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Abstract 
The proportion of elderly individuals in the population is increasing in most 
industrial countries. This demographic change increases the need of more 
people who work until an older age to maintain the welfare in the states. How-
ever, it is not clear if older employees are interested to in generally extend the 
working life to an older age. It is also not stated if managers in organizations are 
interested of extending their older employees working life. The overall aim of 
this study was to examine older employees own experience of their work situa-
tion and ageing at work. The aim was also to investigate their managers’ attitude 
to them as older employees. The investigation was conducted by focusing group 
interviews with employees aged 55 - 63 years, and with their mangers aged 40 - 
63 years. The findings stated that the older employees’ consideration for an ex-
tend working life seemed to be based on their health and health problems in re-
lation to their work situation; their personal economy; their managers attitude 
to them as elderly and the possibility to social inclusion at work; and their pos-
sibilities for self-crediting activities at work despite their age. The managers 
seem to have a positive attitude to some of the older employees’ experience 
knowledge, if that was in the same direction as their own interest. Otherwise the 
mangers saw the older employees as problem and obsoleted. The managers were 
also negative to older employees who got health problems which effect the work 
production negatively. The older workers in this study described managers’ 
importance to if they want to work in an extended working life. However, the 
managers seem not to understand their own importance in this and were not 
interested to keep all elderly in an extended working life. 
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1. Introduction 

As a result of changing demographics in most industrial countries, the propor-
tion of elderly individuals in the population is increasing [1] [2]. On average, 
people are living longer in retirement today than they did two generations ago; 
e.g. more than 33 per cent of men and 38 per cent of women in the EU-25 will be 
60 years or older in 2050, compared with 18 per cent of men and 24 per cent of 
women in 2000 [3].  

When the old age support ratio is increasing by need for social and medical 
care, a larger proportion of working hours is needed to maintain the welfare 
state [4]. Sweden is among the countries with the highest estimated old age de-
pendency ratio for 2025 and unless changes are made, the level of compensation 
in the Swedish pension system will fall by 10 - 15 per cent in coming years. Sev-
eral countries have already raised the retirement age in order to increase total 
working hours in the economy [5]. When societies postpone the retirement age, 
the individual older worker and the work place had to handle the situation 
caused by the increasing number of elderly people in society.  

Most of the initiatives to retain people in work instead of early retirement are 
nowadays different economic incentives at the macro level, i.e. on the society 
level as a top down perspective to attract or force older worker at the micro level, 
i.e. on the individual level, to work longer [6] [7] [8] [9]. Although, some earlier 
studies stated economic incentives only to be one of the factors that influence 
older workers retirement decision [10] [11] [12] [13]. Whether older workers 
can and want to go on in an extended working life also depends on their health, 
physical work environment, mental/psychosocial work environment, working 
time and work place, knowledge and competence, work motivation and work 
satisfaction, the attitude from managers and the organisation/enterprise to older 
workers, the family situation and leisure activities [12]. To design a sustainable 
extend working life is complex and includes different areas and levels in the so-
ciety. The organisation and enterprise managers regulate the possibilities for 
older workers to work longer, and the focus could not only be on the elderly. It 
is at the organisational and enterprise level that the decisions are to be taken to 
create a sustainable work place with possibility to an extended working life. To 
promote an active and healthy ageing at work and to create retirement age ini-
tiatives therefore also needs to include measures by managers in organisations 
and enterprises. Therefore it is important to in deep investigate the relation of 
how older worker experience their situation and how their managers’ attitudes 
are to them as older employees. However, the older worker had to see work as a 
possible alternative at their individual position in society. The older workers de-
cision on if they can and want to go on and work in an extended working life age 
or not occurs by four considerations: 1) their health and wellbeing in relation to: 
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their physical and mental work environment, working time, work load and pos-
sibility to recovery; 2) personal economic; 3) if their possibility to social inclu-
sion in a group is best inside or outside working life; 4) if their possibility to self- 
crediting and motivation occupations is best inside or outside working life [10].  

Objectives: The overall aim of this study was to examine the older employees’ 
and their managers’ attitude of active and healthy ageing at work. The specific 
attention was to investigate older employees own experience of their work situa-
tion; how older workers view their ageing in working life in relation to retire-
ment. The aim was also to investigate their managers’ attitude to older employ-
ees and their possibility to healthy ageing in work. 

2. Materials and Methods 

Health and social care is one of the largest employment sectors in Sweden and in 
many other countries. This sector is interested to study both regarding that is 
one of the largest sector and because the middle age are high in this sector. The 
data collection method chosen for this study was focus group interviews. These 
are group interviews in which everyone expresses opinions on a topic and the 
interaction in the group generates a process which provides another dimension 
to the interview [14]. The role of the researcher is to create shared knowledge in 
the group together with the informants. Focus group interviews can initiate and 
maintain a process that leads to conversations and discussions on the topic out-
side the interview situation. 

In the study, older employees were defined as those aged 55 years and older. 
The study group consist of 18 informants (12 women and six men). In Sweden 
most of those who work in health and medical care are women and the study 
population was mirrored the unequal gender distribution with more women 
than men. 

The focus groups with older workers consisted of 12 informants aged 55 - 63 
years (mean 59 years) and working in health and medical care. Nine of the in-
formants were women and three were men. The informants were separated into 
two groups of six individuals with a similar balance regarding gender and age. 
The same informants participated in both sessions in each group. The sample 
was voluntarily collected. However, the healthcare manager asked for volunteers 
who were interested in being part of the study and classified those who applied 
based on their work schedule. The focus group interviews were held in a small 
conference room near the informants’ workplace and during their working 
hours, with two sessions per group. The informants sat in a circle with the re-
searchers, with no table in between. Each interview session took two and a half 
to three hours. The study design with a follow up focus interview session allowed 
the informants to consider the interview questions between the two sessions and 
provide a richer data. The total transcribed interview time with older employees 
was approximately twelve hours. The interviews were semi-structured and the 
researchers asked the informants to: describe what it was like being older at 
work; the attitude to them as older workers in their workplace; how they re-
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garded their professional knowledge; their views on retirement and their retire-
ment planning.  

The manager group consist of first line manager, three women and three men, 
40 - 63 years of age (mean 54 years). The manager sample was selected in the 
same way as the employees and from the same health care division. The 
semi-structured interview took two and a half hour. The discussed question 
were: the managers’ attitude to their own older workers in the organisation and 
too older workers in general  

3. Results of Empirical Findings from  
the Focus Group Interviews  

The empirical results from the focus group interviews are presented below. The 
material is organised under two headline themes: Older employees and Manag-
ers out from the two informant groups. Those also include five under themes: 
ageing at work; older in the work organisation; active and healthy ageing in work 
in relation to retirement; the managers’ attitude to older employees; and the 
mangers’ possibility to healthy ageing in work. 

3.1. Older Employees 
3.1.1. Ageing at Work 
When the interview session starts the informants were asked to write their name 
and age on a card and place it in front of their feet. However, some of the infor-
mants protested and stated that age was not important and that our society was 
overly fixated with age. Others wrote their age on the card without comment. 
However, many informants stared to talk during this activity and described 
themselves as not very old. One informant said: “I’m not a bit older. I think eve-
ryone else has got older but I haven’t.” (Female aged 55 years). Another stated:  

“Now my oldest child is 36 years, I can’t be 30 anymore. That’s true. But I 
don’t think I have the attitude that I am old.” (Female aged 63 years). 

The informant described that their physical health were not as good as it were 
in younger days. Some describe their work as a problem to an active and healthy 
ageing. To handled their health to be as good as possible they had eliminated 
some of their leisure activities so they could rest and be fit for their next work 
shift. One said: “You can hardly cope with any spare time when you are working 
full-time here. It takes so much both physically and mentally. I cannot bear it. 
/.../ It has come with age. I get aches and pain throughout the body. /.../ All the 
demands have taken their toll. Many of us are ruined from the neck and down.” 
(Female aged 58 years).  

Beside that some reported at the same time that they no longer had the same 
strength and could not handle the stress in work as well as before. One men-
tioned: “You’re not as fast anymore. You’re more afraid of forgetting something, 
so you check it twice. Then it all takes even longer.” (Male aged 61 years). It 
seems to be common in the informant group not to stand stress as well as in 
younger days, and another informant stated: “I can stand less stress nowadays.” 
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(Male aged 56 years). To handle their work situation some had eliminated some 
work activities because they felt they could no longer do as much. One infor-
mant described:  

“I feel I cannot manage as much anymore. Everything takes a longer time and 
you cannot be activated as much. It sometimes feels like I don’t bother going to a 
meeting. I’ve actually had enough now. I would never have done that before.” 
(Female aged 59 years).  

Some describe them to have the right to take it easier now when they had be-
come older. They describe the right to take it easier both in their careers and in 
free time. One said: “There are no longer any must-haves. I listen to what feels 
good to me, what I feel good about. I think that’s nice. I am perhaps selfish, but 
today I make sure to feel good. Do it my own way. Previously when I had chil-
dren living at home and a family to take care of, I always looked at the clock and 
ran to keep time. Today I never have a watch on me privately. It is nice. Tidying 
up, what’s that?” (Female aged 57 years). Another stated: “I allow myself to just 
lie down and read a book. I do not clean up all the time at home, it is not what 
life is about. I rest. I allow myself this. I would never have done that before.” 
(Female aged 58 years). 

Ageing seems also to develop some of the informants’ personality to be a more 
self-enough. One informant felt that she had grown professionally with age and 
had greater authority in her chosen profession. However, she also found it more 
difficult to listen to others ever since this developed age authority: “I think age 
plays a more important role than we dare admit to ourselves and others. You 
become a little bit more rigid with age. You become a little more yourself. You 
get more authority, and have a bit more difficulty when a person wants to im-
pose on you.” (Female aged 57 years).  

To summary, the informants in this study had both positive and negative ex-
periences of growing to older employees. The negative was that their health 
problem seems to be worse with increased age. However, the positive was that 
they nowadays trusted themselves better and not care as much about that other 
think of them.  

3.1.2. Older in the Work Organisation  
Age categorisation can easily lead to a person being perceived in a particular way 
because of their chronological age. Some informants stated that it could be dif-
ficult to speak up if they saw something wrong because they did not want to be 
perceived as a complaining or bullying old person. Those informants describe it 
negative for their wellbeing to be reduced as an old fool and categorised as bull-
ing due to their age. One informant said: “When you are older and have greater 
knowledge you know how to do it. That is for better or for worse. To take an 
example: what the right treatment is or how patient journals should be written. 
It is difficult sometimes to point out things that are not good enough. I think 
that colleagues could easily perceive me as whiny because of my age and not lis-
ten to my experience and knowledge”. (Male aged 61 years).  

The informants described themselves to have better self-confidence and have 
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found their roll in life through the experience knowledge life had learned them. 
One said: “It is positive that as an older worker you are more comfortable in 
your role. You have found your role over the years.” (Male aged 61 years). The 
informants stated that they were more comfortable in their profession as older 
workers than they had been as younger workers. One older worker describe: 
“There is quite a lot positive about being older. That uncertainty as a new gradu-
ate is past. But one can never claim to be fully skilled and able to do everything, 
which can never be. But I still think it feels better now than then.” (Female aged 
61 years).  

Some older employees pointed out that reorganisations were carried out over 
and over again without any particular improvements except that each new or-
ganisation model had a new name. However, many of the informants were tired 
of these reorganisations and did not want to experience another but want every-
thing to remain the same as before. 

Experience from a long working life meant that the informants felt they had a 
body of knowledge, which made them confident in their profession and their 
work tasks. One said: “Your knowledge mass increases with your experience ob-
tained in the job over the years. Nowadays I know exactly what happens in the 
lines. It can be extremely saving in terms of suffering and administration to do it 
right from the start. That is the meaning of quality development. But to do this, 
one must have a great quantity of knowledge and that takes a number of years to 
obtain.” (Female aged 57 years). Learning new things in old age sometimes de-
scribes as more difficult. How was the older workers experience of that? Some-
one of the informants reported experiencing more difficulty in learning new 
things nowadays: “You cannot teach an old dog to sit. When a young nurse 
teaches me something, so… I cannot understand. I do not know if it is more dif-
ficult to accept new ideas? That we think we can this? /.../ I have also noticed 
that with my older colleagues. That it is very difficult to get them to reconsider. 
To even get them to listen to what younger people say. It is much easier to teach 
a 40-year-old than a 60-year-old. That is frankly for sure.” (Female aged 57 
years). The older employees stated that aging and a long life increased the life 
experience and knowledge important in their work with patients. One said: “We 
elderly have life experience. It is clear that the life experience you get with the 
lived years is tremendous.” (Female aged 63 years). 

To summary, the informant’s stated that it was positive growing old at work 
because the increased the knowledge of different experience from a long life was 
an access when carry out the tasks. However, growing old at work was negative 
regarding that the younger work mates and managers’ sometime neglect the 
older employees experience knowledge, and that was very frustrating. Some-
times this neglecting even seem to be bulling and age discrimination. 

3.1.3. Active and Healthy Ageing at Work in Relation to Retirement  
Increasing age means that employees near the statutory retirement age and have 
the opportunity to leave working life earlier or later. Some informants were 
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afraid that their work should decrease their possibility to healthy ageing. There-
fore they cited health and a healthy ageing as one reason to withdraw from the 
labour market early to keep a good health in an upper age. One said: “I do not 
know if I have the energy to work until 65. If so I will need a walking aid to an-
swer signals from the patients. I have back pain from time to time. Maybe I have 
a lot more pain than the patients. How will this be done? I think that 65 feel 
really impossible for me to work until. It gets worse year by year. We always 
have heavy patients and we are not getting better.” (Female aged 59 years). 

Some older employees seemed to be bitter about how work had worn out their 
bodies and how they were treated by the organisation. One said: “I think it feels 
wrong to have to voluntarily reduce your working hours when you feel you 
cannot cope with the work because of work related disability or diseases. I think 
when you have done a long working life in the organisation and are at the end of 
your working life, why should I have to declare myself sick or volunteer to work 
only 75 per cent. I think this feels completely wrong and that it is payback time 
for the organisation not for me.” (Female aged 59 years). It was not only to get a 
disease or disabilities from work that make them consider leaving working life 
early to increase the possibility to an active and healthy aging in retirement. Also 
the intention to get some year as an active pensioner with meaningful leisure 
occupations makes some consider leaving working life early before they got a 
disability or disease. One said: “I cannot imagine working one hundred per cent 
up to 65. Ideally, one might start to slow down at 60, 61, shift down. I have seen 
so many tragic cases where individuals have laboured, and then they’ve got their 
disease just in time for retirement. I guess I will not postpone retirement too 
long. Before you know it you become sick yourself. I do not go around being 
afraid of illness or death, but if you make a realistic assessment the likelihood of 
a serious illness increases every year. It would be a shame to miss some good 
years when you are still young enough to travel and do things. The good years 
you like to make something of. The bad luck of getting a serious illness that in-
fluences me in my retirement choice.” (Male aged 56 years). 

The personal economic situation was described as associated with an active 
and healthy ageing. Some of the informants described they had to remain in 
work because of their private economic situation. One older woman noted that 
early retirement was not an option for her, despite her declining health. She has 
a very low pension after having been a housewife for many years while her chil-
dren were growing up. She was now divorced and the children’s father would 
not support her economically. However, there were also those who absolutely 
could not imagine continuing in their present work until they were 65 years, 
even if early retirement resulted in a financial penalty. One said: “I am single 
with everything financially resting on myself, so that can be a problem. But to 
65. Never in my life!” (Female aged 57 years). Other informants were very happy 
at work and enjoyed the social inclusion that came with working life. Those de-
scribe work as a promoter to stay young. One describe: “I would probably work 
until 65, and then I want to come back and work certain holidays. /.../ I feel so 
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insanely good in my work situation. I give a lot and get a lot. /.../ I have a feeling 
that I want to extend my life by part-time work a little after 65, but maybe it’s 
because you do not want to grow old. Then maybe I will retain my youth a little 
longer by that. I am very excited about ageing.” (Female aged 57 years). 

Some of the informants also described that work could promote a mentally 
healthy ageing. Those informants therefore plan to work in an extended working 
life. One said: “I will maybe decrease my hours a little in advance of 65 and then 
continue to work after 65. I have my old professor. He is 85 years old and still 
participates in meetings and he’s really sharp in the head.” (Male aged 57 years). 
Many other informants were also very stimulated by their work activities and 
reluctant to give them up totally. Some said: “I want to work. I do not think I 
want to quit and stay at home. Then you have to have another activity and I do 
not think I would find any as interesting. Well I am one who works a lot and I 
enjoy it. /.../ I find it rather difficult to imagine that, 65 then it is over.” (Female 
aged 63 years).  

To have a meaningful activity was described as important to stay healthy in 
old age. One described that if he had to stop working he does not know what to 
do as mentally stimulating as his previous work. He said: “I would probably be 
able to activate myself, but I can never imagine a life where I am not occupied.” 
(Male aged 56 years). 

The motivation to an independent life and be a part of the social interaction in 
working life resulted in some feeling unsure when they would leave work for re-
tirement. It was not easy to weigh up things and make a decision if their active 
and healthy ageing will be best or worst if they extend working life. Some de-
scribed it: “I am not sure if I want to extend my working life or not, I am a little 
unsure about it. But I would not dream of working full-time after seventy, but 
some want to.” (Male aged 61 years). Another one said: “There are those who 
say they are not going to work one day after 60, but they work to 65 and more. 
You may not want to let go when you get there. I think the younger you are, the 
easier it is to say so. While the closer to retirement you get when you see what it 
really means, you say: “Well I can probably be here another month” and “I can 
probably take some more years.” (Female aged 55 years). 

To summary, to leave working life ant retire is a big step in life. The possibility 
as a pensioner to power and control over the own time and do whatever you 
want was appealing. However, people need motivating things to do and to be in-
cluded in a social unit. If the work task was interesting the older employees 
seems to want to go on and work. Also to be included as one employed in an or-
ganisation with colleagues and tasks give a value to life. That inclusion in a social 
unit was difficult to leave and it seems like most of the informants were anxious 
to take the decision on when the time was ready to take the next step in the life 
course and become pensioners. 

3.2. The Managers 
3.2.1. The Managers’ Attitude to Older Employees 
There was also a negative dimension in the managers’ description of their older 
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workers and some stated older workers as brake pads who were afraid of organ-
isational development. One manager stated: “Older workers are often a hin-
drance who always say: We have tried this, the old way is better.” (Manger aged 
55 years). On the other hand, the managers also stated that some older workers 
were very interested in change, development and reorganisations. Some manag-
ers commented that it was very good to have those older employees who had 
long working experience and could suggest how to develop, improve and change 
the current organisation. One said: “Progressive older employees are great to 
have. They want to make it new, while they have history with them about what 
happens when you try different things. They do not make the same mistake 
again, but stop and suggest another way instead.” (Manager aged 42 years). 
Many managers stated active and healthy older workers as very positive. The 
described older workers experience knowledge as a treasure for the health and 
medical care organisation. One manager said: “Older workers have a tremen-
dous life experience. They have built up a wealth of knowledge and life experi-
ence after working with seriously ill people. When you have worked for 30 years 
in the profession you can do it, you know how the patients feels and the 
side-effects. It feels good to have this expertise in the department.” (Manager 
aged 45 years). 

To summary, the mangers’ seem to have an ambivalent thinking of the older 
employees’ value to the organization. They seem to value their experience 
knowledge if that go in the same direction as the planning for organizational 
development. However, if the older employees experience was that the plans 
were waste of time and resources the managers’ attitude was that the older em-
ployees were a hindrance for the development.  

3.2.2. The Managers’ Attitude to Older Employees’ Possibility to Healthy  
Ageing in Work 

The managers mostly describe older workers health out from the view of the 
organisational use of older workers. They describe that older worker more of-
ten was tired and not as attractive to new recruit. The managers do not notes 
older workers possibility to healthy ageing at work. Instead some describe that 
older workers got decreased sensory organs and health problem that could af-
fect their work. As one manager put it: “The knee, back and sight is not the 
same then you are 60. I myself do not want to get treated or needled in my arm 
by a nurse who is older and not see my veins as good anymore.” (Manager 
aged 54 years).  

To summary, the managers generally seem to classified older employees as a 
group of people with ageing bodies and minds. Due to that they did not see them 
as productive and not anyone to trust and be sure of anymore. The managers’ 
attitude seems to be that it was not the organisations responsibility to take care 
of the older employees’ health problems that make it problematic to go on with 
some tasks. If older employees could not fulfil the duty anymore he or she has to 
leave their employment and the managers need to replace them with other em-
ployees. 



K. Nilsson 
 

22 

4. Discussion 

The current demographic situation in many industrial countries has resulted in 
governments suggesting postponing the retirement age for all occupations. This 
study therefore examined how older employees’ perceived their work situation 
in relation to how their managers perceived their older employees. According to 
the findings in the focus group interviews, experiences vary between individuals 
and managers in the same work organisation. A practical social significance was 
that the older employees and the managers seem to have different view regard-
ing factors of importance to an extended working life. However, neither the 
older employees nor their managers seem to be very fond of the society’s inten-
tion to extend the working life and delay the retirement age.  

This study’s’ utilised issues of importance for older employees’ and managers’ 
attitude to each other and to an extended working life is described and discussed 
below. 

4.1. Ageing in Working Life 

The managers stated that they preferred younger individuals when they would 
recruit due to the decreased physical and mental health and because the older 
ones not will stay for as long time. On the other hand, older workers mostly have 
the best experienced knowledge which was good to have in the organisation. In 
the context of postponing retirement age in many western countries these results 
indicate that it is important to view each employee as an individual rather than 
to generalise based on chronological age [6] [11] [15] [16] [17] [18]. Chrono-
logical age depends on time going by. Though there are also other types of age 
definitions that had to be considered in relation to an extended working life. 
Biological ageing depends on genetic heritage, people’s lifestyles, injuries and 
diseases during their (working) life. Mental ageing is a definition out of individ-
ual development and cognitional aspects. Social ageing define social inclusion 
and identity compared with social situations through the live course. However, 
functional age definition includes the interplay between biological, mental, social 
and chronological age. Although how long people have lived affects them in 
common, functional ageing can differ greatly between people in the same 
chronological stated age. Ageing and to become an older worker is therefore an 
effect of social circumstances, life style, injuries, diseases and genetic heritage, 
which together create what we describe as ageing. Functional age is due to that 
more important than chronological age in working life and to extend working 
life or retire, according to the informants in this study. It might therefore not be 
a general “best before” date on employees only based on chronological age as the 
only criteria for statutory retirement age. 

4.2. Older at Work 

Peoples are categorised different in a social context corresponding to their age 
and growth throughout their life course. Age seemed to be a sensitive question 
for some of the informants, probably because it categorises people and makes 
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some of the informants (aged 55 years and older) feel that they no longer belong 
to the elite age group. There are different definitions of ageing, but age elitism 
tends to be based on chronological age and occurs in both work and leisure, with 
productivity and activity being primarily associated with the middle-aged [6] 
[16] [17] [18]. Based on this categorisation and the associated age elitism, 
changes in children, adolescents and young people are described as on-going 
development, while changes after middle age are referred to as ageing. The in-
formants were annoyed that age elitism is mostly associated with chronological 
age and bodily degeneration and overlooks the mental and social development 
acquired through life experience and wisdom. Such categorisations can easily 
contribute to stereotypical images of a certain age group [19] [20] [21] [22].  

Some informants associated ageing and retirement with a stereotypical atti-
tude of weakness and negative physical and mental ability, but did not include 
themselves in that image. However, the experience of ageing and being an older 
employee varied widely between individuals. According to the informants, 
stressful or physically demanding work had a significant impact on their experi-
ence of ageing in relation to work. Others reported that ageing had increased 
their self-confidence and authority in the work situation, and also seemed to 
empower them to prioritise between work and leisure. Age in itself has been re-
ported to be an instrument to be taken into account in management decisions 
regarding time schedule, work routine and organisation to increase the produc-
tivity [6] [21] [22]. However, the results in this study suggest that such decisions 
should be based on their functions and not chronological age.  

4.3. Work Organisation 

Informants seemed to experience conflict between the generations. This seemed 
to be negative and create uncertainty about how to behave towards each other in 
the workplace. The professional role does not occur in isolation, but involves an 
individual and his/her expectations of the work, attitudes and values [6] [23] 
[24]. The informants reported experiencing some stereotypical attitudes and 
some indicated that they were afraid to be seen as complaining and thus avoid-
ing pointing things out they perceived to be wrong. It was clear that the older 
workers in this study felt that acting in a particular way could be difficult be-
cause it could be attributed to ageing and therefore rejected, even if it concerned 
the best way to handle a patient based on long experience of the work. Interde-
pendency in the working group can create anxiety about being excluded from 
that ‘community’ [25] [26]. When the working situation feels unsafe and new 
changes are underway, stereotypical attitudes and creation of scapegoats tend to 
be particularly evident. Stereotypical attitudes in the workplace owing to age 
could therefore be a security risk and negative for production if fear of being ex-
cluded in the work group causes employees to avoid whistle blowing when 
something is wrong. 

Negative age stereotyping can affect not only older worker, but could occur 
between different age groups [2] [21] [22]. For example, many informants de-
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scribed their younger work mates in a stereotypical way, as messy and not 
cleaning up after themselves. People are social creatures and most want to be 
part of a social context. Dissatisfaction with the work situation, reorganisations, 
stress and a stressful work environment all contribute to unhappiness with work 
and a tendency to leave work [10] [25] [26]. Social communities such as groups 
of employees and social control in these groups are important factors for em-
ployees’ job satisfaction and psychosocial health.  

The older workers in this study also were less interested to remain in work if 
the attitude to older workers was negative among managers and co-workers. 
Earlier studies have stated that attitude to older people in the workplace is a de-
termining factor for whether older workers extend their working life [11] [17] 
[27]. To manage the older worker’s situation organisations need to be flexible to 
test different methods as reducing working hours, reducing work load and de-
mands, increasing economic incentives, increased esteem and possibilities for 
learning despite old age, re-deployment to less demanding parts of the organisa-
tion. Motivational activities and positive expectations from managers and em-
ployers are also reported to be very important [11] [27]. Although, those ar-
rangements are sometime not possible to manage in reality and in relation to 
organisations productivity goal, budgets and demands on productivity give the 
strongest restrictions to introduce age-adjusted leadership [7]. Attitude is also 
important in management and a strong guiding principal in (work) organisa-
tion. Age adjusted management is therefore stated not as important to managers 
who plan early retirement themselves [28]. Nevertheless, some age-adjusted 
management programmes which reduce work pace and working time stated in-
creased average retirement age, good work environment experience, good pro-
ductivity and good economic profits for the company [29]. The result from this 
study indicated that older workers were less interested to remain in work if the 
attitude to them was negative and ignoring. Skilled individuals therefore con-
sider leaving working life too soon, which is negative both for the organisations 
and for the society production outcome. 

4.4. Professional Knowledge 

The informants described it as positive to have great experience-based knowl-
edge after a long (working) life, which gave them a solid foundation to stand on 
in their professional role by their mentally ageing. They reported that the op-
portunity to share knowledge increased social interaction and the motivation to 
work. This has also been noted in previous studies [10] [30] [31]. 

Knowledge has been described as a power factor, causing differences in status 
[32] [33]. Some older informants seemed to experience difficulty in learning new 
things. However, according to earlier research older individuals in general do 
not have cognitive problems in learning new things, but learn in a different way 
than younger people [34] [35]. Older worker have also more easy to learn if 
training be adapted accordingly throughout (working) life. The experience- 
based knowledge that an individual has accumulated over a long working life is 
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important capital for the organisation that should be utilised. This is certainly 
important in some occupations, e.g. nurses’ knowledge built up by practice can-
not only be transmitted through theoretical training, but with practical trans-
mission [34] [35]. However, not all the informants seemed to have been given 
the same opportunity to pass on knowledge. It can be concluded that older 
workers with lower status in the organisation possibly do not have the same op-
portunities as those with higher status, resulting in them feeling less valued and 
interesting to the organisation and deciding not to extend working life. This 
challenges the intention of governments to motivate people to an extended 
working life and raise the retirement age for all occupations. It seems therefore 
important to offer employees the possibility to new knowledge regardless of their 
age and hierarchal position in the organisation. 

4.5. Retirement 

Good health is one of the most important factors for inclusion in working life [6] 
[12] [15] [36] [37]. Health decrease with biological ageing as people get older, 
but the variation is huge [38] [39]. Some informants described it as impossible to 
work until 65 years because of their health. However, the informants work with 
very sick patients and also some of those without any health problems feel that it 
is important to leave working life before they get a disease. Early retirement was 
seen as a way to avoid becoming worn out prematurely. This attitude to with-
drawal from working life to avoid becoming worn out is also reported in an ear-
lier study [11] [40]. Due to this attitude health, and not age, could be a reason to 
early retirement both to informants how suffer health problems as well as to 
those how not have any health problem. 

The risk of lower income after retirement seemed to be a problem for some 
female informants. This can be a reason to stay in work [41] [42]. However, 
some who described their work as hard did not want to extend their working 
life, despite financial problems. Earlier studies show that salary itself does not 
motivate people to work if their work is hard [43] [44].  

Some of the older respondents could not imagine a life without the social in-
clusion of the workplace and stimulating work tasks. Higher inclusion and 
higher status in the social group generally increase people’s commitment to con-
tinue participating in working life [30] [42] [45] [46]. Some of the informants 
also reported that they not have any activity as interesting as their work and there-
fore they do not know when they will be ready to retire. Earlier studies have found 
that workplaces where employees experience empowerment, appreciation and the 
possibility for meaningful activities lead to well-being and are healthy [46]. 

The informants in the present study seemed to weigh retirement against how 
they experienced their work situation in relation to leisure. In discussions on re-
tirement, the informants pointed out that they consider: their health in relation 
to work; economic incentives to extend working life or ability to live on the pen-
sion provided; whether social inclusion is better inside or outside working life; 
and whether possibilities for self-crediting and meaningful activities are better 
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inside or outside working life.  

4.6. Study Limitations 

The informant population in this study is small and additional the result from a 
qualitative study is not able to be generalized to a greater population. However, 
the findings agrees with factors determined in earlier studies on older workers 
retirement decisions [6] [10] [11] [12] [15] and on a theoretical model (the 
swAge model, www.swAge.org) regarding factors of importance for a sustainable 
work life participation. The quotation from the interviews gives a deeper under-
standing for the older employees’ situation and of the managers’ attitude to their 
older employees.  

5. Conclusions 

Many countries need to motivate more people to work to a greater age in the 
future due to demographic changes. In the context of postponing retirement age, 
a practical social significance is that the older workers in this study considerate 
retirement or extend working life based on their health in relation to their work 
situation, their personal economic, their social inclusion at work and their pos-
sibilities for self-crediting activities, rather than their chronological age as a best 
before date to end up work. It is important that managers and organisations take 
account of older workers’ views on changes in the workplace in order not only to 
reduce uncertainty, stress and dissatisfaction, but also to utilise their experience 
and knowledge in prioritisation and work planning. The focus needs to be on 
each employee’s needs and ability to perform their tasks and how to make the 
productivity, not on their age. Therefore age-adapted management based on 
health and ability, could be a way to increase the retirement age and make a 
more sustainable working live to all ages. This may postpone retirement age by 
change attitude from focus on chronological age to focus on personal functional 
possibilities and needs. However, the older employees in this study experienced 
negative stereotyping due to their age and they do not receive the right opportu-
nity and occasion at the workplace to be productive anymore. Those negative at-
titudes seem to force their willing to withdrawal from working life. Those feel-
ings were stated by that the managers in this study seem not to regard their older 
workers as productivity as the younger employees and not easy to control and 
direct. The managers were actually not as interested to keep their older worker if 
they have younger employees with equal education to relay on. If the society 
wants more people to go on and work to an older age, the managers’ attitude to 
older employees needs to be changed by different incentives. In the intention to 
create a more sustainable working life for all ages, more interventions studies 
and research are needed regarding incentives and regulations for increased 
age-adapted health and ability management. 
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