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1. Introduction: the relevance of the topic 
According to the Labour Force Survey, over the past years in Europe (EU27), employment rates among the 

65 and older increased from 4.3% in 2005 to 4.8% in 2011 (EUROSTAT, 2012a). The same source 

underlines that in absolute terms, working people over 65 years increased in the same time-span by 725,000 

individuals, that is from about 3.4 to about 4.1 millions, indicating that the role played by the work for the 

labour market after retirement may have strengthened in recent times. As a matter of fact, as in most 

European countries, the debate on work after retirement has increasingly developed in the last years also in 

Italy, for different reasons. 

A main reason is the economic one. In these times of financial crisis (and this is even more expected in a 

future perspective) retired people often have to deal with pension inadequacy, thus they need to supplement 

their pension income with wage from work for the labour market. In Italy 63% of retired people can count on 

a pension income lower than 1,000 monthly euros, whereas one retired person in four has to deal with a 

pension income even under 500 monthly euros (ISTAT, 2011a). Under similar economic conditions life is 

hard for retired people, especially if they live alone or if they are asked to support economically adult 

children with low wages or even unemployed. 

However, an important factor to consider linked to the latter, is that several Italian pensioners are relatively 

young, so it is also understandable that they want to remain active in the society. Italian average exit age 

from the labour market is among the lowest in Europe. Between 2004 and 2009, it was on average 61.1 years 

for men and 58.7 years for women (OECD, 2012). Only in 4 European countries (i.e. Slovak Republic, 

Austria, Luxembourg and Poland) women retired earlier than in Italy, and only in 6 European ones (i.e. 

Luxembourg, Austria, France, Belgium, Slovak Republic and Hungary) men retired earlier than in Italy. The 

main reason for this, is that in recent times in Italy, even if the official retirement age for the old-age pension 

(i.e. pensione di vecchiaia) was 65 for men and 60 for women, the “seniority pension” (i.e. pensione di 

anzianità) was also available, conditioned both by criteria linked to the age and to the years of contributions. 

Thus in the recent past, people could retire at 57 years of age if they could count on 35 years of 

contributions. Furthermore, during the 90’s other early retirement schemes were largely available. For 

example, for public employees the so-called “baby pensions” (abolished in 1992) were available. They were 

allowed to retire after only 20 years of contributions, whereas if they were married women with children, 

even after just 14 and a half years of contributions. The amount of baby-pensions is rather low, and this 

partially explains the reason for the current pension inadequacy mentioned above. However, as previously 

underlined, it has to be considered that beyond pension inadequacy, a motivation of these younger retired to 

work for the labour market is that they want to do something productive beyond being retired. In all, the fact 

that these younger pensioners have built a second career after retirement, and to a considerable extent under 

undeclared terms, is a “public knowledge”, in Italy. 
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Yet, this desire to be productive after retirement may drive not only younger-old retired, since as observed 

by Giarini (2009), the capacity to perform in an advanced stage of old age has steeply increased recently. 

Indeed, a current 70-year-old or even an 80-year-old corresponds to a person 15 or 20 years younger a 

century ago. According to this perspective, European society is not ageing, but “rejuvenating”, last but not 

least since it can count on better health conditions. Thus, working after retirement may be driven by reasons 

other than financial needs, like for example individual desire/interest to do so, to be still active, or to remain 

included in society. This view bases on perspectives advocated by theories like e.g. activity and continuity 

theories (Havighurst, 1961; Maddox, 1968). 

Furthermore, we can observe that work after retirement, in Italy as in other European countries, is fertilised 

by much more available demand-driven opportunities. In fact, since life expectancy is higher than in the past 

combined with the aim of combating public deficits, policies encouraging work in older age are increasingly 

available. Just by surfing on the Internet, one can observe that in Italy there are several kinds of specific 

work offers (whose reliability should be however checked) for retired people. Why? One main reason may 

be that for certain specific works and tasks, retired people’s experience may be highly evaluated by 

employers, so they want to exploit their capacities. Another reason may potentially be that employers may 

try to save money by employing them (often in an undeclared way) since they may accept a wage (to 

integrate their pension income) that is low, compared to market wages to be spent for younger or simply non 

retired workers. This, in Italy, poses questions about the concept of the sustainability of the system. On the 

one hand, there is a call for more work in older age: it is well known that ageing of the population might lead 

to decreased shares of the population at work, and that this might potentially cause labour force shortages in 

companies. According to this view, work in older age should be encouraged in Italy, given that with 36.6% 

this country has the fifth-last employment rate of older workers (aged 55 to 64 years) in Europe, just ahead 

of Malta, Poland, Hungary and Slovenia (EUROSTAT 2012b). Yet, despite this, unemployment of younger 

people is widespread in Italy. In October 2011, the overall unemployment rate was 8.5% whereas youth 

unemployment (i.e. of people aged 15 to 24 years) was 29.2%. In the previous month, unemployment of 

younger people was 29.4% i.e. the highest rate in the last 8 years (ISTAT, 2011b). The intergenerational 

matter seems to be particularly evident in the public sector. Indeed, among the 34 OECD countries, Italy has 

the highest share of workers in the public sector older than 50 years: in 2009, 49.2% (about 1 in 2) were over 

50 (OECD, 2011). The reasons for this are the hiring/turnover freeze by the public sector in the last years 

and pension reforms that have delayed retirement from the labour market (CNEL, 2011). Thus, it is evident 

that there is a need for pursuing and finding solutions to encourage work after retirement while avoiding 

intergenerational work conflicts, in an Italian context that has its peculiarities.  

The aim of this book is to shed light on the issue of income from work after retirement in Italy. This requires 

a definition of the object of our analysis. First of all, even if we are essentially exploring older people, there 

is not a strict age-criterion for inclusion, since pension in Italy has been (and still is) available from different 

ages. Nevertheless, we introduced an age-limit of 60 years for inclusion of receivers of pensions linked to 

some mild degree of disability, instead of to age criteria. We included this kind of pensioner since in Italy 
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among all pension receivers, there is a considerable percentage (10.6%) of retired people aged 60 years or 

more who benefit of pensions due to reduced ability or inability to work (i.e. pensioni di invalidità, 7.1%) or 

due to work accidents and occupational diseases (i.e. pensioni indennitarie, 3.5%) (ISTAT 2011a). In 

exploring the issue of work of older people after retirement, it would be essential to also understand the role 

played by these kind of retired people. Instead, receivers of pensions due to severe physical or mental 

disability (i.e. pensioni assistenziali) were excluded from the research. 

Thus our object of analysis is: retired people who work being paid. To be retired means receiving an old-age 

pension or a seniority pension at any age, or a disability/inability pension after 60 years of age. Paid work 

means having an additional income (declared or undeclared) from the work for the labour market, both as 

self-employed or as employee. 

To carry out the study, we adopted a methodology which included a secondary data analysis of available 

national data, expert interviews and case studies in organisations employing retired workers (for more 

methodological details, see Annexes 1 to 3).  

According to the framework discussed above, in Chapter 2 trends and developments of the income generated 

by this post-retirement work is analysed, whereas Chapter 3 focuses on describing types of paid work of 

retired workers and their individual characteristics. Chapter 4 concentrates on what the government is doing 

in terms of policies to facilitate employment after retirement. Chapter 5 reports workplace experiences on 

how to attract or retain retirees. In the conclusive Chapter 6, policy recommendations to stakeholders are 

provided on how to promote and strengthen work after retirement.   
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2. Trends in income from work after retirement 

2.1. The extent of the phenomenon 

According to the Ministry of Labour and Social Policies, pensioners retired between 2008 and 2011 who 

decided to re-enter the labour market are increasing. INPS data underlined that in 2008 older retired people 

(i.e. men over 65 and women over 60) carrying out non occasional jobs were 509,265, 37% of which were 

women [Expert 3].  

Thus, work after retirement in Italy is configured as mostly a male phenomenon. Observing this issue strictly 

in terms of prevalence, relative to the universe of retired people, in 2010 working pensioners from the age of 

55 onwards were 6.9% of total pensioners of the same age, a data that is stable compared to about ten years 

ago (Geroldi, 2000). Yet, addressing this issue by gender we can observe that this percentage increases to 

10.7% when investigating only men while it decreases to 3.7% when investigating only women (INPS, 2012). 

According to a survey carried out in Veneto Region among employed workers over 45 years of age, 7% of 

workers were already retired whereas 8% of non retired employees expressed the intention to continue to 

work once retired (Partnership Progetto Equal “Age Management”, 2006).  

 

Table 1. Prevalence of the phenomenon of work after retirement 

Data source Bank of Italy IT-SILC ISTAT-Labour 

Year 2004 2010 2007 2010 2007 2011 

Total sample size 20,581 19,836 45,133 40,836 171,496 163,578 

Total number of workers 7,183 6,864 19,891 17,698 61,922 56,205 

Working pensioners out 
of all workers 2.7% 4.7% 5.4% 5.5% 0.3% 0.2% 

Note: The number of workers is the sum of  employees and self-employed 
Source: our elaboration on multiple databases 

 

To try to know more about the prevalence of work after retirement in Italy, a secondary data analysis 

comparing different databases was carried out to provide a first descriptive picture of the phenomenon. 

Given this main aim, data provided in the following tables of sections 2 and 3 are not weighted. The 

secondary data analysis was carried out on datasets of three sample-based surveys (i.e. one survey of the 

Bank of Italy and two surveys carried out by the National Institute of Statistics: IT-SILC and Labour Force 

Survey), that allowed to identify people with a simultaneous income both from work and from the condition 

of retired person. It shows that the prevalence of retired workers out of all workers ranged from 0.2% (in 

2011) according to the ISTAT survey on the labour force, to 5.5% (in 2010) according to ISTAT IT-SILC 
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survey (Table 1). This spread may be attributed mainly to the different surveys’ sample composition (see 

Annex 1 for a more detailed description of each source). Further analyses are carried out on the sub-sample 

of working pensioners.  

On the other hand, the trend of growth is reported by only two of the investigated sources and not uniformly, 

with a substantial increase in percentage reported by the Bank of Italy’s survey between 2004 and 2010 (i.e. 

from 2.7% to 4.7%), and a slightly higher increase by the IT-SILC one between 2007 and 2010 (from 5.4% 

to 5.5%). This is quite consistent with information on the universe of retired people aged 55 or more, that 

reported a slight increase in percentage of the weight of working pensioners out of total pensioners of the 

same age from 2008 to 2010, for both men and women (INPS, 2012). Information available on the number 

of working pensioners by age group from 2008 to 2010 is presented in Table 2, where a trend of growth in 

number of people working after retirement especially from the age of 70 years can be observed.  

 

Table 2.  Working pensioners, by age groups, 2008, 2009 and 2010 (N) 

 2008 2009 2010 

 Men Women Total Men Women Total Men Women Total 

55-‐59	   134,870	   72,581	   207,451	   131,373	   74,904	   206,277	   115,080	   71,373	   186,453	  

60-‐64	   252,004	   107,959	   359,963	   272,175	   110,057	   382,232	   264,563	   112,434	   376,997	  

65-‐69	   198,995	   62,660	   261,655	   201,426	   65,057	   266,483	   189,095	   63,766	   252,861	  

70-‐74	   111,745	   29,587	   141,332	   124,250	   32,644	   156,894	   126,304	   34,361	   160,665	  

75-‐79	   44,299	   11,532	   55,831	   48,850	   12,408	   61,258	   49,188	   12,870	   62,058	  

80	  +	   17,090	   5,811	   22,901	   19,797	   6,300	   26,097	   21,319	   6,776	   28,095	  

55+	   759,003	   290,130	   1,049,133	   797,871	   301,370	   1,099,241	   765,549	   301,580	   1,067,129	  
   Source: our elaboration on INPS, 2012 

 

Women retired from public or private jobs in 2011 who started a new job did it mainly in the services’ sector 

(3,979), followed by the industrial sector (1,249) and agriculture (236). The same data concerning men are 

7,607 in the services’ sector, 7,391 in industry and 1,527 in agriculture [Expert 3]. Nevertheless, since in the 

90’s early retirement was encouraged especially in the public sector, it is likely that these retired people re-

entered the labour market both in the public and in the private sector [Expert 1]. Malpede and Villosio 

(2009) underlined that a lot of workers in the past could retire between 50 and 55 years of age through the 

seniority pension, and that these workers probably continued to work for the labour market, employed 

especially in SMEs. After the enforcement of the law which from 2009 allowed the combination between 

pension and income from work, this trend has expanded involving also professionals (lawyers, medical 

doctors, accountants, etc.).  
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Work after retirement seems to be widespread also among managers (especially within large companies). 

Other sectors involved are artisans, agriculture and domestic work. In all, work after retirement seems to be 

present in both high skilled and low skilled roles, being instead less represented in roles requiring an 

intermediate qualification level [Expert 3]. Table 3 provides an overview of the role of older workers in 

different professional categories. 

 

Table 3. Percentage of over 60 in different professional categories within workers of all ages in the same 
categories 2007-1st trimester 2011 

 2007 2008 2009 2010 2011 

Artisans	   10.9	   11.4	   11.8	   12.4	   13.1	  

Retailers	   12.8	   13.2	   13.7	   14.1	   14.8	  

Self-‐employed	  in	  agriculture	   23.3	   24.3	   25.0	   25.7	   26.5	  

Freelancers	  and	  professionals	   	   12.6	   13.9	   14.3	   	  
Source: our elaboration on INPS, 2012. 

 

The geographical dimension is also important in favouring work after retirement both for employers and 

employees. In regions with a high diffusion of SMEs, as in Veneto, employers continue to manage their own 

business, even after reaching retirement age. This is often due to difficulties in transferring “decisional 

power” to their children or relatives, since they may be unsuitable or uninterested. On the other hand, 

employees in highly standardized productions are unwilling to re-enter the labour market, in relation to the 

hardness of their past job. The propensity to work after retirement is thus higher within SMEs, that are 

characterized by less standardized production. In these contexts, workers often come back to work in the 

same company, also mentoring younger colleagues. In areas where large companies are present, there is also 

the opportunity to implement satellite productions through retired workers [Expert 2]. 

2.2. Economic issues 

The current situation on the kind of pension received by working retired people highlights that most of them 

benefit of an old age pension or seniority pension (see also Geroldi, 2000), especially if self-employed 

retired workers (Table 4). For those retired people working as employees, the role of inability/disability 

pensions is higher, although it is not clear if towards a trend of growth  (e.g. according to Bank of Italy) or 

decline (e.g. according to IT-SILC). 
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Table 4. Kind of pension of working pensioners aged 60 years or more 

Data source Bank of Italy IT-SILC ISTAT-Labour 

Year 2004 2010 2007 2010 2007 2011 

Employees 

Kind of pension 

N	   47	   74	   115	   107	   -‐	   -‐	  

Old	   age	  
pension	   74.5%	   78.4%	   78.3%	   85.0%	   -‐	   -‐	  

Inability/	  
disability	   8.5%	   14.9%	   20.0%	   13.1%	   -‐	   -‐	  

Other	   not	  
specified	   17.0%	   6.7%	   1.7%	   1.9%	   -‐	   -‐	  

Self-Employed 

Kind of pension 

N	   83	   169	   467	   422	   -‐	   -‐	  

Old	   age	  
pension	   92.8%	   92.9%	   92.9%	   90.0%	   -‐	   -‐	  

Inability/	  
disability	   2.4%	   1.2%	   6.2%	   7.8%	   -‐	   -‐	  

Other	   not	  
specified	   4.8%	   5.9%	   0.9%	   2.1%	   -‐	   -‐	  

Note: N is the sum of all working pensioners over 60 years of age receiving at least one kind of pension. 
Source: our elaboration on multiple databases 

 

With regards to future scenarios, the pension reform enforced in January 2012 (art.24, Law n. 214/2011) has 

postponed the retirement age, so encouraging late retirement. Thus it is assumed that future retired workers 

will be older than current ones. The working population is assumed to increase by about 5% by 2017, 

whereas on the other hand the number of pensioners is supposed to decrease by about 10% by the same year 

and by about 15% in 2032 (Mazzaferro and Morciano, 2012). The higher retirement age seems partially to 

contradict the availability of combination between income from work and pension, which was introduced in 

2009 (Law n. 33/2008). Indeed, while work after retirement was supposed to be more manageable when the 

median retirement age was around 55, the last reform will soon move this median age to 65, thus requiring 

more attention for workers’ health status and working conditions [Experts 1, 3 and 4]. 

Furthermore, whereas about two decades ago the average pension income was higher for working pensioners 

than for pensioners as a whole (Geroldi, 2000), the role of pension inadequacy is currently higher and it is 

expected to increase further in the future. Indeed, the complete adoption of the contribution based regime 

(which replaced the old wage-based regime) will certainly reduce substitution rates: if until recently the 

average pension could be even 80% of the last salary, this percentage could progressively fall below 60%. In 

the past, higher pension incomes probably did not encourage too much work after retirement, whereas the 

new scenario leading to a lower pension income in the future, will probably “force” future pensioners to re-

enter the labour market for economic reasons. Yet, since they will be over 66 years of age from 2018 and 
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over 67 from 2026 (men and women), this will probably highlight problems related to health and hardness of 

working conditions  [Experts 1, 3 and 4]. 

Working pensioners may be considered as potential competitors of the “non retired” workforce, because they 

can negotiate with employers for highly favourable conditions for themselves and for the employers, through 

extensive use of flexible contracts (part-time, fixed term, various forms of freelance collaborations, etc.) 

[Expert 1]. More generally, the potential social conflict between younger and older workers will also 

probably become more evident in the future due to the increased retirement age. In fact, in the last ten years 

as the government has started to progressively increase the retirement age, younger persons have 

experienced more and more difficulties in finding a job [Expert 4]. This can also be seen by comparing 

trends of the employment rate of older workers and of the unemployment rate of young people (Figure 1). 

 

Figure 1. Employment rate 55-64 and unemployment rate 15-24, 2004 – 2011 (3rd trimester) (%) 

 
Source: our elaboration on ISTAT Labour force survey, different years 

 

The increase in retirement age envisaged by the last pension reform will add about 15% to career length 

compared to the past, and considering as unchanged the total amount of hours worked in this Italian context 

of crisis, this will mean less work for younger people [Expert 4]. This problem will perhaps be “naturally” 

overcome in the future since younger cohorts will be less and less numerous over time [Expert 1]. 

Thus in all, the financial crisis seems to mainly negatively affect work of younger generations, rather than 

work after retirement. In the public sector for example, the turnover “freeze” related to public budget cuts, 

and the concomitant employment of often retired, highly skilled consultants (who worked before as top level 

officers), are seriously hampering younger people’s opportunities to become civil servants, or university 

scholars [Experts 1 and 4]. Furthermore, the propensity of both public and private top managers to continue 
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to work after retirement is mostly related to the effort of maintaining their status and social identity, rather 

than to a mentoring vocation. This is particularly problematic in Italy, because low investments in innovation 

and human capital (encouraged by the economic crisis) have not contributed to the creation of an adequate 

number of highly qualified job positions over time [Expert 1]. Probably, the engagement of older or retired 

workers in mentoring functions could be one of the possible solutions for the work-conflict between younger 

and older generations, together with the re-introduction of more effective incentives (introduced in 2007 but 

never really implemented) to support the changeover of older/younger workers [Expert 2]. 
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3. Characterising work after retirement 

3.1. The work 

According to the Ministry of Labour, about 80% of working periods performed by persons who retired 

between 2008 and 2011 are below 1 year of duration (the average duration in any case is growing), thus 

probably indicating an extensive use of flexible contracts (through collaborations, work vouchers, etc.) 

[Expert 3].  

 

Table 5. Work characteristics of the working people of all ages who receive a pension (%) 

Data source Bank of Italy IT-SILC ISTAT-Labour 

Year 2004 2010 2007 2010 2007 2011 

Employees 

N 95 147 520 475 54 48 

Kind of contract 

Open ended 
contract 80.0 77.6 

96.7 95.2 61.1 72.9 
Fixed-term 
contract 20.0 19.0 

Temporary 0.0 3.4 3.3 4.8 38.9 27.1 

Kind of 
employment 

Part-time 21.1 22.4 17.9 18.7 66.7 64.6 

Full-time 77.9 77.6 82.1 81.3 33.3 35.4 

Qualification 
level 

Director - - 2.5 2.1 5.6 2.1 

Manager - - 6.7 4.6 0.0 10.4 

White collar - - 35.0 35.8 18.5 25.0 

Blue collar - - 52.1 51.2 38.9 39.6 

Apprentice - - 0.2 0.8 0.0 0.0 

Home-work - - 0.2 0.6 0.0 2.1 

N.A. - - 3.3 4.8 37.0 20.8 

Self-employed 

N 95 179 564 501 126 86 

Kind of self- 
employment 

Freelancer 24.2 19.0 17.4 21.0 13.5 15.1 

Entrepreneur 3.2 8.9 15.6 11.6 1.6 0.0 

Self-employed 50.5 54.8 57.3 57.9 61.1 62.8 

Other 22.1 17.3 9.7 9.5 23.8 22.1 
Source: our elaboration on multiple databases 

 

Nevertheless, our data analysis revealed that relative to retired workers of all ages (these being mainly over 

50), the role of flexible contracts (both temporary or fixed-term, where this information is available) among 
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retired people working as employee seem to be rather marginal even in recent times (Table 5). On the other 

hand, since in recent years companies have extensively used flexible contracts to employ retired workers, 

such as employer-coordinated freelance contracts or other contracts such as “consultants” (which do not 

imply a regulation of working time), these may in practice have hidden the “actual” employee positions (for 

example in terms of required working time) [Expert 4], and they may have been surveyed as “self-

employment”. This suggests that positions under a short-term based contract in Table 5, may be represented 

mainly among “self-employed”.  

A survey carried out among companies in Veneto region (Partnership Progetto Equal “Age Management”, 

2006) underlined that one company in five employed retired workers, especially if medium-large sized (over 

50 employees). The propensity of employers to hire pensioners may be determined mostly by two factors: a) 

the skills of the single worker, in relation to the economic sector; b) the possibility to spend less money to 

remunerate the worker using flexible forms of contracts (that are also characterized by lower tax rates). Both 

large companies and SMEs follow this strategy. The only difference is that large companies have internal 

organizational resources to plan it [Expert 1]. 

Type of work 

In the field of intellectual professionals it is usual to find persons who continue to work until 70 (for example, 

in Universities) or 80 years of age. In these cases the preservation of the social status is of great importance. 

Blue-collar or white-collar workers are more likely to re-enter the labour market in similar positions if they 

have a high level of specialization (turners, millers, etc.) and also because until recent years they reached 

retirement at a relatively young age [Expert 4]. Workers may have strong or weak market positions when 

approaching retirement. A small number of workers over 65 have strong positions (like public or private top 

managers) and can negotiate the extension of their working life at the best conditions. On the other hand, low 

skilled workers may have more problems, i.e. difficulties in dealing with technological innovation or 

economic transformation [Expert 1].  

Opportunities for work after retirement are considered to be higher for self-employed and professional 

workers. Moreover, dealers or even high level professionals such as accountants and tax consultants may 

organize their work in relation to the possibility of selling their own services. With regards to blue or white 

collars, for unemployed people over 55 it is often hard to find a new job and the current economic crisis has 

increased the risk of long term unemployment. In Italy there are unemployed people over 50 years of age 

that currently do not have the requirements to retire, but having lost a job, they are at risk of long term 

unemployment in a situation in which income support measures cannot provide a universal coverage. For 

these persons it is hard to imagine participation in the labour market once retired if they cannot at present 

easily come out from the condition of unemployed [Experts 1 and 4]. There is some evidence that retired 

workers are seldom employed in the same company where they worked before retirement, but rather they 

find new opportunities through previous professional contacts or through friends or relatives (Partnership 
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Progetto Equal “Age Management”, 2006). On the other hand, in 1997 working pensioners were represented 

mainly among retired people by artisans and traders (43%), then by agricultural workers (27%), co-co-co 

(that is “collaborazione coordinata e continuativa”, a flexible contract that can be translated as “employer-

coordinated freelance work”, see section 4)  (17%), employees (11%) and domestic workers (2%) (Milazzo, 

2000). 

Qualification level 

According to some experts, among working pensioners low skilled profiles (agriculture, domestic work, etc.) 

with flexible contracts or irregular positions as well as high skilled professionals, probably prevail. 

Intermediate level profiles are probably missing because workers who retired in these years can still have a 

good substitution rate of 80%. Their level of income does not encourage them to join the labour market again 

[e.g. Expert 3]. This is only partially confirmed by the data analysis, since according to it, retired workers (of 

all ages) are mainly white and blue collars (Tab 5)  (the “blue collar” category also includes low skilled 

profiles). It is perhaps not unusual that in 2000 in the Veneto region, the majority of workers over 65 years of 

age in the private sector were hired for non-skilled positions (Partnership Progetto Equal “Age Management”, 

2006). This seems to be consistent with the fact that managers and supervisors tend to prolong their working 

life more than other working categories, by postponing retirement (Villosio, 2008) rather than by re-entering 

the labour market after retirement, and with the fact that most retired managers willing to work after 

retirement have difficulties to join the labour market (Quarta, 2008). According to this view, there is a huge 

availability of retired managers offering a “total product” that the Italian labour market is not available “to 

buy”. Retired managers that cannot find a new job feel a sense of frustration. By becoming pensioner “a 

second time”, they emotionally and psychologically live a “second retirement syndrome” (Quarta, 2008).   

Part-time work 

The three sources investigated reported contrasting evidence on the diffusion of part-time contracts among 

employees once retired. According to the ISTAT Labour Force Survey, part-time is the most widespread 

contractual form. This is consistent with results of a survey carried out in Veneto region (Partnership 

Progetto Equal “Age Management”, 2006). Instead, according to the other two investigated sources, retired 

workers do it mainly on a full-time basis (Table 5). 

Self-employment 

Numerically, self-employed retired workers are more than those employed as employees (Table 5). Work 

after retirement through self-employment is widespread in relation to domestic upkeeping (plumbers, 

gardeners, electricians, etc.) [Expert 2]. In Italy in 2008, the self-employed were 31.3% of the total workers 

(ISTAT, 2010b). Elaborating data from the latter source, one can realise that most of them were older 

workers: 28.1% among those workers aged from 55 to 59; 49.5% of workers aged from 60 to 64; 75.7% of 

65-69; 89.4% of 70-74 and 93% of workers aged 75 and over. 
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The role of undeclared work 

The role of undeclared work among retired people in Italy is assumed to be high (see also Geroldi, 2000). 

Nevertheless, official information concerning irregular work among older workers or by age are not 

available. ISTAT (2010a) estimates that 12.3% of total working people in 2009 were irregular, and that this 

share was estimated to remain substantially stable between 2001 and 2009. In the latter work, ISTAT defined 

work as irregular when not performed in compliance with the legislation pertaining to fiscal and social 

security contributions, with the consequence that it could not be observed directly in enterprises, institutions 

and administrative sources. The measure of irregular work used by ISTAT refers to the concept of full-time 

equivalent units: these represent the transformation of labour provided into full-time units and are obtained 

from the sum of full-time and part-time jobs (main and secondary) transformed into full-time units.  

 

Table 6. Irregular workers out of total workers by economic sector and geographical area (%) 

 Agriculture Industry Building Services 

North-‐west	   26.0	   2.2	   7.6	   12.3	  

North-‐east	   25.4	   1.8	   3.7	   11.5	  

Centre	   21.8	   3.4	   8.2	   11.2	  

South	   24.4	   14.2	   20.0	   18.7	  

Italy	   24.5	   4.4	   10.5	   13.7	  
Source: ISTAT 2010a 

 

The indicator is given by the percentage ratio of irregular full time equivalent units to total full time 

equivalent units. Agriculture is relatively the economic sector with the highest percentage of irregular work 

in comparison to regular [Expert 1]. In general terms, it shares only 3.9% of employees, while industry 

shares 28.5% and services shares 67.6% (ISTAT, 2010a). Geroldi (2000) found that in 1997, most of the 

irregular work was performed in the age span from 20 to 34 years (50.8% of all irregular work) whereas 

from the age of 50 years onwards it counted for 6.5% of the total of irregular work. Table 6 offers an 

overview of irregular work in Italy, by sector. 

Professionals in particular, may try to escape pension contribution (i.e. through undeclared work) when 

working after retirement age [Expert 4]. The pension reform will probably discourage irregular work, but 

mostly among younger workers since they will need to acquire a contribution to reach the requirements for 

obtaining a pension, a condition that applies less to working pensioners [Expert 3]. Irregular work is also 

connected to the legislative rigidity, for instance in relation to the environment, health and safety legislation 

or enterprise start-up. This in particular could affect very small businesses, managed at the family level 

[Expert 2]. 
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Changes over time 

Even if data sources show in some cases contrasting evidences, due to the different sample composition and 

adopted definitions, the work characteristics seem to be quite stable over the last years. According to the 

labour force survey, there was an increase in retired people working as white collars from 18.5% to 25% 

between 2007 and 2011. All sources agree on the increase in self-employed retired workers, whereas the 

evidence on retired freelancers is contradictory.  

3.2. The working pensioners 

An investigation of the phenomenon by age group allows to understand that work after retirement is 

widespread mostly in the age-span between 50 and 60 years, but the percentage of retired workers after 65 

years of age should not be ignored (especially according to the ISTAT Labour Force Survey, see Table 7). In 

1997 however, working pensioners were represented mostly among pensioners aged 50 to 54 years (17.1%), 

then among those 55-59 (15.8%), 45-49 (12.2%), 60-64 (11.3%) and 65+ (3.4%) (Milazzo, 2000). According 

to Milazzo (2000), in 1997, 60% of working pensioners were in Northern Italy, whereas 23% in Central Italy 

and 17% in the South. Current retired workers result mainly married (range from 63% to 79.9% in 

2010/2011) followed by widowed (from 9.6% to 21.2%). On the other hand, within working pensioners, 

single and divorced people are less represented (Table 7). 

Motivation to work 

Many pensioners are probably motivated to work by individual motivations, as for example the necessity to 

help their children and grandchildren, given the current difficulties witnessed by younger workers in finding 

a job (this reason may weigh as much as 60% of the total). Demand by employers seems to be less important 

(probably 30%) and even less seems to be market opportunities (10%) [Expert 3]. 

There is not a natural propensity to continue to work after retirement, unless the job is particularly rewarding 

and characterized by a high level of status (like public top managers and directors). Individual situations are 

always of great importance (personal income, household conditions, status of single, etc.), also given that 

pension reform will progressively reduce the pension income [Experts 1 and 2]. As already underlined, the 

economic need as motivator factor is expected to become more important in the future, but the past situation 

was different. Indeed, at the beginning of the century the pension income of working people was higher with 

respect to the average pension income, suggesting that the desire to increase one’s own income for economic 

difficulties might not be the main or at least the only reason to work after retirement, being instead more 

important to find concrete opportunities in the labour market (Geroldi, 2000). Currently, self-employed and 

professionals are probably motivated both by economic needs and personal interests. Employees are 

probably driven to a lesser extent by their economic situation and by market opportunities (public policies 

and/or employers’ demand). While the possibility to perform intellectual work is related to individual 
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preparation and qualification, hard and repetitive work has little chance to be performed after 60 or 65 years 

of age [Expert 4]. 

 

Table 7. Characteristics of the working pensioners (%) 

Data source Bank of Italy IT-SILC ISTAT-Labour 

Year 2004 2010 2007 2010 2004 2010 

N 190 326 1,084 976 190 326 

Gender 
Male	   67.9	   66.6	   71.1	   66.8	   85.0	   78.4	  

Female	   32.1	   33.4	   28.9	   33.2	   15.0	   21.6	  

Age class 

Up	  to	  50	   17.8	   11.0	   25.3	   26.1	   1.7	   3.0	  

51-‐65	   61.1	   56.4	   50.0	   46.5	   46.1	   38.8	  

65	  and	  over	   21.1	   32.6	   24.7	   27.4	   52.2	   58.2	  

Marital Status 

Married	   62.7	   64.7	   66.4	   63.0	   79.4	   79.9	  

Single	   5.8	   8.3	   12.5	   16.6	   10.0	   6.0	  

Divorced/	  
Separated	  

4.7	   5.8	   2.9	   5.2	   3.3	   4.5	  

Widowed	   26.8	   21.2	   18.2	   15.2	   7.2	   9.6	  

Educational 
level 

Low	   50.6	   52.5	   26.9	   23.3	   70.6	   64.2	  

Medium	   36.8	   33.4	   56.1	   62.0	   18.9	   23.9	  

High	   12.6	   14.1	   16.9	   14.8	   10.6	   11.9	  

Health status 

Good	   -‐	   -‐	   58.5	   62.0	   -‐	   -‐	  

Neither	   poor	  
nor	  good	   -‐	   -‐	   32.6	   29.8	   -‐	   -‐	  

Poor	   -‐	   -‐	   8.0	   7.4	   -‐	   -‐	  

N.A. -‐	   -‐	   0.0	   0.8	   -‐	   -‐	  
Source: our elaboration on multiple databases 

 

The main motivations to work of retired people in Veneto region, according to Partnership Progetto Equal 

“Age Management” (2006), are mainly due to the desire to stay active and to economic reasons. The study 

also reported cases of mature, non retired workers who expressed an intention to work after retirement for 

different reasons: to transfer their knowledge to the younger generation; to increase their income; to avoid a 

too “drastic” change in their life and because they want to stay active by being useful through a pleasant 

activity (Partnership Progetto Equal “Age Management”, 2006). 

Gender differences 

As observed in Table 7 (see also 2.1 and Milazzo, 2000), work after retirement is mainly a male 

phenomenon. Women’s careers are often shorter than men’s ones. Given that some kinds of motivations to 
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work after retirement age are stronger in the highest positions, women are penalized in this respect. Women 

are also more likely to be involved in care activities within their families, in different ways and in different 

phases of their careers (they are mothers at the beginning and in the middle of their career and then they are 

involved as grandmothers while often taking care of their older relatives) [Experts 3 and 4]. 

Women who married a professional also show a lower propensity to work, especially after 60 or 65, in this 

diverging from women of the lower social class. In this case, income and consumption levels of 

professionals’ households are probably based on the male breadwinner. Within large public and private 

organizations, when women reach top managerial positions they also show a propensity to prolong working 

life (as in the case of men)  [Expert 1].  

In industry, where production is closer to craftsmanship (as in certain textiles productions), older retired 

women are more likely to be involved in the transmission of skills to younger apprentices. On the contrary, 

in sectors characterized by high standardization of work and high share of women workers (like 

microelectronics or food processing), the propensity of women to work after retirement can be lower or 

absent, especially when their households can benefit from two pension incomes [Expert 2]. 

The role played by the educational level 

Even if most of the investigated datasets report a low level of education for people who work after retirement, 

according to the IT-SILC one, most of them have an intermediate educational level. Instead, highly educated 

workers are less represented. This is rather consistent with results on the level of qualification seen above 

(see 3.1).   

The role played by health 

Table 7 shows that health conditions of people who work once retired are mainly good. The role played by 

health conditions on work after retirement is considered of great importance. When the average retirement 

age was between 50 and 60 (at least until 2009), health conditions did not really affect the propensity to 

continue to work after retirement. Yet, given that the recent pension reform has introduced retirement age at 

66 starting from 2018 (with the possibility of flexible retirement between 62 and 70), having good health 

conditions is going to achieve greater importance over time [Expert 4]. 

Changes over time 

All the investigated data sources report an increase in percentage of work after retirement for women in the 

last years. This may mean that new cohorts of retired women are more open-minded towards the opportunity 

to work after retirement. Therefore the gender-gap is being reduced, and this phenomenon is on the rise even 

after the age of 65 years. Retired workers are also in better health conditions over time, even if a negative 

impact of the pension reform (due to deferred pension) is expected in this respect. Concerning with trends 

over time in marital status and educational level, the evidence is contradictory. 
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3.3. Individual and structural features: how do they interact? 

With respect to the most important “profiles” for work after retirement in Italy, 2011 data from the Ministry 

of Labour and Social Policies show that numerically, retired men are more represented in all main sectors 

(i.e. services, industry and agriculture). In percentage, however, 73% of retired women work in the services 

sector against 46% of men. Men, instead, are more represented in industry (45% vs. 23%), and in agriculture 

(9% vs. 4%), especially in Southern Italy (Geroldi, 2000). Even if a certain interest for a specific job may be 

assumed for working after retirement, the main motivational driver in all sectors for both genders may be the 

economic one. 

Furthermore, according to the experts interviewed, the latter economic driver in a future perspective will be 

even more important, due to the expected reduction in the future pension income. After the recent reform, a 

sufficient level of protection will be maintained only in  the case of long and not fragmented working careers, 

benefiting of medium-high wages and that could be reinforced by a good occupational pension. Individuals 

in the latter category are expected to represent a minor part of future retired workers, and this minor part will 

be employed in high qualified jobs.  

On the contrary, low skilled workers with fragmented working careers and at high risk of long term 

unemployment after 55 years of age, will likely view work after retirement as a pressing necessity in the near 

future [Experts 1, 2 and 4]. Indeed, given also the current economic crisis, the number of workers who can 

and could in the future count on a supplemental occupational pension is very limited (since people do not 

have economic resources to invest in it). This will hamper even further the possibility for low skilled baby 

boomers to achieve a decent level of pension contribution before retiring [Experts 1, 2 and 4]. 

In the context just described, work after retirement may help to economically support future pensioners. For 

example, the development of personal care services and networks addressed to older persons, could represent 

an interesting sector for work after retirement especially for women, and it could also give a considerable 

contribution in terms of GDP growth [Expert 4]. The non profit sector could play a central role in this regard, 

offering older retired people the opportunity to work and the possibility to fully participate in community life 

[Expert 1].  
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4. Government policies  
 

Table 8. Work after retirement in Italy: policy overview 

Retirement age (or/and years 
of seniority) for being entitled 
to a public pension (enforced 
in January 2012) 

Men (old age pension) 66 

Women (old age pension) 62 (66 in the Public sector) 

Women (self-employed) 63 + 6 months 

Men (seniority pension) 42 years + 1 month of contribution 

Women (seniority pension) 41 years + 1 month of contribution 

Men 60 years-old with 36 years of contribution or 61 years-old with 35 years on 31 
December 2012 can retire at the age of 64. 
Women 60 years-old with 20 years of contribution on 31 December 2012 can retire at the 
age of 64. 

Reform (enforced in January 
2012): future steps 

Old age pension: 

Women  66 (from 2018) 

Men        67 (from 2026) 

Women   67 (from 2026) 

Seniority pension: 

An additional month of contribution from 2013 

A further additional month of contribution from 2014 

Retirement age for 
occupational pension 

Men The same age for being entitled to a 
public pension. It is available after 
minimum 5 years of contribution. Women 

Is the employment contract automatically terminated (potentially prolonged by the 
employer) at the statutory pension age? 

Retirement after statutory retirement 
age is not compulsory. Workers are 
protected by unilateral dismissal of 
Law n. 214/2011 in force, which 
establishes flexible retirement from 
62 to 70. 

Early retirement option, public 
pension 

Possible through the seniority pension (see above).  

Consequences for magnitude of pension 

Reduction of 1% for each year of 
early retirement before 62. 
Additional reduction of 2% for each 
year of early retirement before 60. 

Possible exceptions to the reduction (at 31 December  
2012) 

Men workers 60 years old with 36 
years of contribution and 61 years 
old with 35 years of contributions 
can retire early at 64. 
Women workers 60 years old with 
20 years of contribution will have 
old age pension at 64. 
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Early retirement option, 
occupational pension 

In case of periods of unemployment over 48 months, workers can ask to receive 
occupational pension 5 years before the statutory retirement age. Workers can ask advances 
on the amount of pension, in connection with: 
a) health treatments, involving also spouses and children (75% max in any moment) 
b) to buy the house of residence, also at children’s advantage (75% max, after 8 years of 
contribution) 
c) other personal needs (30% max, after 8 years of contribution). 

Consequences for magnitude of pension The pension wage will be lower since it will be 
calculated on a shorter contribution period. 

Is it allowed to receive pension and wage at the same time? What are the 
consequences for the magnitude of the pension? 

It is allowed the full combination of the 
employment and pension income from January 
2009 (DL n. 112/2008 as enforced by Law n. 
133/2008). 

What are the tax rules with regard to income from work, in addition to 
income from public and occupational pensions? 

Limits to combination and cuts established by 
previous norms remain in the following cases: 

• disability allowance (assegno di 
invalidità); 

• pension for survivors; 
• pension for workers under certain 

workfare measures (Lavori 
Socialmente Utili); 

• minimum income measures; 
• employees who transform full-time 

work into part-time work. 

Deferral public and 
occupational pension 

It is possible through flexible retirement from 62 to 70 years of age. 

Magnitude of yearly accrual 
The calculation will be made with the 
contribution system and the transformation 
coefficient will be 5,620%, until 70. 

Are employee/employer social security (health, public pension, etc.) 
contributions still to be made when working beyond retirement? 

Yes. 

 
 

Table 8 shows an overview on main policies and information on the transition from work to retirement in 

Italy. The evidence shows that recipients of active policy actions to support the prolongation of working life 

are to a very limited extent retired people. According to recent research, initiatives to increase the knowledge 

and the use of incentives to prolong working life specifically addressed to a target of people over 65, are 

0.2% of the total initiatives to support the prolongation of working life (Checcucci, 2011). 

Policies which are directly relevant to the issue of ‘income from work after retirement’ 

Besides the recent 2012 pension reform whose main contents and how this affects work after retirement have 

already been described in this book and in Table 8, the most important point for work after retirement in 

terms of policies, is that the full combination of employment and pension income from January 2009 is 

allowed (DL n. 112/2008 as enforced by Law n. 133/2008). Pensions under retributive scheme can be fully 

combined with employment income in the following cases: 
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• Old age pensions; 

• Seniority pensions with 40 years of contribution; 

• Seniority pensions at the age of 59 and 36 years of contribution for employees and age of 60 and 36 years 

of contribution for self-employed workers. 

Pensions under the new contribution-based scheme can also be fully combined with employment income 

according to one of the following requirements: 

• 35 years of contribution and age calculated on the basis of the retributive scheme criteria (see above); 

• 40 or more years of contribution at the age of 65 for men and 60 for women (employees and self-

employed workers). 

Limits to combination and cuts established by previous norms remain in the following cases: 

• disability allowance (assegno di invalidità); 

• pension for survivors; 

• pension for workers under certain workfare measures (Lavori Socialmente Utili); 

• minimum income measures; 

• employees who transform full-time work into part-time work. 

In particular, in the case of Disability Allowance, the following reductions are implied: 

• reduction of the allowance by 25% if income level is 4 times above annual minimum (threshold of € 

24,306.36 in 2011); 

• reduction of the allowance by 50% if income level is 5 times above annual minimum (threshold of € 

30,382.95 in 2011); 

• if after the cut the allowance is still over the minimum (€ 467.43 per month in 2011) there could be a 

second cut, according to the contribution calculation: 

• 40 years of contribution – no cut; 

• employees below 40 years of contribution – cut by 50% of the amount exceeding the minimum; 

• self-employed workers below 40 years of contribution – cut by 30% of the amount exceeding the 

minimum, in any case not over 30% of income produced by the worker; 

• by transforming the allowance into old age pension, the main norm on combination in force (see above). 

Pension for survivors (relatives of a deceased worker or retired worker) will not suffer from any cut if 

beneficiaries’ income level is 3 times below INPS annual minimum (€ 18,229.77 in 2011). Above this 

threshold the cut is 25% or  40% in case income is 4 times the annual minimum (threshold € 24,306.36 in 

2011) and 50% in case income is 5 times the annual minimum (threshold € 30,382.95 in 2011). 
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Another measure directly relevant to the issue of work after retirement is that of Work vouchers (buoni 

lavoro – lavoro occasionale di tipo accessorio), regulated by law 276/2003 as modified by laws 191/2009 

and 92/2012 (the latter known as the “labour market reform”). Vouchers of a fixed amount can be bought by 

employers from the National Social Security Institute (INPS, which is also responsible for paying pension 

rates). They can be used to pay a specific performance, without any written contract. The measure was 

originally addressed to pensioners or disadvantaged people and now it is available for all workers engaged in 

activities such as housework, gardening and maintenance, personal teaching, sport and cultural events, social 

work, seasonal agriculture, commerce, tourism and services provided within family enterprises, parcel or 

newspaper delivery and newspaper peddling. Recent changes in the legislation have been aimed at allowing 

pensioners to use vouchers in every economic sector. Unemployment compensation beneficiaries may also 

receive vouchers after applying for INPS specific contribution balances. After the enforcement of law 

92/2012, a worker cannot earn from vouchers more than € 5,000 per year, even working for different 

employers. If the employer is a freelance or a businessman in retail trade, the worker’s income cannot exceed 

€ 2,000 per year. 

Policies and measures supporting work for retired people 

Anti-Age discrimination legislation 

Article 3 of the Italian Constitution contains a general equality principle. On the one hand, Article 37 

safeguards equal treatment and mentions age only as a minimum limit for salaried workers. The application 

of the general principle is committed to the Workers’ Statute (Statuto dei lavoratori) and the L.D. 216/2003, 

which acknowledged the 2000 European Directive n. 78/EC, establishing the general framework for equal 

treatment in employment and occupation. 

Pension policies 

The new contribution-based regime abolished the “minimum pension” for workers entering the system after 

31st December 1995. From the age of 65, pensioners with an income below the social assistance threshold 

can ask for a means-tested benefit, enforced by recent norms concerning social assistance. In Italy there is no 

minimum-universal income measure, but many Regional Governments have provided similar measures to 

guarantee minimum income levels to disadvantaged persons and families. Even if this measure does not 

specifically address work after retirement, it may affect it by contributing to drive retired people into work 

due to economic reasons.  

Unemployment compensation and social protection exit schemes 

It is worth to describe the main characteristics of the Italian social protection system in two main parts: how 

it was until 2011, and its developments after the enforcement of the labour market reform (law 92/2012).  
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Up to 2011 some measures have been extensively used as pathways to drive older workers into retirement in 

the final stage of their career, this meaning that given their still good health and professional conditions, 

these people may have been re-employed in other ways once retired [Experts 1 and 4]. The 2012 reform, on 

the other hand, aimed overall, among other things, to strengthen workers’ position in the labour market by 

supporting permanent positions and by reducing temporary, unstable or precarious positions.  

Up to 2011, the Italian labour market system provided two main measures within this domain: 

unemployment compensation (indennità di disoccupazione) and mobility allowance (mobilità).  

Mobility allowance represented the most generous social protection exit scheme in Italy and addressed some 

categories of workers hit by collective firing. Temporary or seasonal jobs were excluded. Beneficiaries were 

included in a special list of the Public Employment Services (PES), specifically provided for job replacement 

complemented by incentives to employers to recruit them. They were excluded from the measure if they got 

a part-time or temporary job. The measure duration varied in relation to the worker’s age and to the firm’s 

geographical location.  

The labour market reform of 2012 abolished mobility allowance, while allowing workers under this measure 

the possibility to complete regularly their period of reintegration. With regard to unemployment 

compensation, the reform envisages from 2013 a new benefit scheme (ASPI) which will gradually replace 

the current unemployment compensation. From January 2016, the duration of this measure will be 18 months 

for over 55 workers and 12 months for younger ones. 

The Italian system also provides another important compensation measure with a two-fold enforcement: the 

Income Redundancy Fund (Cassa integrazione guadagni ordinaria, i.e. Cigo) or Extra Income Redundancy 

Fund (Cassa integrazione guadagni straordinaria, i.e. Cigs). This measure was not particularly affected by the 

2012 reform. Cigo provides income compensation to workers within a short-term unusual firm crisis, while 

Cigs addresses situations of structural and persistent crisis with an high risk of being fired. Workers under 

Cigo or Cigs measures are considered still at work and are not officially calculated as unemployed (so they 

cannot perform other salaried work). 

Flexible working opportunities 

The Italian labour market legislation offers some flexible contracts which can facilitate the employment and 

self-employment of retired workers: 

• Fixed-term jobs (contratti a tempo determinato), such jobs for over 55 year-old workers are not reduced 

by the usual quantitative limits established by the national collective labour agreements. The 2012 labour 

market reform has generally limited the utilization of this type of contract, while promoting its use to 

recruit older workers (see below); 

• Part-time jobs (contratti a tempo parziale), as in the case of fixed-term contracts; 
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• Job on call (lavoro a chiamata) addressed to under 24 year-olds and over 55 year-old workers; the 

workers are at the employer’s disposal (full-time or part-time) and they are hired through typical 

seasonal contracts; 

• Job sharing, implying that two workers should share the same job by mutual consent. They can freely 

manage the division of labour and their change-over, communicating their shifts to the employer at least 

on a weekly basis, in order to certify absences. The division of work can be both vertical (1 week each) 

or horizontal (both working some hours each in the same day). Both of them are however responsible for 

the entire work obligation and are calculated as one worker. The employer cannot object to the division 

proposed by the workers. In case of firing or resigning of one worker the contract is automatically 

terminated for both, but the second worker can be shifted to a standard (full/part-time) contract. Job 

sharing cannot be used by public organizations; 

• Job placement contracts (contratto di inserimento), especially aimed at placing or replacing disadvantaged 

workers (among which over 50 year-old unemployed) in the labour market by providing individual 

training programs within a fixed-term job. Nevertheless, the 2012 labour market reform has planned to 

abolish this type of contract from January 2013; 

• Temping (lavoro interinale), which in case of contracts longer than six months, provides disadvantaged 

unemployed persons (including over 50 year-old ones) with individual replacement training programs. 

This measure can also be used for pensioners. 

The national civil legislation offers classical contracts of self employment. In addition, there are special 

forms, whose flexibility can specifically facilitate pensioners and older workers such as Joint venture 

(associazione in partecipazione) and Employer-coordinated freelance work. In order to avoid improper use of 

the latter (see for example section 3.1), the 2012 reform introduced restrictions and economic disincentives 

for employers. 

Measures addressed to fight the economic crisis 

Between 2008 and 2011 some measures were adopted to make job protection simpler and more flexible. In 

relation to work after retirement we can mention: 

• employers who will hire over 50 year-old workers benefiting from unemployment compensation or 

mobility measures will receive their pension contributions on demand; 

• incentives for private employment agencies who hire disadvantaged workers (including over 50 year-old 

workers) according to the 2008 Commission regulation (EC) n. 800. The entity of the incentives vary 

according to the type of worker and contract (e.g. full-time, fixed term, etc.). 

Law 92/2012 has introduced a set of stable measures aimed at protecting the market position of older 

workers: 
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• from January 2012, employers hiring over 50 unemployed people through a fixed term contract 

lasting more than 12 months, will receive a reduction of 50% of the pension contribution for 12 

months; 

• in case of transformation of the part-time contract in full-time standard contract, or if the worker is 

hired directly with full-time standard contract, the reduction will be applied for 18 months; 

• in case of personnel redundancies in companies with more than 15 employees, specific agreement 

among social partners can establish that employers must pay, to fired older workers, the 

corresponding amount of the public pension, if they will reach retirement conditions in the following 

4 years. 

In the light of the measures just described, it is possible to state that in recent years some measures 

supporting work after retirement, even if mainly indirectly, have been implemented. Nevertheless, the latest 

pension reform is oriented to prolong the working life of older workers more than to promote work after 

retirement, so going, as a matter of fact, in an opposite direction [Expert 3]. For this reason, the prevalence of 

work after retirement is expected to decrease in the near future, but it is expected to grow in the long term, 

when “new” and older retired people (even if in a context of less retired people numerically speaking) will 

need to join the labour market again, mostly for economic reasons due to worse pension income. Experts 

have suggested some possible measures to avoid this. For example, a better equalization of wages among the 

various professional levels, revisiting mechanisms of wage growth along the career and systems of 

rewarding, all of which are currently distorted by an excessive polarization [Expert 1].  

Furthermore, persons with difficulties to work will experience not only a reduction in their income, but also 

a missed accumulation of contributions for the public pension regime. To avoid jeopardizing the future level 

of income, some kind of solidarity funding should be provided to cover the periods of missed contributions. 

This is also important because the possibility to work after retirement in order to support a low level of 

income from pension could also be hampered by poor health conditions [Expert 4]. Some welfare measures, 

such as disability pensions, have played a similar function, inappropriately, in some areas of Italy over time. 

By comparing the share of seniority pensions and disability benefits, it can be noted that the latter are more 

widespread in the South of Italy, where the local labour market cannot provide a sufficient level of income 

from work. In these regions, more than in the rest of the country, the pension of older persons (also disability 

pension) is an important component of a households’ income, in the face of massive youth unemployment 

[Expert 1]. 

Some of the measures described above to support work after retirement (e.g. job on call, job sharing, job 

placement, temping, etc.), have not actually been used for retired workers, probably since employers prefer 

to rely on more economic contracts for them (for example employer-coordinated freelance work), without 

forgetting the considerable role of undeclared work in this respect. 
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Governmental measures, rather than on supporting work after retirement, are currently mostly concentrated 

on prolonging working life before retirement and to reduce pension income. Nevertheless, in the long term, 

this may incentive work after retirement for economic reasons. 
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5. Company case studies 

5.1. Super Elite Supermarket 

5.1.1. Case study background 

 

Table 9. Super Elite Supermarket profile 

Company	  name	   Super	  Elite	  Supermarket	  

Sector	   Retail	  

Activity	   Sale	  of	  commercial	  goods	  

Number	  of	  employees:	   	  

Total	  (number)	   32	  

Female	  (%)	   50	  

Male	  (%)	   50	  

Work:	   	  

Warehouseman	  (%)	   25	  

Cashiers	  (%)	   25	  

Counter	  operators	  (%)	   50	  

Employees	  above	  the	  statutory	  pension	  age	  (N)	   1	  (male)	  

Employees	  with	  university	  degree	   0	  

Employees	  with	  permanent	  contract:	   	  

Overall	  (%)	   80	  

Of	  employees	  above	  the	  statutory	  pension	  age	  (%)	   0	  

Employees	  working	  part-‐time	  (N)	   1	  

Above	  the	  statutory	  pension	  age	   0	  

 
 

Super Elite Supermarket in Rome, belongs to a chain of 37 supermarkets widespread in Central Italy (35 in 

Lazio region and 2 in Umbria region), that has been operating for about 40 years. The case study is on only 

one establishment, even if the establishment manager is responsible of 4 supermarkets in total. Most of the 

32 employees (50% men and women) are 25 to 50 years of age, with three main qualification/tasks: counter 

operators, cashiers and warehouseman. These tasks are rather specialised but they do not require a high 

educational level. Indeed, no employee has got a degree. The company employs only one retired worker. 

Most employees have a permanent contract and there is only one case of part-time contract. Employees 

turnover is generally low. Labour supply is high in terms of applications but the company deems that it is not 
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easy to find the “right” individuals. Applications to work are frequent also from retired people. In these times 

of economic crisis there is less work because people tend to spend less money at the supermarket. 

5.1.2. The working pensioner 

Retired worker’s experience 

The retired worker is 73, and his task is as gastronomist counter operator (i.e. he sells cheeses, ham, salami, 

sausages, bread, roast chicken and other kinds of gastronomic products). He generally works in the morning. 

His shift duration is the same as all other workers, i.e. 6.40 hours. In terms of work history, the retired 

worker has always carried out this kind of work in his life. His educational level is primary school. Before 

retirement, he was an employee in a supermarket. He retired at 61 years of age (seniority pension). Directly 

after that, in partnership with another younger colleague, he started a small business (a small shop) which 

closed down in 2011 because the business was not too good. Soon after, he applied to this supermarket and 

he was hired. Substantially, he has never stopped working in his life. He can count on a rather small pension 

income (i.e. about 900 euros monthly), and he still does not know if this new work-income may have an 

impact on his pension income, since he has been working for less than one year and so he will know this 

through his next tax return. The working pensioner is married, and he had an heart attack when he was 54; 

currently his health conditions are good. The main reason why this person works, is that he must support in 

economic terms his adult children. He and his wife have three adult children with economic problems: one of 

them is unemployed with two daughters, another one is unemployed and has been recently evicted from his 

house, whereas the third is divorced with some financial problems. He works to help them in economic 

terms: his family situation is very difficult. To the question: “why do none of your children do this work in 

place of you?”, he replied: “because they do not have the needed expertise in this task”. 

He applied for this job since this is the work he can do best. He applied to this supermarket since it is a well-

known supermarket not far from his living place. He is very satisfied with his job. There is an optimal 

feeling both with the employer and the colleagues. Even if he declared “economic need” as the main reason 

for his work, it really is a mix of motivations since the retired worker enjoys his work and considers himself 

as “the luckiest person in the world”. He stated “I live for my clients, contacts with other people and smiles 

of people”, and “I will die if I stop”. This to say that the working pensioner does not perceive himself as 

forced to work during retirement, and he does not feel discriminated due to his condition of retired person. 

For the future, he hopes for a job for his children.   

Organisational views on the working pensioners 

The main reason for the company to hire the retired worker, is that the manager understood the difficult 

situation of this person and he wanted to help him. Besides this, he knew very well the previous work 

experiences of the retired worker and he knew he was a competent and experienced person. Nevertheless, the 

recruitment was not linked to some kind of possible vacancy for the task of gastronomic counter operator. He 
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was hired as one “extra” employee and the manager identified with him since he also “started from the rank”. 

The retired person was hired with a fixed term contract of two years, renewable. There is no organizational 

policy for the recruitment of pensioners. It simply happened, the manager hired this pensioner since it is 

difficult to find experienced and capable people to do this kind of work. The company of course also hires 

young people, but the manager thinks that it is good to have an experienced pensioner as good example for 

younger workers: he can teach them the job. Concerning with the work of this worker in particular, the 

company is fully satisfied: the worker knows his job very well, he is friendly, polite, and customers “seek” 

him. So there are several positive aspects from this recruitment from the organisational view (e.g. experience, 

company’s image and seriousness). Among the possible negative aspects from this recruitment, the manager 

cited the need to be careful in/avoiding of assigning specific, possibly heavy tasks as for example lifting 

heavy food products. But this “policy” has never caused “serious” problems, and probably it will be 

considered again in the future even if in a rather unplanned way. On the other hand, there are several 

applications to work from retired people since they have a lot of economic problems given their low pension 

income. 

5.1.3. Organisational policies for working pensioners 

The manager is responsible of four supermarkets of this chain, and in three of them there is a retired 

employee in charge of the counter. This is not a recent fact, since the manager “has always been” recruiting 

retired persons. Nevertheless, this is not a formal organisational policy, but rather an informal “unconscious” 

one. It simply happens. This informal attitude is supposed to be motivated by the manager’s sensitiveness to 

the issue. For example, employees who want to keep on working after they have the right to retire, are 

allowed to do so, and this decision is made by the worker together with the manager. The main choice 

regarding this aspect is up to the worker. The role of the manager is central, since there is no real human 

resource unit, and decisions are “in the hands” of the manager. Despite this, the manager thinks that the 

optimal age profile for employees is 20 to 40 years. He sustains that indeed, the physical aspect is not an 

irrelevant one for the job of counter operator. The problem in this case, is that younger employees often do 

not have sufficient experience and skills. On the other hand, retired workers are esteemed by the manager, as 

in the case of the retired worker currently employed in the supermarket. 

5.1.4. External aspects 

External aspects seem to be of little relevance in this case study. The employment of the retired worker is not 

connected to a specific external social dialogue agreement, or law. The manager is not aware of any labour 

market policies, tax and benefit systems, equal opportunity regulations and social protection policies 

supporting work for retired people. On the other hand, he never tried to be informed on this.  

Probably, since he is satisfied in managing this issue in an informal way, the manager does not feel that the 

state and local government should deal with this issue by providing more tools to companies to support work 
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after retirement. But rather, they should concentrate their efforts better to combat unemployment of younger 

people. “Our strength – the manager thinks – are younger people, and not older ones. Young people have a 

life to grow, as long as they are willing to do so”. 

5.1.5. Lessons learned from the case study 

This case study is interesting since it shows the multidimensional perspective of the individual and 

organisational drivers for work after retirement. The retired worker mentioned the economic need as main 

driver, but it is evident that he also works since he likes both the work and the contact with people and 

colleagues. The employer, on the other hand, mentioned the desire to help the pensioner in need as main 

driver, since he identifies his work history with his own one. On the other hand, the fact that this retired 

employee knows his job very well and the supermarket also exploits his great experience, is not irrelevant. 

For this reason, even if the employer stated to prefer younger workers, since hiring experienced younger 

workers is difficult, this “informal policy” to recruit retired people will be considered in the future. This 

demonstrates that even if both retired people and organisations may identify a “main” motivational driver, in 

reality the decision to work and to hire after retirement is conditioned by the interaction of more underlying 

aspects.  

 

 

Date of the two interviews Interviewed persons/roles 

9th February 2012 
Manager 

Gastronomist counter operator (working pensioner) 
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5.2. University of Camerino  

5.2.1. Case study background 

 

Table 10. University of Camerino profile 

Company	  name	   University	  of	  Camerino	  (Unicam)	  

Sector	   Education	  –	  Public	  sector	  

Activity	   Provision	   of	   degree	   courses	   through	   the	  
following	   faculties/schools:	  
Architecture/Architecture	   and	   Design;	  
Biosciences	   and	   Biotechnology/Environmental	  
Science/Science	   and	   Technology;	  
Pharmaceutical/Science	   of	   the	   drug	   and	   health	  
products;	   Law;	   Veterinary	   Medicine/Veterinary	  
Medical	  Sciences.	  

Number	  of	  employees:	   	  

Total	  (number)	   1,100	  

Female	  (%)	   40	  

Male	  (%)	   60	  

Work:	   	  

Permanent	  professors	  (%)	   29	  

Temporary	  professors	  (%)	   35	  

Researchers	  and	  research	  fellows	  (%)	   11	  

Administrative	  and	  technical	  employees	  (%)	   25	  

Employees	   (professors)	   above	   the	   statutory	   pension	   age	  
(N)	  

10	  

Female	  (%)	   50	  

Male	  (%)	   50	  

Employees	  with	  university	  degree	   	  

Overall	  (%)	   90	  

Of	  employees	  above	  the	  statutory	  pension	  age	  (%)	   100	  

Employees	  with	  permanent	  contract:	   	  

Overall	  (%)	   54	  

Of	  employees	  above	  the	  statutory	  pension	  age	  (%)	   0	  

Employees	  working	  part-‐time	  (N)	   1	  

Above	  the	  statutory	  pension	  age	   0	  

 

	  



 

     31 
 

The University of Camerino is placed in Central Italy, Marche Region. It has branches in some other towns 

in the Region and it is a University with centuries of history, being active since 1336. Currently, there are 

about 1,100 employees (the majority are aged around 40 years), counting both those with permanent 

positions and those collaborating in the form of more flexible contracts. About 75% of employees are 

professors and researchers. There are currently 10 retired professors still collaborating with the University 

and being paid for this. Most of the employees have got a University degree and slightly more than 50% 

have a permanent contract. Among those with a permanent contract, there are no working pensioners. Part 

time is not widespread. 

In recent times, the University is faced with a shortage problem for the role of professor. Employees turnover 

linked to retirement is regulated by law n.1 of the year 2009, which foresees that every year a number of 

employees can be hired which is 50% of the number of people who retired in the previous year. For this 

reason, the trend is that of a gradual reduction in employees with time. Moreover, due to the recent political 

measures both to raise the retirement age and to reduce the pension income under new rules, many older 

employees meeting the conditions for “seniority pension”, “rushed” into retirement before 2012, i.e. when 

the “old” rules were still available. 

5.2.2. The working pensioner 

Retired worker’s experience  

The interviewed working pensioner is a professor of 66 years of age and he teaches Biochemistry. He is 

married, he lives with his wife and one son of 21 years of age, whereas another son that is 34 does not live at 

home. The professor is in good health (he practices non professional sports), and he has got a degree in 

Pharmacy. 

He started to work (to teach) when he was 19, doing this continuously mainly in Camerino but also in Milan, 

Ancona and the US.  

The main reason why he decided to retire when he was 62, is that the University offered him a good proposal 

to retire once he reached the requirements to be entitled to the “seniority pension” (i.e. 40 years of 

contribution) and to continue to work under new conditions. The new terms were: an 8 year-long flexible 

contract (until he will reach 70 years of age, that is the normal retirement age for university professors 

according to the law) being paid an amount of about 30% of the previous wage, through a co-co-co contract. 

These terms were convenient for the worker, since he adds this wage to the pension income so overall he 

earns more, doing exactly the same previous tasks, without any kind of change in terms of work contents. 

This income from the work for the labour market has little, negative economic impact on the pension wage 

(being the latter lowered), but this negative aspect is more than compensated by the wage from work and 

eventually the retired workers “gains” from this exchange. Without this proposal, the employee would not 
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have retired. He feels himself as still young and he wants to work. He thinks experience is important in 

teaching. When he was at the beginning of his teaching career, he was much more inexperienced and 

insecure. 

He did not enjoy any “rest” from work after being retired. The day after retirement he was already at work 

under the new contractual form. The professor is currently satisfied with his work, even if he lives this 

experience alternating joyful moments with others less pleasant. In any case, to continue working was his 

own free choice, no one forced him to do this, and he does not feel discriminated at work due to this (last but 

not least, since there are other colleagues in his same situation). 

Organisational views on the working pensioners  

The most important reason why the University decided to prolong the employment relationship with these 

professors, is that it must demonstrate to the Ministry of having a certain number of professors to be entitled 

to provide a certain number of degree courses. The higher the number of professors, the higher the number of 

courses. The Ministry allowed Universities to count in the total amount of University professors, even those 

collaborating once retired, either being paid or for free, i.e. on a voluntary basis (there are about 15 of these 

professors working entirely for free). Since the University has a shortage of professors and it cannot easily 

hire new ones through public competitions due to the turnover legal limitation mentioned above, it is 

interested to retain retired professors. This initiative started 5 years ago, i.e. when the Ministry begun to cut 

funds and to reduce employees turnover. 

A secondary reason to run the initiative is an economic one, since the University saves almost 70% of money 

by paying retired professors with respect to funds spent for their previous “normal” wages. Of course this is 

convenient also for the workers, since they add this amount to their pension income. University 

representatives have a very good opinion of retired professors: they know their qualities very well since they 

have known them for several years.  

The negative aspect, in the opinion of the organisational representatives, is that if they could count on more 

freedom with respect to recruitment matters, they would have preferred to hire younger professors, instead of 

professors that could already count on an income (from pension). In any case, younger people are privileged 

in the recruitment process through public competitions (that is regulated by the law), since a certain 

percentage of recruitments is reserved for them, as a way to combat unemployment of younger people. 

Therefore, both generations seem to have some kind of advantages.  

5.2.3. Organisational policies for working pensioners  

The initiative described above is motivated by a twofold HR need: on the one hand that of having a high 

number of professors in order to have a high number of degree courses, and on the other hand that of 

reducing staff costs. The University found the solution (and set a HR policy accordingly) of hiring “low-cost” 
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retired professors through flexible contracts, to be counted in the University’s total number of professors. 

Ten pensioner professors are currently working in the University under payment.  

Nevertheless, this policy is going to end. The reason for this is that important regulatory changes are on their 

way for Universities, since the University system has been reorganised by law 240/2010. Universities are 

expected to implement regulations that will not allow them to count any more on retired professors (both 

paid or not paid) in the total number of the University professors. Because of this, the University is no longer 

interested to hire retired professors, and also to save even more money, work contracts will no longer be 

offered to retired professors in the future. So when the last contract with retired professors will expire, there 

will be no more retired professors working in the University. More in general, for economic reasons, it is 

expected that there will be no recruitment (both of retired and non retired) of professors in the near future 

(some years). 

In the past, the priority was to encourage older professors’ early retirement, whereas in the future, it will be 

convenient for the University to retain older professors as long as possible before retirement. More in detail, 

since the figure of professor is much more strategic for the University compared to that of white collars, the 

University’s intention is to exercise its right to terminate the contract with white collars when they reach age 

requirements, to “use” their retirement to hire new professors. Having said that, the organisation does not 

have a preferred age profile for its professors. Its representatives underlined the importance of having both 

younger (since innovation is strategic for Universities) and older (and more experienced) professors. “Every 

age has its advantages”. 

5.2.4. External aspects  

As described above, the initiative was totally driven by external aspects, and specifically by the 2009 law n.1, 

regulating, among other things, recruitment criteria and other aspects for Universities. Nevertheless, 

organisational representatives believe that there are no special norms or institutional policies to promote 

work after retirement, and they hope this will not be considered by the government in the future. Instead, in 

their opinion incentives should be offered to hire younger people: it is right to raise the retirement age given 

the higher life expectancy, but on the other hand, for recruitment matters, having the possibility to choose, 

the University would prefer to hire younger people instead of retired ones. 

5.2.5. Lessons learned from the case study  

This case study teaches that in certain contexts, work after retirement can be economically convenient both 

for organisations and for workers (individuals), thus representing a win-win situation (in economic terms). 

Especially in times of financial crises and restrictions, this economic motivation can be the most important 

for work after retirement compared to other possible ones. It is a well-known typical case of an organisation 

encouraging early retirement of its employees. Whereas commonly companies use a certain amount of 

money for paying older workers to incentive their early exit, in some cases they offer a flexible contract 
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(with a lower wage) to prolong working after retirement as “self-employed” (see also Malpede and Villosio, 

2009). This is an interesting path for work after retirement, which also demonstrates to be strongly linked to 

the regulatory system: a law may suddenly change, a specific HR policy may suddenly end. 

 

	  

Date of the three interviews Interviewed persons/roles 

20th February 2012 

Administrative Director 

Responsible of the Human Resource Unit 

Professor (working pensioner) 
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5.3. Coro Lirico Marchigiano Vincenzo Bellini  

5.3.1. Case study background  

       

Table 11. Coro Lirico Marchigiano Vincenzo Bellini profile 

Company name Coro Lirico Marchigiano “Vincenzo Bellini” 

Sector Music/entertainment 

Activity Lyric sing (as choir) during lyric operas and in other 
concerts. 

Number of employees:  

Total (number) 54 

Female (%) 50 

Male (%) 50 

Work:  

Choristers (%) 100 

Employees above the statutory pension age (N) 1 (male) 

Employees with university degree  

Overall (%) 37 

Of employees above the statutory pension age (%) 100 

Employees with permanent contract:  

Overall (%) 0 

Of employees above the statutory pension age (%) 0 

Employees working part-time (N) 0 

 

Coro Lirico Marchigiano “Vincenzo Bellini” is a lyric choir in the city of Ancona, and it is a cooperative. 

The cooperative’s members (i.e. associated with it) are 54 (50% men and women) and they entered the choir 

after passing a singing audition. The board is composed of 5 members, who are choristers elected by the 

members’ assembly. The cooperative works through hiring by Italian (mostly from the Marche region) and 

sometimes foreign theatres. It works exclusively through fixed-term contracts, for an average of about 3 to 5 

months overall, yearly. The cooperative hires its members individually, through fixed-term contracts. For 

choristers, this work has the typical connotation of a “second work”, since it does not allow them to gain a 

sufficient yearly wage to live on. In recent years, the choir has experienced a reduction in work due to the 

economic crisis: compared to the past, theatres ask for choirs composed of less people and they offer shorter 

contracts. At present, there is one retired worker in the organisation. The choristers’ mean age is about 40 

years. Employees turnover is almost non-existent: members hardly give up working and there is no need to 

add more members since there is not enough work to offer. So, it is not a question of employees shortage, 
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but rather of lack of work. Since theatres often want a limited number of choristers, choir members are not 

always all utilised. When theatres want more than 54 choristers for “big exhibitions”, additional non-

members (through auditions) are hired.  

5.3.2. The working pensioner  

Retired worker’s experience  

The retired worker is a lyric singer (tenor) of 65 years of age. His working time has no differences with 

respect to the working time of other choristers: 5 hours daily, on average. In the past, this work ran as second 

work, in parallel with his main work, which was that of teacher of Italian in secondary schools. He started to 

teach in 1972 (when he was 25) and he kept on doing this in schools in the province of Ancona until his 

retirement from work 8 years ago, in 2004 (when he was 57), through the “seniority pension”. In 1978 (when 

he was 31) he started to work with the choir (with the same work intensity as present, even if sometimes it 

was not easy to combine the two jobs), in parallel with his main occupation. Once retired from being teacher, 

he kept on working in the chorus, so his former “second work” became his “work after retirement”. Income 

from work does not have a direct impact on the pension wage, but it has a negative impact on the amount to 

be paid for the annual taxes, since this income increases the total income. 

The main reason for working after retirement for this person, is his great passion for this job: music, singing 

and studying often new scores. Furthermore, this work allows him to stay and have contacts with other 

people and he loves this. He does not feel discriminated at all due to his condition of retired worker. Another 

secondary reason is the economic one. The supplemental income has been very helpful in the past and it still 

is, especially in these times of crisis. He is satisfied with the work, even if the general climate has worsened 

due to the increased lack of work which creates general dissatisfaction among members: theatres offer 

shorter contracts than in the past, and since choristers are paid on the basis of the days worked, the shorter 

the contract, the lesser the income. The worker is married, he lives with his wife, and they have (each of 

them) two adult children, none of them living with the parents. He enjoys good health and he would continue 

to work “forever”, but since daily commuting (sometimes 120 km by car, daily, returning late at night) is 

starting to become a burden in terms of tiredness, and since he has grandchildren to raise, he is thinking of 

giving up work in a couple of years.  

Organisational views on the working pensioners  

The	  main	  organisational	  reason	  to	  hire	  retired	  members,	  is	  that	  in	  case	  of	  choirs	  made	  up	  of	  

16	  or	  more	  persons,	  an	  internal	  rule	  “protects”	  its	  members	  according	  to	  their	  “seniority”	  in	  

terms	  of	  years	  of	  membership	  (whereas	  for	  choirs	  made	  up	  of	  15	  persons	  or	  less,	  an	  audition	  

is	  needed	  to	  pass,	  but	  this	  represents	  more	  the	  exception	  than	  the	  rule).	  	  
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Since retired workers normally started this work several years ago, they have an higher number of years of 

seniority. All this is seen positively by the organisation that in this way can enjoy a mix of younger and older 

choristers without loss of experience and know-how of older members. So the organisation is satisfied with 

the work of retired people. 

The hiring of retired workers has already been extensively adopted in the past and will continue in the future. 

In the past, retired workers were more numerous, but at the beginning of this century a generational turnover 

took place, so that currently there is only one retired worker. In the future, this policy is likely to be adopted 

considering that at present, about 50% of members (especially males) carry out this activity as second work 

(including the interviewed organisational representative, which is a teacher too), but they are still too young 

to retire from their main occupation. The only negative aspect of this policy is linked to the possible 

deterioration of the voice due to ageing. To overcome this problem, from the age of 65, every two years 

members must pass an internal audition to continue to stay in the choir.  

5.3.3. Organisational policies for working pensioners  

Apart from the internal policies described above, there are no further policies for working pensioners. The 

organisation does not tend to encourage retirement decision of older workers since they are esteemed. In 

particular, there is no specific internal “culture”  in the perceptions of the retirement age, since this is to a 

considerable extent, a second work and retirement is reached through another work. There are, of course, 

members (especially female) who work “only” by singing, but in these cases, during the periods of the 

choir’s inactivity (i.e. about 7 to 9 yearly months), they work/try to work by singing in other places/choirs. 

5.3.4. External aspects  

The initiative of hiring retired workers is not related at all to external aspects. In particular, the organisational 

representative does not think that labour market policies or other tools are available to support work for 

retired people. On the other hand, he thinks this should not be on the agenda of the state and local 

governments, since other matters are much more urgent, for example youth unemployment. The latter 

thought came from a parent of a freshly graduated son seeking his first job.  

5.3.5. Lessons learned from the case study  

This case study illustrates another typical national pattern of work after retirement. To be more precise, the 

main identified national pattern is to have two jobs for several years, one of them being the “main work”, 

and the other the “second one”. Work after retirement in this case is propitiated simply by the retirement 

from the main work, by continuing the other work exactly as it was, or by expanding the activity if the 

context may allow this. In this case study for example, the context does not allow any expansion due to a 

substantial general lack of work. 
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Organisational characteristics are important, since “second jobs” can be carried out in organisations allowing 

horizontal or vertical, very flexible time schedules. Since workers need to dedicate most of their available 

time to their main work, “second jobs”must require limited engagement in terms of time.   

 

	  

Date	  of	  the	  two	  interviews	   Interviewed	  persons/roles	  

7th	  March	  2012	   President	  

23rd	  February	  2012	   Lyric	  chorister	  (working	  pensioner)	  
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6. Conclusions and key messages to stakeholders 
This study represents the first organic attempt to explain the issue of work after retirement in Italy by 

adopting a mixed methodological approach,  thus contributing to fill in a considerable gap in knowledge. 

Nevertheless, this study has some limitations. For example, due to different objects of analyses and adopted 

definitions and questions, the results from the sample-based surveys under investigation for data analyses 

were in some cases contradictory. In the attempt to overcome this problem, we included interviews to experts 

in the study method. A suitable solution would have been to carry out additional analyses on the INPS’ 

database, that would have allowed to explore the issue investigating the universe of retired people, but 

unfortunately, INPS has published very little on this topic, and it is quite complicated to acquire data from 

the latter organisation (see also Annex 1 for more details on this). Despite these limitations, it was possible to 

obtain some current characteristics and trends of work after retirement in Italy. Indeed, all the investigated 

sources agreed on some points. For example, work after retirement is more widespread among men, however 

among retired workers, the role of women, especially those employed in the service sector, is growing over 

time. Work after retirement is increasing for the self-employed. In most cases, the latter may imply a flexible 

fixed-term contract with an employer, so that even if he/she results formally as a self-employed, for the 

worker there is no actual difference if compared with other employees in terms of work tasks and schedules 

(see also the case study on the University of Camerino). Furthermore, retired workers increasingly enjoy 

good health conditions. 

On the other hand, even if it has been underlined that work after retirement may be widespread among 

managers and highly paid professions in the attempt to avoid status loss and for personal interests, there is 

some evidence that they may represent, numerically, a minority of all retired workers. Skilled, but rather 

low-paid retired workers seem to be much more represented (sometimes paid less than non retired colleagues, 

sometimes receiving an equal-but-not-high wage). They are not necessarily highly educated and they join 

work mainly for economic reasons, but also because they are interested in the work. In this scenario, also the 

role of non skilled workers should not be neglected. In any case, with regards to individual motivations, the 

case studies show that retired workers are driven mainly by a “principal” motivational factor but also by 

other secondary ones, therefore it is a multidimensional phenomenon determined by an interplay of several 

motivations. The results of this study have lead to delineate the following main key-messages for the 

government, companies and social partners. 

Too much work after retirement for economic needs: to prevent pension inadequacy 

After the enforcement of the 2012 pension reform, pension inadequacy is viewed as the main problem for 

future retired people, more than in the past. It is not wrong to work for economic reasons, but it is not good 

to feel constrained to work after retirement for this reason. The government is currently concentrated only on 

the prolongation of working life which apparently goes in the “opposite direction” with respect to work after 
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retirement, but this may not be completely true. The experience of other countries where retirement age was 

raised several years ago, teaches that even in those contexts, work after retirement is increasing. Therefore a 

prolonged working life does not necessarily mean “less” retired workers, at least in the long term, but simply 

older (and probably poorer) retired workers. In line with this, the prolongation of working life should not be 

read as a contradiction of the availability of combination between income from work and pension, in the long 

term. In all three case studies, the economic reason was mentioned as a driver for work after retirement, in 

two cases being the main motivational factor. Thus, the government and social partners should consider right 

from now measures to both prevent pension inadequacy and to offer suitable working opportunities for 

retired people in order to stimulate them to work under declared terms aimed to increase the magnitude of 

their pension.  In this way, the  incentive to undeclared work could be avoided. 

Current unemployed people will be poorer retired ones: to combat unemployment of adult people  

One main reflection should be dedicated to this issue, which is strictly linked to the previous point but that is 

treated separately to underline its importance. The study shows once more the well-known Italian 

phenomenon of a category of mature, unemployed people who have several difficulties to join the labour 

market and with a high risk of long term unemployment (e.g. Zaffarano, 2008; ATDAL, 2003; Geroldi, 

2000). They still do not have the right to retire because they are too young; their working career is 

characterized by discontinuity and their pension income will be very low with extremely serious implications 

on future pension inadequacy. Unemployment of these people should be defeated, last but not least because 

it is not ethically acceptable to promote national or local initiatives to incentive work after retirement while 

neglecting work for mature, unemployed people. Furthermore, as underlined by Experts 1 and 4, it is hard to 

imagine participation of these people in the labour market once retired if at present they cannot easily come 

out of the condition of unemployment. The government and social partners should consider that measures to 

support adult, unemployed people are urgently needed, and that these will indirectly support work after 

retirement (see the point below).  

Too few work after retirement for interest or pleasure: to improve working conditions 

Since older people will increasingly represent a resource in society, their potential should be exploited 

mainly by increasing their desire to remain at work, rather than by “forcing” them for economic reasons. In 

Italy, in certain domains, workers may perceive retirement as a goal after a life of hard work (Principi and 

Lamura, 2007; Malpede and Villosio, 2009). On the other hand, a recent study underlined how early 

retirement is associated with higher mortality concluding that people should be cautious regarding what they 

wish for (Kuhn, Wuellrich and Zweimüller, 2010). Therefore a solution may be to fulfil that goal, but to re-

enter the labour market once retired. All our case studies underlined the importance of this driver (i.e. 

personal interest, pleasure), being in one case (i.e. Coro Lirico Marchigiano Vincenzo Bellini) the main one. 

To induce this decision, the government, social partners and employers should improve working conditions 

of older workers before and after their retirement. Some examples of how to pursue this have been provided 
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through this study. For sure, life-long learning is important in this respect, since as underlined by Expert 4, 

Italy reserves too few resources to the maintenance of skills and knowledge of workers, especially at the 

level of SMEs. Keeping people over 50 or over 60 active from this point of view should contribute to help 

them face labour market challenges and changes and to increase their opportunities.  

Need of dedicated demand-policies more appealing for employers 

Section 4 dealt with policies and measures supporting work after retirement, also indirectly, and some of 

them were identified and accessible also to employers. Nevertheless, the evidence from case studies indicates 

that employers do not recognise such measures as measures supporting work after retirement, and that 

employers do not know of any policies or measures to this aim. This  issue is often left open at the company 

level to the sensitiveness of the employer (i.e. case study on Superelite Supermarket). Italy has in general a 

weak tradition of active policies for the labour market (Mirabile, 2009). The government and social partners 

should consider this issue during collective bargaining, trying to implement measures more appealing for 

employers to hire retired people, starting from an awareness campaign. The case of the University of 

Camerino documents the extent to which a law may determine the birth (or the death) of  an organisational 

policy for/behaviour towards retired workers. 

To combat the intergenerational conflict 

This is a really sensitive issue in Italy, since it may be difficult to accept the promotion of work after 

retirement not only in a context of unemployment of mature people as underlined above, but also in a context 

of a growing unemployment rate of young people. As underlined also through the case studies, employers 

are not particularly in favour of policies supporting work after retirement but rather for those supporting 

work among young people. Thus it is important to grasp the message, through real policies, that experience 

and skills of retired people are important for companies and for the society, and that younger generations 

should not pay the cost of this in terms of difficulties to access the labour market. Therefore, the government 

and social partners should also be aware of the need of more appealing, dedicated policies to support work of 

young people, and of other cross-generational measures, promoting for example, job-sharing (or splitting one 

full-time contract in two part-time ones) between a young worker and a retired one; mentoring from a retired 

worker to a young, new hired worker, or similar initiatives in their nature. 

 To facilitate data transparency  

In order to allow the scientific community to monitor adequately the current status and the evolution of the 

phenomenon, it is felt that government efforts are needed to make data access to relevant information easier 

within the public administration, both in terms of time and costs. 
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Annex 1 – Secondary data analysis methodological overview 
For the purpose of carrying out a secondary data analysis on the topic of income from work after retirement 

in Italy, referents of the most relevant national data sources on the matter were contacted. In January 2012 

they were contacted via e-mail, providing them with a definition of the object of analysis and inviting them 

to fill-in a table in order to obtain information on the extent to which data on the object of analysis were 

present in the data sources under their responsibilities. We tested data availability on the following macro-

categories: working pensioners’ socio-demographic variables; pension perceived by the worker; work by the 

pensioners; possibility to have data from different years on the above mentioned issues. Once the possible 

availability was checked, the final step was to acquire data.  

To data-sources referents was sent the following communication:  

Dear Dr. XXX ,  

referent for the data-source: XXX  

as INRCA researchers, we are contacting you within the European Project “Income from work after 

retirement – National report for Italy”, funded by the European Foundation for the Improvement of Living 

and Working Conditions, in Dublin. 

The research methodology also envisages a Secondary Data Analysis, and the source for which you are 

referent has been identified as potentially useful for extracting relevant data. Thus, we are contacting you for 

the following 3 main reasons: 

1) to verify if relevant data are present in the source, according to the definition below of the object of 

analysis (see the definition below); 

 2) if yes, to know, using the table below, which characteristics/issues are covered by the source (please, be 

so kind as to fill-in the table); 

3) to have information on how to obtain the data indicated in point 2. 

The time planned in the project for these 3 tasks is 15 working days, so we kindly invite you to provide the 

requested information within the end of January 2012. 

We inform you that all the contacted sources (independently from the presence of relevant data), will be 

mentioned in an Annex of the book, with information on the outcome of the contact in terms of presence of 

useful data, received answers, etc. 

Definition of the object of analysis: 
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“Retired people who work being paid. To be retired means receiving an old-age pension or a seniority 

pension at any age, or a disability/inability pension after 60 years of age. Paid work means having an 

additional income (declared or undeclared) from the work for the labour market, both as self-employed or as 

employee”. 

On the object of analysis defined above, please indicate if in the source the following 

data/characteristics/information are present: 

	    Data	  present	  in	  
the	  database	  

Also	  published	  
	  

	    YES/NO	   YES/NO	  

1	   Socio-demographic variables of the “double receiver” 	   	   	   	  

	   Age	   	   	   	   	  

	   Gender 	   	   	   	  

	   Educational level 	   	   	   	  

	   Health conditions 	   	   	   	  

2	   Pension received by the worker 	   	   	   	  

	   Kind	  of	  received	  pension	   	   	   	   	  

	   Old age 	   	   	   	  

	   Seniority 	   	   	   	  

	   Disability/Inability 	   	   	   	  

	   Occupational pension 	   	   	   	  

	   Gestione separata 	   	   	   	  

	   Amount	  of	  the	  received	  pension	   	   	   	   	  

3	   Work of retired people  	   	   	   	  

	   Number of “retired workers” and number of total workers (by sector) 	   	   	   	  

	   Employer: dimension 	   	   	   	  

	   Employer: sector 	   	   	   	  

	   Kind of employment (public, private, self-employed) 	   	   	   	  

	   Kind of activity (qualified, non qualified) 	   	   	   	  

	   Kind of contract (full-time, part-time, co-co-co, without contract, etc.) 	   	   	   	  

	   Amount of the wage 	   	   	   	  

	   Estimations on the “grey market” 	   	   	   	  

	   Individual	  motivations	  (e.g.	  economic	  need,	  desire,	  personal	  interest,	  etc.)	   	   	   	   	  

4 Possibility to have longitudinal data on (all or some of) the information 
indicated in points 1, 2 and 3     

 

(end of the communication) 

 



 

     45 
 

In the following table, the contacted sources are listed, and results of these contacts are provided. 

# Source Presence of 
data (Y/N) 

Researchers’ 
comments 

1 ISTAT, Aspetti della vita quotidiana N ISTAT’s survey 
“Reddito e condizioni 
di vita” was 
suggested. 

2 ISTAT, Indagine sulle forze lavoro Y Data acquired 

3 ISTAT, IT-SILC Y Data acquired 

4 ISTAT-INPS, I beneficiari delle prestazioni pensionistiche N / 

5 ISTAT INPS, I trattamenti pensionistici N / 

6 INPS, Casellario dei pensionati Y Data not acquired* 

7 EMENS N / 

8 Banca d’Italia Y Data acquired 

9 Agenzia delle entrate Settore comunicazione / No reply 

10 Confindustria Centro studi / No reply 

11 Dipartimento della Ragioneria Generale dello Stato / No reply 

12 Ministero del lavoro N INPS was suggested 

13 CNEL / No reply 

14 ISTAT, Reddito e condizioni di vita / No reply 

*INPS communicated its availability to provide us with the requested data in the form of pre-processed cross-
tables. However, we did not acquired the data for two main reasons: 1) timing: the data would not have been 
available in time for including them in the study, given our deadline to deliver the report; 2) costs: we 
considered INPS’ economic request too high (i.e. 5,082.00 euros) for our budget.  
 

The following, is a brief description of the 3 sources from where we acquired relevant data: 

BANK OF ITALY - SURVEY ON ITALIAN HOUSEHOLD BUDGETS (Banca d’Italia: 
Indagine sui bilanci delle famiglie italiane) 

The investigation started in the 60s with the aim to collect information on income and savings of 

Italian households and other aspects of their economic and financial behaviour, such as the use of 

means of payment. The surveys’ sample consists of approximately 8,000 families (24,000 

individuals), distributed in about 300 Italian municipalities. 

ISTAT – “CROSS SECTIONAL UDB” IT-SILC (ISTAT: Indagine sui redditi e le condizioni di 
vita delle famiglie IT-SILC) 

It contains data for Italy on a sample survey on households’ income and living conditions, which 

is part of the EU-SILC project (European Statistics on Income and Living Conditions). This 

survey, whose results are included in periodic reports on the European Union’s social situation 
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and the extent of poverty in EU countries, has as main objective to provide comparable data, 

using definitions and harmonised methods,  on income distribution, welfare and quality of life of 

families and the economic and social policies adopted at national and/or European level. The 

Italian sample includes about 20,000 households and 50,000 individuals each year. 

ISTAT - LABOUR FORCE SURVEY (ISTAT: Indagine sulle forze lavoro) 

It has been carried out by the Italian National Institute of Statistics since 1959. This survey 

supplies data on employment and unemployment through information collected directly from the 

population. People answer several questions depending on their age and experience. Employed 

persons provide answers concerning their work and the characteristics of their working activity. 

Those who do not work – retired persons, housewives, students, unemployed persons, etc. –

provide information on why they do not work and on previous working experiences, if any. Each 

year, a sample of over 300,000 Italian families (about 800,000 individuals) distributed in 1,300 

Italian municipalities is interviewed. 
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Annex 2 – Experts’ interviews methodological overview 
The main reason for the involvement of experts in this study, is that interviewing experts who have 

privileged access to information on groups of persons or decision processes, is considered particularly 

appropriate for obtaining first orientations in new fields of investigation (Bogner, Littig and Menz, 2009), as 

in the case of “income from work after retirement in Italy”. Experts were selected among representatives of 

policy makers, trade unions, employers’ organisations, national or local governments, and other institutional 

bodies. They were interviewed by phone between February and March 2012.  

The following table, lists the interviewed experts (by chronological order of interview): 

Cited as... Date of the interview Name Organisation Role 

Expert 1 24th February 2012  Luciano Forlani INPS*  Director of the 
Study Center  

Expert 2 29th February 2012 Armando Occhipinti Confapi**  

Responsible of the 
Industrial Relation 
Service, Labour 
Market and 
Bargaining 

Expert 3 2nd March 2012 
Elsa Fornero and 
Flavia Coda 
Moscarola 

Ministry of Welfare Minister and 
Minister Assistant 

Expert 4 13th March 2012 Gianni Geroldi 

Higher School of 
Economics and 
Finance (Ministry of 
Economy and 
Finance)  
Evaluation Unit on 
Social Security 
Spending (Ministry of 
Labour and Social 
Policies) 

External expert 

* National Institute of Social Security 
** Italian Confederation of SME’s  
 

The following topic guide for interviewing experts was developed and sent to them in advance. The topic 

guide consisted of four main sections: general trends; focus on work after retirement: the work; focus on 

work after retirement: the working pensioners; government and company policies.  

Preamble 

This interview concerns “income from work after retirement” in Italy. 

The adopted definition for the object of analysis is the following: 



 

     48 
 

“Retired people who work being paid. To be retired means receiving an old-age pension or a seniority 

pension at any age, or a disability/inability pension after 60 years of age. Paid work means having an 

additional income (declared or undeclared) from the work for the labour market, both as self-employed or as 

employee”.  

Topic guide for experts interviews 

(please consider that even if different topics to discuss are provided separately in a given order, they may be 

transversal with each other while discussing) 

1 – General trends 

• To introduce the issue exploring and discussing the relevance of (income from) work after retirement 

as defined above, in Italy. 

• To discuss the trend over the last few years, in general and in the different sectors.  

• Considerations on the development of the income generated by this post-retirement work. 

• Could work after retirement be a tool for guaranteeing an adequacy of income for the retired 

population? The possible role of pension inadequacy.  

• May the financial crisis have a role on work after retirement? 

• Examples of formal work while being retired seem to be available especially in SMEs and not in 

large companies. Why is this? Do you have a different perception? 

• Could work after retirement be seen as a possible source of intergenerational conflict due to the 

widespread youth unemployment? 

2 – Focus on work after retirement: the work 

• In which types of paid work are retired workers found and what trend can be observed over the past 

few years? 

• Differences in opportunities for work after retirement between SMEs and large companies. 

• Extension and characteristics of work after retirement in the public sector.   

• The role of qualification/skills. 

• Considerations on self-employment. 

• Considerations on part-time work (as employees) and other kinds of flexible contracts. 

• The role of undeclared work/income. 

3 – Focus on work after retirement: the working pensioners 

• to discuss possible “drivers” for working after retirement: a) individual (economic) needs; b) 

personal interests; c) more opportunities in the labour market i.e. policies and demand from 

companies; d) other? Please discuss the trend that can be observed on this over the past few years. 
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• possible gender differences. 

• possible differences linked to the educational level. 

• possible role played by health conditions. 

 

To try to create a link between points 2 and 3 above, please try to draw one or more main profiles (e.g. sector, 

gender, qualification, kind of work, etc., of a retired worker according to each different, possible, main 

recognized “driver”. In drafting profiles, to consider the possible work-history after retirement (e.g. to work 

in the same company or new job in a different company? Continuing work after retirement, or returning to 

the labour market after a period of retirement?), also in terms of self-employment (e.g. to continue being 

self-employed after retirement, to become self-employed after retirement). 

4 – Government and company policies 

• To your knowledge, what are governments doing to facilitate employment after retirement, including 

self-employment? 

• Are there central or local labour market policies, tax and benefit systems, equal opportunity 

regulations or social protection policies, fostering work after retirement? If yes, are they really 

applied/used by companies? 

• What changes have taken place over the past few years and what impact have they had on the 

prevalence of work after retirement (i.e. were they useful in concrete terms)? 

• Do companies, including small and medium enterprises, seek to recruit and/or retain pensioners? 

How? Why? 

• How can governments support companies to enable work after retirement? 
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Annex 3: Case studies’ methodological overview 
The main criteria for selecting the three case studies were that the company should employ pensioners, and it 

should represent an interesting case to examine in order to understand better the issues surrounding work 

after retirement. It should deal with a company (it should not focus only on one self-employed individual) 

and it should be an example from which one can learn. Since it was considered important to investigate case 

studies with different organisational and individual drivers for work after retirement, diversity was pursued 

when selecting cases to be included in the study, as well as representative cases from the private sector, from 

the public one as well as from the third sector. 

Case	   studies	   were	   selected	   through	   different	   channels:	   following	   up	   cases	   from	   existing	  

portfolios	   of	   positive	   examples;	   web-‐research/literature	   review	   and	   expert’s	   suggestions.	  

Case	  studies	  were	  carried	  out	  through	  on-‐site	  interviews	  between	  February	  and	  March	  2012.	  

An	   exact	   number	   of	   organisational	   representatives	   (company’s	   management)	   to	   be	  

interviewed	   in	   each	   case	   study	   was	   not	   established,	   but	   rather	   we	   aimed	   to	   interview	   a	  

sufficient	  number	  of	  them	  to	  properly	  represent	  the	  case-‐complexity.	  On	  the	  other	  hand,	   	  at	  

least	   one	   interview	   to	   a	   retired	   worker	   was	   planned	   to	   be	   included.	   The	   case	   studies	   are	  

reported	  sequentially	  in	  Chapter	  5.	  

To	   interview	  case	   studies’	   representatives,	   the	   following	  guidelines	   for	   the	   interviews	  were	  

outlined	   to	  obtain	   relevant	   information	  according	   to	   the	   following	  main	  macro-‐dimensions:	  

case	   study	   background;	   the	   working	   pensioner;	   organisational	   policies	   for	   working	  

pensioners;	  external	  aspects;	  lessons	  learned	  from	  the	  case	  study.	  

	  

Guidelines for interviews 

A. CASE STUDY BACKGROUND 

(Brief description of the organisation, including the sector in which it operates, the gender and age mix of its 

employees, etc.) 

1. Main organisational features of the case study 

Name, location, group, organisation structure, legal form, sector, products and services. 

2. Main characteristics of the workforce. 



 

     51 
 

Current number of employees and development over time, age-profile, qualification structure, proportion of 

white-collar workers/blue-collar workers and of men/women, replacement/turn-over rates, labour shortages, 

problems of labour supply. 

B. THE WORKING PENSIONER 

1. Retired worker’s individual characteristics  

Kind of work, characteristics of the work (e.g. qualification, working time); kind of perceived pension; 

impact of the income from the labour market on the pension wage; reasons for working after retirement (e.g. 

economic, to age actively, demand-side opportunities) family structure; reasons for choosing the  company 

and the kind of work; previous jobs (before retirement) i.e. brief work-history (including educational level, 

health), and work-history after retirement (i.e. work in the same company or new job in a different company? 

Continuing work after retirement, or returning to the labour market after a period of retirement?); satisfaction 

with the situation/the work e.g. do you feel forced to work during retirement or do you freely choose to do 

this? Do you feel discriminated at work due to your condition of retired person?  

2. Organisational views on the working pensioners 

Reasons for hiring them and for assigning them to specific tasks. Was the recruitment due to the age of the 

person (i.e. age management policy) or was it linked to the actual need to hire a person for a specific task? In 

the latter case, why hire a retired person instead of a younger unemployed person? Do you feel satisfied with 

these workers? How has this initiative developed over time? What are the organisational benefits (incentives) 

of hiring retired people e.g. a lower salary to be paid? What are, instead, the organisational “costs” 

(disincentives) e.g. more health problems for these workers? Impact and effectiveness: to investigate 

possible problems encountered and solutions found to solve these problems; to investigate possible 

intergenerational conflicts between workers. To explore the gender dimension. Future prospects: how is this 

policy to employ retired workers linked to the future of the organisation? 

C. ORGANISATIONAL POLICIES FOR WORKING PENSIONERS  

(The investigation is not about ‘older workers’ in general, but about those who work beyond retirement age). 

Is the employment of retired workers connected to a specific organisational (or sectorial through social 

dialogue agreement, or law) HR policy for them? If yes, describe this policy (e.g. stating to whom it applies, 

objectives, and practical experiences, like for example the number of retirees who made use of the policies). 

To check this also in a future perspective. 

To understand if a company’s general measure designed for older workers before retirement may still be 

important for retirees: culture in perceptions on the ‘normal’ retirement age might also play a role in the 

responses of retirees to company policies. 
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To provide a thorough account of how the practices have developed over time, rather than presenting a 

snapshot description.  

Questions should also obtain information on policies and practices regarding diversity and how retired 

workers and the ageing of the workforce fit into this (e.g. is there a preferred age profile?). Furthermore, it is 

important to gauge whether retired and older workers are esteemed by the organisation.  

D. EXTERNAL ASPECTS 

Is the employment of retired workers connected to a specific external social dialogue agreement, or law? If 

yes, describe this external factor. 

Are you aware of any labour market policies, tax and benefit systems, equal opportunity regulations and 

social protection policies supporting work for retired people? If yes, which? If no, do you think the state and 

local governments should deal with this issue by providing more tools to companies? 

Considerations on the possible relationship between the employment of retired workers and unemployment 

of young people. 
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