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Abstract
Background: Due to the global demographic change, a larger amount of people will need to work until an
older age, and organisations and enterprises need to make measures in order to facilitate an extended
working life. The aim of this study was to investigate and �nd out organisational measures and
suggestions to promote and make improvements for a healthy and sustainable working life for all ages in
an extended working life.

Methods: The data of the text analysis in this qualitative study was collected through focus group
interviews and individual interviews including 133 participants: employees 55- 72 years (87), �rst line
managers (33), trade union representatives (6), HR-professionals (7).

Results: This study has identi�ed various suggestions for measures and actions that would increase the
employees’ ability to cope in working life until an older age. The measures have been sorted into different
themes: to promote a good physical and mental work environment; to promote personal �nancial and
social security; to promote social inclusion and social support in the work situation; and to promote
creativity and intrinsic work motivation, i.e. based on the spheres of determination in the theoretical
swAge-model.

Conclusions: Based on the study results a tool for dialogue and discussion on employee work situation
and career development has been developed, and attached to the article. Regular conversations,
communication and close dialogue are needed and are a prerequisite for good working conditions and a
sustainable working environment, as well as to be able to manage employees and develop the
organisation further. The identi�ed measures need to be taken care of regularly throughout employees’
entire working life, in order to enable a healthy and sustainable working life for all ages.

Introduction
The working population is ageing in many countries. A larger number of people need to keep working in
order to maintain the welfare system in a sustainable economic manner [1]. The challenge is how to
enable and incentivise people to remain in working life until an older age [2]. It is of great importance to
discuss and explore organisational measures with the intent of enabling people to participate in working
life for longer, since several countries and societies plan to postpone the retirement age. Therefore, the
demographic shift and its’ challenges and opportunities are of special interest for societies, and require
the implementation of policies and measures to help people stay healthy and active until an older age.
However, the attitudes towards the extension of working life seem to differ at different levels in the
societies. Earlier studies and a theoretical model on sustainable working life for all ages (the swAge-
model) state the following nine determinant areas that in�uence whether people can and want to work
and be part of the labor force until an older age, and to promote a healthy and sustainable working life for
all ages [3-6] (Nilsson, 2003; Nilsson, 2005; Nilsson et al 2011; Nilsson, 2013; Nilsson, 2016a; Nilsson
2020): 1) Diagnoses and self-rated health; 2) Physical work environment; 3) Mental work environment; 4)
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Working hours, work pace and time for recuperation; 5) Personal �nances; 6) Personal social
environment; 7) Work social environment; 8) Work task satisfaction and the possibility of meaningful
activities; 9) Knowledge, skills and access to skills development. However, the organisations and
enterprises need to perform and implement sustainable measures and strategies in order to make an
extended working life possible for a larger number of individuals [3-10]. Due to what we know and could
�nd by reviewing literature on the subject, there is a limited number of earlier studies and knowledge on:
how organisations and enterprises can and wish to perform measures and strategies for a healthy and
sustainable extended working life.

The aim of this study was to investigate and �nd out organisational measures and suggestions to make
improvements for a healthy and sustainable working life for all ages in an extended working life.

Methods
The research design was decided to be qualitative, in order to provide an in-depth investigation of the
organisational measures and strategies that can promote a healthy and sustainable working life until an
older age. The research question is one of complexity and involves different contexts in the organisations
and enterprises. Therefore, in order to examine the research questions in a better way, the data was
decided to be collected through interviews.

Study population:

To maximise the number of participants according to heterogeneity, the recruitment sites included
individuals of different sex, different positions and professions, from work domains in both female and
male- dominated workplaces and both from the public as well as the private sector. The total study
population consisted of 133 participants, including: �rst line managers, elderly employees (55-72 years of
age) in both blue- and white-collar professions, trade union workers, and human resource personnel
(Table 1). The elderly employee occupations were nurse, nurse assistant, physician, social worker,
medical secretary, carpenter, construction worker, concrete worker, engineer, technician, mechanic,
installer, electrician, salesperson and farmer.

Table 1. Distribution of the study population.
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Participant group Number of participants Number of focus
group interviews
within the group

Number of
individual
interviews within
the group

  Total Women Men    

Employees 55- 72 years 87 42 45 14 22

First line managers 33 15 18 8  

Trade union employees (two of
whom were also safety
delegates)

6 2 4 3  

Human resource personnel 7 3 4 3  

Total 133 62 71 28 22

The participants were recruited in different ways. 105 of the informants were recruited through a
snowball selection at organisations and enterprises. The human resource managers at the organisations
and enterprises were informed through phone by the researcher and questioned whether the organisation
or enterprise was interested in participating in the study. The human resource manager in turn directed
the question of participation to the management in the organisation and for volunteers at different levels
in the organisation who were interested in participating in the study. However, the sample of informants
was voluntarily collected after the researchers invited their workplace to participate in the study and the
organisation and the enterprise had accepted. A letter with information about the study was distributed
through the contacts at the organisations and enterprises. The contact person informed people with the
desired pro�le of participation and further handed the information letter on. The presumptive participants
then gave their consent to participate or rejected participation. Additionally, 61 participants from an earlier
work environment study conducted within the research group, were contacted by mail and received
written information about the study with an invitation to participate in the study and to be the subject of
an interview. 22 individuals responded and received further information on the study and the participation
by phone and were asked to participate. Of those all accepted and gave consent to participate in the
interview and in the study. The participants from the trade unions were invited in another way. The
researcher e-mailed written information about the study directly to the trade union with an announcement
and invitation for interested participants to volunteer and participate in the study. The contact person
informed people and handed the information letter on further. The sample of presumptive participants
was voluntarily collected and subsequently gave their consent to participate in the interview and in the
study.

Data collection:

The majority of the data was collected through focus group interviews including in total 111 informants.
Focus groups are suitable for obtaining knowledge about perceptions and beliefs regarding a speci�c
topic [11,12]. The purpose of a focus group interview is to stimulate and start a dialogue between the
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participants to an open discussion within the scope of the study topics [13]. The focus group sessions
included 2-7 participants from the same organisation or enterprise. The focus groups consisted of
individuals in the separate positions of: �rst line managers and human resource personnel; elderly
employees (55-72 years of age); trade union workers (Table 1). Two of the trade union workers (one man
working at a construction enterprise and one woman working at a health care organisation) were also
safety representatives, with the opportunity to stop work immediately if any risk or safety issues occurs in
the workplace. The interviews were carried out in neutral and calm surroundings at the respective
workplaces. Each interview session had a duration of 1½ - 2½ hours and all of the discussions were audio
recorded and transcribed, though with the identity of the interviewees hidden. However, due to time
schedule issues and logistic problems, the interviews with 22 of the informants were individual
interviews. Individual interviews are intended to provide a deeper understanding and knowledge about the
individuals’ own subjective experience and perspective of their situation [13]. The individual interviews
took place in the informants own homes, more speci�cally at the dinner table in their kitchens. Each
interview session took 1½-2 hours and all of the discussions were audio recorded and transcribed, but the
identity of the interviewees was concealed.

Analysis:

All the interviews were analysed together through text analysis method, more speci�cally deductive
content analysis, in order to crystallize the relevant parts of the collected data. Deductive content analysis
is a suitable choice when an existing theory involves the application of conceptual categories in the
analysis of a new context [14]. Deduction can be said to constitute a conclusion from the general to the
individual. The deductive content analysis increases the deductive approach by using theories and
knowledge from previous research to re�ne, and possibly extend, a theoretical framework [15].
Additionally, in the content analysis any text that does not �t in the existing theory or the prede�ned
categories gives new codes and is analysed to verify any new category. Thereby content analysis also
has an inductive approach.

The analysis in this study was performed in several steps. The analysis started by constructing a
formative categorization matrix with four pre-set categories based on theories and the determinant
spheres in the swAge- model [3-5]. In the next step of the analysis, all the interviews were read together as
one text to make sense of the whole. In order not to miss anything of importance this was done two
times. In the third step of the analysis, speci�c interesting parts were marked in the text and colour coded.
In the fourth step of the analysis, those colour coded text parts were put together and given codes. The
codes were then grouped and categorized according to their meanings, similarities and differences and
linked to the predetermined categorizations in different themes and sub-themes showing the reappeared
basic ideas typical of the participants’ descriptions. The presentation of the �ndings in the following
result section of this paper is based on the four predetermined themes based on the determinant spheres
of the theoretical swAge-model.

Results
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The result of measures and strategies to highlight in the organisational work, in order to make
improvements for a sustainable extended working life for all ages, are presented in the following themes:
Measures for the work environments health effects; Measures for personal �nancial security; Measures
for social support and inclusion; Measures for execution of work tasks.

Measures for the work environments health effects

Measures to consider the effect of biological ageing related to employee’s health and risk assessments in
the systematic work environment management

The interviewees in all of the varying occupations participating in this study stated that areas of
importance, that decreases the possibility of an extended working life, were physical and mental health
problems. The interviewees describe that a high level of physical and mental demands for a duration of
years in a problematic work environment usually leads to physical health problems, especially in the last
year of the employment. One HR-personnel stated: "I think that you can perceive a big difference after the
age of 60. You lose very much then. Mostly physically. That you cannot be bothered, you are tired. It is
hard to work in health care." A trade union representative from the construction industry describes the
health problems associated with increasing age: "There are many employees who can take two
painkillers, both at lunch and breakfast. However, most people go into the bathroom and take them, since
most people do not want to show it. I dare not even speculate how large the use of painkillers is. It can
range from 50% to 10%. If I must be honest it is very extensive." Many interviewees stated the importance
of an action plan for organisational measures in order to examine work environmental risks, take actions
and follow up on the measures and actions. A manager stated: "We need to work with accident
prevention all the time, such as to always wear protective goggles, gloves, and the like. Such things have
of course been an improvement to minor accidents today. But then the second thing, the long process
where you work every day in a physically demanding occupation and eventually you will become
physically worn out in old age. We have not really come up with how to solve this.” However, there are
actually systems on how to continuously manage these work environmental problems in the day to day
work. One manager stated: "If it makes a real impact to work with systematic work environment
management then it is possible that more people can continue to work until an older age, I'd say." To
systematically work towards that the physical and mental work environment becomes healthier and more
sustainable for all ages was stated as important by the interviewees.

An organisational culture that promotes the use of ergonomic aids:

Many of the elderly employees in physically demanding work environments described it as problematic to
keep working due to the physical work environment. The organisational culture regarding the use of
ergonomically correct positions, aids and equipment was described to be changed in the direction to get a
better physical work health. One manager stated: "Younger ones just go for it. They hear well, see well and
feel good. But when they are around 60 they have tinnitus for not using hearing protections when they
were younger. Back pain all the time because when you were 25 you could lift 60 kg, no problem. The
back creaked a bit, but it went well. Then it is too late." One trade union worker said: "We have this macho
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culture: Just go for it!! I have been using the machine every day, year in and year out for ten years and it
went well. I cannot feel my arms today, but it does not matter, just go for it. Then the younger guys think:
If the elderly employees work like that, I should not be weaker. Then they learn the wrong way and the
problem continues." A manager in health care stated that it was obvious to arrange for ergonomic aids in
order to protect and enable the patient, but sometimes the employees were not as good at protecting
themselves and would take their own safety and health for granted. One manager stated: ”It is important
to inform more regularly about accessibility and protection equipment. That it is included as a
requirement. We often focus on the patient, when the patient needs an aid we help them so that they
understand how to use it. But it is also about our own working environment and health.” The interviewees
stated that it was important to instill a positive attitude in order to provide a good and safe work
environment in the entire organisation. Furthermore, that not only the managers, HR-personnel and trade
union representatives have to be aware of this, the employees also need to be educated and take
responsibility regarding their own safety and enjoy a good work environment.

 

Rotation, variation and change of duties to reduce physical and mental demands

Rotation between different work tasks was stated by the interviewees as a measure to reduce health
problems from demanding work tasks and situations at work. One elderly employee said: "I am in favour
of rotation between different tasks, and I talk from my own experience. You lay slabs and lift the stone,
every day, twice a year. You might lift 7-8 tons a day with your body. It takes a devilish toll on the body,
this monotony. Instead, it is better to rotate a little and switch tasks within the work team. It's about
planning, to ensure that the conditions to be able to rotate exist." One manager said: "You need to modify
the task. When you come up to 60 years, you can’t roof a house, you can’t make roof trusses. Then there
are other tasks. One must plan and structure the workplace. -Can we put him in charge of small tasks, or
shall we let him handle the logistics?” To rotate could on the other hand increase fear, insecurity and the
experience of more stress, if the elderly employee was not used to rotate work tasks but only worked with
the same tasks and in the same place. One manager described: “When I started to work here I introduced
the need to rotate on all workstations. Then there were older employees who had di�culty opening the
computer at the new table, even though it was exactly the same kind of computer that also looked exactly
the same. It was not possible to understand how to do it when they left the table where they had stood for
20 years. Some could not even enter their user name. However, after a while it was no problem”. To rotate
work tasks in the work place was also described as both a problem and a solution to reduce problems in
the mental work environment. It could in some aspects be perceived as stressful to move from a familiar
work spot and work tasks to an unknown area, but on the other hand it could be a solution and a
possibility to reduce stress and increase the understanding of the total organisation and towards each
other’s work tasks. An elderly employee stated: “It would have been good to start from the beginning and
to really get around. Many of the staff have to move. They have been in one place for 30-40 years. They
do not know what it looks like at their neighbouring colleague basically. It is very good to walk around
and see what others have it like to appreciate their own, and maybe come back again.” In other words, a
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regular rotation between different work tasks seems to be a good measure in order to promote a healthy
and sustainable working life for all ages.

Effort, information and participation to reduce work stress

The interviewees described a problematic work situation as when there was a great demand on them to
execute their work tasks, even though there were a lot of factors they could not control in their work
situation, effecting their possibility to execute their work tasks. Additionally, there were a lot of
organisational development going on that the employees did not understand or see any possible
objective or bene�ts of based on their own position within the organisation. A trade union representative
said: "There are so many reorganisations and we face a lot of new systems. Our members become much
stressed if they do not understand why there must be a change or because of the novelty of it. You
become frightened and tired of all the new systems /.../ it could be new and changed monitoringsystems,
payroll systems, personnel systems, �nancial systems, planning systems. We need to receive information
and be included in what and why these systems are needed. If they are needed." The interviewees
described that better information and participation within organisational development and changes in
work tasks could increase their understanding of what was going on within the organisation. Therefore,
they suggest more accurately targeted information and participation within organisational development
and work task changes as important measures that could balance the sense of reward and decrease
work stress. The elderly employees also described how they as employees want to experience a sense of
reward for the effort they put in their work tasks, for example words and actions of appreciation from
their managers and organisations, despite work tasks not being satisfactory ful�lled due to
circumstances out of the employees’ control.

Reduce violence and threats in the work situation and brief each other

There are times in the work situation circumstances that can include threats and violence. An elderly
employee in a health care organisation described: “There are some patients who are confused and
demented and who can become violent and �ght. There are also patients with frontal lobe dementia who
become completely personality-changed and pull staff down in bed and try to make sexual encounters.
They can't help it, but it is our work environment and it is stressful to face this every day and having to
defend ourselves.” The situations that include violence and threats need to be decreased if a larger
number of elderly employees, as well as employees of any age, should have a possibility to keep working.
An important measure described by the informants was to have the possibility of brie�ng each other and
talk about possible, perceived and experienced situations and issues in the work situation that include
threats and violence. The possibility of talking about these situations in group and with a supervisor was
described as a much needed measure in order to reduce stress and anxiety regarding new situations
including threats and violence and on how to handle them.

Work Schedule
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Measures regarding the working hours appeared to be important in order to make working life more
sustainable for all ages. An HR-professional said: "Many elderly employees like to reduce the number of
work hours, have shorter work shifts and more �exible working hours to cope and have time to recover."
Flexibility in the work schedule was stated as important for elderly employees’ revitalisation and to be
able to work until an older age. A manager de�ned it: “The possibility of having a little bit more �exible
working hours is one of the most important factors for the possibility to keep working in an extended
working life, as I perceive it.” Though, many stated that �exibility in working hours was impossible in
organisation since it would cause problems in the production line. However, others stated that this was
not true, because it could be done with better planning and organisation of the work tasks. An HR-
professional said: “Many elderly people prefer to work fewer hours because they are unable to cope. I
think younger people would rather work a very long shift and then have time off for two days in the
middle of the week. When you are older, you have changed that view and gained the insight to work more
often but shorter work shifts to cope. We especially saw this in the workplaces where there was an
opportunity to in�uence working hours and schedule. There you could see that younger people worked
much longer work shifts but more rarely. Older people worked more often, though had shorter work shifts,
preferably �ve-hour work shifts”. A trade union worker in a construction enterprise stated that many
elderly employees no longer had the strength needed to work full time and said: "Those who have come
up to 60 years and have physical problems could work part-time, and go down to, say, 75%. If the elderly
employee had reduced their working hours, though worked from 9 to 14 it would not affect the work team
and production negatively at all /.../ In more project-oriented workplaces for example, the staff could work
for 3 months and then have time off for three months". However, the trade union worker also mentioned
that if elderly employees decreased their working hours their pension could be negatively affected, and
therefore many elderly employees do not consider reduced working hours as a possible choice to have a
more sustainable working life. Another important measure described by some interviewees associated to
this was to adapt the work content to the scope of working hours, so that those who work part-time were
not expected to perform full-time work in a less amount of hours.

Work pace

The elderly employees were described to be just as exposed to the demanding mental work
environmental problems as the younger ones, i.e. sometimes they experience an insu�cient in�uence of
own decisions and control on their work situation, and some run the risk of being subjected to threats and
violence. However, it seems to be especially stressful for the ageing employees with high expectations on
their productivity from enterprise/organisation, managers and co-workers when they, due to their
biological ageing and health problems, cannot be as productive in some work tasks anymore. A trade
union worker described this: “There are di�culties in the work team when elder employees are worn out
and cannot perform as good as the other ones. Not to be performing fully anymore and risk dragging
down the contracted work in the work team is stressful for the older employees”. The work pace was
mentioned when it comes to make measures for elderly employees. One manager stated: ”I feel that
those who are 50, 55+, they cannot work in the same work pace of those who are 25-30 anymore."
Additionally, many of the elderly employees stated that they experienced that work was more stressful
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these days and that they could not work in such a stressful work pace any more. Instead they wanted to
work with a fewer number of different work tasks, to have the possibility of focusing and performing
fewer work tasks more properly. Too many work tasks increase the work pace because it also takes time
to switch between different work tasks. An elderly employee in elderly care said: "There are so many work
tasks around that does not have to do with care work at all, and that is stressful. We must document a lot,
write a lot and keep contact with relatives. They pull at you from all directions. We must bake, we must
get food ready, we must organize activities to the accommodation, and we must pack up diapers. We
have to do so many different things, the patients have to wait. The patients complain about that, and
then you get yelled at by the manager for not having time to do the care work.” The interviewees stated
the importance of good quality in the work tasks executed, and not to focus as much on quantity. The
interviewees described that a measure to achieve this was to have fewer tasks and work in a more
comfortable work pace with the possibility to consider and be creative.

Importance of self-care for a sound (occupational) health

The interviewees stated that healthy ageing is about taking care of themselves and their own health.
Some interviewees talked about the fact that individual employees have a responsibility of taking care of
and managing their own health, but that the surrounding attitude, for example in the workplace,
contributed to whether they could and whether they took this responsibility. A manager said: "There must
be a genuine interest in taking care of oneself, because it is not just about exercising, it is also about
eating right and sleeping properly and all those other things that affect how we feel in everyday life". An
elderly employee said: “To get exercise, eat, sleep, and all that in�uences how we feel in our daily lives is
also a part of the working environment”. Some interviewees talk about the signi�cance of physical
exercise, but also about the importance of a healthy diet. The interviewees also stated that people had
better eating habits before, when it was possible to get lunch coupons from the enterprise or organisation
to exchange for lunch. These days this counts as an income bene�t in Sweden and results in increased
taxes for the employees, therefore no enterprise or organisation has this system anymore. However, there
was a greater worry about the younger generations’ possibility of having a sound health. The managers
and elderly employees pointed out that the younger employees were more into eating fast food instead of
maintaining a healthy diet. A manager said: "We have many people who have a coca cola and a
chocolate bun for breakfast. I think it would be a good measure to treat the staff to a good breakfast
when they come here, so they have the energy to work." The manager stated that the young employees of
today will be elderly employees one day, and that if they do not change their diet, they will have great
health problems when they get older. The interviewees discussed that physical activity was very
important to care for the bodily functions to keep mentally and physically healthy. An occupational health
care professional said: “Fitness in some way is essential for everyone to maintain a sound physical and
mental health regardless of desk work or physically demanding work. Exercise either at work or
sponsored by work. Exercise at work could be mandatory, not only for police o�cers and �re�ghters as it
contributes to higher productivity and less sick absence among employees”. A manager said: “I don't
think there's a chance that you will be able to work until a higher age unless you take care of yourself and
your body. It can well be stated that a lot of our employees have physically demanding jobs in health
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care, but who also miscalculate their body if you look at how they maintain their physical exercise and
their diet. It's not good. We do what we can there. We provide information, offer lunch and occupational
health care and tell about the importance of physical exercise, mental recuperation and a well-balanced
diet. That you should exercise even if you have a physically demanding occupation”. Some interviewees
discussed whether measures to develop an organisational culture that promotes self-care and a healthy
lifestyle could be a step on the way to a more healthy and sustainable working life, or if it was to violate
employee integrity and risk of shaming people.

Physical activity, ‘maintenance of functions’, to keep and increase mentally and physically good health

Physical activity was stated as an important measure to keep and increase a physically and mentally
sound health. Making it possible and in addition compulsory to exercise at work and as a part of the work
schedule, was a measure supposed to support a more sustainable working life until an older age. An HR-
professional stated: "I come from the police department and also work quite a lot with �re�ghters. In
those occupations physical exercise and maintenance of their body during working hours is mandatory,
to score their tests and keep up good physics in order to do a good job. But it's almost more tiring and
demanding to work in health care. Health care professionals need to exercise as much as employees in
the police department or �re brigade. It should be equivalent when you save people’s lives. I think that all
physically demanding service occupations need to get exercise at work, as part of the working hours. It
should be a requirement, because it's a safety and work environment issue." An elderly employee said: “I
think it would be good if they would put �tness exercise in the work schedule. I think many do not want to
go away when they get home. They live far from the city where they work. But if they had one hour a week
in their working hours I think, if you put it in, many would feel a lot better because of it, it is actually
perceivable. We see it on our elderly patients’ exercise and raising of their arms every now and then. Just
doing that a couple of times a week makes them feel better. Why can’t the staff do that, without having to
do it in their own leisure time? We get older, as does our shoulders and arms, our body shrink down, it's
really important to exercise. I think most would agree if it was in the working schedule. Don’t you too?
Now that us co-workers exercise for a few hours, and gently move our arms and shoulders, nothing
unusual really, so many have felt good because of it.”

Another elderly employee described that physical activity was not only important for the body but also for
the mind. She said: “You become more alert if you exercise at all, because I know some girls who have
started and never done any before, and they say that they are very energetic: -I can do more than I did
before! And I actually think that you do.” Physical activity and exercise was highlighted by the
interviewees as an important measure to promote a healthy and sustainable working life for all ages.

 

Occupational health services support to prevent work environmental problems and increase good
occupational health.
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The interviewees stated the need of measures to make working life healthier for all ages and to make
working life more sustainable. Some managers and HR-professionals emphasized the need to put the
employees’ wellbeing in their systematic work environmental management in order to handle an extended
working life. Someone said: "When we do our safety rounds and look over tools, activities, etc. we can
also look over the employees’ physical and mental possibilities to work". However, the HR-professionals
and managers further stated the need of professional help on how to decide on and implement the
measures. An HR-professional said: "I think we need to take more action when I see the injuries that
employees have today. This will be intensi�ed if we do not begin to make measures in the working
environment and work situation now. That must be reasonable in some way, if we expect that elderly
employees will perform and deliver until an older age in the same way. Perhaps measures for
physiotherapeutic rehabilitation. It is not only the somatic part. It is so easy to decide on and take
physical action. But it can also be mental. It should not be forgotten. This second part is more di�cult to
work with. We have occupational health services that we can turn to for help with it, but maybe we also
should have something in the administration that we can turn to." As the HR-professional describes the
manager has a lot of tasks and responsibilities, and they cannot be experts on everything. Therefore, they
need to include other professions and experts to take care of some of the measures in order to make the
work situation healthy and sustainable for employees belonging to different age groups.

 

Summary:

The participating interviewees stated that an awareness of employees ageing in their systematic work
environment control management and strategy in the daily work at the organisation or enterprise was an
important strategy for a sustainable working to an older age, i.e. an awareness of ageing in the:
investigation of working conditions; in the assessing of risks; in the development of an action plan, when
taking action; as well as an awareness of ageing in the follow up of the results. Other measures to
promote a good and healthy work environment that supports health and wellbeing, and are of importance
for a sustainable working life until an older age were: an organisational culture that promotes the use of
ergonomic aids and tools; rotation and change of work tasks to reduce physical wear; physical activity to
maintain bodily functions and keep mentally and physically �t; the importance of a healthy diet for sound
(occupational) health; and occupational health care support to promote health and prevent physical and
mental injury, illness and stress.

Measures for personal �nancialsecurity

Salary and �nancial bene�ts

One reason to why people work is to receive salary, in order to �nance their life. When we asked the elderly
employees about their reasons to keep working in an extended working life some stated: "For me it's a
�nancial issue. I am not hypocritical about that”. A trade union representative said: "When you work you
have reasonably good �nances. But on the other hand you have less leisure time to do activities than
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someone in retirement. As a pensioner you will have to live with less money, but much more time to do
what you want. It's a balance. When can I leave (for retirement)?" The changes in salary and �nancial
bene�ts are measures that can work both as a carrot and stick for a longer working life.

Measures in the organisations and enterprises work environment to promote continuous employability

In order to be employable, certain things are needed. Therefore, some interviewees distinguish the need of
measures to promote continuous employability, so that elderly employees can provide themselves
through continuing to work until a higher age. A basic necessity is that the employee’s health is su�cient
to work, to be able to participate in working life and to receive a salary. A manager stated: "Elderly people
who are worn out and have a sore neck and shoulders, they get a medical certi�cate that they cannot lift
more than 10 kg. But then we say to that person that we do not have any tasks for them. Because we
have not any work tasks where you do not have to lift at least 10 kg. So then there is no possibility of re-
employment after their injury and sick absence". The interviewees stated that work environment security
in order to reduce risks of occupational diseases, injury, sick absence and disability pension were
important for the individual employee’s employability and the employees’ personal �nances. A manager
said: “20 years ago, people were unable to work until retirement age in this profession. Because back then
you did not have the tools and you did not have the working environment of today. But even today, some
are worn out but have to suck it up and work because they have no choice. Otherwise they will have too
low pensions and have �nancial problems”. Some interviewees stated that the organisations and
enterprises were responsible for the working environment. That when the organisation or enterprise
chooses not to provide safety aids or tools or does not provide enough people for an activity, they should
consider the long term cost of this, since it can cause sickness absence and disability bene�ts in the long
run. A trade union representative said: "In large workplaces, it is easier to provide more people and
protection equipment than in a place where we are two employees, because the price is so bad, we have
not considered the cost of that. So, in those workplaces you have to work harder than one would have
thought. We also have some smaller workplaces in facility work where we do not have access to the work
protection equipment one would need at all times. It is often like that. What to say of the rules of
preparation, it is usually included in larger projects, you need this and that, and then it is part of the offer
and price, etc. That is where the safety representative should object.” The interviewees regarded work
environment safety representatives at the workplaces and their mandate to stop work if there are any
health risks present as an important measure in order to reduce risks in the workplace that could affect
the employees’ health, continuous employability and thereby employee salary and personal �nances.
Some interviewees, mostly managers actually, highlighted the importance of safety protection, and how
injury and sick absence otherwise could cause economic stress for the organisation or enterprise.

Measures to change the organisational culture, to promote and increase responsibility and employees’
use of safety equipment and assistive technology in the workplace

The organizational culture in�uences how one perceives one's work, tasks, as well as the use of aids,
tools etc. Therefore, the organisational culture should promote a responsible and sustainable working life,
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to prevent employees being worn out physically or mentally. It is also important for the staff that the
management show appreciation for their efforts. A trade union representative stated the importance to
make measures in order to change the organisational culture: “We have this macho culture; just go for it! I
have used that machine every day for years and years, ten years and it went well. However, I have
numbness in my arms today, though that does not matter, just go for it! Now I generalize a little. When the
young guys learn, the frail Bengtsson can do it, he is able to, and so am I! Then, for example, we have a
young guy today, he is not yet 30 years of age, who must have cortisone pumped into his arms. Not yet
30 years old! It is too weird that it should be like that /.../ they are 30 - 35 years old and are starting to
have physical problems with knees, back and legs already, and they may not have worked for more than
15 years. After all, it's scary that many of the younger ones can't handle it." Many interviewees working in
physically demanding workplaces expressed the need to change the organisational culture, to use the
aids and tools that were available to avoid being exhausted and unable to work, and subsequently risk
�nancial consequences due to lack of employability. An elderly employee who expressed problems with
the organisational culture said: “Younger people go on just like anyone else. You hear well, look good and
feel good. But around 60 you get tinnitus for not using hearing protection, so it is, sore back because
when you were 25 you lifted 60 kilos no problem, it creaked a little, but it went well. That's what it is like.
Then it's too late.” Opportunities to maintain employability until an older age and to counteract "macho
attitudes" were described as conscious efforts aimed at creating a more favourable organisational
culture. The role of the organisational culture in employability at an older age was expressed, above all,
by managers in the heavy construction industry. A manager stated: “There's a huge focus on working
environment, actually. /.../ It was stated by the executive group management that it is not about money, it
is about well-being at the employees construction site.” A manager stated that acute injuries were reduced
with protection equipment, but that becoming physically worn out seems more di�cult to combat using
physical means: "Now we have introduced to always use protection goggles, gloves and the like. Such
things have been an improvement to minor accidents today of course. But then in the long run, when you
work in a physically demanding profession, you will get worn out eventually". Rotation between different
work tasks was one measure stated of the informants to in some part reduce health problem in a working
environment with heavy physical demands.

Measures to promote and increase employability through continuous competence development

In order to execute work tasks and activities the employees need appropriate knowledge and competence
on how to do this. Many of the interviewees stated the need of continuous knowledge and competence
development in order for the employees to stay employable. However, some managers, and also some
elderly employees, stated that some of the elderly employees do not want to continue developing their
knowledge and learn new things anymore. Although almost every organisation and enterprise develop
due to the ongoing change in the world and societal circumstances. If an employee does not have the
right competence and knowhow in order to their work tasks, they are not employable. A manager stated:
"When there is change in the organisation, which of course it happens for a bit every now and then, if the
employee’s competence does not �t the new tasks, they should be placed somewhere else. Then we try to
get these employees other tasks and locations. We also need to look at what they bring in competence.
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Sometimes an elderly employee no longer has the right skills and training. They are not as employable
anymore". Other interviewees stated that with a broad competence and/or special competence it was
easier for the employee to change work tasks, workplace or occupation if health problems stressed them
to do so. The participating interviewees stated that it was of great importance to take measures to
promote a continuous improvement of competence, personal development and learning of new skills in
order to maintain employees’ continuous employability, and in the long and the short of it personal
�nancial security though the possibility to obtain salary from work.

Summary:

The interviewees stated that measures to promote personal �nancial security for elderly employees were
important to secure their continuous employability. Therefore, measures for work environmental security,
risk assessment and reduction of work injuries are needed in the intention of reducing risks of health
problems, so that employees can manage an entire working life and not be worn out prematurely and
subsequently forced out of working life with less �nancial bene�ts through long-term sick leave, disability
pension, unemployment or premature retirement. Furthermore, continuous competence development is
key, so that elderly employees do not risk being laid off due to lack of �tting tasks because their
competence is obsolete or they lack the skills needed and therefore cannot be relocated with continued
employability and provide for themselves by participating in working life. Some interviewees also stated
the need of a reasonable and su�cient salary development regardless of age.

Measures to promote social support and inclusion

 

Measures to promote a balance between working life and leisure time

Employees have a personal life outside their work. The interviewees describe a need for measures in the
work situation that utilize individual needs, participation and activities with family, leisure time and
hobbies. Many of the elderly employees stated that they were much more tired these days. This fatigue
affected their leisure time, because they had to prioritize rest and recuperation when they did not work. An
elderly employee said: “In the evening when I came home, I did not have the energy to start doing fun
things /.../ I have way too little recuperation. I got a telling-off from my brother last summer; he said that I
never call and never come to visit. I replied that I do not have the energy. After work I go home, cook, eat,
sit on the couch and then I go to bed. /... / Over the years, I feel that the balance has got worse and worse
/.../ We have a little cabin in Falkenberg where we would like to spend some time… But we can’t, because I
don’t have time… I don’t have time to do anything at home.” Being too exhausted to take part in leisure
activities and exercise could cause feelings of embarrassment. An older employee said: “It is like you said
previously, I am so tired. I am almost ashamed sometimes that I don’t have the energy to do anything else
than work and sit in front of the TV. It is like that unless I am off for the whole weekend or something. I
don’t really do anything during the weeks other than work. It almost feels a little bit embarrassing”. Many
of the interviewed elderly employees stated the need of measures to promote elderly employees’ work
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schedules and working hours that, other than work, addresses the need of the individual’s participation in
a personal social environment, leisure activities, family, hobbies and relaxation. Otherwise, many state
that they would prefer to leave working life due to the lack of content in life besides work, and to have a
better possibility of living a full life.

Measures to promote social inclusion in a team

The sense of community in the workplace was described as important in order to create a sustainable
extended working life. Di�culties arose if the elderly employee sensed feeling like an outsider in their
former work team, then they would not want to extend their working lives. A trade union worker said:
"There are no guidelines in the enterprise generally saying that when a skilled employee, coming up to 63,
64 years of age, then it should be done like this. They leave it to the team to redistribute responsibilities.
There will be an outcry: We should not have him in our work team, because he is worn out! He cannot
perform to the piece work! Actually, the piece work is an issue for elderly employees". All the interviewees
stated the importance of the work social environment and measures to promote inclusion of every
individual in a reliable team. To be a part of a social group was stated as important to increase the
willingness to keep working in an extended working life. An HR-professional stated: "Those who
appreciate the social life in their work situation and who have a large social network at work tend to work
for quite some time." An elderly employee said: "I get on well at this job and it feels good. I meet many
nice colleagues and managers who appreciate the effort, so there is no hard consideration to keep
working.“

Another elderly employee said: "One thing that makes you want to come here and work is that you have a
lot of friends and acquaintances. People you meet every day, talk and hang out with.” An organisational
culture with sustainable values allows customization of the work situation. The sense of participating in
something larger than oneself and working with colleagues were stated as important factors to keep
working in an extended working life.

Measures to increase the elderly employees’ status in an occupation and a work team

The interviewees describe that it is key to feel that work tasks and activities are perceived as important
and needed for the productivity and the organisation. Having appropriate resources and equipment to
execute the work tasks was seen as important in order to experience appreciation from the organisation
and the manager. Some productions and professional groups included in the study had received new
work uniforms and were offered training days, which assisted to signal the status and value of the
employees to the organisation. An elderly employee describes: “It was Anna (a manager) who introduced
it. She cared a lot about raising the status of their careers. So they got uniforms that say ‘Cleaning
Department’ on them, and they all got training. A whole week of training. It cost a lot of money, but I think
it made them feel more appreciated." However, the participants describe that male dominated
occupations and work tasks have a higher status within the organisation and were more appreciated than
female dominated occupations. A participant stated: “Men have higher status in organisations. All who
needed got work uniforms that were payed for by the organisation, and they do not have to take them
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home and wash themselves. They have full time work, and also have a higher salary for the same work
tasks”. Some participants describe that this difference in status was part of the fact that a larger number
of women left working life earlier than men. They stated it as an important measure to promote and
increase the status of female dominated occupations and work tasks in order to increase their
willingness to stay working in an extended working life.

 

 

 

Social support to promote and increase the elderly employees’ self-esteem in the organisation

Social support was described as a measure to increase the older employees’ willingness to stay in
working life for some more years. One manager describes that many elderly employees had to change
their own self-image by themselves too, and said:”It is often the general idea in society that individuals
are not interested in the labour market when they are over 55. This is in many people's heads. If you do
not believe in yourself then it will be tough”. Another manager said: “I have employees who basically have
the same chronological age, but where one has decided to work until 67 and the other to work until 65. I
think many start to dip down when they begin to see the end of working life in any way. Then, it is a lot
about motivation, and I discovered that it determines quite a lot and that's pretty much about it. Attitude
and motivation affect a lot.” Some interviewees stated that because of old age, health problems or
personality, some employees do not want to be in the front line. They want to take it easy, have enough
time to recover and do a good job in their own pace. Therefore, a measure to keep a larger number of
elderly employees within the organisation until an older age was to make it possible to have different
positions based on the elderly employee’s own needs. However, the importance of this is the ability to
know that they are good enough and to feel included in the social participation despite not being able to
keep up with a high work pace. A manager describes that they have made agreements within the work
team to make it possible for everyone to get best, or at least good enough, �tted tasks: "There was an
agreement and this elderly nurse has since then expressed that she feels very calmed by it. She does a
satisfactory job, but she does not need to do this to be in the front line. ... She avoided the stress, she has
expressed that; now I know what I should do, I will do what I must. For it is not fair that one should leave a
long working life with a sense of failure; I'm not good enough. Then it is better to have taken that into
consideration.” Measures to promote and increase the employee’s self-esteem in the organisation, in spite
of the employee being the most productive worker or not, was described to be important in order to keep
working in an extended working life.

Measures to promote and increase the attitude of employees as a productivity investment

The interviewees stated that is was an important measure to feel included in a social group and to be
seen as a unique individual in order to make work life more sustainable until an older age.
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All the respondents stated the importance of different age groups at the workplace because it takes time
to build experience from life. One of the trade union workers said: ”It takes such a long time to build up
experience that some older key people are worth gold to the organisation”. Elderly employees were
described as a resource with valuable assets for organisations and companies. Measures to take care of
and promote the elderly employees’ experience-based knowledge were needed both for the
acknowledgement of the elderly employees and for the prosperity of the organisation. Some managers
described that they include elderly employees in development meetings for the business and new projects
even though the employees were elderly and did not have much time left before retirement. A manager
stated: “It is very valuable to have an elderly employee in the production and in the work team, they know
what to do and been through most problems so they keep calm in the most di�cult and problematic
situations.” Having mixed age groups strengthens regrowth and creativity when experience and
knowledge meet and can be exchanged. To highlight and promote the elderly employees’ value to the
work team and the production was described as an important measure in the quest of creating a healthy
and sustainable extended working life. Some of the respondents also described how customers and
patients who themselves were elderly preferred to turn to elderly employees with their requests. This is
probably because they experienced it being easier to meet in a common reference framework and historic
familiarity with someone in the same age group and that facilitates the communication.

Measures and actions to decrease negative attitudes and (age) discrimination

Managers, HR, trade union representatives and elderly employees stated that it was important not to
generalise, not to hold stereotypes that all elderly employees are the same and take actions and
measures in order to eliminate negative attitudes toward ageing, victimization and age discrimination
because of effects on work ability related to biological and cognitive ageing. The attitude towards elderly
employees held by managers, co-workers and organisations in�uence the elderly employee’s experience
of motivation to work. However, in the analysis it was possible to determine some negative attitudes
towards elderly employees in the work organisation. A manager stated: ”To put it bluntly: it is a fact that
you want to invest in the younger employees, they've got many years left. Now we have laws and
regulations that govern us and control us to not make any difference because of age". Another manager
describes that elderly employees’ productivity was not as high as the younger employees’: "I may, as
supervisor, not expect the same productivity of a 65 year old employee that I can of a 30 year old. But is it
okay that older employees are not as effective? Is it okay if they cannot do the same things? That they
cannot produce at the same level? Can we justify that we expect different things at different ages from
our employees? For it is like that in reality". Some elderly employees indicated that they felt age
discriminated against, and that it was important to change that. One elderly employee said: ”I heard at
some point that when you as an elderly employee continue and work for longer, you do not make place
for younger generations. I do not know how to understand this because it is not really true. It is not a
matter of a generational switch. It is about competence. You should see us more as individual employees
with different competences, instead of a certain age”. The participants stated that it was important to
eliminate negative age related attitudes and to acknowledge individuals instead of generalizing about
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individual employees based on their chronological age and on stereotypically negative attributed
characteristics of the social age group elderly employee, i.e. to age discriminate.

Summary:

The interviewees stated that measures to promote social inclusion, participation, coherence and social
support in the work situation by considering whether all employees were included in the work social
environment and in the work team are of great importance. They also stated the importance of measures
to decrease negative attitudes and (age) discrimination, and to increase social support and the elderly
employees’ self-esteem in the organisation. As well as to appreciate the elderly employees’ mentoring,
(working) life experience and calming effect on the work team as an important productivity investment.
Additionally, employees have a personal life outside work and elderly employees, due to their biological
ageing, need more time for recuperation, the work schedules need to pay attention to individual needs for
social participation outside work and activities with family, leisure time and hobbies.

Measures for execution of work tasks

Measures to increase motivation and work satisfaction

At work people must perform work tasks and activities in order to receive their salary. Many interviewees
describe that their work tasks and the content of their work activities were very important to them.
Especially elderly employees with work tasks and activities involving problem solving, where they could
utilize their abilities and skills in a way that they could not do outside of work, stated that they did not
want to retire from working and that it was of great importance for them to stay in working life. However,
other elderly employees stated that their work tasks and activities lacked meaning to them and were a
reason for them to leave working life. One elderly employee stated the need of measures in working life in
order to make the work interesting, motivating, meaningful and stimulating, the employee put it like this:
"If you go to the same place and do the same thing for 40 years, then it is not as fun. We get new
challenges when we get into new projects, with new people, and in making sure that it works". To
sometimes declare and highlight the employees’ work roles, tasks and activities in the bigger picture of
the surrounding work place, to the production and in society, was described as a measure that would
increase the experience of the tasks and work activities as motivating, meaningful and appreciated within
the organisation, enterprise and society. Measures to promote the experience of work tasks as interesting,
meaningful and stimulating, or the experience of activities together with co-workers as stimulating and
meaningful, were described as important in order to stay in working life and to keep working until an older
age. The feeling of importance when performing work tasks was described as meaningful and
stimulating by one elderly employee above 65 of age, who stated: "I still feel curious, I am not fed up by
what I am doing at work, but �nd stimulation in it all the time." Another elderly employee said: “I would not
have kept working if I had not been stimulated. It applies to conditions and everything”. Many informants
stated that the experience of importance in work tasks constituted a preference to keep working in an
extended working life.
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The rotation and change of work tasks in order to increase motivation and work satisfaction

Some interviewees described the rotation between different work tasks to be a measure that motivate and
stimulate employees to keep working an extended working life. One manager stated: "I think we need to
have rotation. It should be mandatory to work in different places and to move around at work. Between
different tasks, within their own workplace or in another department. Because I have seen when we have
forced people to move around, at �rst it is only disastrous for this person. They believe that working life is
over. Six months later, when you ask them, they say it's quite amazing, really good: "I have had to learn
again, I have seen new things and met new people" they say. I have never heard anyone say that it was a
disaster when it's been a while. In the beginning of the change many are paralyzed by fear, but then after
a while it is only positive". One elderly employee described how she got a new job after a reorganisation,
including rotation between work tasks within the work team, she stated: “I love the contacts, the meetings
you have with new people, it doesn't matter if they are older or younger. There are always new meetings,
new challenges; how do I solve this? And then the well-being of the team. A bunch that always stand up
for each other, you have problems and crises within the team that you always have, so you can sit down,
nurses and manager and everything, so it is a great concept and great manager, it helps a lot. The
manager, she trusts the work team. It is a security for us". However, some of the interviewees describe that
in order to make rotation possible the employees had to have the skills needed for every work tasks. One
manager said: "Rotation is important. But the skills issue is very important at that. It's about people who
think that it might be good to go on and widen their views and their areas of expertise, otherwise it will not
work. To participate in knowledge development, or to read up on their skills by themselves”. This manager
also described how it was his issue to motivate the employees to develop. Individual development and
broader knowhow from the rotation of work tasks was also described as an important measure to the
employee’s employability and possibility to keep working in a changing work organisation and working
life. However, the interviewees also describe that all employees could not rotate and do every work task in
the workplace due to physical or mental functional variation.

Measures to highlight the employees' abilities

Some of the informants described that in work and at the work place, the individual employee sometimes
becomes anonymous and assumes the role of an employee to perform the assigned tasks and activities
at work. The individual's unique abilities run the risk of becoming invisible and of not coming to fruition.
To experience oneself as a replaceable cog in the organisation's machinery was described as having a
draining effect on the motivation. The meaning of their own individual efforts was experienced as non-
existent by the employee. Some of the elderly interviewees who had left working life in an early age, i.e.
before 64 years of age, stated that they had experienced work as a barrier to do more meaningful and
satisfying things with their life and that they would have gladly stopped working even earlier if their
personal �nances had allowed it. One interviewee who felt that he did not receive any appreciation at
work stated: “I was quite skilled at �nding problems in the energy system and solving these problems so
that the organisation could save a lot of money. But, they never thanked me for that. I sold myself cheap
at that job and never got any credit for my commitment.” Another elderly interviewee said: “New
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managers, who were economists and did not know anything about the work tasks and how to do things,
changed the organisation. You and your work team couldn’t decide on how to execute the work tasks
anymore and there was much more stress.” One interviewee made this statement: “I put so much into that
work but nobody cared and no-one appreciated me anymore. My manager frankly did not give a damn. It
was no fun anymore /.../ if someone cares and appreciates what you do, you want to do it even better,
but if no-one cares you stop caring too.” This type of experience caused frustration and made work feel
dull and uninteresting. Therefore, many of the informants stated the importance of paying attention to
the employees’ individual skills and specialities and to highlight them as unique individuals, important to
the functionality and productivity of the organisation or enterprise. Some managers described that they
had made their employees responsible of different areas and tasks in order to increase the motivation
and the employees' experience of being needed and required by the organisation. Some managers also
described that they had noticed some employees’ leisure interests and utilized those skills in new work
tasks for the employee in the work place, which had been a success for both the enterprise and to the
employees’ motivation to work.

Measures to promote competence development in order to enable continued employability

To execute their work tasks the employee need to have the appropriate knowledge, competence and skills.
Some of the interviewees stated that competence development needs to be continuous and never stop in
the intention to meet the changes in work, tasks, as well as to meet changes in the world and technology
development. An HR professional stated: "As long as you work you need to have the right skills to do the
job. That is pretty simple. The day you stop training is, well, on the day you go home". That the staff has
the appropriate knowledge and abilities lies not least in the interests of the enterprise and the
organisation. It is costly to lose competence and need to recruit new employees. A manager said:
“Retaining and developing staff is important for the work and business. It is true that hiring a new
mechanic, it costs about a million before they are up and running and fully productive. And if you let go
of a mechanic who worked here, you must start all over again. We continuously train a huge amount here
in the workplace as well. And we did not have to dismiss anyone for that reason". It was described as an
important measure both to the employees and to the organisation that employees are enabled to
continue their employability.

Competence development regardless of age

Cognitive ageing effect individuals’ reactions, memory and ability to store knowledge, which was
described by some of the interviewees. A manager said: "Elderly may need more time to learn new things
that are not in line with their previous knowledge. But I have not worked with someone who had to leave
his post because he could not handle the new technology. But it's just giving them different durations of
time". Unfortunately, there were managers who indicated that they did not really see the bene�t of training
and developing the competence of elderly employees who would leave working life soon. A manager
said: “To be completely honest, it is the younger employees that we want to invest in. The elderly are
already on their way out of here”. But there were also managers who, on the contrary, saw it as more
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important to invest new knowledge and competence development in the elderly employees because they
already had extensive knowledge, therefore they could add more value to the business directly. “I can see
it almost in the way that in younger employees you have to invest a lot of money. You must educate. You
must make sure they go on. But then when people are over 50, then you can harvest. Then you get the
return! You don't have to keep them going. They know their stuff! They are self-su�cient! They take their
own development initiatives to the extent needed! You get a lot of stuff. It's harvest time!” Many of the
informants stated that an important measure in order to enable employees to continue working until an
older age was that they continued to develop their competence and skills until the day they ended their
working life.

Organisational culture that acknowledges and utilizes (elderly) employees' experience and knowledge

On the basis of having lived a long life, a person accumulates a lot of both positive and negative
experiences and generic skills that can be added together with book learning from formal education. The
use of this experience-based knowledge was highlighted by several different interviewees. The
interviewees described that measures to enable the elderly employee's experience-based knowledge to be
utilized in the work tasks were both valuable for the elderly employee, being able to use and get access to
this experience-based knowledge, which also contributed to their experience of feeling valuable, and that
this experiential knowledge was a valuable asset for organisations and enterprises. An elderly employee
said: "It is important to utilize skills. Leave us the freedom to do our job based on our expertise. So that
we can help and support if you need to discuss something, and at the same time that there is a possibility
for us to have support if we need support at work". Measures to transfer and exchange knowledge and
competence between the generations were identi�ed as a signi�cant investment to both new employees,
the elderly employees and to the work organisation. A manager said: "It is important to have the
opportunity of utilizing the elderly’s competence and commitment. They may practice some sort of
mentoring and transfer their knowledge to different teams". Furthermore, elderly employees who
possessed special skills were more interesting for the employer to retain and they gladly met these
employees’ demands for adaptation of work tasks, just to be able to keep these employees until a higher
age. A trade union representative said: “It takes a long time to build experience, so some people with what
they have gone through are worth gold to the organisation./…/ I think it makes you a little bit special to
the enterprise and you have better opportunity in negotiations. Maybe that you can work three days a
week, then we make this deal. Then these people (elderly employees) feel a little bit like, a little proud, you
see”. Measures to promote and increase an organisational culture where the employees’ knowledge, no
matter if it is experience-based knowledge or knowledge from education, is utilized and considered
important to the organisation, seem to motivate and stimulate elderly employees to keep working until a
higher age according to several of the interviewees.

Summary:

Measures to promote knowledge, competence development, creativity and intrinsic motivation in the
performance of work tasks were described by the interviewees as an important strategy to enable
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employees of participating in a sustainable working life until an older age. Furthermore, that the
organisational culture lets older employees have the possibility of developing skills and be included in the
development and new projects in the workplace regardless of age. Rotation of work tasks could be a way
to learn new skills and abilities to keep employees employable in the organisation, but also in the case of
reorganisations and change of the production. Rotation of tasks, e.g. changing occupation and activities
within the organisation and switching work tasks was also suggested to make change of duties, to
reduce monotony in tasks, and to increase motivation and job satisfaction. To utilize the elderly
employees’ experience-based knowledge by asking them to mentor new employees is a way of
exchanging knowledge between generations and was described as a measure to increase the motivation
and meaningfulness at work, but also to increase the employees’ employability and total knowhow within
the organisation.

Discussion
The conducted interview study has presented several organisational measures and suggestions to make
improvements and to promote a healthy and sustainable working life for all ages in an extended working
life. The results collected from the interview data were organised into four main themes based on the four
areas of determination in the theoretical swAge-model, with a number of extracted sub-themes of
organisational measures and suggestions for a healthy and sustainable extended working life. The four
main themes were: Measures for health effects associated with working environment; Measures for
personal �nancial security; Measures for social inclusion and social support in the work situation;
Measures for creativity and intrinsic work motivation. These themes are also closely related to the
research stating what people consider in the decision whether to keep working for some years or to retire,
i.e. the consideration of: i) their own health in relation to the work situation and work environment versus
retirement; ii) their personal �nancial situation in employment versus retirement; iii) the opportunities of
social inclusion in working life situations versus retirement; iv) and the opportunities of meaningful and
self-crediting activities in working life versus retirement [3,4,9].

Measures for health effects associated with working environment

Systematic work environment management is a part of the EU regulations (89/39/EEG) and is
compulsory in all of the participating countries in the EU. Employers, according to this, must
systematically examine the workplace on a regular basis to eliminate risks in the work environment and
to prevent employees from suffering ill health and injuries caused by work. According to a recent study, a
proper systematic work environment management in the workplace is statistically signi�cant and
associated with employees being able work until an older age [16]. Many interviewees in this study stated
that an awareness of employee ageing was needed in their systematic work environment control scheme,
because the risks differ in different age groups. The biological ageing, as well as a higher risk of
developing chronical diseases that comes with an older age also increase the risks in the work
environment, additionally, elderly employees in general have declining hearing, sight, reaction ability and
speed, which increase the risks of injury in this age group [3,4,17,18,19]. The interviewees in this study
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stated that, to reduce the risk of developing health problems because of the working environment, the
organisational culture needs to promote the use of ergonomic aids; rotation and change of work tasks to
reduce tear and strain; regular physical activity to maintain bodily functions and to stay mentally and
physically healthy; the importance of diet for (occupational) health. Additionally, they suggest a better use
of the occupational health care to support and promote health and to prevent physical and mental injury,
illness and stress. However, a recent study in Sweden stated that the occupational health care accessible
through the workplace nowadays is not statistically signi�cant and associated with whether the
employees are able to work until 65 years of age or beyond, but that there was a potential to change this,
if the occupational health care start to focus on the age perspective in the workplaces [16]. In a healthy
and sustainable working life for all ages awareness of this is important, as well as to implement
measures to promote the work environments’ health effects.

Measures for personal �nancial security

It is much better for employee’s wellbeing if they work because they want to, and not because they cannot
afford to leave the workplace [20]. In this study many interviewees stated that employees who were
injured or had a disease and were not fully productive, also had problems with their employability if they
could not execute their work tasks any more, if they could not be moved to another part of the
organisation and enterprise or if they could not be re-employed within a reorganisation. Additionally, the
interviewees stated that employees were not as employable if their skills and knowledge were dated or
they did not keep up with the technology developments or did not have the latest knowledge, resulting in
not being able to execute their duties and tasks as expected or to be relocated within their organisation.
Earlier studies also state the need for employees to stay employable in the objective of being able to
participate in an extended working life and provide for themselves [21,22]. Likewise, earlier studies state
the necessity for organisations and enterprises to implement actions and measures in order to help the
employees stay employable on the basis of ethics and humanity, and because risk prevention and
competence development for the employees means less expenses for the organisation compared to
recruitment and new hires [21,23]. In a healthy and sustainable working life for all ages it is important
with awareness and measures to promote personal �nancial security.

Measures to promote social inclusion,participation, coherence and social support in the work situation

Many interviewees stated the importance of measures to promote social inclusion and social support in
the work situation by considering whether all employees were included in the work social environment
and in the work team. Additionally, earlier research states the importance of social inclusion, participation,
coherence and social support in the work situation [9,24,25]. An important part in this area is the
leadership. The manager needs to know that the employee needs to acknowledge his/her unique
personal situation based on his/her: health, physical and mental working environment, need of
recuperation, personal social/family situation, need of skills and knowledge in relation to his/her work
tasks, etc. Different employees need different social support and level of participation in the work
situation. But no one needs, experience wellbeing or are able to produce on their best level if they feel
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excluded or discriminated against based on their age or other factors. Several interviewees describe the
importance of actions and measures to decrease negative attitudes and (age) discrimination, and to
promote and increase social support and elderly employees’ self-esteem in the organisation. Many
manager interviewees participating in this study describe that the older employees who were also
mentors had a calming effect on the work team, which was an important productivity investment.
Furthermore, earlier studies state the elderly employee’s experience and calming effect as important
[24,26]. However, in order to increase the willingness to participate in an extended working life the elderly
employees also need to know they are valued, feel appreciated and have the possibility of participating
and being included in a social context in the organisation. In a healthy and sustainable working life for all
ages it is important to be aware of and take actions and measures to promote social inclusion,
participation, coherence and social support in the work situation.

Measures to promote knowledge, development, creativity and intrinsic motivation in the performance of
work tasks

According to many of the interviewees, motivation and skills were important in order to stay at work and
in employment until an older age. Earlier studies also states the importance of skills, knowledge
development, stimulation, meaningfulness and motivation in the work tasks for the employee’s
willingness to work [27,28]. Additionally, earlier research states that the employee’s skills and knowledge
was especially important in order to keep up their employability [21,22, 29]. However, the organisational
culture have to give elderly employees the possibility of developing skills and to be included in the
development and in new projects at the workplace, regardless of age, and to fuel the employees
possibility of keeping up to date on their knowledge and experience of stimulation in work tasks.
Measures and activities as such as rotation of work tasks, e.g. changing occupation and activities within
the organisation and switching work tasks, could be a way to reduce monotony in work tasks, to learn
new skills and work tasks and to increase motivation and job satisfaction to keep employees in the
organisation or within reorganisations and change of the production. Some interviewees suggested, and
some had also tried, to utilize the elderly employees’ knowledge of experience through the possibility of
being a mentor to new employees, by having responsibility for work areas, and by participating in
activities such as discussions groups to exchange knowledge between generations of employees and
increase the work teams’ common knowledge. In a healthy and sustainable working life for all ages it is
important to be aware of and take measures to promote knowledge, development, creativity and the
employees’ experience of intrinsic motivation in the performance of work tasks.

Limitations

A limitation of interview studies might be the established context, since researchers could approach the
data with bias. Additionally, there might be a risk that in direct content analysis the �ndings are more
supportive rather than non-supportive of the prede�ned categories. However, in this present study, the
prede�ned categories from the theoretical swAge-model were not used to guide data collection or probe
questions during the interviews. The prede�ned categories were only applied during the analytical
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process. In terms of trustworthiness, the quality of a content analysis depends on the availability of
extensive and appropriate data. These �ndings represent different work domains, different occupational
groups and professions, from different hierarchical position within the organisations. Though, �ndings
from qualitative studies could not be stated to be transferable to all other cultural contexts. However,
regarding the transferability of the �ndings, it could be said that the themes are relevant to many others in
similar workplaces. The �ndings were also related to earlier studies about elderly employees’ problems
and possibilities regarding whether they can and want to participate in an extended working life, and
thereby add to the accumulation of results regarding elderly employees’ possibility of working in an
extended working life [30].

Implications

The implications of the �ndings in this study, based on the interviewees’ own words, are that there are
many possible measures to implement, which needs to be improved in the organisations and enterprises
to make circumstances in working life more healthy and sustainable for employees of all ages. One
management tool to investigate what measures the individual employees primarily need to stay
employable is through recurring individual career development discussions with employees. The manager
and employee can systematically use a matrix together at the development discussion, where the needs
are mapped and to be followed up at the subsequent development discussion (see appendix 1). The
suggestions for organisational measures based on the �ndings in this study are:

- Measures to promote a sound physical and mental work environment for employees by considering to:

Establish an organisational culture that promotes the use of of technical and ergonomic aids.

Establish reduced work stress, balanced workload, duties and responsibilities.

Establish increased effort/reward balance.

Establish safety activities to reduce violence and threats in the work situation.

Establish rotation, variation and change of duties and work tasks to reduce physical demand, static
work load and tear. As well as to reduce mental demands, stress, vulnerability and threatening
situations.

Establish work schedules that allows su�cient recovery through breaks during work and time for
recuperation between work shifts.

Establish work pace in a reasonable rate so the employee can cope physically and mentally, if there
are shifts with a higher work pace these should be complemented by shifts with a slower work pace.

Establish physical activity for maintenance of the body, and to keep and increase a mentally and a
physically good health.

Establish the importance of a healthy diet for a good (occupational) health.

Establish access to occupational health services and support to prevent work environmental
problems and increase good occupational health.
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- Measures to promote personal �nancial and social security by considering to:

Establish salary and �nancial bene�ts responding to a reasonable personal �nancial security and
su�cient wellbeing.

Establish work environmental security management and risk assessment to reduce the risk of health
problems causing decreased employability and to reduce the risk of less �nancial bene�ts by sick
leave, disability pension and unemployment.

Establish measures for competence development and continued employability in order to make
elderly employees able to provide for themselves by working until an older age.

- Measures to promote social inclusion and social support in the work situation by considering to:

Establish situational- and age adapted leadership with focus on the basis of employee's needs are
adapted for the best possible support of the work and development.

Establish activities for social inclusion in the work team and to build a community and sense of
security to increase the attraction of extended employment.

Establish risk assessment and activities to reduce negative attitudes, victimization, scapegoat
mentality and (age) discrimination in the workplace.

Establish social support to increase the elderly employees’ self-esteem, sense of acknowledgement,
sense of security and inclusion in the organisation.

Establish access to a balanced level of information regarding ongoing activities and changes in the
organisation.

Establish participation in decisions that effect the own work tasks and work situation.

Establish activities in order to pay attention to individual employees as an important productivity
investment, e.g. mentoring and calming effect on the group as well as entrepreneurship and ideas.

Establish working schedules (with a balance between shorter and longer work shifts and time for
recuperation between work shifts) that takes into consideration and utilizes the employee’s individual
needs, participation and activities with family, leisure time and hobbies.

- Measures to promote creativity and intrinsic work motivation by considering to:

Establish activities to increase motivation, stimulation and meaningfulness in work task.

Establish possibility for professional development, to new knowledge and competence development
regardless of the employees’ age and position in the organisation.

Establish an organisational culture that enables employee’s opportunities and skills (outside work as
well) to be part of or to be involved in problem solving, organisational development and new projects.

Establish an organisational culture that takes into consideration and appreciates (elderly)
employees' experience and knowledge as a production asset.
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Establish activities and an organisational culture that states the need of the employee’s continuous
development of knowledge and skills to keep up their ongoing employability.

Establish possibilities for the employees to take care of and manage larger or smaller work areas
with the intention of stimulating, pay signi�cance to and instill motivation in the work tasks as well
as increase the individual’s employability.

Establish possibilities of rotation and change of duties and work tasks to reduce boredom and
increase motivation and job satisfaction. For example by the organisation persuaded to switch tasks
and change activities.

Conclusion
The demographic changes in society put a strain on organisations and enterprises. The need of
extending working life, and the simultaneous higher average age among employees, increase the need of
measures to perform a healthy and sustainable working life for all ages. In order for working life to
become sustainable for all ages, communication is needed. Regular conversations and close dialogue are
a prerequisite for good working conditions and working environment, as well as to be able to manage
employees and develop the organisation further. The measures should not only be taken for the elderly
employees because all employees, hopefully, will be an elderly employee some day and their health and
skills need to be taken care of throughout their entire working life. Working life is complex and therefore
all nine different determination areas of need to be considered in order for employees to be able and want
to work in an extended working life. This study has identi�ed various proposals for measures and actions
that would increase the employees’ ability to cope with working until an older age. The measures have
been sorted into different themes, which are based on the spheres of determination in the theoretical
swAge-model [3-5]. The implication is that these proposed measures, that have been developed based on
analysis of the interview and �ndings in this study, will be useful for organisations and enterprises to
consider and will be tested further through new research projects.

Abbreviations
swAge: sustainable working life for all ages; HR: Human resource professionals
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Figure 1

The micro level of the swAgeTM-model – Sustainable working life for all ages (Nilsson K., 2020).
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