Asian Social Science; Vol. 12, No. 1; 2016
ISSN 1911-2017  E-ISSN 1911-2025
Published by Canadian Center of Science and Education

Retirement Planning & Job Satisfaction: Cushion to Avoid Bridge
Employment?

Zaiton Osman', Phang Ing@Grace', Azaze-Azizi Abd Adis', Izyanti Awg Razli', Mohd Rizwan Abd Majid' &
Imbarine Bujang®

! Faculty of Business, Economics & Accountancy, Universiti Malaysia Sabah, Sabah, Malaysia
? Faculty of Business and Management, Universiti Teknologi Mara, Malaysia

Correspondence: Zaiton Osman, Faculty of Business, Economics & Accountancy, Universiti Malaysia Sabah,
88400 Kota Kinabalu, Sabah, Malaysia. Tel: 60-12-969-0204. E-mail: zaiosman@ums.edu.my

Received: April 11,2015  Accepted: May 23,2015  Online Published: December 21, 2015
doi:10.5539/ass.v12n1p30 URL: http://dx.doi.org/10.5539/ass.v12n1p30

Abstract

Retirement forces older workers to disconnect with their previous behavioural patterns and economic position.
Transition and adjustment from working life to retirement places great psychological pressure and financial
distress on older workers, especially those with dependent children. Bridge employment provides a solution for
older workers to continue working after retirement while transitioning into retirement slowly and smoothly. As
losing the job role has a significant impact on the psychological well-being of retirees, engaging in bridge
employment helps to fulfil the important psychological functions of older workers by providing an adaptive style
to retirement. This study investigates the influence of retirement planning and job satisfaction on bridge
employment. A self-administered questionnaire was used in this study and a total of 523 samples were collected
for nine major districts in Sabah. Data were analysed using Partial Least Square (PLS) method version 2.0. The
result showed a significant relationship between retirement planning and job satisfaction on bridge employment,
explaining 4.7% the variance in bridge employment and job satisfaction was found to be the strongest predictor
of bridge employment.
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1. Introduction

Ageing forces changes in a person's life, whether it is from the physical, psychological or the psychosocial
aspect. Embarking into retirement, older worker would cease or discontinue from their previous behavioural
patterns as well as let go of their economic positions, leading to a process of adjustment and transition (Reis &
Gold, 1993). Having to adjust and transit from an active lifestyle into a slower pace lifestyle will indirectly affect
the psychological well-being of retirees. The role loss resulting from retirement transition can cause retirees to
feel anxious or depressed, which may lead to low levels of well-being in retirement (Riley & Riley Jr., 1994). A
well-planned pre-retirement will invite a comfortable adjustment and transition into retirement life and a delayed
pre-retirement planning among older workers, however, tend to build psychological distress due to having too
little monetary saving for retirement (Keating & Marshall, 1980).

Previous research and reports on retirement funds saved by either the private firms employees as well as
government servant in Malaysia concluded that similar amount earned before retirement is need after retirement
and saving accumulated prior to retirement is expected to be depleted within five years to 13 years (Othman,
2010; EPF., 2012). Meanwhile, the Department of Statistics (2012) estimated that all Malaysians need to spend
an average of 20 years in retirement (based of retirement age of 60 years); hence sole dependence on either
government pension funds or Employees Provident Fund (EPF, hereafter) will not provide adequate retirement
income for future retirees.

Ageing population is becoming a concern in Malaysia and it is inevitable and therefore, there will not be
adequate funds to financially support the retired population in Malaysia if Malaysian were to rely solely on EPF
or government funds during retirement. In order to be financially liable, older workers are forced to postpone
their retirement and retained in the work force either doing some part-time or temporary work or even full-time
employment. Working after retirement either part-time or full-time in the same career field or different field is
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known as bridge employment (Kim & Feldman, 2000). Bridge employment provides an opportunity for income
replacement after retirement as well as psychological comfort before transiting into retirement among older
workers. At the same time, as many of today’s job are knowledge- or technology-based, this situation permits
older workers to continue their career even after retirement age (Miller & Nyce, 2014). This paper investigates
the effect of retirement planning and job satisfaction on bridge employment among working individuals in
Malaysia. This paper is organised with first, a brief introduction of the literature review on ageing population in
Malaysia and followed by bridge employment, retirement planning and job satisfaction discussed and conducted
by previous research. Secondly, this paper introduces the methodology used to investigate the association
between retirement planning, job satisfaction and bridge employment. After that, the next section discusses the
result tested using Smart PLS and the last part includes conclusion and some recommendation for future
research.

1.1 Ageing Population in Malaysia

The proportion of Malaysian aged above 60 years is expected to be more than doubled from 7% of the total
population in 2000 to 16% in 2020 (Department of Statistics, 2010). Between 1990 and 2020, the aged
population is expected to increase by 210%, an increase from 1.05 million in 1990 to 3.26 million in 2020
(Mafauzy, 2000). Similarly, the proportion of Malaysia population age 60 and older has increased from 5.2
percent in 1970 to 6.3 percent in 2000 and has been projected to be 9.9 percent in 2020.

Malaysia is expected to experience a steep increase in the share of elderly persons in the population but at the
same time there was a decline in the share of working population and by 2040, one fifth of Malaysians are
expected to be in the greater than 60-years bracket (Mafauzy, 2000). This is also shown by the total dependency
ratio which is projected to decline from 47.8 to 44.9 for the period of 2010 to 2040. This trend is affected by the
decline in young age dependency ratio from 40.4 to 28.3 while old age dependency ratio is expected to double
from 7.4 to 16.6. These ratio proved that the working age population (15 to 64 years old) would have to shoulder
the increasing number of old age population. Low birth rates and increased life expectancies are the results of a
serious skill shortages in the future, as the ratio between matured aged and younger workers shifts in favour of
the ageing segment of the population (Department of Statistics Malaysia, 2010).

Previous studies also found that the effect of ageing will contribute to a disproportionate ratio between men and
women as women tend to live longer than men (Mafauzy, 2000; Jasmine Kaur, 2014). The ratio of men per 100
women will decrease from 90.1 in 1990 to 85.8 in 2020. On a contradict note, longer life expectancy especially
among female provides opportunities to participate in bridge employment among working population in Sabah.
Recognising the importance of older workers and the issues of ageing population, initiatives and efforts by both
the Malaysian government and private firms have taken placed in attracting and retaining the older workers in
the workforce, including imposing a fine of RM 10,000 on employers guilty of requesting an employee to retire
prior the age of 60 by the Government of Malaysia as well as recognising the “hard-to-replaced” skills and
experience possessed by older workers especially among private firms (Kaur, 2014; Chan, Yeoh, Lim, & Osman).

2. Literature Review
2.1 Bridge Employment

The term ‘bridge employment’ is used by Kim and Feldman (2000) and Shultz, (2003) to refer to the pattern of
labour force participation presented by older workers as they leave their career jobs before a complete
withdrawal from the labour force. Bridge employment is a potentially valuable asset to the organizations as it
can provide experienced and well-trained talents to organization, while these talents are in the process of
transition and adjustment to retirement. These older workers can play mentoring positions and guide successors
in managing the organization (Maule, 1995; Quinn, Berkhauser, & Myers, 1990).

As suggested by continuity theory, older workers need to; (1) maintain a daily routine, (2) sustain structure in
their daily lives by participating in activities they value highly, (3) seek continuity through some form of work
involvement, and (4) sustain a level of satisfying social contact in their old age and by engaging into bridge
employment, it will help older workers to gradually transit and adjust into retirement by having fewer working
hours and a more unstructured and flexible work condition (Atchley, 1989). Bridge employment engagement is
identified to provide three main benefits for older workers, namely, (1) continued activity and daily structure
(Atchley, 1989), (2) less-work and less job-related stress (Feldman, 1994) and (3) a better self-worth from having
the ability to provide valuable information and guidance to the next generation (Levinson, 1978).

Gobeski and Beehr (2009) suggested that bridge employment can be divided into two main categories, career
bridge employment and non-career bridge employment (bridge employment in a different field). Career bridge
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employment engagement may take place either with the same organisation as the career job, which occurs most
commonly for career bridge job holders or at a different organization where the individual works in the same
occupation (Raymo, Liang, Sugisawa, Kobayashi, & Sugihara, 2004). When an older worker decided to engage
in bridge employment in a different field, they accept a reduced in wages and status, in return for the flexibility
of a bridge job (Feldman, 1994; Raymo et al., 2004; Ruhm, 1990; Shultz, 2003). In addition, a study conducted
by Jones and McIntosh (2010) indicated that older workers whom were more organizationally focused prefers to
engage in bridge employment in the same field, meanwhile those whom were more occupationally focused
prefer to engage in bridge employment in a different field. Similarly, bridge employment decision to either
embark on career-based or organisation-based is highly influence by skills possessed by older workers,
experiences with task and organisation, career and organisational commitments factors, job seeking self-efficacy,
perceived subjective norms, positive attitudes as well as work with ease of transition to retirement process
(Gobeski & Beehr, 2009; Lu, 2012; Mariappanadar, 2013; Pengcharoen & Shultz, 2010; Zhan, Wang, & Yao,
2013). Retirees with strong entrepreneurial orientation and low organizational tenure tended to take a bridge job
in the same field as the career job, and those retirees exhibiting for example, a desire to pursue specific business
opportunities or a new career (otherwise known as the “pull” factors) will take a bridge job in a field different
from their career job (Davis, 2003).

Previous studies also identified among the important motivators persuading older worker to retain in the
workforce which include financial inadequacy, flexible working arrangements, interests outside of work, and
management and organisational factors, perception of income inadequacy, firm policies supporting aged
employees as well as attitudes towards retirement (Shacklock & Brunetto, 2011; Zappala, Depolo, Fraccaroli,
Guglielmi, & Sarchielli, 2008; Winkelmann-Gleed, 2012). Bridge employment is also associated with retirees
who are younger in age, have longer tenure with their current employers, have lower salary before retirement and
have spouses still in the workforce and have children to support (Kim & Feldman, 2000).

2.2 Retirement Planning

Research conducted by Wang and Shultz (2010), summarised four theoretical conceptualisations of retirement
(i.e.; retirement as decision making, retirement as an adjustment process, retirement as career development stage
and retirement as part of human resource management) that have been conducted by various researchers over the
past 20 years. This research will conceptualise retirement planning as an adjustment process, which refers to the
process through which retirees get used to the changed aspects of the transition from working life to achieving
satisfaction and psychological comfort in their full-retirement (van Solinge & Henkens, 2008; Wang, 2007).
According to this process, the timing of retirement is not the highlight of the adjustment process, what is more
crucial is the pre-retirement preparation, the resources embedded within the process as well as the amount of
changed activities that will occur due to the adjustment process. The decision to retire might be similar among
older workers but the adjustment into this transition might involve a more complex functional mechanism than
the simple retirement decision content (Szinovacs, 2003).

Planning for retirement is not an easy task. Adequate planning requires extensive information and an
understanding of the elaborate rules governing social security and pension plans offered by the government
(Lusardi, 1999). Lusardi (1999) further confirmed that households who spend time planning for retirement show
a significant increase in their savings as compared to those who did not plan for retirement. Financial planning
activities could include information seeking activities, for instance, meeting with a financial investment or
retirement counsellor (Grable & Joo, 2001; Richardson, 1990), attending a financial seminar (Lusardi, 2003), or
participating in a workplace retirement preparation program (Bernheim & Garrett, 1996; Madrian & Shea, 2001)
which in turn stimulates saving practices (Gustman & Steinmeier, 2000).

Past research reported that retirement planning predicts a higher level of post-retirement adjustment across a
variety of occupational settings, for instance the public sector (Taylor & Doverspike, 2003), private sector
(Reitzes, Mutran, & Fernandez, 1996) and military setting (Spiegel & Shultz, 2003). For instances, a military
personnel in Malaysia usually retired at the age of 40 to 45 years old after serving the military not more than 21
years (Peraturan-Peraturan Angkatan Tetap 1982). This situation provides opportunities for retired military
personnel to seek other career as they are physically and psychologically capable to continue working. Being
prepared and plan for retirement will ensure that these military personnel experience smooth adjustment and
transition while continue working by opting for bridge employment or entrepreneurial opportunities.

Western literature also proved that older workers who had prepared for retirement and were ready to make the
transition had a higher chance of withdrawing from the workforce at an earlier age (Reitzes et al., 1996; Taylor
& Shore, 1995). Moreover, classic research had also proven that a lack of retirement preparedness will lead to
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the failure of successful retirement adjustment (McPherson & Guppy, 1979; Teaff & Johnson, 1983) which
forces older workers to remain in the workforce for a longer period of time.

Retirement planning is important for the financial security of an individual as well as for the future retiree’s
well-being. According to Aiken (2002), retirement planning leads to realistic expectations of retired life and a
better degree of preparation with respect to finance and attitudes. Moreover, financial preparation is said to
provide satisfaction among retirees (Elder & Rudolph, 1999). However, many workers are not prepared for
retirement simply because they have no clue on how much money they need during retirement (Goldman, 2008;
Lusardi & Mitchell, 2007b). Subsequently, Wang and Shultz (2010), in their work of summarising retirement
planning literature noted that the long-term influence of retirement planning on postretirement outcome (i.e.;
bridge employment, full-retirement) remains lacking and is relatively unknown. Moreover, a similar research
reported that there is a lack of study that explicitly presents how retirement planning may influence
postretirement outcomes on the retirement transition process. Based on the review of literature, the authors
hypothesize that:

H1 Retirement planning among working individual in Malaysia has a direct positive effect on bridge
employment.

2.3 Job Satisfaction

Most definition of job satisfaction is quite similar, although they may differ in the conceptualisation of the
‘achievement of one’s job values’. Job satisfaction or dissatisfaction is a context in which an employee likes or
dislikes his or her work. It also has been defined as a general attitude towards one’s job as well as one's feelings
pertaining to the type of one's work (Ahmad, Ali, Rehman, Aslam Khan, & Waseemullah, 2010). Mobley and
Locke (1970) views job satisfaction and dissatisfaction as constructs of perceived association between an
individual's expectations of the job with the actual important values gained from the job.

The classical motivation theories proposed that intrinsic stimulus promote subsequent efforts (Herzberg et al.,
1967; Herzberg, 1968). Older workers who are satisfied with their work are more likely to prefer or maintain a
positive affective state. Hence, they are less likely to opt for retirement and are more likely to engage into bridge
employment (Lim & Ng, 1997). Subsequently, Straws and Sayles (1980) stated that job satisfaction has been
always treated in connection with motivation because of the similarities in them. They also defined job
satisfaction as a match between characteristics of the job and the need of the individuals. This is similar to the
classic work of Hackman and Oldham (1975), whom proposed the Job Diagnostic Survey (JDS). Employees are
expected to either experiences positive internal feeling when working effectively or negative internal feeling
when doing the job poorly. Similarly, being satisfied with the current job will provide a higher probability in
retaining with the same organization and higher chances of engaging in bridge employment with the same
organization (You, Huang, Wang, Liu, Lin, & Tseng, 2013). Among the main factors that contribute to
employees’ job satisfaction are job content, wages (Groot & van Den Brink, 1999), job stability (Ahmad et al.,
2010), organisational climate, occupational stress, age and gender (Khan, Ramzan, & Butt, 2013; Artz, 2012).
Hence, it is hypothesized that:

H2 Jos satisfaction among working individual in Malaysia has a positive direct effect on bridge employment.
3. Methodology

The respondents selected for this study are working adults from both public and private sector in Sabah,
Malaysia as the unit of analysis. Past research has proved that age has a significant effect on what type of
retirement outcomes to pursue (Lu, 2012; Templer, Armstrong-Stassen, & Cattaneo, 2010a; von Bonsdorff,
Shultz, Leskinen, & Tansky, 2009).The respondents are divided based on age group of young-age group (ten
years or less of working experience), middle age group (more than ten years of experience and more than 10
years before retirement age) and old age group (less than ten years to retirement). Roscoe's (1975) rule of thumb
for determining sample size suggested that a sample size larger than 30 and less than 500 was appropriate for
most research. This study also adopted a probability sampling design, i.e. proportionate stratified random
sampling. Based on the literature reviews and the conceptual framework, the empirical model for investigating
the association between psychological determinants and retirement in predicting bridge employment for this
study is as per below;

BEi =0+ BIRPi + BzJSi + g
Where;
BE = the value of the Bridge Employment (Dependent variable)
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= Alpha, a constant; equals the value of BE when the value of independent variables equals to zero

B = Beta, the coefficient of independent variables which indicates how much bridge employment
changes for each one-unit change in the independent variables.

RP = the value of Retirement Planning (Independent Variable)

JS = the value of Job Satisfaction (Independent Variable)

€ = the error term; the error in predicting the value of bridge employment, given the value of all the

independent variables.
3.1 Data Collection and Procedures

This study collected a sample of 550 hundred respondents in two steps. The first step in the selection of
respondents was to ensure that the number of respondents selected from nine main districts in Sabah remained
proportionate to the total percentage needed from each strata or district. Data was collected via a
self-administered survey instrument in major towns in Sabah. The selected locations were the major districts of
Sabah namely, Kudat, Ranau, Kota Kinabalu, Beaufort, Sandakan, Tawau, Keningau, Semporna and Lahad Datu.

The second step in the sampling process was to stratify and divide the respondents into three age categories, i.e.
(1) young age, (ii) middle age and (iii) old age. The young age category referred to working adults with ten years
or less of working experience, while, middle age referred to working adults with more than ten years of
experience and more than 10 years before retirement age. The last category of old age referred to working adults
with less than ten years to retirement. This study decided to divide the age group categories into three different
groups based on the past researchers’ work that found age to have a significant effect on bridge employment. As
indicated by previous research, older individuals were less likely to plan to engage in bridge employment than
younger people (von Bonsdorff et al., 2009) due to the fact that age has an indisputable effect on the employees’
ability to continue working. Stratifying the sample based on the age factor would provide a significant
generalisation on the Sabah population. Based on the number of respondents required from each district and age
group, respondents were then randomly drawn from the list of future pensioners obtained from the Department
of Civil Servants and major private organizations in Sabah.

3.2 Measurement and Assessment of Goodness of Measure

A survey instrument via a self-administered questionnaire using a five-point Likert scale was used in this
research. Questions for this study were adopted and adapted from past established research in the area of bridge
employment, retirement planning and job satisfaction, which had been separately tested in a different
environment, which further strengthened its content and criterion-related validity (Davies & Cartwright, 2011;
Hackman & Oldham, 1974; Hershey & Mowen, 2000).

3.3 Goodness of Measures

The two main criteria used for testing goodness of measures are validity and reliability. Validity of a scale refers
to the degree to which it measures what it is supposed to measure and reliability indicates stability and
consistency in terms of measuring the concepts and providing an assessment on the ‘goodness’ of a measure
(Sekaran & Bougie, 2010).

3.4 Construct Validity

Construct validity testifies to how well the results obtained from the use of the measure fit the theories around
which the test is design (Sekaran & Bougie, 2010). The first process of construct validity is to look the respective
loadings and cross loadings from Table 1 to assess if there are problems with any particular items. The authors
used a cut-off value for loadings at 0.5 as significant (Hair et al., 2010). If any items which has a loading of
higher than 0.5 on two or more factors then it is considered as significant cross loadings. In this study, it is
observed that all the items measuring the particular construct loaded highly on the construct and loaded lower on
the other constructs thus conforming construct validity.

3.5 Convergent Validity

As suggested by Hair et al. (2010), factor loadings, composite reliability and average variance extracted from the
study to measure its convergent validity. The loadings for all items exceeded the recommended value of 0.5
(Hair et al., 2010). Composite reliability value (refer to Table 2), which depict the degree to which the construct
indicators indicate the latent, range from 0.537 to 0.881which exceeded the recommended value of 0.5 (Hair et al,
2010). The average variance extracted (AVE) measures the variance captured by the indictors relative to
measurement error, and it should be greater than 0.50 to justify using a construct (Barclay et al., 1995). The
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average variance extracted, were in the range 0.507 to 0.529.

Table 1. Loadings and cross loadings

Bridge Employment Job Satisfaction Retirement Planning
BridgeE1 0.659353 0.015509 0.090886
BridgeE2 0.666762 0.036365 0.134273
BridgeE4 0.611492 0.018247 0.063326
BridgeES 0.881404 0.231667 0.135528
JobS1 0.08282 0.669042 -0.010138
JobS4 0.109311 0.626114 0.190324
JobS6 0.160796 0.84038 0.127336
RetirePLan5 0.163259 0.128304 0.837973
RetirePlan2 0.115988 0.096827 0.799924
RetirePlan3 0.137099 0.092372 0.826631
RetirePlan4 0.10478 0.109555 0.676745
RetirePlan6 0.089091 0.190324 0.759528
RetirePlan7 0.101011 0.058625 0.70041
RetirePlan8 0.074555 0.184621 0.536751
RetirePlan9 0.007195 0.031088 0.626543

Bold values are loadings with are above the recommended value of 0.5

3.6 Discriminant Validity

The discriminant validity (the degree to items differentiate among construct or measure distinct concepts) was
measured by examining the correlations between the measures of potential overlapping constructs. Items should
load more strongly on their own constructs in the model, and the average variance shared between each construct
and its measure should be greater than the variance shared between the construct and other constructs (Compeau
et al., 1999). As shown in Table 3, the squared correlation for each construct are less than the average variance
extracted by the indicators measuring the construct indicating adequate discriminant validity. In total, the
measurement model demonstrated adequate convergent validity and discriminant validity.

Table 2. Results of measurement model

Model Construct Measurement Items Loading CR?* AVE®

Bridge Employment BridgeE1 0.659353 0.801357 0.507528
BridgeE2 0.666762
BridgeE4 0.611492
BridgeES 0.881404

Job Satisfaction JobS1 0.669042 0.758236 0.515292
JobS4 0.626114
JobS6 0.84038

Retirement Planning RetirePLan5 0.837973 0.898143 0.528937
RetirePlan2 0.799924
RetirePlan3 0.826631
RetirePlan4 0.676745
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RetirePlan6 0.759528
RetirePlan7 0.70041
RetirePlan8 0.536751
RetirePlan9 0.626543

* Composite Reliability (CR) = (square of the summation of the factor loadings)/{(square of the summation of
the factor loadings) + (square of the summation of the error variances)}

b Average Variance Extracted (AVE) = (summation of the square of the factor loadings) /{(summation of the
square of the factor loadings) + (summation of the error variances)}

RetirePLan5

RetirePlan2

RetirePlan3
RetirePland

BridgeE1
RetirePlang

BridgeE2
RetirePlan7

Retirement Planning

RetirePlang

BridgeE4
RetirePlang

Bridge Employment
BridgeES>
Job51
JobS4
JobSa

Job Satisfaction

Figure 1. Research model

3.7 Structural Model

The structural model represent the relationship between construct or latent variables that were hypothesized in
the research model. The goodness of the theoretical model is established by the variance explained (R?) of the
endogenous construct and the significance of all path estimates (Chin, 2010). Together the R* and the path
coefficient indicate how well the data support the hypothesized model (Chin, 1998). Figure 1 and Table 3 shows
the results of structural model from Smart PLS output. Retirement planning was found to be significantly related
to bridge employment (B = 0.133, p < 0.05) and similarly, job satisfaction was also found to be significantly
associated with bridge employment (f = 0.152, p < 0.05), thus supporting H; and H, of this study. Looking
closer at the results showed that job satisfaction is a stronger predictor to bridge employment as compared to
retirement planning.

Retirement Plamnming

Job Satisfaction

Bridge Employment

Figure 2. Structural model
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Table 3. Summary of the structural model

Path Hypotheses  Path Coefficient  Standard Error  t-value Results
Retirement Planning -> Bridge Employment H, 0.133217 0.042890 3.106**  Supported
Job Satisfaction -> Bridge Employment H, 0.151656 0.081928 1.851*  Supported

4. Discussion and Conclusion

The purpose of this study is to investigate the effect of retirement planning and job satisfaction on bridge
employment among working individual in Sabah, Malaysia. The results from this study supported the theory of
continuity, which posits that an individual’s identity and self-concept do not differ greatly before and after
retirement, or during the retirement transition. Continuing to work in retirement is consistent with continuity
during the retirement transition. the importance of planning in retirement-related decision making, and noted that
retirees are said to be motivated in maintaining continuity, and to improve their own satisfaction and well-being
by engaging into similar form of work activities before their retirement. As reported by Taylor-Carter, Cook, and
Weinberg (1997) an individual who engages in retirement planning tend to report less anxiety and depression
about retirement, greater confidence about managing the transition to retirement and better adjustment,
satisfaction (Rosenkoetter & Garris, 2001; Spiegel & Shultz, 2003) and well-being once retired (Noone,
Stephens, & Alpass, 2009).

Moreover, one classic study found that retirees’ decisions to engage in bridge employment will be influenced by
their desire to closely approximate their current standards of living after leaving their full-time jobs (Daniels &
Daniels, 1991). Similarly, retirees may decide to view retirement as another logical career stage (Quick & Moen,
1998) and maintain the same life routine or schedule as before (Kim & Feldman, 2000), participate in leisure
activities and sustain levels of social contact (Pushkar et al., 2009; Harlow & Cantor, 1996), maintain a stable
self-concept (Troll & Skaff, 1997); or continue to work (Kim & Feldman, 2000). This study shows that even
though the respondents perceived retirement planning as an important tool for retirement, they also posits that
doing the right retirement planning will open opportunities for them to continue working in other area such as
entrepreneurship. Planning for retirement helps to guide them in the direction of business which might or might
not be different from their current career employment.

Past research on retirement and job satisfaction proved that individuals who are satisfied with their career jobs
might be willing to engage into bridge employment if the job is similar to their career job (Gobeski & Beehr,
2009). However, results from past research on retirement planning and job satisfaction based on different studies
and different samples, were inconsistent. Gobeski and Beehr (2009) concluded that without examining the role
played by bridge employment, researchers would not know why this inconsistency exists. The result from this
study may shed some lights on such inconsistency.

The result from this study shows that job satisfaction plays an essential role in its association with bridge
employment. This indicates that if an individual is satisfied with his/her job and also plans for his/her retirement,
there is a high chance of him/her engaging into bridge employment. This result proved that job satisfaction plays
a crucial role in encouraging the willingness to engage in bridge employment among older workers despite the
different bridge employment options. Similar research conducted by Gobeski and Beehr (2009) found that when
the retirees were satisfied with their career jobs, they were more likely to take a bridge employment in the same
career. They concluded that favourable reactions to career job were related to taking a bridge employment that is
in the same field as that of the career job; while unfavourable reactions to the career job were related to taking a
bridge employment in a different field (Gobeski & Beehr, 2009).

As a conclusion, this study is conducted to investigate the association between retirement planning and job
satisfaction with bridge employment. This study proved that both variables are predictors to bridge employment.
However, this study is not without flaws. This study is based on cross sectional self-reported data pertaining to
attitudes towards perceived bridge employment and preferences towards bridge employment rather than
measuring actual behaviour. Longitudinal study should be conducted in order to measure the actual attitudes and
behaviour is being measured towards bridge employment. This study is also limited in terms of geographical and
sample which was targeted at working individual at large, in the state of Sabah, Malaysia. A study which include
larger coverage of area as well as specific economic sector should be conducted so that which sector of economy
that is in need of bridge employment can be easily identified.
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