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a b s t r a c t
This cross-sectional study examines three predictors of retirement adjustment: individual
(demographic and health), psychosocial (work centrality), and organizational (conditions
of workforce exit). It also examines the effect of work centrality on post-retirement activity
levels. Survey data was collected from 394 retirees (aged 45–93 years). Results suggested
that better psychological health, higher income, and being married predicted better retirement adjustment. Work centrality was neither related to retirement adjustment nor to
post-retirement activity levels. Conditions of exit signiﬁcantly predicted retirement adjustment, even after controlling for lower-level individual and psychosocial inﬂuences. Practical implications for the design of retirement planning programs and organizational exit
strategies are discussed.
Ó 2009 Elsevier Inc. All rights reserved.

1. Introduction
In the coming decades, the continued aging of the population will see an unprecedented number of older workers enter
retirement and will likely fuel interest in the conditions that make for a successful retirement. Despite growing interest from
policymakers, retirement planning is still a neglected area of research in the careers domain. If a person’s career is viewed as
their progress through life (Savickas, 2002), then retirement becomes a critical phase in the career planning cycle. The Organisation for Economic Cooperation and Development (OECD), for example, has highlighted the criticality of an aging population to policy makers (e.g., OECD, 1995, 2006, 2007), prompting research into the costs of retirement in OECD countries
(e.g., Gendell, 1998; Herbertsson & Orszag, 2001; Scherer, 2002). Such research, however, has typically focused on the economic, ﬁnancial or health implications of an aging and retiring demographic with relatively little regard for the psychological
costs of retirement. Given that as many as one third of retirees have some difﬁculty adjusting to retirement (Atchley, 1976)
or experience retirement as a stressful event (Bosse, Spiro, & Kressin, 1996), the psychological impact of retirement is important to consider. Clearly, promoting better adjustment to retirement can beneﬁt individuals and society as a whole. The focus
of the current study was on retirement adjustment, deﬁned in accord with Atchley (1999) as a person’s positive retirement
experiences.
Research into retirement adjustment has historically focused on the individual characteristics of retirees, such as their
health and income (Smith & Moen, 2004). There is, however, growing evidence that psychosocial variables have important
inﬂuences on retirees’ subsequent adjustment (Hedge, Borman, & Lammlein, 2006; Taylor, Goldberg, Shore, & Lipka, 2008).
Research indicates that attitudes towards work, such as the degree to which work is central to one’s life, are negatively related to retirement adjustment (Gallo, Bradley, Siegel, & Kasl, 2000; Isaksson & Johansson, 2000). More recently, researchers
have found evidence that organizational inﬂuences, such as the conditions by which retiring individuals exit the workforce,
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are also important for retirement adjustment (e.g., De Vaus, Wells, Kendig, & Quine, 2007; Schmidt & Lee, 2008). Preliminary
ﬁndings suggest that retirees who perceive greater personal choice in the retirement decision tend to report higher satisfaction with life, better psychological health and better adjustment in retirement (e.g., Calvo, Haverstick, & Sass, 2007; Isaksson
& Johansson, 2000).
Despite the growing body of research into the demographic, psychosocial, and organizational inﬂuences on retirement
adjustment, some important questions remain unanswered: Do retirees’ attitudes towards work impact their post-retirement behavior? Do the conditions by which individuals exit the workforce determine how well or poorly they adjust to their
life in retirement? Do these higher-level psychosocial and organizational inﬂuences add to retirement adjustment over and
above the relatively well-established effects of health and income? The current study was designed to address these questions. Three inﬂuences were investigated: (1) individual inﬂuences, which describe the demographic and health status of
individual retirees; (2) psychosocial inﬂuences, which describe retirees’ attitudes towards work and their behavior in retirement; and (3) organizational inﬂuences, which describe the conditions under which retirees exited the workforce. Using an
Australian sample of retirees, the three inﬂuences were investigated for their independent and their incremental contribution to retirement adjustment. The effect of work centrality on retirees’ post-retirement behavior was also examined across
nine life domains: work, friends, leisure activities, health, ﬁnancial security, volunteering, housing, family, and partner relationships. These nine life domains were adapted from research conducted by Henrich and Herschbach (2000), who report
that the domains are relevant, albeit to varying degrees, for people living in the Western world.

1.1. Individual inﬂuences: Demographic and health correlates of retirement adjustment
Two well-documented variables known to inﬂuence retirement adjustment are health and income. Research has shown
that retirees who report better health or higher income tend to report positive adjustment and higher life satisfaction (Quinn,
Burkhauser, & Myers, 1990; Taylor & Shore, 1995). Marital status has also been correlated with retirement adjustment (e.g.,
Kim & Moen, 2001; Price & Joo, 2005), such that married persons tend to report better mental health outcomes and happiness than non-married persons (Bierman, Fazio, & Milkie, 2006; Diener, Gohm, Suh, & Oishi, 2000).
Other demographic variables that have been identiﬁed as important to retirement adjustment include age, gender, and
the number of years since retirement. Research into age-related effects suggests that age is positively associated with wellbeing (e.g., Warr, 1992), but negatively associated with physical health (e.g., Moor, Zimprich, Schmitt, & Kliegel, 2006). With
regard to gender differences, results are less conclusive. Whereas earlier studies have reported that women experience fewer
adjustment difﬁculties than men (Arnold & Feldman, 1982; Gratton & Haug, 1983; Neuhs, 1990), subsequent research has
suggested that women experience more adjustment difﬁculties than men (Calasanti, 1996; Quick & Moen, 1998), ostensibly
because of women’s initially elevated levels of retirement-related distress (e.g., Midanik, Soghikian, Ransom, & Tekawa,
1995). With regard to years since retirement, researchers have found evidence that whilst retirement may initially be distressing, the majority of retirees eventually adjust with time (e.g., Butterworth, Gill, Rodgers, Anstey, Villamil, & Melzer,
2006; Gall, Evans, & Howard, 1997; Von Hippel, Henry, & Matovic, 2008). That is, any initial elevation in stress or anxiety
eventually dissipates the longer a person has been retired.
Collectively, these results suggest that demographic and health variables inﬂuence retirees’ subsequent adjustment.
Although health, income, and marital status have more consistently predicted retirement adjustment (Pinquart & Schindler, 2007), the results of recent studies suggest that older male retirees who have been retired for more years tend to be
better adjusted to their retirement. In the current study, we therefore expected that healthier, wealthier, or married retirees would report better retirement adjustment than less healthy, poorer, or unmarried retirees. We also expected that
older, male, or longer-term retirees would report poorer retirement adjustment than younger, female, or more recent
retirees.
1.2. Psychosocial inﬂuences on retirement adjustment
Mein and Ellison (2006) suggest that individual differences in retirement adjustment arise, in part, because of differences
in people’s attitudes towards work. This idea is explored further using role theory and work centrality as a framework for
understanding the retirement experience.
1.2.1. Role theory
According to role theory (e.g., George, 1993), individuals occupy a number of roles, each critical to the self concept and
personal identity (Moen, Erickson, & Dempster-McClain, 2000; Petters & Asuquo, 2008). Retirement, which typically involves
exiting the workforce and hence relinquishing the work role, can represent a phase of ‘‘rolelessness” (Richardson & Kilty,
1991). For many individuals, retirement involves the loss of a valued personal identity and source of role-related activities
(Hopkins, Roster, & Wood, 2006) and this role loss can create difﬁculties with adjustment (Parsons, 1942). Indeed, researchers have found evidence that role loss predicts decreased life satisfaction (Fry, 1992) and is linked to poorer adjustment (van
Solinge & Henkens, 2008) as well as elevated levels of stress, depression, and anxiety (Adams, Prescher, Beehr, & Lepisto,
2002; Moen, Dempster-McClain, & Williams, 1992; Thoits, 1992).
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1.2.2. Work centrality
Work centrality may also factor into the psychological experience of retirement. Deﬁned as the extent to which work is of
primary importance compared with all other life roles (Kanungo, 1982; Parboteeah & Cullen, 2003), work centrality provides
an indication of an individual’s affective commitment to his or her work (Schmidt & Lee, 2008). To the extent that people
with higher work centrality are more committed to their work role, they may experience greater difﬁculty adjusting to
retirement than those with lower work centrality. In line with role theory and work centrality research, we therefore expected that retirees with higher work centrality would report poorer retirement adjustment than retirees with lower work
centrality.
1.3. Psychosocial inﬂuences on post-retirement behavior
This raises an important question: If the centrality of the work role has important psychological consequences for retirees,
does it also have important behavioral consequences? Stryker (1968, 1977) argues that the strength of an individual’s commitment to an identity has the power to guide his or her subsequent behavior. Ashforth (2001) also contends that an individual’s involvement with a speciﬁc role affects his or her behaviors and decisions. In the current study, work centrality was
expected to inﬂuence retirees’ activity levels. Speciﬁcally, retirees with higher work centrality were expected to be more active than retirees with lower work centrality. This may be because higher activity levels help to distract retirees from the
adverse psychological impact of their lost work role or because the pursuit of non-work roles (e.g., friend, family member,
volunteer) provides a renewed sense of purpose. Retirees’ activity levels were operationalized as the amount of time purportedly spent in each of nine life domains (for a full description, see Henrich & Herschbach, 2000). This enabled investigation of the impact of work centrality on retirees’ participation in speciﬁc role-related activities in addition to their overall
activity levels, summed across the nine life domains.
1.4. Organizational inﬂuences on retirement adjustment
Unfortunately, many people do not have personal choice in the decision to retire; retirement is often the result of organizational imperatives or extenuating personal circumstances (e.g., de Vries, 1979; Szinovacz & Davey, 2005). Researchers
have only just begun to explore the conditions of workforce exit and how these conditions might alter an individual’s retirement experiences (e.g., Fouquereau, Fernandez, Fonseca, Paul, & Uotinen, 2005; Shacklock, 2005). Greater understanding of
the organizational inﬂuences that predict retirement adjustment is needed in order to advance current theory and practice,
particularly in the context of organizational planning for retirement. Drawing upon earlier research by Wells and colleagues
(Wells, deVaus, Kendig, Quine, & Petralia, 2006), ﬁve variables relevant to workforce exit were examined: preparedness for
retirement, ease or difﬁculty of the retirement decision, a gradual versus abrupt entry into retirement, perceived choice in
the decision to retire, and perceived say in the timing of retirement.
1.4.1. Perceived preparedness and difﬁculty of the retirement decision
Planning for retirement has been associated with lower anxiety, better adjustment and higher satisfaction than not planning (Feldman, 1994; Glamser & de Jong, 1975; Glass & Flynn, 2000). If effective, retirement planning should enhance an
individual’s sense of preparedness for the retirement event (Taylor & Shore, 1995) and make for an easier retirement decision
if it reduces any anticipatory anxiety associated with the retirement event. If, as research suggests, planning predicts better
retirement adjustment, then so too should preparedness and an easier retirement decision.
1.4.2. Gradual versus abrupt entry into retirement
As de Vries (1979) suggests, the initial shock of retirement may be eased if retirement occurs more gradually (i.e., a progressive withdrawal rather than an abrupt exit from the workforce; de Vaus et al., 2007). Ostensibly, a more gradual retirement would provide the departing individual with more time to adjust to the changes in roles and lifestyle that typically
accompany retirement. In the current study, we therefore expected that a more gradual exit from the workforce would predict better retirement adjustment than a more abrupt exit.
1.4.3. Personal choice and having a say in the timing of retirement
Personal choice and perceived control in the decision to retire have been linked to better adjustment (Calvo et al., 2007;
de Vaus et al., 2007; Rosenman & Warburton, 1995). For example, Quine and colleagues (Quine, Wells, de Vaus, & Kendig,
2007) have found evidence that retirees who perceived greater choice in their retirement decision tended to report higher
adjustment and life satisfaction when assessed 12 and 36 months after retirement. Furthermore, perceived lack of choice
(i.e., involuntary or forced retirement) has been associated with more negative experiences, including poorer adjustment
(Reitzes & Mutran, 2004; Van Solinge & Henkens, 2008), poorer health and wellbeing (Ebersole & Hess, 1998; Gallo et al.,
2000; Szinovacz & Davey, 2005) and lower satisfaction (Botti & Iyengar, 2004). A similar relationship has also been observed
between perceived say in the timing of retirement and subsequent adjustment (e.g., Hershey, Jacobs-Lawson, & Neukam,
2002; Zimmerman, Mitchell, Wister, & Gutman, 2000). In the current study, we expected that perceived personal choice
in the decision to retire and perceived say in the timing of retirement would both predict positive retirement adjustment.
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1.5. An integrated model of individual, psychosocial, and organizational inﬂuences
As previously mentioned, research into the individual, psychosocial, and organizational inﬂuences on retirement adjustment has typically focused on only one or two levels of inﬂuence. Although the results of such research provide information
about the independent contribution of each level of inﬂuence to retirement adjustment, they do not provide information
about the added beneﬁts of higher-level psychosocial and organizational inﬂuences over and above lower-level individual
inﬂuences. In order to determine the incremental contribution of higher-level inﬂuences to retirement adjustment, an integrated model was tested with predictors at three levels: (1) low-level individual inﬂuences (age, gender, income, marital status, years retired, and health); (2) mid-level psychosocial inﬂuences (work centrality); and (3) high-level organizational
inﬂuences (conditions of workforce exit). Higher-level inﬂuences, by virtue of being more changeable, were expected to have
incremental predictive value over more stable lower-level inﬂuences.
1.6. The current study
Formally stated, the hypotheses for the current study were as follows:
Hypothesis 1a (Individual Inﬂuences): Better psychological health, higher income, or being married will predict better
retirement adjustment, as will being older, male, or retired for more years. In contrast, poorer psychological health, lower
income, or not being married will predict poorer retirement adjustment, as will being younger, female, or retired for fewer
years.
Hypothesis 1b (Psychosocial Inﬂuences): Higher work centrality will predict poorer retirement adjustment than lower work
centrality.
Hypothesis 1c (Organizational Inﬂuences): More favorable conditions of exit from the workforce (i.e., retirees’ perceptions
of preparedness, an easier decision to retire, a more gradual retirement, personal choice in the decision to retire, and say in
the timing of retirement) will predict better retirement adjustment.
Hypothesis 1d (Integrated Model): Higher-level psychosocial or organizational inﬂuences will add to the prediction of
retirement adjustment over and above lower-level individual inﬂuences.
Hypothesis 2: Retirees with higher work centrality will spend more time in the nine life domains measured than retirees
with lower work centrality.
2. Methods
2.1. Participants
In this cross-sectional study, participants were retirees aged 45 years or more who classiﬁed themselves as either fullyretired or semi-retired from the workforce (i.e., retirement status was self-deﬁned). Retirees were recruited using ‘‘snowball
sampling” (Rowan & Huston, 1997), a type of chain-referral sampling method (Jeffri, 2004) which has demonstrated value in
studies where participants represent a hidden or difﬁcult to identify subgroup of the general population (Brown, 2003; Buddenbaum & Novak, 2001; Streeton, Cooke, & Campbell, 2004). Through their social networks, two contacts at Rotary Down
Under, the Australian branch of the Rotary International organization, provided access to retirees living in Australia.
Although involvement in the study was voluntary, participation was incentivized for the Rotarians distributing questionnaires and for individual respondents. Two gift vouchers, each valued at AU$150, were donated to the Rotary International
Foundation in the name of (a) the Club that returned the highest number of completed questionnaires, and (b) the Club that
returned the highest proportion of completed questionnaires per Club member. A third gift voucher (also valued at AU$150)
was awarded to a randomly selected respondent.
Of the 918 questionnaires that were distributed, 397 were returned, yielding a response rate of 43%. Of these, two questionnaires had been returned blank (i.e., non-completes) and one had been completed by a non-retiree and so was excluded
from analyses. The ﬁnal sample consisted of 394 retirees of whom 303 (77%) were fully-retired and 91 (23%) were semiretired.
2.2. Materials
The questionnaire was organized into three sections. First, retirees were asked to rate their current status in retirement,
speciﬁcally their adjustment, health and wellbeing. Second, retirees were asked to rate the centrality of work to their life and
their activity levels in nine life domains both before and after retirement. Third, retirees were asked about the conditions of
exit from the workforce. Important demographic information was also collected.
2.2.1. Retirement adjustment
Retirement adjustment was assessed with the 13-item measure reported by Wells et al. (2006). Respondents were asked
to rate their level of agreement with each of 13 statements about what it felt like to leave their job and retire. Items included
‘‘I am well adjusted to the changes” and ‘‘I have had to adjust to a big drop in my income”. Ratings were made using a 5-point

J.Y. Wong, J.K. Earl / Journal of Vocational Behavior 75 (2009) 1–13

5

semantic scale (1 = strongly disagree, 5 = strongly agree). Total adjustment scores were the sum of ratings across the 13
items and ranged from 13 to 65. Thus, higher scores indicated better adjustment to retirement. The scale has been supported
with evidence of high internal consistency (Cronbach’s a = .81; Wells et al., 2006). In the current study, Cronbach’s alpha was
.83, in line with past research.

2.2.2. Psychological health
The 12-item version of the General Health Questionnaire (GHQ-12; Goldberg, 1972; Goldberg & Williams, 1988) was used
to assess retirees’ psychological health. Respondents were asked to rate the degree to which they were currently experiencing problems with, for example, concentration, self-conﬁdence, worry, decision making, and mood (both depressed and happy). Items included ‘‘I have recently lost much sleep over worry” and ‘‘I have recently been losing conﬁdence in myself”. Ratings
were made using a 4-point semantic scale (1 = never, 4 = always) for how frequently the item had occurred over the past two
weeks. Total scores were the sum of ratings on the 12 items (6 items were reverse-scored) and ranged from 0 to 36. Higher
scores indicated better psychological health. The GHQ-12 has been supported with evidence of high reliability and validity
(Cronbach’s a = .89; Goldberg et al., 1997). In this study, internal consistency reliability of the GHQ-12 was slightly lower
(Cronbach’s a = .75) but still acceptable (Nunnally, 1978).

2.2.3. Work centrality
Work centrality was assessed using Lim and Ng’s (1997) four-item measure. Items included ‘‘I was fully devoted to my job”
and ‘‘I enjoyed my job more than my leisure time” and were rated using a 5-point semantic scale (1 = strongly disagree,
5 = strongly agree). Total work centrality scores were the sum of ratings across the four items and ranged from 4 to 20. Thus,
higher scores indicated higher work centrality. The measure has been supported with evidence of moderate internal consistency reliability (Cronbach’s a = .73; Lim & Ng, 1997). In the current study, Cronbach’s alpha was comparable (Cronbach’s
a = .77).

2.2.4. Activity levels
Retirees’ activity levels were assessed in each of nine life domains, adapted from research by Henrich and Herschbach
(2000): work, friends, family, leisure pursuits, ﬁnancial security, housing, volunteering, health, and partner relationships.
Respondents were asked to indicate how much time they spent in each life role before they retired and after they retired.
These retrospective ratings were made using a 7-point scale with descriptors at 1 (none of my time), 4 (some of my time),
and 7 (all of my time). Total activity levels before retirement and after retirement were the sum of ratings across the nine
roles and ranged from 9 to 63. Thus, higher scores indicated higher activity levels.

2.2.5. Conditions of workforce exit
Five items from the Healthy Retirement Project (Wells et al., 2006) were used to assess the conditions by which retirees
exited the workforce. The items measured retirees’ preparedness for retirement, the ease or difﬁculty of the retirement decision, the abruptness of their exit from the workforce, perceived choice in the retirement decision, and perceived say in the
timing of retirement. Items were positively anchored such that higher ratings indicated more favorable exit conditions (i.e.,
more prepared, an easier decision to retire, a more gradual retirement, greater choice in the decision, and more say in the
timing of retirement).

2.2.6. Demographic information
Demographic information was obtained about retirees’ gender (1 = female, 0 = male), marital status (1 = married, 0 = not
married), and income (1 = not enough money to make ends meet, 2 = just enough money, 3 = comfortably well off; Wells
et al., 2006). Information was also obtained about retirees’ location, education, position in their last job, and years since
retirement.

2.3. Procedure
Two contacts at Rotary Down Under provided referrals to 40 representatives of Rotary Clubs across Australia. These 40
representatives volunteered to distribute questionnaires to members in their local Club, who in turn either completed the
questionnaire themselves or distributed the questionnaire to retirees in their local community. The 40 representatives were
spread across 30 different Clubs in metropolitan and regional parts of Australia. Questionnaire packs were mailed to each
representative along with instructions for distribution. Each pack contained an information sheet outlining the true aims
of the study and contact details of the researchers, a paper copy of the questionnaire, an entry form for the AU$150 individual
gift voucher, and an addressed, reply-paid business envelope.
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3. Results
3.1. Demographic characteristics of the sample
Table 1 shows the demographic proﬁle of study participants. The average age of participants was 71.0 years (SD = 7.66
years, range: 45–93 years) and the average number of years since retirement was 9.9 years (SD = 7.14 years, range: 0–39
years). As can be seen in Table 1, men were slightly over-represented in the sample, as were married retirees and fully-retired individuals, which likely accounts for some of the signiﬁcant differences that emerged favoring these subgroups in their
ratings of retirement adjustment and conditions of workforce exit. Because of the disproportionate sample size of the subgroups, we decided not to exclude participants or split the sample. Instead, the demographic (age, gender, income, marital
status, years in retirement) and health variables were included at the ﬁrst step in subsequent hierarchical regression analyses to control for their effects on retirement adjustment. The results reported below are based on the full sample of 394
retirees.
3.2. What predicts retirement adjustment?
3.2.1. Individual inﬂuences: Demographic and health predictors
We expected that better psychological health, higher income, or being married would predict better retirement adjustment, as would being older, male, or retired for more years. Means, standard deviations and correlations for the six individual inﬂuence variables and the dependent measure, retirement adjustment, are reported in Table 2.
As expected, both psychological health and income were positively related to better retirement adjustment. Although
small (Cohen, 1988), the correlation between marital status and retirement adjustment was signiﬁcant, such that married
retirees tended to report better retirement adjustment. For the remaining individual inﬂuences, Pearson correlations were

Table 1
Frequency distribution of participants by demographic variables.
Demographic variables

Frequency

Gender
Men
Women

258
136

65
35

394

100

302
90

77
23

392

100

27
155
211

7
39
54

393

100

55
294
40
2

14
75
10
1

391

100

129
132
20
9
67
12
3
8

34
35
5
2
18
3
1
2

380

100

109
115
168

28
29
43

392

100

Marital status
Married
Not married

Income
Don’t have enough money
Have just enough money
Am comfortably well off

Location
Australian Capital Territory
New South Wales
South Australia
Queensland

Status in last job
Manager
Professional
Technician
Community/Personal services
Clerical
Sales worker
Machinery operator
Laborer

Education
Secondary or lower
Trade/Diploma
Tertiary

% Participants
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trivially small and non-signiﬁcant. Contrary to expectations, retirees who were older, male, or retired for more years did not
tend to report better retirement adjustment.
As shown in Table 3 Step 1, when entered into a multiple regression analysis, the set of demographic and health variables
accounted for approximately 24% of the total variance in retirement adjustment. Consistent with the results of bivariate
analyses, the only signiﬁcant predictors of retirement adjustment that emerged were psychological health (b = .27,
p < .001), income (b = .35, p < .001), and marital status (b = .16, p < .001). Thus, there was only partial support for Hypothesis
1a.
3.2.2. Psychosocial inﬂuence: Work centrality
The inﬂuence of work centrality on retirement adjustment was also investigated. Average ratings of work centrality were
high (M = 15.2, SD = 2.63, range: 5–20), indicating that most retirees considered work to be central to their life above all
other life roles. To test Hypothesis 1b that higher work centrality predicts poorer retirement adjustment, we conducted a
regression analysis. First, we entered the demographic and health variables to control for their independent effects on retirement adjustment. Second, we entered the work centrality measure (Table 3 Step 2) to enable examination of its predictive
value independent of demographic and health effects. Contrary to expectations, work centrality did not emerge as a significant predictor of retirement adjustment (b = .09, p = .09). Moreover, after demographic and health effects were controlled,

Table 2
Means, standard deviations, and correlations for the individual inﬂuence variables and the dependent variable, retirement adjustment.
Variables

M

SD

1

2

3

4

5

6

7

(1)
(2)
(3)
(4)
(5)
(6)
(7)

71.04
0.35
0.77
2.47
9.92
22.64
49.23

7.66
0.48
0.42
0.62
7.14
3.33
7.04

—
.14**
.13**
.05
.65**
.01
.01

—
.43**
.14**
.02
.08
.07

—
.14**
.14**
.04
.17**

—
.04
.15**
.41**

—
.14**
.03

—
.31**

—

Age
Gender
Marital status
Income
Years retired
Psychological health
Retirement adjustment

Note. Gender (male = 0, female = 1); Marital status (not married = 0, married = 1); Income (I don’t have enough money to make ends meet = 1, I have just
enough money = 2, I am comfortably well off = 3).
*
p < .05.
**
p < .01.

Table 3
Summary of hierarchical regression with retirement adjustment regressed on individual, psychosocial, and organizational inﬂuences (n = 319).
B

SE B

b

Step 1: Individual inﬂuences
Age
Gender
Marital status
Income
Years retired
Psychological health

0.04
0.05
3.56
4.03
0.07
0.63

0.06
0.83
1.20
0.57
0.07
0.12

.05
.00
.16**
.35***
.07
.27***

Step 2: Psychosocial inﬂuences
Age
Gender
Marital status
Income
Years retired
Psychological health
Work centrality

0.02
0.01
3.53
3.99
0.06
0.64
0.22

0.06
0.83
1.20
0.57
0.07
0.12
0.13

.02
.00
.15**
.35***
.06
.28***
.09

Step 3: Organizational inﬂuences
Age
Gender
Marital status
Income
Years retired
Psychological health
Work centrality
Conditions of exit

0.10
0.06
3.46
2.95
0.16
0.55
0.21
0.68

0.06
0.77
1.12
0.55
0.06
0.11
0.12
0.10

.11
.00
.15**
.26***
.16*
.24***
.08
.35***

Note. R2 = .24 at Step 1 (p < .001); DR2 = .01 at Step 2 (p = .09); DR2 = .10 at Step 3 (p < .001).
*
p < .05.
**
p < .01.
***
p < .001.
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work centrality accounted for only an additional 1% of the total variance in retirement adjustment. Thus, Hypothesis 1b was
not supported.
3.2.3. Organizational inﬂuences: Conditions of exit
In the current study, ﬁve organizational-level variables were examined for their impact on retirement adjustment: perceived preparedness for retirement, ease of the retirement decision, gradual entry into retirement, choice in the retirement
decision, and say in the timing of retirement. Means, standard deviations, and Pearson correlations for the ﬁve organizational
inﬂuences are reported in Table 4.
As can be seen in Table 4, all ratings of organizational inﬂuences were favorable (means were higher than the midpoint of
the scale) and all correlations were signiﬁcant (r’s between .19 and .80, p’s 6 .001). Given the size and signiﬁcance of the
inter-correlations, an exploratory factor analysis was performed using principal axis factoring with oblique (Direct Oblimin)
rotation. Based on the eigenvalues greater than 1 criterion and inspection of the scree plot, a single factor emerged that accounted for 45% of the total variance in retirement adjustment. All ﬁve items loaded signiﬁcantly on this factor (factor loadings ranged from .48 to .84). The single factor was labeled ‘‘conditions of exit” and was operationalized as the sum of ratings
for the ﬁve items (M = 16.9, SD = 3.81, range: 5–23). Internal consistency reliability of the conditions of exit measure was
acceptable (Cronbach’s a = .79). Thus, to preserve degrees of freedom in subsequent analyses, the single conditions of exit
measure was used in replacement of the ﬁve organizational inﬂuence items.
In support of Hypothesis 1c, more favorable conditions of exit predicted better retirement adjustment (b = .35, p < .001).
As can be seen in Table 3, after controlling for demographic and health effects (Step 1), and work centrality (Step 2), conditions of exit accounted for an additional 10% of the total variance in retirement adjustment (DR2 = .10, p < .001; Step 3). Posthoc regression analyses revealed that two of the ﬁve items from the conditions of exit measure signiﬁcantly and positively
predicted retirement adjustment: perceived preparedness for retirement (b = .31, p < .001) and perceived ease of the retirement decision (b = .18, p < .001).
3.2.4. The integrated model: Do higher-level inﬂuences predict retirement adjustment above lower-level inﬂuences?
Higher-level organizational inﬂuences positively (DR2 = .10, p < .001) and signiﬁcantly (b = .35, p < .001) predicted additional retirement adjustment above lower-level individual (Step 1) and psychosocial inﬂuences (Step 2). However, the
non-signiﬁcance of work centrality as a predictor of retirement adjustment meant that there was only partial support for
Hypothesis 1d and this favored the highest level of inﬂuences; conditions of exit (but not work centrality) added to the prediction of retirement adjustment over and above lower-level inﬂuences.
3.3. Does work centrality predict post-retirement behavior?
Presented in Table 5 are the means and standard deviations for the average amount of time purportedly spent in each of
nine life roles and overall for two time periods: before retirement and after retirement. The average total activity of retirees
across the nine life roles was marginally higher after retirement than before retirement. Not surprisingly, the average time
purportedly spent by retirees in the work role was lower after retirement than before retirement. For the remaining eight
non-work life roles, the average time purportedly spent in each role was higher after retirement than before retirement.
Following from Stryker’s (1968, 1977) and Ashforth’s (2001) comments, we expected that retirees with higher work centrality would be more active than retirees with lower work centrality. To test this hypothesis, a two-step hierarchical regression was conducted with total activity after retirement as the dependent measure. Total activity levels before retirement were
entered at the ﬁrst step, and work centrality was entered at the second step. This enabled investigation of the unique contribution of work centrality to retirees’ post-retirement activity after controlling for retirees’ pre-retirement activity levels.
Retirees’ pre-retirement activity levels had a positive (R2 = .27, p < .001) and signiﬁcant (b = .52, p < .001) effect on postretirement activity levels. After controlling for retirees’ pre-retirement activity levels, work centrality accounted for only an
additional 1% of the total variance in post-retirement activity levels (DR2 = .01, p = .13). Contrary to expectations, work
centrality did not predict retirees’ post-retirement activity levels (b = .07, p = .13). Thus, Hypothesis 2 was not supported.
Post-hoc regression analyses of speciﬁc role-related activities indicated that work centrality was a signiﬁcant predictor of

Table 4
Means, standard deviations, and correlations for organizational inﬂuence variables.
Variables

M

SD

1

2

3

4

5

6

1.
2.
3.
4.
5.
6.

3.45
3.71
3.08
3.27
3.39
49.23

0.99
1.10
1.05
1.08
0.99
7.04

—
.49
.47
.44
.44
.51

—
.19
.37
.30
.38

—
.41
.38
.19

—
.80
.28

—
.24

—

Preparedness for retirement
Ease of decision
Gradual transition
Perceived choice
Perceived say in timing
Retirement adjustment

Note. Higher scores indicate a more favorable level of the variable. All correlations are signiﬁcant (p’s 6 .001).
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Means and standard deviations for the purported time spent in nine life roles before retirement and after retirement.
Life roles

Before retirement
M (SD)

After retirement
M (SD)

Work role
Paid work

5.73 (1.46)

1.62 (1.10)

Non-work roles
Friends/acquaintances
Leisure/hobbies
Health
Income/ﬁnancial security
Volunteer work
Housing conditions
Family/children
Partner relationship

4.23
3.35
3.27
3.26
2.85
2.89
3.51
4.24

(1.10)
(1.12)
(1.26)
(1.49)
(1.39)
(1.41)
(1.33)
(1.45)

4.72 (1.10)
5.10 (1.06)
4.44 (1.27)
4.05 (1.44)
4.14 (1.59)
3.37 (1.51)
4.54 (1.35)
4.95 (1.73)

33.20 (6.27)

36.86 (5.71)

Total activity

Note. Ratings of time spent in each life role range from 1 to 7 (1 = none of my time, 4 = some of my time, 7 = all of my time). ‘Total activity’ is the sum of time
ratings for the nine life roles before retirement and after retirement (range: 9–63).

post-retirement activity levels in two of the nine life roles that were examined: housing (b = .10, p = .02) and family (b = .14,
p < .01).
4. Discussion
4.1. Main ﬁndings
The aim of this study was to investigate the independent and incremental contribution of individual, psychosocial, and
organizational inﬂuences to retirees’ adjustment. The study also examined whether retirees’ attitudes towards work inﬂuenced their post-retirement behavior. Overall, the results suggest that organizational inﬂuences predict retirement adjustment over and above psychosocial inﬂuences, which have no signiﬁcant psychological or behavioral impact, and
individual inﬂuences, which only partly account for differences in retirement adjustment. That is, whether considered independently or as part of an integrated model, only individual and organizational inﬂuences predict better retirement adjustment; psychosocial inﬂuences appear to have no signiﬁcant impact on retirees’ subsequent adjustment or behavior.
4.1.1. Individual predictors of retirement adjustment
Turning to speciﬁc hypotheses, there was partial support for Hypothesis 1a. Consistent with past research, psychologically healthier, wealthier, married retirees were better adjusted to their retirement (e.g., Smith & Moen, 2004). In this
way, the results of the current study add to the already extensive literature concerning the psychological beneﬁts of being
healthier, wealthier, and married for retirement adjustment.
The apparent null effects of gender, age, and years retired on adjustment suggest a possible limitation of the study. Speciﬁcally, the use of a cross-sectional design precludes any inferences about changes in retirement adjustment over time. This
may be particularly problematic given evidence that retirement adjustment follows a non-linear trajectory (e.g., Wang,
2007). According to Atchley’s (1976) process model of retirement adjustment, the initial elevation in retirees’ wellbeing
and adjustment immediately after retirement is short-lived; retirement adjustment drops once retirees adopt a more realistic view of retirement and later stabilizes once retirees accommodate to their new life. If, as Atchley’s model suggests,
retirement adjustment follows a non-linear trajectory, then women and men, older and younger retirees, and recently
and longer-term retirees may be at very different phases of the adjustment trajectory at any one point in time (e.g., Taylor
et al., 2008).
4.1.2. Psychosocial predictors of retirement adjustment and behavior
With regard to psychosocial inﬂuences on retirement adjustment and behavior, neither Hypotheses 1b nor 2 were supported. That is, higher work centrality did not predict better or worse retirement adjustment, nor did it predict elevated or
depressed levels of overall activity in retirement. These results are inconsistent with past research in which attitudes towards work have been linked to subsequent adjustment. For example, in their longitudinal study, Reitzes and Mutran
(2006) found that identiﬁcation with the work role positively impacted adjustment for up to 24 months after the retirement
event. Although yet to be investigated, it is possible that work centrality, like retirement adjustment, follows a non-linear
trajectory. That is, work centrality might initially enhance retirees’ adjustment in the ﬁrst 24 months of retirement, but this
salutary effect might eventually weaken with time. Given that retirees in the current study had been retired for an average of
10 years, it is possible that the effect of work centrality on retirement adjustment and activity levels had simply worn off by
the time of measurement.
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4.1.3. Organizational predictors of retirement adjustment and the integrated model
With regard to organizational inﬂuences, there was evidence in support of Hypothesis 1c, such that more favorable conditions of workforce exit predicted better retirement adjustment. With regard to the integrated model, the non-signiﬁcance
of work centrality meant that there was only partial support for Hypothesis 1d. In the current study, only the conditions by
which retirees exited the workforce positively predicted retirement adjustment above lower-level individual and psychosocial inﬂuences. In terms of speciﬁc conditions of exit variables, preparedness for retirement and an easier retirement decision
both predicted better retirement adjustment. These results build on the extant literature (e.g., Quine et al., 2007) and lend
support to the suggestion that the conditions by which retiring individuals exit their organization deserve attention in career
transition and retirement discussions. Furthermore, the results add weight to Matour and Prout’s (2007) recommendation
that workers be encouraged to plan early for their retirement.
4.2. Limitations and future research directions
The results of the current study suggest a number of limitations and also highlight possible research directions to further
investigate the determinants of retirement adjustment and post-retirement behavior. The cross-sectional design, single
method of data collection and use of non-probabilistic sampling limit the generalizability of the ﬁndings. Future studies that
use longitudinal designs, multiple methods of data collection, and probabilistic sampling methods are needed to redress concerns about the external validity of the results.
4.2.1. The need for longitudinal studies of retirement adjustment
Like any cross-sectional study that seeks to explore the existence of rather than changes in demographic, psychosocial,
and organizational variables, the analyses presented here provide only a static picture of the retirement adjustment process.
Future studies that use a longitudinal design are needed to enable more conclusive statements about the changing dynamic
between individual, psychosocial, and organizational inﬂuences on retirement adjustment. Longitudinal designs would enable tracking of retirees’ adjustment over time. With time-series analyses, it may be possible to map the different retirement
adjustment and work centrality trajectories to determine how, if at all, these vary between subgroups of retirees (e.g., between men and women or between recent and longer-term retirees).
4.2.2. Obtaining data from multiple sources
There is also an opportunity for future studies to use multiple methods of data collection to improve the reliability and
validity of the work centrality and activity measures. In the current study, the average retiree was aged 71 years and was
recollecting an experience that had occurred, on average, 10 years ago. The sole reliance on self-report ratings raises concerns about possible response biases and retirees’ ability to accurately recall the emotional valence of their retirement experiences (Pasupathi & Cartensen, 2003). Future studies could combine, for example, Lim and Ng’s (1997) self-report work
centrality measure with behavioral indicators of work centrality (e.g., the number of hours devoted to work per week) or
others’ ratings of a target person’s work centrality (e.g., asking family members to rate the target person’s work centrality).
Pooling information from multiple sources may improve the reliability of retirees’ assessments and may lead to very different conclusions concerning the predictors of retirement adjustment and post-retirement behavior.
4.2.3. Improving generalizability with probabilistic sampling methods
The current study used a purposive snowballing method to recruit participants. The main criticism of this type of data
collection is that respondents are selected from the friendship network of willing participants, potentially biasing the sample
towards socially connected (cf. socially isolated) respondents (e.g., Berg, 1988). Despite this criticism, proponents of snowball sampling believe that the method is effective at penetrating hidden populations (Salganik & Heckathorn, 2004).
Although snowball sampling appeared to be an effective method of recruiting retirees to the current study, the majority
of respondents were members of Rotary (57%). Furthermore, approximately two-thirds (69%) had been last employed in a
managerial or professional position. Thus, our sample of retirees may have had greater access to retirement planning or support resources than the broader population of retirees. Future studies should consider the use of probabilistic sampling
methods to improve the generalizability of results. Alternatives to purely probabilistic methods include mixed methods sampling, where participants are recruited using both probabilistic and purposive sampling (Teddlie & Yu, 2007), and quasiexperimental research designs, which take advantage of serendipitous interventions (e.g., changes in organizational or government policies; Beehr, 1986) and enable cause-and-effect statements about the retirement adjustment experience.
4.3. Theoretical and practical implications
The current study makes several important contributions to retirement theory and practice. As will be elaborated on below, role theory may not provide an adequate account of the retirement experience. Furthermore, although unrelated to
overall activity levels, work attitudes appear to have a speciﬁc impact on retirees’ subsequent behavior. Additionally, the results suggest that career counselors may have an integral role in facilitating retirement planning amongst retiring individuals and employers.

J.Y. Wong, J.K. Earl / Journal of Vocational Behavior 75 (2009) 1–13

11

4.3.1. Retirement as a transition, adjustment as a process
The results of the current study challenge the role theory assumption that relinquishing the work role creates difﬁculties
for retirees’ subsequent adjustment. Although traditionally viewed as a discrete and universally distressing event, retirement
has increasingly been conceptualized as a transition and retirement adjustment as a dynamic and individual process (e.g.,
Wang, 2007). The direct, linear relationships predicted by a role theory approach may not adequately capture the whole
of the retirement adjustment process. In particular, the role theory assumption that loss of the work role predicts poorer
adjustment might only be relevant for the latter part of the adjustment trajectory. Although yet to be investigated, it is possible that work centrality initially enhances retirees’ adjustment but this salutary effect might weaken over time. Furthermore, the amount of time it takes for this effect to weaken might depend on how central work is to one’s life to begin
with. Potentially, retirees with higher work centrality might experience a more protracted adjustment trajectory simply because it takes longer for them to ‘‘let go” of their work role relative to retirees with lower work centrality. Thus, a role theory
approach has limited ability to account for the totality of the retirement experience. A more holistic approach, such as that
afforded by a life-course perspective (Elder, 1995; Elder & Johnson, 2003), is needed to capture the non-linear trajectories of
retirement adjustment and work centrality.
4.3.2. Linking work attitudes to speciﬁc retirement behaviors
Researchers in the social psychology domain have long since established the link between people’s attitudes and their
behavior (e.g., Fishbein & Ajzen, 1975). There is, however, a relative paucity of research concerning the link between work
attitudes and post-retirement behavior. In the current study, work centrality did not inﬂuence retirees’ overall activity levels,
a result which suggests that retirees’ work attitudes do not impact post-retirement behavior. Only when speciﬁc role-related
activities were examined did work centrality appear to inﬂuence retirees’ behavior and even then in only two domains: family and housing. Thus, work attitudes appear to have a targeted impact on retirees’ subsequent behavior. While they are not
more active overall, retirees with higher work centrality seem to devote what was previously their work time to speciﬁc
activities involving their immediate family (e.g., spending time with children or grandchildren) and their home or living conditions (e.g., spending time maintaining the home or moving house). Despite their continued attachment to their work, retirees do not appear to ﬁll their spare time in retirement with additional work-related activities. Thus, there is hope for the
‘‘workaholic”; the individual who regards work to be of central importance to life appears to, upon retirement, redirect
his or her time to the family and home environment (the reformed workaholic).
4.3.3. The importance of planning for retirement
Another signiﬁcant contribution of the current study to the retirement adjustment literature is the ﬁnding that how a person exits the workforce enhances their adjustment above the well-established salutary effects of individual inﬂuences. That
is, whilst a healthy, wealthy, or married retiree is better adjusted to retirement, there are added psychological beneﬁts for
the retiree who also exits the workforce feeling prepared or feeling as though the decision to retire was relatively easy. These
results highlight the importance of planning for retirement and suggest that career counselors may have an integral role in
facilitating retirement planning for both retiring individuals and employing organizations.
Unfortunately, the majority of existing retirement planning programs emphasize only the health or ﬁnancial implications
of retirement. Although important, it is clear from the current study that health and ﬁnances should not be the sole focus of
these programs. To be maximally effective as an intervention, retirement planning needs to incorporate information about
individual and organizational inﬂuences on retirement adjustment. Such information will likely beneﬁt both intending retirees, by promoting better retirement adjustment, and employers, by enabling the design of more effective exit strategies that
move an older worker out of the organization without compromising the departing individual’s welfare and wellbeing.

5. Conclusion
The current study highlights the importance of adopting a more holistic approach to retirement research, theory, and
practice. Rather than solely focusing on the demographic and health factors important for retirees’ adjustment, researchers
and practitioners need to consider the inﬂuence of the broader organizational context in retirement discussions. Although
further investigation of the psychosocial inﬂuences of retirement adjustment and behavior is needed, it is clear from the current study that both the individual and the organization play an integral role in ensuring a positive retirement experience.
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