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ABSTRACT

This paper reviews trends in retirement and in employment and

employment transitions in middle and later life in Israel, and findings
concerning attitudes of employees and of employers to late life
employment and retirement. Trends in labor force participation, and in
selected aspects of employment and retirement, including work

satisfaction, income adequacy, and the desire for and access to
continued or renewed employment of older workers are reviewed.
Practices and views of Israeli employers with respect to employment of
older workers are discussed and the paper concludes with a summary of
policy questions and frameworks for policy analysis.

Rates of labor force participation of Israeli men 55 and over have

been higher than the corresponding rates in highly industrialized
countries; but they have been declining dramatically in the past two

decades. Participation rates of older Israeli women have been low, but
may increase in the near future because of dramatically increasing labor
force participation among younger women. Future trends in labor force
participation and in retirement are likely to be affected by increased
proportions of educated and Israelisocialized persons among the
elderly, increased proportions with full pension entitlements accrued in
Israel, with smaller families and lesser numbers of dependents, and with
larger proportions of families in which both husbands and wives have

employment histories and pension entitlements.
Older workers in Israel indicate relatively high levels of job

satisfaction and the majority report no wish or intention to change

jobs. Most older employees express the wish to work after retirement.
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But relatively few among retired persons not currently employed

expressed willingness to accept or seek employment now. Employers and

managers view older employees favorably, though recognizing some

physical limitations. The majority of firms have flexible retirement
policies and practices, including many with nominally mandatory
retirement arrangements which allow very frequent exceptions,
deviations, and continuation in employment of older workers.

There are basically six categories of policy questions and issues
which bear upon the patterns and durations of employment in midlife and

beyond. These revolve about (i) retirement age, and whether it be

mandatory or flexible; (11) levels of retirement income and benefits;
(111) retirement testing of pension income entitlements; (iv) age
discrimination (or affirmative action) in employment and career
opportunities; (v) flexible or speciallydesigned employment and job
options; and ( vi ) trade union or alternative representation and advocacy
for older and retired workers. The types of policies in place,
operating and affecting individual behavior and state and organizational
actions, typically evolve in complex ways and by sporadic steps. They

are not always well understood, and their effects are sometimes not
mutually consistent. Moreover they must be analyzed, evaluated, and

periodically reconsidered in the light of their bearing on several
different kinds of interests and concerns in Israel. These include (i)
the wellbeing of the elderly and their families; (ii) use of
experienced and potentially productive labor to enhance the output of
goods and services; (iii) the cost to the economy of income maintenance
provisions for retired persons; and (iv) the advantages to employers of
availability of a trained and experienced labor force on a flexible and



possibly lesscostly basis. These are examples of considerations which

would appear to favor measures and policies encouraging and promoting
extension of employment at older ages, delay of retirement, and

expansion of postretirement job opportunities. But additional
interests and concerns include the possible bearing of policies on

( v) levels of employment or unemployment in the labor force; ( vi ) levels
of wages in the economy; ( vii ) efficiency, productivity, or
competitiveness of the economy or of individual parts, sectors, or
firms; and (vii) the stigmatization of retirement in the absence of
mandatory retirement norms and provisions, or alternatively, the
stigmatization of continued employment under strong mandatory retirement
norms and provisions. Such analyses and evaluation must command a high

priority in the Israeli research and policymaking community.
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1. Introduction

An earlier companion paper (Matras, 1989) reviewed the issues
surrounding employment and its continuation in middle and old age as

well as programs and innovations proposed and implemented to facilitate
extension or renewal of worklife. In this paper recent data and

discussion on employment and retirement in Israel are reviewed from the
points of view of older workers and retirees themselves, of employers,
and from the point of view of general social and economic policy.

Trends in labor force participation, and in selected aspects of
employment and retirement, including work satisfaction, income

adequacy, and the desire for and access to continued or renewed

employment at older ages are reviewed. Findings on practices of
Israeli employers with respect to employment of older workers are
presented. The paper concludes with a summary of policy questions and

frameworks for policy analysis.
As we shall note again below, the future bearing of programs and

policies for extending worklife on trends and patterns of actual labor
force participation is a matter of speculation at this point.
Additional discussion, research, and experience with such programs are
needed to illuminate these possibilities.

2. Trends in Labor Force Participation

At least two studies have examined trends in labor force
participation and employment among the elderly in Israel. Avner (1975)
has pointed to the double faceted decrease over time in the
"propensity to prolong work among elderly men" reflected in (i) the
drop in labor force participation rates of Jewish men 65 and over from
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37* in 1957 to 32* in 1972, and (ii) the increasing proportion
employed in parttime jobs among those employed at all. He has
suggested two major hypotheses concerning the factors behind these
trends: Aging of the elderly population itself, and expanding pension
entitlements. Sicron (1986) has compared trends in employment of
elderly (65+) and late middleaged (5564) men in Israel to those in
developed and developing countries, has examined sources of variation
in labor force participation rates in these population groups in
Israel, and he has considered briefly some factors in changing levels
of participation and employment beyond the shifts in sociodomographic
composition. Rates of labor force participation of Israeli men 5564
and 65+ have been higher in the recent past than corresponding rates in
the highlyindustrialized countries, but have declined in the last two

decades. Updating and expanding this comparison somewhat, we find
that by 1986 the rate of labor force participation of late middleaged
( 5564 ) Jewish men in Israel declined to 75% ( compared to 91.5?; in
1964) and the percentage of elderly men, 65 or over, in the labor force
was down to 24% ( compared to 44* in 1964) . Moreover an increasing
percentage of the men, 55 and over, who were employed (IS* of those 55

64, and 59* of those 65 and over, employed in 1986) were employed in
parttime jobs only (Table 1). In the bottom panel of the table, we

note that labor force participation rates of males in age groups 5559,
6064, and 6569 continued to drop sharply in the period from 1982 to
1938. Nonetheless the labor force participation rate for late middle
aged Israeli Jewish males remains higher than that for males of those
ages in the United States and in most Western European countries (e.g.
Austria, Finland, France, Greece, Italy, Luxembourg, Netherlands,

2
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Table 1: Labor Force Participation Rates (Percent in the Labor Force)
Among Jewish Males, Aged 55 and Over: Israel, 195787

Aged 5564 Aged 65+

Percent Percent in the Percent Percent in the
in the Labor Force in the Labor Force
Labor Working Part Labor Working Part

Year Force time Only Force time Only

1957 83.1 n.a. 37.1 n.a.

1961 86.1 n.a. 36.8 n.a.
1964 91.5 14.1 44.2 36.8
1966 91.0 13.5 42.8 37.2
1969 90.1 13.1 36.2 39.0

1972 87.0 12.2 32.3 40.2

1979 84.0 15.5 30.8 54.4

1982 81.0 15.2 26.3 57.4

1984 79.7 16.3 24.2 59.9

1985 77.9 17.5 22.5 58.6

1986 74.9 15.9 23.8 58.9

1987 75.2 19.4 22.9 59.0

Percent in the Labor Force:

4554 5559 6064 6569 7074 75+

1982 90.2 85.0 78.0 41.3 27.4 11.8

1985 91.0 84.6 72.9 33.9 24.2 11.9

1986 90.5 81.0 68.8 35.7 18.4

1987 89.4 80.0 70.1 34.9 17.0

1988 90.5 79.0 69.1 37.9 17.0

n.a.: not available
Sources: 19571972: Avner (1975)

19791987: CBS, Labor Force Surveys
Statistical Yearbooks of Israel (19821989)
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Spain, West Germany), though not higher than the rates in Canada,

Ireland, or Sweden, and lower than those in Japan and the U.K. The

labor force participation rate for elderly Israeli Jewish males is
higher than the rates in any of the Western industrialized countries
except for Japan (OECD,1979).

Rates of labor force participation among older nonJewish men in
Israel have also declined notably in recent years. Among late middle
aged nonJewish men, the rate reached about 7(^ in the years 197579,
declined to about 6C^ in 198182, and declined further to about 54$; in

193586. Among elderly nonJewish men, the rate of labor force
participation was about 15% in the years 197576, declined to 9$ by

197981, and has declined further to about 6* since 1983 (CBS,

Statistical Abstracts, 19771987).
The differences in labor force participation rates of Jewish males

55 and over by age, by geocultural origin, and by educational
attainment are illustrated in Table 2. Labor force participation rates
are quite high at ages 5559 and 6064 (for the total: 8C^ and 70^
respectively), are just half that level (35$;) at ages 6569, and much

lower at older ages (24$; at 7074, and \1h at ages 75 and over ).
Within the major age groupings (5564 and 65+) there is a dramatic and

positive relationship between levels of educational attainment and
rates of labor force participation. Thus, among the late middleaged
men, about twothirds of those with no, or with very little formal

schooling, but more than 85$ of those with postsecondary level
schooling, were in the labor force in 1987. Similarly among the
elderly men, only 15% of those with 08 school years were in tn© labor
force in 1987, compared to almost a third in the labor force among

4



Table 2: Labor Force Participation Rates (Percent in the Labor Force)
Among Jewish Males, Aged 55 and Over, by Geocultural Origin,
Age, and Number of School Years Completed: Israel, 1987

Geocultural Origin
Age Group and
Number of School Born in Born in Asia Born in Europe
Years Completed Total Israel or Africa or America
TOTAL 55+ 45.7 66.1 42.7 44.8

Aged: 5559 79.9 86.2 72.1 86.6
6064 70.1 69.4 60.9 76.3
6569 34.9 (45.1) 22.7 40.5
7074 24.2 (36.8) (13.4) 27.6
75+ 11.9 (18.3) (4.8) 13.9

Aged 5564, Total 75.2 79.7 67.6 80.8
08 Schl.Yrs. 65.5 66.8 60.0 73.5
910 Schl.Yrs. 79.7 79.6 69.6 86.8
1112 Schl.Yrs. 83.0 81.5 83.9 82.7
1315 Schl.Yrs. 81.2 85.6 74.4 83.1
16+ Schl.Yrs. 88.6 91.4 88.1 87.9

Aged 65+, Total 22.9 35.0 14.3 25.7
04 Schl.Yrs. 14.7 21.5 10.6 17.0
910 Schl.Yrs. 28.0  (20.1) 29.3
1112 Schl.Yrs. 32.5 (50.6) (22.2) 33.4
1315 Schl.Yrs. 32.5  (25.5) 33.9
16+ Schl.Yrs. 34.8   34.1

( ) Parentheses denote small sample numbers.

Source: CBS, Labor ForceSurveys, 1987 , Jerusalem, 1989

those with at least some postprimary (9 years or more) schooling.
The overwhelming majority ( about 93$;) of Israeli Jews aged 55 and

over were born abroad and immigrated to Israel. At each age the
participation rates of men born in Western countries (Europe or
America) or born in Israel are very substantially higher than those of
men born in Asia or Africa. These geocultural origin differences axe

evident within each age  and educational attainment  subgroup as
well, though they are less dramatic among those with no, or only
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elementary level, schooling. Differences between the European and

American origin (EA, hereinafter) and the Asian and African origin (AA,

hereinafter) groups are also very pronounced within periodof
immigration subgroups at ages 5564 and 65+ (CBS, 1984, Table 7),
though they are smallest among those of the 5564 age group who

immigrated prior to 1948. Thus even controlling for differences in
educational attainment and for differences in period of immigration or
duration of residence in Israel, late middleaged and elderly Jewish

men born in Asian or African countries have much lower labor force

participation rates than do those born in Europe or America.

Labor force participation of Israeli women has increased

dramatically in the past generation. In 1955, just over one fourth
)26.5$;) of Israeli women aged 14 and over were in the labor force, and

this percentage increased to 40. C^ by 1988. The increase in labor
force participation of married women has been even more dramatic: From

under 223; in 1955 to over 45. 5i in 1988 among the total, aged 15 and

over. Among married women aged 3554, the percent in the labor force
increased from 2531 in 1955 to 543; in 1987, while at ages 5564 the
percentage increased somewhat less spectacularly from \1\ to 26% (CBS,

1988, 1989a).

In 1987 some 16$; of Israeli women aged 55 and over were in the
labor force. These were almost entirely Jewish women ( 173; ), while the
rate of labor force participation among nonJewish women aged 55+ was

only 2%. Among Jewish women the participation rate differs sharply by

age and by ethnic origin (Table 3). More than onethird OS.2%) of
Jewish women aged 5559 were in the labor force, compared to 19.^ of
those aged 6064, and to between 412^; at older ages.
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Among the older (55+) women, labor force participation rates are
much higher among Israeliborn and among women born in Europe or
America, than among women born in Asia or Africa. Labor force
participation at all age levels after age 55 is less than half as
frequent among the Asian or Africanborn women than among the others
(Table 3). Much of this geocultural origin difference is accounted
for by the higher level of educational attainment among the Israeli
born and the European or Americanorigin women in these age groups
(CBS, 1989: Table 9).

Table 3: Labor Force Participation Rates (Percent in the Labor Force)
Among Jewish Women Aged 55 and Over, by GeoCultural Origin
and Age: Israel, 1987

GeoCultural Origin
Born in Born in Asia Born in Europe

Age Group Total Israel or Africa or America
Total 55+ 16.6 29.5 11.5 17.5

5559 38.2 43.6 27.3 46.1
6064 19.1 (28.0) 9.6 23.4
6569 11.5 (18.8) (4.7) 14.1
7074 7.3 (12.3) (2.1) 8.7
75+ 3.9 (9.1) (0.9) 4.5

( ) Parentheses denote small sample numbers.
Source: CBS, Labor Force Surveys, 1987. Jerusalem, 1989.

3. Recent Trends in Employment Transitions

By the term 'employment transitions' we denote all the changes in
individual employment situations or arrangements which can occur over
any given interval of time. These may include changes of job or
employer, changes of occupation or industry, changes of hours or

7



periods of work on a given job, changes of role or organizational
position in a given firm or organization, changes of physical place of
employment, changes in autonomy onthe job or in supervision over
others, and termination of employment or withdrawal from the work

force altogether. A first National Mobility Survey carried out in
Israel by the Central Bureau of Statistics as part of the Labor Force

Survey in 1974 presented a first opportunity to investigate employment

transitions among the middleaged and elderly population for the
period 19691974 (CBS, 1977).

In a study of employment and retirement of middleaged and aged
Jewish males based on the Labor Force Survey data, Matras, Noam, and

BarHaim ( 1979 ) found that some 9295$; percent of males aged 4559 who

were employed in 1969 were still employed in 1974 (or, more accurately:
Also employed in 1974; some may have withdrawn from employment and

subsequently reentered employment within the time interval). Of those
aged 60 and over and employed in 1969 quite high percentages continued
to be employed in 1974 as well: almost twothirds (64%) of the 6064
year old males employed in 1969 were also employed in 1974, and more

than half ( 53% ) of those 6569 and employed in 1969 were still employed

five years later. Some unknown proportion of these, too, may have
withdrawn from employment, or indeed may have retired and obtained
pensions, and subsequently reentered full or parttime employment.
But, of the employed males aged 70 and over in 1969, a large majority
terminated employment and withdrew from the labor force  i.e.
'retired'  by 1974, the date of the mobility survey (5631 of those 70
74 in 1969, and 67^1 of the men 75 and over and employed in that year
were no longer in the labor force in 1974 (Matras, Noam, and BarHaim,

t
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1979, Table 1).
Among the men under 60 at the initial date (1969) there was very

little pronounced occupational differentiation with respect to the
rates of employment continuation or retirement in the subsequent five
year interval, though the percentages retiring among those in
scientific or academic occupations, on the one hand, and in unskilled
manual or service occupations, on the other hand, were higher than in
other occupations. But among those aged 6064, and those aged 6569
and employed in 1969, the occupational differences in the percentages
retiring in the subsequent fiveyear period are very pronounced indeed,
with substantially greater percentages of those employed in service,
unskilled. and agricultural occupations in 1969 withdrawing from the
labor force in the interval (Matras, Noam, and BarHaim, 1979, Table
2). Finally, at all ages (over 55, in 1969), but especially pronounced
at ages 6069, there are substantial geocultural origin differences in
rates of retirement from employment in the 19691974 interval. Men

born in Asia or Africa (AA) , regardless of occupational group or
category, much less frequently continued in employment to the end of
the interval, 1974, and much more frequently withdrew from employment

and labor force participation, than did men born Europe or America (EA)

(see Matras, Noam, and BarHaim, 1979, Table 3 and Appendix Table C).
A National Labor Mobility Survey carried out in 1980 replicates

and updates in large measure the earlier investigation and permits
study of employment transitions in the period 19751980 (CBS, 1984).
Among Jewish men aged 4554 and employed in 1975, some 93953; were
also employed in 1980 as well. These percentages are similar to those
found in the earlier survey (Table 4). However the percentages in

9



Table 4a: Employed Jewish Males, Aged 45+, by Age Group, 1969:
Percent Employed, Not Employed and Seeking Work, or Retired
Five Years Later (in 1974)

 Employed in 1969: Transitions in 19691974

Number Percent in the Labor Force, 1974 Percent
Employed Not in

Age Group at in 1969, Employed in 1974 Laborthe Beginning Alive Not Employed Force
of the Period in Employed Seeking (Retired)
1969 1974 Total Fulltime Work 1974

TOTAL 45+ 235,000 83 65 1 16
4549 64,500 94 83 1 5
5054 47,500 95 81 1 4
5559 54,000 92 75 1 7
6064 40,500 64 37 0 36
65+ 28,500 49 19 0 5!

Table 4b: Employed Jewish Males, Aged 45+, by Age Group, 1975:
Percent Employed, Not Employed and Seeking Work, or
Retired Five Years Later (in 1980)

Employed in 1975: Transitions in 19751980

Number Percent in the Labor Force, 1980 Percent
Employed Not in

Age Group at in 1975, Employed in 1980 Labor
the Beginning Alive Not Employed Force
of the Period in Employed Seeking (Retired)
1975 1980 Total Fulltime Work 1980

TOTAL 45+ 234,700 84 60 1 15
4549 64,500 95 74 I 4
5054 67,400 93 73 1 6
5559 48,300 87 65 0 13
6064 33,900 56 26 1 43
65+ 20,600 62 20 1 37

Source: Labor Mobility Surveys, 1974 and 1980
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fulltime employment at the end o£ the 19751980 interval were
substantially lower than at the close of the earlier, 19691974,

interval.

Among men aged 5564 and employed in 1975, the percentages
continuing in employment until 1980 were considerably lower than in
the earlier period. Moreover, among men in this age group continuing
in employment to the end of the 19751980 interval, the percentages in
fulltime employment are much lower than among the corresponding age

group studied in the earlier period. Finally, among the men 65 years
old or over and employed in 1975, a high percentage,62* , were still
employed in 1980 (compared to 49* in the 65+ age group in 1969 who

were employed in 1974 as well ), and only 37* withdrew from the labor
force in the interval (compared to 5^ retiring in the 19691974
period) . Only 2031 in this age group were employed fulltime in either
period.

The geocultural origin differences in rates of continuation in
employment or retirement at ages 5564 are somewhat less prominent,
but the occupation group differences are even more prominent in the
19751980 period than those found for the 19691974 period (Table 5).
Among men aged 6064 at the onset of the respective interval, the
percent among those born in Asia or Africa who retired in the 197580

interval was actually smaller than the percent retiring in the 196974

period {53* retiring in 197580, compared to 57^* retiring in 196974);

while the percent of EA men in this age group retiring was much higher
in the 197580 interval (4^ retired in the 197580 interval) than in
the 196974 period {29* in 196974). Thus there was a pronounced
convergence among the AA and EA subgroups in rates of continuation in

11



employment or retirement at ages 6064.
For men in the 5559 age group employed in manual occupations

there was a substantial decline from the 196974 to the 197580

intervals in the rate of continuation in employment, and a sharp rise
in the percent retiring. This development rendered the difference
between patterns of white and blue collar workers much more pronounced
in the latter interval. In the earlier interval the service and

unskilled worker group aged 5559 had a relatively high percentage
retiring, while the rate of retirement among the other manual

occupation categories was not notably higher than the rate for the
total in that age group. But in the 197580 interval there was a clear
division between manual and nonmanual occupation groups, with respect

to employment and retirement, with the manual workers in the 5559 age
group showing a much stronger tendency to terminate employment.

As noted earlier, in the 6064 age group, there were strong
occupation group differences in patterns of employment continuation or
retirement recorded for the 196974 period. These manual/nonmanual
differences remain and are evident for the 197580 interval as well,

but are tempered somewhat by the steep increase in the percent
retiring among those aged 6064 in the Managerial and Clerical
occupations category. Of those aged 6064 and employed in this
category in 1969, almostthree fourths (74$;) were still employed in
1974, while only 55$ were still employed in 1980. The percent of men

6064 initially in the two manual occupation categories, the Crafts,
Skilled, and Semiskilled Workers, and the Services and Unskilled
Workers categories, who retired in the 197580 period, was also
substantially higher than in the 196974 period. Moreover, the

12



Table 5: Employed Jewish Males, Aged 5564, by Geocultural Origin Group
and by Occupation Group in 1969 and 1975; Percent Employed or
Retired Five Years Later (1974 and 1980, Respectively)

Employment and Employment Transitions

Geocultural 19691974 19751980
Origin and
Occupation Group Number Percent Percent Number Percent Percent
at Beginning of Employed Employed Retired* Employed Employed Retired*
Period in 1969 in 1974 in 1974 in 1975 in 1980 in 1980

AGED 5559
TOTAL 54,000 92 7 61,900 87 13

Born in Asia or
Africa 13,000 88 10 18,100 80 19

Born in Europe
or America 39,500 94 6 43,800 90 10

Occ. Groups:
1. Scientific,

Academic, and
Professional 4,000 90 10 8,300 (92) (8)

2. Managerial
and Clerical 11,500 98 2 13,800 94 5

3. Sales 8,500 93 7 8,500 (79) (21)
4. Crafts,

Skilled, and
Semiskilled 13,000 93 6 17,400 85 15

5. Service and
Unskilled 11,500 87 13 11,700 82 18

6. Farm 5,500 93 6 2,200 (79) (21)
AGED 6064

TOTAL 40,500 64 36 44,800 56 43
Born in Asia

or Africa 10,500 43 57 11,000 47 53
Born in Europe
or America 28,500 71 29 33,800 58 41

Occ. Groups:
1. Scientific,

Academic, and
Professional 3,500 65 35 6,100 (73) (27)

2. Managerial
and Clerical 8,500 74 26 10,700 55 43

3. Sales 5,000 67 30 4,400 (74) (26)
4. Crafts,

Skilled, and
Semiskilled 9,000 65 35 12,800 45 54

5. Service and
Unskilled 10,000 55 45 5,900 42 56

6. Farm 4,500 55 45 4,800 (72) (28)
* Not in the Labor Force

Source: CBS, Labor Mobility Surveys, 1974 and 1980
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difference between skilled and unskilled categories evident in the
196974 period (65$; of Crafts, Skilled, and Semiskilled workers
continuing in employment and 35% retiring, compared to 55$> of Services
and Unskilled Workers continuing and 45$; retiring) virtually
disappeared in the 197580 interval. Continuation in employment was

much less frequent in both groups ( 45% and 42$ respectively ) and

retirement was much more frequent ( 54% and 56$; respectively ) during
the latter period (Table 5). Thus we see that the trend toward early
retirement is evident in both the 5559 and in the 6064 age groups,
and in most of the major occupational categories.

Trends in labor force participation and in retirement are likely
to be affected in the future by emerging demographic, social, and

economic factors in Israel. In the first place, the composition of the
elderly population in Israel will change in some important ways: The

proportion of the elderly socialized and educated in Israel, with full
workhistory experiences accrued in Israel, will increase dramatically
compared to the present elderly population. The future elderly will
be more highly educated and with higher levels of occupational skills
and status. These are factors which heretofore have been associated
with continuation in employment and delay of retirement, and they are
likely to do so in the future as well. On the other hand, relatively
more of the elderly will have full pension entitlements accrued in
Israel, with smaller families and lesser numbers of dependents, with
more frequent employment of wives and more wives entitled to their own

pensions, factors which are likely to be associated with more frequent
and earlier retirement.

The absolute growth, and the increasing educational levels and

14



economic and political experience, of the elderly population in Israel
are likely to result in crystalization of political pressure groups
and leverage among the elderly and their families affecting
legislation regarding employment opportunities, retirement, and income

maintenance. For the most part, such legislation is likely to enhance
the propensity to retire and to retire early, even if preserving
additional choice and opportunities for employment for those wishing
to continue. We may speculate that, in addition, there are likely to
be increasing demands among Israeli trade unions for measures

protecting employment for primeage male workers, whether through more

rigid mandatory retirement provisions in collective agreements or more

rigid retirement test ing of pension benefits. Such measures also are
likely to increase pressures to retire and to retire early.

In contrast to the situations of Western European and North
American countries, there does not seem to be any demographic reason
to anticipate labor shortages in Israel in the coming decades, arising
from declining fertility or diminished size of the cohorts entering the
labor force. Though rates of fertility have been declining, Israel has
not experienced the 'baby bust' nor, for the most part, declining
absolute numbers of births or successively smaller cohorts, as have

characterized other Western societies in the I960's, 1970's, and

1980's. But continuation of trends toward increasing rates of school
attendance in the ages 2029 may reduce labor force participation rates
even further at those ages, though this does not necessarily seem to

imply labor shortages in the future.

The tables showing projected numbers of Jewish population and

labor force in Israel (Appendix tables) bear this out in detail. The
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sexage distributions of the population of Israel in the 1980's
combined with the assumption of unchanging sex/agespecific rates of
labor force participation imply that the labor force will grow at about
the same rate as the population generally. It will 'age' somewhat as
the population bulge deriving from the Israeli 'baby boom' of the
1950's, and the successively larger birth cohorts age and move through
the Israeli population pyramid and labor force (at the successive ages
in successive years). A somewhat more likely scenario is that labor
force participation rates of women at almost all ages under 60 will
continue to increase somewhat, and participation rates of older men,

and possibly of younger men aged 2029, will continue to fall somewhat.

4. Work Satisfaction and Attitudes to Employment and Retirement Among
Older Employees in Israel

A largescale Israeli study in 1982 based on a national sample of
male workers ages 2560 examined changes over the life cycle in the
perceived quality of employment and changes in strategies adopted by

workers to improve their employment conditions (Habib and Spilerman,
1982). In this study, a distinction was drawn between dissatisfaction
with the present work situation accompanied by optimism about the
possibilities for change and dissatisfaction accompanied by a sense
that few prospects exist for change. The former type of
dissatisfaction does not appear to change with age, while the latter
increases significantly. Workers were also questioned as to whether

they thought their jobs suitable for a person aged 60, and about a

third of the workers aged 5560 viewed their jobs as unsuitable.

Compared to younger workers those aged 5560 more often reported
considerations of physical conditions and of pressure and fatigue as
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important aspects of the work situation, and less often reported
considerations of the interest in the job, independence, wages, job
security, and advancement opportunities as important.

Another finding of the Habib and Spilerman study indicated that
older workers less frequently reported recent vocational training than
did younger workers, althoug relatively large percentages of high level
personnel did report such training. More than a third of the older
workers (37cf) aged 5560 had nevertheless participated in vocational
training at some point in time. Older workers expressed lower levels
of expectations of acquiring newm training, claimed to have fewer
opportunities to do so, and in general  were less concerned with the
issue of training opportunities on the job than younger workers.

With regard to mobility on the job, older workers were much more

likely than younger workers to view issues such as pension rights,
difficulties in finding alternative employment, and absence of needed
training, as obstacles to job changes. Nevertheless, even among

workers ages 55 and over, 3C^ of white collar workers and A2\ of blue
collar workers expressed their desire to change jobs.

In a study of older (aged 5065) industrial workers in eight
plants in Israel, Hendels (1982) found that most tasks performed by

older workers were nonskilled tasks, or, in all events, did not
require training prior to recruitment to their present jobs.
Relatively large proportions among those performing the lessskilled
tasks had health limitations. Most of the older workers (about two
thirds) reported low or medium ability to perform difficult physical
tasks; and about half reported inability to work at a rapid pace, to
adjust to changes, to learn new things, or to take on a more
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responsible position. About half reported some physical or health
limitation affecting their work, and some 2.1* had disabilities or
illnesses, which had been confirmed by physicians and recorded in the
workplaces, limiting their work capabilities. The older workers'
perceptions about their physical capacities were highly correlated with
their perceptions of their mental or intellectual capabilities
(Hendels, 1982,p. 27, Table F4).

About half the older workers had had other jobs in the same plant;
some had changed jobs quite recently, but others had changed earlier.
Most of the job mobility in later worklife entailed downward

occupational status mobility. Hendels reported that there was

increased absenteeism over the fiveyear period prior to the study; but

chrono1og i ca1 age had no effect on job performance. However, duration
of employment in the respective plants was associated with diminished
job performance.

Hendels found generally high levels of job satisfaction among the
older employees studied. There was low satisfaction with earnings and

with chances for promotion, but these are true of younger industrial
workers as well. Most older employees expressed the wish to 'retire'
prior to age 65, the conventional retirement age; but most also
expressed the wish to work after retirement, preferably in the same

place of work (p.iv) . Thus the desire is for formal 'retirement' and
receipt of retirement benefits at early ages, but continued employment

thereafter. Most would agree to move to employment in divisions or
sections manned exclusively, or primarily, by older workers, but they
would not move to different plants or workplaces employing only elderly
workers. Most of the older employees studied expressed disinclination
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to undertake additional training, either for new jobs or careers, or
for promotions in their present jobs (pp.ivv).

In a study of older employees in ten firms in Jerusalem, Biber
)1986; 1988) compared the attitudes of preretirement women (aged 55+)

with those of preretirement men (aged 60+) with respect to general
retirement policies, age at retirement, expected post retirement
problems, and post retirement employment. She found that older women

as well as older men expressed concern over retirement, and that most
opposed mandatory retirement at a fixed age. Even more frequently than
the older male employees, the women favor equalizing the retirement age

for women with that of men; they wish to delay retirement beyond the
ages fixed in collective agreements, and most indicate a desire for
continued employment after retirement. Women are more concerned than
men with the possible economic difficulties which may follow
retirement, but are less concerned with possible health consequences.
Women employed in nonmanual occupations are considerably more

interested in delaying retirement and in postretirement employment

than are those employed in manual occupations.
In a study of role and activity profiles of middleaged and

elderly Israelis, Habib and Matras (1987) defined four roles:
employment, parent (helper to adult children), housekeeper, and

volunteer roles, as 'major commitment1 roles in that they are enacted
in social settings and entail longer term commitment to the role,
behavior, and social units in question. More than half of Israelis 60

and over have no 1major commitment' roles at all ; and the overwhelming
majority having 'major commitment' roles have only one such role.
Among about nine percent with two or more major commitment roles, the
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most prominent combinations are the employment and volunteer role pair
(especially frequent among men aged 6064) and the housekeeper and

volunteer role pair (frequent among women aged 6574).
Participation and activity in 'major commitment' roles does not

generally exclude or diminish, and often enhances, other role activity.
Those with no 'major commitment' roles at all are generally less likely
to be involved in visiting, cultural and communal activities, or have
hobbies, than are those with a major commitment role; while those with
the employment and volunteer, the housekeeper and volunteer, or the
parent/helper and volunteer role pairs are most likely to be involved
in any of the other activities and roles as well. Altogether, middle
aged and elderly Israelis with volunteer roles appear to be an

especially active and involved subgroup, generally with profiles of
multiple roles. Thus, volunteer roles complement and fortify other
roles and activities rather than substitute for lost roles.

5. Income Levels and Interest in Employment Among the Elderly
studies carried out in the 1970's documented extensive poverty

among the elderly in Israel: Though they were only about seven percent
of the total population at the beginning of the 197080 decade they

comprised 50;cf of the poor, even after account was taken of receipt of
income transfers (Doron, 1979; Habib and Steigman, 1984). During the
1970's there were major improvements in the income transfer system, and

the extent of poverty among the elderly declined somewhat.
Habib (1984b) has recently analyzed the economic status of the

elderly in Israel. He first notes that a large proportion of the
elderly have very low incomes, and for many this occurs in the
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aftermath of declining incomes after retirement. Some 45$; of the
elderly receive the low income supplement from the National Insurance
Institute intended to assure them income levels at the poverty line.
Thus, these elderly persons must make do with incomes at the levels of
25$ of the mean income level in Israel (if they are singleperson
households; at 37.53; of the mean income level for elderly couples),
with grave implications for their material condition and social
situations alike. The high proportion of elderly qualifying for the
low income supplement is due to the fact that, even today, no more than
onethird of those retiring receive pensions from their places of work

)see also: Zipkin and Morgenstin, 1989). Among those entitled to work
connected pensions, most have but little seniority or years of service.
Paradoxically, however. the elderly as a category do have a mean per
capita income level which, in view of their small numbers of
dependents, is only slightly below that characterizing nonelderly
families. The two points are indicative of the steep income

inequalities characterizing the elderly in Israel, exceeding income

inequalities within other groups in Israel.
In response to inquiries concerning the adequacy of their incomes,

about onethird respond negatively, though those so answering are not
necessarily the ones with the lowest incomes. In fact, among those
elderly with incomes at, or very close to, the poverty line only one
half report that their incomes are inadequate for their needs. In the
view of Habib, this results from other aspects of their styles of life'
such as housing characteristics, not reflected in income levels, or'
possibly, accommodation to conditions which they cannot envision
improving. More generally, this author points to the need for greater
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understanding of the relationship between objective conditions and

their subjective perception of levels of living on the part of the
elderly (Habib, 1984b:p. 3).

Finally, in a national survey of persons aged 60 and over carried
out in 1985 by the Israel Central Bureau of Statistics, only 16 percent
of the total surveyed reported themselves employed full or parttime
(but these included 633; of male respondents aged 6064 ). Those

reporting themselves not employed at the time of the survey were asked
if they would accept appropriate employment if it were offered them

'now' (see also: CBS, 1989b, Tables 35b and 42). Of the respondents
not currently employed, about 7 percent responded affirmatively and

without qualifications: i.e. , they responded, "yes, in all instances"
while another 15 percent said that they might accept employment "under
certain conditions". More than one fourth (28%) indicated that they
would not be interested or prepared at all to accept employment; and
half (50%) of the those not currently employed responded that they are
"unable to work", though they were not asked directly the reasons for
their inability to work. Of those expressing willingness or interest
in employment, virtually all (94%) indicated a preference for parttime
employment.

Such findings should be interpreted cautiously. On the one hand,

we do not know the extent to which expressed desire for employment

would ultimately be expressed in actual behavior. On the other hand,
at least some of those responding that they do not wish to work, have

been out of the labor force for a considerable period, and may be

skeptical about their chances of finding work and thus respond
negatively. However, their reactions might be different if presented
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with a concrete opportunity for employment.

Tables 6 through 10 examine a constructed (in the data from the
Israel Central Bureau of Statistics survey of persons aged 60+ carried
out in 1984) "Work Status" variable whose possible values are:
i. employed fulltime
ii. employed parttime
iii. not currently employed; would accept appropriate employment now if

offered

iv. not currently employed; would accept appropriate employment now,

if offered, only under certain conditions
v. not currently employed; would not accept appropriate employment if

offered now

vi. not currently employed; unable to work

The tables refer to persons aged 6074 with work experience in
Israel or else at least five years of employment abroad. They indicate
that :

a) Forty percent are either currently employed (25%) or would
accept appropriate employment either conditionally (12%) or
unconditionally (5*); while T.2% are not employed and would not accept
employment, and 36$: report that they are unable to work (Table 6).

b) Current employment is concentrated among men under age 65, and

so is willingness to accept employment among those not employed and not
reporting themselves "unable" to work (Table 7). Among the older men,

and among all the women in the 6074 age group who are not currently
employed and who do not report themselves "unable" to work, a

substantial majority report that they would not accept appropriate
employment if offered.
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Table 6: Aged 6074, Currently or Previously Employed in Israel, or
Employed Abroad 5+ Years: Current Work Status

Current Work Status Frequency Percent
TOTAL 238,001 100.0
Employed fulltime 38,127 16.0
Employed parttime 22,377 9.4

Not employed, would accept employment 11,931 5.0

Not employed, would accept employment under
certain conditions 28,888 12.1

Not employed, would not accept employment 52, 198 21 .9

Unable to work 84,479 35.5

Table 7: Work Status by Sex and Age (Percent dist.)

Males Females

<65 6574 <65 6574 Total

TOTAL: Absolute 52,797 78,905 45,522 60,515 238,001

Percent 100.0 100.0 100.0 100.0 100.0

Employed fulltime 50.7 8.0 9.9 (0.7) 16.0
Employed parttime 8.5 14.5 (8.1) (4.5) 9.4
Would accept employment (4.3) (5.7) (6.2) (3.9) 5.0
Would accept employment
under certain conditions 10.0 13.7 15.3 9.5 12.1

Would not accept employment (4.3 ) 24.2 25.6 31.7 21.9
Unable to work 22.2 33.9 34.8 49.8 35.5

( ) Parentheses denote small sample size in cell.
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Table 8: Work Status by Sex and Marital Status (Percent Dist.)

Males Females

Married Widowed Married Widowed Total

TOTAL: Absolute 115,788 11,409 56,337 41,346 238,001

Percent 100.0 100.0 100.0 100.0 100.0

Employed fulltime 25.9 (14.3) (5.3) (2.7) 16.0
Employed parttime 12.4 (10.3) (6.4) (5.3) 9.4
Would accept employment 4.8 (4.6) (4.5) (5.8) 5.0
Would accept employment
under certain conditions 11.9 (15.1) 11.5 11.6 12.1

Would not accept employment 15.6 (24.6) 33.6 24.6 21.9
Unable to work 29.4 (31.1) 38.7 49.9 35.5

( ) Parentheses denote small sample size in cell.

Table 9: Work Status by Health Status
Not

Good Satisfactory Good Poor Total

TOTAL: Absolute 58,055 46,823 94,327 38,529 238,001
Percent 100.0 100.0 100.0 100.0 100^0

Employed fulltime 30.3 20.6 9.7 (4.6) 16.0
Employed parttime 14.2 10.6 8.4 (3.0) 9.4
Would accept employment 7.5 (6.4) (3.9) (2.5) 5.0
Would accept employment
under certain conditions 10.7 13.7 13.8 (8.3) 12.1

Would not accept employment 28.5 30.7 19.5 (7.1) 21.9
Unable to work 8.8 17.9 44.7 74.5 35.5

( ) Parentheses denote small sample size in cell.
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Table 10: Not Currently Employed Persons Who Terminated Voluntarily
or Involuntarily: Percent Distributions by Interest in
Employment Now

Would
Accept Would

Would Under Not Cannot
Accept Conditions Accept Work Total

TOTAL: Absolute 11,031 24,451 40,018 66,525 142,026

Percent 7.8 17.2 28.2 46.8 100.0

Terminated involuntarily 14.3 29.7 13.5 42.5 100.0
Terminated voluntarily 4.6 11.2 35.3 49.0 100.0

c) Those currently employed also tend to report themselves in good

or satisfactory health, though a substantial minority report themselves
in "not so good" health. Those reporting themselves "unable" to work

also report themselves in "not so good" or in "poor" health. But a

large majority of those reporting themselves in "good" or
satisfactory' health, who are not currently employed, report also
either that they would not accept employment if offered or that they
are 'unable' to work (Table 9).

d) Only a small minority (163?) of those who retired voluntarily
report that they would accept employment if offered. Even among those
who terminated their last employment involuntarily, only a minority
indicated that they would accept appropriate employment if offered now;

and of those twothirds would accept employment only "under certain
conditions". The majority of those retiring or terminating previous
employment involuntarily report that they would not accept appropriate
employment now or that they are unable to work (Table 10).

e) Among the 6074 age group those employed or interested in
employment are a substantial and important minority, and their needs,
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preferences, quality of life, etc., must be addressed. But among those
not currently employed, we have not yet identified any characteristic
clearly associated with desire for return to employment, nor any
subgroup so characterized. We do not yet know in any systematic way

just who is waiting at the door for the employment opportunities that
we wish to generate or promote. Studies summarized by James Schulz
( 1985) , Parnes et al. ( 1985) findings and analysis, and Harris poll
results (National Council on Aging, 1981) all seem to suggest that
expressed "interest in further employment" on the part of pre
retirement age employees is a very poor indicator or predictor of post
retirement age employment or interest in employment. Thus there is
room for skepticism concerning the relevance of even the most credible
of such findings.

6. Employment and "Second Careers"
As indicated earlier, Israel has had, and still has, a higher

labor force participation rate for elderly men (65+) than any of the
Western industrial countries, though the rate has been declining and

most employment of the elderly is parttime employment. Some of the
employed elderly, and indeed some of the employed at younger ages, say
5564, are in parttime employment or in fulltime 'second careers'
after having retired from earlier, 'firstcareer' , employment . Among

currently employed elderly (65+) Israelis in 1985, some 4C^ reported
having held their current jobs for less than 10 years (CBS, 1989b,

Table 39b). Unfortunately it has not yet been possible to separate, in
national labor force data, the preretired from the retired employed in
these age groups. More detailed analysis of the 1980 National Mobility
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Survey data mentioned earlier will probably permit such a partitioning
of middleaged and elderly employed; but for the present the
discussion must draw upon less than adequate data and case materials.

Habib (1984a) and Habib and Steigman (1984) have summarized the
evidence concerning employment and second careers among the elderly
and the retired (see also: The New Age, No . , 1 2 , April, 1983).
Considering, first of all, the psychosocial situation of older
workers, Habib has noted that dissatisfaction with work situations

devoid of plans or expectations of change, characteristically found
among younger dissatisfied workers, appears to increase significantly
with age. Incompatibility between the demands of the workplace and

abilities and expectations of the aging worker encourage both
individual decisions to retire and promotion of retirement among

employers, with dissatisfaction, or perceived incompatibility, much

more pronounced among blue collar than among white collar workers. On

the other hand, relatively low unemployment in Israel and the lack,
until recently, of ready access to pensions and income support, prior
to the conventional retirement ages, have worked in the direction of
continued high rates of employment, and delay of retirement, among

older workers (Habib, 1984a;p. 21) .

But for those wishing to delay retirement indefinitely, to change

employers or even to change jobs within a firm, or to take on

employment after retirement from the major employment at the close of
the 'first career', there is both an absence of suitable employment
opportunities and some indications of age discrimination on the part
of employers. Using content analysis on newspaper advertisements
seeking job applicants, Shnit and Eran (1981) found pronounced age
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discrimination in several occupational groups. These include, for
example, drivers, unskilled industrial workers, salesmen, clerical
workers, and professional and managerial occupations requiring academic

post secondary education and degrees (see also: Gafni, 1979; Davis,
1983). By contrast, in an earlier study carried out for the Ministry
of Labor and Social Welfare, Lieber and Cohen (1978) surveyed some 220

employers of 25 or more workers in private (i.e., nongovernment, non
institutional) manufacturing and service sectors and found high levels
of willingness to employ elderly persons, whether in continuation past
retirement age of their current employment or as new employees.
Moreover, some 72$; of the firms studied were in fact employing elderly
persons. Thus the available data and findings are not mutually
consistent, and the discussion awaits analysis using more comprehensive
data.

The work at older ages of members of collective settlements, the
kibbutzim, has probably been more extensively studied than any other
example or program of work of the elderly in Israel. And, as Habib

)1984) has noted, it provides an interesting example of the
application of a more enlightened employment policy with respect to
older workers and is, at the same time, suggestive of what the
potential for the employment of the elderly may really be. More than
gc^ of elderly kibbutz members are working, and the kibbutz is
committed to ensuring work for elderly members. But they may reduce
their hours of work beginning at age 55, and are released from

compulsory participation in certain obligations (such as kitchen duty,
night work, guard duty at night, and so forth) at age 65, and are no

longer obligated to work (though maintaining a right to work) after
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age 70 (Atar, 1983, cited by Habib, 1984a).
Kibbutz members typically change jobs between ages 4055, and

again between ages 5570, with some evidence that the latter round of
job changes is connected to age, stamina, and health related factors.
The principle of job rotation in the kibbutz, a prominent part of
collective settlement ideology, is also supportive of the agerelated
job shifts; it is a kibbutz norm that experienced and older members

step down from leadership and managerial roles in favor of younger
members. Thus, as Habib (1984a) has noted, the kibbutz environment
facilitates the commitment to continued employment because it is not
necessarily associated with maintaining a particular position in the
job hierarchy.

7. Employment of Older Workers, Retirement, and Postretirement
Employment Practices Among Israeli Employers
with the exception of some provisions for extra holidays, the

employment conditions of older workers in Israel are neither regulated
by law nor governed by collective agreements, but rather, they are
generally subject to the discretion of employers. In a relatively
early pioneering study of problems of employment after retirement age,
Avineri (1974) pointed out the absence in Israel of any law regulating
employment of the elderly or retired and the fact that collective
agreements in Israel do not cover, for the most part, the employment

of retired workers. At this writing, this is still the case in Israel
(0ri, 1988). Moreover, for the most part, retired persons cease to be
members of their trade unions upon retirement. Therefore their rights,
entitlements, and conditions of employment or reemployment are often
not protected in collective agreements, and they and their interests
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are not represented by the trade unions.
On the other hand, retirement age and pension entitlements are

determined by law for workers in the public service and covered
elsewhere by industrywide and sometimes nationwide collective
agreements or compacts. Civil servants are required to retire at age

65, except insofar as the Civil Service Commissioner, with the
agreement of the Civil Service Commission and of the employee, may

extend employment beyond that age (Shnit, 1980). There are also
legally mandated retirement ages for military personnel. In most
collective agreements, and consistent with the arrangements of the
largest pension funds, the mandatory retirement ages which previously
were 60 and 65 for women and men respectively, are now 65 for both
sexes, though women have the option of receiving a pension as early as
age 60 (Avineri, 1974; Habib and Matras, 1987). Pension entitlements
of public servants, which are financed by general revenues, are
'retirementtested', i.e. reduced if the beneficiaries are reemployed
and earn more than specified amounts of income. If the employee
continues to work parttime beyond the conventional retirement age,
his or her pension is calculated on the proportion of the job that was

pensioned (Nachman, 1988). Pension entitlements of other employees
financed by the trade union funds or by fully funded private pension
schemes may or may not be retirement tested. Retirement benefits paid
by the National Insurance Institute to women are retirement tested
until age 65, and those paid to men are retirement tested until age

70. For workers whose wage income is less than 50$; of the national
average wage, payment of National Insurance Institute pensions begins
at age 65 to men and at age 60 to women; those earning higher income
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qualify for Nil pensions only at age 70 or 65, for men and women

respectively. Persons with property income amounting to, but not more

than, 10C^ of the national average wage are entitled to Nil pensions
at ages 65 (men) or 60 (women) (Nachman, 1988).

There has been some interest in the attitudes of employers to
continued employment of older workers. Hendels (1982) investigated
the perceptions of industrial plant managerial staff of the
capabilities and work performance of the older workers he studied in

the same plants. He found that high percentages of the managers tended
to report that, compared to younger workers, older workers produced
higher quality output(b6%) , are better able to fill positions of
responsibility (62%), have lower absenteeism (63%), have fewer work

accidents ( 54% ), have greater work responsibility ( 84% ) and greater
work commitment (73$;), and are better able to get along with
supervisors (56%). On the other hand, the older workers are perceived
to be less able to perform physical activity (76%), less able to work

at a rapid pace ( 59% ), less able to adjust to work changes ( 6^) , and
less able to learn new things (66%). Biber (1986) found that managers

in the plants she studied perceived older workers to have less
absenteeism ( 73%) , have more commitment to work ( 69% ), be better able

to fill positions of responsibility (53^, and better able to deal with
supervisors and supervision ( 5^) ; but older workers are perceived to
have less ability to learn new things in the work setting (73%).

Employers, firms. and organizations in Israel vary broadly with
respect to the actual policies and practices concerning continued
employment or retirement of older workers. In a survey covering some

248 employer firms and organizations, Bergman (1979) found three
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general types of retirement policies:
i. Firms and organizations with rigid retirement policies: These

comprised some 23% of the total of the organizations analyzed, and
they are characterized by compulsory retirement at a fixed age,
with no exceptions entertained or allowed.

ii. Firms and organizations with flexible retirement policies: These
comprise some 733; of the total, and they include organizations
with compulsory retirement at specified ages but with exceptions

allowed (55% of the total); organizations in which workers could
continue in employment as long as they are able, and retire
thereafter (15% of the total); and organizations in which some

groups or categories of workers could continue in employment at
their choice or discretion while others are obliged to retire at
fixed ages ( about Zh of the total ).

iii. Firms and organizations with no clear retirement policies at all,
comprising about 4% of the total of the organizations analyzed
and including mostly quite small organizations. Unfortunately,
the 248 employing firms and organizations surveyed comprise less
than onethird of the 788 firms initially approached, and there is
no analysis of the possible bias introduced by the selectivity of
the responses.
Biber (1986) reported on the distributions of Jerusalem firms'

managerial staff reports of the degree of rigidity or flexibility in
retirement policies and practices in their organizations . About 103; of
the managerial staff reported rigid compulsory retirement at fixed
ages; almostthree fourths (723;) reported compulsory retirement at a

fixed age, but with frequent exceptions and variations; and 18%
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reported that some of the work force in their organizations were

obliged to retire at a fixed age and others are able to continue at
will. But this distribution, as well, does not necessarily reflect a

distribution of employing firms and organizations with respect to
retirement practices, since there are varying numbers of managerial
staff in the different firms and organizations; and indeed some in the
same firms gave either conflicting accounts of the policies and

practices in their firms or else accounts indicating withinfirm
variations in policies and practices.

8. Policy Questions and Frameworks for Policy Analysis
Although labor force participation and employment in later life

have been and remain more frequent in Israel than in countries of
Western Europe and North America, recent trends point to more

pervasive and progressively earlier retirement, to increases in part
time employment, and to reduction in job and career opportunities for
older workers. At the same time, the number of older persons in the
population has been increasing dramatically. And in particular, the
number of middleaged and older persons with favorable language,
educational, and occupational skills, and with extensive work

experience in Israel has increased rapidly by comparison with the
recent past, during which the middleaged and the elderly were largely
an immigrant population.

In a free society and in an open labor market, individuals are In
principle free to be economically active, and to seek and retain
employment as long as they please, or as long as they are able But in
fact the policies of the state, of employers, and of trade unions
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/ affect and impinge upon individual labor market and employment

behavior. There are basically six categories of policy questions and

issues which bear upon the patterns and duration of employment in
middle and later life beyond, as well as in interaction with the
wishes and capabilities of individuals reaching the relevant ages.

These revolve about (i) retirement age, and whether it be mandatory or
flexible; (ii) levels of retirement income and benefits; (iii)
retirement testing of pension income entitlements; (iv) age
discrimination (or affirmative action) in employment and career

opportunities; ( v) flexible or speciallydesigned employment and job
options; and (vi) trade union or alternative representation and

advocacy for older and retired workers.
The types of policies adopted, operating, and affecting

individual behavior and state and organizational actions typically
evolve in complex ways and by sporadic steps. They are not always
well understood, and their effects are sometimes not mutually
consistent. Moreover, they must be analyzed, evaluated, and

periodically reconsidered in the light of their bearing on several
different kinds of interests and concerns in Israel. These include
)i) the wellbeing of the elderly and their families; (ii) use of
experienced and potentially productive labor to enhance the output of
goods and services; (iii) the cost to the economy of income

maintenance provisions of retired persons; and (iv) the advantages to
employers of availability of a trained and experienced labor force on a

flexible and possibly lesscostly basis. These are examples of
considerations which would appear to favor measures and policies
encouraging and promoting extension of employment at older ages, delay
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of retirement, and expansion of postretirement job opportunities
(compare Blass, 1981). But additional interests and concerns include
the possible bearing of policies on (v) levels of employment or
unemployment in the labor force; ( vi ) levels of wages in the economy;

( vii ) efficiency, productivity, or competitiveness of the economy or of
individual parts, sectors, or firms; and (vii) the stigmatization of
retirement in the absence of mandatory retirement norms and provisions,
or alternatively, the stigmatization of continued employment under
strong mandatory retirement norms and provisions. Such analyses and

evaluations must command a high priority in the Israeli research and
policymaking community today.

An earlier companion paper (Matras, 1988) noted that the
assessment of the effects of programs and innovations intended to
encourage and facilitate extension of worklife poses great
difficulties. Information upon which analysis of labor force
participation and employment in entire communities or societies is
based, typically does not include details of retirement status or
pension income entitlements. Moreover, it is difficult to associate
persons employed with some specific program or category of employment

programs or policies, both currently and at some initial point in the
job history. Finally, the choice and measurement of the outcome

criteria which are to be adopted in assessment of such programs and

innovations are difficult and controversial.
The earlier paper included some of the purposes, views, and

analyses of the need for extended employment. These were cast in
terms of 'needs' of the elderly themselves, 'needs' or economic
constraints of the society, and 'needs' or opportunities for employers.
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The outcomes of any specific program or category of programs may be

> formulated and measured differently in accordance with the kinds of
'needs' it is presumed to address; and the alternative versions of
outcomes need not necessarily converge. Thus, under a regime of
adequate and satisfactory entitlement and provision of retirement
income, the 'needs' of the middleaged and elderly for extended or
renewed employment are 'quality of life' and social role and status
needs, rather than income needs; and a program or innovation
successfully addressing the latter type of needs is not necessarily
adequate to address the former. Thus, assessment of such programs or
innovations, and policy discussion and activity based on such

assessment, presumes some minimal consensus concerning the purposes of
the programs and the 'needs' to which they are to be addressed. In
Israel the discussion of such needs and of proposals, programs, and
policies for addressing them by extending employment in middle and
later life must now begin in earnest.

37



REFERENCES

Avlneri, D. 1974. Concerning the Problem of Employment After
Retirement Age. Preliminary Summary. National Insurance
Institute, Research and Planning Section, Jerusalem. (Hebrew)

Avner, U. 1975. Factors of Change in the Patterns of Work and
Retirement Among the Israeli Jewish Elderly. Paper presented at
the 10th International Congress of Gerontology, June, Jerusalem.

Bergman, S. 1979. Attitudes of Employers to TheirWorkers '
Retirement and Preparation for Retirement. Survey, 197678.
Brookdale Institute of Gerontology, Jerusalem. (Hebrew)

Biber, A. 1986. Attitudes of Older Women to Work and Retirement.
Summary Report. Brookdale Institute of Gerontology, Jerusalem.
(Hebrew).

Biber, A. 1988. "Gender Differences in Attitudes Toward Retirement in
Israel". In: Early Retirement  Approaches and Variations: An
International Perspective. Bergman, S.; Naegele, G.; and
Tokarski, W. (eds.), Brookdale Monograph Series, Jerusalem.

Blass, N. 1981. "Mandatory Retirement  Analysis of a Social
Problem". Gerontologia 2:320. (Hebrew)

Davis, Y. 1983. "Discrimination Against the Elderly in Employment".
Gerontologia 2526: 1020. (Hebrew)

Doron, A. 1979. Social Services for the Aged In Eight Countries.
Brookdale Institute of Gerontology, Jerusalem.

Gafni, A. 1979. "Employment Problems of Older Workers". Avoda
u'Bituach Leumi 31:5152. (Hebrew)

Habib, J. 1984a. Population Aging and Israeli Society. Paper
presented at the Conference on Societal Aging in the United
States and Europe, June, Bellagio, Italy.

Habib, J. 1984b. Perspectives on the Elderly in Israel. Discussion
Paper S2084. Brookdale Institute of Gerontology, Jerusalem.

Habib, J. 1986. Job Satisfaction Over the Life Cycle. Paper
presented at the 3rd Symposium of EBSSRS/IAG, April, Jerusalem.

Habib, J.; and Matras, J. 1987. "On Trends in Retirement in Israel".
In: Retirement in Industrialized Societies. Markides, K.S.; and
Cooper, C.L. (eds.) John Wiley £ Sons, London.

Habib, j.; and Matras, J. 1987. Role and Activity Profiles of
Middleaged and Elderly Israelis: First Findings of a National
Survey. Paper presented at Future of Adult Life  FirstInternational Conference, April, Leeuwenhorst, Netherlands.

38



י

Habib, J.; Spilerman, S.; et al. 1982. The Aging Worker and the
Quality of Work life inIsrael . Discussion Paper D7682.
Brookdale Institute of Gerontology, Jerusalem. (Hebrew)

Habib, J.; and Steigman, N. 1984. "Social Gerontology in Israel". In:
Social Gerontology Research in European Countries  History and
Current Trends. Amann, A. (ed. ) German Centre of Gerontology and
LudwigBoltzman Institute of Social Gerontology and Life Span
Research, Berlin and Vienna.

Hendels, J. 1982. The Older Worker in Industry. General Federation
of LabourHistadrut, Economic and Social Research Institute, Tel
Aviv. (Hebrew)

Israel Central Bureau of Statistics (CBS). 1977. Labor Mobility
Survey, 1974. Special Series No. 544. Jerusalem.

Israel CBS. 1982. "Retirement Insurance By Employers". Statistical
Bulletin ofIsrael SupplementNo. 3, 4988. Jerusalem. ( Hebrew )

Israel CBS. 1983a. Statistical Abstract of Israel 1983,34.
Jerusalem.

Israel CBS. 1983b. Use of Health Services Survey, 1981. Special
SeriesNo. 717. Jerusalem.

Israel CBS. 1984. Labor Mobility Survey, 1980. Special Series No.
749. Jerusalem.

Israel CBS. 1985. Survey of Elderly Persons in Households, 1982.
Special Series No. 754. Jerusalem.

Israel CBS. 1988. Labor Force Surveys, 1985. Special Series No.
801. Jerusalem.

Israel CBS. 1989. Labor Force Surveys, 1987. Special Series No.
848. Jerusalem.

Israel CBS. 1989a. Supplement to the Monthly Bulletin of Statistics
Labor Force Surveys, 1988, Vol. 40. Jerusalem.

Israel CBS. 1989b. Survey of Persons Aged 60 and Over  1985.
Special Series No. 840. Jerusalem. (Hebrew)

Lieber, N.; and Cohen, E. 1978. Survey of Employment of the Aged.
Ministry of Labor and Social Affairs, Occupational Analysis
Section, Jerusalem. (Hebrew)

Matras, J. 1989. Proposals, Programs, and Policies for Extending
Employment in Middle and Later Life. Brookdale Institute of
Gerontology, Jerusalem.

39



Matras, J.; Noam, G.; and BarHaim, I. 1979. Patterns of Employment
and Retirement of Middleaged and Aged Jewish Males In Israel
196974. Discussion Paper D4179. Brookdale Institute of
Gerontology, Jerusalem.

Myles, J. 1987. Decline or Impasse? The Current State of the
Welfare State. Carleton University, Ottawa.

National Council on the Aging. 1981. Aging in the Eighties: America in
Transition. A Survey by Louis Harris and Associates, Inc., The
National Council on the Aging, Inc., Washington, D.C.

OECD. 1979. Demographic Trends, 19501990. Paris.
Ori, N. 1988. Personal Communications.

Parnes, H . S . ; et al. 1985. Retirement among American Men. D.C. Heath
and Co., Lexington, Mass.

Schulz, J. J. 1985. The Economics of Aging (3rd Edition). Van
Nostrand Reinhold Co., New York.

Shnit, D. (ed.) 1980. Rights of the Elderly in Israeli Law. Ministry
of Labor and Social Affairs, Pensioners and Elderly Authority,
Jerusalem.

Shnit, D.; and Eran, M. 1981. Age Discrimination AgainstJobseekers .
General Federation of Labor and University of Tel Aviv, Institute
for Social and Economic Research, Tel Aviv. (Hebrew)

Sicron, M. 1986. "Employment and Retirement of the Elderly in
Israel". ScriptaHierosylemitana ♦ Hebrew University, Jerusalem.

Zipkin, A.; and Morginstin, B. 1989. Income Patterns Among the
Elderly inIsrael . Survey No. 63. National Insurance Institute,
Jerusalem.

40



דיו דפי דיוו דפי דיון 1D1 י

די דפ1 דיון דפי דיון
הזיקנה ובגיל הביניים בגיל בישראל תעסוקתיים ומעברים תעסוקה

מטרס יהודה

ישראל ג'וינס
לגרונסולוגיה ברוקדייל מכון

וחברה אדם והתפתחות

13087 ת.ד. גבעתג'וינס
91130 ירושלים

ד90181



t I

BRD18190
^P'oymentandemp(oymenttransit1.onsam

miiiiljiui
/ 001824633856

המכון
הוא וחברה אדם והתפתחות בגרונטולוגיה ולחינוך לניסוי למחקר, ארצי מכון הוא
יהודי של המאוחד הסיוע (ועד האמריקאי הגיוינט במסגרת ופועל ב1974 נוסד

ישראל. וממשלת בניויורק ברוקדייל קרן של בעזרתן אמריקה),

חילופיים פתרונות להן ולהציב חברתיות בעיות לזהות המכון מנסה בפעולתו
להגבירשיתוף הוא מיעדיו אחד בכללם. הסוציאליים והשירותים הבריאות בשירותי
כדי בקהילה ופעילים ציבור עובדי והממשלה, מהאקדמיות מומחים של הפעולה

למעשה. הלכה מחקר מסקנות מימוש לבין מחקר בין לגשר

דיון ד0*

מקצוע אנשי של להתייחסותם ומתפרסמים המכון מצוות חברים עלידי נכתבים
המשתתפים ציבור, ונבחרי ציבור עובדי וההתנהגות, החברה במדעי ומתמחים

החברתיים. והשירותים המדיניות של בעיצובם

לשם לאומית חשיבות בעלות חברתיות לסוגיות לב תשומת להפנות היא הכוונה
t . החברתיים. והשירותים ההסדרים המדיניות, של לקידומם הציבורי הדיון העשרת

כוונה וללא המחברים או המחבר של הם בדפים המוצגים והמסקנות o>NSD>on
למכון. הקשורים אחרים פרטיםיוגופיס של או המכון של אלה את ליצג
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במעברים וכן ובתעסוקה כפרישה בארץ הרווחות שונות מגמות נסקרות זו בעבודה
של עמדות לגבי ממצאים מובאים כן כמו וכזיקנה. הביניים בגיל תעסוקתיים

עומדים אנו ולפרישה. המבוגר כגיל לתעסוקה הנוגע בכל מעסיקים ושל עובדים
ושל תעסוקה של נבחרים ובהיבטים העבודה בכוח בהשתתפות הרווחות המגמות על
של ואפשרויותיהם ושאיפתם ההכנסה הלימות בעבודה, רצון שביעות כולל פרישה,

הפעולה דפוסי נדונים חדשה. בעבודה להתחיל או כעבודה להמשיך מבוגרים עובדים
סיכום מובא לבסוף מבוגרים. עובדים להעסקת כאשר בישראל המעסיקים של והעמדות

מדיניות. לניתוח ומסגרות מדיניות בעיות של

יותר גבוהים נמצאו ומעלה 55 בני גברים כקרב העבודה ככוח ההשתתפות שיעורי
ירידה חלה האחרונים העשורים בשני אולם אחרות, מתועשות בארצות מאשר בארץ
היו בישראל המבוגרות הנשים בקרב ההשתתפות שיעורי אלה. בשיעורים דרמטית

בשיעור הדרמטי הגידול עקב הקרוב כעתיד יגדלו שאלה ייתכן אך נמוכים,
של העתידיות שהמגמות להניח יש צעירות. נשים בקרב העבודה בכוח ההשתתפות
בקרב המשכילים בשיעור העלייה מן יושפעו פרישה ושל העבודה בכוח השתתפות
הזכאים בשיעור ומהגידול בישראל והתחנכו שגדלו האנשים ובשיעור הקשישים

ויגדל יקטן; התלויים ומספר יותר קטנות תהיינה המשפחות כנוסף, מלאה. לפנסיה
לפנסיה. זכאים והם בעבר עבדו הנשים וגם הבעלים גם שבהן המשפחות שיעור

רצון שביעות של יחסית גבוהה רמת התגלתה בישראל המבוגרים העובדים בקרב
רוב עבודה. להחליף כוונה או רצון כל להם שאין מדווחים ורובם מהעבודה,

מכין יחסית מעטים אך הפרישה, לאחר לעבוד רצונם את מביעים המבוגרים העובדים
מעסיקים עבודה. לחפש או לקבל נכונות הביעו עובדים ושאינם שפרשו העובדים
שקיימות בכך מכירים הם כי אם חיובי, כאור מבוגרים עובדים רואים ומנהלים
כולל גמישים, פרישה נוהלי קיימים הפירמות ברוב מסוימות. פיזיות מגבלות

רב מקום בהם יש למעשה אך להלכה, פרישתחובה הסדרי קיימים שבהן רבות פירמות
המוכגרים. העובדים של תעסוקתם ולהמשך לסטיות לחריגים,

יש אשר למדיניות, הנוגעות וסוגיות שאלות של בסיסיות קטגוריות שש קיימות
המאוחרים ובגילים הביניים בגיל התעסוקה ומשך התעסוקה דפוסי על השלכה להן

ההכנסה רמות (ב) גמיש; או מנדטורי להיות עליו ואם  הפרישה גיל (א) יותר:
אפליה (ד) הפרישה; בעת לפנסיה הזכאות בדיקת (ג) הפנסיה; בגין וההטבות

ועבודה תעסוקה אפשרויות (ה) עבודה; ובהצעות בהעסקה גילית) העדפה (או גילית
מבוגרים לעובדים המקצועיים באיגודים ייצוג (ו) "תפורות"; או גמישות

המשפיעה כיום, המתבצעת המוינייות עלפירוב, זכויותיהם. על והגנה ולפורשים

. ו



בצורה מתגבשת והכללארגונית, הכללארצית הפעילות ועל הפרט התנהגות על
את להבין שלא יכולים המדיניות, מעצבי או החוקרים, סדירה. ובלתי מורכבת

עם אלה אחד בקנה עולות תמיד אינן הללו הצעדים של וההשלכות הננקטים, הצעדים
השפעתם לאור פעם מדי מחדש ולבדקם להעריכם, לנתחם, צורך יש כן, על יתר אלה.

רווחת (א) כגון: בישראל, ובעיות אינטרסים של שונים סוגים על האפשרית
בפוטנציה ויצרני מנוסה עבודה כוח ניצול (ב) משפחותיהם; וכני הקשישים
הכנסה הבטחת בגין המדינה לקופת העלות (ג) והשירותים; הייצור לשיפור

מיומן זמין, עבודה מכוח להפיק יכולים שמעסיקים היתרונות (ד) לפורשים;
שיש נראה אלה מעין שיקולים לפי יותר. זול גם ואולי גמיש בסיס על ומנוסה,
בגיל התעסוקה הרחבת את ומקדמים המעודדים ומדיניות צעדים בנקטית כדאיות
אולם, הפרישה. לאחר לעבודה האפשרויות ובהרחבת הפרישה, בדחיית המבוגר,
עליהם, להשפיע יכולה הננקטת שהמדיניות נוספים, ובעיות אינטרסים קיימים

(ז) במשק; השכר רמת (ו) העבודה; בכוח והאבטלה התעסוקה רמת (ה) והם:
או שונים, במגזרים ממנו, בחלקים או במשק תחרותיות או פריון, יעילות,
וחוקי פרישה נורמות בהעדר לפרישה שתתלווה הסטיגמה (ח) שונות; בפירמות
אם תעסוקה בהמשך כרוכה שתהיה הסטיגמה לחילופין, או, מנדטוריים, פרישה
שקהילת לכך לדאוג יש מנדטוריות. לפרישה חמורים ונוחלים נורמות יונהגו

גבוהה. עדיפות אלה מעין ולהערכות לניתוחים תעניק בישראל והמדיניות המחקר

תודה דברי

ולחוה ברגמן לשמעון שרמן, למיילד. נועם, לגילה חביב, לגיל, להודות ברצוני
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