the Director of
Education and Welfare of the United Steel Workers has said that

nre-retirement counselliné'is:not‘industry'S»responsibility.

'Thus- the USH- has followed a policy of working with commmity

colleges and ‘social planning centres in order to get comselling

programmes started.

ONTARIO WELFARE COUNCIL, TORONTO: This Council has not actually

“set up any courses for preparation for retirement, but its section

on aging has prepared a pamphlet "Education for Retirement" - a



policy statement and suggestions for training programmes. This
arose from extensive research on programmes in Canada, the United
States, and Britain, and reached ‘the conclusion that concern over
retirement was great in all classes - unskilled'labourers,Astore-
clerks and executives. They recognized‘that’theré are .two methods -
- lecture discussion series and individual counselling. They came
up with recommendations that the Council should encourage the use
of both methods; that because of trained leadership and better
_coﬁtent, universities and community colleges should develop such
-courses, that the Council would co~operate with the Ontario
Office on Aging, universities, community colleges, employers, -
labour unions, in sponsoring model demonstration discussion
courses (apparently not carried out). In addition, the Council
operates 2 number of programmes dealing'withvthe problems of the
elderly, including those of early retirement. They are also
_co-operating with the Ontario Ministry of Conmﬁnity-and Social
Services in a survey "Opinions About People" that should.give a
scientific view of attitudes toward older people and retired
people. ' _

There are two main points about the work of the Council:
first, that they could and would be 6f great help in vroviding
assistance in setting up any sort of counselling programmes
both by rroviding advice based on experience and in providing

. useful literature, e.g., "Guide to Services for 0ld People in
Ontario"; and secondly, 2 retired person might find that the
Council offers a fascinating orportunity for voluntary work on

" behalf of retired or about-to-be-retired pezjsoné.

SENIOR CITIZENS' FORUM, MONTREAL: This organization is funded
by the United Federation Arpeal Fund, and hove for support from

"New Horizons' nrogramme. They also have a nominal fee from those
of their members who ¢ afford it. They have had some experience

in preparation for retirement courses, and developed & manual for

’ s



' wPre-retirement Education. of Older WOrkefs". They will help in

- setting up of ‘any such courses by preparing the material ‘and help
‘in rounding up speakers. 'However,‘altnough'they'co—onerated with

4'Bell Canada and Northern Electric some ‘years ago, at the present,
-1 could not find that any - comnanles are using tneir services in

this respect.

PARAMOUNT HETTREMENT COUNSELLING L1D., MONTREAL: This is a

commercial counselling service, very similar to several organiza-
tions in the United States, which.is just beginning to get under
way in Canada. It provides a personal counselling (answering)
service to emy&oyees.for-whomﬂthé émployer takes out a'subscfip-

tion. This involves the distribution of 20 booklets, one every

_ouarter for five years before retirement, which is distributed

by the employer. After retirement, a monthly newsletter is sent
out' which goes with the monthly vension cheque. (Would this be
possible with the.Department of ‘Supply and Services sending out
all pension checues?)v’The;booklets are well written and illus-

‘trated and the information kept up to date. The fee structure and

full information about the operation of the system and cbpies of

the booklets are contained in the folder.

No list of subscribers waz available but I was able to
confirm that Alcan is experiemnting with the service at thelr
Arvida and Shaw1nlgan operations in co-operation with the CEGEES
It is also claimed that the Governments of Alberta, British Colum-

bia and some Federal agencies are -considering it - such as the

Post Office.
The cost is spelled out in the brochure, but there is a

-minimum annual charge of 3750 with -a sliding scale -of $125,per>
- month per person (less'thanVSO)fto $60 per person for 2,500 and

over.



APPENDIX - D .

LIST OF OTHER' POST—RETIREMENT ORGANIZATIONS
THAT MAY BE OF INTEREST TO RETIRED PERSCNS

Literature,concefning these organizations is ihcluded in a
folder marked "Canadian'Corpbration and Institutional Papers",

1. United Senidr'Citizens of‘Ontario, 105 - Fourfh'Street,-Toronto

2., The National Pensioner and Senior Citizen Federatlon, 127 -
.Sixth Street Toronto
There are also other provincial organizations in Brltlsh
Columbia, Alberta, Manitoba and New Brunswick. These organ-
izations appear to be inter-related under the National
Federation. They are devoted to the interests of pension-
ers and older people. The Ontario organization publishes
" "The Voice" which reports on new developments and lists the
associated clubs throughout Ontario - nearly 500. - The mumni-
cipalities will also be able to advise of any Senior Citi-
zen clubs in the area.

3. Forty-Plus of Canada, 250 Bloor Street East, Toronto.

An organization started in 1971 to provide career counselling
and -education for middle-aged‘and over executives looking
for placement. There is .a fee based-on $200 for wunemployed
executives - defined as LO-60 years (60-65 eligible but not
encouraged) and who have earned $15,000 or more with a good
record and to have had .responsibility for policy and super-

- vised staff - plus $175 when placed. During the period of
search (sald to average nine weeks), each member is expected
to put in 2} days per week.in the organization's office.

L. Canadian Executive Services Overseas, 1010 St. Catherine Street
West, Montreal :

' Needs no comment except to say that there does not seem to be
any system whereby CESO is made aware of retired External or
Trade and Commerce officers or of their qualifications. From
talks with the officials at CESO, it is clear that they would
welcome some sort of "drill" whereby they would be kept
informed of available officers. - Granted that for the most
part..CESO is. looking for people with technical managerial
skills - how to run 2 super-market, improve foundry technicques,
etc. - there will be occasions when an ex-foreign service
officer could be of help either because they may know a
particular country well or because a country may be looking
.for .someone able to help set up some part of a toreign

- service or both. :

l o S N )
- :
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OXFAM, National Office, 97 Eglington Avenue East, Toronto

Projects Centre: Prof. Theo L. Hills, McGlll Unlver51ty,

3437 Peel Street, Montreal
Because OXFAM deals with helping people to develop, mostly in
the developing countries, service in OXFAM in Canada in one
form or another might well appeal to officers and staff
retiring from External. - There are offices in most of the
major cities of Canada., The work here is.principally fund-
raising. Field Directors who submit proposals for adoption
have generally been appointed from England and may be younger
than most retired people. However, this need not be so,
particularly as I understand the trend is to appoint local
people as field directors, with OXFAM supplying inspectors
to act as general counsellors. In addition, the Canadian
Projects Committee under the Chairmanship of Professor Hills,
McGill University, should be able to use retired officers
with experience in developing countries. In any case, there
should be some sort of regular liaison with OXFAM and
‘Professor Hills.

Unitarian Service Committee, Sparks Street, Ottawa

- Here again, liaison should be established since the work of

this Committee might well appeal to retired people from
Extemnal.

Federal Superannuates' National Association, 6511 Duart Road,
Victoria., Fred W. Whltehouse, National Secretary-Treasurer

This Association was founded in 1963, yet I do not suppose

. most of the people in External know of its existence. It
is concerned with the welfare of retired Federal employees
and their widows. They claim to have branches across the
country. This is an Association that people retiring from
External might want to support. In any case, its existence
and objectives should be drawn to the attention of each
person retiring, without in any way pressing them to Join.

‘%ggzn:nCE;ziztgzgsultanté 30 Eglington Avenue East, Toronto

These two organizations are "billed" -as retirement advisors. -

They appear to be -a clearing house for companies looking for
executives at short notice. The costs in this case are borne
by the company. People retiring who would like to find other
employemnt might like to know a@bout these organizations.

Pensioners Concerned (Canada) Inc., 51 Bond Street, Toronto

Prznc1ﬁally concerned with protecting pensioners frcm the
escalation in cost of living through greater tax examptions
for pensioners. It might be described as a self-help, lob-
bying organization. People retiring should be informed of
its existence. ‘ '




-

10. .

11.

CIDA: Pfesumably some‘officers.miéht.be;useful to CIDA, but

at the moment, no guidance is given to people retiring regar-

ding CIDA's intereczt. Some definite understanding with CIDA

should be worked out so that interested officers retiring
from External would know to whom:to apply and -conversely,

" CIDA should be made aware of the "talent" comlng off the
' "assembly line". ‘ ‘ .

“UeNo s Slmllarly, there must be many U.N. agencies where the

experience of External officers -would be useful. Agein,
some understanding should be reached with the U.N., so that

‘both the organization and the retiree will know what the -

opportunities are and where to apply. Note that the State
Department in Washington has a separate U.N. Recruitment
Office. '
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APPENDIX - E

'YHAT IS BEING DONE IN BRITAIN

- THE CIVIL SERVICE: No fonmal Dre-retlrement training courses,
“but a feuw denertmentu (not the- Forelgn Office but the Department

of Overseas Develomment) have made-experlmental efforts at

-running informal courses 6rgénized on-a:voluntary basis by train-
ing officers. They usually" take place at the end of the worklng
day.  The Civil Service Department has - not. agreed to- any expendi-"
ture for this purpose, nor has it authorized time off - funds
allotted for "official training" may not be used for pre—retirement-
training., These informal courses usually involve lectures and
discuszions onrmoney (superannuation, investment, national insur-
ance pensions -and supplementary benefits), health, séfety in the
‘home, work (voluﬁtary and paid), leisure. Policy at the moment

" is limited to some pre-retirement guidance which 1s.interpreted

as the Departmental .weltare orricer offering every person an inter-
vaew some,months'before~retiremeht. Also, they have prepared a
useful and attractive booklet "Towards Retirement" which is issued 7
to a1l employees three years before.tﬁg§ retire as a supplement
+to0 the interview. ' ‘
"The official view toward this question isithat,'for some
~time, other training commitments preclude the introduction of
formal pre-retirement courses. So far, there is nc evidence that
public ominion .and ‘good employer.practice‘has-madeAa case for their
~dontion. | ‘

At first glance, the Civil Service pension scheme is much
less generous than the Canadian, but there -are many important
comrenzations. It-may be relevant to give a brief outline of it.

The Civil Service pension scheme orovides for a maximum of
L5'80th of the highest 'salary during the last three. year"vof service
(1/80th for each year of - serv1ce), but, in practice, this may
generally be one-one-half - Dartlcularly for those in the :senior
grades. Hovever, this relatlvely 1ow;pen51on (1.e._to_Canad1an

oractices) is non-contributory excert for 124 to provide the 50%
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survivor pension to widows. There is also'a full, built-in cost
of living increment, provided the index rises by 2% or more during
‘the previous year. The lump sum payment is 3/80th of the last
year's vay for each year of service, so that the total lump sum
may be 135/80th of the highest salary in the last three years

of service, and this is tax free, |

There is no compulsory retirement age, but a voluntary age
of 60 when anyone may retire and receive an immediate penéion and
lump sum. ' Service beyond that age is at the discretion of the
Government. After five years' service, anyone may retire and re-

‘ceive his vension and lump sum when he reaches the age of 60. .In
rractice, many civil servants serve after 60 and a few after 65.
However, it is very rare for peovle in the higher levels to sefve
beYond 60. Until 1972, veovle in the Foreign Service with
service in unhealthy postis could count 1} years per year of ser-
vice, and this also reduced the permissable retirement age to as
‘low as 55. This has now been changed, although those with this
sort of service rrior to June 1972 may still claim the extra
service. ,

_Civii servants who are re-emvloyed on contract work by their
Government mzy negotiate terms of payment without any reference
to their pension»or previous salary. It is only if they are
re-em~loyed in "an office of a public department", in other words
taken on strength, that their pension is affected in any way. ‘

"Towards Retirement" has a detailed explanation of the pension
scheme. However, the section on pensions and lump sums is out of
date, but the amended section is attached to the sample included
in the docket "British Papers".

PRE-RETIRAEIT ASSOCIATION: I1ONDON: A central servicing body with
a rrimary aim of persuading every working person and spouse to

-preparé for retirement in the same way they prepared for a working
life. If possible, they work through existing organizations,



but also innovate. where necessary in the develoment of confer-

ences and seminars, promotion of publications and advisory ser-
vices for members. 'Their membership includes 22 Government
Departments. They were involved in producing "Towards Retirement",

and in édvising.on the running of the pre-retirement .courses for

- those departments that have started -this on their own. ' They

report that the residential courses run by the Seafarers' Educa-
tion Service and College of the Sea, London; by the Warden of
Debden House at Loughton Green, Essex; and by the Centre of
Adult Education at Knuston Hall, Irchester, North Hands. have
met with great success.

One of the Associatiors bulletins published in 1971 describes
the situation in Britain and gives guidance on how to develop
graining courses. .They conclude. their paper with the following
paragraphs which sum up the "Status .of the Art" in Britain:

Apart from the realizatien that -preparation for .it is
a matter of commen sense, there .are no panaceas or prescrip-
tions for a successful retirement. It's an individual
responsibility in which each person will have his or her
own variant of the different problems. And each organiza-
tion will have its own characteristic way of helping them .
to face. its challenge and realise its opportunities - whether
it is an enlightened management recognizing a responsibility
toward: long-service employees - or a Works Council -aware
of needs unmet - medical:practitioners in the industrial,
‘Tublic or private sector who realise that the best way to
deal with geriatric problems is to prevent them developing -
educational centres which can not only lighten the tran-
sition but illuminate its possibilities - or voluntary organ-
izations such:as church grouns, Rotary Clubs, women's organ-—
izations - or special associations set up specifically to
explore these new need:,

‘There are already over .20 (now 26 or more - ed.} such
-organizations in the United Kingdom and, as with all British
institutions, there is an immense variety in their origins.
Some cnring from the active interest of individuals. on the
brink of their own retirement, some from the desire of edu-
cational bodies to meet a foreseen need; others from



voluntary organizations only too aware of the disadvantages
that can overwhelm the elderly; and yet others from the direct
concern of both sides of industry. They draw their finance
from a similar variety of sources; from grant-giving bodies
geared to local needs, from industrial subscriptions, from
fees paid by students, or maintenance given in kind, such as
"the vrovision of a secretariat, the wvenue for courses or

the services of the discussion leader. They are all cancerned.

© with alerting individuals in the fifties to the wisdom of

.preparing for the next two decades, and as this becomes a

common bvattern there will be a- change in the pensioners'

recuirements of the community.

In addition, they have published a list of pre-retirement
organizations (26) that are mostly municipal or county bodies,
(described in Chapter 12 of "Solving the Problems of Retirement',
"published by the Institute of Directors). Also, the Association
has tut out a series of booklets useful for any organization
interested in organizing courses - "A Brief Guide to Pre-retirement
Advisory Courses"; "Synovsis of Six Main Topics at Pre-retirement
Advisory Courses"; "The Years Still Unexplored". The Association's
literature referred to above is included in the docket, "British

Papers",

THE INSTITUTE OF DIRECTORS, LONDON: This Institute over ten years

ago began to recognize that retirement now with the acceleration

of modern business life-throws up many problems for directors,
and ‘the problems that are presented to develoved countries by a
growing percentage of retired people in the community. By 1980,

Britain will have eight million retired people with the proportion

still rising. The Institute has a Retirement Advisory Bureau,
founded in 1962 as an introductory bridge between retired members

and local voluntary organizations. They see retirement as involving

directors in three ways.,
1. To make wise and early plans for retirement.
- 2. To encourage emvloyeeu at all levels to prepare and to

encourage the provision of training courses by large firms
or by local education authorities for smaller firms.
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3. To persuade the community to recognlze the needs and potentlal
.. .of. retlred people.

As part of the endeavours,'they'havé_published a useful

'booklet'"Solvingtthe Problems: of Retirement". .This is a series

of'papers.written by peorle with experiencé inthis field and

‘contains many-useful observations on the extent and variety of

the problem.

THE CIVIL SERVICE COUNCIL _FOR FURTHER EDUCATION: This is an

educational advisory council that does not itself provide educa-
tion. It promotes and co-ordinates further education for members
of the civil sefﬁice and in that sense prepares for retirement
by trying to broaden their interests during their working life.
They pay visits td.different‘Departments and -arrange tor talks
to civil servants. explaining how the Council works and advising
on where and how to vursue courses in further education ='inclu=~-
ding rre-retirement courses. 'lhey publish a variety of booklets
and pamvhlets dealing with educatidnal opportunities and make
available literature~buolished by educational ‘organizations, as
well as "Venture", a news sheet issued iwo times a,year. NOTE:
Further Education Opportunities - A Guide for Civil Servants",
nublished by the Council. Also, "A Guide to leuntary Service",

- a useful book for retired civil servants and "Flood Light - A

Guide to Evening Classes" published by the Inner London Education
Authority. .

 SEAFARMRS EDUCATION SERVICE AND COLLEGE OF THE SEA, IONDCH: This

" organization has been: operating one course a year since 1965.

This is a residential four day course opén.to 30 -merchant sea-
farers of ‘any rank within five years of retirement or those

recently retired. No-charge is made to delegates, but Shipping

comranies who send delegater are expected to pay B7 per head.

Sometimes delegates come during leave ashore, but in most cases

" they are sent by their employers who pay the transportation costs.



The organization recognizes that they only touch a small number

of men retiring each year, but they are limited by their facilities

- moreover, miny seafarers and their employees are simnly not
interezted., In the beginning, tﬁe course was under-subscribed

but now it is over-subscribed. They are satisfied that practi-
cally allvwho come to the course draw benefit from it. Some
nominated by their company in the early days of the course came
thinking they had nothering to learn but went away with a differ-
ent attitude. They also recognize that "instant conversion" is ’
not to be expected, but hope that even for those who have not

- developed outside interests, some ideas may be implanted that will
help ihem in retirement. Apart from the discussions laid on for
the course, much is gained from the group living and discussing

their problems together.

THE GLASGOW RETIREMENT COUNCIL: This is one of the many Councils
that came into being with the establishment of the Pre-retirement
Association in London in 196L. From its annual report, it would

arpear that it has been one of the most successful and vigorous of the

orranirntions set up in Britain. Apparently its work has -attracted
attention from a1l parts of Britain, from Australie, Belgium,
Danada, Denmark, France, Norway, South Africa and the United
States. It has also been featured in Radiotelevisione Italiane
and- on Belgian TV,

The Council is involved in overating. (a) "day release courses"
where emnloyees are released by their firm for a full day once a
week for seven weeks.  These are held in five_Colleges.of Further .
Education in the Glasgow area and open to all classes of employees;
(b) afternoon "release courses"; (¢) evening courses for Civil
Servants (there are none during working hours for Civil Servants);
and (d) "living in retirement" courses for those’who-have retired
The record is imnrezsive. Starting in 1959-60 with three day



release courses, these: numbered twenty-six in 1970-71 in the

Glasgow 2rea alone, catering to L8O veople. In the same year
they were”iﬁvolved in three afternoon release courses in Edin-
borouch and Dunfermline; one evening course. for Civil Servants

in-Belfast, and 'six "1iviﬁg it retirement :courses, two in Glasgow

‘and the others outside.,

Altogether in Scotland, the Council has been involved in

“starting .and promoting 229 courses since 1959, including 18 eve-

ning courses for Civil Servants, divided between Edinborough and

‘Glasgow.  These include courses worked out with the Workmen's

Education Association’andIOther.county Education Committees.
While ‘-most of the Council's work has been with country, municipal

~and education bodleo, in 1970-71 they.set up courses for two large

employers in: Glasgow 'within their own ‘premises.

In addition to this work “the Council operates crafts and

- hobby centres, encourages and helps in developlng Retired

Emoloyees' Ass oc1atlons and operates a part—tlme Employment
Bureau, _

For none of these services offered to Deople approaching
retirement or for tnose who have retired does the Council charge
the emrloyee. It is suvported by grants from the Scottish kdu-
cation Department, Glasgow Corporation.and five County Councils,
the Glasgow Educational Trust and a Béquest'Fund and finally,
annual contributions from industrial and commercial firms. Thesr
annual revort lists about 100 employers, mostly large corporations
(e.g. British Steel-Corﬁ.; Bryant & May, J.&P.Coats, Dunlop
Rubber Co., English Electric, Goodyear Tyre, IBM (UK), ICI, Lever
Bros., etc.) and also the Department of Industry & Trade, South

- of ‘Scotland Electricity Board.

The Council has made no analysis of the-people'atténding
these various5courses but they think that about two-thirds are
senior, skilled manual \orkera and -the balance divided between



unskilled and clerical and administrative types. The Council has
coﬁe to the conclusion that by far the most éffective type of
courses are their "day release courses". They do not think evenihg
courses for men and women are very satisfactory; coming as they

do at the end of a working day for people mostly in their early
sixties, ‘they find concentration is difficult. '

LONDON BOROQUGH OF NEWHAM, EDUCATION COMMITTEE, IOUGHTON, FSSEX:
This organization has been running residential courses for nearly
two years. They are open to all applicants but in practice,
because firms will not release their employees until near retire-
ment, and veople tend not to face the problem until they are in
mid- or late fifties, most of the trainees. are nearing retirement.
Most of the attendees are sponsored by their employers, parti-
cularly vhen these have been "local government -authorities".
Originally the courses were for 2% days and the fee was BL.50 for
tuition, board and lodging. Now the course has been extended to
four full days at a cost of B8.60. Applicants are expected to
fill in a questionnaire giving information about their attitudes,
their financial resources in retiremént, what they-hope to do,

facilities available for retired people, etc.

KNUSTON HALL, RESIDENTIAL CENTRE FOR ADULT EDUCATION, JRCHESTER,
NORTH HANTO.

One of about three dozen "colleges" in England set up for short

courses in adult education - mostly established in "Stately Homes
of England". Knuston Hall includes in its calendar for this year
one three day course at a cost of B6 for residents and BlL.50 non-
rezident.

They have been running. courses since June 1962 for about
20 - 30 at a time and try to have a mix of "retired" -and "about-
to-retirz" peonle. Since then they have run courses of varying
length - probably only one a year., Most of the people attending

do 5o on their oun; most employers evidently refuse to release



N

- i
. X R .

¢ .

tﬁeif employees So‘that the delegater are all reasonably resource-
ful people‘with a positive outlook toward retirement. They 
believe that the best feature of their course is the residential
aspect and while each session (normally three per day) has a

speaker, emphasis is.on discussion among the delegates.,

"GENERAL: A few .companies have experimented with some success

with setting u» separate bompanies to manufacture some light
components that do.not reauire heavy work. This is staffed entire-

ly by elderly workers who physically cannot continue in their

‘normal factory employment. Thus, these people may extend their

- useful working life.to the benefit of both employer and employee.



AFPENDIN - F

AT IS BED'G DOVE .IN THE UNITED STATES

) UITTLD STATZS COVIRITIENT AND UNIVZRSITIES: . It would anrvear that.

the United Statez Government's rrincipal focus on the Troblems

for the*éged is centred on "The White House Conference on Again".
This has nou been~orranized'into 1y subject sections, to which
tecnnical commlttees ;re-aﬁpointed by the Secretary of Hezalth,
.Educatlon.and‘ﬂelrire.fone of the sections is "Retirement Roles
Cand Activities". A cony of - the "Recommendations for Action" from
the 1971 Conterence Dy this section is included in "U. S. Govern-
ment Publications' ittached to the documents accompanying tnie
renort. -uecommennition J1T is o1 rarticular interect:
Society snould adont a policy ol nrenaration ror retire-
- ment, leisurc and education for life oft’ the job. The
© priviate and public sectors should adont and expand rrograms

to rerare persons to understand and benetit from the
changes rroduced bv retwrmnnnt....

While retirement is both an individusl and total commu-
nity resvonsibility for rvroviding treraration-Ior-retirement
“rogramns during the lOPY;ﬁ” hours....

Prc—rotircment~education nd counselling should be
providec locnlly throughout the Nation by trained instructors,
startine 2t least five years before normal retirement age.

Svecizl cources for those rnearing retirement are
urcently needed,
Aecording to ~ survey undertaken by the American Association
of Detired Peorle in 1967, 17 mumnitc" of the Federal Government
Rt rrous training secsions or had arrangemente for nroviding

creel7lized counzellins services, 18 "units" had less formzl

rrow” scooions on an ad hoc basis 2t need arose or else had general
counselliny cervicec rrovided oy verscons trained on civil service
retircment benelfits. Significantly, no unit rerorted receiving
hel~ from the liational Associztjoh of Retired Federal Emnloyees,
hut did recomise hel~ from the imerican Association of Retired

Ter:ons, the infverzity of Chicrro and the Univerzity of Michigan



Since then, the U.5, Civil Service Cormission, commisciconed
Dr. Daniel Sinick of Georre .zthington Univer:ity to do a survey
of'”Retirémcnt Flanring FPrograms" writhin the Fecderal Service,
Thic wie 'ublished in 1969. It is an in-depth study of the atti-
tudes of individucls toward pre-retirement training. As a result
of this survey the U.S. Civil Service Commission wut out .a "Guide
Lires Bulletin™ (attached), which recommended that reiirement '
planmning nrogrammec should be increaced, md made zevernl recom-
mcndations concerning. the nature of the prosrammes and howr they
should be organized., - In 2ddition, the Civil Service Commiszion
every two to three year: setz ur courses for training counsellors
for the cdifferent denartments and agencies, '

It is difficult to say orecisely which United Statex Govern-
ment De-artments or Arencizs no: have »rorrammes, but rrobably
mect hava, Orerificnlly, the State Derartment has its own courses
and lso 2 division that is exclusively concerned with retiring
em~loyeez, The CIA is raid to have one of the most com>rehensive
rrorrmmes, starting with neorle in their fifties, which includes
direct rer.on2l counsellinge. The Social Security Administration
2lso hnas 2 moct elaborate system ofigrou? counselling that is
orerated by 2 ﬁéparﬁte division. This progrnmme started 15 yearc
2r0. - They conduct a series of courses throughout the United
Stater that consist of 11 sessions from 9:30 a.m. to 11:30 a.m,
ond s-ore2d over about two months. Anyone over L5 is eligible,
out brcause of the number:z involved, those nearezt retirement are
riven wreference (they have some 55,000 emrloyees with about 5,000
retirin- eich year). The averare age of 2ttendees is 53 yearz.
(Commlsory rctirament in the Federzl Service is 70, for St=te
Devartment 60, e:xcert for Ambassadors or the Minister level which
is 65.) The classes run to 10C neonle including wives. They also
have .rerared 2 boolkilet "Ploanning for the Later Years",

Other Agencies or Derartments conducting rrogrammes -hich

involve zome sort of grou- counselling include the following (but



undoubtedly there are many morc):

National Security %geﬁcy; Denartments of Commerce,~Lébor, State,

Arriculture, Housing and Urban Develorment, Army, Health Education

and Welfare (which also rublishes a ‘monthly magazine "Aging" at

$2.50 ver year); H.Q. -Air Force; Army Map Service; Naval Shi»

Engineering Centre; Naval Materials Command Surport Activity; -
Air Force Material Command; Federal Home Loan Bank; A.E.C.;

Office of the Secretary, Health, Education and Welfere; Federal

Aviation Agency; Coast Guard; Federal Highway Administration;
Orfice of the Secretary of Defence, Army; U.S. Intormation
Agency.

Some further details of what the U,S, State Department does
in this area are of interezt and relevant. . In the first nlace,
the Department currently has about 300 retiring each year (it is

extamated that from 606 to 705 are Foreign Service Personnel).

- unlike our Service, the Foreign Service has an entirely different -

vension lan from the recular U.S. Civil Service. The U.S. Civil

“Service has 2~ comrulsory maximum retirement age of 70 years,

voluntary at 55 with 3C year:' service. Pension.is based on 2

sliding sczle - 1% first five yearz, 1 2 L% next five and 2%
from then on, calculzted on the average highe:t three year:,
with emnloyee contribution of 7h. The State Department plan has

2 comrulsory retirement age of 60 except.for those of Ambassadorial

cor ilinisterial ronk who may fo to 65 yeers, and voluntary retire-

ment at the are of 50 with at least 20 years' service (permission

of the Secrctary of State.is re~uired). The pension is calculated
at the rate of % ser znnum of the average zalary during the high-
est. threc consecutive vears.un to a maximum.-of 70%. In fact, the
mdmun is 7% since unused sick leave of upn to one year (2280
hours) may be added an pensionable service. However, this basic
~encion is roduced comewhat denending on-the ambunt:of survivor
oenefits the rensioner orts for;‘ The contribution is‘T% of salary.
In 2ddition, there is a:built-in cost of living escalation that '
takes eff-ct ‘hon the consumer index rises 3% or more (2nd remzin:
0 Tor throe months). ‘The increase is the-cost of living increaze

-
sduc 1.
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- SUBJECT: Civil Service Retirement: ..Preretirement Planning Services

Heads of Departments end Independent Establishments:

1. ‘Purpose

‘"This bulletin--

‘@ Announces -2 change in the Civil Service Commission's policy on pre-
retirement counseling of Federal employees from one of neutrality
to one of promoting, encouraging, and assisting in the establish-
ment of preretirement planning services throughout the Federal
community,

. o Encourages agencies to develop effective new preretirement plan-
ning programs and to strengthen. existing preretirement planning
services,

@ Provides basic guidelines to assist agencies in developing .effective
preretirement planning programs.

* Indicates:the'type-of'further assistance the Civil Service Commis-
- sion will provide to help make effective preretirement planning
assistance available .to all Federal- employees who desire such serv-
ices,

2. - Background

a.. This change . in policy is based upon the results of a special research
study conducted in the summer of -1968 by the Bureau of Retirement, Insur-

.ance, and Occupational Health., This study of the reactions and attitudes
of a large sample of recent-.retirees, and a separate sample of employees

eligible for retirement, concerning the need for and effectiveness of pre-
retirement-planning programs clearly established that employees .feel a
need for such programs and consider them helpful. The study's findings
also indicated that-- :

e Most employees, especially: those who have not ‘yet retired, think
that it is’ hard for people to get used to retirement.

INQUIRIES: Bureau of Retirement, Insurance; and'Oceupatiohal'Health,-63aZAGSO
. (Code 101, Extension 24650) '
CODE: 831-Retirement

DISTRIBUTION: FPM
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e Almost all employees, both active and retired, like the idea of
a preretirement planning program.

e Almost all employees, both active and retired, believe that a good
preretirement planning program could help people enjoy retirement
more.

_o-Host of the 8% of both active and retired employees who did attend
.a preretirement planning program both liked it and are finding it
useful. '

e Most active employees who have not yet been able to attend a pre-
‘retirement planning program wish they could do so; a smaller, but
substantial, proportion of the retired employees who did not attend
wish that they could have, '

e A significantly larger proportion of program participants than non-
participants have made definite plans for their retirement years—
assumed by practically all authorities to aid in adjustment to re-
tirement. :

b. Copies of this research report have been distributed to heads of all Fed-

eral departments and agencies, agency personnel directors, Interagency
Boards, and Federal Executive Boards. A limited number of additional
copies are available upon request for agency personnel who are or will be
responsible for developing in-house preretirement planning programs or
for counseling individual retirees.

3. Guidelines

a. As with any optional counseling service, the success of the program will
depend on the support and enthusiasm it receives from agency management

and the degree of acceptance it attains among employees., Some employees

are reluctant to participate in a preretirement planning program for

fear of being treated as retirees before they are actually ready to re-
‘tire. Others feel that by attending a program they are revealing an in-
tention to retire within a few years and this will have an adverse effect
on their promotion opportunities. Still others perceive programs as

guises to stimulate early retirement.

b. Because of these apprehensions, proper emphasis should be placed on the
concept of advance planning in both the title and the content of any
preretirement planning program. The manner is which a program is intro-
duced will often determine how well it is accepted. Attendance at a pre-
retirement planning program must be considered a fully acceptable and
normal procedure to both management and employee. Above all, employees
should not be coerced or pressured into attending any such program.
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- c. The following practices are recommended:

" o Attendance should be optional and offered to all employees within
five years of retirement eligibility.

e The employee's spouse should be invited ‘to attend,

o The program should be conducted through a combination of group
.and individual sessions,

e The program should be- held during- working hours, if possible,

e Use of retirees in planning and conductingathe program should be
considered.

@ Use of correspondence courses and community, commercial, or
university programs might be considered as an alternative to
‘agency group sessions when these are- impractical

e Joint programs offered by several agencies. should be considered
when the limited size of any one establishment makes development
- of a separate program impractical.

4. Training,Course

a. The Civil Service Commission is developing & special training course
to provide agency retirement advisors with knowledge and techniques
useful in developing and conducting in-house preretirement planning
programs. Subjects to be covered include:

e Objectives of preretirement planning'sefvices.
e Content of a comprehensivevpreretireméntAplanning program,
Design and conduct of courses, e. 8., eligibility considerations,

format, timing, locating ‘and utilizing resources, methods of -
presentation, or adAption to specific-clientele.

Techniques of retirement counseling.

Typical problems.
e Evaluating retirement planning programs.

b. This course will be offered in Washington, D. C., in August 1969, and
courses will be offered throughout the country in the fall of 1969, .The
Commission's Bureau of Training and its Regional Training Centers will
distribute announcements of these courses in the near future,
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-5, -Continued Support

a., The Civil Service Commission will provide continued, substantive support
to develop and strengthen retirement planning programs throughout the
Federal community. To the extent posgsible, the Commission will assist

in the training of agency retirement advisors, offer suggestions on

the content and conduct of preretirement planning programs and provide

the necessary. technical assistance on civil service retirement and

insurance benefits, :

b. Agencies are requested to send copies of retirement planning course out-
lines and lists of distributive materials used to the Civil Service Com-
mission, Attention: Bureau of Retirement, Insurance, and Occupational
Health, (OPM). The Commission can then advise others of formats and
procedures found effective.

A/
Nicholas J. Oganovic ‘
Executive Director

U. §. GOVERNMENT PRINTING OFFICE : 1968 O - 340-837 (134)
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‘The system also rrovides for "involuntary retirement" which
gives the Department the right to retire those. employees who

 remain in a class without promotion for a specified period, or

3fail'to-maintainvthe standard of performance required of officers

in their class - something similar to the system in force in'fhe
Canadian Armed*Forces.‘3Officers'in Classes .1, 2, 3, and L (the
highest, short of Ambassadorial or Ministerial rank) if age 50 and
with 20 years of ‘service are eligible fér immediate pension, but
officers in Class -5 and below -simply receive a severance benefit.
(There is no similar retirement by rank for non-officer classes.)

- Since the Foreign Service .in the United States has é retire-
ment plan different from the'rest_of.the Civil Service, these

foregoing details have been noted. More precise information

" concerning the ‘system is contained in & print-out and a’brochure

included in the literature submitted with this report (see U.S.

‘Government Papers).

What is perhaps‘of-more,¢irect relevancg to this réport is
the methods used by the State Department for alerting .and training
their veople for retirement. In the first place, the Department

"has a "Retirement Section" that is exclusively devoted to the

handling of peovnle as they come to retirement and. go -through the
process. This section organizes a course once a year that is
now oren to &ll who want to attend - no 'specific invitation is

~ sent out to anyone. They usually have about 200 attending-each

course, which includes those wives who wish to. attend (this is
clearly too many). While there is no attempt at regular personal
counselling unless a person asks for advice, the Department has
.developed an excellent guidebook "Transition - A ‘Guide to Retire-
ment". This carries a few brief words of ‘warning about the need
to nrenare, gives information on how to calculate retirement
income, socizl security, unemployment compensation-and thé effect
on Government mnuities of re-employment in the Federal Government.
It alzo contains sugpestions on how to go about seeking re-émploy—

ment outside of Government and outlines the services available to



helv, It discusses possible outleté where the eiperience and
skills of a retired person from the Foreign Service might be
useful - such as in education, voluntary work with older peorle,
re-emrloyment with the Federal quefnment, local and state Govern-

‘ments, the U.N. and affiliated specialized agencies (here the
-State Department maintains a UN Personnel Policy and Recruitment

Staff and Counselling and Reterral Staff of AID that help UN

Apencies locate people for such rosts), various national asso-

- ciations. There are also sections outlining the enormous number

of vbiunteer activities that could be of interest, on pélitical
activities, adult education opportunities available, organizations
of special interest. In'short, it is a most useful handbook tor
anyone coming out of the Foreign Service into retirement, and
might well be studied by any plan to produce a similar handbook
for peodle retiring trom the Department or from the Civil Service
in Canada - a cory is included in the documents labelled "U.S,
Government Publications".

~ The procedure followed by the Retirement Section of the
State Department starts at six mnonths before each person's 60th

birthday. He is sent a notice which includes advice of an appoint-

ment for a medicz2l exam three months before retiring, information
on his leave credits - the employee may take his current leave
before retiring but accumulated leave is mnaid in a lump sum un

to 2 matimum of 360 hours. At two months before retiring, he
receives information on his annuity -and forms to sign for his
survivor benefit options. This notice includes his average salary
for the highest three consecutive years, the amount of his basic
annuity, the amount this is reduced to in order to provide the
minimum survivor benefit plus any additional amount he selects in
order to increase such survivor benefits.

_ On retirement, the Foreign Secretary and the Director General
of the Foreign Service sees all Ambassadors (and presumably all

" Heads of Post). 'FS02 and above, also GS15 (Domestic Servicd and
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aboyeffreceive a letter of appreciation signed bY‘the Foreign

-Secretary. -All others receive a letter signed by the Deputy
" Under-Secretary. .Also, each retiree receives. a Certificate of

Service 'signed by the Foreign Secretary;5which is an embossed

- scroll with the U.,S. Coat of Amms in full colour, suitablé for

framing.  Finally, edch receives an'identity card which.gives

former employees accers to the State Department building during

office hours. (Copy attached at end of Appendix) _

After retirement, the Department keeps in tcuch with all
fonneriemployees;-since the State Department sends the pension
entitlement statement each month to the Treasury Department, who
make out the chenues, and since Treasury may not accept change

~of address notices.'direct from retirees, the Department is able

to keer an ur-to~-date record of its pensioners.

‘ Apartvfrom'the many organizations: devoted to the‘interestsv
of fetired Civil Servants-and retired persons in general - the
National Association of Retired Federal Employeés;’AmericanvAssé— '
ciation of Retired Federal Employees, American Association of '
Retired Persons - there is DACOR (Diplomatic and Consular Officers
Retired Inc.), which'is;desgribed in the section "Private Organi-

zations".

CORRESFONDECE: COURSES: The Seattle Federal Executive Board, the
Seattle Federal Business Association and participating federal
agencies have sponsored a correspondence course for members of the

Civil Service who are based in Seattle and who have the-option

“of ‘retiring within»ten years. It is offered without charge. This

is the only course that the Civil Service Commission reported as
being-available for Federal Civil Servants .(documents included in

'U.S. Government Papers){

UNIVERSITIES: It is not possible to 1list all -the universities that

have facilities for pre-retirement training, but the University



of Chicago and the University of Michigan seem to have pioneered
this subject in their Schools of Gerontology. Some others that
have become involved includé Fordham, Oregon, the Graduate School
of the Department of Agriculture, North Virginia Commumnity College
and Drake University. Some of these also have courses for

training counsellors.

DRAKE UNIVERSITY: ~Drake University's course for training pre-

retirement counsellors runs for three days (1973, from Jan. 10-12
inclusive), conducted by their Pre-retirement Planning Center. '
The cost is $100 which includes all materials and luncheons, but
not accommodation and other meals. Enrolment is limited to 15
persons. In addition,:the Center also offers courses for "The
Community at Large". This is a seven session programme 6onducted
on campusQ They also will organize a similar programme in co-
ordination with eﬁpldyers that is conducted within the place of
emvloyment. . The university has published a useful guidebook for
programme plamnmers "How Pre-retirement Planning Works". This is
aimed’at establishing group counselling courses, but it emphasizes
the need for follow-up. It has this to say: |

~ A program such as pre-retirement, and especially a 7
to 10 or more topics program, cannot expect to have lasting
effects on an individual without some means of continuity.
As the program coordinator experiences putting together
and 'pulling off' a program, he quickly realizes the inade-
nuacies of providing a one-shot program. It seems to be
_mart of human nature that unless we are periodically reminded,
our thinking process about a particular problem becomes
dulled. We once again slip into a kind of 'do nothing until
it happens' state of mind. ' ,
Because of this act of reversion, and to insure the best
of pre-retirement programs, there are a number of alter-
natives available to an organization for follow-up.
One such alternative is to offer periodically a one-
. session vrogram on the 'state of the art'., Topics such as
- an up=dating on Social Security benefits, company retirement
benefits, commmity-civic rrograms of interest, new ways of
enjoying leisure time, etc. ‘



Another alternative might be a periodic- one-to-one

- contact between the person plamning for his retirement and
~the pre-retirement planning coordinator. .This permits the
-organization the opportunity to express continued interest
in the pre-retiree and what he is doing about his retire-
‘ment plans. This method gives the employee the understanding
that the organization is interested in him and will do all
it .can to assist him, ‘the pre-retiree, in the eventual
experience -of -a productive and meaningful retirement.

THE UNIVERSITY OF MICHIGAN, ANN ARBOR, MICHIGAN: Much research

on the question of retirement has been carried out by the Division
of Gerontology:of this University. They have drawn up a "Manual
for Discussion Leaders" for the UAW pre-retirement programmes.

In addition, they have produced considerable papers on various
aspects of the subject, including a "Guidelines for Pre-retirement
Education Program". Unfortunately, some of their papers are out

of date, such ‘as "Trends in Pre-retirement Education" which was

~ produced in 1962, Some of -their papers. are included in the docket

"J, S, Universities”..

The institute offers four kinds of .services:

. Programme Develomment - a consultation service and pilot

program for organizations or groups of older people.
"Reference to the companies using .this service is included
in the section '"U.S. Corporations".

2. Leadershir Training - courses for discussion leaders and others
for trainees.

3. Develomment of programme materials 1nclud1ng leaders' manuals,
readlng material for the "student" and 16 mm sound films.

L. - Programme evaluation.
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APPENDIX - G

* WHAT IS BEING DONE IN THE UNITED STATES

UNITED STATES CORPORATIONS: * It is not possible in a report of this
‘nature to give any concensus of what American corporations are

- doing. In the reference to studies made by the National Indus-"
trial-Conference Board, mention. was made. of ‘the difficulties of
ftabulatlng the numbers -of companles that-have: programmes, because

- some companies might regard- -what they are d01ng ‘as a "programme" h

whereas others might not 'so consider 1t.g.Thelfollow1ng.br1ef
notes of a few firms interviewed in the New York area or whose

activities came to my notice suggest that most of the larger cor-

- porations have personal counselling services of a more or less

procedural nature, and that-this sort'of'programmeuis considered
more effective than "in plant" courses. It also Suggests that
most corporatlons con51der post—retlrement contact as: 1mportant
and take steps to ensure that this is maintained.

In discussingfthe question with the Conference’Board,,they

- advised me that the following large Eprporationsfhad'reported

that they had no counselling programmes other than arrangements

for explaining post-retirement benetits (pension ‘plans, etc.):

~ ATTl; Farst National City Bank of New York; General Electric; Lever

‘Bros.: Re H. Macy & Co.; Mobil 0il; Otis Elevator; Standard Oll
‘o1 New.Jersey (Esso0); Union Carpide.

FIRST NATIONAL CI1Y BANK OF NEW YORk: ~Although this bank is
included in tnose'who\reported to the Conference Board as not

having any programme, in fact they have quite an elaborate
personal counselling system. It starts five years before '
compulsory retirement'(éS) and from then on, they send out pamph-
vlets,and information étsregular intervals, as well as personal
interviews with their own counselling service. They have a
persanalized folder (included in docket accompanying report under
"J.S. Private Iﬁdustryﬂfwhiéh gives a general -description of
"Retirement Income Optiens", an estimate of the person's own
benefits (retirement plan, Social Secuiity,’groupfinsurance),



.applicaticn form for increased survivor benefits at cost of lower
| pension, a City Bank prepared general warning and advisory pamph-
.let "Look Forward to Your Retirement" and a list of books avall-
able in the bank's "Personnel Retirement Plan Library". In
~addition, for any who wish it, the bank will give one year's
subscription to "Harvest Years" - arrangements made for bulk
subscription on condition no subseduent pressure is exerted on
individuals.for renewal of subscription.

The Bank reports that interest in pre-retirement courses
probably peaked in 1954 (not confirmed elsewhere) when they and
other corporations considered adopting them. Owing to lack of
response, they, and they claim many others, did not adopt this

-method. . |

They report that about 60% of their employees take early
retirement at 55, which is the newly established voluntary '

- retirement age, (formerly 60). Most of those retiring early do
so in the realization that they are not Likely to go much further
in the Bank. - '

XEROX, ROCHESTER: This Company appears o0 have one of the most
advanced and enlightened approaches to the whole question of

retirement. They are putting into effect what so many of the

- experts recommend - namely, to prepare for retirement by encoura-
ging employees to diversify their interests and develop other
-skill 5 during their working career. They encourage any employee
‘to apply for a year's leave of. absence for work with a Social
Service Agency anywhere in the worid. The applications are
screened by a committee of employees and, if approved, the com-
pany will pay full salary and benefits. They also guarantee in
writing that on return they will have a job at at least equiva-
lent pay, status, and promotional potential. If, on return, any
employee who has been filling in for the other on this sort of

- leave has to be moved aside, then this is done.



- METROPOLITAN LIFE, NEW'YORK°- Over the past ten years, they have

developed what :they regard ‘as an'effective retirement. counselllng
programme for their Home Offlce employees. This provides for
individual counselling -at age 60 (compulsory retiremernit 65),

‘and again-at about age 64. ‘Special. mtemews are provided at

‘any other time at the:request;of‘theeemployee._ These nntervlews

’treatvwith'annuityabenefits;.group inéurance; medicalaexpense
‘coverage, Social Security, taxation and any other subject the

employee wishes to discuss. Counselling is also available after
retirement. (See work sheet and description of interview inclu-
ded in folder). .At the 6L year interview, the employee is given
a kit (included in docket "U.S. Private Industry"), and also given

a subscription to Harvest Years for one year - they consider this

publication to be the best in the field.

- They believe that .very. few ‘of their former employees find A
difficulties 1nrret1rement,~aSva result of this programme and of
the adequate pension plan. When they started the programme, they

~aimed it at 20 years before retirement, but nobody was interested

that far back, so they arrived at the five year formula. They

‘report also having tried group counselling courses, but without
" result. They think that it is only-a'question‘of'timefbefore

legislation will force corporations to set up somessort_of
pre-retirement training or counselling programme.

Metropolitcan Life reports that many corporations that.claim.
to'have programmes, in fact, have them mainly on paper, owing to
a number -of factors - 1nd1fference of employees or management,
inadequately trained counsellors. - This suggestion was confirmed .
by the Conference Board which cited it as ome of the reasons it
is so difficult to know what really is going on in this field.

CHASE MANHATTAN BANK, -NEW YORK: - Heve no .counselling or training
'programme. They have‘approached the problem by providing an

 excellent non-contributing pension'plan-as well-as a voluntary



‘savings plan (bank matches employees' contributions). They issue
to their employees booklets outlining the savings plans open to
them and, of course, would be willing to discuss. these with an
employee.  These are Thrift Incentive Plan; Retirement Plan;
Family Benefits Plan; Supplemental Life Insurance Plan; Life
Insurance Plan and Health Insurance Plan (included in docket
"U, S. Private Industry"). About three months before retirement,
each employee receives a-complete data éheet of his retirement
benefits position and that is about all. They have no evidence
that, .except for a very few exceptional cases, their employees
have found retirement difficult or that they fear retirement

' before the event.

STANDARD OIL, COMPANY OF NEW JERSEY, NEW YORK: Claim to have
- pioneered with in-house group counselling courses but abandoned

it as it was found to be ineffective. Instead, have developed a
comprehensive personal counselling programme that deals with
facts only and is heavily oriented toward explaining the pemsion,
etc. benefits. It does not attempt to solve the personal problem
or give unasked-for advice. They believe that the success of any
person's retirement lies primarily with the adequacy or inadequacy
of the pension plan. In addition to regular pension plan, they
Bave a voluntary contributory annuity plam (which may be equated
to our separation gratuity)e On retirement, the lump sum earned
may be averaged out over seven years, or may be put into an
annuity for life. ‘ '

These financial arrangementsare supported®y a planned system
of interviews starting at five years before retirement when the
financial benefit entitlements and amnuity options are carefully

" explained - no attempt is made to advise on the need for prepara-
tion or other of the usual facets dealt with in pre-retirement
training courses. They believe that these are personal respon-



sibilities and that with rapidly’ increasing technology, there is
a strong tendency toward early retirement .and that their pension

- arrangements, .etc, recognize this. - Also; the amount of leisure
“time during a working career is :.ncreas:.ng - long holldays with

*length of service written into labour contracts, more three-day

weekends, the five day.week . perhaps -giving way to the four or_ even

- three day week,-all force people to become -accustomed to leisure

and to break down the sharp divide between work and retirement.

In addition to these interviews, they have arranged with
three banks to advisefany3emplbyee on how best to handle his annu-
ly options or to arrange his retirement income to best édvahtage.

" As a result of their system, they believe that about 90% of their

employees are. completely happy and:.satisfied in retirement.

GENERAL ELECTRlc; NEW YORK: One of the companies reporting to
the Conference Board as not having -any programme. Because of

fcdnsiderable_diversity throughout the United States, difference

in ages of employees, etc. (new plants with relatively young
employees, problem is not yet of much'momgnt) have not set up any

“corporate-wide programme. - However, some of the older plants

(Plttsfzeld, Lyn, Buffalo) have various activities but I under-
stand none include any .in-plant courses.

Nevertheless, the G.E. pension people.do make contact with
each employee'twb yearé before compulsory retirement (or -earlier
if it is known that an employee has chosen early retirement):
They advise him of ‘his pension and of ‘the survivor options and of

his continuing medical and insurance benefits and work up the -

approximate total benefits he will receive on retirement. The
pension office in New York is familiar with the various in and

‘outside the plant tralnlng courses that are avallable, but consi- .

der the result of- such courses mixed.
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AMERICAN EXPRESS, NEW YORK: .Did not report any particular con-
cern with the problem and evidently have no definite counselling
programme. Seem to have considered employing one of the commer-

cial counselling services, but came down against them.

RADIO CORPORATION OF AMERICA, NEW YORK: The company has about 500

-retiring each year out of a total of 95,000 employees. In Canada

they have from LO - 50 retiring out of some 4,000 employees.

This Company has a comprehénsive programme in the United
States but none in Canada as the numbers are too small to support
it. The programme involves planneci individual discussions;
printed information with scheduled distribution; group discussion
meetings to meet specified wishes of employees; medical‘examinati"on
and counselling; long range planning. They define the responsibil-
ity as resting with the Personnel representative, the immediate
superior and the retiree. The objective - to stimulate posit:ive
thinking about retirement.~ » _

The programme is well documented and explained in the Company's
brochure "Retirement Planning Program" (included in docket "U.S.
Private Industry"). The booklets prepared for each employee,
copies of which are in the broachure, are particularly worth noting.
The overall programme starts six years back, and there are subse-

quent interviews every year until retirement, reviewing each employ-

ee's progress. The procedure for actual retirement includes a
final physical examination, advice on how to apply for Social
Security and unemployment compensation, -the provisidn of courtesty
‘passes and honorary membership to the company's "Activities Asso-
ciation", and finally participation in any social activity orga-

nized by each person'scolleagues in his department. It also

involves a five year subscription to "Harvest Years". In asses-

sing their programme,. they report good "feedback" from the "Har-
vest Years" subscription, talks from a Social Security expert and

YNy



‘taxation counselling (the latter particularly for the executive

groups) . "They have - experimented with mgmbership in the American

- Association of Retired Persons but had‘little'encburagement '

except for the drur discount and for the ‘guaranteed automoblle

‘1nsurance available from such membershlp.

- BQUITABLE LIFE ASSURANCE GO., NEW YORK: 'Have a systematic

system .of personal counselling that starts at age 60 and continues
to retirement at 65 or earlier. This is best summarized in the

company directive:

“Just before he reaches age 60, the employee is provided
- with estimates of his retirement benefits payable under the
- normal form. Figures for the joint and survivor form of
-annuity are shown as- well. _
Shortly before age 63, the employee again receives
f1gures for both the normal and joint and survivor forms
- ..and at this point may elect the. latter. -
About two months before his actual retirement, the
- ‘employee receives a final letter giving updated estimates of
his retirement and group life benefits. 'This letter-also '
‘includes a detailed 'review of points which will have been
covered to some extent in earlier letters or consultations:
Social Security retirement income; health insurance pro-
visions of Equitable's Pre- and Post-65 Plans and those of
Medicare; tax status of Equitable retirement income; elec-
tion rights and tax information pertaining to the Investment
Plan.
If an employee retires early, the timing of the program
is of -course modified accordingly.-

This directive, together with samples of letters sent out at
intervals and forms used are included in docket "U,S. Private
Industry". The letters include (a)-one used at.60, 63 and 65,

- which is a summary of estimated retirement benefits at optional

times, (b) 4t age 63 explaining a summary of retirement benefits
and option forms, and (c) ‘the final normal retirement date letter
‘sent out two to three months before, which gives full details of

pension benefits.



OTHERS: The following corporations operate in-plant group
“counselling courses under the guidance of and using the material
prepared by the University of Michigan, Division of Gerontology:

"The Chrysler Corp.; Scovill Manufacturing Co.; West Print Manu-

‘facturing Co.; Wolverine Shoe Company; Electro-Metallurgical
Company; Moore Business Forms, Inc.; Upholsterer's International
Unien; and the University of Michigan '



‘APPENDIX - H

WHAT IS BEING DONE TN THE UNITED STATES'—‘OTHER

PRIVATE 'ORGANIZATIONS: There are many organizations in the United

States that operate in this field of pre-retirement training or
preparation, ‘or in the welfare of retired peréons after .the event.
Some are principally research, others publish manuals,  others are-
involved in .setting-up courseé and providing counselling on a
commercial basis, some are principally lobbying organizatioms -
promoting the interests in Washingion-_of retired people, and some
are a combination of several of these services. The following is
by no means ‘a somplete listing but it does include some of the

most prominent and relevant to Civil Servants..

‘RETIREMENT ADVISORS, INC,, NEW YORK: This organization performs

the same role as the Montreal Company, Paramount Rétirement »
Counselling, Ltd. In fact, the Canadian .company followed the

‘format of the New York company which has a longer record of ’per—

.formance, - since 1958. This service seems to-have .a number of

well-known clients according to their promotional literature,
which include Merrill Lynch, Pierce, Fenner & Smith Inc., Mont-
gomery Ward, .U.S. Postal Service, Illinois.Bell, Motorola and
others shown in their folder. Their costs are considerably lower
than its Canadian counterpart, undoubtedly because of its much

larger range of operation.

NATIONAL INDUSTRIAL CONFERENCE BOARD, NEW YORK: -The Coni'er-ence.
Board has been wrestling with the cubject of pre-retirement

counsellinz and with the problems thrown up by early retirement |
for some time. They do not themselves run any courses, but do
cerry on considerable re_search- throughdut their membership. In .
1964, they published an extensive study entitled "Corporate Retire-
ment Policy and Practices". This went into the various pension

schemez, normal and éarly -retiremerit," disability retirement, life



and health insurance and finally Preparation for Retirement pro-.
‘grammes and "maintaining contact with retirees®, Although.much
has happened since and the trend toward the shorter work week,

and longer holidays, has accelerated, the last two sections of
this report are of some interest. The summary of the "Preparation
for Retirement Programs", Chapter 7, is given as follows:

Approximately 65% of the companies in this study have
some type of pre-retirement counselling program to help
employees prepare for retirement. About half of these
companies limit the counselling sessions to an explanation

-of the company pension, Social Security and other post-

_retirement company benefits and services. The remainder
cover these topics but also provide counselling in areas
such as health problems of older people and use of leisure
time.

‘Approximately one quarter regularly distribute retire-
‘ment . planning literature to employees who are near retire-
ment, but largely where there is a pre-retirement counsel-
ling program.

A small group of 21 companies help employees prepare for
retirement by allowing them to tdper off work through a
rogram of extra time off during the.years close to
retirement. '

At that time, only a few of the companies had group counsel-
ling meetings as part of their programme. These are analyéed in
detail on Page 73 of the repért. It is not possible to say whether
or not this use of group counselling has increased, but none of
the few firmms I was able to see in New York showed any interest in

this method.
Insofar as post retirement is concerned, one paragraph may

be quoted:

- The pensioner is encouraged by some companies to return:
for special occasions or to use company facilities. Another
approach is by periodic written communications from the
company. Home visits to retired employees by company
personnel also is practised.

More than half of the 94 companies in this study that
purchase subscriptions to senior-citizen magazines as part
of a preparation-for-retirement program continue the sub-
scription after the employee has retired, usually for one
year. This is one way in which contact is maintained with
retired employees, using written material.
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A|more direct 1dent1f1cat10n with the cempany can be
obtalned of course, by sending the company newspaper or
maga21ne to pensioners. Apparently a sizabel proportion
of companies do this, judging by information obtained from
473 manufacturers in a recent Conference Board survey.
Three-fourths of the 155 companies that publish a company
:newspaper send each issue -to pensioners, as well as 87%

of the 8L .companies that publish a.company magazine.

Again, this report is out of date, -but from.my discus-
sions with both Canadian -and United States corporations, this
post-retirement contact is evidently con51dered important.

Earlier this year, the Conference Board convened a forum

of some 100 senior executlves from business, the universities,

‘the press, and banks, mostly from the United States, ‘but with
‘some Tefresentation from Britain, to consider the question of

"Retirement as a Way:of Life". This produced some excéllent phil-

‘osophical. comments on how to prepare for retirement, "a summary

of which is contained in the Conference Board Record:-of March
1972, 'It‘does not apply particularly to any one country, but
to the problems of retirement in general and how to deal with
them. It is a document that should be read and. dlgested by
those nlannlng Trogrammes.

Since then, the Conference Board has beeﬁ-bonducting mini -
seminars all summer in preparation for a seminar ét the end of
October that was hopedeould'probe more deeply into the current
attitude of large corporatidns‘toward the problems of preparation

for retirement.*

OLIVER WENDELL HOLMES ASSOCIATES: Conducts seminars for execu-

‘tives (presumably for a fee) approaéhing retirement. Aim at five

yearc‘befbre retirement. Take executives for a week's retreat
aimed at making them begin to think about preparnng themselves

for a "second career."

‘#See Conference Board letter Pages 3a and. 3b, and comment Page 3c.v
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- Salisbury Mills
I ' New York, 12577

- C()N rEPEN , December 8 1972
BOARD N Y

Dear Guy: s f APrEADLYH

Your letter awalted me when | visited The Board this
week. low nice to hear from you. : ‘

As you supposed, the Forum on pre-retirement planning
nas taken place, and the editorial people are now engaged
in preparing for publication. When the article eventually
appears | will be .sure to see that a copy Is sent to you.

-However, since that may not be in time for your
imnediate purpose, perhaps you would ilke me to offer now
3 few overall observations on the content of the dialogue,
soth at the Forum and at the various miniseminars held by
the participants beforehand with their corporate colleagues.

It Is of course unwise to generalize from the particular,
. and to conclude that the approach of management in the
companies concerned is necessarily representative of that

of corporations as a whole. Our participants were chosen

as being among the more enlightened of their brethen with
respect to social involvement. Nonetheless, do not think

we would be wholly wrong in assuming that thelr views wouldn't
be so very different from thelr peers, and on that premise

my response to your question would be somewhat as follows:

1. At every miniseminar | attended, the Intercst of those

gathered around the table could not be doubted. As one the
. speakers said on one occaslon, ''we shall attend the Forum

in the spirit of respectful ignorance'.

2. Scveral of the companies sent out questionnaires to select
jroups of retirees, so that management might speak with a bit
more authority at the Forum. On the whole, those responding
seem to be reasonably well satisfied with what the company
nad done (except of course that they'd all like to have had

a more bounteous pension).

3. At the Forum itself, these responses came under critical
surveillance. (a) To what extent do those responding speak

- for those who did not do so? (b) How much of the contentment
" came from.a real joy in living and how much from temporary
gratification at a surcease from life's tol1? (An Iimpossible
question to answer with accuracy, yet terribly important to
the success or failure of any plan for long-term retirement
nappiness, as you can see). .



-Mr, Guy C. Smi;h

' h."NotAunnaturally, theicompéhyfrepresentatives at the
Forum took .comfort in the responses received, .for they
‘were apparcntly wese rather nore favourable than had been

anticipated in most cases..Still, no specaker present

disguised his.conviction that the problem of accomnodating -
“:the oncoming generation might be very different, and that

he had very little idea.of what might ultimately be involved. -

5. The éhahg?@fViéwlofvthe‘bek%etth?Eés dpset'afl.bets;

The ‘questionnaires had been sent to men and women for whom -

work was the central motive force and for whom cessation
mcant an abrupt and traumatic alteration in iife style.

~MWe know very little about the effects of first-career

retirement upon people who may have had many jobs as a

‘matter of deliberate policy, 'In the conviction that to
have l1ived well is -to have changed often, who may have

taken time off for education and for sabbaticals, and who

An short:look upon work as a means to.an end ‘rather than
'as'ah:end,in,1tse]f.7(wg went over this together, of course,
~at .the.consuls meeting you-attendj but it Is Interesting to

note that :no company feels it has-any more answers than we did)ugf

6. Still, something new was added at' the Forum, -Consideration
was given to - the inclusion of the forty year olds in pre-

retirement planning. Primarily, because the longer the -planning

period the more -satisfactory the adjustment. But secondarily,

‘because of the recognition that attention to the middle age

group might provide them with the balm of a new aspiration at

“the time In their lives when frustration may be setting in,
as they come to realize that the management pyramid gets ever
‘narrower in its base as one moves upward, and that the virually

unending progress they had made to date ‘is coming to an end.

7. One most encouraging aspectfat the Forum was the promise
made in-several quarters to undertake systematic studies on
some of these issues. | .will expect to be kept informed-.and

in turn will:be happy to pass on any highlights to you.

8. Meanwhile, in a couple of cases | have been fortunate enough
to bring together @ participant with:a university, to set up .
programs to determine how educational institutions may meet the

- cultural needs .of older cltizens, rather ‘than thrust them, as
" 'now, into:a Procrustean necessity to accept courses planned

for thelr children-or grandchildren.

“If you care to exchange thinking with me from time to time,
on these or any.other subjects, | should enjoy it. Meanwhile,
my warmest wishes. g ’

'Slncerely, N
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o Note thzt this Seminar by the Conference Boerd held in
October beurs out tune diificulty in arriving at any sort of concrete
“summary of what industry is doing in the United States in this field.
-In note 2 reference is made to the general satisfaction expressed by

employees with what the companies are doing except that they would all

like to have "a more bounteous" pension. This is directly oppomite to.

-‘the situation in kxternal as it pertains to-day where the dissatisfaction
rests not with the amount of the pension but with the lack of any attempt
‘at preparztion-and with the poor hanaling of .people when they come to
retirement, _ ' - ‘
‘ Point No.3 underlines the difficuliy of arriving at firm
conclusions through answers 1o guestionnaires. _
‘ Points No.4 and 5 emphasizes the problems preeented by tie

rapidly changing attitude toward work by "the on-coming generation",

Point No.8 emphasizes the need for universities to meet the
cultural needs ofvolder citizens by providing courses prepared for them
rather than by forcing theﬁ to acceptvcourses planned for their children

or grandchildren.
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NATTONAL ASSOCIATION OF RETIRED FEDERAL“EMPLOYIES,’WASHINGTON'
Supported ‘entirely- by~members; no Govéinmént subsidy.' Essentlally
a registered lobbying. organlzatlon, but they.claim to help 1n

- organizing courses for Government Departments or Agen01es.
‘Mostly, their courses. are crammed into- three or four consecutive
days, ‘but. sometimes they Operate on. half days consecutlve, always

during - offlce ‘hours.

AMERICAN ASSOCIATION OF RETIRED PERSONS combined with NATIONAL
REIIRED THACHERS' ASSOCIATION, AARD/NRTA, WASHINGT(N

‘This is probably the largest and most actlve_organlzatlon '
of its kind in the United States. It has about four million
members who ‘pay dues. of $2.00 per year. This organization is

devoted to the interests of retired people and provides a wide

range -of services, including & monthly maga21ne, ‘health insurance
‘plan, a pharmaceutical ‘service where members may obtain drugs

or prescriptions virtually at- cost by mail order or at four retail

'establishments-operated.across-thejcounﬁry,-avtempdrary employement

service,. automobile insurance, adult:educationwcourses\at various

Institutes, low'cost,travel'service5,9OQ'commﬁnity;centresf(clubs).

The organization operates through chapters in different cities

" throughout the United States. LWhile.thethave no chapters in

Canada,~they claim.to have some Canédiah members. - Some companiesv
provide gift membership for: thelr pen51oners, mostly for the
duration of their life. o

In addition, they-do.a considerable amount of research-and
in 1967 published a detailed survey of "Preparation for Retirement
in the Federal Government. In 1969, they published a report on

- nThe Preparation for Retirement Programs of 103 City Governments".

‘Also, in 1969, they published the results of a questionnaire sent
to each-State of the Unionvon_post-retirement'policies, and ‘a ‘
report on post-retirement programmes‘of 120 employers, (no date
for the latter, but recent). V



PafaN

Another of their,publications-is a "Guide for Programme

" Develomment for Business and Industry" and one for "Government
‘Employees", both essentially the same with a different cover.

- The Association co-operates with universities, Chambers of -
Commerce, etc., as joint sponsors for conferences on problems of
retired pecple or for preparation for retirement, and in settlng

up workshops for personnel directors.

ACTION FOR INDEPENDENT MATURITY (ATM), WASHINGTON: This is an
off-shoot of AARP that was started in 1971, to deal specifically
‘with‘preparation for retirement. It has 45,000 members, limited
tO‘péople who are employed between the ages of 50 and 65. -Member-

- ship dues are $3.00 per year, and for this they,'and their wives
-(or husbands) receive all the benefits of AARP membership plus

a number of guidebooks and "Dynamic Maturity", a magazine published

-every other month. It would appear that this service offers very

nearly all and much more than Retirement Advisors, Inc., of New
York, but at much less cost. Evidently some companies buy member-

-ship for their employees several years before retiring as their

contribution to "pre-retlrement training".

AIM will also encourage and help industries to set up in-
plant group counselling courses These are designed for nine
sessions of two hours.each and for-groupsvof 25, which number

includez wives.

THE NATIONAL COUNCIL OF SENIOR CITIZENS: . Has some 3,000 senior
citizen-affiliated clubs - primarily concerned with political

action to improve the life of older people, and in sponsoring

research groups in this field.

THE‘STATE’USIA‘REEREATION ASSOCIATION (DRSA): Open to all retired
Government Agency personnel. Publishes monthly "Commniqué";

concerned with organizing social and sporting events; classes in
handicrafts; low cost insurance, dlscount merchandize.

A
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'THE STATE 'DEPARTMENT FEDERAL CREDIT UNION: A co—onerat:.ve ‘savings

: and loan mst:.tute oﬁ‘ermg fmanc:.al counsell:x.ng as well as loans.

[

'DIPLOMATIC AND CCNSULAR OFFICERS RETIREDI INC,: DACOR‘AND’DACOR -

HOUSE-

‘Open to- all retlred Forelgn Service offlcers, to promote the
1ntereats of retired OfflcETS through leglslatlon, group 1nsurance.
Also operates a plot in Rock Creek Cemetary, a welfare foundation
and DACOR House with club facilities and .2 .few guest rooms.

THE RETIREMENT INSTITUTE, NEW YORK: A commercial organization

offering group sessions and individual'counselling“dealing‘with ‘
retirement to prlvate ‘companies; they have no Government contracts.
All sessions are. durlng the day and are conducted at . thelr head-
quarters in mid-town New York. They offer three series ranging
from $400 to‘$l;500'per_person{ the higher cost series aimed at
top executives ‘and infolves:extEnsive personalized and individual

~counselling. ‘Wives are invited to -all sessions. This is a new

service started in 1971.
Thls "luxurious" service is offered to retirees (provided
the company is willing and prepared to meettthe cost,),,three

‘years before retirement, when he is given the institute's litera-

ture, which sets out stebsthe'shouldftake'to~prepare. Six months
before retirement date, the officer is given a certificate enti-
tling him to attend sessions offered by the Institute. At the
‘same time, the Instituteﬁcounsellors are-present,to answer\questions' '
and generate interest on a personai basis. Each pe:son'alsovhas
a private personal interview before starting the "course" (this
seems to be a sort of psychiatric 1nterv1ew) There are two

.other private interviews during the course Wthh has 15 ‘sessions.

-~ After retiring, the officer may consultlthe Institute at any

time, with any particular counsellor - for a nominal fee!



RETIREMENT RESEARCH, APPLETON, WISC.: Publishers of guide books
for those setting up courses and also of books on the subject of

Preparation for Retirement.

' THE NATIONAL COUNCIL ON THE AGING and THE NATIONAL INSTITUTE OF
INDUSTRIAL GERONTOLOGY:

Research organizations concerned with the -problems' of aging.

While not directly concerned with pre-retirement training, some

of their research gives background information supporting the need
for such "training". This year they published "Retirement: A
Cloudy Future" and "Industrial . Gerontology ~ Studies on Problems

. of Work and Age".

Some other organizations that are reported to be available
for retirement or post-retirement counselling are:

The Bureau of Business Practice (& division of Prentice-Hall, Inc.)
Waterford, Comn.

Industrial Relations Section, California Institute of Technology,
Pasadena, Cal.

‘Industrial and Labor Relations, Research Center, Cornell University,

Ithica, N.Y.
Harvest Years Publishing Co., New York and San Francisco, Cal.
University of Chicago, Industrial Relations Center, Chlcago, Ill.
Health Insurance Institute, New York
Institute of Life Insurance, New York
The Retirement Council Inc. (Div. of the American Heritage Publi-
shing Co. Inc., Stamford, Conn.)
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"APPENDIX - I

- _WHAT TS BEING DONE IN OTHER COUNTRIES

It is impossible, without ajgreat dédl of research, to give
in this. report much information concerning what other countries
are doing. At .a Seminar held by the Conference Board in New
York, with the Consuls General of Britain, Italy, Sweden,. Japan,

‘Switzerland, the Netherlands and New Zealand, not very much ':'mfor—_

mation on pre—retirement‘trainiﬁg'or programmes .was available.

‘Most of the "delegates" spoke more about the trends-in their

countries concerning the handling of the problems of the aged.
Similarly, in Ottawa, the Embassy of France had little information
to give except concerning their pension plén; and the High Commis-
sion of Australia had little information about what was being
done there - mrobably very little. ' ' '

ITALY: Presumably.there-is_some'interest in the subject since

‘Ttalian television did a featuréfstory on pre-retirement training

in Britain but the delegate to the Conference Board Seminar
reportéd that, so faf, very little is being done by way of prepa-
ration. Grandparents-are still given traditional respect within
the family, though this is gradually being diffused with the
migration from the villages -and fanns to the cities. There are

‘many villages. where old people are in the majority - the’problem

of retirement is going to be more important in the future when

social security, better and wider use of pension schemes, paid

_ hosmital expenses further lessen the traditional dependance of .

older people on the family,

SWEDEN: As a result of emigration and the pooulation explosion of
the 19th century, the population pyramid is rapidly becoming top
heavy. The result is that the agricultural north is being drained

‘to meet the need of the industrial south, and Sweden is now a net



immigration gainer - only 7% is now in agriculture compared to
70% in 1900. Much has been done to meet the economic problems

of the aged, such as a ruaranteed 60% retirement pay for. all at
67 year:z, the compulsory retirement age. Older people are no
longer dependent'on their families but are moving to old peoples'
homes and apartments. They recornize the need to de-segregate
the -older generation and mix their living with younger people.
Apart from providing continuing education within the universities
for 211 levels and ages of people - 50% of the population is said
to have "higher education"'e not much is being done directly to
rrepare. for retirement or treat the psychological shock of it.
They anticipate that very shortly 1’3 of the students at the uni-

. versities will be retired persons.

g&z&g: The paternalistic system followed by Japanese industry
‘and the traditional close family obligation, plus the ingrained
artistic training and respect for the elderly should make the
transition to retirement less traumatic than in most cowntries.
Unlike most Weztern countries, the unions are pressing to raise
the compulsory retirement age from 55 to 65. About 74% of those
retiring now get new.employment, some being carried -on by their
emnloyer: in less exacting jobs - guards, co—-op employees, baby
sitter , ete. at much lower zalaries. -(Senior executives have
virtually no retirement age). Some 61% are reported as being
unable to live on existing pension payments and depend on families
for supvort. Nevertheless, the modern generation is beginning to
- claim that old people should live separately.

NEW ZEALAND: The pension schemes in New Zealand are such that it
is possible in some circumstances for retired persons actually to

have more income than when working.
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AUSTRALIA: Pension séheme-for~Civi1*Servants very similar to that
-of Canada.‘ There is provision. fbr a six month's leave after 20

Ayears' service: which must be used as:a sabbatlcal and as a pro-

ject unrelated to- occupatlon.

SWITZERLAND: -Family comnection is still very strong; the older

generation is expected to continue to live "at home" but to move
to the upper'level of .a house. By 1aw, children are required to
be responsible for their parents. 01d age security is in effect
for 27 years, supported by 5% of salaries - soon to be 8%. All
Swiss citizens living abroad are entitled to pay into the scheme

and to draw benefits at age 65. Retirement age is 65 (Government

" 65 or 35 years' service and exequtives 70-80 years). At retire-
ment, all citizens have enough on which to live. Because of the
~ shortage of labour, they are not likely to lower the retirement

‘age. There are no problems with the retired people as there is
a shortage of labour and many go in for such occupations as breed-
ing rabbits, etc.. Also, the universities have evening courses

open to all, regardless of academic gqualifications for nominal

~fees.

THE NETHERLANDS: Concerned with the problem of costs in any
programme as.their industry must face world competition. As

Phlllps Electronics has some sort of definite counselling programme,
presumably this sort of preparation is used in the Netherlands.

- FRANCE: ~Very little information is. available except that the

Government pension plan is inadequate - certainly compared to
Canada's. It does provide for additional service credits for

years spent abroad, for war service and for children.
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