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Abstract

This paper discussed the role and importance of
human resource (HR) in organisations. Human
resource roles in every organisation cannot be
overemphazised and its contribution to life in
retirement is very significant. Effective HR ensures
a well planned retirement for every employee in an
organisation and the promotion of a well
meaningful life after retirement. In the pension
reform scheme, HR ensures provision of accurate
benefits and other entitlements for employees in any
organisation. A proper HR risk management plan
enables HR managers to deal with the employees
involvement in the risks associated with life after
reitrement and manage the employees’ benefits
within the organisation. Effective human resource
management and human resource skills determine
the success they will have with people in retirement
age and avoid risk associated with their life. The
study concluded that human resource management
helps in reducing risk associated with life in
retirement in Nigeria.

Keywords: Human, Resource, Management, Risk,
Retirement

I.  Introduction
Human resource (HR) is seen as the most
valuable asset of an organisation. The organisations
maintain human resource in an organized manner to
achieve maximum output. Therefore, in this regard,

the organisations seek an effective and successful
knowledge management environment for recruiting
a suitable employee (Podolny, Khurana& Hill-
popper, 2019). Human resource management
(HRM) can be considered as the procedure of
overseeing employee ability to accomplish
organisation’s goal (Haslinda, 2019). Organisations
ought to, hence, guarantee that they know how to
handle their most vital resource. HRM includes the
configuration and usage of different policies and
practices that guarantee a sustainable economical
upper hand. With a specific goal to cut expenses
most organisations have begun outsourcing their HR
capacities and getting rid of their HR offices, as
simple as it is to get another person to do payroll,
they overlook that HR workers add a human touch
to the procedures for the organisation throughout a
typical day.

Human resource department is focused on
the recruitment and retention of employees within
an organisation. HR typically finds, hires (and fires),
trains employees, it oversees employee relations and
manages benefit programme. It is the place where an
employee goes with questions about their position at
the organisation, to address concerns, and to air
grievances.

An organisational’s human resource (HR)
department manages the life cycle of each employee
from recruitment and onboarding to training and
termination or retirement. HR department also must
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monitor industry trends and rules to stay on top of
compliance and legal issues as well as focusing on
human resource management, using strategic
investments and initiatives to improve an
organisation's workforce. The long-term goal of
HRM is to create a more positive, loyal, and
productive workforce, which ultimately benefits the
organisation. A human resource (HR) department
performs human resource management functions,
such as finding, hiring, training, and supporting new
employees. As a result, HR departments are
responsible for such important tasks as reviewing
resumes, keeping track of employee information,
and ensuring compliance with labour laws and
employment standards (John, 2014).

HR also administers compensation benefits
and their existence is to add value to an organisation
by providing objective guidance to managers and
employees on people-related matters. This
responsibility is done through a combination of day-
to-day support for employees, project work, and
long-term strategic planning. A well-managed HR
department finds the right people for the job and
does what it takes to keep them content and
productive. HR leaders are seeking creative
retirement programs for their mature-age employees
designed to help those who want to remain in the
organisation but in a more flexible capacity. They
also are providing assistance and support for those
who have decided to transition out of the
organisation to pursue the next phase of their lives
in a way that allows them to continue to find
meaning and purpose. Employees are finding they
are no longer tied to the traditional retirement
model. Organisations consist of groups of
individuals bound together by common objective
functions, like maintenance or changing the
institutions by accordingly enforcing the formal and
informal rules irrespective of their gender and age
(John, 2014).

Social contract defines our expectations for
ourselves as individuals and for our society as a
whole, and what we desire from government and the
economy. For the individual, the contractual rules
involve the obligation to have an education, to work
when work is available, to take care of one’s family,
and to raise children with the same sense of
responsibility. For the employer, the rules include
the obligation to pay a fair wage, prompt and regular
payment of both gratuity and pension to the retirees,
to treat workers with dignity during and after they
might have disengaged from active service, to
compete on fair terms, and to respect common
assets. The government’s duty is to create adaptable

institutions to manage and enforce those obligations
(Abdulazeez, 2014).

The state plays a pivotal role in structuring
the existential realities of its citizenry because of its
monopolistic control over valued social resources in
the society. When these responsibilities are balanced
and well understood, we have a sense that the social
contract is working, even when the economy is
underperforming. It is when they are not balance
that feelings of discontent arise; we hear mumblings
that “the system” is not fair, or that the government
is not working, and our economy loses some of its
potential. In this sense, the social contract is both a
political agreement and a set of economic and social
programs.

Social protection seeks to shield workers at
their work places from harsh, dangerous and
unhealthy conditions of work. It provides access to
health care, a minimum income for people whose
income places them beneath the poverty line and
supports for families and children. It replaces
income from work lost through illness,
unemployment, maternity, disablement and loss of a
benefactor or ageing. As a corollary of income and
employment policies, social protection is a powerful
instrument for reducing poverty and improving
people's lives (Abdulazeez, 2014) .

11 HR Risk Management Plan

HR risk management should be an integral
part of all organisations regardless of their size or
industry. Nowadays, HR professionals need to have
a risk management plan in order to help their
organisations in monitoring and preventing potential
risks. In case a possible risk arises within the
organisation, a well-prepared risk plan helps the
organisation mitigate the risk and minimize its
impact. Hence, a proper HR risk management plan
enables HR managers to deal with the employees
involved in the organisation’s risks, manage the
employees within the organisation, and also make
adequate hiring decisions. Even though each
organisation has its own rules, procedures, and
policies which they follow when creating a proper
HR risk management plan, it is important to pay
attention to the following:

e Compliance and regulations: Each HR
Department should be aware of different
laws and regulations that their organisation
and employees should comply with, as
organisations may cause noncompliance
without being aware, and possibly face
lawsuits too. As such, it is essential for the
HR department to be aware of all local laws
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and regulations and ensure that all
employees comply.

e Evaluate the onboarding process: When
welcoming new employees, HR should
allocate some time to obtain feedback from
new employees regarding their experience
on the onboarding process as well. If new
employees  experience a  confusing
onboarding process then it might be difficult
for them to understand the important tasks
that they could be involved in. In addition,
managers should share their opinion in a way
that makes the new employees feel
welcomed within the organisation.

e Leadership: In some cases, employees leave
their workplace because of their managers.
Therefore, it is the duty of the HR
representatives to ensure that managers are
doing a good job in leading and guiding their
employees, as this would prevent several
problems.

e Build a clear organisation culture: HR
should identify the main characteristics and
behaviour that contribute to an unfriendly
work environment and communicate them to
all employees, to make them aware of the
behaviour that may overwhelm the work
environment.

e Develop a proper recruitment plan: In
order to hire proper employees, HR should
take the time to plan for it. Hiring new
employees in a rush may present potential
problems in the future (Ubhenin, 2012).

Il.  Retirement

Retirement is a process that separates an
individual from a job role or as termination of a
pattern of life and a transition. The causes of the
detachment or separation may be due to old age,
poor health, social pressure or apathy. Retirement is
the point where people stop employment
completely. A person may also semi-retire by
reducing work hours. Many people chose to retire
when they are eligible for private or public pension
benefits, although some are forced to retire when
physical conditions do not allow the person to work
anymore (by illness or accident) or as a result of
legislations concerning their position In modern
times, most developed countries have systems to
provide pensions on retirement in old age, which
may be sponsored by employers and/or the state. In
many developing and poorer societies, support for
the old is still provided through the family
(Abdulazeez, 2014). Today, retirement with pension

is considered a right of the worker in many
societies, and hard ideological, social and political —
cultural battles have been fought over whether this
is a right age. The “standard” retirement age varies
from country to country but it is generally between
55 and 70 years (Ubhenin, 2012). Three ways in
which a civil or public servant may retire or give up
his office; it may be voluntary retirement; statutory
retirement or compulsory retirement (Nwajagu,
2017).

21 History of Pensions in Nigeria

Nigeria, being a former colony of Britain,
received a pension tradition into her public sector
that is entirely modeled after the British Structure
[10-15]. According to Uzoma the Nigeria civil
service was a brainchild of the colonial
administration and the colonial office handed over
to Nigeria what may be called a “Model Pension
Legislation”. Actually, the commencement of
pension scheme for the Native Administration
servants/staff (as public servants were then called)
dates back to 1946, when the Colonial Government
in Nigeria, through the Chief Secretary to the
Government (in a circular No 19/1945 of 24th
march, 1945) announced a superannuating (pension)
scheme for African staff employed by Government
(Public Notice No 4, 1946). The appropriate legal
enactment that brought the scheme into being was
the Pensions Ordinance of 1951 but which took
retroactive effect from 1946. The said Pension
Ordinance of 1946 contained vital information about
the public sector pension scheme ranging from the
identification of who a Native Administration
Servant is, the nature of benefits (pensions and
gratuity) and eligibility conditions; the minimum
annual salaries that qualify for either pension and
gratuity or gratuity alone; the rules for the condo-
nation of service, to rules on misconduct leading to
a reduction in or outright forfeiture of benefits
entitlements.  Similarly, staff of government
corporations and parastatals were to enjoy pension
schemes and other similar benefits as the core public
service schemes, but differed only on funding
modalities. The corporations included, Railway
Corporation, National Electricity Commission (now
Power Holding Organisation of Nigeria), and the
Nigerian Ports Authority. They run non-contributory
funded schemes with some rates at 2.5% of the
employees’ salary. It is important to note that the
schemes of these corporations must first be
approved by the Joint Tax Board as being
comparable with the benefit structure of the core
civil service scheme (Abdulazeez, 2014).
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The first private sector pension scheme in
Nigeria was set up for the employees of the Nigerian
Breweries in 1954, which was followed by United
African Organisation (UAC) in 1957. National
Provident Fund (NPF) was the first formal pension
scheme in Nigeria established in 1961 for the non-
pensionable private sector employees. The first
Pension Reform Act of 102 was introduced by the
Federal Government in 1979 [14]. The Act
consolidated all enactment on pensions and gratuity
scales devised for public officers by Udoji Public
Service Review Commission 1974, and so it was the
precursor of others which developed. The Nigeria
Social Insurance Trust Fund (NSITF) was
established in 1993 to take over the NPF Scheme
and provide enhanced pension scheme to private
sector employees. The pensions Act 103 of 1979
consolidated all enactment dealing with pension,
disability benefits and gratitude scales devised for
the armed forces, public service organisations
established by decree in the Federal and edict in the
state operated pension schemes similar to what
obtains in the civil service. Local government
system also established pension schemes for their
staff, with a separate board known as the local
government Pension Board (Rudolph & Zacher,
2021).

2.2 Pensions

The Encyclopedia Britannica defines
pension as a series of periodic money payments
made to a person who retires from employment
because of age, disability, or the completion of an
agreed span of service. The payments generally
continue for the remainder of the natural life of the
recipient, and sometimes to a widow or other
survivor. Ozor posits that pension consists of lump
sum payment paid to an employee upon his
disengagement from active service. According to
him payment are usually in monthly installments.
He further stated that pension plans may be
contributory or non contributory; fixed or variable
benefits; group or individual; insured or trustee;
private or public, and single or multi-employer. The
same author identified the types of pensions
available in Nigeria as:
1. Retiring Pension: This type of pension is usually
granted to a worker who is permitted to retire after
completing a fixed period of qualifying service
usually practiced in Nigeria between 30-35 years
2. Compensatory pension: This type of pension is
granted to a worker whose permanent post is
abolished and government is unable to provide him
with suitable alternative employment.

3. Superannuating pension: This type is given to
worker who retires at the prescribed age limit of 60-
65.

4. Compassionate allowance: This occurs when
pension is not admissible or allowed on account of a
public servants removal from services for
misconduct, insolvency or incompetence or
inefficiency.

Gratuity: Is a once and for all lump of money paid to
an employee on retirement, upon death or retirement
or on total incapacitation while at work. According
to Nwajiagu, in some cases, workers are only
entitled to gratuity upon withdrawal of service, in
others; they may be entitled to both gratuity and
pension. But in all cases, a worker who qualified to
receive pension is usually also entitled to the
payment of gratuity. Even if he is indebted to the
organisation at the time of retirement, he is still
qualified unless he was specifically dismissed
without benefits based on misconduct. Pension and
gratuity plan for public servants in Nigeria states
that public officer on completion of 35 years of
unbroken service or 60/65 years of age for public
servants and professors respectively whichever
comes first, shall receive the maximum pension and
gratuity for their respective grades and ranks. The
calculation of these terminal benefits is guided at
any point in time by a legal framework or law
(Abdulazeez, 2014).

2.3 Pension Reform Act 2014

On 1 July 2014, President Goodluck
Jonathan signed into law the new Pension Reform
Act 2014 which repealed the Pension Reform Act
No. 2 of 2004 (repealed Act). Like the repealed Act,
the new Pension Reform Act governs and regulates
the administration of the contributory pension
scheme for both the public and private sectors in
Nigeria. The commencement date is 1 July 2014.

Some of the key changes include increase
in the minimum number of employees required to
make contributions under the Act mandatory,
increase in the minimum contribution into the
Scheme and the imposition of fines and penalties on
Pension Fund Administrators (PFA) for failure to
meet their obligations to contributors and violation
of the provisions of the Act. Employers may need to
restructure their staff compensation to minimise the
impact of likely increase in staff cost while
maintaining staff take home pay at the current
levels. Changes in the Act have a more profound
and broader effect on employers and employees of
both the public and private sector (Abdulazeez,
2014). The salient changes are outlined in the
paragraphs below.
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Scope of the Act

The crux of the Act is to encourage
participation in the Contributory Pension Scheme
(Scheme). The Scheme applies to two categories of
employees. These include all employees in the
public sector and employees of private organisations
in which there are 15 or more employees. The Act
also provides that in the case of private
organisations with less than 3 employees
participation in the Scheme would be governed by
guidelines issued by the National Pension
Commission (PenCom).

However, the Act is silent on the
applicability of the Scheme to private organisations
with more than 3 but less than 15 employees.
Persons exempted under the Act are substantially
the same as under the repealed Act.

Contribution to the Scheme

There are changes in the rates of
contribution to be made to the Scheme. Under the
Act, both employer and employee are required to
make a minimum of 10% and 8% respectively of the
employee’s monthly emoluments (7.5% of the
employee’s monthly basic, housing and transport
allowances by both parties under the repealed Act).
The definition of ‘monthly emoluments’ has been
expanded to mean the total emolument as defined in
the employee’s contract of employment provided it
is not less than the total of the employee’s basic
salary, housing and transport allowance (Ubhenin,
2012).

This definition is vague and could be
interpreted in several ways. Pending clarification
from PenCom, one of the credible interpretations
that could be considered by companies is that all
items that are paid on a monthly basis (in addition to
basic, housing and transport) would form part of the
base on which the pension rates are applied.

The Act also provides that an employer can
take full responsibility of the contribution. In that
case, the contribution shall not be less than 20% of
the employee’s monthly emolument. In addition, a
roup Life Insurance Policy must be maintained in
favour of the employee for a minimum of thrice the
employee’s annual total emoluments similar to the
old Act.

Investments

The Act expands the scope in which the
pension funds can be invested and this includes
specialist investment funds and other financial
instruments the Commission may approve. Offences
and Penalties The Act includes a few novel
provisions with respect to offences and penalties.
The Act criminalises an attempt to commit an

offence and imposes the same penalty as the offence
itself.

The penalties for misappropriation have
also been increased. In addition to a prison term of
10 years and a fine of three times the amount
misappropriated, a convicted person would refund
the amount misappropriated as well as forfeit to the
federal government any property, asset or fund with
accrued interest or the proceeds of any unlawful
activity under the Act in his/her possession, custody
or control. The Act also criminalises any
reimbursement or payment by a Pension Fund
Administrator (PFA) or Pension Fund Custodian
(PFC) to a staff, officer or director upon whom a
fine has been imposed under the Act. The penalty
prescribed for this is a minimum of N5 million
(Abdulazeez, (2014).

In addition to the above and with particular
reference to PFCs, the Act imposes a penalty of at
least N10 million, upon conviction, where the PFC
fails to hold the funds to the exclusive preserve of
the PFA and PenCom or where it applies the funds
to meet its own financial obligations (in the case of
a Director, N5 million or a term of 5 years
imprisonment or both).

Under the Act, jurisdiction is vested in a
Court of ‘competent jurisdiction’ which includes the
Federal and State High Courts including the High
Court of the FCT as well as the National Industrial
Court. The court may lift the veil of incorporation
where necessary and ensure speedy and just
determination of any case before it (Ubhenin, 2012).

Pension Protection Fund

A pension protection fund is created under
the Act to include an annual subvention of 1% of the
total monthly wage bill payable to employees in the
public sector, an annual pension protection levy (the
percentage of which is to be determined by
PenCom) and income from investments of the
Pension Protection Fund. The objective of the Fund
is to serve as a hedge or guarantee for the benefit of
contributors.

Money from the fund is paid to the
contributors in the form of minimum guaranteed
pension, as compensation for shortfalls in
investment of pension funds and any other use
PenCom may determine from time to time.
Withdrawal from the Retirement Savings Account

The Act creates another condition in which
a contributor may be allowed to withdraw from his
retirement account. An employee who disengages
from employment or is disengaged before the age of
50 and is unable to secure employment within 4
months of disengagement is allowed to make
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withdrawals from the account although not
exceeding 25% of the total amount credited to the
retirement savings account.

Employees may find some satisfaction in
the fact that employers would contribute at least
10% of monthly emoluments if they are lucky to
keep their jobs. Employers must prepare for either
an increase in staff cost or some restructuring of
staff compensation to maintain the contribution at
the current levels. It is expected that PenCom will
provide clarifications or issue guidelines regarding
certain aspects of the new Act. These include
commencement and transition arrangements,
contributions by employers with 3 to 15 employees,
combined contribution where the employer choses
to solely contribute and definition of monthly
emolument (Rudolph & Zacher, 2021).

Retirement planning is an important task
for HR teams in organisations. Broadly speaking,
retirement planning is a process through which
organisations offer necessary options to their
employees to retire financially secure, so that they
can live comfortably in their golden years. However,
the exact path an employee takes will depend
specifically on their independent retirement goals
and financial situation.

2.4 Challenges of Pension Scheme

Limited investment opportunities: The new
systems of defined-contribution individual accounts
were expected to supply new investment capital that
would spur the development of domestic capital
markets. However, one of the biggest obstacles that
the new pension funds have had to face is a limited
array of potential investments in local capital
markets. Pension fund investments are generally
limited to investment-grade instruments, which are
in short supply in emerging capital markets
(Rudolph & Zacher, 2021).

Inadequate coverage: A large proportion of the
population remains inadequately covered by the
contributory system. Notwithstanding the seemingly
laudable benefits of the Nigerian DC scheme, it has
been characterised by several challenges. While the
initial reluctance and skepticism of workers to
register with PFAs have reduced, there is a large
proportion of the working population, especially, in
the informal market of the private sector outside of
the scheme. Several years after the take-off, the
scheme is still bedeviled by general misconceptions
and knowledge gap. The most significant challenge
is the lack of confidence in the scheme by potential
contributors, arising from failures of previous
policies on pension management. In addition, there
is the fear of continuity and sustainability of the

scheme by successive governments, since change in
governments sometimes leads to the jettisoning of
previous programmes.

Mismanagement of funds: Another challenge is the
mismanagement and misappropriation of amounts,
earmarked for employees’ pensions, especially, in
the public sector. Recently, there have been
revelations of multi-billion Naira pension fund
scandals at the Pensions Unit of the Office of the
Head of Civil Service of the Federation and the
Nigeria Police pensions (Ubhenin, 2012).

Risk management: The scheme also entails the
transfer of investment risks of retirement funds to
the employees, whereby the employee determines
who manages his/her retirement savings account and
therefore assumes full responsibilities for the risks
involved.

Coverage: The reform has failed to contribute to
basic social security in old age for the majority of
Nigerians employed in the informal sector.

The appropriateness of the institutional design of the
reformed pension system is highly questionable.
Among countries with funded pension systems,
Nigeria has by far the lowest GDP per capita in the
world. In addition, high degrees of financial
instability and lack of appropriate investment outlets
for pension savings cast doubt on the basic utility of
the system.

Fourth, in terms of the actual management of the
current system the Nigerian Pension Commission
(PenCom) as the regulator has been weak in
enforcing regulatory compliance. For example,
PenCom failed to enforce regulations stating that
PFAs must report in a timely manner about the
value of their Retirement Savings Accounts (RSAS).
As a result, the regime of ‘competition' between
PFAs is meaningless as pension savers are unable to
evaluate the pros and cons of investing with
different PFAs (Ubhenin, 2012)

25 The Relationship between Human
Resources Management and Risk
Management
Human resource management is most

effective when integrated with decision making

throughout the business. This leads to recognition
that each production, financial, and marketing
decision has a human component or influence.

Which choice is made, how the decision is carried

out, the follow-up and monitoring depend on people.

Isolating management team and employee issues

from production, financial, and marketing

management  frustrates people and creates
unnecessary risk in a business enterprise. In order
for people to understand the relationship between
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HR management and risk management, they must
first understand the role of HR. An effective Human
Resources Department helps employees to
accomplish career goals (Hofacker, Schroder, Li &
Flynn, 2016).

That being said, HR is responsible for
staffing, employee motivation, employee training,
and several other activities conducted with the
intention to accomplish the vision and mission of
the organisation. An HR Department that fails to
successfully fulfill the responsibilities mentioned
makes the organisation more vulnerable toward
risks. In addition, the organisation will not be able to
take full advantage of its employees and their
contribution.

To successfully integrate HR  risk
management and HR management, the HR manager
must possess and demonstrate capabilities regarding
leadership, communication, evaluation, training, and
so on. A close relationship of HR with risk
management will result in a better and more
effective risk management (Hofécker, Schrdder, Li,
& Flynn, 2016).

To understand fully how human resource
management and risk management are interrelated,
one must understand human resource management.
It is the staffing, training, development, motivation,
and maintenance of employees to help accomplish
organisational goals. Effective human resource
management also helps employees accomplish their
career goals.

Human resource management is a process
that can be broken down into specific activities: job
analysis, writing job  descriptions, hiring,
orientation, training, employer/employee
interactions, performance appraisal, compensation,
and discipline. Understanding these activities helps
explain the relationship between human resources
and risk. Failure to successfully carry out these
activities increases risk and penalizes the business
by not taking advantage of what its people could be
contributing.

The first activity is job analysis and writing
job descriptions. Job analysis is determining the
duties and skill requirements of a job and the kind of
person to fill it. The emphasis is on what the farm
needs rather than on who wants to be promoted or
who could be easily hired. The tasks that must be
carried out to accomplish the firm’s goals determine
duty and skill requirements. Job descriptions
summarize for both employees and employers just
what a job entails: job title, duties, compensation,
and skills, knowledge, and abilities to do the job. In
family farm businesses, job descriptions for family

responsibilities.  Such a  combination  of
responsibilities makes job analysis and job
descriptions more not less important in small
businesses.

Hiring is the next human resource
management activity. The objective of hiring is to
staff each job with a person who can succeed in the
position. In today’s exceptionally tight labour
market, hiring is one of the most difficult human
resource activities. The position must be described
carefully and creatively to potential applicants.
From among the pool of applicants, people must be
carefully chosen if they and the employer are to
have a successful relationship (Daily business,
2023).

2.6 HR Function on Pesnsion Retirement

Retirement planning helps employees invest for

their future financial security when the employee

will not be working. Hence, the planning phase is an
essential factor to action their post-working life

(Hofacker, Schroder, Li, & Flynn, 2016).

o Employee retirees need proper planning
While most employees want the freedom to
retire one day, many don’t actively plan for it to
happen smoothly. Here’s where HR teams need
to intervene to ensure employees take steps for
a secure retirement, so that the employee has
financial resources to live off of once they stop
working.

e Employees can stay retired and not forced to
work as senior citizens
Many seniors return to work after retiring. In
some cases, this is simply because they want to.
They are accustomed to working and having
little to do in retirement makes them seek
purpose through work once again. However,
many retirees are forced to go back to work out
of necessity. Sometimes, their retirement
benefits are not enough, and at other times, their
family situation may compel them to work to
help children or grandchildren with college
expenses, or similar reasons. HR teams can help
employees to plan effectively to reduce the
likelihood or their senior employees
being forced to return to work.

o Retirement planning helps employees save
tax
It’s a known fact that most employees struggle
with saving taxes. organisations that help
employees with retirement planning also benefit
in terms of corporate taxes. organisations can
hold financial education programs for

members often include both management and labor

employees to create awareness about retirement
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planning and interface employees with financial
advisers.

e Prepare employees for retirement expenses
It’s a sad fact, but it’s true: bills keep coming
even when there is no income. Just because
your employees retire does not mean their
living expenses stop. In fact, they might
increase due to additional healthcare needs and
more. Having a retirement plan for employees
helps them work out their living expenses.

2.7 Factors to consider for employees’

retirement planning

HR teams with retirement planning for employees,

there are some important factors to consider. While

organisations can have HR teams help employees,
it’s best to have them work with a financial planner
to achieve the best results.

o Employee goals
A very important factor in employee retirement
planning is what are their financial goals once
they retire. Do they wish to travel, work on
their hobbies as a business or work with non-
profits? Employees should be asked to write
down their goals and the cost estimates of each.

e Timelines to achieve retirement goals
Timelines will help set the trajectory for the
actions to take and the retirement products that
can achieve within those timelines. Having a
primary date and a secondary date can help if
retirement planning is being done late in life.
Having a secondary date gives you a little extra
time to prepare if necessary.

o Employee needs post retirement
Organisations need to make employees aware
that they need to decide the amount of money
needed for regular living expenses. These
include rent or mortgage, utilities, insurance,
and so on. If the employee plans to move to
another state or country, they need to factor in
the cost of living in that location. Besides this,
they need to ensure they have emergency
expenses, home maintenance, other such
expenses factored in.

e Investment Options for Employees
There are many retirement options available,
including employer-sponsored retirement plans,
pension plans, among others. You can also
consider stock options according to your
retirement timeline. If the employee is starting
at a young age they can take riskier options
with better returns. Helping employees choose
the best option or mix of options where a
financial planner can be very beneficial.

For organisations, retirement planning for
employees is essential to motivate and help them be
set on the savings path. Make it a priority and make
HR work on it as soon as possible. Planning for
retirement starts on the day employed. Whereas this
is ideal, the reality is that most individuals hold off
retirement planning until in their 40s or even 50s.

Whereas retirement planning is ultimately
an individual responsibility, studies show that
setting employees’ minds at rest about their
retirement will make them more productive, loyal
and committed. Employees leave the organisation
feeling that their worth was recognised at every
stage of their career. Therefore, involvement by both
the individual and HR offers a win-win solution for
both parties.

This goes against the widely accepted
practice where learning and development initiatives
undertaken by the HR centre around transferring
technical or soft skills that are geared towards
closing employees’ competency gaps (Daily
business, 2023).

Retirement training is often undertaken as
an afterthought or when employees have less than
five years to retirement giving them very little time
to change mindset, behaviour and save for their
financial needs in retirement. Also interestingly,
positive saving behaviours such as having an
emergency fund, maintaining a bank account or
paying up credit when due do not impact an
individual’s retirement confidence — this further
shows the need for financial management
programmes that go further than helping individuals
budget, get out of debt or come up with a plan. The
sensitisation should provide insights into much more
critical retirement issues like estate planning, age-
based investment, the nomination of beneficiaries,
income replacement rations and compounding
effect, among others. The training has to go beyond
the textbook action of estimating retirement needs
but focus on holistic investment advice that takes to
account retirement planning for individuals and their
spouses and portfolio building. It’s only through
taking this approach that we will enable members to
make informed investment decisions. Additionally,
HR practitioners need to take advantage of
information technology not only as an enabler of
operational efficiency but also as a platform for
innovative  financial  literacy and  member
communication. Moreover, the HR functions should
seek to support the 86 per cent of employed
Nigerians who lack confidence in their retirement
preparedness. After all, it’s good for business
(Schmidthuber, Fechter, Schroder & Hess, 2021).
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2.8 Conclusion and Recommendations

Human resource in organisation plays a
vital roles and help employees plan for retirement to
a certain extent. Understanding human resource
management and human resource skills determine
the success they will have with people in retirement
age and avoid risk associated with their life. The
new era of retirement which makes employees not
just leaving organisation to go home with doing
anything, but tobecome organisation consultants,
organisation references and brand ambassadors. The
study concluded that human resource management
help in reducing risk associated with life in
retirement as it deals with adequate planning for life
after retirement and ensure fast process of all
entitlement for employees in any organisation. To
ensure that positive relationships are established and
nurtured with these industry-influential individuals,
HR leaders must shift their thinking to focus on how
retirees can help develop career of those in service
and those that are beneficial for employees as well
as for the organisations.There is therefore the need
for PenCom to be strengthened as an institution, to
enable it carry out its operations more effectively.
Secondly, investment outlets need be expanded so
that more opportunities for investments may be
available, thereby expanding the income from
investments. Also, the pension houses have to be
more transparent to allow pensioners the benefit of
informed decision as to which pension house to
engage.
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