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Abstract

Over the coming decades, New Zealand is predicted to experience slowing growth, a narrowing gap between births and deaths, and an ageing population. This paper considers how business schools can engage with the challenges of an ageing population. Critical demographic and fiscal factors are outlined. Optimal changes to government policy and workplace practices are then considered. Finally, the opportunities and challenges for business education are discussed. Conclusions are drawn about the use of technology, necessary shifts in attitudes, and the incorporation of principles of gerontagogy into normal teaching practice in the business school classroom.        
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1. Introduction 

This paper considers the consequences the shockwave of an ageing population will have on the New Zealand economy, workforce and business schools. First, critical demographic and fiscal factors are outlined. Second, optimal changes to government policy and workplace practices are considered. Third, the opportunities and challenges for business education in the tertiary sector are discussed.        

a. Demographic considerations 

Developed countries face an “agequake, a demographic rollercoaster that will shake business, finance and our world” (Wallace, 1999, title). The New Zealand is not ageing as rapidly as more mature societies, nevertheless, the country’s population is predicted to age markedly in the coming decades, with the portion of people older than 65 expected to grow by more than half by 2031 (Oram, 2008). Currently, most people aged 65 and over have retired, but that segment of the labour force is expected to rise from 38,000 in 2001 to a projected 118,000 in 2026 (Dunstan & Thomson, 2006). At the latter date, participation in the workforce among older age groups is predicted to be 75 percent  (60-64 age group), 45 percent (65-69 age group), 20 per cent (70-74 age group) and 10 percent  (75-79 age group) (Paul, Rashbrook & Rea, 2001). Despite an increased number of people likely to work beyond the traditional retirement age, with current productivity levels, a proportionately smaller workforce will be unable to meet the fiscal burden of the elderly. Khawaja and Dunstan (2000) conclude that “the general demographic outlook for New Zealand over the coming decades is for slowing growth, a narrowing gap between births and deaths, and an ageing population” (p. 10). 

Government may seek to increase the size of the workforce through policies that encourage fertility, delay retirement, increase the participation of women in the workforce or facilitate immigration (Compston, 2006). However, as Davey (2003) argues, “[a] more promising option is to use the human capital we already have by maximising the potential of older workers and enhancing their workforce capabilities through appropriate policy initiatives” (p. 159). This paper focuses on the prospects of increasing human capital and argues that a far greater proportion of capable and highly productive, older people will need to remain in employment, continue to learn, and retrain than the overall predicted percentages of older workers cited above indicate.    
b. Fiscal considerations 

The phenomenon of an ageing population will have major socio-economic consequences and present important risks, including: higher fiscal costs, slower economic growth, shortages of skilled labour, inadequate levels of formal and informal elder care, and greater inequality of wellbeing among older people (Boston & Davey, 2006a). This paper is specifically about the fiscal risks of superannuation and the consequent need for tertiary education-led productivity improvements across an ageing workforce. 

The public pension accounts in most OECD countries have entered a period of sustained deficit, and public provision of health and long-term care for retirees will add to the burden (OECD, 1998). From a New Zealand perspective, along with the health vote, the most important fiscal issue lies with funding New Zealand Superannuation (NZS). The cost of NZS amounted to four percent of gross domestic product (GDP) in 2005, but is expected to rise, ceteris paribus, to nine percent of GDP by 2050 (Wilson & Rodway, 2001). All New Zealand residents are entitled to NZS once they reach the age of 65, subject to certain qualifications (St John, 1999). No means testing applies and benefits are funded by general tax revenues, although some provision for future contingencies is held in the New Zealand Superannuation Fund (NZSF) (see New Zealand Superannuation Fund, n.d.). 

Oram’s (2008) prediction that the retirement age will increase to 75 by 2030 seems hyperbolic, but it is implausible that NZS can remain sustainable with an eligibility age of 65; the same as New Zealand’s first old age pension introduced in 1898. At that time, the life expectancy for non-Māori at 65 was 13 years for males, and 15 years for females. However, by 2005, the respective periods of life expectancy had extended to 17 and 20 years (Wilson and Rodway, 2001), and longevity will continue to increase. Further, as Brash (2009) notes, at the time of the first state pension, “life expectancy at birth was around 55, and so perhaps only around half of all working adults reached the pension eligibility age” (p. 89).  

Superannuation is about providing income for those too old to work (see, for example, Thane, 2000), and yet government policies and employer practices often provide incentives for still productive workers to leave employment early. The shift in demographics makes it imperative to remove incentives for early retirement and disincentives for late retirement (OECD, 1998). Several countries, including Australia, Denmark, Germany and the United Kingdom have either increased or announced plans to increase the eligibility age for state pension beyond 65 (Brash, 2009). Stock (2010) considers six radical solutions to the pensions issue in New Zealand, and concludes that delaying NZS eligibility until 70 or indexing to life expectancy would make NZS more affordable, but also notes that workers “with poor genetics, or those from disadvantaged social groups, or engaged in manual labour would be affected most”. 

A partial solution to the NZS funding problem may, therefore, lie with individualising the eligibility age so that people become entitled to retirement benefits once they are genuinely superannuated or have, say, a remaining life expectancy of 15 years, not simply when they have reached a certain age. On this basis, some manual workers might become eligible for NZS as early as 55, but certain other workers not before they reach 75. Those fortunate enough to have experienced social and genetic advantages would work longer – but also live longer – than those less fortunate. Not only would people leave the workforce at different ages, because of their different work conditions and demands, the occurrence of senility related cognitive decline may also have material impact. Alzheimers New Zealand (2008) estimates that by 2050 some 147,000 New Zealanders (of a projected population of 4.6 million) will suffer from dementia (mostly Alzheimer’s) compared with a projection of 75,000 in 2026 (of a population of 4.48 million) and 41,000 (of 4.3 million) at present. Proposed diagnostic changes may result in many more people being diagnosed as Alzheimer’s sufferers, and at much younger ages (Kolata, 2010). Without radical medical breakthroughs, it seems that a significant proportion of the older population will be unable to participate in the mainstream workforce because of dementia. Further, a heavy burden to care for ill family members will detract from many workers’ ability to contribute fully in the workplace. In practice, middle aged and older women are most likely to sacrifice paid labour and their careers to care for ill family members (King, 1994).                 

The fiscal burdens on future generations may become untenable, as workers pay for their own health and retirement provision, and for the pensions and health costs of those already retired (OECD, 1998). Previously unthinkable arguments are being raised about disenfranchising older people in order to counter the voting power of baby boomers, in particular (see, for example, Morgan (2006); Kaletsky (2010)). However, as Wallace (1999) observes, the potentially ‘warring’ generations “comprise families, with all the cooperative and altruistic bonds that implies” (p. 212). Nevertheless, the influence of the family may attenuate in time “because of the rising number of single people and the break-up of families through divorce” (Ibid.). It is inequitable but also politically implausible to expect one generation to bear a disproportionate fiscal burden for the benefit of another generation.  Rather than pursuing short-term, group interests, voters will need to support policies that promote the best interests of the political community as a whole, in the long-term. This will require a degree of concession, compromise and reciprocity that is not the marque of quotidian politics outside a national crisis, such as war.  

c. Productivity

Fougère and Mérette (1999) posit that, if a society shifts its investment focus from physical to the human capital of younger generation, that is, from machines to education and training, its social programmes could be supported by fewer, but better qualified and so more productive, workers. However, it seems that, if developed countries wish to maintain economic growth or a semblance of current living standards, they will need to increase productivity across the workforce, including the productivity of workers older than the traditional retirement age. The critical issue is to enable all workers to be more productive, not simply to improve the productivity of a younger generation. Thus, according to Meyer (2009), as career longevity is lengthening, “the half-life of knowledge continues to shrink”. Because innovation and creativity will increasingly distinguish the value added by human labour, both early and continuing education must support a workforce of all ages capable of responding.

The challenge is massive. (On New Zealand productivity, generally, see, for example, Brash, 2009; Callaghan, 2009.)  Walker, Udy and Pole (1996) reported that the one in five New Zealanders operating at a highly effective level of literacy could manage abstract concepts and employ specialised knowledge in interpreting information. Over half of New Zealand adults were operating at a level required to meet the demands of ‘everyday life’, but one in five adults had poor literacy skills. More recently, the Minister for Education has claimed that “more than a million Kiwi adults” lack “the essential literacy and numeracy that they need” (Robinson, 2010). Thus, no more than 20 percent of the general adult population currently has the generic learning skills that a super-productive workforce might need. The challenge is exacerbated by the fact that older workers tend to have lower levels of educational attainment than younger workers (Davey, 2006).          

2. Government and industry  

In addition to engaging with the fiscal challenges of the ageing population, government must ensure its policies on employment relations, training and education are appropriate. Current and future economic conditions call for multi-skilling as a basis for maintaining economic growth and business profitability, involving a broader and more flexible range of skills (Department of Labour, 2001). This imperative applies equally to older workers as their younger peers. Thus Bishop (2001) argues, opportunities must be created “for mature age workers to undertake retraining and the breaking down of barriers to access retraining are critical issues. The establishment of a culture of continuous learning and re-skilling is essential to maximising the contribution of mature age workers to economic growth” (p. xv). OECD (1998) similarly proposes government policies that encourage active ageing by supporting options available to individuals through lifelong learning. However, Wallace (1999) cautions that “[l]ifelong learning is one of those slogans more honored in rhetoric than practice” (p. 146). Therefore, to prevent premature exit from the workforce and meet skill shortages government needs to demonstrate a genuine commitment both to lifelong learning and to new learning and retraining at any age. Government should encourage participation through its tax-benefit system and its education funding policies: for example, maintaining access to student loans and open adult entry (Davey, 2006). These are both practical and equitable imperatives. (See, for example, Kingsbury (2006) on equity and open entry.) The Human Rights Act (1993, s. 21(i)) formally prohibits discrimination on age grounds, but government must actively seek to eliminate ageism in practice from society. 

Older workers will need to reciprocate, to show willingness to start or continue high levels of learning and to retrain. However, they may also need to use their voting power. Education programmes for older people “often exist at the margins of power and resource allocation” (Manheimer & Moskow-McKenzie, 1995, p. 629). Boston and Davey (2006b) observe, “the current trend for more older people to enroll in tertiary education courses may well gather pace, generating new issues and pressures in relation to student finance and tertiary funding” (p. 368). 

Prudent government policies need to translate into normal practices in the workplace. At a minimum, employers should be intolerant of ageism, offer flexible working conditions, take account of working carers, and permit phased retirement (Davey, 2006). Davey (2006) argues that firms “need to plan for an increase in older workers and declining availability of younger workers and to consider how to retain institutional knowledge and experienced older workers. This will include realising and building on the strengths of both younger and older workers.” (p. 201)

Currently, the political will on the part of government to engage with the policy issues raised by an ageing population is not obvious. Indeed, “retirement policy is a no-go zone” (Watkins, 2010), and “Prime Minster John Key is assuring voters he would rather resign than cut superannuation entitlements” (Doolan, 2009). Further, certain government policies are inimical to the challenge. These include: freezing contributions to NZSF (see English, 2009), cutting funding to adult education classes (see Tolley, 2009), and capping funding for institutes of technology and polytechnics (ITPs) (see Treasury, 2009b). Future governments will have no choice but to engage with the issues, and business schools should be well prepared for that eventuality. 

3. Opportunities 

Without, of course, neglecting their obligations to young students, the need for older workers to be educated presents significant opportunities for business schools. However, education and training in mid-life will contribute significantly to addressing skills shortages and maximising the potential of older workers (Davey, 2003). Indeed, Wallace (1999) predicts “an explosion in retraining and relearning” which will offer “an opportunity for education entrepreneurs – to cater for adults in their prime working years, when they are run off their feet both at work and at home. The requirement is for concise learning packages that address people’s exact needs in as timely a fashion as possible (pp. 147-148)”. Likewise Oram (2008) argues that “an ageing population and tight labour market will ensure pay rates will reward those with skills and education; and new teaching methodologies and technology, particularly those that are internet based, will allow the customisation of teaching to individual student’s needs” (p. 14). American experience suggests that universities will tend to ignore older learners, but community embedded institutions, such as ITPs, will not only be ideally placed to accommodate older learners, but will also be preferred by them (American Council on Education, 2008). However, as Meyer (2009) cautions, “it is likely that innovations in primary and secondary education will come from emerging economies and, in university and ongoing education, from the business sector and self-organized networks”. ITP business schools will, therefore, need to be nimble and ready for competition both from the institutions of developing countries and the domestic private sector.  

4. Challenges 

The challenges for ITPs and their business schools of an ageing population are manifold. Budgetary pressures are likely to be enormous, and competition stiff. Furthermore, the demographics of the teaching staff present a particular problem. On the one hand, the nature of the occupation means that many lecturers will be able to work into old age, but, on the other hand, the tenure system tends to exacerbate a concentration of older teaching staff (OECD, 2008). However, ITPs will not generally face the problem that universities will need to deal with of younger staff leaving the profession because they are denied access to professorial chairs occupied by long serving incumbents. Other key challenges are sketched below.                

a. Institutional 

A need to educate and train the ageing population invites reflection on how ITPs and their business schools view themselves, and how they engage with technological and other change. Information technology, particularly open source applications, will inevitably play an increasingly pivotal role in tertiary teaching (see, for example, Kamenetz, 2010). However, the fundamental educational needs of students of any age do not alter every time a new technology influences people’s lives. The challenge for educators lies with giving some constant meaning to education, not to ‘fetishise’ technology (Furedi, 2009a). 

The temptation and pressure for government to train, rather than educate, is likely to increase. Fish (2008) argues that tertiary education has two legitimate roles, these being to “(1) introduce students to bodies of knowledge and traditions of inquiry that had not previously been part of their experience; and (2) equip those same students with the analytical skills” necessary for intellectual endeavour (pp. 12-13). It will be critical for ITPs to maintain these functions, and to resist becoming vehicles for meeting government’s or industry’s short-term training needs.

Student profiles will need to be accurate and to reflect the generational heterogeneity of the future student body. ITPs will also need to respond to the fact that not everyone has enjoyed the education opportunities of the current generation. Thus Davey (2006) notes the problem of ‘credentialism’, how access to higher education is commonly blocked for older workers because of their lack of basic qualifications. This suggests a greater role for recognition of prior learning and course guidance tailored for older students. 

b. Attitudinal 

Generalisations may usefully help people engage with different groups, but, because of their emotional, rather than rational, slant, “stereotypes obstruct critical inquiry” (Wodak & Riesigle, 2001, p. 378) and have no role to play in education. Stereotypes are also frequently inaccurate and resistant to new information (Westen, 1996). Older people are commonly the subject of stereotyping (Tice, Harnek Hall & Miller, 2010), but are also perpetrators of stereotypes about others (Chen, Pethel & Ma, 2010).  Myths about older people include: as workers age, their ability and performance decline; they are expensive to employ; they cannot adapt to new technology and are unwilling to retrain; they lack innovation and creativity; are less physically able and have less energy for the job; and present a lower return on training investment than younger workers (Davey, 2006). Conversely, older workers are typified as being loyal, stable and reliable, and experienced (Ibid.). Chen, Pethel and Ma (2010) posit “enhancing individuals’ self-awareness is the first successful step toward controlling the automatic biasing effects of age stereotypes on our thinking and behaviors (p. 715)”. Reflective practice, the backbone of teaching practice in the ITP sector, will be critical to success in overcoming stereotypes about or held by older people.    

Westen (1996) observes that, whereas many cultures commonly “associate age with wisdom; our own associates it with decline” (p. 518). Certainly, cognitive testing indicates that short-term memory and the ability to reason tend to decline with old age, but, as Salthouse (2010) observes, such “tests may have relatively little to do with how effectively one applies his or her abilities of with how well one’s abilities are integrated with knowledge acquired through past experience” (p. 152). Further, different cognitive and other capacities may become more pronounced with age. When long-term memory is not affected by ageing, older people can access a greater store of knowledge and experience than younger people. Because of their relative ontological immaturity, young people tend to lack the practical wisdom associated with ageing that Aristotle termed ‘phronesis’ (see Hursthouse, 2007). Further, research shows that, relative to young and middle-aged people, older people make more use of higher-order reasoning schemes that emphasise the need for multiple perspectives, allow for compromise, and recognise the limits of knowledge (Grossman et al, 2010). Emotional intelligence and social skills may improve with age, and, because their brains release less dopamine, older decision makers may be less easily swayed by emotional or impulse (Swinford & Kerbaj, 2010). 
c. Teaching practice and research

As andragogy, “the art and science of helping adults learn” (Knowles, 1980, p. 43), can be distinguished from pedagogy, so proponents of ‘gerontagogy’ propose a special discipline of teaching older adults. Schuetz (1982) and John (1988), for example, use the term ‘geragogy’ to refer to teaching older adults. However, Lemieux and Sanchez Martinez (2000) argue that geragogy (also referred to as ‘gerogogy’ or ‘geriagogy’) “deals with the learning of the elderly presenting deficits which fall within geriatrics. From this viewpoint, geriatrics appears as being the theoretical base of Geragogy” (p. 492). In contrast,  ‘gerontagogy’ is proposed as a multidisciplinary combination of the science of gerontology and the study of older adults in teaching/learning situations. This is a ‘competential’ approach to education, which “is not a matter of initial training or of refresher training, but rather of metacognition”, rather a move “towards the acquisition of Wisdom” (Lemieux & Sanchez Martinez, p. 494). Traditionally, education has been seen as a transfer of knowledge and values from an older generation to a younger generation (Furedi, 2009b). Gerontagogy suggests a different perspective on education, one with a greater emphasis on reciprocity and exchange, that may lead to cooperative construction of new forms of knowledge and learning.   

It is submitted that teaching practice in business schools will need to be attuned to the possibility of a distinct discipline of gerontagogy, but such awareness should not lead to age segregation in the classroom. Beyond initiatives uniquely aimed at retirees (see, for example, U3A, 2009) or partnerships with universities of the third age (see, for example, Lemieux, Boutin & Riendoux, 2007), gerontagogy will need to be incorporated into, but not dominate, day-to-day teaching practices. Older students will need to interact with other generations in the classroom, and vice versa, to a far greater degree than at present. 

Knowledge transfer will be a key activity in the future workplace through mentoring programmes where mature workers work with younger employees; transitioning mature workers to other areas of the organisation that could apply their expertise and tacit knowledge; and organising multi-generational work teams (CAEL & Council on Competitiveness, 2009). These activities, which draw on the specific strengths typically possessed by older people, can be rehearsed and replicated in the classroom.                  

An increasing body of research exists on ageing populations. The New Zealand Institute for Research on Ageing (NZiRA), based at Victoria University of Wellington, which aims to “increase and enhance multi-disciplinary research on human ageing, particularly within the New Zealand context” (NZiRA, 2007), has conducted extensive and valuable research into a range of ageing related issues. However, research in this field is not esoteric or limited in its scope. The issues of an ageing population open up significant opportunities for research in the business school also. Employment relations, management and marketing issues are, perhaps, most obvious areas for research. However,  the numerous possibilities for investigation cover all subjects taught in the business studies curriculum, as well as teaching practice. 

5. Limitations and areas for future research 

This paper has provided an overview of several interrelated issues, each of which deserves in-depth analysis. The prospects for future research were outlined in the preceding paragraph.         

6. Conclusion

For Wallace (1999), the ‘agequake’ presents a simple truth: “if we are living longer, we have to work longer”. The roughly 50 year age span of the workforce will need to expand to encompass a broader inter-generational spread. Many older people will not be able to work beyond the current normal retirement age because of the physically arduous nature of their work or illness, particularly forms of dementia. Emphasis, therefore, needs to focus on those who can work into old age and to ensure they do meet their full capacities. This means ensuring that the well educated build upon their advantages, and the potential of the educationally disadvantaged of all ages is realised. Ageism needs to be banished from society, in particular, from the workplace and the classroom. Academics, who in general are likely to be capable of working longer than many other workers, will be ideally placed to play a pivotal role in attaining these goals through their teaching practice and research, but also as exemplars of productive older workers. Society does not face mutually exclusive choices between favouring the young, the middle aged or the old; everyone who can must be included and contribute to solving the challenges of the ageing population. ITP business schools have a critical role to play in enabling everyone who is able and willing continues to learn and retrain.       

 References

Alzheimers New Zealand. (2008). Dementia economic impact report 2008. Retrieved June 30, 2010, from http://www.alzheimers.org.nz/assets/Reports/AnnualReports/Dementia_Economic_Impact_Report2008.pdf
American Council on Education. (2008). Mapping new directions: Higher education for older adults. Retrieved July 12, 2010, from http://www.acenet.edu/Content/NavigationMenu/ProgramsServices/CLLL/Reinvesting/MapDirections.pdf 

Bishop, B. (2001). Foreword. In Access Economics, Population ageing and the economy. Canberra: Commonwealth Department of Health and Aged Care. Retrieved July 12, 2010, from http://www.health.gov.au/internet/main/publishing.nsf/content/ageing-ofoa-research-accessecon.htm/$file/popageing.pdf       

Boston, J., & Davey, J. A. (2006a). Conclusion: Risks and opportunities. In J. Boston & J. A. Davey (Eds.), Implications of population ageing: Opportunities and risks (pp 373-388). Wellington:  Institute of Policy Studies, Victoria University of Wellington.

Boston, J., & Davey, J. A. (2006b). Politics of ageing. In J. Boston & J. A. Davey (Eds.), Implications of population ageing: Opportunities and risks (pp 363-372). Wellington: Institute of Policy Studies, Victoria University of Wellington.

Brash, D. (Chair). (2009). Answering the $64,000 question: Closing the income gap with Australia by 2025, first report and recommendations 2025 Taskforce. Retrieved June 30, 2010, from http://www.2025taskforce.govt.nz/pdfs/2025tf-1streport-nov09.pdf
Callaghan, P. (2009). Wool to Weta: Transforming New Zealand’s culture and economy. Auckland: Auckland University Press. 

Chen, Y., Pethtel, O., & Ma, X. (2010). Counteracting age stereotypes: A self-awareness manipulation. Educational Gerontology, 36(8), 702-717.

Compston, H. (2006). King trends and the future of public policy. Basingstoke: Palgrave Macmillan.

Council for Adult and Experiential Learning & Council on Competitiveness. (2009). Bridging the skills gap: Why mature workers matter. Retrieved July 9, 2010, from http://www.compete.org/images/uploads/File/PDF%20Files/Bridging_the_Skills_Gap.pdf 

Davey, J. A. (2003). Human capital issues in aging workforce. Social Policy Journal of New Zealand, 20, 156-172. 

Davey, J. A. (2006). The labour market. In J. Boston & J. A. Davey (Eds.), Implications of population ageing: Opportunities and risks (pp 189-220). Wellington:  Institute of Policy Studies, Victoria University of Wellington.

Department of Labour. (2001). Workforce 2010: A document to inform public debate on the future of the labour market in New Zealand. Retrieved July 12, 2010, from http://www.dol.govt.nz/PDFs/workforce2010%20rep.pdf

Doolan, J. (2009, June 18). Government head in the sand over superannuation. The Independent Financial Review. p. 23. 

Dunstan, K., & Thomson, N. (2006). Demographic trends. In J. Boston & J. A. Davey (Eds.), Implications of population ageing: Opportunities and risks (pp 9-49). Wellington: Institute of Policy Studies, Victoria University of Wellington. 

English, B. (2009, 28 May). Budget speech. Retrieved June 1, 2009, from http://www.beehive.govt.nz/speech/budget+sets+out+new+zealand%e2%80%99s+road+recovery 

Fish, S. (2008). Save the world on your own time. New York, NY: Oxford University Press.

Fougère, M., & Mérette, M. (1999). Population ageing and economic growth in seven OECD countries. Economic Modelling, 16(3), 411-427.

Furedi, F. (2009a November 18). Let’s give children the ‘store of human knowledge’. Spiked Retrieved March 15, 2010, from http://www.spiked-online.com/index.php/site/printable/7717/
Furedi, F. (2009b). Wasted: Why education isn’t educating. London: Continuum.

Grossmann, I., et al. (2010).  Reasoning about social conflicts improves into old age.  Proceedings of the National Academy of Sciences of the United States of America 1001715107. Retrieved July 12, 2010, from http://www.pnas.org/content/early/2010/03/23/1001715107.abstract
Hursthouse, R. (2007). Virtue ethics. In E. Zalta (Ed.), The Stanford Encyclopedia of Philosophy. Retrieved July 12, 2010, from <plato.stanford.edu/entries/ethics-virtue>

John, M. T. (1988). Geragogy: A theory for teaching the elderly. Binghampton, NY, Haworth Press.  

Kaletsky, A. (2010, June 4). Retirement benefits are ruining the world. Dominion Post p. B5.

Kamenetz, A. (2010). DIY U: Edupunks, edupreneurs, and the coming transformation of higher education White River Junction, VT, Chelsea Green Publishing.

Khawaja, M., & Dunstan, K. (2000). The changing face of New Zealand’s population. Statistics New Zealand. Retrieved June 14, 2010, from http://www.stats.govt.nz/reports/articles/changing-face-of-nzs-population.aspx    

King, S. (1994). Women executives: Who cares for the carers? Management Development Review, 7(3), 1994, 30-32.

Kingsbury, N. (Chair). (2006). Report of the Tertiary Education Commission strategic review of pathways and staircasing. Retrieved July 15, 2010 from http://www.tec.govt.nz/Archive/2009/upload/downloads/pathways-staircasing-final-report-Sept-06-post-editing-and-DC-review.pdf   

Knowles, M. S. (1980). The modern practice of adult education: From pedagogy to andragogy.

(2nd ed) New York: Cambridge Books.

Kolata, G. (2010, July 14). Rules seek to expand diagnosis of Alzheimer’s. New York Times p. A1. 

Lemieux, A., & Sanchez Martinez, M. (2000). Gerontagogy beyond words: A reality. Educational Gerontology, 26(5), 475-498. 

Lemieux, A., Boutin, G., & Riendeau, J. (2007). Faculties of education in traditional universities and universities of the third age: A partnership model in gerontagogy. Higher Education in Europe, 32(2/3), 151-161.

Manheimer, R. J., & Moskow-McKenzie, D. (1995). Transforming older adult education: An emergency paradigm from a national study. Educational Gerontology, 21(6) 613-632.

Meyer, C. (2009). Work – global challenge. Future Agenda. http://www.futureagenda.org/?cat=21  

Morgan, G. (2006). Pension panic: Tough talk on sorting your finances. Random House New Zealand, Auckland.

New Zealand Institute for Research on Ageing (NZiRA). (2007). Aims. Retrieved July 12, 2010 from 


http://www.victoria.ac.nz/nzira/about-us/aims.aspx
New Zealand Superannuation Fund. (n.d.). How the fund works. Retrieved July 15, 2010 from http://www.nzsuperfund.co.nz/index.asp?PageID=2145875628  
Oram, R. (2008). Auckland 2060: A paper prepared for the Royal Commission on Auckland Governance. Retrieved June 14, 2010, from

http://www.royalcommission.govt.nz/rccms.nsf/0/C3F29A1B5867127DCC25753D000AEFF0/$FILE/Rod%20Oram%20-%20Auckland%202060%20FINAL%2013%20Jan%2009.pdf?open 

Organisation for Economic Co-operation and Development (OECD). (1998). Maintaining prosperity in an ageing society. Policy Brief. Retrieved June 12, 2010, from http://www.oecd.org/dataoecd/21/10/2430300.pdf

Organisation for Economic Co-operation and Development (OECD). (2008). Higher education to 2030, vol 1: Demography. Paris, OECD.  

Paul, S., Rashbrooke, G., & Rea, D. (2006). Retirement incomes. In J. Boston & J. A. Davey (Eds.), Implications of population ageing: Opportunities and risks (pp 127-159). Wellington:  Institute of Policy Studies, Victoria University of Wellington.
Robinson, V. (2010, July 16). Million Kiwis lack basic skills, says Joyce. Dominion Post p. A2

Salthouse, T. (2010). Major issues in cognitive aging. Oxford: Oxford University Press.

Schuetz, J. (1982).  Geragogy: Instructional programs for elders. Communication Education, 31(4), 338-347.

St John, S. (1999). Superannuation in the 1990s: Where angels fear to tread? In J. Boston, P. Dalziel & S. St John (Eds.), Redesigning the welfare state in New Zealand: problems, policies, prospects. Auckland: Oxford University Press.

Stock, R. (2010, July 18). Live long and proposer … or maybe not. Sunday Star-Times p. D5.

Swinford, S., & Kerbaj, R. (2010, July 18). The silver lining. Sunday Star-Times [escape] p. 17. 

Thane, P. (2000). Old age in English history: Past experiences, present issues. Oxford: Oxford University Press.  

Tice, C. J., Harnek Hall, D. M., & Miller, S. E. (2010). Reducing student bias against

older adults through the use of literature. Educational Gerontology, 36(8), 718-730.

Tolley, A. (2009). Budget 2009 – Education funding. Retrieved July 15, 2009, from


http://theyworkforyou.co.nz/portfolios/education/2009/jun/03/budget_2009

Treasury (2009a) Challenges and choices: New Zealand’s long-term fiscal statement. Wellington: Treasury.

Treasury. (2009b). The estimates of appropriations for the government of New Zealand for the year ending 30 June 2010. Wellington: Treasury. 

U3A. (2009). About U3A. The Third Age Trust. Retrieved July 20, 2010, from http://www.u3a.org.uk/about-u3a.html 

Walker, M., Udy, K., & Pole, N. (1996). Adult literacy in New Zealand: Results from the international adult literacy survey. Ministry of Education. Retrieved June, 12, 2010 from http://www.educationcounts.govt.nz/publications/assessment/5731 

Wallace, P. (1999). Agequake: Riding the demographic rollercoaster shaking business, finance and our world. London: Nicholas Brealey Publishing.

Watkins, T. (2010, July 24). The silver tsunami. The Dominion Post. pp. B1-B2. 

Wilson, P., & Rodway, P. (2006). Ageing and the long-term fiscal position. In J. Boston & J. A. Davey (Eds.), Implications of population ageing: Opportunities and risks (pp 99-126). Wellington:  Institute of Policy Studies, Victoria University of Wellington.  

Westen, D. (1996). Psychology: Mind, brain & culture. New York, NY: John Wiley & Sons.

Wodak, R., & Riesigle, M. (2001). Discourse and racism. In D. Schiffen, D. Tannen & H. E. Hamilton (Eds.). The handbook of discourse analysis (pp. 372-397). Oxford: Blackwell.   

PAGE  
13

