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Expected loss of work functions upon retirement: Do they shape post-retirement work plans? 

 

Paid employment not only serves an important financial function for individuals, but 

it also serves significant non-financial functions, such as providing structure for one’s day 

and interpersonal interactions with colleagues. However, when one transitions into 

retirement, older individuals need to adjust to the loss of these functions of work (Damman, 

Henkens, & Kalmijn, 2015). It has been suggested in the literature that post-retirement work 

may result in positive outcomes for older individuals, because it can provide retirees access to 

the functions of employment that were lost upon leaving their primary career job (Beehr & 

Bennett, 2015). It is still largely unknown, however, to what extent the anticipated loss of 

functions of work upon retirement motivates older employees to make plans for post-

retirement work. Therefore, the central research question that guides this study is: To what 

extent do older workers expect to miss extrinsic and intrinsic functions of work upon 

retirement, and how does that relate to their plans to engage in paid and volunteer work once 

they leave their primary career job?  

Retirement is an important life transition, which implies major life changes. Years 

prior to retirement, the question “What will I do?” becomes one of the central questions when 

it comes to retirement planning (Adams & Rau, 2011; Topa, Moriano, Depolo, Alcover, & 

Morales, 2009). Historically, volunteering has been one of the few “formal roles” accessible 

to retired individuals (Morrow-Howell, 2010, p.461). Increasingly, however, a considerable 

share of retirees engage in some form of formal paid work while receiving a pension income 

(e.g., Dingemans, Henkens, & Van Solinge, 2017), frequently in the form of more flexible or 

part-time work. Both paid and volunteer work are therefore activities that older workers may 

plan to do after retirement. Previous research on individual-level antecedents of post-

retirement paid and volunteer work has mainly focused on structural factors, such as socio-



demographic characteristics and individual resources (see for reviews: Beehr & Bennett, 

2015; Cahill, Giandrea, & Quinn, 2013; Morrow-Howell, 2010). Research focusing on 

functions of work as antecedents of post-retirement employment is still a relatively small area 

of inquiry.  

Previous literature in this area of inquiry can broadly be categorized into two types of 

studies. On the one hand, there are studies conducted among retirees that examine how the 

post-retirement perceived meaning of work relates to engagement in post-retirement paid or 

volunteer work (Fasbender, Wang, Voltmer, & Deller, 2016; Zhan, Wang, & Shi, 2015), and 

to attitudes of bridge employees (Dendinger, Adams, & Jacobson, 2005). These studies 

highlight the importance of meanings of work for post-retirement employment, but do not 

provide information about whether individuals had already foreseen this and planned for it 

during their preretirement years. On the other hand, there are studies that have been 

conducted on the pre-retirement phase, which focus on the way in which outcome 

expectations regarding post-retirement employment (whether older workers expect working 

for pay in retirement will allow them to “have contact with other people,” “gain appreciation 

and recognition,” etc.), relate to planning for post-retirement paid work (Wöhrmann, Deller, 

& Wang, 2013, 2014). These outcome expectations appeared to be important antecedents of 

post-retirement paid work planning, but are specifically focused on entering post-retirement 

paid work and therefore cannot be studied as antecedents of post-retirement volunteering. 

This study contributes to the literature on functions of work and planning for post-

retirement employment in three ways. First, we will focus on outcome expectations regarding 

exiting – instead of entering – paid work (i.e., on the older worker’s expected loss of 

functions of work upon retirement). In line with the suggestion by Beehr and Bennett (2015), 

to incorporate the functions of employment (as described by Jahoda, 1981, 1982, 1997) into 

bridge employment research, we distinguish between the extrinsic/manifest functions of work 



(i.e., finances), and the intrinsic/latent functions of work (i.e., time structure, social contact, 

collective sense of purpose, being active, and identity/status). Thus, we asked older workers 

about the extent to which they expect to miss these intrinsic and extrinsic functions once they 

stop working. 

Second, instead of examining post-retirement plans for paid work and volunteering 

separately, we will follow the approach used by Griffin and Hesketh (2008) and analyze these 

two possible post-retirement states in combination. More specifically, we distinguish between 

those who plan to (a) not work at all, (b) engage only in volunteer work, (c) engage only in 

paid work, and (d) engage in both volunteer and paid work. This approach will enable us to 

test whether expectations of missing the functions of work upon retirement predict plans for 

engagement in different types of post-retirement work (i.e., volunteer work, paid work, or 

both) in similar or different ways.  

Third, in reviews of post-retirement work, the importance of paying more attention to 

gender interactions has been emphasized (Alcover, 2017; Beehr & Bennett, 2015). Whereas 

earlier studies have focused on gender interactions with structural antecedents such as marital 

status (Dingemans et al., 2017; Pleau, 2010; Settels & McMullin, 2017), still little is known 

about whether the impact of psychological antecedents – such as the perceived loss of the 

functions of work – on post-retirement work plans differ between men and women. A notable 

exception, however, is the study by Zhan, Wang, and Shi (2015). Given the scarcity of 

research on this topic, this study takes an exploratory approach to study whether the effects of 

expectations of missing work functions on post-retirement employment plans differ as a 

function of gender.   

The present study is based on a large-scale, interdisciplinary data collection effort of 

over 6,000 older workers in the Netherlands. These data offer the possibility to examine the 

psychological functions of work as antecedents of post-retirement work plans, above and 



beyond a broad range of demographic and structural factors commonly studied in the 

economic and sociological literatures on post-retirement paid and unpaid work (see reviews: 

Beehr & Bennett, 2015; Morrow-Howell, 2010). More specifically, in addition to examining 

the functions of work, we take into account demographic characteristics (i.e., gender, partner 

status) and indicators of the older worker’s opportunity structure (i.e., education, health, 

wealth, sector, managerial position, working hours, and pre-retirement volunteering).  

 

Theoretical background 

In developing the theoretical foundation for this investigation, we drew upon two 

separate lines of work. The first is image theory, which is a psychomotivational theory of 

human decision making advanced by Beach and his colleagues (Beach, 1998; Beach & 

Mitchell, 1987; Connolly & Beach, 1998). The second theoretical foundation stems from 

theories of work motivation, which specify different functions associated with employment. 

Each is described separately, below.  

 

Image Theory 

Image theory has been extensively used in the context of studying retirement 

decisions (Feldman & Beehr, 2011), because it provides a comprehensive framework for 

understanding the multifaceted set of influences that shape goal striving behaviours linked to 

life planning. Notable retirement decisions that have been examined from an image theory 

perspective include: the timing of one’s departure from the workforce (Brougham & Walsh, 

2007; Prothero & Beach, 1984), the nature and extent of one’s financial preparation for 

retirement (França & Hershey, 2018; Hershey, Henkens, & Van Dalen, 2007), and the 

employment choices one makes in anticipation of and following the transition into retirement 

(Griffin & Hesketh, 2008). 



Image theory posits the existence of two different types of decisions individuals face: 

adoption decisions and progress decisions (Beach, 1998). An adoption decision occurs in 

cases where one considers adopting a new course of action. For example, for a recent retiree, 

the decision to begin volunteering at a local thrift shop (something she has not done before) 

would represent an adoption decision. A progress decision, in contrast, is one in which a 

person considers whether his or her present course of action is profitable or appropriate, and 

should therefore be continued. So for example, a progress decision for a retiree working at a 

part-time job might involve deciding whether that employment still suits her—that is, 

whether the job allows her to progress toward meeting her retirement goals. In the present 

investigation, we examine individuals’ (prospective) plans for work engagement once they 

leave the workforce. The retirement event—which is sometimes abrupt and other times 

gradual (Calvo, Haverstick, & Sass, 2009; De Vaus, Wells, Kendig, & Quine, 2007)—

represents a new beginning for working adults, in which there is a fundamental shift in 

responsibilities, time commitments, and opportunities (Tavener, Vo, & Byles, 2015). In 

essence, one significant life context comes to a close and a new one begins. That being the 

case, from an image theory perspective, the focus of the life planning decision we will 

examine in this study can be considered a prospective adoption decision. 

At its core, image theory specifies the existence of three different psychological 

schemata—referred to as “images”—that are involved in the decision-making process. These 

schemata are long-term memory representations that characterize an individual’s long-range 

goals (i.e., the trajectory image), one’s sense of morals, ethics, and beliefs (i.e., the value 

image), and a set of plans, tactics, and forecasts that will (ideally) allow one to achieve his or 

her long-range goals (i.e., the strategic image; sometimes referred to as an “action image”). In 

the present study of post-retirement work, we focus on measuring constructs related to the 

trajectory and value images, which we discuss further, below. 



 The trajectory image in this investigation is operationalized as an individual’s stated 

intention to engage in either paid or volunteer work (or both), or no work at all during 

retirement. In that sense, the intention represents a proxy for what the individual hopes he or 

she will become or achieve. The value image, in contrast, is operationalized as an 

individual’s self-report of the various functions of work he or she is likely to miss upon 

entering retirement, which will be discussed further below. We envisage that the unique 

functions of work that will be missed for any one individual (i.e., based on beliefs that are 

part of one’s value image) will be predictive of one’s specific post-retirement work plans (as 

specified by one’s trajectory image). Furthermore, by pursuing an employment agenda during 

retirement that carries forward the values and beliefs established during one’s working years, 

it is likely that an individual will be able to maintain a consistent identity and sense of self 

(Mitchell, Rediker, & Beach, 1986). 

 

Extrinsic Versus Intrinsic Motives for Post-Retirement Work 

 The second theoretical touchstone for this investigation draws heavily upon the 

literature on human motivation. Indeed, motivation—in its myriad forms—has been shown to 

be an indispensable construct when it comes to understanding individual differences in goals 

linked to work and employment (Kanfer, Frese, & Johnson, 2017).  

Why do people work? That is, what function or functions does work serve? According 

to Beehr and Bennett (2015), there are two common sets of reasons why people work, and 

those same reasons (i.e., motives) presumably apply to why people engage in post-retirement 

work after they retire. One reason individuals work stems from an inherently extrinsic 

motive; that is, people work in order to earn money. Beehr and Bennett (2015) referred to this 

as a “manifest” function of employment. Other “latent” functions of work tend to be related 

to one’s intrinsic enjoyment, inasmuch as latent work functions provide certain psychological 



or sociological benefits to the individual. Jahoda (1981, 1982, 1997) specified five different 

latent (intrinsic) work functions, which include: (i) a daily routine that structures one’s sense 

of time, (ii) social contact and a desire to enlarge one’s social horizon, (iii) a collective sense 

of purpose that leads one to feel useful, (iv) the need to be active, and (v) a sense of work-

related identity and/or status. In the present investigation, the importance of these six work 

functions (one extrinsic/manifest, five intrinsic/latent) was assessed by asking participants to 

what extent each would be missed following their departure from the workforce. 

 

Hypotheses  

  In light of the critical role an adequate income plays in ensuring financial security and 

a high quality of life for older retirees, Hypothesis One was formulated: 

H1: Respondents who perceive a greater expected loss of the extrinsic 

function of work (i.e., money/income) will be more likely to report having 

plans for post-retirement paid work, compared to having either no post-

retirement work plans, or plans for volunteering. 

 Furthermore, based on the notion that volunteering is a socially accepted productive 

role for retirees that fulfils many of the intrinsic functions of work (e.g., social engagement; 

feelings of productivity; staying active), Hypothesis Two was formulated: 

H2a: Respondents with a greater expected loss of the intrinsic functions of 

work will be more inclined to have plans for post-retirement work in general 

(either paid or unpaid), compared to having no post-retirement work plans. 

 Moreover, because engagement in both paid and unpaid work can be seen to fulfil the 

intrinsic functions associated with employment, a corollary to the second hypothesis (H2b) 

was formulated: 



H2b: The impact of the intrinsic functions of work on post-retirement work 

plans will not differ between plans for volunteering and plans for engaging 

in paid employment.  

Research has shown that women’s careers follow different paths than men’s due to 

the differential impact of family and domestic responsibilities (Loretto & Vickerstaff, 2013), 

and that women’s career decisions are much more often made in relation to the needs of 

others (Hakim, 2011). Scholars (Price, 2003; Van Solinge, 2013; Zhan et al., 2015) have 

argued that there might be systematic gender differences in the way work histories shape 

preferences for and access to post-retirement activities. For example, Zhan et al. (2015) have 

shown that status striving predicts bridge employment among Chinese male retirees, but not 

among their female counterparts. Given the scarcity of research on gender differences in 

psychological antecedents of post-retirement activities, we take an exploratory approach with 

regard to the moderating role of gender. Therefore, we formulated the following research 

question: 

Exploratory research question 1: Is the relationship between the expected loss of work 

functions upon retirement and post-retirement work plans different for men than for 

women?  

 

Method 

Participants and data 

This article is based on the first wave of the Netherlands Interdisciplinary 

Demographic Institute (NIDI) Pension Panel. This is a prospective cohort study among older 

wage earners (60-65 years at baseline), who were enrolled in three of the larger pension funds 

in the Netherlands (ABP, PfZW, and BpBouw). The funds represent the following sectors: 

civil servants, education, health and home care, welfare, and construction. Together, these 



three pension funds represent approximately 48 per cent of wage employed workers in the 

Netherlands (De Nederlandsche Bank, 2015). Data for the first wave of the pension panel 

were collected during the period from May through November, 2015. The study used a 

stratified data collection approach. In the first step, a sample was drawn from various 

organizations covered by the three pension funds. In a second step, within the selected 

organizations, a random sample was drawn from the population of older workers aged 60 

years and over (i.e., birth cohorts 1950-1955) who were working at least 12 hours per week.  

Selected older workers received a mailing from their pension fund at their home 

address. The mailing included a questionnaire, which was accompanied by a letter from a 

representative of the pension fund, as well as a cover letter from the researchers. Respondents 

were offered the choice to use either the written questionnaire contained in the mailing, or to 

complete an online version of the questionnaire. Of the 15,496 questionnaires that were 

mailed out, 6,800 questionnaires were returned (net response rate of 44%). Item non-response 

on the independent variables was low (on average, less than 3%). Under these circumstances, 

less rigorous missing data procedures than multiple imputation (MI) are generally acceptable 

(Little, Jorgensen, Lang, & Moore, 2014). We therefore dealt with missing data on the 

explanatory variables by single stochastic regression imputation (Enders, 2010). Cases with 

missing data on the dependent or the main independent variables were excluded from the 

analysis. As a result, the sample for the analyses consisted of 5,972 workers.  

 

Measures 

Post-retirement work plans. Our dependent variable was designed to tap older 

worker’s plans for post-retirement paid and volunteer work (see also: Griffin & Hesketh, 

2008). Participants’ responses to the questionnaire were used to create a categorical variable 

containing four possible outcomes: ‘no plans for post-retirement (paid or volunteer) work,’ 



‘plans for post-retirement volunteer work,’ ‘plans for post-retirement paid work,’ and ‘plans 

for both paid and volunteer work.’ 

Functions of work. To evaluate the perceived importance of various functions of 

work, respondents were asked to make independent ratings along six different dimensions. 

Specifically, each individual was asked “To what extent do you expect to miss each of the 

following aspects of your job when you retire?”: (1) money/income, (2) social contacts via 

work, (3) a clear daily schedule, (4) feeling productive, (5) social prestige and (6) meaning 

something to others/society. Rating were made using a 5-point Likert-type scale to indicate 

the degree to which they would miss each of the six functions (1 = very much; 5 = not at all, 

reverse coded 0-4). The extrinsic function of work was measured with one item (missing 

money/income), whereas the intrinsic function of work was measured with the remaining five 

items. Cronbach’s alpha for the 5-item intrinsic scale was 0.87.  

Demographic and structural variables. Gender was represented by a dummy variable 

(female = 1). Partner status was also dummy coded, which indicated whether the respondent 

had a partner or not (partner = 1). Educational attainment was rated from 1 (primary school) 

to 7 (university degree). This variable has been transformed into an ordinal variable with the 

following categories: lower education (levels 1 and 2), moderate (levels 3, 4 and 5) and 

higher education (levels 6 and 7). Wealth was a variable that indicates each respondent’s total 

accumulated wealth (housing, assets and bank balances, and cash) in seven categorical levels, 

ranging from 1 (less than 5K euros) to 7 (more than 500K euros). Managerial position was a 

dummy variable coded with a value of 1 if the worker held a supervisory position. Working 

hours was based on the typical number of hours worked per week in the respondent’s main 

job: working full-time (more than 36 hours a week), large part-time job (20-35 hours per 

week) and small part-time job (12-19 hours per week). Note that the Netherlands has 

traditionally a large share of workers (particularly women) who are in part-time employment 



for most of their career. Volunteering was a dummy variable coded as 1 if the worker had 

been involved in pre-retirement volunteer work. Sector indicates the type of work sector in 

which the respondent was employed. Five sectors were categorized on the basis of 

information reported from the pension funds: civil servant, education, construction, health 

and home care, and social work. 

 

Analytical approach 

In terms of an analysis plan, first descriptive statistics will be provided, which is 

followed by a multivariate analysis. Multinomial logistic regression analysis (MNL) will be 

used to examine the antecedents of post-retirement work plans. This analytic method (MNL) 

was selected because traditional methods used for prediction, such as multiple regression, are 

inappropriate for use with categorical dependent variables (Zickar & Gibby, 2003). The 

dependent variable in this investigation —anticipated post-retirement employment status— 

will have four categories: ‘no plans for work,’ ‘plans for volunteer work,’ ‘plans for paid 

work,’ and ‘plans for volunteer and paid work.’ Contrasts of predictive effects on the 

dependent variable will be created across every two categories in the MNL analysis. Thus, 

antecedents will be tested for: (i) ‘plans for volunteer work’ against ‘no plans,’ (ii) ‘plans for 

paid work’ against ‘no plans,’ (iii) ‘plans for volunteer and paid work’ against ‘no plans,’ and 

(iv) ‘plans for volunteer work’ against ‘plans for paid work.’  

In the first step of the MNL regression, demographic and structural variables will be 

entered into the equation. On the basis of findings from Griffin and Hesketh (2008), such 

indicators are expected to be related to both post-retirement work and volunteer work. In a 

second step, the functions of work variables (both extrinsic and intrinsic) will be added to the 

model. In the third and final step, the first two blocks of variables will again be entered, 

followed by interaction terms between the two functions of work dimensions (i.e., extrinsic 



and intrinsic work functions) and gender. For all blocks entered into the MNL regression 

models, chi-square difference tests will be used to assess improvements in model fit across 

hierarchical levels. 

 

Results 

Descriptive analyses 

Seventy-five per cent of study respondents reported having some sort of plans for 

post-retirement volunteer work (either vague plans or clear plans), whereas 29 per cent had 

either vague or clear plans for post-retirement paid work. By combining these two items it 

was possible to ascertain that 18 per cent of respondents had no plans for post-retirement paid 

or volunteer work, 53 per cent had plans for volunteer work, 7 per cent had plans for post-

retirement paid work, and 22 per cent had plans for post-retirement paid and volunteer work.  

Figure 1 presents the extent to which participants expected to miss the various 

functions of work after retiring. Each bar represents the percentage of individuals who agree 

or strongly agree that they will miss each particular work function. The function that 

participants expect to miss the most is “social contacts”, followed by “money”. Overall, 

female participants reported higher “missing” scores for each of the work functions relative 

to male participants. 

Table 1 shows Pearson correlations for all explanatory variables, whereas Table 2 

presents the means and standard deviations for the explanatory variables for each of the four 

categories of the dependent variable. The correlations between the predictor variables (see 

Table 1) were only moderate, thus discounting multicollinearity. 

 

<Insert Tables 1 & 2 and Figure 1 about here> 

 



Multivariate analyses 

Results of the initial multinominal logistic regressions are reported in Table 3. The     

-2log likelihood and chi-square values indicate that the hypothesized model – including the 

function of work variables – resulted in a better fit than the basic model, which included only 

demographic and structural variables (χ2
diff

 = 385.21, Δdf = 6, p < 0.05).  

<Insert Table 3 about here> 

Demographic and structural variables 

As seen in Table 3, gender significantly predicted plans for post-retirement work: 

women were more inclined to have plans for volunteer work, whereas men were more likely 

to plan for post-retirement paid work. Partner status was unrelated to any form of post-

retirement work.  

In line with findings from previous research, we found that education and health were 

positively related to all combinations of post-retirement plans for paid work, whereas wealth 

was negatively related to post-retirement plans for paid work. In addition, it was shown that 

having a managerial position increased the odds of plans for all forms of post-retirement paid 

work, whereas pre-retirement engagement in volunteering increased the odds of plans for 

post-retirement volunteer work. 

Functions of work 

The extrinsic function of work was a significant predictor of intentions to work for 

pay in retirement, even after controlling for the demographic and structural variables. That is, 

a one unit increase in the extrinsic function of work (missing money) increased the odds of 

intending to do paid work rather than no work by 14 per cent (OR = 1.14, CI 1.02-1.28, p < 

0.05), and intending to do paid work rather than volunteer work by 31 per cent (OR = 1.31, 

CI 1.18-1.45, p < 0.001). In contrast, a one unit increase in the extrinsic function of work 

decreased the odds of intending to do volunteer work rather than no work by 13 per cent. 



Stronger expectations to miss the extrinsic function of work did not distinguish between plans 

for volunteer and paid work compared to no plans for post-retirement work. All in all, these 

results support Hypothesis 1 that the extrinsic function of work is positively related to plans 

for post-retirement paid work and negatively related to plans for volunteer work. 

This same analysis revealed that the intrinsic function of work was a significant 

predictor of intentions to work for all types of post-retirement employment. Specifically, a 

one unit increase in the intrinsic function of work increased the odds of intending to do 

volunteer work rather than no work by 39 per cent (OR = 1.39, CI 1.29-1.53, p < 0.001). 

Moreover, a one unit increase in the intrinsic function of work more than doubled the odds of 

intending to do paid work rather than no work (OR = 2.09, CI 1.81-2.41, p < 0.001), and 

volunteer ànd paid work (OR = 2.33, CI 2.10-2.60, p < 0.001) rather than no work. All in all, 

these results support Hypothesis 2a that the intrinsic function of work is positively related to 

plans for any type of post-retirement paid work. Hypothesis 2b, however, which assumed no 

significant differences in the size of the effects across types of post-retirement work, was not 

supported. The results suggest a stronger association between the intrinsic function of work 

and plans for post-retirement paid work. This can be seen most clearly in Table 3 column 4, 

where plans for post-retirement paid work are tested against plans for post-retirement 

volunteer work. This finding suggests that a one unit increase in the intrinsic function of work 

increases the odds of intending to engage in paid rather than volunteer work by 50 per cent 

(OR = 1.50, CI 1.32-1.70, p < 0.001). 

Gender differences 

The descriptive results shown in Tables 1 and 2, as well as the results of the MNL 

shown in Table 3, suggest that men and women differ appreciably in their post-retirement 

plans. Women are more inclined to have plans to engage in volunteer work, whereas men 

were more likely to plan for post-retirement paid work. Interestingly, as is clear from the 



findings shown in Table 1 and Figure 1, women were also more likely than men to expect to 

miss the extrinsic as well as the intrinsic functions of work. To follow up on that finding, an 

exploratory analysis was conducted to further investigate gender differences in plans for post-

retirement work, and more particularly, the moderating effects of gender on the relationship 

between the functions of work and plans for post-retirement work engagement (involving 

both volunteer and paid work).  

Results of Step 3 – reported in Table 4 -  showed that gender moderated the predictive 

effect of the extrinsic function of work in explaning “planning for post-retirement paid work” 

against “no plans for work” (OR = 0.79, CI 0.64-0.99, p < 0.05). The value of the interaction 

term is less than 1, indicating that the positive effect of the extrinsic function of work 

(missing money) was weaker for female versus male older adults. Further, gender moderated 

the predictive effect of the intrinsic function of work in explaning “planning for post-

retirement volunteer and paid work” against “no plans for work” (OR = 0.78, CI 0.62-0.97, p 

< 0.05). Again, the value of the interaction term is less than 1, indicating that the positive 

effect of the intrinsic function of work was weaker for female versus male older adults. All in 

all, these findings suggest that the functions of work have a different impact on men’s plans 

than they do for women. 

 

<Insert Table 4 about here> 

 

Discussion 

Most of the existing research that explains post-retirement work decisions tend to 

focus on the older adult’s opportunity structure as predictors; that is, on resources such as 

health, education and finances (e.g., Cahill, Giandrea, & Quinn, 2015; Pleau & Shauman, 

2013). It is unclear, however, whether these factors reflect differential preferences for – or 

rather differential access to post-retirement work options (Van Solinge, 2014). In order to 



establish a better understanding of the motivational factors that influence older worker’s 

engagement in post-retirement work, we incorporated functions of employment in our study. 

More specifically, we examined functions of work to understand worker’s plans in 

preretirement years to engage in paid and volunteer work once they enter retirement. It was 

hypothesized, based on image theory and theories of work motivation, that the unique 

functions of work that will be missed for any one individual (i.e., based on beliefs that are 

part of one’s value image) will be predictive of one’s specific post-retirement work plans to 

volunteer, engage in paid work, or do both (as specified by one’s trajectory image). Analyses 

based on data from a large scale survey among 5,972 older workers in the Netherlands 

generally support the idea that the anticipated loss of extrinsic and intrinsic functions of work 

upon retirement motivates older employees to make plans for post-retirement work 

engagement. The effects of the perceived loss of functions of work were found to predict 

individuals’ post-retirement work plans, above and beyond the frequently studied effects of 

demographic factors and indicators of the older adult’s opportunity structure.  

Our study reveals that a considerable proportion (82%) of late career older workers 

are interested in post-retirement work (either paid or unpaid, or both). This strong prevalence 

of employment plans for the future suggest that work-related schemata (in the form of one or 

more trajectory images) are well developed by the time individuals draw near to retirement 

age.  We found that having plans for post-retirement work in general (both paid and unpaid) 

is more prevalent whenever older workers expect a greater loss of the intrinsic function of 

work, and that planning for post-retirement paid work, in particular, is more prevalent 

whenever older workers expect to encounter a greater loss from the extrinsic function of 

work. These findings serve to support a core premise of image theory, which is that one’s 

trajectory image is formulated in the context of one’s values, morals, and beliefs about 

oneself—or in other words, in the context of one’s value image (Beach, 1998; Beach & 



Mitchell, 1987). In the present investigation, this clear relationship between the value and 

trajectory images is exemplified by multiple statistically significant relationships between the 

perceived importance of the extrinsic and intrinsic functions of work, and plans for either 

paid or unpaid employment (or both).   

We further hypothesized that the impact of the intrinsic function of work on post-

retirement work plans would not differ between plans for engagement in volunteer work and 

plans for engagement in paid work. Both paid and volunteer work may compensate for the 

expected non-financial losses of work, given that both activities may help maintain internal 

and external continuity, and thus, serve to facilitate adjustment (Von Bonsdorff & Ilmarinen, 

2013). This hypothesis was, however, not confirmed. We found a stronger effect of the 

intrinsic functions of work on plans for engagement in paid work, compared to plans for 

engagement in volunteer work. Generally, the findings highlight the importance of studying 

post-retirement paid and volunteer work simultaneously, as a way to best achieve a 

comprehensive understanding of post-retirement adaptive strategies among older individuals.  

We also examined whether expectations of missing work functions have a differential 

gender effect on post-retirement employment plans. The findings suggest that this is indeed 

the case. First, the effect of the expected loss of the extrinsic function of work on paid work 

was moderated by gender, such that male older workers with higher levels on the extrinsic 

function of work (vs. lower levels) were more likely to plan for post-retirement paid work, 

but that was not the case for their female counterparts. Second, the expected loss of the 

intrinsic work role was a stronger predictor for planned engagement in post-retirement paid 

and unpaid work among men. Broadly, these findings seem to support and expand the 

conclusions that were drawn by Zhan and colleagues (2015) based on their study on status 

striving and bridge employment, which suggested “that when the motivational orientation 

matches one’s gender role expectation, the effect of motivational orientation on bridge 



employment is likely amplified” (Zhan et al., 2015, p. 1328). A valuable direction for future 

research would be to further develop theories that account for gender differences in the 

impact of psychological antecedents on post-retirement work plans.     

This study is different from the majority of previous studies on post-retirement work 

that have been conducted in a European context in that it was based on a sample of late career 

older adults in the Netherlands born between 1950 and 1955. This cohort was the first that 

experienced the consequences of changes in the Dutch pension system (i.e., the closing of 

early exit routes and a substantial increase of the state pension age). Previous research on the 

same sample (Van Solinge & Henkens, 2017) has shown that a significant proportion of older 

workers are very angry (or even extremely angry) about the increase in the retirement age, 

and worried about their ability to keep up with their job until retirement age, either physically 

or mentally. The substantially higher retirement age currently in place may affect late career 

worker’s plans, as well as their motivation to be involved in post-retirement paid and unpaid 

employment. In advance, we had expected reduced interest in post-retirement paid work. The 

proportion who are considering post-retirement paid work (29%) is, however, more or less in 

line with actual post-retirement employment rates in the Netherlands (Dingemans, Henkens, 

& Van Solinge, 2016). When follow-up data from this project become available, it should be 

possible to examine the extent to which individuals’ plans actually resulted in post-retirement 

work engagement.  

When interpreting the findings from this study, some limitations should be kept in 

mind. One possible limitation relates to the generalizability of the results. Although the study 

is based on a random sample of wage employed older workers in more than 1,500 

organizations covered by three of the biggest pension funds in the Netherlands, the sample is 

not representative of all older workers in the Netherlands. Our sample includes a larger 

proportion of higher educated older workers than the general population in the corresponding 



age bracket. As a result, the prevalence of post-retirement work plans may be somewhat 

overestimated. A second limitation of the present study is that our predictor variables 

(functions of work) and outcome variable (post-retirement work plans) were measured at the 

same time, and consequently, it was not possible to draw conclusions regarding causality. 

Nevertheless, we think that this use of cross-sectional data may not strongly threaten the main 

gist of our conclusions.  

Despite these limitations, this study clearly shows that the expected loss of functions 

of work upon retirement relates to the plans older employees make regarding engagement in 

volunteer work, paid work, or both, during their post-retirement lives. Beyond having 

implications for understanding retirement-linked employment, the findings also have 

implications for social policy. With the pending retirement of members of the large “Baby 

Boom” generation, increasing attention is being paid by policymakers to strategies that could 

encourage older adults to stay active and healthy well into late life. A better understanding of 

the motivational antecedents of post-retirement work plans may therefore inform those 

policies, as well as strategies that promote older adult’s social integration through 

volunteering and/or post-retirement paid employment. In this regard, however, some caution 

is warranted. Dingemans et al. (2016) have shown that actual engagement in bridge 

employment is strongly influenced by the opportunities and restrictions in the social context 

in which the retirement process unfolds. Moen and Flood (2013) found similar results for 

volunteering. Therefore, policy makers and those who work with older workers should realize 

that even though older workers may be willing to take up post-retirement paid or unpaid 

work, they may not always be capable of doing so. 
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Table 1 

Pearson correlations for all explanatory variables (N=5,972) 

 1 2 3 4 5 6 7 8 9 

Demographic Variables          

    1 Gender (female=1) --         

    2 Partner status (partnered=1) -.25* --        

Opportunity Structure           

    3 Education  .14*  .00 --       

    4 Health  .02  .05*  .08* --      

    5 Wealth -.09*  .23*  .19*  .15* --     

    6 Manager position (yes = 1) -.24*  .11* -.12*  .01 -.06* --    

    7 Working hours -.52*  .06* -.07*  .04*  .00  .24* --   

    8 Pre-ret. volunteer (yes = 1) -.05*  .02  .14*  .05*  .09*  .07* -.02 --  

Functions of work          

    9 Extrinsic  .13* -.07* -.19* -.19* -.24* -.09* -.03* -.09* -- 

    10 Intrinsic  .19* -.07*  .00*  .01 -.01* -.03* -.10*  .02  .19* 

*p < 0.05 

 

   



Table 2 

Means and standard deviations (in parentheses) for the explanatory variables (N=5,972) 

  

 

No plans 

Plans for 

volunteer  

work 

 

Plans for 

paid work 

Plans for 

volunteer & 

paid work 

 

 

Total 

Demographic variables      

Gender (female =1) 0.41 (0.49) 0.50 (0.50) 0.32 (0.47) 0.39 (0.49) 0.44 (0.50) 

Partner Status (partnered = 1) 0.85 (0.36) 0.81 (0.39) 0.83 (0.38) 0.81 (0.39) 0.82 (0.39) 

Opportunity Structure      

Educational level (1-3) 2.12 (0.80) 2.29 (0.75) 2.24 (0.80) 2.39 (0.75) 2.28 (0.77) 

Health (1-5) 3.16 (0.89) 3.19 (0.86) 3.32 (0.85) 3.33 (0.84) 3.21 (0.86) 

Wealth (1-7) 4.07 (1.72) 4.18 (1.63) 3.92 (1.92) 4.04 (1.74) 4.11 (1.70) 

Manager position (yes = 1) 0.21 (0.41) 0.22  (0.42) 0.36 (0.48) 0.32 (0.47) 0.25 (0.43) 

Working hours (1-3) 2.42 (0.64) 2.34 (0.64) 2.52 (0.63) 2.46 (0.64)  2.39 (0.64) 

Pre-ret. volunteer (yes = 1) 0.11 (0.32) 0.41 (0.49) 0.17 (0.37) 0.43 (0.49) 0.34 (0.48) 

Functions of work      

Extrinsic function (0-4) 

Intrinsic function (0-4) 

2.04 (1.17) 

1.19 (0.84) 

1.87 (1.09)  

1.41 (0.82) 

2.18 (1.17) 

1.66 (0.89) 

2.08 (1.10) 

1.74 (0.84)  

1.97 (1.12) 

1.46 (0.85) 

N 1,061 3,158 411 1,342 5,972 

Note: Sample participants were aged 60-65 in 2015 



 
 

Table 3 

Results of the multinomial logistic regression analysis explaining post-retirement plans for volunteering and/or bridge employment. Relative risk 

ratios and 95 per cent confidence intervals are shown (N=5,972 older workers)  

 No plans (0) vs. 

plans for volunteer work (1) 

No plans (0) vs. 

plans for paid work (1) 

No plans (0) vs. 

plans for volunteer & paid work(1) 

Plans for volunteer work (0) vs. 

plans for paid work  (1) 

Demographic Variables     

Gender 1.26 (1.03-1.54)* 0.48 (0.34-0.66)*** 0.67 (0.53-0.85)*** 0.38 (0.28-0.51)*** 

Partner Status 0.84 (0.68-1.02) 0.80 (0.57-1.15) 0.75 (0.59-0.95)* 0.96 (0.71-1.28) 

Opportunity Structure     

Educational level 

 Low (baseline) 

 Medium 

 High 

 

-- 

1.22 (0.98-1.50) 

1.28 (1.02-1.62)* 

 

-- 

1.29 (0.91-1.81) 

1.96 (1.35-2.83)*** 

 

-- 

1.74 (1.34-2.25)*** 

2.65 (2.00-3.51)*** 

 

-- 

1.05 (0.77-1.45) 

1.53 (1.09-2.14)* 

Health 0.97 (0.89-1.06)  1.26 (1.10-1.45)*** 1.14 (1.03-1.26)* 1.31 (1.15-1.47)*** 

Wealth 0.99 (0.95-1.04) 0.90 (0.84-0.97)** 0.92 (0.87-0.97)** 0.91 (0.85-0.97)** 

Work Sector 

 Government (baseline) 

 Education 

 Construction 

 Care  

 Social Work 

 

-- 

1.16 (0.92-1.47) 

1.05 (0.83-1.32) 

1.04 (0.80-1.34) 

1.23 (0.96-1.57) 

 

-- 

0.78 (0.54-1.14) 

0.93 (0.65-1.33) 

1.14 (0.75-1.73) 

1.09 (0.74-1.61) 

 

-- 

1.00 (0.76-1.32) 

1.18 (0.90-1.55) 

0.96 (0.70-1.31) 

1.46 (1.10-1.94)** 

 

-- 

0.67 (0.48-0.95)* 

0.89 (0.64-1.22) 

1.10 (0.75-1.60) 

0.89 (0.62-1.26) 

Managerial position 1.04 (0.86-1.25) 1.91 (1.45-2.50)*** 1.45 (1.18-1.79)*** 1.83 (1.44-2.33)*** 

Working hours 

 12-19 (baseline) 

 20-35 

 36+ 

 

-- 

1.16 (0.88-1.53) 

1.08 (0.80-1.47) 

 

-- 

0.85 (0.53-1.37) 

0.91 (0.55-1.52) 

 

-- 

0.97 (0.70-1.35) 

1.10 (0.77-1.58) 

 

-- 

0.73 (0.48-1.13) 

0.85 (0.53-1.34) 

Involved in Volunteering 5.22 (4.25-6.40)* 1.36 (0.98-1.88) 5.13 (4.10-6.42)*** 0.26 (0.20-0.34)*** 

Functions of Work     

Extrinsic 

Intrinsic  

0.87 (0.81-0.93)*** 

1.39 (1.29-1.53)*** 

1.14 (1.02-1.28)* 

2.09 (1.81-2.41)*** 

1.04 (0.96-1.13) 

2.33 (2.10-2.60)*** 

1.31 (1.18-1.45)*** 

1.50 (1.32-1.70)*** 

Constant 1.41 (0.83-2.37) 0.07 (0.03-0.18)*** 0.13 (0.07-0.24)*** 0.05 (0.02-0.12)*** 

     

Variables entered in steps: Log likelihood Goodness-of-fit-index DF Δchi2 Δdf2 Pseudo R2 

1. Demographic and 

structural variables 

-6579.98 737.63*** 42   0.053 

2. Functions of Work -6387.38 1122.84*** 48 385.21*** 6 0.081 

*p < 0.05; **p < 0.01; ***p < 0.001 

  



 
 

Table 4 

Results of the multinomial logistic regression analysis explaining post-retirement plans for volunteering and/or bridge employment. Relative risk ratios and 

95 per cent confidence intervals are shown (N=5,972 older workers) - interaction effects  

 No plans (0) vs. 

plans for volunteer work (1) 

No plans (0) vs. 

plans for paid work (1) 

No plans (0) vs. 

plans for volunteer & paid work(1) 

Plans for volunteer work (0) vs. 

plans for paid work  (1) 

     

Gender 1.39 (0.95-2.04) 0.74 (0.37-1.48) 1.11 (0.69-1.79) 0.53 (0.28-1.01) 

     

Functions of Work     

Extrinsic 

Intrinsic  

0.91 (0.83-1.00)* 

1.34 (1.17-1.53)*** 

1.24 (1.08-1.43)** 

2.09 (1.74-2.52)*** 

1.06 (0.95-1.18) 

2.61 (2.25-3.04)*** 

1.37 (1.20-1.56)*** 

1.56 (1.32-1.84)*** 

     

Interaction Effects     

Extrinsic*Gender 

Intrinsic*Gender  

0.91 (0.79-1.03) 

1.07 (0.89-1.29) 

0.79 (0.64-0.99)* 

1.02 (0.76-1.37) 

0.96 (0.82-1.13) 

0.78 (0.62-0.97)* 

0.88 (0.71-1.08) 

0.95 (0.73-1.24) 

     

     

Variables entered in steps: Log likelihood Goodness-of-fit-index DF Δchi2 Δdf Pseudo R2 

1. Demographic and 

structural variables 

-6579.98 737.63*** 42   0.053 

2. Functions of Work 

3. Interaction Terms 

-6387.38 

-6377.84 

1122.84*** 

1141.93*** 

48 

54 

385.21*** 

19.09* 

6 

6 

0.081 

0.082 

*p < 0.05; **p < 0.01; ***p < 0.001 
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Figure 1. Functions of work respondents report they will miss after retiring. Each bar represents the percentage 

of individuals who agree or strongly agree they will miss each particular work function. F = females, 

M = males, A = all participants. 
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