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abstract

A study was undertaken in order to identify variables predicting the willingness of male and female
university professors, and other employment categories, to work up to and beyond normal retirement age (65 years). Employees were asked by means of a questionnaire about their willingness
to continue working to age 67, or to age 70, if they were given the chance. Hierarchical multiple
regression analysis was carried out (N = 3,019; 59.8% women and 40.2% men). The interest to
continue working into old age was significantly higher in men than in women (p<0.01). Among
independent variables, age, position, and work satisfaction predicted women’s as well as men’s
interest to work to age 67 and 70, whereas among women perceived health predicted the willingness to work to age 67. Professors and lecturers were the categories showing the highest interest
to work to age 70, compared to administrative and technical personnel; men showed significantly
higher interest than women among lecturers and administrative personnel. The study emphasizes
the effects of position and gender on willingness to continue working into old age, but identifies
in addition also work satisfaction and age as significant predictors.
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Introduction

I

t is well known that retirement patterns differ between socioeconomic groups. In a
study of the Swedish labor market (Kadefors and Wikman 2011), it was found that
there were large differences in work life exit age between occupations; in many blue
collar jobs, the average exit age was more than five years lower than that in white collar
jobs, particularly low in comparison to higher academic occupations. Reasons behind
these occupational differences are undoubtedly in part related to work ability factors
(Ilmarinen 2006); in some occupations, many older employees have difficulties to comply with work demands, and are more or less forced to retire early.
As noted by Nilsson et al. (2011), there is a distinction to be made between those who
‘can’ and those who ‘want to’ work up to retirement age. Three areas were significantly
associated with the outcomes: workers’ health, economic incentives, and retirement decisions by life partners or close friends. Mental and physical working environment, work
pace, and competence were associated with the ‘can’ outcome, whereas work as an important part of life, working time, and attitudes of employers were associated with the ‘want
to’ outcome.
In addition to workplace-related factors, gender differences are also significant. In
Sweden, women exit from work life earlier than men in most occupations, even though
according to recent statistics, the difference is waning (Swedish Social Insurance Agency
2011). In a study based on the Swedish labor force statistics, Soidre (2005) found that the
strengths of various push and pull factors (Gruber and Wise 1998) affecting retirement
preferences were gender specific: for women, a trying job tended to push them out of the
labor market. Women felt less inclined to work after age 65 if they felt superfluous at
work, and if they had a positive attitude to the private sphere. On the other hand, men
who had a socially rewarding job tended to remain longer in the labor force. Men who
worked mainly for economic reasons were more positive to an early exit; likewise, those
who felt that they were unappreciated at work preferred early retirement. Significant gender differences were also found by Ahlberg et al. (2002) in a survey of Swedish working
people in the age range 25–64 years. Among women, living alone as well as poor social
support at work were factors that were negatively correlated to an expectancy of late
exit. Among men, negative factors included high physical workload, poor health, and
negative experiences of organizational changes at work. Only about 10% of the respondents declared that they would consider continue working after the official pension age
(65 years at the time). Those who were willing to do so included in particular white collar
professionals with high-demand, high-control jobs, whereas many blue collar workers
hoped for an early exit from work. These findings comply with the demand–control
model (Karasek 1979) as well as the mental/physical demand–experience model; high
demands at work can be compensated for by organizational freedom and performance
benefits from experience (Warr 1994, 2001).
It can be hypothesized that university professors represent an occupational category
benefiting from many of the positive job ingredients allowing a prolonged working life
in both men and women. On the other hand, the ‘publish or perish’ culture puts pressure on faculty members to be productive; research productivity lower than average has
been found to predict early exit of faculty members from work in the U.S. (Kim 2003).
Job-related demands on male and female professors are basically the same. Is there still
a gender effect also in this category? Are there significant job-related factors that are gender
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specific? It would be of interest to map attitudes to working into high age in a university
organization with a balanced gender set, and a range of occupations mirroring the labor
market with respect to organizational position and requirements of formal education.

Purpose
The purpose of the present study was to investigate the significance of different factors for male and female university professors with respect to attitudes to continuing
working after having reached the normal Swedish retirement age of 65, to primarily
67 and, subsequent to that, possibly to 70 years. The following research questions were
addressed:
1. Does the interest in continuing working up to and past the normal retirement age
differ between university professors and other categories of university employees?
2. Can factors such as age, position, perceived health and work satisfaction predict
women’s and men’s willingness to work after reaching normal retirement age?

Materials and Methods
Study participants
The present data were collected within the framework of a general work environment
inquiry carried out among employees of a major Swedish university. A questionnaire
was distributed to all employees. It was completed by 3,685 employees (72.2% response
rate). The age of the participants varied between 19 and 64 years (M = 46.2, s = 11.2).
Following exclusion of respondents older than 65 years and those working part-time
only, 3,019 participants remained (59.8% women and 40.2% men). The respondents
(excluding doctoral students) were grouped according to employment categories: professors (N = 310), lecturers (N = 1,391), administrative personnel (N = 662), technical
service personnel (N = 384).

Measuring instruments
Dependent variables
Two questions concerned the attitude of the employees toward continuing work until
the age of 67 and 70, respectively. The questions were formulated in the following way:
1. Do you think that you will work until you turn 67?
2. If the opportunity would be given after turning 67 to work with the same work tasks
as now, would you then consider working until age 70?
The answer alternatives for both questions constituted a four-degree scale from ‘yes,
certainly’ to ‘no, certainly not’ as well as a fifth alternative, ‘I have not thought about
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it.’ In order to be able to answer the first research question, both questions were
dichotomized according to the following: the answer alternatives ‘yes, certainly’ and
‘yes, probably’ were coded as ‘1’ and other answer alternatives as ‘0.’ In the following regression analyses, the dependent variables are used as four-degree scales, from
‘yes, certainly’ to ‘no, certainly not,’ in order to be able to answer the second research
question.

Independent variables
As independent variables, a number of individual questions, and even a few groups of
questions on which the index was formed, were used. The independent variables were
the following:
•
•
•
•
•

Age at the investigation occasion (fall 2008) varied between 19 and 64 years
(M = 46.2, s = 11.2; net sample).
Position is a dichotomized variable where the 24 position groups were divided into
two groups: ‘professor/lecturer’ was categorized as ‘1’ and ‘not a professor/lecturer’
as ‘0’ (M = 0.6, s = 0.5).
Perceived health on the investigation occasion was judged by the respondents on
an eleven-degree scale where ‘0’ = very bad health and ‘10’ = very good health
(M = 7.9, s = 1.9).
Sick leave during the last 12 months is a dichotomized variable where the answer
alternative ‘no’ was categorized as ‘1’ and ‘yes’ as ‘2’ (M = 1.2, s = 0.4).
Health concern is a mean index for the employees’ concern within five different
areas for physical and psychological health risks at work. The answer alternatives
were identified on a scale from one to four where a high given value was concern for
health risks (M = 1.8, s = 0.5). Cronbach’s α = 0.67.

Work satisfaction originally consisted of three questions that concerned the employees’
thoughts and feelings about the work situation, degree of satisfaction with the work
as a whole, and how positive the employees were to working in their department. As
the questions had a different number of answer alternatives, they were transformed to
a seven-degree scale, where ‘1’ = completely dissatisfied and ‘7’ = completely satisfied;
thereafter a mean index was formed (M = 5.5, s = 1.1). Cronbach’s α = 0.82.

Data processing
After an initial analysis of frequencies, correlations, and group comparisons, four
hierarchical multiple regression analyses were carried out in order to clarify the most
important influences on the dependent variables. The four regression analyses were
constructed through three steps. In the first step, the background variables age and
position were included. In the second step, the analysis was expanded with the variables
perceived health, sick leave during the last 12 months, and health concern. The variable
work satisfaction was added in the concluding third step, since the index contains the
variables that the employer has the greatest possibility to affect.
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Results
A clearly higher percentage of men (55.0%) than women (37.5%) expressed interest in
working to the age of 67 (χ2 (1, N = 3,019) = 90.3, p<0.01). Although the interest decreased in both sexes in reference to working until age 70, the interest in men was still more
than twice as high (38.9%) as in the women (14.5%). The difference was significant
(χ2 (1, N = 3,006) = 138.8, p<0.01).
All independent variables showed significant correlations with the two dependent
variables. The intercorrelations are shown in Table 1.
In order to study to which extent the variables age, position, perceived health, sick
leave during the last 12 months, health concern, and work satisfaction impacted women’s
and men’s interest to work until the age of 67 and 70, respectively, hierarchical multiple
regression analysis was used. The result from the first regression analysis shows that the
independent variables together explained 12% of the variance in women’s interest in
working until 67 years (p<0.01), which can be assessed as a medium effect. Standardized
beta coefficients, t-values, significance levels, R2 and ΔR2 values are reported in Table 2.
Table I Intercorrelations for the survey variables
Question/Index

1

1. Age

2

3

4

5

6

7

–

2. Position

–0.06

3. Perceived health
4. Sick leave
5. Health concern

–

0.04*

0.01

–

0.04*

–0.13***

–0.21***

–0.21***

–0.08***

–0.35***

0.12***

–
–

.03

0.37***

–0.09***

–0.33***

–

6. Work satisfaction

0.06***

7. Work to age 67¤

–0.13***

0.29***

0.13***

–0.10***

–0.12***

0.14***

–

8. Work to age 70

–0.04*

0.36***

0.12***

–0.09***

–0.15***

0.21***

0.69***

¤

¤ = dependent variable. Significant at *p<0.05. Significant at ***p<0.001.

Table II Hierarchical multiple regression analysis for effect on interest in working until the age of 67:
women

Question/index
Age
Position
Perceived health
Sick leave
Health concern
Work satisfaction
R2
ΔR2

β
–0.14
0.25

Step 1
t
–5.65
10.14

p
0.00
0.00

β
–0.16
0.25
0.10
–0.05
–0.06

0.09
0.09***

N = 1,599. Significant at **p<0.01. Significant at ***p<0.001.

Step 2
t
–6.27
10.03
3.37
–1.86
–2.36
0.11
0.02***

p
0.00
0.00
0.00
0.06
0.02

β
–0.16
0.25
0.07
–0.05
–0.05
0.08

Step 3
t
–6.28
10.02
2.37
–1.91
–1.75
2.83
0.12
0.01**

p
0.00
0.00
0.02
0.06
0.08
0.01
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The result from Table 2 shows that age and position predicted women’s interest in working until the age of 67 in the first step. Two of three variables in the second step, perceived health and health concern, were related to women’s interest in working until the
age of 67. In the third step the analysis with the variable work satisfaction expanded,
which gave significant results for the variables age, position, perceived health, and work
satisfaction, while health concern no longer had a significant contribution. The variable
sick leave during the last 12 months did not predict women’s interest in continuing work
until the age of 67 in any of the three steps of the analysis.
The second regression analysis shows that the independent variables together explained 11% of the variance in the men’s interest in working until the age of 67 (p<0.00),
which can be assessed as a medium effect. In Table 3 the values were reported for standardized beta coefficients, t-values, significance levels, R2, and ΔR2.
Table III Hierarchical multiple regression analysis for effect on interest in working until the age of
67: men
Step 1
Question/index
Age
Position

β

Step 2

t

p

t

p

β

t

p

–0.11

–3.78

0.00

–0.13

–4.38

0.00

–0.13

–4.40

0.00

0.25

8.35

0.00

0.24

7.94

0.00

0.23

7.77

0.00

Perceived health

β

Step 3

0.09

2.82

0.01

0.05

1.50

0.14

Sick leave

–0.00

–0.13

0.06

–0.00

–0.12

0.91

Health concern

–0.09

–2.77

0.01

–0.06

–1.90

0.06

4.39

0.00

Work satisfaction

0.14

R2

0.08

0.10

0.11

ΔR2

0.08***

0.02***

0.01***

N = 1,112. Significant at ***p<0.001.

Table 3 shows that the variables age and position had significant effects in the first step
of the analysis. In the second step, the effects were significant for the variables perceived
health and health concern. The result from the third step of the analysis shows that the
variable work satisfaction had significant main effect, while none of the three health
factors had any significant contribution.
The results from the two initial analyses show clear similarities between women’s
and men’s interest in working until the age of 67. The similarities consist in particular
of that both groups received significant results for the variables age, position and work
satisfaction in the third step of the analyses. The groups’ R2 values also rested on similar
levels (R2 women = 0.12, R2 men = 0.11). A difference between the groups was, however,
that the variable perceived health had a significant impact on the women’s interest but
not on that of the men.
In the third regression analysis, women’s interest in working until the age of 70 is
reported, and the independent variables together explained 13% of the variance (p<0.00),
which can be assessed as a medium effect. In Table 4 standardized beta coefficients,
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Table IV Hierarchical multiple regression analysis for effect on interest in working until the age of
70: women
Step 1
Question/index
Age
Position

Step 2

β

t

p

–0.03

–1.17

0.31

11.93

Perceived health

Step 3

β

t

p

β

t

p

0.24

–0.05

–1.91

0.06

–0.05

–1.97

0.05

0.00

0.30

11.75

0.00

0.30

11.71

0.00

0.07

2.52

0.01

0.03

0.96

0.34

Sick leave

–0.04

–1.68

0.09

–0.04

–1.72

0.09

Health concern

–0.08

–2.67

0.01

–0.04

–1.54

0.12

5.14

0.00

Work satisfaction

0.14

R2

0.10

0.11

0.13

ΔR2

0.10***

0.01***

0.02***

N = 1,511. Significant at ***p<0.001.

t-values, significant levels as well as R2 and ΔR2 values are reported. The results from
Table 4 show that only the variable position received a significant result in the initial step
of the analysis. When a check was done for the variables age and position in the analysis’
second step, perceived health and health concern received significant results. Nor in the
second step could age predict women’s interest in working until the age of 70. When the
variable work satisfaction was added to the third step in the analysis, the variables age,
position, and work satisfaction could predict women’s interest in working until the age
of 70. The variable perceived health did not receive any significant result in the third step,
and the variable sick leave during the last 12 months did not receive any significant result
in any of the three steps of the analysis.
The result from the fourth regression analysis shows that the independent variables
together explained 19% of the variance in men’s interest in working until the age of
70 (p<0.00). The R2 value of 0.19 can, according to Cohen’s measure (Cohen 1988),
be assessed to rest between a medium and large effect. Standardized beta coefficients,
t-values, significant levels as well as R2 and ΔR2 values are reported in Table 5.
Table 5 shows that the variables age and position predicted men’s interest in working
until age 70 in the first step of the analysis. During the check for the above variables, the
results show that only the variable perceived health received a significant result in the second step. In the third step the analysis expanded with the variable work satisfaction, which
received a significant result, while the variable perceived health did not have a significant
contribution anymore. The variables sick leave during the last 12 months and health concern could not predict men’s interest in working until the age of 70 in any of the steps.
The results in Table 5 show additionally that the percentage of explained variance rose
significantly (ΔR2 = 0.05) when all independent variables were included in the analysis.
The two concluding analyses show that there are again similarities between the factors that affected women’s and men’s interest in continuing to work after retirement age.
The similarities are that both groups again received significant results for the variables
age, position and work satisfaction in the analyses’ third step. R2 values for the groups
differed, however, this time when the men’s value (R2 = 0.19) was higher than that of the
women’s (R2 = 0.13).
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Table V Hierarchical multiple regression analysis for effect on interest in working until the age of
70: men
Step 1
β

Step 2

Step 3

t

p

β

t

p

β

t

p

–0.07

–2.38

0.02

–0.09

–2.95

0.00

–0.09

–3.11

0.00

0.35

11.45

0.00

0.35

11.26

0.00

0.34

11.20

0.00

Perceived health

0.10

3.01

0.00

0.03

0.89

0.38

Sick leave

0.05

1.50

0.14

0.05

1.55

0.12

–0.06

–1.81

0.07

–0.01

–0.30

0.76

0.24

7.39

0.00

Question/index
Age
Position

Health concern
Work satisfaction
R2
ΔR

2

0.13

0.14

0.19

0.13***

0.01***

0.05***

N = 1,015. Significant at ***p<0.001.

Table VI Interest to work until age 67 among men and women in different occupational groups
Category

Men %

Women %

Professors

70 (N = 268)

62 (N = 81)

χ2 = 2.03 ns

Lecturers

62 (N = 259)

47 (N = 240)

χ2 = 11.44***

Administrative personnel

50 (N = 123)

28 (N = 544)

χ2 = 23.24***

Technical personnel

34 (N = 160)

29 (N = 225)

χ2 = 1.04 ns

Table VII Interest to work until age 70 among men and women in different occupational groups
Category

Men %

Women %

Professors

49 (N = 270)

38 (N = 81)

χ2 = 2.84 ns

Lecturers

41 (N = 260)

23 (N = 239)

χ2 = 18.69***

Administrative personnel

16 (N = 122)

7 (N = 545)

χ2 = 11.14***

Technical personnel

14 (N = 160)

8 (N = 221)

χ2 = 3.10 ns

Position was found to represent a significant variable in the analysis. Tables 6 and 7
show that subdividing position further into the four categories professors, lecturers,
administrative personnel, and technical personnel entails significant gender differences
among lecturers and administrative personnel, but not among professors and technical
personnel, with respect to the interest to work to age 67 as well as to age 70. Professors
and lecturers show the highest interest to continue working into high age.
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Discussion
The effect of position in the organization
In the present study, professors and lecturers were the categories showing the highest
interest to work to age 70, compared to administrative and technical personnel. However, it was noted that the effect of work satisfaction was unrelated to position, indicating
that this variable does not depend on whether you have an academic job (professor, lecturer) or a non-academic job (technical or administrative work). Also other factors need
to be taken into consideration. Among civil servants Mein et al. (2000) studied significant determinants of intention to retire later; independent predictors of early retirement
included employment grade, self-perceived health, and job satisfaction; this set of factors
mirrors the findings of the present study.
The high interest noted among professors to continue working into older age, when
given a chance, is well known. For instance, in a follow-up to the 1994 decision in the
U.S. to abolish the obligatory retirement of tenured faculty at age 70 (Ashenfelter and
Card 2002), it was found a few years later that a large portion of the older professors
had changed behavior vis-à-vis retirement; less than 30% of those turning 70 chose to
retire, and half of those still working at age 70 were still working at age 72. Also in Australia it was found that following elimination of obligatory retirement many professors
continued to work long after reaching the age of 70 (Anderson et al. 2002). In Canada,
it was estimated that 22.7% of faculty members employed at age 64 at universities
without mandatory retirement would continue to be employed at the same university at
age 72 (Warman and Worswick 2010). In the present study, the difference between professors and lecturers is of note: professors in the Swedish university organization enjoy
a higher degree of organizational freedom compared to lecturers, who tend to be fully
occupied with educational duties.
The low interest found among non-academic personnel to work up to or beyond
normal pension age complies with the notion that low education, poor health, and low
sense of coherence (related to work satisfaction) are the best predictors for intentions to
retire early (Volanen et al. 2010).

Gender and views on retirement
The present study showed that the interest to continue working into old age among
employees in a university organization was significantly higher among men than among
women. Age, position, and work satisfaction predicted women’s as well as men’s interest
to work to age 67 and 70, whereas among women also perceived health predicted the
willingness to work to age 67.
The gender differences observed comply in part with the observations in a German
study by Büsch et al. (2010); they found that in men, high motivation (meaningful work)
was linked to the desire for continued employment in retirement, whereas in women,
work ability, which is a health-related factor, was the decisive criterion. They concluded
that ‘in particular, meaningful work increases motivation among men and work ability
increases motivation among women.’ Likewise, ‘importance of work’ was found in an
Australian study by Shacklock et al. (2009) to be a significant factor influencing men’s,
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but not women’s intention to continue working. Our finding that job satisfaction was
a significant factor also among women could reflect conditions specific to a university
organization, but possibly also other attitudes held by Swedish women, compared to
Germany and Australia.
Among factors influencing the decision to retire, the decision made by the life
partner to retire may have a strong impact (Nilsson et al. 2011). It was found in a
study in the U.S. that within a marriage, retirement expectations were shaped by individual, spousal and household characteristics, and that wives’ retirement expectations
were more influenced by husbands’ resources and constraints than vice versa (Pienta
and Hayward 2002). Retirement intentions have also been found to relate to the level
of marital quality (Henkens and Leenders 2010); older workers who reported a higher
level of marital quality also reported a stronger intention to retire. At the individual
level, pull factors may be as important as push factors when it comes to the decision
whether or not to continue working into higher age. Since the husband is older than
the wife in most relationships, and the husband may be eligible for retirement earlier
on than the wife, this noted difference in influence may provide a partial explanation
for the lower interest that we have found among women to carry on working into
older age.
In the present study, the age distribution differed somewhat between men and
women; the percentages in the age range 60+ were 19.9 and 17.2 respectively, and in
the range below 30 years, 9.3 and 7.9%. Since older respondents tended to look less
favorably on continuing work to age 67 and above, this means that the gender difference
observed tends to be slightly downplayed in the analysis.

Effect of age and perceived health
Poor health has been identified as a major factor pushing employees into retirement
(e.g., Feldman 1994). According to Ilmarinen (2001), health and functional capacities
form the basis for human resources and work ability generally. The fact that perceived
health was a predictive factor in women but not in men in our study can be interpreted
as a difference in attitudes to work in accordance with the findings by Büsch et al.
(2010), implying that meaningful work increases motivation to work into older age in
men, whereas women are more inclined to take into account their work ability.
Physical ailments are a major cause behind age-related deterioration in work ability
(Ilmarinen 2001). In a university environment, the physical workload may be modest for
all employee categories in comparison with many other branches in the labor market;
even those university employees who have some health problems may find it possible to
match job demands, provided work is perceived motivating. For instance, according to
Karasek (1979), the adverse health effects of high work demands are buffered by influence at work; insufficient levels of influence at work enhance the adverse health effects
of high work demands.
It was found that age was a significant factor for the interest to work up to age 65
as well as to work until age 70, for all employment categories. Younger men and women
showed higher interest than older ones, which in part may reflect impaired health and
reduced work ability among older employees; work-related effects on health impairing
work ability tend to increase with age (Ilmarinen 2006, pp. 158–211).
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Effect of work satisfaction
It is of note that in the present study, work satisfaction was identified as a main factor
predicting intention to retire or to continue working into higher age, irrespective of
organizational position and sex. This is in agreement with results from earlier research
covering a wide spectrum of occupations (e.g., Buyens et al. 2009; Kautonen et al. 2012;
Sibbald et al. 2003). For instance, in a study of retirement intentions among employees
of a large public employer, Oakman and Wells (2013) found that of work factors that
were analyzed, low job satisfaction indicated an increased likelihood of retiring soon.
In a situation where it is of interest to prolong working life generally, these observations are of particular significance, since job satisfaction as well as perceived health are
conditions that can be addressed at the workplace level. Theoretical points of departure
include the control–demand model (Karasek 1979), the work ability model (Ilmarinen
2001), and the age management model (e.g., Mykletun et al. 2012).
There is a widespread view that in order to achieve a longer working life for large
groups in the labor market, it is sufficient to create economic incentives (Swedish Pension Age Commission 2013). However, it may well be that investing in measures enhancing conditions at work is even more powerful. Universities, which may need to preserve
the competence in the organization by making older employees continue working more
years, should take action to identify what may cause work dissatisfaction as well as poor
health appraisal among employees, in order to find out what measures to be taken.

Limitations of the study
The correlation between the intended retirement age and the actual decision when to
retire is rather weak; the relation between intention and behavior has been found to
vary primarily by health, education, and type of work (Solem et al. 2014). Nevertheless,
intention studies are important, since they give employers an indication of a possible
upcoming competence crisis in the organization, and an incitement to address conditions at work.
The present study made possible statistical evaluation entailing some clear and
unambiguous results for men and women and different occupational groups. However,
the university organization may not be entirely representative of the labor market at
large. For instance, physical demands at work may play a dominating role impairing
work ability in many other sectors of working life. On the other hand, and for this very
reason, analysis of the influence of factors unrelated to musculoskeletal ailments may be
facilitated. Studies of gender effects are facilitated in the university organization, being
balanced with respect to male and female employment.
It should be noted that the response to the question, ‘If the opportunity would
be given after turning 67 to work with the same work tasks as now, would you then
consider working until age 70?’ does not necessarily constitute a prediction of retirement from the labor market, but marks an intention vis-à-vis the present employer and
the present work tasks. There is a distinction to be made between retirement intention
and turnover intention (Schmidt and Lee 2008); affective organizational commitment
predicts turnover intention, but not retirement. Administrative and technical service personnel may be more apt than professors/lecturers to look for employment outside the
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university organization; such a ‘jump’ effect (e.g., Jensen 2005) in these categories is a
possible confounder in the present context.
As noted by van Solinge and Henkens (2005), national institutional frameworks
concerning pension systems and retirement may have a strong influence on attitudes and
behavior. Such differences may imperil direct transnational interpretations. Nevertheless,
the results of the present study should remain relevant in the Nordic countries, having much
in common with respect to the organization and functioning of the national labor markets.

Suggestions for further research
The present study demonstrates that there are gender differences and also that age,
position, perceived health, and work satisfaction predict late exit from working life. But
the decision of an individual person whether or not to continue working into high age
may be influenced also by other factors, unrelated to the work situation. There is support for the notion that the decisions about when to retire are complex and formulated
over many years (e.g., Ekerdt et al. 2000). In order to gain a better understanding of the
relative importance of work-related and work-unrelated factors, we see the need for following up questionnaire studies, such as the present, with interview studies. As noted by
Mein et al. (2000), ‘qualitative analyses may further advance our understanding of the
retirement process.’ It is also important to take into account that what people may feel
inclined to do is not necessarily what they actually decide (Solem et al. 2014); for this
reason, more longitudinal cohort studies should be undertaken.
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