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Abstract
The DAISIE project explores the gendered impacts of policies and practices aimed at extending
working life (EWL) in five contrasting national settings (the Czech Republic, Ireland, Sweden,
Switzerland and the UK), using a mixed methods research design inspired by insights from lifecourse and gender studies. The project addresses two significant and timely issues: labour
market participation in later life and the influence of labour market and family trajectories on
the experiences of older workers in different national and occupational contexts. This report
explores the issue of extending working life in the Swedish context. It begins by discussing the
Swedish gender equality politics, which follows by a presentation of the pension system, pension
trends and obstacles against an extended working life. The processes towards an extended
working life illustrates the difficulties in implementing gender equality in practice. In the Swedish
debate on raised retirement age, older women’s and men’s equal opportunity to work into old
age is not identified as a core issue, although this is an essential goal of the general gender
equality policy in Sweden. Nor has the gender segregated labour market been emphasised to
any great extent, despite being at the heart of gender inequalities in terms of wages, pensions
and sick leave and parental leave. It is further shown that the argument for an extended working
life is mainly based on demographic statistics and economic arguments about the sustainability
of the Swedish welfare and pension systems, while organisational factors, such as ageism and
age norms in work organisations have not highlighted as a real obstacle to older people’s
participation in working life. Finally, it is argued that the Swedish gender equality project also
has to include the older age groups and that the question of extended working life is an example
of contemporary gender equality issues.
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1. Introduction
Sweden is frequently characterised as a country with high gender equality ambitions
and a high proportion of people over the age of 65. The first steps towards raised retirement
age and other measures to promote an extended working life were taken relatively early, at the
beginning of the 1990s. This report discusses the development towards an extended working
life against this background. Below, I discuss the Swedish gender equality policies, in general
and from an age perspective, and present and problematise the political steps towards the
current pension system from a gender perspective. Particular emphasis is placed on the strongly
gender segregated labour market and its consequences in the form of gender wage gap, pension
gap and women’s weaker footing in the labour market.

2. A segregated labour market with an age-blind gender mainstreaming strategy
Sweden, along with other Nordic countries, is known for sound employment and social
policies, as well as a gender equality and a skilled workforce. The share of women in gainful
employment is 83% and the corresponding number among men is 89% (Statistics Sweden,
2014). In 2017 the gender employment gap was 4,0 percent (ages 20-64), which is among the
lowest in the EU-countries (Eurostat, 2019).
Although gender equality is an explicit goal, it has proven difficult to realise it in
practice and extensive research has illustrated the problems involved in achieving permanent
organisational change regarding gender equality (see Verloo, 2005). In the Swedish context
this can be seen, for example, in the segregated labour market, in the gender wage gap and in
gender differences regarding sick leave.
The labour marked segregation means that 52 percent of the women and 36 percent of
the men work in the 30 largest occupations. In only three of them here is an equal sex
distribution, that is 40–60 percent of both women and men: cooks and catering managers,
secondary school teachers and shopkeepers and shop supervisors. The most female-dominated
occupation is preschool teachers (96 percent women in 2016), whereas 99 percent of
woodworkers and carpenters were men (Statistics Sweden, 2018a).
Sweden is described as having a dual-earner family policy model, where the state
supports female labour force participation by providing public day care services and paid
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parental leave (Korpi, 2000). However, in 2013, 30% of all Swedish women worked part-time
(Statistics Sweden, 2014). Within female-dominated sectors, part-time and temporary
employment has almost become a norm (Wall, 2014). While 57% of the women and 53% of
the men in the female-dominated occupations of the Swedish Municipal Workers’ Union
(Kommunal) work part-time, 84% of the men and 67% of the women work full-time within
the union’s male-dominated occupations. Part-time work results from a lack of suitable fulltime jobs, which means that women are affected by involuntary part-time unemployment to a
greater extent than men (Wall, 2014). This affects the gender wage gap. Magnusson (2010)
reports a net gender wage gap of approximately 20 per cent for married and cohabiting
respondents, and a gap of about 10 per cent for singles. On average, Swedish women earn 86%
of men’s wages (Adolphson, 2015).
Women also run a higher risk than men of being forced into sick leave (Ryderheim,
2015). It is also in the female-dominated workplaces of education, health and geriatric care that
the highest amount of sick leave on mental health grounds can be found (Granlund, 2015). In
municipalities and county council organizations, which are also female-dominated sectors, the
psychosocial working environment is described as the primary cause of sick leave (Leppänen
et al., 2006), and in female sectors such as nursing and social services stress, anxiety and
depression among employees are frequently reported, mostly due to excessive time pressure
(Eriksson, 2009). It has been argued that female-dominated professions often include heavier
demands, less control, more temporary employment, lower wages, and workplace-related
violence tends to be higher for women than for men (Ryderheim, 2015). These results are in
line with research from other countries, which has shown how leaner work organizations create
stress among staff (see e.g., Chatterjee and Hambrick, 2007).

2.1. The Swedish gender mainstreaming strategy
Sweden is frequently described as ‘one of the world’s most gender equal countries’ and
also as the country with the highest number of feminists (SOU, 2005:66). Sweden is often seen
as an exception to the generally negative assessment of the implementation of a gender
mainstreaming strategy (GMS) (Bendl & Schmidt, 2013).
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Gender mainstreaming is one of the strategies used to achieve gender equality in the
workplace. It was globally adopted at the United Nation’s women’s conference in Beijing in
1995 when governments from 189 countries formally committed to implement this new
strategy for gender equality (UN, 1995). Thereafter, many countries have also introduced
versions of it in national policy documents. On an overall political level, the concept has often
been described as a strategy which aims to incorporate a gender equality perspective in all
policies on all levels and at all stages of policy making (Council of Europe, 1998). Many
researchers have, however, questioned the conditions for this aim to be realised (Verloo, 2005).
The GMS was introduced in Sweden in 1994, a year before it was adopted in Beijing.
It was also on Sweden’s initiative that the action plan and the declaration were passed during
the Beijing conference. This came about with a parliamentary bill in 1993 (Government Bill
1993/94:147) in which it was claimed that a gender equality perspective must be applied to all
policy areas and that proposals and decisions must be analysed from a gender equality
perspective, in order to clarify their potential consequences for women and men respectively.
All in all, the bill provides a basis for institutionalizing gender equality issues as central
elements in all Swedish policy areas. GMS has since continued to provide a basis for Swedish
national gender equality plans, and it is the key strategy for achieving equality in public sector
organisations. According to national assessments, GMS has been a success, in that the issue of
gender equality has been integrated, to varying degrees, within different political arenas (SOU,
2005:66). It has, however, been suggested, that it was easy to commend the strategy and include
it in all policy documents and action plans because those who are authoring such texts did not
perhaps understand the full extent of the concept (Ds 2001:64).

2.2. An ‘age-blind’ mainstreaming strategy
The institutionalization of gender equality issues in all policy areas means that
contemporary ageing in Sweden takes place in a political context where gender equality
objectives play a central role. It also indicates that one might expect the mainstreaming strategy
to be a central starting point for policies supporting extended working life as well. Even if it
has been noted that discrimination on the basis of gender and age, i.e. sexism and ageism, are
similar in that both forms of discrimination are ‘[…] philosophies that we find offensive and
which we would expect ordinary, liberal, tolerant, intelligent people to be against’ (Bytheway
▪4▪

LIVES Working Papers – Krekula

1995: 9), questions of how gender equality and age relate to one another are still rarely studied
(Krekula, 2012).
The Swedish equality policy is designed as a response to the social demands for justice
and democracy that were expressed during the 1960s, as well as in response to the demand for
labour (Fürst, 1999). As a result, the issue of work-life balance has a central position in the
Swedish vision of equality. This has remained the in current national legislation (Krekula,
2012). Descriptions of work life balances consisting of family and work tend to become ‘age
blind’ in that they render older women’s experiences invisible, for example by assuming that
the female political subject is necessarily the working mother of young children, contributing
to an image of a fertile and economically active woman, and thereby excluding older women,
amongst others (Krekula 2003, 2007, 2012). This age blindness also appears in the overarching
goals for Swedish equality policy, resulting in the oldest age groups only being present in
equality goals with respect to being older, and not as citizens in a wider sense. Taken together,
this indicates that the Swedish gender equality goals lack gender equality ambitions among
older people (Krekula, 2012).
This age blindness in the Swedish gender equality policy also effects policies
supporting extended working life. Based on a study of the directives for two different
governmental reports, focusing on gender equality in work and on gender perspectives on
extended working life respectively, I have previous argued that gender equality is defined
differently depending on the age groups concerned. While equal participation in working life
is described as an important gender equality issue for younger people, this is not the case in the
reasoning about older women and men working in later life. In the missions for gender equality
in the labour market, women and men’s participation in working life on equal terms is
presented a main focus for the promotion of gender equality. In the mission for the Retirement
Age Commission there were no equivalent aims of achieving an equal share of older women
and older men in the labour market, which suggests that the issue of a prolonged working life
is not considered an issue of gender equality. Based on these results, the study argues that a
prolonged working life is not seen as a gender equality issue. This also means that policy goals
of equal participation in working life do not apply to older age groups. Accordingly, the
directives for the Retirement Age Commission contribute towards an exclusion of older women
and men in the Swedish gender equality project for working life (Krekula, 2014).
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3. Older people’s labour force participation and pension gap
In Sweden, one of the countries with the highest proportions of older people in its
population, 19.8% of the Swedish population was over the age of 65 in 2015 (Statistics Sweden,
2016). Within the 55–64 age group, 71.5% of women and 76.3% of men, were working in 2014
(Eurostat, 2016), a figure that clearly exceeds the 50% activity rate recommended by the EU
(European Commission, 2009).
The labour force participation rate in the older age groups is increasing over time.
Between 2006 and 2015 it has risen from 17% to 27% among men aged 65–69, and from 10%
to 18% among women in the same age group. This has been explained by emphasizing that a
range of public policies have now made it financially beneficial to postpone retirement and that
the birth cohorts who are currently reaching retirement age have higher educational levels and
better health than previous ones (SOU, 2010:85). Still, though, working hours decrease with
age. Among the gainfully employed aged between 65 and 69, women work an average of 24.8
hours/week and men work an average of 29.8 hours/week (Swedish Pensions Agency, 2016).
The same wage gap which has been noted between women and men in general can be
seen in the pension gap. Women have 68% of the men’s pension and the difference increases
with age (2018 a). These differences between older women and men have been described as a
result of women generally having lower wages, working part-time more than men and
continuing to carry a heavier load in terms of childcare and housework, for example, by taking
longer parental leave (Wall, 2014). Parental leave is, however, considered when calculating
pension entitlements. In a report of what causes the pension gap, it is stated that the income
gap occurs early in working life and then stabilises at a level of around 20 percent for the 20–
64 age group. The gender gap in disposable income for people over the age of 65 is, however,
reported to be higher, 26 percent. The reasons for this are wage differences across the adult life
course, differences in income from capital between women and men. However, the design of
the occupational pension system increases the gender gap by giving a higher pension (as
expressed as a percentage of previous earnings) to those with a higher income. The gap in
disposable income is reported to have been relatively constant over time, despite the fact that
today’s women pensioners have had, on average, a higher labour force participation rate than
women pensioners before them (Ds 2016:19).
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Table 1: Average age of men and women in the occupations with the oldest populations in
Sweden
Overall
rank

Occupation * means that it is
among the 30 largest
occupations in Sweden, ages 1664 years.
1
Director general and municipal
chief executive
2
Psychotherapist
3
Religious community manager
4
Professors
5
Deacons
6
Ambulance paramedics
7
Head of schools, level 1
8
Head of elderly care, level 1
9
Health care manager, level 1
10
Public services manager, level 1
11
Preschool head, level 1
12
Teachers, special needs
13
District nurses
14
Paediatric nurses*
15
Head of health care, level 2
16
School nurses
17
Specialist doctors
18
Industrial catering managers
19
Occupational health nurses
20
Head teachers, level 2
21
Managing directors
22
Preschool heads, level 2
23
Funeral staff
24
Social work head of department,
level 1
25
Priests
—
Other specialist nurses
—
Chief finance officer, level 2
—
Chief finance officer, level 1
—
Alternative medicine therapists
—
Teachers in vocational subjects
—
Engineers
—
Head of property management
administration, level 1
—
Head of property management
administration, level 2
—
Head of social work, level 1
—
Bank manager, level 1
Source: Statistics Sweden, 2017 a, b, c
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Average
age

Men: rank and
average age

53

Women:
rank and
average
age
1-53

53
53
52
52
51
51
51
51
50
50
50
50
49
49
49
49
49
49
49
49
49
49
49

2-53
4-52
8-51
3-52
—
7-51
6-51
5-52
11-50
12-50
9-50
10-50
19-49
20-49
21-49
25-48
22-49
13-49
14-49
—
16-49
17-49
18-49

2-53
3-53
4-53
7-51
5-52
6-51
22-49
9-51
10-51
11-50
—
12-50
—
—
—
13-50
—
—
17-49
18-49
19-49
21-49
—

48
—
—
—
—
—
—
—

—
15-49
23-48
24-48
—
—
—
—

24-49
—
—
—
8-51
14-49
15-49
16-49

—

—

20-49

—
—

—
—

23-49
25-48

1-53
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Table 1 illustrates the average age of men and women in the 25 occupations with the
highest share of older workers. There is a relatively large correspondence between occupations
with a high average age for women and men. The differences are largely consistent with the
gender segregated labour market. These occupations usually require higher education and are
less likely to involve manual labour. With one exception (paediatric nurses), they are not
among the 30 largest occupational groups either.

4. The Swedish pension system
In 1913, Sweden was the first country in world to introduce a general pension insurance
that included more or less the entire population. The idea was that those who were no longer
able to work or who were older than 67, would receive it. This retirement age has remained
mostly unchanged despite two large pension reforms. The general basic pension was low, but
retirees could also apply for a means-tested supplementary pension. The Swedish
Confederation of Professional Employees had in addition reached an agreement with
employers regarding a supplementary pension which was funded through deductions from the
employees’ wages. Other occupations, mainly those who were members of the Swedish Trade
Union Confederation, were not covered by this supplementary pension and therefore
experienced a large income reduction when they retired.
The next central change came in 1960. After a decade-long political battle, and
following a referendum, the General Supplementary Pension system (Allmän Tilläggspension
- ATP) came into effect on January 1st 1960. This ATP-system meant an obligatory pension
insurance that was funded by employers and employees alike. With this, the previous flat-rate
old-age pension was now complemented by income-related benefits. To receive a full pension,
however, one had to have been working for 30 years, which resulted in an average worker
receiving approximately 65% of their former gross income. The pension system was based on
pay-as-you-go principles and to a large extent financed by payroll taxes (Sundin, 2006; Krekula
et al., 2017). For the first time there was a system for everyone where the pension was regarded
as a postponed salary for work performed and not as a contribution. The pension system
consisted of a basic pension, the retirement pension, which was the same for everyone, and an
income-based supplementary pension, the general supplementary pension. White-collar
workers at an intermediate-level with an income unevenly distributed over their adult life
▪8▪
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course benefitted most from this pension system, while lower-level white- and blue-collar
workers with mores stable incomes over their lifetime were less favoured by this model
(Ståhlberg et al., 2006).
During the following decades changes to the Swedish pension system mainly aimed at
reducing inequalities between different groups, for example, between those who were included
in retirement schemes, and those who only received pensions in accordance with the national
pension insurance (SOU, 1974, 1975). Even if most employees with a collective agreement
could retire before the age of 67, thanks to their complementary pension scheme, housewives
and farmers, for example, could not retire until age 67. It was therefore seen as a matter of
fairness to also lower the retirement age within the national pension system (SOU, 1974). This
resulted in a lower retirement age of 65 years and a concurrent expansion of the flexible
retirement age to a period between 60 and 70 years, with individual assessment of early
retirement, which was a greater flexibility than what the current system offer. This was changed
by the new pension system during the early 1990s.

4.1. The current pension system
At the beginning of the 1990s, a new debate on the pension system started, this time
with the aim of raising the retirement age. The country was experiencing a deep financial crisis
and concerns were raised about the financial sustainability with the Swedish pension system.
The problem was defined as an increasing life expectancy and of a pension system that was
dependent on economic growth. The goal was therefore to make the pension system selffunded, by prolonging the duration of working life as much as possible and making individuals
take responsibility for their future pension, through personal savings, for example.
In 1991 and 1994, the Swedish Parliament agreed on a broad pension reform that came
into effect in 1999. This meant that the defined-benefit pension based on the 15 best income
years was replaced by a defined-contribution pension based on the total income over a person’s
working life. This reform also resulted in the implementation of a flexible retirement age
between 61 and 67. Before the decision, it was forecasted that, with the new pension system,
women would be able to receive higher replacement rates than men (Ståhlberg et al., 2006).
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The result, however, was that, in relation to their final income, women receive a relatively
lower pension than men, notably due to the time they spent working part-time (Öjemark, 2016).
Women are dependent on the guaranteed minimum pension to a higher extent than men.
In 2014, 56% of retired women received a guaranteed pension, this was the case for 16 % of
their male counterparts (Swedish Pensions Agency, 2016).
In 2013, the Government Commission for Longer Working Life and Retirement Age
presented a final report suggesting changes in several age limits. In 2020, the age for early
retirement age will be raised from 61 to 62, and then to 63 in 2023. The highest age in the
Employment Protection Act will be raised in a similar way from 67 to 68 and 69 in 2020 and
2023.

4.2. Pensioners at risk of poverty
With the implementation of the new pension system, an increasing share of pensioners
living in risk of poverty has been noted. At present, 14.9 percent of pensioners in Sweden are
described as economically exposed and at risk of poverty (Statistics Sweden, 2016). The group
of financially vulnerable older people in Sweden is growing over time. With current pension
rules, it is estimated that 50 per cent of the female pensioners and 35 per cent of their male
counterparts are expected to live on a low income by 2060 (Swedish Pensions Agency, 2018).
At the same time, it is noted that the standard of living for people aged 65 and above
has improved every year during the 21st century. After the adjustment for inflation, the total
increase in the standard of living between 1999 and 2016 totalled 51 percent. This increase is
explained, at least partly, by the fact that those who have joined the group of people aged 65
and above since 1999 have higher pensions than those who have passed away since 1999,
which, among other things, is due to the fact that women who are now retiring have a more
continuous employment history than those women who were pensioners at the end of the last
century (Statistics Sweden, 2018b).
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5. Retirement trends
Sweden has a high average retirement age compared to the rest of the EU. For the
generation aged 50-69 in 2012, the average retirement age was 64 years (Statistics Sweden,
2014b).
In the age group 50-64 years, Sweden had the third lowest percentage of retirees of all
European countries. The proportion was 13.8 percent in Sweden, while the EU average was
27.9 percent (Statistics Sweden 2014b). The average retirement age has continued to increase
over the years (SOU, 2010:85). In 1998, the average retirement age was 61.8 for women and
62.7 for men. In 2008 it had risen to 62.7 and 63.7 respectively, and in 2015 it was 64.6 years
for women and 64.4 for men. Despite these high numbers, it has been argued that there are not
sufficient incentives for individuals to extend their working lives (SOU, 2013:25). However,
there are groups of older workers who already have difficulties reaching today’s normal
retirement age. These include certain groups of women in the care sector and more generally
in occupations with hard physical and psychosocial working conditions (see Krekula et al.,
2017).
The elderly care sector occupies a special position in the debate on extended working
life, since access to care solutions for their ageing relatives is a prerequisite for older people to
continue working in later life. The average retirement age for large occupational groups within
the sector is 63.9 years for women and 64.2 years for men, which is lower than the age of 65,
still regarded as the ‘normal retirement age’, and almost three years below the current
maximum retirement age of 67, which is seen as necessary in order to qualify for a reasonable
pension (Andersson, 2015). Assistant nurses in elderly care retire, on average, at the age of 60,
i.e. before the minimum retirement age (SOU 2017:21). The elderly care sector is also
undergoing a comprehensive digitalisation process that is likely to result in robots and artificial
intelligence replacing something like 7–8 per cent of the workforce (SOU, 2017:21).
Some of the central factors that determine whether or not a person continues to work
after the age of 65 are income, gender, level of education and marital status (SOU, 2010:85).
The importance of education can be seen in the fact that, of the people who were gainfully
employed at the age of 60, roughly 25% of those with a PhD were still working at age 70, as
compared to roughly 10% of university graduates without a research degree (Klevmarken,
2010).
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Early exits can be found among married or cohabiting people, those in poor health,
those employed in demanding jobs, and also those working in places with economic incentives
for extending working life, such as the existence of collective agreement pensions. Individuals
with an average income level above the ceiling of the public old-age pension system also tend
to leave early (The Swedish National Audit Office, 2001). It is also argued that for some groups
of older workers, the wish to spend time on family and leisure time contribute to early
retirement, while people continue to work longer if they find their jobs enjoyable and
stimulating (Arnek, 2012). Further, perceived health and work satisfaction are described as
being more important than income for a lot of people (Nilsson, 2013).
Research also indicate that the factors that contribute to the will to retire change over
time. For example, spending more time with family and friends, having more leisure time and
facing difficult working conditions and little appreciation for the competence held by older
workers appear to be less important today than in previous times. Meanwhile, the feeling of
being forced to retire is described as an increasingly important factor (SOU, 2012:28).

6. Employer’s attitudes to longer working life
A study with 1,792 older respondents showed that the attitude of managers is an
important factor that determines whether older workers want to work until age 65 or beyond
(Nilsson et al., 2011). Managers’ attitudes to older workers retirement time is found to be
connected to their own retirement planning, so that those managers who plan to work beyond
the age of 66 are described as being more positive to working in older life than managers who
themselves are planning to retire at 66. Both positive and negative attitudes towards older
workers have been found among Swedish managers. While older people are viewed as more
careful, experienced and skilled and able to guide younger employees, they are also described
as being slower and also resistant to change (Nilsson, 2018).

7. Obstacles to an extended working life
This section will look at four central factors that have been described as an obstacle to
extended working life in Sweden: ageism, access to education, working environment and care
giving to family members.
▪12▪
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7.1. Ageism and extended working life
Ageism – i.e. discrimination, attitudes and stereotypes (Butler, 1969) and
marginalisation and exclusion based on age (Krekula et al., 2018) – is described as an obstacle
for older people’s participation in the labour market both on an international level (European
Commission, 2009) and in the Swedish political debate (SOU, 2013:25). There is, however, a
lack of systematic knowledge about the expressions of ageism, how they relate to the
organisation of workplaces and the consequences thereof for older employees’ job satisfaction
and working conditions in later life.
Ageism can be aimed at different age groups, albeit to varying degrees (Krekula et al.,
2018), but has mainly been studied in relation to older people. Ageism takes place in different
areas of the workplace. Older workers are not being considered for job interviews (Furunes &
Mykletun, 2010; Krekula, 2011), they are neglected in promotions (Furunes et al., 2006), they
experience less wage increase (Brooke, 2003), they are less often offered training (Furunes &
Mykletun, 2010, Krekula, 2011), and they are disregarded when it comes to training for new
technology (Furunes et al., 2006).
Studies that have looked at the consequences of ageism show that it is related to
intentions to resign or retire (von Hippel et al., 2013), and that it constitutes a risk of long-term
sickness and contributes to work disengagement (Volpone & Avery, 2013). Ageism also
contributes to older employees and job-seekers manipulating signs of ageing (Hurd Clarke &
Griffin, 2008) and removing age-related information form their job application documents
(Berger, 2009).
Although there is a lack of knowledge about these processes in the Swedish context,
international research on the relation between ageism and older people’s job satisfaction and
retirement plans shows contradictory results. Several international studies show that ageism
influences individuals’ work engagement and labour force participation in later life (Smeaton
& White 2016, Bennington, 2001, Schermuly et al., 2014, Hofstetter & Cohen, 2014, von
Hippel et al., 2013), at the same time as other studies argue against these types of direct
connections (Bayl-Smith & Griffin, 2014).
The results are particularly contradictory from a gender perspective. While some
studies have found that discriminating attitudes affect retirement plans for women but not for
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men aged 51–62 years (Messe, 2012), others show a significant association between retirement
plans and ageism among men but not among women (Thorsen et al., 2012), and that perceived
ageism is a significant factor for retirement before the average retirement age among Swedish
men, but not among Swedish women (Soidre, 2005). Ageism has also been said to affect men’s
job satisfaction to a greater extent than that of women (Taylor et al., 2013).
One explanation behind the varying results is that the time of retirement is
multidimensional and that different studies observe different factors (Schalk et al., 2010), and
that previous studies have focused zo a large extent on individual factors (Stypinska &
Nikander, 2018; Krekula & Heikkinen, forthcoming), while the implications of organisational,
workplaces processes have been less noted.
The importance of organisational factors also transpires in studies that show that
workplaces have different age climates, i.e. different perceptions of the fairness or unfairness
of organisational processes and behaviour towards different age groups (Cadiz, 2010; Kunze
et al., 2013), and that older workers are more prone to staying in workplaces that are less ageist
(Cadiz, 2010). This shows that there is an age normality where delimited age groups are used
as a basis for organisation and their actions assume a taken-for-granted position as a generic
norm (Krekula et al., 2018).
Further, the organisation of work and its implications are undergoing rapid change,
which means that privilege relations, like ageism, are being reshaped. Changed age
composition and digitalisation are examples of changes which are assumed to affect the
structure of status hierarchies. According to Kohli (2007), the changing age composition of the
workforce creates new social relations, by opening up for negotiations and new subtle
demarcations where before there were commonly shared notions of groups’ obligations and
rights. This results in new forms of class and generational conflicts. The connections between
the age composition of the workplace and the presence of ageism also appear in studies which
show that large age differences within the workforce contribute to a more negative age climate
(Kunze et al., 2013). Likewise, notions of technology and its implementation in workplaces are
interconnected with constructions of privilege relations based on, for example, gender and age.
Technology is recurrently coded as masculine and is also age coded (Krekula, 2009) in the
form of technology, innovations and change being coded to younger groups of employees
(Turek & Perek-Biala, 2013). These narrow notions of technology and its users are examples
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of gendered ageism, a doing of gendered age as marginalisation and exclusion (Krekula et al.,
2018).
A law against age discrimination was introduced in Sweden in 2009. This was not based
on a previous debate, but rather on the adoption of age as a ground for discrimination as part
of the EU labour market directives (2000/78/EG), where it is stated that it should be possible
to implement the principle of equal treatment in the member states (Article 1).
Swedish studies indicate that discrimination against older people in working life might
be widespread (Stålhammar, 2009; Krekula, 2011; Arnek, 2012). One example of this can be
seen in a survey of 1,053 Swedes between the ages of 18 and 65, which shows that a third of
those who are applying for jobs have experienced that their age is an issue – this applies
primarily to the younger and oldest age categories as well as those who are unemployed (Mild
Nygren & Sjöberg, 2012). Recruitment processes and lack of access to training have been
identified as particularly critical in the Swedish context (Krekula, 2010; 2011).

7.2. Adult education and extended working life
Adult education is emphasized as a central measure for extended working life, for
example in the European Commission’s (2010) Agenda for New Skills and Jobs. Sweden has
a well-developed system of adult education compared to other European countries (EAEA,
2011), where nearly 72% of persons aged 20-64 years participated in some form of either
formal or informal education or training during the previous 12-month period (Statistics
Sweden, 2014a). When it comes to the age group 55-64 however, Sweden ranks low in terms
of the number of people who raise their formal education level. This can partly be explained
by older people being denied further training (see above), and also by the fact that adult
education contributes only to a limited extent towards increased income, but rather may
threaten wage development and employment security (SOU, 2013:25). Men and highly
educated people participate to a somewhat greater extent in formal as well as informal training
than their less well-qualified counterparts (Krekula & Engström, 2015).
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7.3. Working environment
The working environment is a central factor which affects possibilities for an extended
working life (SOU, 2013:25). For example, women who work in health care, with precarious
working conditions, on fixed-term contracts with less control and less stability, have a shorter
working life than those in other sectors (Anxo, Månsson & Ivarsson, 2014). Inequality in health
has increased in Sweden in relation to education and gender. The gap in average life expectancy
at age 30 between groups with secondary and tertiary education levels has increased from 4.1
years to 5.4 years for women and from 4.6 years to 5.8 years for men (Arbetsmiljöstatistik
Rapport 2016:2). Women have more health problems and a higher amount of sick leave than
men. One explanation is the gendered segregation of the labour market, where jobs in femaledominated employment sectors often involve performing tasks that lead to sustaining repetitive
strain injuries. In addition, tools, protective equipment and workstations are usually designed
for men, not women. Psychosocial stress is more common among women as they work more
often than men in occupations that include encounters with other people.

7.4. Care giving and extended working life
Feminist scholars have pointed out that older people’s possibility to work is related to
whether an individual is caring for close family members or not (Lewis, 2006; OECD, 2011;
Dewilde, 2012).
Between 1994 and 2000, the amount of care provided by a family member rose from
60% to 70% out of the total care given to elderly people living at home in Sweden (Sundström
et al., 2002). This is related to cuts in the provision of public elderly care services. This family
care in Sweden has consequences for the caregivers’ well-being, gainful employment and
financial circumstances (Szebehely et al., 2014). A survey of the age group 45–66 showed that
42 percent of both women and men provide care for a close family member at least once a
month. It is, however, more common among the women to provide care for a close family
member every day; 6 percent of women and 4 percent of the men does so on a daily basis. On
average, female caregivers provided 5.4 hours assistance per week, whereas male caregivers
provided 3.8 hours of assistance per week (Szebehely et al., 2014).
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Women are to a greater extent than men affected negatively by their role as caregivers.
More than half of female caregivers regard their caregiver role as psychologically stressful,
compared to a third of the men. Further, almost twice as many women as men find it physically
demanding as well (27 and 15 percent respectively). The more care an individual provides for
a family member, the greater the likelihood that their well-being, gainful employment and
financial circumstances be affected negatively (Szebehely et al., 2014). Krekula and
Vickerstaff (2017) argue that this illustrates that the question of an extended working life
cannot be limited to work organisations but needs to be seen from a wider perspective.

8. Extended working life and flexible work
The relation between flexible employment and extended working life has been
discussed in two national Commissions formed by the Swedish government: flexible measures
to improve the ability for people with disabilities to get and maintain a job (Committee
directive, 2017a) and safety and development in employment with regard to working hours and
time off from work (Committee directive, 2017b). In these works it has been argued that
measures that can contribute to facilitate further education and career changes in later life are
important.

9. The current debates on extended working life
In 2011, when the Government Commission for Longer Working Life and Retirement
Age was formed with the explicit objective of analysing age limits in the pension system and
opportunities of extending the work life (Dir 2011:34), the media debate on extending working
life was limited. However, the opinions of various stakeholders can be seen in their comments
on the final report.
Even if many of them agreed upon a general need to work into older ages, there were
many highly critical standpoints. The trade unions and pensioner organisations pointed out that
the report was leaving out the earlier part of the life course. They argued that an extended work
life should also include the period of entrance to work life, work environment as well as
opportunities of full-time work. For example, the Swedish Municipal Workers Union stated
that several of their members only have part-time jobs and/or temporary contracts and that
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efforts to achieve more full-time employment would be “twice as efficient as a raised
retirement age of two years” (Ministry of Health and Social Affairs, 2013-11-29). The five
main pensioner organisations critically argued that: “Before the proposals of raising the
retirement age is implemented we find that measures in the work environment must be taken
in order to enable for all to work until the present normal retirement age” (PRO et al 2013-0830). Both trade unions and pensioner organisations raised issues of inequality. The Union for
Professionals (Akademikerförbundet SSR) stated that: “A raised retirement age is desirable,
but not increased pension gaps” (Ministry of Health and Social Affairs, 2013-11-29). They
further argued that white colour workers with good incomes may be able to continue to work
a few more years and thereby secure a good pension, while blue colour workers and care
workers with lower incomes already have difficulties working up to the present retirement age
of 65 and thus the inequality will increase among pensioners.
The comments from employer organisations differed from those of the trade unions and
pensioner organisations. The Confederation of Swedish Enterprise claimed that considerations
relating to the work environment should be excluded from any proposals of an extended
working life, since - they claim - the relationship between work environment and early exit is
“vague”. They were also critical of raising the age limit in the Employment Protection Act,
something that both trade unions and pensioner organisations supported. Other organisations,
including some women’s organisations, also noted a lack of gender perspective and of gender
analysis of the consequences of the proposals in the final report.
The proposals from the final report were handled in the multi-party Pension group. In
May 2015 an inquiry on gender inequality was initiated, resulting in an action plan (Regeringen
2017-01-23) and a proposal to the Pension group of an increase of the guaranteed pension
(Regeringen 2018-03-06). The process resulted in a political agreement on raising some age
limits in the pension system. The Confederation of Swedish Enterprise (Svenskt Näringsliv),
chose not to be part of the agreement as they were against raising the pension age limit in the
Employment Protection Act. In December 2017, the politically diverse Pension group agreed
to raise the lower age limit for pensions from 61 to 62 in 2020, to 63 in 2023 and 64 in 2026,
and to raise the age for protection of employment from 67 to 68 in a first step and to 69 in later
steps. Once more, critical voices were raised from some trade unions and pensioner
organisations, about the risks of increased inequality between groups of workers. Taken
together; the political proposals of raising the retirement age have been challenged by several
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stakeholders and this has resulted in some modifications to the proposals and new inquiries.
The process towards increasing retirement age is however continuing.

10. Concluding remarks
Sweden is often characterised as having ambitious gender equality objectives. From an
international perspective, it is also a country with a high proportion of people over the age of
65 and where the first steps towards raising the retirement age and other policy initiatives in
the direction of an extended working life were taken relatively early, at the beginning of the
1990s. As shown in this report, however, the processes towards an extended working life can
be seen as an illustration of the difficulties in implementing gender equality in practice. In the
debate on raised retirement age, older women’s and men’s equal opportunity to work into old
age is not identified as a core issue, although this is an essential goal of the general gender
equality policy in Sweden. Nor has the strongly gender segregated labour market been
emphasised to any great extent, despite being at the heart of gender inequalities in terms of
wages, pensions and other issues such as sick leave and parental leave. Put together, this means
that that fact that many groups of women risk ending up in a vulnerable position with regard
to extended working life has not been central to public debate over time.
The discussion above also makes it clear that the argument for an extended working
life is mainly based on demographic statistics and economic arguments about the sustainability
of the Swedish welfare and pension systems. Organisational factors, such as ageism and age
norms in work organisations may have been mentioned in the debate, but they have not
highlighted as a real obstacle to older people’s participation in working life and there is no
empirical knowledge from a Swedish context on how ageism in working life affects older
people’s willingness to continue working.
The political debate on extended working life has also been narrowly presented as a
matter of changing older people’s outdated retirement trends (Krekula et al., 2017; Krekula,
2018). This means that it has only taken limited consideration of factors beyond working life,
such as how older people’s care of close relatives affects their opportunities to extend their
labour force participation. This differs clearly from the Swedish debate on gender equality in
working life, where the central and recurring point of departure is that issues of gender equality
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in working life depend on factors in the rest of society, such as access to childcare and public
transport (Committee directive 2011:80).
In all, questions of an extended working life in the Swedish context are chiselled out as
something fundamentally separate from broader gender equality ambitions. This finding
highlights a central strategy to counteract the vulnerable situation in which women, in
particular, risk ending up in an extended working life in Sweden. In other words, the Swedish
gender equality project also has to include the older age groups and to recognise that the
question of an extended working life as a fundamental gender equality issue.

▪20▪

LIVES Working Papers – Krekula

11. Refrences
Adolphson,

D,

(2015).

Pensionsrapport

[Pension

report].

AMF.

http://mb.cision.com/Public/1040/9915053/9a742497e9757528.pdf [2018-07-12]
Andersson, R. (2015). Vem kan Jobba till 67? LO: Stockholm.
Arbetsmiljöverket. (2016). Arbetsmiljöstatistik Rapport 2016:2 - The Work Environment 2015.
https://www.av.se/globalassets/filer/statistik/arbetsmiljon-2015/arbetsmiljostatistikarbetsmiljon-2015-rapport-2016-2.pdf [2019-04-02]
Arnek, M. (2012). Skäl till att gå i pension eller inte [Reasons to retire or not],
Pensionsmyndigheten analyserar 2012:1. Stockholm: The Swedish Pensions Agency.
Bayl-Smith, P.H., & Griffin, B. (2014). Age discrimination in the workplace: Identifying as a latecareer worker and its relationship with engagement and intended retirement age, Journal of
Applied Social Psychology, 44(9), 588–599.
Bendl, R., & Schmidt, A. (2013). Gender mainstreaming: An assessment of its conceptual value
for gender equality. Gender, Work and Organization, 20(4), 364–381.
Bennington, L. (2001). Age discrimination: Converging evidence from four Australian studies,
Employee Responsibilities and Rights Journal, 13(3), 125–34.
Berger, E. D. (2009). Managing Age Discrimination: An Examination of the Techniques Used
When Seeking Employment, The Gerontologist, 49(3), 317−332.
Brooke, L. (2003). Human resource costs and benefits of maintaining a mature-age workforce,
International Journal of Manpower, 24(3), 160–283.
Butler, R. N. (1969). Age-ism: Another form of bigotry, The Gerontologist, 9(4), 243–246.
Bytheway, B. (1995). Ageism. Rethinking ageing. Buckingham: Open University Press.
Cadiz, D. M. (2010). The Effects of Ageism Climates and core Self-evaluations on Nurses'
Turnover intentions. Portland: Portland State University.
Chatterjee, A., & Hambrick, D. (2007). It’s all about me: Narcissistic CEOs and their effects on
company strategy and performance, Administrative Science Quarterly, 52(3), 351–386
Committee directive (2011). Delegation for Gender Equality in Working Life, Committee
directive 2011:80. Stockholm: Ministry of Labour.

▪21▪

LIVES Working Papers – Krekula

Committee Directive (2011). Översyn av pensionsrelaterade åldersgränser och möjligheter för
ett längre arbetsliv. [Review of retirement-related age-restrictions and opportunities for an
extended work life] 2011:34. Stockholm: Ministry of Health and Social Affairs.
Committee directive (2017a). Flexiblare insatser (exempelvis flexjobb) för att förbättra
möjligheten för personer med funktionsnedsättning att få och behålla ett arbete [Flexible
measures (e.g flex job) to improve opportunities for people with disabilities to get and maintain
a job]. Committe directive 2017:41 Stockholm: Ministry of Labour.
Committee Directive (2017b). Trygghet och utveckling i anställningen vad gäller arbetstid och
ledighet [Security and development in employment regarding working hours and leaves].
Committe directive 2017: 56, Stockholm: Ministry of Labour.
Council of Europe (1998). Gender mainstreaming. Conceptual framework, methodology and
presentation of good practices. Final report of activities of the group of specialization on
mainstreaming. Strasbourg: CoE.
Dewilde, C. (2012). Life course determinants and incomes in retirement: Belgium and the United
Kingdom compared, Ageing and Society, 32, 587–615.
Ds (2001). Ändrad ordning. Strategisk utveckling för jämställdhet, 2001:64. Stockholm:
Näringsdepartementet.
Ds

(2016).

Jämställda

pensioner?

Socialdepartementet.

https://www.regeringen.se/49e105/contentassets/606495c8c331429a8b812eb24e93e25b/jams
tallda-pensioner-ds-2016_19.pdf [2019-04-01].
EAEA (2011). Country Report on Adult Education in Sweden. Helsinki: European Association
for the Education of Adults.
Eriksson, U-B. (2009). “Man är ju inte mer än människa”: Långtidssjukskrivning ur ett
emotionellt, relationellt och strukturellt perspektiv [“One is only human”: Long-term sick
leave from an emotional, relational and structural perspective]. Karlstad: Karlstad University
Studies 2009:2
European Commission (2009). Dealing with the impact of an ageing population in the EU.
Brussels: European Commission.
European Commission (2010). An agenda for new skills and jobs: A European contribution
towards full employment. Brussels: European Commission.
▪22▪

LIVES Working Papers – Krekula

Eurostat

(2019).

Statistics

Explained

https://ec.europa.eu/eurostat/statistics-

explained/index.php?title=Gender_statistics [2019-04-02]
Eurostat

(2016).

Employment

statistics.

http://ec.europa.eu/eurostat/statistics-

explained/index.php/Employment_statistics [2018-08-12]
Furunes, T., Mykletun, R. J., & Solem, P. E. (2006). Lederes holdninger til eldre arbeidstakere.
Oslo: University of Stavanger and Norwegian Social Research.
Furunes, T., & Mykletun, R. J. (2010). Age discrimination in the workplace. Scandinavian
Journal of Psychology, 51(1), 23–51.
Fürst, G. (1999). Jämställda på svenska. Stockholm: Svenska institutet.
Government Bill 1993/94:147, Jämställdhetspolitiken: Delad makt – delat ansvar [Gender
equality policy: Shared power – shared responsibility]. Stockholm: The Ministry of Health
and Social Affairs.
Granlund, L. (2015). Friskt liv i sikte? En rapport om sjuknärvaron i välfärdstjänstesektorn [A
healthy life in sight? A report on sick attendance in the welfare service sector]. Stockholm:
The Swedish Municipal Workers’ Union.
Hofstetter, H., & Cohen, A. (2014). The mediating role of job content plateau on the relationship
between work experience characteristics and early retirement and turnover intentions,
Personnel Review, 43(3), 350–376.
Hurd Clarke L., & Griffin, M. (2008). Visible and invisible ageing: beauty work as a response to
ageism, Ageing & Society, 28, 653−674.
Klevmarken, A. (2010). Vem arbetar efter 65 års ålder? En statistisk analys [Who works after the
age of 65? A statistical analysis]. SOU 2010:85. Official Reports of the Swedish Government.
Stockholm: Fritzes.
Kohli, M. (2007). The institutionalization of the life course, Research in human development,
4(3), 253–271.
Korpi, W. (2000). Faces of Inequality: Gender, Class, and Patterns of Inequalities in Different
Types of Welfare States, Social Politics, 7, 127–91.
Krekula, C. (2003). En åldersblind feminism? Om osynliggörandet av äldre kvinnor i feministisk
forskning, Gerontologia 4/2003, sid. 184–190.

▪23▪

LIVES Working Papers – Krekula

Krekula, C. (2007). The intersection of age and gender: Reworking gender theory and social
gerontology, Current Sociology, 55(2), 155–171
Krekula, C. (2009). Age coding: On age-based practices of distinction, International Journal of
Ageing and Later Life, 4(2), 7–31
Krekula, C. (2011). Åldersdiskriminering i svenskt arbetsliv. Om ålderskodningar och myter som
skapar ojämlikhet. Equality Ombudsman, Stockholm.
Krekula, C. (2012) .With Equality on the Agenda: An Age Perspective on Swedish Gender
Mainstreaming. In Jansdotter Samuelsson, M., Krekula C. & Åberg, M. (eds). Gender &
Change: Power, politics and everyday practices. Karlstad: Karlstad university Press, 165-177.
http://jamda.ub.gu.se/bitstream/1/864/1/gender_change.pdf.
Krekula, C. (2014). Ageing in the Context of Gender Equality Mainstreaming. Paper presented at
the 22nd Nordic Congress of Gerontology, Gothenburg 25-28 July 2014.
Krekula, C. (2018). Time, Precarisation and Age Normality: On Job Mobility among Men in
Manual Work, Ageing & Society. https://doi.org/10.1017/S0144686X1800137X [2019-01-20]
Krekula, C., & Engström. L-G. (2015). Swedish adult education: An undeveloped road towards
an extended working life, Public Policy & Aging Report, 25(4), 125–128.
Krekula, C., Engström, L-G., & Alvinius, A. (2017). Sweden: An extended working life policy
that overlooks gender considerations, in Ní Léime Á., Street, D., Vickerstaff, S., Krekula, C.,
& Loretto, W. (eds). Gender, ageing and extended working life: Cross-national perspectives.
Bristol: Policy Press, 157-174.
Krekula, C. & Loretto W. (eds). (2017). Gender and extended working life: Cross-national
perspectives. London: Policy Press, 157−174.
Krekula, C., Nikander, P. & Wilinska. M. (2018). Multiple marginalisations based on age.
Gendered ageism and beyond, in Ayalon, L. and Tesch-Roemer, C. (eds.). Contemporary
Perspectives on Ageism, OA: Springer, 33–50.
Krekula, C. & Heikkinen, S. (forthcoming) Ageism in the labour market: A literature review.
International Journal of Manpower.
Kunze, F., Boehm, S. & Bruch, H. (2013). Age, resistance to change, and job performance,
Journal of Managerial Psychology, 28(7/8), 741–760.

▪24▪

LIVES Working Papers – Krekula

Leppänen, V, Jönsson, S, Peterson, H& Tranquist, J. (2006). Villkor i arbete med människor – en
inledning [Conditions when working with people – an introduction]. In H. Peterson, V.
Leppänen, S. Jönsson, & J. Tranquist, J. (Eds.) Villkor i arbete med människor – en antologi
om human servicearbete, [Conditions when working with people – an anthology on human
service work]. Stockholm: Arbetsliv i omvandling, 4, 1-18
Lewis, J. (2006). Work/family reconciliation, equal opportunities and social policies: The
interpretation of policy trajectories at the EU level and the meaning of gender equality, Journal
of European Public Policy, 13(3), 420–437.
Magnusson, C. (2010). Why is there a gender wage gap according to occupational prestige? An
analysis of the gender wage gap by occupational prestige and family obligations in Sweden,
Acta Sociologica, 53, 99-116.
Ministry of Health and Social Affairs (2013-11-29). Summary of public consultations of the final
report Åtgärder för ett längre arbetsliv. [Measures for an extended working life] SOU 2013:25.
Dnr S2013/2830/SF. Stockholm.
Mild Nygren, G & Sjöberg, A-S. (2012). Du har fel ålder: Om åldersnojan på arbetsmarknaden
[You have the wrong age: On age anxiety on the labour market]. Stockholm: Trygghetsrådet.
https://www.trr.se/globalassets/dokument/material/du-har-fel-alder.pdf [2018-07-25]
Messe, P-J. (2012). Do discriminatory attitudes to older workers at work affect their retirement
intentions?, International Journal of Manpower, 33(4), 405–423.
Nilsson, K. (2013). To work or not to work in an extended working life? Factors in working and
retirement decisions. Lund: Lund University.
Nilsson, K. (2018). Managers' attitudes to their older employees: A cross-sectional study, Work,
59(1):49-58.
Nilsson, K., Hydbom, A. R., & Rylander, L. (2011). Factors influencing the decision to extend
working life or retire, Scandinavian Journal of Work, Environment & Health, 6, 473-480.
OECD (2011). Help wanted? Providing and paying for long-term care. Paris: OECD
Öjemark, F. (2016). Hur stor blir pensionen? [How much pension will I get?], Stockholm: Min
Pension. http://mb.cision.com/Public/1011/9964990/976c3e7e3feb1cd3.pdf [2018-08-12]
PRO, RPG, SKPF, SPF & SPRF (2013-08-30). Yttrande över slutbetänkande av
Pensionsåldersutredningen SOU 2013:24 Åtgärder för ett längre arbetsliv. Consultation of the
▪25▪

LIVES Working Papers – Krekula

final report by the Government Commission for Longer Working Life and Retirement Age
SOU 2013:25 Measures for an extended working life] (Five retirement organisations).
Ryderheim, M. (2015). Kvinnors arbetsmiljö 2011-2014 [Women’s working environment 2011–
2014]. Stockholm: The Swedish Work Environment Authority.
Schalk, R. et al. (2010). Moving European research on work and ageing forward: Overview and
agenda, European Journal of Work and Organizational Psychology, 19(1), 76–101.
Schermuly, C.C., Deller, J., & Büsch, V. (2014). A Research note on age discrimination and the
desire to retire, Research on Aging, 36(3), 382–393.
Smeaton, D., & White, M. (2016). The growing discontents of older British employees, Social
Policy and Society, 15(3), 369-85.
Soidre, T. (2005). Retirement-age preferences of women and men aged 55–64 years in Sweden,
Ageing & Society, 25(6), 943–63.
SOU 1974:15, Sänkt pensionsålder m.m.: Betänkande av pensionsålderskommitten [Lowered
retirement age etc.: Report by the Retirement Age Committee]. Stockholm: Ministry of Health
and Social Affairs
SOU 1975:10, Rörlig pensionsålder: Betänkande av pensionsålderskommittén [Flexible
retirement age: Report by the Retirement Age Committee]. Stockholm: Ministry of Health and
Social Affairs
SOU 2005:66, Makt att forma samhället och sitt eget liv – jämställdhetspolitiken mot nya mål
[Power to shape society and one’s own life – new objectives in the gender equality policy].
Stockholm: Fritzes
SOU 2010:85, Vem arbetar efter 65 års ålder? En statistisk analys [Who works after the age of
65? A statistical analysis]. Stockholm: Fritzes.
SOU 2012:28, Längre liv, längre arbetsliv, förutsättningar och hinder för äldre att arbeta längre
[Longer life, longer working life, conditions and obstacles for older people to work longer].
Stockholm: Fritzes.
SOU 2013:25, Åtgärder för ett längre arbetsliv. Slutbetänkande av Pensionsåldersutredningen
[Measures for an extended working life. Final report by the Government Commission for
Longer Working Life and Retirement Age].

▪26▪

LIVES Working Papers – Krekula

SOU 2017:21. Utredningen om nationell kvalitetsplan för äldreomsorgen. Stockholm.
Statistics Sweden (2014a). Vuxnas deltagande i utbildning 2011/2012 [Adults’ participation in
education 2011/2012], Theme report 2014:3, education, Statistics Sweden.
Statistics Sweden (2014b). Övergången från arbete till pension 2012. [Transition from work to
retirement

2012].

http://www.scb.se/Statistik/AM/AM0401/2014K03Z/AM0401_2014K03Z_SM_AM110SM1
404.pdf [2018-08-03]
Statistics Sweden (2017a). 25 yrken med högsta medelålder totalt. https://www.scb.se/hittastatistik/statistik-efter-amne/arbetsmarknad/sysselsattning-forvarvsarbete-ocharbetstider/yrkesregistret-med-yrkesstatistik/pong/tabell-och-diagram/25-yrken-med-hogstamedelalder-totalt/ [2019-03-15]
Statistics

Sweden

(2017b).

25

yrken

med

högsta

medelåldern

för

kvinnor.

https://www.scb.se/hitta-statistik/statistik-efter-amne/arbetsmarknad/sysselsattningforvarvsarbete-och-arbetstider/yrkesregistret-med-yrkesstatistik/pong/tabell-och-diagram/25yrken-med-hogsta-medelaldern-for-kvinnor/ [2019-03-15]
Statistics Sweden (2017c). 25 yrken med högsta medelåldern för män. https://www.scb.se/hittastatistik/statistik-efter-amne/arbetsmarknad/sysselsattning-forvarvsarbete-ocharbetstider/yrkesregistret-med-yrkesstatistik/pong/tabell-och-diagram/25-yrken-med-hogstamedelaldern-for-man/ [2019-03-15]
Statistics Sweden (2018a). Women and men in Sweden 2018. Facts and figures.
https://www.scb.se/contentassets/4550eaae793b46309da2aad796972cca/le0201_2017b18_br
_x10br1801eng.pdf [2019-01-03]
Statistics Sweden (2018b). Bättre ekonomisk standard som pensionär än tio år innan pensionen.
https://www.scb.se/hitta-statistik/artiklar/2018/battre-ekonomisk-standard-som-pensionar-antio-ar-innan-pensionen/ [2019-03-02]
Sundén, A. (2006). The Swedish experience with pension reform, Oxford Review of Economic
Policy, 22(1), 133–148.
Stypińska, J., & Nikander, P. (2018). Ageism and age discrimination in the labour market: A
macrostructural perspective, in Ayalon, L. & Tesch-Roemer, C. (eds). Contemporary
Perspectives on Ageism. Springer Publisher, 91–108.
▪27▪

LIVES Working Papers – Krekula

Stålhammar, J. (2009). Sweden. In N. ten Bokum, T. Flanagan, R. Sands, & R. von SteinauSteinrück (eds.). Age Discrimination Law in Europe. Wolter Kluwer Law & Business, 347–
352.
Ståhlberg, A-C., Cohen Birman, M., Kruse, A., & Sundén, A. (2006). Pension reforms and gender:
The case of Sweden, Gender Issues, 23(1), 90–118
Swedish Pensions Agency (2016). Medelpensioneringsålder och utträdesålder, m.m. [Average
retirement age and exit age, etcetera]. Stockholm.
Swedish

Pensions

Agency

(2018).

Äldre

med

låga

inkomster.

https://www.pensionsmyndigheten.se/nyheter-och-press/pressrum/ny-rapport-aldre-medlaga-inkomster [2019-03-17]
Swedish National Audit Office (2001). Vad får oss att arbeta till 65? [What drives us to work
until 65]. RFV Analyserar :4. https://www.forsakringskassan.se/wps/wcm/connect/8cc67f37cc61-4ce38b834ab9ba4cd050/analyserar_2001_04.pdf?MOD=AJPERES [2018-08-17].
Szebehely, M., Ulmanen, P., & Sand, A-B. (2014). Att ge omsorg mitt i livet: hur påverkar det
arbete och försörjning? [To provide care in middle life: how does if affect work and income?].
Stockholm: Department of Social Work, Stockholm University.
Taylor, P., McLoughlin, C., Meyer, D., & Brooke, E. (2013). Everyday discrimination in the
workplace, job satisfaction and psychological wellbeing: Age differences and moderating
variables, Ageing and Society, 33(7), 1105–1138.
Thorsen, S., Rugulies, R., Løngaard, K., (...), Thielen, K., and Bjorner, J.B. (2012). The
association between psychosocial work environment, attitudes towards older workers (ageism)
and planned retirement, International Archives of Occupational and Environmental Health,
85(4), 437–445.
Turek, K., & Perek-Bialas, J. (2013). The role of employers’ opinions about skills and productivity
of older workers, Employee Relations, 35(6), 648–664.
Verloo, M. (2005). Displacement and empowerment: Reflections on the concept and practice of
the Council of Europe approach to gender mainstreaming and gender equality, Social Politics,
12(3), 344–365.
Volpone, S. D., & Avery, D. R. (2013). It's self-defense: How perceived discrimination promotes
employee withdrawal, Journal of Occupational Health Psychology, 18(4), 430–448.
▪28▪

LIVES Working Papers – Krekula

von Hippel, C., Kalokerinos, E. K., & Henry, J. D. (2013). Stereotype threat among older
employees: Relationship with job attitudes and turnover intentions, Psychology and Aging,
28(1), 17–27.
Wall, A. (2014). Halva arbetstiden, hela ansvaret: En rapport om kvinnors deltidsarbete [Half
the working hours, all the responsibility: A report on women’s part-time employment].
Stockholm: The Swedish Municipal Workers’ Union.

▪29▪

