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Table S1 (Part 1)

LLWI-SF Items

Item English (U.S.)

Flemish (Belgium)

German

Italian

OC Organizational climate
OC-1 In our organization, regardless of
age, all employees have the
same opportunities.

OC-2 In our organization, there is a
positive attitude towards older
employees.

OC-3 In our organization, “aging” is
talked about openly.

LE Leadership
LE-1 Managers of our organization show
appreciation both for current
work results as well as for the
overall performance of their
employees.

LE-2 Managers of our organization
sincerely support their
employees in their professional
and personal development.

In onze organisatie hebben alle
werknemers dezelfde kansen,
ongeacht hun leeftijd.

In onze organisatie is er een
positieve houding ten opzichte
van oudere werknemers.

In onze organisatie wordt er open
over "ouder worden"
gesproken.

Managers in onze organisatie tonen
waardering voor zowel de
huidige werkresultaten als de
algemene prestaties van hun
werknemers.

Managers in onze organisatie
steunen hun werknemers
oprecht in hun professionele en
persoonlijke ontwikkeling.

In unserer Organisation haben
unabhingig vom Alter alle
Beschiftigten die gleichen
Moglichkeiten.

In unserer Organisation herrscht
eine positive Einstellung
gegeniiber dlteren
Beschiftigten.

In unserer Organisation wird tiber

das "Altern" offen gesprochen.

Fiithrungskrifte unserer
Organisation zeigen
Anerkennung sowohl fiir
aktuelle Arbeitsergebnisse als
auch fiir die Gesamtleistung
ihrer Beschéftigten.

Fithrungskrifte unserer
Organisation unterstiitzen ihre
Beschiftigten aufrichtig darin,
sich beruflich und personlich
weiterzuentwickeln.

Nella nostra organizzazione a
prescindere dall'eta, tutti i
dipendenti hanno le stesse
opportunita.

Nella nostra organizzazione c'¢ un
atteggiamento positivo nei
confronti dei dipendenti piu
anziani.

Nella nostra organizzazione si parla
apertamente
dell'invecchiamento.

I manager nella nostra
organizzazione mostrano
apprezzamento sia per i risultati
attuali raggiunti, sia per la
prestazione complessiva dei
propri dipendenti.

I manager nella nostra
organizzazione supportano
concretamente i propri
dipendenti nel loro sviluppo
professionale e personale.



WD Work design

interested in the well-being of
their employees.

Employees of our organization have
enough flexibility in their
working time organization to
appropriately address their
personal needs.

WD-2 Employees of our organization can

choose their place of work to
ensure a good balance between
their work and private life
(work-life balance).

In our organization, managers
change the tasks of their
employees in the foreseeable
future (e.g., within half a year)
if the tasks no longer
correspond to the employee's
ability to perform and to
withstand stress.

In our organization, workplaces are
designed according to
ergonomic recommendations.

HM Health management

Employees of our organization are
encouraged to move as much as
possible in the workplace (e.g.,
use the stairs, take a walk
during lunch break, exercise
during lunch break, use the
bicycle to work).
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LE-3 Managers of our organization are

Managers in onze organisatie zijn
geinteresseerd in het welzijn
van hun werknemers.

Werknemers in onze organisatie
hebben voldoende flexibiliteit
in hun werktijdorganisatie om
tegemoet te komen aan hun
persoonlijke behoeften.

Werknemers in onze organisatie
kunnen hun werkplek kiezen
voor een goed evenwicht tussen
werk en privéleven (work-life
balance).

In onze organisatie veranderen
managers de taken van hun
werknemers binnen afzienbare
tijd (bv. binnen een half jaar) als
de taken niet meer
overeenkomen met iemands
capaciteiten om goed te
presteren en de
stressbestendigheid.

In onze organisatie worden
werkplekken ingericht volgens
ergonomische aanbevelingen.

Werknemers in onze organisatie
worden aangemoedigd zoveel
mogelijk te bewegen op de
werkplek (bv. de trap nemen,
wandelen tijdens de
lunchpauze, sporten tijdens de
lunchpauze, fietsen naar het
werk).

Fiihrungskrifte unserer
Organisation sind an dem
Befinden ihrer Beschéftigten
interessiert.

Die Beschiftigten unserer
Organisation haben ausreichend
Flexibilitét in der
Arbeitszeitgestaltung, um
angemessen auf die
personlichen Bediirfnisse
reagieren zu konnen.

Die Beschiftigten unserer
Organisation konnen ihren
Arbeitsort so wihlen, dass die
Arbeit mit ihrem Privatleben
gut zu vereinbaren ist (Work-
Life-Balance).

In unserer Organisation verdndern
Fiihrungskrifte die Tatigkeiten
ihrer Beschiftigten in
absehbarer Zeit (z.B. innerhalb
eines halben Jahres), sofern sie
ihrer Leistungsfahigkeit und
Belastungsfahigkeit nicht mehr
entsprechen.

In unserer Organisation werden
Arbeitsplétze nach
ergonomischen Empfehlungen
gestaltet.

Die Beschiftigten unserer
Organisation werden dazu
ermutigt, sich moglichst viel am
Arbeitsplatz zu bewegen (z.B.
Nutzung der Treppen,
Spaziergénge in der
Mittagspause, kurzes
Sportangebot in der

I manager nella nostra
organizzazione sono interessati
al benessere dei propri
dipendenti.

I dipendenti nella nostra
organizzazione possono
adattare gli orari della loro
giornata lavorativa in base alle
loro necessita.

I dipendenti nella nostra
organizzazione possono
scegliere la propria postazione
di lavoro per assicurarsi un
buon equilibrio tra la vita
lavorativa ed extralavorativa
(equilibrio lavoro-vita).

Nella nostra organizzazione i
dirigenti modificano i compiti
dei propri dipendenti nel futuro
prossimo (ad es. entro sei mesi)
se questi non dovessero piu
essere adatti alle loro capacita
di esecuzione e di gestione dello
stress.

Nella nostra organizzazione i luoghi
di lavoro sono progettati in
linea con suggerimenti di natura
ergonomica.

I dipendenti nella nostra
organizzazione sono
incoraggiati a muoversi il piu
possibile sul luogo di lavoro (ad
es. usare le scale, fare una
camminata o praticare dello
sport durante la pausa pranzo,
andare al lavoro in bicicletta...).
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HM-2  In our organization, employees
receive therapeutic help in the
workplace or in the immediate
vicinity if required (e.g.,
physiotherapy in case of great
physical stress and strain, stress

management trainings).

HM-3 In our organization, employees are
made aware of health-
promoting behavior (e.g.,
through training, counseling,

displays).

ID Individual development
ID-1  In our organization, individual
development prospects and
qualification requirements are
identified with employees,
regardless of age.

ID-2  In our organization, older
employees are offered training
to learn new competencies and
develop their expertise.

ID-3  In our organization, employees
move to a different job or
position if it better suits their
specific skills and abilities.

KM Knowledge management
KM-1 In our organization, there are
processes/procedures to
systematically pass on the
knowledge and experience of

older employees to their

In onze organisatie krijgen
werknemers indien nodig
medische hulp op het werk of in
de directe omgeving (bv.
kinesitherapie bij grote fysieke
belasting en overbelasting of
stress management training).

In onze organisatie worden
werknemers bewust gemaakt
van gezondheidsbevorderend
gedrag (bv. door opleiding,
advies, informatieborden).

In onze organisatie worden
individuele
ontwikkelingsmogelijkheden en
kwalificatievereisten bepaald
voor werknemers, ongeacht hun
leeftijd.

In onze organisatie krijgen oudere
werknemers opleidingen om
nieuwe vaardigheden aan te
leren en hun deskundigheid te
ontwikkelen.

In onze organisatie stappen
werknemers over naar een
andere functie of positie als die
beter past bij hun specifieke
vaardigheden en capaciteiten.

In onze organisatie zijn er
processen/procedures om de
kennis en ervaring van oudere
werknemers systematisch door
te geven aan hun jongere

Mittagspause, Nutzung des
Fahrrads auf dem Arbeitsweg).

In unserer Organisation erhalten die
Beschiftigten am Arbeitsplatz
oder in der direkten Umgebung
bei Bedarf therapeutische Hilfe
(z.B. Physiotherapie bei
korperlicher
Uberbeanspruchung oder
Fehlbelastung,
Stressmanagement-
Schulungen).

In unserer Organisation werden die
Beschiftigten fiir
gesundheitsforderliches
Verhalten sensibilisiert (z.B.
durch Schulungen,
Beratungsangebote, Aushinge).

In unserer Organisation werden mit
Beschiftigten jeden Alters
individuelle
Entwicklungsperspektiven und
Qualifizierungsbedarfe
identifiziert.

In unserer Organisation werden
auch élteren Beschéftigten
Trainings zum Erlernen neuer
Kompetenzen und Expertise
angeboten.

In unserer Organisation wechseln
die Beschiftigten in eine andere
Titigkeit oder Position, wenn
diese ihren spezifischen
Kompetenzen und Féhigkeiten
besser entspricht.

In unserer Organisation existieren
Prozesse/Abldufe, um die
Kenntnisse und Erfahrungen
dlterer Beschiftigter vor ihrem
Ausscheiden aus der

I dipendenti nella nostra
organizzazione ricevono aiuto
terapeutico sul lavoro o nelle
immediate vicinanze, se
necessario (ad es. fisioterapia
nel caso di elevati stress e sforzi
fisici o corsi per la gestione
dello stress).

I dipendenti nella nostra
organizzazione sono messi al
corrente dei comportamenti pro-
salute (ad es. attraverso
formazione, consulenza,
manifestazioni...).

Nella nostra organizzazione
prospettive di sviluppo e
requisiti di qualifiche vengono
individuati con i dipendenti, a
prescindere dalla loro eta.

Nella nostra organizzazione ai
dipendenti piu anziani viene
proposta una formazione per
apprendere nuove competenze e
sviluppare la propria expertise.

Nella nostra organizzazione i
dipendenti passano ad un altro
lavoro o posizione lavorativa se
questi sono piu adatti alle loro
specifiche competenze e abilita.

Nella nostra organizzazione sono
presenti processi e procedure
per trasferire la conoscenza ed
esperienza dei dipendenti piu
anziani ai loro colleghi pit
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younger colleagues before they
leave the organization.

KM-2 In our organization, there are
regular opportunities for every
employee to exchange
experiences and knowledge
(e.g., in regular meetings).

KM-3  In our organization, older and
younger employees are
encouraged to share their

knowledge and experience.

TR Transition to retirement

TR-1 In our organization, managers
discuss early with their
employees (e.g., from the age of
55) as to how to make the
transition to retirement.

TR-2 In our organization, the transition to
retirement is flexibly shaped
according to employee needs.

TR-3  Our organization offers counseling
to employees who are about to
retire so they can reflect upon
their expectations and plans for

retirement.

TR-4  Our organization maintains active
contact with retired employees
(e.g., by an alumni network).

CE Continued employment

CE-1 In our organization, employment
opportunities for people in

retirement age are clearly

collega's voordat zij de
organisatie verlaten.

In onze organisatie zijn er
regelmatig gelegenheden voor
elke werknemer om ervaringen
en kennis uit te wisselen (bv. in
periodieke vergaderingen).

In onze organisatie worden oudere
en jongere werknemers
aangemoedigd om hun kennis
en ervaring te delen.

In onze organisatie bespreken
managers vroegtijdig
(bijvoorbeeld vanaf 55 jaar) met
hun werknemers hoe zij de
overstap naar hun pensioen
kunnen aanpakken.

In onze organisatie verloopt de
overgang van werken naar
pensionering flexibel volgens
de behoeften van de werknemer.

Onze organisatie biedt advies aan
werknemers die op het punt
staan met pensioen te gaan,
zodat zij kunnen nadenken over
hun verwachtingen en hun
plannen voor hun pensioen.

Onze organisatie onderhoudt actief
contact met gepensioneerde
werknemers (bv. via een
alumninetwerk).

In onze organisatie zijn de
tewerkstellingsmogelijkheden
voor mensen in de

Organisation systematisch an
jiingere Kollegen
weiterzugeben.

In unserer Organisation gibt es fiir
alle Beschéftigten regelméaBig
Gelegenheit, Erfahrungen und
Kenntnisse auszutauschen (z.B.
Erfahrungsaustauschrunden).

In unserer Organisation sind &ltere
und jiingere Beschiftigte dazu
angehalten, ihr Wissen und ihre
Erfahrungen untereinander
auszutauschen.

In unserer Organisation besprechen
Fiihrungskrifte mit ihren
Beschiftigten friihzeitig (z.B.
ab einem Alter von 55 Jahren),
wie der Ubergang in den

Ruhestand gestaltet werden soll.

In unserer Organisation wird der
Ubergang in den Ruhestand
flexibel nach den Bediirfnissen
der Beschiftigten gestaltet.

Unsere Organisation bietet
Beschiftigten, die kurz vor dem
Eintritt in den Ruhestand
stehen, Beratungsangebote, um
ihre Erwartungen und Pléne fiir
den Ruhestand zu reflektieren.

Unsere Organisation hélt zu
ehemaligen Beschéftigten im
Ruhestand aktiven Kontakt
(z.B. in Form eines Alumni
Netzwerkes).

In unserer Organisation sind
Beschiftigungsmoglichkeiten
fiir Personen im Rentenalter

giovani prima che lascino
l'organizzazione.

Nella nostra organizzazione sono
regolarmente previste
opportunita per ogni dipendente
per scambiare le proprie
esperienze e conoscenze (ad es.
incontri ad intervalli di tempo
regolari).

Nella nostra organizzazione i
dipendenti piu anziani e pit
giovani sono incoraggiati a
condividere le loro conoscenze
ed esperienze.

Nella nostra organizzazione i
dirigenti discutono
preventivamente con i propri
dipendenti (ad es. di 55 anni o
piu) su come effettuare la
transizione al pensionamento.

Nella nostra organizzazione la
transizione al pensionamento ¢
modellata con flessibilita, in
linea con le esigenze del
dipendente.

L'organizzazione offre consulenza
ai dipendenti in via di
pensionamento, cosi
da riflettere sui loro piani e
aspettative per il
pensionamento.

L'organizzazione mantiene contatti
attivi con dipendenti pensionati
(ad es. rete di alumni*).

Nella nostra organizzazione le
opportunita di impiego per
persone in eta di pensionamento



defined and structured (e.g., by
integration into strategic
workforce planning).

In our organization, working

conditions (time and type of
activity) for employees in
retirement age are flexibly
adapted to their wishes.

In our organization, older applicants

are hired as well.

RC Health & retirement coverage
Our organization offers employees

comprehensive opportunities to
save money for their retirement
(e.g., retirement plans offered
by employer).

RC-2  Our organization offers employees

good personal advice on
financial security in later life.

Our organization offers employees

private supplemental insurance
as part of the total remuneration
package (e.g., additions to
health or long-term care
insurance, occupational
disability).

LATER LIFE WORKPLACE INDEX SHORT FORM

pensioenleeftijd duidelijk
gedefinieerd en gestructureerd
(bv. door integratie in de
strategische
personeelsplanning).

In onze organisatie worden de

arbeidsvoorwaarden (werkuren
en soort activiteit) voor
werknemers met de
pensioengerechtigde leeftijd
flexibel aan hun wensen
aangepast.

In onze organisatie worden oudere

sollicitanten ook aangeworven.

Onze organisatie biedt werknemers

uitgebreide mogelijkheden om
geld te sparen voor hun
pensioen (bv. door de
werkgever aangeboden
pensioenplannen).

Onze organisatie biedt werknemers

goed persoonlijk advies over
financiéle zekerheid op latere
leeftijd.

Onze organisatie biedt werknemers

als onderdeel van het totale
loonpakket een aanvullende

particuliere verzekering aan (bv.

aanvullingen op de
ziekteverzekering, op de
verzekering voor langdurige
zorg of op de
arbeidsongeschiktheidsverzeker

ing).

klar definiert und strukturiert
(z.B. durch Integration in die
strategische Personalplanung).

In unserer Organisation werden die

Arbeitsbedingungen (Zeit und
Art der Tatigkeit) fiir
Beschiftigte im Rentenalter
flexibel an deren Wiinsche
angepasst.

In unserer Organisation werden

auch dltere Bewerber
eingestellt.

Unsere Organisation bietet ihren

Beschiftigten umfassende
Moglichkeiten, Gelder fiir das
Rentenalter anzusparen (z.B.
betriebliche Altersvorsorge).

Unsere Organisation bietet den

Beschiftigten eine gute
personliche Beratung zu ihrer
finanziellen Versorgung im
Alter an.

Unsere Organisation bietet den

Beschiftigten private
Zusatzversicherungen als Teil
des Gesamtvergiitungspaketes
(z.B. Ergidnzungen zu Kranken-
oder Pflegeversicherung,
Berufsunfihigkeit).

sono definite e strutturate con
chiarezza (ad es. tramite
integrazione nella
pianificazione strategica del
personale).

Nella nostra organizzazione le

condizioni di lavoro
(tempistiche e tipo di attivita)
per dipendenti in eta da
pensionamento sono adattate
con flessibilita ai loro desideri.

Nella nostra organizzazione anche i

candidati piu anziani possono
essere assunti come gli altri.

L'organizzazione offre ai dipendenti

opportunita complete di
risparmiare il denaro in vista del
loro pensionamento (ad es.
sistemi di pensionamento
federali o statali, piani di
pensionamento proposti dal
datore di lavoro, risparmi
privati e investimenti, lavoro
continuato durante il
pensionamento).

L'organizzazione offre ai dipendenti

buoni consigli personalizzati
riguardanti la sicurezza
economica in eta avanzata.

L'organizzazione offre ai dipendenti

un'assicurazione privata
aggiuntiva come parte della
remunerazione totale (ad es.
aggiunte per la salute o
assicurazione per cure a lungo
termine, disabilita sul lavoro).
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Table S1 (Part 2)

LLWI-SF [tems

Item English (U.S.)

Japanese

Korean

Norwegian

OC Organizational climate
OC-1  In our organization, regardless of
age, all employees have the

same opportunities.

OC-2  In our organization, there is a
positive attitude towards older

employees.

OC-3  In our organization, “aging” is

talked about openly.

LE Leadership
LE-1 Managers of our organization show
appreciation both for current
work results as well as for the
overall performance of their
employees.

LE-2 Managers of our organization
sincerely support their
employees in their professional
and personal development.

LE-3 Managers of our organization are
interested in the well-being of

their employees.
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I vér virksomhet har alle - uvansett
alder - like gode muligheter.

I vér virksomhet har vi en positiv
holdning til eldre arbeidstakere.

I vér virksomhet er det «greit» &
snakke dpent om aldring.

Ledere i var virksomhet viser at de
verdsetter medarbeidernes
arbeidsprestasjoner.

Ledere i var virksomhet statter
aktivt opp om medarbeidernes
faglige og personlige utvikling.

Ledere i var virksomhet er opptatt
av medarbeidernes trivsel og
velvere.
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WD Work design

WD-1

WD-2

WD-3

WD-4

Employees of our organization have
enough flexibility in their
working time organization to
appropriately address their
personal needs.

Employees of our organization can
choose their place of work to
ensure a good balance between
their work and private life
(work-life balance).

In our organization, managers
change the tasks of their
employees in the foreseeable
future (e.g., within half a year)
if the tasks no longer
correspond to the employee's
ability to perform and to
withstand stress.

In our organization, workplaces are
designed according to
ergonomic recommendations.

HM Health management

HM-1

Employees of our organization are
encouraged to move as much as
possible in the workplace (e.g.,
use the stairs, take a walk
during lunch break, exercise
during lunch break, use the
bicycle to work).
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Medarbeidere i var virksomhet har
muligheter til & tilpasse
arbeidstiden i forhold til egne
behov.

Medarbeidere i var virksomhet kan
velge hvor de skal arbeide for &
sikre en best mulig balanse
mellom arbeid og privatliv.

I vér virksomhet kan ledere innen et
halvt &r gi medarbeidere nye
oppgaver hvis oppgavene de har
ikke passer med den enkeltes
forutsetninger, og pa denne
maten forebygge stress og
dérlige prestasjoner.

I vér virksomhet er arbeidsplassene
utformet i trdd med
ergonomiske anbefalinger.

I var virksombhet blir medarbeiderne
oppmuntret til & bevege seg sa
mye som mulig i lepet av
arbeidsdagen (f.eks. ved & bruke
trapper, ga en kort tur i
lunsjpausen, eller bruke sykkel
til og fra arbeidsstedet).
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knowledge and experience of
older employees to their
younger colleagues before they
leave the organization.
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qualification requirements are Hil L & BB 3305 & TEXRZHOIS] T Mt alder - kartlagt krav til
identified with employees, nTn3 Xtz QA4S mpetsict. kvalifikasjoner og muligheter
regardless of age. ° for egen utvikling.

ID-2  In our organization, older I HOMBETIE, &0 27| 3|Al= 18 22XISO0| I vér virksomhet far eldre
employees are offered training Bz, Bl A LB RS o olato A« medarbeidere muligheter til
to learn new competencies and L S FPE % 55 B 7= H DO MEZ dEs 555t utvikling av sin kompetanse og
develop their expertise. ERIRME LTS MEMS J|atst 4 9l sin spesielle ekspertise.

WIS NIt

ID-3  In our organization, employees FAT- B OFMETIZ, WEEE DK o3| S|Ate| 2R XIS L KfAlQ| I vér virksomhet kan medarbeidere
move to a different job or EDAFILRBESC L0 8 P S fa en ny jobb eller nye oppgaver
position if it better suits their L 7o o 5 55 7lE3 SH0 o Mgt hvis det passer bedre til
specific skills and abilities. o Z D ICRETS O} XMoo 2 0| SSHo} vedkommendes spesielle evner

A - ° og ferdigheter.
KM Knowledge management
KM-1 In our organization, there are A HOMBETIE, "m0 27| 3|Ab= 18 2 2X}o| I var virksomhet er det ordninger

processes/procedures to B A N DR, # AL ABIS FO = for systematisk overfering av
systematically pass on the @%ﬂﬁ% L %jx:%‘ﬁ %%b \ Iﬁ”ﬁ&: N | ch= s i) EO'” 7." kunnskap og erfaring fra eldre

medarbeidere til yngre kolleger
for de eldre medarbeiderne
forlater virksomheten.
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KM-2 In our organization, there are
regular opportunities for every
employee to exchange
experiences and knowledge
(e.g., in regular meetings).

KM-3  In our organization, older and
younger employees are
encouraged to share their
knowledge and experience.

TR Transition to retirement

TR-1 In our organization, managers
discuss early with their
employees (e.g., from the age of
55) as to how to make the
transition to retirement.

TR-2  In our organization, the transition to
retirement is flexibly shaped
according to employee needs.

TR-3  Our organization offers counseling
to employees who are about to
retire so they can reflect upon
their expectations and plans for

retirement.

TR-4  Our organization maintains active
contact with retired employees
(e.g., by an alumni network).

CE Continued employment

CE-1 In our organization, employment
opportunities for people in
retirement age are clearly

defined and structured (e.g., by
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I var virksomhet har alle
medarbeidere muligheter til
regelmessig & utveksle
erfaringer og kunnskap (f.eks. i
meter for erfaringsutveksling).

I vér virksomhet blir eldre og yngre
medarbeidere oppmuntret til &
dele kunnskap og erfaringer.

I var virksomhet snakker lederne
med de eldre medarbeiderne
(f.eks. fra fylte 55 ar) om nar de
planlegger a pensjonere seg.

I vér virksomhet kan overgangen til
pensjonering tilpasses behovene
til den enkelte medarbeider.

Var virksomhet tilbyr radgiving til
medarbeidere for de gar av med
pensjon for & hjelpe dem med
tilpasning til
pensjonisttilvaerelsen.

Var virksomhet holder aktiv
kontakt med pensjonerte medar-
beidere (f.eks. gjennom
seniornett-verk eller alumni).

I vér virksomhet er tilbud om jobb
etter aldersbetinget avslutning
av arbeidsforholdet klart
definert og strukturert (f.eks.
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integration into strategic
workforce planning).

CE-2  In our organization, working
conditions (time and type of
activity) for employees in
retirement age are flexibly
adapted to their wishes.

CE-3 In our organization, older applicants
are hired as well.

RC Health & retirement coverage
RC-1  Our organization offers employees
comprehensive opportunities to
save money for their retirement
(e.g., retirement plans offered

by employer).

RC-2  Our organization offers employees
good personal advice on
financial security in later life.

RC-3  Our organization offers employees
private supplemental insurance
as part of the total remuneration
package (e.g., additions to
health or long-term care
insurance, occupational

disability).
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som integrert del av strategiske
bemanningsplaner).

I var virksomhet er arbeidstid og
arbeidets innhold pé fleksibelt
vis tilpasset enskene til
medarbeidere som naermer seg
pensjonsalder.

I vér virksomhet blir ogsé eldre
jobbsekere ansatt.

Var virksomhet tilbyr
medarbeiderne gode muligheter
for sparing frem mot
pensjonsalder.

Var virksomhet tilbyr personlig
okonomisk radgivning mot
slutten av arbeidskarrieren.

Var virksomhet tilbyr
medarbeiderne private
forsikringsordninger som del av
lonnssystemet (f.eks. tillegg til
helse- og ulykkesforsikringer).
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Table S1 (Part 3)

LLWI-SF [tems

Item English (U.S.)

Polish

Portuguese

Dutch (The Netherlands)

OC Organizational climate

OC-1  In our organization, regardless of
age, all employees have the
same opportunities.

OC-2  In our organization, there is a
positive attitude towards older
employees.

OC-3  In our organization, “aging” is
talked about openly.

LE Leadership

LE-1 Managers of our organization show
appreciation both for current
work results as well as for the
overall performance of their
employees.

LE-2 Managers of our organization
sincerely support their
employees in their professional
and personal development.

LE-3 Managers of our organization are
interested in the well-being of
their employees.

WD Work design

WD-1 Employees of our organization have
enough flexibility in their
working time organization to
appropriately address their

personal needs.

W naszej organizacji wszyscy
pracownicy bez wzgledu na
wiek majg takie same
mozliwosci.

W naszej organizacji panuje
pozytywne nastawienie
wzgledem starszych
pracownikow.

W naszej organizacji o zjawisku
starzenia si¢ mowi si¢ otwarcie.

Kierownicy naszej organizacji
okazujg uznanie zar6wno za
biezace wyniki pracy, jak i za
catoksztalt osiggnigé swoich
pracownikow.

Kierownicy naszej organizacji
szczerze wspieraja swoich
pracownikoéw w ich rozwoju
zawodowym i osobistym.

Kierownicy naszej organizacji sa
zainteresowani dobrostanem
swoich pracownikow.

Pracownicy naszej organizacji maja
wystarczajaca elastycznos¢ w
organizacji czasu pracy, aby
odpowiednio realizowac swoje
potrzeby osobiste.

Na nossa organizagao,
independentemente da idade,
todos os trabalhadores tém as
mesmas oportunidades.

Na nossa organizagdo ha uma
atitude positiva em relagéo aos
trabalhadores mais velhos.

Na nossa organizagio fala-se
abertamente sobre
"envelhecimento".

Os gestores da nossa organizagao
reconhecem quer os resultados
do trabalho atual, quer da
performance global dos seus
trabalhadores.

Os gestores da nossa organizagio
dao apoio sincero aos seus
trabalhadores no seu
desenvolvimento profissional e
pessoal.

Os gestores da nossa organizagio
interessam-se pelo bem-estar
dos seus trabalhadores.

Os trabalhadores da nossa
organizagdo tém flexibilidade

suficiente na organizac¢do do seu

tempo de trabalho para o gerir
de forma adequada as suas
necessidades pessoais.

In onze organisatie hebben alle
werknemers, ongeacht hun
leeftijd, dezelfde kansen.

In onze organisatie is er een
positieve houding ten opzichte
van oudere werknemers.

In onze organisatie wordt er
openlijk over "ouder worden"
gesproken.

Managers van onze organisatie
tonen waardering voor zowel de
huidige werkresultaten als voor
de algemene prestaties van hun
werknemers.

Managers van onze organisatie
ondersteunen hun medewerkers
oprecht in hun professionele en
persoonlijke ontwikkeling.

Managers van onze organisatie zijn
geinteresseerd in het welzijn
van hun medewerkers.

Medewerkers van onze organisatie
hebben voldoende flexibiliteit
in hun werktijd organisatic om
op passende wijze tegemoet te
komen aan hun persoonlijke
behoeften.
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WD-2  Employees of our organization can
choose their place of work to
ensure a good balance between
their work and private life
(work-life balance).

WD-3  In our organization, managers
change the tasks of their
employees in the foreseeable
future (e.g., within half a year)
if the tasks no longer
correspond to the employee's
ability to perform and to
withstand stress.

WD-4  In our organization, workplaces are
designed according to
ergonomic recommendations.

HM Health management

HM-1 Employees of our organization are
encouraged to move as much as
possible in the workplace (e.g.,
use the stairs, take a walk
during lunch break, exercise
during lunch break, use the

bicycle to work).

HM-2 In our organization, employees
receive therapeutic help in the
workplace or in the immediate
vicinity if required (e.g.,
physiotherapy in case of great
physical stress and strain, stress
management trainings).

HM-3 In our organization, employees are
made aware of health-
promoting behavior (e.g.,

LATER LIFE WORKPLACE INDEX SHORT FORM

Pracownicy naszej organizacji
moga wybra¢ swoje miejsce
pracy, aby zapewni¢ dobra
réwnowage migdzy zyciem
zawodowym 1 prywatnym
(réwnowaga praca-zycie
prywatne).

W naszej organizacji menedzerowie
zmieniajg zadania swoich
pracownikow w
przewidywalnej przysztosci
(np. w ciagu pot roku), jesli
zadania te nie odpowiadaja juz
zdolnosci pracownika do
wykonywania pracy i
odpornosci na stres.

W naszej organizacji miejsca pracy
s projektowane zgodnie z
ergonomicznymi zaleceniami.

Pracownicy naszej organizacji sa
zachecani do jak najwigkszej
ilosci ruchu w miejscu pracy
(np. korzystania ze schodow,
spaceru podczas przerwy na
lunch, ¢wiczen podczas
przerwy na lunch, korzystania z
roweru w ramach dojazdu do

pracy).

W naszej organizacji w razie
potrzeby pracownicy otrzymuja
pomoc terapeutyczng w miejscu
pracy lub w najblizszym
otoczeniu (np. fizjoterapia w
przypadku duzego obciazenia
fizycznego lub treningi radzenia
sobie ze stresem).

W naszej organizacji pracownicy sg
uswiadamiani o zachowaniach
prozdrowotnych (np. poprzez
szkolenia, doradztwo, pokazy).

Os trabalhadores da nossa
organizagdo podem escolher o
local de trabalho para assegurar
o balango entre a vida
profissional e a vida privada
(conciliagdo trabalho-familia).

Na nossa organizagio os gestores
alteram as tarefas atribuidas aos
seus trabalhadores no curto
prazo (ex., no espaco de meio
ano) caso o trabalhador ja ndo
tenha capacidade para a sua
execugdo ou para lidar com o
stress.

Na nossa organizagdo os locais de
trabalho s@o adaptados de
acordo com recomendagdes
ergondmicas.

Os trabalhadores da nossa
organizagdo sdo encorajados a
movimentarem-se 0 maximo
possivel no contexto de trabalho
(ex., usar as escadas, fazer uma
caminhada durante a pausa para
almogo, praticar desporto
durante a pausa para almogo, ir
de bicicleta para o trabalho).

Na nossa organizagéo os
trabalhadores recebem apoio
terapéutico no local de trabalho
ou nas imediagdes se solicitado
(ex., fisioterapia em caso de
intenso esforgo e stress fisico ou
gestao de stress em caso de
stress).

Na nossa organizac¢do os
trabalhadores sdo alertados para
comportamentos que promovem

12

Medewerkers van onze

organisatie kunnen hun
werkplek kiezen voor een goed
evenwicht tussen hun werk en
privéleven (werk-privé balans).

In onze organisatie veranderen

managers de taken van hun
werknemers binnen afzienbare
tijd (bijvoorbeeld. binnen een
half jaar) als de taken niet meer
overeenkomen met de prestatie-
en stressbestendigheid van de
werknemer.

In onze organisatie werkplekken

worden ontworpen volgens
ergonomische aanbevelingen.

Medewerkers van onze

organisatie worden
aangemoedigd om zoveel
mogelijk te bewegen op de
werkplek (bijvoorbeeld. de trap
gebruiken, een wandeling
maken tijdens de lunchpauze,
sporten tijdens de lunchpauze,
de fiets naar het werk
gebruiken).

In onze organisatie krijgen

werknemers indien nodig
therapeutische hulp op de
werkplek of in de directe
omgeving (bijvoorbeeld
fysiotherapie bij grote fysieke
belasting en stress of stress
management trainingen).

In onze organisatie worden

werknemers bewust gemaakt
van gezondheidsbevorderend
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through training, counseling,
displays).
ID Individual development

ID-1  In our organization, individual
development prospects and
qualification requirements are
identified with employees,
regardless of age.

ID-2  In our organization, older
employees are offered training
to learn new competencies and
develop their expertise.

ID-3  In our organization, employees
move to a different job or
position if it better suits their
specific skills and abilities.

KM Knowledge management

KM-1 In our organization, there are
processes/procedures to
systematically pass on the
knowledge and experience of
older employees to their
younger colleagues before they
leave the organization.

KM-2 In our organization, there are
regular opportunities for every
employee to exchange
experiences and knowledge
(e.g., in regular meetings).

KM-3 In our organization, older and
younger employees are
encouraged to share their
knowledge and experience.

W naszej organizacji z
pracownikami, niezaleznie od
wieku, ustala si¢ indywidualne
perspektywy rozwoju i
wymagania kwalifikacyjne.

W naszej organizacji starszym
pracownikom oferuje si¢
szkolenia, aby mogli naby¢
nowe kompetencje i rozwija¢
swoja wiedze fachows.

W naszej organizacji pracownicy
przechodza do innej pracy lub
na inne stanowisko, jesli lepiej
odpowiada ono ich
specyficznym umiejgtnosciom i
zdolnosciom.

W naszej organizacji istnieja
procesy/procedury pozwalajace
na systematyczne
przekazywanie wiedzy i
doswiadczenia starszych
pracownikow ich mtodszym
kolegom zanim odejda oni z
organizacji.

W naszej organizacji istnieja
regularne mozliwosci dla
kazdego pracownika do
wymiany do§wiadczen i wiedzy
(np. podczas regularnych
spotkan).

W naszej organizacji starsi i mtodsi
pracownicy sa zachecani do
dzielenia si¢ swoja wiedza i
do$wiadczeniem.

a saude (ex., através de

formagao, consultoria, mostras).

Na nossa organizagdo sdo
identificadas perspetivas de
desenvolvimento individual e
requisitos de qualificagdo para
os trabalhadores com os
proprios trabalhadores,
independentemente da sua
idade.

Na nossa organizagéo ¢
proporcionada formagao aos
trabalhadores mais velhos para
aprenderem novas
competéncias e desenvolverem
a sua especialidade.

Na nossa organizagio os
trabalhadores mudam para um
trabalho ou um cargo diferente
caso seja mais ajustado as suas
competéncias e capacidades
especificas.

Na nossa organizagio ha processos
/ procedimentos para a
passagem sistematica de
conhecimento e experiéncia de
trabalhadores mais velhos para
colegas mais novos, antes que
os primeiros saiam da
organizagao.

Na nossa organizagio ha
regularmente oportunidades
para que qualquer trabalhador
partilhe experiéncias e
conhecimento (ex., em reunides
periddicas).

Na nossa organizacao trabalhadores
mais velhos e mais novos sao
incentivados a partilhar
conhecimento e experiéncia.

gedrag (bijvoorbeeld door
training, counseling, displays).

In onze organisatie worden
individuele
ontwikkelingsperspectieven en
kwalificatie-eisen vastgesteld
met medewerkers, ongeacht hun
leeftijd.

In onze organisatie worden oudere
werknemers opleidingen
aangeboden om nieuwe
competenties te leren en hun
expertise te ontwikkelen.

In onze organisatie stappen
werknemers over naar een
andere baan of functie als die
beter past bij hun specifieke
vaardigheden en capaciteiten.

In onze organisatie zijn er
processen / procedures om de
kennis en ervaring van oudere
werknemers systematisch door
te geven aan hun jongere
collega's voordat zij de
organisatie verlaten.

In onze organisatie zijn er voor
iedere werknemer regelmatig
mogelijkheden om ervaringen
en kennis uit te wisselen
(bijvoorbeeld in regelmatige
bijeenkomsten).

In onze organisatie oudere en
jongere werknemers worden
aangemoedigd om hun kennis
en ervaring te delen.
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TR Transition to retirement

TR-1 In our organization, managers
discuss early with their
employees (e.g., from the age of
55) as to how to make the
transition to retirement.

TR-2  In our organization, the transition to
retirement is flexibly shaped
according to employee needs.

TR-3  Our organization offers counseling
to employees who are about to
retire so they can reflect upon
their expectations and plans for
retirement.

TR-4  Our organization maintains active
contact with retired employees
(e.g., by an alumni network).

CE Continued employment

CE-1 In our organization, employment
opportunities for people in
retirement age are clearly
defined and structured (e.g., by
integration into strategic
workforce planning).

CE-2 In our organization, working
conditions (time and type of
activity) for employees in
retirement age are flexibly
adapted to their wishes.

CE-3 In our organization, older applicants
are hired as well.

W naszej organizacji menedzerowie
wczesnie rozmawiajg ze swoimi
pracownikami (np. od 55 roku
zycia) o tym, jak przej$¢ na
emeryture.

W naszej organizacji przejscie na
emeryture jest elastycznie
ksztattowane zgodnie z
potrzebami pracownikow.

Nasza organizacja oferuje
doradztwo pracownikom,
ktorzy maja zamiar przejs¢ na
emeryturg, aby mogli oni
zastanowi¢ si¢ nad swoimi
oczekiwaniami i planami
dotyczacymi przejscia na
emeryture.

Nasza organizacja utrzymuje
aktywny kontakt z
emerytowanymi pracownikami
(np. poprzez sie¢ absolwentow).

W naszej organizacji mozliwosci
zatrudnienia osob w wieku
emerytalnym sg jasno okreslone
i ustrukturyzowane (np. poprzez
wilaczenie do strategicznego
planowania sity roboczej).

W naszej organizacji warunki pracy
(czas i rodzaj zajec) dla
pracownikow w wieku
emerytalnym sg elastycznie
dostosowane do ich zyczen.

W naszej organizacji zatrudniani sa
réwniez starsi kandydaci.

Na nossa organizagdo os gestores
analisam atempadamente com
os trabalhadores (ex., a partir
dos 55 anos) o processo de
transi¢do para a reforma.

Na nossa organizagdo a transi¢ao
para a reforma € moldada de
acordo com as necessidades do
trabalhador.

A nossa organizagdo oferece
aconselhamento aos
trabalhadores que estdo prestes
a reformar-se para que possam
refletir sobre as suas
expectativas e os seus planos
para a reforma.

A nossa organiza¢ao mantém ativos
os contactos com trabalhadores
reformados (ex., através de uma
rede de antigos trabalhadores).

Na nossa organizagio as
oportunidades de emprego para
pessoas em idade de reforma
sdo claramente definidas e
estruturadas (ex., através da
integragdo na planificagdo
estratégica de recursos
humanos).

Na nossa organizagio as condi¢des
de trabalho (horario e tipo de
atividade) para trabalhadores
em idade de reforma sdo
adaptaveis aos seus desejos.

Na nossa organizac¢do candidatos
mais velhos sdo selecionados na
mesma.

In onze organisatie bespreken
managers vroegtijdig met hun
werknemers (bijvoorbeeld
vanaf 55 jaar) hoe de overgang
naar het pensioen moet
verlopen.

In onze organisatie wordt de
overgang naar pensioen flexibel
vormgegeven op basis van de
behoeften van de werknemers.

Onze organisatie biedt advies aan
werknemers die op het punt
staan met pensioen te gaan
zodat zij kunnen nadenken over
hun verwachtingen en
pensioenplannen.

Onze organisatie onderhoudt actief
contact met gepensioneerde
medewerkers (bijvoorbeeld
door een alumninetwerk).

In onze organisatie zijn
arbeidsmogelijkheden voor
mensen na hun pensionering
duidelijk gedefinieerd en
gestructureerd (bijvoorbeeld
door integratie in strategische
personeelsplanning).

In onze organisatie worden de
arbeidsvoorwaarden (werkuren
en type activiteit) voor
werknemers na hun
pensionering flexibel aangepast
aan hun wensen.

In onze organisatie ook oudere
sollicitanten worden
aangenomen.
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RC Health & retirement coverage

RC-1  Our organization offers employees
comprehensive opportunities to
save money for their retirement
(e.g., retirement plans offered
by employer).

RC-2  Our organization offers employees
good personal advice on
financial security in later life.

RC-3  Our organization offers employees
private supplemental insurance
as part of the total remuneration
package (e.g., additions to
health or long-term care
insurance, occupational
disability).

Nasza organizacja oferuje
pracownikom wszechstronne
mozliwosci oszczedzania na
emeryturg (np. plany
emerytalne oferowane przez
pracodawceg).

Nasza organizacja oferuje
pracownikom dobre osobiste
doradztwo w zakresie
zabezpieczenia finansowego w
pdzniejszym okresie zycia.

Nasza organizacja oferuje
pracownikom prywatne,
dodatkowe ubezpieczenia jako
cze$¢ catosciowego pakietu
wynagrodzen (np. dodatki do
ubezpieczenia zdrowotnego lub
dhugoterminowej opieki, renty).

A nossa organizagao oferece
diversas possibilidades de
poupar dinheiro para a reforma
(ex., planos de reforma
oferecidos pelo empregador).

A nossa organizacdo proporciona
aos trabalhadores conselhos
pessoais muito validos em
matéria de seguranga financeira
para o periodo de reforma.

A nossa organizagdo oferece aos
trabalhadores um seguro
suplementar privado como parte
integrante do pacote
remuneratorio (ex., acréscimos
a seguros de saude ou de
assisténcia prolongada,
incapacidade para o trabalho).

Onze organisatie biedt werknemers
uitgebreide mogelijkheden om
geld te sparen voor hun
pensioen (bijvoorbeeld
pensioenplannen aangeboden
door werkgever).

Onze organisatie biedt werknemers
goed persoonlijk advies over
financiéle zekerheid op latere
leeftijd.

Onze organisatie biedt werknemers
aanvullende particuliere
verzekeringen als onderdeel van
het totale beloningspakket
(bijvoorbeeld aanvullingen op
ziektekosten- of langdurige
zorgverzekering,
arbeidsongeschiktheid).

15
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Table S2
Item Means, Standard Deviations, Skewness, and Kurtosis per Country
Belgium Germany Italy Japan Korea

Item M SD  Skewness Kurtosis M SD  Skewness Kurtosis M SD  Skewness Kurtosis M SD  Skewness Kurtosis M SD  Skewness Kurtosis
0OC-1 5.04 1.59 -0.82 -0.17 5.28 1.43 -0.67 -0.07 4.48 1.88 -0.33 -1.14 4.09 1.68 -0.20 -1.03 5.03 1.39 -0.54 —0.09
0C-2 4.97 1.45 —0.68 -0.12 5.53 1.37 —0.81 0.12 4.35 1.65 -0.33 —0.64 4.77 1.58 -0.67 -0.21 4.88 1.39 —0.43 —0.11
0C-3 4.60 1.63 -0.46 -0.62 4.94 1.66 -0.53 —-0.61 4.53 1.70 —0.44 —0.66 4.80 1.42 —0.60 —0.11 4.84 1.43 —0.47 —0.08
LE-1 4.84 1.40 —0.78 -0.04 5.05 1.53 —0.64 —0.12 4.58 1.70 —0.67 -0.49 4.45 1.46 -0.50 —0.28 4.83 1.37 -0.39 —0.15
LE-2 4.75 1.47 -0.67 -0.19 4.90 1.58 —0.58 —0.24 4.20 1.75 —0.37 —0.92 432 1.48 —0.44 —0.35 4.75 1.44 -0.35 —0.27
LE-3 4.65 1.54 -0.62 -0.24 4.90 1.63 —0.54 —0.44 4.09 1.77 —0.26 —0.98 4.36 1.48 -0.33 -0.36 4.70 1.46 —0.40 —0.24
WD-1 4.84 1.51 -0.73 —0.08 4.81 1.64 —0.58 —0.40 3.57 1.94 0.10 -1.34 4.30 1.55 —0.55 -0.42 4.50 1.69 —0.33 —0.77
WD-2 4.24 1.79 -0.29 -1.01 4.07 1.90 —0.17 —1.08 3.11 1.79 0.38 -1.04 3.86 1.72 —0.16 -0.97 3.96 1.80 —0.13 —0.93
WD-3 3.40 1.44 0.09 -0.73 3.65 1.56 0.19 -0.51 345 1.64 0.06 -0.95 4.21 1.37 -0.31 —0.15 4.16 1.61 —0.13 —0.70
WD-4 4.32 1.70 -0.34 -0.82 4.61 1.66 -0.43 -0.58 3.78 1.82 -0.06 -1.15 3.80 1.46 -0.25 —0.61 3.97 1.60 —0.10 —0.52
HM-1 4.19 1.72 -0.28 -0.79 3.97 1.88 —-0.05 -1.09 3.09 1.82 0.49 -0.89 3.51 1.60 0.14 —0.82 4.50 1.48 —0.36 —0.28
HM-2 2.89 1.72 0.67 -0.57 3.08 1.88 0.46 -0.98 2.22 1.57 1.35 0.96 3.83 1.61 —0.26 —0.81 4.40 1.54 -0.31 —0.40
HM-3 4.09 1.69 -0.37 -0.87 3.83 1.95 -0.02 -1.14 3.72 1.93 —0.03 -1.29 4.13 1.55 —0.58 —0.55 4.51 1.53 —0.36 —0.20
ID-1 4.49 1.56 -0.54 -0.37 4.18 1.79 -0.30 -0.86 3.78 1.83 -0.09 -1.16 4.16 1.49 -0.37 -0.50 4.55 1.47 -0.39 —0.11
ID-2 3.92 1.71 -0.10 -1.04 4.65 1.87 -0.53 -0.73 3.55 1.90 0.02 -1.31 3.75 1.58 -0.16 —0.87 431 1.62 -0.26 —0.54
ID-3 3.82 1.53 -0.14 -0.87 4.08 1.70 -0.23 -0.71 3.57 1.84 0.05 -1.20 3.93 1.44 -0.29 —0.53 4.43 1.52 -0.35 —0.36
KM-1 3.46 1.60 0.08 -0.96 4.13 1.87 -0.11 -1.00 3.83 1.91 -0.11 -1.31 3.57 1.52 0.08 -0.72 4.19 1.55 -0.35 —0.45
KM-2 4.13 1.65 -0.25 -0.92 4.35 1.86 -0.33 -0.88 3.59 1.89 0.08 -1.32 3.73 1.62 -0.10 -1.01 4.38 1.55 —0.38 —0.35
KM-3 4.25 1.60 -0.35 -0.58 4.68 1.82 -0.46 -0.71 3.94 1.90 -0.16 -1.22 4.04 1.58 -0.34 -0.73 4.56 1.52 —0.34 -0.39
TR-1 2.49 1.58 0.86 -0.24 3.12 1.98 0.52 -0.96 2.80 1.72 0.57 -0.95 348 1.73 0.11 -0.96 4.04 1.69 —0.08 -0.77
TR-2 3.34 1.69 0.15 -0.96 3.66 1.93 0.12 -1.14 2.92 1.80 0.45 -1.07 3.86 1.59 -0.30 —0.81 4.49 1.59 —0.40 -0.45
TR-3 3.16 1.83 0.43 -0.93 3.36 2.01 0.31 -1.17 2.81 1.78 0.53 -1.10 3.38 1.64 0.14 —1.03 4.00 1.73 -0.13 -0.95
TR-4 2.95 1.75 0.51 -0.85 3.29 1.99 0.32 -1.23 2.48 1.72 0.91 -0.36 3.09 1.57 0.27 -0.86 3.84 1.72 -0.03 -0.77
CE-1 2.89 1.61 0.49 —-0.65 3.47 2.00 0.24 -1.17 2.98 1.73 0.42 -1.00 3.61 1.58 -0.10 -0.90 4.03 1.67 -0.20 -0.74
CE-2 3.11 1.71 0.31 -0.99 3.74 1.93 0.08 -1.14 2.98 1.68 0.55 -0.72 4.07 1.54 -0.40 —0.62 4.00 1.69 -0.16 -0.80
CE-3 4.62 1.59 -0.54 -0.32 4.58 1.69 -0.38 -0.60 3.84 1.92 -0.08 -1.23 3.83 1.74 -0.17 -1.04 4.50 1.78 -0.43 -0.67
RC-1 3.80 2.30 0.04 -1.59 493 2.01 -0.70 -0.70 3.15 1.89 0.34 -1.18 4.02 1.67 -0.26 -0.95 4.05 1.62 -0.13 -0.62
RC-2 2.59 1.66 0.75 -0.54 3.63 2.01 0.14 -1.22 2.59 1.70 0.76 -0.57 3.40 1.61 0.02 -1.10 3.93 1.77 —0.05 -0.86
RC-3 4.02 2.26 -0.12 -1.53 3.63 2.07 0.15 -1.29 3.31 2.11 0.23 -1.49 4.03 1.64 -0.28 —0.80 4.17 1.82 -0.27 —-0.88
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Table S2 (Continued)
Item Means, Standard Deviations, Skewness, and Kurtosis per Country

Norway Poland Portugal The Netherlands The U.S.

Item M SD  Skewness Kurtosis M SD  Skewness Kurtosis M SD  Skewness Kurtosis M SD  Skewness Kurtosis M SD  Skewness Kurtosis
OC-1 5.04 1.54 —-0.67 —-0.53 4.76 1.70 —-0.61 —0.63 4.06 1.81 —-0.13 -1.14 4.97 1.57 —-0.76 —-0.20 5.40 1.56 -1.21 0.74
0C-2 5.56 1.31 —-0.94 0.15 5.27 1.46 —0.98 0.54 4.17 1.70 —-0.19 -0.92 5.18 1.35 -1.01 0.95 5.27 1.41 —0.83 0.18
0C-3 5.69 1.08 —-0.80 0.21 4.88 1.66 —-0.69 —-0.33 4.38 1.71 -0.33 —0.86 4.28 1.73 -0.32 -0.91 4.13 1.80 —-0.13 -1.10
LE-1 5.44 1.35 -1.39 1.65 5.03 1.49 —0.66 —-0.30 4.03 1.62 —-0.16 —0.94 4.89 1.47 -0.79 0.13 542 1.48 -1.20 1.04
LE-2 5.19 1.37 -0.99 0.56 4.74 1.53 —0.54 -0.41 3.94 1.69 -0.17 —1.00 4.79 1.55 —-0.70 -0.17 5.37 1.48 -1.07 0.65
LE-3 5.29 1.41 -0.91 0.35 4.57 1.60 —-0.51 —0.50 3.91 1.70 —0.20 -1.03 5.01 1.50 -0.73 —0.06 5.44 1.45 -1.07 0.75
WD-1 4.80 1.79 —0.68 —-0.59 4.39 1.77 -0.33 -1.11 4.46 1.59 —0.52 —0.55 4.79 1.50 —0.61 —0.30 5.28 1.51 -0.95 0.08
WD-2 4.04 1.80 -0.15 -1.11 3.63 1.84 0.21 -1.27 3.12 1.68 0.33 -0.93 4.09 1.75 —-0.14 -0.97 4.33 1.87 —0.30 —1.08
WD-3 3.98 1.59 -0.27 —-0.93 3.86 1.75 —0.01 -1.14 3.35 1.63 0.14 —0.96 3.74 1.47 0.02 —0.67 4.30 1.56 -0.27 —0.59
WD-4 4.60 1.64 —0.54 —0.80 4.24 1.65 —0.23 -0.79 3.58 1.72 0.04 -1.03 4.56 1.70 —0.49 —0.78 4.44 1.61 —0.38 —0.63
HM-1 4.26 1.62 —-0.32 —-0.87 342 1.72 0.40 —0.84 3.16 1.68 0.30 —0.95 4.08 1.71 —0.07 -0.95 4.47 1.76 —0.33 —0.81
HM-2 3.58 2.04 0.14 -1.42 3.00 1.71 0.61 —-0.70 2.58 1.78 0.88 —0.43 4.03 1.96 —0.05 -1.33 3.38 1.90 0.34 -1.07
HM-3 3.65 1.74 —-0.04 -1.21 3.96 1.90 —0.11 -1.18 3.61 1.90 0.01 -1.32 421 1.70 —0.28 -0.95 4.66 1.78 —0.62 —0.67
ID-1 4.12 1.63 -0.27 —-1.00 4.05 1.75 -0.17 -1.13 3.86 1.62 -0.17 —0.84 4.87 1.52 —0.82 0.13 5.30 1.39 —0.96 0.64
ID-2 445 1.56 —0.58 —-0.53 4.19 1.79 -0.27 -1.18 4.22 1.70 -0.39 —0.81 4.33 1.75 -0.35 —0.90 4.80 1.78 —0.66 —0.56
ID-3 4.24 1.62 -0.36 —-0.87 4.11 1.76 -0.25 -1.15 3.76 1.61 —-0.05 -0.87 4.47 1.39 —0.40 -0.35 4.96 1.54 -0.77 0.10
KM-1 3.71 1.61 —-0.20 -1.08 4.54 1.69 —0.48 —0.68 3.99 1.73 —0.18 -0.91 4.08 1.65 -0.25 -0.87 443 1.72 -0.41 —0.76
KM-2 4.63 1.53 —-0.83 —0.18 445 1.73 -0.43 —0.78 3.83 1.74 -0.26 —1.08 4.70 1.61 —0.55 -0.47 5.00 1.66 —0.81 -0.17
KM-3 4.71 1.51 —-0.85 0.19 4.89 1.54 -0.72 —-0.09 4.23 1.70 -0.43 -0.72 5.25 1.41 —0.84 0.23 5.27 1.50 -1.03 0.65
TR-1 3.46 1.62 0.03 -1.08 3.44 1.77 0.25 -1.11 2.54 1.70 0.79 —0.54 3.19 1.68 0.47 —0.89 3.44 1.87 0.27 -1.10
TR-2 4.28 1.61 —0.40 -0.75 4.37 1.70 —-0.46 -0.84 2.72 1.75 0.63 -0.84 4.15 1.63 -0.33 -0.71 421 1.82 -0.35 —-0.99
TR-3 4.23 1.95 -0.31 -1.19 3.40 1.72 0.24 -1.00 2.53 1.58 0.66 -0.72 4.23 1.75 -0.27 -1.05 3.75 1.95 0.03 -1.28
TR-4 3.25 1.83 0.28 -1.28 3.40 1.83 0.39 —0.98 291 1.78 0.50 -0.90 3.25 1.70 0.40 -0.91 3.52 1.93 0.18 -1.20
CE-1 3.13 1.54 0.16 -1.13 4.10 1.74 -0.21 -1.11 2.79 1.57 0.41 —-0.89 3.64 1.72 0.02 -1.13 3.88 1.81 -0.07 -1.10
CE-2 3.58 1.68 0.00 -1.29 3.75 1.63 0.04 -1.06 2.67 1.64 0.66 -0.61 4.11 1.74 —0.34 -0.93 4.29 1.84 —0.28 -1.07
CE-3 4.47 1.62 -0.44 -0.78 437 1.63 -0.35 —0.88 4.02 1.66 -0.17 -0.76 5.24 1.28 —-0.89 0.39 5.47 1.38 -1.27 1.41
RC-1 3.74 1.91 0.03 -1.37 4.02 1.77 -0.22 -1.17 2.01 1.53 1.45 1.10 421 1.78 -0.28 -1.08 5.55 1.57 —1.46 1.55
RC-2 3.02 1.85 0.55 -0.99 343 1.68 0.18 -1.03 2.02 1.48 1.36 0.75 3.70 1.76 0.13 -1.08 435 1.82 -0.36 -0.91
RC-3 3.67 2.17 0.12 -1.54 3.94 1.87 -0.18 -1.27 2.58 2.04 0.94 —0.58 3.57 1.89 0.20 -1.21 4.87 1.91 -0.79 —-0.61
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Table S3a

Correlations for the Belgian Sample

18

Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16
1. Organizational climate (.81)
2. Leadership J1¥Ex - (93)
3. Work design A3FEE O S1EEE O (76)
4. Health management AQ¥EE - 4e¥Ekx g1FRx ((78)
5. Individual development S2¥kE O SeRRE pRRE g5HkEE (77)
6. Knowledge management H0F*F o3 kxx SpkEE - SQRxE - GTHEE (.84)
7. Transition to retirement ASHEE L ARHRE - SDAkE SQkkk  SQkkx  5Q%kkx (85)
8. Continued employment S4rkxx o SPRxx SDREE - AQERxk SSkxk SQRxE - 68***  (.68)
9. Health and retirement coverage B I B I VI I & I {1 N (8:9))
10. Age-inclusive HR practices O4FEE L DHHE STk Sk GTHAE GEFEE STEEE O poFEE QQFEE (184)
11. Positive affect 24xx D3 .09 JEFEE L DQ¥HE - pSHAE JG5kk DTHER .06 22%%x - (74)
12. Negative affect A Y L et [l [l B 0 M I A (V)
13. Work engagement AQ¥** Aqark DSk DAk Bk JRdck JPkkk 37wk .09 AQFxx STHRE —3RuEE(8R)
14. Perceived health I 1) Y I I I I I I B I | [ R | (%))
15. Post-retirement work intention 20 kEE DpwEk DSk DOk DAk [QEEk DRk Rk [0 240k DOk Rk gk Dkkk ((89)
16. In-role behavior JA2% 3% .06 .01 .06 .06 —-.01 .05 —-.01 0% 40¥FF —26%w* 34wkk P3EEx (OO (:88)

Note. N =444. Cronbach’s alphas are reported in parentheses on the diagonal.
* p<.05.*%* p<.01. ¥** p <.001.
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Table S3b

Correlations for the German Sample

19

Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16
1. Organizational climate (.77)
2. Leadership 66F*F*  (93)
3. Work design 39xEkE - p4xEkk (77)
4. Health management J4xkk o §3xkk - gTHEE (84)
5. Individual development Ak qQukk Rk 3kkk (84)
6. Knowledge management SOkxE - 68*** o4k x 63kxkx TokEx  (88)
7. Transition to retirement ALHEE o4k g5¥kE kkk Jkkx Tokkx (9))
8. Continued employment B I I I U AN o N 1 Y A V1) |
9. Health and retirement coverage J7FkxEk - SSkEE O SSwEkR O 2¥F¥  63FKE GIF¥E O 66F*¥F  S56**F* (.80)
10. Age-inclusive HR practices OFFE TLEEER S SSEEE L STHREE pQFFE J2HEE O5FEE - 0¥FE S56¥FE (89)
11. Positive affect JOFEE - FTHREER . DE¥FER QOFFER FFwAE FPwEEk FowEk QREREE O 26¥FEF J0¥FEF (\78)
12. Negative affect —25FkE QR DFEEE [ SRRk _DoRRk D3Rk QiR DSRRk 4Rk D4kkk 37k (77)
13. Work engagement I I ) B € I A X I 1 1) I 1 LI I | I K L (K )
14. Perceived health J4wEE pSwEEk ZOwEE QREAE FSwAEk FowARE FFwkk FPwkk DFwk FTwkER JPwkEk _3Qkkk JT7HREE S (87)
15. Post-retirement work intention 21 3owEE PREEE L DFwAEk PSwEE FPwEEk FFwAEk 45wk Dqwk Fqwkk FOEkEk — [7RRER S 4D%EEk D6%FE (89)
16. In-role behavior 28%F* [ gEEE .07 .02 2% 3% .04 TR ISR Q0¥¥* 0 3THEE _QO¥EX Z0¥F* 26¥¥*  ([4%F (90)

Note. N =387. Cronbach’s alphas are reported in parentheses on the diagonal.
* p<.05.*%* p<.01. ¥** p <.001.
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Table S3c¢

Correlations for the Italian Sample

20

Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16
1. Organizational climate (.68)
2. Leadership 68***  (93)
3. Work design AgxEx o SRFEkE - (76)
4. Health management AS¥EE - S5¥EkE - 5Q¥EkE ((78)
5. Individual development S8FHkE - J4RkE gDdkE pqkkE (R3)
6. Knowledge management SerxE JOREE S4kxx o 63kxx - JokEx (89)
7. Transition to retirement AGFEE pOFkE pFEE GEEEE GREFKE GREEE(9()
8. Continued employment 0D Sl 3 Bl ol N Sl Y [ ool ¥ Al I [ O (VA ) |
9. Health and retirement coverage J3F*E O SPEEE SewEkx e2¥Fk*  SREkE SpFkxEk - gSk¥k  Se**F* (.80)
10. Age-inclusive HR practices STHREE S SQEEE ASwEEk STHREE Q¥R SREEE STHREE 0¥k 40¥FEk (87)
11. Positive affect 20%FF FoHERE [ THRERER S QEFREER JOFRRE FOFERE DS¥kER powEkEk T7HEE 20%EFEk (80)
12. Negative affect =34k — AQRRE 33k DFkkk _ J(Rkk 3Dk _DoRkk —3(Rkk —DSkkk _30Rkk —3okkk ((74)
13. Work engagement Adrdk SRR DREEER JERERE 43Rk gDddk FOkkEk FTRERER DO¥EEk ¥Rk SPRRER —40%kk ((78)
14. Perceived health 20%%% 0 QOwEEk DAk [TREE QEFRER QTHEER QOFRER Q5¥EkEk DPEEkk 3wk FSwkk _3ekkk 3%k (87)
15. Post-retirement work intention 22%%% 0 pSwEE DIk QPR ([RFEE O Jorx 25%EEk QPEERER . QO¥ERER 26%FE Jo** —11¥  27FFF 14%x  (92)
16. In-role behavior 2 Sl B .04 .06 2% 2% .03 .09 —-.02 4%k 33xxx 5%k 3e¥¥*R 6¥¥* ([3FF (8])

Note. N =408. Cronbach’s alphas are reported in parentheses on the diagonal.
* p<.05.*%* p<.01. ¥** p <.001.
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Table S3d

Correlations for the Japanese Sample

21

Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16
1. Organizational climate (.79)
2. Leadership J3*E* - (90)
3. Work design A¥Ex - o8**k*  (82)
4. Health management ALFEE 60*k*  p4¥Ekx (76)
5. Individual development STHREE S J4RRR - GTHRRER GE%EE - (86)
6. Knowledge management STrxx o8***  o5kx*  eR***  TR***  ((89)
7. Transition to retirement AR¥HE - gHEkE - p5EkE GQEkk gDHkk JTREE(90)
8. Continued employment S2kxE - p0F** SSExx - SQExE - G3kxk - GQkxx  T4kxx (T])
9. Health and retirement coverage A2¥EE L SQuEE Gk GTHAK GDAAE GQEAE JBAEE p4dEE (83)
10. Age-inclusive HR practices S4rEE o QTHEE L SQuk  Sqdck GQ¥AE GEFEE p4EEE GRSk (189)
11. Positive affect JO¥HE FSwEE - DRk DSk BSack Bk pEEkk QREEE QR QR%kE (178)
12. Negative affect — 18wk —p3HHk —[oFEx 1 —09 —11* —.08 -0l  —12% —11* -.04 (.81)
13. Work engagement A2k SRR ATk JEk ARk ATk 30k JRsk 30k gDk g4kl —D]kkk (189)
14. Perceived health 2 S VK N § derE 2kkk [RE D3k 4%k QR 33wk _JREEx J6¥EE (82)
15. Post-retirement work intention A2k SRR AZdck BAdck ABck QEEE JOREE g4k 30kl 30k DSk — [o¥% 4Rk D3Rk (95)
16. In-role behavior Q7HEE QT REE L DAk DLk D3k Dk @k Rk DRk ]Sk 7kl Rk gRikk J]kkk DDk (9])

Note. N =349. Cronbach’s alphas are reported in parentheses on the diagonal.

* p<.05.*%* p<.01. ¥** p <.001.
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Table S3e

Correlations for the Korean Sample

Variable 1 2 3 4 5 6 7 8 9 10 11 12 13
1. Organizational climate (.82)
2. Leadership 67*%F*  (188)
3. Work design S8xEk* - JO*EE - (186)
4. Health management Sqxkk o gQFkk  JTHREkR (85)
5. Individual development O1FEE geRkE JREkE QOkRE (87)
6. Knowledge management SOkxE - JOREE J3REx - JRxE - g4REx(90)
7. Transition to retirement S@HdkE - p@FkE JQHkk 7kkk RQDkkk RDEkEE (87)
8. Continued employment SEEEE O SQEEE - QTREE p4kxk JRxxk - JRxx - QLEEE - (76)
9. Health and retirement coverage SOFxF - pSkERR SwEkR - ge¥kx  JQEREEk GeFkxkE  Be¥F*  BO*EF*  (.86)
10. Age-inclusive HR practices O4FFE O5FAE pRFAE pRFAE FOEAEk  FREEE gOFEE TTHREE TR (89)
11. Positive affect A7FE S 26¥¥¥ 0 2T¥xx . pAxxx . pYxxx . PYxEE - OwEx JQxxx PTxEx DI¥¥E - (L64)
12. Negative affect 2 e Ul .01 —-.06 -.10 —-.06 —-.01 —-.03 —-.02 —-.03 .06 (-89)
13. Work engagement JEFEE L ATRRE FSEER FoRAkEk AS%Ekk FOkkk JREERER JORRER J4uEkER FoRERE g%k — 17 (84)

Note. N =350. Cronbach’s alphas are reported in parentheses on the diagonal.

* p<.05.*%* p<.01. ¥** p <.001.
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Table S3f

Correlations for the Norwegian Sample

Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16
1. Organizational climate (.78)
2. Leadership STHEx - (90)
3. Work design 33xkk 53%Ekx - (83)
4. Health management J1Ekx 39%kk g1*Ekx (8])
5. Individual development AGFEE S56%k* peFKE TR (86)
6. Knowledge management AQ¥dE - GTREkR SRk pqkkk TSkEE (R4)
7. Transition to retirement 39kk AQEkk AQEkx (3kkk pqkkx G3RkEE ((79)
8. Continued employment SqrxE o SPRxk SSExE - SoRxEk o3kxk SDkxE - G1kx* (U78)
9. Health and retirement coverage I I ) 1 I I I X K (O £3)
10. Age-inclusive HR practices O1FFF Q¥ HE QAR ASHAE GERAE GQFFE SPHEE QR 35kkk (8])
11. Positive affect 14 23 18* .10 A7* 13 .14 .04 .10 13 (.60)
12. Negative affect —-.12 —-.14 —-.16 .08 —-.05 -.05 —-.01 —-.01 .07 .00 .02 (78)
13. Work engagement JOFEE Aqrrx FSuak DRk JEdk gk 33wk DRk .08 33FEx o 26%k —D23%k (83)
14. Perceived health 22 .06 28k .16 21% 14 .03 A1 -.03 15 07  —25%* 21% (.86)
15. Post-retirement work intention A7* 18* 13 27** 18* 23%* 19* 15 13 .07 -.02 —-.14 34 .14 (:89)
16. In-role behavior .08 —-.05 —-.09 .15 —.12 —-.09 —-.08 .15 —.11 —-.10 20% 24k .03 11 .09 (:81)

Note. N = 140. Cronbach’s alphas are reported in parentheses on the diagonal.
* p<.05.*%* p<.01. ¥** p <.001.
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LATER LIFE WORKPLACE INDEX SHORT FORM 24
Table S3g

Correlations for the Polish Sample

Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16
1. Organizational climate (.73)
2. Leadership ATHE*(88)
3. Work design 25%Fk - ATHERE - (T5)
4. Health management Jd9EEE - BeREkE AqxEkE (76)
5. Individual development Q2¥FE - ARHEE - SRkE STREE(T7)
6. Knowledge management J2¥EE L SQFEER goFEE 43FEE - STHREE (86)
7. Transition to retirement Q20%%* JRAkE DRAkE gDdkk Spkkk 4TREE (R4)
8. Continued employment 20FFF - DQRxE - FoRrE FoRrEk A4kxx FoRxx o ARRxx (73)
9. Health and retirement coverage .07 Q21Fk¥F 0 D5FEE - FRAEE ASwEkx  FwkER SqExEk - 52Fk¥*k(BS)
10. Age-inclusive HR practices J3EEE L QquEk FOEEE godEEk SSEEER AS¥EEk gqEEk go¥EEk 3RFEFE (84)
11. Positive affect 21FFEF - (9FEE - 1]* 3% Jd6FE 22%% 6% .06 .10 A7 (5T)
12. Negative affect — 19¥¥k —Dp¥kk —16¥*  —09 -07 —15%*  —-09 -07  —.11* -.10 —-.10 (.66)
13. Work engagement 25%FE AR FpwEk Dqkk DTEEER 3pEEEk DEERE D4%EEk ¥Rk 3%k 33wk _D4dkk (84)
14. Perceived health J2wEEk FRR JkEk DR QPR D3EEEk QPR Q3%Ek 4% 6%k DD¥EEk _3pkkk 35wk (81)
15. Post-retirement work intention .07 VAol b § S I K 1L Lol T Tl 01 —15%%% 39%¥x  p3¥¥x  (92)
16. In-role behavior 23FEE DpRAE .03 .00 .07 .14%* .10 A3*% =01 1% 24%%% —05 2%k pPRERR [OFERE - (88)

Note. N =353. Cronbach’s alphas are reported in parentheses on the diagonal.
* p<.05.*%* p<.01. ¥** p <.001.



LATER LIFE WORKPLACE INDEX SHORT FORM

Table S3h

Correlations for the Portuguese Sample

Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16
1. Organizational climate (.77)
2. Leadership 66F*F*  (91)
3. Work design ATHEE O S56%k* ([73)
4. Health management 33FkE - 4e¥kx 63Fk* ([74)
5. Individual development SeFEkE T Hkk SREkE S)Ekx (83)
6. Knowledge management S3kxx o e2kxx S4qkxx SeREx T3REx - (85)
7. Transition to retirement J3oFHkE 5Dk SRRk Sokkk SeEkx  S@%Fkx (86)
8. Continued employment AFxE - STTREE . STREE L AQEEE G3kEx SQREx - TIREEX(166)
9. Health and retirement coverage DQFEE L AJRaE ARk SO¥k gDdak ASEEk G3dEk S4dkk (80)
10. Age-inclusive HR practices B R T T N X e ot 1 . 1S X K . 7))
11. Positive affect 25%EE L QTwEE QR QTR D4Rk 4% 19%* JA2% 0 26%**  (85)
12. Negative affect -04 —12% -0 -09 —17**  -.09 —-.08 —-.06 —01  —18%*% —32%%  (82)
13. Work engagement B Y ¥ Y I IV I 7 kI K S [ X I 15 [ | Kl ()
14. Perceived health WALV LIV S U S A1 16%* .07 22%¥x - JPAAk _3Qddk 34%kk (83)
15. Post-retirement work intention d4% 0 27wk QR D3k Dk 4% QEEE DRk Rk [0k 8% .00 25%%x 3% (.86)
16. In-role behavior .06 .04 —-.05 -.07 .07 .04 —15% 04 —.16%* .06 TV R I 11 kS .02 (:87)

Note. N =306. Cronbach’s alphas are reported in parentheses on the diagonal.

* p<.05.*%* p<.01. ¥** p <.001.
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LATER LIFE WORKPLACE INDEX SHORT FORM
Table S3i

Correlations for the Dutch Sample

Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16
1. Organizational climate (.71)
2. Leadership 66%** (90)
3. Work design STHkx o 59%kx (72)
4. Health management AQ¥Ex S5kEkx - 5Q%kx ((78)
5. Individual development S5¥kk 5Qkkk Sokkk S5Ekx (163)
6. Knowledge management SEEEE - p5kEE Sqkxx - SREx - o4%xx ((74)
7. Transition to retirement S8k S kR S7Ekk SREkE AREkx STEEEX (80)
8. Continued employment O4FFE L SOREE ARREE ADREx SPkEx SPREx - G4%xx (62)
9. Health and retirement coverage AOFHE - ARFHEE - S4xER - IFFE O ARFRKE ATERxE STREER O ATxEE (83)
10. Age-inclusive HR practices O0FFF  GOFFE SPHREER gTHEE SQFEkR STEEkk ASkkk Sqkkk AQR*x (86)
11. Positive affect .06 .05 .03 .08 .00 .04 .01 .01 —-.03 .06 (.65)
12. Negative affect —13*  —12%* -.05 -.03 .00 —-.08 —-.06 —-.08 —03  —12%¥ -—20%*%*  (.80)
13. Work engagement J3EEE 34k QR DR DORERR D5FERR [1x 248k Jo¥x 3SRk 43kkx _pQkkk (85)
14. Perceived health 2TFFE L 20%FEk [ o** .09 .10 ASFE I T7HE 3% 2% 2% TR —34%%x 0 36¥*% (87)
15. Post-retirement work intention A7FE ISR 2xxx 0 (7HRE (6% .14%* 15% 4% 28%FR 7R ]6** =03  23%%* 5% (84)
16. In-role behavior .09 .04 -.01 .04 .01 —-.01 —-.08 .04 -.07 A1 20%FEk —D3REkE ABRAkE ] T7H* .05 (.87)

Note. N=1317. Cronbach’s alphas are reported in parentheses on the diagonal.
* p<.05.*%* p<.01. ¥** p <.001.
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LATER LIFE WORKPLACE INDEX SHORT FORM
Table S3;

Correlations for the U.S. Sample

27

Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16
1. Organizational climate (.75)
2. Leadership 66%*F* (192)
3. Work design AR¥Ex - 5Q¥Ekk - (75)
4. Health management 3o¥EE 4THERE - g3FEkE - ((79)
5. Individual development S5¥EkE - g3FEkE - GQFKE 60F** ((78)
6. Knowledge management S4xEx o QTREE - G5kxE - 60***  T3Rxx - (83)
7. Transition to retirement A¥HE SQRkE G RRE GTREE GOREE TR (9])
8. Continued employment S2kxE - STRRE . QTREE - SSExE - G5kxE - p4kxx  JO*x* ([74)
9. Health and retirement coverage 34FxEk - ASkEE - SPwEkx SSEEkx SQFkEk SQF*E O SRFxE O S50**F* (81)
10. Age-inclusive HR practices STHREER QIR SREREE SFEREE G5FkER pqEEkEk G3FkEk 5FkEk SFFEE - (92)
11. Positive affect 23FEE - DSHAE DEFEE pqEkEk DFEkk DDEEEk DD¥EEk D4EEEk [4¥EEk D6¥*Ek ((76)
12. Negative affect -09 —I5%* -10 -06 —.15%* —12*¥  -01 —-.08 —-.06 —09 —24%*%*  (82)
13. Work engagement SOFEE SREEER gqakk 3SRk QR SOkkE gD%EE gqukk JGkkE gREEkER g7RkEk —ppRkk (81)
14. Perceived health AS¥E - pxxx (] 5¥* .09 A3% 0 18¥F* .10 2% d6FE 18¥¥* 3e¥¥* —26%Fx 27 (82)
15. Post-retirement work intention JOFEE L QORE F4uEkR FRkR Fokkk JkkR B4Rk Jkkk [7Rx 0 34%kk D4%kx 06 ATHRER S D0%FF (88)
16. In-role behavior 20%F% D4Rk .04 .01 .10 .09 —-.01 .06 .06 B AV ool oS Ao | kv Rkl .04 (.83)

Note. N =370. Cronbach’s alphas are reported in parentheses on the diagonal.
* p<.05.*%* p<.01. ¥** p <.001.



