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Abstract

The number of older workers in urban China who extend their working life after
retirement has recently increased, and the proportion of those working older
women remains low. This trend underscores the pressing need to address the
challenges faced by older women who wish to extend their working lives after
the compulsory retirement age. The present study, which focuses on factors
impacting the re-employment of older women aged 55 to 70, family-related
factors, in particular, is a crucial step towards understanding and addressing
this issue. The study is based on pilot data collected from May 2022 to July
2022 among older women individuals in Fuzhou, China, using a self-designed
questionnaire. The results reveal that most older women are temporary
workers in less skilled sectors such as business and service, agriculture, forestry
and fishing, and transport. Furthermore, it is found that re-employed and self-
employed women receive a relatively lower monthly pension income
compared to fully-retired older women, highlighting the financial implications
of their re-employment. Moreover, the research underscores the challenges
faced by older women in their re-employment journey. It is found that self-
employed older women, despite their higher monthly incomes, still face
significant hurdles. Social capital remains the most common avenue for older
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women to access re-employment after retirement, highlighting the need for
stronger support networks. In terms of factors influencing re-employment
behaviour, the study reveals that grandchildren care responsibilities, spousal
employment, and marital status significantly influence older women's re-
employment behaviour, further emphasizing the complex nature of their
situation.

Keywords: Re-employment behaviour; older women; family-related factors;
inter-generational caregiving; joint retirement

Introduction

Past decades have witnessed that global ageing has become an irreversible
trend for most modern industrialised countries due to the improvements in
living conditions, the increase in average life expectancy, and the gradual
decline in fertility rate (United Nations (UN), 2019; Lin et al., 2020). Achieving
sustainability in the face of labour shortage and financial expenditure pressure
caused by demographic ageing has been the key driver for the majority of
modern industrialised countries to address the waste of human resources of
the elderly and maintain stable economic growth (Bérsch-Supan et al.,, 2019;
Geyer & Welteke, 2019; Kuitto & Helmdag, 2021).

The ageing of China's population is also gradually deepening (Ban &
Liao, 2016). According to the latest national census survey, 42.55 per cent of
the younger older population rely on labour rewards as their income, 23.82 per
cent rely on pension income, 28.75 per cent rely on family members' support
as well as the rest, 2.1 per cent rely on private property, and other sources
(Bulletin of China's 7th National Census, 2021). This data reflects the great
potential of older adult human resources to develop in China. However,
previous studies on extending older people's working lives in China are more
likely to concentrate on delayed retirement influencing factors or post-
retirement re-employment behaviour in older age groups from a multitude of
micro- and macro-level perspectives from both older women and men, older
men particularly (Ran & Lu, 2020; Yu et al,, 2016; Yu, 2017; Zheng & Huang,
2018).

However, due to gender differences in the household division of labour,
social roles, national compulsory retirement age, and pension income, older
women's retirement behaviour and post-retirement re-employment patterns
vary from older men's. In this paper, the authors analysed how family-oriented
factors, including intergenerational support, household chores, caregiving, and
spousal characteristics, affect the labour market participation of older women
in urban China. Additionally, this paper contributes to filling the research gap
on older women in urban China by exploring retirement and re-employment
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patterns and influencing factors from a gender difference perspective. This
study hopes not only to change the disadvantaged position of older women in
the labour market and make full use of their human resources but also to make
substantial proposals for reforming the relevant national systems and
regulatory policies.

Literature Review

Older women

Older adults aged 60 to 70 years are defined in the pre-elderly stage (p.
558) according to the latest age group classification of the elderly (New
Dictionary of Gerontology, 2016), most of whom are relatively healthy, have
extensive productivity and work experience and have a strong desire to be
employed. However, due to the compulsory retirement age of women in China,
this study defines women aged 55 to 70 years old as older women. Meanwhile,
older women in rural areas were excluded as they needed to follow a fixed
retirement age since they had been working in agriculture for many years for
a living. Finally, older women interviewed should have a paid job before
retirement age.

Re-employment

Based on the explanation in the New Dictionary of Gerontology (2016),
re-employment of older people refers to the economic behaviour of retired
persons who have reached the legal age and are employed by enterprises and
institutions to re-serve society, establish social welfare undertakings,
participate in the development and application of science and technology, set
up economic entities and provide professional consulting services, and obtain
specific financial remuneration or self-employment income (p.180). Thus,
based on this definition, this paper defines older women'’s labour market
participation in temporary, part-time, full-time, and self-employment as re-
employment behaviour.

Family determinants and re-employment among older

women

The international literature generally shows that the most frequently
studied family-oriented determinants include marital status and
intergenerational support responsibilities. Most studies (i.e., Eismann et al.,
2019; d' Albis et al., 2021; Zanasi et al., 2020; Florida, 2022) in different countries
reported that being married, having informal grandchildren, and elderly
parents' caregiving as crucial barriers to extending working lives for older
women. Numerous relevant quantitative studies in European countries (i.e., van
Der Horst et al,, 2017; Eismann et al., 2019) have proved that older married
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women with spouses are reported to have significantly lower employment
rates.

In contrast, older women who are divorced or widowed are more likely
to exit the labour market later for financial considerations such as the higher
cost of retirement (; Majeed et al.,, 2017). Other studies have analysed older
women's re-employment behaviour and decision-making from the perspective
of spousal employment status, known as joint retirement (Prattley & Chandola,
2021; Lin & Bai, 2017). Studies in China suggest a relatively lower probability
of workforce withdrawal for older urban women with spouses than unmarried
women because of the gender gap in compulsory retirement age in China (Lin
& Bai, 2017; Xu, 2021).

In terms of informal intergenerational responsibilities, several studies
suggest that the birth of grandchildren and grandchildren's caring
responsibilities increase the probability of labour force market withdrawal for
grandparents, especially for grandmothers with continuous careers (Floridi,
2022; Zanasi et al., 2020; Kelle, 2020; Wang & Zhang, 2017). However, no
specific academic literature in China examines the impact of older women's
grandchild care responsibilities and elderly parents' and parents' in-law care
responsibilities on their re-employment behaviour and decision-making from
a gender difference perspective.

Influenced by traditional attitudes and culture, women in many
countries and regions have a social role as family caregivers, which profoundly
limits their work positions, work experiences, and working lives (i.e., van der
Horst et al., 2017; Sigur®dardottir & Snorradottir, 2020). Additionally, in Asian
countries, older people with higher educational backgrounds are less likely to
be recruited by companies or employers because of the traditional culture of
respect for the elderly (Lee, 2019; Seo et al., 2020). Therefore, although the
traditional Chinese family structure has been changing, and older parents who
received compulsory retirement age are gradually no longer dependent on
financial support from their adult children (Yu et al, 2016), the level of re-
employment of older women remains low because of intergenerational
caregiving responsibilities (Liu, 2016; Wang & Zhang, 2017; Zhou & Wen &
Peng, 2019).

On an objective level, national retirement pension systems, mandatory
retirement age, and re-employment policies and regulations play a crucial role
in retirement and re-employment decisions for older people. In order to ease
the pressure on fiscal expenditure caused by ageing, many modern
industrialised countries have introduced public pension reforms in the last
decade to postpone retirement and extend working life (OECD, 2019; OECD,
2020). The latest public pension reform mainly focuses on the following
aspects, including raising the statutory retirement age, restricting, or
abandoning early retirement routes, and providing financial and policy
incentives for older workers beyond compulsive retirement age but with a solid
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willingness to re-enter the workforce (Madero-Cabib et al., 2020; Hofacker et
al., 2016; Dingemans et al., 2016; McAllister et al., 2019; Axelrad et al., 2018;
Kuitto & Helmdag, 2021).

It is worth noting that China has consistently implemented a differential
statutory retirement age based on gender differences. Women's compulsory
retirement age is five years earlier than men's, which inadvertently wastes
female human resources and further increases the gender inequality in pension
income after retirement (Wen & Wu, 2017; Wang & Chen, 2018). Although the
Chinese government has also worked over the years to extend the working
lives of the older workforce by implementing a gradually postponing
retirement age policy for both men and women, there has been relatively little
study in China on the practical effects of pension policies that gradually
postpone retirement age on extending working life and improving
employment rates for older workers.

In practice, the delayed retirement behaviour and re-employment
patterns of older women are influenced and limited by various factors.
Subjectively, they are influenced by traditional cultural attitudes and social
norms (i.e., Mergenthaler & Cihlar, 2017; van der Horst et al, 2017,
Sigurdardottir & Snorradodttir, 2020). Objectively, they are associated with the
current compulsory retirement age and pension security systems (i.e., Larsen
& Pedersen, 2017; Zanasi et al., 2019; Geyer & Welteke, 2019; Lin et al.,, 2020;
Kuitto & Helmdag, 2021).

Recently, most studies related to older women in China focused on
factors contributing to the delayed retirement age of older women and its
policy feasibility (i.e, Wang & Li, 2019; Ran & Lu, 2020), re-employment
decision-making for retired older adults, older men in particular (i.e., Yu et al,
2016; Wang & Chen, 2018; Tu et al., 2021), or labour supply of older women
by analysing the impact of individual characteristics and economic situation
(i.e., Du & Lin, 2017; Xu, 2021). Nevertheless, less attention has been paid to
analysing the re-employment patterns of China's urban older women group
and placing their labour supply decision-making behaviour in the context of
their families. Our study will contribute to filling this gap in re-employment
research for older women in China.

Theoretical framework

This study analyses how family orientation culture affects the re-
employment patterns of older women in urban China by using the Gender
Differentiation Theory of the Intra-Household Division of Labour. The theory
of household production suggests that labour supply decisions are made
jointly by the husband, wife, and children, meaning that the work decisions of
one household member are constrained by and affect the work decision
behaviour of other household members (Becker, 1981). Based on household
production theory, it can be seen that older women'’s labour supply decisions
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are made jointly with other household members to maximise their utility to
benefit the whole family.

The intergenerational exchange behaviour within families is also a family
labour supply behaviour (Bernheim, 1989). This transfer of intergenerational
resources and intergenerational support between parents and children is
mainly in the form of two-way support and exchange of financial or time
support. Differences in the division of labour in households prompt men and
women to devote their time and energy to the market and family, respectively.
In contrast, this difference contributes to further gender differences at the
institutional and cultural levels of the social division of labour. Further, it leads
to differences in the remuneration of the male and female labour force (Xu,
2016). This process not only reinforces traditional gender concepts but also
solidifies the subordinate position of women in the family (Wang & Wu, 2019).

Under the family-orientation cultural context, older Chinese women are
economic and emotional dependents and providers of their family members.
Moreover, the gender gap in labour and pension income between older
workers further reinforces the role of older women as economic dependents in
the family. Thus, we predict that older women are significantly less willing to
re-enter the workforce and have lower re-employment opportunities than
older men due to their roles as the primary providers of family care
responsibilities.

Method
Approach and design of the study

This study employed the quantitative methodology to allow the
researcher to make predictions and evaluate the impacts among independent
and dependent variables. Based on the current China Health and Retirement
Longitudinal Study (CHARLS), a series of survey research was designed to
collect high-quality micro-data representative of Chinese households and
individuals over the age of 45. This data was then used to analyse China’'s
population and, importantly, to further promote interdisciplinary research on
ageing in China. Therefore, this study drew on this representative research
programme and used a survey as the quantitative approach to design research.

Study population and sample

The target sample group of this study is urban retired older women in
Fujian province. Additionally, urban women aged 55 to 70 were chosen since
the current retirement age of women in China is 50 or 55 years, based on their
employment positions. Finally, this study's respondents should be formal
employees or self-employed workers who contribute to the National Social
Security Fund before retiring since farmers, freelancers, and the national
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compulsory retirement policy do not bind part-time workers.

The pilot survey was conducted in a local senior-citizen university and
six local districts in Fuzhou City. Ninety questionnaires were distributed, 75
valid responses were retrieved, and the recovery rate was around 83%. The
questionnaire comprised 28 fully-retired urban older women subjects, 37.3 per
cent, and 47 re-employed and self-employed urban older women subjects,
62.7 per cent. Specific respondent demographic information is shown in the
charts below (Figure 1 & Figure 2).

Figure 1 Proportion of Participants by Age Groups

E55-59 yearsold E60-64 yearsold MW 65-70 years old

Note: n=75

Figure 2 Proportion of Educational Level
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Sampling procedure

The pilot test for this study was conducted at the Fuzhou Senior-Citizen
University. The researcher contacted the staff of Fuzhou Senior-Citizen
University to conduct face-to-face interviews within the university campus, and
60 questionnaires were distributed. The pilot test at Fuzhou Senior-Citizen
University aimed to test the feasibility of the questionnaire questions based on
face-to-face interviews and further refine the questionnaire's content based on
the respondents' feedback.

Data gathering technique

The primary data of this pilot study were collected using a face-to-face
interview technique. In addition, the interviews were conducted using a closed-
ended questionnaire. The researcher explained the questions in detail during
the interviews to ensure valid and accurate answers. The whole face-to-face
interview lasted 45 to 60 minutes.

Research instrument

A closed-ended questionnaire was used to collect data. The
questionnaire consists of three main sections. The first section collects basic
information about the sample participants, including their age, physical health
condition, pension incomes, educational level, and marital status. The second
section investigates the spouse characteristics, the number and gender
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composition of the children, whether they live with children, children’s marital
and work status, and specific information about whether the children are
provided with time or financial inter-generational support. Finally, the third
section of the questionnaire deals with the social networks and social capital
reserves of the respondent group, whether social networks and social capital
are used to obtain re-employment positions, whether other official channels
are used to obtain re-employment information, the type of the re-employment
and the salary and benefits of re-employment positions. Most questionnaire
items for this study used Likert-like items based on a scale from “a minimal
extent” to "a very great extent.” Most of the questions were based on the
existing sections of the China Health and Retirement Longitudinal Study
(CHARLS) in 2018, particularly data on basic family information, child
information, health status, and work and retirement. Other questions asked for
factual information, such as pension income, monthly salary, spouse ages,
children’s numbers, and educational level.

Analysis technique

This study used the SPSS 22.0 statistical analysis software to construct a
combination of the multiple linear regression analysis and binary Logistic
regression model to analyse the data.

Results

Re-employment status

According to the results presented in Figure 3, the re-employment
status of older women participants can be divided into three types: fully retired,
re-employed, and self-employed. Thirty-eight participants reported being re-
employed among the three re-employment statuses, at 50.7%. Additionally, 28
participants reported being fully retired, at 37.3%, and only nine reported being
self-employed, at 12%.

Figure 3 Re-employment Status of Urban Older Women, Fujian
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When we delve into the re-employment industries and positions (as
detailed in Figure 4), we find that, excluding self-employed older women (n=9),
the majority of re-employment positions and industries of older women (n=38)
are in business and service industries. This sector, which requires fewer
professional skills, accounts for a significant 57.4 per cent. The second largest
share, at 12.8 per cent, is in professional and technical jobs, including roles
such as teachers, nurses, and accountants. The remaining respondents are
employed in a variety of sectors, including agriculture, forestry, fishery and
water resources, transport, and administration, each accounting for 6.4 per
cent, 2.1 per cent, and 2.1 per cent, respectively.

Figure 4 Re-employment Positions of Urban Older Women, Fujian
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Among re-employed and self-employed older women (n=47), only 14.9
per cent of older women re-entering the labour market are full-time contract
workers, meaning they have an employment contract and labour agreement
with employers and companies. Instead, 61.7 per cent of older women are
temporary workers without any employment contract or labour agreement.
The remaining older women are employed as part-time workers without any
employment contract or labour agreement, and dispatch staff with an
employment contract, at 2.1 per cent and 2.1 per cent, respectively (Figure 5).

Figure 5 Re-employment Pattern of Urban Older Women, Fujian
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Working hours

Compared to self-employed older women, re-employed older women
have lower average weekly working hours in terms of re-employment working
hours and monthly salary. However, the average monthly income of self-
employed older women is higher than that of re-employed older women (Table
1). The largest share of re-employed older women works more than 8 hours
daily, at 39.6 per cent. In addition, 31.6 per cent of re-employed older women
work less than 8 hours a day, while only 28.9 per cent of older women follow
an 8-hour work schedule. On the other hand, self-employed older women
generally work longer hours, up to 105 hours per week. Of these, 77.8 per cent
of self-employed older women work more than 8 hours a day, while only 11.1
per cent follow an 8-hour work schedule. Besides, compared to re-employed
older women, self-employed older women have a higher monthly salary.

Table 1 Average of Re-Employment Income & Working Hours

Variables Full Sample n=75 Mean Std. Minimu  Maximu
(Re-employed n=38; Deviation m
Self-employed n=9)

Re-employment Re-employed 42.63 11.61 25

Weekly Working Self-employed 56.78 20.32 36

Hours
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Re-employment Re-employed 3554.7 1058.46 1500 6500
Monthly Salary 4
Self-employed 46111 2246.91 2000 10000
1

Notes: Based on self-administrated questionnaire. This group excludes fully-retired older
women, =28

Re-employment job satisfaction

Finally, according to results presented in Table 2, re-employment job
satisfaction has been split into five aspects: income satisfaction, professional
reputation, benefit satisfaction, work intensity, and workload pressure. There
are three significant differences between re-employed older women and self-
employed older women regarding job satisfaction with benefits, work intensity,
and workload pressure. The overall mean score for job satisfaction of re-
employed older women was 2.71, which fell between dissatisfaction and
average, indicating an overall low-to-medium level of job satisfaction.
However, the overall mean score for job satisfaction of self-employed older
women was 3.11, which fell between average and satisfied, indicating an overall
medium-to-high level of job satisfaction. For re-employed and self-employed
older women, they scored the lowest on the item of professional reputation
and the highest on the item of work intensity.

Table 2 Current Re-Employment Job Satisfaction of Older Women

Variables Full Sample n=75 (Re-employed n=38; Self-employed n=9)
Mean Std. Deviation
Re-employed  Self- Re-employed Self-
employed employed

Overall Satisfaction 2.71 3.1 0.73 0.78

Income Satisfaction 2.71 2.89 0.77 0.78

Professional Reputation 2.63 2.67 0.82 1.00

Benefit Satisfaction 2.71 3.44 0.61 0.88

Work Intensity 2.84 3.56 0.68 0.73
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Workload Pressure 2.66 3.00 0.78 0.50

Notes: Based on self-administrated questionnaire
This group excludes fully-retired older women, n=28

Family-dominant factors

As shown in Table 3, chi-square tests were used to explore the differences
in the re-employment of older women due to spouse’s employment status,
spouse’s pension status, and spousal health conditions. A more extensive index
of Pearson chi-square value indicates a more considerable difference in the
control groups. The significance value of p<0.05 is marked as a significant
difference. By cross-tabulation with chi-square testing, only two independent
variables, spouse’s employment status (p=0.001) and spouse’s pension income
status (p=0.018), have shown significant differences in the re-employment
status of older women. However, the significance value of the spouse’s health
conditions (p=0.768 >0.05) shows no significant difference.

Table 3 Cross-tabulation Analysis for Spouse Factors (Chi-Square Test)

Variables Pearson Value Asymptotic Sig. (p)
Spouse’s Employment Status ~ 14.8202 0.001

Spouse’s Pension Income 5.585¢ 0.018

Status

Spouse’s Health Conditions 2.557¢ 0.768

Note: a. 1 cells (16.7%) have expected count less than 5. The minimum expected count is 4.85.
b. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 9.33.
c. 7 cells (58.3%) have expected count less than 5. The minimum expected count is 1.12.

An independent t-test was applied to analyse differences in the re-
employment status of older women based on the amount of monthly spousal
income. The significance level is determined by p-value, with p< 0.05,
indicating significance at *; with p< 0.01, indicating significance at **; with p<
0.001, indicating significance. The result showed no significant differences in
the re-employment status of older women based on the amount of monthly
spousal income (P= 0.086 > 0.05, p = 0.132> 0.05). Details can be seen in Table
4 as follows.

Table 4 Correlation based on Amount of Spouse’s Monthly Income
(Independent t-test)

Variables Mean Fully-retired (n=28)  Re-employed & Self- Sig. t
employed (n=47) (p)
Amount of 3679.44  4053.57+2253.307  3305.32 +1933.156 0.086  1.523
Spousal Monthly
Income
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Regarding adult children's characteristics, we have concluded the
employment status of adult children and the number of adult children in our
hypothesis. An Independent t-test was applied to analyse the correlation
between adult children's number and older women's re-employment status
(detailed data in Table 5). Additionally, the chi-square test was applied to
explore the relationship between adult children's employment status and older
women's re-employment status (detailed data shown in Table 6). According to
the data presented in Table 5 and Table 6, both the significance value of several
adult children (p=0.759 >0.05) and the significance value of the employment
status of adult children (p=0.407 >0.05) have shown that there are no
significant differences on re-employment status of older women based on the
number of adult children and employment status of adult children.

Table 5 Differences based on Number of Adult Children
(Independent T-test)

Variables Mean  Fully-retired Re-employed & Self-  Sig. t
(n=28) employed (n=47) (p)
Number of Adult 1.45 132 +0.945 1.57 + 0.715 0.759 -
Children 1.313

Note: *** p<0.001; ** p<0.01; * p<0.05

Table 6 Cross-tabulation Analysis based on Employment Status of Adult
Children (Chi-Square Test)

Variables Pearson Value Asymptotic Sig. (p)
Employment Status of Adult 0.688 0.407
Children

Note:2 cells (50.0%) have expected count less than 5. The minimum expected count is 1.87.

From the perspective of intergenerational support, our hypothesis
tested the following independent variables, including the number of
grandchildren, frequency of grandchildren caregiving, frequency of elderly
parents or parents-in-law caregiving, frequency of household chores
caregiving, receipt of financial support from family members, and provision of
financial support to family members. Table 7 demonstrates the differences in
the re-employment status of older women based on the number of
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grandchildren using an independent t-test. The data has shown that the
significance value (P= 0.284 greater than 0.05, p= 0.572 >0.05) implies no
significant differences.

Table 7 Differences based on the number of grandchildren
(Independent t-test)

Variables Mean  Fully-retired Re-employed & Sig. (p) t
(n=28) Self-employed
(n=47)
Number of 147 136 +1496 1.57 + 1.665 0.284 -
Grandchildren 0.567

Note: *** p<0.001; ** p<0.01; * p<0.05

Additionally, we hypothesised that the re-employment status of older
women might be connected with frequencies of grandchildren caregiving,
elderly parents or parents-in-law caregiving, and household chores caregiving.
Thus, an independent t-test was applied to explore the differences. According
to the data presented in Table 8, both frequencies of grandchildren caregiving
(p=0.000> 0.001) and household chores caregiving (p= 0.000> 0.001) were
significantly different in the control groups, indicating that the differences in
the frequency of caring for grandchildren and caring for household chores
cause differences in the re-employment status of older women. However, the
frequencies of caring for elderly parents or in-laws (p= 0.927 >0.05) make no

difference.

Table 8 Differences based on Frequencies of Intergenerational Support &

Household Caregiving (Independent T-test)

Variables Mean Fully-retired Re-employed & Self-  Sig. t
(n=28) employed (n=47) (p)
Frequencies of 2.85 3.96+0.693 1.74 +0.570 0.077  15.039***
Grandchildren Care
Frequencies of 1.93 1.93+1.152 1.93+0.734 0.000 -0.35

Elderly parents or in-
law Care
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Frequencies of 3.13 3.89+0.875 2.36+0.605 0.928  8.945***
Household Chores
Care

Note: *** p<0.001; ** p<0.01; * p<0.05

Finally, the chi-square test was applied to analyse the differences in the
re-employment status of older women based on different types of
intergenerational financial behaviour. Table 9 presents the results of the chi-
square analysis. According to the data in Table 9, providing financial support
for elderly parents and in-laws or adult children significantly affects the re-
employment status of older women (p= 0.039< 0.05), implying that offering
financial support is associated with the re-employment status of older women.
However, getting financial support from other family members, such as elderly
parents and in-laws or adult children, makes no difference in the re-
employment status of older women (p= 0.105> 0.05), meaning that receiving
financial support has no impact on the re-employment of older women.

Table 9 Cross-tabulation Analysis based on Financial Intergenerational
Behaviour (Chi-Square Test)

Variables Pearson Value Asymptotic Sig. (p)
Get Financial Support 9.099- 0.105
Provide Financial Support 11.710° 0.039

Note: a. 8 cells (66.7%) have expected count less than 5. The minimum expected count is
0.16; b. 8 cells (66.7%) have expected count less than 5. The minimum expected count is 0.43.

Discussion

Labour market participation of Fujian urban older women

According to this field survey, more than half of older women,
approximately 62.67 per cent, choose to re-enter the labour workforce after
retirement, which means that older urban women are more willing to do so.
Additionally, only 19 per cent of older women who re-entered the workforce
chose to be self-employed, while 81 per cent chose to be re-employed.

Importantly, the educational levels of older women significantly
influence their re-employment opportunities. The data reveals that 54.6
percent of women have lower secondary education or less, while only 10.7
percent of older women hold a bachelor's degree or higher. This disparity in
educational attainment results in over 70 per cent of urban older women being
re-employed in less skill-demanding industries, such as business and services.
The second largest proportion of re-employed jobs is professionals and
technicians, indicating that older women with professional skills and abilities
are more likely to be re-employed after retirement.

Disturbingly, the re-employment benefits and employment conditions
for urban older women are found to be relatively poor. Employment contracts
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and agreements fail to safeguard their legitimate labour rights and interests.
The average re-employed older woman works more than eight hours a day,
yet her average monthly salary, around RMB 3,555, falls below the per capita
disposable income in urban China in 2022, around RMB 5,027 (National Bureau
of Statistics, 2022).

Moreover, excluding older women who have been self-employed, only
14.9 percent of re-employed urban older women are full-time or dispatch
employees with employment contracts and labour agreements. Shockingly,
63.8 percent of re-employed older women are temporary or part-time workers
without any employment agreement, indicating a lack of protection under
labour laws and contracts.

Finally, the self-evaluated job satisfaction levels of re-employed older
urban women fall between dissatisfaction and average. In comparison, job
satisfaction levels of self-employed older urban women are slightly higher,
falling between average and satisfied. According to the results, both re-
employed and self-employed older urban women have a low level of
satisfaction with their professional reputations. In other words, they are
generally unsatisfied with their occupational status and prestige. This
dissatisfaction with their re-employment positions and jobs will negatively
impact older women's future labour market participation and attachment.

Family influences on re-employment of Fujian urban older

wormen

According to the different analyses, the re-employment status of 'urban
older women' aged 55 and above varies based on family-oriented factors.
Firstly, the re-employment status of older women differs according to
employment status, which meets our hypothesis in this study. Furthermore, as
China still has a gender-specific compulsory retirement age, most older women
who participated in this study still have spouses who have yet to retire.
Therefore, it has been proved that joint retirement behaviour exists in urban
China. Besides, the study results also suggest that the re-employment status
of older women does not differ depending on the health status of their
spouses. This finding is consistent with an empirical study in England (Prattley
& Chandola, 2021). No evidence was found to support the association between
poor spousal health and the employment transition of older women.

While the pension status of spouses does impact the re-employment
status of older women, the amount of spouses' monthly income does not. This
suggests that pension income is indeed an effective form of old-age security
for older couples. However, the absence of pension security can heighten older
women's insecurity in old age, potentially driving them to re-enter the labour
market. This finding underscores the importance of pension security in
ensuring the financial well-being of older women, a topic that warrants further
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research. Future studies could delve into the broader household financial
status and its potential impact on the re-employment status of urban older
women, offering valuable insights for policymakers and researchers.

Our study also points to the need for further research in certain areas.
For instance, the number of adult children and their employment status did
not appear to influence the re-employment status of urban older women.
However, this finding may be influenced by the One-Child Policy in China.
Therefore, future studies could explore whether children's characteristics, such
as gender and monthly income levels, impact the re-employment status and
choices of older women. This could provide a more nuanced understanding of
the factors influencing the employment decisions of older women in urban
China.

Another factor analysed in this study that can significantly influence the
re-employment status of older women and make a significant difference
should be intergenerational behaviour. Considering the time commitment of
intergenerational support of older women, the results show that differences in
the frequencies of caring for grandchildren and those of caring for household
chores among urban older women significantly impact their re-employment
status. In other words, the more frequent the care of grandchildren and
household chores of older women, the less likely they are to re-enter the labour
market and participate in re-employment. However, although results have
shown differences in re-employment status based on the frequency of
grandchildren caring, there is no evidence proving that the number of
grandchildren affects the re-employment of older women. Therefore, if we
want to identify further how grandchildren care responsibilities influence the
re-employment status and behaviour of older women, we need to specify
grandchildren's characteristics, such as the age of grandchildren.

However, although the differences in the frequencies of care for elderly
parents and in-laws were significant in the control group of older women with
different re-employment statuses, these differences were not statistically
significant, which is quite different from a study conducted in Europe. This
suggests that caring responsibilities decreased the probability of employment
for older women (Lee et al., 2015). This outcome might arise due to other blood
capitals, such as the siblings of older women providing care for the elderly
parents or in-laws.

As a push factor, intergenerational financial support also influences the
re-employment status of older urban women. Based on the chi-square test
results, providing financial support for family members, such as adult children
and elderly parents, makes a significant difference in the re-employment status
of older women, while receiving financial support does not. In other words, as
the cost of living has increased recently, older women are taking on the
responsibilities of time intergenerational support and intergenerational
financial support to ease the burden of living on their adult children. Urban
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older women are, therefore, more likely to be able to support the daily lives of
their family members, such as elderly parents or in-laws and adult children, by
extending their working lives.

Policy Initiatives and Conclusion

This paper describes the re-employment patterns of older urban women in
Fujian Province, specifically regarding re-employment status, positions and
industries, benefits and incomes, re-employment working hours, and job
satisfaction ratings. The results suggest that there is an uneven distribution of
older women's human resources in the local labour market, which may be due
to factors, including relatively lower educational levels of older women, lack of
appropriate or professional job skills, the lack of supportive government of
older women and the age and gender discrimination in the labour workforce.

The following suggestions are proposed regarding the above. First, the
local authority should develop and improve re-employment skills training
programmes and on-the-job training programmes for urban older women and
strengthen cooperation with private education or training institutions to
develop education courses for re-employment skills and on-the-job training
for older women. Such training courses and interventions will improve older
women's employability skills and increase employment opportunities in the re-
employment market. Additionally, local government agencies should assist
enterprises and other institutions in conducting on-the-job training for senior
women employees to help them better adapt to the changing working
environment, further improve their educational levels and professional skills,
gain relevant licenses, and avoid unemployment risks. Finally, these
educational courses and training programmes can also diversify older women's
career opportunities and further improve their re-employment job satisfaction.

Furthermore, this study observed the participation patterns of older
women in re-employment. Since most older women work as part-time or
temporary workers without any employment contracts or agreements with
their employers or enterprises, this further contributes to a lack of protection
for the re-employment rights of older women workers. The following
suggestions are proposed in this regard. First, state labour contract reforms
should be introduced to protect older workers' full-time, part-time, or
temporary employees. Additionally, the local government organisations should
accompany private institutions to establish various official and formal channels
to support or guide older women workers' access to re-employment positions
with employment contracts protecting legal labour rights.

Considering the influencing family-oriented factors on the re-
employment of older women, the results of the analyses demonstrate that the
frequency of caring for grandchildren is directly associated with the re-
employment status of older women, as our hypothesis. However, such an
intergenerational caring responsibility largely depends on existing policies and
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regulations concerning early-age grandchildren. From international
experience, many European countries, such as Sweden and Demark, have
higher rates of re-employment in old age with a smaller gender gradient, which
is the outcome attributed to the strong gender equality policies, early
education systems, and robust health and social welfare to alleviate the family
care obligations of older women (McAllister et al., 2019). Thus, promoting
gender equality policies in the labour market, improving universal health care
insurance and elderly welfare, and establishing and improving an affordable
early education system are necessary to ease grandchildren care
responsibilities and further support the re-employment of older women.

Contrary to the hypothesis of this study, older women's financial
intergenerational support duties are equal to their temporal intergenerational
support. In other words, urban older women invest time in responsibilities and
provide financial intergenerational support. Financially, however, there are
regional differences in this phenomenon. As the respondents in this pilot study
were limited to the population of Fuzhou City, further research is needed in
different cities to comprehensively analyse the association between older
women's re-employment and intergenerational support behaviour.
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