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Preface
The papers included in this monograph were presented and

discussed at an International Workshop held in Jerusalem in
August 1986, as part of the International Gerontological Events
that marked the 30th anniversary of the Israel Gerontological
Society.

Some 30 participants from eight countries and three
continents discussed various aspects of early retirement and its
implications. This volume, published by the Brookdale Institute
of Gerontology and the Social Gerontology Center of the
University of Kassel which jointly organized the workshops,
contains 13 papers grouped by three major themes:
* Conceptual analyses of early retirement at the societal, ifrm,

and individual levels;
* Reviews of statutory arrangements and practices in a

number of participating countries;
* Studies on the effects of early retirement and the need to

address the consequences.
Among the issues that are addressed are:
a) The problem of deifning early retirement on a

comparable crossnational basis, in the light of the varying
economic and sociocultural realities.

b) The applicability of various national policies on early
retirement across cultures.

c) The contradiction between the traditional emphasis on
the importance of work for the psychosocial wellbeing of the
individual and the reality of the growing numbers of relatively
"young" workers retiring early or being involuntarily retired
from work.

d) What has been learned from available research on the
consequences of early retirement for the individual or society.

e) What are the consequences of extending the
"inretirement" period for the individual, the pension system, and
social institutions?
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The workshop papers and discussion stress the need for
more crossnational research and exchange to further our
understanding of the phenomenon of early retirement and its
consequences. This volume will hopefully contribute to this
exchange and help to promote a more informed public policy
debate.

Shimon Bergman
Gerhard Naegele
Walter Tokarski
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Section One:
General Issues in Early Retirement



Early Retirement:
1 Trends and Results

Walter Tokarski

Abstract
Retirement at a set age has become a ifxed feature of most Western

societies. The author cites current trends in early retirement which make
retirement at age 65 more the exception than the rule.

The author poses the question whether in the labor and achievement
oriented societies of industrial countries, leisure without work will still be
perceived as leisure? What is modern society providing for early retirees? Are
there opportunities for new forms of productivity and new satisfactions to
replace those formerly provided by employment?

After a brief review of early retirement research literature, the author
concludes that there is need for international comparative studies of the reason
people choose early retirement and whether this choice produces problems or
opportunities. He ends with the challenge for those who believe the answer is
"opportunity" to answer his next question: "Opportunity for what?"

Introduction
Retirement at a set age has become a fixed feature of most

Western societies. Prior to the 19th century, there was no official
retirement age. Retirement was usually linked to illness or death
(Lehr 1986). Only when pension systems were introduced in
particular countries was a retirement age speciifed. In recent
years the retirement age has become fluid. Today, in many
countries, women and men retire at different ages. Certain
occupations have earlier retirement ages than others, e.g.,
soldiers, police, civil servants, miners, etc. Conversely, for
employers, selfemployed professionals, university professors and

Walter Tokarski is on the Fachbereich Sozialwesen  Soziale
Gerontologie, Gesamthochschule Universit'dt Kassel.

3



Early Retirement: Trends andResults

politicians, a later retirement age is often acceptable. Several
countries have introduced lfexible retirement age systems and
preretirement programs; in addition, there has always been the
possibility of early retirement resulting from disability.
Increasing interest in early retirement is more often the result of
labor market policy rather than concern for the quality of life of
older persons. At the same time, there have been suggestions that
the employment years be extended because many pension
systems are now unable to pay retirees enough to support a
decent standard of living. All these trends have made retirement
at age 65 almost an exceptional occurrence. Therefore, the
question of retirement is an issue for a broad spectrum of
society.

Retirement has also become an increasingly important
discriminating variable in gerontological study. Research must
consider the effect of the length of working life on aging. The
probable length of retirement and life expectancy in addition to
ifnancial aspects of early retirement also must be considered.
Questions concerning the economic and social consequences for
the whole society naturally follow.

The Relationship Between Work and Leisure Time: A
Potential Key Problem

The evaluation of the relationship and roles of work, non
working time and leisure is important (Tokarski 1985). This
relationship is characterized by the fact that work, in the
industrial states, usually deifnes social status. Leisure, on the
other hand, is perceived only as rest time whose primary
determinants are signiifcantly inlfuenced by work (Kelly 1972;
Neulinger 1974; Tokarski and SchmitzScherzer 1985). Research
on the concepts of work and leisure (Eichler 1979; Tokarski 1979)
repeatedly shows that work plays the role of "seriousness" in life
whereas leisure is identiifed with "play"; it is not clear whether
the latter is meant to be "nonserious" or "less serious" (Tokarski
1985). Yet there is no doubt that leisure ranks second,
immediately following work in signiifcance to most human
beings.

4
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We must interpret carefully, and in the context of the labor
and achievementoriented societies of industrial countries, the
recent indication from international research that leisure has
outstripped work in social significance. While leisure is
certainly gaining in importance for the individual, work is at the
same time not losing any. Studies, with unemployed as well as
working people, show that leisure without work is not leisure,
because work criteria are used for the organization of, and .

orientation toward, leisure. Similarly, the overshadowing of the ■;

work and professional ethic by a socalled "busy ethic" in
retirement leisure, described by Ekerdt (1986) must be further
examined.

Now let us discuss the relationship between work and leisure
in retirement. The specific importance of leisure and the
structuring of it for older people is increasingly emphasized in
contemporary society. It is often recommended that workers
develop leisure activities and hobbies in midlife in preparation
for retirement and old age. After health and questions
concerning pension beneifts, leisure plays the most important
part in publicly offered preparation courses for old age.

Considering the dominant role of work and the immediate
second place of leisure, how can retirement leisure add
fulifllment to life similar to that which work provided
throughout the employment years? The younger the people
affected, the greater the importance of the question. Early
retirees and preretirees often do not see themselves among the
elderly. Can we offer adequate opportunities for structuring the
lives of such persons if they do not want to "rest?" Do we not
often send them off to "playgrounds" where we expect them to
be "active" just for the sake of activity?

We are aware that legal regulations concerning early
retirement have existed in various countries for some time, but
the consequences have not been seriously considered.
Formulations of adequate roles for the elderly, as well as concrete
assistance for retirees are missing. We have thought more about
the preparation for retirement than about emotional support
after retirement, although we know well that in most major
events in life, there are enormous discrepancies between
anticipation and reality. In this connection, we must pose a

5



Early Retirement: Trends and Results

question regarding the efifcacy of retirement preparation. We
might possibly conclude that there are fewer problems than we
experts think there are. Are the early retirees really "turned off"
or do some of them perhaps represent a new "leisure class"
(Tokarski 1985), with models for a future society?

Early Retirement Research Findings
As the result of research, what do we know about early

retirement? Although comprehensive research results are not at
hand, some general remarks can be made. Retirement is
generally seen as a "crucial life event" which demands
adaptation to new situations and new orientation. Lehr (1986)
emphasizes that adaptation and new orientation are not the
direct effect of the event itself but of the style of life after the
event. It is believed that this applies particularly in cases of early
retirement since a strong discrepancy between the selfimage
and others5 estimation of the retiree may develop.

Similarly, state of health plays an important role.
Gerontological research shows that employees with poor health
usually retire earlier than those in good health. This also shows
that poor health cannot necessarily be accepted as a result of
retirement, as is often purported in public discussions.

Researchers view retirement life style in a variety of ways.
On the one hand, changes are expected. There are life rhythm
changes, new orientations, different social status, generally
lowered ifnancial resources, etc. On the other hand, many
researchers claim continuity: Leisure activities rarely change;
preplanning produces a retirement lifestyle in consonance
with preretirement life style, etc. (Maddox 1968; Havighurst
1968; Atchley 1976 and 1977; McPherson and Guppy 1979; Bosse
and Ekerdt 1981; SchmitzScherzer and Thomae 1983). Because
of these two opposite approaches, we must differentiate and ask:
For which social groups is retirement linked with preretirement
life, and for which groups do discontinuities exist? Which
conditions contribute tocontinuity/discontinuity? What do the
courses of continuity and discontinuity look like immediately
after and a considerable time after retirement? These and
similar questions require further study.

Concerning retirement trends, Lehr (1986) and others she
cites, state the following:
6
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" The older the employees, the more they want to stay in their
occupations to age 65.

 The more physical stress in the job and/or the worse the
employee's state of health, the stronger the desire for early
retirement.

. The more work is motivated by ifnancial considerations, the
more easily early retirement is accepted if a satisfactory
ifnancial situation exists.

 Satisfying family relationships, friendships, and
relationships with acquaintances in leisure activities yield
positive attitudes towards early retirement.
Many studies show that many problems may appear, e.g. the

inability to adjust to retirement, loneliness, negative selfimage
and discontent (Lehr 1986). On the other hand, studies also
report that 708096 of retirees questioned were content and that
their situation, health and mental outlook in retirement had
improved (McGoldrick 1982; Tokarski 1984; Opaschowski and
Neubauer 1984). A complex network of interdependent
variables must be assumed here. Insuiffcient research has been
done in this ifeld to date.

Reasons for early retirement decisions are varied. A new
study by Niederfranke (1986) in West Germany shows that 790/0
of the people questioned reported their decisions had been
inlfuenced by appeals to give up their jobs for younger people;
5696 wanted to enjoy life more fully; 320/0 wanted to spend more
time with their families; 280/0 spoke of problems with the
computerization of their work life; 2696 spoke of external
pressure; 2696 of internal motivations; and 4896 of both internal
and external considerations (Lehr 1986). These results found in
the Federal Republic of Germany are, of course, not transferable
to other countries because the respective national economic and
social situations, as well as the respective retirement schemes,
play a role. There is a need for international comparative studies
to consider these problems.

Yet, the main question linked with the phenomenon of early
retirement which has barely been answered on an international
level is the following one: Is early retirement a problem or an
opportunity? Depending on the answer, preparation for

7



Early Retirement: Trends and Results

retirement must vary. In the case of those who view early
retirement as a problem, retirement preparation should consider
the aspects of balancing personal deficits, of emancipation and
social inequality. For those who view it as an opportunity, we
must ask "Opportunity for what?" In this rather sensitive area
answers must be forthcoming.
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Friihzeitiger Ruhestand:
Entwicklungsstromungen und Forschungsergebnisse
Zusammenfassung

Dieser Beitrag stellt in erster Linie Fragen: Was tut die moderne
Gesellschaft fur die Wohlfahrt vorzeitig Pensionierter? Besteht Gelegenheit zu
neuen Formen von Produktivitat und neuer Erfiillung austelle derer, die bisher
der Beruf bot? Stehen Friihrentner vor der Wahl zwischen "Arbeit" und dem
"Nichts"?

Der Autor beschreibt die zur Zeit vorherrschenden Strdmungen in
Richtung auf eine Friihpensionierung, die das Ausscheiden mit 65 zu einer
Ausnahmeerscheinung machea

Nach einem kurzen Uberblick iiber die Literatur und
Forschungsergebnissen zum fruhen Ruhestand kommt der Verfasser zu dem
Schluss, dass die Notwendigkeit fur Internationale Vergleichsstudien besteht,
die dariiber Aufschluss geben, warum sich Menschen zu friihzeitigem
Ruhestand entscheiden, und ob diese Entscheidung Probleme oder Chancen
nach sich zieht Er schliesst mit der Frage, ob friiher Ruhestand eine Chance sei,
und "Chance wozu?" Adaquate Rollen fur Ruhestandler zu finden, sei damit
eine der Kernfragen, die im Zusammenhang mit dem Phanomen des
fruhzeitigen Ruhestandes stehen.
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Optional Early
Retirement: Is It A

Z Painless Alternative
to Involuntary Layoffs?
Dan Jacobson

Abstract
Optional early retirement (OER) is discussed in the context of the growing

tendency to consider forms of voluntary workforce reductions as an alternative j>

to dismissals and layoffs during organizational retrenchment The pros and
cons of OER are examined from both the organizational and the individual
points of view. Although much more palatable than involuntary dismissals, the
hidden costs of OER in terms of organizational effectiveness and individual
wellbeing should not be underestimated. However, the paucity of available
empirical data on the choice and outcomes of OER calls attention to the need
for further research that will combine organizational and individual variables.

In the last two decades, recessionary influences have
plagued many countries. These influences, and increasingly
frequent and often unpredictable swings in national and
international economies, have led to a surge of unemployment.
In addition, budget cutbacks in the public sector, and aggressive
competition, deregulation and the computerled technological
revolution in the private sector, have intensified the need for
constant organizational restructuring to increase efifciency. In
many cases the result has been retrenchment and growing
pressures to shrink lfexible resources, particularly the work
force. Until fairly recently, workforce reductions at least in
most private sector organizations have tended to be managed in

Dan Jacobson is a Senior Lecturer at the Department of Labor
Studies, Tel Aviv University, Israel.

11



Optional Early Retirement

a way that was likely to create a severe job security crisis (e.g.,
Hartley and Klandermans, 1986; Work in America Institute
1984). Thus, management, upon realizing that there were too
many employees for the work to be performed, perceived little
choice but to lay off the excess employees, never considering
that layoff was only one of several tactics available for reducing
the workforce.

The major objective of the present paper is to review the
relative merits and constraints of optional early retirement
(abbreviated henceforth as OER) as one of the instruments
allowing for greater lfexibility in the management of human
resources during hard times. First, considerations favoring
voluntary workforce reductions in general, as an alternative
tactic to involuntary dismissals, are brielfy presented. Next, the
discussion focuses speciifcally on OER, and its pros and cons
from the organizational point of view are identiifed. Finally, the
individuallevel perspective of OER is examined, and some
tentative conclusions are offered,
Voluntary WorkForce Reductions

Much has been written about the economic costs of massive
layoffs  lost production, wasted human resources, and the
increased taxes necessary to support the jobless (e.g., Hakim
1982). There are grave social and psychological costs as
well  the devastating effect on the lives and health of many of
the people directly affected by periods of involuntary idleness
and dependency (for recent critical reviews of research in this
area see DeFrank and Ivancevich 1986; Fryer and Payne 1986;
Kaufman 1982; O5Brien 1986). On the macroeconomic level
more and more governments and unions have therefore come to
recognize that adopting employment buffering strategies or
developing workeroriented adjustment and jobreplacement
strategies are a vital and, indeed, expedient element in human
resource policies. (Batt 1983; Leana and Ivancevich 1987). On
the microeconomic level, too, a growing number of corporate
managers are now coming to regard their employees not only as
a valuable resource, replaceable only at considerable cost, but
also as a form of capital, human capital, to be protected and
conserved if at all possible (Greenhalgh and McKersie 1980;
Greenhalgh, McKersie and Gilkey 1986).

12
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Whereas involuntary dismissals are unavoidable in the case
of plant closings, a noticeable tendency is emerging to consider
forms of voluntary workforce reductions as an alternative
means of lowering payroll costs when the organization is faced
with a decreasing work load whether due to technological
obsolescence, market shifts, structural changes or intensified
competition. From the standpoint of the total workforce there
are marked advantages to such practices over layoffs and
dismissals. But they appear to be beneficial also from the point
of view of the individual organization. The experiences of
several American and European companies in that area have
recently been presented in a report by the Work in America
Institute (Gutchess 1985). In summing up these experiences, the
report states that usually the adopting of voluntary workforce
reductions starts from the premise that there is a core work
force which must be protected if the organization is to survive.
Even more importantly, such a policy reflects a management
philosophy that during a crisis, perhaps more than in less
turbulent times, workers' commitment to the employing
organization is an essential asset. Workers' commitment
depends, in part at least, on their feeling that the organization
is committed to them. This feeling, in turn, depends on
management's ability to bolster employment security, that is, on
its ability to guarantee that regardless of internal or external
changes, and insofar as these actions lie within the employer's
control, no employee will be dismissed arbitrarily.

One of the most widely used methods for voluntary work
force reductions is worksharing, the equitable reduction of paid
working hours or days for all, instead of total loss of work time
(layoff) for some (Glueck 1978). This may take the form of
reducing the work week to four or three days, or of rotating
vacations without pay among all employees. Another is
redeployment of temporary surplus workers, internally in
different parts of the organization, or externally by lending
them out to other employers either in the public or the private '

sector. These methods tend to be applied on the basis of an
assessment to management that the decline is temporary,
seasonal or cyclical. The central interest of the present paper,
however, is in the third method, namely, optional early

13
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retirement (OER). This method is a more likely organizational
response to a permanent decline in work loads although, of
course, it can also be used in conjunction with worksharing,

; redeployment as well as other alternatives to dismissals not
mentioned here.

OER programs have only fairly recently emerged as a major
response to the need to readjust the size of the workforce

; without resorting to forced layoffs (Guillemard 1985; Rosow
i and Zager 1980). They consist of an offer made to employees by
' management to retire from work in the organization before
, they reach the normal pensionable age. While usually providing
j a restricted "openwindow" period for decisionmaking, the offer
: is often accompanied by financial inducements in the form of a
; lump sum, increased severance pay, predated eligibility to

pension benefits or the bridging of the period until the
; pensionable age is attained with a fixed annuity generally
; approximating the level of the employee's accumulated

earningsrelated pension credits.
OER  The Organizational Perspective

From the organizationlevel point of view, OER programs
appear to have marked advantages but they may also incur
potential penalties in the long run. On the face of it, they are an
almost readymade solution to serious overstaffing in any major
organization with a wellfunded contributory pension plan, an
older workforce, and sufifcient cash flow to provide for
relatively generous financial rewards to elderly workers who
agree to retire early (Jacobson 1980). Such programs reduce the
pressure to lay off or dismiss younger workers or those in mid
career who are projected to have many more years of potential
service than the early retirement target group. Not only are the
per capita costs of younger employees lower, but they comprise
the organization's next generation. At the same time, these
programs can be expected to be popular with the younger
workers themselves who see the program as their opportunity
for recognition and advancement, or who might otherwise feel
more vulnerable to the "last in first out" rule. For younger
workers OER programs also have a clear advantage over
alternative more equitable workforce reduction methods

14
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mentioned earlier in that they do not require ifnancial or other
sacriifces on their part.

OER programs are also generally viewed as socially
responsible, on balance, and do not create adverse public
relations. They may, in fact, even enhance the organizations
prestige as an employer. This may prove instrumental in future
more prosperous times when the organization engages in
renewed staffing and hiring efforts. Exceptions to this will occur
in "company towns5', where one major employer virtually
dominates the labor market and where the programs, even
though voluntary, tend to represent a threat to the entire
community.

The strongest virtues of the OER method are that it usually
provides strong ifnancial incentives for leaving the organization
and permits selfselection on the part of employees. Since the
employees who elect to retire volunteer for a variety of reasons
(Lehr 1986), and since the entire program is seen as a response
to externally imposed circumstances, management can feel free
of guilt. It is also less likely to face union or worker
representatives' opposition on the issue, and in many cases,
depending on the level of trust between the sides, may even
expect active cooperation. Of course, some of the employees
who do not make informed choices may regret their decision or
seek to reconsider it, but this adverse sideeffect can be
minimized by providing a longer "openwindow" period for
decision making and by offering a preretirement counselling
program.

One of the ifnancial advantages of this approach to the
rebalancing of the workforce is the ease with which it can be
ifnanced in large organizations. Often, although by no means
always, the ifnancing is available through contributory pension
schemes already written off as personnel expenditures in
previous years. In such cases the required funds do not impose
an undue strain on operating costs. A special lump sum
incentive can be a substantial cost, but it is written off in one
year. When the incentive that is being offered implies the
bridging of the pension pay between the time early retirement
takes place and the formal retirement age when pension rights
go into effect, the burden on the employer is heavier but still
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considerably lower than a full salary plus direct and indirect
fringe beneifts payable to fully employed workers. Further, in as
much as the normal retirement age is being reduced (as is often
the case in certain government agencies or speciifc occupational
groups such as teachings or the military which in many
countries use 25 or 30 years5 service as a fullretirement

; standard), the extension of early retirement options becomes
■ even less costly since the number of years that have to be

bridged until the individual concerned is eligible for a pension
is reduced. Still, in a forwardlooking organization the cost

/ factor needs to be subjected to a multiyear carryforward
;| analysis in order to determine the actual savings in the long

term.
,1 However, for the organization there appear to be also
; serious disadvantages to OER programs despite their growing

popularity. First and foremost, they represent a risky tradeoff:
! the loss of a large number of qualiifed personnel from a cross
\ section of the organization, without any guarantee that ready
i replacements of equal skill and experience are available. Past

experience has shown that the offer of OER provisions may
create ambiguities regarding organizational continuity, and one

! of the results may be the exodus of the organizations most
valuable workers (Greenhalgh 1982). The best performers are
the most conifdent and the most likely to make a smooth
transition to another employer at equal or better pay or
opportunity. By encouraging early retirement, the organization
may thus deprive itself of these talents and may even
inadvertently push the most experienced employees into the
open arms of competitors. On the other side of the coin, if the
organization does not extend equal early retirement
opportunity to all of its members, it may ifnd itself being
accused of discrimination. Hence, the organization is caught on
the horns of a dilemma in deciding whether to preserve the
voluntary element in its approach to these programs or to
modify the element of chance by imposing criteria, generally
based on performance, or on the degree of indispensability to
the organization. Those who adhere to completely voluntary
programs may incur serious hidden losses, rarely measured and
often too painful to quantify. Equally, those organizations that
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decide to offer OER on a selective basis, risk negative
implications on organizational climate and industrial relations.

Among the indirect effects of OER programs that cut a
wide swath across the organization is the psychic shock to the
remaining employees. All employees, but especially those who
are a few years away from earlyretirement age, may feel less
secure about their future in the organization. They may realize
that dedicated, loyal employees, who are committed to a *
lifetime in the organization, can never again feel certain as to 'r''
when or how their careers will be aborted. This may be the
case particularly if the voluntary element is not entirely
genuine, or when OER is offered two or three times in
succession.

Last but not least, OER runs counter to demographic trends
in developed societies and the growing interest in extention
ofworklife opportunities (Selby and Schechter 1982).
Essentially, they are based on the implicitly stigmatizing
chronological age criterion and seem to reveal an outmoded
belief by many employers that older workers are generally less
productive and less motivated than younger workers and thus
more expendable. This bias may in itself create a discouraged
worker with dysfunctional outcomes for the organization
(Doering, Rhodes and Schuster 1983; Jacobson 1979).

OER  The Individual Perspective
There is some work on the characteristics of workers who

retire early although not necessarily within the framework of
OER programs. These studies have looked at health (Holtzman,
Berman and Ham 1980), unemployment (Bould 1980; Parnes
1981), a combination of economic, health, and demographic
variables (Barifeld and Morgan 1978; Guillemard 1985), the
unpleasantness of working conditions (Quin 1978), fatigue
producing job characteristics (Jacobson 1972), and retirement
expectations (Amann 1986; Lehr 1986). The literature with ■>

regard to the decision to accept an early retirement option, ■^

however, has been meager. With a few exceptions (Durbin,
Gross and Borgatta 1984; Jacobson and Eran 1980; Patton 1977)
studies have not yet addressed this issue speciifcally, probably
because OER programs have been relatively rare until recently.
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For the individual, OER may mean a separation from the
workplace under relatively honorable circumstances, with the
promise of a lifetime income, for a life of leisure or parttime
employment. Individual choice and the opportunity to time the
transition are critical here. However, the most serious weakness

j in this connection pertains to the fact that, although described
\ as voluntary, early retirement is frequently a forced choice. As
/ pointed out in Lehr's (1986) review, there are two forces at work
/ compelling the older worker to move out: One is the carrot of
i ifnancial incentives, and the other is the stick of negative
/ consequences  real or imagined  for resisting in situations
. of implied duress. Employees caught in the early retirement

"squeeze" may be subjected to "moral pressures" (Hwalek and
i Firestone 1982: 160), or offered unattractive alternatives, such as

transfer, demotion, reassignment, or career stalemate if they
■■ reject the incentive program. But even when this is not at all
I the case, the very offer of an OER program may generate
j perceptual and cognitive appraisal processes which differ
i substantially from what was originally intended by those who
. are in control of the objective situation (Greenhalgh and Jick

1983; Lazarus and Folkman 1984). The offer may sometimes be
' interpreted by workers as a pessimistic prognosis of the
\ stability of their employer leading them to decisions which are

not necessarily in line with their genuine preferences. These
; tendencies may be reinforced when rumours become a key

source of information as a result of the rather widespread
managerial norm of secrecy during hard times which led to the
offer of OER in the ifrst place (Hartley and Cooper 1976).

By and large, an OER program may be viewed by the
: individual in several ways, all of which ultimately mediate the
: nature of his or her reaction. One would expect, for instance,

the choice between a favorable or an unfavorable response to an
OER program to be mediated by the individuars perceived
opportunitystructure in the full or parttime labor market, or
by the nature of his social support networks. Following
Jacobson's (1985) "JobatRisk" behavior model, it can be argued
that once confronted with the option of early retirement, the
individual employee will conduct a cognitive calculus involving
the subjective valence of each lifesituation feature that could be
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affected by a foreshortened career, and the subjective probability
of enhancing (or losing) that feature. In other words, the
individual's reaction is likely to reflect the degree to which he or
she perceives the program as potentially enhancing or harming
his or her chances for achieving, obtaining or maintaining
important values, resources or objectives. Thus, it may, of
course be viewed as a challenge, a relief or an opportunity for
growth and development. This would be so, for instance, if the
program would be seen as allowing for the "breaking away" ^
from a negative reality involving boredom, fatigue,
interpersonal conflict, and psychological or physical strain
while at the same time retaining an external attribution in the
sense that early retirement is normatively accepted as a
situation manipulated by forces beyond the individual's control.

It should be pointed out, however, that the centrality of
paid employment in contemporary Western society, and
particularly among older agegroups, suggests that for many
people at present the losses resulting from premature
withdrawal from the work situation are felt to outweigh the
gains (see, for example, the review by Kosloski, Ginsburg and
Backman 1984). Furthermore, it is important to recognize that
early retirement implies more than the removal of features
related directly to the "employed" role such as an income
stream that is significantly higher than the forthcoming
pension, worklinked social ties, career progress, familiar
routines and intrinsically satisfying tasks. Potential decreases or
increases in the features of other roles which are not themselves
directly linked to occupational issues may also be perceived.
For instance, the individual may anticipate his or her marital
relationship to become more, or less, tense as a result of early
retirement (Lehr 1986). Thus, a person may believe that an OER
program entails many advantages for him or her, but he or she
may nevertheless fear the negative implications on the relative
balance of his or her family life.

Concluding Remarks
This paper has attempted to review some of the

organizational considerations underlying the use of OER and
the effects thereof. In summarizing the key points of the review
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one can safely conclude that, at best, OER programs are a
reasonable compromise, longterm response to the organization^
failure to provide employment security to all its members.

.' Clearly, from the standpoint of the workforce, the programs are
much more palatable than some alternative forms of
retrenchment such as layoffs and dismissals. However, although

' preferable to the latter, OER is a mixed blessing, perhaps more
popular with the younger upandcoming group, but worrisome

/ to some of the older workers who may feel threatened  the
voluntary element notwithstanding. Contrary to recent moves

' in many countries to eliminate age ceilings in employment
. decisions (Report of the World Assembly on Aging 1982), the

programs are heavily dependent upon the use of age as the
' primary criterion. Thus, in attempting to balance the pros and

cons of OER programs, management should look at all of the
. manifest and hidden economic and psychological costs and

beneifts; it certainly should resist the temptation of rushing
! into these programs at the last minute, when organizational
j outputs, proifts, and economic conditions look the worst.
\ To the extent that early OER programs represent an
' emergency shortterm adjustment to reduce operating costs,
j they may fail to fulifll the longterm needs and objectives of

corporate growth and competitiveness. On the other hand, to
the extent that the people who are induced to leave are a fair
crosssection of the total workforce while not representing a

' disproportionally high segment of the top performers, and that
their departure is a necessary feature of a forwardlooking

1 strategy for the next ifve to ten years, these programs offer a
more responsible and socially sensitive answer to change. If the
surgery is clean, relatively painless, and not frequently repeated,
it may constitute an acceptable organizational option given that
under the circumstances less costly options are not feasible.

Overall, however, there is an urgent need for intensive
research efforts on which a considered economic and social
psychological costbeneift analysis of OER can be based. The
effects of OER on both individual wellbeing and the
functioning of the employing organization are a relatively
unexplored research topic The paucity of available empirical
data derived from the "living laboratory" of organizations that
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have actually practiced OER, and of individuals that have
experienced it, underscores the essentially intuitive nature of
existing policies in this area. In designing future studies it
should be recognized that OER is a multifaceted issue. Studies
that only examine single outcomes will do a disservice to the
understanding of early retirement as a social, organizational
and personal dilemma. The major need is for evaluation studies
of multiple social, organizational and personal variables within
a given target population over an extended time span covering
the pre and postretirement periods. The knowledge generated
by such studies can then hopefully be utilized to help improve
individual and organizational strategies for managing OER and
other voluntary workreduction methods during hard times.
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Freiwillige Friihpensionierung: 1st sie die
schmerzlosere Alternative als unfreiwillige
Entlassimgen?
Zusammenfassung

Freiwillige Fruhpensionierung (OER) wird hier im Zusammenhang mit
der sich vergrossernden Tendenz zur Herabsetzung der Arbeitslosigkeit als
eine Alternative zu Entlassungen diskutiert Das Fiir und Wider der
"Freiwilligen Fruhpensionierung" wird von alien Seiten beleuchtet, sowohl
aus individuellen als auch iibergreifendenGesichtspunkten heraus. Obwohl
viel angenehmer als unfreiwillige Entlassungen, miissen sowohl die Kosten,
die der OER dadurch entstehen, als auch das individuelle Wohlbefinden mit in
Betracht gezogen werden.

Wie auch immer, die wenigen zur Verfiigung stehenden Erfahrungen und
die wenigen Ergebnisse iiber die OER zeigen die Notwendigkeit, weitere
Forschungen in Verbindung von individuellen Veranderungen und den
iibergreifenden Aspekten zu initiierea
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f 11 Early Retirement:
The Problems of

3 Instrument Substitution
and Cost Shifting
Bernard Casey

Abstract
The deterioration of the OECD labor market has brought with it a massive

increase in early retirement This development resulted from government
policies backed by employers and trade unions.

The paper provides an overview of the means employed to facilitate early
retirement in OECD countries, along with the wide variety of ifnancing
sources. New avenues were made available to adopt early retirement options,
such as the unemployment compensation system (instrument substitution).
These were often accompanied by a transfer of costs between public and
private sectors (costshifting). A brief review is provided of such arrangements
in the Netherlands, France, Sweden, and Germany.

A concluding section followsup some implications of instrument
substitution and costshifting, particularly as they relate to efforts to reduce
public expenditure on early retirement

Introduction
The deterioration of the labor market in all OECD

countries since the oil price shock of 1983 has brought with it a
massive increase in early retirement. This is a result not only of
discouraged older job seekers leaving the labor market for the
more socially acceptable 'alternative role' of early retiree, or, of
persons eligible for disability benefits finding themselves forced
by lack of work to exercise that option, but also of conscious
policies by governments, backed by employers and trade unions
(Casey and Bruche 1983; Casey 1984; ISSA 1985).

Bernard Casey is a researcher at the Policy Studies Institute,
London.
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1

Initially these policies took the form of permitting the older
unemployed to retire either de facto (by dropping the need to
engage in active job search) or de jure, usually with a higher
than normal level of replacement income. Sometimes, as in

! France and Belgium, it was the unemployment compensation ,

system that had the responsibility and bore the costs of such
provisions; sometimes the disability pension system was made

, more accommodating, as in Sweden and the Netherlands;
i sometimes special provisions in the old age pension system

existed or were created, as in Germany or Austria. In the
i course of time these provisions were altered in three important
! ways.
1 First, they came increasingly to concentrate not only upon
j the already unemployed but upon older workers still in
i employment. Enterprises faced with the need to restructure and
'■ reduce their labor forces, as well as or instead of resorting to

traditional 'last in ifrst out' dismissal practices, started to shift
the burden of redundancies to older workers for whom

j relatively generous provisions were available. In this they
1 received at least the tacit support of trade unions, anxious to
! protect their 'core members'; of governments, concerned about

the political dangers of high levels of youth unemployment; of
public opinion, which shared the view that 'the old had had
their turn and now should stand aside to make way for others';
and of some older workers themselves, who valued the

| opportunity to leave work somewhat earlier.
Second, they were often supplemented by private

; arrangements. Enterprises seeking to dispose of high cost/ workers whose productivity and adaptability they considered
suboptimal but who, thanks to the labor law or collective

: agreements of many centers, enjoyed a high degree of
\ protection against dismissal. These ifrms were willing to top up
\ unemployment beneifts or early public pensions with dismissal

compensation payments or early occupational pensions.
Moreover, in those countries where publicly ifnanced early
retirement provisions were less generous or less developed, the
relative importance of such private provisioins increased and,
indeed often served as substitutes for the public provisions
elsewhere. This appears to be the case in Britain and in the
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USA. Third, their labor market policy objectives received
official government sanction in the form of the introduction of
special programmes which explicitly sought to encourage early
retirement when the retiree was replaced by a registered
unemployed person. This was the case in Britain, Belgium,
France and, most recently, Germany (Casey 1985).

Instrument Substitution and Cost Shifting
An overview, such as is provided in Table 1, shows a wide

variety of means for facilitating early retirement with a wide
range of sources, both public and private, of ifnancing them.
When we consider the chronological developments in particular
countries, which the table does not really show, we often ifnd
that within any one country the relative importance of
particular provisions has changed. Initially, this relfected
nothing more than newly opened avenues for early retirement,
less restrictive in their eligibility criteria or more generous in
terms of the compensation they offered, supplanting more
restrictive or less generous provisions. Thus, in the Netherlands,
the introduction of the socalled VUT early retirement
provisions in collective agreements (X)* at the end of the 1970s,
as well as opening up additional opportunities for premature
withdrawal from the labour force, seems to have reduced
slightly the incidence of early retirement on the grounds of
disability (IX). Subsequently, following a liberalization of
dismissal procedures permitting the burden of dismissals to be
placed upon older persons having access to extended
unemployment beneifts (XI) that occurred in 1982, a further
increase in early retirement went hand in hand with a
relatively greater share being facilitated in this last fashion
(van den Bosch/Petersen, 1983). In the same way, in France in
the 1970s provisions were brought in under the unemployment
compensation system to enable early retirement at 60, initially
for persons becoming unemployed, later also for those
voluntarily deciding to leave work (I). With the introduction, in

* The roman numerals refer to Table 1 where the provision is
described.
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1983, of a more or less general right to an unreduced age
pension at 60 these schemes closed for new entries. This
phenomenon we shall call 'instrument substitution.
'Instrument substitution frequently has a further element to it,
in so far as it involves responsibility for the costs of early

; retirement being shifted from one body to another. Thus, the
f lowering of the normal pension age in France represented a

transferral of the costs of meeting future 'early5 retirement from
/ the unemployment insurance system to the public pension

י funds. This is an example of what we call 'cost shifting5.
| 'Cost shifting' itself can have a number of dimensions. In
J the example just given, costs were shifted from one public
! authority to another, and this we call 'publicpublic cost
' shifting5. In the Dutch example, the shift in part of the burden
i of early retirement from the disability pension to employer
i and employeeifnanced collectivelyagreed provisions

represented a shift from a public authority to the private sector.
/ However, the subsequent increase in the relative importance of
/ early retirement under the unemployment beneifts system
/ meant a shifting from the private sector back to (another)
j public authority. These were cases of what we call 'public

private5 and 'privatepublic cost shifting5.
'Publicpublic cost shifting5, whilst not affecting per se the

I 'publicprivate5 mix in the ifnancing of early retirement is not
j an unimportant phenomenon. At least in much of continental
/ Europe there is no integrated social security system according
j to which all beneifts are ifnanced by a single contribution paid
j to a single fund. The British 'national insurance5 system is
j probably the closest to an integrated model. In continental
. Europe, unemployment insurance might be paid out of one
j fund, with its own contributions, unemployment beneift (for
j persons whose insurance beneift has been exhausted) by
1 another (often the central government out of tax revenue), age

pensions by another fund with its own contributions, and
j disability pensions by yet another. Sometimes, indeed

frequently, these funds receive exchequer grants, both as a
. contribution to a share of costs and as a topup to cope with

unexpected deifcits. Each fund, however, has a fair degree of
autonomy. Their separate identities mean they do not always
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appear as components of state expenditure (and might therefore
give an incomplete picture of the size of this and the borrowing
requirement), but also, in so far as any one of them is in deifcit,
it might seek to bring its ifnances into order at the expense of
another.

A good example of this, in the ifeld of early retirement, has
been argued to have occurred in Sweden. There, one reason
advanced for the growth in early retirement under the
disability pensions provision (XII) in the course of the 1970s
was that the sickness insurance funds tried to reduce the high
incidence of longterm sickness amongst older persons by
reclassifying them as disabled, in which case they became the
responsibility of the public pension funds (Hetzler and Eriksson
1981). Moreover, in public expenditure terms as a whole the
exercise was beneifcial. Beneifts paid to the sick under the
sickness insurance scheme are considerably higher than those
paid under the disability and old age pension schemes.

Because it would also involve substantial 'cost shifting5, the
reduction in the normal pension age from 65 to 60 in France
was not considered by the government planning its introduction
as a reform which would result in an intolerable increase in
public expenditure. Provisions for early retirement already in
existence meant that the number of additional retirements at 60
would be rather small. The cost of paying pensions to them
would largely be offset by the fact that the average level of
beneifts applicable to retirees under the ('basic5 and
'complementary') age pension system was lower than that
applicable to early retirees under the unemployment beneifts
system. The unemployment beneifts fund would be
substantially relieved; the age pension funds would incur
additional burdens (Merceau 1982). In fact, the
'complementary5 pension funds insisted on receiving a special
indemniifcation from the government to meet their new
obligations over the ifrst seven years, and this indemniifcation is
paid out of exchequer sources (Lynes 1985).

*PublicPrivate Cost Shifting'
'Publicprivate cost shifting5 must be interpreted as going

one step further, since it involves not only an individual public
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■' ifnancing source reducing its costs, but also an attempt to
transfer these costs away from the public purse altogether.
Given the prevailing climate of ifscal restraint and the
perceived need for retrenchment of public expenditure, coupled

; with the particular fears about the growing burden of (age)
j pension payments, it is not surprising that 'publicprivate' cost
j shifting has been contemplated, albeit, as we shall see, to a
/ much lesser extent practiced.
[ An example of a step in this direction is given in Germany.

There one, although by no means quantitatively the most
1 important, route to early retirement was the provision whereby
/ those persons aged 60 who had been unemployed for at least a
j year could draw an early unreduced age pension (IV). As well
j as encouraging employers to shift the burden of redundancies
; onto eligible persons, the provisions were utilised by companies
; to permit a rejuvenation of their workforces and to provide
: early retirement at 59 as an employee beneift. Most of the costs
; were borne by the public purse (by the unemployed insurance

funds and the public pension funds). The enterprise's share was
; limited to the costs of a toppingup payment to state beneifts,
i this being a voluntary item which was usually a product of
j collective bargaining. In 1981 (with effect from 1982) the
i government sought to oblige enterprises dismissing long service

workers to reimburse the unemployment insurance funds ofr
: the costs of the beneift these paid out, in other words to shift

part of the cost of early retirement from the public to the
private. Exempted were enterprises in dififculties; so where
large scale redundancies or rejuvenation was necessary for the
enterprise's survival, it was still the public purse which bore the
costs. Given that the following years the number of such early

, retirements remained undiminished, and that the level of
; reimbursements was very low, this attempt at 'public private

cost shifting' largely failed.
However, in 1984 the Government went further. It

introduced a new early retirement law, permitting early
retirement on a new 'bridging payment' at age 58 (V). The costs
of this early retirement were to be met by enterprises and, it
was hoped, by employees in the form of lower than otherwise
negotiated pay rises. If the enterprise replaced the early retiree
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with an unemployed person, it received a subsidy towards the
cost of the 'bridging payment', but this was worth only about
one third of the cost. At the same time, enterprises dismissing
long service 59 yearolds were now required to reimburse not
only unemployment insurance payments made to them but also
the cost of early age pension beneifts until the person reached
normal pension age (65 for men).

This appears to be a very striking case of attempted
'publicprivate cost shifting'. Its effects, however, are somewhat "'v

ambiguous. There has been no apparent falloff in the number .J

of early retirements under the old provisions and no signiifcant
increase in the level of reimbursements made (Puth 1986). In
part this relfects the exemptions for enterprises in diiffculties
that existed and had now been made more generous. Thus, the
early retirees under the new provision appear to have been the
product of additional early retirements, facilitated by an
additional instrument, rather than the product of the same
number of early retirements as before but facilitated by an
alternative instrument. Moreover, whilst producing some small
net savings for the public purse as a whole, the principal effect
of the new provision was to shift costs between various public
authorities. There were major savings for the public pension
funds, since the new provision took over support for a number
of persons who would otherwise have drawn disability
pensions, but there were increased costs for the unemployment
insurance fund, which paid the subsidy to enterprises, and for
the exchequer, which lost corporate tax revenue as enterprises
set their additional costs against tax liabilities (Casey and
Riessert 1986).

Some Thoughts
In this concluding section we shall follow up some of the

implications of the concepts of 'instrument substitution' and
'cost shifting', concerning ourselves particularly with those
efforts to reduce public expenditure on early retirement and
upon retirement in general.

We take as our starting point the proposal, indeed a
proposal subsequently enshrined in legislation, to raise the age
of receipt of an unreduced age pension in the USA from 65 to

35



EarlyRetirement: Instrument Substitution and Cost Shifting

; 67, albeit to take effect only in 2027. Similar proposals have also
j been entertained by other governments, most recently by the

German and British ones within the context of a lfexible age of
retirement, and for the same reasons. What, however, the
Greenspan Commission, which initiated this move in America,

; apparently failed to do when considering the impact of its
suggestions was to look beyond their impact on the old age
pension finances. As the Congress subsequently noted, lifting

j the age of receipt of unreduced age pension benefits might have
/ as a consequence an increase in the number of old persons
{ seeking or claiming disability benefits (GAO 1986). We would
! go further and suggest that there might also be extra demands
j made on the unemployment insurance system or on any other
j alternative sources of social security/welfare benefits. In other
; words, an attempt at 'publicprivate cost shifting' might end up,
; at least in part, as an exercise in 'publicpublic cost shifting'./ One public fund might be relieved, but only at the (partial)
; expense of another, and although the pressure on the public
j purse is reduced, it is reduced by less than was anticipated.

If this hypothesis is plausible, it suggests that other efforts
j to reduce the costs to the public purse of early retirement by
J cutting back on early retirement schemes might also produce
j the expected results. The decision by the French government
1 not to extend the life of the early retirement 'solidarity
; contract' provisions (an early retirement scheme with a
j replacement condition (II) is to be explained in part by their
i very high cost. However, other, indeed as generous, publicly
j financed provisions aimed at enabling older workers made
j redundant to retire early (III) remained in existence. It would
[ be interesting to investigate whether or not enterprises started
! exploiting this provision at an increased rate. Whilst eligibility
\ criteria of the two programs are not identical, the experience we
\ have of enterprises ability to functionalize labor market and
1 social security policy instruments to serve their needs (for
\ illustrations of this with respect to the French 'solidarity
; contracts' see Casey 1985) suggests that this possibility is by no

means to be excluded. The liberal interpretation of disability
under the legislation of many countries also provides an exit
that might be increasingly exploited should other means of
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early retirement be abolished or made more restrictive. Despite
a considerable variety of schemes in Germany, early retirement
on the grounds of disability (VI) is by far the most important
means of withdrawing from working life in that country.

Should governments succeed, by legislative or other means,
to reduce the volume of early retirement facilitated by public
programs, they will by no means reduce pro rata the overall "
volume of early retirement. Other, private instruments are "

likely to be developed to compensate for such a move. One of
the outstanding impressions of an international survey of early
retirement is the way in which in Britain and America, where
public provision is relatively less developed and less generous
than in continental Europe, private provision in the form of
dismissal compensation payments and early, unreduced
occupational pensions are relatively more developed and more
generous. It seems as if private provisions have grown up to fill
the deficit in public provisions.

Furthermore, if this 'publicprivate cost shifting' appears to
satisfy the end of reducing public expenditure, it raises its own
problems. Private arrangements remain employmentbased and
must themselves be ifnanced. Unless, and this seems empirically
unlikely, enterprises manage to shift the entire cost of them
onto employees, then their existence constitutes, either
explicitly or implicitly, a tax upon labor. It seems, prima facie,
hard to distinguish the consequences of such a tax from the
taxes imposed by social security systems, albeit that the former
appear to have been shouldered voluntarily whilst the latter are
statutory. Furthermore, the control and reversal of the growth
of nonwage labor costs has now been identiifed by policy י

makers and academics as much an object of concern as the
control and reversal of the growth of public expenditure
)OECD, 1986).

Finally, to the extent that 'publicprivate cost shifting'
reduces the absolute volume of early retirement, it too is not
without its problems. For example, enterprises engage in age
selective dismissals because the major share of the costs are
externally borne. Without the availability of these provisions,
or were the costs internalized, they might well act differently.
The redundancies would still be made but different, presumably
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younger, workers would be affected. In this case we are back to
the situation described earlier, whereby 'publicprivate cost

■ shifting^ becomes 'publicpublic cost shifting\ The cost to the
public purse might be rather lower, but the political costs might
be higher. Similarly, if the ability of enterprises to externalize
the cost of their disposing of their older, less productive labor is

: constrained, this too might have negative implications for their
competitiveness and ultimately their employment levels which

! cannot be ignored.
i Insofar as we have a conclusion, it is one of advising
■■ caution in efforts to control the growth of early retirement. The
1 public social security systems of most industrialized countries
\ developed in an ad hoc, nonintegrated fashion, and this process
j was accelerated and intensified by the labor market problems of
j the past decade and a half, particularly by the problems
; experienced by older workers (Pfaff 1985). What has occurred
j in the public domain has been paralleled in the private domain;
! indeed there have been causal relationships in both directions,
j and this has increased the complexity and lack of transparency
j of the total social welfare system (Rein and Rainwater 1986). It
/ has meant that, at least latently, there is a high degree of
! substitutability of instruments facilitating early retirement, and
j that the adjustment of any single instrument cannot be
/ considered only in its own right. The more we think through
/ the consequences of making changes, the less attractive these
/ changes are likely to be. And the most important implication
/ for us of this is that it probably does little good trying to tackle
/ the problem of the costs of early retirement itself, without first\ trying to tackle the problem of labour market slack which
j brought the early retirement about.
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! Fruhpensionierimg  Instrumentale Veranderungen
| und Cost Shifting
: Zusammenfassung
j Die Verschlechterung des OECDArbeitsmarktes hat einen massiven
/ Anstieg der Friihpensionierung mit sich gebracht Diese Entwicklung ist ein
i Resultat der Regierungspolitik, gestiitzt von den Gewerkschaften und den
1 Arbeitgebern.
; Diese Abhandlung gibt einen Uberblick iiber die angewandten Mittel zur
1 Erleichterung der Fruhpensionierung in den OECDLandern und den
: verschiedensten Moglichkeiten der Finanzierung. Neue Zugange werden
i geschaffen, um die Wahl einer friihen Pensionierung angenehm zu machen, wie
■ zum Beispiel im "ArbeitslosenEntschadigungsSystem" (Instrumentale
j Veranderungen). All dieses war oft verbunden mit einem Kostentransfer
! zwischen offentlichem und privatem Sektor (Costshifting). Eine Uberpriifung
j solcher Massnahmen in Holland, Frankreich, Schweden und Deutschland wird
j hier versuchL In einem anschliessenden Kapitel werden Zusammenhange von

"Instrumentaler Veranderung" und "Costshifting" besonders in Verbindung
mit den Anstrengungen zur Verminderung offentlicher Ausgaben fiir die friihe
Pensionierung betrachteL
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|, Early Retirement in
Wm^ ; Belgium
WBS: ... ■■■; : Gilbert Dooghe

Abstract
This paper describes the basic retirement system in Belgium and the early r

retirement programs which have been tested there. It reports that in Belgium, ',,
as in many other countries, the elderly are a growing proportion of the
population. Early retirement opportunities add to the disequilibrium between
the number of workers paying into the social security system and the number
of retirees receiving benefits.

The author states that early retirement has become a popular option
during the past ten years. Workers see early retirement as an opportunity to
extend their leisure years. Though society promotes early retirement as a
means to reduce unemployment among young workers, the author cites
experience in the other Benelux countries and France which demonstrates
that early retirement of workers does not guarantee their positions will then
be held by other workers.

The author suggests that increased productivity is a better solution than
early retirement for the economic problems facing developed nations.

Population Aging
Changing age structures have important implications for

social insurance systems. Since the mid1960s, the birth rate
has fallen rapidly in many countries. If this trend continues,
absolute population ifgures will decline and the proportion of
elderly will rise. The increase in life expectancy also
contributes to this aging process.

Gilbert Dooghe is Senior Research Fellow at the Population and
Family Study Centre, Ministry of the Flemish Community,
Brussels.
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Recent population forecasts (N.I.S. 1985) suggest that
' Belgium's population will decrease by 2.40/0 between 19802000.
' During the same period, the number of Belgians aged 65+ will
{ increase by י14.40/0 and the very old (age 85+) by 810/0 (see Table
i *■).

j At the beginning of the 1980s Belgium's population
j■ contained 14.40/0 elderly. By the year 2000 this rate is projected
I to rise to 16.90/0, and may increase to 21.30/0 by 2025.

1 Table 1: Population of Belgium: 19802000 (thousands)

Age Group 1980 2000 <X>change

j 014 1,979.1 1,762.9 10.9
; 1554 5,442.9 5,217.8 ^.1
j 5559 608.2 513.0 16.7

60  64 403.2 499.7 +23.9
65  69 453.0 488.2 +7 8
7074 399.8 438.3 +9!8
75  79 299.3 353.2 +18.0

.;. 8084 172.6 172.8 +0.1
85+ 93.6 169.4 +80.9
Total 65+ 1,418.3 1,621.9 +14 4

Total 9,851.8 9,165.2 2.4
\ Source: N.I.S. 1987
!

[ The increase of the number of very old (age 85+) is an
j important phenomenon that will aggravate the problem. In
; 1980 there were 93,600 elderly age 85+ in Belgium; by 2000 this
j number should rise to 169,400. Thus, not only will pension
j expenditures spread out over a longer period, but this will be
! compounded by a lowering of the retirement age. A ifveyear
j downshift in pension eligibility would include the 6064 cohort

)403,200 Belgians in 1980) in the pension system. This group is
expected to rise to 499,700 by the year 2000, an increase of
23.996 over 1980.

Retirement as a Societal Phenomenon
/ Retirement is a relatively new concept, the meaning of

which has changed with circumstances. Not too long ago, people
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worked until they were no longer able to do so. Many had to
rely on family goodwill and on charitable institutions to
provide their vital needs. The development of a social insurance
system brought about real progress in the advancement of the
material situation of the elderly, though it by no means solved
all their ifnancial problems.

Pension schemes incorporated into a social security system ;;

are of fairly recent historical date. Only in 1924 was the ifrst
group of Belgian employees obliged to contribute to old age
insurance. In 1930 the scheme was expanded to cover clerks and
in 1937 to include bluecollar employees. The keystone of the
system was provided with the introduction at the end of the
1960s of a guaranteed old age pension.

Although age 65 for men and 60 for women are the usual
retirement ages in Belgium, a large part of the aging labor force
retires earlier. In the past decade early retirement provisions
have multiplied to such degree that they have become the most
important modality of labor force exit.

Labor Force Participation
Excluding unemployed labor force participants, 28.696 of

the male population aged 6064 in 1983 were active in the labor
force and 72.40/0 were retired. In 1970 these same rates amounted
to 63.80/0 working and 36.20/0 retired, while in 1961 they stood at
70.8 and 29.2^0 retired. Among women aged 5559 the
participation rate amounted to 16.5^0 in 1983. The participation
rate for those aged 65+, already low, fell substantially over the
last quarter century. In 1980, less than 50/0 of male elderly and
just over lo/o of female elderly remained in the labor force (see
Table 2).

Are these participation rates low or do they correspond
with the rates found in other European countries? Although the
dropoff in labor force participation rates with age is a general
European phenomenon, Belgium and Luxembourg have the 1.

lowest rates. For both men and women, and for each age group ;■■

considered, participation rates in these two countries are the
lowest among the EEC countries (1985 membership).
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Table 2: Labor Force Participation and Activity Rates in
j Belgium: 19611983
1 _

I Year Male Female Total

! Labor* Activity Labor* Activity Labor* Activity
Force rate (%) Force rate (%) Force rate (96)

5559
i 1983 187.0 65.0 51.0 16.5 238.0 40.0
{ 1977 181.5 79.2 45.6 18.6 4227.1 47.9
\ 1970 215.0 82.3 56.4 20.0 271.4 50.0
j 1961 241.8 85.1 61.8 20.1 303.5 51.4
{ 6064
I 1983 54.0 28.6 13.0 6.1 67.0 16.7

1977 91.8 42.1 14.3 5.8 106.1 22.8
1970 158.8 63.8 21.8 7.6 180.7 33.7
1961 172.1 70.8 26.4 9.4 198.5 37.8

i 65+
1983 16.0 3.2 8.0 1.1 24.0 19
1977 23.0 4.2 10.1 1.2 33.1 2.4/ 1970 36.2 6.8 17.0 2.2 23.2 4.1

J 1961 46.7 9.8 23.9 3.7 70.5 6.3

j Source:  Statistich Yaarboek van Belgie
I  Eurostat (1985)
j * x 1,000

The different levels of labor force participation within the
EEC are due in part to the varied economic structures within
the Community. In general, participation rates are higher in
those countries with important agricultural sectors and
significant proportions of selfemployed (Riley et al. 1968).

I Diverse retirement ages, social security systems, and
] unemployment rates contribute to an explanation of variation
! in the labor force participation rates.
| The participation rates of males aged 5559 is highest in
i Greece (8996) and fluctuates between 80840/0 in the Federal

Republic of Germany, Ireland, the United Kingdom and
Denmark. Holland and Italy constitute a middle group (about

J 7096). France and Belgium (659*6), together with Luxembourg
\ (5396), have the lowest rates.
\ The male 6064 age group presents the same rank order,

but with much lower rates. The extent of national differences
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may be seen in that 7896 of Greek males ages 6064 are still
working as against only 1996 in Luxembourg. For those over age
65, participation rates are under 1096 except in Denmark,
Greece and Ireland (see Table 3).

Table 3: Activity Rates of Some Age Groups
in the EEC: 1983 (0/o)

Coun 5559 6064 65+
tries Male Female Total Male Female Total Male Female Total

WGerm. 81.2 39.6 5872 40.2 12.4 23.6 6.6 2.7 4.2
France 65.7 40.3 52.4 29.2 17.3 22.9 4.8 2.2 3.1
Italy 72.3 19.9 45.5 36.3 9.2 22.0 9.1 2.1 5.2
Holland 69.4 18.4 43.2 37.2 8.2 21.8 4.6 1.1 2.5
Belgium 65.0 16.5 40.0 28.6 6.1 16.7 3.2 1.1 1.9
Luxemb. 52.8 18.4 33.7 (19.4) (10.1) 14.4 (5.6) (1.9) 3.4
UK. 83.9 49.9 66.5 58.9 20.3 38.4 8.3 3.3 5.3
Ireland 83.6 22.7 52.8 68.7 17.5 42.5 21.7 4.4 12.2
Denmark 83.8 54.6 6S.8 50.1 28.9 39.0 12.7 3.6 7.4
Greece 88.9 37.2 62.8 78.7 30.1 54.2 19.8 7.6 13.1
EEC 75.5 35.2 54.4 42.3 14.6 27.2 7.8 2.6 4.7

Source: Eurostat (1985)
Despite recommendations issued at the 1982 World

Assembly on Aging regarding the desirability of encouraging
labor force participation by theelder'y, the participation rate
among older workers has declined in many European countries
in consequence of the severe recession and high rate of youth
unemployment.

Early Retirement Schemes
Faced with recession and unemployment, many European

countries have taken measures to permit older employees to
leave the labor force in advance of the formal retirement age. In
French "solidarity contracts", for instance, the government and
private concerns jointly sponsor phased retirements at half
income, with 3096 funded via unemployment insurance. The
concern is in turn obligated to hire one unemployed person for
every two partial pensioners.

Gaullier et al. (1984) found that 6096 of salaried employees
aged 5560 in France preferred early retirement. Most of those
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1 with a positive opinion were bluecollar or lower level white
) collar workers. They tended to view early retirement as a
/ favorable ifnancial opportunity and as a chance to enjoy a
\ number of years with good health and a decent income. 1
\  Those who did not make use of early retirement belonged

to two quite different occupational groups: Higherlevel
executives, and salespersons or clerks with low incomes and no
professional training.

! In Belgium, too, a number of phased retirement schemes
have been developed to ease entry into early retirement (see
Table 4). First, under the conventional retirement scheme
(initiated in 1975), private sector employees age 60 are eligible

j for early retirement in case of layoff. This provision does not
j cover women. Until they receive their retirement pensions,
■j these employees are entitled to 1) an unemployment beneift, and
| 2) a supplementary beneift equal to half the difference between
] the net reference salary and the unemployment beneift. The
j beneift has, however, a ceiling.
| A voluntary early retirement scheme, introduced in 1976,

sought to create vacancies by replacing older employees (age
60+ for men, age 55+ for women) with new employees under
age 30. The initial success of this scheme led to its extension in

j 1979 to the Civil Service. However, it was terminated in 1983
due to high costs and was replaced by the conventional early

j retirement scheme.
\ Beginning in 1977 it was possible to join a special early
! pension scheme for unemployed elderly. This scheme covers
.! __ unemployed men age 60+ or women age 55+. It equals an early

retirement pension. This antiemployment measure was
terminated in 1982.

j Early retirement pensions are of more recent date and
: ' replace the voluntary early retirement scheme. They were
! introduced in 1983 and provide a pension nearly equal to the

normal pension at age 65. A pensioner is further allowed to
earn an extra 15,000 BF or 22,500 BF (if there are children in

j the household) per month. The sole condition for operating the
scheme is that the employer must replace the pensioner with a

; young unemployed person. The additional expenditures
resulting from the early retirement pensions are state
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sponsored. This system is only applicable to male workers of 60
years and older in the private as well as the public sector.

Table 4: Number of Retirees, Early Retirement Scheme: 1985

Conventional early retirement scheme 163,915
Voluntary early retirement scheme 19 t559 '.

Early retirement pensions 13,354
Unemployed older workers entitled to a benefit and
no longer seeking employment1 50,510

1 Refers to unemployed people 55 years and older as well as unemployed people
of 50 years and older with a permanent work disability.

In June 1986 the government decided that phased early
retirement would be facilitated from age 50 in enterprises
facing economic difficulty. This is to be achieved through
provision of an unemployment benefit of 600/0 of the gross
salary for the duration of the early retirement period and of a
supplementary allowance equal to 500/0 of the difference
between the salary and the unemployed payment. The
beginning of phased retirement was set at age 55 for normally
operating enterprises.

Social and Economic Consequences of Early
Retirement
Pressures on Social Security

The issue of early retirement is of utmost importance for
the financing of the social security system. Many more people
today reach a pensionable age. At the beginning of the present
century, 30/0 of the male population lived past age 65; today this
ifgure stands at 710/0.

In industrialized Western countries, expenditures on old
age and survivors insurance are frequently the greatest expense
in total national social expenditures, especially where social
security provisions are linked to income.

It is now forecast that with constant prices and unchanged
conditions, pension costs in Belgium will rise by 1396 between
1980 and 2000 due to the projected aging of the population. The
growing imbalance between a diminishing working population
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; and an increasing dependent population, compounded by high
, unemployment rates and economic recession, make it
j increasingly dilfBcult to ifnance provisions for the nonworking
! population. Increased expenditures caused by a changing labor
j market and an aging population structure contribute to deifcits
: in the old age insurance system. The economic carrying
j capacity of the working population is limited.

The Belgian social security system is already running
j deifcits due, among other reasons, to the aging of the population.
! The various early retirement schemes, which create a de facto
j reduction in the pension eligibility age, add a further burden to
j the system. The increased number of years of education, later
1 labor market entry, and lowered age of pension eligibility are
■ acting to shrink the active worklife over which social security
j contributions are paid. Van Klinken (1982) projects that in the
/ Netherlands the pension burden will rise to 4550^0 of the
I national wage bill by the year 2010, assuming that there is no
' great increase in productivity. The actuarial solidity of social
j , security systems in the future will thus largely depend on
j technological advance and future increases in productivity.
j The Solidarity Principle
j A changeover in the system of risk coverage has been
j under discussion in expert circles (Lesthaeghe 1984). Under the
j present transversal system, part of the income generated by the

economically active population is transferred to the inactive
population the 'solidarity principle'. Under a longitudinal

i system, each cohort would assume responsibility for its own/ risks by selfcapitalization. However, the transition from a
| transversal to a longitudinal system is not feasible because the
j disequilibrium between contributions and beneifts would work
j to the disadvantage of the many cohorts that have already
/ contributed to the transversal system. These cohorts would be
j subjected to a double burden.
j The gap between the working and dependent population/ has endangered the principle of solidarity on which the entire
j social security system is based. Pensions represent a form of
' income redistribution through which workers relinquish part of

their income and the funds obtained are for social provisions.
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This may be described as a levy on production which is realized
through labor by the working population. Social security is thus

\ a preeminent instrument in the redistribution of national
r income.

In 1985, Belgium5s social security expenditures amounted to
► 1,053 billion BF, of which 341 billion went towards retirement
■* pensions (32.40/0). To the extent that the number of Belgian

pensioners and the value of the pensions payable rise ,^

e. proportionally to Gross Domestic Product, the working j
population's contribution will have to be raised. There is a
political risk that the contributions will be pushed to a level in .

excess of the solidarity threshold and that the system will face ^

public opposition. If increased contributions are demanded of
employees, they may resist with the argument of diminished
competitiveness.

From the employees' side, the charge is made that every
increase in social payments obstructs wage advances.
Individuals evaluate their situation according to the proportion
of their gross income that they retain and increased
productivity is viewed as a personal accomplishment worthy of
reward.

Retirement pensions are sometimes insulfBcient to
guarantee an income above the poverty line. Deleeck (1983)
reported that one in three Belgian elderly living alone fall
beneath the poverty line (less than 16,900 BF per month). A
Belgian law promulgated in 1969 provided a guaranteed income
for elderly people. This law was replaced in 1974 by another one
providing a guaranteed income to everyone (Subsistence
Minimum Law). This income amounts to 14,761 BF for a single
person and up to 20,084 BF for a family (January 1, 1986). At
the end of 1985 there were 80,874 elderly receiving income :■

supplements. The number of recipients rose 280/0 between
19801985, reflecting the economic decline. Each shift in the >

pension system that acts to lower pension eligibility age tends
to lead to deteriorated pension income protection. Thus a
paradox arises: How can the retirement income of the elderly
be raised when at the same time the size of the labor force and
of their social security contributions are decreasing?
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A Weapon against Unemployment?
j Early retirement is sometimes advanced as a weapon in the 1
j ifght against unemployment. A 1980 survey in the Flemish part
j of Belgium solicited workers concerning measures to alleviate
j unemployment (Vanderleyden 1981). Early retirement was ,

! considered a most effective measure of employment policy: 640/0 I
J of the interviewees saw a positive stimulus in it.
j Whether lowering the pension eligibility age will have a
j signiifcant effect in the ifght against unemployment remains an

open question. Lowering the pension age has some meaning if
an aging employee is replaced by a young unemployed person. <s

{ The question is whether this really happens. Paillat (1982) 4
, concludes that in France such a measure has led, in the absence
( of strict control, to a shrinking of labor opportunities. In times /

I of economic recession, fewer employees are hired. When they _:5

i are hired, their social deductions are lower because a
/ newcomer's wage is lower than that of the older employee or
f because the employer is fully or partially exempted from such
! deductions. Although the main objective of the introduction of
j the solidarity contract in France was to ifght unemployment,
l the effect was much smaller than anticipated (Gaullier and
j CognaloneNicollet 1986).
j Early retirement schemes have also been introduced in the
j Netherlands. The main motive was to create employment
; (Franssen 1980). It appears that a lowered pension eligibility
; age has had little inlfuence on employment patterns. A survey

in the building sector revealed that only 4696 of the vacated jobs
; were reiflled (Van Santvoort 1982). In the metal industry, only
ו 3596 of the jobs vacated were reiflled by an employee from the

outside. Dutch studies (Muffels 1986) have reported that the
'■ number of unemployed persons obtaining a job through early
; retirement replacement schemes is small compared to the
j number of workers aged 6065 leaving the labor market.
> The nonreplacement of older employees has been
j presented as a means of carrying out labor rationalizations,
I while its main effect has been to economize on wages.
! Gauillard (1985) studied the effect of early retirement schemes

on personnel policies in French ifrms. In 2696 of the ifrms no
; difference was noticed in the qualiifcations of retirees and
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newcomers. More than half of the ifrms (580/0) seized the
opportunity to carry out a reorganization. The other 210/0 of the
ifrms introduced important personnel changes. It is to be noted
that in both these latter categories, the implementation of early
retirement schemes led to a reduction in staff size.

Conclusion
Retirement pensions are not market products, but are a

reward ofr services rendered. The development of pension
systems is not deifned by supply and demand, but by external
factors such as changes in age structure.

The often meager provisions of retirement pensions may
become a ifxed situation where pension eligibility is extended
to new categories of recipients through, among other means, a
lowered retirement age. Lowering the pension age will result in
a considerable increase in social security deductions which will
be diiffcult or impossible for the working population to bear. In
the absence of increased deductions, there will be substantial
and negative repercussions on pension funding.

Before the economic recession set in, policy preference was
given to the improvement of pension beneift levels rather than
to distributing pensions to larger numbers of beneifciaries. The
economic crisis thoroughly modiifed this view over the course
of the 1970s. Today the preference is to let older employees
retire under relatively favorable ifnancial conditions and to
replace them with young unemployed people.
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Friiher Ruhestand in Belgien
Zusammenfassung

Der Beitrag beschreibt das Grundrentensystem in Belgien und die
Fruhpensionierungsprogramme, die dort versucht worden sind. Er zeigt, dass
in Belgien, wie in vielen anderen Landern, der Anteil der Alten an der
Bevolkerung im Ansteigen ist Moglichkeiten zum friihzeitigen Ruhestand
vergrossern das Ungleichgewicht zwischen der Zahl der Arbeitnehmer, die in
die Kasse der Sozialversicherung einzahlen, und der Rentner, die von ihr
versorgt werden.

Der Autor stellt fest, dass der friihe Ruhestand wahrend der letzten zehn
Jahre zu einer weithin beliebten Perspektive geworden ist Arbeiter
betrachten den Friihruhestand als eine Moglichkeit zur Verlangerung ihrer
arbeitsfreien Jahre. Obwohl die Gesellschaft die Fruhpensionierung als Mittel
zur Verminderung der Arbeitslosigkeit bei jungen Arbeitnehmern fordert, hat
die Erfahrung der Beneluxlander und Frankreichs gezeigt, dass das friihzeitige
Ausscheiden Beschaftigter keine Sicherheit dafiir bietet, dass ihr Arbeitsplatz
von jiingeren arbeitltosen Arbeitnehmern besetzt wird.

Der Autor vermutet, dass hohere Produktivitat eine bessere Losung als
fruhzeitige Pensionierung fur die wirtschaftlichen Probleme, denen sich
einwickelte Nationen gegeniibersehen, darstellL
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Early Retirement in the
^ Federal Republic of Germany

Gerhard Naegele

Abstract
Less than 100/0 of salaried employees in the Federal Republic of Germany

reach the formal retirement age of 65. Early retirement has become the rule
and mandatory retirement the exceptioa The reasons for this trend include ■f

restrictive labor market conditions, increased work pressures, and lesser
qualifications of older employees.

This paper reviews the current retirement scene in West Germany and
changing attitudes towards retirement on the part of both employees and
employers. It addresses the topic of individual adjustment to retirement and
indicates the lacunae in existing research.

The paper concludes with a discussion of current social programming
targeted at early retirees and finds it inadequate and underdeveloped.

The Current Scene
Current discussions in West German social gerontology are

centered increasingly on problems of early retirement.
Although age 65 continues to be the legal retirement age for all with an earlier retirement possible at age 60 for women,
handicapped workers and the longterm unemployed, or at age
63 for men choosing early retirement  the real retirement age
in the Federal Republic of Germany is today age 58 on average.
At the moment, not even 100/0 of salaried employees remain
employed until the formal retirement age of 65. Early
retirement has become the rule, while mandatory retirement
has become the exception.

Gerhard Naegele is on the Faculty of Fachhochschule Dortmund.
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! The reasons for this general trend towards earlier
retirement include the constricted labor market conditions

: since the mid1970s, increasing work pressures that contribute
: to physical and psychological burdens, and the lesser
\ qualiifcations of older employees. At a time of increasing labor

market difficulties  the unemployment rate in the FRG stands
at about 9®/o  older employees are clearly at a disadvantage

j compared to younger colleagues. The diminished competitive
i power of older employees results in higher early retirement
j rates. Some special facets of the preretirement phenomena are:
j * Because of the tight labor market situation and the
\ decreasing number of job opportunities for less than

entirelyift employees, the retirement age has been reduced
j for certain groups of employees. The retirement age for
\ handicapped employees was lowered to 60 in 1980, and as of
I 1984 to 58 for employees in selected industries.

 To an increasing extent, companies have older employees
who are not 10096 ift or who feel worn out and therefore

j wish to retire earlier.
j  Approximately half of bluecollar workers and over 3096 of
j whitecollar employees of both sexes retire due to an
I ofifcially recognized disability.
i  The general labor market situation has led to a rejuvenation
j of staff. In the face of declining economic activity,

administrators tend to reorganize their staff to the
disadvantage of older members. This "social ejection" of
older employees sometimes starts as early as their mid/ forties and is effected in various ways. Dismissals are rare,

f inasmuch as tenure protection through law or industrial
j agreements is relatively good. Therefore companies attempt
\ to terminate employment by mutual agreement. In many

cases, companies pay a high indemnity to the retiree, only
. partially to compensate for pension losses. Beyond ifnancial
< incentives, companies often try to pressure staff to hand in
j their resignations at the earliest possible retirement age. In

recent years, they have increasingly done this through
moral appeals for solidarity with younger people searching
for jobs.
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* Where companies engage new staff, older job applicants are
often discriminated against. Studies have shown that
managers prefer not to hire older applicants because they
believe older staff carry a high risk of illness, deifcient
qualiifcations, less lfexibility, diminished ability to
withstand physical and psychological stress, and a
foreshortened period of employment before retirement. _,.

Thus the opportunities for older, unemployed jobseekers are
quite limited, a situation that already begins to evidence
itself by age 45. After age 55, there are practically no
chances of obtaining a new job. Those who do not want to
remain in the ranks of the longterm unemployed have no
alternative than to enter retirement at the earliest
opportunity  age 60. Older women often leave the labor
market in discouragement before this date and return to
their family role.
The risk of early or involuntary retirement is higher for

older workers in large industrial companies with fully
automated production processes. Employment in specialized
companies or speciallyadapted workplaces reduces the risk of
unemployment before reaching retirement age. In the case of
unemployment, however, this increases the risk of not ifnding a
job. This discrepancy also typiifes the labor market risks for
employees in higher administrative positions.

New Trends in Early Retirement
The "extrafunctional" qualiifcations of older employees

(e.g. reliability, trustworthiness, loyalty, meticulousness or con
scientiousness) have become progressively less important
compared with the skills and health of younger, fresher 

employees. Improvements in qualiifcations and abilities with
life experience, as documented in various psychological studies,
carry no guarantee of improving the employment opportunities
granted older workers either inside their companies or in the
labor market. A further adverse shift is likely: Future
production processes and demands for employee
qualiifcationsespecially inindustrywill likely require those
skills and abilities that may decline in later worklife (e.g.
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lfexibility, prompt relfexes, powers of concentration, ability to
i withstand psychological stress).

The trend towards early retirement, which is largely
'i determined by the objective situation of older employees in the
j labor market, for the most part agrees with the desires of these
j older workers. Recent studies have consistently shown that
j German workers tend to prefer early retirement. This, however,
j  is primarily the result of concrete realities. The high rate of

acceptance of early retirement has been interpreted as "retiring
under silent compulsion" and as a "lfight from work into
retirement".

Nearly all studies of the attitudes of older employees
j towards retirement indicate an increasing readiness to leave the

workplace at the earliest possible date, provided that income is
at an acceptable level. The leading motive stated for this
readiness to retire is a desire to enjoy a "wellearned retirement
as long as possible in good health". This statement must be
interpreted keeping in mind increased work loads and
decreasing iftness with age. Neither should we forget that this is
a generation that has lived through war, imprisonment and the
postwar period. This history explains the poor state of health
which prevails in these age groups, evidenced by the longer
periods of illness and higher disability rates among older
workers.

Older employees increasingly have come to appreciate the
! value of more leisure time, partially in consequence of a
| changing attitude towards work. Indeed, this is a sign of a new
/ consciousness. More and more people today believe that self
j fulifllment is to be found not only in work, but also in private,
j social or political domains. This development increasingly
| applies to aging workers and no longer typiifes only younger
\ people.

Critiques of Early Retirement
i A small proportion of older employees wish or perforce

must remain at work until age 65 and beyond. This can be due
I to several reasons: Strong professional ethics (often found
' among those in responsible job positions), ifnancial needs

(typical for women), or fear of an isolated life at home (typical
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for single women). Personal health and ifnancial situation
constitute the most signiifcant factors dictating readiness to
retire.

During recent years, the burgeoning trend towards early
retirement has been the target of criticism:
■ Wellknown gerontologists have drawn attention to the
increasing problems that early retirees experience in
mastering their new personal and social circumstances. ■^
"For some groups of older workers forced early retirement .."
means inifrmity or even a speciifc form of euthanasia"
)Lehr 1979). Critics of early retirement demand that the
retirement age be raised in order to improve the quality of
life for the elderly. In this line of reasoning, work is the best
geroprophylaxis. In our view, this argument takes no notice
of the realities of work conditions, the labor market, or the
limited health of a large proportion of older workers.
Rather, it seems to represent an upperclass notion of
worklife.

" Social insurance boards have drawn public attention to the
growing ifnancial burden of early retirement. Longer pay
out periods have been created by the double effect of earlier
retirement on the one hand and increasing life expectancy
on the other. In consequence of this situation, there were
legislative enactments to make the granting of disability
pensions more dififcult1 and limit the retirement of older
workers by mutual agreement in cases where the burden of
income support would be shifted onto the social insurance
boards2. Discussions are now being held regarding the
introduction of actuarial debits into pension calculations for
early retirement which would lower the pensions of older
workers choosing this option.

 Labor market analysts fear that in the late 1990s there may v

not be sufifcient manpower, meaning that older workers will
be needed again. With a view towards this possibility,

' Haushaltsbegleitgesetz 1984.
2 Arbeitsfdrdeunpkonsolidieriugsgesetz 1981.
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employers, the social insurance boards, and the Federal
j Government have requested a rise in the retirement age.
j The counterargument, which reflects our own views, is that
} the labor market improvement hoped for in the late 1990s is
j not very realistic. The latest labor market forecasts support
j this view. Furthermore, the subjective readiness and
j objective opportunities to continue working with increased

age simply cannot be regulated by legislation. It is the
humanization of worklife for older employees, beginning

; with shortened hours and training programs, that will make
work at more advanced agesattractiveor at all possible.
Creating this environment will challenge the employers, not
only the legislators. Recent experience has shown that the
willingness of older employees to continue working is to a
large degree determined by their work environment.
However, employers appear to have no urgent interest in

j creating continued employment opportunities for older
j workers.

The above argument concerning "humanization of the
workplace" is also advanced by trade union ofifcials. However,
they have no uniform position. They tend to regard early
retirement as a positive contribution to the quality of life for
older workers, especially those with limited health or facing the

J possibility of unemployment. Further, some oiffcials express the
j belief that early retirement has positive effects on the labor
j market situation inasmuch as it preserves jobs. Thus they
j lobbied for favorable ifnancial provisions for early retirees and
I for an increased union role in ensuring that replacement hirees

■ enter vacated job positions.
On the other hand, the trade union movement also contains

critics of early retirement. They have pointed out that early
/ retirement provides employers with an effectivejinstrumentifnanced in large part by thepublicfor releasing
j employees with reduced work iftness. Also, these critics hold
j that special protective rules for older workers have not been
t adhered to and that employers have gained a disincentive to
; improve work conditions for older employees.
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Individual Adjustment to Early Retirement
Early retirement was ifrst discussed from the labor market

perspective and then later with regard to longterm pension
ifnancing. The individual and social consequences of an
increasingly early retirement have only recently become a
subject for discussion, with prompting from social
gerontologists. There are as yet relatively few research ifndings
regarding individual adjustment to early retirement.

The following constellation of early retirement problems
regularly appear, often in a cumulative manner:
 Premature involuntary retirement due to dismissal,
bankruptcy, layoffs, illness or disability;

 Poor health or ifnances;
 Problematic private life, e.g. marital conlficts, no real
employment substitute, or crowded apartments;

 Personal inability to confront new and unknown
situations.
Although most of these situations are in some measure the

result of individual employment histories, traditional pre
retirement programs have little effect on these problems.

Early retirement introduces new uncertainties into life:
The sudden absence of a work rhythm that structures any
normal day, the loss of reference persons and social relations,
status problems, the introduction of role uncertainty and the
need to develop a new selfimage. In the face of diminished
income, ifnancial obligations continue to exist. This insecurity
is compounded by fears concerning the possible ifnancial
situation in "true" retirement. Finally, retirees face a
restructuring of family relations and roles in much the same
manner as the longterm jobless.

On the positive side, there are feelings of liberation, of time
for recreation, of a snared new beginning in the marital
partnership, of a "wellearned retirement". There is at least the
theoretical possibility of realizing plans made long ago
(journeys, reading, education, cultural events, and hobbies).

It may be expected that the increasing number of early
retirees will face fewer problems of status and identity as they
are able to rely on the new behavioral repertoire developed by
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j preceding generations. For the time being, however, these are
i behavioral phenomena of the middle and upper classes with
j sufifcient means to "develop a lifestyle".

Little research has addressed the effects of early retirement
on marital partnerships. Initial studies have reported both

j positive and negative effects (see Stosberg et al. 1985). When
i favorable economic and health conditions prevail and relations/ between partners are intact, early retirement can often mean a
\ new beginning whose effect is to improve relations. One

common problem arises when nonworking wives confront the
new situation of a stayathome husband, a situation that is
compounded if the marriage is already characterized by
conlficts. Less problematic are those conflicts that arise because

j a new retiree decides to take over part of his wife's
/ housekeeping role. The wives of early retirees can experience

unpleasant effects when their husbands5 retirement interrupts
j their adjustment to a new life phase (for example, after children
ן leave home or at menopause). Family diiffculties often arise
j when the children are still at home or must receive ifnancial
j support at a time when family income drops due to retirement.
/ In many cases, a fathers early retirement also means the
J devaluation of his function as family head.
/ No research has emerged as yet concerning the effects of
,; early retirement on female employees. In the case of women
i with long work histories it may be hypothesized that adaptation
■j processes and problems are comparable to those of men in
j similar circumstances. In those cases where women have had

only a short worklife, it may be hypothesized that a return to
( the family role is relatively easily managed.

Programs for Early Retirement
/ In the long term, the majority of early retirees tend to
' regard their situation in a positive light, all the more so when
< their ifnances and health are in good condition. However, this
j evaluation of retirement is often based on a comparison to
; unsatisfactory and stressful working conditions. Early

retirement may actually improve the health of older employees
who have experienced strong stress. At least for these
employees, the thesis that work is the best geroprophylaxis is
untrue.
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Speciifc programs targeted for early retirees are few
although their necessity is increasingly recognized. Experts
agree that the traditional sources of assistance are ineffective in
reaching early retirees (see Schmidt in Dieck et al. 1985). This
age group does not regard itself as senior citizens, but rather as
occupying an intermediate stage between worklife and pension.
First attempts have been made to offer consultation (discussion
circles, senior studies), and cultural and leisure time activities
(day trips, local histories). Welfare organizations and adult
education institutions have recognized their responsibility,
whereas the political parties and unions still hesitate to do so.

Only a few staff managers, mostly representing the
country's largest ifrms, have assumed any degree of corporate
responsibility for preretirement programming. Not more than
X2% of companies have organized retirement preparation
programs. Measures for shortening the work hours of older
employees, recommended by experts for years as a means of
preretirement preparation, barely exist. The few existing
model programs studied (tobacco industry, German BP Ltd.)
favor expanding the use of "phased retirement".

Various efforts have also been made to motivate early
retirees to assume voluntary positions in municipal social
programs, sports organizations and politics. Finally, there is the
volunteer paraprofessional work of retirees, but this has been
subject to criticism in that it displaces professionals.

None of these programs reach more than a very small
proportion of early retirees. Considering the projected growth
in the number of early retirees in the coming 1015 years,
experts have recommended that preretirement programming
be further developed.

A new approach should guide our efforts: "Use the ''t

experience of the elderly!" The knowledge, abilities, ideas and .'

experiences of older people represent substantial resources for .'

society. Our aim should be to depart from the ideal of a private ■■

retirement and create a class of activist pensioners who will, for "'
example, provide civic education in schools or participate in
activities of social importance. These activists should be self
organized, not organized by third parties. It remains to be seen
whether such an approach will develop, whether the elderly will
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; share their experience, and whether society will allow them to
! do so.
i
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j Friiher Ruhestand in der Bundesrepublik Deutschland
j Zusammenfassung
\ Lediglich weniger als zehn Prozent der Lohn  und Gehaltsempfanger in
, der Bundesrepublik Deutschland treten im Alter von 65 Jahren in den
j Ruhestand. Die Friihpensionierung ist zunehmend zur Regel geworden. Zu
j den Griinden fiir diesen Trend zahlen beschrankte Arbeitsmarktbedingungen,
j wachsender Druck am Arbeitsplatz und die oft geringere Qualifikation alterer
■' Arbeitskrafte.
j Der Beitrag berichtet iiber die derzeitige Pensionierungsszene in
j Westdeutschland, sich wandelnde Anschauungen uber den Ruhestand sowohl
j bei Beschaftigten als auch bei Arbeitgebern und kritische Beurteilungen der

iiberhand nehmenden Tendenz zur Friihpensionierung. £s wird das Problem
der individuellen Anpassung an die neue Arbeitsfreiheit angesprochen und

/ auf die Liicken in der bisher geleisteten Forschungsarbeit hingewiesea
j Der Beitrag schliesst mit der Erorterung der augenblicklichen
j Sozialpolitik im Hinblick auf Friihrentner und findet sie ungeniigend und
; unterentwickelt
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Abstract
In Israel, early retirement is viewed as a special privilege for speciifc

categories of workers, including police and military personnel. It also
represents a means of easing employees out of the labor force in industries
experiencing financial difficulties,

This paper describes the retirement benefits available to workers from
various sources, such as the National Insurance Institutes old age and
survivors insurance, labor union retirement plans, and the government
employees retirement plan. In Israel, early retirement provisions are made in
case of disability. In other instances, workers may retire early, but begin
receiving benefits only upon reaching retirement age. In failing industries,
ifrms provide benefits for older workers forced to accept premature retirement.

Special arrangements are available for women who retire from gainful
employment in order to function as homemakers and mothers. Israeli women
have been eager to raise the earlier retirement age (60) originally designated
by protective legislation.

In general, early retirement in Israrel means reduced beneifts, a tradeoff
most workers are reluctant to accept.

Social Insurance in Israel
Social insurance in Israel is based on two complementary

systems. First, the compulsory state system, which covers all
residents of the country and is based on the National Insurance
Law (Consolidated Version) 56281968. This law went into
effect on April 1, 1954.

The second is intended for wage earners only and is based
on collective labor agreements. Under this system, salaried

Judith Nachman is Legal Advisor to the Social Security
Department, General Federation of Labor in Israel (Histadrut).
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workers are insured in pension funds established by the
i General Federation of Labor (the Histadrut). In these funds,

pensions accrue from employee contributions and salarybased
' percentage contributions by employers.
, In addition, there is a budgetary pension scheme for civil

servants established under Government Employees Pension
/ Law, which has been adopted by other public employers, among
; them the municipal authorities, National Insurance Institute
' employees, the Ports authorities, etc. This pension scheme is

funded entirely from the employing agency's budget, without
! participation by employees.

The selfemployed are insured under the National
Insurance Law. This law provides compulsory old age insurance
to every Israeli resident, except housewives. The selfemployed
can save according to their wishes and means, with
governmental encouragement through tax exemptions, in
various provident funds administered by banks and insurance
companies. With the exception of National Insurance coverage,
the selfemployed do not have a mandatory pension scheme.

The old age pension accorded by the National Insurance
Law is a universal percentagebased payment of the average
national wage and is not deducted from an insuree's salary. The
pension for a single person is 160/0 of the average wage in Israel
and 2496 for a couple. There is a 20/0 seniority increment for
each year's insurance over the first 10 years, to a maximum of
500/0.

The National Insurance Law sets the eligibility age for
receiving old age pensions as age 70 for males and 65 for
females. However, if the insuree's income from employment is
less than a fixed sum (5096 of the average national wage for a
single and 6796 for a couple), then pension rights begin at 65 for
males and 60 for females. Property income is allowed to a
ceiling of double the employment income.

The age of retirement in Israel is set by general regulation,
encompassing all workers whose retirement age is not
determined by law. The labor agreements also deal with this
topic, setting retirement age at 65 for males and 60 for females.
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Beyond this, the Government Employees Pension Law not
a general law, unlike the National Insurance Law which applies
to the entire populationis in the same category as labor
agreements. Under this law, there are no differences between
the retirement ages of male and female employees. The
regulations promulgated under this law provide various options
regarding voluntary retirement, pension rights, and employer
initiated retirement.

Histadrut Pension Funds
Pensions paid by the Histadrut's seven major pension funds

represent percentagebased deductions from an insuree's salary.
The maximum pension is 700/0 of salary after 35 years
insurance. A minimum of 10 years of insurance is required to
vest benefits from these funds. The payable pension rate for
each year's membership in the fund is 296 of salary; thus the
minimum pension is 200/0 of the insuree's salary.

There is no linkage between pensions paid by the Histadrut
and old age pensions from the National Insurance system.

Membership in the Histadrut funds is based on labor
agreements and, for most workers, their vocational
classification determines to which fund they belong.

There are comprehensive arrangements to ensure
portability of pension credits when workers move from one
Histadrut fund to another. Similar arrangements cover the
shifting of employees from budgetary pensions (e.g. government
employees) to employerfunded pensions. Thus one finds
employees who left one type of work (e.g. the building trade)
before regular retirement age, for reasons that do not qualify
them for pensions according to the statutes of the Construction
Workers' Pension Fund, who now work in different jobs and
continue to accumulate pension rights in other funds.

Early Retirement and Disability
Those who retire early for health reasons are eligible for

National Insurance Institute (Nil) pensions according to the
prevailing regulations relating to their degree of disability. The
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I Nil has a special branch for general disability insurance and
j another for occupational disability.

A person before retirement age who is forced to retire
1 because of disability is eligible for a general disability pension
! of 2596 of the average wage for a single and 37.596 for a couple.
; This sum is paid for a full disability pension 7596 disability or
j more. Those with lesser degrees of disability receive
: proportionate pensions.
/ To apply for a general disability pension, there must be at
, least a 4096 degree of physical disability and a 5096 reduction in
, work ability.

An applicant for an occupational disability pension (work
> injuries also include occupationalrisk diseases) must prove the
j connection between the disability and the work. This is the
/ major difference between a pension claim from the Nil's

general disability branch and its occupational disability
branch.

; The National Insurance Institute will not pay a pension
\ before age 65 for men and 60 for women unless it is a matter of

general invalidity or a work accident.

Retirement for Married Women
Early retirement before pension eligibility age is permitted

: in one speciifc circumstance with a safeguarding of old age
pension rights. This provision relates to married women only,

j housewives for whom Nil old age insurance is voluntary.
Married women who at any age accrue 144 months of

; insurance, not necessarily consecutively, can retire early and
j cease insurance payments, yet still preserve their right to
\ receive a pension beginning at the normal retirement age of 60.
! Married women who accumulate 60 months of insurance

(not necessarily consecutive) are eligible for pension at age 60,
J■ even if they ceased their insurance payments before 60.

■ Pension Eligibility
In assessing the regulatory administration of early

retirement, we must differentiate between early retirement with
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and without pension rights. This distinction is particularly
important in the public service and we shall below detail the
regulations as set forth under the Government Services Law
)Retirement).
Retirement for Reasons of Health
The Civil Service provides three categories of early retirement
due to ill health in which pension eligibility is retained.
 Discharge on account of ill health after five years

employment, where the degree of disability is 2596 or more.
" Discharge on account of ill health after 10 years

employment, where the degree of disability is less than 250/0.
 Voluntary retirement after 10 years employment and where

a medical committee has determined that because of a
disability s/he is unable to continue in government service.
Still another type of early retirement on account of ill

health entitles the retiree to a grant only, which is in effect
enlarged severance pay. This provision refers to the release of a
worker who has served a minimum of five years but less than 10
years, and whose degree of disability is less than 2596.

Retirement for Other Reasons
According to the Government Services Pension Law, an
employee who is dismissed after 10 years service, at age 40 or
over, is entitled to pension. The pension is set at 296 of salary
for each year of service and the Civil Service Commissioner
may increase the period of service in order to increase the
pension.

Release with pension rights at an early age is provided only
in a limited manner because of high costs. On the other hand, a
person who wishes to take voluntary early retirement can do so
upon reaching age 60 (both men and women) after at least 10
years service.

Further, theemployertheStatecan pension off an
employee at age 60 after 10 years service and is obliged to begin
pension payments immediately.

The Civil Service Commissioner can also allow a partial
pension corresponding to the number of years served.
Pensioning off in this manner requires the agreement of the
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employee. If the employee continues to work parttime, her/his
pension is calculated on the proportion of the position that was
pensioned.

I A government employee can retire at age 55 after 25 years
j of service but her/his pension rights are frozen until age 60.
j Special regulations refer to teachers. A teacher in service

for at least 20 years service can retire voluntarily and be
eligible for a pension at age 60.

A nursery school teacher can retire for pension at age 57
after only 10 years service and be eligible for a pension at the

/ same age.
A regular government employee who worked a minimum

of 10 years can retire at any age and receive a pension upon
reaching age 65.

Police Force Retirement
A police oiffcer is entitled to retire at age 55 after 25 years

service and receive a pension immediately. A police oiffcer is
also entitled to retire voluntarily at age 50 and is eligible for a
pension if s/he has spent 25 years in government service, of
which 15 years were spent in the police force. In this latter case,
retirement depends on the agreement of the InspectorGeneral

j of Police, and the police oiffcer can begin receiving a pension
j only at age 55.
| The InspectorGeneral can pension off an oiffcer aged 55
j who has served 10 years (not at age 60, as with other
j government employees). A police oiffcer who has served at least

10 years can be ordered to leave on pension by the Inspector
General if the oiffcer has reached age 55.

j A police oiffcer who has been dismissed for reasons of ill
j health after ifve years of service is entitled to a pension even if
j the disability is rated less than 259'6.
j An oiffcer aged 40 or over who has been dismissed for
j other reasons after 10 years service, and whose right to a
| pension has not been cancelled by decision of the Inspector
; General, is entitled to a pension.
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Military Retirement
The pension system for regular army personnel in the

Israel Defense Forces is detailed in the Defence Army of Israel
(Permanent Service) (Benefits) Law 57141954. The framework
of this is similar to that of the Government Employees Pension
Law, but lower retirement ages were set because of differences
between civilian and military service.
Retirement Due to Age
The following covers retirement of armed forces personnel due
to age:
" Personnel are entitled to retire after 25 years of service.
Without approval, however, the pension begins one month
after age 50 unless the recipient is otherwise incapable of
selfsupport in the interim.

" There is an option to retire at age 55 with 25 years of
service, providing at least 10 years have been served in the
regular forces.

 Another option provides for retirement at age 60 after 10
years service in the regular forces.

" The Chief of Staff can order the pensioning of personnel
who have served at least eight years in the regular forces
and who have reached age 40.

Retirement for Health Reasons
Personnel with five years of service are entitled to a pension
upon release from the regular forces due to a servicerelated
disability as defined by the Permanent Service Benefits Law
(1954) or the Invalids (Pensions and Rehabilitation)
(Amendment) Law 57101950.) A medical committee
established by the Defence Service Law (Consolidated Version
57191959) is responsible for findings concerning uniftness for
duty.

A soldier who has been released from the regular forces due
to disability, as defined in the Invalids Law (1950) and who has
incurred a 3596 or more disability during service, is entitled to a
pension.
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Retirement for Other Reasons
Military personnel are entitled to a pension upon release from
service in the regular forces if s/he is age 40 with at least 10
years of service. However, the Chief of Staff, with permission
from the Minister of Defense, can order a full or partial denial
of pension rights on grounds of criminal conviction, where the
verdict cannot be further appealed. Pension eligibility is
affected only as long as the offence was committed when the
soldier was already eligible to retire.

Early Retirement in the Histadrut Pension Funds
Under the Histadrut pension schemes, early retirement due

to disability is possible after one year's insurance, if the pension
scheme was comprehensive. If the disability due to which the
member wishes to retire was caused by an illness contracted
before becoming a member of the fund, a qualifying period of
three years is required. The pension granted is equal to the old
age pension which the worker would have received had s/he
continued as a fund member until regular retirement age.

It is the policy of the Histadrut pension funds, in the event
of early retirement, to safeguard accrued pension rights until
the recognized retirement age. The same safeguard holds when
an insuree shifts to another place of employment where the
staff is not insured under a pension scheme.

In order to qualify for an old age pension, a minimum
vesting of 10 years is required; however, this term does not have
to be accumulated in consecutive years or in the years adjacent
to retirement. This last regulation is most important inasmuch
as in Israel the complementary pension which is wage
relatedis not a matter of law, and there are still many places
of work where workers have no pension coverage beyond that
of National Insurance.

Retirement Income Taxation
Finally, mention must be made of retirement income under

the Income Tax Law.
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The Nil pension was exempt from income tax until July
1985. With the introduction of a new economic policy to curb
inflation, the exemption was cancelled. However, the taxing of
pensions was delayed because of pensioners' lobbying of the
Knesset (Parliament) Finance Committee, whose approval was
required to institute this tax. For wagerelated Histadrut or y

government pensions, 350/0 of the pension is taxexempt up to a
set ceiling.

The income tax authorities will recognize a retirement age
of 55 for women and 60 for men, or will consider a person as
having reached retirement age upon actual retirement with
pension credits (25 years for females, 30 for males).

Different tax regulations apply to workers who have retired
with a disability of 750/0 or more. Their pensions are exempt
from tax providing certain criteria are met.

Summary
In Israel, early retirement is considered in the light of an

extra privilege of signiifcant ifnancial value.
Armed forces personnel, police oiffcers and various

government ofifcials have increasingly employed their rights to
early retirement in order to obtain a pension at a relatively
young age, and thereafter start a new career. Recently the
Histadrut even established a special committee to deal with the
work absorption of earlyretiree military oiffcers.

Early retirement for those insured in the Histadrut pension
funds, for other than health reasons, is possible only in certain
instances. It leads to a reduced pension and few are interested
in losing money. Those who have no early pension rights
generally do not consider early retirement as worthwhile, unless
they are forced to consider it for personal reasons.

In quite the opposite direction, the grant of an earlier
retirement age to women (at age 60) is now under challenge by
women demanding that they be enabled to continue working to
age 65, should they so prefer. A special government committee
will shortly present its ifndings on the subject.

73



Laws, Rules andRegulations in Israel

Demands have been raised for a lfexible retirement age for
both men and women. However, it is the women who are in the
forefront attempting to raise their retirement age, not men who
are attempting to lower their own retirement age.

It must be remembered that Israel is a country of
immigrants and many workers arrive in Israel at an advanced
age without pension rights. The pension rights that they
accumulated in their countries of origin were not portable.
Entry into early retirement would in effect mean relinquishing
their pension rights inasmuch as a minimum employment
period of 10 years is required to establish eligibility for an old
age pension.

There have been an increasing number of cases in Israel of
late where workers have been released at a relatively young age
with special pension settlements because of industrial layoffs.
These settlements are generally on the ifrms' account and are
not arrived at according to written or known rules.

In any event, with the increase in unemployment, many are
asking the question of whether it is not desirable to lower the
retirement age, at least for a certain period. Which in the end is
preferableto pay unemployment insurance to young people or
to pay pensions to people who want or are forced to retire early?

Gesetze, Richtlinien und Bestimmungen zur
FrUhpensionierung in Israel
Zusammenfassung

In Israel wird der Friihruhestand als Sondervorrecht besonderer Gruppen
von Arbeitnehmern betrachtet, zu denen Polizeibeamte und Berufssoldaten
gehoren. Er stellt auch ein Mittel der sanften Entfernung solcher Beschaftigter
aus den Reihen der Arbeiterschaft dar, derenIndustriezweig in
Finanzschwierigkeiten geraten ist

Der Beitrag geht auf die Art der Ruhestandsbezuge, die Arbeitnehmern
von verschiedenen Seiten zur Verfiigung stehen, ein, wie die Alters und
Hinterbliebenenversicherung der Nationalversicherungsanstalt, gewerk
schaftliche Rentenplane und die staatliche Beamtenpension. In Israel ist fur
die Moglichkeit der Friihrente fur den Fall der Arbeitsunfahigkeit gesorgt In
anderen Fallen konnen Arbeitnehmer sehr wohl fruher ihren Beruf aufgeben,
aber ihre Altersbeziige erst bei Erreichen des Rentenalters empfangea In
einigen Industrien sorgen die Firmen fur die Versorgung alterer Beschaftigter,
wenn diese vorzeitig in den Ruhestand gehea
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Besondere Regelungen bestehen fur Frauen, die eine eintragliche
Beschaftigung verlassen, um sich ihren Aufgaben als Hausfrauen und Mutter
zu widmen. Israelische Frauen bemiihen sich seit geraumer Zeit um die
Heraufsetzung des fiir sie niedrigeren Pensionsalters (60), das vom Gesetzgeber
urspriinglich zu ihrem Schutz gedacht war.

Im allgemeinen bedeutet Friihpension in Israel eine niedrigere Rente, ein
Handel, auf den die meisten Arbeitnehmer nicht gern eingehen.
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Early Retirementך Early Determinants
C.R. de Winter

Abstract
This paper reports on a study which attempted to identify those

employees who would choose early retirement and those who would accept
involuntary early retirement as a result of medical problems. Characteristics of
the early employment years of four thousand ifve hundred male employees in
four Dutch corporations were studied. Predictors were sought in such data as
employees' opinions on health and work, their expressed complaints, and
attendance data.

In the ifnal analysis, voluntary early retirement was characterized by low
levels of complaints and absenteeism. Involuntary early retirement proved
predictable by high levels of health problems and absenteeism. Neither
working conditions (physical, organizational, social) nor the evaluation of the
job as a whole made a difference.

The paper concludes with suggestions for development of a screening
device for individual employees to determine probability of voluntary or
involuntary early retirement

Introduction
Is early retirement in its voluntary or involuntary form

predictable? Do employees show signs years in advance, which
way they are headed? These issues were addressed in a study of
fourandahalfthousand employees in the Netherlands.

Voluntary early retirement is not covered by a general plan.
The state as employer has uniform rules, but in private
enterprise there are different plans, according to company or

C.R. de Winter is on the staff of the Netherlands Institute for
Preventative Health Care, Leiden.
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branch of industry. Common elements in plans for voluntary
early retirement are a minimumage (now 61 years for civil
servants), a minimum length of service, beneifts proportional to
the wage last earned (supplementary to other income) and, of
course, the end of the existing contract (Blom, 1983;
Rijksambtenarenreglement).

Involuntary early retirement takes the form of disability
pension. The risk of disability is covered for nearly all
inhabitants except civil servants, military personnel and
comparable groups, by a disability pension act (Wet op de
Arbeidsongeschiktheid, WAO), while civil servants are insured
under a separate arrangement (Algemene Burgerlijke
Pensioenwet). General characteristics of both insurance systems
are the following: The cause of the disability (in work or non
work) is immaterial; the degree of disablement is graded by
levels, each tied to a corresponding level of beneifts; the
minimum level of disability entitling to beneifts is 1596. In
general, an employee has to be incapacitated for a year, before
he* is examined medically to determine his degree of disability.

Some data will give an impression of the scope of voluntary
and involuntary retirement as a phenomenon in the
Netherlands. The average number of voluntary retirements in
1984 was 4.9 per thousand workers, differentiated according to
sector: 3.8 in private enterprise, 5.2 in the subsidized sector, and
9.7 per thousand civil servants, not counting considerable
differences within each sector (Centraal Bureau voor de
Statistiek, 1985). There are no appreciable statistical time series
on voluntary early retirement; on involuntary early retirement
there are. Between 19751983/1984, the number of disabled
persons in the private sector rose from 281,000 to 550,000, while
the number of civil servants with disability pension rose from
55,000 to 110,000 in the same period of time. These ifgures
doubled, while the total population only rose from 13.6 million
to 14.4 million inhabitants in the same time interval.

It is clear that, generally speaking, it would be desirable to
prevent disability and to promote normal retirement, early or

*'He5 is used, irrespective of gender.
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not. On a more concrete level it is obvious that the work
organization could contribute to this end by adapting tasks and
working conditions to the properties of humans, making use of
ergonomic principles. But more is possible. The industrial
medical officer might play an important role here, provided he
has the means to single out individuals or groups or workers
who show signs of problems in their functioning. In that case,
he might be in a position to develop measures in the work
situation in order to prevent future problems developing.

The question, therefore, is whether it is possible to detect
signals well in advance of early retirement, and whether these
signals are specific enough to differentiate voluntary and
involuntary retirement.

Methodology
"Feedback surveys" were performed in four organizations

as part of consulting activities. The data at the time, consisting
of employees' opinions on their work and health, and their
absentee data, were retained as independent variables for the
present research. In a followup interval of several years, a
count was made of the employees who were still with their
employer, and those who had left the organization in different
ways (the dependent variable). Eventually, relations between
the two sets of variables were determined.

The organizations concerned are two printing works, a
municipal cleaning department and a facility for technical
maintenance, totalling more than 4500 employees, of whom 760/0
took part in the survey. The surveys took place in 19781980
the followup lasted until 19821983.

In the surveys, a validated questionnaire was used, viz. the
Questionnaire on Health and Quality of Working Life (QHWL
Dijkstra et al, 1981, 1983). The aspects treated by the
questionnaire are work effort, level of health, illness behavior,
physical work situation, task and organization of work,
superiors and colleagues, and a global evaluation of the job!
Each of these aspects and their sum total is expressed as a
number of complaints. The following are some properties of the
QHWL: Concurrent validity is around 0.50, internal
consistency by aspect ranges from 0.55 to 0.90 and testretest
reliability is about 0.85 to 0.91.
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The other set of independent data are the absentee data by
year, counted in calendar days and expressed as four variables:
The frequency of short spells of absence (less than fourteen
days), the frequency of long spells of absence (fourteen days or
longer), the frequency of all spells regardless of duration, and
the total number of absence days per employee per year (the
latter is proportional to both percentage and index 0^ time
lost). , ,

As for the dependent variables, only voluntary and
involuntary early retirement will be considered here. First,
voluntary and involuntary early retirees are compared t0 the
average employee. Next, the early retirees are compared t0 their
respective agegroups. The reference group for the voluntary
early retired is the group of employees who became eligible iox
early retirement in the year after the followup interval. The
involuntary early retired are divided into two agegroups (1949
and 5065 years) to be compared with the corresponding
groups of nonretired.

Groups are compared on each QHWL score and each
absentee ifgure by means of repeated ttests with a significance
level of 0.05. Repeated tests are employed instead of one
'omnibus' test in order to give a differentiated picture.

Results
During the followup interval, nine female employees

became disabled, no woman retired early voluntarily in any oi
the ofur organizations. The outcomes, as a consequence, only
concern male employees. The number of employees on whom
questionnaire and absentee data are available differ. See Table J,
in which involuntary and voluntary early retirees are compared
with the average employee.

The absentee data are from the calendar year preceding tne
survey in each organization. It is clear from Table 1 that the
future disabled of all age groups have more problems at an early
stage while still at work than their nondisabled counterparts.
They particularly have trouble with their work effort and
health, and report a high level of illness behavior (subjective
illness, absentee behavior and medical consumption). The
oldest group of future involuntary retirees (5065 years) shows
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low levels of problems on all other speciifc QHWL scores. The
involuntary retirees have a consistently high frequency of 1onS
absence spells and as a consequence large numbers of absence
days per year, compared with the average employee. Tne
absence data of the involuntary early retired show some
signiifcant differences, too. Irrespective of age, the future
disabled have high frequencies of long spells of absence and' at
the same time, high total of absence days per year

Table 1: Average QHWL scores and absentee data of a11
male employees, involuntary and voluntary early retirees

employees all involuntary voluntary

age groups 1965 1949 5065 1965 62

QHWLscore,n = 3478 57 264 321 81
effort 2.5 3.8* 4.9* 4.7* 2.1
health 4.8 7.4* 8.7* 84* 44
illness behavior 1.5 2.3* 2.5* 24* 15
physical work r+ ', n*
Situation 5.6 5.4 4.4* 46* 2.9*
task and organiza n^ . .^
tion of work 4.6 5.2 3.9* 39* 29*
superiors and ,, _.  njk
colleagues 3.4 3.5 2.6* 2.7* 20*
evaluationof job 2.4 2.7 I.7* 1.9* L5*
all aspects 24.7 30.2* 28.4* 28.7* 17.9*

Absenteedata,n = 3791 76 371 447 98
freq.short spells 1.7 19 13* !.4* 1.O*
freq.long spells 0.5 10* 0.9* 1.O* 03*
freq.all spells 2.2 3.1* 2.3 24* lA*
total daysper year 34.6 84.9* 66.2* 69.4*20 .3*

*ttest, p < 0.05.
The future voluntary retired show a different pattern.

Their effort, health and illness scores have an average leve/;
the other scores, including the cumulative score of a11 asPects'
are signiifcantly low.
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Their absentee data are characterized by low levels of both
short and long absence spells, and as a consequence, a low level
of total absence days per year.

The outcomes up to here are of a global nature, because
groups of early retired of different age brackets are compared
with the average employee. It remains to be seen whether the
differences ofund, resist comparison within the same age groups
(Table 2).

Table 2: Average QHWL scores and absentee data of
involuntary and voluntary early retirees, compared with non

retirees of the same age group (males)

Mode Involuntary/Disabled Voluntary

Age Group 1949 5065 1965 i58 62~
Early Retired? no yes no yes no yes no yes

QHWLscore, n = 2370 57 612 264 2982 321 98 81
effort 2.3* 3.8* 2.7* 4.9* 2.4* 4.7* 2.6 2.7
health 4.3* 7.4* 4.8* 8.7* 4.4* 8.4* 4.0 44
illness behavior 1.3* 2.3* 1.4* 2.5* 1.4* 2.4* 15 j 5

physical work
situation 6.3 5.4 4.2 4.4 5.8* 4.6* 3.7 2.9
task and organi
zation of work 5.0 5.2 3.5 3.7 4.7* 3.9* 2.9 2 9
superiors and
colleagues 3.7 3.5 2.5 2.6 3.5* 2.7* 2.1 2.0
evaluation of job 2.7 2.7 1.7 1.7 2.5* 1.9* 1.4 15
all aspects 25.6* 30.2* 20.7* 28.4* 24.6* 28.7* 18.2 17.9
Absenteedata, n = 2582 76 762 371 3344 447 132 98
freq. short spells 1.9 1.9 1.0* 1.3* 1.7* 1.4* 0.71 0
freq. long spells 0.5* 1.0* 0.4* 0.9* 0.5* 1.0* 0.5 0.3
freq. all spells 2.4 3.1 1.5* 2.3* 2.2* 2.4* \.l 1.4
total days per year 30. 5* 84.9* 28.2* 66.2* 30.0* 69.4* 31.3* 20.3*

*ttest, p < 0.05. " " I

The involuntary early retired of all age groups have more
problems with work effort, health and illness behavior, just as in
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Table 1. The same holds for the total scores on all aspects of
functioning. The othermore speciifc scores in Table 2 show no
signiifcant difference in the 1949 and 5065 years age groups,
but there are such differences in the total group (1965 years).
In the absentee data, the earlier ifnding of more long spells of
absence and more absence days per year in the future
involuntary early retiree groups remains valid.

Voluntary early retirement, that had many low and
signiifcant ifgures in Table 1, shows only one such difference in
Table 2, now that a more adequate comparison group is taken.
Only total days absent remains signiifcant.

Discussion
In the ifrst set of comparisons (Table 1), the future

involuntary retirees turned out to have many more problems
than the average employee with health, effort and illness.
Remarkably, the oldest group showed low levels of problems
with the other work aspects (the work environment and socio
organizational aspects). The future involuntary retired also had
a high number of days absent.

What remains of these outcomes, when more iftting groups
are compared (Table 2)1 The effort, health and illness behavior
scores retain their effects, but the other scores (physical work
situation, task and organization oi work, superiors and
colleagues and evaluation of the job) no longer show signiifcant
differences between involuntary early retired and nonretired
within the two age groups. In the total group (1965 years),
however, these differences persist. The absence data here give
no problems, because both comparisons showed a high level of
long spells of absence and of total days absent in the retiree
groups.

Stated in an abstract way: There is one group of scores of
which a low level of problems is partly associated with later
involuntary retirement. Is it predictive of that or not? It is
proved elsewhere (De Winter, in press), that there are two
groups of variables that are strongly correlated with age,
independent of disability or retirement. The QHWL scores (i.e.
problem levels) effort, health and illness behavior, the frequency
of long absence spells, and total days absent form one relatively
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homogenous cluster that rises sharply with advancing age of
employees, a rise of about 1:2. The remaining scores (physical
work situation, task and organization of work, superiors and
colleagues, and evaluation of the job, plus the frequency of short
spells and the frequency of all absence spells), together form the
other cluster that falls rapidly with advancing age, with a ratio
over the working life of about 2:1.

Let us call these clusters 'health problems' and 'discontent',
respectively. Referring back to Table 1, it is plausible, that the
discontent cluster is responsible for the low levels of the
QHWL scores 'physical work situation' through 'evaluation of
the job' in the oldest group of involuntary retired, not by virtue
of anything related to involuntary retirement, but as a
concomitant of their age. In Table 2 with a more homogeneous
comparison group, the differences mentioned disappear. What
remains is an effect of involuntary early retirement
superimposed on an age effect: Low levels of the cluster of
discontent are not indicative of involuntary early retirement, a
predictor of the latter can be found in the cluster 'health
problem'.

The future voluntary early retired appeared to have little
problems with work when compared with the average
employee, coupled with low levels of absence. In a comparison
with the most adequate group of nonretired, most of these
differences disappear; only total days absent remains
significant. Given their age and the argument above, the
voluntary early retired should have had more problems on the
first three scores of Table 1, and more long spells and total
absence days per year. Nothing of this transpires; only a
significant and low figure for total days absent remains in Table
2. This can only be explained by the fact that the voluntary
early retired and their comparison group (58 years and over)
form a selection of survivors, presumably in relatively good
health: the 'healthy worker effect' of epidemiology (see e.g.
Krauss, 1980). This should dispel notions of voluntary early
retirement as a relief for wornout employees.

The conclusions are that, in principle, involuntary early
retirement can be predicted years before it actually occurs, and
that involuntary and voluntary early retirement should be
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studied as complementary phenomena. The data here are
limited to those of men; a replication with data on female
employees is desirable. The outcomes are valid for groups of
employees; a screening instrument for individuals could be
developed along the lines suggested here.
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Frtthe Pensionierung und ihre friihen Determinanten
Zusammenfassung

Der Beitrag bezieht sich auf eine Studie, die Anhaltspunkte fur eine
Vorhersage finden mochte, welche Arbeitnehmer die Fruhrente vermutlich aus
eigenem Antrieb wahlen und welche sich in einen unfreiwilligen fruhen
Ruhestand wegen Gesundheitsschaden begeben wurden. Charakteristische
Daten iiber die fruhen Arbeitsjahre von viertausendfiinfhundert mannlichen
Beschaftigten in vier niederlandischen Firmen wurden analysiert. Aufzeich
nungen iiber Meinungsausserungen der Arbeitnehmer betreffend Gesundheit
und Arbeit, vorgebrachte Beschwerden und ihre Krankheitsurlaubs statistik
wurden auf ihren Voraussagewert iiberpriifL

In der Endanalyse wurden Zusammenhange zwischen freiwilliger
Friihpensionierung und unterdurchschnittlicher Beschwerde und
Arbeitsausfallzahl festgestellL Unfreiwillige vorzeitige Pensionierung wurde
dagegen bei iiberdurchschnittlich hoher Ausfallrate und bei Gesundheits
problemen ermittelL Weder die physischen, organisatorischen, zwischenmen
schlichen Bedingungen am Arbeitsplatz noch die allgemeine Einschatzung des
Berufs schienen Einfluss auf die Friihpensionierung zu haben.

Der Beitrag schliesst mit Vorschlagen zur Entwicklung eines
"Detektorsystems," das, auf einzelne Arbeitnehmer angewandt, die
Wahrscheinlichkeit feststellen konnte, mit der sie auf eigenen Wunsch oder
unfreiwillig friihzeitig in den Ruhestand treten werden.
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Abstract
As a result of increased unemployment and a growing elderly population,

the Swiss are focusing their attention on early retirement This paper
documents current trends in early retirement and discusses some of the
retirement options available. It also reviews some of the solutions proposed for
resulting problems.

By 1984, two of every three Swiss workers were opting for early retirement.
Switzerland maintains a "threepillar system" for retirement income: Old age
and survivors insurance, pension funds, and individual retirement programs
with banks. Additionally, reduced rents are available for early retirees.

To this point, minimal efforts have been made in Switzerland to address
the problems of early retirees. A few booklets on the topic have been produced
and there have been a limited number of retirement planning seminars.
Similarly, few steps have been taken to utilize the talents of this new "leisure
class" or to help them develop new interests. The author points out that
economic steps must be taken to prevent these elderly from becoming the
"new poor".

In Switzerland the question of early retirement is now
widely discussed. One reason for this is the increase in
unemployment, a problem of special concern to older people.
There is a proposal from parties on the left to lower the
retirement age from age 65 for men and 62 for women to 62 and
60 respectively. Moreover, the proposal includes suggestions to
improve the flexibilty of early retirement options.

Since 1968 a special arrangement has allowed Swiss elderly
to retire before the legally specified age, without a medical

Ueli M&der is the Secretary of Arbeitskreis Tourismus and
Entwicklung, Basle, Switzerland.
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certiifcate. Only a few people can afford to retire early, because
living costs are rather high (Steuber 1985). However, some
counterbalancing economic arrangements do exist. For early
retirees, legal provisions reduce rent by almost 996 per annum.
For retirees at age 62, rent is reduced by some 2696. New
suggestions have been made to reduce rent by as much as half
{Easier Zeitung 25/8/81). Some ifrms already provide for early
retirement on a voluntary basis, an effort which is appreciated
by their staffs {Easier Zeitung 29/5/86). Study results of the
"Arbeitsgemeinschaft fiir WirtschaftsPublikationen" (Wirth
1984) indicate that ninety percent of the workers in the
chemical companies of Basle would like to retire early. In
response to such demands, early retirement programs have been
developed. Today, two out of every three retirees are taking
early retirement {AWPNachrichten 9/7/84).

In regard to postretirement income structure, Switzerland
has a socalled "threepillar system". The ifrst of these pillars is
an old age and survivors insurance, funded through salary
deductions, that guarantees a subsistence minimum. The second
pillar is pension funds. Since 1985 every person with an income
of over 17,280 Swiss francs annually has been obliged to join a
fund and pay a predetermined percentage of their salary. The
third pillar is that of individual arrangements with saving
banks {Die Zeit 14/6/85).

Demographic Changes
The composition of the Swiss population is changing. The

number under age 20 declined between 19711986 by about
250,000 (130/0). By contrast, during the last 15 years the
population between ages 6579 increased by about 1896, and
that over age 80 by 6896. In 1986 Switzerland contained 6.5
million inhabitants, of whom nearly a million were over age 65,
or more than 1496 of the population (Bundesamt fur Statistik
1986). Aging varies in urban versus rural areas: In the rural
region of the Basle canton the elderly are 100/0 of the population,
whereas in the city of Basle they represent 2096.

In 1971 there were 270 children for every 100 elderly. The
present relationship is 190:100.
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Swiss cities have witnessed a suburban exodus of family
households and an increase in oneperson households. In Basle
oneperson households rose by 5096 between 19701980. Most of
these households are composed of elderly women.

The social and political consequences of these demographic
changes have created a demand for an infrastructure, and
facilities for the elderly, and for changes in traditional social
relations between the generations.

Increasing mobility and the assumption of material
provisions for old age by the state have loosened family ties. Old
people are particularly affected by changes in their technical,
cultural and social environment. The displacement of human
labor by machines further reduces opportunities for social
contact and enhances feelings of insecurity. Cultural
institutions are a leading source of social recompense; however,
many allow little active participation. Like the mass media,
they foster a passive consumer attitude.

Early Retirement Preferences
Retirement planning in Switzerland at present is a chaotic

scene. Some firms have tried to raise the retirement age; others
want to lower it. The options offered are most often determined
by ifnancial considerations; the experience of early retirees is
rarely taken into account. Newspaper clippings provide some
random anecdotes: Some early retirees report that they feel like
kings, others tell us that they miss their work. Serious analysis
of the individual experience of early retirees is still lacking. By
way of illustrating this lack of information,COOPone of the
largest department store ifrms, increased the retirement age for
women from 60 to 62. They stated that 700/0 of their women
employees lived alone and favored working longer, a statement
which was later revealed as incorrect (Luzerner Neueste
Nachrichten 12/9/81).

In 1978, 377,017 Swiss voted to lower the retirement age to
60 for men and 58 for women, while 1,451,220 voted against the
proposal. Recent studies, however, indicate that more and more
people wish to retire early. In a poll of the largest Christian
trade union, for example, 7496 welcomed a signiifcant lowering
of the retirement age (Schweizerischer Gewerkschaftsbund
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1981). It is interesting to note that more people age 50 wished to
retire early than did those age 60. Many opposing early
retirement feared that they would not have sufifcient funds for
retirement. These fears are not groundless. Nearly 2096 of the
Swiss over age 65 (3096 in Tessin) have an income of less than
1,000 francs monthly. {Easier Zeitung 28/6/86).

According to one Swiss opinion poll, 7596 of the
respondents desired an equal retirement age for men and
women. Some 400/0 suggest that this age be set at 60; 996 wanted
an age under 60; and 596 an age over 65 (Basler Zeitung
18/7/84).

One Swiss social researcher (Schonholzer 1979) examined
the experiences of 42 companies with over 1,000 employees
each, in relation to flexible, sliding, and normative retirement
programs. Her recommendations endorse a combination of
these options.

The PTT (Post, Telephones, and Telegraphs), Switzerland's
largest employer, still does not grant its 52,000 employees an
early retirement option. On the other hand, in 17 of the 25 Swiss
cantons, government employees can retire early. In two years
time, Switzerland's old age and survivors insurance will
undergo its tenth revision. The introduction of a flexible
retirement age was proposed, but recently the government
announced that it would delay consideration of this suggestion.
It ifrst wishes to set retirement for both men and women at age
64 (Basler Zeitung 8/7/86).
Coping with the Problems of Early Retirement

Concrete concepts could hardly be said to exist yet in
Switzerland for coping with the problems of early retirees.
There are, however, some limited attempts to prepare workers
for retirement with booklets and training seminars. Moreover,
social welfare organizations have begun to offer new
programming for retirees. They have focused on activating
early retirees, inducing them to study, to write stories, to
become folktaletellers, and to organize themselves towards
realizing their individual and common interests. This is a good
beginning, but hardly sufifcient (Neue Zurcher Zeitung 6/3/86).
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There exist different forms of selfhelp and self
organization among the Swiss elderly. Several attempts seem
very promising. However, one everpresent problem is how to
prevent the elderly from being isolated. They cannot solve all
their problems alone nor organize all their activities alone.
Integration into society is needed and at present this appears to
be dififcult.

The social insurance system seems to have diiffculty in
coming to terms with the higher costs and risks in an aging
population. The borderlands of poverty are widening at the
expense of the elderly. Yet social expenditures in Switzerland
amount to only 1S96 of GNP, whereas in West Germany they
represent 320/0 (Pro Senectute 1985).

More selfhelp, family and neighborhood help are needed to
relieve the burden placed on the welfare state. A ifrst real step
forward lies in a juster distribution of labor opportunities.
Reducing the social allocation of work years would mean not
only greater economic justice, but would also help people to
introduce creativity and meaning into their lives.

The introduction of a more flexible retirement age need not
be ifnanced by higher taxes on salary, but by other means e.g.
taxes on energy and investment. Thus, the input factor of work
would not be rendered more expensive. Towards the same end,
Dahrendorf (1983) proposes that the trade union movement
agree to lower wage agreements, thus helping reduce
unemployment and assisting in labor market rationalization.
This, in our opinion, is the wrong path. Many ifrms are more
comfortable with capital investments than with labor costs.
Production can be increased and proifts maintained with less
human work.

The ifnal question is one of how to distribute the wealth. A
flexible retirement age could lead to a longitudinal
improvement in the distribution of labor opportunities and
wealth, and represent a better deal for the elderly.
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Friiher Ruhestand in der Schweiz
Zusammenfassung

Infolge gestiegener Arbeitlosigkeit und wachsender Altersbevolkerung
richten die Schweizer ihr Augenmerk auf den vorgezogenen Ruhestand.
Dieser Beitrag berichtet iiber die aktuellen Entwicklungen im Bereich der
Friihpensionierung und erortert einige der dabei zur Wahl stehenden
Kombinationen. Daruber hinaus iiberpruft er einige der Losungen, die fur die
sich daraus ergebenden Probleme angeboten werdea

Im Jahre 1984 entschieden sich schon zwei von drei Schweizer
Arbeitnehmern fiir den friihen Ruhestand. Die Ruhestandsversorgung in der
Schweiz ruht auf den "drei Saulen": Alters und Hinterbliebenenver
sicherung, Rentenfonds und die individuellen Rentenprogramme der Banken.
Dariiberhinaus haben Fruhpensionare Anspruch auf einen herabgesetzten
Mietzins.

Bisher hat die Schweiz nur geringe Anstrengungen unternommen, die
Prob'eme der Fruhpensionare aufzugreifen: Nur wenige Informationschriften
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iiber das Thema sind erschienen und nur wenige Ruhestandsplanungs
seminare haben stattgefunden. Sehr wenig Miihe 1st auch darauf verwandt
worden, die Fahigkeiten dieser neuen "leisure class" zu nutzen, ebensowenig
darauf ihnen zu helfen, neue Interessen zu entwickela Der Verfassser legt
nahe, wirtschaftliche Schritte zu untersuchen, um zu verhiiten, dass diese
alteren Menschen zu einer Klasse "neuer Armer" werden.
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Abstract
This paper cites statistics which demonstrate that American men are now

retiring earlier, and women are working longer. The larger the company, the
earlier the average retirement age of its employees. The authors identify the
following four factors which contribute to this early retirement trend: (1) the
Social Security Law permits workers to retire with reduced beneifts at age 62,
and with full beneifts at 65; (2) this law discourages working beyond age 65 by
giving only minimal bonus beneifts for additional working years and by
penalizing those betwen 65 and 70 who earn more that $7,788 yearly; (3)
private pension plans encourage retirement; (4) some businesses offer early
retirement incentives.

The economic picture regarding early retirement shows that, in the long
run, many early retirees are encountering severe financial problems. The
American Association of Retired Persons (AARP) maintains that some early
retirement incentive programs violate the Federal Age Discrimination in
Employment Act

AARP is so greatly concerned over the possibility of potential strain on
the Social Security System should the early retirement trend continue that, to
be certain workers are making informed choices, it has established the AARP
Worker Equity Initiative. This program collects information and educates
employers, employees, and the general public on the issue. The Initiative
advocates changing public and private sector policies which impede continued
employment for older workers.

The U.S. Work Force is Growing Older
In 1985, more than 32 million American men and women

age 45 and older were in the labor force. They represented more
than a quarter of the entire U.S. work force (BLS 1986).

John .T Dennning is President of the American Association of
Retired Persons.
David N. Gamse is Director of the Worker Equity Department of
the AARP.
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These workers were in every type of occupation and
industry. The largest number were employed in (1) technical,
sales and administrative support, and (2) managerial and
professional specialties.

For every four working men age 45 and older today, there
are three working women. In 1950, almost 8796 of men age
5564 and 460/0 of men age 65 and older worked; in 1985, these
percentages had declined to 680/0 and 160/0, respectively. The
pattern for most age groups of women age 45 and over has been
just the opposite. In 1950, 380/0 of women age 4554 and 270/0 of
women 5564 were employed; by 1985, these ifgures had
increased to 640/0 and 420/0, respectively (BLS 1978, 1986).

This is a signiifcant change from the nations work force of
previous years. It has come about because of many factors that
include changing U.S. and world economic conditions, the shift
in the U.S. economy from agriculture and heavy manufacturing
to service sector employment, and the greater number and
quality of retirement options.

Work force participation after age 45 varies signiifcantly by
race. A smaller percentage of nonwhite men age 45 and older
work than do white men of comparable age. For women,
however, the percentages are reversed, with a larger percentage
of nonwhites working (BLS 1986).

Parttime work has become an increasingly important
option for workers over age 45. In fact, starting at age 65, part
time workers outnumber their fulltime counterparts. While
women of all ages are more likely than men to work parttime,
nonwhite women are more likely than white women to be full
time employees. Nonwhite men work parttime more
frequently than do white men (BLS 1986).

This trend toward an older work force will grow during the
next decade, relfecting the aging of workers from the socalled
postWorld War II "baby boom" generation and a reduction in
the number of younger, entry level workers.

By 1995, the U.S. Bureau of Labor Statistics (BLS) estimates
that the US. labor force will increase by approximately 14
million workers. Of that total, more than six million nearly
half will be workers age 45 and older. The projected increase
of six million older workers in just 10 years (from 1985 to 1995)
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almost equals the increase in the number of older workers
during the previous 30 years (1955 to 1985). By 1995, according
to BLS, the median age for U.S. workers will be 37.3 years, up
from 34.8 in 1982 (Fullerton 1985).

At the same time that its work force continues to age, the
U.S. is confronting an equally pronounced trend toward early
retirement. In 1960, 41<X> of all Americans age 55 and older were
either working or looking for work. Today that ifgure is about
130/0 (BLS 1979).

In a 1984 survey of 363 U.S. corporations, the Conference
Board found that only 140/0 had an average retirement age of 65,
compared to more than 4096 a decade earlier. The larger the
company, the earlier the average, according to the survey
(Conference Board 1984).

Nearly three of every four married women elect to claim
their ifrst Social Security beneift at age 62; 400/0 of all
unmarried women claim their beneift at that age (BLS 1984).

Why are People Retiring Earlier?
The primary reason for early retirement is ifnancial. As

soon as a change in the law made Social Security beneifts
available at age 62 rather than at age 65, the typical age of
retirement under Social Security dropped from 65 to 63, even
though retirement before age 65 meant reduced Social Security
beneifts.

The current Social Security system, which in 1984 provided
beneifts to 9196 of all citizens age 65 and older, encourages
people to retire early. A person who retires at age 62 receives on
average a monthly Social Security check that is 2096 smaller
than the check received by a person who works to 65. But the
Social Security beneifts that person receives between the ages of
62 and 65 actually puts him or her well ahead of the person who
waits until age 65 to begin collecting beneifts. It will take the
person who retires at 65 about 12 years to breakevento
collect the money he or she passed up by not retiring at 62.

In December, 1985, the average monthly Social Security
beneift for all retired workers alone was $468; for retired
workers and spouse, $817.
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Social Security also discourages persons from working past
the age of 65. The three percentperyear delayed retirement
bonus for those who work beyond age 65 is too small to provide
a real incentive to continue working. At the same time, persons
between the age of 65 and 70 who continue to work are
penalized by a Social Security earnings limit of $7,788 per year.

Private pension plans, which in 1984 provided beneifts to
only 240/0 of persons age 65 and older, also encourage early
retirement. According to the Bureau of Labor Statistics, 630/0 of
all participants in private pension plans in 1984 could retire
sometime before age 65 and still receive full beneifts; only 50^0
could do so in 1980. Furthermore, about half of employers do
not allow persons who work past age 65 to accrue additional
pension beneifts (Mercer 1985).

Another factor leading to the increased incidence of early
retirement is the growing number of early retirement incentive
programs being offered by U.S. businesses.

A recent survey by the Hewitt Associates consulting ifrm
found that onethird of all corporations surveyed used early
retirement incentives also called exit incentives during the
past ifve years. The survey found that companies with 50,000 or
more employees were more likely to offer such incentives. Three
of every four of these programs included early retirement
"windows" speciifed periods during which affected employees
must decide whether to retire or continue working (Hewitt
Assoc. 1986).

Another survey found that 400/0 of the Fortune 500
companies the largest companies in the U.S. have had early
retirement campaigns in recent years. Among them are Exxon,
AT&T, Xerox, and CBS.

Consequences of the Early Retirement Trend
Early retirement programs emerged on a major scale

during the late 1970s and early 1980s when employers were
searching for ways to cut costs to help deal with serious
economic recessions. These employers perceived early
retirement as an effective way to deal with production cutbacks,
plant closings, mergers, and technological change. This
perception seems to be becoming more widespread.
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Sadly, some of these programs have forced workers to make
difficult and costly economic decisions in a very short period of
time and under great emotional pressure. While a large cash
bonus or earlier pension benefits may seem to be a compelling
reason to accept an offer of early retirement, it may turn out
that the worker ultimately would be better off financially by
staying with the company rather than retiring.

Recent court cases demonstrate that some of these exit
incentive programs also may be in violation of the Federal Age
Discrimination in Employment Act (ADEA), which protects
most workers between the ages of 40 and 70. Several states have
passed laws that provide workers even greater protection than
the ADEA. Yet, exit incentives are expected to increase in
number for the foreseeable future (Mackaronis 1986).

Thus, the U.S. is confronted by two powerful and
conflicting trends on the one hand, an aging work force; on
the other, earlier retirement. Like two freight trains speeding
toward each other on the same track, these trends seem bound
to collide.

But that collision is not inevitable. By recognizing that
more and more of its workers are reaching their forties and
fifties, the U.S. can begin to encourage employees to continue
productive work to age 65 and beyond if they are willing and
able.

Conversely, the U.S. can ignore the demographic and
economic realities by continuing to encourage early retirement
through public and private policies and practices. This would
be a grievous error. For one thing, it would increase the
financial strain on Social Security the bedrock of the nations
retirement system and on other government support
programs. Continued early retirement coupled with a declining
birth rate would mean that, within the next few decades, only
two workers would be supporting each Social Security
beneficiary with their payroll taxes. Such a worker/beneficiary
ratio is both intolerable and unnecessary.

Role of the AARP
The American Association of Retired Persons is a forceful

advocate for a national work incentive policy fo^oiclej workers.
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Indeed, six million of AARP's 25 million members are still
employed either full or parttime.

According to a national survey conducted by AARP last
year, millions of Americans who are retired would rather be
working at least parttime (AARP 1985). Another survey by
pollster Louis Harris in 1981 found that onethird of those age 55
to 64 did not want to retire when they reach age 65 (National
Council on the Aging 1981).

For these and other reasons, AARP has undertaken as a
major priority a "Worker Equity Initiative." Through this
initiative, AARP develops and collects new information about
the capabilities, needs and rights of older workers; uses this
information to educate employers, employees and the general
public; and advocates changes in public and private sector
policies that impede the continued employment of older
workers.

We have set ifve basic goals for this initiative:
First, to assess the impact of an aging work force on

society. AARP is collecting information and conducting
research in such areas as labor market participation rates and
employment trends, pension and health care beneifts, and
employment problems of older workers. For example, the
Association is currently developing two major reports
forecasting technological change during the next 20 years in the
service and manufacturing sectors of the U.S. economy. These
reports are being reviewed by experts on gerontological
employment to determine their implications for older workers
relative to skill obsolescence and training, job mobility and
employment options.

Second, to eliminate age discrimination in the workplace
through legislative, administrative and judicial advocacy.
AARP has become the major national advocate for the rights of
older workers. Our organization lobbies in Congress for the
creation of a national employment policy for older workers and
the elimination of legislative and administrative barriers to
such employment.We are also lobbying in state legislatures on
behalf of older workers.

In the courts, we have ifled amicus curiae ("friend of the
court") briefs in a number of age discrimination cases. We have
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ifled or are preparing to initiate our own law suits in cases
challenging early retirement incentive programs and, the
freezing of pensions at age 65.

Through publications and visual presentations, we are also
helping older workers to understand their rights under the
federal Age Discrimination in Employment Act and similar
state laws that protect them.

Third, to present realistic images of older workers and to
eliminate stereotypes. Through a variety of methods, such as
articles in newspapers and magazines and our own newsletter
entitled "Working Age," AARP is bringing the facts about the
capabilities of older workers to the attention of the business
community and the public at large.

As one way of doing this, we recently commissioned a
national survey of more than 400 U.S. corporations to
determine their policies, practices, programs and perceptions
with respect to workers age 50 and older. The survey, conducted
by Yankelovich, Skelly and White, Inc., found that most
companies value older employees and rate them highly in such
areas as attendance, punctuality, knowledge, experience,
reliability and emotional stability (AARP 1986). This clearly
discredits the negative stereotypes about these workers which
still exist.

Fourth, to encourage and assist employers in creating
workplace opportunities for older persons. Through a
computerizeddatabasethe National Older Workers
Information System(NOWIS)AARP is developing a
nationwide source of information on corporations that have
model older worker programs. From this, AARP will create
informational material designed to help other companies
develop training, job redesign, parttime and fulltime
employment, and retirement transition programs for older
workers.

AARP is also conducting a series of national dialogues on
health and pension beneifts for older workers and retirees. The
meetings enable corporate executives and policy leaders from
diverse organizations to develop cooperative strategies and
programs of beneift to older persons and society.
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Fifth, to help older persons make informed decisions about
employment and retirement. Through our AARP Books series,
we have developed a preretirement planning program for
employees entitled "Think of Your Future". Offered primarily
by employers, this program is expected to reach at least 30,000
persons each year. At the same time, AARP is sponsoring a
series of training conferences at which hundreds of public and
private sector employers learn about preretirement planning.

We are also expanding our preretirement planning
volunteer cadre, a group of men and women who work with
large and small businesses, educators and others to develop
specially designed educational programs. By working without
pay, these 120retireesand many other volunteers, as
welldramatically demonstrate many older persons5
commitment to the concept of planning early to achieve an
effective mix of work and leisure pursuits.

Summary
We believe that the continued emphasis on forcing able

bodied, experienced, productive workers out of the work force
solely because of chronological age whether by encouragement
or coercionis counterproductive. We believe that the US.
beneifts from the maximum feasible productive employment of
its population. Our nation cannot afford the loss of productive
older employees. Above all, there can be no doubt that the
employee derives more beneifts from meaningful physical and
mental activity than from inactivity.

More than 30 years, ago, the founder of AARP, Dr. Ethel
Percy Andrus, spoke out against the evils of age discrimination.
"We believe it would be dififcult to conceive a more vast waste
of manpower and productivity," she said. Today, more and more
people are recognizing how right she was. Our task is to bring
about changes in our public and private institutions to relfect
that recognition.
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Friihpensionierung in den Vereinigten Staaten:
Bestandsaufnahme, Tendenzen und Auswirkungen
Zusammenfassung

Der Beitrag fiihrt statistische Befunde an, aus denen hervorgeht, dass
amerikanische Manner immer friiher in den Ruhestand treten, Frauen
dagegen langer arbeiten. Je grosser die Firma ist, desto niedriger liegt das
durchschnittliche Pensionsalter ihrer Beschaftigten. Die Autoren machen
folgende vier Faktoren fur den Trend zum friihen Ruhestand verantwortlich:
(1) das Sozialversicherungssystem gestattet Arbeitnehmern, sich zu
herabgesetzten Beziigen mit 62 und zu voller Rente mit 65 zur Ruhe zu setzen;
(2) dasselbe Gesetz macht durch nur minimale Steigerung des Rentensatzes fur

\ die zusatzlichen Arbeitsjahre und durch Strafbesteuerung Werktatiger
zwischen 65 und 70, die mehr als 7.788 $ im Jahr verdienen, Arbeit nach dem
65. Lebensjahr unattraktiv; (3) private Rentenversicherungen ermutigen das
Ausscheiden aus dem Arbeitsleben; (4) einige Arbeitsplatze bieten
Friihpensionaren verlockende Vergiinstigungen aa

Die wirtschaftliche Betrachtung des vorgezogenen Ruhestandes zeigt,
dass auf lange Sicht viele Friihrentner in ernstliche Geldschwierigkeiten
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geratea Der Amerikanische Verband der Ruhestandler (AARP) vertirtt die
Ansicht, dass manche Programme, die darauf abzielen, zum freiwilligen
friiheren Ausscheiden aus dem Beruf anzureizen, das Bundesgesetz gegen
altersbedingte Benachteiligung am Arbeitsplatz verletzen.
_ Der AARP ist daher sehr iiber die Moglichkeit potentieller
Uberbelastung des Sozialversicherungssytems besorgt, falls der Trend zur
Friihpensionierung weiter fortschreiten sollte. Um sicherzustellen, dass
alternde Arbeitnehmer ihre Entscheidung in voller Kenntnis der Folgen
treffen, hat die AARP eine Initiative ins Leben gerufea Dieses Programm
tragt Daten und Fakten zusammen und klart Arbeitgeber und nehmer und
die breite Offentlichkeit uber das Problem auf. Die Initiative tritt fur
"Anderung solcher Praktiken auf dem offentlichen wie auf dem
privatwirtschaftlichen Sektor ein, die der Weiterbeschaftigung alterer
Arbeitnehmer im Wege stehen.
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Early Retirement: Are
> ך* Existing PreRetirement
**J Models Applicable?

Yehudit King

Abstract
The standard preretirement program is based on an adult education

model and is geared to persons who accept that they have reached retirement
age, qualify for beneifts, and anticipate leisure years. This paper examines the
applicability of this model to workers who suddenly learn that they are about
"to be retired" by a failing company. Many such workers still have children in
school and must find new employment immediately.

The author maintains that persons being involuntarily retired need a
program based on the crisis intervention model. Such workers need help with
their feelings of anger, their bruised selfimages, and often with reentering the
work force. Case work services to deal with basic emotional issues are
recommended as a ifrst step. Only after this phase can retirees adequately
function in mutual support groups or jobifnding clubs.

The term "early retirement" is generally applied to those
instances of permanent withdrawal from the labor market
which precede the legislated age of retirement. There are at
least three conditions which characterize its occurrence, each of
which has different implications both for the individual and the
social system.
a) Early retirement as an endemic phenomenon: In every
society, there will always be a small percentage of the
labor force who retire voluntarily because they feel they
have worked enough, have the means and the desire to
pursue leisure activities on a fulltime basis, or choose to
retire for reasons of personal health.

Yehudit King is a consultant for retirement planning at the
Authority for the Aged and Pensioners, Israel.
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b) Early retirement as an ongoing polic.y Older people are
encouraged to retire earlier in order to create vacancies for
young people entering the labor force. One of the principal
reasons given to support this practice is the fact that
generations of technology are changing faster than
generations of the labor force. It is argued that the young
can adapt faster to new work methods as well as more
readily absorb and better apply technological innovation
within their areas of expertise than their immediate
forebearers. Another factor influencing policy is biological
or even mental attrition. In certain industries, e.g.
construction, where worker burnout is considerable,
workers are urged to retire early. A formal provision may
be introduced which enables them to retire with full
pension at age 60 after 30 years of work.1
c) Early retirement as an ad hoc solution to economic
contingencies: Early retirement is used by employers in
order to reduce costs in a period of economic recession.
This arrangement is implemented temporarily, to be
waived once the economic situation begins to improve.
Invariably, it is also selective, age being the sole or major
criterion.
In many Western countries, the reality of prolonged

economic recession in the late 1970s and early 1980s brought
about retirement at an earlier age than the statutory
requirements. In the Federal Republic of Germany, for example,
an early retirement scheme, supported by legislation which
came into force in May 1984, encouraged workers to retire at
age 58 while receiving a pension calculated at 6596 of their last
earnings.2 The legislation in fact catches up with social practice
by legalizing a situation in which only 100/0 of the labor force
still retires at age 65 and the average retirement age is 57.3 In
contrast to retirement norms in Germany, the Israeli work force
tends to continue employment after age 65, albeit, on a reduced
scope.4 The current arrangements for early retirement in Israel
are regarded as temporary, to be waived once the economic
situation begins to improve. The mandatory retirement age,
which is 65 for men and 60 for women, remains unchanged.
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From the perspective of the individual employee, the degree
of freedom of choice seems to be a crucial variable in
distinguishing among the types of early retirement outlined
above. Arrangements (a) and (b) could be classiifed as
voluntary early retirement since the ifnal decision rests with the
individual. Even in the latter category where early retirement
is instituted as a policy, the individual is free to respond to
various incentives (e.g., full pension ifve years prior to the
formal retirement date, continuation of social security
contributions by the employer, lump sum payments, and so
forth). In contrast, the third situation is a case of involuntary
retirement in which the timing and the conditions of retirement
are exogenous to the workers will.5

In each of the three situations noted above, the need and
the type of intervention varies.

In the case of voluntary retirement, psychological self
preparation for the impending change in life style and
orientation usually precedes the decision. Moreover, the
individual has likely provided her/himself with a number of
postemployment options. This category consists largely of
people in managerial and professional positions in which
experience in initiating and making decisions carries over to
planning with regard to critical transitions in their own lives.
These people are often assisted through this phase by helpful
personal connections. In general, this category of retirees has
less need for preparatory retirement courses.

In the case where early retirement is optional for the
employee and at the same time serves the interest of the
employees' organization, a counselling program can assist the
individual in reaching a decision by supplying comprehensive
and accurate information as well as providing a framework in
which individuals may work through the psychological and
social signiifcance of their retirement. This type of program
follows the general lines of regular preparation for retirement
courses prevalent in Israel and elsewhere.

This paper will be mainly concerned with variant (c) of
early retirement, involuntary work cessation brought about by
economic recession, for two reasons. In the ifrst place, our
sources of information suggest that this is the predominent
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form of early retirement in Israel at present.6 Secondly, the
urgency of the situation requires a critical and concentrated
examination of the phenomenon.

Retirement Education
There is no doubt that precisely under such circumstances

as relatively sudden retirement, at an unexpected time in one5s
life, in a general atmosphere of economic insecurity and
anxiety, some counselling program is of great importance. The
conditions for implementing such a program, however, are less
favorable.

The "diffusion of innovation" model (Rogers, 1983) aptly
describes the successful implementation path of preretirement
education in Israel. By innovation we mean both a new idea
(the need for socialization to retirement or planning
retirement) and a new practice. According to the model, the
diffusion of innovation consists of four crucial elements:

_ a) the new idea and program itself;
b) the channels of transmission;
c) the timespread pattern;
d) the target population.

Conceptual Innovation
The introduction of preretirement education was cultivated on
receptive ground, both on a general social level and in the more
concrete environment of the workplace. There was an almost
sudden discovery in "young" Israeli society of old age, as the
relatively large and youthful cohort that immigrated to the
State in its early years was entering its 60s and 70s. This
discovery brought about a growing awareness of the needs of
the elderly. The accompanying concern, which was expressed
largely in terms of stereotypes of the aged, was induced by guilt
feelings rooted in past neglect. The notion of planning one's
retirement was welcome, since it emphasized the potential of
that stage in life, contrary to the gloomy picture usually
associated with postretirement life.

Within the context of the workplace there was an
increasing recognition of the importance of quality of worklife,

110



YKing

that is, relating to individual employees from a wider
perspective than job performance. This extended to efforts to
create in the workplace some of the attributes of community.
This orientation was institutionalized with the creation of the
welfare ofifcer roles in many of the larger workplaces.

Several perceived characteristics of an innovation
contribute to diffusion. Following Rogers (1983:211240), two
are particularly pertinent to our model:
a) Compatibility of the innovation with the potential
adopted values and experiences. In the Israeli case,
welfare oiffcers lacked experience in various aspects of
preretirement implementation but exhibited enthusiasm
for the idea.
b) The relative ease with which the results can be
communicated and shown to others. By results, we mean
the satisfaction of the employees who participated in the
program and perceived shortrange beneifts.

The Channels of Transmission
The main channel of transmission in our case has been the
Authority for Pensioners, a public nonproift body established
in 1978.7 The Authority engages in developing different models,
supplies written material, counselling and training for
personnel in charge of the program, and creates opportunities
for those involved to exchange ideas and learn from the
experience of each other. This body has been accepted by all
concerned as the authoritative address (an important factor,
according to the theory, which contributes to the speeding up of
the diffusion). The interpersonal communication among
welfare oiffcers (Rogers 1983:198) also induced them to adopt the
idea of retirement planning and to experiment with new
methods.
The Time Spread Pattern
We can use the time dimension on two levels:
a) The spread of preretirement education in Israel, like
many processes of diffusion of innovation, has been
Sshaped. It began slowly, increased at a gradually
accelerating rate, and ifnally tapered off again.
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b) The spread of a preparation for retirement program in
an organization. Mandatory retirement arrangements
enable the organization to plan a program well in advance
and to spread it over some length of time, thus allowing
participants to acquaint themselves with the complex issue
of retirement.

The Target Population
Here there are two central participants:
a) Welfare officers who generally initiated and organized a
preretirement program. Such a program was compatible
with their professional values and role perception. It was
one of the few relatively clear and defined tasks of that
new developing role, and promised them personal gain in
the form of recognition and esteem from their superiors
(rather than economic gain, as noted by Rogers 1983:213).
b) Older employees/potential participants in the program.
For them, retirement at the mandatory age might not have
been favored, and might even have been regarded as unjust
(Guttman 1970; Nirel 1976; Kremer and Weiner 1974;
Biber and Shanan 1984). Nevertheless, it was perceived
and accepted as a normative life crisis, a predictable part
of the life plan of any working individual. Indeed, studies
have shown that a considerable minority supports the
practice of a fixed retirement age (Guttman 1970).
This perception might be expected to have a positive

influence upon employees5 motivations to participate in a
counselling program, which, in turn, could reduce the
uncertainty involved in the lifechange and point out new
directions. In several studies conducted in Israel, more than
800/0 of the subjects expressed personal interest in pre
retirement courses (Kremer and Weiner 1974; Bergman and Bar
Zuri 1980; Bergman 1984; Griffel, King and Grushka 1980). We
are aware, of course, that declared willingness does not
guarantee actual participation, but our experience shows that
an average of 7096 of the candidates do in fact participate in
courses.

112



YKing

Early Retirement Intervention Programs
Now let us examine whether existing models of pre

retirement programs are applicable to involuntary early
retirement.

The phenomenon of early retirement in its current form is
occurring under circumstances which contain many factors
adverse to its implementation. In the following sections the
difficulties encountered from the limited experience we have
had will be reviewed and tentative suggestions for intervention
will be presented. The discussion will explore three facets:

a) the human factor potential participants, organizers,
and sponsors;

b) the implementation factor; and,
c) the program content and methods.

The Human Factor
Potential participants. For an individual, early retirement which
is suddenly imposed, as distinct from voluntarily undertaken,
may be traumatic because it constitutes an unexpected
digression from a preconceived life plan (Peretti and Wilson
1975). This trauma is magnified in the Israeli context where
work patterns of older employees are marked by job stability
and lifelong commitment to one workplace. In addition, it
may involve economic problems, loss of status in the family and
in other social circles, and general disorientation in the
performance of routine life functions. Whereas regular
mandatory retirement is determined by standard, impersonal
procedures (collective agreement) according to a universalistic
criterion of age, early retirement in its current form in Israel
has a strong particularistic element. It is a selective
arrangement whereby certain people in the 55 age group are
retired, and the decision is made by a personnel manager,
usually with the consent of the works committee.

These characteristics of early retirement have implications
for an individual's perception of the event and of self, and
consequently influence motivation to participate in some kind
of counselling program.
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If regular mandatory retirement is regarded as an injustice
it is still a collective injustice, and therefore prospective retirees
can be encouraged to share their experiences anxieties and
negative feelings, as well as positive attitudes and plans with
their peers. Early retirement, on the other hand, is perceived as
a personal insult because only certain employees are let go
while their colleagues remain on their jobs. This leads to
feelings of generalized anger directed ateverybodythe
immediate boss, higher management, the workers committee,
welfare ofifcers, coworkersin short, all those normally
connected with a preretirement program. Under such
circumstances, a preparation program is likely to be perceived
as an act of hypocrisy rather than a sincere effort to assist
retirees.

Retirees might interpret the release decision as an
indication of low esteem of job performance, and such
perceived low esteem on the part of signiifcant others may
easily lead to low selfesteem and feelings of worthlessness. A
more severe reaction could be depression which, if left
untreated, might lead to a state of mental paralysis in which
workers no longer believe in their ability to do anything,
including areas not related to their work.

The cloud of secrecy that has covered the negotiations over
the terms of retirement in a number of organizations has also
bred jealousy and suspicion and served to split the retirees
rather than create a support group.

Early retirement is often preceded by a prolonged period of
uncertainty and ambiguity. In one municipality, for instance,
nine months elapsed from the time people ifrst learned that
they were candidates for early retirement until they actually
left their jobs. In the meantime, the list of candidates
continually changed, terms of retirement only became ifnalized
several weeks before the retirement date, and the period was
iflled with rumors and contradictory information from
personnel department staff and the workers committee. The
entire process was both confusing and enervating. Obviously,
this does not create favorable conditions for participation in a
group program. In fact, in two of the programs that adhered to
regular preretirement models, participants  usually of lower
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occupational status  could not control their indignation and
hurt, and the program collapsed.8
Organizers. Welfare ofifcers were caught in a very delicate
position in the whole early retirement process. They played no
part in the initial decisionmaking of who was to retire.
However, in reviewing the lists of candidates, they could
intervene by providing professional input on the psychosocial
background of a particular employee. This might change the
verdict to a favorable one. This created false expectations
among employees that the welfare ofifcers were able to prevent
their retirement and if the decision was not reversed it was
their fault. As a result, retirees felt less of a commitment to
attend a program organized by the welfare oiffcer.

The organizers themselves were under extreme pressure.
Their mediating role between management and employees
placed them under crossifre. In addition, there was time
pressure. It is possible that these factors caused organizers to
turn to the familiar domain of case work, which serves as an
effective channel for venting feelings and thereby reduces
pressures on all concerned.
The sponsors. While a regular preretirement program presents
employers with the opportunity of appearing benevolent and
modern, an early retirement policy forces them into the
position of the ungrateful bosses who ignore their older
workers' long, faithful service. During the instance described
here, letting go older workers was a painful task, involving guilt
feelings.9 The intensive negotiations and bargaining with the
workers committee over the terms of retirement were an
exhausting process. Consequently, the employers wished to
ifnish the unpleasant task as quickly as possible. Once a retiree
signed the agreement they did not like to face retiring
employees again.
The Implementation Factor
The process of early retirement was characterized by secrecy,
lack of clarity and haste. Welfare ofifcials did not receive the
ifnal list of names until a short time before the people actually
terminated their work. Consequently, they were unable to plan
a program which would cater to the needs of those particular
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retirees. Once employees retire they are less likely to return to
the workplace for a counselling program. Also, the employers
were not too eager to confront these people again. Moreover,
most welfare officers lacked the knowhow and/or confidence
needed for an intervention in a crisis situation.10

A few welfare officers called upon the Authority for
Pensioners for advice. In December 1985 the Authority
organized a oneday seminar which brought together personnel
directors and welfare officers for a discussion of the special
problems of early retirement and development of an
intervention program. However, the participants were not yet
ready for that task. They were still arguing whether largescale
early retirement was in fact at the gate, and if so, whether it
necessitated any special kind of program.
Early Retirement Programming
A regular preretirement program is geared to issues
confronting a person entering "the third age", that is, at a
period of life when worklife terminates and old age approaches.
Socialization to retirement is at least partly socialization to "old
age". The axis around which the program evolves is a
redefinition of one's social identity and social relationships,
newly regulating one' life without the component of work,
exploring substitutes for satisfactions previously derived from
work, and trying new directions. Hence the centrality of
subjects such as potentialities and limitations encountered with
advanced years, leisure time use, health maintenance, and so
forth.

This starting point is inapplicable to a counselling program
for early retirees. The association of regular retirement (at age
65) with old age is debatable. This is even more so with early
retirement. A further distinction is the relative weight given to
work and leisure. People who retire at age 55 on a reduced
pension without special financial benefits, e.g. government and
municipal employees, might still have to support children of
school age, and therefore be forced to look for gainful
employment. Psychologically, too, they might need the
framework of a job to regulate their lives and relationships.
Hence the focus of the program should shift from leisure
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activities (though they should be discussed)11 to the expectations
an early retiree might realistically have for reentering the job
market and theskills required to cope with this effort. Since
sudden retirement is likely to be a very unsettling, if not a
traumatic, experience, an individual should receive help in
working emotionally through the crisis before counselling is
given. Any retirement program should enable venting of
negative feelings. This applies even more so to early retirement.

In addition to the need for a different perspective and focus
regarding the content of an early retirement counselling
program, our limited experience suggests the need for a shift in
emphasis with regard to the methods. Whereas a small group of
participants in a regular program could, under adequate
guidance, quite easily develop into a support group, in early
retirement the group work stage should follow intensive case
work. In the few projects carried out in Israel, participants
apparently were not ready in the initial stages to relate to
others, absorbed as they were in themselves and their own
problems.

In light of the need of some early retirees for gainful
employment, early retirement could also be dealt with in the
context of unemployment. One intervention program, recently
initiated by the Ministry of Labor and Social Affairs, takes re
employment (rather than retirement) as its ifnal goal. It aims at
helping people who have been forced to leave their jobs, either
under early retirement or layoff, to return to the labor market,
and also to cope with the situation of either brief or prolonged
unemployment. The workshops are short and intensive. Spouses
of the unemployed are expected to take part. Participants
receive information about the job market, guidance in
formulating realistic expectations concerning reemployment,
and development of requisite skills for job reentry. At the same
time, they learn how the individual and family can cope with
unemployment.

While the above program stems from a perspective of
unemployment and reemployment, another service set up by
the largest construction company in Israel, borrows from crisis
intervention models. In special counselling centers that were
established in various geographic areas, a social worker and a
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company representative provide individual counselling upon
request. The social worker's task is to help an applicant through
the various phases of personal trauma. Hirschowitz (1971)
outlines a four phase sequence.
a)Impacta. state of shock accompanying the assimilation
of distressing news.
b) Recoil and turmoila period of intense negative
emotion as the full impact of the ensuing change sinks in.
c)Adjustmenta. stage when one begins to feel more
hopeful about the future.
d) Reconstruction one is ready to make new attachments.
In that particular model, professional intervention is

limited in duration and is not preceded by an outreach stage,
although the availability of the service is publicized. As of this
writing, only small numbers of people have turned to the
centers, most of them after having worked through phase one
by themselves and/or with the help of their natural support
systems. The counselling given at the centers also tries to
involve the spouses.

An interesting case of psychological preparation for early
/ retirement and layoff was undertaken by a personnel director

in one of the plants owned by Hevrat Ovdim of the General
Labour Federation. He engaged in an extended process of
sensitizing workers to impending crisis. The techniques drew
heavily upon workers' identification with the organization. For
several months he met with groups of workers in their homes
after work hours. Together, they would discuss the problems of
the plant and try to ifnd solutions. The necessity to let people go
and the criteria for the decision grew from those meetings, so
that when the action was ifnally taken it did not come by
surprise and won the silent consent of the concerned.

CoDclusion
People confronting unexpected early retirement should be

offered some kind of counselling. It is suggested that existing
models of preparation for retirement programs are not fully
applicable to the situation of early retirement. Existing models
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are anchored in theories of adult education which might touch
only peripherally on the question of crisis; the new models
should place theories of crisis intervention at the center of their
program.

Crisis intervention models are designed for implementation
in the short term. In the long term, early retirement is likely to
have a more diluted impact on individuals as career change
becomes a more structured aspect of the employment cycle.
Under these circumstances, early retirement will be one in a
series of lifetime choices for shifting the locus of employment
altogether in a more viable and voluntarily accepted fashion.
The assumption is that the labor market will continue to
develop in such a manner that exit and choice will expand
among most sectors of the working population.

Notes

1. In the largest building company in Israel (Solel Boneh), suggestions have
been made to lower the retirement age even furtherto age 55. Retirement
from army career service at age 45 is part of official Israel Defence Forces
policy and thus should not be considered "earlyf It is invariably followed by
entry into a new career to which the veteran ofifcer employee brings acquired
skills, experience, and connections. In light of continuity in employment, this
particular case should come under the rubric of second careers rather than
retirement, although it contains elements common to the latter such as
separation from work colleagues, changing routine, and currently, dififculty in
reentering the job market
2. See PreRetirement Association News, No. 13, Summer 1986. (Heb.)
3. See G. Naegele. "Early Retirement in the Federal Republic of Germany? in
this Monograph.
4. In 1981, labor force participation of Jewish men ages 6569 was 440/0; in the
7074 age group it was 270/0. See Sicron (1986).

5. The conceptual differentiation between voluntary and involuntary action is
not so clearcut in reality. An employee's decision to terminate work may not
only be motivated by incentives but may also be determined by sanctions such
as job transfer or lack of advancement The most frequently cited reason for
early retirement is poor health. To what extent do free choice or biological
necessity govern the decision? Pressures from family or employers are also
often present See Schwab (1974) and Parker (1982:94).
6. Since no ofifcial data of current early retirement in Israel are available, and
to the best of our knowledge no research on its magnitude and impact has yet
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been carried out, this paper has relied upon the following sources: a)
Interviews with people from management echelons connected with the
subject of early retirement in some of the largest organizations in Israel; b)
information gathered in a oneday seminar on the subject in December 1985,
which brought together personnel directors and welfare officers from various
organizations throughout the country; and c) evidence from three
experimental crash courses for early retirees.
7. The ifrst preretirement programs and training courses in Israel were
organized by the Brookdale Institute and Haifa University before the existence
of the Authority, but the latter institutionalized such programs on a country
wide scale.
8. In some companies owned by Hevrat Ovdim of the General Federation of
Labor, the reactions of workers in the 5558 age group to their early retirement
tended to be quite positive since the financial terms offered to them were
considered satisfactory and they felt "burned out" in any case. However, those
who had reached age 59 "lost out" at both ends. They did not receive the
financial benefits of early retirement and will retire at age 60 with no special
privileges.
9. Several personnel managers whom I interviewed took great pains to
convince me that workers were never forced to leave against their will.
10. Not all welfare ofifcers are social workers nor do they necessarily have a
background in the behavioral sciences.
11. The entire issue of the substitutability of leisure activities in place of the
work role is especially problematic in Israeli society, where a leisure culture is
neither developed nor socially legitimized.
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Fruhzeitiger Ruhestand: Sind bestehende
Vorbereitungsmodelle anwendbar?
Zusammenfassung

Das allgemeine Ruhestandsvorbereitungsprogramm basiert auf derh
Modell der Erwachsenenbildung. Es wird einfach auf Menschen iibertragen,
fur die zutrifft, dass sie das Ruhestandsalter erreicht haben, einen Anspruch
auf Altersversorgung besitzen und sich auf viele Jahre der arbeitsfreien Zeit
gefasst machen miissen. Dieser Beitrag untersucht die Anwendbarkeit dieses
Modells auf Arbeiter, die plotzlich erfahren, dass ihnen eine "Beforderung in
den Ruhestand" durch ihre bankerrottgehende Firma bevorsteht. Viele solcher
Arbeitnehmer haben noch Kinder in der Schule und miissen unverzuglich eine
neue Anstellung findea

Die Verfasserin vertritt die Ansicht, dass solche unfreiwilligen
Fruhrentner ein spezielles Programm notig haben, das als "Krisenhilfe"
konzipiert ist: Solche Arbeiter brauchen schnelle Hilfe in ihrer Angst und
Sorge in ihrer angeschlagenen Selbstachtung und auch beim Wiedereintritt in
das Arbeitsleben. Einzelbetreuung zur Behandlung der emotionellen Probleme
wird als erster Schritt empfohlen. Erst nach dieser Phase konnen diese
"Fruhrentner" sinnvoll in Gruppen zur gegenseitigen Unterstiitzung oder in
Selbsthilfeclubs tatig werden.
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Black South Africans'

Valerie M011er

Abstract
Black South Africans have a growing awareness of retirement issues,

problems and opportunities. Demand for adequate pensions is growing.
However, many black workers distrust the system and fear that they, or their
families, will be cheated.

Black South African workers often have official residences in rural areas
and receive permission to live in cities only as necessary for employment.
These workers frequently want to retire early in order to return to their homes
and families, and plan to use acquired savings to establish small businesses to
cover the period between early retirement and the start of retirement benefits.
Very few have managed to acquire the capital for these transitional businesses.
Most now indicate a desire to work to the legally mandated retirement age or
older, in order to ensure adequate income in retirement Many who opted for
early retirement reported subsequent financial problems.

The paper reports on changes in traditional attitudes toward old age and
retirement which have resulted from the superimposition of European culture
in South Africa, effects of the pension strikes of 1980, and the government's
attempts to privatize the pension system.

The Dilemma of Retirement Planning in a Divided
Society

Retirement is variously conceived of as a transition from
one stage of life to another. For the majority of black workers1
in South Africa withdrawal from the work force represents a
double transition from work to nonwork status and also from
First to Third World conditions.

Valerie M0ller is a Senior Research Fellow and Acting Director,
Centre for Applied Social Sciences, University of Natal, Durban.
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About onethird to oneiffth of South Africa's 10 million
black workers2 are migrants and frontier commuters. Migrants
typically work in whitedominated areas of employment,
leaving their families behind to tend to the rural homestead.
Until the recent abolition of influx control regulations these
migrants had no rights to extend their urban sojourn in white
dominated centers of employment beyond their working lives.
Therefore, return migration to rural homelands in which Third
World conditions prevail is the normal pattern of retirement
for many black South Africans.

The mix of First and Third World dimensions in
retirement planning is clearly evident in black workers5
expectations of ifnancial security in late life. A review of black
South Africans5 perceptions gleaned from a number of
empirical studies conducted since 1980 (M011er, 1984a, 1984b,
1984c, 1985; Schlemmer et al., 1984; Schlemmer and M011er,
1985; Ferreira 1986) demonstrates the shifting reliance from the
more "traditional55 to the more "modern" form of social
security. The following sections discuss the perceived value of
ifve different sources of retirement income in a society in
transition.

Support from Children
The extended kinship system is the backbone of traditional

social security. As parents nurture their children, so the
children are expected to care for their aging parents. As in
many other developing countries this pillar of security is
crumbling and the muchrevered mutual support system
between generations is falling away. This trend is certainly not
unique to South Africa; increasing physical mobility of Third
World populations has weakened the kinship system in many
regions.

However, in South Africa the migrant labor system was
built on the principle of the kinship support system. Ironically,
labor migration is also largely responsible for the separation of
heads of households from their dependents which has torn at
the fabric of the extended family.

Respondents in a recent indepth study conducted among
Zulu domestic workers (M011er 1984a) made it abundantly clear
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that moral obligations towards one's parents are based on
reciprocity. At the same time they were also doubtful that they
as parents would become the beneficiaries of the societal ideal
of ifnancial support for the aged.

Fortyseven percent of the respondents in another survey
of 350 working migrants, mostly Zulu, were of the opinion that
the "amount of respect young people show to old people is
changing very rapidly". Sixtyeight percent of their retired
counterparts (N=253) shared this view (M011er 1985:173).
Unrest in the black townships has tended to widen the
generation gap and it is doubtful whether the prescribed respect
and care for the elderly will be observed under these conditions.

These observations suggest that there is no longerterm
security to be found in the traditional system of children
supporting their parents. At the same time the norm may still
remain intact and contribute to the uneasy transition of
currently retired workers who must reshape their inherited
expectations and values to accommodate the changing reality.

Agricultural Income
In the past, retired migrant workers were able to subsist on

agriculture. Migrant workers' land was held in trust for them
while they were away working in town. Wives and children
were left in charge of migrants' rural affairs until they retired
permanently to take up a rural lifestyle. Rural domicile in
retirement and the rural sheet anchor were ifrmly entrenched
in the classical migrant labor system and obviated the necessity
of providing "modern" forms of retirement provision for black
industrial contract workers.

However, increasingly the rural return has become a myth
rather than a reality. For those who do return subsistence
agriculture is not necessarily the major source of income.
Returning migrant workers who engage in agricultural
retirement occupations are increasingly dependent on a larger
capital input to start farming seriously (M011er 1985). It is
estimated that the proportion of income which homeland
families derive from migrant and commuter wage remittances
rose from 5596 in 1970 to 7296 in 1976 and agricultural income
dropped correspondingly (Giliomee and Schlemmer 1985:7).
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Clearly, the traditional pillars of retirement security,
kinship support and ability to live off the land, can no longer
stand on their own. The rural sheet anchor is in need of
propping from "modern" sources.

Saving for Old Age
Saving for old age has modern and traditional aspects.

Reliance on personal savings is usually associated with the
modern concept of selfprovision. Personal assets assure the
elderly a modicum of influence and personal prestige which
goes with ifnancial independence. The emphasis on selfreliance
is consistent with an economy based on private enterprise. It
may be assumed that the concept of selfprovision ofr
retirement may not be welldeveloped among black South
Africans who have had only limited access to the rewards of the
free enterprise system during the apartheid era.

Recent survey results support this viewpoint. For example,
research conducted by Ferreira (1986:52, Table 4.16) revealed
that relatively fewer blacks than other South Africans agreed
with the notion of individual provision for old age. Among
blacks, saving for retirement was considered the prerogative or
responsibility mainly of working people.

On the other hand, other survey evidence suggests that the
general concept of saving for retirement is wellaccepted and
commonplace even among more conservative South African
blacks. Traditionally, savings from wage earnings were invested
in cattle. However, restrictions on keeping livestock and a
shortage of pasture have placed severe limitations on this
institution. Periods of drought have also decimated cattle herds.
In urban areas, low wages and inflation have had a negative
inlfuence on saving capabilities.

Therefore, one might assume that willingness to save
outstrips capabilities among blacks. Finding suitable solutions
to this problem presents a challenge which is taken up by the
pensions industry.
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Private Pensions
Black South Africans have been latecomers on the private

pension scene. Pension benefits have only been offered to black
workers in more recent times and then only to the more
permanent workers. Migrant workers, domestic workers, and
agricultural workers are still inadequately covered by private
pensions.

Since the midseventies the state has attempted to shift the
responsibility for old age security to the private sector,
individuals and companies, with the aim of improving
provision and sharing the burden more equally.

The novelty of pension schemes for the average black
worker in part explains the outright rejection of new pension
concepts. A government proposal in 1980 to preserve pension
funds by freezing contributions until retirement age sparked off
a wave of strikes among black workers. As a result many black
workers withdrew their pension contributions in protest over
the issue.

Recent unpublished studies conducted by Schlemmer3
among employees of a large national concern in 1985 and a
more recent nationwide inquiry into old age security conducted
by the Human Sciences Research Council (Ferreira, 1986)4 have
probed into changing black attitudes towards private pensions
issues since the strikes of the early 1980s.

The evidence emerging from Ferreira5s (1986) survey, which
included 2,355 black respondents, confirms that substantial
proportions of blacks are currently still not contributing to
private pension schemes. Encouraging, however, is the finding
that the black rate of nonmembership is not substantially
different from that of other nonwhite groups.

Further ifndings are supportive of the idea that private
pensions are now fully acceptable to blacks as a vehicle for the
provision of ifnancial security in retirement. In the 1985
pensions study conducted by Schlemmer among 489 black
employees, 96^> replied in the afifrmative when asked: "Do you
think all companies should have pension schemes for their
workers?" According to the results of the 1986 study (Ferreira
1986:39), a lack of opportunities rather than negative attitudes
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prevents urban blacks from contributing to private pension
funds.

Nevertheless, five years after the unrest provoked by the
proposed preservation of pensions, there remains considerable
mistrust and suspicion among black workers surrounding the
real benefits and security afforded by private pensions.
Respondents in the 1985 pensions survey conducted by
Schlemmer were not entirely happy about participating in their
company pension scheme and expressed reservations about the
future returns on their contributions.

They were mainly concerned that statements of monthly
deductions were not shown clearly on their payslips, or that the
company would "cheat" them or their dependents of their
annuities, especially if they died before the regular retirement
age. A related concern was that pension beneifts paid out in
installments rather than in a lump sum increased the risks and
costs associated with claiming the entire pension. It would
therefore appear that despite the overall acceptance of pensions
the administration and payment of members5 contributions are
still contentious issues.

Since the pensions unrest there has been a greater
appreciation of the fact that many lower ranking workers view
their pension contributions as forced savings which they can
tap in cases of emergency, such as unemployment or illness, or
to capitalize a small business venture. According to the results
of the 1986 pensions study (Ferreira, 1986:41) approximately one
in two blacks may still have reservations about preservation
and transferability of pensions and over 6 in 10 may wish to
retain the right to withdraw their pension contributions at will.

State Old Age Pensions
In South Africa the state makes provision for the indigent

aged of all population groups, although unequal pensions are
payable to members of different groups. All South African men
over age 65 and women over age 60 now qualify for a state
pension if they pass the means test that stipulates an income
and assets ceiling for prospective pensioners.

There are some major provisions in the present state
pensions system which the South African government is
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urgently seeking to amend. These include unequal pensions, the
means test which acts as a disincentive to selfprovision, and the
poor delivery system for blacks. A progressively more just and
efifcient pensions system will, however, add to the steadily
increasing pensions bill.

The rising cost of social pension payments in South Africa
is cause for concern. Demographic factors are also worrying. It
is estimated that the number of old people (age 65+) in South
Africa (currently just under 1 million) will double between the
year 1980 and the turn of the century and will nearly quadruple
by 2020. The number of persons eligible for social pensions is
expected to increase accordingly. Given their low earnings
black pensioners will be the fastest growing group of recipients.
Even today the 3.3^0 black aged outnumber the 7.90/0 white aged
by 1.4:1. The gap between life expectancies for black (55 years
for men, 60 years for women) and white (67 and 74 years,
respectively) South Africans is also expected to decrease. As a
result, a higher proportion of the black population should
become eligible for state old age pensions.

Neither the principles nor the practice of the social pension
system may be clearly understood among black people, but the
right to a pension as such appears to be widely known.
Research conducted by M011er (1984a) suggests that urban
workers perceive a pension to be a right earned for services
rendered and taxes paid throughout a working lifetime. The
return on taxes in the form of pensions is one of the only types
of improvements in their standard of living that many black
rural people will ever see.

In a recent survey conducted among over 1,000 black men
and women in the Pretoria  Witwatersrand  Vaal triangle
area on aspects of the free enterprise system 8196 endorsed the
statement: "When a person retires money to live on must come
from the government" (Jacobsz 1985:39). Qualifying comments
referred mainly to taxes paid during a lifetime, the vast
ifnancial capability of the state, and its duty to provide for
citizens (Jacobsz 1984:40, Table 4.6).

Understandably there is considerable resistance among
blacks who have never fully participated in South Africa's free
enterprise economy to cooperate with the government's new
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privatization schemes aimed at improving the economic footing
of many of its social institutions. In apartheid South Africa the
stateprovided old age pension was one of the few basic rights
extended to all South Africans of limited means. Without the
assurance of an alternative source of income in old age, black
people are reluctant to forego one of the few advantages
associated with the coming of old age.

The latest survey results available from Ferreira1s study
(1986:45,53) also suggest that state pensions are not perceived as
the privilege of the indigent aged but as the universal right of
all elderly. Over 80o/o of black respondents agreed that the
government must provide pensions for all old people.

These ifndings do not bode well for shifting responsibility
for old age provision to individuals. Entertaining ideas of
phasing out state pensions are dangerous if the survey ifndings
are to be taken seriously. The only solution appears to be a
generally higher standard of living which will free the bulk of
the South African population from its dependency role.

Attitudes Toward Early Retirement
The age at which a private or public pension is payable is a

crucial factor for both economic policy and individual welfare.
Age 65 is currently the regular retirement age for South African
men, age 60 for women.

In a society in which average life expectancies differ widely
one might expect a wide spectrum of views on the ideal
retirement age. As mentioned earlier, resistance to the
preservation of pension funds and the payment of monthly
pensions rather than lump sum beneifts was in part prompted
by fears that one might not live to see the rewards of old age
pension.

One might also expect rankandifle unskilled and manual
workers and migrant contract workers who work away from
their families to welcome an earlier retirement age than
members of the higher ranking and more permanent
occupational groups.

The service workers studied by M011er (1984a) intimated
they would try to retire in good time to prepare their retirement
home, enjoy the company of grandchildren, and invest in a
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retirement business. Income from their retirement business
would tide them over until the usually timeconsuming
applications for a state old age pension met with success.

However, the bulk of the survey evidence accumulated by
South African researchers in the 1980s suggest that expectations
of ifnancial insecurity in retirement may shatter the pipe dream
of an early release from wage employment.

The usual response received from working and retired
migrants participating in the studies of retirement conducted
by M011er (1985:113) referred to "waiting for the prescribed
retirement age", or "waiting till eligible for pension". In the
case of the migrants still working in town, further important
factors were "no opportunities to earn a living in rural areas"
and "no savings".

The major factors preventing early retirement according to
the black employees interviewed by Schlemmer in the 1985
pensions survey referred again to "no savings" (640/0) and "no
opportunities to earn a living" (630/0). Clearly the ifnancial basis
of life after work is a crucial factor for the timing of retirement.

In a similar vein, 8P/0 of the working and 970/0 of the retired
migrants interviewed by M011er (1985:70) agreed that "it is
more dififcult for a retired contract worker to survive these
days". The rural retirement study conifrmed that the option of
voluntary early retirement to start a small business of one's
own appears to be reserved for the privileged few. Only some
80/0 of the returned migrants stated they had been able to retire
early to become small businessmen in their home districts in
the country (M011er 1985:117).

Although there were signs of a genuine effort on the part of
the retired men studied by M011er (1985) to see the retirement
phase of life and old age from the more positive traditional
viewpoint, the harsher aspects of living in transitional society
tended to dampen their spirit. For example, the retired men
were unwilling to endorse survey items which effectively
jeopardized the venerated position of the elderly in traditional
society. On the other hand they had no problems in subscribing
to other "modern" views advanced by scholars of individual
modernity (Bengtson et al., 1975).
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While substantial numbers of working migrants
anticipated that they would most enjoy family living and a
rural lifestyle in retirement, onethird of the retired men could
think of nothing really enjoyable and a further 1096 stipulated
that savings were required in order to enjoy retirement (M011er
1985:75). Sixtynine percent of the retired migrants admitted
that being retired had turned out worse than expected, mainly
for reasons of financial insecurity (M011er 1985:71).

In comparison to their working counterparts, of whom 8596
stated that they looked forward to retirement, only some 2896 of
the retired men recalled such positive anticipation. With the
wisdom of hindsight the retired men indicated a hypothetical
preference for regular rather than early withdrawal from wage
employment in order to secure full pension payments (M011er
1985: 112).

Comparative ifndings from the pensions surveys referred to
earlier tend to conifrm the trend for the preferred retirement
age to coincide or even surpass the mandatory age of some
6065 years. The black respondents in the 1985 pensions study
conducted by Schlemmer, who were mainly men, indicated on
average 59.5 years as the "onset of old age" and 60 years as "the
age to stop work". Similarly the modal response (374296) in all
urban groups surveyed in the 1986 pensions study stated 60 to
64 years as the age at which they anticipated they would retire,
or in the case of nonworking wives, their husbands would
retire. Just over 4096 of the black group thought they would
retire between the ages of 6064 years and a further 3196
anticipated leaving work at age 65 (Ferreira, 1986:51).

The black employees in the 1985 pensions survey opted for
retirement at age 65 on full pension rather than earlier
retirement on a reduced pension. Some 4096 were even
prepared to retire later on an increased pension. In view of
differential life expectancies in South Africa it is interesting to
note that the response pattern of the black and white employees
participating in the survey were identical.

The survey evidence tends to explode the myth of the
option of early retirement to the rural homelands for black
South Africans. In M011er's (1985) study, wishful thinking was
detected in the response pattern of the stillworking migrants,

132



.* Mailer

many of whom intended to end their migrant careers as early as
possible. On the other hand, the retired migrants would not
recommend early retirement to an almostcertain life of
poverty in old age (M011er 1984b). The more recent surveys
which focused on more urbanized categories of black people
tended to push up the retirement age even higher. Inferring
from the survey results there can be little doubt that black
retirement planning is looking towards the money economy for
the solution to leading a late life of quality.

Conclusions: The Financial Basis of Quality of Life in
Retirement

In a divided society such as South Africa there is a
tendency to search for differentiating factors rather than ones
held in common. In the preceding sections we have discussed
the various means by which the black section of the South
African population can and does plan for retirement and how
these options for provision for retirement differ from the
traditional solutions of the rural sheet anchor, and from the
new solutions currently being devised by the government in
consultation with the private sector including individuals.

Since the pension strikes of the early 1980s black awareness
of retirement issues, problems and opportunities has been
growing. So are black peoples' demands to share in the rewards
of their labor in the form of an adequate pension and related
income. Black workers in all ranks wish to shape pension
benefits to meet their specific needs. Black needs have been
influenced by the apartheid system. By the same token it is
expected that special provision for the needs of the black
elderly will gradually disappear as the life circumstances of
blacks are normalized in the postapartheid era. The end goal is
a high quality of later life for all people of South Africa.

The substance of quality of life is certainly common to
elderly people living in First and Third World circumstances.
The study conducted among retired Zulu migrant workers
)M011er 1985) revealed that perceived overall wellbeing
consisted of four elements: good health, a secure financial basis
in retirement, social participation and activities, and a positive
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attitude towards being retired. Without doubt these elements
are the stuff which makes up the good life for seniors all over
the world.
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Transkei, Bophutatswana, Venda, and Ciskei.
3. I am indebted to my colleague Professor L. Schlemmer, the Director of the
Centre for Applied Social Sciences at the University of Natal, for giving me
permission to draw on his unpublished data.
4. Extensive use is made of this data base which still awaits finer analysis. I
wish to thank Monica Ferreira, of the Institute for Demographical and
Sociological Research at the Human Sciences Research Council, for the kind
loan of her data for comparative research purposes.

Bibliography
Bengtson, V, Dowd, I, Smith, D., and Inkeles, A. (1975). "Modernization,

Modernity, and Perceptions of Aging: A CrossCultural Study". Journal of
Gerontology (30) 6: 688695.

Ferreira, M. (1986). An Investigation of the Attitudes of South Africans towards
the Provision of Security for Old Age. Institute for Sociological and
Demographic Research, Human Sciences Research Council, Pretoria

Giliomee, H. and Schlemmer, L., eds. (1985). Up Against the Fences: Poverty,
Passes and Privilege in South Africa. David Philip, Claremont

Human Awareness Programme (1984). "State Pension Scheme and Private
PensionFundsHow they Affect Black People in South Africa, Cape
Town". Second Carnegie Inquiry into Poverty and Development in South
Africa, Paper No. 138.

Jacobsz, I (1985). Swartes in die PWVgebied se Persepsies van Aspekte van die
Vryemarkstelsel Human Sciences Research Council, Pretoria.

Meiring, J. (1986). Address to the Association of Pension and Provident Funds
of South Africa, 36th Annual Conference: Pension Provision in a Changing
Environment, Durban, May 1213.

M011er, V. (1984a). Images of Retirement: An Exploratory Study among Black
Domestic and Service Workers. Centre for Applied Social Sciences,
University of Natal, Durban.

134



.VM0ller

M011er, V. (1984b). Contract Workers' Perceptions of Return Migration: A South
African Case Study. Centre for Applied Social Sciences, University of
Natal, Durban.

M011er, V. (1984c). Social Pensions and Retirement from Labour Migrancy: A
Survey Evaluation of Expectations and Experience. Centre for Applied
Social Sciences, University of Natal, Durban.

M011er, V. (1985). Quality of Life in Retirement: A Survey Evaluation of Return
Migration to KwaZulu. Centre for Applied Social Sciences, University of
Natal, Durbaa

M011er, V. (1986). "State OldAge Pensions: A Blessing or a Burden?". Indicator
South Africa, 3, 4 (Autumn).

Oldfield, M. (1986). Address to the Association of Pension and Provident Funds
of South Africa, 36th Annual Conference: Pension Provision in a Changing
Environment, Durban, May 1213.

Schlemmer, L., Geerdts, P., and van Schalkwyk, L. (1984). "Industrial Relations
in South Africa: Some Evidence for a Future Scenario". Industrial
Relations Journal of South Africa, (4) 1: 4049.

Schlemmer, L., and M011er, V. (1985). "Constraint, Stress and Reaction: The
Responses of Migrant Workers to their Situation." In: Giliomee, H. and L.
Schlemmer (eds.), Up Against the Fences. David Philip, Claremont, pp. 126

Finanzielle Sicherheit im Ruhestand
aus der Sicht schwarzer Sudafrikaner
Zusammenfassung

Schwarze Siidafrikaner entwickeln ein wachsendes Bewusstsein fur
Ruhestandsangelegenheiten, ihre Probleme und Moglichkeiten. Die Forderung
nach angemessener Altersversorgung wird laut Viele schwarze Arbeiter
misstrauen dem offiziellen System und befiirchten, dass sie, oder ihre Familien
ubervorteilt werden.

Schwarze siidafrikanische Arbeiter haben oft ihren oiffziellen Wohnsitz
auf dem Land und erhalten eine Aufenthaltserlaubnis in den Stadten nur,
soweit es ihre Arbeit erfordert Diese Arbeiter wiinschen haufig friihzeitig
ihren Arbeitsplatz zu verlassen, um zu Heim und Familie zuriickzukehren, und
beabsichtigen, mit Hilfe ihrer Ersparnisse kleine Laden aufzumachen, um die
Zeit zwischen dem Aufgeben der Arbeit und dem Anfang der Altersrente zu
iiberbriickea Sehr wenige haben sich aber genug Kapital fiir diesen Ubergang
zusammengespart Die meisten bekunden jetzt den Wunsch, bis zum
gesetzlich vorgeschriebenen Ruhestandsalter oder womoglich noch langer
weiterzuarbeiten, um sich ein angemessenes Ruhestandseinkommen zu
sichern. Viele, die sich entschlossen haben, ihre Arbeit vorzeitig aufzugeben,
berichteten von Geldschwierigkeiten in der Folge.

Der Beitrag behandelt weiterhin Veranderungen in traditionellen
Anschauungen iiber Alter und Ruhestand, die ihre Ursache in der
Aufpfropfung europaischer Kultur in Siidafrika haben, von den Auswirkungen
der Rentenstreiks von 1980 und von den Versuchen der Regierung, das
Rentenwesen zu privatisieren.

135



Retirement Roles: Volunteers
J2 in Gerontological Research

Vjenka GarmsHomolova

Abstract
In the summer of 1986 a new course  'Volunteers in Gerontological

Research1  was initiated for older adults at the Free University of Berlin. The
course aims to prepare elderly participants to assist in gerontological field
research. The course model addresses the question of whether it is feasible for
'subjects of investigation' to involve themselves in studying their own situatioa

The paper provides a critical overview of trends in elder education in
Germany and offers an initial theoretical framework for the course and its
goals.

In the summer of 1986, a new course of study for older
adults was initiated at the Free University of Berlin. Entitled
"Volunteers in Gerontological Research", this course aims at
preparing its elderly participants to assist in research projects in
the field of gerontology.

To understand the model on which the course is based, an
explanation of the term "volunteer" is necessary. The term is
used in German labor regulations to mean those who, to
supplement their education, take employment either without
pay or, more generally, for a nominal salary (reimbursement of
expenses or pocket money). Unlike apprentices or trainees,
volunteers seek the opportunity to acquire onthejob skills and
experience. Volunteers differ from trainees in the sense that
they do not pursue a full course of vocational training
(Brockhaus Enzyklopadie 1974).

Vjenka GarmsHomolova is a member of the Institut fiir Soziale
Medizin, Freie Universitat, Berlin.
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In the sense we use it, the term "volunteer" has a different
but related meaning. It means a participation in university
activities which does not stop at obtaining knowledge.
Volunteers gain insight into the research process and into the
way scientiifc knowledge is "produced" while they are involved
in the learning process.

The idea for this course model did not originally arise in
the context of efforts to increase the accessibility of higher
education to the elderly, but rather in the context of our
research work. Two questions suggested themselves:
 Might it not be advantageous in conducting gerontological

research to have trained older people perform certain tasks?
 Is it realistic for the "subjects of investigation" to involve

themselves in researching their situation and in applying
the ifndings towards their own interest?
In deciding to participate in the present workshop, my idea

was to describe the concept of our course "Volunteers in
Gerontological Research" and to discuss it from the point of
view of these two questions of research procedure. I had hoped
that the experiences of other investigators who had included
aged participants in their projects, particularly as regards the
training of these "elder researchers", would provide valuable
pointers for our own work.

In the context of the present workshop on early retirement,
our experiment with a special course of study for the elderly
takes on a different meaning. This workshop deals with issues
of a more general nature: the sociopolitical aspects of
retirement, questions of employment policy, and problems of
coping with retirement particularly those faced by people
prematurely released from employment and the production
process. Therefore I will not conifne myself simply to
describing the "Volunteers in Gerontological Research" course
and discussing questions relevant to the research process. I shall
attempt instead to outline some of the essential contrasts
between our course and other university courses for senior
citizens, which have become legion.1 Based on their differences
and similarities, I shall go on to ask what chances university
attendance offers for coping with retirement.
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Overview of Elder Education
A brief review of those initiatives and experiments now

collectively known as "Opening the Universities to Older
Adults", might contribute to an understanding of the
conceptions and aims which most courses for senior citizens
still pursue. The first initiatives of this kind in Germany, based
on French models (Karsten 1982; Wodtke 1981; Veelken 1985),
were established during the late 1970s. Their introduction
paralleled a sheaf of new measures designed to improve the
living conditions of the elderly. The new laws regulating old age
homes, improvements in certain other areas of care, leisure
activity, and education for older citizens, represented a rather
hesitant reaction by policymakers to the increase in the elderly
population. They followed the insight that "involuntary leisure"
following retirement is not without problems for many people.
The organization of leisure activities (recreation centers, clubs,
cultural events, etc.) and the establishment of educational
programs were believed to be curealls for stimulating and
occupying retirees and good antidotes to the inactivity of
retirement.

Amidst the outpouring of declarations of good intentions
and demands that "something must be done for the elderly'1 a
favorable climate prevailed in which to initiate study courses.
Since the German universities showed little sign of changing
their narrowminded and indifferent attitude towards
gerontological themes and research issues (Bleuel et al. 1976),
the initiators of such courses not only took it upon themselves
to bring older adults into the universities, but also to gain a
hearing for gerontological issues within academe itself (Arnold
1980; Arnold 8c Fulgraff 1983).

Of the many trends that have since influenced the
educational landscape in our country, two especially have
helped the initiators of the "Opening the Universities to Older
Adults" movement to succeed:
" The professionalization of adult education (AG Fachbericht

uber Probleme des Alterns 1982, p. 515ff); and,
 a "psychoboom", or the widespread psychologization of

large areas of social and educational work (Rosenmayr 1983;
GarmsHomolova Sc Schaeffer 1985).
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These tendencies have had a deifnite influence on the
conceptions, aims, and methods of university courses for older
adults.

The initial connection of these courses with social welfare
programs explains why some of them still bear the taint of the
welfare and occupational therapy approach. These courses give
the impression of being merely compensatory programs, a sort
of highlevel playground for active leisure which the welfare
state provides for those who have lost their social status. This
impression has led critics to condemn education for older adults
as contributing to a "thoughtless clientization" of the elderly
(Gronemeyer 1979; Rosenmayr 1983). It is strengthened by the
fact that in some communities, welfare and social affairs oiffces
are given responsibility for projects of this type, not education
oiffces.2

This impression is further strengthened upon examining
the goals of these study models:
" to ifnd the identity of the aging self (Wodtke 1981);
 to infuse new meaning into the Third Age (Veelken 1985(;
" to create new contacts outside the family (ibid.(;
 to conduct selftherapy in the wake of retirement identity

crises (Steven 1984);
 to examine growth and aging as a topic (Wodtke 1981).

This orientation, with its emphasis on individual
subjectivity and on a therapeutic approach designed to
strengthen identity formation, makes me ill at ease. As other
critics have remarked, this approach implies that the
participants in such courses are somehow "deifcient" and hence,
in extreme cases, in need of therapy (Rosenmayr 1983). It
perhaps inadvertently relegates older people to the private
sphere and encourages their separation from the community.
This approach aims at creating a personal, inner harmony, an
accord with the fact of being old and with one's own situation
(whatever itis)very much in the sense of the Disengagement
Theory (Cumming 8c Henry 1981).

Though proponents of this approach (cf. various
contributions in Kuhlmann et al. 1985a) claim it works against
the division of the life course into three phases preparation,
activity, andrestI suggest the contrary, that it tends to
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cement this division. The establishment of courses for older
adults pursuing aims of this nature can be seen as yet another
example of that process which Kohli (1985) describes as the
increasing institutionalization of age boundaries within the life
course.

"Volunteers in Gerontological Research"
Our course takes its point of departure from a different

conception. Its aim is to prepare older people to actively
participate in gerontological research projects. The course
covers four semesters, and has the following content:
*■ technique of scientiifc work;
 introduction to empirical social research methods;
 introduction to social sciences principles;
* introduction to gerontology.

During their studies, which consist of alternating
theoretical and practical stages, the course participants are
given the opportunity to take part in actual research work. This
goal is expressed in the title of the course itself.

Our primary aim was not to create a basis upon which
older people could "ifnd themselves" or learn to cope with their
individual aging process. Rather, our research practice led us to
believe that sociogerontological research is an area in which
the special experiences and qualities of older people are
required.

There is no lack of evidence in the methodological
literature that older assistants (e.g. interviewers) facilitate ifeld
research and frequently have a positive influence on data
gathering and quality. Comparisons have shown that older
interviewers receive less distorted replies (Bortz 1984, p. 176).
Because prospective interviewees ifnd them serious and
trustworthy, they have lower interview refusal rates (ErbslOh 8c
Timaeus 1972; Erbslifh 8c Wiendieck 1974; Sudman <cf Bradburn
1974), and they obtain the highest response rates in longitudinal
studies of older people (Laurie 8c Walsh 1978).

Our ifeld experience with younger interviewers and with
physicians indicates that a signiifcant distance even an
alienation exists between the young and old (Schaeffer 1981,
1984, 1985). This is not without its effects on personal

141



Volunteers in Gerontological Research

interactions in research situations (Blumenstock et al. 1980) and
can lead to distorted data.

Finally, we could no longer ignore the reproach that the
elderly were being increasingly scrutinized by the young, nor
refute the argument that the relevance of research to practice
should be insured by inviting the "subjects" to participate in the
research process (Rosenmayr 1983). Gerontology, as an applied
science, searches for those measures that will improve the living
conditions of older people. The premise that those who are
intended to benefit should be involved in designing such
measures, provides our rationale for including retirees in the
data gathering and analysis which serve as the basis for such
measures.

Conlfict Between Approaches
Not only can older students profit from the university as an

educational institution, but the university or more precisely,
gerontological research in universities can profit from this
student group and perhaps from their later work as volunteer
assistants. Aside from the course content of our programs, it is
this aspect that argues for the justiifcation of university course
offerings for the elderly. The initiators of other models, by
contrast, ifnd it hard to provide plausible answers to the
questions of why their educational offerings, which aim
primarily at animation or therapy, require a university context.
The same aims are now being pursued successfully by numerous
selfhelp groups and other institutions in the ifelds of education,
health, and welfare.

In the meantime, educational bureaucracies and university
administrations have begun to recognize the necessity of
opening the universities to agegroups other than the young.
Population forecasts indicate that by the year 2000, the number
of applicants to West German universities will decrease by
about onehalf. For many departments and majors,
"accessibility" could prove to be a matter of sheer survival.3

Signiifcantly greater numbers of older people could be
given a chance to take advantage of higher education than is
the case today, but what situation would these students ifnd at
the universities? If universities continue to cleave to their self
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imposed role as mainly vocational preparation institutions,
elderly students are bound to remain at the margins. Although
West German educational policy now stipulates that
universities are to conduct continuing education programs, even
these courses are careeroriented. They focus on the acquisition
of knowledge to supplement existing skills; on expanding and
updating professional qualifications; and on the transfer of
research results into practice. This in turn implies the existence
of an occupation or field where the outcomes of continuing
education could be applied. It would seem unlikely, however,
that a successful individual coping with the aging process can
be considered such a sociallyrecognized field of application,
despite arguments to the contrary (Veelken 1985). Even if their
evaluation should nonetheless prove realistic, would it not raise
the threat of overacademization of aging, against which experts
have long been warning (Fillgraff 1981; Rosenmayr 1983;
Gronemeyer 1979)?

The initiators of university courses for older citizens
increasingly recognize the necessity for actionoriented
continuing education. Thus we have recently witnessed the
extension of selfreflective and selfelevating approaches
towards a preparation for "honorary" postretirement activities
)Kuhlmann et al. 1985b; Veelken 1985). These activities are to
take place "on the margins of institutions or in selfhelp groups"
and the participants are to be "equally effected partners"
)Veelken, p. 67). This cannot be said to involve a fundamental
reorientation, however, since action is viewed primarily as a
"source of power and energy for those who complete the
course... and a prerequisite for their identity development"
)Veelken, p. 68).

The goal of these courses is honorary, unpaid social work.
Graduates are employed for home visits, for personal contacts
with elderly who require aid, and for assistance in errands. Yet
this is no new field of activity which has suddenly been
"discovered" for retired people. The socalled "youngold"
already represent the most significant group of helpers, both in
terms of numbers and in the extent and variety of services they
provide (Deutscher Bundestag 1984).
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In this regard, our volunteer model differs from the
Dortmund model, which is the most inlfuential one in
Germany, and from many other university courses organized on
similar lines (Kuhlmann et al. 1985a). The volunteer model
aims at offering retired people access to a new field of activity,
whereas the Dortmund model picks up a traditional field for
which no special degree of professional training or skill is
required. This places the Dortmund model in a context that is
controversial in the extreme (Naegele 1985; Schmidt 1985a,b).
The key points that characterize this controversy are
displacement of professional social work by lowpaid or unpaid
work and dismantling of qualified intervention.

I do not intend to enter further into this debate, nor into
the question of whether universities are the proper place to
prepare for this type of work.4 However, I would like to draw
attention to one further aspect of the problem: This type of
retirementage commitment does not call the "marginalization"
of the aged into question. It merely utilizes the capacities of
elderly people, through personal relations, empathy, and
informal aid networks, in a private or semipublic sphere of
intervention without violating the norm of established age
boundaries. The field of "honorary" social work has long
absorbed groups who have not gained a place in the production
process, e.g. the unemployed, unskilled women, etc. That is why
the supposedly new roles adapted by retirees under this
approach in truth represent traditional age roles.

The "Volunteers in Gerontological Research" course is
limited: We have accepted 33 participants and there are over 80
qualified applicants who remain on the waiting list. This course
is based on a quite different notion of meaningful employment
for those "youngold" who wish to stay active: It is designed to
offer roles which go beyond those traditionally associated with
old age. This premise is a determining factor in the course
conception, its working procedures, and participant selection.

Summary
I have gone beyond simply reporting on our experiences

and have attempted to determine how far the present network
of university courses for the "youngold" in West Germany
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might help restructure the social organization of work and the
resulting exclusion of elderly from the labor force. In my
viewand in this sense the "volunteer" could represent a
guidepostonly those attempts that help retirees regain their
positions in fields from which they have been expelled have a
chance of meeting this criterion. Anticipating a retreat into the
private sphere or accepting every opportunity that comes along
certainly cannot be considered as steps towards this goal. Study
courses for older adults should discover new ifelds and qualify
the elderly to enter activities which are both subjectively and
objectively meaningful, which are not lacking in social
visibility, and which do not have a statuslowering effect.

Universities should make an active contribution towards
education for aging or elderly people, and provide opportunities
which only institutions at the highest level can offer. They
should be content to leave every other type of programming,
e.g. therapy groups, gymnastics (Kohler 1985), social gatherings,
etc., to other bettersuited institutions. This point is crucial,
because programs that are basically incompatible with the
purpose and deifnition of universities will only cement the
already marginal position of this special student group.

Those of us who wish to help the elderly ifnd a path
towards new retirement roles should consider that with every
new and muchpublicized initiative, the feeling increases that
the social situation of the elderly is rapidly improving and that
further effort can be dispensed with. Instead of proclaiming,
"Even old people can go to college now" we should tell the
community how much it will forsake if it condemns its older
members to premature idleness and unproductivity.

Notes
1. According to a memorandum of the Bundes arbeitsgemeinschaft "0ffnung
der Hochschulen fur altere Erwachsene", June 27, 1986, continuing education
programs for older adults now exist in over 30 colleges and universities in the
Federal Republic of Germany (cf. circular to members of the German Society
ofr Gerontology, 3/1986, August 1986, p. 75).
2. This coming autumn, for example, the senior studies semester at the
Technical University of Berlin will be inaugurated by the Senator for Health
and Social Affairs, not by the Senator for Science, whose department is
responsible for the universities and higher education.
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3. University courses for older people are already proifting from the fact that
drastic reductions have been made in teacher training programs.

4. This discussion is competently reviewed by Backes (1985a,b), Naegele (1985),
and GarmsHomolova et aL (1985).
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RuhestandsRollen: Freiwillige Mitarbeiter
in der Gerontologischen Forschung
Zusammenfassung

Im Sommer 1986 wurde ein neuer Kurs "Freiwillige Mitarbeiter in der
Gerontologischen Forschung" fur altere Menschen an der Freien Universitat
Berlin durchgefuhrt Das Ziel des Kurses war, altere Menschen als Assistenten
in der Gerontologischen Forschung auszubilden. In diesem Kurs beschaftigt
man sich mit der Frage, ob es moglich ist, die Kursteilnehmer fur eine
Beschaftigung mit der eigenen Situation gewinnen zu konnen. Der Beitrag
beinhaltet ebenfalls einen kritischen Uberblick iiber die verschiedenen
Richtungen in der Altenbildung in Deutschland. Er bietet gleichzeitig ein
erstes theoretisches Konzept fur die Durchfuhrung solcher Kurse und ihrer
Ziele.
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. _ Gender Differences in Attitudes
X0 toward Retirement in Israel

[ ,, Ayala Biber

Abstract
The paper examines whether there are systematic differences between

men and women with respect to preferred retirement ages and attitudes
towards retirement

Approximately 350 women and men within five years of the ofifcial
retirement age were surveyed with respect to their attitudes towards retirement,
along with the management and labor leadership at their places of employment.
The study compared men and women in a wide range ofwhite and bluecollar
occupations.

A majority of men and women favor the equalization of retirement ages,
with women somewhat more favorable. The reasons cited for their preferences
were equal rights for women and men, permitting women whowish to continue
working, and allowing couples to plan a joint retirement

The change was also supported by the majority of management and labor
leadership. In addition, surprisingly widespread support was expressed for
delaying the age of retirement and for continuing at least partial employment
after retirement In this context, greater differences were found between
women from various occupations than between sexes. Whitecollar women
displayed a more positive attitude towards continuation of employment after
retirement age than did bluecollar womea However, there was consistently
overwhelming support for a more flexible retirement age and for eliminating
compulsory retirement at a ifxed age.

Women's Retirement: An Overview
Retirement is an increasingly common social phenomenon

among Israeli women. This has led to a series of research
questions. Are women's attitudes toward retirement different

Ayala Biber is a research associate at the JDCBrookdale Institute
of Gerontology and Adult Human Development. This paper is
based on a study that received ifnancial support from JDCIsrael
and the National Insurance Institute.
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Gender Differences in Attitudes Toward Retirement

from those of men? If so, do these attitudes result from gender
typing that determines different career development trends for
men and women? As well, it follows that if gender differences do
exist, they will be in evidence during the "transitional"
retirement period.

Public discussions and controversy in Israel on the topic of
retirement age and its individual and wider social implications,
has aroused interest in analyzing attitudes on this issue.

This paper will present ifndings from a study on "Attitudes
toward Retirement and Work among Elderly Women". The
study objective was to examine in depth the concepts, attitudes
and expectations of aging women concerning the transition
from work to retirement. These attitudes are compared with
parallel attitudes in a control group of aging men in order to try
to determine whether we are justiifed in employing "gender" as
a major factor in the study of retirement.

There are few studies that focus on the issue of womenJs
retirement from work life, despite their increasing participation
in the labor force and their access to a more varied range of jobs.
The major thrust of retirement studies has centered on men. As
for women, the implicit or explicit assumption has been that
work does not play a central role in their lives, and special
problems are therefore not to be expected in the transition to
retirement. Further, it is assumed that the lack of problems
among retiring women derives from their return to "natural",
familyrelated roles. This view ifts the "functional" perception of
the woman's role, taken from Parson's (1954) classic model of
normative gender images in modern society.

The concerns addressed by such studies thus include the
effect of women's work life on family role structure, on the
relationship between husband and wife, and on her children.
This approach does not view women as normatively obliged to
participate in the labor force, and therefore retirement is not
seen as constituting a major role loss. In addition, this approach
leads to a hypothesis according to which the widelyaccepted
practice of setting an earlier retirement age for women will not
be perceived as problematic.

Some studies, conducted in the 1970s, did not support this
approach (Lopota and Norr 1980; Lowenthal et al. 1976; Streib
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and Schneider 1971). Following these studies, there were
attempts to conceptualize the retirement process in terms of the
interrelationships between the individual development and
social roles and environment. In this manner, a new
psychological dimension has been added to the sociological
concept of age stratification.

There has been increasing recognition that the aging
process among both men and women involves the loss of roles, or
at least those roles that existed up to a certain age. The literature
on aging women, however, emphasizes the loss of traditional
gender roles following menopause (fertility and birth), following
children's departure from home (the "empty nest"), and
following a husband's death (widowhood and loneliness).
Analysis of aging among men, on the other hand, concentrates
on the loss of instrumental roles surrounding a man's position
within the world of work.

Two main approaches are prominent with regard to
problematic issues related to women's aging, as compared to
men. The first, which is basically optimistic, perceives the female
aging process as less problematic. This optimism derives from
the assumption that the "quality" of aging is determined mainly
by individual adaptability in the face of changes. It is assumed
that elderly women are more adaptable owing to earlier
experieces with pregnancy, birth, departure of children, etc.
Social and psychological dependency are not a new occurance
for an aging woman, in this view, but rather a stage built upon
preparatory experience. A woman's adaptation to the aging
process is dependent, therefore, on a series of repeated
adaptations over the life cycle. For a man, on the other hand,
retirement represents a major transition that occurs at a point in
his life cycle at which his adaptive abilities are limited.

According to the second approach, it is women who are less
able to adapt to the aging process and to role loss. This approach
is based on the assumption of a "double standard" with regard to
the sexes. A woman's subordination as a woman is compounded
by the devaluation of old age. In consequence, she is less able
than a "strong" man to cope with new pressures created by the
aging process.

Recent trends related to women are indicators of the
relevance of a study of women's retirement:
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1) Women constitute at least half of the Israeli population.
2) Women live longer than men, and the numerical relationship
between the sexes in older ages shows a female numerical
superiority.
3) Mandatory retirement for women is set at age 60 rather than
65 as for men, so that in light of the above, women must deal
with a longer retirement period than do men.
4) The number of women in the Israeli labor force is constantly
rising. The dimensions of this increase are striking: In 1970, 210/0
of married women aged 5564 participated in the labor force,
compared to 3O9'6 of younger married women, ages 3554. In
1984, 270/0 of married women aged 5564 were employed. The
percentage of working women aged 3554 was even greater 
500/0 of this age group were working in 1984 (CBS, 1985).
5) There is a high percentage of unmarried aging women and
studies have indicated that more unmarried women continue
working after retirement age than do married women.

In light of these facts, three questions served to deifne the
central objectives of the present study:
1) Are there differential attitudes of men and women toward
work and retirement?
2) Following the social changes experienced by women, what is
their response to mandatory retirement at a set age? Do they
wish to continue working and to postpone retirement, or to
retire earlier? How do they view retirement, and to what extent
are they preparing themselves for it?
3) Are there differences in attitudes toward retirement between
various groups of women according to occupational level, job
seniority, family status, or internal family relationships?

Methodology and Study Population
The study surveyed 10 public organizations in Jerusalem.

We examined salaried staff only, since 7596 of the labor force in
Israel are salaried employees. The labor conditions, including
retirement rules, for selfemployed workers are quite different
from those of salaried workers.
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The study population includes women and men who will
face retirement in ifve years or less. Because retirement age at
most places of employment in Israel is age 60 for women and 65
for men, this meant that the study population included women
aged 55 and over and men aged 60 and over.

In addition, we interviewed personnel managers, staff
welfare ofifcers, and members of the works committees in the
various places of employment. It is interesting to note that many
management representatives were reluctant to participate in a
study on retirement since, they claimed, in the prevailing
economic climate, such a study could only add to staff
apprehensions about being forced to retire early.

The ifnal sample population was 348individuals182
women and 166 men. Sixty percent had 16 or more years of
seniority. Some 7596 held fulltime positions, and the remaining
quarter had parttime positions.

There were some differences by sex. More than half (5896)
the women had fulltime positions, compared to virtually all
)9596) of the men. Nearly twothirds of the women had a
secondary or postsecondary education. About a quarter had
only eight or fewer years of schooling. There were no differences
by sex in most education groups, except for those with lower
education. Fourteen percent of the women, compared to only
496 of the men, had four or fewer years of schooling.

The study population was divided into four occupational
categories:
1) High white collar workers, including academics,
professionals, managers and ranking officials, constituting
approximately half the study population.
2) Low white collar workers, including lowgrade officials and
salespeople, constituting 1896 of the study population.
3) High blue collar workers, constituting 1894 of the study
population.
4) Low blue collar workers, constituting 1596 of the study
population.

There were no signiifcant differences in the distribution of
occupational categories by sex: twothirds of both women and
men were white collar workers, and a third were blue collar
workers.
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One outstanding problem in the study of retirement is the
fact that there is often no clear deifnition of the term
"retirement". Many studies dealing with this issue fail to
differentiate between the concept of pension eligibility and that
of work termination. In the present study, we refer to the term
"retirement" as a formal discontinuation of work that is a
workers main source of support, and represents entitlement to a
pension. In the study questionnaire, this was phrased as follows:
"In most places of work, people are obliged to terminate their
current job at a certain age, and then they are entitled to a
pension. Do you believe that. . ." etc.

Many studies have found that attitudes toward retirement
are directly related to patterns of retirement adaptability.
Individuals whose attitude toward retirement was positive in
their last years of work were found to be more satisfied during
the retirement period than those whose attitudes were negative.
As Schneider and Streib (1971) noted: "The data tend to support
the proposition that one's prior attitude is more important than
the mode of retirement (administrative or voluntary) in
determining life in general."

A very broad range of topics were included in the survey
questionnaire. Briefly listed, they are as follows:
1) sociodemographic background;
2) attitudes toward retirement;
3) work, work histories, work satisfaction, and the degree to
which work is a central life domain;
4) relationships with children;
5) health status and that of spouse;
6) division of labor within the family, relationship with spouse,
and images of 'female' versus 'male' roles; and,
7) morale, and leisure activities.

This paper will focus on the study data pertaining directly
to women's attitudes toward retirement and will compare these
to the attitudes of men. We will also discuss the link between
occupational status and retirement attitudes.

Attitudes to retirement will be examined at a number of
levels: The next section of the paper examines attitudes toward
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retirement policy. The following sections address attitudes
toward personal retirement; awareness of retirement rights;
expectations regarding retirement; expectations regarding
husband/wife relationships during retirement; and attitudes
toward preretirement programs.

Attitudes Toward Retirement Policy
A major question related to attitudes regarding mandatory

versus flexible retirement. Mandatory retirement is retirement
at a single, set chronological age for all workers; flexible
retirement means retirement dependent on other criteria that
are not necessarily agerelated, such as: health status, worker's
preference, and potential contribution.

Approximately threequarters of the workers oppose
mandatory agerelated retirement: 78^0 of women versus 65(X> of
men. The reasons provided by those opposing mandatory
retirement focus on the claim that retirement age is an
individual concern. More than half believed that the timing of
retirement should depend on personal health condition; 140/0
referred mainly to personal wishes; 5^0 see type of work as a
retirement criterion; and the remaining 2296 considered all the
above reasons as factors to be taken into consideration when
deciding on retirement timing. No substantial differences were
found between the study groups on this issue.

A key question in the study examined attitudes toward the
current retirement policy, which provides different retirement
ages for men and women. The study hypothesis was that
women's attitudes toward retirement would largely depend on
their occupational status. The higher their occupational status,
the more they would wish to equalize the retirement age.

Just over half the study population (510/0) opposed gender
reference in determining retirement age, while 4996 agree with
this criterion. More women (5796) than men (4596) object to
different retirement ages for the two sexes. White collar women
registered the highest opposition rates to male/female
differences in retirement age.

There were no sex differences regarding reasons given for
equalizing the retirement age. Fortysix percent of both men
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and women mentioned equal rights for women; 2396 stated that
"retirement age is an individual matter and has nothing to do
with gender". Smaller percentages responded either that it is
good for husbands and wives to retire together; that there is an
advantage in postponing the retirement age for women to age 65,
thus enabling those women who are willing and able to continue
working; or that equalizing the retirement age presented no
particular advantage, rather it is simply "natural" that there
should be no difference between the sexes.

Those who supported equalizing the retirement age for men
and women were asked: "What, in your opinion, is the
retirement age suitable for men and women"? Here, too, there
were no differences of opinion between the sexes. About 40^0
preferred the age of 65 or over; 330/0 mentioned no speciifc age,
claiming this was an "individual matter"; 100/0 mentioned the
age range of 6064; and 160/0 said that the oldest retirement age
should be 60. Twice as many white collar workers as blue collar
workers claimed that the retirement age for men and women
should be age 65 and over; accordingly, twice as many blue
collar workers as white collar saw age 60 as the optimum
retirement age. An analysis of the attitudes on this issue
identiifes blue collar women workers as the main group
interested in an earlier retirement; they see age 60 as the
maximum desirable retirement age.

Approximately half of those respondents who supported
continued differences by sex in the retirement age explained
their views with the following three reasons: 1) Women are tired
after carrying a double role during their work life; 2) women
have an alternative occupation at home and men do not; and 3)
physically, women age earlier than men. Twice as many women
as men attributed the need for a different retirement age for
women to a double role (home and work), which gives them the
right to retire before men. Twice as many men as women,
however, explained the need for an early date for women>s
retirement by their early aging. It should be noted that the
position of blue collar women on this issue was similar to that of
men: a high percentage of blue collar women said that the
woman^ early aging is the reason for their support of different
retirement ages.
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An interesting response, mentioned by about 120/0 of those
who supported different retirement ages for men and women,
was the need for "selfrealization for the woman". The specific
term is supplied by the researchers, but it is derived from
responses such as "Finally the woman will be able to do things
she has always dreamed of doing and didn't have time because of
her work". Twentytwo percent ofwomenmostly white
collarsopposing equal retirement ages explained the
importance of early retirement for women by the need for "self
realization", compared to only 396 of the men.

Attitudes Toward Personal Retirement
One survey question asked: "If you were not personally

required to retire at a certain age, at what age would you prefer
to retire?" Comparing preferred retirement ages with the
current mandatory retirement ages in Israel revealed the
following: First, 160/0 of the women and 180/0 of the men would
prefer to retire prior to the official retirement ages. Second, 6696
of women and 5896 of men would prefer to postpone their
retirement beyond the mandatory age. It is important to note
that among workers who would like to postpone their retirement
age, there is a considerable group who did not mention a speciifc
age; rather they said: "Noageas long as I'm healthy". Third,
only about a iffth of the women and a quarter of the men in the
present study agree with the current retirement ages.

Outstanding differences in preferred retirement age by
occupational level were found among the female population:
twice as many (2396) blue collar women as white collar women
(120/0) would like to retireearlierbefore age 60. Seventyone
percent of the white collar women versus 5496 of the blue collar
women would prefer to postpone their retirement beyond age 60.

Among men, almost twice as many blue collar men (3396) as
white collar men (190/0) would prefer to retire at age 65. Fifty
eight percent of white collar men versus 5096 of blue collar men
would like to postpone their retirement, while1796without
reference to occupationalstatuswould prefer retiring before
age 65. These differences by occupational level are less
pronounced than among women.
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Respondents' personal attitudes toward retirement were
also examined from the viewpoint of the relationship between
workers' preferred retirement age and their plans for paid
employment after formal retirement. This relationship was
examined for men and women separately. The ifndings indicate
that similar percentages of men (49^0) and women (44^0) plan to
be gainfully employed after retiring from their present job.
Nearly twothirds of the women who prefer to postpone
retirement intend to take paid employment after they retire. A
similar, though less marked trend, was found among men: 5296
of those men who prefer to postpone their retirement and 450/0 of
those who prefer an early retirement, plan to work for pay after
retirement.

Awareness of Retirement Rights
We assume that the greater the awareness of retirement

rights, the more practical the approach to retirement and,
consequently, the easier the adaptation to retirementrelated
changes. The ifndings point to a complete lack of awareness of
retirement rights on the part of a large proportion (4496) of the
study population. The rate is higher among women.

We asked: "Do you think and/or talk about retirement with
people close to you?" Responses to this question indicated that
both sexes, and especially the white collar workers, ignore the
issue of retirement. There is also a tendency toward
unawareness of retirement income anticipated, especially
among women particularly blue collar women.

Twice as many women as men claim that they will not be
able to manage ifnancially after retiring. Our ifndings indicate
that women's anticipated pension rates are lower than those of
men. Indeed, the ifnding corresponds with those of other studies
(Pampell 1981; Peace 1981; Waite 1981). This ifnding requires a
closer examination, but even in the limited analysis to date,
expected income during retirement clearly affects women's
attitudes toward retirement.

As noted by Denning and Gamse (see their paper in this
Monograph), the primary motivation for early retirement is
ifnanciaL When social security beneifts were made available at
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age 62, the average retirement age in the U.S. dropped. In a
contrary manner, the dimension of ifnancial insecurity among
aging Israeli women appears to minimize early retirement.

Retirement Expectations
What attitudes do aging workers have toward the

advantages and disadvantages of retirement? What general or
specific plans do they have for this period? The rationale
underlying these questions is that those who have a practical
attitude toward retirement and who make operative plans for it,
are better prepared psychologically and socially for the
transition. Does having a speciifc plan mean that the person is
willing to retire, or has a positive view of retirement?

The findings indicate that 2896 of the study population have
clearly deifned plans for retirement, 3896 have general but not
speciifc plans, and a third have no plans whatsoever.
Interestingly, no signiifcant differences were found among the
women by occupational level, whereas such differences were
found among the men. Twice as many blue collar (5296) as white
collar workers (2896) have no plans at all for retirement. Women
mentioned retirement plans more often than men. The data
point to a trend among white collar workers of both sexes to
continue working after mandatory retirement. However, here,
too, the gap between occupational levels is larger among women
than among men. In other words, a greater proportion of blue
collar women than men do not intend to work after retirement.

Three main reasons were cited for the desire to continue
paid employment after retirement: First, the habit of working
and the feeling that one is still able to contribute, was mentioned
by 4396 of the study population. Second, 160/0 cited a desire to
utilize leisure time, to meet people, not to be shut up in the house.
Third, 1196 had ifnancial reasons for desiring paid employment.
Nearly a third mentioned all three reasons.

The distribution by sex of reasons for continued
employment indicates that men fear that they will not be
sufficiently occupied during retirement. Financial reasons, on
the other hand, are more common among the women. It is
important to bear in mind, however, that the most frequent
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reason for continued employment mentioned by both sexes was
the habit of working and the feeling that they are still capable of
making a contribution.

The reasons cited by workers against continued
employment following formal retirement were: 1) that work is
physically and/or mentally diiffcult, and that they were tired of
it, 2) that they wanted "to enjoy life", and 3) a fear of adjusting
to a new workplace ("Here I'm the boss"). Only among women
are there differences by occupational level in the reasons cited
against continued employment. White collar women tend to
explain their unwillingness to continue working after
retirement by their wish to do things that interest them, while
blue collar women cite fatigue and health conditions.

The manner in which retirement is viewed was further
examined through a question that provided a list of attractive
and unattractive elements of retirement for respondents to rank.
"Enjoying spare time" and "family leisure" head the list of
attractive attributes of retirement for both sexes, but the
proportion among women is higher (nearly threequarters of the
women, as against twothirds of the men). Factors such as "rest"
and "health" were ranked lower on the scale, but were still
mentioned by about half the women as attractive attributes
(compared to only a third of the men).

Among the unattractive attributes of retirement, ifnancial
deterioration heads the list for women. For men, idleness,
boredom, the belief that retirement is detrimental to health
head the list of unattractive facets. Approximately a iffth of the
women and nearly a third of the men mentioned the separation
from friends at work as an unattractive facet of retirement.
Interestingly, this ifnding contrasts with other studies, mainly
those conducted in the United States. These studies concluded
that one of the main losses of cessation of work cited by women
was the discontinuation of social ties with colleagues (Atchley
1976; Szinovacz 1982). In the present study, this reason was cited
more by men. In general, the data indicate a trend towards a
more positive (or less negative) view of retirement among
women.

162



A. Biber

HusbandWife Retirement Expectations
Recent studies point to a rising interest in the family unit as

a source of adjustment to retirement. In particular, the husband
wife relationship constitutes an important factor that could
enhance or hamper the adjustment (Gratton and Haug 1983).

A survey question addressed this topic: "Some pensioners
say that since their retirement, they5ve had trouble with their
spouse on different matters, such as money matters and role
divisions within the family. Other pensioners report that they
have a better, closer relationship. Do you expect to enjoy a closer
relationship with your husband/wife after you retire?"

Men, more than women, tended to anticipate better
relationships with their wives. Women, on the other hand,
leaned toward the view that there would be no change in the
relationship. Twenty percent of both sexes worried that their
relationship with their spouse would deteriorate.

We examined how the anticipated marriage relationship
related to general attitudes positive or negative toward
retirement. These two variables were in fact related: Over two
thirds of both men and women who expect better conjugal
relationships after retirement have a generally positive attitude
toward retirement. On the other hand, a considerable
proportion of the women (6296) and men (5896) who fear that
their relationship with their spouse will deteriorate, have a
negative attitude toward retirement. It appears, then, that
anticipated family relationships after retirement may have an
effect on preretirement attitudes among both men and women.

PreRetirement Programs
We hypothesized that greater awareness of preretirement

programs and greater willingness to participate in them are an
indication of an increased effort to cope positively with the
retirement transition and its related problems.

No differencesby sex were found regarding willingness to
participate in preretirement programs. Seventyeight percent
of the study population stated that they were prepared to take
part in such programs, 1896 were not willing to participate, and
496 were undecided. Two major reasons provided against
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participation in such programs were: 1) "I dorft need such a
program, I can manage on my own", and/or "These problems
are individual and cannot be discussed in a general framework",
and 2) "I don5t see myself as a pensioner in the near future." A
higher percentage of women than men cited the first reason,
while a slightly higher percentage of men cited the second
reason.

One of the survey questions regarding preretirement
programs asked: "Should workers participate on their own or
with their spouses?"

Men tended to believe that both husband and wife should
participate in the program, while more women thought that
participation should be personal. The reasons for spouse
participation included "My husband/wife should be aware of
my problems", "Both husbands and wives have similar problems
and they should learn to deal with them", and "Retirement is a
problem for the entire family". These reasons were cited by over
half the men and less than a quarter of the women who believe
that the spouse needs to participate. A higher rate of white
collar than blue collar workers advocate including spouses in
preretirement programs.

Retirement Timing Policies
As noted earlier, we conceptualized retirement timing

policies as one of the factors likely to affect worker attitudes. In
this context we examined the flexibility of retirement policy
according to the circumstances under which it is possible to
retire early.

The most frequentlyreported reason for early retirement
was illhealth, that is physical or mental disability. In such
cases, a medical committee convenes and, along with
representatives of the organization, determines a pension award
based on seniority and degree of disability.

A frequentlycited reason was the existence of a "retirement
privilege". This is based on a looselywritten pension regulation
which provides that at a given age and after a defined number of
years of employment, an employee may retire prior to the
generallyaccepted retirement age and receive a full pension.
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Organizations were found to vary with regard to the age of the
worker and the number of years of employment, but the
principle was everywhere the same.

Special retirement arrangements were identiifed for certain
categories of workers: maintenance staff, senior clerks, drivers
and porters.

Another early retirement option cited arose in cases where
the organization wished to discharge a worker. Here we refer to
situations where there is a demand for manpower and job
cutbacks due to a weak economy. As one informant remarked:
"When they want to get rid of someone, they make him eligible
for pension."

Summary
Retirement among women is not as "smooth" a phenomenon

as it is described in a large segment of the gerontological
literature of the 1960s. Women are critical of present retirement
policy, both with regard to mandatory retirement that fails to
take individual needs into consideration, and with regard to
early retirement ages for men and women. On many issues men
and women are in agreement; for example, with regard to
delaying retirement. Other survey questions indicated greater
differences among women, by occupational level, than between
men and women.

We cannot ignore sexbased differences in attitudes to
retirement, such as the tendency by women to view the
advantages of retirement more positively than do men, or the
greater homogeneity among women regarding plans for
retirement. Women also tended, more than men, to see
retirement as a period where they would be able to devote
themselves to various pursuits that they neglected because of
their work.

The differences and similarities between the sexes, and the
diflerences and similarities among women themselves, leave us
with more questions than answers. However, the study ifndings
clearly indicate that two major factors determine an aging
woman5s position on the positivenegative continuum of
attitudes toward retirement: Socialpositionrelated to
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education and occupational status, and genderrolerelated to
family role divisions. Social status affects accessibility to type of
work, job satisfaction, and retirement attitudes. There appears
to be substantial similarity between the sexes, or at least a
convergence, in the effect of social status as a factor in retirement
perceptions.

Education raises a woman's ambitions and encourages her
to search for roles not in accord with her "traditional vocation".
Thus educated women tend to have work roles that provide them
with personal satisfaction and prestige. The same rationales that
motivated women to enter the labor market may bear relevance
for them at the point of retirement as well, making it difficult for
them to sever their connections from worklife. The finding of an
interrelationship between high occupational status and the
tendency of women to oppose and fear retirement acts to support
this conclusion.

The most common explanation of this phenomenon given
in gerontological literature is that white collar workers oppose
retirement because of personal work involvement and because
of the critical importance of their jobs deifning personal social
status. The "price" of retirement, according to this explanation,
is too high. The ifndings presented here support this hypothesis
for both sexes, as a high percentage of white collar women
workers cited retirement problems similar to those of men.

The second factor gender roles appears to derive from a
differential perception of role division within the family.
Varying perceptions exist both among men and women, and
within each gender. This may represent a conflict between the
traditional and modern family types in Israel. The ifrst is
characterized by "specialization" and differentiation between
female and male roles. The second is typiifed by joint activity
towards meeting the requirements of shared tasks. In this
context, the social changes experienced by women in
contemporary society are greater than those experienced by
men. Contemporary women face the contradictions of two
opposing value systems: homecentered values that offer the
traditional roles, and achievement values that determine
occupational and social status advancement. This contradictory
situation acts to impede the development of selfimage and self
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deifnition by both younger and older women. The greater
heterogeneity of attitudes among aging women studied here, as
contrasted to the greater homogeneity of attitudes among aging
men, reflects this value clash.

It is much too early to draw ifnal conclusions regarding
women's attitudes toward retirement. The vast data set obtained
from the present study needs further analysis, and we may need
to study additional populations in order to conifrm or refute the
current preliminary ifndings.

Further study in this area will contribute to ifnding better
solutions for the problems faced by aging women, ease the
retirement process and the subsequent adjustment diiffculties,
and contribute to the welfare of a growing segment of the female
world.
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Geschlechtsunterschiede in den Einstelhmgen
zur Pensioniemng in Israel
Zusammenfassung

Dieser Artikel untersucht die Unterschiede, die es zwischen Mannern und
Frauen bezuglich Pensionierungsalter und Einstellungen zur Pensionierung
gibL Ungefahr 350 Frauen und Manner wurden iiber 5 Jahre hinsichtlich ihrer
Einstellungen zur Pensionierung untersucht Dieser Beitrag berichtet iiber
Unterschiede zwischen Mannern und Frauen in den Berufen als
Biiroangestellte und Arbeiter. Die Mehrheit der Befragten bevorzugt eine
Gleichschaltung des Pensionsalters. Der dafiir angegebene Grund bezieht sich
auf das gleiche Recht fur Manner und Frauen. Man sollte den Frauen erlauben,
weiter zu arbeiten, um zusammen mit den Mannern ihre Pensionierung zu
planea Diese Veranderung wurde auch von der Mehrzahl der Verwaltungen
und den Vorgesetzten befiirwortet Uberraschenderweise fanden sich viele
Befurworter eines hoheren Pensionsalters sowie einer Weiterarbeit wenigstens
halbtagig nach der Pensionierung. Allerdings wurden grossere Unterschiede
zwischen Frauen in verschiedenen Berufen festgestellL Buroangestellte
entfalten eine positivere Haltung zur Weiterarbeit nach der Pensionierung als
Frauen in anderen Berufen. Dennoch war eine grosse Ubereinstimmung beim
flexibleren Pensionsalter und der Aufhebung der Zwangspensionierung von
einem bestimmtenAlter ab zu registireren.
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