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Institute of Employment Studies (IES) overview of report  

 

Planning and Preparing for Later Life (PPLL) is a new, nationally representative 
survey of 2,655 40-75 year olds commissioned by the Department for Work and 
Pensions to provide evidence on how far individuals are able to make well informed 
choices about retirement and whether they will be in a position to enjoy financial 
security when they retire. 

The survey includes findings on: 

▪ income adequacy in retirement. Whilst most people had started saving for 
retirement, nearly one in four (24%) of 40-75 year olds did not have a 
private pension and 16% had not yet started saving for retirement. Those 
that had started saving did not always know if what they had saved would 
give them the income they would need income in retirement. Only 23% of 
people not yet retired said they had a very good idea of the income they 
would need in retirement 

▪ how people had taken advantage of Pensions Freedoms to access their 
Defined Contribution (DC) pensions. Over half (56%) of 60-65 year olds 
with a DC pension had accessed at least one pension. Nearly three in ten 
people (29%) who had accessed a DC pension had not received 
information, advice or guidance from their pension provider, Pension 
Wise or a financial advisor. Most people (67%) chose to take a cash lump 
sum with some doing so to meet short-term income needs including 
covering living costs or paying off debts. Many people (59%) who 
accessed their DC pension before State Pension age (SPas) had no 
other private pension provision, making their decisions about how to 
access their pension particularly important 

▪ people’s knowledge of recent changes to the State Pension. Although not 
everyone correctly identified their SPa only 20% of people below 
SPa thought they would be able to draw their State Pension earlier than 
is the case. People who had used the Check your State Pension website 
were more likely to correctly identify their SPa. However, people for 
whom the State Pension was their only source of income in retirement 
were least likely to have used the site and were among the least 
knowledgeable 

▪ what would make it easier for people to continue working later in life. 
Most people (62%) who had not yet retired expected to continue in paid 
work beyond their ideal retirement age. Key factors for helping them to 
work longer – and fund their retirement - were the ability to work flexibly 
and the potential to work fewer hours as they approach retirement 
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▪ experiences of planning for retirement among the self-employed. The 
self-employed were less likely to have started saving for retirement, less 
likely to have a pension (65%), and to be more reliant on sources of non-
pension income to fund retirement. They expected to retire later than 
employees for financial reasons but also because they wanted to retire 
later, enjoying the flexibility their self-employment afforded and with a 
preference for remaining self-employed. 

This research was carried out by the National Centre for Social Research (NatCen) 
in collaboration with the Institute for Employment Studies (IES) and Pensions Policy 
Institute. IES provided advice and guidance throughout the project. The team 
informed the questionnaire design to ensure it captured relevant aspects of 
employment and reflected workplace practice, and quality assured sections of the 
report related to employment. 
 
Full report at this link:  
 

https://www.gov.uk/government/publications/planning-and-preparing-for-later-

life/planning-and-preparing-for-later-life#executive-summary  
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Planning and Preparing for 
Later Life 
Published 28 June 2022 
Contents 

1. Executive Summary 
2. Acknowledgements 
3. Author details 
4. Glossary 
5. Summary 
6. People’s financial preparedness for retirement 
7. People’s response to Pension Freedoms 
8. The importance of the State Pension 
9. Supporting paid work in later life 
10. Planning for later life among the self-employed 
11. 1.Introduction 
12. 2.Planning for retirement 
13. 3.Expectations for retirement 
14. 3.2. Expectations about retirement age 

https://www.proage.org/
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#executive-summary
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#executive-summary
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#executive-summary
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#acknowledgements
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#author-details
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#glossary
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#summary
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#peoples-financial-preparedness-for-retirement
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#peoples-response-to-pension-freedoms
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#the-importance-of-the-state-pension
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#supporting-paid-work-in-later-life
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#planning-for-later-life-among-the-self-employed
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#introduction
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#planning-for-retirement
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#expectations-for-retirement
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#expectations-about-retirement-age


4 
 

ProAge – Age inclusion at work https://www.proage.org/ 

 

15. 4.Transitioning between work and retirement 
16. 4.1. Introduction 
17. 5.Private pension provision 
18. References 
19. Appendix 1 Additional tables 
20. Appendix 2 Technical 

Print this page 

Planning and Preparing for Later Life 

Findings from the 2020/21 survey 

Publication date June 2022 

DWP research report no. 1008. 

A report of research carried out by National Centre for Social Research (NatCen) 
on behalf of the Department for Work and Pensions. 

Crown copyright 2022. 

You may re-use this information (not including logos) free of charge in any format 
or medium, under the terms of the Open Government Licence 

Or write to: 

Information Policy Team 
The National Archives 
Kew 
London 
TW9 4DU 
Email: <psi@nationalarchives.gov.uk> 

This document/publication is also available on GOV.UK 

If you would like to know more about DWP research, 
email: socialresearch@dwp.gov.uk 

First published June 2022. 

ISBN 978-1-78659-394-8 

Views expressed in this report are not necessarily those of the Department for 
Work and Pensions or any other government department. 

https://www.proage.org/
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#transitioning-between-work-and-retirement
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#introduction-3
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#private-pension-provision
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#references
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#appendix-1-additional-tables
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#appendix-2-technical
http://www.nationalarchives.gov.uk/doc/open-government-licence/
https://www.gov.uk/government/organisations/department-for-work-pensions/about/research#research-and-analysis-publications
mailto:socialresearch@dwp.gov.uk


5 
 

ProAge – Age inclusion at work https://www.proage.org/ 

 

Executive Summary 

The question of whether and how people are planning for retirement is becoming 
ever more important as people live longer and have greater freedom over when 
and how they retire and take their pensions. Planning and Preparing for Later Life 
(PPLL) is a new, nationally representative survey of 2,655 40-75 year olds 
commissioned by the Department for Work and Pensions to provide evidence on 
how far individuals are able to make well informed choices about retirement and 
whether they will be in a position to enjoy financial security when they retire. 

The survey includes findings on: 

• income adequacy in retirement. Whilst most people had started saving for 
retirement, nearly one in four (24%) of 40-75 year olds did not have a 
private pension and 16% had not yet started saving for retirement. Those 
that had started saving did not always know if what they had saved would 
give them the income they would need income in retirement. Only 23% of 
people not yet retired said they had a very good idea of the income they 
would need in retirement 

• how people had taken advantage of Pensions Freedoms to access their 
Defined Contribution (DC) pensions. Over half (56%) of 60-65 year olds 
with a DC pension had accessed at least one pension. Nearly three in ten 
people (29%) who had accessed a DC pension had not received 
information, advice or guidance from their pension provider, Pension Wise 
or a financial advisor. Most people (67%) chose to take a cash lump sum 
with some doing so to meet short-term income needs including covering 
living costs or paying off debts. Many people (59%) who accessed their DC 
pension before State Pension age (SPa) had no other private pension 
provision, making their decisions about how to access their pension 
particularly important 

• people’s knowledge of recent changes to the State Pension. Although not 
everyone correctly identified their SPa, only 20% of people 
below SPa thought they would be able to draw their State Pension earlier 
than is the case. People who had used the Check your State Pension 
website were more likely to correctly identify their SPa. However, people 
for whom the State Pension was their only source of income in retirement 
were least likely to have used the site and were among the least 
knowledgeable 

• what would make it easier for people to continue working later in life. Most 
people (62%) who had not yet retired expected to continue in paid work 
beyond their ideal retirement age. Key factors for helping them to work 
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longer – and fund their retirement - were the ability to work flexibly and the 
potential to work fewer hours as they approach retirement 

• experiences of planning for retirement among the self-employed. The self-
employed were less likely to have started saving for retirement, less likely 
to have a pension (65%), and to be more reliant on sources of non-pension 
income to fund retirement. They expected to retire later than employees for 
financial reasons but also because they wanted to retire later, enjoying the 
flexibility their self-employment afforded and with a preference for 
remaining self-employed 
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Glossary 

Term Definition 

50 Plus Choices This strategy builds on work done as part of the Fuller 
Working Lives initiative. It was developed in partnership with 
employers and provides recommendations around the retention 
and recruitment of older workers aged 50 and over. The strategy 
includes recommendations around encouraging flexible working 
and ensuring that older workers are given access to training, as 
well as encouraging active knowledge transfer between 
generations. Employers are also encouraged to provide 
retirement transition preparation for employees. 

Accumulation The phase during which a consumer saves into a pension pot 
during their working career to build up funds for retirement. 

https://www.proage.org/
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Term Definition 

Annuity A form of insurance policy that consumers can buy with their 
pension pot. This will typically provide the consumer with a 
guaranteed income for life, or for a fixed number of years. 

Automatic 
enrolment 

A legal requirement that every employer must automatically 
enrol its workers into a quantifying pension scheme subject to 
certain criteria. Employers have gradually enrolled all eligible 
workers into qualifying pension schemes between 2012 and 
2018. 

Decumulation Commonly understood, decumulation means the process of 
converting pension savings into a retirement income. This refers 
to the process of using savings to provide income in a specific 
form (for example, converting pension savings into an annuity) 
or where the individual has reached a specific milestone e.g. a 
set retirement age for drawing down their pension. However, 
since the introduction of Pension Freedoms in 2015, 
decumulation can be defined more broadly as the process of 
converting or using pension savings to fund choice in later life. 

Defined Benefit 
(DB) 

A scheme in which the benefits are defined in the scheme rules 
and build up regardless of the contributions paid and investment 
returns. The benefits are most commonly related to members’ 
earnings at the point they leave the scheme or retire, and the 
length of their pensionable service. These are also known as 
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Term Definition 

‘final salary’ or ‘salary-related’ schemes. DB benefits are 
guaranteed or underwritten by the sponsoring employer. 

Defined 
Contribution 
(DC) 

A scheme in which a member’s benefits are determined by the 
value of the pension fund. The value of the fund at any time 
depends on contributions and performance of investments. 

Income 
Drawdown 

Flexi-access income drawdown products involve investing a 
pension pot into a fund or funds which allow the consumer 
flexible access. The consumer can withdraw funds when they 
want and use this as an income. Income drawdown providers 
offer a range of different funds, with different investment 
objectives, risks, and levels of charges. 

Pension 
Freedoms 

In April 2015, the tax rules were changed to give people with DC 
pensions greater flexibility to access their pension savings. 
Individuals aged 55 and over were able to choose how and 
when they accessed their pension savings. These withdrawals 
count as income being taxed at marginal income tax rates rather 
than the previous rate of 55% (though tax-free lump sum 
continues to be available). 
 
To support their decisions, individuals have access to free and 
impartial guidance via the phone or face-to-face, through 
Pension Wise, to help them make the choices that reflect their 
needs in retirement. These include six options - leaving the 
pension pot untouched, purchasing an annuity, getting an 
adjustable income (Flexi Access Drawdown), taking cash in 

https://www.proage.org/
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Term Definition 

chunks (Uncrystallised Funds Pension Lump Sum), cashing in 
the whole pot in one go and mixing any of the above options. 

Pension wake-
up packs 

This is a term used within the pensions industry to refer to the 
retirement options packs pension providers are required to send 
to people 4-6 months before their agreed pension age. Packs 
are aimed at ensuring people receive timely, relevant and 
adequate information about their retirement options to enable 
them to make an informed decision about accessing their 
pension savings. They have been in place since 1987. The 
Financial Conduct Authority introduced new one-page summary 
wake-up packs in November 2019. However, these only apply to 
contract-based i.e. personal pension schemes. 

Pension Wise A free and impartial service set up by the Government in 2015 
offering guidance for people regarding Pension Freedoms 
introduced in the 2014 UK budget. Pension Wise guidance is 
now run by the Money and Pension Service. The service is 
available to people aged 50 years and over with a DC pension to 
help them understand what they can do with their pension 
pot(s). Guidance is delivered via telephone, face to face 
appointments or online. 

State Pension 
Age (SPa) 

The age at which an individual can claim their State Pension. 

https://www.proage.org/
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Term Definition 

State Pension 
Amount 

The amount received from the State Pension. The new State 
Pension (nSP) replaces the basic State Pension (bSP) and 
additional State Pension for men born after 6 April 1951 and 
women born after 6 April 1953. The full rate of the new State 
Pension was £175.20 per week in 2020/21. However, the 
amount an individual receives is based on their own National 
Insurance record. Transitional rules are in place for those who 
reach their State Pension age in the early years of the new State 
Pension. This means that they may receive an amount that is 
more than, less than or equal to the full rate of the new State 
Pension based on their National Insurance record. 

The midlife 
MOT 

A free online support tool to encourage more active planning by 
people in their 40s, 50s and 60s in the key areas of work and 
skills, health and wellbeing and finances. Employers are 
encouraged to promote the midlife MOT tool to their employees 
and to have follow-up conversations. 

Summary 

The question of whether and how people are planning for retirement is one which 
is becoming ever more important. Increasing numbers of people are both 
reaching and living longer beyond State Pension age. Policy changes around 
retirement and pensions such as the abolition of the statutory retirement age in 
2011 and the introduction of Pension Freedoms in 2015 give people greater 
freedom over when and how they retire and take their pension. This in turn puts 
more onus on individuals to take decisions about their retirement. 

https://www.proage.org/
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The Department for Work and Pensions commissioned Planning and Preparing 
for Later Life (PPLL) to provide evidence on how far individuals are able to make 
well informed choices about how and when to retire and whether they will be in a 
position to enjoy financial security when they do. PPLL is a new, nationally 
representative survey of 40-75 year olds in Great Britain. The survey had four 
main objectives: 

• to provide evidence to support policy development around income 
adequacy in retirement 

• to gather evidence to inform the 50 Plus: Choices strategy (previously Fuller 
Working Lives) specifically its focus on measures that allow and encourage 
people to stay in work for longer 

• to understand the impact of the new pensions’ flexibilities on attitudes and 
behaviours around pension saving and planning for later life 

• to develop the evidence base around the self-employed and planning for 
later life. 

Data was collected from 2,655 individuals aged 40-75 interviewed via telephone 
between November 2020 and February 2021. 

Fieldwork took place against the backdrop of the COVID-19 pandemic. The 
survey was not designed to explore whether and how COVID-19 may have 
affected people’s plans for retirement. However, it is possible that the pandemic 
may have had an impact on people’s current circumstances and expectations for 
the future and that some findings may have been different had the survey been 
conducted 12 months earlier. 

People’s financial preparedness for 
retirement 

Most people had made at least some provision for ensuring they have an income 
in retirement. Sixty-three percent had started saving for retirement by their 30s 
whilst 55% of those not yet retired were currently saving into a pension. Around 
three in four (76%) of 40-75 year olds had a private pension. 

Those currently on low incomes and/or not in employment are likely to be 
particularly financially vulnerable in retirement and may require further support. 
Only 48% of those not yet retired and on incomes less than £10,500 (many of 
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whom would not meet the threshold for automatic enrolment) and 51% of those 
not in paid work had a private pension. Not being able to afford to make 
contributions was the most common reason given for not having a pension (cited 
by 53% of people without a pension). Those without a private pension were also 
less likely to have access to other sources of income to fund their retirement, 
such as savings or property and were particularly likely to be dependent on the 
State Pension. 

People who had started saving for retirement had not necessarily thought in 
detail about how much income they will need in retirement or whether their 
current level of saving is sufficient to achieve that. Only 23% of people who had 
not yet retired said they had a very good idea of the income they would need in 
retirement whilst 16% could not say how much income they expected to receive 
in retirement. One in four people saving into a workplace pension did not know 
the rate of their contributions whilst one in five people with a Defined Contribution 
(DC) pension in accumulation did not know the size of any of their pension pots. 

Nearly half (45%) of all private pension holders expected less than half of their 
income in retirement to come from their private pension(s), also relying on the 
State Pension and other sources of non-pension income such as savings or 
property. However, non-retirees may be placing too much expectation on sources 
of non-pension income. As many as 64% of non-retirees expected to use savings 
and investment in retirement compared with 53% of people who had fully retired 
who had used these sources. Similarly, 26% of non-retirees expected to use 
equity release and 22% expected to have income from an inheritance. The 
corresponding figures among fully retired respondents who had used these 
sources were 6% and 15%. 

People’s response to Pension Freedoms 

Following the introduction of Pensions Freedom legislation in 2015, people can 
now access their DC pensions at the age of 55 and have a range of options 
available to them regarding how to access their pension. 

The majority of pension holders will be affected by Pension Freedoms in the 
future. Seventy-two percent of pension holders had a DC pension and 54% had 
only DC pensions with no Defined Benefit provision. These DC pension holders 
will include people auto-enrolled in workplace pensions who may not have 
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previous experience of saving or investment and so who may particularly benefit 
from support in navigating the choices available to them. 

Many people had taken advantage of Pension Freedoms to access their pension 
before they reach State Pension age (SPa). Fifty-seven percent of 60-65 year 
olds with a DC pension had accessed at least one pension. The median age at 
which DC pension pots were accessed was 60. Twenty-three percent of those 
55+ who had accessed a DC pension were still doing some paid work. 

Many people (59%) who chose to access their DC pension before their SPa did 
not have other private pension provision available. Most of these people (71%) 
were no longer in employment and so no longer had access to income from 
earnings. Depending on the choices these people make regarding their DC 
pension this potentially puts these people at risk of depleting their pension pot 
before the end of their retirement. 

Most people who accessed a DC pension received information, advice or 
guidance from a financial advisor, their pension provider or Pension Wise before 
doing so (71%). Around one in eight (13%) had received no information, advice 
or guidance at all. A further one in six (16%) had received it but not from their 
pension provider or Pension Wise or a financial advisor. Where people had used 
these sources, they were generally positive about them; 76% of Pension Wise 
users said they were very or quite satisfied with the service. 

When accessing their DC pension many people (67%) chose to take a cash lump 
sum. For some, this money was used to cover living costs (38% of pensions) or 
pay off debt (31%). People on low incomes, who were also less likely to have 
access to other sources of non-pension wealth in retirement, were particularly 
likely to have accessed their DC pension. However, using private pensions to 
meet short-term income needs may mean that people have reduced income later 
in life and are dependent on income from other sources, particularly the State 
Pension. 

Nearly everyone (92%) who had taken a lump sum since 2015 said they were 
happy with this decision, including 66% who were very satisfied. However, 
whether this will change over time, as people experience the consequences of 
having cashed in some or all of their pension, will need to be reviewed. 

The importance of the State Pension 
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Most people who have not yet retired (89%) expected to make use of the State 
Pension as a source of income in retirement. Only six percent of all 40-75 year 
olds expected the State Pension to be their only source of income in retirement. 
However, this figure rises to 24% of those without a private pension. 

Two in five of those who had not yet retired (40%) expected to retire by the age of 
65, which is below the current SPa. Expectations of “early” retirement were more 
common among higher earners who in turn are less likely to be depending on the 
State Pension to fund their retirement. However, 36% of people earning less than 
£10,500 expected to retire by the age of 65, potentially leaving this group – who 
were among the least likely to have a pension or other sources of income in 
retirement- without valuable income upon retirement. 

Although not everyone was aware of recent changes in the SPa and how this 
might affect them, a majority (56%) correctly identified their SPa. Only 20% of 
people below SPa thought they would be able to draw their State Pension earlier 
than they will. Those who did underestimate their SPa did so by an average of 3 
years. 

People who had used the Check Your State Pension website to check 
their SPa or State Pension amount were more likely to give a correct answer. 
However, only around half of those below SPa (51%) reported that they had 
checked their retirement age whilst two in five (40%) had checked the amount of 
State Pension they would receive. People for whom the State Pension was the 
only source of income in retirement, and therefore for whom an awareness of 
what they would receive and when could be considered most important, were 
least likely to have checked details of their state pension and were among the 
least knowledgeable. 

Supporting paid work in later life 

Most people (62%) who had not yet retired expected to continue in paid work 
beyond their ideal retirement age with only one in four (26%) saying they 
expected to retire at their ideal age. More positively, only four percent of those 
not yet retired expected to retire before their ideal age. This compares with 31% 
of those already retired who had stopped work before their ideal age. 

When asked what would help them keep working longer, key factors were the 
ability to work flexibly (mentioned by 44%) and the potential to work fewer hours 
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as they approach retirement (52%). However, delivering on flexible working and 
reduced hours presents challenges for employers and policy makers. The 
evidence showed that access to flexible working hours varied significantly by 
income and occupation. Whilst many people wanted to reduce their hours as they 
approached retirement (54%), people who had already fully retired were less 
likely to say they had actually done this (34%). 

Certain groups, including those with caring responsibilities or health concerns, 
may require additional support to continue working longer. These two groups 
were among the most likely to have requested a change in their working 
arrangements from their employer in the past five years (with 26% of carers and 
35% of those rating their health less than good having done so). “Workplace 
adjustments for a health condition or disability”, rather than flexible working or 
reduced hours, was the most commonly cited factor among people in bad health 
when asked what would help them keep working longer. 

Ensuring that workers continue to have access to training as they get older is 
also important. Although less likely to want training than their younger 
counterparts, there is still an active demand for workplace training among older 
workers; 36% of 55-59 year olds and 26% of 60-65 year olds in paid work would 
like more training. 

There is still more work to do to ensure that older workers feel treated equally; 
although only three percent said they had actively experienced discrimination at 
work as a result of their age, 22% of those not yet retired mentioned a change in 
workplace attitudes towards older workers as something which would help them 
to keep working longer. 

There is scope to improve the guidance offered to people planning their transition 
from work to retirement, including through further promotion of the midlife MOT to 
all eligible groups. The Midlife MOT is a free online support tool to encourage 
more active planning by people in their 40s, 50s and 60s in the key areas of work 
and skills, health and wellbeing and finances. Only six percent of people who had 
not yet retired had heard of the midlife MOT (which came into being in February 
2019) but, once the tool was explained to them, 47% of those who had not 
previously heard of it said they would make use of the tool. 
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Planning for later life among the self-
employed 

Increasing numbers of people are becoming self-employed with many opting to 
move into self-employment later in life. Around one in ten (11%) of 40-75 year 
olds were currently self-employed in some capacity and as many as 29% had 
experienced a period of self-employment at some point in their career. The 
proportion of workers currently in self-employment increased with age, with 23% 
of those 60-65 in paid work and 34% of those 66 and over in self-employment. 

Working conditions and job flexibility were important considerations in being self-
employed. The main reasons given for being in self-employment were because it 
was the nature of the job (45%) or as a way of earning more income (42%). 
However, 39% mentioned better working conditions or job satisfaction and 23% 
mentioned being able to fit work round caring responsibilities. Most self-employed 
(85%) said they would prefer to remain in self-employment rather than becoming 
an employee. 

The self-employed were more likely than employees to expect to keep working 
longer with 72% of those not yet retired expecting to work after the age of 65 
(compared with 57% of employees). This is likely to be driven at least in part by 
the need to fund retirement in the absence of pension provision. However, it is 
also likely to reflect greater enjoyment of/commitment to work among the self-
employed. The self-employed also had a higher ideal retirement age than 
employees. 

Saving for retirement presents a challenge for self-employed people who have 
access to fewer options for retirement saving and, because of greater potential 
fluctuations in income, are less likely to save regularly. A higher proportion of 
self-employed said they had not yet started saving for retirement compared with 
employees (22% vs 7%). Those that had started saving tended to have done so 
later. The self-employed were less likely than employees to have a private 
pension (65% vs 89%). Self-employed pension holders were most likely to hold a 
personal pension (61%) though 58% had a workplace pension, presumably from 
previous employment. 

The most common reason self-employed people gave for not having a pension 
(mentioned by 44%) was that they would fund their retirement from other 
sources. The self-employed were more likely than other groups to say that they 
would fund their retirement from non-pension wealth, including 80% who 
mentioned savings or investments and 51% who mentioned support from family 
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or friends. Only three percent of the self-employed expected to be reliant solely 
on the State Pension. 

1. Introduction 

This report presents new evidence on whether and how people aged 40 to 75 are 
planning and preparing for retirement. The findings are based on analysis of a 
representative survey of 2,655 40 to 75 year olds in Great Britain conducted 
between November 2020 and February 2021. 

1.1. Aims of the research 

The Planning and Preparing for Later Life Survey (PPLL) was commissioned 
by DWP to provide information on people’s attitudes and behaviours around 
planning for retirement. It shares some content with the previous Attitudes to 
Pensions series (Clery et al., 2010; McLeod et al, 2012) but is more wide ranging. 
It covers behaviour as well as attitudes and, crucially, looks at the experience of 
work in later life and the transition into retirement as well as financial planning 
and pensions. Saving for retirement and employment decisions are inextricably 
linked and it is important to be able to consider the two together. 

The survey had the following objectives: 

• to provide evidence to support policy development around income 
adequacy in retirement 

• to gather evidence to inform the 50 Plus: Choices agenda (previously Fuller 
Working Lives), specifically its focus on measures that allow and 
encourage people to stay in work for longer 

• to understand the impact of pension flexibilities on attitudes and behaviours 
around pension saving and planning for later life 

• to develop the evidence base around the self-employed and planning for 
later life. 
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1.2. Policy context 

The question of whether and how people are planning for retirement is one which 
is becoming increasingly important. First, increasing numbers of people are 
reaching and living beyond State Pension age (SPa). The population is ageing; 
the proportion of people estimated to be 65 and over is forecasted to rise from 
18% in 2018 to 24% by 2037 (ONS, 2018). Average life expectancy beyond the 
age of 65 is expected to reach 23 years for women and 21 years for men by 2030 
(ONS, 2019a). Second, policy changes around retirement and pensions such as 
the abolition of the statutory retirement age in 2011 and the introduction of 
Pension Freedoms in 2015 give people greater freedom over when and how they 
take their pension. This in turn puts more onus on individuals to take decisions 
about their retirement. The findings presented in this report contribute to the 
evidence base around how far individuals are able to make well informed choices 
about how and when to retire and will be in a position to enjoy financial security 
when they do. 

1.2.1. The changing nature of work 

People’s planning for and experiences of retirement will be closely tied up with 
their experience of employment and the opportunities afforded them to either 
continue in or transition out of paid work. Paid work represents the main way in 
which most people will accrue resources for retirement and helps to ensure 
financial security for pensioners. Increasingly, the intrinsic benefits of paid work 
and the health and wellbeing advantages associated with remaining in fulfilling 
paid work in older age, both for individuals and their employers, are also 
recognised (OECD, 2020). 

The number of employees aged 65 and over in the UK has been increasing. 
There were 1.26 million people aged 65 and over in work in the period April-June 
2020 (DWP, 2020a). However, labour market participation drops off sharply after 
the age of 50: the employment rate falls from 83% for 50-54 year olds to 56% for 
60-64 year olds and just nine percent for 70-74 year olds. 

The nature of work is also changing. Over the last 20 years, increasing numbers 
of people have become self-employed, reaching a high of 5,025 million self-
employed in the last quarter of 2019 (ONS, 2021a). The COVID-19 pandemic, 
which began in 2020, has led to a drop in the number of self-employed, with 4.36 
million self-employed in the period Jan-March 2021 compared with 4.97 million in 
the same period in 2020. However, the growth in self-employment in the past ten 
years or so has been greatest amongst older workers, such that in 2020 10% of 
the self-employed were over 65 (DWP, 2020a). The experience of the self-
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employed with regard to work and, in the absence of workplace pensions, saving 
for retirement is likely to be very different from that of employees. 

Labour market transitions are also becoming more complex, especially following 
the end of the statutory retirement age in 2011. People may transition into or out 
of retirement or have a period of semi-retirement prior to fully retiring from work 
(Platts et al, 2019). Increased flexibility can bring significant benefits to both 
individuals and the businesses that employ them by enabling people to continue 
working for longer. However, flexibility also represents a risk if it leads people to 
cut back on work too early without considering the financial implications for their 
retirement. It is important that both policymakers and employers understand the 
needs and preferences of older workers so that they can ensure they are 
supported in making a successful transition from work to retirement. This is likely 
to be especially true in light of the COVID-19 pandemic. Older workers have 
found their employment situation affected by COVID-19 with 17% percent of 
eligible workers aged 65 and over furloughed on 31 March 2021 (HMRC, 2021). 
Only employees under 25 had a higher take-up rate for the Coronavirus Job 
Retention Scheme. Older workers, especially those with health concerns may 
find it particularly difficult to re-enter the labour market and may find themselves 
retiring earlier than they would have liked. Other people may find themselves 
having to postpone retirement in order to make up for lost income as a result of 
the pandemic (Crawford, R, and Harjalainen, H., 2020). 

A number of policy initiatives have been introduced to encourage employers to 
better support workers as they transition to retirement. The government’s 50 
Plus: Choices scheme builds on work done as part of the Fuller Working Lives 
initiative which was developed in partnership with employers and provided 
recommendations around the retention and recruitment of older workers aged 50 
and over (DWP, 2017). These included recommendations around encouraging 
flexible working and ensuring that older workers were given access to training, as 
well as encouraging active knowledge transfer between generations. Employers 
were also encouraged to provide retirement transition preparation for employees. 

Launched in February 2019, the midlife MOT is a free online support tool to 
encourage more active planning by people in their 40s, 50s and 60s in the key 
areas of work and skills, health and wellbeing and finances. Employers are 
encouraged to promote the midlife MOT tool to their employees and to have 
follow-up conversations. This study (hereafter referred to as PPLL) will contribute 
to the evidence on how best to support workers in the run up to retirement. It will 
explore experiences of work among 40-75 year olds and how these vary by age, 
what it is people want out of work as they approach retirement and what, if 
anything, may encourage or enable people to keep working for longer or return to 
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the workforce later in life. It will also pay particular attention to the experiences of 
the self-employed and how they may best be supported to plan for retirement. 

1.2.2. Pension reform 

Both the State Pension and the private pension sector have undergone 
significant reform in recent years. There has been an incremental increase in 
the SPa, with the retirement age for women in line with that of men from 2018, 
and the SPa for both men and women set to increase to 67 by 2028. In 2016 the 
new State Pension was launched. This pension is flat rate and single tier, based 
on an individual’s National Insurance record. The two tier system comprising a 
basic State Pension and then a second State Pension related to earnings has 
been phased out. PPLL will help to provide evidence on the extent to which 
people are aware of these changes in the State Pension and how they will affect 
them in retirement. 

Employers are now required to automatically enrol eligible employees in a 
suitable workplace pension and make a minimum level of contributions. The 
introduction of automatic enrolment has increased the proportion of people 
saving into a workplace pension; since 2012, over 10 million people have been 
enrolled into pension saving (DWP, 2020b). However, despite an increase in 
minimum contribution levels introduced in 2019, there remain concerns over 
whether this level of contributions (8%) will be sufficient to enable people to 
maintain their standard of living in retirement (PPI, 2020). Younger cohorts are 
likely to be especially reliant on their Defined Contribution (DC) pension 
contributions to fund retirement as they are less likely to have accumulated other 
sources of wealth, for example through housing, than older cohorts. Research 
by IFS (IFS, 2016) found that individuals who were born in the early 1980s had 
accumulated approximately only half of the average wealth holdings of the 1970s 
cohort at the same age. PPLL examines people’s expectations around the level 
and sources of income they will have available in retirement. 

Perhaps the biggest change to the private pensions market is the introduction of 
Pension Freedoms in 2015. These give people with DC pensions the freedom to 
make withdrawals from their DC pensions from age 55 without the need to take 
out an annuity or incur a heavy tax penalty. Automatic enrolment has led to 
increased numbers of people being newly enrolled in DC pensions. More 
generally the private pensions market has shifted in favour of DC over Defined 
Benefit (DB) pensions, the latter now considered unaffordable and less suited to 
labour market conditions which make it less likely that individuals will remain in 
the same job throughout their career. In 2020 there were around 14.6 million 
active members in DC schemes compared to around 6.7 million active members 
in DB schemes across the private and public sectors (PPI, 2020). In 2020 active 
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members of private sector DB schemes had declined to 1.0 million (Pension 
Protection Fund, 2020). This shift towards DC pensions means that many more 
people, including people auto-enrolled in pensions who may not have previous 
experience of saving or investment, are faced with decisions on how to optimise 
their pension choices under the new freedoms. 

There are concerns that the new freedoms may have led people to view their 
pension in terms of short term consumption opportunities rather than a source of 
long term income in retirement (The People’s Pension, 2021). Large numbers of 
people are choosing to take either partial or full cash lump sums from their 
pensions; in 2019/20 56% of DC pensions accessed for the first time involved full 
cash withdrawal (FCA, 2020). Depending on how those lump sums are used, and 
how people choose to utilise the remainder of their pension pot, there is a risk 
that they will leave themselves unprovided for later in their 
retirement. PPLL provides an opportunity to explore who is accessing their DC 
pension, and how and when they do this, alongside what other provision for 
retirement, if any, they may have in place. 

Alongside the introduction of Pension Freedoms, the government launched 
several new sources of information, advice and guidance to help people navigate 
these freedoms including Pension Wise. However, evidence from the Financial 
Conduct Authority’s Financial Lives 2020 survey casts doubt on the extent to 
which people are seeking out information to inform their choices or actively 
engaging with their DC pension. The survey found that 58% of those aged 45+ 
who were yet to retire have put little or no thought into how they will manage 
financially in retirement whilst 37% of those aged 45+ with a DC pension in 
accumulation did not understand the different options they can choose from when 
taking money from their pension. Over half (55%) of people with an active DC 
pension had low or very low levels of engagement with their pension whilst many 
were taking the decision to access their pension without advice (FCA, 
2021). PPLL will look at the take-up and response to different information 
resources aimed at DC pension holders as well as potential barriers to pensions 
engagement, such as people finding it difficult to keep track of pensions or lack of 
trust in pensions. 

1.2.3. The impact of COVID-19 

PPLL was commissioned before the start of the COVID-19 pandemic in early 
2020. The survey was not designed to explore whether and how COVID-19 may 
have affected people’s plans for retirement. However, fieldwork took place 
between November 2020 and February 2021 against the backdrop of the 
pandemic. Respondents were asked two very general questions about whether 
COVID-19 had impacted on their employment situation and their plans for 

https://www.proage.org/
https://www.pensionwise.gov.uk/en/pension-type-tool


23 
 

ProAge – Age inclusion at work https://www.proage.org/ 

 

retirement. Only a small proportion of people replied that this had been the case 
(See Chapter 2 for more details). However, it is possible that the pandemic may 
have had other unreported impacts on people’s current circumstances and 
expectations for the future and that some findings may have been different had 
the survey been conducted outside of the pandemic. 

1.3. Methodology 

More details of the survey methodology are given in Appendix 2 of this report and 
the separate technical report (REF). The main features of the survey are 
summarised here. 

PPLL was originally commissioned and designed as a face to face survey. 
However, limitations on fieldwork as a result of the COVID-19 pandemic meant 
that fieldwork had to be conducted by telephone. 

1.3.1. Sample 

The sample for PPLL was drawn from respondents to the Family Resources 
Survey (FRS) 2017/18 who had agreed to be re-contacted for further research. 
The sample of named respondents, one per household, was designed to be 
representative of the population of 40 to 75 year olds in Great Britain. In 
households where there were multiple eligible individuals, a respondent was 
selected at random. As the self-employed were identified as being of particular 
analytic interest, those who identified as self-employed at FRS 2017/18 were 
assigned a boosted probability of selection to help ensure that there were 
sufficient numbers interviewed for the analysis. 

A starting sample of 4,744 individuals was drawn, 159 of which were allocated to 
the pilot stage of the project. Once it became necessary to switch fieldwork to 
telephone mode, a top up sample comprising an additional 4,568 individuals was 
drawn to compensate for the lower expected response rate from telephone 
compared with face to face interviewing. This effectively meant that one individual 
from all FRS 2017/18 responding households in Great Britain with a 40-75 year 
old happy to be re-contacted was selected for PPLL. The only exception was a 
small sub-set of households that had already been invited to participate in a 
different research project. The final sample issued for the main survey was 9,153 
individuals. 
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1.3.2. Questionnaire development 

The questionnaire was developed in close collaboration with DWP to ensure that 
it met their requirements. Questions underwent both cognitive testing and piloting 
to ensure that they were fit for purpose. Two rounds of cognitive testing took 
place in early 2020; interviews were conducted with a small number of 
respondents to gain feedback on whether the key concepts and terminology used 
in the survey were being understood as intended. The full questionnaire was then 
piloted in September 2020 to test the survey procedures, routing and timings and 
check how the survey would work when carried out over the telephone. 
Invitations to take part in a telephone interview were sent to 159 sample 
members and productive interviews were achieved with 20 people. Following the 
pilot, which had an average interview length of nearly 1.5 hours and struggled to 
recruit respondents, the content of the questionnaire was reduced in consultation 
with DWP. 

1.3.3. Fieldwork 

All sample members were sent an advance letter ahead of fieldwork inviting them 
to take part in the survey and advising that an interviewer would call them in the 
next few weeks. Sample members for whom a telephone number was not 
available (11% of the total sample) were invited to contact a Freephone number 
and provide a number on which an interviewer could call them. 

Interviews were conducted using Computer Assisted Telephone Interviewing 
(CATI) between 14th November 2020 and 7th February 2021. The average 
interview length was 48 minutes. A £5 Love2Shop voucher was sent to the 
respondent on completion of the interview as a thank you. 

2,655 responses were achieved, a response rate of 29%. 

1.3.4. Weighting 

The survey has been weighted to ensure that findings can be generalised to the 
population of 40-75 year olds in Great Britain. The weights take account of 
differences in the probability of being selected to take part in the original 
survey, FRS 2017/18, as well as the probability of subsequently being selected to 
take part in PPLL. The sample of individuals invited to take part in PPLL was 
calibrated to be representative of the target population in terms of sex and age 
using ONS mid-year population estimates. A further stage of weighting then 
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corrected for the fact that certain groups within the PPLL sample were more likely 
to respond to the survey request than others. The non-response weights 
accounted for differences in a range of characteristics including age, sex, region, 
employment status, ethnicity, housing tenure, household composition, highest 
educational qualification, council tax band, the National Statistics Socio-
Economic Classification (NS-SEC) and population density quintile (see REF TO 
TECH REPORT for more details). The final weighted data were then checked 
against ONS mid-year population estimates and Labour Force Survey estimates 
to ensure that they closely resembled the target population in terms of sex and 
age and, for under 65s, employment and education. It is not possible to calibrate 
the PPLL final sample of respondents to the underlying population on all 
characteristics; there may be some groups, for example recent immigrants to the 
country or people less likely to engage with surveys, who are underrepresented. 
Nevertheless, the weighting strategy employed allows findings to be generalised 
to the population with reasonable confidence. 

1.3.5. Sub-groups used in analysis 

Throughout the report, findings are broken down by certain characteristics 
including age, gender and employment status. More details on how some of 
these sub-groups are defined are given below. Table A1.1 in Appendix 1 of this 
report shows the composition of the final weighted sample in terms of key 
demographics including age, gender, employment status, retirement status, 
income and financial literacy. 

Retirement status 

Findings are broken down by whether the respondent is fully retired, semi-retired 
or not yet retired. People under 50 were assumed to not yet be retired unless 
they reported their only activity in the last month as “retired”. People aged 50 and 
over were given the option to self-classify as either not yet retired, semi-retired or 
fully retired. Full retirement was defined as “not intending to do any further paid 
work”. Semi-retirement could involve currently doing some paid work or “not 
currently working but may do some paid work in the future”. 

Financial literacy 

Financial Literacy was measured using a shortened version of the financial 
literacy index originally employed in the Healthy Ageing in Scotland (HAGIS) 
study. The original 13-item scale was reduced to six items which have been used 
to measure financial literacy on other surveys including the British Election Study. 

Each respondent was given a score from 0-6 depending on how many items they 
answered correctly. Depending on their score they were then categorised into 
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three roughly equal-sized groups defined as high (score 5-6), medium (3-4) or 
low (0-2) financial literacy. 

Household composition 

Household composition was determined on the basis of partnership status ( that 
is whether the respondent was currently living with anyone as a couple) and the 
presence of financial dependents. Finacial dependents were any family members 
(not just children) who were either fully or partially financially dependent on them. 
The following four groups have been compared: 

• single – no dependents 

• single – dependents 

• couple – no dependents 

• couple – dependents 

Occupation 

Comparisons on the basis of occupation have been made using the Standard 
Occupational Classification 2010 (SOC 2010). Respondents have been classified 
according to which one of nine major groups their occupation falls into. 

Semi-retired respondents in paid work were asked both about their current job 
and, if different, the job they were doing immediately prior to becoming semi-
retired. For the purposes of analysing people’s expected retirement age (Chapter 
3) or satisfaction with work and the transition to retirement (Chapter 4) occupation 
based on their current job is used. For the purposes of analysing people’s 
pension provision (Chapter 5) occupation based on job pre-retirement is used on 
the basis that this is likely to be the bigger influence on pension provision. 

Income 

The survey collected information on both the respondent’s personal income and 
the total income of their household. In both cases, gross income from any 
sources (not just earnings from employment) was measured. Both personal and 
household income may be important determinants of individual’s retirement 
planning with, for example someone who has a low personal income but shares a 
household with a higher earner (something which has traditionally applied to 
many women) potentially being in a different financial position to someone on a 
low income who is the sole earner in a household. Given that the survey focuses 
on individual decision making, the analysis is conducted using the measure of 
respondent’s personal income unless otherwise stated. Wider household wealth 
is taken into account in some analyses which explore the association with 
savings and tenure. 
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Employment status 

There are two aspects to the employment status variable used for analysis; 
whether the respondent is in paid work and – if so – whether this is as an 
employee or self-employed. Anyone who reported having done any paid work in 
the past month was counted as being in paid work. Anyone not in paid work and 
under 50 was automatically considered to be not working whilst those 50+ were 
given the opportunity to report if they considered themselves fully retired or not. 
The respondent’s status as an employee or self-employed was determined by 
their status in what they consider to be their main job. A small number of 
employees may be employees in their main job whilst doing some other work as 
self-employed (or vice versa). 

1.4. This report 

1.4.1. Report outline 

The report is divided into four chapters covering four aspects of retirement 
planning: 

• knowledge and engagement around retirement planning: What sources of 
information do people use to help them plan for retirement? How well-
informed are people about state pension arrangements? How engaged are 
people with their private pension arrangements? 

• people’s expectations for retirement: When do they expect/want to retire? 
How much income do they want/expect to have? How do they expect to 
fund their retirement? 

• transitioning from work to retirement: How satisfied are older workers with 
their employment circumstances? Would people like to change their 
working arrangements as they approach retirement? What would 
encourage people to keep working longer? 

• pension provision: Who has a private pension? What type of pension 
arrangements do people have in place? How do people 55 and over make 
decisions around accessing their pensions? 

1.4.2. Caveats to the analysis 

This report is intended to document some key findings from the PPLL survey; it is 
not an exhaustive sourcebook of all of the survey’s findings. It covers most 
findings from the survey at a descriptive level, highlighting differences between 
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key sub-groups where appropriate. In particular, the report considers how 
people’s experiences of and requirements around preparing for retirement may 
vary by characteristics including age, gender, retirement status, employment 
status and household composition. The role played by resources – both financial 
and information/ knowledge – is also considered. Many of these factors will of 
course be interrelated. The analysis presented in this report is cross-sectional 
and bivariate only, that is it looks at the relationship between two variables, for 
example financial literacy and whether someone has a pension, without being 
able to determine whether one variable necessarily causes another (rather than, 
for example, both variables being the result of a third variable such as income). 
Tables A1.2 – A1.6 in Appendix 1 demonstrate how closely age, retirement 
status, employment status, income and financial literacy are related. For 
example, the proportion of people currently on low incomes (<£10,500 per year) 
is higher among those not in paid work, that is either not working or fully retired. 
This relationship between employment and income helps to explain the higher 
concentration of people on high incomes among those under 55. Financial 
literacy is higher among people with higher incomes as well as among men 
compared with women. 

Where questions were routed based on responses to previous questions, and so 
were asked of only a relatively small number of respondents, even bivariate sub-
group analysis may not always have been possible. 

Retirement planning is closely related to age. PPLL findings, which apply only to 
those aged 40-75, may therefore look somewhat different to those from other 
sources which cover the whole adult population. 

The information on pensions reported in this survey is based on individuals’ self-
reports of the pensions they hold. It should be borne in mind that people may not 
know or recall every detail of their pensions and PPLL is not intended to provide 
complete or precise estimates of people’s pension holdings. Figures presented 
here, for example regarding the number of pensions people hold or their pension 
pot size, may differ from data available from other sources such as pension 
providers. Nevertheless, despite some possible inaccuracies in recall, 
the PPLL pensions data provide a valuable opportunity to evaluate how much 
people know/can report regarding their pensions and to explore how people’s 
pension saving may be related to a wide range of other factors including their 
personal, family and employment situation. 

1.4.3. Reporting conventions 

Where the report discusses differences between groups defined by a particular 
characteristic (such as age or sex) on a particular measure, the differences can 
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be assumed to be statistically significant at the 5% level unless otherwise stated. 
Some findings which are significant only at the 10% level due to small base sizes, 
have been reported. Where this is the case, it has been noted in a footnote. 

The statistical tests used only allow us to identify whether the relationship 
between two variables is significant overall. Multiple tests of significance between 
different categories of a variable were not performed. For example, a passage 
which reports that saving increased with age may illustrate this by saying x% of 
40-49 year olds had savings compared with y% of those 65+. The overall 
relationship between age and savings will have been tested for statistical 
significance but the specific difference between x% and y% will not have been 
tested separately. 

Numbers quoted in the text or displayed in figures which combine two or more 
answer categories are calculated based on unrounded numbers and so may 
differ slightly from the rounded numbers shown in the accompanying tables. Don’t 
know and refusal responses are excluded from table bases unless otherwise 
stated. This may mean that the bases shown in tables for sub-groups will not 
always sum to the base shown in the total column. For the same reason, tables 
with the same base description, for example “All respondents” may include 
different numbers of respondents. 

Percentages less than 0.5% are shown in tables with a *. ‘0‘ indicates that no one 
selected that response option. Numbers shown in [ ] were calculated on a base 
size of less than 50. 

2. Planning for retirement 

2.1. Introduction 

This chapter looks at the extent to which people actively engage in planning and 
preparing for their retirement. It explores the sources of information, advice or 
guidance, if any, they have used to plan for their retirement, the age at which 
people start planning for their retirement and the factors they consider when 
doing so. 
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Recognising the importance of retirement planning, the government has 
introduced a number of initiatives to help people become better informed. This 
chapter explores the take up and response to several of these including Pension 
Wise and midlife MOTs. It also considers possible barriers to engagement where 
further action may be needed. These barriers include a lack of knowledge and 
awareness of recent changes in the State Pension, lack of trust in pensions and 
pension providers and people finding it difficult to keep track of their private 
pensions. 

Finally, this chapter looks briefly at what impact the COVID-19 pandemic which 
began in 2020 has had on people’s retirement planning and which groups have 
been most affected by the pandemic. 

2.2. Information sources used for retirement planning 

All respondents, regardless of whether they had already retired or not, were 
asked which, if any, sources of information, advice or guidance they had ever 
used to plan for retirement. This might have been sources that a respondent 
actively sought out or information that was provided to them, for example by a 
pension provider. 

However, the fact that the question was framed in terms of “use” implies some 
degree of active engagement with, rather than just receipt of, these information 
sources. “Planning for retirement” is likely to cover, but may not necessarily be 
limited to, financial considerations (see also Section 2.5). Some tools such as the 
midlife MOT (see Section 2.2.2) or employer-provided information (see Section 
2.2.3) explicitly aim to take a holistic approach to retirement planning and look 
beyond just the financial aspects of retirement. 

Just under three-quarters of all respondents (74%) had used at least one of the 
sources listed (see Table A2.1 in the appendix). However, this means around a 
quarter (26%) had never consulted any of these sources. People who had retired 
were more likely than those who had not yet retired to have used at least one 
source of information, advice or guidance to plan for retirement. The self-
employed and those not in work were less likely to report having used any 
sources compared with employees. This may reflect differences in income, and 
therefore preparedness to start planning for retirement, among the self-employed 
(see Table A1.5) as well as the fact that employers were a commonly used 
source (see Figure 2.1). Consistent with the fact that pension providers were 
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another common source of information, people without a private pension (which 
includes a higher proportion of the self-employed and those not in work) were 
also less likely than those with a private pension to report having used any 
sources of information, advice or guidance. Among those without a pension, 
those that had made use of a source were most likely to have used a government 
website (24%) or friends/relatives (16%). 

People with low financial literacy, who may be less engaged with the financial 
aspects of planning for retirement, were also less likely to have used any of the 
sources listed compared with people with high financial literacy; 57% compared 
with 83% (See Section 1.3.5 for details of how financial literacy was measured). 

Figure 2.1 shows that the most common source of information, advice or 
guidance used was Government websites such the DWP website, Check Your 
State Pension or another Gov.UK website (38%). The proportion of people using 
government websites for information on retirement may be even higher than this; 
51% of all people below State Pension age (SPa) reported using a government 
website to check their SPa when asked directly about this for example (see 
Section 2.6.1). Over a third of people (37%) had used their pension provider as a 
source of information, including 45% of people with a private pension. There was 
no difference in the proportion of Defined Contribution (DC) versus Defined 
Benefit (DB) pension holders using information from their pension provider 
(Chapter 5 looks in more detail in the sources of information,advice or guidance 
people used prior to accessing their DC pension). Around a third of people had 
used their employer as a source of information, including 44% of current 
employees. 

Nearly a quarter of people (24%) had received information from family and 
friends. However, it was rare for this to be the only source of information people 
used, with only three percent of people receiving information from family and 
friends but not using any other information source. People generally used 
multiple sources of information, advice or guidance, with 27% of those who had 
made use of any information source using two sources and 44% using at least 
three sources. People who used only one source were most likely to have used a 
government website (24%) or their employer (22%). 

Around three-quarters of 40-75 year olds had used at least one source of 
information, advice or guidance to plan for retirement. The most common source 
used when planning for retirement was Government websites such the DWP 
website, Check Your State Pension or another Gov.UK website. 
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Figure 2.1 Proportion of people using different sources of information, 
advice or guidance when planning for retirement 

Government 
website 

Pension 
provider 

Employer Professional 
financial 
advisor 

Friends 
and 
family 

Pensions 
Wise or 
the 
Pensions 
Advisory 
Service 

Other 
source 

38% 37% 34% 29% 24% 10% 7% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents (n=2,655) 

Notes: Respondents could select more than one answer so percentages may 
sum to more than 100% 

As seen in Figure 2.2, people on low incomes were less likely to report having 
used any sources of information, advice or guidance to plan for retirement (40% 
of those with a personal income below £10,500 had not used any source). Those 
on low incomes were less likely to be in employment, less likely to have a 
pension and less likely to be in a position to start actively planning for retirement. 
This is reflected in the fact that they were less likely than those on higher 
incomes to have used information from a pension provider or employer or to have 
actively sought information from a financial advisor. 

Use of information sources varied by income. Those with the lowest incomes 
were more likely not to have used any source, including financial advisors. 

Figure 2.2 Proportion of people using different sources of information, 
advice or guidance when planning for retirement, split by income groups 
Change to table and accessible view 
Government website 

Pension provider 

Employer 
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Professional financial advisor 

Friends and family 

Pensions Wise or the Pensions Advisory Service 

Other source 

None 
Under £10,000 

31% 

20% 

19% 

19% 

18% 

9% 

5% 

40% 

£10,500 to under £27,000 
42% 

37% 

32% 

27% 

23% 

11% 

5% 

25% 

£27,000 to under £44,000 
43% 

45% 

43% 

36% 

26% 

11% 

8% 

18% 

£44,000+ 
42% 

57% 

56% 

46% 

35% 

8% 

12% 

5% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents (n=2,655) 

https://www.proage.org/


34 
 

ProAge – Age inclusion at work https://www.proage.org/ 

 

Notes: Respondents could select more than one answer so percentages may 
sum to more than 100% 

Whilst many of the sources available to people are only able to provide 
information and guidance to help people reach their own decisions about 
pensions and/or financial planning, financial advisors are able to offer specific 
advice and recommendations. However, there is usually a cost associated with 
obtaining such professional advice which may limit take up. Twenty-nine percent 
of PPLL respondents reported using a financial advisor. Older people, men and 
those on higher incomes were more likely to have used a financial advisor. Self-
employed people were more likely to have used a financial advisor than 
employees (36% vs 28%), perhaps reflecting the fact that – in the absence of an 
employer/workplace pension – the self-employed have more need to seek 
independent advice on planning for retirement. Thirty-six percent of people with a 
private pension, including 40% of people with a DC pension, had consulted a 
financial advisor. People who had consulted a financial advisor were mostly 
satisfied with the advice they received (86%), with around half (51%) saying they 
were very satisfied (see Table A2.2 in Appendix 1). 

One alternative to paid financial advice is Pension Wise, a free and impartial 
service, operated by the Money and Pensions Service (MaPS) and set up by 
government in 2015, which offers guidance for people aged 50+ regarding 
Pension Freedoms. MaPS directly promotes Pension Wise for people who have 
a DC pension and want to decide how to take their money. Use of Pension Wise 
among DC pension holders aged 50+ is still relatively low with only one in 
seven DC pension holders (17%) having used Pension Wise. However, the 
service will not necessarily be relevant to everyone, including those who took 
their pension before 2015 or those who are still a long way from retirement. 
Chapter 5 looks in more detail at the use of sources of information, advice or 
guidance among DC pension holders 55 to 65; 29% of people in this age group 
who had accessed their DC pension had used Pension Wise. Satisfaction with 
Pension Wise was more mixed than satisfaction with professional financial 
advisors. People 50+ who had used Pension Wise were mostly satisfied with the 
guidance received (76% very or quite satisfied), although only 34% said they 
were very satisfied (see Table A2.2 in the annex). 

The findings on financial advisors and Pension Wise are positive in that they 
show that, when people do engage with and consult these sources, they are 
generally happy with the guidance they receive. However, given the relatively low 
use of Pension Wise and the differences in take up of financial advisors by 
income, there is potentially some work to do in terms of making financial advisors 
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more accessible to different groups and in promoting Pension Wise as a source 
of information. 

2.2.1. Future use of information sources 

People who had not yet retired were asked not only about sources of information, 
advice or guidance they had already used, but also about whether they might 
consult any of these sources in the future if they wanted more information on 
planning for retirement (regardless of whether they had already used them). 
Figure 2.3 shows the combined figures for people who have either already used a 
source or said they would do so in the future. Government websites, perhaps the 
easiest source of information to access, remain the most likely source to be used. 
Nearly one in five (18%) people had not done this at the time of being asked but 
said they would use a financial advisor in the future. Nine percent had already 
used Pension Wise and a further nine percent said they would use the service in 
the future. A small minority, seven percent, of people not yet retired had not 
previously used any sources or information, advice or guidance and said they did 
not plan to use any of the listed sources in the future. Finding a way to engage 
this group in planning for retirement will be important. 

Nearly half of people not yet retired had either used or intended to use a financial 
advisor to help them plan for retirement. 

Figure 2.3 Proportion of people who had used or would use different 
sources of information, advice or guidance in the future when planning for 
retirement 
Change to table and accessible view 
Government website 

Pension provider 

Employer 

Professional financial advisor 

Friends and family 

Other 

Pensions Wise 
Used 

37% 

36% 

35% 

28% 

26% 

10% 

9% 

May use in future 
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27% 

8% 

7% 

18% 

6% 

12% 

9% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents not yet retired (n=1,591) 

Notes: Respondents could select more than one answer so percentages may 
sum to more than 100% 

2.2.2. Midlife MOT 

People who had not yet fully retired were asked separately about whether or not 
they had heard of the midlife MOT and, if so, whether they had received help or 
support through one. The midlife MOT is a free online support tool to encourage 
more active planning by people in their 40s, 50s and 60s in the key areas of work 
and skills, health and wellbeing and finances. Only six percent of people who had 
not yet retired had heard of the midlife MOT and only 13% of that group (or one 
percent of all respondents who had not yet retired) had made use of the service. 
This low take-up is perhaps not that surprising given that the scheme was only 
put in place in February 2019. People who had not previously had a midlife MOT 
received a brief explanation of the scheme and were then asked if this is 
something they would consider taking up in the future. Nearly half of this group 
(47%) said they probably or definitely would. There may be further work to be 
done in promoting the scheme and encouraging take-up across eligible groups. 

2.2.3. Employer-provided guidance 

Current or previous (now retired) employees aged 50 and over were asked for 
more details about any guidance on retirement planning received from their 
employer. This could cover, but was not limited to, financial considerations. The 
majority (60%) had received none of the forms of guidance listed in Figure 2.4 
from their employer. It is not possible, however, to determine whether this is 
because the employer did not offer this form of guidance or whether it was 
offered but not taken up or recalled. Information was most commonly received in 
a passive way, through written material or posters. However, nearly one in five 
(18%) had received workshops or courses organised at their workplace. 
Consistent with the findings presented on the midlife MOT in section 2.2.2 above, 
only a small proportion (3%) had received a midlife MOT through their employer. 
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However, given that the scheme only came into place in February 2019, it would 
not have been available to all respondents, many of whom will have retired prior 
to 2019. 

The majority of employees 50+ had not received guidance from their employer. 

Figure 2.4 Proportion of employees 50+ who had taken up different sources 
of employer-provided guidance on retirement 

Written 
material such 
as 
posters/leaflets 

Links to 
online 
resources 

Courses or 
workshops 
organised 
at 
workplace 

Recommendations 
or referrals to 
external 
organisations 

Mid-
life 
MOT 
or 
mid-
life 
career 
review 

Other 
source 

22% 19% 18% 12% 3% 4% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All past/current employees 50+ (n=1,629) 

Notes: Respondents could select more than one answer so percentages may 
sum to more than 100% 

Interestingly, around a third of people who had received information from their 
employer (35%) said they had not received information on any of the specific 
topics shown in Figure 2.5. This might suggest that some of the guidance 
employees received was either very general (for example with links to other 
information sources) or informal support on retirement planning not related to a 
specific topic. 

The most common topic on which employer-guidance was received was financial 
planning, followed by how to maintain an active lifestyle in retirement. 
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Figure 2.5 Proportion of employees 50+ who had received employer-
provided guidance on different topics 

Financial 
planning 

Maintaining 
an active or 
busy 
lifestyle 

Managing 
health 

Working 
flexible or 
reduced 
hours in 
the run-
up to 
retirement 

Future 
opportunities 
for paid work 

Future 
opportunities 
for unpaid 
work 

Other 
answer 

38% 32% 29% 21% 13% 13% 3% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All past/current employees 50+ who made use of employer-provided 
support (n=691) 

Notes: Respondents could select more than one answer so percentages may 
sum to more than 100% 

Employees who had received some guidance from their employer (in any form) 
were fairly neutral in their response to this guidance (Table A2.3 in the annex). 
Fifty-seven percent said they were very or quite satisfied with the information 
received, with only 19% saying they were very satisfied. Over a third (37%) said 
they were neither satisfied nor dissatisfied. This, together with the relatively high 
proportion of people who could not specify which topics the guidance covered, 
may suggest that, whilst commonly used, there may be scope to improve the 
quality of employer-provided guidance. 

2.3. Engagement with information about private 
pensions 
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Around three-quarters (76%) of people reported having a private pension. 
Chapter 5 provides more information on who has a private pension and the types 
of pension people hold. This section of the report looks at the extent to which 
people are actively engaging with their private pension, keeping track of their 
pension holdings and making use of information provided by their pension 
provider. It also looks at the extent to which people trust their pension provider. 

Previous research has found generally quite low levels of engagement among 
private pension holders. The 2020 Financial Lives survey (FCA, 2021) found that 
many people with a private pension are not well prepared for retirement: the 
study showed that 58% of those aged 45+ who are not retired have put little or no 
thought into how they will manage financially in retirement whilst 37% of those 
aged 45+ with a DC pension in accumulation do not understand the different 
options they can choose from to take money from their pension. 

Most PPLL respondents with a private pension (77%) said they found it very or 
fairly easy to keep track of their pension savings, with 35% saying they found it 
very easy. However, one in five (20%) said they found it very or fairly difficult to 
keep track of their pension savings. Younger age groups were more likely to say 
that they found it difficult to keep track of their pension savings, with 29% of those 
aged 40-49 saying they found it very or fairly difficult to keep track. It may be that 
people find it easier to keep track of their pensions once they have retired and 
have accessed or started receiving their pension, that is when decisions about 
their pension have been made and are less likely to be subject to change. It may 
also reflect the fact that DC pensions, which are subject to more uncertainty, 
were more common among younger cohorts (see Chapter 5, Section 5.3). There 
is no evidence that people who had multiple pensions found it harder to keep 
track than people with just one pension. 

When asked why they found it difficult to keep track of their pension, a majority of 
those who found it difficult to keep track said that they found information about 
pensions confusing (58%). This was true even of people with high financial 
literacy who found it difficult to keep track, 63% of whom said they found 
information about pensions confusing. Many also said that it takes a lot of time to 
keep track of pension savings (45%) and that the information is kept in different 
places (43%) (Figure 2.6). 

When asked why they found it difficult to keep track of their pension, a majority 
said that they found information about pensions confusing. 

Figure 2.6 Proportion of pension holders providing these reasons why they 
found it difficult to keep track of pension savings 
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Pension 
information 
confusing 

Lot of time 
keeping 
track of 
pension 

Information 
kept in different 
places 

Information in 
different 
formats 

Other 
answer 

58% 45% 43% 37% 20% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents who find it difficult to keep track of pension savings 
(n=336) 

Notes: Respondents could select more than one answer so percentages may 
sum to more than 100% 

As people approach 55, the age at which it is possible for them to access 
their DC pension pot, being aware of the options and engaging with the decisions 
to be made becomes increasingly important. Different sources of information, 
advice or guidance aimed specifically at DC pension holders facing a decision on 
how to access their pension are available. Pension providers are required to 
provide pension holders with information about their options. Retirement options 
packs (known as pension wake-up packs informally) are provided by pension 
providers 4-6 months before their agreed pension age. They are aimed at 
ensuring people receive timely, relevant and adequate information about their 
retirement options to enable them to make an informed decision about accessing 
their pension savings. 

DC[footnote 1] pension holders aged 50 and over were asked if they had receive a 
pension wake-up pack and, separately, whether they had received information on 
the choices available to them from their pension provider. Because of concerns 
that respondents may not have been aware of the term ‘pension wake-up pack’, 
responses on the two questions have been combined in analysis to give an 
overall figure for the proportion of people who recalled receiving information on 
pension choices from their pension provider. Two-thirds (67%) of people 50 and 
over could recall receiving this information. It is of course likely that this 
information was not relevant to everyone in this age group if they are not yet 
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ready to retire. Chapter 5 looks in more detail at use of provider information 
among people who have already accessed their pension. 

Nearly everyone (91%) who could recall receiving information from their pension 
provider said they found the information at least fairly clear, with 44% saying they 
found it very clear. The answers on perceived clarity are encouraging. They 
suggest that those who recall receiving information from their pension provider 
found it helpful. However, there may still be further work needed to increase 
engagement with this information among some pension holders. 

2.4. Age at which people start planning for retirement 

Most 40-75 year olds (84%) had already started saving for their retirement, either 
through a pension scheme or through other means. When asked to select which 
decade of their lives they started saving for retirement, 43% said their 20s and a 
further 20% said they started saving in their 30s (Figure 2.7). However, 16% of 
people said they had not yet started saving for retirement. There is some 
evidence to suggest that people in younger age groups were more likely to start 
saving from an earlier age. For example, 69% of 40-49 year olds reported starting 
to save for their retirement in their 20s and 30s compared with 55% of 66-70 year 
olds. This may reflect success of automatic enrolment into workplace pensions. 
However, without data at multiple time points, enabling us to isolate the effects of 
individual age vs. time period, it is not possible to be sure what lies behind this 
finding. 

People were less likely to have started planning for when they would stop paid 
work and move into retirement, with 38% of 40-75 having not yet done so. The 
most common decade for people to start planning for the transition from work 
was in their 50s (21%) although a sizeable group (16%) reported planning for this 
in their 40s. 

People start saving for retirement earlier than they start planning to leave work. 
Although most people started saving for retirement in their 20s or 30s, 16% of 40-
75 year olds had not yet started saving. 

Figure 2.7 Age at which people started planning for retirement 
Change to table and accessible view 
20s 

30s 
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40s 

50s 

60s 

Other age 

Not yet started 
Started saving 

43% 

20% 

11% 

5% 

1% 

4% 

16% 

Started planning 
7% 

9% 

16% 

21% 

7% 

1% 

38% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents (minimum n=2,620) 

People on lower incomes were less likely to have started saving for retirement. 
Thirty-three percent of those with incomes of less than £10,500 had not yet 
started saving compared to just one percent of those with incomes of £44,000 or 
more. This is likely, at least in part to be because those on lower incomes will 
either not be in work or not meet the earnings threshold for automatic enrolment 
into a workplace pension (£10,000 per year in 2020/21). Income may also be a 
factor in explaining why men were more likely than women to start saving earlier 
and why people not living with a partner but with dependents were less likely than 
other groups to start saving in their 20s and 30s. 

Differences in income, as well as a lack of access to, and automatic enrolment in, 
workplace pensions, may also explain why saving for retirement varies by 
employment status (see Chapter 5 for more on the importance of workplace 
pensions). Self-employed people were more likely than employees to have not 
yet started saving for retirement (22% vs 7%). Those not in paid work at all were 
most likely to report not having started saving for retirement (36%). Just over half 
(54%) of people without a pension had not yet started saving for retirement. 
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Knowledge of and engagement with retirement planning may also influence the 
age at which people start saving for retirement. People with higher financial 
literacy, who were also more likely to have consulted information sources to help 
them plan for retirement (see Section 2.2), were more likely to have started 
saving earlier than people with low financial literacy; 55% of those with high 
financial literacy said they started saving in their 20s compared with 24% with low 
financial literacy. This may in part be due to people with greater financial literacy 
recognising the importance of starting to save earlier. However, it is also likely to 
be due to the fact that there is a positive association between financial literacy 
and income. 

2.5. Factors considered when planning for retirement 

Retirement decisions may be influenced by a range of factors including, but not 
limited to, financial considerations. Respondents were asked to identify which, if 
any, of a list of factors they had considered when planning for retirement; people 
who were already semi- or fully retired were asked to consider which factors they 
had considered and people who had yet to retire were asked about any factors 
they had considered so far. The analysis was run excluding anyone who said that 
they had not yet started actively planning for how they would stop paid work and 
move into retirement (see Section 2.4). Figure 2.8 shows that the most frequently 
mentioned factors were related to financial considerations including pension 
arrangements (theirs or their partners). However, other factors relating to health 
and caring, employment and plans in retirement were also frequently mentioned. 

There was a lot of similarity between those who were and were not yet retired in 
terms of which factors were mentioned most frequently. However, it is notable 
that those not yet retired, and especially the semi-retired, were more likely to 
mention a wider range of factors in planning for retirement. The findings serve to 
emphasise both the importance and complexity of retirement planning and 
highlight that any support offered with planning cannot simply focus on the 
financial aspects of retirement. 

People considered a range of factors, not just financial considerations, when 
planning for retirement. 

Figure 2.8 Proportion who had considered different factors in planning for 
retirement, by retirement status 
Change to table and accessible view 
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Financial situation 

Own or partners pension arrangements 

Plans in retirement 

Own or family’s health 

Employment situation 

Caring responsibilities 

None of these 
Not retired 

84% 

77% 

69% 

67% 

60% 

50% 

6% 

Semi-retired 
87% 

78% 

63% 

69% 

69% 

39% 

2% 

Fully retired 
72% 

65% 

54% 

40% 

57% 

30% 

10% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents who had started planning transition from work to retirement 
(n=1,800) 

Note: Respondents could select more than one answer so percentages may sum 
to more than 100% 

2.6. Knowledge and awareness of the State Pension 
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This section looks at the extent to which people are aware of the recent changes 
to the State Pension which will affect both the age they are able to start claiming 
their State Pension and the amount they will receive. 

2.6.1. Whether checked State Pension details 

People differed in how engaged they were regarding their State Pension 
entitlement. Around half of those below SPa (51%) reported that they had 
checked their SPa whilst around two in five (40%) had checked the amount of 
State Pension they would receive. 

Around half of respondents below State Pension age had checked their State 
Pension age whilst around two in five had checked their State Pension amount. 

Figure 2.9 Whether checked details of State Pension, by age 
Change to table and accessible view 
40-49 

50-54 

55-59 

60-65 
Checked State Pension age 

37% 

42% 

57% 

73% 

Checked State Pension amount 
26% 

33% 

43% 

60% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents below SPA (minimum n=1,640) 

The closer people got to the SPa, the more likely they were to have checked 
these details (Figure 2.9). People for whom the State Pension was their only 
expected source of income in retirement were among the least likely to have 
checked either their SPa or amount (36% had checked their SPa and 19% the 
amount). 

2.6.2. Self-rated knowledge of State Pension 
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PPLL evaluated people’s subjective, self-assessed, pensions knowledge as well 
as their objective knowledge (see Section 2.6.3). Previous studies have found 
that people’s own confidence in their financial knowledge is a strong predictor of 
both their financial behaviour (for example in terms of savings) and how positively 
they feel about their financial circumstances (Ahmed et al, 2020). Respondents 
were asked to self-assess their knowledge about pensions in general and the 
State Pension more specifically. 

Figure 2.10 shows that whilst a majority of people reported having at least a basic 
level of knowledge of pensions overall (59%) and the State Pension in particular 
(60%), only a small proportion believed they had a good knowledge (17% in both 
cases). 

A majority of people reported having at most a basic knowledge of pensions. 

Figure 2.10 Proportion of 40-75 year olds rating their pensions knowledge 
Change to table and accessible view 
Good 

Basic 

Very patchy 

Little or nothing 
Pensions overall 

17% 

42% 

27% 

14% 

State Pension 
17% 

44% 

25% 

14% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents (minimum n=2,649) 

Men were more likely than women (22% compared with 11%) to report they had 
a good knowledge of pension issues, though the same proportion of men and 
women (42%) reported they had a basic knowledge. Self-assessed knowledge 
was higher among older age groups; whilst 26% of people above SPa rated their 
knowledge of the State Pension as good, only 14% of those below SPa did so. 
As shown in Section 2.2, older age groups were more likely to have used a range 
of sources of information, advice or guidance to plan for retirement with the mean 
number of sources used increasing with age. This may have increased their 
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knowledge or confidence in their knowledge. The next section looks at how far 
self-assessed knowledge compares with actual knowledge. 

2.6.3. Actual knowledge of State Pension age and amount 

Respondents under the SPa were asked what their own SPa was in years and to 
say how much they thought the current weekly State Pension amount for a single 
person was. Just over half of people under SPa (56%) were able to accurately 
identify their own SPa[footnote 2] whilst just under a quarter (24%) overestimated, 
meaning they thought they would receive their State Pension later than is actually 
the case. Only one in five (20%) underestimated, meaning they thought they 
would reach the SPa earlier than they will. 

The proportion of people correctly identifying their SPa varied depending on their 
actual SPa (Figure 2.11).Three-quarters of those with an actual SPa of 66 were 
able to correctly identify this. However, only 54% of people with an actual SPa of 
67 and 19% of people with an actual SPa of 68 were able to correctly identify 
their SPa. Sixty-nine percent of people who had checked their SPa using the 
Check your State Pension website got the figure correct compared with 39% of 
people who had not. Men were slightly more likely than women to get 
their SPa correct (58% vs 54%). There was almost no difference between the 
proportion of men and women that overestimate the SPa, but women were 
slightly more likely to underestimate their SPa (22% of women vs 18% of 
men)[footnote 3]. 

There was little difference in SPa knowledge between employees and the self-
employed. However, those not currently in work were less likely to accurately 
identify their SPa (47% vs 54% of employees and 58% of self-employed) and 
more likely underestimate their SPa than other groups (30% vs 20% of 
employees and 18% of self-employed). This is consistent with evidence 
elsewhere in the report which shows that the most economically disadvantaged 
are among the least well informed when it comes to planning for retirement (see, 
for example, Section 2.2). People who incorrectly estimated the SPa generally 
did so by a few years only on average. The average over estimation was 2.48 
years whilst the average underestimation was 3.17 years. 

As people’s actual SPa increases, they are less likely to correctly identify their 
SPa. 

Figure 2.11 Proportion of people over/underestimating their SPa, by actual 
Spa 
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SPa estimation 66 66-67 67 67-68 68 

Identified 75% 48% 54% 19% 19% 

Overestimated 19% 46% 23% 46% 26% 

Underestimated 5% 6% 23% 35% 55% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents below SPa (n=1,498) 

To measure their knowledge of the State Pension amount respondents were 
asked what a single person that has recently retired would receive as part of their 
pension. The data from this question was then compared against the full weekly 
amount under the new State Pension (nSP) in 2020/21 (£175)[footnote 4]. Three 
percent of people were able to identify this weekly amount exactly and only 22% 
were able to give the amount within 10%. It was most common for people to 
underestimate the nSP amount, with 65% underestimating the value by more 
than 10% compared with just nine percent who overestimated by the same 
proportion. When people below the SPa were asked what they thought the 
standard weekly State Pension amount was, the median estimate was £150 and 
the mean was £143. These values are closer to the basic State Pension amount 
(£138) and suggest that people may not yet be fully aware of the changes 
introduced by the nSP. 

Overall, there was a positive association between self-assessed knowledge of 
State Pensions and actual knowledge. Nearly three quarters (73%) of people who 
rated their State Pension knowledge as good correctly identified 
their SPa compared with around a third (35%) of those who said they knew little 
or nothing. Forty-four percent of people who said they had a good knowledge of 
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State Pensions identified the maximum State Pension amount within ten percent 
(including eight percent who identified the exact amount), compared to ten 
percent of those who said they knew little or nothing about the State Pension. 
Analysis shows that people with high financial literacy performed better than 
people with low financial literacy on these subjective and objective knowledge 
measures. For example, 31% of people with low financial literacy underestimated 
their SPa compared with 13% of those with high financial literacy. As low financial 
literacy is associated with lower income and savings (see Table A1.4 for the 
relationship between financial literacy and income), this means people who are 
more dependent on the State Pension for their retirement income are generally 
less well informed about the State Pension than those who are less reliant. 

2.7. Trust in pensions 

Trust in pensions is expected to be closely related both to whether or not people 
have a pension and how engaged they are with their pension planning and 
decision making. Trusting in pensions may make people more likely to take out a 
pension or to engage in active pension management. Kotecha et al, 2020, for 
example, found that low trust was a reason that some individuals cashed out their 
pension in a lump sum. At the same time, positive interaction with a pension 
provider may increase trust. Overall, levels of trust in both occupational and 
personal pensions were generally found to be high, especially among those who 
had a pension. 

2.7.1. Trust in pensions as a secure form of saving for retirement 

To gauge people’s level of trust in pensions at the top level, respondents who 
had not yet retired were first asked how much they agreed or disagreed with the 
statement “putting money into a pension is the most secure way of saving for 
your retirement”. A majority (66%) agreed with this statement, regardless of 
whether they had a private pension themselves (Figure 2.12). 

A majority of 40-75 year olds agreed with the statement “putting money into a 
pension is the most secure way of saving for your retirement”, regardless of 
whether they had a private pension. 

Figure 2.12 Proportion of people agreeing with the statement “putting 
money into a pension is the most secure way of saving for your 
retirement”, by whether have a private pension 
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Change to table and accessible view 
Has a private pension 

Doesn’t have a private pension 
Strongly agree 

23% 

17% 

Agree 
47% 

34% 

Neither agree or disagree 
21% 

30% 

Disagree 
7% 

16% 

Strongly disagree 
2% 

4% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents not fully retired (n=1,626) 

However, people with a private pension were more likely to agree or strongly 
agree than those without a pension. Both people with DB pensions and people 
with DC pensions agreed with the statement, though more DB pension holders 
(27%) strongly agreed compared with DC pension holders (22%). 

There were no significant differences in levels of agreement that pensions were 
the most secure way to save by age. However, employees were more likely than 
the self-employed to strongly agree or agree with the statement (71% compared 
with 51%). This may reflect the fact that the self-employed are less likely to have 
current access to a workplace pension and automatic enrolment (although most 
would have spent some time as an employee and so had such access at some 
point in their careers). It may also reflect more caution about pensions as the best 
form of savings among the self-employed whose income stream, and access to 
other assets/savings, may differ from that of employees. Self-employed people 
were more likely to expect to use sources of non-pension income in retirement 
(see Chapter 3, Section 3.4). 

There was a positive association between levels of trust and self-assessed 
pensions knowledge, with people who felt more knowledgeable about pensions 
(and who, as has been shown above, had higher financial literacy generally) also 
having more trust in pensions. Over three quarters (78%) of those who said they 
had a good knowledge of pensions agreed or strongly agreed pensions were the 
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best way to save. This compared with 53% of those who said they knew little 
about pensions. 

Distrust of pensions is correlated with pension saving behaviour. People who 
disagreed with the statement “putting money into a pension is the most secure 
way of saving for your retirement”, were less likely to report having a private 
pension (60% compared with 76% of all 40-75 year olds, see Chapter 5 Section 
5.2). This group most commonly cited distrust in pensions (33%), along with not 
knowing enough or not being interested (46%) as reasons for not having a 
pension. 

There is little evidence that financial scams were behind people’s distrust in 
pensions. Approximately one in 10 people (13%) said they had been offered free 
financial advice (likely to have been a scam). However, 29% of those who had 
been offered free advice strongly agreed that pensions are the most secure way 
of saving for your retirement, compared with 20% of those who had not been 
offered such advice. 

2.7.2. Trust in pension providers 

People were also asked about their trust in different types of pension provider 
and the extent to which they trusted them to a) act in their best interests and b) 
provide clear and accurate information. Current employees were asked about 
their trust in the pension provided by their employer whilst people who held a 
personal pension they had arranged themselves were asked about trust in their 
pension provider. 

Overall trust in workplace pension providers was high (Figure 2.13). Nearly three-
quarters of current employees (74%) had at least some trust that the provider 
would act in their best interests, with a quarter (25%) having a great deal of trust. 
Similarly, 78% of current employees trusted providers to ensure that they have 
clear and accurate information with 28% reporting a great deal of trust. 

Nearly three-quarters of current employees had some trust that the provider 
would act in their best interests. 

Figure 2.13 Level of trust in workplace pension providers among current 
employees 
Change to table and accessible view 
Act in best interests 

Provide clear and accurate information 
A great deal 

25% 
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28% 

Quite a lot 
49% 

50% 

Not very much 
19% 

17% 

Not at all 
6% 

5% 

It varies 
1% 

0% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All current employee (minimum n=949) 

Employees who had a workplace pension were more likely than those without a 
workplace pension to say that they had at least quite a lot of trust that the 
provider would act in their best interests - 76% compared to 68% of those with a 
workplace pension[footnote 5]. However, levels of trust were high generally, 
suggesting that trust is not the major barrier to people without a pension taking 
one out (see also Chapter 5, Section 5.2.1). Employees who had received 
information from their pension provider were more likely to trust their workplace 
pension provider to provide them with clear information. Eighty-five percent of 
people who had received information from their pension provider trusted their 
workplace pension provider to provide them with clear information compared with 
73% of those who had not received information. 

Trust in providers of personal pensions was also high (Figure 2.14). Around eight 
in ten individuals with a personal pension trusted that their pension provider 
would act in their best interests (81%), with just over a quarter (28%) trusting 
them a great deal. Even more (86%) trusted their provider to give them clear and 
accurate information, with 32% having a great deal of trust in this. 

Around eight in ten individuals with a personal pension trusted that their pension 
provider would act in their best interests. 

Figure 2.14 Level of trust in workplace pension providers among current 
employees 
Change to table and accessible view 
Act in best interests 

Provide clear and accurate information 
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Great deal 
28% 

32% 

Quite a lot 
53% 

54% 

Not very much 
15% 

12% 

Not at all 
3% 

1% 

It varies 
1% 

1% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All individuals with a personal pension (minimum n=676) 

Whilst overall levels of trust in pensions as a form of saving was low among the 
self-employed relative to other groups, self-employed people with a pension 
generally trusted their pension provider. In fact, self-employed personal pension 
holders were more likely to trust their provider to act in their best interests than 
employees with personal pensions (31% of self-employed said they had a great 
deal of trust compared with 19% of employees). 

2.8. Impact of COVID-19 on retirement planning 

The COVID-19 pandemic has had a major impact on many aspects of people’s 
lives. This may include changes in people’s employment or financial situation as 
well having an impact on how people think about their financial situation or plans 
for retirement more generally (Crawford, R, and Harjalainen, H., 2020; Centre for 
Ageing Better, 2020a). The short-term impact of the pandemic (up to winter 
2020/21) was captured by the PPLL survey through questions asking 
respondents what impact, if any, COVID-19 had had on their employment 
situation and plans for retirement. It is, however, important to bear in mind that 
there may be other impacts not captured by the survey. 

Thirty-five percent of people who had not yet fully retired reported that COVID-19 
had had an impact on their employment situation. The most commonly reported 
impact, mentioned by 23% of people who were not yet fully retired, was that their 
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income had been reduced (this included being put on furlough). A further six 
percent reported that they had lost their job as a result of the pandemic, As many 
as 14% of those not currently in paid work said they had lost their job as a result 
of the pandemic. Whilst much attention has, with good reason, been paid to the 
impact of COVID-19 on the job prospects of young people, it is important to note 
that older workers have also suffered as a consequence of the pandemic. It 
should also be borne in mind that older workers may face particular challenges in 
returning to the labour market, for example because of health considerations 
(Centre for Ageing Better, 2020a, see also Chapter 4). 

COVID-19 had an impact on some people’s plans for retirement. 

Figure 2.15 Impact of COVID-19 on plans for retirement, by retirement 
status 
Change to table and accessible view 
Retire later 

Withdrawn savings or investments 

Retire earlier 

Withdrawn or increased money from pension fund 

Reduced amount withdrawing form pension fund 

Other 

None 
Not fully retired 

9% 

7% 

3% 

2% 

1% 

2% 

80% 

Fully retired 
0% 

6% 

2% 

2% 

1% 

3% 

89% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents (n=2,643) 
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Note: Respondents could select more than one answer so percentages may sum 
to more than 100% 

Fewer people had changed their plans for retirement as a result of the pandemic. 
Eight in ten (80%) of people who had not yet fully retired reported that none of the 
possible response options applied to them (Figure 2.15). This figure was even 
higher (89%) among those who had already fully retired. The most common 
impact mentioned was people saying they would now retire later than planned 
(nine percent of those not yet fully retired). Only three percent of those who had 
not yet fully retired said they would now retire earlier than planned. 

The impact of COVID-19 was felt more strongly among some groups than others, 
notably those over 55 and the self-employed. Those over the SPa, were more 
likely to report that their income had been reduced as a result of COVID-19 (29% 
of 66-70 year olds) and to report that they had lost their job (13% of 66-70 year 
olds)[footnote 6]. This may be related to the higher incidence of semi-retirement 
among older age groups (see Table A1.6); 10% of the semi-retired group 
reported losing their job as a result of the pandemic. Among those not yet retired, 
those aged 55-59 were most likely to report that they would now retire later than 
planned (13%), whilst 60-65 year olds were most likely to report that they had 
had to make use of funds set aside for retirement (13%). 

The self-employed were more likely to have experienced a loss of income as a 
result of COVID-19 

Figure 2.16 Impact of COVID-19 on employment status, by employment 
status 
Change to table and accessible view 
Income reduced being on furlough, working less, or salary cut 

Lost job 

Became self-employed 

Other 

None 
Employees 

21% 

3% 

1% 

9% 

69% 

Self-employed 
60% 

6% 

9% 

5% 
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30% 

Not in paid work 
6% 

14% 

2% 

7% 

73% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents not fully retired (n=1,629) 

Note: Respondents could select more than one answer so percentages may sum 
to more than 100% 

The self-employed were also particularly likely to report that they had been 
affected by COVID-19 (see Figure 2.16). Only 30% of the self-employed 
(compared with 69% of employees) reported that their work situation had not 
been affected. Three in five (60%) of the self-employed reported that their income 
had been reduced compared with only one in five (21%) of employees. This 
might reflect the nature of self-employment, with some of the demand for services 
provided by the self-employed having been reduced during the pandemic. It may 
also be the result of some self-employed people, including those who have 
recently become self-employed, not meeting the eligibility requirements for or not 
being aware of the COVID-19 Self-employment Income Support Scheme or other 
forms of support available (Blundell et al, 2020). The retirement plans of the self-
employed were also more likely to have been affected by the pandemic which 
may be associated with the loss in income. Nineteen percent of the currently self-
employed reported they would have to retire later than originally planned and 
14% said they’d withdrawn funds previously set aside for their retirement. 

2.9. Conclusions 

Many people are actively planning for their retirement. The majority of 40-75 year 
olds had started saving for retirement in their 20s or 30s whilst people most 
commonly started to plan for the point at which they would stop work and move 
into retirement in their 40s and 50s. There is evidence that younger age groups 
started saving earlier than those in older age groups, perhaps as a result of the 
successful introduction of automatic enrolment. 

https://www.proage.org/


57 
 

ProAge – Age inclusion at work https://www.proage.org/ 

 

There is, however, considerable variation in the extent to which people are 
planning for retirement. People not in paid work, on lower incomes and those with 
lower financial literacy were less likely to have engaged with sources of 
information, advice or guidance or started saving for retirement. Take-up of 
Pension Wise and the midlife MOT, intended to help people plan for retirement, 
has been low to date. However, these resources – especially the midlife MOT 
introduced in early 2019 are relatively new and the evidence also suggests there 
is scope to increase take up. Feedback from those who have used Pension Wise 
is generally positive and many people, once made aware of midlife MOT, 
expressed an interest in having one. 

The extent to which people were aware of recent changes to the State Pension 
(including their SPa and the amount of the nSP) also varied though was higher 
among people who had used the Check your State Pension website. People who 
were most likely to be reliant on the State Pension as their only source of income 
in retirement were among the least knowledgeable. 

3. Expectations for retirement 

3.1. Introduction 

With the introduction of Pension Freedoms and the abolition of the statutory 
retirement age, people now have an increased number of options to choose from 
when it comes to their retirement. This increased flexibility means that retirement 
trajectories may be quite disparate across individuals. For most people, exiting 
the labour market will mean losing a major source of income and it is therefore 
crucial that people consider what other sources of income they will have to draw 
on. Previous research has raised concerns that people may be “sleep-walking” 
into retirement, having failed to take account of the likely duration of their 
retirement or the income they would need to cover this (The People’s Pension, 
2021). The purpose of this chapter is to explore the extent to which people have 
thought about not only when they will retire but also their financial situation when 
they do. 

The chapter starts by looking at the age people expect to retire and the extent to 
which this is in line with when they would ideally like to retire. It goes on to look at 
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whether people have thought about both the income they will need and the 
income they expect to receive in retirement and how this compares to their 
current income levels. The chapter also considers what individuals expect their 
main sources of income to be in retirement and, in particular, what proportion of 
this income they expect to come from the State Pension and, if applicable, private 
pensions. Finally, the chapter looks at how confident people are that they will be 
able to maintain a good standard of living in retirement. 

Where possible the chapter compares the expectations and attitudes of those yet 
to retire with the experiences of those who have already retired in an attempt to 
gauge how realistic these expectations are. It should be noted that these two 
groups are unlikely to be exactly comparable in terms of demographics and, 
given real world changes in employment and pensions, the context in which the 
two groups were making decisions around retirement will be different. It is 
therefore necessary to be careful in using these findings to draw conclusions 
about the extent to which the expectations of those who have not yet retired are 
realistic or borne out by reality (as their reality may be different from that of those 
already retired). 

3.2. Expectations about retirement age 

One of the key questions when thinking about planning for retirement is what age 
people expect to leave the labour market. This section explores at what age 
respondents who have not yet fully retired from paid work expect to fully retire 
from all paid work. The next section goes on to look at what age they would 
ideally like to retire. 

People mostly expected to retire in their 60s. The mean expected retirement age 
was 66. However, forty percent of respondents expected to retire by age 65, 
which is below the current State Pension age (SPa) of 66 years for both men and 
women. Nearly a quarter of respondents (23%) expected to retire in their 70s or 
later and seven percent expected that they would never retire (First column 
shown in Figure 3.1). 

Two in five people expected to retire below the current State Pension age. Four 
in five would ideally like to retire before then. 

Figure 3.1 Expected and ideal age of retirement for people not yet retired 
Change to table and accessible view 
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under 50 

50-55 

56-59 

60-65 

66-69 

70-74 

75-79 

80 or above 

Never 
Expected age 

0% 

3% 

2% 

35% 

29% 

17% 

4% 

2% 

7% 

Ideal age 
2% 

18% 

4% 

53% 

7% 

6% 

3% 

1% 

5% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents not yet retired (minimum n=1,430) 

Older age groups were more likely to expect to retire later. This may reflect a 
recognition of the necessity to keep working longer as you age. However, it may 
also be a consequence of those people in the older age groups who were 
especially keen (or able) to retire early having done so already. These people are 
not included in the analysis of expected retirement age (as only those yet to retire 
were asked their expected retirement age) which may be skewing the expected 
retirement age among older age groups upwards. 

Employment status was related to people’s expectations for the age of 
retirement. The self-employed were more likely than employees to expect to 
continue working beyond 65 (72% compared with 57%) and more likely to say 
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they would never retire (15% compared with 5%). People who were already semi-
retired were also more likely to expect to continue working past 65 and to say 
they never expected to retire (11%). These differences may reflect a desire to 
work longer among these groups. However, it may also – at least in part – be due 
to the fact that the self-employed and semi-retired tend to be older than average 
and to have lower incomes (see Table A1.2 and A1.3). 

There is evidence that expected retirement age is influenced by financial 
circumstances rather than (or as well as) a preference for working longer. People 
with higher incomes, and who therefore are likely to be better placed to save for 
retirement, were more likely to expect to retire before the current SPa. For 
example, 54% of those with gross earnings of £44,000 a year or more expected 
to retire before the SPa compared with only 36% of those earning below £10,500. 
Similarly, people with savings over £100,000 were more likely to expect to retire 
before the SPa (51%) than those with no savings or those with savings under 
£15,000 (34% and 38% respectively). 

As chapter 2 showed, non-financial considerations such as an individual’s health 
or their caring responsibilities may also factor into people’s retirement planning. 
However, there was no evidence that people with current caring responsibilities 
expected to retire either sooner or later than people without caring responsibilities 
and no statistically significant relationship between health and expected 
retirement age. 

3.2.1. Expected age of retirement compared with ideal age of retirement 

Whilst only 40% of respondents who had not yet fully retired expected to retire 
before the age of 66, the majority (80%) reported that their ideal retirement age 
would be before this age, indicating that in general people expect to retire later 
than they would actually like to (Figure 3.1, second column). The mean ideal 
retirement age among those who had not yet retired was 60. Ideal retirement age 
did, however, vary across different groups. Self-employed people were less likely 
than employees to say they would ideally retire below 66 (63% compared with 
84%). The semi-retired were especially likely to put their ideal retirement age 
at SPa or above with 11% saying they would ideally never retire. These findings 
lend support to the idea that, at least in part, the higher expected retirement age 
among the self-employed and the semi-retired is due to preference rather than 
necessity. This is also consistent with findings in Chapter 4 which show that the 
self-employed and semi-retired have higher levels of satisfaction with work, 
perhaps as a result of having greater work flexibility. 

The ideal retirement age appears to be lower for younger respondents compared 
to older ones. Whereas 83% of non-retired respondents between the ages of 40-

https://www.proage.org/


61 
 

ProAge – Age inclusion at work https://www.proage.org/ 

 

59 reported that they would ideally like to retire before age 66, only 74% of 
respondents aged 60 and above reported that their ideal retirement age was 
before the age of 66. This may reflect a desire (or a recognition of the necessity) 
to keep working longer as you age. However, it may also be a consequence of 
those people in the older age groups who were especially keen to retire early 
having done so already and so not being included in the analysis. The proportion 
of women (81%) who indicated that their ideal retirement age was before the age 
of 66 was higher than that of men (75%), perhaps reflecting that women may 
have been expecting to be able to retire earlier than men prior to the recent 
equalisation of the SPa. 

3.2.2. Expected age of retirement compared with actual age of retirement 

Figure 3.2 compares the age at which those who have not yet retired expect to 
retire against the age at which those who have already retired did so. Whilst only 
40% of the first group expected to permanently leave the labour market before 
the age of 66, 86% of those who had already done so had fully retired before the 
age of 66. The reason for the mismatch between expectations and experience 
may be in part that people’s expectations are not realistic and unnecessarily 
pessimistic. However, it is most likely to reflect real-world changes, such as 
ongoing increases in the SPa, which mean that in the future people will indeed 
need to retire later than previous cohorts. 

People who had not yet retired expected to retire later than those who had 
already retired. 

Figure 3.2 Expected vs. actual age of retirement 
Change to table and accessible view 
Under 50 

50-55 

56-59 

60-65 

66-69 

70-74 

75-79 

80 + 

Never 
Expected age (not yet retired) 

0% 

3% 

2% 

35% 

29% 
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17% 

4% 

2% 

7% 

Age (fully retired) 
6% 

14% 

15% 

51% 

9% 

4% 

0% 

0% 

0% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents (n=2,445) 

Note: Respondents not yet retired were asked their expected age of retirement. 
Fully retired respondents were asked their actual age of retirement. 

Figure 3.3 provides evidence that the gap between people’s expected age of 
retirement and their ideal age of retirement appears to be growing. It shows the 
proportion of not yet retired individuals who expect to retire at, above or below 
their ideal retirement age as well as the proportion of people already fully retired 
who actually did retire at their ideal age. Only 26% of respondents who had not 
yet fully or semi-retired expected to retire at their ideal age. This compares with 
around a third (32%) of the fully retired who had retired at their ideal age. The 
semi-retired group were the most likely to say they expected to retire at their ideal 
age, further suggesting that many semi-retired people are happy to be working 
longer. 

Only just over a quarter of respondents who had not yet retired expected to retire 
at their ideal age compared with over a third of the already retired who had done 
so. 

Figure 3.3 Extent to which expected age of retirement differs from ideal age 
of retirement, by retirement status 
Change to table and accessible view 
10 years higher 

Between 5-10 years higher 

1-5 years higher 

Equal 

https://www.proage.org/


63 
 

ProAge – Age inclusion at work https://www.proage.org/ 

 

1-5 years lower 

5-10 years lower 

> 10 years lower 

Never expect/wants to retire 
Not retired 

11% 

24% 

27% 

26% 

4% 

0% 

0% 

9% 

Semi-retired 
7% 

13% 

22% 

38% 

2% 

1% 

1% 

15% 

Fully retired 
5% 

6% 

22% 

33% 

16% 

8% 

6% 

3% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents (n=2,375) 

Note: Respondents not yet retired were asked their expected age of retirement. 
Fully retired respondents were asked their actual age of retirement. 

The other big difference between non-retirees and the fully retired was in whether 
people not retiring at their ideal age were having to retire earlier or later than they 
would like. The majority of non-retired respondents (62%) expected to retire later 
than what they considered their ideal retirement age, and only four percent of 
respondents expected to retire sooner. However, the experience of the fully 
retired was fairly evenly split between people who had retired later than their ideal 
age (34%) and those who had retired earlier than their ideal age (31%). 
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Whilst it is not ideal that many people are now expecting to have to work longer 
than they would like, it is perhaps reassuring that it is now less likely for people to 
be forced out of the labour market before they are ready. It is likely that the 
removal of the statutory retirement age and initiatives to encourage and enable 
older workers to remain in the labour market for longer, such as the right to 
flexible working and work to encourage fairer recruitment practices, has had a 
positive impact in this respect. 

3.3. Expectations for income in retirement 

There are two main approaches taken to assessing the adequacy of income in 
retirement. The first is to define income requirements in terms of specific income 
amounts. The Pension and Lifetime Savings Association, for example, sets a 
minimum income threshold of £10,200 per year for a single person outside 
London, rising to £20,200 for a single person to enjoy a moderate lifestyle and 
£33,000 to enjoy a comfortable lifestyle in retirement (PLSA, 2019). 

The second approach is to identify the proportion of pre-retirement income 
someone would need in retirement in order to replicate working-life living 
standards in retirement. This so-called replacement rate varies depending on the 
level of a person’s pre-retirement income. Based on the replacement rates 
established by The Pension Commission in 2004, someone earning less than 
£14,500 in 2021 would need a replacement rate of 80% of pre-retirement 
earnings to replicate working-life living standards whereas someone earning 
£59,600 or more would need a replacement rate of just 50% (2020 figures taken 
from PPI, 2021). 

PPLL gathered information on people’s expectations for their income in 
retirement using both the income amount and replacement rate approaches. 
People who had not yet retired were asked the amount of income they thought 
they would need in retirement. They were also asked for the amount of income 
they would need in retirement and the amount of income they expected to receive 
in retirement as a proportion of their current income i.e. their replacement rate. 
The responses people gave are presented below and can broadly be compared 
against the thresholds set out above[footnote 7]. 

3.3.1. Do people know how much income they will need in retirement? 

Research commissioned by the People’s Pension suggests that, even where 
people have started planning for retirement, they avoid thinking about important 
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details including how much income they are likely to need in retirement (The 
People’s Pension, 2021). The evidence from PPLL bears this out. Although most 
respondents had some or a very good idea about their required income amount 
(68%), only 23% had a very good idea of the amount and around a third (32%) 
said that they had no idea how much income they would need to retire. 

The proportion of respondents who had at least some idea of their income needs 
in retirement increases with age but nearly one in four 60-65 year olds had no 
idea what income they would need in retirement. 

Figure 3.4 Proportion of people not yet retired who know how much income 
they will need in retirement, by age 
Change to table and accessible view 
40-49 

50-54 

55-59 

60-65 

66-70 

71+ 
Very good idea 

14% 

19% 

31% 

29% 

42% 

68% 

Some idea 
48% 

45% 

41% 

48% 

42% 

20% 

No idea 
37% 

36% 

28% 

23% 

16% 

12% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents not yet fully retired (n=1,629) 
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The proportion of women reporting that they had no idea about what income they 
would require when retiring was higher (36%) than that of men (28%). This may 
be reflective of more unstable and inconsistent labour market participation for 
women across their lifetime; women are more likely than men to fluctuate in and 
out of the labour market to adopt caring responsibilities, switch between full-time 
and part-time working and have more prolonged periods of inactivity when they 
are not looking for work (Devine, Foley, & Ward, 2020; ONS, 2019b). Women are 
also more likely than men to be economically dependent on their partner and/or 
the state, leaving them more vulnerable to economic uncertainty, and as a 
consequence less conscious of their future income needs (Women’s Budget 
Group, 2018). 

Even people who said they had at least some idea of the income they would 
need in retirement sometimes struggled to evaluate their income needs and/or 
expectations for retirement as a proportion of their current income. Whilst eight 
percent of this group did not know how much income they would need in 
retirement as a proportion of their current income, 16% did not know how much 
income they expected to receive. 

3.3.2. Perception of income needs in retirement 

People who had some idea of the income they would need in retirement were 
asked what income they thought they would need in retirement, after taxes and 
other deductions. The median household income requirement reported was 
£20,000 per year, slightly less than the PLSA threshold for a moderate lifestyle in 
retirement. Half of people (50%) estimated their required retirement income to 
between £10,500 and £22,000 a year, that is between the minimum and 
moderate thresholds set by the PLSA (PLSA, 2019). This is consistent with 
findings from previous qualitative research which found that most people 
estimated their income needs in retirement to be between these thresholds 
(Kotecha et al, 2020). It is notable however, that 10% estimated their income to 
be below the minimum threshold and only 19% said they would need £31,000 a 
year or more when the threshold for a comfortable lifestyle is £33,000 (Table 
A3.1 in Appendix 1). 

Half (50%) of people who had not yet retired and had some idea of the income 
they would need in retirement reported that they would need less income in 
retirement than currently (Figure 3.5, first column). Just under a third (31%) 
thought they would need the same income as currently, whilst 11% thought they 
would need more. The remainder had not thought about it. Kotecha et al (2020) 
found that in determining whether their income needs would be higher or lower 
than currently, people took a range of factors into account. On the one hand 
expenditure is likely to be lower because of reduced mortgage payments, 
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childcare costs and travel to work. At the same time, other people anticipated 
more spending on leisure activities and holidays as well as growing healthcare 
and residential care costs. 

Just as The Pension Commission established different replacement rates based 
on income, there were differences in the proportion of their current income people 
thought they would need in retirement (Table A3.2 in Appendix 2). Higher income 
groups were more likely to report that they would need less than their current 
income in retirement, whereas lower earners – who are more likely to be 
struggling on their current income – were more likely to report that they would 
need more than their current income in retirement. Eighty-six percent of people 
with a current income of £44,000 or more a year thought they would need less 
than their current income compared with just over one in ten (12%) of those 
whose current income was less than £10,500. Thirty-eight per cent of people with 
a current income of less than £10,500 thought they would need more than their 
current income. 

Older age groups were more likely to report that the income they would need in 
retirement would be the same as their current income (51% of 66-70 year olds 
compared with 26% of 40-49 year olds). Conversely, younger age groups were 
more likely to put the income they would need in retirement at two thirds or less 
of their current income (49% of 40-49 year olds compared with 22% of 66-70-
year-olds). 

It may be that younger people who have not yet retired have yet to fully consider 
the expenses they will incur during retirement and how much income they will 
need to maintain a good standard of living. It may also reflect that income levels 
tend to be lower among older age groups, especially those who have already 
semi-retired (see Table A1.5). The semi-retired may already have experienced a 
pre-retirement drop in income therefore meaning that they expect to need a 
higher proportion of an already reduced income in retirement. 

Half of people who had not yet retired and had some idea of the income they 
would need in retirement reported that they would need less income in retirement 
than currently. 

Figure 3.5 Income needed/expected in retirement as a proportion of current 
income 
Change to table and accessible view 
Less than a quarter 

About a quarter 

About a third 
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About half 

About two-thirds 

About three-quarters 

About the same 

More than current income 

Not thought about it 
Needed 

1% 

3% 

7% 

17% 

14% 

9% 

31% 

11% 

8% 

Expected 
2% 

5% 

8% 

21% 

15% 

10% 

18% 

6% 

16% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents not yet fully retired who have some idea of income needed 
in retirement (Minimum n=1,159) 

Homeowners were more likely than renters to say they would need less than their 
current income in retirement. Whereas 46% of those who owned their home 
outright and 70% of those who owned with a mortgage believed they would need 
less income, 38% of those renting from private landlords and just 11% of those 
renting from housing associations held the same belief. This may reflect the fact 
that renters, will be more likely than owner occupiers to still be incurring housing 
costs in retirement, will have higher income needs. It may also reflect the fact that 
home ownership is more common among higher earners (MHCLG, 2021). 

3.3.3. Expected retirement income compared with income needs 

Even though many people thought that they would need less income in 
retirement compared with their current income, people’s expectations for the 
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income they would actually receive in retirement were even lower (Figure 3.5 
second column). Around three in five (61%) of people expected to have an 
income less than their current income in retirement, and nearly two in five (37%) 
expected to have an income that was half or less of their current income. 

Respondents with a private pension (67%) were much more likely than those 
without a private pension (30%) to expect their retirement income to be lower 
than their current income. This may be because pensions holders are more likely 
to be higher earners currently (see Chapter 5). It also suggests they may be 
aware that, despite saving into a pension, they are unlikely to be saving enough 
to allow them to match pre-retirement income levels in retirement. 

Those with lower incomes currently were more likely than those with higher 
incomes to expect their income to increase during retirement (Table A3.3 in 
Appendix 1). Many in the lowest income group were not currently working and the 
State Pension is typically more generous than benefits for the working-age 
population. Eighteen percent of those currently earning less than £10,500 
expected their income to increase in retirement compared to only two percent of 
those earning £44,000 or over. It was also the case that people on the lowest 
incomes (29%) were more likely to not have thought about their expected income 
compared to those with higher incomes (seven percent). Echoing findings from 
Chapter 2, (Section 2.4) this further suggests that those with less disposable 
income are less likely to have started planning for the future, perhaps because 
they are more concerned with current economic necessities. 

Table A3.4 in Appendix 1 shows the proportion of people whose expected 
income needs in retirement, as measured using the replacement rate, matched 
their expected income. Of most concern, 26% believed that they would need 
more than they expected to receive and 20% had not thought about one or other 
of these aspects. A higher proportion of people with a private pension (28%) than 
those without (19%) believed that they would receive less than what they needed, 
further evidence perhaps that pension saving rates are insufficient. 

3.3.4. Expected retirement income compared with actual income in 
retirement 

People who had already fully retired were asked how their income in retirement 
compared with their pre-retirement income. As can be seen in Figure 3.6, only 
12% reported that their income in retirement was the same as pre-retirement, 
with around two-thirds (66%) reporting that it was lower. 

Around two-thirds of people already fully retired reported their income in 
retirement was lower than their pre-retirement income. 
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Figure 3.6 Expected income replacement rate in retirement for people not 
yet retired vs. actual income replacement rate for fully retired 

Retirement 
status 

Less 
than a 
quarter 

About 
a 
quarter 

About 
a 
third 

About 
a half 

About 
two-
thirds 

About 
three-
quarters 

About 
the 
same 

More 
than 
current 
income 

Not retired: 
Expected 
income vs 
current 
income 

2% 5% 8% 21% 15% 10% 18% 6% 

Retired: 
actual 
income vs 
pre-
retirement 
income 

6% 7% 12% 21% 11% 9% 12% 8% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All not yet retired respondents (1,159) and fully retired respondents (977) 

Note: Respondents not yet fully retired were asked about the income they 
expected as a proportion of their actual income. Fully retired respondents were 
asked about the income they received in retirement as a proportion of their pre-
retirement income. 

The proportion of people already retired who reported that their income in 
retirement was half or less than their pre-retirement income (46%) was higher 
than the proportion of people who had not yet retired who expected their 
retirement income to be this much lower than their current income (37%). The 
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two sets of figures are not directly comparable as they are comparing the 
expectations of one group of people (not yet retired) against the experiences of 
another (already retired). It is therefore difficult to determine whether these 
figures reflect people who have not yet retired being too optimistic about their 
prospects post-retirement or whether they reflect, at least in part, different 
circumstances across the two groups. It should be noted that, when asked 
directly how their current situation compared with their expectations, over half 
(55%) of people who had already fully retired reported that their financial situation 
was about the same as what they had expected pre-retirement. However, around 
one in five (21%) said their income was lower than expected. This suggests that 
there may be more to be done in educating people about their income needs and 
expectations in retirement to ensure that everyone is suitably prepared. 

3.4. Sources of income in retirement 

Having considered people’s income needs and expectations in retirement, this 
section goes on to consider where this income is expected to come from. Again, 
the expectations of people who have not yet retired are compared against the 
experiences of people who have already semi-or fully retired. 

3.4.1. Expected sources of income in retirement 

Most respondents who had not yet retired expected that a pension would 
contribute towards their retirement income. Eighty-nine percent of not yet retired 
respondents expected they would receive a State Pension and 79% expected to 
fund their retirement via an occupational or personal pension. However, only one 
in ten people expected their only source of income in retirement, other than the 
State Pension, to be a private pension. Savings and investments were expected 
to be an important source of income to fund retirement; 64% of not yet retired 
respondents believed that they would fund their retirement via this source (the 
same proportion, 64%, of non-retired respondents stated they currently had 
savings, though for many this would be savings less than £15,00). Around two in 
five (41%) expected to fund their retirement via family/partner support whilst 
around a quarter (26%) expected to generate income from equity release and 
around two in five (22%) expected to be able to draw on an inheritance. 

Expected use of an occupational or personal pension was higher in certain 
groups than others, largely mirroring findings from Chapter 5 on who is more 
likely to have a private pension. Higher earners and those with higher levels of 
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savings were both more likely to expect income from a private pension and other 
sources of non-pension income in retirement. Similarly, homeowners were more 
likely to have access to a private pension and also be able to draw on other 
sources of property-related income. Thirty-nine percent of people buying with a 
mortgage and 28% of outright owners who had not yet retired said they expected 
to make use of equity release as a source of income in retirement. Twenty-one 
percent of outright owners and 24% of mortgage holders expected to have 
income from rent. People without a private pension may be especially likely to 
find themselves in financial difficulties in retirement as they are also less likely to 
have expectations of sources of income, other than the State Pension (Figure 
3.7). Current income and wealth inequalities will therefore continue and 
potentially be exacerbated in retirement. This suggests that finding further ways 
to encourage those without a pension to save for retirement will be important. 

People without a private pension were also less likely to expect to have access to 
other sources of income in retirement. 

Figure 3.7 Proportion of people not yet retired who expect to use each 
source of income in retirement, by whether have a private pension 
Change to table and accessible view 
State Pension 

Private pension 

Other pensioner benefits 

Savings/investments 

Equity release 

Other income from property 

Inheritance 

Partner/family 

Other 
Has a private pension 

90% 

94% 

21% 

69% 

27% 

18% 

24% 

42% 

3% 

Doesn’t have a private pension 
87% 

29% 

26% 

47% 
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22% 

13% 

16% 

40% 

5% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All not yet retired respondents (1,357) 

Note: Respondents could select more than one answer so percentages may sum 
to more than 100% 

Self-employed respondents expected to use different strategies for funding their 
retirement compared with employees, most likely reflecting their lower access to 
workplace pensions. Only 68% of people who were currently self-employed 
expected to have income from an occupational or personal pension in retirement 
compared to 91% of employees[footnote 8]. Conversely, the self-employed were more 
likely than employees and those not currently in paid work to expect to use 
savings and investment to fund their retirement (80% vs 68% and 40% 
respectively). In practice, the income sources actually used in retirement by 
people who were self-employed immediately prior to retirement look much more 
similar to those who used by those who were employed prior to retirement, with 
78% of self-employed receiving income from a private pension compared with 
79% of employees (see Table A3.5 in Appendix 1). The group of people who 
were self-employed immediately before retirement is likely to include some 
people who were employees for much of their working life but moved into self-
employment later in life (see Chapter 4, Section 4.1). It would be interesting to 
compare the experiences of those who had always been self-employed against 
employees but PPLL did not include full employment histories to enable such a 
group to be identified. 

3.4.2. Expected vs. actual sources of income in retirement 

Figure 3.8 compares the sources of income that not yet retired individuals 
expected to use to fund their retirement with those sources that individuals who 
had already either semi or fully retired actually used. Income from pensions (both 
state and private) followed by income from savings and investments were the 
most common source of income among retirees, just as they were expected to be 
among those not yet retired. However, there is some evidence that people who 
have not yet retired may be placing too much expectation on other sources of 
non-pension income. For example, only 53% of people who had fully retired said 
they relied on savings and investments compared with 64% of non-retirees who 
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expected to do so. Similarly, 26% of non-retirees expected to have income from 
equity release and 22% expected to have income from an inheritance. The 
corresponding figures among fully retired respondents were six percent and 15%. 

Respondents who had already retired were also asked whether their sources of 
income in retirement were the same or different compared with what they had 
previously expected. The majority (85%) reported that the sources of incomes 
used in retirement matched their previous expectations. Among the 15% who 
reported that their expectations were different, they were most likely to report 
using savings and investments (21%) or an inheritance (16%) that they had not 
expected. 

A higher proportion of people who had not yet retired expected to have non-
pension income in retirement compared with the experiences of people who had 
already retired 

Figure 3.8 Expected vs actual sources of retirement income, by retirement 
status 
Change to table and accessible view 
State Pension 

Private pension 

Other pensioner benefits 

Savings/investments 

Equity release 

Other income from property 

Inheritance 

Partner/family 

Other 
Not yet retired 

89% 

79% 

64% 

41% 

22% 

22% 

26% 

17% 

4% 

Semi-retired 
76% 

80% 

62% 

40% 

13% 
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17% 

13% 

15% 

3% 

Fully Retired 
83% 

78% 

53% 

43% 

18% 

15% 

6% 

9% 

2% 

Source: Planning and Preparing for Later Life 2020/21 

Base: Not yet retired respondents (n=1,357), semi-retired respondents (n=264), 
fully retired respondents (n=1,007) 

Notes: Respondents could select more than one answer so percentages may 
sum to more than 100%. Not yet retired respondents were asked about the 
sources of income they expected to use. Semi- and fully retired respondents 
were asked about the sources of income they had used. 

3.4.3. Proportion of income expected to come from State Pension vs. 
private pension 

People who expected to use or were using income from the State Pension to 
fund their retirement were asked what proportion of their retirement income they 
expected to come from this source. Only around six percent thought this would 
constitute their only source of income during retirement. As shown in Figure 3.8 
most people also expected to or were drawing on a private pension. However, 
nearly one in four (24%) of people without a private pension expected the State 
Pension to be their only source of income in retirement as did 16% of 
respondents who were not yet retired but were not currently working and 15% 
with a current income of less than £10,500. 

The proportion of retirement income expected to come from the State Pension 
increased with age (see Table A3.6 in Appendix 1). Whereas only 19% of 40-49 
year olds expected that more than half of their retirement income would come 
from the State Pension, over a third (38%) of 71 year olds believed the same. 
This is likely to be because younger age groups are overly optimistic about how 
much they will be able to save privately for retirement. However, as was shown in 
Chapter 2 (Section 2.6), it may also reflect, at least in part, the fact that younger 
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age groups were also more likely to underestimate the amount available via the 
new State Pension. 

Most private pension holders only expected their private pension to provide some 
of their income in retirement. Forty-five percent of private pension holders 
expected less than 50% of their income in retirement to come from their private 
pension whilst only 27% expected 70% or more of their income to come from this 
source (Table A3.7 in Appendix 1). There were no significant differences by age 
or retirement status in the proportion of pension holders who expected to receive 
at least half of their income in retirement from a private pension but self-
employed people were less likely to expect at least half of their income to come 
from private pensions compared with employees (45% compared with 60%). 

3.5. Confidence in retirement provision 

The final section of this chapter examines respondents’ confidence in their ability 
to support themselves during their retirement. People’s confidence about the 
ability to sustain a good quality of life during their retirement is likely to influence 
various decisions that people will make about their retirement such as when they 
will decide to retire and whether they will decide to gradually retire from the 
labour market or retire fully. 

Respondents were asked to rate how confident they were on a scale from 0 to 10 
that they a) had enough put by to live on in retirement b) would be able to 
achieve the lifestyle they wanted in retirement (see Table A3.8 in Appendix 1). 
Overall, respondents were fairly ambivalent about whether they would have 
enough to live on in retirement (mean score = 6.1). The mean score hides a lot of 
variation across individuals, however. Nearly a quarter of the sample (23%) rated 
their confidence that they would have enough to live on at only between 0-4 on 
the scale whilst at the other end of the distribution, 20% rated their confidence 
between 9 and 10. 

People were slightly less confident that they would be able to achieve their 
desired standard of living (mean score = 5.8). However, it is perhaps surprising 
that there is not more difference in scores between these two measures, one of 
which seems to offer a more basic benchmark for income in retirement than the 
other. 

Generally, people’s confidence that they would be able to provide for themselves 
in retirement increased with age, with older people, in particular, more confident 
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that they would at least have enough to live on in retirement (Figure 3.9). It 
makes sense that younger people, who are further away from retirement, will 
currently be less confident about their living standards in the future. The greater 
confidence among older age groups may also reflect intergenerational 
differences in wealth accumulation, with younger cohorts less well placed to 
accumulate wealth to provide an income for retirement because of reduced 
access to the housing market or Defined Benefit (DB) pensions (D’Arcy and 
Gardiner, 2017). Research by the Institute for Fiscal Studies (IFS, 2016) found 
that individuals who were born in the early 1980s had accumulated approximately 
only half of the average wealth holdings of the 1970s cohort at the same age. 

People’s confidence that they would be able to provide for themselves in 
retirement increased with age. 

Figure 3.9 Confidence in the level of income available in retirement on a 
scale from 0-10, by age 
Change to table and accessible view 
40-49 

50-54 

55-59 

60-65 

66-70 

71+ 
Covering basic costs – scale 0-10 

5.5 

5.7 

5.8 

6.4 

6.9 

7.2 

Achieve desired lifestyle – scale 0-10 
5.2 

5.4 

5.5 

6.0 

6.6 

6.9 

Source: Planning and Preparing for Later Life 2020/21 

Base: all respondents (Minimum n=2,619) 

Men were more confident than women about their income in retirement, 
something which is likely to reflect men’s more stable participation in the labour 
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market and higher lifetime earnings. Confidence levels did not differ between 
employees and self-employed respondents. However, people who were not 
currently working were less confident than people in employment whose lack of 
earnings is also likely to mean they have less opportunity to save for retirement. 
People with a private pension were understandably more confident about their 
income in retirement than those without a private pension (see Table A3.9). 

3.6. Conclusions 

The majority of people not yet retired expected to retire at or above the SPA 
though many of them would ideally like to be able to retire before this. Financial 
considerations play a part with those on lower incomes also expecting to have to 
work longer. Fewer people now expect to be able to retire at their ideal age than 
was the case for those already fully retired. 

There was a substantial degree of uncertainty around income in retirement, 
particularly among younger age groups. Around a third of those not yet retired 
said they had no idea what income they would need in retirement. Generally, 
respondents were aware that they would likely receive less income in retirement 
than they currently had, though for many people this was less than they expected 
to need and, comparing people’s expectations against the experiences of people 
already retired, it is possible that people are still overestimating their income 
replacement rate. Most people expected to fund their retirement through the 
State Pension and/or a private pension. Savings and investments were also 
mentioned as an important source of expected income during retirement whilst a 
sizeable group of people expected to use equity release or an inheritance. 
Comparing these experiences with the actual income sources used by people 
already in retirement suggests that people not yet retired may be over-estimating 
the extent to which they will be able to draw on non-pension wealth in retirement. 
People without private pensions had less recourse to other sources of non-
pension wealth, indicating that pre-retirement wealth inequalities are likely to be 
perpetuated into retirement. 

4. Transitioning between work and 
retirement 
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4.1. Introduction 

The decision of when and how to end paid work and transition into retirement is a 
crucial part of planning for retirement (see Chapter 2, Section 2.4). It is also a 
decision that is becoming more complex and individual following the abolition of 
the statutory retirement age, along with the changes to the pensions freedoms 
which have blurred the boundaries between work and retirement. Many workers 
are taking a fluid approach to retirement, potentially moving in and out of (semi-) 
retirement multiple times (Platts et al, 2019). More and more workers are 
remaining in the labour market past the current State Pension age (SPa). At the 
same time however, many people still expect to retire before the SPa and many 
people say they would ideally like to retire even earlier (see Chapter 3, Section 
3.2). There is, therefore, further work to do in encouraging people to remain in the 
workforce for longer. 

Older people remaining in paid work has many potential benefits both for 
individuals and society more generally. Work can play a crucial role not only in 
ensuring that people have financial security later in life but also that they can 
enjoy the wider benefits to wellbeing that satisfying employment can bring. 
Employers can also benefit from the experience and skills that older workers 
bring to the labour market (OECD, 2020). However, these benefits are contingent 
on the availability of “good work” ensuring that the experience of work is fulfilling 
rather than just a necessity. To do so, employers and the labour market need to 
be able to meet the particular needs of older workers, for example 
accommodating additional health or caring needs and fostering a positive work 
environment. The government’s 50 Plus: Choices scheme (previously Fuller 
Working Lives) sets out a number of initiatives, developed in partnership with 
employers to retain and recruit older workers aged 50 and over (DWP, 2017). 

This chapter seeks to contribute to the evidence base around how best to support 
people to work for longer by looking in detail at the experiences of workers as 
they approach the transition into retirement. It starts by providing some contextual 
information on the proportion of people in different age groups who are in paid 
work, employees versus self-employed, and semi-retired versus not yet retired. It 
goes on to look at the experiences of those currently in paid work and the 
importance of things like flexible working and training for promoting job 
satisfaction. The chapter then explores people’s preferences around work as they 
approach retirement. It also looks at what can be learnt from the experiences and 
preferences of people who retired but then returned to the labour market and 
people not currently working but who may return to work in the future. 
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As key areas of interest for policy, this chapter also spotlights a number of ways 
in which the experiences regarding planning for retirement among the growing 
number of older self-employed workers and carers differ from those of the rest of 
the population. 

4.2. The prevalence of paid work among older age 
groups 

To provide some context to the rest of the chapter and help inform the findings 
that follow, this section examines the prevalence of paid work, and different type 
of employment, among PPLL respondents and how this varies by age. The 
patterns observed, in terms of the decline in workforce participation with age, the 
rise in self-employment and part-time working, are broadly consistent with official 
statistics from the Labour Force Survey (ONS, 2020). 

Overall, 55% of 40-75 year olds interviewed for PPLL were in paid work. The 
proportion of people in paid work decreased sharply with age, dropping off after 
the age of 60 (Figure 4.1). Only 44% of 60-65 year olds were in paid work. 

The proportion of people in paid work decreased sharply with age. 

Figure 4.1 Proportion of 40-75 year olds in paid work, by age 

40-49 50-54 55-59 60-65 66-70 71+ 

82% 82% 71% 44% 14% 5% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents (n=2,655) 

Of those currently in paid work six percent classed themselves as semi-retired. 
This percentage rose from two percent among those aged 50-54 to 14% of 60-65 
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year olds and more than one in two people still working beyond the age of 66. 
There was a corresponding decline with age in the proportion of workers working 
full-time, that is 35 hours a week or more. 

Eleven percent of all 40-75 year olds and 17% of those in paid work were 
currently self-employed in their main job. The age gradient was less marked here, 
though there is some evidence that the proportion of workers opting for self-
employment rises with age and semi-retirement. Thirty-seven percent of people 
in paid work who considered themselves semi-retired were self-employed 
compared to 16% of other people in paid work. It is possible that becoming self-
employed may offer people in semi-retirement more flexibility to choose their own 
working arrangements (see Section 4.3.3.) 

Among those people not in paid work, most people above State Pension age 
consider themselves fully retired. 

Figure 4.2 Proportion of respondents in paid work with different working 
arrangements, by age 
Change to table and accessible view 
40-49 

50-54 

55-59 

60-65 

66+ 
Semi-retired 

0% 

2% 

5% 

14% 

55% 

Self-employed 
13% 

20% 

16% 

23% 

34% 

Full-time 
70% 

71% 

66% 

57% 

38% 

Source: Planning and Preparing for Later Life 2020/21 
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Base: All respondents in paid work (n=1,244) 

Among those people not in paid work, most people above SPa already 
considered themselves fully retired and were not going to do any more paid work. 
However, there is a small group of people in the 55-59 and 60-65 age brackets 
who considered themselves as semi-retired and, although not currently working, 
may consider further paid work in the future (Figure 4.3). Section 4.5 of this 
chapter looks in more detail at what may facilitate the return to work of this group. 

A small group of people in the 55-59 and 60-65 age groups consider themselves 
semi-retired and may consider further paid work in the future. 

Figure 4.3 Retirement status of those not in paid work, by age 
Change to table and accessible view 
40-54 

55-59 

60-65 

66+ 
Not retired 

90% 

62% 

29% 

2% 

Semi-retired 
8% 

20% 

13% 

4% 

Fully-retired 
2% 

18% 

55% 

92% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents not in paid work (n=1,411) 

Spotlight: the experience of self-employment 

There is ongoing public and policy interest in the long-term saving and retirement 
provision of self-employed people. Some of the key findings from PPLL regarding 
the self-employed are: 
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1. Around one in ten (11%) of 40-75 year olds was currently self-employed in 
some capacity and as many as 29% had had a period of self-employment at 
some point in their career. The proportion of workers currently in self-employment 
increased with age. 

2. The main reasons given for being in self-employment were because it was the 
nature of the job (45%) or as a way of earning more income (42%). However, 
working conditions and job flexibility were also important considerations; 39% 
mentioned better working conditions or job satisfaction and 23% mentioned being 
able to fit work round caring responsibilities. 

3. Most self-employed (85%) said they would prefer to remain in self-employment 
rather than becoming an employee. Eighty-two percent said they were very or 
fairly satisfied with their current work. Contrary to many other studies, PPLL did 
not find that overall satisfaction with work was higher among the self-employed 
compared with employees, satisfaction being similarly high across both groups. 

4. Nevertheless, the self-employed were more likely than employees to expect to 
work beyond SPa, as well as having a later ideal retirement age. However, a 
similar proportion of employees and self-employed (55%) said they would like to 
work less as they approached retirement. 

5. A higher proportion of self-employed 40-75 said they had not yet started saving 
for retirement compared with employees (22% vs 7%). Those that had started 
saving tended to have done so later. 

6. The self-employed were less likely to have a private pension, 65% did so 
compared with 89% of employees. Self-employed pension holders were most 
likely to hold a personal pension (61%) though 58% had a workplace pension 
(presumably from previous employment). 

7. The most common reason self-employed people gave for not having a pension 
was that they would fund their retirement from other sources (44%). The self-
employed were more likely than other groups to say that they would fund their 
retirement from non-pension wealth, including 80% who mentioned savings or 
investments and 51% who mentioned support from family or friends. Only three 
percent of the self-employed expected to be reliant solely on the State Pension. 

8. The self-employed were among the groups hardest hit by the COVID-19 
pandemic. Three in five (60%, compared 21% of employees) said they had 
experienced a lost in income and nearly one in five (19%, compared to 7% of 
employees) said they now expected to retire later than planned. 
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Spotlight: Providing informal care and planning for retirement 

People with caring responsibilities may face particular challenges as they 
approach retirement and there is policy interest in how to support this growing 
group. A selection of the key findings from PPLL are as follows: 

9. Among 40-75 year olds, 37% reported providing some unpaid, informal care 
for family members, friends, neighbours or others. This could be for people either 
inside or outside of their household[footnote 9]. 

10. Caring responsibilities were more prevalent among women (41% compared 
to 33% of men). Around half of single people living with financial dependents 
(52%) provided some unpaid care. 

11. The level of people’s caring responsibilities varied. Around half of carers 
(46%) spent less than five hours a week caring. However, around one in six 
(17%) spent 20 hours or more. People aged 55-64 were especially likely to have 
larger commitments. 

12. Nearly half of those providing informal care were employees (47%), 25% 
were fully retired, 18% not working and 11% self-employed. 

13. Providing informal care does not seem to have a big impact on planning for 
retirement. There was no significant difference in the age at which carers started 
saving for retirement, 46% of carers started saving in their 20s compared to 41% 
of those that are not carers, and carers were actually more likely to have a private 
pension (80% vs. 74%). There were few differences by carer status in the age 
that people started planning to transition away from work or people’s expected 
age of retirement. 

14. People providing informal care do seem to have different employment needs 
and may require additional support from their employer. In common with other 
people in paid work, carers reported high levels of satisfaction with work: 85% 
reported they were very or fairly satisfied with their current working 
arrangements. However, carers were more likely to have requested a change to 
their working conditions in the last 5 years (26% vs 17% of non-carers). Among 
people not yet retired, carers were also more likely to report that employer 
actively supporting caring needs (41% vs 30% of non-carers), workplace 
adjustments for health condition (32% vs 22%) and being able to take on a less 
demanding role (30% vs 24%) would help them to continue working longer. 
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4.3. Current work arrangements 

Crucial to informing the roll-out of the government’s 50 PLUS: Choices scheme is 
understanding how satisfied people in paid work are with their current working 
arrangements and what drives this satisfaction. The higher people’s levels of 
satisfaction with work the more likely they are to remain in the workforce (Paullin 
and Whetzel, 2012). 

4.3.1. Satisfaction with current working arrangements 

Across all people aged 40-75 in paid work, satisfaction with current working 
arrangements was very high. Eighty-eight percent of people currently in work 
were either satisfied (44%) or very satisfied (44%). 

Satisfaction levels with current working arrangements were high across all age 
groups. 

Figure 4.4 Proportion of 40-75 year olds currently in paid work satisfied 
with their working arrangements, by age 
Change to table and accessible view 
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5% 

4% 

9% 

8% 

2% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents currently in paid work (n=1,241) 

Figure 4.4 shows that satisfaction levels were high across all age groups. The 
proportion of people saying they were very satisfied was lower among the 60-65 
age group, that is those approaching the SPa but then increased again for those 
66 or older (significant at the 10% level). Ninety-three percent of semi-retired 
individuals were at least fairly satisfied compared with 87% of those who were not 
retired[footnote 10]. These findings perhaps suggest that those who continue to work 
beyond SPa (many of whom are semi-retired) do so, at least in part, because of 
the satisfaction it affords (see also Section 4.5.1). 

Although levels of satisfaction were high across all groups, certain groups were 
more likely to experience higher work satisfaction than others. Higher income 
was associated with greater satisfaction with work – 93% of those earning 
£44,000 or more were either fairly satisfied or very satisfied, compared to 78% of 
those with a personal income that was less than £10,500 - as was working in 
professional or associated professional and technical occupations (91% and 94% 
at least fairly satisfied). People working in sales/customer service and skilled 
trade occupations had the lowest satisfaction (73% and 80% at least fairly 
satisfied). These differences by occupation may in part be due to differences in 
income but are also likely to reflect differences in working practices, such as the 
availability of flexible working (see Section 4.3.2) and/or the greater impact of 
COVID-19 on certain sectors. 

Whereas most research points to the self-employed being more satisfied with 
work than employees (Hundley, 2001; Benz and Frey, 2008), 
among PPLL respondents employees were slightly more likely to be satisfied 
than the currently self-employed (89% compared with 82%)[footnote 11]. This may be 
due to the greater impact of COVID-19 on the self-employed (see Chapter 2, 
Section 2.6). Workers who reported that the COVID-19 pandemic had had one or 
more impacts on their employment, including a reduction in income, were less 
satisfied comparted with people who reported no impact (82% compared with 
90% very or fairly satisfied). 

4.3.2. Flexible working 
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One of the levers that policymakers may use to encourage people to work for 
longer is to encourage employers to offer flexible working. Being able to work 
flexibly has repeatedly been found to increase satisfaction with work (Centre for 
Ageing Better, 2020b; Working Families, 2020). Fifty-two percent 
of PPLL respondents with flexible working hours reported being very satisfied 
with their work conditions, compared to 37% of those without it. Table A4.1 in 
Appendix 1 shows that just under half (47%) of those currently in paid work did 
not have any type of flexible working arrangement. The most common type of 
arrangement (also reported by 47%) was flexitime or flexible working hours. 
People who were semi-retired were more likely than those who were not retired 
to be working flexibly (57% compared with 46%)[footnote 12]. 

Despite having lower levels of satisfaction with work overall, the self-employed 
were much more likely to have access to flexible working compared with 
employees; 68% of the self-employed had some form of flexible working available 
compared with 50% of employees. It is notable that, when asked their reasons for 
becoming self-employed, 39% of people currently self-employed or with previous 
experience of self-employment mentioned “better working conditions or job 
satisfaction”, whilst 23% became self-employed to fit around their caring 
responsibilities. Although the main reasons given for becoming self-employed 
related to the nature of the job (mentioned by 45%) and income requirements 
(42%), it appears that the opportunities self-employment can afford for more 
flexible working are also important. 

As with overall job satisfaction, access to flexible working also varied by income 
and occupation, with those earning £44,000 or more a year (60%) and 
managerial and professional occupations (64%) being most likely to have some 
form of flexible working. Flexible working was least prevalent in caring, leisure 
and other service occupations (46%) as well as sales/customer service (42%) 
and elementary occupations (31%). There remains some work to do in ensuring 
that all workers, including those who most need to work longer for financial 
reasons, can access flexible working arrangements if required. This is not 
straightforward, especially given the potential limitations of flexible working in 
some occupations and the different forms that flexible working can take 
regarding, for example, when and where work is completed (Gloster and Cockett, 
2020). 

4.3.3. Requests to change working arrangements 

As well as looking at the proportions of people who currently have flexible 
working hours, further insights into the demand for flexible working is provided by 
data on whether people have proactively requested flexible working and why. 
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However, data on whether these requests were accepted by employers was not 
collected. 

All employees now have the right to request flexible working from their employer 
if they have worked for them for more than 26 weeks. Table A4.2 in Appendix 1 
shows the proportion of employees who had requested a change to their regular 
working arrangements in the last five years. 

Although most people had not requested a change in working arrangements, one 
in five (20%) had done so. There were no significant differences by age in the 
proportion of people requesting to change their working arrangements though 
people who were semi-retired were more likely to have done so than other 
employees (30% compared with 20%). This provides further evidence that semi-
retirement seems to be associated with greater flexibility and people being in a 
better position to tailor their working arrangements to suit them. It is perhaps 
surprising that more older workers have not requested a change in their working 
arrangements though it is not possible to determine from the data available 
whether this is because there is no demand or whether people do not think their 
request would be accepted. 

Women were more likely than men to have made a request (25% compared with 
16%). Similarly, those who act as a carer (in any capacity) were more likely to 
request a change in their working arrangements; 26% of carers had requested a 
change compared to 17% of those who are not carers. There is some evidence 
that bad health was also associated with requests to change working 
arrangements. Those with only fair or bad health were much more likely than 
those with good or very good health to have requested a change (34% and 41% 
compared with 17%). 

As shown in Table A4.3, the most common requests made were to change the 
days or hours worked (34%) or to reduce the number of hours worked (31%). 

The most common reason given for requesting a change in working 
arrangements was to achieve a better work-life balance, mentioned by 32% of 
people who had made a request. Unsurprisingly, given the differences just 
described, caring responsibilities and health were also important. Twenty-seven 
percent mentioned caring for children or grandchildren as a reason, with a further 
eight percent mentioning the need to care for parents or other elderly relatives. 
Eighteen percent of people mentioned their own physical or mental health needs 
as a reason for requesting a change in working arrangements. 

4.3.4. Access to training 
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Work-related training is another aspect of employment that can have positive 
benefits for individuals, including leading to wage progression. At the same time 
there is evidence that older workers may be less likely to be offered work-related 
training (ONS, 2019c). A lack of skills, and little or no opportunity to help to 
improve them if necessary, could disincentivise continued, long-term work 
(Paullin and Whetzel, 2012).This section therefore looks at the extent to which 
workers, especially as they approach retirement, are being given access to the 
training they need. 

Just over half of those currently in paid work had had some sort of training in the 
past 12 months, meanwhile two in five said they wanted more training. 

Figure 4.5 Proportion of people in paid work who had training the last 12 
months and the proportion that would like more training, by age 
Change to table and accessible view 
40-49 

50-54 

55-59 

60-65 
Training in last 12 months 

60% 

60% 

49% 

46% 

Would like more training 
52% 

40% 

36% 

26% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents in paid work (n=1,241) 

Just over half of those currently in paid work (55%) had some sort of training in 
the past 12 months whilst two in five (41%) said they wanted more training. The 
proportion of workers receiving training decreased with age; 49% of those aged 
55-65 had received training compared with 60% of 40-54 year olds. As Figure 4.5 
shows, this partially reflects the fact that older, semi-retired workers were less 
likely than younger age groups to want training – perhaps because they are 
thinking about working less or taking on less responsibility as they approach 
retirement (Section 4.4). However, there is still demand for training; around a 
quarter of people 60-65 in paid work said they wanted more work-related training. 
Among those who felt there was age discrimination in the workplace, 34% felt this 
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because older workers were overlooked for training opportunities (see Section 
4.3.5 for more details). 

Among those who wanted more training, the most common type of training 
requested was training focusing on technical or practical skills or computer/IT 
skills. 

Figure 4.6 Proportion saying they would like each type of training 

Technical/practical 
skills 

Using 
computers 
or IT 

Management 
training 

Dealing with 
people/ 
communication 
skills 

Retraining 
for 
different 
role 

Language 
skills 

53% 50% 34% 32% 21% 21% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents that would like more work-related training (n=460) 

Employees were more likely to have received training than the self-employed 
(58% compared with 37%), probably reflecting the fact that a lot of training is 
employer-provided/mandated. There were also differences by occupation with 
training most common in caring, leisure and other service occupations (74% in 
the past 12 months) and professional occupations (69%) and least common in 
skilled trade occupations (33%). However, it is difficult to be sure how much this 
reflects the greater need for training related to COVID-19 in some occupations 
compared with others vs. more persistent differences in access to training, for 
example because there is higher self-employment in skilled trade occupations. 

Figure 4.6 shows that among those who did want more training, the most 
common type of training requested was training focusing on technical or practical 
skills (mentioned by 53%) or computer/IT skills (50%). This may in part reflect the 
greater importance of these skills during the COVID-19 pandemic as, for 
example, more people have had to work remotely. However, these are also skills 
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that are always likely to need refreshing on a frequent basis as technology and 
best practice develops. 

4.3.5. Age discrimination 

The presence, or perceived presence, of age discrimination in the workforce may 
be a key barrier discouraging people from working longer or coming back into the 
workforce. 

Most people did not report any experience of age-based discrimination in the 
workplace. However, a sizeable minority believed that there either was (eight 
percent) or could be (a further six percent) age-based discrimination in their own 
workplace. Three percent had themselves been treated unfairly on the grounds of 
age. 

There was little variation in perceived age discrimination across groups. 
However, there is some evidence that people with worse health were more likely 
to report age discrimination in the workplace, perhaps because they feel that the 
employers have not been making sufficient allowances for their needs. Twelve 
percent of those with a disability or illness lasting 12 months or more felt there 
was work-place age discrimination compared to seven percent of those without a 
disability. 

When asked why they thought there was age discrimination in their workplace, 
the most commonly given reasons were that older workers were less likely to be 
promoted and less likely to be hired than younger workers (Figure 4.7). However, 
perhaps most concerningly, almost half of those who believed there was 
discrimination in the workplace (46%) reported that older workers were criticised 
or viewed negatively by colleagues. 

The most common reasons given for believing there was age discrimination in 
the workplace were that older workers were less likely to be promoted and less 
likely to be hired than younger workers. 

Figure 4.7 Proportion giving each reason for believing there is age 
discrimination in the workplace 
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Less 
likely to 
be 
promoted 

Less 
likely to 
be hired 
than 
younger 
workers 

Criticised 
or viewed 
negatively 
by 
colleagues 

Not 
listened 
to 

More 
likely to 
be made 
redundant 

Passed 
over 
for 
training 

Other None of 
these 
reasons 

64% 63% 46% 42% 41% 34% 10% 1% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents in paid employment who believe there is/maybe is age 
discrimination (n=135) 

4.4. Attitudes to work approaching retirement 

As well an understanding people’s satisfaction with their current working 
arrangements, another important factor to consider when thinking about how to 
encourage people to remain in work is whether and how people would like to 
change their working arrangements as they approach retirement. Knowing how 
people would prefer to work is potentially important in helping policymakers and 
employers to think about how best to accommodate these preferences in the 
workplace. Knowing for how long people plan to continue working, and whether 
they plan to work less as they approach retirement, is also important for 
understanding how long and how much people will be able to continue saving for 
their retirement. 

Throughout this section, what people who were not yet retired and in paid work 
said they would like to do as they approach retirement is compared against what 
people who have already semi- or fully retired actually did as they approached 
retirement. This comparison will help to shed light both on how realistic people’s 
expectations are as well as any areas where potentially more could be done to 
meet people’s preferences as they approach retirement. 
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4.4.1. Changes to amount of work approaching retirement 

People were asked both about whether they wanted to change the number of 
hours they worked as they approached retirement and also whether they wanted 
to change who they worked for. 

Just over half (54%) of those not yet retired but in paid work said they wanted to 
work less as they approached retirement. Only four percent said they wanted to 
work more with the remainder hoping to work the same amount as currently. This 
is consistent with the earlier findings (Section 4.3.3) which showed that the most 
common request from people who wanted to change their working arrangements 
was to reduce the amount of work they do. 

The proportion of people who were not yet retired who said they wanted to work 
less decreased with age (see Table A4.4 in Appendix 1) although many people 
still wanted to; 50% of 60-65 year olds said they wanted to work less compared 
with 61% of 40-49 year olds. It is not possible to determine from the data whether 
this reflects a genuine desire for people to keep working longer as they approach 
retirement age or perhaps a growing realisation that they cannot afford to work 
less pre-retirement. 

The proportion of retired individuals who reported that they had actually worked 
less as they approached retirement was even lower than the proportion of older 
non-retirees who wished to do so (Figure 4.8). Only 34% of those already retired 
said they had worked less prior to retirement. This figure was higher though 
among those who were currently semi-retired (48%) who, as has been shown 
throughout this chapter, seem to be in a stronger position to choose how they 
work. This again suggests that people’s initial preference to work less as they 
approach retirement is unlikely to be realised. However, it is not possible to 
determine on the basis of this evidence whether this is because people’s 
preferences change as they approach retirement, whether they realise they 
cannot afford to work less, or whether their employer did not make it possible for 
them to work less. 

Higher income groups were more likely to report that they would like to work less 
as they approach retirement, presumably because they are better placed to be 
able to do so. Seventy percent of those with a personal income of £44,000 or 
more a year would like to work less as they approach retirement, compared to 
29% of those with an income below £10,500. Similarly, those in management or 
professional occupations (66% and 67% respectively) were more likely to say 
they would like to work less than those in occupations such as sales and 
customer services (39%) or elementary occupations (32%) which are typically 
less well paid. This suggests that people’s working needs later in life are likely to 
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be driven at least in part by financial considerations as well as their preference for 
work. 

The proportion of retired respondents who reported that they had worked less as 
they approached retirement was lower than the proportion of non-retirees who 
wished to do so. 

Figure 4.8 Preferred working hours as approach retirement, by retirement 
status 
Change to table and accessible view 
Less 

The same 

More 
In paid work 

54% 

41% 

4% 

Semi or fully retired 
34% 

61% 

5% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All non-retired respondents in paid work (n=1,100); All respondents semi-
retired or fully retired (n=1,263) 

People would generally prefer to keep working for the same organisation they 
currently work for as they approach retirement. Two-thirds (66%) of respondents 
who had not yet retired but were in paid work wanted to continue working for the 
same employer, whilst a further 12% wanted to continue being self-employed. A 
small proportion (nine percent) wanted to become self-employed as they 
approached retirement (Figure 4.9). 

The desire to maintain the status quo as they approach retirement was 
particularly marked among older age groups. They were more likely to want to 
remain with the same employer and to remain self-employed (the latter significant 
at the 10% level). 

The experience of people who were already retired appears to be consistent with 
people’s desire to continue in the same line of employment as approach 
retirement. 
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Over three-quarters (78%) of people who had fully retired reported that they had 
stayed as an employee with the same company as they approached retirement. 

Most workers wanted to continue working for the same company as they 
approach retirement . 

Figure 4.9 Whether would like to/did change working arrangements as 
approach retirement, by retirement status 
Change to table and accessible view 
Work for same company 

Stay self-employed 

Work for different employer in different job 

Work for different employer in same or similar job 

Become self-employed in different job 

Become self-employed in the same or similar occupation 
All in paid work 

66% 

12% 

7% 

6% 

5% 

4% 

Semi or fully retired 
72% 

9% 

8% 

6% 

3% 

2% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents in paid work (n=1,096); All respondents semi-retired or 
fully retired (n=1,261) 

Interestingly, although the majority of the semi-retired also maintained their 
current employment as they approached retirement, there is some evidence that 
this group were more likely to switch employer. Twenty-one percent of the semi-
retired had changed employers as they approached retirement, including 14% 
who changed occupation, whilst nine percent became self-employed. Perhaps 
changing employment enabled them to become semi-retired and enjoy reduced 
hours and greater flexibility as observed in Section 4.3.2. 
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4.4.2. Changing the level of responsibility as retirement approaches 

Current and retired workers were also asked about their preference for taking on 
more or less responsibility as they approached retirement. These preferences 
may have important implications for the type of work people are willing to do as 
they approach retirement. 

A lot of people felt that the questions about level of responsibility were not 
relevant to them with up to 30% saying this did not apply in their job. This may be 
because their role does not involve them taking on responsibilities or, consistent 
with the fact that the self-employed were more likely than employees to select 
this option, because they saw no way to change their level of responsibility. 

Most workers were happy maintaining their level of workplace responsibility as 
they approached retirement. 

Figure 4.10 Whether would like/experienced a decrease in work 
responsibility as approach retirement, by retirement status 
Change to table and accessible view 
No decrease in responsibilty 

Taking responsibility for less/fewer projects 

Working less independently/taking fewer decisions 

Managing fewer staff 

Other 

None of these reasons 
All in paid work 

45% 

19% 

10% 

10% 

2% 

30% 

Semi or fully retired 
53% 

13% 

10% 

11% 

3% 

27% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents in paid work (n=1,107); All respondents semi-retired or 
fully retired (n=1,278) 
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It was most common for people to say that they did not want either to decrease 
(45%) or increase (54%) their level of responsibility as they approached 
retirement (Figures 4.10 and 4.11). However, some people did say they would 
like a change. One in four (25%) of people said they would like to decrease the 
level of responsibility in their job as they approached retirement whilst a similar 
proportion said they would like an increase in responsibility as they approached 
retirement. These findings emphasise the fact that not everyone will have the 
same needs or preferences as they approach retirement and that employers 
need to be flexible enough to accommodate these different requirements if they 
are to get the best out of their workforce. 

Figure 4.11 Whether would like/experienced an increase in work 
responsibility as approach retirement, by retirement status 
Change to table and accessible view 
No increase in responsibility 

Working more independently/taking more decisions 

Taking responsibility for more/larger projects 

Managing more staff 

Other 

None of these reasons 
All in paid work 

54% 

14% 

13% 

7% 

3% 

24% 

Semi or fully retired 
59% 

8% 

9% 

4% 

2% 

27% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents in paid work (n=1,068); All respondents semi-retired or 
fully retired (n=1,213) 

The experiences of those people who had already retired in large part largely 
mirror the preferences of those who have yet to retire although retirees were less 
likely to report both that they had actually decreased responsibility or increased 
responsibility. As with the findings on reducing hours as people approach 
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retirement it is not possible to determine whether this reflects changing attitudes 
on the part of workers as they get nearer to retirement or whether there are 
barriers to their preferences being realised. 

4.5. Returning to work 

As well as encouraging people already in work to remain in work for longer, 
another way in which to promote longer working lives, and the financial and wider 
social and personal benefits associated with that, is to facilitate the return to work 
of people who have left the labour market. This section looks in more detail at 
how this might be achieved. 

4.5.1. The experience of returning to the workforce after retirement 

One way to gain an insight into what might encourage people to return to the 
workforce, and how much demand for this there is likely to be, is to look at the 
experience of those individuals who have returned to work following retirement. 

Only a small proportion of people 50 and over, five percent, had returned to work 
after previously considering themselves fully retired. This proportion increased 
with age, with eight percent of 66-70 year olds having returned to work after 
retirement, but remained low across all age groups. 

For most people returning to work after retirement was a positive choice, the 
most common reasons for doing so being for something to do and to keep active. 

Figure 4.12 Proportion of those that have returned to work following 
retirement selecting each reason for returning to work 
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Something 
to do 

Keep 
active 

Financial 
reasons 

Health 
improved 

Family 
circumstances 
changed 

Partner 
died or 
relationship 
broke down 

Other 

60% 53% 40% 13% 7% 5% 11% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All 50+ respondents who would consider returning to work after retirement 
(n=131) 

People who were currently semi-retired were more likely to report returning to 
work after retirement, 16% having done so compared with two percent who no 
longer consider themselves retired. It appears that people do not necessarily 
want to return to full-time work after retirement but are looking to be able to do 
some amount of paid work. Seven percent of those not currently working had 
considered themselves fully retired and returned to work, compared to four 
percent of current employees and two percent of the self-employed. 

Figure 4.12 sheds more light on people’s reasons for returning to paid work after 
retirement. For most people, the return to work appears to have been a positive 
choice with the most common reasons being for something to do (60%) and to 
keep active (53%). Financial considerations did also play a part, however, with 
40% of people who had returned to work after retirement giving this as a reason. 

4.5.2. Likelihood of returning to paid work 

This next section looks at the likelihood of those people not in paid work returning 
to the labour market and what might encourage them to do so. 

Around two-thirds of people who had not yet retired but were not currently 
working thought it was at least fairly likely they would return to work. 

Figure 4.13 Likelihood of returning to work, by retirement status 
Change to table and accessible view 
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Not retired 

Semi-retired 
Definately 

51% 

12% 

Probably 
20% 

45% 

Probably won’t 
8% 

29% 

Definately Won’t 
12% 

1% 

Depends 
9% 

13% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents not in paid work and not fully retired (n=230) 

Nearly one in four (24%) of PPLL respondents who did not yet consider 
themselves fully retired were not in paid work. Of these, 38% were not yet retired 
but were permanently unable to work due to bad health or disability whilst 26% 
were unemployed and actively looking for work. Seventeen percent considered 
themselves semi-retired from paid work. The remainder were not working for 
other reasons including education or looking after the home. For many people it 
was a long time since they had last been in the workforce, 11 years for those who 
were not yet retired and five years for the semi-retired. A return to work would 
therefore be a big change. 

Figure 4.13 shows the proportion of people not currently working, but who did not 
yet consider themselves fully retired, who thought it was likely they would return 
to work in the future. Around two-thirds of people (66%) thought it was very or 
fairly likely they would return to work, with 36% saying it was very likely. People 
who already consider themselves semi-retired were less likely to say they were 
likely to return to work but, notably, still over half (58%) thought it was at least 
fairly likely they would return. Over one in ten (13%) of the semi-retired were not 
sure if they would return to work but said it would depend. This suggests that 
encouraging people back to work may be contingent on meeting the 
requirements of older workers, for example with respect to demand for flexible 
working (see Section 4.6). 
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People who did not rule out a return to work were asked about their preferences 
for doing so and, in particular, whether they preferred to work full or part time and 
as an employee or self-employed (Figure 4.14). Most people wanted to return to 
work as employees rather than self-employed, though a sizeable minority 
(including 27% of semi-retirees) would prefer to return as self-employed. 
Whereas those who had not yet retired were most likely to want to return to work 
full time, the semi-retired were much more likely to want to return part-time; 59% 
wanted to be a part-time employee and 24% part-time self-employed. This is 
consistent with the experiences of the semi-retired who are currently in work, 
many of whom enjoy part-time and/or flexible working. 

Most people wanted to return to work as employees rather than self-employed. 

Figure 4.14 Proportion selecting type of work they would like return to, by 
retirement status 
Change to table and accessible view 
Not retired 

Semi-retired 
Full-time employee 

48% 

14% 

Part-time employee 
31% 

59% 

Full-time self-employed 
9% 

3% 

Part-time self employed 
12% 

24% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents who may return to work in the future (n=219) 

There is some evidence that people with higher household incomes were more 
likely to say they would definitely return to work compared with those on lower 
incomes[footnote 13] and that people with a private pension were also more likely than 
those without a private pension to say they would definitely return (41% 
compared with 26%). This may reflect that returning to work is often driven by a 
desire for something to do rather than financial need (see Section 4.5.1 above). 
Alternatively, it may be that people on lower incomes, or who have been out of 
work for longer, are less optimistic about their chances of being able to return. 
Either way it presents a challenge for policymakers regarding how best to 
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facilitate the return to work of those who are most likely to benefit financially from 
working longer. 

4.6. People’s own views on what would encourage 
them to work longer 

Finally, to further inform policymakers’ views on what might be needed to further 
the participation of older workers in the labour market, and ensure any initiatives 
introduced best meet people’s needs, this section looks specifically at what 
respondents themselves said would encourage them to keep working for longer. 
People who were not yet retired were asked what would encourage them to keep 
working for longer whilst respondents who were already fully retired were asked 
what would have helped them continue working for longer before they retired. 

Figure 4.15 demonstrates that there are a number of different things that could 
help older people remain in work. Nearly three-quarters (73%) of people who had 
not yet fully retired mentioned at least one factor that would have helped them 
continue working longer. Further emphasising the importance of flexible working 
as discussed in Section 4.3.2, around half of people (52%) mentioned that being 
able to reduce their hours (or take more holiday) would be useful and over two in 
five (44%) mentioned greater access to flexible working. Over a third (34%) 
reported that it would be helpful if employers were actively supportive of caring 
needs whilst around a quarter (26%) mentioned better adjustments for a health 
condition or disability. Just over a fifth (22%) believed a change in employer 
attitudes towards older workers would help. 

People most commonly mentioned being able to work fewer hours or take more 
holidays and flexible working as things that would encourage them to work 
longer. 

Figure 4.15 Proportion of individuals reporting each factor would help them 
continue working longer, by retirement status 
Change to table and accessible view 
Work fewer hours or more holidays 

More flexible working 

Employer more suuportive of caring needs 

Less demanding job 

Make adjustments for health condition or disability 
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Better attitudes towards older workers 

Other 

None of these 
Non-retired 

52% 

44% 

34% 

26% 

26% 

22% 

1% 

27% 

Fully retired 
22% 

19% 

17% 

15% 

11% 

11% 

1% 

56% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All non-fully retired respondents (n=1,618); All fully retired respondents 
(n=964) 

Women were more likely than men to feel active support for their caring needs 
would increase their working life (39% of women vs 30% of men). Workplace 
adjustments for a health condition was the most commonly mentioned factor by 
people in bad heath, with 39% of this group mentioning it. 

People who had already fully retired were much more likely than those who had 
not yet retired to say that nothing would have encouraged them to work longer, 
with over half (56%) giving this response. This may partly reflect the fact that, 
whatever might have been the situation before they retired, most people who are 
now fully retired do not think they would want or be able to return to the workforce 
now. 

Generally, though, when people in the fully retired group did mention factors that 
would help, these tended to be the same things mentioned by the not retired 
group with reduced hours and more flexible working being the factors most 
commonly mentioned. 
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4.7. Conclusion 

The ability to work flexibly, as well as the potential to work fewer hours as they 
approach retirement, emerged as two of the most important factors likely to keep 
people in the workforce for longer (or enable those not currently working to 
return). These factors may also help to explain the increasing numbers of the 
self-employed among workers 60 and over. However, delivering on flexible 
working and the ability to work reduced hours presents challenges for employers 
and policymakers. The evidence showed that access to flexible working hours 
varied significantly by income and occupation. People who had already fully 
retired were less likely to say they had actually done this than people not yet 
retired were to want it. Whether this represents a change in preference as people 
neared retirement or barriers to being able to realise their preference is unclear 
and requires further investigation. 

Those with additional needs, either as a result of their health or caring 
responsibilities, require tailored support to meet those needs. Ensuring that 
workers continue to have access to training is also important; although less likely 
to want training than their younger counterparts, there is still an active demand 
for workplace training among older age groups. There is also still more work to do 
to ensure that all workers feel treated equally regardless of age; although 
relatively few people said they had actively experienced discrimination at work as 
a result of their age, more than one in five of those not yet retired mentioned a 
change in workplace attitudes towards older workers as something which would 
help them to keep working longer. 

As well as focusing on retaining the current workforce, workers not currently in 
the labour market also require support. Around two-thirds of people aged 40-75 
who were not working but not yet fully retired thought that they would undertake 
to paid work in the future. People on lower incomes or without a private pension 
were less likely to say they would undertake paid work in future, and it is arguably 
this group that are most reliant on income from employment in their later years to 
fund their retirement. 

5. Private pension provision 
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5.1. Introduction 

Chapter 3 of this report demonstrated the importance of private pensions as a 
source of income in retirement, with over three-quarters (79%) of people either 
expecting to use or currently using a private pension to fund their retirement. 
However, not everyone has access to a private pension whilst those that do may 
not have sufficient provision (PPI, 2021). There are also questions over how 
engaged people are in pension planning and how well informed their choices are. 
In particular, the new freedom to take some or all of their pension as a lump sum 
may be leading people to see their pension as a windfall rather than a source of 
income in retirement, potentially leaving them unprovided for later in their 
retirement (The People’s Pension, 2021). The Financial Lives 2020 Survey (FCA, 
2021) found that over half (55%) of people with an active Defined Contribution 
(DC) pension had low or very low levels of engagement with their pension. 

This chapter contributes to the evidence base around people’s private pension 
arrangements, looking in more detail at who has a private pension, the types of 
pensions they hold and the current status of those pensions. The chapter looks in 
detail at the decision to access DC pensions, who chooses to access their 
pension, and when and how they do this. 

The findings reported in this chapter are based on people’s self-reports of their 
pension provision. As has already been noted, many people have low levels of 
engagement with their pensions and this may lead to people not being aware of 
or misreporting some of their pension details. Respondents were given the 
opportunity to access their pension statements in advance of the interview. 
However, perhaps not surprisingly given that the Financial Lives Survey found 
that 29% of people could not recall receiving a pension statement in the last 12 
months and a further 14% had received a statement but not read it (FCA, 2021), 
most people did not take up this option. Only 19% of respondents were able to 
access a pension statement for all of the pensions they answered about whilst a 
further six percent were able to access a statement for some of the pensions 
answered about. Whilst there is a need to be cautious about the precise 
estimates of pension numbers and pot size reported here, this self-reported 
information can still provide important insights into how pension holdings and 
decision-making vary across sub-groups. Furthermore, given that many people 
are likely to be planning for retirement based on imperfect knowledge of their 
pension holdings, it is important to understand more about what people perceive 
their pension situation to be. 

Most of the analysis reported in this chapter is conducted at the individual level. 
However, given that some people hold more than one pension, a small number of 
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findings (relating to the age at which people accessed their pension, pension pot 
size, and the uses of any cash lump sum taken) are based on analysis at the 
pension level, that is the base used to calculate percentages is the number of 
pensions held rather than the number of pension holders. 

5.2. Who has a private pension 

The majority of individuals 40-75 years old (76%) had a private pension, that is a 
workplace pension or a personal pension they arranged themselves. This 
includes pension that are currently active, and that they are paying into (see 
Section 5.3), pensions they have retained but are no longer contributing to or 
pensions which they have already accessed or started drawing an income from 
(see Section 5.5). However, nearly one in four (24%) of adults 40-75 currently 
have no private pension provision. As was shown in Chapter 3 (Section 3.4) this 
group are also less likely to have access to other wealth to fund their retirement 
and so are likely to be dependent on family members and/or the state to provide 
for their retirement. Among private pension holders, workplace pensions are 
much more common than personal pensions with 85% of respondents with a 
private pension saying they had a workplace pension and 31% saying they had a 
personal pension. 

Private pension provision varies considerably across different population sub-
groups (see Table A5.1 in Appendix 1). Among PPLL respondents, all of whom 
were 40 and over, there was no significant variation by age in the proportion of 
people who had a private pension. This fits with the fact that most people 
reported starting to save for their retirement in their 20s or 30s (see Chapter 2). 
Women were less likely than men to have a private pension (71% vs 82%). 
People with a partner or financial dependents were more likely to have a private 
pension than single people with no financial dependents. 

Whether or not someone has a private pension is closely related to their 
employment status, and hence opportunities for saving into a pension. 
Employees (89%) were more likely than the self-employed (65%) or those not in 
work (51%) to have a private pension, reflecting their access to workplace 
pensions. The fact that such a high proportion of people in self-employment have 
a private pension is likely to be, in part, the result of them having taken out 
workplace pensions prior to becoming self-employed (as shown in Chapter 4, 
self-employment increases with age). Over half (58%) of the currently self-
employed who had a private pension reported having a workplace pension. The 
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self-employed were also the most likely to have a personal pension (61%, see 
Figure 5.1). It remains the case, however, that the self-employed are less likely to 
have a pension than employees. The former, as noted in Chapter 3 (Section 3.4), 
were less likely to be expecting to use a pension to fund their retirement and 
more likely to expect to use money from earnings/savings. This in turn is 
consistent with the fact that the self-employed generally expected to retire later 
than employees (Chapter 3, Section 3.1), and were more likely to say they would 
never retire. 

Employees were more likely than the self-employed to have a private pension. 

Figure 5.1 Proportion of pension holders with a workplace or personal 
pension, by employment status 
Change to table and accessible view 
Employee 

Self-employed 

Not in paid work 

Fully retired 
Workplace 

92% 

58% 

82% 

81% 

Personal 
24% 

61% 

33% 

36% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents with a private pension (Minimum n=2,090) 

Notes: Respondents could select more than one answer so percentages may 
sum to more than 100% 

There were also differences in pension provision by occupation; 91% of people in 
professional occupations had a private pension compared with 61% of people in 
sales or customer service occupations and 51% in elementary occupations. This 
is likely to be related to income but may also reflect differences in the 
employment conditions across different sectors (levels of part-time working, zero 
hours contracts etc.) and the availability of pension provision. 
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There is a strong relationship between income and private pension provision. 
Income pre-retirement is a potential contributing factor to not being able to afford 
a private pension (see Section 5.2.1) and a possible consequence of not having 
one. Figure 5.2 shows that among people who had not yet retired, people with 
higher incomes were more likely to have a private pension, consistent with the 
fact that one of the main reasons given for not saving into a pension is not being 
able to afford to. Among the fully retired, for whom private pensions are a 
potentially important source of income, those on the lowest income were again 
less likely to have a private pension. 

Knowledge and engagement may also play a role in whether or not people have 
a private pension with people who are better informed recognising the importance 
of a private pension (Table A5.1). People with higher financial literacy were more 
likely to have a private pension with 86% of people classed as having high 
financial literacy having a private pension compared with 53% in the low financial 
literacy group. People who had consulted a financial adviser were also more 
likely to have a private pension (93%). However, given that financial literacy and 
use of a financial advisor were also higher among higher income groups, it is not 
possible without further analysis, to determine whether knowledge has an 
independent effect in encouraging the take up of private pensions. 

People with low incomes who had not yet retired were less likely to have a 
pension. People with low incomes post-retirement were also less likely to have a 
pension. 

Figure 5.2 Proportion of people with a private pension, by income and 
retirement status 
Change to table and accessible view 
Not retired 

Semi-retired 

Fully retired 
Upto £10,499 

48% 

63% 

53% 

£10,500 to £26,999 
76% 

85% 

53% 

£27,000 to £43,999 
88% 

95% 

92% 

£44,000+ 
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98% 

98% 

94% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents (n=2,650) 

5.2.1. Reasons for not having a private pension 

Over half (53%) of people without a private pension mentioned not being able to 
afford to make contributions as a reason for not having one (Figure 5.3). Lack of 
knowledge/interest was given as a reason by 35% of people, whilst 16% 
mentioned they didn’t trust pension providers (See Chapter 2, Section 2.7 for 
more on trust in pensions). 

Unsurprisingly, the proportion of people without a pension saying it was too late 
to start a pension increased with age; nine percent of 40-49 year olds gave this 
as a reason rising to 27% among 50-54 year olds and 37% of 55-59 year olds. 
Although only 6% of people overall said it was too early to start a pension, 16% of 
people in the 40-49 age bracket gave this as a reason. 

The most common reason for not having a pension was not being able to afford 
to pay into one. 

Figure 5.3 Reasons given for not having a private pension 

Can’t 
afford 
it 

Don’t know 
enough/not 
interested 

Too 
late 
to 
start 
one 

Rely 
on 
other 
income 

Not 
working 

Don’t 
trust 
them 

Don’t 
think 
will 
live 
that 
long 

Too 
early 
to 
start 
one 

Other 

53% 35% 32% 32% 27% 16% 9% 6% 10% 

Source: Planning and Preparing for Later Life 2020/21 
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Base: All respondents without a private pension (n=527) 

Notes: Respondents could select more than one answer so percentages may 
sum to more than 100% 

Lower income groups were especially likely to mention affordability as a reason 
for not having a pension with 62% of those not yet retired and with an income of 
less than £10,500 giving this reason along with 68% of those not in paid work. 
Affordability was less of a barrier for the self-employed with only 34% giving this 
reason. The most common reason for not having a pension among the self-
employed was that they would rely on other sources of income (see also Chapter 
3, Section 3.4). Forty-four percent of self-employed people gave this as a reason 
for not having a pension compared with 36% of employees and 24% of those not 
working. 

People without a private pension who had not yet retired were also asked how 
likely they were to take out a pension in the next five years. Around half (53%) 
said they were not at all likely but 31% said they were very or fairly likely. 
Younger age groups were more likely to say they were likely to take out a 
pension but still as many as 35% of 40-49 year olds without a pension said they 
were not at all likely to take out a pension in the next five years. 

5.3. The nature and extent of private pension 
provision 

5.3.1. Number of pensions held 

It is fairly common for people to hold more than one pension, especially following 
the introduction of automatic enrolment into workplace pensions. Half (50%) 
of PPLL respondents with a private pension reported having two or more 
pensions. Nineteen percent reported having three or more pensions (Table A5.2 
in Appendix 1). These could be pensions they had already accessed or were 
drawing an income from as well as any pensions still in accumulation. Having 
multiple pensions can present challenges as it potentially complicates the 
decisions people have to make regarding how to optimise their pension savings 
and means that people can lose track of the pensions they hold (DWP, 2020c). 
There was no evidence that the total number of pensions people held varied by 
age. 

https://www.proage.org/


111 
 

ProAge – Age inclusion at work https://www.proage.org/ 

 

It is possible that respondents underreported the number of pensions they had, 
either because they failed to recall all of their pensions during the survey 
interview, or because they had genuinely forgotten about or were unaware of 
some of the pensions they held. Previous estimates suggest that up to two-thirds 
of UK adults have multiple pension pots (a proportion which is likely to increase 
as people now switch jobs more frequently than in the past) whilst pension 
providers estimate that up to six percent of unaccessed DC pots are lost as they 
no longer have contact with the scheme member (PPI, 2018). 

People with multiple pensions may choose to consolidate some or all of their 
pensions into one pot. Nineteen percent of people had done this with ten percent 
saying they had consolidated their pensions into an existing scheme and ten 
percent saying they had consolidated into a new scheme. People who held a 
personal pension were more likely than people with a workplace DC pension to 
have consolidated (32% compared with 19%). People with personal pensions 
tend to be more engaged with their financial planning than workplace pension 
holders, who include those who have been automatically enrolled in their 
workplace pension. Among people with a workplace pension, those with high 
financial literacy (27%) and those who had received advice from a financial 
adviser (31%) were more likely to have consolidated their pension. 

The most common reasons given for consolidation were because it was easier to 
keep track of a single pension pot (60%) and to access a better return or range of 
investment options (45%). Whilst a single pension pot may be easier to keep 
track of than multiple pensions, the proportion of people reporting they found it 
very or fairly difficult to keep track of their pension savings (see Chapter 2, 
Section 2.3) did not vary significantly depending on the number of pensions they 
reported. However, as noted above, it may be that people are not always able to 
keep track of the number of pensions they have. 

5.3.2. Types of pensions held 

DC pensions have become increasingly common compared with Defined Benefit 
(DB) pensions in recent years (PPI, 2020). The shift towards DC pensions 
reflects the fact that many employers now consider DB pensions too expensive 
as the retired population (and hence pension liabilities) has grown, whilst auto-
enrolment has led to a rapid increase in DC pensions. This shift means that the 
retirement income of increasing numbers of people, including people who may 
not previously have held savings or investments, is dependent on the decisions 
they make about their pensions including how much to contribute, when to start 
accessing their pension and how. Overall, 72% of people with a private pension 
reported that they had at least one DC pension compared with 44% of people 
who had at least one DB pension. 
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DC pensions were more common than DB pensions, especially among younger 
age groups. 

Figure 5.4 Proportion of pension holders with a Defined Contribution (DC) 
or Defined Benefit (DB) pension, by age 
Change to table and accessible view 
40-49 

50-54 

55-59 

60-65 

66-70 

71+ 
DC 

80% 

71% 

74% 

70% 

67% 

59% 

DB 
34% 

44% 

41% 

49% 

48% 

54% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents with a private pension (Minimum n=1,889) 

Respondents could select more than one category so figures may sum to more 
than 100% Even after excluding personal pensions, and looking just at workplace 
pensions, DC pensions were still more common. Forty-nine percent of people 
with a private pension had a DC workplace pension. Reflecting the shift 
towards DC pensions over time, DC pensions they were more common among 
younger age groups, particularly 40-49 year olds (Figure 5.4). 80% of 40-49 year 
olds with a private pension had a DC pensions compared with 71% of 50-54 year 
olds and 59% of those aged 71 and over. It should be noted that around ten 
percent of respondents did not know what type of pension they had despite a 
definition of the two pension types being available; these people have been 
excluded from any analysis of DC or DB pensions reported here. 
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As Figure 5.5 shows, people can hold multiple DB or DC pensions or a mix of 
both DC and DB pensions. 

One in five people with a private pension had a mix of DC and DB pensions. 
More than half had one or more DC pensions but no DB pension. 

Figure 5.5 Mix of private pensions held 

1 x DC 
pension 

1 x DB 
pension 

2+ DC 
pensions 

2+ DB 
pensions 

DB and DC 
pension 

31% 19% 23% 7% 20% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents with a private pension who know the type of pension they 
held (n=1,741) 

A majority of people (60%) with a DC pension reported holding just one such 
pension, 26% had two and 14% had three or more (see Table A5.3). It was less 
common for people to hold multiple DB pensions. Seventy-nine percent of people 
with a DB pension had one such pension, 17% had two and just four percent had 
three or more DB pensions. 

A small proportion of people with a DC pension (seven percent) reported that at 
least one of their DC pensions had previously been a DB pension which they had 
transferred into a DC scheme. It is possible that this includes some people whose 
scheme was transferred from DB to DC by their employer rather than the 
individual making a deliberate choice to transfer schemes. 

5.3.3. Pension size 

The analysis below focuses on the size of the pensions held by those individuals 
who have not yet accessed a DC pension or started receiving a DB pension. 
Section 5.4 below looks in more detail at the pension pots of individuals who 
have accessed at least one DC pension. 
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People did not always know how much was in their pension pot. One in five 
people (20%) with a DC pension in accumulation did not know the pot size of any 
of their DC pensions. Overall, it was possible to obtain precise estimates for only 
60% of pensions and banded estimates for a further 18%. The relatively high 
level of missing data on pensions is consistent with previous research pointing to 
the fact that people do not always engage with their pension (FCA, 2021). 

The analysis below provides estimates based on those pots for which an 
estimate (precise or banded) was provided. There was a very wide range of pot 
sizes, reflecting the disparity in pension provision across individuals, which 
means that estimates are subject to very large standard errors. 

5.3.3.1. DC pension pot size 

The median amount held in DC pensions by individuals who have not yet 
accessed any of their DC pensions was £40,000. The median size of an 
individual DC pension pot in accumulation was £21,000. The size of DC 
pension holdings varies considerably across individuals. Around a quarter of 
people (24%) had total DC pension holdings of less than £10,000 but then a third 
(33%) had total holdings of £100,000 or more[footnote 14]. 

Total DC holdings increased with age and with the number of DC pensions 
people had in accumulation. People who also held a DB pension had, on 
average, larger DC pension holdings (median = £45,000) compared with people 
with no DB pension (median = £35,000). As Figure 5.6 shows, the pension pots 
of DC pension holders who only held DC pensions tended to be smaller than 
those of DC pension holders who also had a DB pension. Therefore, in the 
absence of other income sources, these individuals are likely to be more reliant 
on their DC pot to fund retirement than other pension holders. Twenty six percent 
of the first group’s total DC wealth was under £10,000 compared with 20% of the 
second group. The fact that people who also hold a DB pension had 
larger DC pots perhaps reflects the fact that DB pension holders tend to be older 
(see Figure 5.4). 

One in four DC pension holders with no DB pension only had pension holdings of 
less than £10,000. 

Figure 5.6 Size of DC pension holdings, by whether also hold DB pension 
Change to table and accessible view 
<£10,000 

£10,000-£19,999 

£20,000-£49,999 

£50,000-£99,999 
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£100,000-£249,999 

£250,000 or more 
DC pension only 

26% 

14% 

15% 

11% 

19% 

15% 

DC and DB pension 
20% 

17% 

16% 

17% 

14% 

17% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents with one or more DC pensions who have yet to access any 
of their DC pensions (n-602) 

5.3.3.2. Expected income from DB pension 

People who had not yet started receiving an income from their DB pension were 
asked how much income they expected to receive. The median amount given 
was £8,490 per year (this could be received from more than one DB pension). 

5.4. Saving into a pension 

Whilst the majority of 40-75 year olds have at least some private pension 
provision, a smaller proportion are currently saving into a private pension. Just 
over half (55%) of all 40-75 year olds who had not yet semi- or fully retired were 
currently saving into a private pension. 

As Figure 5.7 shows, among those who had not yet retired, younger age groups 
were more likely to be saving into a pension. People with higher incomes and 
people with financial dependents were also more likely to be saving into a 
pension. 

Younger age groups were more likely to be saving into a pension. 
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Figure 5.7 Proportion of people not yet retired saving into a private 
pension, by age 

40-49 50-54 55-59 60-65 66-70 

60% 63% 52% 39% 33% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents not yet retired (n=1,352) 

Further underlining the importance of workplace pensions in encouraging pension 
savings, 72% of current employees were saving into a pension compared with 
only 24% of the currently self-employed and 6% of those not in paid work[footnote 15]. 

5.4.1. Automatic enrolment 

All employers are now legally required to enrol their eligible jobholders into a 
workplace pension scheme if they are not already in one. To preserve individual 
responsibility for the decision to save, workers have the right to opt out of the 
scheme. Sixty-one percent of current employees reported that they had been 
automatically enrolled in a workplace pension scheme since 2012. This 
represents 63% of all those with a workplace pension. 

Of those who reported being automatically enrolled in a workplace pension, nine 
percent said they had opted out of a pension scheme in the last five years after 
being enrolled. Older workers and those who reported being semi-retired were 
more likely to opt-out. This may be because they already had other pension 
provision; the number of people opting out of auto-enrolment is too small to allow 
further analysis of whether this group had other pension provision or was missing 
out on a private pension by opting out. The most common reason for opting out 
(given by 42% of those who had opted out) was that they would rely on other 
sources of income in retirement. 

5.4.2. Level of contributions to workplace pension 
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Since April 2019, the minimum contribution level for auto-enrolled pensions has 
been set at 8% of qualifying earnings, with a minimum of 3% in employer 
contributions. However, analysis by the Pensions Policy Institute suggests that an 
8% contribution will be insufficient to provide anyone but people on the lowest 
incomes to replicate their in-work living standards in retirement (PPI, 2020). 

A lot of people paying into a workplace pension were not able to give an answer 
regarding the proportion of their pay going towards their pension, suggesting that 
they have not, recently at least, engaged with their level of contributions. Twenty 
five percent did not know their own rate of contributions and 38% did not know 
the rate of employer contributions. 

Among people who knew how much their and their employer’s contributions 
were, most (76%) reported a combined contribution greater than 8%. However, 
17% reported contributions of less than 8% (Table A5.4)[footnote 16]. It should be 
noted that these figures are for all individuals paying into a workplace pension, 
not just those auto-enrolled pension members. They are likely to overestimate 
contribution levels as the people who are aware of their contribution levels may 
not be typical of all those paying into a workplace pension. They are likely to be 
more active, engaged members who have chosen to increase their contributions. 

5.5. The decision to access Defined Contribution 
pensions 

Following the introduction of Pensions Freedom legislation in 2015, people can 
now access their DC pensions at the age of 55 and have a range of options 
available to them regarding how to access their pension. This section looks in 
more detail at the decision to access a DC pension, and how much use is made 
of different sources or information, advice or guidance before taking this decision, 
whilst the next section looks in more detail at what people choose to do with their 
pension once they have accessed it. Unless otherwise stated, the analysis in this 
section relates to the decision to access any DC pension, even if this decision 
was taken prior to 2015. 

5.5.1. Who chooses to access their DC pension and when 

All individuals aged 55 and over were asked separately about private pensions 
they had accessed and private pensions that were still accumulating. Overall, 
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57% of those aged 55 and over with one or more DC pensions had accessed at 
least one of them. 

It appears that most people are not opting to access their pension as soon as the 
opportunity arises; only 16% of 55-59 year olds with a DC pension had accessed 
at least one pension (Figure 5.8). However, a majority of DC pension holders 
chose to access at least one pot before they reach SPa with 56% of 60-65 year 
olds with a DC pension having accessed at least one pension. The median age at 
which DC pension pots were accessed was 60. 

A majority of DC pension holders aged 60-65 had accessed at least one DC 
pension. 

Figure 5.8 Proportion of DC pension holders 55+ who have accessed a DC 
pension 

55-59 60-65 66-70 71+ 

16% 56% 88% 92% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents 55+ with a DC pension (n=895) 

People do not necessarily wait until retirement to access their DC pensions; 27% 
of people who did not yet consider themselves retired and 68% of people who 
considered themselves semi-retired had accessed a DC pension. Just over a 
quarter of current employees (27%) and nearly two in five (38%) of the currently 
self-employed had accessed a DC pension. Overall, nearly a quarter (23%) of 
those aged 55+ who had accessed their DC pension were still in paid work. 

The decision to start accessing a DC pension may depend on people’s individual 
circumstances and the extent to which they need or are able to prioritise current 
income over saving for retirement (Kotecha et al, 2020). People on lower 
incomes were more likely to have accessed their DC pension pot than people on 
higher incomes; 62% of those with an income less than £10,500 per year had 
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done so compared with 31% of those with an income of £44,000 or more. This 
may be because people on low incomes stood to gain more from access to an 
immediate lump sum; as is shown in Section 5.6, many people used the lump 
sum to pay off debts or meet current expenditure. There was mixed evidence 
regarding whether access to alternative sources of retirement income, for 
example a DB pension or non-pension savings, made a difference to whether 
people had accessed their DC pot or not. The level of savings made no 
difference whilst people who also had a DB pension were less likely to have 
accessed their DC pot (46% versus 62%). 

A lot of respondents who had accessed a DC pension were not able to recall the 
size of their pension pot at the time of access. This is true even if analysis is 
restricted only to pensions accessed since 2015, for which it may be easier to 
recall this information compared with pensions accessed longer ago. Information 
on pot size was obtained for 65% of DC pots accessed since 2015. The median 
pot size at the time of access was £47,000[footnote 17]. 

5.5.2. Do people access some or all of DC pensions? 

People who choose to access a DC pension before they reach SPa may have 
other pensions which they have retained and which they may be relying on to 
provide their income in retirement. As noted above, some will still be working and 
may still be actively contributing to another pension. Eleven percent of people 
who had accessed at least one of their DC pensions were currently saving into 
another pension, rising to 21% of 55-65 year olds. 

However, the majority of people who had accessed a DC pension did not have 
another private pension available; 59% of people who had already accessed 
their DC pension(s), including 46% of 55-65 year olds, had no other pension 
provision (Figure 5.9). Furthermore, less than one in three (29%) of this group 
with no other pensions were currently in paid work and so with the potential to 
use further earnings to supplement their retirement income. Depending on the 
choices these people make about how to access their DC pension, and how to 
manage it on an ongoing basis, this potentially puts these people at risk of 
depleting their pension pot before the end of their retirement (The People’s 
Pension, 2021). 

Nearly half of 55-65 year olds who had accessed their DC pension had no other 
pension provision. 

Figure 5.9 Proportion of DC pension holders who had accessed a DC 
pension with other pensions, by age 
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Change to table and accessible view 
Other DC pension in accumulation 

DB pension 

No other pensions 
55-65 

38% 

21% 

46% 

66-75 
9% 

24% 

68% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents 55+ who have accessed a DC pension (n=546) 

Note: Respondents could have both another DC pension and a DB pension and 
may appear in both columns. 

5.5.3. Sources of information about pension choices 

Previous research has found an association between receipt of advice or 
guidance and a reduced likelihood of early pension access, suggesting that 
perhaps the decision to access a pension is not always well-informed (Kotecha et 
al, 2020). This section looks in more detail at the sources of information, advice 
or guidance used by DC pension holders aged 55 and over and whether or not 
the proportion of DC pension holders choosing to access rather than retain their 
pension varied depending on the source used. 

The analysis in this section focuses on DC pension holders aged 55-65, that is 
pension holders who have the option to access their pension prior to SPa under 
Pension Freedoms. Of this group, two-thirds (67%) recalled receiving information 
from their pension provider on the pension choices available to them and/or a 
pension ‘wake-up’ pack. The figure among people who had accessed their DC 
pension was higher (77%) though still nearly one in four of those who had 
accessed their pension couldn’t recall receiving any information from their 
pension provider. 

Seven in ten of 55-65 year olds who had accessed their DC pension had made 
use of at least one of a financial advisor, pension provider or Pension Wise. 
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Figure 5.10 Proportion of DC pension holders 55-65 who had used 
information sources of information, advice or guidance, by whether or not 
they accessed their pension 
Change to table and accessible view 
Government website 

Pension provider 

Employer 

Financial adviser 

Friends and family 

Pensions wise or Pensions Advisory Service 

Other 
Not accessed 

9% 

46% 

30% 

43% 

25% 

14% 

8% 

Accessed 
24% 

50% 

34% 

42% 

38% 

29% 

7% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All respondents 55 to 65 who have a DC pension (n=455) 

Most (87%) of those who had accessed their DC pension had used at least one 
of the types of information, advice or guidance shown in Figure 5.10 in planning 
for retirement, though whether or not this was in relation to pension choices 
specifically is not known. Over one in ten (13%) had not used any source of 
information, advice or guidance and a further 16% had only used a source other 
than a pension provider or Pension Wise or financial advisor. There is therefore a 
potential question mark over how well informed this group was when making their 
choice to access their pension. 

There is no evidence that consulting a financial advisor made a difference to 
whether or not people chose to access their DC pension; 39% of people aged 55 
to 65 who had used a financial advisor had accessed their DC pension compared 
with 38% who had not. However, it is possible that an effect would be observed if 

https://www.proage.org/


122 
 

ProAge – Age inclusion at work https://www.proage.org/ 

 

the analysis controlled for differences in characteristics such as income which, as 
has been shown, is positively associated with use of financial advisors but 
negatively associated with the decision to access DC pensions. 

DC pension holders aged 55 to 65 who could recall receiving information from 
their pension provider or via a pension ‘wake-up’ pack were more likely to have 
accessed at least one pension compared with those who did not remember 
receiving information (63% vs 53%). It may be that in the absence of these 
sources, some people were still not aware of the options available to them to 
access their pension. It may also be the case that people who have accessed a 
pension are more likely to remember receiving these resources. Unfortunately, 
sample sizes were not sufficient to compare whether the way in which people 
chose to take their pension, for example whether they took all of their pension as 
a cash lump sum, varied with the use of these resources. 

5.6. How people access their Defined Contribution 
pensions 

The final section includes analysis of how people who have accessed a DC 
pension since the introduction of Pension Freedoms in 2015 have chosen to do 
so. It should be borne in mind that the number of respondents who had accessed 
a DC pension since 2015 was relatively low. Furthermore, the data only covers 
decision making at the time of or shortly after access, it is too early to get a fuller 
sense of if and how people are managing their pension pots on an ongoing basis 
or whether they remain satisfied with their decisions over the longer term. The 
small base sizes and limited time period mean it is not possible to fully explore 
how and why the choices people make might differ using these data. However, it 
is possible to provide some top level findings, focusing in particular on the 
decision to take a lump sum. More insights into people’s response to Pension 
Freedoms can be found in the qualitative research with DC pension holders 
conducted by Kotecha et al (2020). 

5.6.1. The decision to take a lump sum 

One of the most common ways in which people choose to access their pension is 
by taking either a partial lump sum or fully cashing in their pension. Overall, two-
thirds (67%) of people who had accessed a DC pension since 2015 chose to take 
a lump sum from at least one pension. This includes ten percent of people who, 
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when asked what else they had done with their pension after taking the lump 
sum, said they had taken their full pot as a cash lump sum. 

The median amount which people took from each DC pension as a cash lump 
sum was £17,00. Fuller data on pension pot size – and how this varies depending 
on the choices people make when accessing their pension – is published by 
the FCA (2020). 

Everyone who had taken a lump sum was asked how satisfied they were with 
that decision. It appears that, at least shortly after access, nearly everyone is 
happy with this decision. Sixty-six percent of people said they were very satisfied 
with their decision and a further 26% said they were fairly satisfied. Whether this 
will change over time, as people experience the consequences of having cashed 
in their pension, remains to be seen. 

The remainder of the analysis in this section, looking at how people chose to use 
their accessed pension, is conducted at the pension level. That means the base 
used to calculate percentages is the number of pensions held rather than the 
number of pension holders. This is to account for the fact that some people may 
have taken more than one pension and done different things with each one. 
Unfortunately, the number of instances of people accessing more than one 
pension since 2015 is too small to enable us to look in more detail at who or why 
people might to decide to do different things with each pension. 

Figure 5.11 shows what was done with each of the cash lump sums withdrawn 
from DC pension pots. The most common use, mentioned for 43% of pensions, 
was for people to save or invest the cash, which raises questions about what 
investments they thought were better than leaving the money in their pension. It 
was also relatively common for people to use the cash lump sum to cover living 
costs (38% of pensions) and pay off debts (31%). 

The most common use for cash lump sums taken from DC pensions was for 
people to save or invest the cash. 

Figure 5.11 How cash lump sums taken from DC pensions used 
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Saved or 
invested 
it 

To 
cover 
living 
costs 

Paid 
off 
debts 

One-off 
purchase 

Support 
family 
members 

Bought 
land or 
property 

Other 

43% 38% 31% 21% 19% 8% 6% 

Source: Planning and Preparing for Later Life 2020/21 

Base: All DC pensions from which a cash lump sum taken since 2015 (n=152) 

Note: Respondents could select more than one category so figures may sum to 
more than 100% 

People were also asked what they had done with the remainder of their pension 
after taking a cash lump sum. Excluding pensions where the full pot was taken as 
a cash lump sum, purchasing an annuity was mentioned in relation to 26% of 
pensions and purchasing a flexible income drawdown product in relation to 18% 
of pensions. The most common response was for people to say they had left the 
rest of the cash in their pension (79% of pensions). It is probable that some of 
these are pensions which have gone into income drawdown after taking a lump 
sum but the pension holder is not necessarily aware of this fact. This again raises 
questions about how actively involved in the management of their DC pensions 
are after taking the initial cash lump sum. 

5.6.2. Plans regarding DC pensions not yet accessed 

People who had at least one DC pension which they had not yet accessed were 
asked if they had a clear plan about what they would do with their pension once 
they accessed it. Sixteen percent of people reported that they did not know they 
needed to make a choice about how to take their pension. The majority (60%) 
said they knew they had to make a choice but did not yet have a clear plan for 
doing so whilst 23% said they had a clear plan in place for how to take their DC 
pension. 

The proportion of people reporting they had a clear plan for how to take their DC 
pension increased with age. However, still only 29% of 55-59 year olds said they 
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had a clear plan and 17% reported that they did not know they had to make a 
choice. Encouragingly, people who could recall receiving information from their 
pension provider/a pension ‘wake-up’ pack were more likely to report that they 
had a clear plan for how to take their DC pension (45% compared with 12%). 

Everyone who knew they had to make a choice was asked what they planned to 
do with their DC pension. They could say yes to more than one option. Two-thirds 
(66%) reported that they planned to take at least some of their pension as a lump 
sum whilst one in five (22%) reported that they planned to take all of their pension 
as a lump sum. Similar proportions planned to take an annuity (39%) or to 
purchase an income drawdown product (37%), much higher than the proportion 
of accessed pensions for which this outcome was reported. 

People who had a clear plan on how they were going to take their DC pension, 
and who are likely to be better informed about the choices available, were less 
likely than those without a clear plan to say that they would take a lump sum or 
buy an annuity but more likely to say they would buy an income drawdown 
product (see Table A5.5). These findings serve to emphasise the importance of 
ensuring that people are well informed about the choices they need to make and 
that resources to help with this are available. 

5.7. Conclusions 

Although most 40-75 year olds had some private pension provision, nearly one in 
four 40-75 year olds did not. Women, single person households, people on low 
incomes and people not in paid work were less likely to have a pension. 
Affordability was the most commonly cited reason for most people not having a 
private pension. Self-employed people were less likely than employees to have a 
pension and were expecting to fund retirement through other sources. 

The majority of pension holders will be affected by Pension Freedoms in the 
future. DC pensions are becoming increasingly common, especially among 
younger age groups and people are taking advantage of the opportunity afforded 
under Pension Freedoms to access their pension before they reach SPa. Nearly 
half of those people 55-65 who had accessed their DC pension had no other 
pension provision which, depending on the choices made on how to access their 
pension, potentially puts their income in retirement at risk. People on low incomes 
were more likely to have accessed their DC pension, perhaps as a way of raising 
cash. Two-thirds of those who had accessed a DC pension since 2015 had taken 
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a cash lump sum with many saying this was to pay off debts or meet current 
living costs. 

Most people who had accessed a DC pension had received some form of 
information, advice or guidance before doing so. However, nearly three in ten had 
not made use of a pension provider, Pension Wise or a financial advisor before 
accessing their DC pension. There is still work to do to ensure that the growing 
number of DC pension holders, many of whom will be accessing their pension 
prior to retirement and may not have other savings or investments, are able to 
make informed choices and optimise the chances of being able to provide for the 
full duration of their retirement. 
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Subject Percentage Unweighted base 

Age: 50-54 13 309 

Age: 55-59 15 366 

Age: 60-65 20 517 

Age: 66-70 13 522 

Age: 71+ 11 486 

      

Men 49 1,194 

Women 51 1,461 
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Subject Percentage Unweighted base 

      

Not retired 65 1,363 

Semi-retired 8 272 

Fully retired 27 1,015 

      

Employee 46 987 

Self-employed 10 255 

Not in paid work 18 397 
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Subject Percentage Unweighted base 

Fully retired 27 1,015 

      

Single – no dependents 26 838 

Singe – dependents 7 155 

Couple – no dependents 40 1,090 

Couple – dependents 28 572 

      

North East 4 118 
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Subject Percentage Unweighted base 

North West 10 241 

Yorkshire and The Humber 9 221 

East Midlands 8 199 

West Midlands 9 196 

East of England 11 292 

London 11 199 

South East 15 362 

South West 10 266 
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Subject Percentage Unweighted base 

Scotland 9% 413 

Wales 5% 148 

Annual income < £10,500 25 576 

Annual income £10,500 - £26,999 40 1,034 

Annual income £27,000 - £43,999 20 530 

Annual income £44,000 or more 15 352 

      

Low financial literacy 19 412 
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Subject Percentage Unweighted base 

Medium financial literacy 47 1,191 

High financial literacy 35 1,032 

Base: All respondents 

Table A1.2 Retirement status, by age, sex, employment status, income and 
financial literacy 

Subject Not 
retired 

Semi-
retired 

Fully 
retired 

Unweighted 
base 

Age: 40-49 100 – – 455 

Age: 50-54 93 6 1 308 

Age: 55-59 85 9 5 366 
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Subject Not 
retired 

Semi-
retired 

Fully 
retired 

Unweighted 
base 

Age: 60-65 54 15 31 516 

Age: 66-70 9 14 77 520 

Age: 71 and over 4 8 89 485 

          

Men 66 9 25 1,193 

Women 64 7 29 1,457 

          

Employee 95 5 – 986 
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Subject Not 
retired 

Semi-
retired 

Fully 
retired 

Unweighted 
base 

Self-employed 87 13 – 254 

Not in paid work 74 26 – 394 

Fully retired – – 100 1,015 

          

Annual income < 
£10,500 

54 10 36 575 

Annual income £10,500 - 
£26,999 

58 9 33 1,033 

Annual income £27,000 - 
£43,999 

77 6 17 528 
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Subject Not 
retired 

Semi-
retired 

Fully 
retired 

Unweighted 
base 

Annual income £44,000 
or more 

88 5 7 352 

          

Low financial literacy 61 5 33 410 

Medium financial literacy 69 8 24 1,188 

High financial literacy 62 10 29 1,032 

          

Total 65 8 27 2,650 

Base: All respondents   
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Table A1.3 Employment status, by age, sex, retirement status, income and 
financial literacy 

Subject Employee Self-
employed 

Not 
working 

Fully 
retired 

Unweighted 
base 

Age: 40-49 72 10 18 – 454 

Age: 50-54 65 16 17 1 309 

Age: 55-59 60 11 24 5 366 

Age: 60-65 34 10 25 31 517 

Age: 66-70 11 4 9 77 522 

Age: 71+ 2 3 6 89 486 

            

https://www.proage.org/


140 
 

ProAge – Age inclusion at work https://www.proage.org/ 

 

Subject Employee Self-
employed 

Not 
working 

Fully 
retired 

Unweighted 
base 

Men 47 11 17 25 1,194 

Women 45 8 18 29 1,460 

            

Not retired 67 13 20 – 1,362 

Semi-retired 27 16 58 – 272 

Fully retired – – – 100 1,015 
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Subject Employee Self-
employed 

Not 
working 

Fully 
retired 

Unweighted 
base 

Annual income 
< £10,500 

17 8 40 36 576 

Annual income 
£10,500 - 
£26,999 

43 9 15 33 1,034 

Annual income 
£27,000 - 
£43,999 

68 11 3 17 530 

Annual income 
£44,000 or 
more 

81 9 3 7 351 

            

Low financial 
literacy 

34 7 25 33 412 
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Subject Employee Self-
employed 

Not 
working 

Fully 
retired 

Unweighted 
base 

Medium 
financial 
literacy 

50 8 18 24 1,191 

High financial 
literacy 

45 12 14 29 1,031 

            

Total 46 10 18 27 2,654 

Base: All respondents 

Table A1.4 Financial literacy, by age, sex, employment status, retirement 
status and income 
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Subject Low 
financial 
literacy 

Medium 
financial 
literacy 

High 
financial 
literacy 

Unweighted 
base 

Age: 40-49 16 48 35 450 

Age: 50-54 15 53 32 307 

Age: 55-59 17 47 36 362 

Age: 60-65 20 44 36 513 

Age: 66-70 21 43 36 517 

Age: 71+ 25 44 31 486 
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Subject Low 
financial 
literacy 

Medium 
financial 
literacy 

High 
financial 
literacy 

Unweighted 
base 

Men 15 44 41 1,184 

Women 22 49 29 1,451 

          

Employee 14 52 35 977 

Self-employed 15 40 46 252 

Not in paid work 26 47 27 395 

Fully retired 23 41 37 1,010 
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Subject Low 
financial 
literacy 

Medium 
financial 
literacy 

High 
financial 
literacy 

Unweighted 
base 

          

Not retired 18 49 33 1,350 

Semi-retired 13 44 43 270 

Fully retired 23 41 37 1,010 

          

Annual income < 
£10,500 

29 49 22 576 

Annual income 
£10,500 - 
£26,999 

18 50 33 1,034 
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Subject Low 
financial 
literacy 

Medium 
financial 
literacy 

High 
financial 
literacy 

Unweighted 
base 

Annual income 
£27,000 - 
£43,999 

10 46 44 530 

Annual income 
£44,000 or more 

3 40 57 352 

          

Total 19 47 35 2,635 

Base: All respondents   

Table A1.5 Income, by age, sex, employment status, retirement status and 
financial literacy 
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Subject < 
£10,500 

£10,500 - 
£26,999 

£27,000 - 
£43,999 

£44,000+ Unweighted 
base 

Age: 40-49 19 30 27 25 437 

Age: 50-54 19 38 24 19 295 

Age: 55-59 23 38 22 17 348 

Age: 60-65 35 42 14 9 488 

Age: 66-70 25 53 16 5 473 

Age: 71+ 32 49 14 5 451 

            

Men 17 36 24 23 1,124 
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Subject < 
£10,500 

£10,500 - 
£26,999 

£27,000 - 
£43,999 

£44,000+ Unweighted 
base 

Women 33 43 17 7 1,368 

            

Employee 9 36 29 26 952 

Self-employed 21 40 25 14 233 

Not in paid 
work 

59 35 4 2 362 

Fully retired 34 49 13 4 944 
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Subject < 
£10,500 

£10,500 - 
£26,999 

£27,000 - 
£43,999 

£44,000+ Unweighted 
base 

Not retired 21 35 24 20 1,289 

Semi-retired 32 44 15 9 255 

Fully retired 34 49 13 4 944 

            

Low financial 
literacy 

43 41 13 3 351 

Medium 
financial 
literacy 

26 42 20 13 1,139 

High financial 
literacy 

15 36 25 24 1,002 
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Subject < 
£10,500 

£10,500 - 
£26,999 

£27,000 - 
£43,999 

£44,000+ Unweighted 
base 

            

Total 25 40 20 15 2,492 

Base: All respondents 

Table A1.6 Age, by age, sex, employment status, retirement status, income 
and financial literacy 

Subject 40-
49 

50-
54 

55-
59 

60-
65 

66-
70 

71+ Unweighted 
base 

Men 28 13 16 20 13 11 1,194 

Women 28 13 13 21 13 12 1,461 
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Subject 40-
49 

50-
54 

55-
59 

60-
65 

66-
70 

71+ Unweighted 
base 

Employee 44 19 19 15 3 1 987 

Self-employed 30 23 17 21 5 4 255 

Not in paid work 28 13 20 29 7 4 397 

Fully retired – 1 3 23 36 37 1,015 

                

Not retired 43 19 19 17 2 1 1,363 

Semi-retired – 10 18 38 23 11 272 

Fully retired – 1 3 23 36 37 1,015 
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Subject 40-
49 

50-
54 

55-
59 

60-
65 

66-
70 

71+ Unweighted 
base 

                

Low financial literacy 24 11 14 22 14 16 412 

Medium financial 
literacy 

29 15 15 19 12 11 1,191 

High financial literacy 28 12 15 21 13 10 1,032 

                

Annual income < 
£10,500 

21 10 13 29 12 15 576 

Annual income 
£10,500 - £26,999 

22 13 14 22 16 14 1,034 
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Subject 40-
49 

50-
54 

55-
59 

60-
65 

66-
70 

71+ Unweighted 
base 

Annual income 
£27,000 - £43,999 

37 16 16 14 10 8 530 

Annual income 
£44,000+ 

46 17 17 12 4 4 352 

                

Total 28 13 15 20 13 11 2,655 

Base: All respondents 

Table A2.1 Proportion of people 40-75 who had used at least one source of 
information, advice or guidance to plan for retirement 

Subject Percentage Unweighted base 

Age: 40-49 72 455 
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Subject Percentage Unweighted base 

Age: 50-54 77 309 

Age: 55-59 72 366 

Age: 60-65 75 517 

Age: 66-70 80 522 

Age: 71+ 72 486 

      

Not retired 72 1,363 

Semi-retired 80 272 
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Subject Percentage Unweighted base 

Fully retired 78 1,015 

      

Men 77 1,194 

Women 71 1,461 

      

Employee 79 987 

Self-employed 69 255 

Not in paid work 57 397 
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Subject Percentage Unweighted base 

Fully retired 78 1,015 

      

Single – no dependents 66 838 

Singe – dependents 59 155 

Couple – no dependents 77 1,090 

Couple – dependents 81 572 

      

Annual income < £10,500 60 576 
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Subject Percentage Unweighted base 

Annual income £10,500 - £26,999 75 1,034 

Annual income £27,000 - £43,999 82 530 

Annual income £44,000 or more 95 352 

      

Private pension 83 2,110 

No private pension 47 540 

DC pension 85 1,326 

Notes: Respondents could select more than one answer so percentages may 
sum to more than 100% 
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Table A2.2 Proportion of people satisfied with information provided by 
financial advisor/Pension Wise 
Change to table and accessible view 
Financial advisor – % 

Pension Wise – % 
Very satisfied 

51 

34 

Quite satisfied 
35 

43 

Neither satisfied nor dissatisfied 
10 

17 

Quite dissatisfied 
3 

5 

Very dissatisfied 
1 

2 

Weighted base 
761 

233 

Unweighted base 
878 

274 

Base: All respondents who had consulted a professional financial advisor/All 
respondents 50+ who had used Pension Wise   

Table A2.3 Proportion of people satisfied with guidance on retirement 
offered by employer 

Level of satisfaction Percentage 

Very satisfied 19 
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Level of satisfaction Percentage 

Satisfied 37 

Neither satisfied nor dissatisfied 37 

Dissatisfied 7 

Very dissatisfied 3 

Weighted base 550 

Unweighted base 681 

Base: All past/current employees 50+ who made use of employer-provided 
support 

Table A2.4 Proportion of individuals under SPA able to identify weekly 
State Pension amount 
Change to table and accessible view 
Percentage identifying SP amount 

Accurately identified current SP amount 
3 
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Overestimated SP value, within 10% 
6 

Overestimated SP value, greater than 10% 
9 

Underestimated SP value, within 10% 
16 

Underestimated SP value, greater than 10% 
65 

Unweighted base 
1,199 

Weighted base 
1,430 

Base: All respondents below SPA   

Table A3.1 Income people not yet retired expect to need in retirement 
Change to table and accessible view 
Percentage giving amount 

Less than £10,500 a year 
10 

£10,500 a year to under £22,000 a year 
50 

£22,000 a year to under £31,000 a year 
26 

£31,000 a year to under £44,000 a year 
9 

£44,000 a year to under £66,000 a year 
3 

£66,000 or more a year 
2 

Unweighted base 
1,155 

Weighted base 
1,257 

Base: All respondents not yet retired who had some idea of their income needs in 
retirement 

Table A3.2 Proportion of current income people expect to need in 
retirement, by current income – percentage 
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Proportion of 
current income 
expect to need 

Under 
£10,500 

£10,500 to 
under 
£27,000 

£27,000 to 
under 
£44,000 

£44,000+ Total 

Less than a quarter 1% 1% 1% 1% 1% 

About a quarter 2% 1% 3% 5% 3% 

About a third 1% 4% 5% 18% 7% 

About a half 4% 8% 23% 34% 17% 

About two-thirds 1% 9% 21% 21% 14% 

About three-quarters 3% 9% 13% 6% 9% 

About the same 36% 45% 23% 11% 31% 
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Proportion of 
current income 
expect to need 

Under 
£10,500 

£10,500 to 
under 
£27,000 

£27,000 to 
under 
£44,000 

£44,000+ Total 

More than current 
income 

38% 11% 5% * 11% 

Not thought about it 14% 11% 6% 3% 8% 

Unweighted base 164 403 298 264 1,187 

Weighted base 187 433 317 301 1,295 

Base: All respondents not yet retired who had some idea of their income needs in 
retirement 

Table A3.3 Proportion of current income people expect to receive in 
retirement, by current income – percentage 
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Proportion of 
current income 
expect to receive 

Under 
£10,500 

£10,500 to 
under 
£27,000 

£27,000 to 
under 
£44,000 

£44,000+ Total 

Less than a quarter 4% 2% 1% 2% 2% 

About a quarter 4% 5% 6% 5% 5% 

About a third 2% 6% 8% 16% 8% 

About a half 10% 15% 24% 36% 21% 

About two-thirds 6% 12% 21% 17% 15% 

About three-quarters 8% 13% 10% 7% 10% 

About the same 20% 25% 15% 9% 18% 
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Proportion of 
current income 
expect to receive 

Under 
£10,500 

£10,500 to 
under 
£27,000 

£27,000 to 
under 
£44,000 

£44,000+ Total 

More than current 
income 

18% 4% 3% 2% 6% 

Not thought about it 29% 18% 12% 7% 16% 

Unweighted base 161 393 289 265 1,159 

Weighted base 186 419 309 301 1,265 

Base: All respondents not yet retired who had some idea of their income needs in 
retirement   

Table A3.4 Proportion of non-retired for whom the income they expect to 
need in retirement matches the income they expect to have in retirement 
(measured as a proportion of current income) 
Change to table and accessible view 
Percentage 

Need less than expectation 
10 

Need about the same as expectation 
44 

Need more than expectation 
26 

Not thought about it 
20 
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Unweighted base 
1,149 

Weighted base 
1,251 

Base: All respondents not yet fully retired who have some idea of income needed 
in retirement 

Table A3.5 Sources of income used in retirement, by employment status 
pre-retirement – percentage 

Income source Employee Self-
Employed 

All fully 
retired 

State Pension 82% 88% 83% 

Occupational or Personal Pension 79% 78% 78% 

Other Pensioner benefits 17% 24% 18% 

Savings or Investments 54% 58% 53% 

Release equity from home or 
downsizing 

7% 4% 6% 
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Income source Employee Self-
Employed 

All fully 
retired 

Renting out or sale of a property that is 
not main home 

9% 13% 9% 

Inheritance 16% 12% 15% 

Financial support from partner or 
family 

44% 41% 43% 

Other specific answer not in code 
frame 

2% 1% 2% 

Unweighted base 863 120 1,007 

Weighted base 615 75 714 

Base: All fully retired respondents 

Table A3.6 Proportion of retirement income expected to come from State 
Pension, by age – percentage 
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Proportion of retirement 
income expected to come 
from State Pension 

40-
49 

50-
54 

55-
59 

60-
65 

66-
70 

71+ Total 

0-10 13% 13% 11% 8% 4% 5% 10% 

10-20 20% 11% 17% 14% 9% 12% 15% 

20-30 23% 22% 18% 15% 17% 17% 19% 

30-40 14% 10% 14% 13% 11% 10% 12% 

40-50 9% 15% 12% 15% 14% 12% 12% 

50-60 5% 8% 6% 8% 9% 12% 8% 

60-70 3% 4% 6% 4% 8% 6% 5% 
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Proportion of retirement 
income expected to come 
from State Pension 

40-
49 

50-
54 

55-
59 

60-
65 

66-
70 

71+ Total 

70-80 3% 5% 1% 3% 5% 7% 4% 

80-90 3% 3% 4% 3% 5% 3%   

90-100 5% 7% 6% 7% 10% 9% 7% 

State Pension only source of 
income 

2% 5% 7% 9% 9% 6% 6% 

Unweighted base 349 242 287 334 478 427 2,117 

Weighted base 532 263 300 346 310 269 2,020 

Base: All respondents expecting to use/using State Pension as a source of 
income in retirement   

Table A3.7 Proportion of retirement income private pensions holders 
expect to come from state and private pensions – percentage 
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Proportion of retirement income expected to 
come from pension 

State 
Pension 

Private 
pension 

0-10 10% 9% 

10-20 16% 8% 

20-30 21% 10% 

30-40 14% 9% 

40-50 14% 9% 

50-60 9% 16% 

60-70 5% 13% 

70-80 4% 12% 
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Proportion of retirement income expected to 
come from pension 

State 
Pension 

Private 
pension 

80-90 3% 9% 

90-100 3% 7% 

Unweighted base 1,725 1,934 

Weighted base 1,591 1,812 

Base: All respondents with a private pension who expect to use State Pension/All 
respondents with a private pension 

Note: 1% of private pension holders (not shown in table) nevertheless expected 
all of their income in retirement to come from the State Pension 

  

Table A3.8 Confidence in the level of income available in retirement on a 
scale from 0-10 – percentage 
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Confidence in 
retirement provision 

Income will cover the 
cost of living 

Income will enable to 
achieve desired lifestyle 

0% 9% 10% 

1% 1% 2% 

2% 3% 4% 

3% 4% 5% 

4% 5% 6% 

5% 16% 15% 

6% 8% 10% 

7% 16% 15% 
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Confidence in 
retirement provision 

Income will cover the 
cost of living 

Income will enable to 
achieve desired lifestyle 

8% 17% 15% 

9% 6% 6% 

10% 14% 12% 

Mean 6.1 5.8 

SD 2.91 2.96 

Median 7 6 

Unweighted base 2,619 2,627 

Weighted base 2,602 2,616 

https://www.proage.org/


173 
 

ProAge – Age inclusion at work https://www.proage.org/ 

 

Base: All respondents 

Table A3.9 Mean confidence that will be able to provide in retirement by 
respondent characteristics 

Subject Income will cover 
cost of living (0-
10) 

Income will enable to 
achieve desired lifestyle 
(0-10) 

Min. 
unweighted 
base 

Not retired 5.61 5.29 1,341 

Semi-retired 6.37 6.15 269 

Fully retired 7.33 6.95 1,005 

        

Men 6.59 6.15 1,179 

Women 5.71 5.48 1,440 
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Subject Income will cover 
cost of living (0-
10) 

Income will enable to 
achieve desired lifestyle 
(0-10) 

Min. 
unweighted 
base 

        

Employee 6.07 5.64 976 

Self-
employed 

6.09 5.77 252 

Not in paid 
work 

4.46 4.47 385 

        

Private 
pension 

6.61 6.21 2,088 
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Subject Income will cover 
cost of living (0-
10) 

Income will enable to 
achieve desired lifestyle 
(0-10) 

Min. 
unweighted 
base 

No private 
pension 

4.62 4.50 527 

Base: All respondents   

Table A4.1 Proportion of people in paid work with flexible working, by 
retirement status – percentage 

Type of flexible working Not retired Semi-retired Total 

Flexitime or flexible working hours 46% 57% 47% 

Term time working 3% 2% 3% 

Annualised hours contract 3% 2% 3% 

Condensed hours 1% * 1% 
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Type of flexible working Not retired Semi-retired Total 

Nine-day fortnight 1% * 1% 

Job share 0% * 0% 

Other 3% 4% 3% 

None of the above 47% 38% 47 

Unweighted base 1,063 115% 1,178 

Weighted base 1,309 81 1,390 

Base: All currently in paid work 

Table A4.2 Proportion of employees that have requested to change their 
working circumstances in last 5 years 
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Sub-group Percentage requesting change in working 
arrangements 

Unweighted 
base 

40-49 20 334 

50-54 17 202 

55-59 22 213 

60-65 25 164 

66+ 16 71 

      

Men 16 428 

Women 25 556 
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Carer 26 385 

Not a carer 17 599 

      

Very good health 17 393 

Good health 17 428 

Fair health 34 136 

Bad or very bad 
health 

41[footnote 18] 26 

Base: All current employees 
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Table A4.3 Proportion of employees requesting each type of change in 
working arrangements 

Type of change Percentage 

Change working hours/days 34 

Reduce the number of hours worked 31 

Work from home 15 

Increase the number of hours worked 14 

Work part time 11 

Flexi time (flexible working hours) 11 

Time off/temporary leave arrangements 4 

https://www.proage.org/


180 
 

ProAge – Age inclusion at work https://www.proage.org/ 

 

Type of change Percentage 

Term-time working 1 

Job sharing * 

Other 5 

Unweighted base 198 

Weighted base 231 

Base: All employees who requested a change in working arrangements   

Table A4.4 Preferred working arrangement as approach retirement, by age – 
percentage 
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Type of work 40-
49 

50-
54 

55-
59 

60-
65 

Total 

Continue working for the same company 62% 69% 65% 72% 66% 

Continue being self-employed 8% 14% 15% 15% 12% 

Work for a different employer in a different 
occupation 

7% 10% 8% 4% 7% 

Work for a different employer in the same or 
similar occupation 

11% 3% 4% 3% 6% 

Become self-employed in a different 
occupation 

6% 4% 5% 4% 5% 

Become self-employed in the same or 
similar occupation 

6% 1% 3% 2% 4% 

Unweighted base 268 250 246 180 1096 
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Type of work 40-
49 

50-
54 

55-
59 

60-
65 

Total 

Weighted base 577 273 263 202 1343 

Base: All non-retired respondents in paid work   

Table A5.1 Proportion of 40-75 year olds with a private pension 

Characteristic Percentage with a private 
pension 

Unweighted 
base 

40-49 75 454 

50-54 79 309 

55-59 80 365 

60-65 77 516 
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Characteristic Percentage with a private 
pension 

Unweighted 
base 

66-70 71 522 

71 and over 75 484 

      

Men 82 1,191 

Women 71 1,459 

      

Employee 89 987 

Self-employed 65 255 
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Characteristic Percentage with a private 
pension 

Unweighted 
base 

Not in paid work 51 394 

Fully retired 75 1,013 

      

Annual income < £10,500 51 574 

Annual income £10,500 - 
£26,999 

80 1,034 

Annual income £27,000 - 
£43,999 

89 530 

Annual income £44,000 or 
more 

98 352 
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Characteristic Percentage with a private 
pension 

Unweighted 
base 

      

Single – no dependents 66 835 

Singe – dependents 72 155 

Couple – no dependents 81 1,088 

Couple – dependents 80 572 

      

Low financial literacy 53 410 

Medium financial literacy 78 1,189 
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Characteristic Percentage with a private 
pension 

Unweighted 
base 

High financial literacy 86 1,031 

Base: All respondents 

Table A5.2 Number of pensions held by pension type 
Change to table and accessible view 
Percentage with pension 

1 
50 

2 
31 

3 
12 

4 
4 

5 or more 
2 

Unweighted base 
2,040 

Weighted base 
1,955 

Base: All respondents with a private pension 

Table A5.3 Number of pensions held by pension type – percentage 
Change to table and accessible view 
Defined Contribution pensions 

Defined Benefit pensions 
1 

60% 

79% 

2 
26% 

17% 

3 
10% 
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3% 

4 
2% 

1% 

5 or more 
2% 

* 

Unweighted base 
1,326 

886 

Weighted base 
1,302 

778 

Base: All respondents with a relevant pension 

Note: Excludes people who did not know the type of pension they held. 

Table A5.4 Proportion of earnings paid into workplace pension, by 
employee and employer – percentage 

Proportion of earning paid 
into workplace pension 

Employee Employer Combined employee 
and employer 

<3% 6% 14% 1% 

3% 13% 13% 1% 

4% 7% 5% 1% 
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Proportion of earning paid 
into workplace pension 

Employee Employer Combined employee 
and employer 

5% 19% 15% 3 

6-7% 15% 9% 10% 

8% 7% 8% 7% 

9-10% 19% 14% 14% 

11% or more 14% 22% 62% 

Unweighted base 508 423 410 

Weighted base 615 516 501 

Base: All respondents currently paying into a workplace pension   
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Table A5.5 What people plan to do with DC pensions not yet accessed, by 
whether have a clear plan for how to take pension or not – percentage 

Plan Has a clear plan for 
how will take 
pension 

Does not have a clear 
plan for how will take 
pension 

Total 

Take an annuity 23% 46% 39% 

Purchase an income 
drawdown product 

40% 35% 37% 

Take partial lump sum 20% 23% 22% 

Take all pension as 
lump sum 

57% 70% 66% 

None of the above 6% 3% 4% 

Unweighted base 216 454 670 
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Plan Has a clear plan for 
how will take 
pension 

Does not have a clear 
plan for how will take 
pension 

Total 

Weighted base 221 506 727 

Base: All respondents who have yet to access a DC pension and know they have 
to make a choice on how to take their pension 

Note: Respondents may have more than one alternative pension so percentages 
may sum to more than 100%.   

Appendix 2 Technical 

Key details on how the Planning and Preparing for Later Life (PPLL) survey was 
implemented are given below. Further details are available in the full technical 
report (ADD REF). 

The impact of COVID-19: Switching from a face to 
face to a telephone survey 

In line with the recommendations of the original Feasibility Report (Collins et al, 
2019), PPLL was commissioned as a face to face survey. Face to face 
interviewing was considered the best way to maximise both response and data 
quality to a survey which would involve a fairly long interview (45 minutes) on 
topics that would not necessarily be particularly salient to the general public. 

However, restrictions on face to face fieldwork in 2020 as a result of the COVID-
19 pandemic meant that, in order to deliver survey data in a timely manner, an 
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alternative to face to face interviewing had to be found. Computer-Assisted 
Telephone Interviewing (CATI) was decided on as being the most accessible 
mode for the target age group and the mode (other than face to face) likely to 
generate the highest response rate. 

Some aspects of the survey design – especially with regards to sampling and 
questionnaire testing – reflect the fact that the initial stages of the survey lifecycle 
were completed before the switch to CATI. The approach taken may have been 
different had the survey been designed for CATI from the outset. 

Sampling 

PPLL was run as a follow-up survey to the Family Resources Survey (FRS) 
2017/18. As part of the FRS interview, respondents were asked whether they 
were “willing to be contacted again” for follow-up studies[footnote 19]. Only those who 
consented to be recontacted – having responded to the FRS survey – could be 
approached to take part in PPLL. 

The population of interest for PPLL are those living in Great Britain, aged 
between 40 and 75. Eligibility for PPLL was determined using data on 
each FRS respondent’s date of birth and country of residence. Individuals were 
deemed eligible for PPLL if they were aged between 40-75 (inclusive) on 1 
January 2020. Furthermore, only respondents with an address located in Great 
Britain – at the time they were sampled for FRS17-18 – could be selected. 

In each household in the FRS sample, all adults aged 16+ (except those aged 
16-19 who were also classed as dependent children) are approached for the 
interview. As such, some households were anticipated to contain multiple 
individuals who met the eligibility criteria for PPLL. As survey outcomes tend to 
be correlated within households, a maximum of one person per household was 
sampled for PPLL to minimise the effect of clustering on the achieved sample. 
After boosting the probabilities of selection for self-employed people, a group 
identified as being of particular analytic interest, selection of one eligible 
individual per household was undertaken using simple random sampling. 

Of the 11,691 people who responded to FRS 17/18 and met the eligibility criteria 
for PPLL, 9,312 were selected for the PPLL sample[footnote 20]. Originally PPLL was 
designed as a face to face survey with a smaller starting sample (N=4,744) 
predicated on an expected response rate of 55%. However, as a result of the 
COVID-19 pandemic, interviews had to be conducted by telephone. The sample 
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had to be increased (to 9,312) to account for a lower expected response rate 
(target 30%) from telephone surveys. 

The questionnaire 

The PPLL questionnaire was developed in consultation with the Department for 
Work and Pensions (DWP) as well as experts at the Institute of Employment and 
Pensions Policy Institute. 

The final PPLL questionnaire is broken up into 6 modules with questions covering 
the following: 

1. Demographics 2. Planning for retirement 3. Work and employment 4. Income 
in retirement 5. Pension level information 6. Financial literacy and household 
classification 

Selected questions underwent two rounds of cognitive testing. Cognitive testing is 
a qualitative technique involving a small purposively-selected sample of 
respondents and in-depth probing and/or “think aloud” techniques to establish: 
what respondents understood by particular questions, how they arrived at their 
responses, how confident they were in their answers and any problems caused 
by the questions. The two rounds of testing allowed any changes implemented 
following the first round of comments to be re-tested. 

The PPLL pilot served as a dress rehearsal for the mainstage survey and aimed 
to test all aspects of the survey including participant reactions to the survey and 
the advance materials, questionnaire length and questionnaire content. The 
sample for the pilot was a subset of the mainstage sample, that is 159 named 
individuals in Great Britain aged 40 to 75 who had previously completed the 
Family Resources Survey (FRS) in 2017- 2018 and had agreed to participate in 
further research. 

Telephone fieldwork took place between Monday 21 September and Sunday 4th 
October 2020 and 20 interviews were achieved. Post-fieldwork the interviewers 
attended a virtual debrief session with researchers from NatCen and DWP to give 
their feedback on the pilot. 

The main finding from the pilot was that the questionnaire was too long and 
appeared repetitive to respondents. NatCen worked with DWP to cut questions 
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prior to the main stage and reduce the expected length of the questionnaire to 
45-60 minutes. 

Figure 3.1 Flow chart summarising the flow of the interview 

 

Fieldwork 

Mainstage fieldwork took place between 14th November 2020 and 7th February 
2021. Interviews were therefore conducted at the height of the second wave of 
the COVID-19 pandemic. It is possible that the pandemic may have had an 
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impact on people’s current circumstances and expectations for the future and that 
some findings may have been different had the survey been conducted at a 
different time. 

All interviewers working on the project were trained members of NatCen’s 
Telephone Unit or field force. Interviewers received a project briefing conducted 
by the research team and attended by a representative from the Department for 
Work and Pensions who provided an overview of the aims of the study, why it 
was important and how the data would be used. 

Before the start of fieldwork, each sample member received through the post an 
advance letter, informing them about the study and that a NatCen interviewer 
would contact them by telephone, and a survey leaflet giving some more 
information about the background of the study. The sample file obtained 
from DWP contained contact telephone numbers for 89% of sample members. 
The remaining 11% (the “opt-in sample”) were sent an alternative version of the 
advance letter inviting them to “opt-in” to the survey by getting in touch with the 
Freephone team and providing a contact telephone number for an interviewer to 
call. 

The PPLL survey asked for detailed information about any pensions the 
respondent had, what type of pensions they are, the value of the pension and, if 
the respondent has already accessed their pension, how they are taking their 
pension. To try and maximise the accuracy of this information, respondents were 
advised prior to the start of the interview that they may want to have their pension 
statement(s) available. The interview script gave respondents the option of 
making an appointment to conduct the interview at a later date when they had 
their statement(s) available or of going to find them and then whilst the 
interviewer was waiting on the line. However, because it was recognized that not 
everyone who had a pension would necessarily be able to access their 
statements, or may be reluctant to because of data confidentiality concerns, it 
was not compulsory to have statements available before completing the 
interview. Only one in four pension holders had statements available during the 
interview. 

A £10 Love2Shop voucher was sent to all respondents on completion of the 
interview as a thank you. The voucher could be spent at a range of high street 
shops. Given the nature of the topics covered in the interview, it was considered 
possible that respondents may want to find out more information about pensions 
and retirement planning at the end of the interview. An information sources leaflet 
containing details of some organisations (and relevant web links) was made 
available for people to consult either electronically or in hard copy. 
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The median length of the interview was 48 minutes. The interview was longest for 
those individuals currently semi-retired, with a median length of 54 minutes, , and 
the shortest interview length was for the fully retired (median length of 45 
minutes). 

Response rates 

Overall, 2,655 interviews were obtained, with a response rate of 29%. Nearly all 
of these interviewers were fully productive (28.6%) but a small number (34 or 
0.4%) were partial completes. To count as a partial interview the respondent had 
to have reached question PenConsol, part-way through Module 5 in the 
questionnaire. The main reason for interviews not being achieved was 
interviewers not being able to make contact with respondents, either because 
there was no phone number available or because the sample member was 
unreachable. If non-contacts are excluded, the co-operation rate for the survey – 
that is productive interviews as a proportion of all sample members with whom 
interviewers made contact – was 53.7%[footnote 21]. 

Weighting 

Weights were constructed to ensure that the PPLL survey data are representative 
of 40-75 year olds living in Great Britain and that findings from the survey can be 
generalised to this population of interest. 

A key methodological feature of the FRS is that it is designed to be 
representative of UK private households. As the sample for PPLL was selected 
as a random probability sample from a defined sub-group of FRS respondents, 
the responding sample for PPLL is notionally representative of that sub-group, 
that is 40-75 year olds living in Great Britain. To ensure that the findings 
from PPLL could be generalised to the population of interest, survey weights 
were calculated to account for selection and non-response biases from each of 
the surveys in turn. In essence, the survey weights address any differences in the 
likelihood that an individual is selected to take part in FRS and in PPLL, as well 
as any factors that may be associated with differences in the probability of 
responding to the two surveys. The weights were constructed in several stages 
as described below. 
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FRS and PPLL selection weights 

The first stage of the weighting design for PPLL accounts for the chance of being 
selected to participate in the FRS. This stage of weighting was constrained by the 
availability of data relating to the issued sample for FRS. 
Specifically, NatCen only had access to data for those individuals selected for 
the PPLL sample[footnote 22]. No data was available relating to addresses from which 
no FRS survey response was received, nor for those households which 
responded to FRS but did not contain any respondents who would be eligible 
for PPLL. It was not, therefore, possible to calculate non-response weights 
for FRS which account for patterns of response across all addresses in the 
survey sample. Instead, a proxy FRS weight was created which accounted for 
bias with respect to the chance of being selected for the FRS sample, as well as 
some limited aspects of non-response. A selection weight (W1) was calculated as 
the inverse of each address’ probability of selection, i.e. W1 = 1 / P1, where P1 is 
the probability of an address selection for FRS 17/18. 

Next, the weighting approach accounts for the selection of 
eligible FRS respondents within households into the sample frame eligible for 
selection into PPLL. In instances where there were multiple people who were 
eligible for PPLL from the same household, a single person was randomly 
selected to be approached for an interview. Those with employment status of 
self-employed were identified as being of particular analytic interest for the 
survey, so were assigned a boosted probability of selection. Specifically, 
individuals who were classed as self-employed when they responded to 
the FRS were given twice the probability of being selected compared to other 
eligible individuals in the same household who gave an alternative employment 
status. The probability of each person in the PPLL sample having been selected 
was calculated based on the number of eligible individuals in the household and 
their respective employment statuses. The individual selection weight (W2) was 
then calculated as the inverse of this probability, i.e. W2 = 1 / P2, where P2 is the 
probability of each member of the PPLL sample being selected from their 
respective households. After the two component selection weights had been 
created, a combined selection weight was calculated as the product of the two 
(i.e. W3 = W1 * W2). 

A simple calibration adjustment was made to create weights that act as a proxy 
for individual-level weights for the FRS. These, in turn, ensure that the weighted 
profile of the sample selected for PPLL matches the profile of the population in 
terms of region and age/sex. The combined selection weights (W3), in this case, 
were adjusted so that the weighted sample matches the Office for National 
Statistics (ONS) mid-year population estimates for the population of interest (40-
75 year olds, living in Great Britain)[footnote 23]. The resulting weight created from this 
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calibration step (W4) acts as a proxy FRS weight for individuals selected for 
the PPLL sample. 

PPLL pilot selection weight 

From the PPLL sample, a small number of cases (159) were randomly allocated 
to the pilot survey (with a known probability). As responses from the pilot survey 
are not included in the final PPLL data, the probability of selection for the pilot 
also needed to be accounted for in weighting. Again, to help ensure that there 
were sufficient numbers of self-employed respondents for sub-group analysis in 
the final achieved sample, different probabilities of selection were used. In this 
case, the self-employed were selected for the pilot with a lower probability 
compared to those with a different employment status, and this is reflected in the 
weights. As with the selection weights in earlier steps, the pilot selection weight 
(W5) was calculated as the inverse of the probability (on this occasion, of not 
being selected for the pilot). This was then combined with the proxy FRS weight 
(W4) by multiplying the two (i.e. W6 = W4 * W5). 

PPLL non-response weight 

In the final weighting stage, the combined weight (W6) was applied to a non-
response model which was used to estimate the probability of response to 
the PPLL survey given the known characteristics of those sampled. To this end, 
logistic regression was used to model the probability of response using a 
combination of geographic data (inferred from postcode) and individual-level 
characteristics recorded at the FRS. The final selection of explanatory variables 
for the model was determined using a stepwise approach, where the incremental 
effect of either adding or removing variables on the fit of the model is tested. 
Using this approach, the following were used in the final model to estimate the 
probability of response to PPLL: age/sex, region, employment status, ethnicity, 
housing tenure, household composition, highest educational qualification, council 
tax band, the National Statistics Socio-Economic Classification (NS-SEC) 
classification and population density (quintile). 

Once the probabilities of response had been estimated, the non-response 
weights were then calculated as the inverse of the estimated probability of 
response, given each member of the sample’s characteristics (i.e. W7 = 1 / 
PResponse). The final PPLL weight was then calculated as the product of this 
and the preceding weight: WPPLL = W6 * W7. These were then scaled so that 
the mean weight is equal to 1, i.e. the unweighted sample size is equal to the 
weighted sample size[footnote 24]. 
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The final PPLL weights account for a range of survey biases. These include not 
all people having the same probability of being selected for the survey, as well as 
systematic differences in the propensities of different groups to respond. When 
applied, the survey weights minimise the effect of these sources of bias and 
enable us to generalise the survey findings to the population. 

1. The FCA have since (in 2019) introduced rules which include requirements 
for a ‘wake up’ pack given at age 50 (to align with the age that consumers 
can access pensions guidance provided by Pension Wise), then again 4 to 
10 weeks before age 55, and then every 5 years until consumers have fully 
crystallised their pension. ↩ 

2. A respondent was deemed to have got their SPa correct if they gave the 
same age in years for their SPa as the government’s State Pension 
calculator. The current timetable for gradually increasing the SPa means 
that some people will have an SPa of between 66 and 67 or between 67 
and 68 years. Anyone with an SPa of 66 (67) years and x months was 
judged to have a SPa of 66 (67) for the purposes of comparing their self-
reports of expected and actual SPa. The number of respondents in these 
“bridging” groups was relatively small (n=136). ↩ 

3. Finding significant at 10% level. ↩ 

4. It should be noted that, whilst most people born after 1964 will receive the 
full nSP amount when they reach SPa, currently the amount received 
depends on a person’s National Insurance record and many people 
receiving the nSP in 2020/21 will have been receiving less than this (the 
average amount received was £164 per week). ↩ 

5. Significant at 10% level. ↩ 

6. Significant at 10% level. ↩ 

7. Respondent-specific replacement rates have not been calculated. That is 
beyond the scope of this report and the possibilities for analysis are limited 
by the fact that income was collected in banded amounts and the bands do 
not map exactly on to those required for the PLSA or Pension Commission 
measures. ↩ 

8. The figure of 68% of self-employed people expecting to use a private 
pension in retirement is higher than found in some other studies. For 
example, a 2018 study of the self-employed found that only 36% of the 
self-employed expected to use income from a private pension in retirement 
(Dabhi et al, 2018). The difference in findings is likely to be explained (at 
least in part) by the fact that, whereas the 2018 study covered all self-
employed people regardless of age, PPLL respondents were aged 40-75. 

https://www.proage.org/
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#fnref:1
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#fnref:2
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#fnref:3
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#fnref:4
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#fnref:5
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#fnref:6
https://www.gov.uk/government/publications/planning-and-preparing-for-later-life/planning-and-preparing-for-later-life#fnref:7


199 
 

ProAge – Age inclusion at work https://www.proage.org/ 

 

Furthermore, PPLL self-employed respondents tended to be older than the 
rest of the sample. They had therefore had longer to experience 
employment as well as self-employment and, potentially, save into a 
workplace pension. ↩ 

9. The definition of caring used in the questionnaire was a broad one and 
included activities such as keeping an eye out for neighbours as well as 
more intensive caring responsibilities. The exact question wording was: 
“Do you help family members, friends, neighbours or others because they 
have long-term physical or mental ill-health or disability, or problems 
relating to old age?” This may include help with personal or medical care or 
looking after the home but also activities such as “keeping an eye out”, 
offering social support or accompanying trips out of the house. ↩ 

10. Significant at the 10% level. ↩ 

11. Significant at the 10% level. ↩ 

12. Significant at 10% level. ↩ 

13. Significant at 10% level. ↩ 

14. The Financial Lives report (FCA, 2021) found that 39% of people with 
a DC pension in accumulation had a combined DC pot size of less than 
£10,000. That figure covered all UK adults whereas PPLL only covers 
adults aged 40-75. ↩ 

15. Data on pension enrolment collected from employers suggests this 
figure may be an underestimate and that more than 80% of 40-60 year olds 
are currently in workplace pensions (ONS, 2021b). ↩ 

16. The minimum contribution level is set at 8% of qualifying earnings 
whereas the PPLL questionnaire asked for the percentage of the 
respondent’s total pay (which may be lower than the percentage calculated 
on qualifying earnings) paid in contributions. It is possible for people to opt 
in to automatic enrolment and contribute less than the advised minimum. ↩ 

17. The median pot size of all DC pots accessed where a value was 
recorded (not just since 2015) was £35,000. ↩ 

18. Please note, the sample size for this data point is very low so should 
be treated with caution. ↩ 

19. See Family Resources Survey Question Instructions 2017-18, pp. 
329-30, for the full question wording: ↩ 

20. In addition to these criteria, a small number of respondents 
to FRS 2017-18 were ineligible to be selected for PPLL as they had 
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already been sampled for an earlier follow-up study by the Department for 
Education. As there is little overlap between the population of interest for 
that study and PPLL this is likely to introduce minimal bias. ↩ 

21. The co-operation rate excludes anyone not capable of participating 
due to illness/language barrier. ↩ 

22. The grossing weights that are produced for the Family Resources 
Survey are calculated at the household level. As the PPLL weights needed 
to be calculated at the person-level, it was not appropriate to use 
the FRS grossing weights to account for selection and non-response 
biases at FRS. Further details regarding the FRS weighting methodology 
are available in the FRS grossing methodology review published in June 
2014 ↩ 

23. The most recent available update of the estimates was used to create 
targets for the calibration weighting. These were the mid-year population 
estimates for 2019 (published April 2020). The data used is available here: 
https://www.ons.gov.uk/peoplepopulationandcommunity/populationandmigr
ation/populationestimates/datasets/populationestimatesforukenglandandwa
lesscotlandandnorthernireland ↩ 

24. Having been scaled to a mean of 1, the minimum weight is 0.16 and 
the maximum weight is 5.96. The weights have an estimated design effect 
of 1.50. ↩ 
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https://www.gov.uk/browse/benefits
https://www.gov.uk/browse/births-deaths-marriages
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• Business and self-employed 

  

• Childcare and parenting 

  

• Citizenship and living in the UK 

  

• Crime, justice and the law 

  

• Disabled people 

  

• Driving and transport 

  

• Education and learning 

  

• Employing people 

  

• Environment and countryside 

  

• Housing and local services 

  

• Money and tax 

  

• Passports, travel and living abroad 

  

https://www.proage.org/
https://www.gov.uk/browse/business
https://www.gov.uk/browse/childcare-parenting
https://www.gov.uk/browse/citizenship
https://www.gov.uk/browse/justice
https://www.gov.uk/browse/disabilities
https://www.gov.uk/browse/driving
https://www.gov.uk/browse/education
https://www.gov.uk/browse/employing-people
https://www.gov.uk/browse/environment-countryside
https://www.gov.uk/browse/housing-local-services
https://www.gov.uk/browse/tax
https://www.gov.uk/browse/abroad
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• Visas and immigration 

  

• Working, jobs and pensions 

Government activity 

• Departments 

  

• News 

  

• Guidance and regulation 

  

• Research and statistics 

  

• Policy papers and consultations 

  

• Transparency 

  

• How government works 

  

• Get involved 

 

Support links 

• Help 

  

• Privacy 

  

https://www.proage.org/
https://www.gov.uk/browse/visas-immigration
https://www.gov.uk/browse/working
https://www.gov.uk/government/organisations
https://www.gov.uk/search/news-and-communications
https://www.gov.uk/search/guidance-and-regulation
https://www.gov.uk/search/research-and-statistics
https://www.gov.uk/search/policy-papers-and-consultations
https://www.gov.uk/search/transparency-and-freedom-of-information-releases
https://www.gov.uk/government/how-government-works
https://www.gov.uk/government/get-involved
https://www.gov.uk/help
https://www.gov.uk/help/privacy-notice
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• Cookies 

  

• Accessibility statement 

  

• Contact 

  

• Terms and conditions 

  

• Rhestr o Wasanaethau Cymraeg 

  

• Government Digital Service 

 All content is available under the Open Government Licence v3.0, except where otherwise stated 

 

https://www.proage.org/
https://www.gov.uk/help/cookies
https://www.gov.uk/help/accessibility-statement
https://www.gov.uk/contact
https://www.gov.uk/help/terms-conditions
https://www.gov.uk/cymraeg
https://www.gov.uk/government/organisations/government-digital-service
https://www.nationalarchives.gov.uk/doc/open-government-licence/version/3/

