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The economic outlook revives, but concerns about 
future retirement remain 
The survey findings illustrate a number of changes in employee 

sentiment as the outlook for the global economy continues 

to grow more positive. For instance, one-third of respondents 

(31%) now expect their personal finances to improve in 2014. 

In last year’s survey, 25% held this view. 

As in 2013, people continue to hold positive aspirations for 

retirement, with many associating retirement with leisure 

(46%) and a sense of freedom (41%). Nevertheless, this is 

combined with a continuing widespread lack of confidence that 

retirement will actually deliver these benefits. One-third (34%) 

of employees are pessimistic about having enough money to 

live on in retirement, and just 19% are “very” or “extremely” 

confident that they will be able to fully retire with a lifestyle 

they consider comfortable. This confidence is especially low 

in Europe, with the figure in France just 6% and in Poland 4%. 

Furthermore, one-third are pessimistic about their ability to 

choose the time at which they retire, while only half (51%) 

are optimistic that they will be able to maintain good health 

in retirement. 

Only one in six (18%) expect to be better off in retirement when 

compared to current retirees, revealing a widespread sense – 

particularly strong in Europe and North America – that the sort 

of retirement currently being enjoyed by their grandparents or 

parents won’t be available to future generations. In the future, 

retirement will come to be defined very differently. In particular, 

it will require a larger role for paid employment as the notion 

of retirement becomes more flexible. 

There is a strong need to undertake financial planning 
Financial planning will be central in addressing concerns about 

income shortfalls and the pessimism about how and when 

people enter retirement. However, few people are currently 

preparing adequately for their retirement. Just one in six (18%) 

achieved a high Aegon Retirement Readiness Index score in 

2014 (a score of more than 8 out of 10 based on six questions 

in the survey gauging retirement attitudes and planning). 

In contrast, over half (55%) of employees recorded a low 

retirement readiness score (a score of 6 or less out of 10). 

Underlying these low scores is a widespread lack of retirement 

saving and planning. While 34% of “habitual savers” achieved a 

high Index score (twice the global average), 82% of “non-savers” 

found themselves with a low Index score. The priority must be 

to encourage more people to start long-term saving, and to 

save regularly as part of a comprehensive retirement strategy. 

While nearly half (44%) of employees have a strategy, only one 

in eight (12%) has a written retirement strategy. Worryingly, 

40% say they have no strategy at all. Another 4% replied 

“do not know.” 

A major step-change in retirement planning, and indeed life-long 

financial planning, is required to help people in the event their 

circumstances change. Currently 61% have no back-up plan 

to provide them with an income in the event that they become 

unemployed or are unable to work for a prolonged period before 

their planned retirement. Given that 45% of retired respondents 

tell us they had to retire sooner than planned as a result of 

events like ill-health (34%) or losing their jobs (25%), this is a 

very real risk facing people, many of whom are not preparing for it. 



 

 

 

 

 

 

 

 

 

  

 

 

 

 

  

 

 

 

 

 

 

 

  

 

  

 

 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

 

 

 

 

 

 

 

  

The solution lies in making retirement planning easier 
Financial constraints on households continue to explain why 

some people are not saving enough for retirement. Only 28% 

of employees have enough money to invest for their retirement, 

while 48% said that receiving a pay raise would encourage them 

to save more. Faced with these financial realities, governments, 

employers and pension providers have a shared responsibility to 

help people plan for their own retirement by making the process 

as easy as possible and creating the right incentives to save. 

One of the clearest signals governments can send to 

employees about the benefits of saving is through the tax 

system. Most countries offer some kind of tax relief to 

encourage long-term savings, but such support has come under 

pressure as governments look to balance public sector budgets. 

Nonetheless such tax benefits remain important, with 32% 

of respondents agreeing that more generous tax breaks would 

encourage them to save more. 

Employers have a dual role to play in providing both financial 

support in the form of workplace pensions and other workplace 

savings products, as well as services such as online retirement 

planning tools or workplace financial advice. Overall, 63% 

of employees say that they find the prospect of being 

automatically enrolled into a workplace pension appealing. 

On average, employees envision contributing 6% of their salary, 

and think it reasonable for their employers to contribute 

8% into an auto-enrolled retirement plan. 

The financial services industry can also play a role, given 

that 21% of respondents say that they would save more if 

investment products were simpler and easier to understand. 

Twenty-four percent would also like products that make it easier 

to track and manage their savings. Despite the demand for 

greater simplicity, there is still a role for the industry in offering 

guidance, information tools and professional financial advice. 

Twenty percent of respondents say that more frequent access 

to information about their retirement savings would encourage 

them to save more, while 17% would like access to professional 

financial advice that includes personalized recommendations. 

Flexibility will become the new model of retirement 
Many current employees expect to have some kind of phased 

transition into retirement, with 29% saying they will first 

move to part-time work before giving up work altogether and 

17% planning to move to part-time work and continue that 

throughout retirement. 

Only 32% of future retirees expect to stop work completely 

at retirement age. This view continues to be more common in 

certain European countries including Spain and France where 

the notion of a “cliff-edge retirement” is still supported by a 

small majority of employees. 

Among current retirees, only 9% worked beyond their planned 

retirement age. But those who did, did so mostly for positive 

reasons as people looked to keep themselves mentally and 

physically active. It is clear from the findings that employers will 

need to do more to support flexible retirement. Currently, only 

23% allow their employees to go first into phased, part-time 

retirement and only 12% offer retraining. Furthermore, 52% of 

employees say their employers currently do not provide enough 

information or support to help employees transition 

into retirement. 

Underpinning this shift in behavior at retirement is the level 

of support among employees (52%) for some sort of increase 

in the official retirement age. However, there is a degree of 

reluctance to change among a large minority, with 41% of 

respondents saying their working lives are already long enough. 

Governments will have an important role to play in shifting 

people’s expectations by modifying official retirement ages or, 

in some cases, abolishing mandatory retirement ages altogether. 
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While respondents hold a more positive short-term economic 

outlook, the expectations for future generations of retirees are 

still pessimistic. Over half of respondents (53%) expect future 

generations of retirees to be worse off than those currently in 

retirement. In Germany, 80% expect to be worse off after they 

retire, while in Hungary the figure is 78% and in France it is 77%. 

While this marks a slight improvement on 2013, fewer than 

one in six (16%) of current employees expects to be better off 

in retirement than current retirees. This marks a major reversal 

in the long-held belief that each successive generation would 

be better off in retirement than the preceding one. Today, this 

aspiration seems realistic only in emerging markets where the 

growth in real incomes is encouraging people to see a more 

positive retirement landscape. People in India, China and Brazil 

all believe that future retirees will be better off than the current 

retirees. 

Today’s employees still have a positive view of retirement 
In spite of the changing fortunes between the generations, 

today’s workers continue to hold positive aspirations for 

retirement. In total, 69% of employees chose at least one 

positive word to describe retirement while 52% chose something 

negative (respondents were allowed to select a range of words 

to describe retirement, with many selecting a combination 

of both positive and negative words). There are significant 

differences in how employees in different countries view 

retirement. 

Employees in the US and Canada overall have the most positive 

outlook on retirement, possibly reflecting the additional security 

provided by access to personal pensions. Americans, for example, 

have amassed some $19.4 trillion in personal pension assets8 , 

with three-fifths (60%) of the workforce enjoying access to a 

personal retirement plan9 (in most cases, a defined contribution 

plan10). A similar picture emerges in Canada, where $2.4 trillion 

has been amassed in pension assets, second only to the US11 . 

Less optimistic nations include Poland, Hungary and Japan. 

People here were more likely to mention negative words when 

describing their future retirement. In each of these countries 

there are concerns around the sustainability or adequacy of the 

retirement system. 

The headline message is very positive, with retirement embodying 

a sense of freedom and leisure. However, reality shows that 

many people don’t believe they will achieve their goals for 

retirement. One-third (34%) of employees are pessimistic about 

having enough money to live on in retirement. A similar number 

(35%) are pessimistic about their ability to choose the age at 

which they retire. Only half (51%) are optimistic that they will be 

able to maintain good health. 

Confidence in achieving a comfortable retirement: 
two distinct world views emerge 
In all countries, just 19% of employees are extremely or very 

confident that they will be able to retire with a lifestyle they 

consider to be comfortable. Confidence tends to be highest 

among men (reflecting the reality that they work longer and 

generally earn greater income from which to save more), and 

younger people (reflecting the fact that they have a longer 

time horizon). 

The emotional values people associate with retirement12 

People aspire to have an active retirement which blends travel, family, hobbies and work 

62% 59% 49% 25% 15% 13% 12% 12% 

Travel Family and 
friends 

New hobbies Volunteer 
work 

Continue 
working 

Live abroad Start a 
business 

Study 

Leisure 
Overall, nearly half (46%) associate retirement with leisure, an association which is most commonly 
made in the Netherlands (64%) and Germany (61%). 

Freedom 
Two-fifths (41%) link retirement to a sense of freedom. 
This association is most commonly made in China (51%) and Canada (50%). 

Enjoyment 
Only 29% associate it with enjoyment. 
Americans are most likely to think that they will enjoy their retirement (41%). 

Insecurity 
Worryingly, 22% see retirement as a time of insecurity. 
This sense of insecurity is greatest in Hungary (53%), Japan (44%) and Poland (37%). 



 

 

 

 

 

 

 

 

  

 

However, sharp differences emerge among countries. 


The Chinese are the most confident with 41% extremely or 


very confident that they will have a comfortable retirement. 


This is followed by employees in India (37%), Brazil (34%) and 


the US (28%). In contrast, much of Europe lags a long way 


behind, with confidence in some places seemingly collapsed: 


only 6% of French employees are confident they will enjoy
 

a comfortable retirement, which in Poland falls further to
 

just 4%. While western Europe may have some of the best
 

developed retirement systems in the world, confidence that
 

these systems will still be in place for future generations
 

seems to be rapidly eroding.
 

Chart 1: Few people are confident they will enjoy a comfortable retirement 
(% extremely or very confident)
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The Aegon Retirement Readiness Index 2014 
Each year, we publish the Aegon Retirement Readiness Index 

to assess how well employees view their level of retirement 

preparedness. In 2014, our sample of 16,000 includes 14,400 

people still in full-time employment. The Index is based on 

scores from this group. The Index is built on six key questions 

which explore people’s understanding of pension planning, their 

The Aegon Retirement Readiness Index key numbers 

sense of personal responsibility and the extent to which they 

are currently saving for retirement. Based on their answers, 

respondents are given a “retirement readiness” score out of 

ten (ten being the most prepared). For more details on the 

methodology behind the Aegon Retirement Readiness Index, 

please see Appendix 1. 

HIGH – a score of 8 or higher equals a “high” Index score meaning that the individual is well-prepared for retirement 

• Around one in six global employees (18%) had a high readiness score in 2014. 

• In Brazil, 35% achieved a high score; in Japan this was only 4%. 

• Thirty-four percent of “habitual” savers achieve a high score, twice the average for all categories and far higher than 

other types of savers. 

• Twenty percent of men achieve a high Index score; this falls to just 15% of women. 

MEDIUM – a score between 6 and 8 equals a medium score, meaning that the individual is undertaking some retirement planning, 
but needs to do more 

• Twenty-eight percent of employees had a medium score in 2014. 

• India (39%) and China (38%) had the highest proportion of respondents in this category. 

LOW – a score below 6 equals a low score meaning that the individual needs to do much more to ensure they are ready for 
retirement. Many of these individuals are currently doing either little or nothing to plan for retirement 

• 55% of employees globally have a low score in 2014. 

• In Japan 79% fell into this category, a slight improvement from 83% in 2013. 

• Eighty-two percent of “non-savers” find themselves in this category. Other saver types are much more likely to avoid this fate. 

Only 29% of “habitual savers” achieved a low score. 

• Even among those aged over 65, 38% still achieve a low Index score. 

The Index shows that employees everywhere continue to fall short in retirement planning. Even in countries where personal retirement 

planning is a well-established tradition, such as the US and Canada, the average score is barely above 6 suggesting that, while people 

are doing something, many aren’t doing enough. 

Chart 2: Global retirement readiness rebounds in 2014 reversing last year’s decline 

5.2 4.9 5.8 
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Across all countries, the Index shows improvements over the past two years, particularly since 2013. 

Chart 3: Aegon Retirement Readiness Index (2014) shows strongest performance in emerging markets 
(countries ranked according to 2014 score) 
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Chart 4: Retirement readiness is highest among men and older employees 
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Chart 5: Habitual savers are not only the most prepared for retirement, but have also seen the biggest improvement since 2013
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1. Retirement readiness higher in 2014 but much more 
needs to be done 
Employees in all countries surveyed feel more prepared for 

retirement than at any point over the last two years; however, 

the average employee still has a “low” level of retirement 

readiness. In 2012, the overall Index for all countries was just 

over 5 out of 10.13 The Index fell to below 5 out of 10 in 2013. 

This year there has been a marked improvement in the Index, up 

almost a whole point since 2013. It now stands at just less than 

6 out of 10. This improvement partly reflects the inclusion of 

new countries such as India and Brazil where more people feel 

positive about the economy and retirement. 

2. The Index reflects the improving economy and strong 
equity markets in 2013 
There has been a pronounced “bounce” in the Index scores 

across all the countries in the study, reflecting improvements 

in economic data. Leading economic indicators, such as equity 

markets, had begun to move into more positive territory in 

2012 and during the past 12 months this has filtered into the 

broader economy and economic confidence. The combined 

effect has been to propel the Index scores to a new high in 2014, 

particularly in those countries which have large personal pension 

markets where the strong performance in equities during 2012 

and 2013 will have been reflected in annual personal pension 

statements. Not surprisingly, we have seen particularly large 

improvements in the Index in the US, where the S&P 500 climbed 

29.6% during 2013.14 The US is also the country where pension 

funds allocated the biggest share of their portfolios in equities 

in 2012 (equivalent to nearly 49% of total investments).15 

Equity markets also performed strongly in Canada with the main 

Toronto Stock Exchange climbing 9%16 and in the UK where 

the main FTSE 100 rose 9%.17 

3. Regular savings behavior is the best path toward 
retirement readiness 
The simple message emerging from the survey is that regular 

saving is the surest route to retirement readiness. Even if people 

can only afford to save small amounts, they should do so. The 

findings in 2014 reveal a small positive shift, with 38% saving 

habitually, up from 35% in 2013. These people are more likely 

to be men and more likely to be found in the older age groups 

(for example, 47% of those over the age of 65 are habitual 

savers). Half of Americans (50%) class themselves as habitual 

savers. This is the highest anywhere in the 15 countries surveyed. 

Poland had fewer habitual savers (24%) than any other country 

in the survey. There was also a slight improvement in the number 

“saving occasionally” to 22%, up from 20% in 2013. This means 

that active savers account for 60% of the global sample, up 

from 55% last year. This change in behavior helps explain why 

employees are generally feeling more prepared than they were 

12 months ago. 

4. Emerging markets are more positive in their 

retirement outlook
 
Employees in high income countries have a generally less positive 

outlook with regard to retirement readiness. Even though they 

might expect to enjoy more material wealth in retirement than 

those in middle income countries such as China and Brazil, 

they have also endured years of low returns on savings and 

increasingly question the future generosity of both government 

and employer pension provisions (which often formed the basis 

in the past for prosperity in retirement). By contrast, there is 

a perception in many emerging countries that, with economic 

growth, future retirees are likely to enjoy an increasingly higher 

standard of living. 

5. People need to plan more and they need to take action now 
With regular saving being key to retirement readiness, it is 

clear that people need to plan more for retirement. Currently, 

just one in eight (12%) of employees surveyed have a written 

retirement strategy (which would indicate they have a 

comprehensive and considered approach to their retirement). 

Nearly half (44%) have some sort of strategy but it isn’t 

written down. Worryingly, 40% claim they have no strategy at 

all. Another 4% replied “don’t know.” 
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The vast majority of people already know that they should 

be doing something to plan for retirement. An individual’s 

neglecting to plan for retirement does not appear to be linked 

therefore to a lack of awareness. 

The Aegon Retirement Readiness Index identifies five factors 

which, when combined, provide a route map to retirement 

saving. The first step on this route is accepting personal 

responsibility for saving for retirement. The second and third 

involve being aware and having an understanding of what 

planning involves. The fourth and fifth involve putting a plan 

in place and acting on it. Each of these five steps can present 

individuals with potential obstacles to saving for retirement. 

Steps to long-term saving 

Personal responsibility 

Seventy-one percent of employees feel personally 

responsible for making sure that they have sufficient income 

in retirement. Only 8% say they do not feel personally 

responsible. 

Financial awareness 

Two-thirds (67%) say that they are aware of the need to 

plan financially for retirement. Only 8% lack awareness. 

Financial understanding 

Three-fifths (61%) claim to understand what planning for 

retirement involves. Only 12% currently say they do not 

understand this need. 

Retirement planning 

Forty-one percent say they have a well-developed plan; 

26% say they have no plan at all. 

Financial preparedness 

Only one-third (34%) feel that they are saving enough. 

Thirty-seven percent feel they are not saving enough. 

If we look in more detail we find that 21% of respondents 

have not undertaken any of the five steps. This means that 

79% of employees have undertaken at least one of the 

steps toward long-term savings, suggesting that there is a 

widespread sense of engagement. However, this engagement 

needs to be deepened: 66% have gone on to take at least 

two steps while 49% have taken three steps. One-third (33%) 

have undertaken four steps while just one in five (20%) 

have undertaken all five steps. 

Obstacles and incentives to save for retirement 
Often, the main impediment to saving is a lack of available 

funds. In our survey, 48% said that receiving a pay raise would 

encourage them to save more. This squeezed household income 

appears greatest in Poland, where 70% said that a pay raise 

would encourage them to save. In neighboring Hungary, the 

figure was 65%. Hungarian and Polish employees are also most 

likely to cite a lack of economic certainty as being an obstacle 

to saving. As the economic outlook continues to improve, this 

barrier should recede over time, allowing more households to 

take action. 

Thirty-two percent of respondents highlight more generous 
tax breaks as a way to encouraging personal saving. In a number 

of countries, however, these tax breaks have been reduced 

significantly in recent years, or have come under pressure 

as a result of constraints on public finances. 

Twenty-seven percent said higher contributions from employers 
would also spur personal saving. We explore in further detail 

below just how important the employer can be in getting people 

on the savings ladder. 

But it is not all about financial issues. It is also clear that people 

would be more likely to respond positively to the call to save 

for retirement, if retirement savings products themselves 

were simpler, more flexible and supported by readily available 

information and professional advice. The need for more 

information and advice is a well-established requirement. 

The UK’s Pensions Commission highlighted this issue as long 

ago as 2004, saying that “most people do not make rational 

decisions about long-term savings without encouragement and 

advice.”21 Our survey shows that, to encourage saving, people 

need access to straightforward, easy-to-understand products 

and professional advice. 
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Only one in ten employees thought that automatically 

enrolling people into a pension with employee contributions 

worth 6% of annual salary is “very” or “somewhat” 

unappealing. It’s important, however, to use auto-enrollment 

to reach out to employees currently excluded from workplace 

pensions. Our findings show that automatic enrollment 

is more appealing to those on higher incomes. Seventy-

three percent of those with higher incomes find the idea of 

automatic enrollment appealing. This falls to 57% among 

those with lower incomes. Making the benefits of automatic 

enrollment clear to those on lower incomes will be a critical 

challenge for employers and governments looking to 

encourage this option. 

Communicating the benefits of a workplace pension 
Many countries are currently moving from a defined benefit 

(DB) environment, in which employers bear all the risks and 

make most of the decisions, toward a defined contribution 

(DC) world in which risk and decision-making moves to the 

employee. DC pension plans are, by design, less technical 

and easier to understand than DB pensions. But the outcomes 

are variable, and so create a need for ongoing information, 

guidance and financial advice. In a DC pension world, better 

information goes to the heart of making retirement simple. 

Here, employers can offer a range of retirement services 

which support an individual’s decision to save and plan for 

retirement. However, our survey shows that, according to 

their employees, few employers currently choose to do so. 

Retirement preparation services in the workplace 

Statement 
20% of employees receive an annual 

retirement plan statement. 

Education 13% receive educational materials. 

Advice 12% receive in person/face-to-face advice. 

Online 
11% receive access to digital planning 

tools to manage their retirement savings. 

None 38% receive no workplace support at all. 

In total, 38% of employees said that they did not receive any 

kind of retirement preparation support. A further 19% said 

that they did not know whether their employer offered such 

services (which at best would suggest that employees are not 

engaged in workplace pension planning, or, at worst, that their 

employers are offering them little or no workplace support). 

Our survey shows that employees can become retirement 

ready. However, they need support in planning their 

retirement, which can be provided in the workplace very 

effectively. Employers have a vital role to play, yet most are 

doing little or nothing to support their employees. From a 

public policy perspective, further incentives and reforms are 

needed to encourage employers to offer not only benefits but 

also support services that will help their employees prepare 

for retirement. Governments will need to do their part by 

providing incentives and removing obstacles for employers 

(by addressing the issue of legal liability when offering 

financial advice, for example). 
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Chart 9: Ill health and unemployment are the leading causes of unplanned early retirement 

Chart 10: Reasons for working past planned retirement age 
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Putting off retirement: who will work longer at retirement? 
All countries have their own view on when retirement should 

begin. Typically, this is shaped by notions of mandatory or 

“official” retirement ages – the age at which, for example, 

people are eligible to draw their government retirement 

benefits. Other countries may have additional mandated 

retirement ages – for example, ages beyond which they are no 

longer able legally to remain in work. As our previous reports 

have shown, such official or legal definitions of retirement 

age tend to influence people’s expectations about when 

they will retire. Governments play a particularly important 

role therefore in shaping employees’ views when it comes to 

encouraging a shift toward more flexible retirement. Currently, 

employee opinions vary greatly on whether working longer 

and taking a more flexible approach to retirement should be 

encouraged. These views are often at odds with individuals’ 

preparedness for retirement. 

•	 Half of employees (52%) would support some sort 

of increase in the retirement age. 

•	 Later retirement is particularly welcomed among high 

income earners, who are also more likely to be saving. 

•	 Working longer enjoys more support among employees 

in Asia. 

•	 A sizeable minority (41%) of employees are resistant to 

increasing the official retirement age taking the view 

that “people are already expected to work long enough.” 

•	 This view is most commonly held among workers in 

Eastern Europe and Germany. 

•	 Non-savers are also more likely to take this view. 

The role for employers in encouraging longer working lives 
As with encouraging pension savings, employers have a role to 

play in achieving flexible retirement. Success will ultimately 

depend on changing workplace practices to encourage 

working beyond the normal retirement age with greater value 

placed on the experience of older workers. Among current 

workforces, evidence suggests that employers are offering 

only limited support to employees wishing to take a phased 

approach and remain on the payroll after retirement. 

Support offered for a flexible transition into retirement 

The figures above should be considered in the context of the 

recent history of labor market practices. Typically, employers 

have encouraged employees to retire on “fixed” retirement 

dates. This is a result of mandated retirement ages – for 

example, age 65 in the UK25 or 60 in Japan26 – after which 

employees generally stop work and start drawing pension 

benefits. 

Many employers have gone further – encouraging people to 

take early retirement. This played a major role in driving down 

effective retirement ages across many countries throughout 

the post-war era. In Spain, for example, just 43% of 55-64 

year olds were in employment between 2002 and 2007, while 

the Organisation for Economic Co-operation and Development 

average was not much higher at 52%.27 Reversing this trend 

Part-time work 23% currently offer their workforce the option of moving from full-time to part-time working. 

Lighter duties 
Only 18% of employers currently offer more suitable work tasks for older workers, which is vital 

for those in manual labor occupations. 

Re-skilling Only 12% offer training or re-skilling. 

Healthcare Only a small minority (16%) are offered employer-sponsored healthcare in retirement. 

Information and advice 
52% of employees do not think they receive enough information from their employer to help them 

with their transition into retirement. 

and bringing effective retirement ages back into line with 

official retirement ages would help those who wish to work 

longer stay in the workforce. This process is already underway 

as new workplace practices emerge. 

The pace of change is slow, with only 11% of employees 

agreeing that their employer offers more support than three 

years ago. Employers need to do more to help their workforce 

gradually transition from work into retirement. In practice, 

this means allowing more employees to work part-time, and 

to mix work and leisure. There is still much to do to make the 

age of flexible retirement a reality. 
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1. Translate awareness of the need to save for 
retirement into real action 
The good news is that people are increasingly aware that 

they need to save for retirement. This awareness is not 

enough, however. Too few are putting money aside for old age. 

Governments, employers and individuals all share responsibility 

for translating awareness into action. Governments and 

employers should provide individuals at least once a year with a 

concise and clear statement of the benefits they can expect to 

receive in retirement, as well as the tools and information they 

need to make an effective savings plan for themselves and their 

families. Individuals should use this information and obtain any 

additional professional advice to create and implement their own 

retirement plans. 

2. Maintain or increase incentives to individuals to save 
Individuals will save more if they see an improvement in the 

economic environment and – importantly – if they are given the 

right financial incentives. Governments need to provide proper 

tax incentives to encourage personal savings and employer 

contributions. In doing so, they will reduce dependence on 

government programs, and ensure more people retire with a 

sufficient income level. To encourage savings, it is important 

to protect these incentives, as far as possible, from cuts to 

government spending. To be truly effective, incentives should be 

easy to calculate and take advantage of without overly complex 

rules or paperwork. 

3. Make saving easy 
There’s a clear need for a limited range of easy-to-understand 

retirement savings products. Too much choice causes confusion 

and results in many people making no choice at all. One solution 

that has proven successful in several countries is auto enrollment 

of employees into employer savings plans. Enrolling an individual 

within the first year of work counters the inertia and indecision 

which paralyzes so many, and helps create regular, long-term 

savers. Auto enrollment should be coupled with steady increases 

in amount saved, as an individual’s salary rises. Another useful 

feature would be to default the savings into a lifecycle or target 

investment vehicle that rebalances an individual’s investment as 

they age and simplifies the investment process. 

4. Start personal savings early and save consistently 
Our survey shows that the best way of preparing for retirement 

is to start early and save regularly. More needs to be done to 

educate people on the benefits of this approach – which is 

far more effective than starting later in life and saving larger 

amounts for a shorter period. Starting early also helps cushion 

against unexpected events such as illness and unemployment. 

5. Plan for the unexpected 
Research shows that almost half of workers leave the workforce 

prior to expected retirement, for any number of reasons including 

disability or illness, caring for a family member and job loss. 

Individuals must make provisions for this in their retirement plans 

to avoid running down their retirement savings. A back-up plan 

could include setting up a personal emergency fund or obtaining 

insurance to protect against loss of income because of disability 

or unemployment. 

6. Embrace active aging and working longer 
More people want to stay active longer – including through work. 

Working longer – beyond official retirement ages – would not 

only help individuals bridge gaps in their retirement savings, but 

also save government money and ensure individuals’ continued 

contribution to the economy. Given the current aging trends, 

older workers may prove crucial in the future to sustainable 

economic growth and a prosperous economy. Both labor laws 

and employment policies need to change to take account of this 

new reality. Changes should include phased retirement programs 

and re-training for older employees. Employees should be able to 

reduce their workload gradually as they near full retirement, and 

should be entitled to draw part of their retirement benefits while 

still in work.  If flexible retirement is to be a success, making 

these changes will be vital. 





 

    
 

 

 

 

	   

 

 

 

 

  

 

	   

 

  

 

	 	   

 

 

 

 

 

	   

 

 

 

 

  

 

 

	   

 

 

	    

 

 

 

	    

 

  

	 	  

 

 

 

 

 

	 	   

 

 

 

 

Glossary
 

Aegon Retirement Readiness Index (ARRI) 
The Index assesses the relative levels of retirement 

preparedness of employees across different countries on a 

scale from 1 to 10. The index is based on three questions 

covering attitudes and three questions covering behaviors. 

More information can be found in the appendix. 

auto enrollment 
An employer-sponsored retirement plan in which the 

employer is able to enroll an employee without that 

employee’s express authorization. The employer determines 

what percentage of the employee’s salary or wages is 

contributed to the plan. The employee is able to change 

this percentage, and can opt out of enrollment in the plan. 

auto escalation 
A feature of a plan which automatically increases the 

percentage of (retirement) funds saved from salary. 

This feature generally uses a default or standard
 

contribution escalation rate.
 

defined benefit (DB) plan 
An employer-sponsored pension plan where the amount of 

future benefits an employee will receive from the plan is 

defined, typically by a formula based on salary history and 

years of service. The amount of contributions the employer 

is required to make will depend on the investment returns 

experienced by the plan and the benefits promised. 

defined contribution (DC) plan 
An employer-sponsored retirement plan, such as a 401(k) 

plan or a 403(b) plan, in which contributions are made to 

individual participant accounts. Depending on the type of 

DC plan, contributions may be made by the employee, the 

employer, or both. The employee’s benefits at retirement 

or termination of employment are based on the employee 

and employer contributions and earnings and losses on 

those contributions. See also 401(k) plan. 

401(k) plan 
An employer-sponsored retirement plan that enables 

employees to make tax-deferred contributions from their 

salaries to the plan. See also defined contribution plan. 

403(b) plan 
An employer-sponsored defined contribution retirement 

plan that enables employees of universities, public schools, 

and non-profit organizations to make tax-deferred 

contributions from their salaries to the plan. 

GDP 
Gross domestic product is the total market value of all 

officially recognized goods and services produced within 

a country in a year, or other given period of time. 

mandated retirement age 
This involves setting a fixed age at which persons who hold 

certain jobs or occupations are required by industry custom 

or by law to leave their employment. Typically, mandatory 

retirement is justified by the argument that certain 

occupations are either too dangerous or require high levels 

of physical and mental skill. 

OECD 
Organisation for Economic Co-operation and Development 

aims to promote policies that will improve the economic and 

social well-being of people around the world by providing 

a forum in which governments can work together to share 

experiences and seek solutions to common problems. 
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retirement (or pension) plan 
Provides replacement for salary when a person is no 

longer working due to retirement. In the case of a defined 

benefit pension plan, the employer or union contributes 

to the plan, which pays a predetermined benefit for the 

rest of the employee’s life based on length of service and 

salary. Payments may be made either directly or through an 

annuity. Pension payments are taxable income to recipients 

in the year received. The employer or union has fiduciary 

responsibility to invest the pension funds in stocks, bonds, 

real estate, and other assets; earn a satisfactory rate of 

return; and make payments to retired workers. Pension 

funds holding trillions of dollars are one of the largest 

investment forces in the stock, bond, and real estate 

markets. If the employer defaults in the United States, 

pension plan payments are usually guaranteed by the 

Pension Benefit Guaranty Corporation (PBGC). 

target date fund 
Investment fund that automatically resets the asset mix 

of stocks, bonds and cash equivalents in the portfolio 

according to a selected time frame that is appropriate 

for the particular investor. The timeframe is set to some 

predefined date in the future, such as retirement. 

The automatic adjustment in the asset mix is a meant as a 

tool to help manage the investment risk in the investment 

account over time. 

World Bank 
The World Bank is a source of financial and technical 

assistance to developing countries around the world. 

It is not a bank in the ordinary sense but a partnership 

of 188 member countries to reduce poverty and support 

development. It comprises two institutions: 

the International Bank for Reconstruction and Development 

(IBRD) and the International Development Association (IDA). 
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About Aegon, Transamerica Center 

for Retirement Studies® and Cicero
 

Aegon 
Aegon is an international life insurance, pensions and asset 

management company with businesses in over 25 countries in 

the Americas, Europe and Asia. Aegon employs nearly 27,000 

people and serves millions of customers worldwide. 

www.aegon.com 

In 2010, Aegon became a founding member of the Global 

Coalition on Aging, which seeks to raise awareness of aging 

issues among policymakers and the general public. A major aim 

of the coalition is to transform the way we think and speak 

about aging: replacing the familiar rhetoric of ‘problems’ with 

a more positive discussion of ‘possibilities’ and ‘opportunities.’ 

www.globalcoalitiononaging.com 

Transamerica Center for 
Retirement Studies® 

The Transamerica Center for Retirement Studies (TCRS) is a 

division of the Transamerica Institute, a nonprofit, private 

foundation. TCRS is dedicated to conducting research 

and educating the American public on trends, issues, and 

opportunities related to saving, planning for, and achieving 

financial security in retirement. Transamerica Institute is funded 

by contributions from Transamerica Life Insurance Company 

and its affiliates and may receive funds from unaffiliated 

third-parties. TCRS and its representatives cannot give 

ERISA, tax, investment or legal advice. 

www.transamericacenter.org 

Cicero Consulting 
A leading consultancy firm servicing clients in the financial and 

professional services sector, Cicero specializes in providing 

integrated public policy and communications consulting, global 

thought leadership programs and independent market research. 

Cicero was established in 2001, and now operates from offices 

in London, Brussels, Washington, New York and Singapore. 

As a market leader in pensions and retirement research, 

Cicero designed and delivered the market research, analyzed 

the research findings and contributed to the report. 

www.cicero-group.com 
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Appendix 1: Methodology 
The Aegon Retirement Readiness Index (ARRI) 2014
 

The Index is based on the sample of 14,400 employees, and 

has been developed to measure attitudes and behaviors 

surrounding retirement planning. Six survey questions (known 

as “predictor variables”) are used, three broadly attitudinal and 

three broadly behavioral: 

1. Personal responsibility for income in retirement 

2. Level of awareness of need to plan for retirement 

3. Financial capability/ understanding of financial matters 

regarding plans for retirement 

4. Retirement planning – level of development of plans 

5. Financial preparedness for retirement 

6. Income replacement – level of projected income 

replacement 

As well as these questions, a dependent variable question 

is asked which is concerned with approaches to saving, for 

which five broad saver types have been identified: habitual, 

occasional, past, aspiring, and non-savers. 

In order to create the index score the predictor variables are 

correlated with the dependent variable to obtain a measure 

of influence (known as an “R” value). The mean scores of 

the predictor variables are computed and each mean score is 

multiplied by its “R” value. The results are summed and then 

divided by the sum of all correlations to arrive at the ARRI score. 

Note on the effect of increasing the number of survey 
countries year-on-year 
The first Aegon Retirement Readiness study, published in 

2012, was based on research conducted in nine countries: 

France, Germany, Hungary, the Netherlands, Poland, Spain, 

Sweden, the United Kingdom and the United States. 

A separate survey in Japan was conducted and reported on 

later that year. So for year-on-year comparisons we regard 

2012 as a 10-country study. In 2013, two new countries 

(Canada and China) were added to the universe, and in 2014 

we have welcomed a further three countries: Brazil, India 

and China. These are the 15 countries that make up our 

study this year. 

As our universe of countries expands it is inevitable that 

questions are asked regarding year-on-year comparisons, 

most obviously – are any changes related to genuine shifts 

in opinions across all countries or as a result of introducing 

new countries which may respond in different ways? We have 

analyzed the 2014 results question-by-question on a 

15-, 12- and 10-countr y basis and in nearly all cases findings 

at a 15-country level are largely supported at a 12- or 

10-countr y level. The global Aegon Retirement Readiness 

Index scores on a like-for-like basis are as follows: 

- 15 countries 5.76 

- 12 countries 5.61 

- 10 countries 5.45 

So while the introduction of new countries naturally impacts 

the results to some extent, the overall picture remains largely 

the same. In the case of the Aegon Retirement Readiness 

Index it can be seen that retirement readiness has improved 

in 2014 irrespective of the country base used. 
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