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Abstract

Aim: The aim of this study was to investigate difference between whether in-
dividuals think they can work, and want to work until 65 years or not. Me-
thods: A cross/sectional study including survey of 1949 employees aged 55 -
74 years. Results: Working environments were the most significant differenc-
es between the groups associated to if the respondents think they can work
beyond 65 years or not. Motivation factors were the most significant differ-
ences between the groups associated with if the respondents want to work
beyond 65 years or not. Conclusions: A satisfying work environment is im-
portant to whether people think they can work or not. Nevertheless, whether
people want to work is depending on whether the employees are satisfied with
the factors that promote their motivation for work. If society wants more
people to work until an upper age, it is important to improve both work envi-
ronmental factors and motivation factors in their work situation.
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1. Introduction

The number of people aged 60 and above is currently increasing by more than
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two million per year in the western world [1] [2]. The welfare system robustness
is tested by the ageing population [3]. The challenges and opportunities posed by
the demographic change are of special interest for sustainable societies. The
population’s increased life expectancy is positive, but also a challenge for the so-
ciety. The working population is also ageing and the proportion of older workers
in employment is increasing relatively to younger workers. Healthcare and
health care professions will be especially burdened by more elderly people [2].
Previously many people employed in the sector cannot and will not go on and
work until the proposed 69 years of age. There is also a shortage of educated
people to recruit. There is insufficient knowledge about predictors of a long
work life participation in health care today.

Societies require implementation of policies to help people stay healthy and
active and work until an older age [4]. Personal finances and retirement incen-
tives are often used to regulate people’s retirement age [4] [5] [6]. For this it is
important to investigate why some can and want to work until they are 65 years
above when others do not. However, there is a difference between whether some
think they can and whether they want to do something. It is not obvious that you
want to do something even though you can do it, and vice versa.

Previous research has shown that health is very important to senior workers’
options to continue to work to an older age [4]-[11]. Poor physical work envi-
ronments or badly designed and demanding work conditions leave people worn
out [4] [12]-[17]. Work-related stress is also negative for older workers’ health
[4] [14] [16] [18]. Older workers appear to need more rest time, a moderate pace
of work and limited working hours to maintain good health [4] [7] [11] [19] [20]
[21]. Decreased cognitive capacity among seniors often does not depend on
growing old but on lack of motivation, lifestyle factors and negative expectations
[4] [22] [23] [24]. However, increasing age does not decrease people’s ability to
work in general. Problems in the work environment can transform the dissatis-
faction with the work environment to illness and ailment for the person in the
extension and increase the longing to leave the working life. Earlier research has
also shown the fact that people who feel that the organisation shows attention to
them see their work as worthwhile and satisfactory [4] [5] [11] [19] [25] [26]
[27]. The attitude of managers and organisations to older workers has a signifi-
cant impact on that [4] [18] [19] [27] [28]. Upcoming problems could often be
solved by further education, work adjustments, shorter and more frequent
breaks, and regular health controls [5]. Individuals retirement plans also effects
of if they want to spend more time with relatives or in leisure pursuits [4] [19]
[29] [30] [31]. People are less likely to continue working if their partner has al-
ready retired and many couples plan their retirement together [32].

The aim of this present study was to investigate what distinguishes the ones
with the ability and wish to work until an age of 65 years or older and the ones
who do not. Is there a difference between if people want to and if they think they
can work until an upper age? What factors effect if people want to work until an

upper age? What factors effect if people think they can work until an upper age?
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2. Method
2.1. Study Population

The study population was people with employment in the medical health care
service, 55 years of age or older and within the occupations: physician, nurse,
nursing assistant, physiotherapist, occupational therapist, psychologist, welfare
officer and medical secretary. Psychologist, welfare officer, occupational therap-
ist and physiotherapist were sorted together in the occupation list of the em-
ployer, and therefore the eight occupations gave five occupational groups. To get
equal groups 600 individuals were randomly selected from each of the five oc-
cupational groups. Due to that there totally only were 542 individuals employed
in the group psychologist, welfare officer, occupational therapist and physiothe-
rapist at the right age they were questioned by the total number. Finally 2942 in-
dividuals were randomly selected to the study population.

To take care of the ethic responsibility each respondent had to sign an infor-
mation letter about the study and by that give permission to be included in the
study. This letter was immediately removed from the questionnaire when it ar-
rived. 45 questionnaires arrived without an ethic permission letter and were
therefore not included in the result.

1949 people answered the questionnaire after two reminders which gave an
answer frequency of 66%. The ages of the study population were 55 - 74 years,
with a median of 59 years. Due to the fact that there are mostly women working
in the health and medical care service sector, 83% of the respondents in this
study were women. However, there work more women than men in this sector
in Sweden, and the study population mirrored this gender differences correctly.
The final study group consisted of 19% physicians, 20% nurses, 20% nursing as-
sistants, 19% medicine secretaries and 19% from the group of psychologists,
welfare officers, occupational therapists and physiotherapists. The remaining 3%

did not state their occupations.

2.2. Methods and Statistics

In the questionnaire there were two questions about the age of leaving the work

force. One question was “I Can work until ...”. The other question was “I Want

to work until ...”. It was 55 % that stated they could work until 65 years or

above, while 41 % stated the want to work until 65 years or above (Figure 1).

The population group was divided into four new groups based on their an-

swers of the two questions.

e Group number 1 (42%): Those who cannot and does not want to work until
the age of 65 or above. Median 58 years of age and mostly women.

e Group number 2 (37%): Those who can and want to work until the age of 65
or above. Median 60 years of age and mostly men

e Group number 3 (17%): Those who can but does not want to work until the
age of 65 or above. Median 59 years of age and mostly women.

e Group number 4 (3%): Those who cannot but want to work until the age of

65 or above. Median 58 years of age and without any gender differences. This
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| can work until...

66 year or
more
(18%)

55-59 year
(5%)

60 to 64
year
(40%)

| want to work

55 to 59
year
(10%)

66 year or
more
(13%)

60 to 64
year

o
65 year (49%)

(28%)

65 year
(37%)

Figure 1. Percentage distributions for when the respondents think they are able to work
until compared to when they wish to leave for pension.

group was decided to be too small to be included in the statistical analyzes.

The new groups were analyzed in cross tables together with the 158 questions
in the questionnaire. That discerned 124 variables where it was a distinguished
variety between the groups. The next step in the process was to make a factor
analysis of the questions to find out which ones contained the greatest informa-
tion value. Another 35 variables were sorted out and 89 variables were left. Sig-
nificant in factor analyses were controlled by Kaiser-Meyer-Olkin Measure of
Sampling Adequacy (KMO), Bartlett’s Test of Sphericity and Kartell’s scree test.
This finally deployed 12 groups namely health, economics, working pace, work-
ing time, physic work environment, psychic work environment, work satisfac-
tion, work motivation, attitude towards work, organization policy, competence,
family and leisure.

Consistently the 12 final groups in the factor analysis showed that two com-
ponents contain the greatest factual explanation value and were therefore used in
analysis in Kartell’s scree test. The KMO value was above 0.6 in every one and
Bartletts test showed a statistics significant at level 0.00. In the factor analysis the
twelve groups deploy in 24 components, with two components in each group on
the basis of the variables explanation value in the components.

Next step in the analysis process was to examine the three groups through
discriminant investigation to see what types of factors were characteristic for
each group. The analysis was made in the original group sizes and 76% of the
total number of participants was correctly classified. That means if any people in
the same circumstances would answer the same question it would be a 76% cer-
tainty for them to be placed the correct group. Each discriminant analysis was
executed with Wilks’s Lambda. All shown results from the examination are sta-
tistic significant at level 0.01 or 0.05 if not stated differently (Table 1).

3. Results

There is a difference between the ability to work until 65 years of age and the
wish to do so. This is in one aspect probably tied to individual ability and atti-
tude. It could be physical, psychical, social and cultural factors, that force, influ-
ence, prevent or hinder people. These results show some of those things affected

by ability and attitude. By the discriminant analysis the three groups receive dif-
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Table 1. Classifications result from discriminant analysis with group 1, 2 and 3.

Groups Expected number in each group

Total
1 2 3
Original (a) Number 1 707 60 50 817
2 56 636 32 724
3 157 96 70 323
Not classified 44 35 6 85
Percent 1 86.5 7.3 6.1 100.0
2 7.7 87.8 4.4 100.0
3 48.6 29.7 21.7 100.0
Not classified 51.8 41.2 7.1 100.0
Cross-validating (b) Number 1 705 60 52 817
2 56 636 32 724
3 157 96 70 323
Percent 1 86.3 7.3 6.4 100.0
2 7.7 87.8 4.4 100.0
3 48.6 29.7 21.7 100.0

a 75.8% of the original group correct classified. b 75.7% of the cross-validating individuals correctly classi-
fied in the groups. Cross validating of the ones who have been placed in one of the three groups. Through
cross validating, each individual has been tested once at a time against the group function that has been
created in the group except for the current examinee.

ferent centric values. These values positioned the groups at different places in a
coordination system (Figure 2).

The analysis stated which factors influence the various groups” and made their
positions in the coordination system different to each other.

Group 1 has a centred value relative to the other groups which placed them
the negative dimension for both the motivations factors and the environment
factors (Figure 2). The people in group 1 seemed to long for leaving their work
if they only got the economic possibility. They hoped for offers from their man-
agers about contract pension and also saved money to get an economic opportu-
nity to leave early. They even seemed to want to leave their work at an early age
despite that it would give a negative effect on their economic situation and their
pension livelihood. The people in group 1 experience problems from their phys-
ical work environment. They have got occupations that are heavy and demand-
ing for their bodies, which is exhausting. The people in this group suffered from
diagnosed or not diagnosed aliments, which sometimes was caused by their
work or hindered them in their work. Group 1 was distinguished by their work-
ing pace which stood out in the motivation factor as well as the environmental
factor. They stated that the working pace was too rapid. They wished to work in
a slower pace with more possibilities to have a break during the work. They
wished for shorter working time and/or possibilities to an extra day off in the

week. They were interested in a combination of part-time work/part-time pen-
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Function 1
Motivations factors

O

-1 Function 2
Environmental factors

T »

A

v

O Group 1 — Can’t and don’t want to work until 65 year or over (42 %)

O Group 2 - Can and want to work until 65 year or over (37 %)

B Group 3 - Can but don’t wont to work until 65 year or over (17 %)

Figure 2. Group 1, 2 and 3 relatively to each other on the basis of values for functions,
motivation factors and environment factors.

sion and de-escalation of work before pension. In this group there were people
who have been involved in large reorganization and due to this, want to leave
early. For some people, simply the thought of reorganization makes them wish
to leave for retirement. Many people in this group do not seem to be proud of
their profession and their work was not an important thing in their life. They
admit that they felt lack of satisfaction, pleasure, meaningfulness and stimulation
in their work. Some in this group also declared that their competence, especially
about computers, were faulty. In addition, the ones in group 1 stated that the
competence they possessed from a long working life was not appreciated by the
organization and do not get enough possibilities to use their work skills. Family
and leisure seemed to attract more than work to group 1. There were many who
wished to retire before 60 years of age in this group and many who thought that
the current attitude in the society was to retire before 65.

Group 2 has a centred value relative to the other groups that placed them in
the positive dimension for both the environmental function and the motivation
function (Figure 2). They plan to work until 65 years or above and see this as a
possibility to get better economic retirement compensation. They admit that
they have a relatively well physic and psychic work environment and a good
health and wellbeing. Furthermore they have a possibility to effect changes at
work and in their work situation. They do not feel that the working pace was too
rapid and they seemed to get enough rest between the shifts and could take a rest
when they needed at work. Most of the people in group 2 don not want to work

shorter time, get a day off in the week or any de-escalation work before retire-
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ment. The ones in group 2 stated their work to be very important in their lives
and they were proud of their professions. They experience high extent of satis-
faction, pleasure, meaningfulness and stimulation in their work. They were also
pleased with their working tasks and were proud of the work they perform.
Group 2 stated that they have possibilities to use their working skills and think
that their knowledge and competence is accredited. Their managers were inter-
ested in their wellbeing and they do not feel discriminated because of their age
from managers and colleagues. The people in group 2 even think that they could
jump in and work some hours now and then after retirement. They also stated
that it was common to work after 65 years of age in their circles of acquain-
tances.

Group 3 has a centred value relative to the other groups that placed them in
the positive dimension for the environment function and the negative dimen-
sion for motivations function (Figure 2). What was differential for group 3
compared to the other groups was that they experience to be in a relatively well
environment but lack of motivating factors. They describe the physical envi-
ronment to be relatively good. They do not feel that there was any big problem
with changes in the organization or were worried about contingent forthcoming
changes. They do not feel exhausted, worn out or have problems with falling as-
leep to a greater extent. They do not suffer from bad health caused by their work
or that hindered them in their work. Also, they do not experience that they have
any greater shortage in their competence that would cause them problems in an
extended working life. Despite this they wish to leave the working life early and
hope for offers from their managers about contract pension and they save mon-
ey to get an economic opportunity to leave early. They wish to work in a slower
pace, shorter working time, an extra day off in the week and were interested
about part-time pension and work. They do not experience any greater pride of
their profession or experience that the work was important in their lives. They
do not achieve a great lot of satisfaction, pleasure, meaningfulness or stimulation
from their work either. The tasks do not satisfy them and they do not feel con-
tentment with their performed work. There were not enough possibilities to use
their skills and the organisation does not appreciate their competence. This
group experienced that the organisation in general does not appreciate senior
workers and that there were far too few stakes to conform the work for the se-
nior workers. The family and leisure pursuits seemed to be much more interest-
ing for group 3 and they wished to spend more time with their interests and
close relatives and friends. They plan to leave their work for retirement at the

same time as one’s partner or close friend.

4. Discussion

The findings showed that there are two legible areas that influence seniors’ atti-
tudes towards pension and what detach the three groups from each other. These
areas concern motivation factors and environment factors. Seniors who expe-

rience that they are in a motivating, stimulating and relatively well physic and
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Motivation
factors

Working life

Environmental
>
> factors
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Pension

v

Figure 3. The motivation’s and environment’s importance to the ability and wish to work
until 65 year or above, compared to leaving the work life at an early age.

psychic environment wish in advanced extent to work until 65 years or above.
An individual with lack of satisfaction, bad relation to the work organisation, the
work place and the work situation can therefore prefer to withdraw from the
working life rather than an extended working life. This result could be summa-
rized like the model in Figure 3.

These results showed that the ones with health problems announced to a
greater extent that they were going to leave their working life early. This corres-
ponds to other research [4]-[11]. Add to earlier research the result shows that
age does not decrease people’s possibility to work in general, instead it is sur-
roundings and inherent factors that are the most important [5]. The result in
this study stated a good and motivation giving work environment which is not
physical and psychical demanding but inspiring and that where the senior
workers experience appreciation older workers in an increased extent can and
want to stay in a prolonged working life. Group 2 experienced both the motiva-
tion and the environment to promote an extended working life. Factors which
are inherent in the content in the work raise the motivation to work in an ex-
tended working life and people also experience a better health in a work envi-
ronment; there the organisation shows attention to the older worker. Also earlier
studies state the importance of managers’ attitudes and behaviour to older
workers [4] [5] [11] [19] [21] [25] [26] [27].

Many societies describe that they had to increase the total proportion of work
life participation to an upper age; it is important to think of the effect of lack of

motivation factors for peoples work and implement measures to increase the
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work motivation. In this study the respondents were analysed to be included in
group 1 experienced both the motivation and environment to be faulty and
therefore think they could neither nor wanted to work until 65 years. Group 3
stated that factors in the environment were relatively good and they announced
that they could work until 65. However, they do not want to work until 65 years
because they do not feel motivated to do it. Instead they want to bring more time
with family and with their leisure pursuit. Also earlier studies stated the impor-
tance of a good physical and mental work environment for an extended working
life [4] [12]-[21]. In this present study the work environmental conditions in
work seemed to be of great importance for an extended working life. However,
dissatisfaction with the work may raise the experience of illness and ailment
which increase the hazard to withdraw from the working life [4] [5] [11] [18]
[19] [21] [25] [26] [27] [30] [31] [32]. Though, the motivating factors for work
seem to be even more importance in this study. In addition, if the factor which
could make them want to work not seemed to be as satisfied the respondents
wanted to leave the work situation for retirement even if that will give them a
problematic personal economic situation. To experience a great inclusion in the
social context at work and also experience the activities at work as motivation
and satisfactory seem to be of the greatest importance for an extended working
life. An earlier study stated that to be a part of a good social context and expe-
rience the tasks as interesting and important make people want to work until an
upper age despite health problems and chronic disease [4] [8] [17] [18] [19] [27].
The result from this study was in the same direction, and the motivation factors
importance for extending the general retirement age in the society and older
workers health experience needs to be further research in the future.

Study limitations. The respondents were mostly women employed in profes-
sions in the health and medical care sector, although there were fewer women
among the physicians responding. Thus the study population consisted mostly
of women, but that reflects the reality in the healthcare sector and the models
were robust even after adjusting for gender. A limitation in the study was that
the study design was cross-sectional and on individuals still at work, and we do
not know when the actually left for retirement. There could therefore have been
a healthy worker effect and selection bias if those with poor health had already
left the workforce. On the other hand, we used individuals working in the same
country, region and occupation, and internal comparisons are reported to be
one of the most effective ways of reducing the healthy worker effect [33]. The
study will also be followed up after ten years in a new study to analyse when the
participants left their working life. Although we had a relatively large number of
participants in the study, a potential weakness was that 33.7% of the individuals
in the original study population did not participate. It was mostly male respon-
dents and individuals from the professions physicians who not respond to the
survey.

As this study stated, there is a difference between if people want to work until

an upper age and if they could work until an upper age. It is not only about if in-
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dividuals can work, because it also about if individuals want to work in an ex-
tended working life. Due to this result it seemed to be very important not only to
promote the instrumental factors in the physical and mental work environment
for older workers possibility to be included in working life, but also on the fact
that individuals need to be satisfied with their work and to be seen as a person
and not only a work producer. To make the working life more sustainable both
instrumental factors in the physical and mental work environment and factors
that make the employee satisfied and motivated to work need to be measures

and considered. An important tool in this work could be the swAge model™

(http://www.swage.org/), ie. a theoretical model regarding the complexity of
how to make the working life more sustainable for all ages. The swAge model
also includes practical tool and measure suggestions in different areas at the mi-
cro, meso and macro level in society. A future research question is to perform
intervention studies and evaluate how to create more sustainable work situations

and work environmental to the increasing amount of ageing workers.
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