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Gradual Withdrawal and Partial Exit
among Older Workers.
Some Conceptual Remarks

GUNNAR OLOFSSON

1. INTRODUCTION

This paper is an excerpt from a larger manuscript where the concept of early exit
regimes is used to conceptualize institutional and policy patterns in the multifaceted
transition phase between exit from work and entry in the pension systems. "Early exit
regime" is understood as the institutional pattern connecting processes in firms and in
the labour market with age-specific and age-related non-labour market support
systems, i.e. primarily the social security systems. The concept "early exit regime" com-
bines an analysis in terms of "pathways", developed in Kohli et al in Time for Retirement,
designating the construction of different ways leading from early exit to statutory pen-
sion age, with an analysis of how different national policy models handle the pressures
towards early exit. The concept sums up the economic consequences, policy responses
and social evaluation of the process of early exit/retirement. This institutional pattern
is linked to the emergence of a longer transitional phase between work and pension,
discussed in the sociological theory of the life-course and its three-fold division.

The thesis of this paper is that different forms of gradual and partial exit/retirement
are important differentiating components of the "early exit regimes". The gradual and
partial forms of exit influence the early exit regimes directly by shaping how exit in
fact occurs; they also affect the broader context of work and exit, e.g. the character of
the employment regime they are part of. Here we will try to clarify the meaning of the
concepts of gradual withdrawal from work and partial exit from the labour market. In
order to do that we will start from a discussion of "early exit" in terms of a gap opening
up between exit from work and entry in pension systems (building upon Olofsson
1992b).

1.1 EARLY EXIT: THE GAP BETWEEN EXIT FROM WORK
AND ENTRY IN THE PUBLIC PENSION SCHEME

Early Exit/Early Retirement can be defined as the institutional space covering the gap
produced by processes in the labour market and the firms, leading to a lower age of retirement,
while at the same time within the social security field we have a stable (or even rising) pension
age. This leads to an widening gap between the date for exit from work and the date
for entry into the public pension systems. This in turn leads to a new, longer and insti-
tutionally more complex transition phase between exit and retirement. This paper focuses on
the gradual/partial dimensions of the early exit process.
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SLUTDISKUSSION

Professionell kunskap och facklig mobilisering som gar ut pa att anviinda arbetsrittens
regler om anstéllningsskydd kan ses som tvé resurser som léntagarna kan anvinda sig
av i samband med nedskérningar. Fackféreningar och professionella yrkesgrupper ar
hér viktiga aktorer vid sidan om statliga och kommunala arbetsgivare. Arbetsgivarens
nyckelroll i sammanhanget hidnger samman med ritten att definiera verksamhetens
volymen, kvalitet och mél. Genomgéngen hir ger emellertid vid handen att arbets-
rattens regler har en starkt begrinsad rackvidd i samband med nedskdrningar for
grupper som saknar professionell kunskap. Diremot ar den ett viktigt komplement for
grupper som har professionell kunskap eller hoga positioner i byrakratin.

Reglerna om anstéllningsskydd inom den statliga sektorn ir underordnat grundlagens
krav pd "fortjanst och skicklighet"; det 4r bara om man som anstalld uppfyller dessa
krav (pa det sitt som arbetsgivaren véljer att definiera dem) som man i praktiken har
anstillningsskydd nir myndigheter och verk bantar personalstyrkan eller laggs ner.
Nagon dteranstillningsratt existerar knappast (SO, Nutek). Samtidigt maste man inse
att professionell kunskap inte alltid far ett renodlat genomslag; den blir alltmer
sammanflatad med byrakratiska strukturer och beslutskriterier. Detta talar emot méj-
ligheten att professionella grupper skulle bli proletariserade; deras villkor férandras
visserligen, men de har helt andra méjligheter 4n 16nearbetare i allminhet att hivda
sin stallning. Arbetsrétten ér ocksd (inom den kommunala och privata sektorn) folj-
sam 1 f6érhillande till den professionella kunskapens organisering i och med att tur-
ordningskretsar inte stricker sig éver olika avtalsomrdden. Turordningskretsar som
foljer yrkesgruppstillhérighet kan déarfor fungera som "sociala inhignader" anvind-
bara f6r professionella grupper som vill virna om sitt revir. En fackligt stark men svagt
professionaliserad yrkesgrupp (t ex barnskotare) kan inte med hjélp av LAS férm4 en
arbetsgivare att gora nedskarningar inom en annan yrkesgrupps omrade (t ex bland
forskollarare).

Samtidigt kan arbetsrittens formaliserade regler och procedurer kring varsel, uppsag-
ning, turordningskretsar trygghetsitgarder vid avveckling vara en resurs for de an-
stillda. Reglerna framtvingar (trots att det materiella innehallet kanske inte alltid ar
tillrickligt langtgdende och distinkt) forhandlingar och diskussioner och bidrar till att
minska arbetsgivarens godtycke. Problem och avvigningar méste upp till offentlig
behandling. Méjligheterna, sett frin arbetstagarkollektivets synpunkt, ligger i att fa
paverka hur nedskérningar gors inom det egna avtalsomradet, dvs inom den egna
yrkesgruppen. Samtidigt utvecklas fran arbetsgivarhdll som ett resultat darav olika
strategier att "lyfta ut" kontroversiella problem fran den arbetsrittsliga arenan.
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Here we will first look at the exit process from the perspective of the changing de-
mands of the work organization, and the role of gradual withdrawal as an adaptive
mechanism in closing the gap between (increasing) job demands and the older workers
(declining) work capacity and competence. Secondly, we will discuss how the gradual/
partial forms of work and exit shape different forms of employment regimes and in a
broader sense "work societies". Thirdly, the exit process will be analyzed from the
perspective of the older worker, by combining the form of exit and the timing of early
exit.

2. FROM RETIREMENT TO "EARLY RETIREMENT" :
THE PERSPECTIVE OF THE WORK ORGANIZATION

A regulated and publicly paid withdrawal from work for older workers is a rather late
invention in human history. Leslie Hannahs book on the emergence of the retirement
practice in Great Britain carries the apposite title The Invention of Retirement. (1986).
The emergence of widespread and public pension schemes corresponded to two set of
interests. On the one hand there was a strong interest among wage earners in pension
schemes that made the prospect of an approaching old age and the decline of one's
working capacity less frightening. This interest was articulated not just among the org-
anizations and interest groups of workers but also among the large agricultural popu-
lation of peasants, crofters and farm labourers. (Cf. the analysis in Baldwin 1990). On
the other hand, many large industrial corporations accepted and instituted their own
retirement practices, and they became prone to accept public measures. They were
interested in being able to plan their personnel policy over a longer period. They were
also anxious to avoid a diffuse and long-lasting employment responsibility for their
ageing and over time less productive workforce. For these firms the retirement
practices and pension schemes were related to their productivity-oriented personnel
planning.

We have in earlier papers argued that the characteristic dilemma of the older work-
force is to be found in the tensions between the rising requirements of the work organiza-
tion (i.e the job profiles, the pace of work, the division of work within a firm) on the
capacity and competence of the work-force, and (as this is perceived by management)
the declining performance and capacities of the ageing individuals in their work-force. (Cf
Olofsson 1992a, Olofsson & Petersson 1993a). Over time work organizations increase
their demands on the physical and mental capacity of their employees. There is in-
creasing demands on flexibility, increasing work loads and pace as well as demand for
skills in handling new machines and new techniques, to accept further education and
retraining etc. These demands are often regarded as difficult for older workers to ful-
fill or adapt to. On the other hand it is assumed that increasing age implies a declining
capacity to respond to these new requirements.

Now this situation will be different for different groups of employees. Unskilled work-
ers are as a rule more exposed to the older worker dilemma than skilled workers.

White collar employees in routine tasks (which may be computerized) are more expos-
ed than professionals and technical specialists. Let us now combine the two processes
mentioned above.

Work organizations, industrial firms as well as public bureaucracies, organize their
work processes in different ways, and this affect the situation of the older and ageing
workers,
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A) Work organizations can in different degrees reproduce the capacities and compe-
tence of their staff depending on the way work is organized, if training and further
acquisition of skills are built into the job etc. If we look at what happens within a work
organization from the perspective of the work-force, the competence and capacity of an indi-
vidual worker can over time

i) increase and further develop
ii) be reproduced at a constant (or average) level
iii) erode and decline (that is the work capacity is "consumed" and not restituted)

in relation to the demands of a given job in a given work organization. Thus the re-
generation or destruction of individuals' competence and capacities do not depend
primarily on the activities of individuals themselves but of their role in a work org-
anization. Technical specialists and professional employees are often in the first
category, a majority of skilled workers in the second, while unskilled workers and white
collar workers with routine tasks will be found in the second and third categories.

B) The requirements that the firm demands from an individual occupant of a specific job position
in the work organization can

i) increase
ii) be constant
iii) decrease

The normal situation for most job positions in a growing and competitive economy is
increasing demands on its occupants, partly balanced by job positions with more con-
stant demands. In figure 1 different categories of workers have been located.

Figure 1. Job Requirements and Individual Capacity: location of categories
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Changes in the work organization as well as education and rehabilitation can affect
the location and situation of individuals. In fig. 2 we have indicated four typical flow
patterns, with the arrows indicating changes in positions.

Figure 2. Job Requirements and Individual Capacity: Four types of flows
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(A) illustrates the fate of an ageing unskilled worker

(B) illustrates the combined effects of rehabilitation and a job shift

(C) illustrates the effects of training and education for an unskilled worker
(D) illustrates the effects of an older worker moved to an "easy job"

Let me only take up case (D). If the job requirements demanded from a specific
worker decrease this is usually linked to a changing job content or connected with a
transfer to a new, less demanding job. Large industrial firms in Sweden earlier had a
supply of less demanding jobs reserved for and adapted to its ageing workers, thereby
creating a gradual internal exit. This can be illustrated by jobs related to cleaning, in-
ventories, repair, and positions as messengers, checkers etc. In our case studies of
Swedish firms we show the continuing but declining importance of this pattern in a
chapter on a Swedish Steel Mill (Olofsson & Petersson 1993b).
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3. EARLY EXIT AND THE CHARACTER OF "WORK SOCIETY"

The conditions defining the situation of the older work-force on the societal level is
the distribution of work/employment and non-work/non-employment in the popula-
tion and its distribution between age-groups and between men and women. That is,
the combination of

- the labour force participation rate (or the employment ratio), which can be high or low,
including how employment is divided between men and women, that is if women's

employment ratio is high or low,
- how work and labour force participation is distributed over the life-course; if exit from

work is coming late or early in life.

If we combine these dimensions we get clusters of countries in Europe, clusters that we
can identify as different "employment regimes". We can thereby characterize countries
as different forms of "work societies".

Let us focus on two aspects of the exit process, if exit comes early or late, and if the

transition between work/non-work is abrupt or gradual. If we combine these two
aspects we get a classification of different "work societies" in Europe.

Figure 3. Timing of exit and form of exit

Exit from work
Early Late
Abrupt Germany, Holland, UK,
France Sweden (65-pension)
Transition
Gradual USA Sweden
(part-time aspect)

We get a first category of employment-oriented societies, diffuse-generalized work societies,
where participation in the labour force is generalized and highly valued. Here we have
a combination of high employment rates, high female employment, late exit, a gra-
dual transition between Work and Retirement and much part-time work). On the
other hand there is an productivity-oriented employment regime with a much more
concentrated work force, concentrated according to sex and age (low employment
ratio, few women, early exit, abrupt transition).
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3.1. INSTITUTIONAL PATTERNS
OF GRADUAL TRANSITION WORK-EXIT

The category of gradual transition covers different and alternative institutional patterns.
A gradual transition can take the form of a change into a new part-time job combined
with an early take-up of public pension (and therefore a small pension). This is the
pattern in the USA.

The gradual transition can also take the form of part-time pension and part-time work
in the old job and firm, which is the Scandinavian part-time pension model, started in
Sweden in 1976. In the japanese Shukko-system a lump sum pension received at the
early exit is combined with a new low-wage, slow-pace job in a subsidiary firm within
the same corporation group.

In the European core countries the transition is mainly in the form of an abrupt shift
from full-time work to complete exit from the labour market. The difference between
the employment/exit regimes an different societies is clearly visible in the distribution
of the older age-groups (55-64) between employed and non-employed. The figures for
the period 1972-1991 point to large, increasing and systematic differences between
clusters of countries. (Cf. tables 1 and 2)

Table 1. Labour force participation rates in some European and other countries 1972-1991.
Men 55-64 years of age.

Country Men 55-59 Men 60-64
1972 1991 Change 1972 1991  Change
USA 86.4 78.4 -8.0 70.7 54.2 -16.6
Japan 92.2 93.2 +1.0 80.4 74.2 -6.2
Germany 82.4 68.5 -13.9 68.6 347 -33.9
Ireland** (83.8) (68.6) -15.2
Italy* 84.7 78.4 -6.3 43.2 34.9 -8.3
Netherlands 94.9 784  -165 78.7 21.7  -B7.0
Portugal 85.7 76.0 9.7 78.5 59.0  -19.5
Spain 90.4 76.3 -14.1 77.7 46.6 -31.1
Sweden 90.2 86.6 -3.6 76.5 64.3 -12.2
UK 93.0 80.3 -12.7 82.7 54.1 -28.6
Norway 87.8 81.2 -6.6 79.4 62.2 -17.2
Denmark (1990) 85.1 50.7#
Greece (1988) 75.3 53.9

Poland (1988) - 72.0 53.6
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Table 2. Labour force participation rates in some European and other countries 1972-1991.
Women 55-64 years of age.

Country Women 55-59 Women 60-64
1972 1991 Change 1972 1991 Change
USA 48.3 55.4 +7.1 349 34.8 0.1
Japan 49.2 55.5 +6.3 37.7 40.7 +3.0
Germany 36.1 40.7 +4.6 18.3 10.7 7.6
Ireland** (20.9) (18.2) 2.7
Italy* 21.2 28.9 +7.7 9.1 10.0 +0.9
Netherlands 18.0 22.8 +4.8 11.7 7.8 -3.9
Portugal 34.3 42.6 +8.3 30.8 28.3 -2.5
Spain 24,8 22,7 2.1 19.1 15.8 -3.3
Sweden 56.7 79.7  +23.0 34.1 547  +20.6
UK 51.1 54.5 +3.4 28.8 24.1 -4.7
NORWAY 46.2 63.0 +16.8 38.2 47.5 +9.3
Denmark (1990) 63.7 26.84#
Greece (1988) 30.8 22.6
Poland (1988) 50.6 34.3

Source: OECD Employment outlook, July 1992 (OECD:Paris 1992)
*) Age-groups in Italy : 50-59, 60-64

Ireland : 55-64 group; first year 1975,

#: Denmark. Efterlén: men 3%8%, women 24.7% among 60-66 years.

The differences among the countries shown above are to a large degree constituted by
labour market and social policies, which may have very different effects on the timing
and character of exit from the labour market. This becomes evident when we apply
the categories of figure 3 to classify different schemes and policies in the Swedish
employment/ early exit regime.

Figure 4. Forms of Exit from Work and Character of the Transition from Work to Retirement:
The Case of Sweden

Exit from work
Early Late
Abrupt Disability pension Pension at 65
Transition
Gradual Part-time pension Late part-time work
Partial disability
pension
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4. THE CONCEPTS OF GRADUAL WITHDRAWAL/EXIT
AND PARTIAL EXIT/RETIREMENT

THE DIMENSIONS OF GRADUAL EXIT

The social and economic construction of a gradually lowering capacity and compe-
tence of the older work-force is an image of gradual decline, forcefully supported by
diminishing physical powers for many of those employed as manual labourers. We can
summarize the main forms of gradual withdrawal from work that is available:

- a decrease of the work effort/intensity.

- a decrease of time devoted to a job

4.1. GRADUAL ADJUSTMENT OF WORK EFFORTS,
IMPLYING LESS DEMANDS ON THE AGEING WORKER

This mode of adaption to the tensions between job requirements and individual capa-
cities of the ageing worker can be seen among some older self-employed artisans,
shopkeepers, farmers etc. They have the possibility of adjusting the pace of work, the
work load, the hours worked. This can in principle be done within the same firm or
farm. In many large firms the phenomenon of an gradual internal exit route was
rather well institutionalized for employees. The pace of work, the demands of the
work load, as well as the pay, could be adjusted to declining physical abilities among
ageing workers. This can be conceptualized as internal marginalization in relation to the
organization of work. Given the structure of many work organizations it is not possible
to lower the demands on the work efforts of a given job position for organizational
reasons. That is the case for jobs where the pace etc is determined by the machines,
e.g. the conveyor belt. Another case is the work load demanded of each individual
operating through a mechanism such as the "group piece rates" used by e.g. the
building industry, or by "work groups" in other industrial sectors.

The gradual decrease of job demands can then be instituted in different forms

- by the self-employed themselves

- through cooperation between employer and employee, finding a new, less burden-
some job in the work organization. This solution, i.e. the creation of "organizational
niches", has traditionally been regulated by widely accepted norms for what a decent
firm should offer its older workers.

- by finding an easier job at another employer (by shifting job, employer, sector).

The two latter alternatives are much less available today for an average older worker -
they have in Sweden to a large extent become institutionalized as negotiated solutions
(through Adaptations groups etc).

Job intensity and job demands

The gradual lowering of job intensity is a major adaptive mechanism for handling the
link between lowering capacity and physical ability and the demands of a certain job.
This is in practice largely limited to those that are self-employed. For the majority of
wage-earners, these adjustments are only available as an exception. This can happen
due to lingering traditional conceptions of responsibility or as a way of fulfilling de-
mands from the state or unions for keeping promises of employing some older work-
ers (or handicapped, or alcoholics).
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The social meaning of retirement as well as the actual possibility for manipulation and
creative adaption of early exit measures are different in different social categories,
between self-employed and employed, between those with qualifications in high de-
mand in the labour market and those without.

I) The self-employed, including those in agriculture have the possibility for gradual
withdrawal. This is structured by the relatively flexible character of their work, with
regard to time and work intensity through the flexible definition of tasks and tempo.
IT) For workers and wage-earners the possibility for a gradual decrease in performance
is dependent on an institutionally acknowledged decrease of work intensity by shifting
from one job to another. We can think of 'job niches', taking to the broom or having
to move to work in inventories. For management there is the possibility of being
'kicked upstairs', as a way of combining symbolic internal degradation and keeping up
the public front of advancement.

III) A third possibility is jobs in some careers are structured in a way that phases away
some tough aspects of the job. An example could be e.g. that the duty to do a regular
night shift for doctors in Swedish hospitals disappear above a certain age.

4.2. PARTIAL EXIT : ADJUSTMENT OF TIME SPENT ON THE JOB

This can be done through either shorter hours, longer holidays and in general a trans-
ition to part-time work. Part-time work can in this context be regarded as an adaption
to declining individual capacities, since it diminishes the total daily or weekly work
load. It can also be combined with a job change, which thus in practice becomes a way
to achieve the gradual adjustment of the work effort. Part-time retirement in all its
forms basically means reduction of the hours of work, either in the old job, new job at
the same employer or by shifting job, employer and even sector. In practice this may
be the practical solution for decreasing the job demands on the individual worker -
but it should analytically be kept separate from the decrease of the work load
discussed above.

Part-time work is mostly associated with women, and especially older women. However,
we can notice a strong correlation between rising age and increased proportion of
part-time work also for the older male work-force. In the US, the proportion of part-
timers increased from 14% among those 60-61 years to 24% for those 62-64 (Rein
1992) in the category of wage and salary workers. In Sweden there is a strong correla-
tion of age and part-time work. (See tables 3-4)

Table 3: Fulltime and part-time work for persons between 60-64 in 1990. (100's.)

Age Men Women
Full-time Part-time Full-time Part-time

1987 1990 1987 1990 1987 1990. 1987 1990
60 232 195 69 86 133 107 161 179
61 206 167 85 94 110 87 162 177
62 179 156 87 94 77 78 156 144
63 145 114 82 85 70 63 128 124
64 126 92 71 90 59 47 106 99

SOURCE: Labour Force Surveys
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Table 4: Fulltime and part-time workers in the age-groups 60-64. 100's

Year Men Women
Full-time Part-time Full-time Part-time

1987 1029 338 422 721
1988 946 401 400 732
1989 876 417 422 695
1990 889 394 449 713
1991 861 419 454 714
1992 725 450 382 722

Source: Labour Force Surveys

5. EARLY EXIT REGIMES AND MODES OF
GRADUAL WITHDRAWAL AND PARTIAL EXIT

The different forms of gradual withdrawal and part-time solutions can be contrasted
with a model of combined total and abrupt early exit, that is at the heart of the Continental
(e.g. the German or Dutch) solution of paid early retirement. In these countries the
early exit regime is characterized by an abrupt and total form for exit, through access
to state-financed early retirement for different reasons; primarily disability, but labour
market difficulties for older workers as well.

In Denmark the "efterlén-system" has opened up a broad path out of the labour mark-
et, in practice mostly travelled by unskilled part of the labour force, but increasingly by
the lower grades of public employees as well. The compensation ratio in this system
has peculiar shape over time - it falls gradually from the take-up point to the date at
which the retiree enters the public pension system. The compensation rate is the same
as the unemployment benefit level. '

In the Netherlands the exit route is dominated by the disability pension scheme. But
there is also another, increasingly popular lane, opened up through collective agree-
ments between unions and employers. The labour market based early retirement
schemes - the VUT-schemes - are financed through yearly sectoral and national wage
agreements. (Cf. Trommel & de Vroom 1992).

5.1. THREE MODELS OF GRADUAL WITHDRAWAL

As a provisional summary of the early exit regimes, we can point to three different
forms of gradual withdrawal, where time, job demands and financing of the with-
drawal are combined in different ways:

a) Part-time pension as a institutionalized, and state-guaranteed and state-subsidized
form for Gradual retirement. This is made possible through a combination of part-
time work and a public pension scheme. The prime example here are the Scandinav-
wan partial pension schemes (in Sweden from 1976 onwards). In Sweden this scheme
encompasses about 10% of the age-group 60-64.
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b) Bridging jobs - the US pattern. After leaving the final "career job", either as a real
career or as the final "normal/real" job, many employees start a new "career". The
driving force behind the emergence of this pattern is a combination of

- early exit due to mandatory retirement, low level of employment protection, in short
a vulnerability of many employees.

- a combination of having pensions available from 60/62, but since they tend to be
low, this leads to a necessary

—> search for a new job, often part-time, often low paid.

We thus get a combination of two income sources that constitutes the early phase of
retirement pay, especially important in a situation with limited health care insurance
(since most health care insurance in USA is tied to the job). After 65 there comes the
health care solution in the form of Medicaid.

Thus we get: early exit + low pension —> new bridging job

In the US it is the combination of low pensions, redundancy and the specific part-
time patterns in certain bad employment sectors that explain the part-time configura-
tion (Rein 1992, ILO 1992, OECD 1991). The bridging job could be viewed as an adap-
tation effect of the pension system in the US setting. Here the combining of work and
retirement take the form of a reconfigured relation, effected through job change.

c) The Japanese SHUKKO system. This can be seen as alternative to both the Scandinavia
and American models. Here the transfer to new job happens within the confines of a
large company. The employee leaves his old career (or life-time employment) at a
specified age, the teinen age. Many - but by no means all - of these employees then get a
ension from the company, often in the form of a lump sum paid to a person in his
mid fifties. The firm or more precisely the company group then direct the early re-
tired person to a job in a subsidiary firm, exclusively designed for this group of em-
ployees. Here the demands as well as the pay is lower than in regular employment.

5.2. WHO PAYS FOR EARLY EXIT

The early exit regimes can further be differentiated according to the ways in which the
loss of income is handled, caused the reduction of time spent on the job. The income
loss can be borne

- by the employee him/herself (exchanging work and leisure, longer pension period
with lower monthly pensions, according to the choices so dear to economists)

- by the employer, state or another source of transfer income. The partial pension
scheme is typical of one solution here.

The cost of early exit can be borne by the State, the employer, the older worker, the
relevant group or category of workers in different combinations - that is, early exit can
be more or less costly, and therefore more or less available as positive choice for the

older worker.
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5.3 THREE MODELS OF FIRM AND STATE
INVOLVEMENT IN THE EARLY EXIT PROCESS:
THE STATE, THE FIRMS AND THE INDIVIDUAL AS CENTRAL ACTORS

These different models of handling the gradual/ part-time withdrawal can be connec-
ted to the analysis of the role of firm and/or state involvement in arranging the exit
process in national systems (or early exit regimes).

A) Here Sweden and Germany can be taken as one position on the dimension : state
interventionist responsibility versus market indifference (the individual set free from state
bonds). In Germany complete early exit is regarded as a well-earned entitlement. In
Sweden the state has through the part-time pension scheme given individuals a "right”
to an early partial exit. Sweden has witnessed a gradual shift among older workers to a
high degree of part-time work, a process regulated by unions and accelerated by the
part-time pension scheme,

B) In Japan the firms have and take an interventionist responsibility for certain groups
in the labour force - cf. the way they handle the transition from the teinen push to the
shukko solution.

C) The US pattern is best understood as a combination of the different ways that people
individually adapt to the latter parts of a work career, in a situation characterized by
public indifference. There is but an adaptive logic, which leaves the initiative to the indi-
vidual and a situation determined by the combination of capacity and resources that
the individual commands and the structure of this peculiar segment of the labour
market that cater for this specific labour force. In this situation there is no systematic
responsibility for the state or for the firms - it is left to the individual to handle the
possibilities and constraints of the labour market.
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