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Abstract: The article explores the extent to which working conditions and health factors shape
Millennials’ preferences to retire early in the European context. On the one hand, Millennials’
approach to life and work potentially implies a preference to retire early. Yet, on the other hand,
the ongoing trend of tightening conditions and penalizing early retirement, as well as the expected
decrease in living standards in old age for Millennial cohorts, restricts options and discourages early
retirement. The results indicate that Millennials across Europe do not explicitly express a wish to
retire early. This holds true most prominently for Millennials who are healthy and satisfied with their
job. The analysis employs a classification decision tree model as the main method.
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1. Introduction

Millennials, born in the last two decades of the 20th century [1], are often labeled as
the “generation whine”, “me me me”, or “look at me” generation due to their perceived
overindulgence and confidence [2,3]. However, they arguably consider leisure as one of
their priorities in life [4–6]. To this end, we can repeatedly notice alleged success stories
of Millennials valuing leisure over work in news feeds. Such alleged media sentiments
can also be noticed when it comes to Millennials’ preferences about retirement. Thus,
news item titles, e.g., ‘Millennials are determined to retire early. Here’s how they can
actually pull it off’ [7], ‘Younger generations are redefining retirement’ [8], ‘10 Personal
Finance Tips to Get You to Early Retirement’ [9], ‘Millennials Want to Retire at 50. How to
Afford It Is Another Matter’ [10], and ‘By wanting to retire early, Millennials are subverting
conventional ideas of work and finances’ [11], to name a few, are not surprising. News
items arguably reflect wishful thinking more than realistic possibilities and preferences for
early retirement among the Millennial generation. This article focuses on the latter through
an exploratory analysis.

Given that working conditions and health-related factors are often good predictors
of early retirement [12–15], the article explores the extent to which such factors shape
Millennials’ preferences (not) to retire early, particularly in the European context. From
a broader perspective, this article ultimately aims to motivate (social policy) scholars to
engage in similar questions and topics. The findings of the exploratory analysis suggest
that Millennials do not have an explicit appetite for early retirement when considering their
working conditions and health. Thus, the alleged Millennial desire to retire early reported
in the news does not appear to be a genuine trend in the European context. To analyze
this further, the main method used in this article is supervised machine learning through a
classification decision tree model.

The Millennial generation has been extensively studied regarding work attitudes,
conditions, and well-being [3,16–20], which are crucial factors in deciding whether or not
to retire prematurely [12,21–25]. The present analysis intersects with and adds to these
bodies of literature, particularly by considering the specificity of the Millennial generation
and the broader socioeconomic conditions that enable options for early retirement in
pension systems (to maintain a certain standard of living in early retirement). These
dimensions are examined through the lens of working conditions and health-related factors.
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Studies on Millennials’ attitudes toward work repeatedly highlight leisure and work–life
balance as essential to the Millennial working culture [1,19,26], which may potentially
imply that Millennials would not hesitate to retire early. However, as discussed in the
article, the socioeconomic reality and the Europe-wide policy agenda that promotes old-age
employment are arguably not conducive to early retirement. It is worth noting that the
existing literature on Millennials is predominantly US-centric, whereas the present analysis
has a European focus.

Studying the Millennial generation in the context of early retirement may at first appear
“random” and out of context. Nevertheless, I argue that such research efforts are worthwhile.
As the Baby Boomer generation begins to retire, under the current institutional setup of
public pension schemes across Europe, Millennials have become the main tax base and
contributors to those schemes. Partially because of this, retirement prospects for Millennials
appear gloomy. Millennials are likely to be worse off in terms of pension amounts (i.e.,
pension adequacy) and old-age living standards compared to older generations [27–29].
Moreover, general economic conditions related to labor market dynamics [29] and the
repercussions of the Great Recession [29,30] further exacerbate the retirement prospects
of Millennials.

Considering the above, the mentioned news items appear to be more similar to a dream
than reality. Taking into account the highlighted unfavorable socioeconomic conditions
under which Millennials’ prospects for decent living standards during retirement appear
poor, Millennials may actually be deterred from early retirement as the pension benefits are
lower on average by default (when compared to benefits at the minimum pension age). In
the Section 2, I provide further elaboration on why examining Millennials in the context of
early retirement is indeed worthwhile and interesting.

The article is structured as follows. Section 2 depicts the Millennial generation, focuses
on its attitudes toward work, and discusses the current state of early retirement options.
Subsequently, the materials and Section 3 specifies the data sample and reason classification
decision tree model used in the analysis. Section 4 presents insight from the decision tree
model, whereas Section 5 elaborates on its implications.

2. Literature Review: Millennials and Retirement

So why is it interesting to study Millennials in the context of (early) retirement? This
section outlines a couple of sets of reasons, which ultimately inform the expectations for
the analysis. It starts with a discussion on the Millennial generation and its characteristics,
attitudes toward work, and the role of technology. Subsequently, the section discusses
the interaction between working conditions and early retirement as well as prospects for
Millennials’ retirement.

2.1. The Millennial Generation and the Workplace

The literature on Millennials recognizes distinct characteristics of this generation
that are essential for understanding their expectations and behaviors throughout their
professional life. Millennials grew up in a “helicopter” parenting environment [26], where
they are perceived as special (i.e., the parents’ sense of purpose) and where everyone
receives participation trophies and ribbons in competitions [31]. This environment boosted
their confidence and self-esteem. In a professional setting, Millennials tend to have a
strong belief in themselves, an explicit need for achievement, good negotiation skills, a
willingness to embrace technology, and an expectation to work on well-structured projects
within a team [1,17,31,32]. Additionally, Millennials are conventional and tend to follow
rules and trust authority figures. In the workplace, this is reflected in their belief that
compliance ensures success [31]. Connected to this, Millennials tend to equate effort with
performance [33]. However, they are arguably “directionless dreamers” [31] with no clear
life plan and have a sense of entitlement greater than other generations [32].

The aforementioned characteristics shape the attitudes of Millennials toward work
and workplace expectations and behavior. First and foremost, Millennials prioritize the
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need for a work–life balance throughout their professional career [1,16,19,26,34]. Work–life
balance encompasses company policies that mitigate family stress and conflicts. The lack
of such policies can potentially result in burnout, exhaustion, and health issues [26].

In addition, Millennials have high expectations when it comes to job advancements,
promotions, and in-job upskilling [2,16,26]. Moreover, they expect their employers to
drive positive and social change and have meaningful and impactful company mis-
sions [1,2,16,19,26,35]. This explains why Millennials tend to be selective in their job
search [1] and change jobs more frequently compared to older generations [35,36]. Further-
more, Millennials believe that good leadership [37] and a socially engaging workplace with
friendly coworkers [38] are important for their prosperity. However, Millennials’ abilities
in the workplace often do not meet their high expectations [16].

Although the outlined characteristics and attitudes toward work appear distinct
and somewhat “unique” for Millennials, comparative generational literature does not
provide compelling evidence that each generation can be considered distinct regarding
work attitudes. Instead, studies show that generational effects on work attitudes are
small [17,18] and that it is difficult to generalize generational differences concerning work
attitudes [20]. Nevertheless, a broad trend toward individualization in the workplace
among younger generations has been observed [20]. In the context of Millennials, this links
to the above-mentioned personality characteristics, such as confidence and self-entitlement.
Nonetheless, importantly, although the attitudes toward work may have remained stable
among generations, the approach to the workplace is distinctive [36].

Another relevant consideration in depicting Millennials’ distinct approach to the
workplace is technology. Technologies such as mobile phones and social networks have
shaped the way Millennials communicate and learn [2,35]. Consequently, technology is
an integral part of generational behavior and its changes [3,18]. For example, Millennials
reported that the internet is as important as air, water, food, and shelter [39]. Additionally,
Millennial driving habits have changed due to increased usage of mobile technologies such
as online shopping and social media [40]. From a broader economic policy perspective,
technology is at the center of structural socioeconomic changes and plays a decisive role
in the generation of future economic growth and the future of work [41]. This, in turn,
inevitably affects retirement prospects for Millennial cohorts.

2.2. Early Retirement and the Workplace

Early retirement occurs when an individual successfully takes up pension benefits
prior to reaching the minimum statutory retirement age (the age at which full pension
benefits can be claimed), as defined by law, which is 65 or older in most EU member states.
In other words, early retirement occurs when the effective age of retirement (the age at
which one claims pension benefits) is lower than the statutory age [13].

The desire and eventual decision to retire (early) at a certain age depend on the so-
called pull and push factors [22]. Pull factors concern the utilization of economic and other
advantages in retirement, such as enjoying more leisure time. Conversely, push factors
concern individual-level considerations that ultimately “push” individuals to leave the
labor market. Such considerations entail health and working conditions, as well as more
specific factors therein [12,14].

Health- and working condition-related factors are robust predictors of early retirement.
For example, job stress and the lack of autonomy in work were demonstrated as significant
predictors of early retirement [13]. Moreover, self-perceived health is closely linked to the
decision to retire early [15]. Other studies reassert the importance of these and similar
factors [14,42,43].

In the EU context, early retirement as an option within national pension systems has
faded and is being penalized. The gradual elimination of early retirement options has been
a preferred policy path and narrative since the Great Recession, with a focus on promoting
longer working lives and policies for old-age employment [44]. However, despite these
policies, Europeans tend to, on average, retire early. Table 1 shows that in the large majority
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of EU member states, the statutory retirement age is higher than the effective retirement
age (i.e., the difference between the two is positive).

Table 1. Statutory and effective retirement ages in the EU.

Country Statutory Age Average Effective Age Difference

Belgium 65 63.3 1.7
Bulgaria 64.2 64.7 −0.5
Czech Republic 63.5 63.5 0
Denmark 65.5 65 0.5
Germany 65.7 64.7 1
Estonia 63.6 65.2 −1.6
Ireland 66 65.5 0.5
Greece 67 63 4
Spain 65.7 63.4 2.3
France 66.8 62.3 4.5
Croatia 65 62.7 2.3
Italy 67 65.2 1.8
Cyprus 65 64.4 0.6
Latvia 63.5 63.2 0.3
Lithuania 63.8 63.4 0.4
Luxembourg 65 60.4 4.6
Hungary 64 63.2 0.8
Malta 62.9 62.8 0.1
Netherlands 66.3 65.8 0.5
Austria 65 63.2 1.8
Poland 65 64.5 0.5
Portugal 66.4 64.6 1.8
Romania 65 64.1 0.9
Slovenia 65 62.1 2.9
Slovakia 62.5 62 0.5
Finland 63.5 63.9 −0.4
Sweden 67 65.6 1.4

Note: Data are for males in 2019. Source: European Commission [45].

To illustrate the trend of fading early retirement, I provide a few non-exhaustive
policy examples. In 2019, Croatia reduced pension benefits by 0.30% for each month in
early retirement. The Czech Republic has a similar system for penalizing early retirement.
In Germany, postponement of retirement (beyond statutory age) adds a bonus on the
final pension amount. From 2015, Portugal tightened conditions for the take-up of early
retirement—the minimum age is 60 and the minimum contribution period is 40 years.
Similar policy measures have been implemented in Belgium [46].

Another factor that is relevant for the (early) retirement of Millennial cohorts is pension
adequacy, which estimates the living standard in retirement compared to the standard
during employment. In the EU context, prospects for pension adequacy do not appear
promising. The EU policy agenda, conducted through policy coordination under the
European Semester, tends to favor pension sustainability (the long-term financing of public
pension schemes) that, at times, works against pension adequacy levels [47,48]. Accordingly,
a trade-off between sustainability and adequacy may be observed in the future, where the
former improves and the latter declines [45,49,50]. Pension adequacy is under additional
pressure, considering that the Baby Boomer generation started to retire in the 2020s. As
Baby Boomers across the EU take up pension benefits from unfunded public pension
(solidarity) schemes, the cost of this falls on a shrinking (mostly Millennial) tax base.

In addition to the gradual fading of early retirement options and the uncertain future
of pension adequacy across the EU, the general state of the economy for Millennials is also
not conducive to leaving the labor market early [29]. Due to the Great Recession, Millen-
nials had a relatively slow and more precarious start to their professional careers [29,30].
Moreover, in the US context, Millennials tend to have inadequate or no savings, a higher
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financial burden of student debt, and relatively low participation in occupational pension
plans [28].

2.3. Expectations for the Analysis

Based on the insight from the literature review, this section elaborates on the expec-
tations for the exploratory analysis. The main expectation is that although Millennials
may potentially have an appetite for early retirement due to the prominence of work–life
balance and leisure in their working culture, the socioeconomic conditions and policy
agenda across European countries are arguably not encouraging for early retirement. In
this context, Millennials who are to a certain extent satisfied with their current working
situation and individual well-being may choose to refrain from early retirement.

The following observations from the literature support the expectation. First, due to a
“rocky” start to their careers due to the Great Recession, Millennials’ personal saving rates
are not likely to accumulate in sufficient amounts to provide a decent standard of living
in premature retirement. Second, although Millennials tend to emphasize the importance
of leisure in their lives (a pull factor for early retirement), their eagerness to contribute to
something meaningful and impactful in their professional lives appears to be in favor of
them staying in the labor market. Third, current early retirement schemes that often include
a penalty in the form of a lower final pension amount are more conducive to postponing
retirement even beyond the statutory retirement age. Fourth, an expected decline in living
standards among the elderly in the long term that affects Millennial cohorts does not make
early retirement attractive. Fifth, although the role of technology as a driver of economic
prosperity has become ever more important and has been an integral part of Millennial
lives, the future general economic outlook is expected to deliver slower economic growth
and lower investment return rates, trends that impact retirement prospects.

In an attempt to empirically explore the above reasoning, the analysis focuses on
push rather than pull factors for early retirement (i.e., health and working conditions).
Although pull factors are also relevant for such an analysis (e.g., as they appropriately
reflect Millennials’ insistence on leisure), push factors (a) have been demonstrated to have
an empirically meaningful relationship with early retirement; (b) better reflect current and
uncertain economic environments within which Millennials have been building their ca-
reers and retirement prospects; (c) reflect Millennials’ professional well-being and reported
work attitudes; and (d) from a practical perspective, are more quantifiable and accessible
as data.

Moreover, it is important to note that the exclusive focus on Millennials is justified
for three reasons. First, they arguably have a distinct approach to work compared to older
generations, particularly due to their familiarity with technology, although work values
across generations have largely remained stable. Second, Millennials report higher levels
of obesity and lower general fitness compared to older generations, making them distinct
in terms of health [18]. Third, Millennials have at least twenty-something years until they
reach statutory retirement age, making it sensible to inquire about their desire to retire
early as they approach their prime earning potential age (40s to early 50s).

3. Materials and Methods
3.1. Data, Samples, and Variables

The data used for the analysis are part of a simplified version of the SHARE ( Survey of
Health, Ageing, and Retirement in Europe), i.e., easyShare (release 8.0.0., October 2022) [51],
which consists of the same number of observations, but includes fewer variables than its
complete and more complex counterpart (a request to access SHARE data was made on
2 November 2022 via email, and was approved on 3 November 2022). The simplified version
is sufficient for the present analysis as it includes all variables of interest. The creation of
the sample of interest was based on two conditions: (a) age range and (b) notified response
to the question informing the target variable. Concerning the age condition, in line with the
research objective, only Millennial respondents born between 1980 and 1999 are included in
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the analysis. As shown in Figure 1, Millennials take up a relatively small proportion of the
easySHARE dataset. This is expected as SHARE surveys are targeted at people aged 50 and
older. However, the Millennial sample is still of sufficient size for an exploratory analysis.
Survey respondents come from 25 countries (see Appendix A, countries include 23 EU
member states (excluding Romania, Malta, Lithuania, and Cyprus), as well as Switzerland
and Israel).

Figure 1. Age distribution of respondents who answered the question about the target variable
(ep036_mod). Source: Author, based on easySHARE data.

Moreover, among the Millennials, only those who answered “yes” or “no” to the sur-
vey question labeled ep036_mod in the original dataset (i.e., “Thinking about your present
[main/secondary] job, would you like to retire as early as you can from this job?”) are
included in the analysis. The number of respondents who satisfy both conditions is n = 421.
In the present research context, the response to the question on early retirement presumably
reflects one’s current sentiment on the place of work and, thus, a (less) likely appetite
for retiring early. The mean imputation was employed for missing data. Imputations are
calculated from the sample and are based on the predictor variables used in the analysis.

I use nine continuous and categorical predictors in the analysis. The selection of
predictors is based on conceptual and theoretical insight into the Millennial generation,
which emphasizes well-being and work-life balance in the working environment (see
Section 2.1). Therefore, the predictors include variables related to health/well-being and
working conditions, which have been demonstrated in the literature as useful predictors
of early retirement. Table 2 summarizes the predictor variables used in the analysis. The
target variable corresponding to the survey question about early retirement is binary. The
selected predictors from the easySHARE survey data are suitable for the analysis and align
with the exploratory research objective of this article. Moreover, SHARE data has already
been used to study the target variable of early retirement [52].

3.2. Classification Decision Tree Model

The research objective is operationalized by a supervised single decision tree classifi-
cation machine learning model. The decision tree model fits into the present context as it is
generally suitable for analyses with a relatively small sample; can handle missing values;
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learns from predictors that have a relatively small number of disjoint values; and classifies
a discrete binary target variable. Moreover, decision trees efficiently model different types
of predictors (continuous, ordinal, categorical) and are insensitive to outliers. Importantly,
decision tree models are appropriate for exploratory analyses [53].

Table 2. Predictivevariables.

Group Predictor Mean Std. Dev. Min. Max.

Health
Depression 2.081 1.81 0 9
Doctor_visits 3.512 4.97 0 50

Levels

Health
Self_health 5 1 = excellent; 5 = poor
Chronic_dis 5 0 = none; 4 = stroke or cerebral vascular disease
BMI 4 1 = underweight; 4 = obese

Work

Job_term 2 1 = short-term; 2 = permanent
Life_quality_cat 2 higher > 38.9; lower < 38.9
Hours_worked 2 more than 40 > 40; less than 40 < 40
Job_satisf 4 1 = strongly agree; 4 = strongly disagree

n = 421
Note: Life_quality_cat—CASP-12 measure of the quality of life based on four subscales, i.e., control, autonomy,
pleasure, and self-realization; depression—depression scale according to the EURO-D 12-item symptom scale
(depressed mood, pessimism, suicidal, guilt, sleep, interest, irritability, appetite, concentration, enjoyment, and
fearfulness)—treated as a categorical predictor; doctor_visits—number of doctor visits within the past year;
hours_worked—usual hours worked per week, treated as a categorical predictor; self_health—self-perceived
health; chronic_dis—“number” of chronic diseases as a finite list of conditions that were included in the answer
options; BMI—categorized body mass index; Job_term—short-term (less than 3 years) or permanent contracts;
Job_satisf—job satisfaction. Source: Author.

Regarding the structure of a decision tree (see Figure 2), each node represents a
predictor that is split based on criteria or threshold with respect to its ability to predict the
target variable [54]. The split criteria decide on which predictor to split. The algorithm
selects the predictor that maximizes the information gained from the data at hand (i.e., “the
best location”). Every tree branch splits on one and only one predictor. The split threshold
determines the value of a predictor at which a split is done [53]. The number of splits
made in a single model needs careful attention to avoid overfitting. A tree leaf indicates
the most appropriately classified value of the target variable. In other words, decision trees
are essentially a series of nested if-then statements that lead to probabilities of a certain
outcome [53]. Each path from the tree root node (a predictor on which a tree splits first) to
a leaf node (the last split in the model) is an if-then conjunction, while the whole tree is a
disjunction of these conjunctions [54].

The analysis was conducted in R (packages used: rpart [55], rpart.plot [56], caret [57],
vip [58], pdp [59]). The algorithm applies recursive partitioning. It splits the predictor
variables based on information gain criteria and prunes the tree with backfitting. Numeric
predictor variables are split only once. The training set consists of 66% observations, while
the remaining 34% consist of the test set for predictions.
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Figure 2. Decision tree for ER (early retirement). Note: no = does not wish to retire early from a
current job; yes = wishes to retire early from current job. * Probability of the fitted class within a
respective node. The sum of probabilities across a respective node equals 1. ** Probability of the fitted
class considering the whole sample (not only observations falling into a single node). The sum of
probabilities across the tree leaves equals 1. Model accuracy: 0.74. Source: Author.

4. Results

Figure 2 illustrates the decision tree model. To account for potential overfitting, I set
the minimum number of observations in a node to be split to 20; and the maximum depth
of the final tree to 3 (the root node is counted as depth 0). The overall accuracy of the model
is 74% (see Appendix B).

4.1. Probabilities for Target Classes

Figure 2a shows the probabilities for target fitted classes in relation to observations
within the respective node. The sum of probabilities in the respective node equals 1.
Concerning probabilities for not wishing to retire early (ER = no), the following condi-
tions apply:

ER_no(75%) = Job_satis f < 1.9

ER_no(57%) = Job_satis f ≥ 1.9&Doctor_visits < 5.5
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In other words, there is a 75% chance that Millennials who are very satisfied with their
jobs do not wish for early retirement (as opposed to a 25% chance that individuals who
belong in this node do wish to retire early). Similarly, there is a 57% chance that Millennials
who are less satisfied with their jobs and visit their doctors 5 times or less also do not wish
to retire early (as opposed to a 43% chance that individuals who belong in this node do
wish to retire early).

Figure 2b reinstates the relevance of these findings. When the probabilities of the two
decision tree branches (if-then statements) that lead to ER = no are considered in relation to
the entire sample (rather than just the observations that belong to the branches’ respective
nodes), the probability of ER = no remains higher than that of ER = yes. Concretely, for
the tree branch Job_satisf < 1.9, the probability of ER = no in relation to the whole sample
is 40% (as opposed to 14% for ER = yes). Similarly, for the tree branch Job_satisf ≥ 1.9 &
Doctor_visits < 5.5 the probability of ER = no in relation to the whole sample is 21% (as
opposed to 16% for ER = yes).

Concerning the probability of one’s wish to retire early (ER = yes), the following
condition applies:

ER_yes(72%) = Job_satis f ≥ 1.9&Doctor_visits > 5.5

Millennials who are less satisfied with their current situation and visit a doctor’s office
five or more times have a 72% chance to wish for early retirement (as opposed to a 28%
chance that individuals who belong in this node do not wish to retire early). However,
when considering this decision tree branch in relation to the whole sample, the probability
of ER = yes is only 6%.

Overall, the model indicates that Millennials across Europe do not generally pre-
fer/wish to retire early. More specifically, Millennials who are highly satisfied with their
job and are relatively healthy are unlikely to have a preference for early retirement.

4.2. Feature Importance

Out of the nine predictors included in the model, two—job satisfaction and doctor
visits—have particularly high importance in predicting early retirement (see Figure 3).

Figure 3. Feature importance for early retirement. Source: Author.

The partial dependence plots in Figure 4 show how changes in specific values of
the two most important predictors affect the probability (on average) of not wishing
to retire early (target class ER = no). Both predictors, job satisfaction and doctor visits,
display a clear step-like relationship with the target class ER = no. This indicates that the
average prediction probability of the outcome of interest substantially increases when job
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satisfaction (Job _satisf) is at a level of 2 and 1 (i.e., one is (very) satisfied with their job) and
when doctor visits (Doctor _visits) equal 5 or less (i.e., one visits the doctor’s office five
times or less in a year). Partial dependence plots are informative because the two predictors
are not significantly correlated with each other or with the majority of other predictors (see
Appendix C).

Figure 4. Partial dependence plots for two predictors with the highest feature importance.

4.3. Limitations

The analysis has notable limitations. First, the data sample of interest suffers from a
significant portion of missing values. As noted above, this issue was remedied with mean
imputation rather than the exclusion of rows. The latter was not the preferred approach, as
the missing values were scattered across the predictors rather than being clustered within
specific respondents/rows. Thus, deleting rows would have resulted in a substantial yet
unnecessary loss of information. Second, the sample is unbalanced concerning the target
variable (ER) in favor of class “no” (no = 285; yes = 136). This partially explains why the
model’s predictions for class “yes” have relatively lower accuracy. Moreover, the data
sample is unbalanced concerning gender (male = 48; female = 373), which hampers the
generalizability of the results. Regarding generalizability, a relatively small sample size
is an additional obstacle. Third, indicators concerning Millennial usage of technology
that closely link to their approach to work were not included in the analysis due to their
absence from the dataset. Fourth, the model may appear too simplistic, which is the result
of parameter tuning (e.g., maximum depth, minimum number of observations for a split)
aimed at preventing overfitting.

5. Discussion

The main results of the exploratory analysis suggest that Millennials in Europe do not
show an explicit desire to retire early as long as they are satisfied with their job and are
relatively healthy. This has potential implications for both Millennials as future retirees and
governments/policymakers as current and future retirement planners.

First, as Millennials currently constitute a large portion of the tax base that finances
public pension schemes for current retirees, their indication of not wanting to leave the
labor market early to some extent secures the sustainability and endurance of existing
public pension schemes. As a result, governments may not face additional pressure to
pursue pension reforms, which tend to be politically sensitive and often costly. Nevertheless,
pressure for reform has already been in place due to aging trends and the ongoing retirement
of the Baby Boomer generation.

Second, Millennials not wanting to retire early sends two types of policy signals
to governments/policymakers. On the one hand, this signals that prevalent policies to
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penalize and tighten conditions for early retirement and the insistence on longer working
lives and old-age employment may have started to show effect. On the other hand, as
Millennials’ wish not to retire early closely links to their working conditions and job
satisfaction, governments/policymakers may receive the signal that implemented economic
and labor market policies have had some degree of success. To this end, for example, labor
market activation policies at the EU level appear prominent. Nevertheless, as discussed in
the literature review, Millennials’ preferences not to retire early may derive from the failure
of governments to enable conditions for economic prosperity both during employment and
in retirement in the long term. Hence, as present findings are only exploratory with very
limited generalizability, future analyses of Millennials and retirement may focus on the
further unraveling of mechanisms behind their aspirations and preferences.

Third, concerning Millennial life preferences with the prominence of leisure and
work–life balance, the absence of an explicit tendency to retire early implies that Millennials
might be even more adamant about such possibilities during their professional careers. This,
in turn, has repercussions on employers’ approaches and flexibility in hiring the Millennial
workforce. Contemporary experiments with four-day workweeks, full-time remote work,
and the introduction of nomad visas in some EU countries exemplify employers’ and
policymakers’ responses to work–life balance demands.

In conclusion, this exploratory analysis indicates that Millennials across Europe do
not show an explicit appetite for early retirement. This observation is the most prominent
under the conditions of high job satisfaction and good health. Nevertheless, due to the
above-discussed limitations of the model, the results of the analysis have very limited
generalizability and serve as empirical evidence that is yet to be explored in more depth.

Further prudent research avenues on the subject of generational early retirement may
include country-level (and case-study) analyses that notably consider the institutional
setup of national pension systems and the (dis)incentives for early retirement therein.
Additionally, empirical assessment of the dynamics between early retirement and old-
age employment, especially in the context of individual well-being, appears relevant.
Moreover, the present analysis may serve as a starting point for further comparative
generational studies on retirement-related topics. Such analyses would highlight eventual
generational variation in terms of (early) retirement preferences, which is beyond the scope
and exploratory objective of the present analysis. When it comes to comparing the results
of the present analysis with generational studies discussed in the literature review, it is
difficult to draw direct comparisons due to divergent research objectives. Existing studies
primarily aimed to detect determinants of early retirement, whereas the present analysis
utilizes these determinants to predict (rather than to explain) Millennials’ appetite for
early retirement.

Contributions of the article are two-fold. On the one hand, the analysis reinstates the
utility of work- and health-related factors in explaining preferences for early retirement
demonstrated in existing studies. On the other hand, the analysis studies Millennials in the
context of early retirement, which is a somewhat pioneering research effort, intersecting
and expanding literature on generational studies and social policies that hopefully motivate
similar and policy-relevant analyses.
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Appendix A. Responses to the Survey Question on Early Retirement ep036 _mod

—The Dependent Variable ER across Countries Included in the Sample

ER
Country No Yes

Austria 75.76 24.24
Belgium 83.02 16.98
Bulgaria 100.00 0.00
Croatia 100.00 0.00
Czech Republic 74.36 25.64
Denmark 57.14 42.86
Estonia 83.33 16.67
Finland 100.00 0.00
France 46.67 53.33
Germany 64.29 35.71
Greece 45.00 55.00
Hungary 33.33 66.67
Ireland 66.67 33.33
Israel 50.00 50.00
Italy 64.29 35.71
Latvia 100.00 0.00
Luxembourg 100.00 0.00
Netherlands 73.68 26.32
Poland 50.00 50.00
Portugal 33.33 66.67
Slovakia 100.00 0.00
Slovenia 42.86 57.14
Spain 64.71 35.29
Sweden 70.83 29.17
Switzerland 70.59 29.41

Appendix B. Confusion Matrix for ER (Early Retirement)

Predicted
No Yes

no 100 6
yes 30 5

Appendix C. Correlation Tests

Kruskal–Wallis Test p-Value
Job_satisf Doctor_Visits

Doctor_visits 0.6706 NA
BMI 0.9317 0.4888
Hours_worked 0.1055 0.63
Life _quality_cat 0.0004868 * 0.04101 *
Depression 0.6396 0.21 ‡
Self_health 0.2367 4.766 × 10−10 *
Job_term 0.2617 0.5839
Chronic_dis 0.6501 0.0012 *
Job_satisf NA 0.2509

Alpha level: 0.05. Note: ‡ Pearson correlation coefficient; * positive correlation.
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