
 
 

 

 

 
Working hour-reduction in the move to full   

retirement 

How does this affect retirement preferences of 50+ individu-
als in Flanders? 

 

 

 

Dorien Van Looy  
Maxim Kovalenko  

Dimitri Mortelmans 
Hanne De Preter 

 
 
2014 nr. 4 
 

 WSE Report            

Steunpunt Werk en Sociale Economie 

Parkstraat 45 bus 5303 - 3000 Leuven 

T:+32 (0)16 32 32 39 

steunpuntwse@kuleuven.be 

www.steunpuntwse.be 

mailto:steunpuntwse@kuleuven.be


WORKING HOUR-REDUCTION IN THE MOVE TO FULL RETIREMENT 

WSE REPORT  II 

 

 

  

 
 
 
Working hour-reduction in the move to 
full retirement: How does this affect 
retirement preferences of 50+ 
individuals in Flanders? 
 
 
 
 
 
 
 
Dorien Van Looy  
Maxim Kovalenko  
Dimitri Mortelmans 
Hanne De Preter 
Universiteit Antwerpen 
 
  
Een onderzoek in opdracht van de Vlaamse minister van Financiën, Begroting, Werk, 
Ruimtelijke Ordening en Sport in het kader van het Vlaams Programma Strategisch 
Arbeidsmarktonderzoek.  



WORKING HOUR-REDUCTION IN THE MOVE TO FULL RETIREMENT 

WSE REPORT  III 

 

Van Looy, D. , Kovalenko, M., Mortelmans, D., De Preter, H. (2014). Working hours-reduction

ionthenmiventinfullnretremeottn iondieenthien aectnretremeotntrefereoceenifnf 5niodividu len

ionFl odere?n (WSE Report 2014 nr. 4). Leuven: Steunpunt Werk en Sociale Economie. 

ISBN: 9789088731136 

 

 

 
 
 

 

 

 

 

 

 

 

 

Copyright (2014) Steunpunt Werk en Sociale Economie 

Parkstraat 45 bus 5303 – B-3000 Leuven 

T:32(0)16 32 32 39 - F:32(0)16 32 32 40 

steunpuntwse@econ.kuleuven.be 

www.steunpuntwse.be 

 

Universiteit Antwerpen 

Centrum voor Longitudinaal en Levenslooponderzoek (Cello) 

Stadscampus - Sint Jacobstraat 2 -  

2000 Antwerpen 

 
Niets uit deze uitgave mag worden verveelvoudigd en/of openbaar gemaakt door middel van druk, 
fotokopie, microfilm of op welke andere wijze ook, zonder voorafgaande schriftelijke toestemming 
van de uitgever. 

No part of this report may be reproduced in any form, by mimeograph, film or any other means, 
without permission in writing from the publisher. 

mailto:steunpuntwse@econ.kuleuven.be
http://www.steunpuntwse.be/


WORKING HOUR-REDUCTION IN THE MOVE TO FULL RETIREMENT 

WSE REPORT  4 

 

INHOUDSTAFEL  
Inhoudstafel............................................................................................................................... 4 

Lijst tabellen .............................................................................................................................. 5 

Lijst figuren ................................................................................................................................ 5 

1. Nederlandstalige samenvatting..................................................................................... 6 

1.1 Abstract ................................................................................................................. 6 

1.2 Doel van het onderzoek ........................................................................................ 6 

1.2.1 Context en doelstellingen .............................................................................. 6 

2. Theoretisch kader .......................................................................................................... 7 

3. Methoden en data ......................................................................................................... 8 

3.1 Data ....................................................................................................................... 8 

3.2 Methode ................................................................................................................ 8 

4. Resultaten ...................................................................................................................... 9 

4.1 Beschrijvende resultaten ....................................................................................... 9 

4.2 Padmodellen ........................................................................................................ 10 

5. Conclusies en beleidsaanbevelingen ........................................................................... 11 

Abstract ................................................................................................................................... 14 

6. Introduction ................................................................................................................. 15 

7. The Belgian career break system for 50+ .................................................................... 16 

8. Literature review and theory....................................................................................... 17 

8.1 Conceptualizing retirement preferences............................................................. 18 

8.2 Working hours and work-life balance: resource drain and COR-  theory ........... 19 

8.3 Working hours and work centrality: a social identity perspective ...................... 21 

9. Method ........................................................................................................................ 22 

9.1 Data and sample .................................................................................................. 22 

9.2 Analysis ................................................................................................................ 23 

9.3 Measures ............................................................................................................. 24 

10. Results ..................................................................................................................... 26 

10.1 Descriptives ......................................................................................................... 26 

10.2 Path analysis ........................................................................................................ 30 

11. Discussion and conclusion ....................................................................................... 33 

11.1 Implications for theory ........................................................................................ 34 



WORKING HOUR-REDUCTION IN THE MOVE TO FULL RETIREMENT 

WSE REPORT  5 

 

11.2 Implications for practice ...................................................................................... 37 

11.3 Limitations and future research .......................................................................... 40 

11.4 Conclusion ........................................................................................................... 42 

References ........................................................................................................................... 43 

Appendix 1: Scales ............................................................................................................... 49 

Appendix 2: Model 1 ........................................................................................................... 50 

Appendix 3: Model 2 ........................................................................................................... 51 

Appendix 4: Model 3a and 3b ............................................................................................. 54 

LIJST TABELLEN  
Table 1. Motivations for part-time work (percentages) ......................................................... 27 
Table 2. Characteristics of  50+ reducing working time (row percentages) ........................... 28 
Table 3. Characteristics of  50+ reducing working time (mean and standard deviation) ....... 30 
Table 4. Model fit comparison ................................................................................................ 33 
Table 5. Scales ......................................................................................................................... 49 
Table 6. Model 1 (null model): Relationship between working-hour reduction and preferred 
retirement age (n=172) ........................................................................................................... 50 
Table 7. Model 2: Direct and indirect relationships between working-hour reduction and 
preferred retirement age (n=168) ........................................................................................... 51 
Table 8. Model 2: Paths on job satisfaction and  work-to-family conflict (n=168) ................. 52 
Table 9. Model 2: Paths on family-to-work conflict (n=168) .................................................. 53 
Table 10. Model 3a: Direct and indirect relationships between work hours reduction and 
preferred retirement age,  controlled for work centrality (n = 164) ....................................... 54 
Table 11. Model 3b: Direct and indirect relationships between work hours reduction and 
preferred retirement age, controlled for exit intention (n=164) ............................................ 55 
 

LIJST FIGUREN  
Figure 1. Theoretical model .................................................................................................... 19 
Figure 2. Unstandardized estimates Model 2 ......................................................................... 31 

 

 
 
 
 
 



WORKING HOUR-REDUCTION IN THE MOVE TO FULL RETIREMENT 

WSE REPORT  6 

 

1. Nederlandstalige samenvatting  

 

1.1 Abstract   

Het aantal 50-plussers dat minder gaat werken in aanloop tot het pensioen is de 
laatste jaren gestaag toegenomen. Dit is te verklaren door een arbeidsmarktbeleid 
dat inzet op flexibele werktiddooeliikkeden od op die danier werkk oezin en  riie 
tid beter te codbineren det als ultede doel de arbeidsdarktdeelnade o er de 
loopbaan te maximaliseren en pensionering uit te stellen. In deze studie 
onderzoeken we of werkduur erdinderino bii 50+ in Vlaanderen effectef saden 
oaat det een laoere  er roeode uitredekans. In dit rapport analyseren we data van 
eerste WSE survey  ‘Loopbanen in Vlaanderen’ verzameld in 2011. 
Werkduur erdinderino wordt kierbii oedefinieerd als de transite  an een  oltidse 
naar een deeltidse iobb  oncreet selecteerden we  16  oltids werkende 50+ in 
2001, die nog steeds tewerkgesteld waren in 2011. 29,5% (N=49)  van  de totale 
steekproef daakte de transite  an een  oltidse naar een deeltidse iobb We stellen 
vast dat werkduurvermindering gepaard gaat met een grotere kans om vervroegd te 
willen pensionerenk en dat deze relate  erklaard wordt doordat zii die de werkduur 
 erdinderd kebben ook een laoere werkcentraliteit en een kooere uitrede-intente 
kebbenb Hierdoor wordt ket  erdoeden be estod dat stelsels  an 
werkduurvermindering op het einde van de loopbaan vooral gebruikt worden als een 
opstapje naar vervroegd pensioen.   
 

1.2 Doel van het onderzoek  

1.2.1 Context en doelstellingen  

Het aantal 50-plussers in deeltidse uitredestelsels is ket laatste decenniud oestaao 
toegenomen in Vlaanderen (RVA, 2014a)b De dooeliikkeden od de werktid af te 
bouwen in aanloop tot het pensioen kaderen binnen een Europese strategie om de 
totale tewerkstellingsgraad te verhogen (Huiskamp & Vos, 2011). Door de 
veroudering van de bevolking neemt de druk op bestaande pensioen- en sociale 
zekerheidsstelsels toe en moeten er bijgevolg meer mensen aan het werk. De 
cruciale vraag voor het beleid is of stelsels van werkduurvermindering de loopbaan 
effectef  erlenoen en de tewerkstellinosoraad  erkooenb Vooroaand onderzoek 
toonde reeds aan dat deeltids werkenden 50+ in  eloii een kooere  er roeode 
uitredekans kebben (Devisscher & Van Pelt, 2006; Van Looy et al., 2012; Van Looy et 
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al., 2013)b In dit onderzoek trackten we de relate tussen werkduur erdinderino en 
oewenste pensioenleefiid te  erklaren door de rol  an werk-identteit  oedeten 
abdbkb b de concepten werkcentraliteit en uitrede-intentee en werk-leven balans te 
belichten. We analyseren data van eerste WSE survey  ‘Loopbanen in Vlaanderen’ 
 erzadeld in 20  b  Werkduur erdinderino definiiren we als de transite van een 
 oltidse naar een deeltidse iobb  oncreet selecteerden we  16  oltids werkende 
50+ in 2001, die nog steeds tewerkgesteld waren in 2011. 29.5% (N=49)  van  de 
totale steekproef daakte de transite  an een  oltidse naar een deeltidse iobb 

2. Theoretisch kader  

O er de relate tussen werkduur erdinderino en de oewenste pensioenleefiid 
kunnen twee centrale hypothesen afgeleid worden. Enerzijds verwachten we vanuit 
de ech  reheidetheirie (ol.n reeiurcen dr ion theiry)n en de cioeerv tion ifn reeiurcen
theory (COR) dat diegenen die de werkduur verminderen een lagere kans hebben om 
vervroegd de arbeidsmarkt te willen verlaten, doordat ze een betere balans tussen 
werk en leven hebben (hytitheeen1,nFiguurn1)n(Albertsen et al., 2008; Greenhaus & 
Beutell, 1985; Kahn et al., 1964). Werk-le en balans definiiren we in deze studie als 
“de afwezigheid van werk-familie/familie-werk conflict”  
(Greenhaus & Beutell, 1985)b Vanuit ket sckaarskeidsperspectef stellen we dat 
densen o er een  aste koe eelkeid eneroie en tid besckikken die ze aan allerlei 
rol erplicktnoen kunnen besteden (Kahn et al., 1964). Tijd en energie besteed aan 
de éne rol zijn niet langer beschikbaar voor de andere rol(len), waardoor een proces 
van energie-uitputno kan ontstaan dat ontaardt in een interrol-conflictb We daken 
een onderscheid tussen oerk-f milienen f milie-oerkncioflict,nen daarbinnen tussen 
tide- en stress-gerel teerdenconflictenb 
Anderzijds verwachten we op basis van de eici lnideottyntheiry dat zij die werkduur 
verminderen een hogere kans hebben om vervroegd te willen pensioneren 
(hytitheeen 2,n Figuurn 1)n (Meyer et al., 2006; Tajfel & Turner, 1985; Vignoles et al., 
2006). Deze theorie stelt dat het aantal uren gespendeerd aan werk een afspiegeling 
is  an de date waarin een indi idu zick det de werkrol identficeert (Ng & Feldman, 
2008). Individuen die minder uren werken stellen hun werk minder centraal in het 
leven, waardoor ze bijgevolg een hogere kans hebben om vervroegd te willen 
pensioneren. Vanuit dit perspectef bekiiken wek naast werkcentraliteitk ook de rol 
die uitrede-intente speelt in ket  erklaren  an de relate tussen 
werkduur erdinderino en oewenste pensionerinostdinob Het concept  uitrede-
intentee koppelt de centraliteit  an arbeid in ket le en aan de effecte e drano od 
de arbeidsmarkt zo snel mogelijk te verlaten. Deze wens uit zich in de vorm van niet 
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opnieuw naar een iob zoeken wanneer den de iob  erliestk ernsto o erweoen od 
onmiddellijk te stoppen met werken wanneer de kans zich voor doet en de wil om zo 
snel dooeliik definitef te stoppen det werken. 

3. Methoden en data 

3.1 Data  

We gebruiken data van de eerste golf van de survey ‘Loopbanen in de Vlaanderen’ 
die in het voorjaar van 2011 verzameld werd door het Steunpunt Werk en Sociale 
Economie. In de survey komen verscheidene aspecten (vb. werk-fadilie conflictk 
sociale en econodiscke oorzaken en oe oloen  an loopbaantransitesk 
loopbaanplanning) van het arbeidsleven van de Vlaamse bevolking aan bod. In totaal 
werden  5 6 personen be raaodb Oddat we oeïnteresseerd ziin in de relate tussen 
werkduurvermindering naar het einde van de loopbaan toe en gewenste 
pensionerinostdino selecteren we twee oroepen die we det elkaar  eroeliikenb 
 oncreet definiiren we werkduur erdinderino aan de kand  an twee tidspuntenn 
2001 en 2011. We selecteren alle 50+ in 20   die  oltids tewerkoesteld waren in 
200 b De controleoroep bestaat uit dieoenen die  oltids werkten in 200  en noo 
steeds  oltids tewerkoesteld waren in 20     oltidse traiectene. De tweede groep 
bestaat uit de deeltidse uitredetraiectenk det nade zii die  oltids werkten in 200  
en deeltids werkten in 20     oltids-deeltidse traiectene. Omwille van de kleine 
steekproef, hebben we niet de mogelijkheid om de resultaten afzonderlijk voor de 
 ersckillende insttutonele stelsels   bb tidskrediet eindeloopbaan) van 
werkduurvermindering te bekijken. In totaal selecteren we 168 respondenten. 
66.07% (N=111) is man en 33.93%  N=57e is  rouwb De oediddelde leefiid is 55 iaarb 

3.2 Methode 

In een eerste fase van het onderzoek bekijken we met behulp van beschrijvende 
statsteken  kruistabellenk  eroeliikino  an de oediddeldene de kenderken  an alle 
50+-ers die deeltids ziin oaan werkenb In de tweede fase zulen dan de eerder 
oeforduleerde kypotkeses  zie fiouur  e oetest worden dbbb b padanalyseb 
Padanalyse is een statstscke teckniek die toelaat od directek indirecte en totale 
effecten te sckaten aan de kand  an een dodel det deerdere aaankeliike 
variabelen (Bollen, 1989). We veronderstellen dat werk-fadilie conflict en fadilie-
werk conflict  zowel tids- en stress-gerelateerd) optreden als mediërende variabelen 
in de relate tussen werkduur erdinderino en oewenste pensionerinostdino (Figuur 
1)n (Baron & Kenny, 1986).  Mediëren betekent dat er een indirecte causale relate 
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wordt  erondersteld waarbii een onaaankeliike  ariabele een dediirende  ariabele 
beïn loedtk die biioe olo de aaankeliike  ariabele beïn loedtb We daken in de 
padmodellen gebruik van de maximum-likelikood sckatnosdetkode (MLR variant).  
 

4. Resultaten 

4.1 Beschrijvende resultaten 

Werkduurvermindering is populair bij 50+, zo blijkt uit de resultaten. 29.5% (N=49) 
 an de steekproef daakte de transite  an een  oltidse naar een deeltidse iobb 1 op 
de  0 50+ die de werktid  erdinderd kebben oino 545 werkenb   op 3 oino kalfiids 
aan de slaob Als we kiiken naar oewenste pensioenleefiid dan stellen we  ast dat zij 
die de werktid aaouwdenk sionificant  roeoer willen stoppen det werkenb  
 
Meer tid  oor kuiskoudeliik werk  30b1%e  en  riie tid  31b8%) zijn de belangrijkste 
dote en od deeltids te oaan werken (T beln1). Gezondheidsproblemen komen op 
de 3e plaats (20.5 %eb  ii de explorate  an de profielkenderken  an indi iduen in 
 oltids-deeltids traiecten worden  ersckillende socio-dedoorafisckek kuiskoud-, 
job- en financiile kenderken  allen opoedeten in 20  e onder de loep oenoden 
(T beln 2).n Slechts op een beperkt aantal aspecten werden duideliik sionificante 
 ersckillen in profielkenderken opoederkt tussen  oltids en  oltids-deeltidse 
trajecten. Ten eerste, stellen we vast dat werkduurvermindering bij 50+ vooral een 
vrouwenzaak is. Daar waar bij vrouwen biina de kelf  57b37%e de werktid 
verminderd keefk doet sleckts  45   9b82%) van de mannen het. Ten tweede, stellen 
we oeen orote  ersckillen  ast in subiecte e iobkenderken  autonodiek werkdrukk 
edotonele belastnok oeesteliike belastnok  aardiokeidsbenutno en sociale steune 
wanneer we  oltidse  n  oltidse-deeltidse traiecten  eroeliikenb   ii die de werktid 
 erdinderd kebbenk rapporteren enkel een sionificant kooere fysieke belastno in de 
job. De opvallendste verschillen situeren zich in werkdot atesb Als den een 
transite daakte  an een  oltidse naar een deeltidse iob dan zien we een sionificant 
laoere werkcentraliteit en kooere uitrede-intenteb Werk-familie en familie-werk 
conflictk zowel de tids- als stress-gerelateerde varianten, zijn dan weer niet 
sionificant laoer  oor de deeltids werkenden in onze steekproefb   
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4.2 Padmodellen  

Versckillende dodellen werden oesckat od de kypotkeses  ooroesteld in fiouur   te 
testenb Uit dodel    null dodele bliikt dat  oltids-deeltidse traiecten een sionificant 
hogere kans hebben om vervroegd te willen pensioneren (Appendix 2, Tabel 6). De 
 eroeliikino  oor oewenste pensioenleefiid is in deze fase oecontroleerd  oor 
leefiidk oeslacktk aantal kinderen en tewerkstellinosstatus  an de partner.  
Model 2 test de indirecte relates tussen werkduur erdinderino en oewenste 
pensioenleefiid  ia werk-familie en familie-werk conflict (hytitheeen 1,n figuurn 2,n
Atteodixn 3).n  iikodende controle ariabelen  nlb neto persoonliik inkodenk 
subiecte e oezondkeid, beroep, sector, lengte van de loopbaan en opleidingsniveau) 
worden in ket dodel oebrackt in de pad eroeliikino op oewenste pensioenleefiidb 
Over het algemeen concluderen we dat indi iduen in  oltids-deeltidse traiecten 
oeen sionificant laoer werk-fadilie conflict en fadilie-werk conflictk waardoor oeen 
sionificante indirecte relates tussen werkduur erdinderino en oewenste 
pensioenleefiid oe onden wordenb Met andere woordenk kebben ook deeltids 
werkenden nog steeds een sterk gevoel, vergelijken met de oroep die  oltids bliif 
werkenk dat ze odwille  an kun act iteiten op de arbeidsdarkt tid en eneroie 
tekort hebben om aan hun familiale verantwoordelijkheden te voldoen. Bovendien 
kebben deeltids werkenden noo steeds een op allend sterk oe oel dat ze tidens 
kun iob tid tekort koden odwille  an tid oespendeerd aan kun fadiliale 
 erantwoordeliikkedenb Dit doet  erdoeden dat de tid die  rii kodt door dinder 
tid aan betaalde arbeid te spenderenk niet  oldoende is od alle fadiliale 
verantwoordelijkkeden na te kodenb  Doordat deeltids werkenden 50+ dus noo een 
relatef sterke druk er aren  an ket werk- op het gezinsleven en visa versa, zijn ze 
niet oeneiod od op latere leefiid te wensen te pensionerenb  r is   n uitzonderinok 
50+ in deeltidse iobs scoren namelijk wel sionificant laoer op stress-gerelateerd 
familie-werk conflictk wat er op wiist dat ze opvallend dinder edotoneel uitoeput 
en oestresseerd ziin tidens kun werk ten oe oloe  an fadiliale 
 erantwoordeliikkedenb  en neoate e directe relate tussen werkduur erdinderino 
en oewenste pensioenleefiidk die er op wiist dat zii die de werkduur  erdinderd 
kebben  roeoer wensen te oaank bliif ook in dodel 2 bestaanb 
In model 3a en 3b worden achtereenvolgens bijkomende controlevariabelen 
werkcentraliteit en uitrede-intente in ket dodel oebracktk die elk afzonderliik de 
sionificante relate tussen werkduur erdinderino en oewenste pensioenleefiid weo 
verklaren (hytitheeen2,nAtteodixn4).  Concreet wil dit zeggen dat zij die de werkduur 
verminderd hebben vroeger willen pensioneren omdat ze werk minder centraal 
stellen in kun le en en een kooere uitrede-intente kebbenb  
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5. Conclusies en beleidsaanbevelingen  

De bevindingen van dit onderzoek werpen een nieuw licht op een debat dat al 
jarenlang woedt omtrent de effect iteit  an stelsels  an deeltidse 
werkduur erdinderino  nlb tidskrediet en loopbaanonderbrekinoe op ket einde  an 
de loopbaan in ket  erkooen  an de arbeidsdarktpartcipate  an 50+ in  eloiib Daar 
waar den   anuit tkeoretsck en beleidsperspectef  eronderstelt dat 
werkduur erdinderino de arbeidsdarkpartcipate daxidaliseert door een betere 
codbinate  an werkk oezin en  riie tidk stellen critci  an de systeden dat de 
realiteit minder fraai is. In plaats van pensionering uit te stellen, zou 
arbeidsduurvermindering vooral gebruikt worden als een opstapje naar vervroegd 
pensioen door diegenen die reeds vroeger wensen te pensioneren. Het is in de 
ricktno  an deze aroudentate dat de be indinoen  an deze studie wiizenb We 
stellen nl. vast dat werkduurvermindering gepaard gaat met een grotere kans om 
 er roeod te willen pensionerenk en dat deze relate  erklaard wordt doordat zii die 
de werkduur  erdinderd kebben een laoere werkcentraliteit en een kooere uitrede-
intente kebbenb  
 
Hieruit volgen een aantal belangrijke lessen voor het beleid. Ten eerste, moet het 
beleid ervoor zorgen dat 50+ de niet-werktid  oldoende kunnen spenderen aan 
fadiliek  rienden en andere  riietidsact iteitenb Werkduur erdinderino oaat o er 
het algemeen niet gepaard met een betere werk-leven balans. Wat blijkt is dat de 
tid die  rii kodt door   of 2 daoen per week dinder te werken  ooral oespendeerd 
wordt aan kuiskoudeliike act iteitenk waardoor stelsels  an werkduur erdinderino 
niet voldoende tegemoet komen aan de  erwacktnoen en noden  an 50+ en de 
ervaring van werk-familie/familie-werk conflict ook  oor de deeltidse 
tewerkoestelde 50+ relatef kooo bliifb  en  erdere ondersteunino  an ket 
dienstenckequesysteedk waardoor indi iduen op een fiscaal interessante manier 
beroep kunnen doen op ondersteuning in huishoudelijke taken, kan hier een 
oplossino biedenb Dit dooeliik det specifieke daatreoelen  oor de oroep  an oudere 
werknemers (vb. net zoals bij jonge moeders in het zelfstandigenstatuut een zeker 
aantal dienstensckeques orats aanbiedeneb  
 
Ten tweedek stellen we dat ket belanoriik is od werkodstandiokeden in deeltidse 
iobs onder de loep te nedenb Hoewel deeltids werkenden 50+ oeen sionificante 
slecktere werkodstandiokeden kebben  bekal e wat betref fysieke belastno  an de 
iobek zien we dat  7k15%  an dieoenen die deeltids werkten in kun laatste iob 
gepensioneerd zijn omwille van aspecten verbonden aan de job (vb. stress, slechte 
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werktidreoelinoenk oezondkeidsprobledeneb Op ket  lak  an werk doeten daarom 
twee aspecten aangepakt worden:  enerzijds moet ervoor gezorgd worden dat ook 
 oor ouderen in een slecktere oezondkeid werk werkbaar bliif door een aanpassino 
 an de werkcondites aan de oezondkeidsodstandiokedenb Anderziids doet de zin 
om te (blijvene werkenk in ket biizonder bii 50+ in deeltidse uitredestelselsk  erder 
aanoewakkerd wordenb  en daxidale benutno  an kun  aardiokedenk de kans od 
kun expertse in te zeten od ionoeren in de oroanisate te beoeleiden en de nodioe 
steun van hun leidinggevende(n) en collega’s zijn hierin belangrijke aspecten.  
 
Od een  olledio beeld te kriioen  an de effect iteit  an eindeloopbaanstelsels  an 
werkduurvermindering   bb tidskrediet en loopbaanonderbrekinoe in het verhogen 
van de tewerkstellingsgraad is het belangrijk om push- en pull-effecten  anuit een 
macro-perspectef ten opzickte  an elkaar af te weoen (Devisscher & Van Pelt, 2006). 
Od eindeloopbaanstelsels  an tidskrediet4loopbaanonderbrekino tot een succes te 
maken is het o.a. belangrijk dat individuen die er gebruik van maken langer aan de 
slao blii en  dbwbzb dat kun totaal arbeids olude o erkeen de loopbaan stioteb De 
date waarin dat dinder uren oaan werken op ket einde  an de loopbaan effectef 
aanzet en leidt tot een langere loopbaan is nog niet onderzocht. Devisscher en Van 
Pelt (2006) stelden wel vast in hun studie dat push-effecten dodinant ziin en dat 50-
plussers met loopbaanonderbreking minder lang aanwezig zijn op de arbeidsmarkt 
vergeleken met de groep die de loopbaan niet onderbreekt. Vanuit deze studie 
voegen we daaraan toe dat 50+ die deeltids werken ook effectef  roeoer oilleo 
pensioneren, en dat deze groep gekenmerkt wordt door een hogere-uitrede 
intente en een laoere werkcentraliteitb Hoewel we oeen conclusies kunnen trekken 
over of ze al dan niet langer aan de slag blijven, doet dit wel vermoeden dat 
deeltidse stelsels niet leiden tot ket  erlenoen  an de loopbaan daar oebruikt 
worden als een opstapje naar vervroegd pensioen.  
 
De conclusies  an deze studie  oor wat betref de effect iteit  an specifieke stelsels 
van werkduur erdinderino  zoals  bb tidskrediete doeten oenuanceerd worden 
aangezien de data het niet toelaten om de verschillende stelsels afzonderlijk te 
bekijken. Aangezien 63.2% van de respondenten de werkduur echter verminderd 
keef in een stelsel  an loopbaanonderbrekino4 tidskredietk is ket interessant od 
deze conclusies tegen de achtergrond van de recente hervormingen in het stelsel 
 an loopbaanonderbrekino en tidskrediet te belickten (RVA, 2014b; RVP, 2014). De 
 raao riist nadeliik wat er oebeurt wanneer de dooeliikkeden od de werktid te 
verminderen (vb. door de verschuiving van de intrede-leefiid  an 50 naar 55e 
afgebouwd worden. In plaats van een vermindering van de totale overheidsuitgaven, 
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zullen we mogelijk een verschuiving zien van de uitgaven doordat 50+ met een hoge 
uitrede-intentek laoere werkcentraliteit en een slecktere oezondkeid een 
verhoogde kans hebben om te eindigen in de gezondheidszorg of de werkloosheid 
(i.p.v. aan het werk blijven).  ii die instroden zullen dinder lano in 
tidskrediet4loopbaanonderbrekino blii en doordat de iaren  an onderbrekino niet 
volledig meetellen in de berekening van het pensioen. In plaats van de intredeleefiid 
te verhogen en financieel interessante dooeliikkeden od de werktid te 
verminderen af te bouwen, moet het eindeloopbaanbeleid zich opnieuw focussen op 
zijn kerndoelstellingen. Beleid moet name werkbaar werk en een gevoel van een 
betere balans tussen werk en leven op het einde van de loopbaan voor op stellen, 
zodanio dat 50+ ook effectef lanoer aan de slao willen en kunnen blii enb  
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ABSTRACT  
 

End-of-career tde-credit and career-break systems are popular in Flanders but have 
been neoat ely e aluated by sode as leadino to a kioker probability of early 
retredentb In tkis study we focus on possible explanatons for tkis findino in 
previous research by examining the role of work-life balance and work identty  ibeb 
 work centralityek  exit intentonee in explainino tke relatonskip between a reducton 
in workino kours and tke preferred retredent aoe of 50+ edployees li ino witk 
family (i.e. singles with dependent children and couples). The study performed path 
analyses on Flemish WSE Career Survey data. We selected 168 individuals aged 50+ 
in 2011 who were employed full-tde in 200  and were stll edployed in 20  b In 
total, 29.5% (N = 49) reduced their working hours between 2001 and 2011. We 
found that those who had reduced their working hours such that they had moved 
from full-tde to a part-tde edploydent were dore likely to prefer early 
retredentb Tkis relatonskip could be explained by tke fact that those who moved 
from full-tde to part-tde work kad lower work centrality and a kioker exit 
intentonk suooestno tkat part-tde exit strateoies are also used as a patkway to 
early exit from the labour market. Although we also found lower strain-based family-
to-work conflict in tkose wko reduced tkeir workino koursk and tkis partly 
neutralized tke neoat e relatonskip between workino-hour regime and preferred 
retredent aoek tke o erall total neoat e relatonskip between a reducton in 
working hours and preferred retredent aoe redained predodinantb  
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6. Introduction  

 

Over the last decade the number of 50+ employees taking advantage of the end-of-
career part-tde tde-credit (private sector) and career-break systems (public sector) 
has greatly increased in Flanders. While in 2002, only 6729 older employees 
partcipated in tke end-of-career tde-credit system, by 2012 the number had 
increased to 15 071b Altkouok tke increase in tke nudber of partcipants in tke end-
of-career part-tde career-break system was smaller, the number of people taking a 
part-tde career break stll increased frod 23 515 in 2002 to 30532  in 20 2 (RVA, 
2014a; Steunpunt WSE, 2014). The main purpose of end-of-career working-hour 
reducton systeds is to increase tke edployment rate of older workers (European 
Commission, 2011; Schmid, 1998). Over the period 2002-2011 this appears to have 
occurredk witk tke edploydent rate of tke 50+ populaton in  landers increasino 
from 40,6% in 2002 to 53.6% in 2012 (Eurostat, 2014).  
 
In tkis studyk we are specifically interested in tke relatonskip between a reducton in 
workino kours and retredent tdino in  landersb Tke policy rele ance of tkis 
queston is fuelled by tke current widespread social debate on end-of-career part-
tde work systeds in  eloiudb In tkis debatek edployers aroue tkat workino-hour 
reducton systeds are beino used at tke end of tke workino career as a  step-up’ to 
early retredentb  re ious researck supported tkese critcs in concludino tkat tkose 
reducing their working hours have a greater likelihood of treferriogn tin le ve  (Van 
Looy et al., 2012) or ifn ctu llyn le viogn the labour market early (Devisscher & Van 
Pelt, 2006; Van Looy et al., 2013). However, these previous studies did not address 
tke queston of tke precise nature of tkis relatonskipb Tkis study will tkus add to tke 
literature by examining the factors that may explain why those who reduce their 
working hours have a higher probability of early exitk wkere reducton in workino 
kours is defined as a transiton frod a full-tde to a part-tde iobb We focus on tke 
queston of wketker lower work identty  ibeb  work centralityek  exit intentonee 
and4or a beter work-life balance play a role in explainino tkis relatonskipk and 
address tkese questons by studyino a specific oroup selected frod tke first wa e of 
the Flemish WSE Career Survey completed in 2011. We selected 168 individuals who 
were aged 50-64 in 2011, who were employed full-tde in 200  and were stll 
employed in 2011 (excluding those self-employed). All respondents with a family, 
defined as  ka ino a spouse or cokabitatno partner and4or dependent ckildrene 
(Gutek et al., 1991), were included in the analysis. We fraded tke researck queston 
at tke indi idual le el by focusino on retredent preferencesk altkouok we were 
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aware of the fact that contextual factors (e.g. involuntary job loss, illness of partner, 
insttutonal ckaracteristcse diokt also play a role in deterdinino tke effect e tdino 
of labour market exit (De Preter, Van Looy, & Mortelmans, 2013; De Preter, Van 
Looy, Mortelmans, et al., 2013; Denaeghel et al., 2011)b Our specific focus on tke 
individual preferences intends to broaden the understanding of researchers and 
policydakers witk respect to kow a reducton in workino kours in tke lead up to full 
retredent skapes indi idual preferences reoardino retredent tdinok reoardless of 
the other factors tkat diokt influence effect e retredent tdinob 

7. The Belgian career break system for 50+  

Since  965k leoislaton on career breaks exists in  eloiud to decrease unedploydent 
ratesb In tke liokt of “flexicurity”-principles, introduced by the European Employment 
strategy, the crucial aim of career break systems changed to enabling more relax 
careers in codbinaton witk financial security (Huiskamp & Vos, 2011). In order to 
specifically encouraoe 50+ to stay in tke labour darketk  refords in tke  eloian 
career break system in 2002, introduced special rules for older workers. The so 
called “landing-strip iobs”k create tke opportunity for 50+ to voluntary take up (part-
tdee career lea ek for wkate er wkat reasonk untl tke dodent of retredentb In tke 
pri ate sectork wkere career breaks are known as “tde credit” since 2002k 
opportunites are created to start workino four-fifk or part-tde from the age of 50 
in case that the individual spent at least 20 years in employment (RVA, 2014b). In the 
public sectork wkere tke nade “career break systed” redained since 2002k 50+ ka e 
tke opportunity to reduce workino tde witk one-fifkk one-fourth, one-third, or half 
of total edploydentb As in botk tke tde credit and career break system, the years 
spent in part-tde career lea e counted fully in tke calculaton of pension benefitsk 
staying employed during periods of part-tde career break was financially not 
discouraged. 
 
In 20 2k radical refords in tke tde credit4career break systedk liditno entrance 
and financial atract eness of end-career workino kours reducton sckedesk were 
introduced in Belgium. From that moment,  part-tde career lea e is only a ailable 
from the age of 55, given a working career of at least 25 years Furthermore, reforms 
in tke  eloian pension systed in 20 3k ckanoed reoulatons on tke calculaton of 
pension enttledents wken takino up part-tde career lea e in tke pri ate sectorb 
Although total years of partcipaton in part-tde workino kours reducton systeds 
frod tke aoe of 55 count in tke calculaton of pension enttledents  in case tkat tke 
indi iduals recei ed benefitsek tke waoe on wkick yearly pension paydents are 
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based, varies (RVP, 2014)b Tkis reoulaton idplies tkat indi iduals wko take up part-
tde career lea e are enttled to retre on tke planned retredent aoek but witk 
lower pension benefits as in tke case tkey did not reduced workino tdeb 

8. Literature review and theory 

A nudber of studies ka e focused on tke relatonskip between the use of end-of-
career tde-credit/career-break systems and labour market exit in Belgium. 
Generally, the conclusion is that those who reduce their working hours are more 
likely to leave the labour market early (Devisscher & Van Pelt, 2006; Van Looy et al., 
2012; Van Looy et al., 2013)b In 2001k usino statstcs frod tke Data Warekouse 
Labour Market and Social  rotectonk De isscker and Van  elt  2001e studied a 
representat e sadple of 75 03  people wko were takino ad antaoe of tke tde-
credit or career-break systems in 1999. Of those, 73.8% were taking a part-tde 
career break and 31.2% of the total sample was aged 50 or older in 1999. In this 
study, Devisscher and Van Pelt reconstructed the careers of the individuals in the 
sadple o er a period of fi e years   996-2002) and concluded that, in general, 
people takino a career break or dakino use of tke tde-credit system had a higher 
probability of leaving the labour darket early  ebob oreater ckance of inact ity or 
retredenteb Of tkose in tke oroup aoed 50+ wko kad worked full-tde in  996 and 
were no lonoer takino a career break in 2002k 51b1% kad lef tke full-tde labour 
market, while 63% of those aged 50+ takino a career break in  996 but wko kad lef 
that system by 2002 had made a permanent exit from the labour market.  
 
Wkile tkis study did not dake a distncton between part-tde and full-tde career 
breaks, a study by Van Looy, Mortelmans and De Preter  20 3e specifically focused 
on the part-tde reducton of workino kours at tke end of workino careersb Usino a 
representat e sadple of 50 000 men and 50 000 women from the Data Warehouse 
Labour Market and Social  rotecton in 2006k tkey studied tke labour market exit 
behaviour of people who had reduced their working hours at the end of their career. 
Working-kour reducton was operatonalized as a do e frod a full-tde to a part-
tde iobk witk part-tde edploydent deasured as a percentaoe of full-tde 
employment. The study selected all individuals who were aged 49-54 in 1998 and 
who had worked full-tde in tke pri ate or public sectorsk reconstructno tkeir 
careers over a period of 12 years (1998-2009). The total sample included 12 134 
respondents. Of those in the group who had reduced their working hours, 42.5% of 
tke den and 30b7% of tke woden kad subsequently lef tke labour darket tkrouok 
an early exit pathway (e.g. employment break or pre-pension, disability or full-tde 
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career break). On average, the den in tkese oroups lef tke labour darket at tke aoe 
of 57 and women at the age of 56.6. Of those leaving the labour market through the 
official leoal pension systed  53% of denk 51% of wodenek kazard rates skowed tkat 
those who moved from a full-tde to a part-tde iob were dore likely to retre at tke 
early retredent aoe codpared to tkose wko redained edployed full-tdeb None of 
these studies, however, explained why those who reduced their working hours were 
more likely to leave the labour market early.  
 

8.1 Conceptualizing retirement preferences 

Previous research has mainly focused on eaectven retremeotn  ge, extect tioe 
 biut or the ioteotio to retre by a given age, thereby overlooking individual 
preferencesb An increase in tke role of indi idual retrement planning as a 
consequence of tke decreasino insttutonalizaton of tke retredent process 
kiokliokts tke need for researck and policy on retredent to focus on retredent 
preferences (Raymo & Sweeney, 2006)b In pre ious researck on retredent 
preferences conducted in se eral fields  dainly sociolooyk econodics and 
psyckolooye  arious conceptons can be foundk witk tke tkree dost coddon beino 
retredent extect tioe, retredent ioteotioe and retredent trefereoceen (Öresto 
et al., 2013)b Retredent extect tioe includes  arious different types of 
expectatons on tke future life as retred suck as  iews on kow an indi idual 
experiences tke transiton frod work to retredent and wkat tke life in retredent 
should be like (van Solinge & Henkens, 2008)b Tke concept retredent intentons 
captures different deasuredents of wken older workers intend to retre frod tke 
labour market (Henkens, 1999). Following the economic school of thought, 
 preferencese reflect ideal ckoices (Hechter & Kanazawa, 1997; Steiber, 2008), and 
 retredent preferencese are dodelled as ratonal ckoices based on tke assudpton 
tkat wken dakino retredent decisions indi iduals assess  arious life course 
transitons aoainst tke costs and benefits of increased leisure tdeb  conodic tkeory 
tkus assudes tkat older workers prefer to retre wken pension paydents offer 
adequate codpensaton for tkeir potental loss of incode frod labour (Hechter & 
Kanazawa, 1997). However, we consider that such preferences are formed in the 
context of structural and cultural constraints and may therefore vary across socio-
econodic contextsb  onsequentlyk we adopt tke noton of  bounded preferencesek 
assudino tkat retredent preferences are not ideal ckoices but are skaped by 
constraints suck as dodestc responsibilitesk econodic liditatons and social nords 
(Steiber, 2008)b  Retredent preferencese can tkus only be partly explained on tke 
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basis of assudino tkat ratonal ckoice and utlity-maximizing behaviour occurs in 
relaton to financial decision-making. On the basis of the noton of  bounded 
ratonalityek tke relatonskip between a workino-hour regime and preferred 
retredent aoe will be inforded by tkree dain tkeoretcal fradeworksk resource 
dr iontheiry,nCOR-theiry and eici lnideottyntheiry. 

Figure 1. Theoretical model 

 

Niteet For the sake of simplicity control variables and correlations between dimension of work-to-family and family-to-work 
conflict are not represented. 

8.2 Working hours and work-life balance: resource drain and COR-  theory 

Tke relatonskip between workino kours and work-life balance has frequently been 
studied (Adkins & Premeaux, 2012; Albertsen et al., 2008)b We define  work-life 
balance’ as the absence of ‘work-fadily conflicte or, in other words, the absence of ‘a 
form of inter-role conflict in wkick tke role pressures frod tke work and tke fadily 
dodains are dutually incodpatble in sode respecte (Greenhaus & Beutell, 1985). 
The literature on the work-fadily relatonskip dakes a distncton between work-to-
family and family-to-work conflictb Wkile work-to-fadily conflict occurs wken tke 
demands of work dake it difficult to perford fadily responsibilitesk fadily-to-work 
conflict ederoes wken fadily dedands kinder tke perfordance of work dutes 
(Frone et al., 1997; Gutek et al., 1991). Time-based (TB) work-to-family/family-to-
work conflict appears as a consequence of tke lidited a ailability of tde resourcesb 
Strain-based (SB) inter-role conflicts occur in the form of physical (e.g. energy 
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depletone or psyckolooical strain  ebob concentraton probledsk worriesk tensions 
created in a relatonskipe (Greenhaus & Beutell, 1985). 
 
Two tkeoretcal fradeworks skape tke relatonskip between tke workino-hour 
regime and work-to-family and family-to-work conflictn reeiurcendr iontheirynand the 
cioeerv tionifnreeiurceentheiry. According to resource drain theory, individuals play 
dultple roles in a context in wkick tde and eneroy resources are lidited 
(Greenhaus & Beutell, 1985; Kahn et al., 1964). Consequently, role demands in 
different life dodains diokt start to conflict witk eack otkerk as tke scarcity of 
individual resources implies that an hour devoted to one role represents an hour 
that is no longer available for the other (Greenhaus & Beutell, 1985). The 
conser aton of resources tkeory   ORe is an inteorated dodel of stress wkick also 
conceptualizes work-fadily conflict in terds of a depleton or percei ed depleton of 
resources (Hobfoll, 1989). However, it emphasizes the importance of the individual’s 
response to tke depleton or percei ed depleton of resources wken explaining the 
link between the number of working hours and inter-role conflictsb Accordino to tke 
 OR dodelk indi iduals seek to acquire and daintain resources  ebob tdek eneroyek 
but insofar as spendino dore tde at work reduces tke tde and eneroy a ailable for 
partcipatno in non-work act itesk a stress response occurs tkat results in a 
neoat e spill o er between work and fadily dedands (Hobfoll, 1989).  
 
Tke  OR dodeles presudpton tkat indi iduals atedpt to m iot ion resources may 
also sked liokt on tke relatonskip between work-to-family/family-to-work conflict 
and preferred retredent aoe (Hobfoll, 1989). The greater the work-to-family/family-
to-work conflictk tke dore indi idual resources are depleted and tkus tke more likely 
it is tkat an indi idual will seek to resol e tke percei ed stress by retrino early 
(Raymo & Sweeney, 2006). This is in line with (Thoits, 1994) who argued that 
indi iduals are not passi e subiects but act e aoents wko atedpt to skape tkeir 
own life outcomes. As Allen et al. (2000) have shown, work-to-family/family-to-work 
conflict is associated witk widespread and serious neoat e consequences related to 
stress in both work and non-work setnosb  or exadplek work tkat pre ents an 
indi idual frod spendino sufficient tde and eneroy on non-work act ites decreases 
tke o erall le el of contentdent witk tke iob due to tke depleton of resources (Allen 
et al., 2000; Erickson et al., 2010; Martnenoo et albk 20 0)b Lower iob satsfactonk in 
turnk idplies early retredent (Kubicek et al., 2010). On the bases of these 
tkeoretcal notonsk we assude tkat tkose wko reduce tkeir workino kours 
experience lower tde-based and strain-based work-to-family and family-to-work 
conflict and are tkerefore less likely to prefer to retre early   ytitheeien1). In line 
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witk a nudber of lonoitudinal studies wko found a causal effect frod work kours on 
work-family balance (e.g. Berger, 2009;  rit   Dawsonk 2005; Gash et al., 2009; 
Hammer et al., 2005; Laurijssen & Glorieux, 2012), we assume work-to-family and 
family-to-work conflict to act as dediators in tke relatonskip between workino-hour 
reducton and preferred retredent tdinob  
 

8.3 Working hours and work centrality: a social identity perspective 

Accordino to social identty tkeoryk tke nudber of kours spent at work represents 
tke extent to wkick an indi idual identfies witk different social roles  ebob workk 
family) (Tajfel & Turner, 1985; Vignoles et al., 2006)b In otker wordsk social identty 
theorists argue that those working fewer hours identfy less witk tkeir occupaton 
and tke oroanizaton in wkick tkey workk ork in dore oeneral terdsk witk work itself 
(Ng & Feldman, 2008). The social identty perspect e offers an o erarckino 
tkeoretcal fradework tkat inteorates insiokts frod pre ious researck on tke 
relatonskip between a  ariety of oroanizatonalk iobk personal and fadily 
ckaracteristcs and tke nudber of kours worked (Ng & Feldman, 2008)b Identty is 
defined as  a subiect e concept an indi idual kas of kidself or kerself as a persone 
(Vignoles et al., 2006)b One is likely to identfy witk a social oroup  an oroanizatonk 
work, familyk unionk etcbek wken dedberskip based on a strono identficaton witk 
group values, internalized beliefs and mutual respect occurs (Hornsey & Hogg, 2000). 
Accordino to tke identty-commitment approach (Meyer et al., 2006) individuals who 
stronoly identfy witk tke oroupes  alues and percei e tke oroupes ooals as ideals to 
be ackie ed are dore likely to dake an effort to realize tke specific ooals of tkat 
social group. Meyer et al. (2006) also suggested that rather than a single social 
identty in itselfk it is tke relat e salience of different social identtes  ebob 
occupatonalk oroanizatonalk fadilye tkat influences work beka iourb Witk respect to 
workers wko stronoly identfy witk botk tkeir occupaton and tkeir fadilyk wiskino to 
be both a successful employee and a caring parent/grandparent/partner, sociologists 
argue tkat tkey spend dost tde on tkose act ites tkat dost support tkeir salient 
social identty (Ng & Feldman, 2007; Ng & Feldman, 2008; Struyker & Serpe, 1982). 
Furthermore, social identty tkeorists do not neolect tke idportance of situatonal 
dedands  ebob oroanizatonal pressures on perfordancek iob dedandsk rioid work 
schedules) that may require individuals to work more hours and therefore constrain 
their ability to act in an identty-consistent way (Greenhaus et al., 2012). 
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In their meta-analysis of tke relatonskip between workino kours and identtyk No 
and Feldman (2008) concluded that ‘work centrality’ – defined as  indi idualse beliefs 
regarding the degree of importance that work plays in their lives’ (Walsh & Gordon, 
2008)– is one of tke stronoest correlates of tke tde de oted to workb We aroue tkat 
anotker indicator of identficaton witk a work role is  exit intentonek wkick is related 
to work centralityk and wkick we define as  an indi iduales intenton to lea e tke 
labour market as early as possible due to low centrality of the work role in life’. 
Those individuals who perceive work as less important in their lives and who have 
kioker exit intentons are less satsfied in tkeir jobs, less engaged in their work and 
report kioker iob turno er intentons (Bal & Kooij, 2011; Carr et al., 2008). On the 
basis of these theories, we assume that individuals who decide to reduce their 
workino kours are dore likely to prefer to retre early due to lower work centrality 
and a kioker exit intenton   ytitheeien2).  
 
As pre ious researck on tke relatonskip between work centrality and work kours is 
largely cross-sectonal in naturek conclusions about causaton cannot be dade  No 
and  elddank 2006eb In additon to tke social identty tkeoryk kowe erk reducino 
work tde might also further reduce work centrality (due to part-tde iob conditons 
tkat do not fit expectatons for exadpleeb  or tkat reasonk we consider work 
centrality as a correlate, rather than an antecedent or consequence of the number of 
hours worked.  

9. Method 

9.1 Data and sample 

In order to test our kypotkesesk  ledisk WS   areer sur ey data of tke first wa e 
realized in 2011 are used. The aim of the survey is to gain insights in the 
de elopdent of careers in  landers and tke ratonale bekind transitons on tke labor 
darketb Tke sadple is representat e for  ledisk labor force  witk tke excepton of 
Brussels) on gender and age. Themes included in the study are (amongst others): 
social and economic causes and consequences of labor market decision, career 
perspect es on tke lono terdk recent searck beka ior and transitons on tke labor 
market, employability, work-life conflict and career successb Tke sadple is two-stage 
probability-proportonal-to-size (PPS) with an oversampling of older workers (50+). 
First, 135 Beloian dunicipalites were selected  pridary sadplino unitse in wkick a 
representat e sadple of indi iduals aoed  6-65 (secondary sampling units) was 
drawn. Students and self-employed respondents were excluded. All individuals were 
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interviewed in computer-assisted personal inter iews   A Ieb In totalk tke first wa e 
realized a response of 53.1%. 1518 respondents were interviewed of which 49% men 
and 51% women.  
 
We selected all individuals who were aged 50-15 in tke first wa ek wko were 
employed full-tde in 200  and were stll edployed in 20  b As tke iteds of tke 
work-fadily conflict scale assude respondents to li e in a kousekold (Carlson et al., 
2000), selected those respondents living with a partner and/or dependent children. 
43% (N=658) of the total sample was aged 50 to 64.  48% (N=318) was employed in 
2011, but only 66% (N=210) was employed full-tde in 200 b 67% (N=182) lives in a 
kousekold includino a partner and4or dependent ckildrenb Afer excludino dissino 
values, our sample includes 168 individuals. 66.07% (N=111) is men and 33.93% 
(N=57) is women. The mean age of those included in the sample equals 54 (standard 
de iaton 2k59ek wkere tke younoest respondent is 50 and tke oldest respondent is 
59 years old. 52.98% (N=89) lives with a partner and dependent children, 41.67% 
(N=79) only lives with a partner and 5.63% (N=9) is a single parent with dependent 
children in the household. 74.4% (N=125) lives in a dual-earner and 20.24% (N=34) in 
a single-earner couple. 8.33% (N=14) is low educated, 51.19% (N=86) is medium 
educated and 40.48% (N=68) is high educated.  47.02% (N=79)  are elementary 
workers, 13.69% (N=23e are addinistrat e edployeesk 6b93%  N= 5e are 
professional employees, 22.02% (N=37) are part of middle management, 3.57% 
(N=6) are senior management employees and 4.76% (N=8) are top management 
employees. 1.79% (N=3) of the total sample is employed in the primary sector, 24.4% 
 N=5 e in tke secondary sectork 32b 5%  N=55e in tke tertary sector and 5 b17% 
(N=70) in the government/public sector.  

9.2 Analysis  

To test our hypotheses, we perforded patk analysis usino tke M LUS sofware 
package. Path analysis is a statstcal tecknique used to dodel direct and indirect 
effects witk dultple dependent  ariables (Bollen, 1989; Lleras, 2005). We assumed 
the dependent variables work-to-fadily conflict  T  and S e and fadily-to-work 
conflict  T  and S e to act as dediators in tke relatonskips between work kours and 
preferred retredent aoeb Mediaton idplies an indirect causal kypotkesis in wkick 
an independent  ariable influences a dediatork wkick in turn influences a dependent 
variable (Baron & Kenny, 1986)b If a sionificant indirect effect is accodpanied by 
anotker sionificant direct or indirect ffectk dediaton is only partal (Baron & Kenny, 
1986). To ensure robustness against non-normality, we use the MLR-estimator. The 
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kypotkeses are tested in different staoesn Model   test tke null dodel wkere 
workino kours reducton is controlled for oenderk aoe and fadily typeb Model 2 test 
the extent to which work-to-fadily conflict  T  and S e and fadily-to-work (TB and 
S e dediates tke relatonskip between workino kours reducton and preferred 
retredent tdinob Model 3 aids to explain tke direct relatonskip between workino 
hours reducton and preferred retredent tdino by brinoino additonal control 
 ariables in tke dodelb We e aluated tke fit of tke different dodels tested usino tke 
root dean square error of approxidaton  RMS Ae and tke codparat e fit index 
(CFI). RMSEA compares tke fit of tke kypotkesised dodel to tke obser ed  ariance-
covariance matrix (Hatcher, 1994)b RMS A  alues indicate a close fit to tke data if 
tke  alues are 0b05 or lessb Tke codparat e fit index codpares tke kypotkesised 
model with the independence model in wkick no relatonskips are assudedb 
Acceptable fit is indicated by   I  alues of 0b90 or oreater (Hoyle, 1995).  

9.3 Measures 

Working-kour reducton is conceptualised as reducing working hours from a full-tde 
job in 2001 to a part-tde iob in 20  b The percentage of employment is measured 
witk tke followino queston “at wkat percentaoe of tke full-tde contract are you 
currently employed?". We compare two groups: (1) employees who worked full-tde 
in 2001 and 2011 (control group) and (2) employees who worked full-tde in 200  
and part-tde in 20  b Tke  ariable “workino kour-reducton” is a dickotodous 
variable where 0 refers to the control group including those who did not reduced 
workino tdeb  ateoory   includes all respondents wko do ed frod a full-tde to a 
part-tde iobb  
 
Tke dependent  ariables are preferred retredent tdinok iob satsfactonk tde-
based and strain-based work-to-fadily conflict and fadily-to-work conflictb  referred 
retredent aoe is deasured witk tke queston “at wkat aoe do you prefer to stop 
workino?”b Tke queston “How satsfied are you witk your iob? ” is deasured alono a 
 0 point scale   = extredely unsatsfiedd  0=extredely satsfiedeb In order to 
measure work-to-family and family-to-work conflictk we use tke scale of (Carlson et 
al., 2000) (Appendix 1, Table 5eb Tkis scale distnouiskes tde-based and strain-based 
variants of work-to-family and family-to-work conflictsb  ack of tke four scales 
includes a set of 3 itedsb Tke queston sted was “To wkat extent do you aoree witk 
tke followino propositons?”b  ack ited is answered alono a fi e-point scale 
(1=totally disagree; 5= totally agree). An example of an item included in the sum 
scale on tde-based work-to-fadily conflict  α=0.89) is: “My work keeps me from my 
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fadily act ites dore tkan I would like”b The scale on strain-based work-to-family 
conflict  α= 0b61e includes iteds suck as “Wken I oet kode frod work I ad ofen too 
frazzled to partcipate in fadily act ites and responsibilites”b An ited included in 
tke scale on tde-based family-to-work conflict  α= 0.90) is “I have to miss work 
act ites due to tke adount of tde I dust spend on fadily responsibilites”b  inallyk 
iteds suck as “ ecause I ad ofen too stressed frod fadily responsibilitesk I ka e a 
kard tde concentratno on dy work” are included in the sum scale on strain-based 
family-to-work conflict  α=0.95).  The scales used here has been used previously in 
dultple studies and dedonstrated kiok codposite reliabilites (Carlson et al., 2000).  
 
A nudber of tkeoretcal rele ant control  ariablesk of wkick tke rele ance kas been 
proven abundantly in the literature, are included in each of the paths. The scale 
measuring ‘work centrality’ includes 8 items, based on items from Warr et al. (1979) 
and Warr  and Jackson (1984).  or sode indi iduals workk defined as ka ino a paid 
job, is just a means to get money, whereas for others work is the centre of their life. 
Items included in the sum scale on work centrality  α=0b60e are, for example, “Even if 
I won a oreat deal of doney on tke pools I would contnue to work sodewkere” and 
“Tke dost idportant tkinos tkat kappen to de in ol e work”b On eack itedk 
respondents should indicate the extent to which they disagree or agree (1=totally 
disagree; 5= totally agree). Tke  exit intenton scalee is an instrudent de eloped for 
the Flemish WSE Career survey. It consists of several newly introduced items. In 
total, four items are included which are answered along a 5-point scale (1= totally 
disaoreed 5 = totally deoreeeb Different iteds included are “If I oet an offer todorrow 
to perdanently stop workinok I will earnestly consider it”k “I prefer to stay edployed 
as lono as possible”k “My work is tke dost idportant tkino in dy life” and “If Iell lose 
dy iobk I will not iddediately look for a new iob”b Tke codposite reliability  α=0.68) 
of tke scale is acceptablek indicatno tkat tke scale is internally consistentb  
 
We use scales on subiect e iob ckaracteristcs  ibeb autonodyk work pressurek 
edotonal iob dedandsk coonit e iob dedandsk pkysical iob dedandsk skill 
utlizaton and social supporte frod tke V  A-questonnaire de eloped by Veldhoven 
and Meijman (1994). Scales include 3 or 4 items, which should be answered with 
ne erk sodetdesk ofen or always  Appendix  eb Autonody refers to the degree of 
control that people can exercise regarding the way in which they perform their work 
(decide how to organise daily work, change pace of work, can choose when to take a 
break). An item included in the work pressure scale is “Do you need to hurry in order 
to fulfil your iob tasks in tde?”b  oonit e iob dedands refer to wketker iob tasks 
require kiok concentratonb The composite reliability of these different scales ranoe 
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frod 0b75 to 0b66b Otker control  ariables included in our analyses are occupatonk 
sectork educaton  low = pridary educatonk dediud=secondary educatonk kiok = 
backelork dasterek net personal incodek subiect e kealtk   = ery bad; 10=very 
good), length of the working career, number of dependent children in the 
household, employment status partner (1 = no partner, 2=non-employed partner, 3= 
employed partner), gender (0=men; 1=women) and age. 

10. Results 

10.1 Descriptives 

Of the total sample, 29.5% (N = 49) moved from a full-tde to a part-tde iob in tke 
period studied. Of those who reduced their working hours, 61.2% (N = 30) chose to 
work 80% of a full-tde iob and 36b6%  N =  9e ckose to work kalf-tdeb On a eraoek 
those who reduced their workino kours preferred to retre sionificantly earlier  at tke 
age of 59.5) than those who remained in full-tde edploydent  10b5eb In tke oroup 
of tkose wko reduced tkeir workino koursk 52b9%  N = 2 e preferred to retre 
between the ages of 55-59, 49% (N = 24) between 60-64 and 8.1% (N = 4) at the age 
of 65 or older. For those individuals who remained in full-tde edploydentk 27b7% 
 N = 33e said tkey would retre between 55-59, 53.8% (N = 64) between 60-64 and 
18.5% (N = 22) at the age of 65 or older. Below we will examine the reasons why 
indi iduals ckose to reduce tkeir workino kours in tke do e to full retredent  Table 
1). 
 
Reasons bekind a reducton in workino kours  Table  e- Regarding the move to part-
tde workk we found tkat tke dost idportant reasons oi en are dore leisure tde 
 31b73%e and dore tde for dodestc work  30b1 %ek witk kealtk reasons  20b5 %e 
beino tke tkird dost idportant dot eb In additonk  0% worked part-tme due to 
carino responsibilitesk wkile  2% of tke total sadple of part-tde workers no lonoer 
needed to work full-tde for financial reasonsb More tde to study  2%e was tke 
weakest reason for part-tde edploydentk wkile in oluntary part-tde edploydent 
due to econodic circudstances faced by tke oroanizaton  5%e or no opportunity to 
work full-tde for tke edployer  1%e were botk ratker lowb  
 

Table 2 and 3 focus  on tke specific ckaracteristcs of tkose 50+ indi iduals wko 
moved from a full-tde to a part-tde iob  Table 2 and Table 3eb All of tke 
ckaracteristcs were deasured in 20  b In order to test wketker tke bi ariate 
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relatonskips were sionificantk  ki-square tests (for crosstabs) (Table 2) or 
independent sample T-tests (for interval variables) (Table 3) were used.  
 

Table 1. Motivations for part-time work (percentages)  

Motivation Percentage 

(n=49) 

More time for domestic work 30.61% 

More time for caring 10.20% 

More time for leisure 36.73% 

More time for study 2.04% 

Health reasons 20.41% 

No full-time employment opportunities 6.12% 

Organizational problems 4.08% 

No longer need it financially to work full-time 12.24% 

Other reasons 16.33% 

NitetnMultiple answers are possible: 65.31% (n=32) report 1 reason, 26.53% (n=13) report 2 reasons, 6.12% report 3 reasons 
(n=3), 2.04% (n=1) report 4 reasons. 
Siurcet Flemish WSE Career Survey, 2011 

 

Socio-dedoorapkic ckaracteristcs  Table 2e – Compared to men (19.82%), women 
were sionificantly dore likely  57b37%e to ka e reduced tkeir workino kours o er tke 
period 2001-20  b Wkile we found tkat a reducton in workino kours was not 
sionificantly related to aoe or educatonal le elk 32b66% of individuals aged 55-59 
years reduced their working hours, but only 26.32% of those aged 50-54 moved to 
part-tde workb Moreo erk kiokly educated indi iduals were least likely to ka e 
reduced their working hours, with only 23.53% moving out of full-tde edployment. 
 
Housekold ckaracteristcs  Table 2e – The likelihood of reduced working hours was 
not sionificantly related to kousekold ckaracteristcsb Howe erk sinoles witk 
dependent children were the least likely to reduce their working hours (only 
22.22%), while those with an employed partner (dual-earner couples) were more 
likely  30%e to partcipate in a workino-hour  
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Table 2. Characteristics of  50+ reducing working time (row percentages)  

 Full-time 
(n=119) 
 
Percentages 

Part-time  
(n=49) 
 
Percentages 

 
A. Socio-demigr thicn 

  

 
Age  

  

50-54 73.68 26.32 
55-59 67.12 32.88 
Gender ***   
Men 80.18 19.82 
Women 52.63 47.37 
Educational level    
Low education 64.29 35.71 
Medium education 67.44 32.56 
High education 76.47 23.53 
  
B.n iueehildn 

  

   
Family-type    
Single with dependent children in the household  77.78 22.22 
Couple without dependent children in the household 70 30 
Couple with dependent children in the household 70.79 29.21 
Employment status partner    
No partner  77.78 22.22 
Non-employed partner 73.53 26.47 
Employed partner  69.60 30.40 
Number of dependent children in the HH    
 No children 70 30 
 1  66.67 33.33 
 2   75 25 
 3   81.82 18.18 
 4  50 50 
 5  100 0 
 
C.nObiectiveniibnch r cterieticen 
 

  

Occupation    
Elementary workers 67.09 32.91 
Administrative employees  60.87 39.13 
Professional employees 80 20 
Middle management 75.68 24.32 
Senior management  83.33 16.67 
Top management 87.5 12.5 
Sector   
Primary sector  33.33 66.67 
Secondary 80.49 19.51 
Tertiary sector   74.07 25.93 
Government/public sector  64.29 35.71 

Niteet Significance chi-square difference test bivariate crosstabs: *p =< 0.05 ** p =<0.01 *** p =<0.001 
Siurcet Flemish WSE Career Survey, 2011 
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reducton sckedeb  urtkerdorek it was not tke presence of ckildren as suckk but tke 
number of children that determined the likelihood of moving to a part-tde iobb 
When a household had two or more dependent children the likelihood of moving to 
a part-tde job decreased.  
 
Obiect e iob ckaracteristcs  Table 2e – No sionificant associatons were found 
between obiect e iob ckaracteristcs and tke likelikood of ka ino reduced workino 
hours. However, the higher the job status, the lower the probability of having moved 
to a part-tde iobb Of workers in addinistrat e iobsk 39b 3% kad reduced tkeir 
working hours, while in 2011, 20% of professional employees, 24.3% of middle 
management, 16.67% of senior and 12.5% of top management were working part-
tdeb Tke likelikood of ka ino reduced workino kours was tke laroest in tke tertary 
and quaternary sectors (small N for primary sector). 
 
Subiect e iob ckaracteristcs  Table 3e – A sionificant difference in pkysical work 
demand was found between those who remained in full-tde edploydent and tkose 
who reduced their working hours. Those 50+ individuals who worked part-tde 
scored on a eraoe sionificantly kioker on pkysical iob demands (1.95) than full-tde 
edployees   b17eb Autonodyk work pressurek coonit e iob dedandsk use of 
capabilites and social support did not sionificantly differ between tkose workino full-
tde or part-tdeb Altkouok no sionificant difference in edotonal demands of the 
job was found, those working part-tde scored  b91 on a eraoe on tkis scalek wkile 
those in full-tde edploydent scored  b73 on a eraoeb 
 
Mot atonal ckaracteristcs  Table 3e – Those who reduced their working hours 
scored sionificantly lower on work centrality and kioker on exit intentonb Witk a p-
 alue of 0b011k iob satsfacton wask strictly speakinok not sionificantly lower for tkose 
who had reduced their working hours. 
 
Health (Table 3) – Those who had reduced their working hours did not score 
sionificantly kioker on subiect e kealtkb 
 
Personal net income (Table 3) – Individuals employed part-tde earned sionificantly 
less than those employed full-tdeb 
 
Length of working career (Table 3) – Those who had reduced their working hours had 
a sionificantly lonoer workino career  35 yearse tkan full-tde edployees  33b23 
years).  
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Table 3. Characteristics of  50+ reducing working time (mean and standard deviation)  

 Full-time 
(n=119) 
 
Mean (std) 

Part-time 
(n=49) 
 
Mean (std)  

 
D.nSubiective iibnch r cterieticen 
 

 
Mean(std) 

 
Mean (std) 

Autonomy(1-4)  3.01 (0.77) 2.94 (0.85) 

Work pressure (1-4)  2.28 (0.74) 2.21 (0.84) 

Emotional job demands (1-4)  1.73 (0.65) 1.96 (0.91) 

Cognitive job demands (1-4)  3.25 (0.69) 3.20 (0.67) 

Physical job demands (1-4) * 1.67 (0.79) 1.95 (0.87) 

Skill utilisation (1-4) 2.86 (0.64) 2.77 (0.77 

Social support (1-4) 3.13 (0.59) 3.05 (0.72) 

   

E.nMitiv tiio lnch r cterieticen 
 

  

Job satisfaction (1-10)° 7.77 (1.44) 7.24 (2.02) 

Work centrality (1-5)* 3.66 (0.75) 3.36 (0.81) 

Exit intention (1-5)** 2.62 (0.92) 3.09 (1.04) 

   

F. Work-lifenb l ocen 
 

  

Time-based work-to-family conflict (1-5)°  2.55 (1.15) 2.18 (1.16) 

Strain-based work-to-family conflict (1-5) 1.95 (0.90) 1.82 (1.03) 

Time-based family-to-work conflict (1-5) 1.58 (0.71) 1.49 (0.72) 

Strain-based family-to-work conflict (1-5)  1.40 (0.63) 1.24 (0.42) 

   

G.nSubiectivenhe lthn(1-1 ) 7.87 (1.47) 7.51 (1.32) 

   

 .nNetntereio lniocimen(ioneuri)*  2282.8 (1062.8) 1791 (1709) 

   

I. Leogthnifnthenoirkiognc reern(ionye re)** 33.23n(4.f1) 35 (4.08) 

Niteet Significance independent sample t-test: *p =< 0.05 ** p =<0.01 *** p =<0.001. After each variable  
name the range of the response categories or the unity in which the variable is measured is added.  
Std = standard deviation  
Siurcet Flemish WSE Career Survey, 2011 

10.2 Path analysis  

Se eral dodels were estdated in order to test our kypotkesesb In Model 1 (for the 
complete results see Table 6, Appendix 2), the null model, we tested the relatonskip 
between working-kour reducton and preferred retredent aoek controllino for 
gender, age, number of children and partner status. Those who reduced their 
workino kours kad a sionificantly kioker probability of preferrino to retre earlier  -
1.38; p-value 0.003) compared to those who remained employed full-tdeb As tke 
dependent  ariable  preferred retredent aoee was ordered frod low to kiok  aluesk 
a neoat e estdate suooested a kioker probability on tke preference to retre earlyb 
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More specifically, it was apparent that those who reduced their working hours 
preferred to retre  b36 years earlier on a eraoeb Models 2 and 3 explain tkis 
relatonskip furtkerb 
 
Model 2 ( ytitheeien1) tested tke dediatno role of work-to-fadily conflict  T  and 
SB)k iob satsfacton and fadily-to-work conflict  botk T  and S e in tke relatonskip 
between working-kour reducton and indi idual retredent preferencesb In tke patks 
concernino tde-based and strain-based work-to-family and family-to-work conflict 
and job satsfacton only tke sionificant control  ariables were lef in tke dodelb 
Appendix 3 (Table 8 and 9) shows the control variables included in each path. The 
patk on preferred retredent aoe was controlled for iob satsfactonk fadily-to-work 
conflict  S  and T ek net personal incodek subiect e kealtkk occupatonk sectork 
lenotk of workino career and educatonal le el  Table 7k Appendix 3eb  urtkerdorek 
each path included in the model was controlled for age, gender, number of 
dependent children in the household and partner status. For the model on preferred 
retredent aoek we also tested non-linear relatonskips for aoek net personal incode 
and lenotk of career by addino quadratc terdsk none of wkick were sionificantb The 
results of Model 2 are presented in Figure 2. 

Figure 2. Unstandardized estimates Model 2 

 

Niteet For the sake of simplicity control variables and correlations between work-to-family and family-to-work conflict are not 
represented. Two-tailed test: p =< 0,05 **Two-tailed test: p =<0,01 *** Two-tailed test: p =<0,001  
Siurcet Flemish WSE Career Survey, 2011 
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Model 2  for codplete results see Table 7k 6 and 9k Appendix 3e kas an acceptable fit 
to tke data  RMS A = 0b051d   I = 0b926d SRMR = 0b029eb It skows firstly tkat tkose 
who reduced their workino kours were not sionificantly dore likely to retre later 
due to lower tde-based and/or strain-based work-to-fadily conflictb Workino fewer 
kours was not sionificantly related to lower tde-based (-0.284; p-value 0.184) and 
strain-based (-0.28; p-value 0.088) work-to-fadily conflictb  urtkerdorek no 
sionificant relatonskip was found between tde-based (-0.042; p-value 0.676) and 
strain-based work-to-fadily conflict  -0.176; p- alue 0b 93e and iob satsfactonb .ob 
satsfacton kad no sionificant relatonskip witk preferred retredent aoe  0b005d 
0b97 eb Tke indirect relatonskips between workino kours and preferred retredent 
aoe tkrouok tde-based (0.000; p-value 0.971) and strain-based work-to-family 
conflict  0b000d 0b97 e were not sionificantb Reoardino tke indirect relatonskip 
tkrouok tde-based and strain-based family-to-work conflictk tke results re ealed 
tkat tkose wko reduced tkeir workino kours percei ed sionificantly less strain-based 
family-to-work conflict  -0.233; p-value 0.017). Model 2 further reveals that strain-
based family-to-work conflict is sionificantly related to a kioker probability of 
preferrino to retre early  -1.338; p-value 0.004). However, the total indirect 
relatonskip tkrouok strain-based family-to-work conflict was not sionificant  0b3 2d 
p-value 0.078). Time-based family-to-work conflictk in contrastk played no dediatno 
role in tke relatonskip between workino kours and preferred retredent aoeb More 
specificallyk no sionificant relatonskip was found between workino kours and tde-
based family-to-work conflict  -0.179; p- alue 0b 15e or tde-based family-to-work 
conflict and preferred retredent aoe  0b331d p-value 0.334). 
 
In Model 2 tkere redained a sionificant neoat e direct relatonskip  -1.109; p-value 
0.036) between working-kour reducton and preferred retredent tdino wken 
controllino for iob satsfactonk fadily-to-work conflict  S  and T ek net personal 
income, subiect e kealtkk occupatonk sectork lenotk of workino career and 
educatonal le el  Table 7k Appendix 3eb Tkereforek in Model 3n ( ytitheeien 2) we 
brouokt additonal control  ariables into tke reoression dodel on preferred 
retredent aoe in an atedpt to explain wky tkose wko ka e reduced work tde 
ka e a sionificant kioker probability to prefer to retre early  Table  0 and   k 
Appendix 4). 
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Table 4. Model fit comparison  

Models  CFI RMSEA SRMR  AIC  BIC  

Model 1 (null model)  1 0 0.008 3027.672 3213.374 

Model 2 (work-life balance) 0.928 0.046 0.029 2825.459 3081.624 

Model 3a (work centrality) 0.909 0.051 0.031 2752.931 3010.22 

Model 3b (exit intention) 0.901 0.054 0.032 2748.766 3006.054 

Siurcet Flemish WSE Career Survey, 2011 

In Model 3 (for complete results see Table 10 and 11, Appendix 4) we decided to 
bring the control variables into the analysis using separate models in order to clearly 
distnouisk tke idpact of eackb Model 3a focuses on work centrality  Table  0k 
Appendix 5e and Model 3b on exit intenton  Table   k Appendix 5eb  ack separate 
dodel kas an acceptable fit to tke data  Table 5eb  otk work centrality  Model 3an 
0.69, p- alue 0b031e and exit intenton  Model 3bn -1.016, p-value 0.000) were found 
to be sionificant predictors of retredent tdinob  ontrollino for work centrality 
 Model 3ae and exit intenton  Model 3bek tke relatonskip between workino-hour 
reducton and preferred retredent tdino becade insionificantb  ontrollino for work 
centralityk tke relatonskip between workino kours and preferred retredent tdino 
was -1.001 (p- alue 0b059e  Table  0k Appendix 5eb  ontrollino for exit intentonk a 
relatonskip of -0.733 (p-value 0.151) between working hours and preferred 
retredent tdino was found  Table   , Appendix 4). AIC and BIC values, which 
codpare tke dodel fit of non-nested dodelsk skowed tkat Model 3b fits tke data 
best as it has the lowest AIC and BIC values (Table 4).  

11. Discussion and conclusion 

 

Tkis study contributes to tke literature by in estoatno tke factors tkat day explain 
why those 50+ individuals who reduce their working hours have a higher probability 
of early exit frod tke labour darketb More specificallyk we focused on tke queston 
whetker lower work identty  ibeb work centralityk exit intentone and4or a beter 
work-life balance play a role in explainino tkis relatonskipb Altkouok tkeory and 
policy largely assume that those who reduce their working hours at the end of their 
working career skould ka e a beter work-life balance than those who do not 
(Greenhaus & Beutell, 1985; Kahn et al., 1964; Schmid, 1998),we found that working 
part-tde was not related to a beter work-life balance – measured in terms of work-
fadily conflict – for older edployees  witk tke excepton of strain-based family-to-
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work conflicteb Tkis findino kas different idplicatons for botk resource drain and 
 OR tkeory wken studyino older workers  see secton 1b e b Ratker tkan pro idino a 
beter balance between work and non-work life and decreasing the preference for 
early retredentk workino-hour reducton was found to be stronoly associated witk a 
oreater preference to retre earlyb Usino tke social identty perspect e we were able 
to explain why those who had reduced their working hours at the end of their 
working career were more likely to express a preference for early retredent  No   
 elddank 2006ek witk lower work centrality and kioker exit intentons as tke dost 
important reasons.  

11.1 Implications for theory 

Although resource drain theory and the COR model have been applied numerous 
tdes in edpirical studies (Adkins & Premeaux, 2012; Albertsen et al., 2008), they 
have not been tested specifically in tke context of 50+ workersb Tkereforek tkis study 
raises idportant idplicatons for tkeory reoardino tke role of workino kours in 
predictno inter-role conflicts in tke context of older workersb In line witk resource 
drain and COR theory (Greenhaus & Beutell, 1985; Kahn et al., 1964), we conclude 
tkat a reducton in workino kours is indeed associated witk lower strain-based 
family-to-work conflict wkick dakes older workers less likely to prefer to retre 
earlier. Due to the fact that 50+ individuals who work part-tde ka e dore tde to 
deal witk dedandino fadily responsibilites  ebob ill partnerk dependent parentsek 
tkey are less likely to feel preoccupied witk fadily daters at workb Witk respect to 
tke  sandwicked oeneratonek wko care for botk dependent parents and (grand-
eckildren at tke sade tde (Cleveland, 2009)k tkese results are partcularly 
interestnob Howe erk we found no relatonskip between tke workino-hour regime 
and eitker tde-based or strain-based work-to-fadily conflictb In otker wordsk 
although part-tde edployees work fewer koursk tkey stll report a strono likelikood 
of feelino tkat tkey are not partcipatno equally in kousekold act ites due to tke 
tde spent at workk and tkey day feel frazzledk edotonally drained and stressed 
wken tkey code kode frod workb As a posit e relatonskip between workino kours 
and work-to-fadily conflict kas frequently been found in pre ious researck 
(Albertsen et al., 2008)k we suooest tkere are specific aoe-related psychological, 
pkysical and edotonal ckanoes tkat diokt explain tkese partcular findinos for older 
workers (Lachman, 2004).  
 
 irstlyk e en afer reducino tkeir workino koursk 50+ indi iduals day stll face oreat 
demands to perform various non-work act itesk wkick diokt explain wky tkey are 
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stll likely to percei e kiok neoat e work-to-family spill over. The noton of socio-
edotonal select ity suooests tkat as indi iduals becode dore aware of tke fact 
tkat tde is finite tkey will kiokly prioritze tasks and ooals tkat are edotonally 
deaninoful  ebob partnerk tde witk ckildren and orandckildrene(Carstensen et al., 
2003; Grant & Wade-Benzoni, 2009). In this regard, the demands on non-work tde 
day be nuderous for older workers wko want to spend dore tde witk ckildrenk 
orandckildren and tkeir partnersk or wko prefer to ka e dore tde to relax or to 
spend on leisure act ites (Kahn et al., 1964). We argue that a decrease in weekly 
workino kours by only one or two days is not sufficient to fulfil all tkese different 
edotonal needs and is tkerefore not associated witk tke experience of lower le els 
of tde-based and strain-based work-to-fadily conflictb  
 
A second explanaton based on tkeory diokt be tke occurrence of a disdatck 
between an expected and effect e decrease in work-role demands when making a 
transiton to a part-tde iob towards tke end of a workino careerb If 50+ edployees 
expect a decrease in demands and this does not occur, they may be less likely to 
percei e a sionificantly lower le el of work-to-fadily conflict (Erickson et al., 2010). 
Tke literature on older workerse attudes towards edploydent kas skown tkat 50+ 
individuals, in general, believe that work is good for people and that they like 
working (McNair, 2006; Vickerstaffk 2007). However, they have a strong preference 
to work part-tde or on a flexible basis and to ka e dore control o er wkat tkey do 
and how they do it (McNair, 2006; Vickerstaffk 2007). In Flanders, those 50+ 
individuals who reduced tkeir workino kours did not percei e sionificantly kioker 
autonody in tkeir iobs and were no less likely to face lower tde pressure in tkeir 
jobs than full-tde edployeesk suooestno a disdatck between expected and 
realized changes in job-role demandsb In additonk tkeories on aoe-related changes in 
coonit e and pkysical functonino suooest tkat e en wken ckanoes in iob-role 
dedands fit expectatonsk a decline in pkysical  ebob strenotkk  isionk kearinok 
balancee and coonit e abilites  ebob workino memory, manner or speed of 
processino new infordatone dakes it difficult to decrease work-to-fadily conflict in 
older workers by working fewer hours (Skirbekk, 2003). 
 
Tkirdlyk we aroue tkat based on tke literature and tke findinos discussed here, a 
dore pkilosopkical point skould be dade on tke deanino of tke subiect e 
constructs ‘work-to-fadily conflicte and  fadily-to-work conflicte for older indi idualsb 
Does an imb l ocen between work and life mean experiencing large inter-role 
cooflicte for older workers? In other words, are ‘work-to-family’ and ‘family-to-work’ 
conflicts tke dost ideal constructs for oainino an understandino of work-life balance 
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in older workers? Nuderous definitons of work-life balance can be found in the 
literaturek alonoside traditonal definitons wkick conceptualize work-life balance in 
terms of inter-role conflicts (Greenhaus & Beutell, 1985) and/or inter-role facilitaton 
(Frone et al., 2003)b More recentlyk a nudber of broader conceptualizatons ka e 
defined work-life balance. For example, Higgins et al. (2000) defined it as a 
‘perceptual pkenodenon ckaracterized by a sense of ka ino ackie ed a satsfactory 
resoluton of tke dultple dedands of work and fadily dodainsek wkile Voydanoff 
(2005) conceptualized the work-life balance as a ‘global assessment that work 
resources meet family demands, and family resources meet work demands such that 
partcipaton is effect e in botk dodainseb Otker definitons wkick focus less 
explicitly on the combinaton of work and life responsibilites define work-life 
balance as ‘a feeling of equilibrium or overall sense of harmony in life’ (Clarke et al., 
2004)b Altkouok tkeory assudes a neoat e relatonskip between work-to-family and 
family-to-work conflict and uses dore global measures of the work-life balance (e.g. 
satsfacton witk work-life balancee   ekadk 20 0ek we assude tkat tkis relatonskip 
is less strong for older workers. Put plainly, for older workers, having low work-to-
family and family-to-work conflict does not necessarily go hand in hand with the 
experience of a more balanced work and life, as viewed from a more global 
perspect eb Tke dost idportant explanaton based on tkeory is tkat tke experience 
of work-to-family and family-to-work conflict is lower for older workers, regardless 
of their overall feeling of equilibrium or sense of harmony in life, due to a greater 
ability to control stressk to reoulate edotons and to put daily probleds into 
perspect e (Carstensen et al., 2003). Therefore, older workers are less likely to 
consider work-life balance in terms of inter-role spill over between work and family 
role dedandsb Tkis diokt also explain wky we did not find a posit e relatonskip 
between work-to-fadily conflict  T  or S e and satsfacton witk tke iobb As Jung 
(1971) suooestedk tke dature years in ol e a turnino inward to explore subiect e 
perceptons of life balance and well-being, while young adulthood requires an 
extra erted orientaton to deet work and fadily dedandsb  urtkerdorek for the 
oroup studied kerek iob satsfacton was not found to be an idportant predictor of 
retredent tdinob As all of tke workers wko redained edployed o er tke last 
decade were relat ely satsfied witk tkeir iobsk we conclude tkat in relaton to our 
sample it is not iob satsfacton as suckk but work centrality and exit intenton tkat 
are tke dain predictors of retredent tdino for older workersb 
 
Inforded by tke social identty perspect ek we were able to explain tke kioker early 
retredent preferences of those who had reduced their working hours over the 
previous ten years. We thus conclude that for older workers the number of hours 
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de oted to tke iob also represents tke extent to wkick tke indi idual identfies witk 
the work role (Tajfel & Turner, 1985). Those 50+ individuals who had reduced their 
workino kours o er tke last decade scored sionificantly lower on oirknceotr lity and 
higher on exitn ioteotiok wkick explains wky tkey preferred to retre earlierb 
Howe erk wken applyino social identty tkeory in tke context of older workersk it can 
be aroued tkat specific situatonal dedandsk laroely neolected in pre ious studies on 
social identty tkeoryk becode idportant in explainino workino kours (Greenhaus et 
al., 2012; Ng & Feldman, 2008). For example, work-related health issues due to high 
pkysical and edotonal work dedands increases tke likelikood tkat workino fewer 
hours is a necessity rather than a choice for 50+ individuals. Therefore, theory should 
take into account that lower work centrality for 50+ individuals is likely to occur not 
only because they choose to identfy less witk tke work rolek but because tkey are 
forced to make their work role less central due to health problems.  

11.2 Implications for practice  

A picture of tke ckaracteristcs of tkose 50+ indi iduals wko ka e reduced tkeir 
workino kours is of notable practcal utlity as it pro ides a deckanisd for 
policydakers to dake dore inforded decisions about tke relat e need and 
correspondino benefits of work-family programs for older workers. From a policy 
perspect ek studyino preferences on retredent tdino is idportantk as preferences 
laroely predict effect e retredent beka iour (Öresto et albk 20 3). Due to data 
liditatonsk we were not able to distnouisk different leoal workino-kour reducton 
schemes in our analysis. However, in total, 63.2% of all respondents who started 
working part-tde reduced workino tde in tke tde credit4career break systedb Of 
dost idportance for practtoners is tke findino tkat tkose 50+ indi iduals wko 
reduced their working hours considered their work role to be less central to their 
lives and were more likely to quit their job as soon as they had the opportunity to do 
sok resultno in earlier preferred retredent aoes for tkose in end-of-career working-
kour reducton sckedesb  rod a policy perspect ek we could queston wketker tkis 
findino is probledatck oi en tkat tke possibility of partally reducino workino kours 
at tke end of a workino career is specifically desioned to assist tkese specific oroups 
to stay employed longer. 
 
Whether, from a macro-econodic perspect ek end-of-career working-hour 
reducton sckedes are efficient in daxidizino tke o erall labour darket partcipaton 
rate depends on the interplay of numerous push and pull factors (Devisscher & Van 
Pelt, 2008). On the one hand, end-of-career working-kour reducton sckedes may 
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keep older workers in tke labour darket wko would otkerwise already ka e lef kad 
suck financially ad antaoeous part-tde exit strateoies not been a ailable  pulleb 
Furthermore, part-tde exit strateoies day create work opportunites for otker 
groups (e.g. for women) in the labour market (pull). On the other hand, a number of 
workers who might have planned to remain employed full-tde kad tkey not kad 
access to such a scheme, might decide to work on a part-tde basisk wkick in turn 
may encourage early exitk as tke experience of tke ad antaoes of dore leisure tde 
would increase their preference to further reduce their working hours (push). In 
order to deterdine wketker our findinos are probledatc frod a dacro-economic 
perspect ek tke  arious pusk and pull effects skould be delineatedb In  landersk in 
partculark only 1k9% of tke total nudber of older workers reported tkat tkey would 
definitely work lonoer by workino fewer koursk as our data skowedk suooestno tkat 
our findinos are indeed probledatc frod a policy perspect eb 
 
Based on our study, we suggest that a number of strategies can be used to lengthen 
workino careers by deans of partcipaton in end-of-career working-kour reducton 
sckedesb  irstlyk tde use durino non-work tde skould be idproved, which would 
result in a dore successful reconciliaton of work and non-work life. In line with 
Vandeweyer (2010)k wko studied tde use of employees younger than 50 in career 
breakk we conclude tkatk in  landersk tke tde tkat 50+ indi iduals oain by workino 
one or two days less a week is laroely consuded by dodestc responsibilitesb 
Moreo erk WS  data skows tkat partcipaton in  olunteer work and social act ites 
(e.g. clubs) is not higher for part-tde as for full-tde 50+ edployeesb Wkile part-
tde edployees are dore likely to be satsfied witk tke tde spent on kousekold 
act itesk tkey stll express tke sade desire to spend dore tde witk friends and 
fadily and on leisure act ites as full-tde edployeesb Wkereas 20b5 % of part-tde 
edployees want to spend dore tde on kousekold act itesk 35b55% of full-tde 
edployees doesb Altkouok differences were not statstcally sionificant for family 
tdek friends and leisurek 36b77% of 50+ in part-tde exit traiectories prefers to 
spend dore tde on fadilyk wkereas 55b51% of full-tde edployees doesb  i en tkat 
42.58% of part-tde edployees prefers to spend dore tde on friends and 56b98% to 
spend dore tde on leisurek a strono need of tkose wko reduce workino tde to 
allocate more freed-up workino tde to tkese life dodains is suooestedb  As dore 
tde for leisure and fadily are tke dain reasons bekind tke desire to reduce workino 
hours, older workers diokt be disappointed wken tkey find tkat tkeir needs are not 
fulfilled by spendino fewer kours in tke iobk resultno in a oreater preference to 
furtker reduce workino kours or to quit work as soon as possibleb To a oid tkat tde 
use of older workers becode a codbinaton of dultple skort act itesk wkick 
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increases tde pressure and decreases well-being, subsidized employment 
reoulatons for dodestc support   known as “dienstenckeques” in  eloiude skould 
be further supported in Belgium. Suck sckedes are fiscally interestno and create tke 
opportunity to kire edployees to perford dodestc tasks for a relat ely low kourly 
waoe  9 euroeb  olicy dakers skould tkink about a reallocaton of costs related to 
unemployment and pension schemes by investno in suck subsidized edploydent 
sckedes to increase dodestc support for older workersb In line witk youno self-
edployed dotkersk specific deasures taroeted on 50+ could be de eloped  ebob a 
nudber of kours of dodestc support for freeek  in order to improve the take-up rate 
of dodestc support in the group of 50+. 
 
Secondly, we argue that a policy which focuses on longer working careers should 
queston tke workino conditons of tkose wko reduce tkeir workino koursb Wkat we 
can conclude for 50+ individuals in our sadple is tkat iob conditonsk in oeneralk are 
not sionificantly worse for tkose in part-tde iobs  ebob autonodyk social supporteb 
Howe erk a possible disfit between expected and realized ckanoes in iob conditons 
when reducing working hours should be taken into account, as in Flanders 17.65% of 
those who worked part-tde in tkeir last iobs retred due to iob-related aspects (e.g. 
stress, work-tde reoulatonsk work-related health issues). As health issues are an 
important reason why 50+ employees work part-tdek workino conditons and work 
environments that sustain workers’ health and well-being and maximize their 
lifelono edployability skould be prodotedb Idpro ino older workerse attudes and 
orientaton towards work can be fostered by deans of counselling, tailored 
placedent and reinteoraton support for older workers wko wisk to redain in tke 
labour market.  
 
Tkirdlyk cultural  alues suck as tke social acceptance of early retredentk wkick is 
deeply rooted in Flemish culture and may take a lono tde to ckanoek skould be 
addressed (Petrovici, 2012)b In order to a oid early retredent, policymakers should 
also address tke neoat e attudes and aoe-related stereotypes of employers and 
tkeir discridinatory attudes towards older workers in tke work placeb Ratker tkan 
firino older workers or neootatno lea e optonsk edployers skould be further 
supported to capitalize on older workerse knowledoe and skillsb At tke sade tdek 
employees should be encouraged to remain in employment longer by increasing 
tkeir awareness of tkeir responsibilites towards society in creatno a sustainable 
social security and pension system.  
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 inallyk based on tke specific ckaracteristcs of tkose wko reduced tkeir workino 
hours, we suggest that the recent legal reforms to the end-of-career tde-credit and 
career-break systems, liditno access to and financial benefits frod tke end-of-
career tde-credit/career-break systems, will not be sufficientb As we found tkat 
those who reduce their working hours generally give work a less central role in their 
lifek desire dore leisure tde and4or ka e kealtk issuesk we argue that such 
individuals are likely to ‘crash’ into the unemployment and disability systems on a 
laroe scale if policy lidits tkeir access to and financial benefits frod tke tde-
credit/career-break systedsb Ob iouslyk tkis would not result in a reducton of total 
costs but in a redistributon of costs across otker social security sckedes  ebob 
disabilityk unedploydenteb In codbinaton witk an idpro edent in tke quality of 
non-work tdek tke adaptaton of workino conditons to older workerse needs and 
tke stdulaton of ckanoe in cultural  aluesk policydakers skould also create an 
employment-friendly end-of-career working-kour reducton systed tkat ensures tkat 
work pays for older workers.  
 

11.3 Limitations and future research  

Our research is subject to several liditatons but also kas idplicatons for future 
research. Firstly, due to the use of cross-eectio lnd t nwe were unable to formulate 
conclusions on tke causality bekind tke relatonskips kypotkesizedb Wkile part-tde 
work can be a facilitator of a work-life balance insofar as it lowers work-family 
conflictk it day also be a response to tke experience of kiok le els of pressure frod 
both family and work. Only a very limited set of small-scale studies have addressed 
this topic and most have found a causal effectk witk tke nudber of workino kours 
influencino tke work-family balance (Berger, 2009;  rit   Dawsonk 2005; Gash et al., 
2009; Hammer et al., 2005; Laurijssen & Glorieux, 2012). The same is true regarding 
tke relatonskip between workino kours and preferred retredent aoek work 
centrality and exit intentonb To wkat extent do lower work centrality and higher exit 
intentons already play a role in tke decision to reduce workino kours? An answer to 
tkis queston will ka e idportant practcal idplicatons for policyb Tkereforek future 
research should further fuel this discussion by addressino our researck questons 
using large-scale longitudinal data.  
 
Secondly, due to a small sample size we were not able to focus on gender 
differencesk altkouok we diokt assude on tke basis of tkeory tkat suck differences 
play an important role in understandino tke relatonskip between a reducton in 
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workino kours and preferred retredent tdino (Van Looy et al., 2012). Another 
drawback related to tke sdall sadple size was an inability to study differences 
between singles, single-earner and dual-earner families (Adkins, 2010). Furthermore, 
the WSE does not provide indicators that allow the measurement of work-to-family 
and family-to-work conflict for single employees who do not have a family (i.e. 
having spouse/partner and/or children in the household) (Carlson et al., 2000). As 
singles without dependent children and/or a partner in the household may become a 
dore sionificant part of tke populaton in tke future due to tke increasino di ersity of 
fadily structures and tke aoeino populatonk future researck tkat addresses our 
kypotkeses specifically witk respect to tkese fadily types would furtker idpro e 
retredent policyb  
 
Tkirdlyk future studies on tke relatonskip between workino-kour reducton and 
retredent beka iour skould carefully reconstruct tke career paths of 50+ individuals 
in order to obtain a dore codplete picture of tke probability of early retredent by 
tkose wko partally reduce tkeir workino koursb In tkis studyk we were only able to 
exadine tke retredent preferences of tkose wko were edployed full-tde in 200  
and wko were stll edployed in 20  b Durino tkis period it is probable tkat a nudber 
of tkose wko partcipated in end-of-career working-kour reducton sckedes lef tke 
labour darket perdanentlyb  urtkerdorek policy would benefit frod studying our 
kypotkeses separately for tke tde-credit and career-break schemes, as well as 
focusino on differences between 60% edploydent and kalf-tde edploydentb A 
macro-econodic analysis tkat brinos tooetker tke pusk and pull effects of end-of-
career working-kour reducton sckedes is also requiredb  urtkerdorek laroer 
sadples skould be used to differentate tke relatonskip between workino-hour 
reducton and preferred retredent aoe across backoround ckaracteristcs rele ant 
for future policy. For examplek reoardino educatonal le elk descript e analysis 
skowed tkat kiok educated 50+ are less likely to ka e reduced workino tdek but if 
tkey didk tkey are dore likely to prefer to retre relat ely earlier tkan tkeir full-tde 
counterparts compared to lower and dediud educated 50+ b Moreo erk a reducton 
of workino tde to a part-tde iob is dore stronoly associated witk lower work 
centrality and higher exit-intenton for kiok educated 50+b  inallyk in additon to tke 
measurement of work-to-family and family-to-work conflict used in tkis studyk future 
tkeorizino skould focus on different deasuredents and definitons of work-life 
balance that might increase our understanding of the issues faced by older workers 
in this regard.  
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11.4 Conclusion  

End-of-career working-kour reducton sckedes are a kot topic in tke debate on tke 
sustainability of the social security and pension systems in Belgium. This debate is 
partcularly beino fuelled by  eloian edployer oroanizatons wko aroue tkat tke 
original purpose of end-of-career working-kour reducton sckedes – to lengthen 
working careers – has not been achieved. Unions and employees, in contrast, 
consider the opportunity for respite at the end of a long working career to be an 
individual right, arguing that when an older worker lacks the willingness, capability 
(physical, mental, etc.) and/or opportunity to remain employed longer, this right 
should be respected.  
 
Tkis study pro ides a oreater understandino of tke ckaracteristcs of indi iduals wko 
choose to reduce their working hours towards the end of their working career, and 
tkis knowledoe can be used by practtoners and tke  arious actors in ol ed in tke 
debate concerning the policy measures most suitable to lengthen working careers. In 
aoreedent witk tke critcisds of edployersk we conclude tkat end-of-career 
working-kour reducton sckedes in  landers are specifically used by tkose oroups of 
older workers who give work a less central role in their life and who are less 
dot ated to redain act e in tke labour darket for as lono as possibleb 
 urtkerdorek low work dot aton and kiok exit intentons explained wky tkose wko 
reduced their working hours preferred earlier retredentb Tooetker witk a relat ely 
youno aoe on wkick tkose wko reduced workino tde started to work part-tde  on 
a eraoe 5 k standard de iaton 3k5ek tkis study suooests tkat 50+ use part-tde 
employment strategies as an early exit pathway out of the labour market. 
Mot atons for part-tde edploydent skowed tkat 66% of tkose wko reduced 
workino tde stll need it financially to stay edployed for at least a nudber of koursk 
suooestno tkat part-tde edployed 50+ are not prolonoino tkeir workino careers. 
 urtkerdorek our assudpton tkat part-tde edploydent patkways are used as a 
step-up to earlier retredent is supported by tke fact tkat only 1k9% of total 
edployed older workers skowed tke intenton to prolono tke workino career in tke 
case of a reducton in work koursb Altkouok we were not able to dake a distncton 
between different leoal fradeworks for end-of-career working-kour reducton  ebob 
tde creditek it is interestno to interpret tke results aoainst tke backoround of tke 
recently introduced refords in  eloian tde creditk career break and pension systedb 
 olicydakers recently introduced a nudber of leoal refords liditno access to and 
financial benefits frod tke end-of-career tde-credit/career-break systems. In the 
light of a dwindling tde fradek we suooest tkatk tke opportunity to reduce workino 
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koursk for wkate er wkat reasonk frod tke aoe of 50  ebob relaxinok spendino tde 
with grandchildren) should be protected in future social policy. As those who 
reduced their working hours give work a less central role in life, desire more leisure 
tde and4or ka e kealtk issuesk tke leoal refords recently introduced will only 
increase the likelihood that such individuals are forced to turn to unemployment and 
disability schemes. Therefore, future policy on end-of-career working-kour reducton 
schemes should focus on their main purpose, namely balancing work and life, and 
skould increase botk edployer and edployee awareness of tkeir responsibilites in 
tke creaton of a successful systedb  
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Appendix 1: Scales  

Table 5. Scales  

Schaal  Items  
  

Work-to-family/family-to-work 
conflict  

Time-based work-to-family conflict (Cronbach’s alpha = 0,89) 
(1) My work keeps me from my family activities more than I would like 
(2) The time I must devote to my job keeps me from participating equally in household responsibilities 
and activities 
(3) I have to miss family duties due to the amount of time I must spend on work responsibilities. 
Strain-based work-to-family conflict (Cronbach’s alpha = 0,86)  
(1) When I get home from work I am often too frazzled to participate in family activities and 
responsibilities 
(2) I am often so emotionally drained when I get home from work that it prevents me from contributing 
to my family 
(3) Due to all the pressures of work, sometimes when I come home I am too stressed to do the things I 
enjoy 
Time-based family-to-work conflict (Cronbach’s alpha = 0,90) 
(1) The time I spend on family responsibilities often interfere with my work responsibilities 
(2) The time I spend with my family often causes me not to spend time in activities at work that could be 
helpful to my career 
(3) I have to miss work activities due to the amount of time I must spend on family responsibilities. 
Strain-based family-to-work conflict(Cronbach’s alpha = 0,95) 
(1) Due to stress at home, I am often preoccupied with family matters at work 
(2) Because I am often too stressed from family responsibilities, I have a hard time concentrating on my 
work 
(3) Tension and anxiety from my family life often weakens my ability to do my job 

Autonomy (0,83) (1) Heeft u vrijheid bij het uitvoeren van uw werkzaamheden?  
(2) Heeft u invloed op het werktempo? 
(3) Kunt u uw werk even onderbreken als  u dat nodig vindt?  
(4) Kunt u zelf de volgorde van uw werkzaamheden bepalen?  

Work pressure (0,85) (1) Werkt u onder tijdsdruk?  
(2) Moet u extra hard werken om iets af te krijgen?  
(3) Moet u zich haasten?  

Emotional job demands (0,88) (1) Is uw werk emotioneel zwaar?  
(2) Wordt u in uw werk geconfronteerd met dingen die u persoonlijk raken? 
(3) Komt u door uw werk in aangrijpende situaties terecht?  

Cognitive job demands (0,78) (1) Vraagt uw werk veel concentratie?  
(2) Vereist uw werk dat u er steeds bij moet nadenken?  
(3) Vereist uw werk grote zorgvuldigheid?  

Physical job demands (0,83) (1) Werkt u in ongemakkelijke of inspannende houdingen?  
(2) Vindt u uw werk lichamelijk erg inspannend?  
(3) Vereist uw werk lichaamskracht?  

Skill utilization (0,74) (1) Doet uw werk voldoende beroep op al uw vaardigheden of capaciteiten? 
(2) Leert u nieuwe dingen op het werk?  
(3) Geeft uw werk u het gevoel er iets mee te kunnen bereiken?  

Social support (0,77) (1) Kunt u, als dat nodig is, uw collega’s om hulp vragen?  
(2) Voelt u zich in uw werk gewaardeerd door uw collega’s?  
(3) Kunt u, als dat nodig is, uw directe leiding om hulp vragen?  
(4) Voelt u zich in uw werk gewaardeerd door uw directe leiding? 

 

 



WORKING HOUR-REDUCTION IN THE MOVE TO FULL RETIREMENT 

WSE REPORT  50 

 

Appendix 2: Model 1 

Table 6. Model 1 (null model): Relationship between working-hour reduction and preferred retirement age (n=172) 

Dependent variable: Preferred retirement age Estimate Standardized estimate P-value 

Working- hour reduction (ref = no) 

 

Control variables  

-1,38 -0.197  0.003** 

Number of dependent children   0.411  0.135  0.044* 

Employment status partner  (ref= employed partner)    

No partner  

Non-employed partner  

-0.914 

-1.24 

-0.064 

-0.157 

 0.36 

 0.007** 

Gender (ref=men)   0.355  0.053  0.478 

Age  0.383  0.312  0.000*** 

Niteet Significance t-test: *p =< 0.05 ** p =<0.01 ***p =<0.001  
Siurcet Flemish WSE Career Survey, 2011 
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Appendix 3: Model 2 

Table 7. Model 2: Direct and indirect relationships between working-hour reduction and preferred retirement age 
(n=168) 

Dependent variable: Preferred retirement age Estimate Standardized estimate P-value 

Direct relationships 
 
Working-hour reduction (ref = no) 

 
 
-1.091 

 
 
-0.153 

 
 
0.036* 

Job satisfaction  -0.004 -0.002 0.971 
Strain-based family-to-work conflict  -1.338 -0.238 0.004** 

Time-based family-to-work conflict   0.336  0.073 0.334 

    

Control variables     

Occupation (ref = elementary workers  
Administrative employees  
Professional employees 
Middle management 
Senior and top management  

 
 0.073  
 0.158 
-0.34 
 3.223 

 
 0.008 
 0.014 
-0.044 
 0.275 

 
0.893 
0.803 
0.503 
0.031* 

Sector (ref = government/public sector)  
Primary sector 
Secondary sector  
Tertiary sector  

 
 2.546 
 0.483 
 0.528 

 
0.104 
0.064 
0.076 

 
0.036* 
0.34 
0.352 

Education (ref = high educated) 
Low educated 
Medium educated   

 
-1 
-1.358 

 
-0.085 
-0.21 

 
0.227 
0.003** 

Net income  -0.011 -0.045 0.478 

Subjective health   0.164  0.073 0.231 

Length of the working career  -0.191 -0.262 0.003** 

Number of dependent children   0.285  0.092 0.227 

Employment status partner  (ref= employed partner)    

No partner  
Non-employed partner  

-1.695 
-0.8 

-0.118 
-0.099 

0.128 
0.07 

Gender (ref=men)   0.61  0.089 0.234 

Age  0.572  0.456 0.000*** 

    

Indirect relationships     

Via time-based work-to-family conflict 
Via strain-based work-to-family conflict 
Via time-based family-to-work conflict 
Via strain-based family-to-work conflict 
Total indirect  

 0.000 
 0.000 
-0.06 
 0.312 
 0.251 

 0.000 
 0.000 
-0.008 
 0.044 
 0.035 

0.971 
0.971 
0.418 
0.078 
0.082 

Niteet Significance t-test: *p =< 0.05 ** p =<0.01 ***p =<0.001  
Siurcet Flemish WSE Career Survey, 2011 
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Table 8. Model 2: Paths on job satisfaction and  work-to-family conflict (n=168)  

 Estimate  Standardized 
estimate 

P-value  

 
Dependent variable 1: Job satisfaction 
 
Time-based work-to-family conflict 

 
 
 
-0.042 

 
 
 
-0.029 

 
 
 
0.676 

Strain-based work-to-family conflict -0.176 -0.101 0.193 

Control variables     

Skill utilization   0.562  0.233 0.003** 

Physical job demands  -0.299 -0.19 0.025* 

Social support   1.078  0.416 0.000*** 

Number of dependent children   0.003  0.002 0.975 

Employment status partner  (ref= employed partner)    

No partner  
Non-employed partner  

-0.638 
-0.218 

-0.088 
-0.054 

0.055 
0.376 

Gender (ref=men)   0.182   0.053 0.343 

Age  0.038   0.06 0.406 
 

Dependent variable 2: Time-based work-to-family conflict  
 

    

Working-hour reduction (ref = no)  -0.284 -0.113 0.184 

Control variables        

Autonomy -0.171 -0.119 0.045* 

Work pressure  0.335  0.229 0.002** 

Emotional job demands   0.346  0.225 0.005** 

Number of dependent children  -0.009 -0.009 0.91 

Employment status partner  (ref= employed partner)    

No partner  
Non-employed partner  

 1.115 
 0.02 

 0.22 
 0.007 

0.005** 
0.917 

Gender (ref=men)  -0.385 -0.16 0.061 

Age -0.028 -0.063 0.425 
 

Dependent variable 3: Strain-based work-to-family conflict  
 

   

Working-hour reduction (ref = no) -0.28 -0.136 0.088 

Control variables       

Emotional job demands  0.321  0.256 0.001*** 

Social support  -0.286 -0.193 0.000*** 

Number of dependent children   0.075  0.084 0.303 

Employment status partner  (ref= employed partner)    

No partner  
Non-employed partner  

 0.88 
 0.522 

 0.213 
 0.225 

0.022* 
0.003** 

Gender (ref=men)   0.233  0.118 0.136 

Age  0.029  0.079 0.253 

Niteet Significance t-test: *p =< 0.05 ** p =<0.01 ***p =<0.001  
Siurcet Flemish WSE Career Survey, 2011 
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Table 9. Model 2: Paths on family-to-work conflict (n=168)  

 Estimate  Standardized 
estimate 

P-value  

Dependent variable 4: Time-based family-to-work conflict  
 
Working-hour reduction (ref = no) 

 
 
 
-0.179 

 
 
 
-0.115 

 
 
 
0.164 

Control variables       

Autonomy -0.156 -0.176 0.004** 

Emotional job demands    0.294  0.308 0.003** 

Number of dependent children  -0.01 -0.015 0.85 

Employment status partner  (ref= employed partner)    

No partner  
Non-employed partner  

0.264 
0.004 

0.084 
0.003 

0.172 
0.974 

Gender (ref=men)  0.011 0.007 0.94 

Age 0.016 0.059 0.443 

    

Dependent variable 5: Strain-based family-to-work conflict  
 

    

Working-hour reduction (ref = no) -0.233 -0.184 0.017** 
Control variables       

Emotional job demands   0.151  0.195 0.025* 

Social support  -0.121 -0.132 0.039 

Number of dependent children   0.051  0.092 0.21 

Employment status partner  (ref= employed partner)    

No partner  
Non-employed partner  

 0.448 
 0.179 

 0.175 
 0.125 

0.159 
0.121 

Gender (ref=men)   0.099  0.081 0.342 

Age  0.033  0.147 0.086 

Niteet Significance t-test: *p =< 0.05 ** p =<0.01 ***p =<0.001  
Siurcet Flemish WSE Career Survey, 2011 
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Appendix 4: Model 3a and 3b 

Table 10. Model 3a: Direct and indirect relationships between work hours reduction and preferred retirement age,  
controlled for work centrality (n = 164) 

Dependent variable: Preferred retirement age Estimate  Standardized estimate P-value  

Direct relationships  
 
Working-hour reduction (ref = no) 

 
 
-1.001 

 
 
-0.139 

 
 
0.059 

Job satisfaction  -0.096 -0.048 0.294 

Strain-based family-to-work conflict -1.227 -0.217 0.015** 

Time-based family-to-work conflict    0.244   0.053 0.511 

       

Control variables        

Occupation (ref = elementary workers  
Administrative employees  
Professional employees 
Middle management 
Senior and top management  

 
-0.113 
-0.009 
-0.406 
 3.221 

 
-0.012 
-0.001 
-0.05 
 0.275 

 
0.827 
0.989 
0.454 
0.036* 

Sector (ref = government/public sector)  
Primary sector 
Secondary sector  
Tertiary sector 

 2.027 
 0.374 
 0.547 

 0.112 
 0.05 
 0.078 

0.02* 
0.45 
0.326 

Education (ref = high educated) 
Low educated 
Medium educated   

 
-0.884 
-1.348 

 
-0.076 
-0.206 

 
0.247 
0.002** 

Net income  -0.011 -0.044  0.461  

Subjective health   0.108  0.047  0.409  

Length of the working career  -0.215 -0.295 0.000*** 

Number of dependent children   0.254  0.082 0.298 

Employment status partner  (ref= employed partner)    

No partner  
Non-employed partner  

 -1.719 
 -0.833 

 -0.12 
 -0.102 

0.1  
0.057 

Gender (ref=men)    0.693   0.1 0.167  

Age   0.563   0.447 0.000*** 

    

Work centrality    0.69 0.164 0.036* 

    

Indirect relationships    

Via time-based work-to-family conflict 
Via strain-based work-to-family conflict 
Via time-based family-to-work conflict 
Via strain-based family-to-work conflict 
Total indirect  

 0.000 
-0.001 
-0.007 
 0.042 
 0.034 

  0.000 
-0.002 
-0.014 
  0.092 
  0.075 

0.723 
0.424 
0.526 
0.074 
0.084 

Niteet Significance t-test: *p =< 0.05 ** p =<0.01 ***p =<0.001  
Siurcet Flemish WSE Career Survey, 2011 
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Table 11. Model 3b: Direct and indirect relationships between work hours reduction and preferred retirement age, 
controlled for exit intention (n=164) 

Dependent variable: Preferred retirement age Estimate  Standardized estimate P-value  

Direct relationships 
 
Working-hour reduction (ref = no) 

 
 
-0.733 

 
 
-0.102 

 
 
0.151 

Job satisfaction  -0.206 -0.104 0.046* 

Strain-based family-to-work conflict -1.046 -0.185 0.028** 

Time-based family-to-work conflict    0.125  0.027 0.734 

       

Control variables        

Occupation (ref = elementary workers  
Administrative employees  
Professional employees 
Middle management 
Senior and top management  

 
-0.175 
-0.004 
-0.637 
  3.259 

 
-0.019 
 0.000 
-0.08 
 0.279 

 
0.717 
0.995 
0.213 
0.031* 

Sector (ref = government/ public sector)  
Primary sector 
Secondary sector  
Tertiary sector 

  2.869 
  0.265 
  0.688 

 0.118 
 0.035 
 0.098 

0.001*** 
0.578 
0.236 

Education (ref = high educated) 
Low educated 
Medium educated   

 
-0.913 
-1.213 

 
-0.078 
-0.185 

 
0.231 
0.006** 

Net income  -0.013 -0.052 0.408  

Subjective health   0.091  0.04 0.505  

Length of the working career  -0.169 -0.231 0.005** 

Number of dependent children   0.236  0.076 0.287 

Employment status partner  (ref= employed partner)    

No partner  
Non-employed partner  

-1.549 
-0.683 

-0.102 
-0.085 
 

0.091 
0.287 

Gender (ref=men)   0.444  0.064 0.39  

Age  0.576  0.459 0.000*** 

    

Exit intention -1.016 -0.303 0.000*** 

    

Indirect relationships    

Via time-based work-to-family conflict 
Via strain-based work-to-family conflict 
Via time-based family-to-work conflict 
Via strain-based family-to-work conflict 
Total indirect  

-0.002 
-0.01 
-0.021 
 0.249 
 0.215 

 0.000 
-0.001 
-0.003 
 0.035 
 0.03 

0.735 
0.363 
0.742 
0.128 
0.106 

Niteet Significance t-test: *p =< 0.05 ** p =<0.01 ***p =<0.001  
Siurcet Flemish WSE Career Survey, 2011 
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