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To realize this competitive advantage, corporations will need to
experiment with different policies
to retain and empower their older
employees. The latter will want to
work in new capacities and learn
additional skills, even as they
juggle a changing mix of personal
responsibilities, including the
looming challenge of elder
care. So, I see us embracing an
@OOQN@BGSG@SHMBNQONQ@SDRkDWible scheduling, telecommuting
and realigned responsibilities,
as well as a commitment to
age-friendly workplaces and
investments in the technological
skills of all employees.

Seizing Longevity’s
Competitive
Advantages
Far from an economic calamity,
the aging megatrend could
generate massive opportunities.

We are at the beginning of
a longevity revolution. The
aging megatrend—caused by
increased life expectancies and
plummeting birthrates—will
disrupt traditional working norms,
challenge virtually all businesses
and transform society’s structure.
Conventional thinking holds
that this upheaval will trigger
an economic calamity: The
workforce will wither, savings
will disappear and markets
will collapse.
To the contrary, I believe aging
BNTKCFDMDQ@SDSGDLNRSRHFMHjcant economic opportunity of
our lifetimes. If we can successfully encourage individuals,
employers and national leaders
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to think and act in new ways, we
have an opportunity to seize the
advantages of longevity and drive
unprecedented growth.
First, the baby boomer generaSHNMVHKKfQDSHQDQDSHQDLDMS tŰ3GD
concept of formally ending work
at age 65 applies to a previous
BDMSTQX Ű3NC@X ODNOKDHMSGDHQ
60s are taking on new leadership roles, starting businesses,
even competing in triathlons.
Many consumer companies are
gearing their businesses toward
a growing “active aging” market.
This shedding of outdated
stereotypes should be recognized in the workplace as well.
Seventy-two percent of preretirees want to work past 65,

collaborators and more effective
mentors.2 They also often form
the core of intergenerational
teams that combine varied
strengths for higher productivity.3

As the workplace adapts, we
must also ask how employees

and nearly half of current retirees
either have worked in retirement
or plan to.1 The baby boomers
are taking the lead in creating an
entirely new life stage. They’re
TRHMFkDWHAKDVNQJ@QQ@MFDLDMSR 
part-time responsibilities, entrepreneurship and the growing
digital economy to transform
later-life work into an engine
ENQjM@MBH@KRTRS@HM@AHKHSX@MC
ODQRNM@KETKjKKLDMS
As this new approach to work
gains momentum, savvy corporate leaders will discover that
older employees represent an
immense, untapped pool of
talent and knowledge. Older
workers are their organizations’ pillars: more loyal, better

SGDHQDLOKNXDDRjM@MBH@KMDDCR
and aspirations regarding work,
health, family and retirement. We
also understand how important
it is to accommodate employees
who care for aging loved ones—
as they represent a growing
population in our aging world.
Together, these individual, social
and corporate changes could
propel the U.S. into a global
leadership position in regard
to longevity, especially if we
encourage the kind of national
policies I’ve outlined.
In East Asia and Europe, we’re
already seeing the dangers of
national responses that try to
preserve the status quo despite
their aging populations4 — for
HMRS@MBD HMkDWHAKDK@ANQL@QJDSR
and social support systems that
assume an age at which people
are no longer productive. Now is
the time to move in a new and

To realize this competitive advantage,
corporations will need to experiment
with different policies to retain and
empower their older employees.
will navigate the changing
jM@MBH@KK@MCRB@OD  S!@MJNE
America Merrill Lynch, we’ve
launched a longevity training
OQNFQ@LENQNTQjM@MBH@K@CUHsors and our corporate clients’
'1@MCADMDjSROQNEDRRHNM@KR 
This program, developed with
the Leonard Davis School of
Gerontology at the University of
Southern California, is designed
to help companies address

better direction and to reap the
ADMDjSRNE@FHMFENQNTQVNQJforce. Contrary to popular belief,
countries with lower levels of
early retirement actually have
lower overall unemployment rates
and higher rates of employment
of the young.5 Further, increasing
the number of 65-plus workers in
the UK by just 2.6 percent a year
could increase GDP per capita
by as much as 6 percent.6

47%
of current retirees have
worked during retirement
or plan to

72%
of pre-retirees want to
work past 65

Economic and tax policies
must also become vehicles to
ENRSDQSGDRDMDSADMDjSR 6DVHKK
MDDCSNATHKCFQD@SDQkDWHAHKHSX
into labor markets to include
all ages and provide tax incentives for older workers and their
employers—including older
DMSQDOQDMDTQRSNjSVHSGKNMFDQ 
healthier lives.
The longevity revolution is
creating exciting opportunities
unlike any we’ve seen before. By
understanding their true potential and empowering our older
citizens to become dynamic
contributors to productivity and
growth, we can open a new frontier for individuals, businesses
and countries to compete and
prosper in the future.
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