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-

What people value in their job is a research subject 
of growing interest. Most research has focused on 
the structure in work values or on the differences 
in preferences that workers have for various job 
aspects. The effects of work values on work-related 
behaviour have received much less attention. The 
body of research in this book therefore focuses on 
exploring the relationship between work values 
and labour market behaviour. It investigates (1) 
how work values affect the decision of employees 
to change jobs voluntarily, and (2) whether work 
values explain forced job endings among male 
and female workers? It finds using longitudinal 
data and applying event history analysis that 
work vales indeed matter for job mobility that is 
voluntarily motivated but that work values hardly 
affect forced job mobility of men and women. 

To delve deeper into the effect of work values on 
work related behaviour this book also examines 
whether social norms, i.e. the behavioural rules of 
peers, possibly incorporate the effect of values on 
individual labour market behaviour. Finally, this 
book looks closer into the origins of work values. 
It examines whether labour market characteristics 
affect work values. 

The research in this book thus gives insights in the 
emergence of work values and the consequences 
of work values for labour market behaviour.

Lisa Putman studied Economics at the Free University 
Amsterdam. She conducted the research for this book 
at the Department of Sociology and Anthropology of 
the Faculty of Social and Behavioural Sciences of the 
University of Amsterdam.
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Introduction 
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1.1 The causes and consequences of work values 

For most employees a job is a means of subsistence. Although pay is a very 
important aspect of a job, work serves more functions than only a financial one. 
It also has important psychosocial meanings, such as being able to contribute 
to society or having the opportunity to make the most of one’s potential. 
What people value in their job is a research subject of growing interest (see 
for instance Elizur 1984, 1994; Ester, Braun and Vinken 2006; Frieze, Olson, 
Murrell and Selvan 2006; Gallie 2007; Gesthuizen and Verbakel 2011; 
Gooderman, Nordhaug, Ringdal and Birkelund 2004; Hirschi 2010; Johnson 
and Elder 2002; Johnson et al. 2007; Kalleberg 1977; Kanchier and Unruh 
1989; Roe and Ester 1999; Ros, Schwartz and Surkiss 1999). Studies on the 
subject differ in their focus. Research on work values can be roughly divided 
into three clusters (see Sagie, Elizur and Koslowsky 1996; cf. Hitlin and 
Piliavin 2004). The first cluster concentrates on the grouping of work values. 
Not all employees consider all job aspects equally important. By grouping job 
aspects preferred by employees, we gain insights into the individual’s work 
orientation, i.e. the individual’s perspective on the nature and meaning of work. 
The second cluster deals with the origins of work values and thus with work 
values as a dependent variable. Since work has no inherent meaning in itself, 
what is desirable in a job is socially acquired. Individual characteristics, such 
as educational attainment, gender and age, influence what people consider 
important in a job (Bridges 1989; Johnson and Elder 2002; Kalleberg and 
Loscocco 1983; Kohn 1977; Marini et al. 1996). The third cluster of studies 
deals with work values as an independent variable and correlates work values 
with work-related behaviour. It thus considers the effects of work values. It 
is important to integrate insights from the different clusters of work value 
research to come to a complete picture of the causes and consequences of work 
values. Only in combining the findings of the several clusters in work value 
research we are able to contribute substantially to studies on work values and 
labour market behaviour. 
 With the insights of the first cluster of studies this thesis seeks to 
contribute to filling research gaps in the second and third clusters of work 
value studies. The main research question of the thesis is: how do work values 
emerge, and what are the consequences of work values for labour market 
behaviour? To answer this question, the thesis is divided into four sub-
questions: 
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(1) To what extent is the variation in employees’ work values systematically 
related to labour market characteristics on the national level? Furthermore, 
do labour market characteristics affect work values of employees in precarious 
work positions differently from those of workers in more advantageous work 
positions? 

We tackle this question by employing a cross-national comparative research 
design and multi-level analyses. Using data of the European Value Study 
(EVS) we investigate how labour market characteristics, such as the 
(generosity of the) unemployment benefit scheme, employment protection 
legislation and the degree of wage setting coordination, correlate with 
specific aspects individual workers consider important in a job. 

(2) To what extent do work values influence labour market behaviour? More  
specifically, how do work values affect the decision of employees to change jobs 
voluntarily? 

Even though it is generally believed that modern societies have seen an 
increasing emphasis on personal decisions and responsibility in shaping 
employment trajectories (Heinz 2003), few studies so far have investigated 
what role work values play for individual job mobility (Nitsche and Mayer 
2011). To address this question, we use data from the Dutch Institute for 
Labour Studies (OSA) and apply event history analysis to assess whether 
different kinds of work values are related to different types of voluntary job 
mobility. 

(3) To what extent do work values explain forced job endings among male and 
female workers? 

The motivation of this question originates in the common assumption that 
work values mainly influence job changes that workers initiated themselves. 
This assumption, however, has not been tested empirically. We use OSA 
data and apply event history analyses to assess whether work values have no 
effect on forced job endings. Because forced job endings come with a right 
to receive unemployment benefits whereas voluntary endings do not, it has 
been argued that unemployment can serve as an alternative labour market 
status for people who actually fulfil care-giving duties at home (Grunow 
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2006; Leth-Sørensen and Rohwer 1997; Nielsen, Simonsen and Verner 
2003). To examine whether this assumption holds for the Dutch case, we 
separate men’s forced termination of the employment contract from that of 
women.

(4) To what extent do peers affect the decision of workers to change jobs? 

In acting, individuals compare themselves to reference groups and thus to 
their peers (Wiener 1982). Some authors suggest that the behavioural rules 
of peers, i.e. social norms, incorporate the effect of values on individual 
behaviour (Fishbein 1967; Jaccard and Davidson 1975; Pomazel and 
Jaccard 1976; Schwartz and Tessler 1972; Wiener 1982). When the line of 
thought of these authors is correct the effects of work values on individual 
job changing behaviour would disappear once the behaviour of peers is 
controlled for; the effect of work values would run through the job changing 
behaviour of peers (cf. Bardi and Schwartz 2003). We investigate whether 
individual work values are indeed set aside by the actions of peers. In our 
analysis, we draw on OSA data and employ event history analysis. 
 We will put the four sub-questions in the context of research on job 
mobility and work values and elucidate the relevance of our questions for 
these fields of study. Before delving into the sub-questions, we start with a 
brief description of what (work) values are and to what extent they differ from 
attitudes, interests, traits, norms and needs. 

1.2 What are (work) values?

Values have been studied among several disciplines. Within psychology, the 
study of values has a long history (Hilin and Piliavin 2004; for some studies 
on values, see Allport 1961; Allport and Vernon 1931; Chatman 1989; Dawis 
and Lofquist 1984; Judge and Bretz 1992; Kristof-Brown, Zimmerman, and 
Johnson 2005; Meglino and Ravlin 1998; Ravlin and Meglino 1987). Values 
are studied within sociology as well (see Baier and Rescher 1969; Chase 
1965; Inglehart 1977, 1990, 1997; Kohn 1977; Kohn and Schooler 1969; 
Riesman 1950; for an overview of research on values in sociology see Spates 
1983 and for their relevance for social science research see Hechter 1992). 
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Values have also been examined in philosophy (see for example Gaus 1990) 
and political science (see for instance Rawls 1971). 
 Since values are studied across several disciplines, there are also several 
definitions of values. An influential one is that of Kluckhohn (1951): “A 
value is a conception, explicit or implicit, distinctive of an individual or 
characteristic of a group, of the desirable, which influences the selection 
from available modes, means, and ends of action (395).” With his definition 
Kluckhohn (1951) suggests that values necessarily lead to action. Another 
common definition of values is from Rokeach (1973). He states that values 
are “an enduring belief that a specific mode of conduct or end-state of 
existence is personally or socially preferable to an opposite or converse mode 
of conduct or end-state of existence” (Rokeach 1973: 5). In Rokeach’s view, 
values do not necessarily lead to action but give meaning to action. What 
these two definitions of values (and most other definitions) have in common, 
according to Schwartz and Bilsky (1987), can be summarized in the 
following five features: “values are (a) concepts or beliefs (b) about desirable 
end-states or behaviours (c) that transcend specific situations, (d) guide 
selection or evaluation of behaviour and events and (e) are ordered by relative 
importance” (Schwartz and Bilsky 1987: 551).
 Values are often mixed up with (at least) the following concepts: 
attitudes, interests, traits, norms and needs (Hitlin and Piliavin 2004; 
Marini 2000; Meglino and Ravlin 1998).1 As a concept, values differ from 
attitudes. Values hold a higher place in a person’s hierarchy of beliefs than 
attitudes (Rokeach 1973). This is because values focus on ideals; they are 
more abstract, whereas attitudes are people’s beliefs about specific objects 
or situations. Attitudes can thus be either positive or negative. Values are 
always positive, because they represent a person’s preference. Values and 
attitudes also deviate in their level of stability; values are more persistent 
than attitudes. Less specific than attitudes but more specific than values are 
interests (Dawis 1991; Roe 1981). Interests refer to a person’s preference or 
liking for particular types of activities. On the individual level, it is hard to 
separate interests from values. What tells them apart is that interests are 
not shared socially within larger groups or communities, whereas values are. 
Traits differ from values in that traits are fixed aspects of a personality. Traits 

1  It is only a selection of concepts that are mixed up with values. Pleasures, likes, preferences, duties, moral obligations, 
desires, wants, goals, aversions, attractions, personality types, utilities, motives, motivations and non-existent mental entities 
are other concepts that are considered as values as well (Hitlin and Piliavin 2004; Marini 2000; Meglino and Ravlin 1998). 



18

are stable characteristics of a person, whereas values are a person’s enduring 
goals. Like attitudes, but unlike values, traits can be positive or negative 
(Roccas, Sagiv, Schwartz and Knafo 2002). Values serve to justify behaviour 
as legitimate and thus as standards for judging the individual’s own behaviour 
and the behaviour of others (Hiltin and Piliavin 2004). Norms are different 
from values, because norms apply to specific situations, whereas values 
are trans-situational. Furthermore, values are beliefs about the desirability 
of behaviour, and norms are beliefs about the acceptability of behaviour 
(Marini 2000). Norms indicate whether behaviour is regarded as right or 
wrong or as permissible or impermissible. People who act in accordance 
with their values, are more in control of their behaviour than people who act 
in accordance with norms. Norms push people to act in a certain way and 
thus sanction people who do not act as the norms prescribe. What norms 
and values have in common, is that both are group-level phenomena that 
require shared agreement (Hiltin and Piliavin 2004). Values are, however, 
measured as individual-level constructs. Finally, values differ from needs. 
Needs are requirements for the continued performance of an activity and the 
attainment of other valued outcomes (Emerson 1987). Needs thus involve 
a deficit that imposes a requirement, whereas values entail motivations that 
are based on beliefs about desirability. Needs might have a biological basis 
but could be psychological as well. In the latter case, they are often derived 
from the persistent frustration of important goals (Marini 2000). Values may 
arise from needs. Values are then cognitive transformations of specific needs 
and thus serve as socially acceptable ways of articulating needs (Hiltin and 
Piliavin 2004). However, not all needs are changed into values, and not all 
values originate from needs (Marini 2000). 
 All values people adhere to, are part of their value system (Brown 2002). 
This system includes general life values but also values on a specific domain, 
such as family or work. Due to the importance of the work role in modern 
society, work values take a fundamental position in the system of values (Roe 
and Ester 1999). In modern societies, work values are considered as “salient, 
basic and influential” (Roe and Ester 1999: 5). Work values are the values 
that individuals believe should be satisfied as a result of their participation in 
the work role (Brown 2002).
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1.3  The origins of work values

Are employee work values systematically related to labour market characteristics?
Good pay, job security, interesting work tasks or work activities that 
contribute to society are some aspects of a job that workers could consider 
important. Not all employees value these job characteristics to the same 
extent. To gain insight in workers’ perspectives on the nature and meaning 
of work – the topic of the first cluster of work value research – we need to 
group workers’ preferred job characteristics. A common classification is to 
divide work into an extrinsic component and intrinsic element (Herzberg, 
Mausner and Snyderman 1959). Employees who emphasize the importance 
of working conditions, such as income and job security, high-prestige jobs 
and power positions, have an extrinsic work orientation. Employees who 
stress the importance of the nature of their work tasks, have an intrinsic work 
orientation. 
 Work has no inherent meaning. What is desirable in a job is socially 
acquired. The socialization process thus plays an important role in people’s 
preferred job aspects. Research belonging to the second cluster of work value 
research shows that work values emerge along the dimensions of gender 
and education. Women value intrinsic job aspects slightly more than men 
do, whereas men and women hardly differ in their preference for extrinsic 
job aspects (Marini et al. 1996; Konrad, Ritchie, Lieb and Corrigall 2000; 
Hagström and Kjellberg 2007). Studies on the origins of work values also 
demonstrate that more highly-educated workers assess jobs more by their 
intrinsic characteristics, whereas workers with a lower educational level 
evaluate jobs more on their extrinsic features (Kohn 1977; Johnson and 
Elder 2002). Besides these effects of education on work values, it is likely 
that education indirectly affects employees’ preferred job aspects. Initial 
education prepares students for their future life as workers. Students’ work 
values reflect their expectations of labour market requirements (Dæhlen’s 
(2005) interpretation of Freidson (2001)). It is therefore likely that labour 
market characteristics (through initial education) affect the work values of 
(future) employees. Research on the relationship between labour market 
characteristics and work values of employees, however, is limited. Only 
a few studies investigated whether labour market attributes affect job 
aspects workers prefer (Gallie 2007; Gesthuizen and Verbakel 2011). In 
employing OLS regressions with country dummies, Gallie (2007) examines 
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the impact of country characteristics through the change in country 
regression coefficients by adding subsequent specific subsets of variables ((1) 
characteristics of the workforce and the nature of the economic structure, 
(2) characteristics of the welfare state, and (3) variables representing the 
quality of work). Gallie (2007) concludes that differences in the composition 
of the workforce (in particular in educational levels) explain the larger part 
of variation between countries. He, too, finds support for the view that 
countries investing in the improvement of job quality influence employees’ 
job preferences. These countries have a workforce with a stronger intrinsic 
work orientation. By applying OLS regressions, however, it is hard to tell 
whether individual characteristics have a systematically differential impact 
on work motivations, depending on the institutional setting within which 
people work. It thus remains unclear whether, for example, the generosity of 
the unemployment benefits scheme or the level of employment protection 
affects employee work values. Due to the hierarchical data structure, multi-
level modelling is a better-suited research technique than OLS regressions 
to test the effects of country-specific characteristics on individual work 
values. Using multi-level models, Gesthuizen and Verbakel (2011) assess the 
relationship between country characteristics and employee work values. They 
find that human capital investments lower the importance workers attach to 
extrinsic job aspects. Furthermore, the quality of the labour market also has 
a negative effect on workers’ extrinsic job preferences. Finally, Gesthuizen 
and Verbakel’s (2011) analyses for an indicator of the protection of workers 
against economic deprivation show that the better workers are protected 
from economic deprivation, the more important intrinsic job aspects become. 
 Both Gallie (2007) and Gesthuizen and Verbakel (2011) apply Ingleharts’ 
(1990) interpretation of Maslow’s (1954) hierarchy in needs to workers’ 
preferred job aspects. People’s preferences reflect their socio-economic position, 
i.e. they will attach importance to what is scarce. Applying Inglehart’s (1990) 
ideas to jobs, means that workers in unsafe or insecure labour situations 
consider extrinsic work values more important than intrinsic work values. 
The preferred extrinsic job aspects are insufficiently satisfied in these unsafe 
and insecure labour situations. However, employees in safe or secure labour 
situations have fulfilled their basic needs and could therefore (also) focus 
on the realization of higher needs, i.e. the intrinsic aspects of a job. In their 
studies, Gallie (2007) and Gesthuizen and Verbakel (2011) assume that 
labour market arrangements safeguard basic human needs and therefore 
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help workers to relax their focus on extrinsic work values and to strengthen 
their attention to intrinsic work values. Both studies thus expect that labour 
market characteristics have a comparable effect on all workers, regardless of 
their socio-economic positions. We believe that the indicators of economic 
deprivation on the national level interact with the indicators of economic 
deprivation on the individual level. We thus expect that work values of 
employees in more precarious work positions are differently affected by labour 
market characteristics than the preferred job aspects of workers in more 
favourable job positions. Employees in poor-quality jobs probably benefit most 
from the labour market arrangements. In Chapter 2 of this thesis, we will 
therefore examine the effects of labour market characteristics on work values 
of employees in precarious and more favourable job positions, using multi-level 
modelling. We assess the relationships between extrinsic and intrinsic work 
values of employees and the following labour market characteristics: (1) the 
generosity of the unemployment benefit scheme, (2) employment protection 
legislation, (3) the wage setting coordination, (4) the distribution of incomes, 
and (5) the growth in unemployment rate. 

1.4  The impact of work values on labour market behaviour

Are work values related to the decision of workers to change jobs voluntarily?
Theoretically, there is little debate on the influence of values on individual 
behaviour. Values affect behaviour directly, because they encourage 
individuals to act in accordance with their values (Meglino and Ravlin 1998). 
Values are thus one of the forces that affect behaviour (Rokeach 1973). Still, 
the impact of work values on work-related behaviour received much less 
attention in empirical research than effects of the socio-structural setting. 
One of the work-related activities for which the influence of work values is 
surveyed, is organizational commitment. On the basis of cross-sectional data 
for East-Asia, Putti, Aryee and Liang (1989) demonstrate that individuals 
who attach importance to intrinsic work values in particular, are more loyal 
to the firm than individuals who stress the importance of extrinsic job 
aspects. Another work activity that has been associated with work values 
is job performance. England and Lee (1974) find that more successful 
managers value ‘achievement’. Replicating England and Lee’s (1974) 
study for male and female managers with longitudinal data, Frieze, Olson, 
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Murrell and Selvan (2006) discover that work values are the key variables in 
explaining pay for both male and female managers. A more extrinsic work 
orientation affects earnings positively. Frieze et al. (2006) also find that work 
values are correlated with the number of hours worked, promotions and job 
changes. The few studies that have looked into the relationship between 
work values and work-related activities empirically so far, demonstrate that 
the theoretical notion that values influence behaviour is supported. With 
this thesis, we especially aim at adding to the studies on the relationship 
between work values and work-related behaviour, and thus at contributing 
to filling a gap in the third cluster of work value research. In Chapter 3, we 
will therefore examine first of all how work values influence the voluntary 
decision of employees to change jobs. 
 In contemporary labour markets, workers with stable careers sustained 
throughout their working lives are becoming increasingly rare. The higher 
volatility of employment careers is mostly seen as the result of increased 
levels of involuntary mobility. For German workers, however, Mayer, 
Grunow and Nitsche (2010) show that the volatility could also be the result 
of increased voluntary job changes. Consequently, it is thus important to 
understand why people change or have to change jobs in volatile labour 
markets. Examining the significance of work values for job mobility helps to 
understand what makes people job-mobile. 
 Workers who take up a job, do not know a priori whether the 
characteristics of a job and their expectations match. Only after taking up the 
job, do they learn what the job is all about ( Johnson 1978; Jovanovic 1979). 
When workers’ expectations are met, it is likely that they are satisfied with 
their job, which in turn makes them less prone to a job change (Freeman 
1978). Whether employees are satisfied with their job is influenced by the 
perceived job rewards and work values (Kalleberg 1977). Kanchier and 
Unruh’s (1989) study, one of the few that explicitly includes work values in 
studying job mobility, demonstrates that work values matter for managers’ 
decisions to change jobs. Their study, however, is limited to one specific 
occupational group and is based on cross-sectional data from the 1980s. In a 
recent theoretical study on the determinants of job mobility, the importance 
of work values for the decision of employees to change jobs is emphasized 
(Ng, Sorensen, Eby and Feldman 2007). The authors expect that work 
values will even be more important in workers’ future job changes, because 
work values especially guide behaviour in ‘weak situations’ (e.g. in situations 
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without incentives or limitations) and because current (and future) careers 
are increasingly self-directed. Work values will therefore affect future labour 
market behaviour more prominently (Ng et al. 2007). 
 Hence, the aim in Chapter 3 of this thesis is to explore the impact of 
work values on voluntary job mobility. More specifically, the focus is on 
finding out whether the importance employees attach to the various job 
characteristics influences the kind of job change they make. We distinguish 
between two types of job changes. The first type involves changes that aim 
to improve the extrinsic aspects of a job. The second type of job mobility 
is intended to enhance the intrinsic characteristics of a job. We expect that 
extrinsic work values are likely to have a positive effect on the job changes 
that intend to improve the extrinsic job aspects. As extrinsic and intrinsic 
work values are not necessarily opposite ends of a continuum, intrinsic work 
values could have a negative effect on the extrinsically motivated job mobility, 
but they could also have no effect at all. For the intrinsic work values we 
assume that they increase the probability that workers make an intrinsically 
motivated job change. Extrinsic work values, on the other hand, could 
either have a negative effect or no effect at all on intrinsically motivated job 
mobility. 

Can work values explain forced job endings among male and female workers?
As a result of global competitive pressures, downsizing – the option to end 
the employment relationship of workers involuntarily – has become a norm 
in many firms and countries over the past decades (Datta, Gutherie, Basuil 
and Pandey 2010). Researchers who study involuntary job endings, stress 
the conceptual differences between forced and voluntary job endings and 
expect voluntary and involuntary turnover to have different determinants and 
effects (Batt and Colvin 2011; Barrick, Mount and Strauss 1994; Donaghue 
and Castle 2006; Iverson and Pullman 2000; Shaw, Delery, Jenkins and 
Gupta 1998). The results of studies, however, are mixed. In Chapter 3, we 
examine whether work values affect voluntary job mobility. We expect that 
work values mainly influence job changes that workers initiate themselves. 
To examine whether our assumption is correct, we investigate in Chapter 4 
whether the forced job changes of employees are indeed unaffected by what 
workers consider important in a job. 
 Labour market careers of workers are strongly affected by gender. The 
differences in careers are a result of differences in preferences between male 
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and female workers. Women tend to choose jobs and working hours that do 
not interfere with family obligations (Drobnič, Blossfeld and Rohwer 1999; 
Hakim 1997). Women therefore leave the labour market more often than 
men, and women also work fewer hours per week than male workers. Forced 
job endings come with a right to receive unemployment benefits. It has been 
argued that unemployment can serve as an alternative labour market status for 
people who actually fulfil care-giving duties at home (Grunow 2006; Leth-
Sørensen and Rohwer 1997; Nielsen, Simonsen and Verner 2003). However, 
there is hardly any research on whether there are any gender differences in 
involuntary job mobility(see Wilkins and Wood 2011). To examine whether 
there are differences in lay-offs between Dutch men and women, we separate 
men’s forced termination of the employment contract from that of women. In 
Chapter 4, we focus on whether work values affect the ending of employment 
relationships among female and male workers, thus filling a gap in research. 
The general claim in Chapter 4 is that workers with strong preferences for 
specific job characteristics are less likely to experience a forced discontinuation 
of their employment relationship than workers with less strong preferences 
for specific job characteristics. After all, workers with a strong preference for a 
specific job aspect will probably have moved voluntarily already.

Do peers affect the decision of workers to change jobs voluntarily? 
At the turn of the 20th century, Veblen (1899) revealed that human 
interactions are important for individual behaviour. The actions of ‘others’ 
with whom people compare themselves, function as behavioural rules or as 
‘social norms’. Peer actions give people guidance on the appropriateness of 
behaviour in a given situation (Bicchieri 2006; Coleman 1990; Ellickson 
2001; Elster 1989; Horne 2001; Voss 2001). The behaviour of peers is, 
similar to individual behaviour, affected by values. The values on which peer 
actions are based, operate as ‘social values’ for the individual. Hence, what the 
individual’s social group considers important in a job – social work values – 
influences peer behaviour, which in turn affects the individual’s behaviour. 
 Some authors suggest that the influence of peers that runs through 
social norms, or ‘subjective norms’ as they call it, is determined not only 
by the individual’s beliefs of how others expect him to act, but also by the 
individual’s personal normative beliefs (Fishbein 1967; Jaccard and Davidson 
1975; Pomazel and Jaccard 1976; Schwartz and Tessler 1972; Wiener 1982). 
These latter beliefs are personal moral standards with respect to a given 
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behaviour (Wiener 1982) and are thus comparable to an individual’s values, 
because values are “an enduring belief that a specific mode of conduct or 
end-state of existence is personally or socially preferable to an opposite or 
converse mode of conduct or end-state of existence” (Rokeach 1973: 5). 
Peer influence on individual behaviour, running through social values, could 
thus already be incorporated in the individual’s values. However, this is not 
necessarily the case. Bardi and Schwartz (2003) state that people conform to 
norms even when the norms are opposed to their own values.
 The effect of the social group on individual behaviour has been tested 
empirically for a number of topics. Researchers show, for instance, that 
peers influence whether individuals buy (publicly or privately consumed) 
products (of particular brands) (Bearden and Etzel 1982; Childers and Rao 
1992), whether individuals participate in the stock market (Kaustia and 
Knüpfer 2011) or whether adolescents drink alcohol (Clark and Lohéac 
2007) or smoke (Huisman and Bruggeman, forthcoming) and how happy 
individuals are with their income (Ferrer-i-Carbonell 2003: 57–75). For 
labour market behaviour researchers find that although workers care about 
their own wage payments, they are also concerned about their colleagues’ 
wages (Akerlof 1982). For female workers peers even influence if women 
work (Romme 1990; Woittiez and Kapteyn 1998) and, if so, the number 
of hours they would like to work (Woittiez and Kapteyn 1998). In studies 
on voluntary job mobility, however, the fact that peers might affect workers’ 
decisions to change jobs is mainly neglected. One of the few researchers who 
have looked into the relationship between job choice and social influence is 
Higgins (2001a and 2001b). For young, recently graduated MBA students, 
she investigates whether social influence has an impact on their decision 
to change careers (Higgins, 2001b). Her analyses show that peers have a 
significant effect on the choice of employer. In her study, though, Higgins 
(2001b) relies on cross-sectional data and focuses on one specific group of 
employees.
 In Chapter 5, we examine how social norms, measured indirectly through 
the job changing behaviour of peers, affect the decision of workers to change 
jobs. To assess whether the peers’ job changing behaviour substitutes or opposes 
individual work values, we control for job aspects preferred by employees in 
our analyses. We assume that the influence of the social group on job mobility 
comes to light especially when the decision of workers to change jobs deviates 
from the job changing behaviour of the social group. It is therefore likely that 
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employees who have held fewer jobs than their social group, are more likely to 
change jobs than workers who have held a comparable number of jobs as their 
peers have. Furthermore, we expect that workers who are more job-mobile 
than their social group are less likely to change jobs than workers who have 
made a similar number of job changes as their social group has. 

1.5  Visual overview of the study 

In Figure 1, we present what our study aims to explore. With this study 
we contribute to filling gaps in work value research. In this section, we 
briefly summarize what the different chapters in this study aim to examine 
and how the individual chapters are related. In Chapter 2, we start with 
investigating how work values emerge, and we pay special attention to the 
impact of labour market characteristics on individual work values. Insights 
in the origins of work values make it easier to understand how work values 
might affect behaviour. In the following chapters we therefore look at the 
impact of work values on workers’ voluntary and forced endings. In Chapter 
3, we assess the relationship between job aspects workers prefer and their 
likelihood to change jobs voluntarily. We expect that work values mainly 
function as a motivator for individual decision-making. In Chapter 4, we 
therefore examine whether work values also affect forced job endings among 
employees. We assume they do not influence the forced transitions on the 
labour market. Finally, we assess the relationship between social norms on 
job mobility and individual job mobility. The impact of work values might 
disappear when we take social norms (the job changing behaviour of peers) 
into account, as social norms could possibly have incorporated individual 
work values among employees. In Chapter 5, therefore, we assess whether 
social norms substitute or oppose the influence of individual work values on 
individual job mobility.
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Figure 1: Outline of the study 
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1.6 Research approach

The contribution of this thesis is not only in exploring mainly uncharted 
territory in work value research and job mobility studies but also in the 
research approach. 
 In some studies on the relationship between labour market characteristics 
and work values OLS regressions are used, whereas, multi-level modelling 
is a better research technique to test whether job preferences of workers are 
systematically related to labour market characteristics, due to the hierarchical 
structure of the data. In this thesis, we will use multi-level models to explore 
the relationship between the labour market and work values. 
 In studies conducted so far on the influence of work values on work-
related behaviour, mainly cross-sectional data are used. In the studies in 
which such data are used, the researchers have to rely on the assumption 
that job values affect job mobility later on. Ideally, data with a longitudinal 
design should be used in research where the impact of values on behavioural 
outcomes is tested. Such a test is offered in our study. To make optimum use 
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of the longitudinal character of our data, we employ event history analysis. In 
such analysis, also called a ‘hazard model’, the ‘risk’ of experiencing an event 
at a certain point in time is predicted with a set of covariates. 
 Throughout this thesis, we use two data sources: the European Value 
Study (EVS), in Chapter 2, and data from the Dutch Institute for Labour 
Studies (OSA), in Chapters 3, 4 and 5. In the remainder of this section, we 
will give a brief description of these data sets. 

European Value Study (EVS)
The EVS is a large-scale, repeated cross-national survey on basic human 
values. It is used to investigate the ideas, beliefs, preferences, attitudes, values 
and opinions on life, family, work, religion, politics and society of European 
citizens. In the first stage of the EVS, in 1981, one thousand citizens were 
interviewed in 13 participating European countries by means of standardized 
questionnaires. Every nine years, the survey is repeated in an increasing number 
of countries. The fourth wave in 2008 covered 47 European countries and 
regions. In total, about 70,000 people in Europe were interviewed (http://www.
europeanvaluesstudy.eu/evs/about-evs/). In this thesis, we use the 1999 data. In 
1999, representative national samples for 32 European countries and regions 
were interviewed. In all countries, the surveys were executed through face-to-
face interviews. The interviewees were adult citizens aged 18 years and older. 
No upper age limit was imposed (Halman 2001). The EVS data are used in 
numerous studies. In his influential studies on values and post modernization 
Inglehart (1977, 1990, 1999) used EVS data. Other studies that need to be 
mentioned are Lück’s studies (2009, 2010) on changing gender roles and on 
combining family life, career and job mobility. Some other important studies 
that are related to our research topic are Ester, Braun and Vinken (2006); De 
Witte, Halman and Gelissen (2004); and Gesthuizen and Verbakel (2011). 

Data of the Dutch Institute of Labour Studies (OSA)
The data set of the Labour Supply Panel of the Dutch Institute for Labour 
Studies (OSA) has led to valuable insights on job mobility (see for example 
Gesthuizen 2009; Gesthuizen and Dagevos 2007) and the Dutch labour 
market in general (see for instance Hartog and Ophem 1994; Gesthuizen and 
Wolbers 2010; De Grip, Heijke and Willems 1998; Mooi-Reçi 2008; Wolbers 
2011). The OSA collects data for households of which the main breadwinner 
is between 16 and 64 years old. All other members of the household are 
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questioned as well, as long as they are in the age category of 16- to 64-year-olds, 
and as long as they are not in full-time education or compulsory military service.
 The interviewees provide information on individual characteristics (like 
gender and date of birth), household characteristics (such as marital status 
and number of children), social origin, income or other financial resources, 
attended education and training, job changes (like the date of job change, the 
kind of job change and reasons to change jobs), and opinions on paid labour 
and their current job. The OSA started collecting data in April 1985. The 
survey was replicated in September of the next year. From that moment on, 
respondents have been interviewed every two years about (changes in) their 
household situation, the labour market situation and/or their opinions. The 
data on the aspects respondents generally consider important in a job – our 
main independent variable in Chapters 3, 4 and 5 – were collected in the 
1992 survey. To test the impact of work values on voluntary and forced job 
mobility, we start the analyses for these chapters with data of the 1992 survey. 
Our window of observation ends with data of the 2004 survey.References 
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Abstract2

This chapter deals with the question of whether employees’ extrinsic and intrinsic work values are 

systematically related to labour market characteristics and furthermore to what extent indicators 

of precariousness affect work values differently. To answer our research questions we use multi-

level models. Our findings show that generous unemployment benefits have a negative effect on 

employees’ extrinsic work values and that unequal distribution of incomes influences people’s extrinsic 

job preferences positively. Coordinated wage setting and strict employment protection legislation 

strengthen employees’ intrinsic work values. The extrinsic job preferences of workers in precarious work 

positions are not affected differently by labour market characteristics than the extrinsic work values 

held by employees in more favourable work positions. The labour market characteristics do influence 

the intrinsic work values of workers in precarious and favourable work positions differently. Generous 

unemployment benefits and a more equal income distribution especially enhance preferences for the 

intrinsic job aspects among the more highly-educated employees.

2.1  Introduction

People work for different reasons and therefore consider different aspects 
important in a job. For some, good pay, an extrinsic reward, is an important 
characteristic. For others, pay may be a prerequisite, but their job is more 
than a means of subsistence to them. Their job offers them interesting 
working tasks or an opportunity to contribute to society. Work thus 
motivates them intrinsically. Research on what people value in a job, 
included a closer look into the impact of individual characteristics on their 
extrinsic and intrinsic work motivations ( Johnson 2005; Johnson and 
Elder 2002; Kalleberg and Loscocco 1983; Marini, Fan, Finley and Beutel 
1996). In his value research, Inglehart (1977) showed that country-specific 
characteristics matter for the values people adhere to. Whether the labour 
market characteristics in a country influence people’s work orientations, 
however, has hardly been studied. With this chapter, we aim to contribute to 
filling this gap in work value research by testing the impact of labour market 
characteristics on the work motivations of employees. 
 Gallie (2007) is one of few researchers who examined whether labour 
market attributes affect workers’ preferred job aspects. In a recent study, 
Gesthuizen and Verbakel (2011) also assess the relationship between labour 

2  A working paper on which this chapter is based is written by Lisa Putman and Herman G. van de Werfhorst.
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market features and the aspects employees value in a job. Both studies apply 
Ingleharts’ (1990) interpretation of Maslow’s (1954) hierarchy in needs to job 
aspects that workers prefer, i.e. people prefer what is scarce. Gallie (2007) and 
Gesthuizen and Verbakel (2011) assume that labour market arrangements 
safeguard basic human needs. Accordingly, labour market arrangements 
help to meet the extrinsic aspects of a job, i.e. the basic human needs. The 
features of the labour market therefore relax the focus workers have to put 
on extrinsic work values and open up the opportunity to attach (more) 
importance to the intrinsic work values. Gallie (2007) and Gesthuizen 
and Verbakel (2011) thus expect that labour market characteristics have a 
comparable effect on the job preferences of all workers, regardless of their 
socio-economic position. We, however, believe that work values of employees 
in precarious work positions are differently affected by labour market 
characteristics than the preferred job aspects of workers in more favourable 
job positions. We expect that employees who are likely to be in an insecure 
labour market situation especially gain from the benefits the labour market 
arrangements offer. In this chapter, we use multi-level modelling to examine 
the effects of labour market characteristics on work values of employees in 
precarious job positions and employees in more favourable job positions, i.e. 
employees who differ in terms of educational attainment and income level. 
 To study the relationship between labour market characteristics and 
employee work values, we are particularly interested in the effects of the 
unemployment benefits scheme, employment protection legislation, the wage 
setting coordination, the level of income inequality and the growth of the 
unemployment rate on workers’ preferred job aspects. We use data on work 
values from 13 countries that were part of the European Value Study in 1999 
and had valid indicators on the national level. We are aware that the number 
of selected countries is limited and will therefore interpret our results with 
due care. 

2.2 Dimensions of work values: 
 the extrinsic and intrinsic work orientation 

Good pay, job security, interesting working tasks and work activities that 
contribute to society are some possible job characteristics that workers could 
consider important. Not all employees value all of these job aspects equally. 
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By grouping workers’ valued job aspects, we gain some insight into the 
individual’s work orientation, i.e. the individual’s perspective on the nature 
and meaning of work. The underlying structure in employee work values 
has been studied by numerous researchers. One of the earliest studies on 
grouping job aspects was the study conducted by Herzberg, Mausner and 
Snyderman (1959). They categorize the characteristics of people’s actual 
jobs into an extrinsic and an intrinsic dimension. Workers stressing the 
importance of working conditions, such as income and job security, are 
classified as having an extrinsic work orientation. Workers, on the other 
hand, who emphasize the importance of the nature of work, have an intrinsic 
work orientation. Empirical evidence in favour of Herzberg, Mausner and 
Snyderman’s (1959) categorization is mixed. Several researchers confirm 
Herzberg, Mausner and Snyderman’s findings (see for instance Borg 1990, 
Mottaz 1985, Pryor 1987). In other studies, a different dichotomy is found to 
be more appropriate. Halaby’s (2003) study is one of them. He distinguishes 
work in an entrepreneurial dimension and a bureaucratic dimension. Other 
authors propose a more detailed distribution than Herzberg, Mausner and 
Snyderman’s classification. In his study on occupational choice, Rosenberg 
(1957) finds that besides extrinsic and intrinsic aspects, work also has people-
orientated aspects – a desire to work with people rather than with things – a 
desire to help other people. Ros, Schwartz and Surkiss (1999) show that 
work can be categorized in four dimensions: the extrinsic, prestigious, social 
and intrinsic aspects of a job. Kalleberg (1977) separates the job aspects into 
even more than four dimensions: one intrinsic and five extrinsic work factors. 
According to Kalleberg (1977) the extrinsic job aspects can be classified into 
(1) relationships with co-workers, (2) income, (3) career development, (4) 
convenience and (5) resource adequacy. 
 Upon closer examination of the classification used in the various 
studies it becomes apparent that the same job aspect could be grouped 
into different dimensions. For example, workers who value having good 
chances of promotion, would be classified by Herzberg, Mausner and 
Snyderman (1959) as having an extrinsic work orientation. In Kalleberg’s 
(1977) clustering, however, these workers have a ‘career development’ 
orientation, while in Ros, Schwartz and Surkiss’ (1999) labelling workers 
with a preference for good chances of promotion would either have an 
extrinsic work orientation or a ‘prestige’ orientation. The lack of consistency 
in results of studies on the structure of work values may be due to many 
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different factors. These factors may include differences in the composition of 
the group of respondents under study, the number and kinds of job aspects 
considered and measurement techniques (Roe and Ester 1999: 6). Despite 
the inconsistencies, the studies on the structure of work values share a 
classification that at least distinguishes between two factors. The first factor 
represents the grouping of job aspects that deals with working conditions 
(the extrinsic element of work). The second factor roughly represents the 
job aspects that denote the nature of job tasks (the intrinsic element of 
work). For this reason and for reasons of parsimony, we decided to stick 
to Herzberg, Mausner and Snyderman’s (1959) classification of work (the 
extrinsic and intrinsic aspects of a job). 

2.3 Work values and the effect of labour market characteristics

What is desirable in a job, is socially acquired. As origins of work values, 
gender, age and educational level have proven to be of influence (Kohn 1977; 
Kalleberg and Loscocco 1983; Johnson and Elder 2002; Marini et al. 1996). 
In her study on young people’s job preferences, Johnson (2002) finds that 
what youngsters initially value in a job is determined by gender and race. 
However, throughout the young adult years job preferences change. With 
age and experience on the job young people’s job preferences become more 
realistic. In their research on men’s and women’s work values, Tolbert and 
Moen (1998) also find that experiences on the labour market affect workers’ 
preferred job aspects. The findings of both these studies stress the importance 
of the labour market for the work values of (future) employees. We are 
aware that labour market characteristics and individual work values are 
mutually related. For this study, we take the influence of the labour market 
characteristics on individual work values as a starting point.
 The effects of labour market characteristics on work values are only 
examined in a few studies. In his study, Gallie (2007) compares five different 
countries: Denmark, Finland, Germany, Great Britain and Sweden. According 
to this study, the employees in these countries vary in their preference for the 
extrinsic and intrinsic job aspects. Workers in the Scandinavian countries have 
a stronger preference for intrinsic job aspects than employees in Germany and 
Great Britain. To examine whether job preferences vary between countries, 
Gallie (2007) assesses whether the country-specific regression coefficients 
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change (substantially) across different models. The specific subset of variables 
Gallie (2007) examines, are (1) characteristics of the workforce and the nature 
of the economic structure, (2) characteristics of the welfare state and (3) 
variables representing the quality of work. In the study, it is illustrated that the 
differences in composition of the workforce (in particular in educational levels) 
explain a great deal of the variation between countries. Policies improving job 
quality, however, also partially explain differences in job preferences; countries 
that invest in the quality of jobs have a workforce with a stronger intrinsic 
work orientation. Yet, with the design Gallie (2007) uses, it is hard to tell 
whether there is a systematically different influence of individual characteristics 
on work values, depending on the institutional setting within which people 
work. Due to the hierarchical data structure, the impact actually needs to 
be tested by means of multi-level analysis. Applying multi-level modelling 
to assess the influence of country-specific characteristics on employee work 
values, Gesthuizen and Verbakel (2011) find that individuals working in 
countries that invest more in human capital, attach lower importance to 
extrinsic job aspects as compared to people working in countries that invest 
less in education and training. Furthermore, the researchers show that labour 
market characteristics, such as the quality of jobs and the quality of working 
conditions, have a negative effect on the prevalence of workers’ extrinsic job 
preferences. High levels of protection against economic deprivation increase 
workers’ appreciation of the intrinsic job aspects (Gesthuizen and Verbakel 
2011). Our study goes beyond Gesthuizen and Verbakel’s (2011) study in that 
we use a different set of labour market characteristics, but more importantly, 
we assess whether labour market characteristics affect the work values of 
employees in precarious and more favourable work positions differently.
 To cast some light on the labour market characteristics that may be 
relevant in shaping employee work values, we start from theories that explain 
how values are formed. In his research on values, Inglehart (1977, 1990, 
1997) emphasizes the importance of increasing levels of security for the 
preference of specific characteristics. On the basis of the idea that therfe is a 
hierarchy in human needs (Maslow 1954), Inglehart (1990) claims that an 
individual’s preferences reflect his socio-economic position, i.e. people will 
attach importance to what is scarce. Workers with a labour situation that 
offers little safety or security (e.g. no career certainty, insufficient pay or an 
unsafe working environment) are likely to have satisfied their basic human 
needs (the extrinsic aspects of a job) insufficiently. Applying Inglehart’s 
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(1990) ideas to the study of work values would lead us to expect that workers 
in these insecure labour situations will attach greater importance to the 
extrinsic aspects of a job. In contrast, workers whose labour situation is 
secure, will find their basic needs fulfilled. They no longer need to put (much) 
importance on realizing the extrinsic job aspects but could focus (more) on 
the realization of higher needs (the intrinsic aspects of a job). 
 Labour markets are different from any other ‘markets’ in that ‘suppliers’ 
of labour are at a disadvantage in relation to the ‘buyers’ of labour (Offe 
and Hinrichs 1985), due to several ‘handicaps’. To help workers overcome 
these disadvantages and ‘handicaps’, governments intervene on the labour 
market. Governments help to provide a secure and safe labour situation 
with several policies. These policies change ‘the market’ in which employees 
and employers compete. The labour market thus affects workers’ needs 
and preferences through its specific characteristics. The arrangements 
governments undertake to secure workers’ labour market situation can 
have a differential effect on the security employees perceive of these 
arrangements, as a study of the Organization for Economic Co-operation 
and Development (OECD) shows (OECD 2004). Generous unemployment 
benefit systems and stricter employment protection legislation both aim 
to provide workers security in case of job loss. Generous unemployment 
benefits, however, correlate positively with perceived security, whereas 
stricter employment protection legislation is negatively correlated with it 
(OECD 2004: 92–93). Given the differential effects of the labour market 
characteristics on perceived job security, it is likely that the influence of 
these characteristics on employee work values may differ as well. In addition, 
as set out below, we expect that the level of coordinated wage setting, the 
distribution of incomes and the growth in unemployment rate will affect 
workers’ preferred aspects in a job. 
 Generosity of the unemployment benefit scheme. Workers who run the 
risk of becoming unemployed and who are able to rely on an adequate 
unemployment benefit once they have become unemployed, probably 
experience their labour situation even when they run the risk of getting 
unemployed as more secure than workers who cannot count on adequate 
income security if they become unemployed. We expect that a generous 
unemployment benefit scheme makes employees feel more secure about their 
labour situation and thus helps to satisfy the workers’ basic needs. As a result, 
employees will be less interested in the extrinsic aspects of a job. 
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Employment protection legislation. Due to insecurity about future income, 
employees are interested in higher current pay to help create a financial 
buffer on which they can rely in case of job loss. Employment protection 
legislation diminishes the need to create such a financial buffer, because 
dismissal legislation smoothens the income stream in case of job loss. We 
expect that the more workers’ employment is protected through legislation, 
the more secure they will feel about their labour market situation and the less 
interested they will be in the extrinsic job aspects. 
 Wage setting coordination. Employees work for firms. For the firm to be 
successful, employers have to interact with actors in several spheres of the 
economy (Hall and Soskice 2001). Firms have two modes of interacting at 
their disposal: through competitive markets and through negotiating. Whether 
firms manage their contacts with employees (and others) through the market 
mechanism or through negotiating, depends on the institutional setting. When 
markets are imperfect and when there are institutions that support the creation 
of arrangements, firms will interact with employees through negotiating. In 
case markets are ‘perfect’ and the institutional setting offers little support for 
the formation of deals, firms will use the market mechanism to coordinate their 
relationships with others. In economies where firms interact with employees 
through competitive markets, there is hardly any role or influence for trade 
unions on wage setting. In contrast, in economies where firms interrelate 
with employees through negotiation, trade unions have a stronger position on 
wage setting. As a collective, employees are in a stronger position against their 
employer in realizing their preferences. They are thus better able to satisfy their 
basic working needs. We expect that employees working in an institutional 
setting where wage setting is coordinated will consider the extrinsic job aspects 
less important than workers who are employed in an institutional setting with 
no or less wage setting coordination. 
 Distribution of incomes. In a society where incomes are relatively 
unequally distributed, the labour market situation for the large share of (low-
paid) employees is not very secure, leaving their basic needs insufficiently 
satisfied. We expect that workers who are faced with a relatively unequal 
distribution of incomes, attach more importance to the extrinsic job aspects 
than workers who find themselves in a country in which incomes are more 
equally distributed. 
 Growth in unemployment rate. The argument behind the effects of the 
aforementioned labour market characteristics on employees’ work values is 
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that the availability of a job aspect influences its attractiveness, i.e. scarcity 
makes a job aspect preferable. Scarcity of jobs could also affect workers’ 
preferred job aspects. Under high levels of unemployment, workers probably 
find their labour market situation less secure. It puts the workers’ satisfaction 
of basic needs under pressure, thus making it likely that they emphasize the 
extrinsic aspects of work more strongly. We therefore assume that workers 
who are faced with increased unemployment, will put more emphasis on the 
extrinsic job aspects.
 The effects of labour market characteristics on intrinsic job aspects. So far, 
our focus on the influence of labour market characteristics for employee 
work values has been on the extrinsic job aspects. The fulfilment of workers’ 
basic needs makes it likely that employees consider extrinsic job aspects less 
important and therefore focus on the realization of higher needs (the intrinsic 
aspects of a job). The labour market characteristics would thus have opposing 
effects for the intrinsic job aspects. Generous unemployment benefits schemes, 
stricter employment protection legislation, and wage setting coordination 
most likely have a positive effect on employee preferences for the intrinsic 
job aspects. An equal distribution of incomes and a reduction in the number 
of unemployed will also affect the preferences for the intrinsic job aspects 
positively. Extrinsic and intrinsic job aspects are, however, not opposite ends of 
a continuum but rather two dimensions of work values. So, as labour market 
characteristics can lessen the focus workers put on satisfying the extrinsic job 
aspects, the labour market characteristics do not necessarily have to result in 
strengthened preferences for the intrinsic job aspects. Hence, we expect that 
labour market characteristics have the strongest effect on extrinsic work values.
 Employees in precarious work positions. The workers who would benefit 
most from securing their labour market situation and thus from the security 
specific labour market characteristics provide, are the workers in precarious 
work positions. A job is considered precarious, when it is not regular and/
or permanent (Rodgers 1989). Precariousness, however, is an ambiguous 
concept. It involves multiple elements, such as instability, lack of protection, 
insecurity and social or economic vulnerability (Rodgers 1989). Categorizing 
jobs as precarious thus means distinguishing good-quality jobs (i.e. stable 
contracts and good working conditions) from bad-quality jobs ( i.e. non-
permanent contracts and poor working conditions) (Barbier, Brygoo and 
Viguier 2002; Letourneux 1998). We presume that the more highly-educated 
and well-paid workers are likely to have good-quality jobs, whereas the 
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workers with a lower education and poor income probably have the bad-
quality jobs. We expect that workers in bad-quality jobs are likely to benefit 
most from labour market arrangements. We therefore assume that labour 
market characteristics will have a more prominent effect on work values of 
employees with lower education and poorly-paid jobs than on work values of 
the more highly-educated and better-paid workers.

2.4 Control variables: the effect of individual characteristics on 
 work values

Studies on work values show that men and women hardly differ in their 
preferences for extrinsic job aspects, but that women value the intrinsic job 
aspects slightly more than men do (Marini et al. 1996; Konrad, Ritchie, 
Lieb and Corrigall 2000; Hagström and Kjellberg 2007). In studies on 
the origins of work values, it is also demonstrated that the educational level 
of employees influences their preferred job aspects. Workers with higher 
educational attainment judge jobs more by their intrinsic qualities, whereas 
workers with lower educational attainment attach more importance to the 
extrinsic characteristics of their jobs (Kohn 1977; Johnson and Elder 2002). 
In Kohn’s (1977) study on workers’ preferred job aspects, not only the effects 
of educational level are tested, but also the occupational status is taken into 
account. It appears that a higher occupational status makes workers also 
more inclined to value intrinsic job aspects. Older workers are likely to have 
obtained more financial resources than younger workers (Kalleberg and 
Loscocco 1983: 79), which makes it less likely that they value the extrinsic 
aspects of a job. Parenthood involves major changes in people’s lives. Since 
parents are financially responsible for their children’s well-being, having 
children entails higher costs. Johnson (2005) shows that fathers consider the 
extrinsic job aspects more important than childless men. Single mothers also 
emphasize the importance of extrinsic job aspects. Furthermore, parenthood 
diminishes women’s interest in intrinsic job aspects, because these aspects are 
too demanding in combination with the care for children (Holtzman and 
Glass 1999). 
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2.5 Data and methods

To test our hypotheses, we use data of European Value Study (EVS) for the 
work values of employees. The EVS is a large-scale, repeated cross-national 
survey on basic human values, which is used to investigate the ideas, beliefs, 
preferences, attitudes, values and opinions on life, family, work, religion, 
politics and society of European citizens. In the first stage of the EVS in 
1981, one thousand citizens were interviewed  in 13 European countries by 
means of standardized questionnaires. Every nine years the survey is repeated 
in an increasing number of countries. The fourth wave in 2008 covered 47 
European countries and regions. In total, about 70,000 people in Europe 
were interviewed (http://www.europeanvaluesstudy.eu/evs/about-evs/). For 
our study, we use the 1999 data.3 In 1999, representative national samples for 
32 European countries/regions were interviewed. In all countries, the surveys 
were executed through face-to-face interviews. The interviewees were adult 
citizens aged 18 years and older. No upper age limit was imposed (Halman 
2001). We use the data from 13 countries: Austria, Belgium, Denmark, 
Finland, France, Germany, Ireland, Italy, the Netherlands, Portugal, Spain, 
Sweden and Great Britain. We selected these countries, because they have a 
comparable level of prosperity. Their GDP per capita ranged from $23,500 to 
$27,000 in current prices in PPP (purchasing power parity) in 1999. Portugal 
and Spain are exceptions; their GDP per capita was to some extent below 
$23,500 in 1999. We decided to include these countries in our analyses, 
because the other criterion for our country selection was that countries have 
to differ with respect to labour market characteristics and the manner in 
which they deal with labour market problems (cf. Esping Andersen’s (1990; 
1999) typology in welfare state regimes). We are aware that the selected set 
of countries is small and thus that our results should be interpreted with due 
care. To test the effects of labour market characteristics on the work values of 
employees, our analyses focus on data of full-time and part-time employees.
 In order to fulfil its mission – promoting policies that improve the 
economic and social well-being of people around the world – the OECD 
collects data for numerous variables. For the topic ‘employment’ the OECD 
database contains information on labour market outcomes, job quality, and 
labour market policies and institutions for over 30 countries. We use OECD 

3 The 2008 data were not available at the time of writing.
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data to test the effects on work values of the generosity of the unemployment 
benefits scheme and employment protection legislation as well as the level 
of income distribution and growth in unemployment. Information on the 
extent to which wage setting is coordinated, is missing in the OECD data 
set. However, Lane Kenworthy, Professor of Sociology and Political Science 
at the University of Arizona, maintains a database which captures the degree 
of country-specific intentional harmonization in the wage setting process 
(http://www.u.arizona.edu/~lkenwor/). His data set contains scores on the 
wage setting coordination for 18 OECD countries over the period from 1960 
to 2000. The scores are a revision and extension of the wage coordination 
scores presented in Hicks and Kenworthy (1998: 1642). To ‘update’ the scores 
presented on his website, Kenworthy uses a variety of sources. The most 
important sources reported on his website are Soskice (1990), Iversen (1999: 
84–85), Traxler, Blashke and Kittel (2001), Golden, Wallerstein and Lange 
(1997), Ferner and Hyman (1998), the monthly European Industrial Relations 
Review and the European Industrial Relations Observatory website (http://
www.eiro.eurofound.ie). To test the influence of different labour market 
characteristics, a simple regression model does not suffice. As the set-up of the 
labour market is a significant determinant for work values, it probably affects 
the preferences of employees working under these institutional conditions to 
a similar extent. To put it differently, employees are nested in countries (Hox 
2010). We therefore have to use multi-level models to test the effects of labour 
market characteristics on workers’ preferred job aspects. We use a fixed-effects 
model with a random intercept to test the influence of separate labour market 
characteristics on employee work values. We do not expect that the labour 
market characteristics affect the work values of all employees to a comparable 
extent. As we stated in one of our hypotheses, we assume that the labour 
market characteristics have a stronger effect on work values of employees in 
precarious work positions than on the preferred job aspects of employees in 
more favourable jobs. This is why we will also run models in which the specific 
labour market characteristics interact with the individual characteristics that 
represent the work position of employees (educational level and income level). 

Dependent variables: the extrinsic and intrinsic work orientation
To test the validity of our hypotheses, the dependent variable included in 
the extrinsic work value analyses registers the importance respondents attach 
to extrinsic job aspects. In the analyses that test the influence of the labour 
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We perform a factor analysis to investigate the clustering of the 15 EVS job 
aspect items. We use a principal axis factoring procedure with a promax rotation, 
which allows for correlation of the factor scores, and with eigen values for the 
observed factors higher than one. The factor analysis for all 15 items for the 
countries under study shows that there are two job aspect factors (see Table 2.2). 
Most job aspects clearly belong to one of the distinguished factors. For three 
job aspect items the fit in one of the two factors is ambiguous. These items are ‘a 
respected job’, ‘pleasant people to work with,’ and ‘good chances of promotion’. 
Excluding the three aforementioned items from clustering is the best option. 

market characteristics on the intrinsic work values, the dependent variable 
conveys preferences respondents have for the nature of work tasks. We 
have to create the dependent variables to run our analyses. To create these 
variables, we use the responses to the EVS question “Here are some aspects 
of a job that people say are important. Please, look at them and tell me 
which aspects you personally think are important in a job.” Using a list of 15 
aspects, respondents had to choose between a simple ‘yes’ or ‘no’ whether they 
found them important or not. The respondents’ mean scores for the examined 
job aspect items are presented in Table 2.1. Especially ‘having a good pay’ 
and ‘pleasant people to work with’ are highly valued. 

Items
Important in a job... Minimum Maximum Mean Missing

Good pay 0 1 .75 9
Not too much pressure 0 1 .31 50
Good job security 0 1 .61 8
Respected job 0 1 .38 42
Good hours 0 1 .49 35
An opportunity to use initiative 0 1 .54 42
Generous holidays 0 1 .29 52
Opportunity to achieve something 0 1 .58 29
Responsible job 0 1 .49 36
Interesting job 0 1 .67 20
Job that meets one’s abilities 0 1 .57 21
Pleasant people to work with 0 1 .77 16
Good chances of promotion 0 1 .34 46
Job that is useful for society 0 1 .38 43
Meeting people 0 1 .51 38

N = 7,945

Table 2.1:  Descriptive statistics for the job aspect items



50

Table 2.2: Factor analysis of job aspect items 

 Factor loadings and uniqueness

Items

Important in a job... Factor 1 Factor 2 Uniqueness

Good pay .419 .848
Not too much pressure .534 .715
Good job security .395 .843
Respected job .341 .222 .745
Good hours .634 .656
An opportunity to use initiative .673 .620
Generous holidays .612 .634
Opportunity to achieve something .540 .725
Responsible job .628 .668
Interesting job .448 .789
Job that meets one’s abilities .473 .737
Pleasant people to work with .212 .870
Good chances of promotion .349 .236 .726
Job that is useful for society .418 .724
Meeting people .441 .758

N = 7,865

Uniqueness = (1 – communalities)
Blank cell loadings < .2

Extraction method: principal factor analysis
Rotation method: promax

This leaves us with the items (1) ‘good pay’, (2) ‘not too much pressure’, (3) 
‘good job security’, (4) ‘good hours’ and (5) ‘generous holidays’, which represent 
the extrinsic work values, and the items (1) ‘an opportunity to use initiative’, 
(2) ‘a job in which you feel you can achieve something’, (3) ‘a responsible job’, 
(4) ‘a job that is interesting’, (5) ‘a job that meets one’s abilities’, (6) ‘a job that is 
useful for society’ and (7) ‘meeting people’ representing the intrinsic work values. 
Our results are somewhat different from De Witte, Halman and Gelissen 
(2004) and Ester, Braun and Vinken (2006), who also use the EVS data to 
create clusters on extrinsic and intrinsic work values. De Witte et al. (2004) 
only find two ambiguous job aspects, based on more countries than we selected: 
‘pleasant people to work with’ (not belonging to one of the two factors) and 
‘good promotion opportunities’ (belonging to both factors). Ester et al. (2006) 
consider more items ambiguous than De Witte et al. (2004). Their data set 
is different though. Ester et al. (2006) use data for 1981, 1990 and 1999 and 
have a comparable number of countries as we do but a different selection. They 
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included the United States and Iceland and excluded Finland and Portugal. The 
three additional ambiguous items Ester et al (2006) report, are ‘a respected job’, 
‘meeting people’ and ‘a job that is useful for society’. We agree with the authors 
on qualifying ‘a respected job’ ambiguous, but we do not agree on the other two 
‘ambiguous’ items. Our analyses show that the items ‘a job that is useful for 
society’ and ‘meeting people’ both belong to the intrinsic work values. 
 A reliability test helps to examine whether the results of the exploratory 
factor analysis are robust. In such a test, the clustered items have to score 
at least .70 on Cronbach’s alpha. The scores for the cluster of intrinsic work 
values meet this standard. The overall score is above .70, and the scores for 
most individual countries are above the standard level of acceptance as well 
(see Table 2.3). For the intrinsic work value cluster the reliability test thus 
supports the conclusion we drew from the exploratory factor analysis. The 
cluster representing the extrinsic work values has scores below the level of 
acceptance, although Cronbach’s alpha for some countries is close to .70. 
Given the results of the exploratory factor analysis, we find that our claim of 
item relatedness is not severely challenged by Cronbach’s alpha scores for the 
cluster of extrinsic work values. 

Table 2.3: Cronbach’s alpha for the clusters of extrinsic and intrinsic work values 

Extrinsic Work Values Intrinsic Work Values

Austria .56 .71
Belgium .67 .71
Denmark .52 .63
Finland .55 .72
France .55 .69
Germany .58 .78
Ireland .69 .79
Italy .65 .79
Netherlands .62 .65
Portugal .65 .77
Spain .69 .84
Sweden .66 .68
Great Britain .64 .73

Total .64 .73

Extrinsic job aspects: 
‘good pay’, ‘not too much pressure’, ‘good job security’, ‘good hours’ and ‘generous holidays’ 

Intrinsic job aspects: 
‘an opportunity to use initiative’, ‘opportunity to achieve something’, ‘responsible job’, ‘interesting job’, ‘job that meets one’s 
abilities’, ‘job that is useful for society’ and ‘meeting people’ 
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Independent variables: labour market characteristics
The descriptive statistics of the independent variables are provided in Table 
2.4. For an overview of the individual and labour market characteristics per 
country, see Table A in the Appendices. 
 Generosity of the unemployment benefit scheme. To measure how generous 
unemployment benefits are, we have to look at the so-called replacement 
rate (RR). This is the amount of ‘income’ workers receive when they are 
unemployed. In various countries, the amount of unemployment benefits 
is tied to the family situation, or the family situation entitles unemployed 
workers to extra financial arrangements. The OECD computes several 
replacement rates. It calculates replacement rates for at least three family 
situations: a single unemployed individual, a married unemployed individual 
with two children and a single unemployed individual with two children. The 
replacement rates are based on the earnings level of the average worker at the 
initial phase of unemployment. In our analyses, we use the 1999 unweighted 
average of replacement rates for the three aforementioned family situations. 
 Employment protection legislation. Notification procedures, the maximum 
length of the trail period, severance pay, and compensation following unfair 
dismissal are some arrangements that ‘protect’ employees or at least prevent 
employers from firing workers ‘easily’. The nature and scope of legislation 
on firing workers vary by country. To be able to compare country-specific 
employment protection legislation, the OECD creates two indices of the 
strictness of such legislation. Index 1 is an unweighted average of the summary 
measures for regular and temporary contracts. It is more restrictive than Index 
2, which takes the measures for collective dismissal into account as well. 
The index scores range from 0 to 6, with higher scores representing stricter 
regulation. The indices are created for a limited number of points in time: 1990, 
1998, 2003 and 2008. We use the data of Index 2 for 1998 in our analyses. 
 Wage setting coordination. With his wage setting coordination scores, 
Kenworthy creates an index that represents a set of expectations about the 
institutional features of the wage setting that is likely to generate a higher 
degree of coordination. The index has five categories: 1 is the category for 
fragmented wage bargaining (confined largely to individual firms or plants), 
2 is for mixed industry-level and firm-level bargaining, with weak elements 
of government coordination, 3 is for industry-level bargaining with only 
moderate union concentration, 4 is for centralized bargaining by peak 
confederation(s) and informal centralization of industry-level and firm-level 
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bargaining by peak associations, and 5 is also for centralized bargaining by 
peak confederation(s) and informal centralization of industry-level bargaining 
but by a powerful, monopolistic union confederation. Kenworthy’s data set 
contains no data for Portugal and Spain. These countries are therefore not part 
of the analyses of the influence of the wage setting coordination on employees’ 
extrinsic and intrinsic work values. 

Minimum Maximum Mean SD Missing

Dependent variables
Extrinsic work values 0 1 .49 .30 47
Intrinsic work values 0 1 .53 .31 48

Employment status 
(0 = part-time; 1 = full-time) 0 1 .82 0

Individual characteristics

Gender 
(0 = male; 1= female) 0 1 .48 2
Age 18 64 38.9 10.9 125
Educational level 1 3 1.94 .76 97
Income level 1 3 2.25 .74 1,344
Educational level 1 3 1.94 .76 97
Income level 1 3 2.25 .74 1,344
Occupational status:
 Employer/manager (E/M) 0 1 .06 212
 Professional worker (PW) 0 1 .11 212
 Middle-level office worker(MOW) 0 1 .22 212
 Junior-level office worker (JOW) 0 1 .21 212
 Skilled manual worker (SMW) 0 1 .20 212
 Semi-skilled and unskilled manual worker (UMW) 0 1 .19 212
 Farmer (FA) 0 1 .01 212
 Member of armed forces (AF) 0 1 .01 212
Household situation:
 Single, no children 0 1 .26 188
 Single with children 0 1 .14 188
 Couple, no children 0 1 .07 188
 Couple with children 0 1 .53 188

Labour market institutions
Change in unemployment rate (ChUR) -2.5 .2 -.81 .63 0
Distribution of incomes (Gini) .22 .37 .28 .04 0
Replacement rate (RR) 47 84 67 12 0
Employment Protection Legislation (EPL) .98 3.66 2.43 .64 0
Wage setting coordination score (WSC) 1 5 3.63 1.08 811

N= 7,945

Table 2.4: Descriptive statistics
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Distribution of incomes. The Gini coefficient is a common measure for 
income inequality. The extreme values of this coefficient are 0 and 1. Value 
0 indicates that the distribution of income in a society is perfectly equal: 
every household has the same income. Value 1 represents a ‘perfectly’ unequal 
income distribution: one household has all the income and all the others 
have none. In our analyses, we use the 2000 Gini coefficient of the OECD 
which reports the equality of incomes for the working population after taxes. 
 Growth in unemployment rate. To calculate the annual growth in 
unemployment rate, we use the harmonized unemployment rates of the 
OECD for 1998 and 1999. The harmonized unemployment rates give the 
number of unemployed persons as a percentage of the civilian labour force, 
which consists of civilian employees, the self-employed, unpaid family 
workers and the unemployed. The unemployed are people of working age 
who are without work and who are both available for work and seeking work 
actively.
 Labour market characteristics are tied to the national level. The 
aforementioned labour market characteristics are all national-level 
characteristics. Researchers show that national labour markets are divided 
into different segments (Doering and Piore 1971; Leontaridi 1998). Some 
segments are better in providing secure labour market situations and thus 
in offering their employees better and more secure working conditions than 
other segments. We recognize that these differences might lead to clustering 
of preferences within labour markets. Firm size would be a good indicator 
to test for labour market segmentation. Unfortunately, the EVS data on firm 
size lack too many values for some countries to make meaningful claims. 
These data limitations, therefore, only allow us to treat labour markets as 
single entities. However, in our analyses we take individual placement of 
workers in labour market segments into account by means of controlling 
for income level and occupational status (see also the following section on 
control variables).

Control variables: individual characteristics
To examine the effect of the educational level on employee work values, we 
use EVS data on the highest educational level attained. In the EVS, three 
categories are distinguished: workers with a lower educational level, workers 
with a middle educational level and the highly-educated. The EVS income 
variable represents the individual’s household income. Income is roughly 
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categorized into three levels. The low-income level consists of the first three 
deciles. The medium-income level includes the incomes that are part of the 
fourth and fifth decile. The remaining deciles represent the high-income level. 
To control for occupational status, we use data on the profession of respondents. 
In the EVS, a distinction is made between (1) employers/managers, (2) 
professional workers, (3) middle-level office workers, (4) junior-level office 
workers, (5) skilled manual workers, (6) semi-skilled and unskilled manual 
workers, (7) farmers and (8) members of the armed forces. We use the semi-
skilled and unskilled manual workers as the reference category. We measure age 
as a continuous variable that ranges from 18 to 65 years. In cross-sectional data, 
a respondent’s age is not simply the effect of age; it could also denote the effect 
of a cohort (Loscocco and Kalleberg 1988: 339). Unfortunately, we cannot 
distinguish age from cohort effects in our analyses. We study the effect of 
gender on work values by including a dummy for females. Finally, the variable 
on the household situation is based on the responses to the EVS questions 
‘Do you have a partner?’ and ‘Do you have any children?’ To test whether 
the household situation affects employee work values, we compare the single 
individuals without children with the other three household types. 

2.6  Results

The analyses to test our hypotheses on the prevalence of extrinsic work 
values are presented in Table 2.5. A labour market characteristic that strongly 
affects employees’ extrinsic work values, is the distribution of incomes: an 
unequal distribution of incomes leads to a stronger preference for extrinsic 
job aspects (see Model 4 in Table 2.5). The generosity of the unemployment 
benefit scheme also influences employees’ extrinsic work values. The effect 
is small but statistically significant: the higher the replacement rate, the 
lower the importance attached to job aspects such as good pay, job security 
and generous holidays. Furthermore, the scarcity of jobs makes workers also 
more interested in the extrinsic aspects of a job. However, due to the limited 
set of selected countries, our findings on the effects of the labour market 
characteristics for employee work values should be interpreted with due care. 
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1 2 3 4

Gender (male = 0; female = 1) -.003 -.005
(.008) (.008)

Age -.001** -.001**
(.000) (.000)

Educational level -.025***
(.006) -.024***

Income level -.009 (.006)
(.006) -.011

Occupational status  
(ref. semi-skilled and unskilled manual worker) (.006)
Employer/manager -.086*** -.104***

(.019) (.019)
Professional worker -.057*** -.065***

(.016) (.017)
Middle-level office worker -.033* -.040**

(.013) (.013)
Junior-level office worker -.046*** -.054***

(.013) (.013)
Skilled manual worker -.024* -.037**

(.012) (.013)
Farmer -.043 -.053

(.033) (.038)
Member of armed forces -.062 -.055

(.050) (.053)
Household situation (ref: single, no children)
Single with children .014 .010

(.013) (.014)
Couple, no children -.002 .006

(.016) (.017)
Couple with children .019 .021

(.010) (.011)

Replacement rate (RR) -.003 -.003*
(.002) (.002)

Employment Protection Legislation (EPL) -.001 .012
(.020) (.019)

Wage setting coordination scores (WSC) .024 .026
(.014) (.013)

Gini coefficient 1.487** 1.332*
(.568) (.528)

Change in Unemployment Rate (ChUR) -.053* -.057**
(.021) (.020)

Constant .496*** .637*** .130 .301
(.025) (.032) (.286) (.267)

N 7,898 6,128 7,087 5,577
Number of groups 13 13 11 11
Restricted Log Likelihood -1,367.7 -995.2 -1,168.8 -859.3

Notes:
Figures in parentheses are standard errors. 
* p < .05 ** p < .01 *** p < .001

For variance components, see Table 2.6.

Table 2.5: Multi-level regression estimates predicting employees’ extrinsic work values 
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The individual characteristics appear to have a pronounced effect on 
employees’ extrinsic work values. Workers with a relatively low level of 
educational attainment consider the extrinsic aspects of a job more important 
than more highly-educated employees (see Model 2). Employers/managers, 
professional workers, middle-level office workers, junior-level office workers 
and skilled manual workers attach less importance to the extrinsic job aspects 
than semi-skilled and unskilled manual workers. Growing older also affects 
the extrinsic job preferences of  employees, but only slightly. Older 
workers are less interested in job aspects such as ‘good pay’, ‘good job security’ 
or ‘generous holidays’ than younger workers. Men and women do not differ 
in their preference for the extrinsic job aspects, nor does the composition of 
the household affect employees’ extrinsic work values differently. The effects of 
the individual characteristics on extrinsic work values are unaltered when the 
influence of the labour market characteristics is tested (see Model 4). 

Table 2.6 Residual variance components of models for extrinsic work values

Level 2: 
country

Level 1:
 individual

intercept educational level income level

Model 1 .008*** .082***
(.003) (.001)

Model 2 .007*** .080***
(.003) (.001)

 Model 2 .011 .000 .080
(.) (.)

 Model 2 .009*** .000*** .080***
(.004) (.000) (.001)

Model 3 .001*** .081***
(.001) (.001)

Model 4 .001*** .079***
(.001) (.002)

Notes:  
Figures in parentheses are standard errors. 
* p < .05 ** p < .01 *** p < .001

To test whether labour market characteristics affect the extrinsic work values 
of employees in precarious jobs differently, is only partly feasible. The random 
variance in the slope for the educational level is not significant (see Table 2.6). 
We are therefore not able to make any claims about the different influence 
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of labour market characteristics on the extrinsic work values for workers with 
varying educational levels. 

Table 2.7: Multi-level regression estimates predicting employees’ extrinsic work values 

 Interaction effects between labour market characteristics and income level

5 6 7 8 9

Fixed effects

Income level .039 .012 -.005 -.041 -.004

(.030) (.022) (.019) (.037) (.009)

Replacement rate (RR) -.003
(.002)

 RR*income -.001
(.000)

Employment Protection Legislation (EPL) .011
(.039)

 EPL*income -.009
(.009)

Wage setting coordination scores (WSC) .004
(.026)

 WSC*income -.002
(.005)

Gini coefficient .862
(.564)

 Gini*income .111
(.130)

Change in Unemployment Rate (ChUR) -.070
(.037)

 ChUR*income .007
(.008)

Constant .846*** .611*** .621*** .390* .579***
(.124) (.100) (.100) (.162) (.043)

Random effectsa 

Level 2: country .004*** .007*** .008*** .005*** .006***
(.002) (.003) (.003) (.002) (.002)

Level 1: individual .080*** .080*** .079*** .080*** .080***
(.001) (.001) (.002) (.001) (.001)

N 6,128 6,128 5,577 6,128 6,128
Number of groups 13 13 11 13 13
Restricted Log Likelihood -990.1 -994.7 -869.5 -992.6 -993.5

Notes: 
Figures in parentheses are standard errors. 
* p < .05 ** p < .01 *** p < .001
a: Due to a loss in degrees of freedom, the random slopes of income level are not assessed. 
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The random variance in the slope for the income level is significant, as 
shown in Table 2.6. To test whether labour market characteristics influence 
the extrinsic work values of workers in precarious employment situations 
differently, we run models with interaction effects between the separate 
labour market characteristics and the income level of workers. None of the 
labour market characteristics, however, affects the extrinsic work values of 
employees with varying income levels in a different way (see Table 2.7). 
 Labour market characteristics also affect employees’ intrinsic work values 
(see Model 4 in Table 2.8). The better employees are protected against (the 
consequences of ) dismissal, the more likely they are to consider intrinsic 
job aspects important. A labour market characterized by coordinated wage 
setting also has a positive effect on preferences of workers for job aspects 
like ‘interesting working tasks’, ‘work that meets one’s abilities’ or ‘work that 
offers the opportunity to use initiative’. 
 Just like the extrinsic job preferences, the intrinsic work values are 
strongly affected by individual characteristics. Workers who value the 
intrinsic job aspects are more highly-educated and are not employed as 
semi-skilled or unskilled manual workers (see Models 2 and 4 in Table 2.8). 
Furthermore, young employees are more interested in the intrinsic work 
values than older workers.
 The random variance in the slope for the educational level and the 
income level is significant (see Table 2.9). Therefore, it is sensible to run 
analyses with interaction effects between the labour market characteristics 
and the educational level (presented in Table 2.10) and models with 
interaction effects between the income level and specific labour market 
characteristics (displayed in Table 2.11). 
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Table 2.8: Multi-level regression estimates predicting employees’ intrinsic work values

1 2 3 4

Gender (male = 0; female = 1) .002 .001
(.008) (.008)

Age -.001* -.001**
(.000) (.000)

Educational level .038*** .041***
(.006) (.006)

Income level .009 .007
(.006) (.006)

Occupational status 

(ref. semi-skilled and unskilled manual worker) 
Employer/manager .100*** .097***

(.019) (.020)
Professional worker .075*** .080***

(.017) (.017)
Middle-level office worker .071*** .074***

(.013) (.014)
Junior-level office worker .047*** .046***

(.013) (.013)
Skilled manual worker .042*** .042**

(.013) (.013)
Farmer .083* .119**

(.035) (.039)
Member of armed forces .109* .141**

(.052) (.054)
Household situation (ref:single, no children)
Single with children -.005 -.011

(.014) (.014)
Couple, no children -.004 -.003

(.016) (.017)
Couple with children .004 .007

(.011) (.011)

Replacement rate (RR) -.001 -.001
(.001) (.001)

Employment Protection Legislation (EPL) .036* .032*
(.015) (.015)

Wage setting coordination scores (WSC) .038*** .038***
(.010) (.011)

Gini coefficient .905* .716
(.417) (.430)

Change in Unemployment Rate (ChUR) -.018 -.012
(.016) (.016)

Constant .527*** .415*** .114 .089
(.016) (.026) (.210) (.218)

N 7,897 6,126 7,086 5,575
Number of groups 13 13 11 11
Restricted Log Likelihood -1,706.9 -1,179.8 -1,404.3 -976.7

Notes:  
Figures in parentheses are standard errors. 
* p < .05 ** p < .01 *** p < .001
For variance components, see Table 2.9.
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The findings presented in Table 2.10 show that if there were no employment 
benefits – the main effect of the educational level in Model 5 – more highly-
educated workers would consider intrinsic job aspects less important than 
workers with a lower educational level. The presence of generous employment 
benefits, however, leads to an increased preference for intrinsic job aspects of the 
more highly-educated workers, i.e. the interaction effect of the replacement rate 
and the educational level in Model 5. The effect is small, though, but statistically 
significant. In countries where incomes are perfectly equally distributed (the 
main effect of educational level in Model 8), more highly-educated employees 
have a stronger preference for the intrinsic job aspects than workers with lower 
levels of education. However, in countries where incomes are allocated more 
unequally (the interaction effect between the Gini coefficient and educational 
level), more highly-educated workers consider intrinsic job aspects less 
important than employees with lower levels of education. In case of unchanged 
unemployment rates (the main effect of the educational level in Model 9) more 
highly-educated workers have a stronger preference for the intrinsic job aspects 
than their counterparts with lower levels of education. Although the preferences 
for intrinsic job aspects of workers with lower levels of education are not very 
strong in comparison with their more highly-educated colleagues when there is 

Table 2.9: Residual variance components of models for intrinsic work values

Level 2: 
country

Level 1: 
individual

intercept educational level income level

Model 1 .003*** .090***

(.001) (.001)

Model 2 .003*** .086***

(.001) (.002)

 Model 2 .010*** .001*** .085***

(.005) (.001) (.002)

 Model 2 .005*** .000*** .086***

(.003) (.000) (.002)

Model 3 .001*** .087***

(.000) (.001)

Model 4 .001*** .083***

(.000) (.002)

Notes: 
Figures in parentheses are standard errors. 
* p < .05 ** p < .01 *** p < .001
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a cut-back in available jobs, the workers with lower levels of education become 
even less interested in intrinsic job aspects as compared to the more highly-
educated, i.e. the interaction effect between the growth in unemployment rate 
and the educational level in Model 9. 

5 6 7 8 9

Fixed effects
Educational level -.070* .076*** .043* .190*** .052***

(.031) (.021) (.019) (.037) (.008)

Replacement rate (RR) -.005***
(.001)

 RR*education .002***
(.000)

Employment Protection Legislation (EPL) .022
(.027)

 EPL*education -.016
(.008)

Wage setting coordination scores (WSC) .025
(.015)

 WSC*education -.000
(.005)

Gini coefficient 1.019*
(.443)

 Gini*education -.554***
(.132)

Change in Unemployment Rate (ChUR) -.037
(.027)

 ChUR*education .019*
(.008)

Constant .773*** .364*** .345*** .134 .389***
(.098) (.068) (.060) (.128) (.034)

Random effectsa 
Level 2: country .002*** .003*** .002*** .003*** .003***

(.001) (.001) (.001) (.001) (.001)
Level 1: individual .085*** .086*** .083*** .085*** .085***

(.002) (.002) (.002) (.002) (.002)

N 6,126 6,126 5,575 6,126 6,126
Number of groups 13 13 11 13 13
Restricted Log Likelihood -1,171.8 -1,178.0 -981.8 -1,171.0 -1,177.0

Notes:  
Figures in parentheses are standard errors. 
* p < .05 ** p < .01 *** p < .001
a: Due to a loss in degrees of freedom, the random slopes of educational level are not assessed. 

Table 2.10: Multi-level regression estimates predicting intrinsic employee work values

  Interaction effects between labour market characteristics and educational level
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Contrary to our expectations, labour market characteristics especially 
influence preferences for the intrinsic job aspects among the more highly-
educated employees. These workers, apparently, use the labour market 
arrangements to ‘capitalize’ their investment in human capital. 
 The results in Table 2.11 demonstrate that the influence of the labour 
market characteristics on intrinsic work values does not differ for low-income 
workers and well-paid employees. 

Table 2.11: Multi-level regression estimates predicting employees’ intrinsic work values 

  Interaction effects between labour market characteristics and income level

10 11 12 13 14

Fixed effects
Income level -.005 .030 -.019 .069 .014

(.031) (.023) (.020) (.038) (.009)

Replacement rate (RR) -.003
(.002)

 RR*income .000
(.000)

Employment Protection Legislation (EPL) .012
(.030)

 EPL*income -.008
(.009)

Wage setting coordination scores (WSC) .008
(.017)

 WSC*income .007
(.005)

Gini coefficient .484
(.473)

 Gini*income -.214
(.134)

Change in Unemployment Rate (ChUR) -.013
(.030)

 ChUR*income .006
(.009)

Constant .598*** .385*** .409*** .280* .404***
(.105) (.077) (.065) (.136) (.036)

Random effectsa 
Level 2: country .002*** .003*** .002*** .003*** .003***

(.001) (.001) (.001) (.001) (.001)
Level 1: individual .086*** .086*** .083*** .086*** .086***

(.002) (.002) (.002) (.002) (.002)

N 6,126 6,126 5,575 6,126 6,126

Number of groups 13 13 11 13 13
Restricted Log Likelihood -1,177.9 -1,179.3 -980.7 -1,178.5 -1,179.6

Notes:  
Figures in parentheses are standard errors. 
* p < .05 ** p < .01 *** p < .001
a: Due to a loss in degrees of freedom, the random slopes of income level are not assessed. 
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2.7 Conclusions

In this chapter, we investigated how work values emerge. With an increasing 
emphasis in modern societies on personal decisions and responsibility in 
shaping employment trajectories (Heinz 2003), subjective characteristics, such 
as work values, will play a more prominent role in individual labour market 
behaviour (Ng et al. 2007). In this context, it is important to examine how 
work values emerge. With our research we contribute to the literature on work 
values in three major ways. First, our data show that what a person values 
in a job, is shaped by individual characteristics. We found that especially the 
educational level and the occupational status affect employees’ extrinsic and 
intrinsic work values. More highly-educated workers consider extrinsic job 
aspects less important and intrinsic job aspects more important than workers 
with a lower level of education do. Workers with an occupational status higher 
than that of a semi-skilled and unskilled manual worker consider extrinsic job 
aspects less important and intrinsic job aspects more important than these 
manual workers with low skills do. 
 In his value research, Inglehart (1977) showed that country characteristics 
matter for the values people adhere to. Empirical studies that assess the 
relationship between a country’s labour market characteristics and employee 
work values are scarce. Research on this relationship has brought to light that 
labour market characteristics matter (Gallie 2007; Gesthuizen and Verbakel 
2011), but in this research it is assumed that the attributes of the labour market 
have a comparable effect on work values of all employees, regardless of their 
socio-economic position. In this study, we employed multi-level analyses to 
assess to what extent labour market characteristics affect the work values of 
employees in precarious work positions and more favourable job situations 
differently.
 Our second contribution to existing work value research is that 
we found support for the findings of previous studies: labour market 
characteristics matter for employee work values, even after controlling for 
the individual characteristics, although we have to mention that our results 
should be interpreted with due care for reasons of the limited set of selected 
countries. In our analysis we examined the effects of (1) the generosity of 
the unemployment benefit scheme, (2) employment protection legislation, 
(3) the coordination of wage setting, (4) the distribution of incomes and (5) 
the growth in unemployment rate on employees’ extrinsic and intrinsic work 
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values. We expected that the preferred job aspects of workers reflect their 
socio-economic position: people will attach importance to what is scarce. Since 
labour market attributes help to attain the extrinsic job aspects, we assumed 
that the labour market especially affects employees’ extrinsic work values. Our 
research showed that our claims indeed hold for extrinsic job preferences of 
employees. Generous unemployment benefits make the extrinsic job aspects 
less scarce, thus reducing the importance attached to these job characteristics. 
Furthermore, an unequal distribution of incomes also affects preferences for 
the extrinsic job aspects. It puts most employees in a labour situation that offers 
little safety or security. Therefore, the importance attached to the extrinsic work 
values is higher in countries where incomes are more unequally distributed. 
The scarcity of jobs makes workers also more interested in the extrinsic aspects 
of a job. Besides the influence on extrinsic work values, the labour market also 
affects intrinsic employee work values. Protection against (the consequences 
of ) dismissal enhances the importance workers attach to the intrinsic job 
aspects. Furthermore, when wage setting is coordinated, workers have a 
stronger preference for the intrinsic characteristics of a job. 
 A third contribution of our study is that we discovered that specific 
groups of workers benefit from the opportunities the labour market offers 
when it comes to their preferred job aspects: especially more highly-educated 
workers are able to attach more importance to the intrinsic aspects of a 
job, due to the labour market arrangements. This finding conflicts with our 
expectations. We assumed that the labour market characteristics especially 
aid those workers who are in need of help or who are in a precarious work 
position and thus that the effect of labour market characteristics is stronger 
for employees in precarious work positions than for workers in more 
favourable work positions. None of the labour market characteristics affects 
the extrinsic work values for employees with varying job qualities differently. 
However, more highly-educated employees ‘benefit’ from the arrangements 
to protect workers against the consequences of being unemployed. With 
these arrangements they are able to attach more importance to the intrinsic 
job aspects than workers with a lower level of education. A more equal 
income distribution also has a positive effect on the intrinsic work values of 
more highly-educated employees. 
 Our findings are relevant for labour market policymakers. Labour 
market arrangements secure workers’ basic needs and help to improve their 
working conditions. As a result, workers no longer consider extrinsic work 
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values as important as without these labour market arrangements. Labour 
market arrangements thus help workers to enhance their preferences for the 
intrinsic job aspects, although especially more highly-educated workers are 
able to attach more importance to these preferences. When restructuring 
labour market policies, the makers of these policies should be aware of 
the extra effects, namely on preferred job aspects, and likely labour market 
outcomes (see for instance Frieze, Olson, Murrell and Selvan 2006) their 
reforms have. We believe that policymakers should take notice of our results 
especially when they evaluate the merits of labour market policies. 
 From the perspective of human resource management research, our 
findings are relevant as well. It is likely that our results are not limited to the 
labour market characteristics on a national level. The specific characteristics 
and arrangement of the industry or the firm employees work in, could 
offer them comparable ‘security’ in satisfying their basic human needs as 
the characteristics and arrangements on the national level do. It would 
therefore be interesting to examine how the labour market characteristics 
on the industry or firm level affect employee work values and whether their 
effects concur or conflict with the effects of the national labour market 
characteristics. 
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Abstract 4

In this chapter, we examine whether extrinsic and intrinsic work values determine the job changes employees 

voluntarily make. We use an event history analysis and data from the Dutch Institute of Labour Studies (OSA) for 

the period 1992–2004. Voluntary job changes are about twice as likely to occur as forced job changes. This result 

confirms earlier claims that a higher level of job mobility cannot be readily interpreted in terms of labour market 

uncertainty. We find that work values do matter for the voluntary job changes employees make. Valuing ‘having 

a good pay’ makes it probable that employees change jobs for extrinsic reasons, whereas valuing ‘having an 

interesting job’ puts employees at risk of making a job change for intrinsic reasons.

3.1  Introduction

For most employees a job is a means of subsistence. Although pay is a very 
important aspect of a job, work serves more functions than just a financial 
one. It also has important psychosocial meanings, such as being able to 
contribute to society or having the opportunity to make the most of one’s 
potential. What people value in their job is a research subject of growing 
interest (see for instance, Elizur 1984, 1994; Gallie 2007; Johnson and Elder 
2002; Johnson et al. 2007; Kalleberg 1977; Marini et al. 1996; Ros, Schwartz 
and Surkiss 1999). To date, most research has focused on the structure in 
work values or on the differences in preferences that workers have for various 
job aspects. Studies on the effects of work values on work-related behaviour 
have received much less attention (Roe and Ester 1999, 1). In this chapter, 
we seek to contribute to filling the gap in research by testing the effects of 
work values on labour market behaviour. More specifically, we examine how 
work values influence the decision of employees to change jobs. 
 A study on the impact of job values on job mobility is important for three 
reasons. First, on a general level, it contributes to filling a gap in research on 
work values by testing the effects of work values on labour market behaviour. 
Ideally, a longitudinal design should be used to test hypotheses on the impact 
of values on behavioural outcomes, to avoid values being affected by factual 
circumstances (which would be in line with the psychological theory of 
cognitive dissonance). Such a test is offered in our study.
 Second, the relationship between job values and voluntary job mobility 
is important in the context of increasingly volatile labour markets. Higher 

4 A working paper on which this chapter is based is written by Lisa Putman, Daniela Grunow and Herman G. van de Werfhorst
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volatility of employment careers is not only caused by increased flexibility 
leading to higher levels of involuntary mobility but also by increased voluntary 
job changes (Mayer, Grunow and Nitsche 2010). Stable careers sustained 
throughout the employees’ working lives are becoming increasingly rare, 
especially as a consequence of increased unemployment risks, continued 
education and other forms of career interruptions (Grunow and Mayer 2007; 
Mills et al. 2008). In volatile labour markets, it is important to understand why 
people change jobs, even if they are not forced to do so. Understanding the 
importance of job values sheds some light on this issue, as for example cohort 
changes in work values may partly explain higher levels of volatility. Also from 
the perspective of human resource management such information is crucial, as 
better information on the motivations of job mobility helps to improve labour 
conditions to match the preferences of workers better.
 Third, social stratification and social mobility research identified an 
intensification of inequality patterns over time by the classic social categories of  
occupational class, educational level and gender (Blossfeld and Hofmeister 
2006; Blossfeld, Mills and Bernardi 2006). Whereas upward mobility remained 
concentrated among the highly-educated, risks of downward mobility 
remained disproportionately higher among those in lower occupational 
positions.5  At the moment, it is unclear whether and how the classic 
constructs of  
occupational class, educational level and gender also structure the realization 
of voluntary job mobility. Scholars of social inequality advise against an a 
priori interpretation of lateral or downward mobility in terms of involuntary 
mobility (Mayer, Grunow and Nitsche 2010). What is needed instead is more 
research about the motives for job mobility from the perspective of employees 
themselves. In this chapter, we seek to contribute some empirical evidence to 
inform the ongoing debate about increasing employment flexibility, which 
is sometimes seen as a threat and at other times referred to as a blessing for 
workers on contemporary labour markets. 
 One salient aspect of voluntary job mobility is uncertainty about the 
characteristics of a job. From a job candidate’s perspective, it is hard to find 
out a priori what a job is all about. Whether a job will match a person’s 
expectations will only become clear once this person is actually performing 

5 In recent research for men in the United States, Mouw and Kalleberg (2010) find that the effect of downward job mobility on 
wage inequality declines with time. During an average eight-year period, the wage changes for workers who stay with the 
same employer, explain a larger share of wage inequality than downward job mobility.
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the job ( Johnson 1978; Jovanovic 1979). Workers whose expectations are 
met, so who are satisfied with their job, are less likely to make a job change 
(Freeman 1978). In turn, overall job satisfaction appears to be influenced 
by the perceived job rewards and by work values (Kalleberg, 1977). Earlier 
studies on job mobility rarely included explicit measures of work values 
to predict mobility. In this chapter, we argue, that what people consider 
important in a job directly affects their job mobility. There is some empirical 
evidence available to support our claim, such as the study by Kanchier and 
Unruh (1989). The authors demonstrate that work values matter for the 
decision of managers to change jobs. Unfortunately, however, this study is 
limited to one specific occupational group and is based on cross-sectional 
data from the 1980s. Our data offer the advantage of capturing all dependent 
employees, regardless of their occupation, and enable us to study job mobility 
longitudinally. A recent theoretical study on the determinants of job mobility 
strengthens our expectations as well. In their theoretical framework on job 
mobility, Ng et al. (2007) emphasize that work values directly affect the 
decision of employees to change jobs. They assume that the job aspects that 
employees prefer will even be more important in future job change decisions. 
Ng et al. (2007) state that work values especially determine behaviour in 
‘weak situations’, e.g. in situations without incentives or limitations. Since 
careers are increasingly self-directed, Ng et al. (2007) expect work values to 
affect future labour market behaviour more prominently. In this chapter, we 
aim to assess to what extent work values explain voluntary job mobility. In 
particular, we are interested in finding out whether the importance employees 
attach to the various job characteristics determines the kind of job change 
they make. We distinguish between two types of job changes. The first type 
of job mobility aims at improving the extrinsic aspects of a job, such as 
income and job security. The second type of job change intends to enhance 
the intrinsic characteristics of a job and thus the nature of the work tasks. We 
use longitudinal data from the Dutch Institute for Labour Studies (OSA) on 
Dutch employees aged between 16 and 64 and apply event history analysis. 

3.2 Types of work values and their effects

There is an increasing number of studies in which the aspects that people 
consider important in a job are assessed. Studies on the subject, however, 
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have a difference in focus. Research can roughly be divided into three 
clusters. The first cluster concentrates on the grouping of work values, in 
particular how the importance that people attach to various job aspects can 
be subsumed under a limited set of work values. The second line of research 
focuses on the origins of work values and thus on work values as a dependent 
variable. What people value in their jobs, seems to be affected not only by 
gender, age and educational level (Bridges 1989; Johnson and Elder 2002; 
Kalleberg and Loscocco 1983; Kohn 1977; Marini et al. 1996) but also by 
labour market characteristics (Gallie 2007). The third cluster of studies deals 
with work values as independent variables. Here, work values are correlated 
with work-related behaviour, such as organizational commitment and work 
performance, and thus the effects of work values are considered. For the 
context of this chapter especially the studies belonging to the first and third 
clusters are relevant for discussion. The first cluster is of interest, because 
we want to determine the impact of work values on the type of job change. 
Making a conceptual distinction between different aspects of work values 
helps to reveal the distinctions we have to make in kinds of job changes. The 
third cluster of research – work values as independent variables – is relevant 
for discussion, because in this chapter we aim at examining the effect of work 
values on job mobility. 

The extrinsic and intrinsic aspects of work
Good pay, job security, supportive colleagues, working tasks that are 
interesting and assignments that meet one’s abilities are commonly 
recognized characteristics used to describe ‘good’ jobs. Not all employees 
consider all these job aspects equally important, though. By grouping 
different job aspects that workers value, we gain insight into the individual’s 
work orientation, i.e. the individual’s perspective on the nature and meaning 
of work. Several authors have investigated the underlying structure in job 
preferences of workers. One of the earliest studies on work orientations 
was that by Herzberg, Mausner and Snyderman (1959). They show that 
the characteristics of people’s actual jobs can be divided into what they call 
extrinsic and intrinsic aspects of work. According to this study, workers 
who stress the importance of working conditions, such as income and job 
security, or the self-enhancement of the job, represented in prestige or power, 
are classified as having an extrinsic work orientation. In contrast, workers 
emphasizing the importance of the nature of the work tasks are viewed as 
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having an intrinsic work orientation. To date, empirical evidence in favour 
of the classification suggested by Herzberg, Mausner and Snyderman 
(1959) has been mixed. In some studies, a different dichotomy was found 
more appropriate (like Halaby (2003) who distinguishes between an 
entrepreneurial dimension and a bureaucratic dimension of work). Several 
authors proposed a more detailed distribution of the extrinsic and/or the 
intrinsic work orientation. Ros, Schwartz and Surkiss (1999), for instance, 
divide work into four elements: the extrinsic, prestigious, social, and intrinsic 
aspects of a job. Kalleberg (1977) divides the characteristics of a job in even 
more than four dimensions. He distinguishes between one intrinsic and five 
extrinsic work factors. The five extrinsic work factors Kalleberg discerns, are 
(1) relationships with co-workers, (2) income, (3) career development, (4) 
convenience and (5) resource adequacy. 
 As the studies of Herzberg, Mausner and Snyderman (1959), Ros, 
Schwartz and Surkiss (1999) and Kalleberg (1977) illustrate, the same job 
aspect could be grouped according to different dimensions. For example, if 
workers value having good chances of promotion, in Kalleberg’s grouping 
(1977) this job aspect belongs to the career development dimension, whereas 
in Ros, Schwartz and Surkiss’ labelling (1999) good chances of promotion 
could either be part of the extrinsic element or prestige element of work. The 
lack of consistency in results of studies on the structure of work values may 
be due to many different factors, such as to differences in the composition of 
the group of respondents under study, the number and kinds of job aspects 
considered or measurement techniques (Roe and Ester 1999, 6). Despite 
these inconsistencies, there seems to be a shared tendency to distinguish 
two main factors in all the classifications. The first factor represents working 
conditions (the extrinsic element of work). The second factor roughly 
represents the nature of job tasks (the intrinsic dimension of a job). In 
this chapter, for reasons of parsimony, we decided to make a conceptual 
distinction between extrinsic and intrinsic aspects of job mobility, as 
suggested by Herzberg, Mausner and Snyderman (1959). However, in order 
to account for the lack of agreement in the exact structure of work values, 
we choose in our analyses to let the different work values items affect both 
intrinsic and extrinsic job mobility. This strategy allows for the possibility 
that the items grouped into intrinsic and extrinsic work values for conceptual 
reasons may not be unidimensional within these groups (cf. Gardner 1995).
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Effects of work values on labour market behaviour 
Though the impact of work values on work-related behaviour has received 
much less attention in research than the structure of work values, there are 
a few studies on the relationship between work values and work-related 
activities. This research supports our expectation that what people consider 
important in a job influences their labour market behaviour. One of the 
work-related activities for which the influence of work values is surveyed, 
is organizational commitment (Elizur 1996; Putti, Aryee and Liang 1989). 
Another work activity that has been associated with work values, is job 
performance (England and Lee 1974; Frieze et al. 2006; Swenson and Herche 
1994). 
 Researchers studying the voluntary decision of workers to change 
jobs, however, have largely ignored the effect of work values. In the body 
of research on job mobility, mainly individual characteristics (such as age 
and educational level) and labour market characteristics are taken into 
account. One of the first researchers who examined whether a subjective 
individual characteristic affects job mobility of workers, is Freeman (1978). 
He finds that satisfied workers are less likely to change jobs. Job satisfaction, 
as Kalleberg (1977) shows, is positively related to the perceived type and 
amount of job reward. At the same time, job satisfaction is negatively related 
to work values. The more one values a specific job aspect, the smaller the 
chance that the current job meets the employee’s preferences, resulting in 
lower levels of satisfaction with the current job (Kalleberg 1977, 132–133). 
The implications of dissatisfaction with job rewards and/or work values on 
job mobility, however, have hardly been studied. Although it is argued that 
dissatisfaction with job rewards and/or work values leads to job mobility, 
evidence in favour of this hypothesis is limited. 
 Researchers who take the effect of work values on workers’ job choices 
into account, mainly focus on the relationship between work values and 
the initial jobs of people. Along these lines, Rosenberg (1957), for example, 
illustrates that when students choose an occupation, they want the respective 
jobs to match their work values. Students perceiving a mismatch between 
their work values and their occupational choice, tend to change their initial 
occupational plans. Judge and Bretz (1992) find results similar to Rosenberg’s 
(1957). One of the few studies in which the relationship between work values 
and the choice people make for another job is explicitly investigated, is the 
study on job mobility among managers in a large Canadian organization by 
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Kanchier and Unruh (1989). Job movers were significantly more dissatisfied 
with their previous job in general and with specific aspects of that job than 
non-movers. The inability to attain the job aspects they value, was a probable 
reason for job changers to move. 
 Researchers studying the association between what people consider 
important in a job and labour market behaviour, have largely relied on 
cross-sectional data. However, researchers using these data have to rely on 
the assumption that job values indeed affect job mobility later on. So far, the 
relationship between work values and job mobility has not been employed 
in a longitudinal design. In our study, we will use longitudinal data and are 
therefore able to validate earlier findings from cross-sectional research. 

Hypotheses
On the basis of Kanchier and Unruh’s (1989) study of the impact of work 
values on the decision of managers to change jobs, and other studies that 
demonstrate that work values matter for labour market behaviour, we expect 
that work values also affect the decision of workers to change jobs. We 
combine Kalleberg’s (1977) claim that work values affect job satisfaction 
with Freeman’s (1978) claim that job satisfaction influences job mobility. We 
expect that the more one values a specific job aspect, the more likely it is that 
this job aspect is not fulfilled in the worker’s current job. Due to this poor 
fulfilment of the worker’s wishes, it is likely that he is dissatisfied with his 
current job and therefore has a higher probability of making a job change. 
To give an example of the effects we expect: it is likely that employees who 
highly value ‘having a good pay’ do not have a job in which this characteristic 
is met. They therefore search for jobs which meet their preference for good 
pay better; if their search is successful, they will change jobs. We expect this 
line of reasoning to hold for any value an employee considers important 
in a job. The first hypothesis we want to test is therefore: employees who 
emphasize the importance of a specific job aspect are likely to make a job 
change. 
 People change jobs for all kinds of reasons, such as to achieve a better 
financial reward or better working conditions or to find a job that is more 
interesting. The reasons employees mention for their job switch, can be 
grouped into the same categories that we used for work values. Just like we 
did with work values, we follow Herzberg, Mausner and Snyderman’s (1959) 
classification and distinguish between extrinsic and intrinsic reasons for job 
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mobility. Researchers of work values and work-related behaviour have found 
that extrinsic and intrinsic aspects affect labour market behaviour differently 
(Elizur 1996; Putti, Aryee and Liang 1989). We therefore expect that the 
importance workers attach to the extrinsic and intrinsic job aspects also 
affect the type of job change workers make. For the job changes that aim 
to improve the extrinsic aspects of a job, we expect that especially workers 
with a preference for these extrinsic job aspects will make such job changes. 
Since extrinsic and intrinsic work values are not necessarily opposite ends of 
a continuum, intrinsic work values could either have a negative effect on the 
extrinsically motivated job mobility or no effect at all. The second hypothesis 
we would like to test, is twofold: a) workers who emphasize the importance 
of extrinsic work values, are more likely to make a job change for extrinsic 
reasons, whereas b) workers who stress the interest of intrinsic work values, 
do not have a higher likelihood to make a job change for extrinsic reasons. 
They might even be less likely to move to a job that would improve the 
extrinsic aspects of their work. For the job changes that intend to enhance 
the intrinsic aspects of a job, we expect that employees who consider the 
intrinsic aspects in a job important, are more likely to make an intrinsically 
motivated job change. Extrinsic work values, by contrast, could either have a 
negative effect or no effect at all on intrinsically motivated job mobility. Our 
third hypothesis is thus framed as follows: a) workers who emphasize the 
importance of intrinsic work values, are more likely to make a job change for 
intrinsic reasons, and b) workers who stress the importance of extrinsic work 
values, are as likely as or less likely than their non-extrinsically orientated 
peers to move to a more intrinsically rewarding job.

3.3 The ‘usual’ determinants of job mobility: control variables 

The numerous theoretical and empirical studies on job mobility offer valuable 
insights into variables we need to control for. Age has been shown to be an 
important predictor of job mobility. Young employees change jobs more 
often than older workers do (Groot and Verberne 1997; Neal 1999; Topel 
and Ward 1992). The educational level is also related to job mobility, although 
contradictory results with regard to the direction of the effect of educational 
level are shown in empirical studies (e.g. Greenhalgh and Movratas 1996; 
Mincer and Jovanovic 1981; Weiss 1984). The ambiguous results for the 
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educational level could be due to the different effects of human capital on 
job changing behaviour for men and women (Blau and Kahn 1981; Royalty 
1998; Theodossiou and Zangelis 2009); especially women with a lower level 
of education tend to change jobs less often. For the Netherlands, researchers 
have shown that between 1955 and 2000 especially more highly-educated 
men changed jobs more often (Luijkx, Kalmijn and Muffels 2006). In the 
same time period, Dutch women increased their overall level of job mobility 
(Kalmijn and Luijkx 2006). Given the significant career differences between 
men and women we also control for gender. Furthermore, Blossfeld and 
Mayer (1988) show that the decision of employees to make a job move, is 
significantly affected by previous experience workers have with job changes. 
We therefore control for the number of previously held jobs. Finally, we include 
the yearly change in the national unemployment rate as an indicator of the 
labour market conditions (Blossfeld 1986). 

3.4 Data and methods

To test our hypotheses, we use data of the labour supply panel of the 
Dutch Institute for Labour Studies (OSA). This institute collects data for 
households of which the main breadwinner is aged between 16 and 64. All 
other members of the household are questioned as well, as long as they are in 
the age category of 16- to 64-year-olds, and as long as they are not in full-
time education or compulsory military service. The main breadwinner of the 
household is always interviewed, so even if he/she is older than 64 or even 
if he/she is in full-time education or in compulsory military service. If all 
members of the household are older than 64, they are no longer part of the 
panel survey and will be replaced with households that represent the Dutch 
working age population in a given survey year. The survey started in April 
1985 and was replicated in September of the next year. From that moment 
on, respondents have been interviewed every two years. The labour supply 
panel data provide information on individual characteristics (like gender and 
date of birth), household characteristics (such as marital status and number 
of children), social origin, income or other financial resources, attended 
education and training, job changes (like the date of job change, the kind of 
job change and reason to change jobs), and opinions on paid labour and the 
respondent’s current job. The data on the aspects which respondents consider 
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important in a job in general, our main independent variable, were collected 
in 1992. We therefore start the observation of careers from the 1992 data set. 
The last survey we take into account, was collected in 2004.6

 We make optimum use of the longitudinal character of our data by 
employing event history analysis. In such analysis, also called a ‘hazard model’, 
the ‘risk’ of experiencing an event at a certain point in time is predicted 
with a set of covariates. We examine the duration of job spells measured 
in months. The process starts at the beginning of a job and ends either in a 
voluntary job change, our event of interest, or in other types of changes in the 
labour market situation, in which case the episode would be right-censored. 
Respondents who are unemployed, inactive, self-employed, in full-time 
education or in compulsory military service throughout the entire research 
period, have been excluded from the analysis. The job episodes of employees 
who experienced no job change by the end of the research period, are right-
censored. That is  because the event did not take place during the research 
period but could possibly occur afterwards. The data for the respondents whose 
labour market situation changed from paid employment to non-employment 
or self-employment, are right-censored as well; they are no longer at risk 
of experiencing an event. However, after a period of non-employment or 
self-employment, respondents could (once again) be in a situation of paid 
employment, which puts them (once again) at risk of experiencing a job 
change. Therefore, respondents who alternate periods of non-employment or 
self-employment with paid employment, are not excluded from the analysis. 
The definition of our risk set and the strategy of right-censoring follow the 
standard proceeding in event history analysis (see for example Blossfeld, 
Golsch, Rohwer 2007). As for the missing data on the starting (and ending 
time) of labour market situations before the start of our research period – the 
left-censored data – we lack data on the start of the labour market career for 
every respondent, but we do know the start of each job. Organizing our data 
as stated above, we include over 2,500 respondents in our analysis (see also 
Table 3.1 for a presentation of the descriptive statistics). Since respondents 
can have multiple observations due to multiple occurrences of job change, our 
data contain over 6,000 observations. To correct for heterogeneity, we take 
the robust standard errors into account and add as a covariate the number 

6 15% of the respondents interviewed in 1992 filled in the 2004 questionnaire. In dealing with panel attrition, the event 
history models we apply in this chapter offer the important advantage that individuals remain in the risk set until they exit our 
observation window. This is when their job episodes are right-censored (Blossfeld, Golsch and Rohwer 2007).
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of previously held jobs observed from the moment the respondent starts 
participating in the panel. Moreover, the duration of job episodes could exceed 
the number of months observed in our 12-year research period. At the start 
of the participation in the panel survey respondents have to indicate the start 
of their ‘first registered’ job. Job episodes that last more than, for instance, 500 
months represent loyal employees who continue to work their entire working 
lives for one employer and within the same job. 
 We are not only interested in an analysis of the rates of occurrence of 
voluntary job mobility, but also – to test our second and third hypotheses – in 
the rates of occurrence of the type of voluntary job change, i.e. job changes that 
are motivated to improve the extrinsic aspects or the intrinsic aspects of a job. 
The models addressing the effects of work values on extrinsically motivated 
job mobility pertain to all workers who are at risk of making an extrinsically 
motivated job change as part of the analysis. This means that workers who 
change jobs for extrinsic reasons, have an ‘event’ and thus score ‘1’ on the 
dependent variable. All other workers – those who have a forced change, 
no change at all, a job change for reasons other than extrinsic reasons, or a 
transition from a job to any other type of labour market situation – are still part 
of the risk set, but they do not experience the event of interest. These episodes 
are right-censored at occurrence of these respective events and thus score ‘0’. The 
research strategy is similar for intrinsically motivated job mobility. The events 
that represent an extrinsically motivated job change and the events that indicate 
an intrinsically motivated job change, do not constitute the total number of 
events of voluntary job mobility. This is because there is a number of job changes 
we could not label either as extrinsically motivated or as intrinsically motivated. 
 We estimate a Cox proportional hazard model. The advantage of a Cox 
model is that researchers do not need to make any a priori assumptions about 
the shape of the hazard ratio over time (Blossfeld, Golsch and Rohwer 2007, 
223–224).

Dependent processes
To test the validity of our first hypothesis – employees who value a specific 
job aspect highly, are more likely to change jobs than employees who attach a 
lower level of importance to the specific job aspect – the dependent variable 
included registers the occurrence of a voluntary job change as compared to 
the occurrence of a forced job change, no job change or a change from paid 
employment to a situation of non-paid employment. Since there is no direct 
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question in the panel data on the voluntariness of the job change, we decided 
whether the job change was forced or voluntary, based on the OSA-question 
“If you had a change in labour market situation the past two years, what was 
the reason for this change?” Over the entire research period respondents could 
choose one out of 34 reasons that best applied to their changed labour market 
situation (see Appendices, Table B). We labelled reasons like ‘I wanted a job 
that was more interesting’, ‘I wanted a job that offered more security and better 
prospects’ or ‘I wanted a job with better pay’ as voluntary. This is because they 
start from an individual desire to change jobs and are not forced by the firm 
the employee used to work for. Reasons such as ‘reorganization,’ ‘partly disabled 
or too ill to continue performing work tasks’ or ‘transfer to an equal or less 
demanding position’ are considered as forced job changes. We are aware that 
cognitive dissonance could bias respondents’ answers. Due to the retrospective 
nature of the questionnaire, respondents could justify a forced job change as a 
voluntary change. In our 12-year research period, 34 per cent of observations 
involves a job change (see Table 3.1). According to our data, voluntary job 
changes are about twice as likely to occur as forced job changes (23 versus 11 
per cent, excluding seven per cent missing cases). The finding is interesting, as 
it stresses the claim formulated by Mayer, Grunow and Nitsche (2010) that a 
higher level of mobility cannot be readily interpreted in terms of more labour 
market uncertainty. The finding also signifies the importance of investigating 
the motives for voluntary moves. Among all voluntary moves, mobility for 
extrinsic reasons occurs almost twice as often as intrinsically motivated 
mobility. For a number of job changes the reason of the change is not reported. 
We treat the job changes for which the reason is missing as right-censored. To 
check whether it is correct to consider these job changes as right-censored, we 
run a separate analysis for the job changes with a missing reason. This analysis 
indicates that we can treat the job changes for which the reason is missing as 
right-censored, since most independent variables are not significant. 
 The dependent variable to test our second hypothesis – employees 
who emphasize the importance of extrinsic work values, are more likely to 
make a job move for extrinsic reasons – registers if a respondent changed 
jobs voluntarily for extrinsic reasons as compared to job changes for other 
reasons, to forced job changes, to no job change and to transition from paid-
employment to non-paid employment. Examples of extrinsically motivated 
job changes are ‘I wanted a job that offered more security and better prospects’ 
or ‘I wanted a job with better pay’ (see Appendices, Table B).
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Finally, the dependent variable with which the validity of our third hypothesis 
is tested – employees stressing the importance of intrinsic work values are 
more likely to make a job change for intrinsic reasons – is used to register 

Minimum Maximum Mean SD Missing

Dependent variable
Job duration in months 1 539 67.54 87.76 0
N = 6,047

Independent variables 
(by observation)
Job satisfaction
 Highly satisfied 0 1 .27 621
 Satisfied 0 1 .44 621
 Not satisfied 0 1 .08 621
 Unobserved due to survey design 0 1 .21 621
Age 14 64 34 11 96
Previous number of jobs 0 12 .86 1.27 0
Change in yearly unemployment rate in % pointsa -1.5 2.9 -.11 .98 247
N = 6,047

Independent variables 
(by respondent)
Good pay 1 5 4.17 .62 0
Job security 1 5 4.12 .84 4
Interesting work 2 5 4.48 .55 5
Being an expert 1 5 3.95 .79 3
Job that is useful for society 1 5 3.62 .91 7
Gender 0 1 .63 0
Educational level
 Primary 0 1 .12 42
 Secondary 0 1 .72 42
 Tertiary 0 1 .16 42
N = 2,656

Type of job change
N %

Voluntary 1,392 23
 Extrinsic  677  11
 Intrinsic  395  7
 ‘Other’  320  5
Forced 668 11
Missing 446 7
No change in jobs 3,541 59

Total number of observations 6,047 100

a Statistics reported for the beginning of the job episode. 

Table 3.1: Descriptive Statistics 
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if a respondent changed jobs voluntarily for intrinsic reasons in contrast to 
job changes for other reasons, to forced job changes, to no job change and to 
transitions from a job to any other type of labour market situation. ‘I wanted 
a job that was more interesting’ or ‘I didn’t like the work atmosphere’ are 
intrinsically motivated job switches (see Appendices, Table B). 
 For a number of possible answer categories to the question “If you had a 
change in labour market situation the past two years, what was the reason for 
this change?” it was unclear whether the voluntary job change was to improve 
the extrinsic or intrinsic aspects of a job. For respondents who mention that 
they changed jobs because they moved house or because the household 
situation changed, we are not able to report the extrinsic or intrinsic nature 
of the job switch. In the analyses on job mobility for extrinsic reasons as well 
as for intrinsic reasons, these ‘other’ job changes are right-censored. 

Independent variables:
Work values
To test the effect of work values on job mobility, we use the responses of the 
interviewees to the question “People consider different aspects important in 
a job. Please, specify how important you consider the following aspects…” 
On a five-point scale ranging from ‘very unimportant’ to ‘very important’, 
respondents could indicate the importance they attach to a particular job 
aspect. Moreover, the questions were asked about people’s values on ‘a job’ 
rather than their current job. The job aspects ‘having a good pay’ and ‘having 
a secure job’ best capture the extrinsic work values, and the aspects ‘having 
interesting work’, ‘a job that enables one to distinguish oneself in one’s work 
field’ and ‘a job that is useful for society’ are used as indicators of the intrinsic 
work values. Since the question on the importance of job aspects was only 
asked in the 1992 survey, we assume that the work values of respondents are 
constant over the research period. However, even if work values change in the 
course of time due to experiences on the job, our claim that work values matter 
for job mobility would not be weakened as long as we find a significant effect 
of work values on job mobility. A person’s current preferred job aspects could 
be seen as his previous work values ‘corrected’ with an error term. When we 
rely on the workers’ past preferred job aspects, the analyses offer a conservative 
test of our hypothesis. Our results might therefore be an underestimation of 
the ‘true’ effects of work values on job mobility. 
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Time-constant control variables
Age. How old respondents are, is measured at the beginning of each job 
episode. Age is thus a time-constant control variable, because the respondent’s 
age is kept constant over the job duration, but it changes between job episodes 
observed per individual. We take age into account in a manner comparable 
with that of Blossfeld, Golsch and Rohwer (2007) for labour force experience. 
 Educational level. To investigate the effect of the educational level on 
job mobility, we divide the highest educational level attained into three 
categories: (1) primary education completed, (2) secondary education 
completed and (3) tertiary education completed. The highest educational 
level attained by the majority of respondents is secondary education. We 
therefore use this educational level as our reference category. 
 Gender. We study the gender effect on job mobility by including a 
dummy for males. 
 Job satisfaction. Our first hypothesis is that employees who value a specific 
job aspect highly, are more likely to change jobs than employees who attach 
lower levels of importance to the specific job aspect. To test this hypothesis 
correctly, we need to control for the employees’ job satisfaction. In each OSA 
survey employed, respondents had to indicate on a four-point scale ranging 
from ‘very dissatisfied’ to ‘very satisfied’ how pleased they are with the job they 
hold at the time of the interview. Since the satisfaction with one’s job is only 
registered for the job at the time of the interview, the job satisfaction variable 
has a number of unobserved values. If respondents already had a job change in 
the 1992 survey, we will lack data on the satisfaction for this ‘first’ job registered 
in the 1992 survey. If respondents had more than one job change in the years 
that passed between surveys, the satisfaction with these ‘extra’ job changes will 
be unobserved as well. Deleting the job changes with unobserved values on 
job satisfaction from our analyses, would mean a loss of much information and 
would perhaps even lead to biased results. To prevent this loss of information 
and to prevent possible bias in results, we add a dummy on unobserved values 
for job satisfaction due to survey design and call it ‘unobserved due to survey 
design’. Furthermore, few respondents report they are very dissatisfied with 
their job. We therefore recoded the valid answers on job satisfaction into 
three categories: low job satisfaction, satisfied with the current job and highly 
satisfied with the current job. We use ‘being satisfied with one’s current job’ as 
the reference category. 
 Number of previously held jobs. The number of jobs respondents held in 
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the past at the time of the interview is not registered in the OSA surveys. 
We therefore create this variable on the basis of the data of respondents’ job 
changes. Due to the data structure, we assume that respondents have not had 
any previous job until we first register their change of jobs. 

Time-varying control variable
Change in percentage points in the unemployment rate. The availability of jobs is 
best measured by the number of unemployed or more specifically by the change 
in percentage points in the unemployment rate. As Blossfeld (1986) shows, the 
structure of the labour market is not time-constant. The unemployment rate 
changes over the individual’s job duration; at the beginning of the job episode, 
the growth in unemployment rate is most probably different from the growth in 
unemployment rate at the time the employee makes a job change. With episode 
splitting, we make the job opportunities variable time-dependent at the point 
in time when the growth in unemployment rate changes (at the beginning 
of each calendar year). The data for the change in percentage points in the 
unemployment rate are taken from Statistics Netherlands. 

3.5 Results

Our first hypothesis – employees who highly value a specific job aspect are 
more likely to change jobs voluntarily than employees who attach lower 
levels of importance to the specific job aspect – is only partially supported 
(see Table 3.2). In the following discussion of the results, we use the terms 
‘job change’ and ‘voluntary job change’ interchangeably. In Table 3.2, the 
‘independent’ effect of work values is shown in Model 2, so without job 
satisfaction as a determinant of job mobility. Model 3 is a further extension 
of Model 2, as job satisfaction is included as an independent variable.7,8  
In a comparison of these models, we can see that the effects in Model 3 

7  Besides the models presented in the Tables 3.2, 3.3 and 3.4, we ran separate analyses on the influence of individual work 
values. The estimates of the models in which the work values are analysed one at the time, are in almost all cases very similar 
to the estimates of the models in which all work values are included (Model 3 in Tables 3.2, 3.3 and 3.4). The results of the 
models slightly differ in size and significance level.
8  It is probable that the effect of employee work values on the likelihood of making a job change is related to the job 
characteristics of workers. In analyses with an interaction effect between ‘having a good pay’ and the job characteristic 
‘income’, we find no evidence for this relationship. The preference of workers for ‘having a good pay’ seems to be independent 
of their income level. Other similarities in factual job characteristics and work values were not available in the data. 
Additionally, we also tested for a varying importance of work values across the career (measured by age) and found little 
evidence for it.
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are in some cases slightly less significant, but the size of the effects for the 
work values is very similar. We therefore describe the effects of the more 
complete Model 3. 

1 2 3

Extrinsic work values: 
Good pay .11* .15**

(.05) (.05)
Job security -.16*** -.11**

(.03) (.04)
Intrinsic work values: 
Having an interesting job .19*** .15*

(.06) (.06)
Being an expert in one’s work field -.01 -.05

(.04) (.04)
Having a job that is useful for society -.09** -.07*

(.04) (.04)

Gender (female, 0 & male, 1) -.38*** -.37*** -.38***
(.06) (.06) (.06)

Age -.01*** -.03*** -.01**
(.00) (.00) (.00)

Educational level: secondary (ref.) 
 Primary -.54*** -.33* -.52**

(.16) (.15) (.16)
 Tertiary .23** .31*** .17*

(.08) (.07) (.08)
Job satisfaction
 High .10 .11

(.08) (.08)
 Low .51*** .47***

(.11) (.11)
 Unobserved due to survey design 1.61*** 1.60***

(.08) (.08)
Previous number of jobs .36*** .28*** .35***

(.03) (.02) (.03)
Change in unemployment rate -.17*** -.20*** -.16***

(.03) (.03) (.03)

Log Likelihood -9,036.3 -10,319.6 -8,913.2
N 5,263 5,832 5,225
Events 1,224 1,346 1,211

Notes:  
Figures in parentheses are robust standard errors.
* p < .05 ** p < .01 *** p < .001

Table 3.2: The Effect of Extrinsic and Intrinsic Work Values on Voluntary Job Mobility 
  among Dutch Employees, 1992–2004

  Cox regression
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Employees who emphasize the importance of ‘having good pay’ indeed 
change jobs more often – a result that is in line with our hypothesis. The 
coefficient for ‘having a good pay’, exp(b) = .15 (third column in Table 3.2), 
reflects that the odds of changing jobs for a worker with a strong preference 
for ‘having a good pay’ are 1.16 times larger than for a worker who considers 
this job aspect less important. Employees who stress the importance of 
‘having a secure job’, however, are less likely to make a job change. Although 
the effect of the extrinsic work value ‘having a secure job’ is not in line 
with what we expected, it is not a highly inconsistent result either. In his 
research on the origins of work values, Halaby (2003) demonstrates that 
people generally make a trade-off between risk and return. He shows that 
people valuing the entrepreneurial aspects of a job have lower levels of risk 
aversion than people who value the bureaucratic features of a job. Workers 
with a preference for the bureaucratic aspects of a job not only favour low 
risk but also a stable relationship with their employer, and thus they value 
job security, job training and pension in a job. If employees valuing ‘having a 
secure job’ prefer a stable relationship with their employer, it is not surprising, 
as our results indicate, that they change jobs less often. Another effect that 
is not in line with our expectations, is that workers who value ‘having a job 
that is useful for society’ are less likely to make a job change. This effect is, 
in contrast to the previous finding, harder to explain. With respect to the 
control variables, significant effects are in line with previous research. 
 To test our remaining hypotheses and to investigate further whether 
the negative effect of ‘having a job that is useful for society’ on voluntary 
job mobility is caused by the motive to change jobs, we run a model for 
job mobility for which the change in jobs is extrinsically motivated and 
one for which the change in jobs is intrinsically motivated. Our second 
hypothesis – employees who attach importance to extrinsic work values 
especially, will make an extrinsically motivated job change – is supported. In 
both Model 2 (the model with work values excluding job satisfaction) and 
Model 3 (the work values model including job satisfaction), the extrinsic 
work value ‘having a good pay’ affects job mobility for extrinsic reasons 
positively, as Table 3.3 shows. According to Model 3, workers who consider 
‘having a good pay’ important in a job, move 1.42 times more quickly to 
an extrinsically rewarding job than workers who consider good pay less 
important. The assumption underlying our second hypothesis (intrinsic 
work values have no effect – or have a negative effect – on extrinsically 
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Table 3.3: The Effect of Extrinsic and Intrinsic Work Values on Extrinsically Motivated   
 Voluntary Job Mobility among Dutch Employees, 1992–2004

 Cox regression

1 2 3

Extrinsic work values: 
Good pay 

.31*** .35***
(.08) (.08)

Job security -.14** -.10
(.05) (.05)

Intrinsic work values: 
Having an interesting job .19* .15

(.08) (.09)
Being an expert in one’s work field -.11 -.15**

(.06) (.06)
Having a job that is useful for society -.11* -.12*

(.05) (.05)

Gender (female, 0 & male, 1) -.10 -.13 -.11
(.09) (.09) (.09)

Age -.02*** -.04*** -.02***
(.01) (.00) (.00)

Educational level: secondary (ref.) 
 Primary -.35 -.24 -.37

(.20) (.18) (.20)
 Tertiary .20 .32** .17

(.11) (.11) (.11)
Job satisfaction
 High .25* .29*

(.12) (.12)
 Low .27 .25

(.18) (.18)
 Unobserved due to survey design 1.68*** 1.68***

(.11) (.11)
Previous number of jobs .31*** .21*** .29***

(.03) (.02) (.03)
Change in unemployment rate -.10** -.15*** -.09*

(.04) (.04) (.04)

Log Likelihood -4,480.7 -5,038.5 -4,408.6
N 5,263 5,832 5,225
Events 603 653 597

Notes:  
 Figures in parentheses are robust standard errors.
* p < .05 ** p < .01 *** p < .001
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motivated job mobility) is supported as well. In both Model 2 and Model 3, 
highly valuing the intrinsic job aspect ‘having a job that is useful for society’ 
reduces the probability of making a job change for extrinsic reasons. It thus 
appears that the negative effect of ‘having a job that is useful for society’ on 
voluntary job mobility in general (Model 3 in Table 3.2) is to be attributed 
to a negative effect of this work value on job mobility for extrinsic reasons. 
The effect for other work values is influenced by job satisfaction, because the 
effects for the other work values differ between Model 2 and Model 3. In 
a model without job satisfaction, the extrinsic work value ‘having a secure 
job’ affects extrinsically motivated job mobility negatively, whereas in a 
model including job satisfaction, job security has no significant effect on job 
mobility for extrinsic reasons. The intrinsic work value ‘being an expert in 
one’s work field’ has no significant effect in a model where job satisfaction is 
not part of the determinants of extrinsically motivated job mobility. However, 
in a model that ‘controls’ for job satisfaction, valuing ‘being an expert’ 
negatively affects job changes that aim to enhance the extrinsic job aspects. 
The effects of the control variables on extrinsically motivated job changes are 
somewhat different than their effects on voluntary job mobility in general. 
Male and female employees do not differ in the extrinsically motivated job 
changes they make, whereas they do for voluntary job changes in general. 
Furthermore, there is no difference in job changes for extrinsic reasons by 
educational level. A somewhat striking result is the significant positive effect 
on extrinsic job mobility of employees who are highly satisfied with their job 
(in comparison with employees who are satisfied with their job). This result is 
striking, because it is at odds with Freeman’s (1978) research finding that not 
being satisfied with one’s job should put people more at risk of making a job 
change. The control variables ‘age’, ‘the number of previously held jobs’ and 
‘the growth in unemployment rate’ affect extrinsically motivated job mobility 
in a comparable manner as they do for voluntary job mobility in general.
 The findings in Table 3.4 confirm our third hypothesis (employees 
who attach importance to intrinsic work values especially, are more likely 
to make an intrinsically motivated job move). A comparison of Model 
2 (a model with the ‘independent’ effect of work values, so without job 
satisfaction) and Model 3 (Model 2 including job satisfaction) shows that 
the effects in Model 3 are in some cases slightly less significant but that the 
size of the effects for the work values is very similar. We therefore describe 
the effects of the more complete Model 3. Employees who emphasize the 
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1 2 3

Extrinsic work values: 
Good pay -.15 -.12

(.09) (.09)
Job security -.23*** -.19**

(.06) (.06)
Intrinsic work values: 
Having an interesting job .42*** .37**

(.11) (.12)
Being an expert in one’s work field .01 -.03

(.07) (.07)
Having a job that is useful for society -.08 -.04

(.07) (.07)

Gender (female, 0 & male, 1) -.32** -.28* -.26*
(.12) (.11) (.12)

Age .01 -.02*** .01
(.01) (.01) (.01)

Educational level: secondary (ref.) 
 Primary -.78** -.34 -.65*

(.27) (.30) (.28)
 Tertiary .16 .12 .02

(.14) (.14) (.14)
Job satisfaction
 High -.05 -.09

(.16) (.16)
 Low 1.08*** .99***

(.17) (.18)
 Unobserved due to survey design 1.72*** 1.65***

(.15) (.15)
Previous number of jobs .41*** .35*** .41***

(.04) (.04) (.04)
Change in unemployment rate -.23*** -.23*** -.22***

(.05) (.05) (.05)

Log Likelihood -2,524.0 -2,918.7 -2,494.1
N 5,263 5,832 5,225
Events 349 388 347

Notes:  
Figures in parentheses are robust standard errors.
* p < .05 ** p < .01 *** p < .001

Table 3.4: The Effect of Extrinsic and Intrinsic Work Values on Intrinsically Motivated   
 Voluntary Job Mobility among Dutch Employees, 1992–2004

 Cox regression
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importance of the intrinsic work value ‘having an interesting job’ are at risk 
of making an intrinsically motivated job change. The odds of changing jobs 
for intrinsic reasons for an employee who considers ‘having an interesting job’ 
an important job characteristic are 1.45 times larger than for a worker who 
considers ‘having an interesting job’ less important. Furthermore, the implicit 
assumption underlying our third hypothesis (extrinsic work values do not 
affect intrinsically motivated job mobility or do so negatively) is confirmed 
as well, because highly valuing ‘having a secure job’ makes it less likely for 
employees to change jobs for intrinsic reasons. It appears that the negative 
effect of ‘having a secure job’ on voluntary job mobility in general is to be 
attributed to a negative effect of this work value on intrinsically motivated 
job mobility. With respect to the control variables, ‘age’ does not affect the 
decision to make an intrinsically motivated job change. The effects of the 
other control variables are in accordance with the effects for voluntary job 
mobility in general. 

3.6 Conclusions

In this chapter, we have investigated what motivations are behind voluntary 
job changes. Against the background that the desire to experience 
employment mobility has grown for younger age groups (Mayer, Grunow 
and Nitsche 2010), understanding the driving factors behind such mobility 
aspirations is becoming more and more important. Our research contributes 
to the existing literature on job mobility in three major ways. First of all, we 
have shown that voluntary job changes are very common and occur almost 
twice as often as involuntary job changes. More than 40 per cent of those 
who started a new job between 1992 and 2004 changed to another job 
during this 12-year period of observation. Roughly one out of four of our 
observations concerns a voluntarily job change. Against this background, 
it should not come as a surprise that work values influence work-related 
behaviour. Still, empirical studies in which the effect of work values on 
behaviour is tested, are rare, and previous studies in which this is done on 
the basis of longitudinal data, are practically non-existent. In this study, 
we tested to what extent work values can be used to predict voluntary job 
mobility using longitudinal data. Our second contribution to the job mobility 
literature is that we found that work values do matter for job changing 
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behaviour. Dutch employees with a strong preference for specific job aspects 
are likely to change jobs more often, even after the usual determinants of 
job mobility have been controlled for. Because our analyses are based on 
longitudinal data, we contribute to the literature by validating earlier claims 
that current work values do affect future career outcomes.
 In our analysis, we distinguished between two types of voluntary job 
mobility: mobility for extrinsic reasons and mobility for intrinsic reasons. 
We expected that employees who emphasize the importance of a particular 
job aspect were more likely to make a job change because their current job 
did not fulfil their job preferences adequately. Our research showed that 
this hypothesis especially holds for job changes that are either extrinsically 
or intrinsically motivated. The extrinsic work value ‘having a good pay’ has 
a positive impact on the job mobility for extrinsic reasons. As expected, 
intrinsic work values affect the decision of workers to change jobs for 
extrinsic reasons in a negative sense. Especially the intrinsic work values 
‘being an expert in one’s work field’ and ‘having a job that is useful for society’ 
reduce the probability that workers make an extrinsically motivated job 
change. For the intrinsically motivated job changes the intrinsic work value 
‘having an interesting job’ has a positive effect and the extrinsic work value 
‘having a secure job’ has a negative effect on whether workers make a job 
change. A third contribution of our study to the existing literature, then, is 
that work values influence the type of job change workers make. 
 Our findings thus inform on-going social stratification and social 
mobility research by showing that a significant share of job mobility 
observed is individually motivated. Higher volatility of employment careers 
is therefore not only a result of increasingly flexible labour markets and more 
labour market uncertainty but is also structured by what individuals consider 
important in a job. Our findings might therefore help to nuance the ongoing 
scholarly discussion about employment uncertainty and individualization 
(Blossfeld, Mills and Bernardi 2006). Our findings are also informative 
from the perspective of human resource management. Contrary to what 
is often associated with the individualization idea, employees continue to 
value job security. In particular, offering secure jobs to those employees who 
would otherwise be inclined to change jobs for intrinsic reasons might be 
an effective means for human resource managers. Ensuring that employees 
consider their work interesting is another effective strategy to bind human 
capital to the company. Given the high number of extrinsically motivated job 
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moves, we conclude that a key driver of individually motivated job mobility 
is, nevertheless, better pay. This result ties in with previous studies of career 
mobility which indicate that employees need to be job-mobile in order to 
increase their earnings (Rosenfeld 1992; Topel and Ward 1992). 
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Abstract

In this chapter, we examine whether work values have an impact on men’s and women’s forced job endings. 

We apply event history analysis to longitudinal data of Dutch employees for the period 1992–2004, in order to 

determine whether the effects of work values differ for men’s and women’s voluntary job endings. We find that 

work values have hardly any effect on forced job endings among female and male workers. A notable exception 

are women who value ‘having a secure job’. These women are less likely to be unemployed once they lose their 

current jobs. Male and female workers with strong preferences for particular job aspects are more likely to quit 

their current employment relationship rather than wait for their employer to end it. 

4.1 Introduction

Contemporary labour markets are characterized by high levels of job mobility 
(Blossfeld and Hofmeister 2006; Blossfeld, Klijzing, Mills and Kurz 2005; 
Blossfeld, Mills and Bernardi 2006). Stable jobs sustained throughout the 
employees’ working lives are becoming increasingly rare, given the prevalence 
of unemployment experiences in individual careers. The increasing number of 
workers for whom the employment relationship ends and who take up a new 
job, is seen as an indicator of rising labour market uncertainty (Blossfeld et 
al. 2005). The debate on job mobility as a proxy of increasing labour market 
uncertainty has, however, not been settled. Researchers have recently shown 
that higher levels of job mobility cannot be readily interpreted in terms of 
more labour market uncertainty. Mayer, Grunow and Nitsche (2010) find 
that younger age groups in Germany have a desire to experience employment 
mobility. Their findings stress the need to understand why employment 
relationships of workers end in volatile labour markets. In this chapter, we seek 
to explore the factors that determine the end of employment relationships 
of workers. We are particularly interested in the determinants of forced job 
endings, but we will assess whether the determinants differ for voluntary job 
endings. Moreover, we examine whether determinants of forced and voluntary 
job endings vary by gender. Men and women have different labour market 
careers: women more often leave the labour market and work fewer hours per 
week than men. It is therefore likely that determinants have a different impact 
on men’s and women’s forced and voluntary job endings. To clarify forced and 
voluntary job endings among male and female workers, we focus especially on 
the role of characteristics that workers consider important in a job.
 Workers value different aspects in a job. Most employees consider 
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‘good pay’ an important job characteristic. Others consider the guarantee 
of income, provided by job security, an important job aspect as well. The 
meaning of work, however, is not limited to a means of subsistence. A job 
also has important psychosocial values, such as gaining social recognition 
for being an expert in one’s professional field or contributing to society. 
What workers consider important in a job, determines their behaviour on 
the labour market. Organizational commitment and job performance, for 
instance, are influenced by what workers value in a job (Elizur 1996; England 
and Lee 1974; Frieze et al. 2006; Putti, Aryee and Liang 1989; Swenson 
and Herche 1994). In a theoretical study on determinants of job mobility 
of workers, Ng et al. (2007) state that (work) values also matter for the 
decision of employees to end employment relationships. The authors stress 
that it is likely that there are (work) values with which workers run the risk 
of ending their employment relationship (voluntarily), but also that there are 
(work) values that withhold employees to end their employment contract. In 
Chapter 3, we demonstrated that work values indeed affect the decision of 
workers to change jobs voluntarily. We showed that employees with a strong 
preference for ‘having a good pay’ or ‘having an interesting job’ more often 
end their employment relationship voluntarily to take up other jobs that 
meet their wishes better. Given the impact work values have on voluntary 
job endings, it is interesting to examine whether the preferred job aspects of 
workers also influence their forced job endings. In this study, we therefore 
aim to explore especially the relationship between work values and forced 
terminations of the employment relationship. 
 A study on the significance of work values for ending employment 
relationships is important for two reasons. First, it provides insight into 
why jobs end in volatile labour markets. Second, a study on the importance 
of work values for ending employment relationships contributes to filling a 
gap in research on work values. What people value in their job is a research 
subject of growing interest (see for instance Elizur 1984, 1994; Gallie 2007; 
Johnson and Elder 2002; Johnson, Mortimer, Lee and Stern 2007; Johnson 
and Monserud 2010; Kalleberg 1977; Marini, Fan, Finley and Beutel 1996; 
Ros, Schwartz and Surkiss 1999). Most research, however, focuses on the 
structure in work values or on the differences in employees’ preferences 
for various job aspects. The number of studies that pays attention to the 
relationship between work values and work-related behaviour, is limited (Roe 
and Ester 1999, 1). By testing the effects of work values on the (voluntary 
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and forced) ending of employment relationships our study contributes to 
filling a gap in work value research. Ideally, a longitudinal design should 
be used to test hypotheses on the impact of work values on behavioural 
outcomes, to avoid work values being affected by factual circumstances. Such 
a test is offered in our study. 
 We expect that employees with strong preferences for specific job 
characteristics are less likely to experience a forced discontinuation of their 
employment relationship as compared to workers who lack such preferences. 
Our expectation is based on the idea that workers with strong preferences for 
specific job aspects are likely to have moved voluntarily already. To test our 
claim, we use longitudinal data from the Dutch Institute for Labour Studies 
(OSA) on Dutch employees aged between 16 and 64 and apply event history 
analysis.

4.2 Types of work values and their effects

The number of studies on what people consider important has recently been 
increasing, but these studies differ in their focus. Research on work values 
can roughly be divided into three groups. The first group of studies deals 
with clustering of work values. It concentrates on how the importance people 
attach to various job aspects can be subsumed under a limited set of work 
values. The second line of research focuses on the origins of work values and 
thus on work values as a dependent variable. What people value in their jobs, 
not only seems to be affected by gender, age and educational level (Bridges 
1989; Johnson and Elder 2002; Kalleberg and Loscocco 1983; Kohn 1977; 
Marini et al. 1996) but also by labour market characteristics (Gallie 2007). 
The third group of studies examines the impact of work values and thus 
correlates work values with work-related behaviour. For the context of this 
chapter especially the studies belonging to the first and third group of studies 
are relevant for discussion. The first group is relevant, because it focuses on 
people’s work orientation, i.e. the individual’s perspective on the nature and 
meaning of work. The third group is of interest, because it is the aim of this 
study to investigate the effect of work values on forced and voluntary job 
endings among male and female workers. 
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The extrinsic and intrinsic aspects of work
Good pay, job security, supportive colleagues, working tasks that are 
interesting and assignments that meet one’s abilities are commonly 
recognized characteristics used to describe ‘good’ jobs. Not all employees 
consider all these job aspects equally important, though. By grouping 
different job aspects that workers value, we gain insight into the individual’s 
work orientation. Several authors have investigated the underlying structure 
in job aspects that workers prefer. One of the earliest studies on work 
orientations was that by Herzberg, Mausner and Snyderman (1959). In this 
study, the authors show that the characteristics of people’s actual jobs can 
be divided into extrinsic and intrinsic aspects of work. Workers who stress 
the importance of working conditions, such as income and job security, 
highly prestigious jobs and power positions, are classified as having an 
extrinsic work orientation. On the other hand, employees who emphasize the 
importance of the nature of the work tasks, are viewed as having an intrinsic 
work orientation. To date, empirical evidence in favour of the classification 
suggested by Herzberg, Mausner and Snyderman (1959) has been mixed. 
In some studies, a different dichotomy was found more appropriate (see for 
instance Halaby 2003; Johnson et al. 2007). Others researchers proposed 
a more detailed distribution of the extrinsic and/or the intrinsic work 
orientation (see for example Kalleberg 1977; Ros, Schwartz and Surkiss 
1999). The lack of consistency in results of studies on the structure of work 
values may have different reasons. These reasons include, for example, 
differences in the composition of the group of respondents under study, the 
number and kinds of job aspects considered and measurement techniques 
(Roe and Ester 1999, 6). Notwithstanding the inconsistencies in work value 
classifications used in various studies, there seems to be a shared tendency in 
the majority of the research reports: work values are at least divided into two 
factors. Most research has (at least) one set of work values that represents 
working conditions and could thus be labelled as the extrinsic element of 
work. Furthermore, the majority of research has (at least) a set of work values 
that can roughly be characterized as the nature of job tasks and are best 
described as the intrinsic aspects of a job. In this chapter, we decided for 
reasons of parsimony to make a conceptual distinction of work, as suggested 
by Herzberg, Mausner and Snyderman (1959), between an extrinsic and 
intrinsic component. To consider the lack of agreement in the exact structure 
of work values, our analyses allow the different work value items to display 
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their effect on the forced and voluntary job endings. This strategy respects 
that the items grouped into extrinsic and intrinsic work values for conceptual 
reasons may not be unidimensional within these groups (cf. Gardner 1995).

Effects of work values on labour market behaviour 
The impact of work values on work-related behaviour has received much 
less attention in work value research than the structure or the origins of the 
preferred job aspects. There is, however, a number of studies on the relationship 
between work values and work-related activities. On the basis of cross-sectional 
data for East-Asia Putti, Aryee and Liang (1989) demonstrate that individuals 
who attach importance to the nature of work tasks especially, are more loyal to 
the firm than individuals who stress the importance of income and job security. 
For Israeli respondents, Elizur (1996) also discovered that organizational 
commitment is positively associated with intrinsic work values and hardly 
with extrinsic work values. Another work activity that has been associated with 
work values, is job performance. Swenson and Herche (1994) showed that 
work values matter for the performance of salespersons. Workers with higher 
scores on ‘achievement’ display better performances. Managers who value 
‘achievement’ are also more successful (England and Lee 1974). Replicating 
England and Lee’s study for male and female managers with longitudinal data, 
Frieze, Olson, Murrell and Selvan (2006) discovered that work values are the 
key variables in explaining pay for both male and female managers. A more 
extrinsic work orientation affects earnings positively. Frieze et al. (2006) find 
that work values are also related to the number of hours worked, promotions 
and job changes. A more extrinsic work orientation is positively related to 
promotions (for both men and women) and to the number of company 
changes (only for men) (Frieze et al. 2006: 89 and 91). The general picture 
emerging from research on the relationship between work values and work-
related activities is that what people consider important in a job influences 
their behaviour on the labour market. 

4.3 Determinants of forced and voluntary job endings

Whether a worker’s employment relationship continues, depends on the 
worker’s decision to stay and on the decision of the firm to retain the 
employee (Wanous, Stumpf and Bedrosian 1979). Workers who stay, 
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consider their current job more attractive than the job alternatives. The 
decision of the firm to retain employees is based on the workers’ motivation 
and their possession of the necessary skills and abilities to do the job. A 
worker’s employment relationship could end, because the worker considers 
a job alternative more attractive. From the employee’s perspective, these job 
endings are voluntary (Price 1977). Firms that end the employment contract, 
could make this decision on the basis of (1) poor performance of workers 
(dismissals) or (2) because firms need to cut costs and improve efficiency 
and therefore have to reduce the workforce (layoffs). From the employee’s 
perspective, these latter job endings are both involuntary (Price 1977). 9

 The majority of research on ending employment relationships is 
focused on the causes and consequences of voluntary turnover. Studies on 
the involuntariness of job endings received less attention, but the attention 
for this topic is currently increasing (Datta, Gutherie, Basuil and Pandey 
2010). Researchers who study involuntary job endings, stress the conceptual 
differences between forced and voluntary job endings and expect voluntary 
and involuntary turnover to have different determinants and effects (Batt 
and Colvin 2011; Donaghue and Castle 2006; Shaw, Delery, Jenkins and 
Gupta 1998). The results of the studies, however, are mixed. For nursing 
home staff, Donaghue and Castle (2006) report that forced and voluntary 
job endings have different as well as similar determinants. The antecedents 
and consequences of the forced and voluntary job endings in the call centre 
industry are quite similar (Batt and Colvin 2011). For the trucking industry, 
Shaw et al. (1998) find that human resource management practices predict 
voluntary and forced job endings but that different kinds of human resource 
management practices influence the voluntary and forced job terminations. 
 Although Donaghue and Castle (2006), Shaw et al. (1998), and Batt and 
Colvin (2011) all examine the determinants of involuntary job endings, their 
focus is on the termination of jobs due to the poor performance of workers 
(dismissals). It is probable that there are other factors than the performance 
of workers involved in the decision of the firm to reduce the workforce. 
Barrick, Mount and Strauss (1994) state that the decision of the firm to end 
employment relationships is best understood by focusing on who is retained 

9 The termination of employment contracts as a result of layoffs, job redundancies or downsizing is often seen as involuntary 
(Campion 1991). Workforce reductions, however, could also be voluntary (Greenhalgh, Lawrence and Sutton 1988), such as 
early retirement or voluntary severance programmes. There is growing evidence of the use of voluntary workforce reduction 
programmes (Waters 2007). In our study, we do not make the distinction between voluntary and involuntary job redundancy.
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rather than on who is fired. In their exploratory empirical study using cross-
sectional data of sales representatives, Barrick et al. (1994) find that “the 
more organized, planful, responsible, dependable, hardworking, persistent and 
achievement-oriented people are, the higher their performance and the more 
involved they tend to be in the job, which in turn reduces their likelihood 
of being laid off during a reduction in force” (Barrick et al. 1994: 520). The 
authors thus show that the decision of the firm to end a worker’s employment 
contract is determined by more than the worker’s performance, and 
furthermore that variables that determine the performance of workers, have 
an indirect effect on whether they are laid off. Iverson and Pullman (2000) 
also examined the determinants of lay-offs and compared those determinants 
with the variables that explain quits, i.e. the worker’s voluntary decision to 
end the employment contract. In studying forced and voluntary job endings 
among hospital workers, Iverson and Pullman (2000) show that lay-offs and 
quits cannot be explained by the complete same set of determinants. Since 
the intent of downsizing is to save costs, Iverson and Pullman (2000) expect 
that demographic variables (e.g. age) will predict whether workers are laid 
off. They expect economic variables, such as education and job opportunities, 
to affect lay-offs as well. Furthermore, they assume that the ‘structural 
dimension relating to the work setting and environment’ (which they label 
as the sociological variables) and the ‘cognitive evaluations of employees (the 
psychological variables) primarily determine voluntary job endings. Their 
expectations are not entirely met. It appears that lay-offs are determined by 
demographic and economic variables as well as sociological variables, and that 
demographic and psychological variables determine the decision to end the 
employment relationship voluntarily. Hence, Iverson and Pullman (2000) show 
that the demographical variables play an important role in both voluntary and 
forced job endings. 
 A demographical variable that strongly affects labour market decisions 
of workers, is gender. The careers of male and female workers differ greatly. 
Women more often tend to leave the labour market or to work fewer hours 
per week than men. Marital and family circumstances especially affect women’s 
and not so much men’s decisions about their labour market situation (Han 
and Moen 1999; Hendrickx, Bernasco and De Graaf 2001; Henkens, Grift 
and Siegers 2002). Female workers are more likely to choose jobs and working 
hours that do not interfere with family obligations (Drobnic, Blossfeld and 
Rohwer 1999; Hakim 1997). Male workers are therefore inclined to hold 
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different occupations and tend to be employed in different industries, firms 
and jobs than women (Reskin and Bielby 2005). Differences in preferences 
and therefore in skills and labour market experience between male and female 
workers are responsible for these career differences between men and women. 
However, Reskin and Bielby (2005) show that it would be too one-sided 
to attribute the differences in men’s and women’s careers to differences in 
individual preferences exclusively. The career differences are also the result of 
preferences and practices of employers. Reskin and Bielby (2000) state that 
there seems to be a cultural consensus about who should do what kind of job, 
and thus who applies and who is hired. Whether the differences in careers of 
male and the careers of female workers are a result of gender differences in 
involuntary job endings, has so far hardly been examined (see Wilkins and 
Wood 2011). 
 Research on involuntary turnover did not reveal any clear-cut differences 
in determinants between voluntary and involuntary turnover. Most research on 
determinants of involuntary job endings start with characteristics that proved 
to be important for voluntary job endings. We will therefore apply the same 
strategy. In the previous chapter, we showed that work values affect quits. The 
effects of work values on voluntary job endings run through job satisfaction. 
Being satisfied with one’s job, as Kalleberg (1977) shows, is, besides being 
positively related to the perceived type and amount of job rewards, negatively 
related to work values. The more one values a specific job aspect, the smaller 
the chance that the current job meets the employee’s preferences, resulting in 
lower levels of satisfaction with the current job (Kalleberg 1977, 132–133). 
Dissatisfied workers will search for other jobs which they expect will meet 
their preferred rewards and/or values better. If their search is successful, they 
will leave their current job voluntarily. In exploring the relationship between 
work values and forced job endings, we hypothesize that workers with 
strong preferences for specific job characteristics are less likely to experience 
a forced job ending than workers with less strong preferences for specific 
job characteristics. We expect that workers with strong preferences for 
specific job aspects are likely to have moved voluntarily already. Furthermore, 
keeping Barrick et al’s (2004) claim in mind  the focus of employers in case 
of reductions in force is on who is retained rather than on who is fired –, 
we expect that (performance and) motivation are not guiding in lay-offs. 
Employers who are forced to reduce their workforce also have to fire workers 
who function well. Though, work values could matter for dismissals. Worker’s 
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(poor) performance could be related to worker’s motivation. However on 
forehand we have no clear-cut ideas on the specific work values that would 
matter for dismissals. 

4.4 Data and methods

To test the influence of work values on forced and voluntary job endings 
of workers, we use data of the labour supply panel of the Dutch Institute 
for Labour Studies (OSA). The panel consists of main breadwinners aged 
between 16 and 64. Other members of the main breadwinner’s household are 
also interviewed, as long as they are in the age category of 16- to 64-year-
olds, and as long as they are not in full-time education or compulsory 
military service. The interviewees provide information on individual 
characteristics (like gender and date of birth), household characteristics (such 
as marital status and number of children), social origin, income or other 
financial resources, attended education and training, job changes (like the 
date of job change, the kind of job change and reason to change jobs), and 
opinions on paid labour and their current job. The OSA started collecting 
data in April 1985. The survey was replicated in September of the next year. 
From that moment on, respondents have been interviewed every two years 
about (changes in) their household situation, the labour market situation 
and/or their opinions. The data on the aspects respondents generally consider 
important in a job, our main independent variable, were collected in the 1992 
survey. Therefore, to test the impact of work values on forced and voluntary 
job endings of workers, we start our analysis with data of the 1992 survey. 
Our window of observation ends with data of the 2004 survey. 10

 We employ event history analysis to make optimum use of the 
longitudinal character of our data. In this type of analyses, also called ‘hazard 
models’, the ‘risk’ of experiencing an event at a certain point in time is predicted 
with a set of covariates. In this chapter, the event under study is the duration 
of job spells measured in months. The processes we are interested in, start at 

10 Of the respondents who were interviewed in the 1992 survey 15% still participated in the 2004 survey. The important 
advantage of applying event-history models, as we do in this chapter, is that panel attrition is less problematic because 
individuals remain in the risk set until they exit our observation window. The episodes of the respondents who leave our 
window of observation are right-censored (Blossfeld, Golsch and Rohwer 2007).
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the beginning of a job and end when the worker (1) ends the employment 
contract (voluntarily) or (2) is forced to end the employment relationship. 
When workers are forced to leave the firm they currently work for, they could 
take up another job immediately after the current employment relationship 
stops or end up in unemployment. Jobs could also end in any other type of 
labour market situation. For the analyses with quits as events, the job episodes 
resulting in forced job endings or in a change to any other type of labour 
market situation are right-censored. In the analyses where the events are 
forced endings of the employment relationship, the job episodes that lead to a 
voluntary job change or a change in any other type of labour market situation, 
are right-censored. Respondents who are unemployed, inactive or self-
employed over the entire research period, have been excluded from the analyses 
on voluntary job endings and the analyses on forced job terminations. The 
workers who hold one job over the entire research period, are right-censored. 
This is because the event did not take place during the research period but 
could possibly happen afterwards. The job episodes of the respondents whose 
labour market situation changed from paid employment to unemployment, 
inactivity or self-employment are right-censored as well. Unemployed, inactive 
or self-employed respondents, however, could find and take up a job in paid 
employment after a period of being unemployed, inactive or self-employed 
respectively. When they do, they run the risk of experiencing a (forced) job 
ending. Therefore, respondents who alternate periods of unemployment, 
inactivity or self-employment with paid employment, are not excluded from 
the analyses. 
 Models addressing the effects of work values on forced job endings 
concern all workers who are at risk of experiencing a forced ending of the 
employment relationship as part of the analysis. Since forced job endings 
could either result in starting a new employment relationship or ending up in 
unemployment, we run separate analyses for forced job mobility and transitions 
from paid employment into unemployment. It means that in the analyses for 
forced job mobility workers who have to end their employment relationship 
and start a new one immediately after ending their current employment 
relationship, have an ‘event’ and thus score ‘1’ on the dependent variable. All 
other workers – the ones who are forced to end their employment relationship 
and end up in unemployment but also the ones who quit their jobs and take 
up a new job, workers who are not faced with a change in their employment 
situation, or workers whose job ended up in any other type of labour market 
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situation – are part of the risk set but do not experience the event of interest. 
Their episodes are right-censored at occurrence of the respective events and 
thus score ‘0’. The research strategy is similar for the analyses of forced job 
terminations that end up in unemployment. In the models that are focused on 
assessing the relationship between work values and voluntary ending of jobs 
all workers who experience a voluntary ending of the employment relationship 
are part of the analysis. In the analyses for voluntary job mobility, workers 
who quit their jobs to take up a new one, have an ‘event’ and thus score ‘1’ on 
the dependent variable. Workers who are forced to end their employment 
relationship, who have no change in their employment situation, or workers 
whose job position changed in any other type of transition, are part of the 
risk set but do not experience the event of interest. Their episodes are right-
censored at occurrence of the respective events and thus score ‘0’ on the 
dependent variable. With the abovementioned definition of our risk set and 
strategy of right-censoring we follow the standard proceedings in event history 
analysis (see for example Blossfeld, Golsch, Rohwer 2007). To deal with the 
left-censoring of our data – the starting (and ending time) of labour market 
situations before the start of our research period – it would be ideal if we had 
data on the start of the labour market career of respondents. Unfortunately, 
we lack data on the start of the labour market careers of respondents, but we 
do know the start of each registered job. Organizing our data set accordingly, 
we include almost 1,000 female respondents and over 1,500 male workers in 
our analysis (for a presentation of the descriptive statistics, see Tables 4.1A 
and 4.1B). A number of male and female respondents experience one (forced) 
job ending, others more than one. Consequently, the number of observations 
exceeds the number of respondents. Our data set contains over 2,500 
observations for female respondents and almost 3,500 for male respondents. To 
correct for heterogeneity, we make use of robust standard errors. The duration 
of job episodes could surpass the number of months including our 12-year 
research period. Respondents have to specify the beginning of their ‘first 
registered’ job at the start of their participation in the panel survey. Job episodes 
that last more than, for example, 530 months stand for very loyal workers who 
have an employment relationship of over 44 years with their initial employer. 
 We estimate a Cox proportional hazard model. With this modelling 
strategy, we do not need to make a priori assumptions about the shape of the 
hazard ratio over time (see Blossfeld, Golsch and Rohwer 2007, 223–224).
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Dependent processes
To assess the (in)voluntariness of job endings, we use the information collected 
with the OSA question “If you had a change in the labour market situation the 
past two years, what was the reason for this change?” For the entire research 
period, respondents are shown 34 options from which they select the reason 
that applies best to their changed labour market situation (see Appendices, 
Table B). The reasons ‘reorganization’, ‘threat of lay-off/dismissal’ or ‘transfer 
to an equal or a less demanding position’ are labelled as forced job endings. We 
consider reasons such as ‘I wanted a job that was more interesting’, ‘I wanted a 
job that offered more security and better prospects’ or ‘I wanted a job with better 
pay’ as voluntary job endings. This is because these latter reasons start from an 
individual desire to end the employment relationship and are not forced upon 
workers by the firm the employees used to work for. The retrospective nature of 
the questionnaire leaves open the possibility that respondents justify a forced job 
ending as a voluntary job ending. We are aware that this cognitive dissonance 
could bias the respondent’s answers. During the 12-year period under study, 
59 per cent of observations for female workers involve a discontinuation of the 
current employment relationship (see Table 4.1A). Our data show that female 
workers more often quit their jobs than get fired; 25 per cent of the observations 
for women is a voluntary job ending, and 15 per cent is a forced job termination 
(forced job mobility and transitions from a job into unemployment). Among 
male workers, voluntary job endings also occur more often than forced job 
endings (see Table 4.1B). Of the total number of observations for men 22 
per cent involves a quit, and 18 per cent of the observations implies a forced 
ending of the current employment contract. A number of respondents whose 
employment relationship end, do not report the reason for their job ending. It 
is therefore unclear whether these job endings are forced or voluntary. We treat 
the job episodes for which the reason of job ending is unreported as right-
censored.

Independent variables:
Work values
To assess the influence of work values on the forced and voluntary job 
endings of employees, we use the interviewees’ responses to the question 
“People consider different aspects important in a job. Please, specify how 
important you consider the following aspects…” On a five-point scale 
ranging from ‘very unimportant’ to ‘very important’, respondents specify how 
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Table 4.1A: Descriptive statistics for female workers 

Minimum Maximum Mean SD Missing

Dependent variable
Job duration in months 1 511 48.88 58.65 0
N = 2,650

Independent variables (by observation)
Job satisfaction
 Highly satisfied 0 1 .28 322
 Satisfied 0 1 .43 322
 Not satisfied 0 1 .08 322
 Unobserved due to survey design 0 1 .21 322
Age 14.5 63.1 33.7 10.3 28
Household situation:
 Partner, no child(ren) 0 1 .56 533
 Partner with child(ren) 0 1 .30 533
 Child(ren), no partner 0 1 .04 533
 No partner, no child(ren) 0 1 .09 533
Previous number of jobs 0 9 .89 1.24 0
Change in yearly unemployment rate in % pointsa -1.5 2.4 -.23 .68 29
N = 2,650

Independent variables 
(by respondent’s first registered labour market situation)

Work values = important in a job …
 Good pay 1 5 4.06 .64 0
 Job security 1 5 4.04 .84 0
 Interesting work 2 5 4.47 .54 3
 Being an expert 1 5 3.82 .83 0
 Useful for society 1 5 3.60 .90 4
Educational level
 Primary 0 1 .10 12
 Secondary 0 1 .75 12
 Tertiary 0 1 .16 12
N = 980

Changes in workers’ labour market situation
N %

Current employment relationship ends, because of: 1,563 59
 Job-to-job transition, voluntarily 660     25
 Job-to-job transition, forced 243        9
 Job-to-job transition, missing reason     204       8
 Transition from Job to Unemployment   163       6
 Transition from Job to Inactivity   246       9
 Transition from Job to Self-Employment  34       1
 Transition from Job to ‘Other’  13 .01
Current employment relationship continues 1,087 41
Total number of observations 2,650 100

a Statistics reported for the beginning of the job episode. 
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Table 4.1B: Descriptive statistics for male workers 

Minimum Maximum Mean SD Missing

Dependent variable
Job duration in months 1 539 82.10 102.69 0
N = 3,397

Independent variables (by observation)
Job satisfaction
 Highly satisfied 0 1 .26 299
 Satisfied 0 1 .45 299
 Not satisfied 0 1 .08 299
 Unobserved due to survey design 0 1 .20 299
Age 14.2 64.3 33.6 10.8 68
Household situation:
 Partner, no child(ren) 0 1 .61 655
 Partner with child(ren) 0 1 .31 655
 Child(ren), no partner 0 1 .01 655
 No partner, no child(ren) 0 1 .08 655
Previous number of jobs 0 12 .84 1.29 0
Change in yearly unemployment rate in % pointsa -1.5 2.4 -.18 .71 218
N = 3,397

Independent variables 
(by respondent’s first registered labour market situation)

Work values = important in a job …
 Good pay 1 5 4.22 .59 0
 Job security 1 5 4.17 .83 4
 Interesting work 2 5 4.48 .56 2
 Being an expert 1 5 4.02 .76 3
 Useful for society 1 5 3.64 .92 3
Educational level
 Primary 0 1 .13 30
 Secondary 0 1 .70 30
 Tertiary 0 1 .17 30
N = 1,676

Changes in workers’ labour market situation
N %

Current employment relationship ends, because of: 1,850 54
 Job-to-job transition, voluntarily     732     22
 Job-to-job transition, forced     425 13
 Job-to-job transition, missing reason 242 7
 Transition from Job to Unemployment 174 5
 Transition from Job to Inactivity 194 6
 Transition from Job to Self-Employment   62 2
 Transition from Job to ‘Other’   21 1
Current employment relationship continues 1,547 46
Total number of observations 3,397 100

a Statistics reported for the beginning of the job episode. 
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valuable various job aspects are to them. The questions on the preferred job 
aspects are about people’s values on ‘a job in general’ and not on the preferred 
characteristics of their current job. The items ‘having a good pay’ and ‘having 
a secure job’ best capture the extrinsic work values. Indicators of the intrinsic 
work values are best represented by the items ‘having an interesting job’, ‘a 
job that enables one to distinguish oneself in one’s work field’ and ‘a job that 
is useful for society’. 

Time-constant control variables
Age. The respondents’ age is registered at the beginning of each job episode. It 
is therefore a time-constant control variable, e.g. age is kept constant over the 
respondents’ job duration, but it changes between job episodes. Analysing the 
effect of age accordingly, we follow a similar procedure as Blossfeld, Golsch 
and Rohwer (2007) do in analysing the effect of labour force experience. 
 Educational level. We study the effect of the highest educational level 
attained on job endings by using two dummies, one for primary education 
and the other for tertiary education. The highest educational level attained 
by the majority of respondents is secondary education. We therefore use this 
educational level as our reference category. 
 Household situation. Since women’s labour market situation is affected 
by marital and family circumstances more often than men’s careers, we 
control for the household situation. We distinguish four different types of 
households for both men and women: single individuals with children and 
single individuals without children, and couples (married or cohabiting) with 
children and couples without children. The couples without children are our 
reference category. 
 Job satisfaction. In each OSA survey, employed respondents indicate on a 
four-point scale ranging from ‘very dissatisfied’ to ‘very satisfied’ how pleased 
they are with the job they hold at the time of the interview. Satisfaction with 
one’s job is therefore not registered for every reported job in the OSA surveys. 
For respondents who mention they had a change of jobs in the 1992 survey, 
the satisfaction with this first registered job is not observed. When respondents 
have more than one job change in the years that pass between surveys, the 
satisfaction with these ‘extra’ jobs is not observed either. Deleting the jobs with 
unreported job satisfaction from the analyses would lead to a loss of much 
information and would perhaps even lead to biased results. To prevent this, we 
add a dummy on ‘unobserved job satisfaction due to survey design’. A relatively 
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small number of respondents report they are very dissatisfied with their job. 
We therefore combine the categories ‘very dissatisfied’ and ‘dissatisfied’ and 
thus have three (valid) answer categories: ‘not satisfied with one’s current job’, 
‘satisfied with one’s current job’ and ‘highly satisfied with one’s current job. We 
use ‘being satisfied with one’s current job’ as the reference category. 
 Number of previously held jobs. To correct for the number of jobs 
respondents held in the past, we create a variable based on the data of 
respondents’ previous (voluntary or forced) job changes. Due to the data 
structure, we assume that respondents have not had any previous job until we 
first register their change of jobs. 

Time-varying control variable
Change in percentage points in the unemployment rate. To test whether the 
availability of jobs affects the forced and voluntary job endings of workers, 
we use the growth in the national unemployment rate as an indicator for 
(the lack of ) available jobs. However, the growth in the unemployment 
rate changes over the respondent’s job duration (Blossfeld 1986). The job 
availability variable is thus not a time-constant but a time-dependent 
variable. By splitting episodes at the point in time when the unemployment 
rate changes (at the beginning of each calendar year), we alter the job 
availability variable into a time-dependent variable. The data on the national 
unemployment rate are taken from Statistics Netherlands.

4.5 Results

Analyses are built up as follows. We start with discussing the models for 
workers who end their employment relationship voluntarily, followed by the 
models for forced job endings. The results of the models for female workers 
who end their employment relationship voluntarily and involuntarily, are 
reported in Table 4.2. The models for male workers are presented in Table 4.3. 
 Female workers who quit their current job to start a new employment 
relationship, are more likely to have a partner with children, to be 
dissatisfied with their current job and to have experienced a (voluntary 
or involuntary) job change in the past. Furthermore, an increase in the 
national unemployment rate makes it less likely that female workers end 
their employment relationship voluntarily. Work values also affect women’s 
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Table 4.2: The Effect of Work Values on Voluntary and Forced Job Endings among  
 Dutch Female Employees, 1992–2004

 Cox regression

Voluntary 
Job Endings:

Forced 
Job Endings: 

Transitions from
 Job to Job

Transitions from 
Job to Job

Transitions from 
Job to Unemployment

Extrinsic work values: 
Good pay 

.21** .15 .06
(.08) (.14) (.18)

Job security -.10 -.08 -.33*
(.07) (.11) (.15)

Intrinsic work values: 
Having an interesting job .12 .28 .04

(.11) (.16) (.22)
Being an expert in one’s work field -.07 .11 -.12

(.06) (.10) (.15)
Having a job that is useful for society .00 -.14 -.01

(.06) (.09) (.16)

Age -.01 .03** -.01
(.01) (.01) (.01)

Educational level: secondary (ref.) 
 Primary -.38 -.21 1.02***

(.24) (.27) (.30)
 Tertiary .19 .09 .05

(.13) (.21) (.35)
Household situation: partner, no child(ren) (ref.)
 Partner with child(ren) .43* .70* .28

(.19) (.34) (.33)
 Child(ren), no partner .55 1.26** .67

(.32) (.40) (.59)
 No partner, no child(ren) -.10 .48 .36

(.19) (.27) (.49)
Job satisfaction: satisfied (ref.)
 Highly satisfied -.12 .20 -.13

(.13) (.21) (.28)
 Not satisfied .68*** .15 .27

(.16) (.32) (.37)
 Unobserved due to survey design 1.88*** 1.71*** -.66

(.21) (.36) (.48)
Previous number of jobs .40*** .27*** -.15

(.03) (.07) (.14)
Change in unemployment rate -.17** .09 .09

(.06) (.09) (.13)

Log Likelihood -3,019.6 -1,026.9 -496.3
N 1,809 1,809 1,809
Events 479 164 78

Notes: 
Figures in parentheses are robust standard errors. 
* p < .05 ** p < .01 *** p < .001



117

Table 4.3: The Effect of Work Values on Voluntary and Forced Job Endings among  
 Dutch Male Employees, 1992–2004

 Cox regression

Voluntary 
Job Endings:

Forced 
Job Endings: 

Transitions from 
Job to Job

Transitions from 
Job to Job

Transitions from 
Job to Unemployment

Extrinsic work values: 
Good pay 

.07 .16 .03
(.08) (.10) (.28)

Job security -.13** -.08 .26
(.05) (.07) (.16)

Intrinsic work values: 
Having an interesting job .14 .09 -.03

(.08) (.11) (.22)
Being an expert in one’s work field -.08 -.09 .07

(.06) (.09) (.16)
Having a job that is useful for society -.14** -.15* -.26

(.05) (.07) (.14)

Age .00 .07*** .05***
(.01) (.01) (.01)

Educational level: secondary (ref.) 
 Primary -.63** -.37 .66

(.24) (.20) (.35)
 Tertiary .21 -.20 .15

(.12) (.17) (.36)
Household situation: partner, no child(ren) (ref.)
 Partner with child(ren) .46* .66** .17

(.19) (.21) (.41)
 Child(ren), no partner -.29 .57 -.07

(.70) (.52) (1.07)
 No partner, no child(ren) .71*** 1.05*** 1.77***

(.18) (.24) (.43)
Job satisfaction: satisfied (ref.)
 Highly satisfied .31** .07 -.46

(.12) (.16) (.33)
 Not satisfied .18 .31 1.06***

(.18) (.24) (.28)
 Unobserved due to survey design 1.79*** 2.17*** .27

(.20) (.23) (.47)
Previous number of jobs .31*** .27*** .16*

(.04) (.04) (.08)
Change in unemployment rate -.22*** -.11 .36***

(.05) (.06) (.11)

Log Likelihood -3,611.5 -2,044.8 -510.9
N 2,404 2,404 2,404
Events 547 326 79

Notes:  
Figures in parentheses are robust standard errors. 
* p < .05 ** p < .01 *** p < .001
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decisions to quit. Female workers with a strong preference for ‘having a good 
pay’ more often quit than women who lack strong preferences for this job 
aspect. 
 A comparison of the effects and the number of events on voluntary job 
mobility reported in the previous chapter (Table 3.2) with the effects and 
number of events for female employees (in Table 4.2) and male workers (in 
Table 4.3) presented in this chapter, shows that (the effects of ) voluntary 
job mobility among men and women does not add up to the (effects of ) job 
mobility displayed in Table 3.2. The number of events and the effects differ 
between chapters, because the models differ between chapters. The analyses 
in this chapter control for an extra variable, the worker’s household situation. 
In contrast to the influence they have on voluntary job endings, work 
values have no effect on the forced job-to-job transitions of female workers. 
However, women who highly value ‘having a secure job’ are less likely to 
become unemployed once they lose their job (see third column in Table 4.2). 
Strong preferences for job security apparently prevent women from being 
unemployed once they know that their current employment relationship 
is going to end. The female employees who lose their job and immediately 
find another one after being fired, differ in several other respects from the 
women who become unemployed after losing their job. Female workers who 
lose their job and become unemployed, are likely to have a lower educational 
level. Women who make forced job-to-job transitions are older workers, they 
have a partner and children, or they are single mothers, and they had one or 
more (voluntary or involuntary) job changes in the past. 
 Men who highly value ‘having a secure job’ or ‘having a job that is 
useful for society’ are less likely to quit their jobs. We expected that strong 
preferences for specific job characteristics lead to an increased probability 
to quit jobs. The negative effect of highly valuing ‘having a secure job’ on 
voluntary job endings is not a remarkable result, though. Workers with 
a preference for job security, are risk-averse employees. Quitting a job 
involves taking risks. Employees with a predisposition to avoid risk (‘having 
a secure job’) are therefore less likely to change jobs voluntarily. Highly 
valuing ‘having a job that is useful for society’ also affects forced job-to-
job transitions among male workers. Men with strong preferences for this 
job aspect are less likely to find a job immediately after they are fired – an 
effect we had not expected, since we hypothesized that workers with strong 
preferences for specific job aspects would already have ended their current 
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employment relationship voluntarily. Our expectations do hold for the men 
who lose their job and who end up in unemployment: work values have no 
effect on these men’s forced job endings. Furthermore, men who quit their 
job and male workers who are forced to end their employment relationship, 
differ in some aspects but are similar in others. To sum up some of the 
differences and similarities: (1) Dissatisfied male workers are more likely to 
become unemployed after being fired, while highly satisfied men are more 
likely to quit their job. (2) Older male workers are more likely to be fired 
than younger workers, while men’s probability to quit is not affected by 
age. (3) Workers with a primary-education level are less likely to end their 
employment relationship voluntary than male employees with a secondary-
education level. There are no differences in quit probability between men 
with a tertiary-education level and men with a secondary-education level. 
Furthermore, the educational level has no effect on forced job endings of 
male workers. (4) The employment relationship of single men is more likely 
to end either voluntarily or involuntarily than the employment contract of 
cohabiting men without children. (5) Having had one or more (voluntary or 
involuntary) job changes puts male workers at risk of either changing jobs 
voluntarily or having to end their current employment contract. 

4.6 Conclusions

In this chapter, we have examined the determinants of forced and voluntary 
job endings among men and women. In contemporary labour markets 
where workers hold growing numbers of jobs in their careers, it is important 
to understand why employment relationships end and whether the 
determinants of ending the employment relationship differ for voluntary 
and forced job endings among men and women. We find that for both men 
and women more than 50 per cent of the observations of the 12 years under 
study involve an ending of the employment relationship. Of the job endings 
that male workers experience, almost 40 per cent entails a quit, while only 
32 per cent is a forced termination of the employment relationship (that 
either results in a transition to another job or unemployment). Female 
workers also initiate a job ending themselves more often (over 40 per cent) 
rather than being laid off (26 per cent, i.e. the sum of forced job mobility 
and the transitions from paid employment to unemployment). Our data thus 
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seem to support a recent finding for German workers. Mayer, Grunow and 
Nitsche (2010) found that younger age groups in Germany have a desire to 
experience employment mobility. These findings stress that higher levels of 
job mobility cannot be readily interpreted in terms of more labour market 
uncertainty.
 Furthermore, our research contributes to the literature on work values 
and job endings in another major way. Empirical studies in which the effect 
of work values on behaviour is tested, are scarce, and previous studies in which 
this is done, hardly use any longitudinal data. In Chapter 3, we showed that the 
decision of Dutch workers to change jobs voluntarily is guided by their work 
values. In this Chapter, we tested whether work values influence the forced job 
endings among female and male workers, using longitudinal data. We found 
that work values hardly have any effect on the forced job terminations among 
men and women. Only men who are forced to leave the firm they currently 
work for and who value ‘having a job that is useful for society’, are less likely to 
find a job immediately after being fired. None of the work values affects men’s 
likelihood of becoming unemployed. The probability that female workers find a 
new job immediately after losing their job is also unaffected by what they value 
in a job. However, women are less likely to be unemployed, when they consider 
‘having a secure job’ an important characteristic. Our findings showed that 
work values especially affect the employees’ decision to quit. For workers with 
strong preferences for particular job aspects it is likely that the preferred aspects 
in their current job are not fulfilled. They are therefore at risk of quitting their 
current job. Female and male workers with strong preferences thus take the 
initiative to end the employment relationship themselves and do not ‘wait’ for 
their employer to end it. A motivator for women to end their current job is a 
preference for ‘having a good pay’. Work values withhold men from quitting 
their jobs. Especially preferences for ‘having a secure job’ or ‘having a job that 
is useful for society’ reduce men’s likelihood of taking the initiative to end the 
employment relationship. Preferences for ‘having a secure job’ are so strong, 
that they not only withhold men from quitting their job but they also prevent 
women from being unemployed once these women know that they are going 
to lose their job. 
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Abstract

In this chapter, we use an event history analysis and data of Dutch employees for the period 1992–2004 to 

examine whether peers influence voluntary job changes of workers. We find that the social group indeed matters 

for voluntary job changes of workers. Employees who changed jobs less often as compared to their peers, are 

more likely to make a future job change than workers who hold a comparable number of voluntary job changes 

as their social group. However, Dutch employees who changed jobs more often than their peers, are not likely to 

adapt their behaviour to that of their social group. Important motivators for these job-change-prone employees are 

the work values ‘having a good pay’ and ‘having an interesting job’.

5.1 Introduction

From the vast amount of theoretical and empirical literature on job mobility 
we learn that two groups of determinants have to be part of an analysis 
that explains job changes among employees: (1) the availability of jobs 
and (2) the individual characteristics of workers (see for instance Blau 
and Kahn 1981; Blossfeld 1986; DiPrete, De Graaf, Luijkx, Tahlin and 
Blossfeld 1997; Kalmijn and Luijkx 2006; Luijkx, Kalmijn and Muffels 
2006; Neal 1999; Topel and Ward 1992; Royalty 1998). The first group of 
determinants represents the structural element of job mobility (the jobs that 
are open to employees). The availability of jobs, however, is a necessary but 
not sufficient condition for job mobility. Men, women, young employees, 
older workers, workers with a lower educational level and employees with a 
higher education – they all differ in their job changing behaviour. Subjective 
individual characteristics, such as an employee’s job satisfaction (Freeman 
1978) and work values (Kanchier and Unruh 1989; our findings in Chapter 
3), also matter for voluntary job mobility. However, for a complete analysis 
of job mobility we believe that a (set of ) determinant(s) is missing in the 
current literature. What people do, is influenced by what other people do 
(see Veblen (1899), for instance). Therefore, determinants representing the 
influence of the individual’s peers are lacking in current research on voluntary 
job changes of workers. With this chapter we seek to contribute to filling this 
gap in job mobility research. 
 A study on the influence of peers on individual job mobility is important 
for two reasons. First, it contributes to filling a gap in job mobility research 
by testing the effects of peers on job changes among workers. To test the 
influence of the social group on the individual’s job changing behaviour 
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correctly and to be able to make causal claims, it is essential to use 
longitudinal data. In our study, we use data with such a longitudinal design. 
Second, understanding the workers’ reasons to change jobs is important in 
the context of increasingly volatile labour markets. The number of employees 
with stable careers sustained throughout their working lives is decreasing. 
These unstable employment careers are the result of increased flexibility, 
leading to higher levels of forced job changes but also to increased voluntary 
job mobility (Mayer, Grunow and Nitsche 2010). Knowledge of the social 
group’s influence on individual job mobility helps to clarify why workers 
change jobs. 
 The influence of peers on individual behaviour has been studied for a 
vast number of topics (see for instance Bearden and Etzel 1982; Childers 
and Rao 1992; Clark and Lohéac 2007; Kaustia and Knüpfer 2011; Woittiez 
and Kapteyn 1998). The results of these studies strengthen us in our claim 
that the social group affects the decision of workers to change jobs as well. 
Support for our claim comes from Higgins’ (2001b) research. She examines 
the influence of the social environment on the choice of employer of young, 
recently graduated MBA students. The results of her study show that MBA 
students tend to work for an employer who reflects the employment choice 
of the students’ social group. Unfortunately, Higgins’ (2001b) study is 
limited to one specific group of workers (young, recently graduated MBA 
students) and is based on cross-sectional data. It is therefore unclear whether 
her findings on the influence of the social environment also apply to the 
career choices of other groups of workers than young, recently graduated 
MBA students. Our data offer the advantage of capturing all dependent 
employees, regardless of their occupation, and enable us to study job mobility 
longitudinally. Apart from Higgins’ (2001b) study, the influence of the social 
group on the decision of workers to change jobs voluntarily has hardly been 
tested. 
In this chapter, we aim to assess to what extent peers affect the decision of 
workers to change jobs. In our study, an individual’s peers are the workers 
who have similar characteristics as the individual. As these workers are born 
in the same time period and have a similar educational level, they are in a 
comparable phase of their life course. We assume that it is not the social 
group’s job changing behaviour itself that influences whether the individual 
worker decides to change jobs. We expect that workers who deviate from 
their peers’ job mobility are likely to adjust their behaviour to the behaviour 
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of their peers. People tend to harmonize their actions with the actions of 
their peers. We assume that the effect of the social group is as influential 
as contesting the individual desire or aversion to be job-mobile. To test the 
effects of peers on individual voluntary job mobility, we use longitudinal data 
from the Dutch Institute for Labour Studies (OSA) on Dutch employees 
between the ages of 16 and 64  and apply event history analysis. 

5.2 Peers and their impact on individual behaviour

As early as the turn of the 20th century, Veblen (1899) revealed that human 
interactions are important for individual behaviour. Interactions with peers 
matter for an individual’s decisions, because the actions of ‘others’ with whom 
people compare themselves function as behavioural rules or as ‘social norms’; 
they give people guidance on the appropriateness or desirability of behaviour 
in a given situation (Bicchieri 2006; Coleman 1990; Ellickson 2001; Elster 
1989; Horne 2001; Voss 2001; Wiener 1982). An important feature of a 
social norm is the expectation to comply with the rule. Behaviour that is not 
in line with the social norm, leads to disapproval by the other members of 
the social group or to feelings of shame and guilt by the individual. Obeying 
‘the rules’, on the other hand, leads to approval by the social group members 
or to feelings of pride. 
 The effects of the social group and its behavioural rules on individual 
action have been tested empirically for a number of topics. Researchers show 
that peers influence whether individuals buy (publicly or privately consumed) 
products (of particular brands) (Bearden and Etzel 1982; Childers and 
Rao 1992), whether individuals participate in the stock market (Kaustia 
and Knüpfer 2011), give to charity (Andreoni and Scholz 1998), donate to 
church and how much if offerings are not anonymous (Soetevent 2004), 
whether adolescents drink alcohol (Clark and Lohéac 2007) or smoke 
(Huisman and Bruggeman forthcoming), and how happy individuals are 
with their income (Ferrer-i-Carbonell 2003: 57–75). For labour market 
behaviour researchers find that workers do not simply care about their 
own wage payments. They are concerned about the wage payments of their 
colleagues as well (Akerlof 1982). For female workers, peers even influence 
if women work (Romme 1990; Woittiez and Kapteyn 1998) and, if so, the 
number of hours they would like to work (Woittiez and Kapteyn 1998). 
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Research on job mobility, however, mainly neglected that the social group 
and its behavioural rules affect workers’ decisions to change jobs. Exceptions 
are Higgins’ studies (2001a and 2001b). She distinguishes between pressure 
that has a ‘normative’ nature and influence that has an ‘informative’ character 
as sources of social influence.11 The extent to which individuals compare 
themselves with particular types of people and conform to the expectations 
of ‘others’ is what Higgins (2001b) labels the ‘normative sources’ of social 
influence. The ‘informative sources’ of social influence are the individual’s 
network of advisors, in other words the people of whom the individual 
‘accepts information as evidence about reality’ (Higgins 2001b; 258).12 In 
her analyses Higgins (2001b) shows that the ‘normative sources’ of social 
influence especially have a significant effect on the choice of employer, 
whereas the ‘informative sources’ do not affect this decision significantly. 
To be able to make claims about the causal process of the social group’s job 
changing behaviour affecting individual job mobility, it is necessary to use 
longitudinal data. In our study, we will apply data with such longitudinal 
design, to validate earlier findings from cross-sectional research. 
 The notion that individual behaviour is influenced by opinions and 
behaviour of the social group is beyond dispute; to test its validity is harder. 
The ‘others’ are critical in the concept of ‘social group’. In empirical studies 
on the influence of peers on the individual’s behaviour, the social group is 
modelled in various manners. One way is to ask individuals about the people 
who form their social environment (see for instance Woittiez and Kapteyn 
1998). Another method to test the influence of the social group is through 
experiments. In such settings, it is clear what the individual’s group is, because 
‘peers’ are explicitly assigned to the participating individuals in the experiment 
(see for example Falk, Fischbacher and Gächter 2002). An alternative to the 
previous approaches was suggested by Akerlof and Kranton (2005). They claim 
that people often think of themselves in terms of social categories. In empirical 
studies, it means that the individual’s social group is defined as the group of 
people in the sample who, for instance, are of the same gender, who have the 
same educational level, who are born in the same time period and who live in 

11 To assess the ‘normative sources’ of social influence, Higgins asks respondents to complete a questionnaire in which they 
have to indicate to what extent they compare themselves with different types of people (Higgins 2001b: 266-267). 
12 To ascertain the social network of respondents, Higgins asks respondents to indicate who “took an active interest in and 
concerted action to advance their careers” and to label whether these persons were friends/family or advisors (Higgins 2001b: 
268).
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the same region as the individual (see Ferrer-i-Carbonell 2003: 57–75). In our 
study, we approach the social group on the basis of the ‘social categories’ gender, 
educational level and cohort. 
 As people tend to conform to the social group’s beliefs and behaviour 
even when these beliefs and behaviour conflict with their own values (Bardi 
and Schwartz 2003), we assume that the influence of the social group on job 
mobility comes to light when the decision of workers to change jobs deviates 
from the job changing behaviour of the social group. In explicit hypotheses, 
we expect the following to be the case: employees who have held fewer jobs 
than their social group, are more likely to change jobs than workers who have 
held a comparable number of jobs as their peers (hypothesis 1); workers who 
are more job-mobile than their social group are less likely to change jobs than 
workers who have made a similar number of job changes as their social group 
(hypothesis 2). 

5.3 The ‘usual’ determinants of job mobility: control variables 

The numerous studies on job mobility offer us valuable information on 
variables we need to control for. Age is an important predictor of job mobility, 
with lower mobility rates for older workers (Groot and Verberne 1997; Neal 
1999; Topel and Ward 1992). The educational level of workers is related to 
job mobility as well. Empirical studies, however, show ambiguous results for 
the direction of the effect (see for instance Greenhalgh and Movratas 1996; 
Mincer and Jovanovic 1981; Weiss 1984). The contradictory effects seem to 
be the result of different effects of the educational level for men and women 
(Blau and Kahn 1981; Royalty 1998; Theodossiou and Zangelis 2009); 
especially women with lower educational levels tend to change jobs less often 
(Royalty 1998). Given the substantial differences in careers between men and 
women, we also control for gender. Furthermore, previous experiences of job 
changes were shown to affect the job changes among workers significantly 
(Blossfeld and Mayer 1988). We therefore control for the number of previously 
held jobs. To take the structural element of job mobility into account, we 
include the yearly change in the national unemployment rate as an indicator 
of the labour market conditions (Blossfeld 1986). Finally, we control for 
the employee work values. Some authors suggest that a social norm, or a 
‘subjective norm’ as they call it, is determined not only by an individual’s 
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beliefs about how others expect him to act (social normative beliefs) but 
also by the individual’s personal normative beliefs (Fishbein 1967; Jaccard 
and Davidson 1975; Pomazel and Jaccard 1976; Schwartz and Tessler 1972; 
Wiener 1982). These latter beliefs are personal moral standards with respect 
to a given behaviour, and they are established when a person internalizes 
expectations of others concerning this behaviour (Wiener 1982). The 
personal moral standards are comparable to an individual’s values, because 
values are “an enduring belief that a specific mode of conduct or end-state of 
existence is personally or socially preferable to an opposite or converse mode 
of conduct or end-state of existence (Rokeach 1973: 5).” The influence of 
peers on individual behaviour could thus be incorporated in the individual’s 
(work) values. There are, however, other authors who state that norms do not 
incorporate an individual’s (work) values but that these norms could ‘overrule’ 
an individual’s (work) values. People tend to conform to norms even when 
the norms are opposed to their own values (Bardi and Schwartz 2003). To 
assess the relationship between peers’ behaviour and individual voluntary job 
mobility systematically, we control for individual work values. Some work 
values put employees at risk of making a voluntary job change whereas other 
work values withhold employees from changing jobs voluntarily (see our 
findings in Chapters 3 and 4). Strong preferences for job security withhold 
workers from changing jobs voluntarily. On the other hand, employees 
who emphasize the importance of job aspects, such as ‘having a good pay’ 
or ‘having an interesting job’, are more likely to make a job change. Our 
ideas on the effects of work values on individual job mobility are based on 
research findings of Kalleberg (1977) and Freeman (1978). The latter shows 
that job satisfaction is an important determinant in the decision of workers 
to change jobs. Dissatisfied employees are likely to search for other jobs 
and to quit their current job if their search is successful. Kalleberg (1977) 
demonstrates that job satisfaction is negatively related to work values (and 
positively related to the perceived type and amount of job rewards). The more 
workers value a specific job aspect, the more likely it is that this job aspect 
is not fulfilled in the workers’ current job. The weak fulfilment of the job 
preferences of employees leads to lower levels of satisfaction with the current 
job (Kalleberg 1977, 132–133). Workers are therefore more likely to make a 
job change. 
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5.4 Data and methods

To examine whether the social group affects the decision of workers to 
change jobs, we use data of the labour supply panel of the Dutch Institute 
for Labour Studies (OSA). With this panel the OSA collects data for 
households of which the main breadwinner is between 16 and 64 years old. 
All other members of the household are also interviewed, as long as they 
are in the age category of 16- and 64-year-olds, and as long as they are not 
in full-time education or compulsory military service. The participants of 
the labour supply panel are questioned about individual characteristics (like 
gender and date of birth), household characteristics (such as marital status 
and number of children), social origin, income or other financial resources, 
attended education and training, job changes (like the date of job change, the 
kind of job change and reason to change jobs), and opinions on paid labour 
and their current job. In April 1985, the OSA started collecting data. The 
survey was replicated in September of the next year. Since September 1986, 
respondents have been interviewed every two years about (changes in) their 
household situation, the labour market situation and/or their opinions. The 
data on one of our control variables (employee work values) were collected 
in the 1992 survey. We therefore start our analysis with the data of the 1992 
survey and end our window of observation with data of the 2004 survey.13

 To make optimum use of the longitudinal character of our data, we 
employ event history analysis. With this kind of analyses, we predict the ‘risk’ 
of experiencing an event at a certain point in time with a set of covariates . 
The event under study in this chapter is the duration of job spells measured 
in months. The time-dependent process starts at the beginning of a job 
and ends when respondents change jobs voluntarily, our event of interest, 
or when the current employment relationships of the respondents stop due 
to unemployment, a forced job change or any other type of change in the 
labour market situation (other than voluntary job mobility). The job episodes 
of these latter types of job endings are right-censored. Interviewees who 
remain in unemployment, inactivity or self-employment over the entire 
research period, are not part of the analysis. Respondents who alternate 

13 Of the respondents who were interviewed in the 1992 survey 15% still participated in the 2004 survey. The important 
advantage of applying event-history models, as we do in this chapter, is that panel attrition is less problematic because 
individuals remain in the risk set until they exit our observation window. The episodes of the respondents who leave our 
window of observation are right-censored (Blossfeld, Golsch and Rohwer 2007).
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periods of unemployment or self-employment with paid employment, run 
the risk, once they are in paid employment, of experiencing a job change. 
Therefore, respondents who substitute periods of unemployment or self-
employment with paid employment, are not excluded from  the analysis. The 
job episodes of employees who hold one job over the entire research period, 
are right-censored, because the event did not take place during the research 
period but could possibly occur afterwards. Using this definition of our risk 
set and strategy of right-censoring, we follow the standard proceedings in 
event history analysis (see for example Blossfeld, Golsch, Rohwer 2007). To 
capture the effects of covariates on voluntary job mobility fully, it would be 
ideal if we had data on the start of the respondents’ labour market careers. 
With this information we prevent left-censoring of the data, i.e. the starting 
and ending time of labour market situations before the start of our research 
period. Unfortunately, the OSA does not collect information on the start of 
the respondents’ labour market careers. However, we do have data on the start 
of each registered job. Preparing our data set in line with the abovementioned 
set-up, our analysis includes over 2,500 respondents (for a presentation of the 
descriptive statistics, see Table 5.1). A number of respondents experience more 
than one job change. Our data set therefore contains over 6,000 observations. 
Since we examine the effects of the covariates for each observation, we have 
to correct for heterogeneity. We do so by making use of robust standard errors 
and by including a covariate counting the number of previously held jobs 
observed from the moment the respondent starts participating in the panel. 
In our 12-year research period the duration of job episodes could exceed 
the number of months covering our window of observation. At the start of 
the participation in the panel survey respondents indicate when their ‘first 
registered’ job started. A maximum job duration of 539 months (see Table 5.1) 
represents a loyal employee who continues to work for the organisation where 
he started his working life. 
 To test our hypotheses, we estimate a Cox proportional hazard model. 
With this modelling strategy, we do not need to make a priori assumptions 
about the shape of the hazard ratio over time (see Blossfeld, Golsch and 
Rohwer 2007, 223–224).

Dependent processes
The dependent variable in our analyses registers whether respondents 
experience a voluntary job change in comparison with no job change at all 
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and transitions from paid employment to any other labour market situation. 
To judge whether a change in labour market situation was a voluntary job 
switch, we use the information collected with the OSA-question “If you 
had a change in labour market situation the past two years, what was the 
reason for this change?” From a set of 34 reasons, respondents could choose 
one that applies best to their changed labour market situation. We consider 
the answers ‘I wanted a job that was more interesting’, ‘I wanted a job that 
offered more security and better prospects’ or ‘I wanted a job with better 
pay’ as voluntary (see Appendices, Table B). These reasons start from an 
individual desire to change jobs and are not forced upon the employee by the 
firm the employee used to work for. It is therefore reasonable to categorize 
these changes as voluntary. ‘Reorganization’ and ‘transfer to an equal or less 
demanding position’ are reasons that involve a forced job change (see also 
Appendices, Table B). The retrospective nature of the questionnaire opens up 
the possibility that respondents justify a forced job change as a voluntary one. 
We are aware that cognitive dissonance could bias the respondents’ answers. 
 Of the total number of observations under study 41 per cent involves 
a job change (see Table 5.1). The majority of these job changes are of a 
voluntary nature. Jobs that end because workers voluntarily decide to leave 
their current job in order to take up a new job, occur about twice as often 
as jobs that end because workers are fired (23 versus 11 per cent, excluding 
seven per cent missing cases). This finding emphasizes the claim that Mayer, 
Grunow and Nitsche (2010) convey: mobility on the labour market cannot 
be interpreted easily in terms of labour market uncertainty. Our finding also 
indicates the relevance of examining the motives for voluntary job changes. 
 For a number of respondents who change jobs, the reason for their 
change is not reported. We are therefore unable to classify these changes as 
either voluntary or forced. Job changes for which the reason is missing, are 
treated as right-censored. 

Independent variables:
Deviance of the individual’s job changing behaviour from the job changing 
behaviour of the social group
To test the effect of the social group’s job changes on individual job mobility, 
we create a variable that represents peers’ job changing behaviour. We create 
the indicator for the social group’s behaviour out of individual job mobility. 
Following Akerlof and Kranton’s (2005) thought – people think of themselves 
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Table 5.1: Descriptive statistics 

Minimum Maximum Mean SD Missing

Dependent variable
Job  duration in months 1 539 67.54 87.76 0

N = 6,047

Independent variables (by observation)
Job satisfaction
 Highly satisfied 0 1 .27 621
 Satisfied 0 1 .44 621
 Not satisfied 0 1 .08 621
 Unobserved due to sample design 0 1 .21 621
Age 14 64 34 11 96
Previous number of jobs 0 12 .86 1.27 0
Peers’ previous number of jobsa

 Negative 0 2.14 .47 .14 111
 Positive 0 7.49 .33 .67 111
Change in yearly unemployment rate in % pointsa -1.5 2.4 -.20 .69 247

N = 6,047

Independent variables 
(by respondent’s first registered labour market situation)
Work values
 Good pay 1 5 4.17 0
 Job security 1 5 4.12 4
 Interesting work 2 5 4.48 5
 Being an expert 1 5 3.95 3
 Useful for society 1 5 3.62 7
Gender 0 1 .63 0
Educational level
 Primary 0 1 .12 42
 Secondary 0 1 .72 42
 Tertiary 0 1 .16 42

N = 2,656

Types of job changes (by observation)
N %

Voluntary 1,392 23
Forced 668 11
Reason change missing 446 7
No change in jobs 3,541 59

Total number of observations 6,047 100

a Statistics reported for the beginning of the job episode. 
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in terms of social categories – we define the individual’s social group as those 
people in the sample who have the same educational level, who are born in the 
same time period, and who are of the same gender. The job changing behaviour 
of the individual’s social group is thus represented by the average score on the 
number of previous voluntary job changes of all people who make up the social 
group, with the exclusion of the individual for whom we compute the social 
group mean. By dividing the educational level into three categories (primary, 
secondary and tertiary education) and by distinguishing five time periods (born 
in 1968–1976, 1958–1967, 1948–1957, 1938–1947 or 1928–1937) for men 
and women, we generate 30 different ‘social groups’. 
 To test the effects of the social norms on job mobility, we are not 
interested in the social group’s job changing behaviour per se but rather in 
whether the individual’s job changing behaviour differs from the number 
of job changes their peers have made. We therefore subtract the individual’s 
number of previous voluntary job changes from the number of voluntary 
job moves the individual’s social group made in the past. At the start of 
each calendar year, starting in 1991 up till 2004, we calculate the social 
group’s average number of previous voluntary job changes.14 Our ‘social 
norm’ variable is thus a time-varying covariate. We expect that the effects 
on job mobility of the social group are different for employees who have 
held fewer jobs than their social group (the ‘negatively deviating’) from the 
employees who were more job-mobile than their social group (the ‘positively 
deviating’). We therefore create two separate indicators: one that represents 
a negative deviance from peers’ job changing actions and one that indicates 
whether respondents deviate from their social group’s voluntary job changing 
behaviour positively. 

Time-constant control variables
Age. The respondents’ age is registered at the beginning of each job episode. 
Age is thus treated as a time-constant control variable. It means that the 
respondent’s age is kept constant over the job duration, but it changes 

14  A large number of respondents started their jobs before January 1991. As the social norm variable is a time-varying 
covariate and we can only calculate ‘social norms’ on job mobility starting from January 1991, we have to deal with a lot 
of missing values on the social norm variable. To prevent that quite a few observations are excluded from the analyses, we 
assume that the social norms are zero for the episodes that start before January 1991. To examine whether our results are 
biased by the assumption, we ran analyses only for the job episodes we are able to create norms for, i.e. the episodes that start 
in 1991 or later. These analyses lead to similar results, as far as the significance and the direction of the effect of the social 
norms are concerned, as analyses for which we assume that the ‘missing episodes’ on social norms are zero. 
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between job episodes observed per individual. We analyse the effect of age in 
a manner comparable to that used by Blossfeld, Golsch and Rohwer (2007) 
for labour force experience. 
 Educational level. To examine the influence of the educational level on 
job mobility, we take two dummies into account. One dummy represents 
respondents for whom primary education is the highest educational level 
attained. The other dummy is for respondents with a tertiary education. For 
the majority of respondents secondary education is the highest educational 
level attained. We therefore use this educational level as our reference 
category. 
 Gender. By including a dummy for males, we study the gender effect on 
job mobility. 
 Job satisfaction. On a four-point scale ranging from ‘very dissatisfied’ 
to ‘very satisfied’, employed respondents indicate in each OSA survey how 
pleased they are with the job they hold at the time of the interview. The 
satisfaction with one’s job is only registered for the job at the time of the 
interview. When respondents report they made a job change in the 1992 
survey, we lack data on job satisfaction for these respondents’ first registered job 
in the 1992 survey. Information on job satisfaction is not observed either for 
respondents who had more than one job change in the years that pass between 
surveys. Deleting job changes with unobserved job satisfaction from our 
analyses would lead to a significant loss of information and would perhaps even 
lead to biased results. To prevent this, we add a dummy on unobserved values 
for job satisfaction due to survey design. A limited number of respondents 
mention they are very dissatisfied with their job. We therefore combine the 
categories ‘very dissatisfied’ and ‘dissatisfied’ in the dummy ‘not satisfied 
with one’s current job’. The other two possible answers to the job satisfaction 
question are ‘satisfied with one’s current job’ and ‘highly satisfied with one’s 
current job. ‘Being satisfied with the current job’ is our reference category. 
 Number of previously held jobs. To correct for the number of jobs 
respondents held in the past, we create a variable based on the data of 
respondents’ previous job changes. Due to the data structure, we assume that 
respondents have not had any previous job until we first register their change 
of jobs.
 Work values. On a five-point scale ranging from ‘very unimportant’ to 
‘very important’, respondents could indicate the importance they attached 
to a particular job aspect. Moreover, the questions were asked about people’s 
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values on ‘a job’ rather than their current job. Since the question on the 
importance of job aspects was only asked in the 1992 survey, we assume that 
the work values of respondents are constant over the research period. 

Time-varying control variable
Change in percentage points in the unemployment rate. To examine whether 
the availability of jobs influences the decision of workers to change jobs, we 
use the growth in the number of unemployed as an indicator for (the lack 
of ) availability of jobs. The growth in the number of unemployed changes 
throughout the respondent’s job duration (Blossfeld 1986). We measure 
the growth in the number of unemployed by the growth in the national 
unemployment rate. By splitting episodes at the point in time when the 
growth in unemployment rate changes (at the beginning of each calendar 
year), we make the job availability variable a time-dependent covariate. 
The data for the growth in the national unemployment rate are taken from 
Statistics Netherlands.

5.5 Results

By controlling for the usual determinants of voluntary job mobility, we 
find that workers who change jobs less often than their peers, are at risk of 
making a voluntary job change.15 The results of our analyses are shown in 
Table 5.2. The coefficient for ‘negative deviance’ (exp(b) = 1.75, in Model 2) 
reflects that the odds of changing jobs for workers who have held a smaller 
number of previous jobs than their social group, are 5.75 times larger than 
for workers who have held a comparable number of previous jobs as their 
peers. The social norm to change jobs as represented by peers’ job changing 
behaviour, therefore has a strong impact on workers who do not ‘comply’ 
with the behavioural rule of changing jobs. The effects of the control variables 
are in line with previous research. Older workers change jobs less often, 
whereas dissatisfied workers are more likely to change jobs, and a rise in the 
national unemployment rate reduces the likelihood of wo+rkers to change 
jobs voluntarily. Workers with a strong preference for ‘having a secure job’ 
are less likely to change jobs. On the other hand, employees who emphasize 

15  In the following discussion of the results, we use the terms ‘voluntary job change’ and ‘job change’ interchangeably. 
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Table 5.2: The Effect of Social Norms on Voluntary Job Mobility among  
 Dutch Employees, 1992–2004 

 Cox regression

1 2 3

Gender (female, 0 & male, 1) -.38*** -.37*** -.38***
(.06) (.07) (.06)

Age -.01** -.01** -.01**
(.00) (.00) (.00)

Educational level: secondary (ref.) 

 Primary -.54** -.44** -.54***
(.16) (.16) (.16)

 Tertiary .17* .14 .17*
(.08) (.08) (.08)

Job satisfaction: satisfied (ref.)

 Highly satisfied .12 .11 .12
(.08) (.09) (.08)

 Not satisfied .48*** .43*** .48***
(.11) (.12) (.11)

 Unobserved due to survey design 1.61*** 1.86*** 1.60***
(.08) (.08) (.08)

Work values:

 Good pay .15** .12* .15**
(.05) (.05) (.05)

 Job security -.11** -.12** -.11**
(.04) (.04) (.04)

 Having an interesting job .14* .17** .14*
(.06) (.07) (.06)

 Being an expert in one’s work field -.05 -.05 -.04
(.04) (.04) (.04)

 Having a job that is useful for society -.07* -.07 -.07*
(.04) (.04) (.04)

Previous number of jobs .35*** .36*** .32***
(.03) (.03) (.03)

Deviance from voluntary job changing behaviour of social group

 Negative deviance 1.75***
(.13)

 Positive deviance .07
(.08)

Change in yearly national unemployment rate -.22*** -.22*** -.22***
(.04) (.04) (.04)

Log Likelihood -8,898.7 -8,815.0 -8,898.1
N 5,224 5,224 5,224
Events 1,210 1,210 1,210

Notes:  
Figures in parentheses are robust standard errors.
* p < .05 ** p < .01 *** p < .001
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the importance of ‘having a good pay’ or ‘having an interesting job’, are more 
likely to change jobs. A comparison of Models 1 and 2 in Table 5.2 shows 
that the less job-mobile workers, in comparison with their peers, change jobs 
at the cost of some individual characteristics. The effect of dissatisfaction 
with one’s job on the decision to change jobs voluntarily is smaller. Some 
other individual characteristics are more pronounced when the effect of peers 
is taken into account. The effect of ‘having an interesting job’ on job mobility 
is stronger in a model that considers the job changing behaviour of peers. 
 We find no support for our second hypothesis, i.e. workers who are more 
job-mobile than their social group, are less likely to change jobs than workers 
who have made a similar number of job changes as their social group. The 
effect for the ‘positive deviance’ in Model 3 is not significant. It appears that 
employees who have made more job changes than their social group, do not 
adjust their behaviour to that of their peers. The job-change-prone workers 
are not withheld in their actions on the labour market by their peers who 
change jobs less frequently. A comparison of Models 1 and 3 in Table 5.2 
demonstrates that the effects of the control variables are very similar. For 
workers with a tendency to change jobs frequently the structural and 
individual elements of job mobility are more important for their job mobility 
than the job changing behaviour of their peers. 

5.6 Conclusions

In this chapter, we have examined whether peers affect the decision of 
workers to change jobs voluntarily. Since young age groups more often 
report they have a desire to experience job mobility than older age groups 
(Mayer, Grunow and Nitsche 2010), it is more and more important to 
understand why workers are inclined to change jobs. With our study we 
contribute in two major respects to the literature on job mobility. First, as 
our data demonstrated, voluntary job changes are very common and occur 
almost twice as often as involuntary job changes. More than 40 per cent of 
the observations in our 12-year research period involve a change in jobs. 
Job changes that stem from a voluntary decision to be job-mobile, occur 
about twice as often as forced job changes. The prevailing desire among 
young cohorts to change jobs could be the result of a social norm on being 
job-mobile among this group of workers. Empirical studies in which the 
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influence of the social group on individual job changing behaviour is tested, 
however, are rare, and previous studies in which this is done on the basis of 
longitudinal data, are nearly non-existent. This study thus contributes to the 
literature on job mobility in that we assessed (on the basis of longitudinal 
data) whether peers affect voluntary job mobility. 
 The second contribution of our study to the literature is that the 
social group is indeed important for the decision of workers to change 
jobs voluntarily. After we controlled for the usual determinants of job 
mobility, we found that Dutch workers who changed jobs less often than 
their peers, are more likely to make a future job change than workers who 
made a similar number of job changes as their social group. Our idea that 
especially individuals whose behaviour deviates from the behaviour of their 
social group, are likely to change their actions according to the social group’s 
behaviour, only applies to individual actions that deviate from the actions of 
the social group negatively. Dutch employees who changed jobs more often 
than their peers, are not likely to adapt their behaviour to that of their social 
group. For these job-change-prone workers the determinants that enhance 
individual mobility, prevail over the social-group effect that would suppress 
job mobility. Workers who are more job-mobile, seem to be pioneers. 
 Our findings inform ongoing social stratification and social mobility 
research by showing that a significant share of observed job mobility is 
individually motivated. Higher volatility of employment careers is therefore not 
only a result of increasingly flexible labour markets and more labour market 
uncertainty, but it is also an effect of the desire of individuals and peers to be 
job-mobile. Our findings might therefore help to nuance the ongoing scholarly 
discussion about employment uncertainty and individualization (Blossfeld, 
Mills and Bernardi 2006). 
 For human resource managers our findings are informative as well. 
Matching workers’ current job characteristics to what they value in a job, 
seems an effective strategy to tie employees to the firm. However, managers 
should be aware that this strategy is most effective for workers who 
experienced several voluntary job changes in the past. Especially workers 
who have changed jobs more often than their peers, use work values as a 
motivator to change jobs. Less job-mobile peers do not withhold these job-
change-prone workers from making job changes. 
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6.1 What has this study done? 

The aim of this research was to investigate the influence of labour market 
characteristics on the work values of employees and to assess the effects of 
these work values on people’s labour market behaviour. The main research 
questions were: (1) How do work values come about and (2) What are the 
consequences of work values for labour market behaviour? In contemporary, highly 
volatile labour markets, where stable jobs sustained throughout the employees’ 
working lives are becoming increasingly rare, it is important to understand 
why people change or have to change jobs. Especially from the point of view 
of social stratification and social mobility research, it is relevant to examine 
the causes of labour market flexibility among workers. Understanding the 
importance of work values sheds some light on this issue. In combining 
insights from work value research and literature on voluntary and forced 
job endings this study has led to improved understanding of (a) the impact 
of labour market characteristics on employees’ preferred job aspects, (b) the 
varying impact of these characteristics for the preferences of workers with 
different educational attainment and income levels, (c) the influence of work 
values on voluntary and forced job endings, and (d) the possible conflict 
between individual work values and peers’ preferences for job mobility and its 
effect on the individual’s decision to end employment relationships voluntarily. 
 This study contributes to existing research in several respects. It fills a 
gap in existing work value research by focusing on whether work values – 
subjective individual characteristics – matter for individual labour market 
behaviour. Furthermore, it shows that subjective characteristics indeed 
matter for the decision of workers to end their employment relationships 
voluntarily and thus that (work) values should not be ignored in research on 
individual (labour market) behaviour. Another important contribution of this 
study is that it introduces advanced methodological techniques applied to 
longitudinal data in a field of research that is dominated by cross-sectional 
studies. By employing these techniques and data, we provide statistically and 
methodologically sound insights into the consequences of work values on 
individual work-related behaviour.
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An overview of the research questions, data sets and statistical methods used 
in this study is presented in Table 6.1. We first assessed the impact of labour 
market characteristics on job preferences of workers (Chapter 2). In the 
following chapters, we considered the effects of individual work values on the 
voluntary and forced termination of employment relationships and the effects 
of social norms on individual job mobility. In these chapters, we therefore 
concentrated on answering the second research question. In the remainder of 
the current chapter, the findings of the study are summarized, the limitations 
of the study discussed and suggestions for future research provided. 

Individual characteristics matter most for employee work values
What a person values in a job, is influenced by individual characteristics. 
Gender, age and educational level have proven to be of influence as origins 
of work values. In our study, we found that the workers’ educational level 
and occupational status especially matter for their work values. More 
highly-educated workers consider extrinsic job aspects less and intrinsic 
job aspects more important than workers with a lower educational level 
do. The higher the worker’s occupational status, the lower the importance 
the worker attaches to the extrinsic job aspects. For intrinsic work values 
it is the other way around: workers with higher occupational statuses 
consider intrinsic job aspects more important than workers with the lowest 

Table 6.1: Overview of this study

Chapter Research question Data Method

2 (a) To what extent is the variation in job preferen-
ces of workers systematically related to labour 
market characteristics? 
(b) To what extent do indicators of precariousness 
affect work motivations differently?

EVS,
OECD,
Kenworthya 

Multi-level linear 
regression

3 To what extent do work values influence labour 
market behaviour? More specifically, how do work 
values affect the decision of employees to change 
jobs voluntarily?

OSA,
CBS

Event history analysis

4 To what extent do the characteristics that workers 
consider important in a job explain forced job end-
ings among male and female workers?

OSA,
CBS

Event history analysis

5 To what extent do peers affect the decision of 
workers to change jobs?

OSA,
CBS

Event history analysis

a: Professor of Sociology and Political Science at the University of Arizona maintains a data set which captures the degree of 
country-specific intentional harmonization in the wage setting process (http://www.u.arizona.edu/~lkenwor/)



150

occupational status. As workers grow older, the importance attached to 
both extrinsic and intrinsic job aspects diminishes. 

Extrinsic
work values

Intrinsic
work values

Individual characteristics:
Gender o o
Age – –
Educational level – +
Income o o
Occupational status
(ref. semi-skilled and unskilled manual worker): 
 Employer/manager – +
 Professional worker – +
 Middle-level office worker – +
 Junior-level office worker – +
 Skilled manual worker – +
 Farmer o +
 Member of armed forces o +
Household situation
(ref: single, no children):
 Single with children o o
 Couple, no children o o
 Couple with children o o

+ = positive effect
– = negative effect
o = effect is not significant

The labour market is important for workers’ preferred job aspects as well
By controlling for individual characteristics, we found that country-specific 
labour market characteristics are relevant for people’s preferred job aspects. 
Generous unemployment benefits help workers to secure their basic needs in 
times of unemployment. Our analyses showed that these benefits reduce the 
importance attached to extrinsic job characteristics. An unequal distribution 
of incomes also affects the employees’ extrinsic work values. The importance 
attached to the extrinsic job aspects is greater in countries where incomes 
are more unequally distributed. In countries with an equal distribution of 
incomes, more employees are in a labour situation that offers little safety or 
security than in countries with a more equal allocation of incomes. Workers 
in insecure labour situations consider extrinsic job aspects more important 

Table 6.2: The effects of the individual characteristics on employees’ extrinsic and  
 intrinsic work values
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To examine whether labour market characteristics affected the work values 
of employees in precarious employment relationships differently than 
the job preferences of workers in more favourable job positions, we used 
the workers’ attainted educational level and income level as indicators for 
the precariousness of their employment relationships. We found that the 
influence of labour market characteristics on extrinsic work values does 
not differ between employees in precarious employment relationships and 
workers in more favourable job positions (see Table 6.4). Our results did 
show that labour market characteristics affect the intrinsic work values of 
employees in precarious employment relationships and the intrinsic work 
values of workers in more favourable job positions differently. Especially 
more highly-educated employees benefit from the protection against the 
financial consequences of unemployment. Generous replacement rates 
particularly enable the more highly-educated employees to have stronger 

than intrinsic job characteristics. Finally, the scarcity of jobs makes workers 
more interested in the extrinsic aspects of a job. 
 The labour market characteristics not only influence the preferences for 
the extrinsic job aspects but also affect the preferences of workers for the 
intrinsic characteristics of a job. Protection against (the consequences of ) being 
fired enhances the importance employees attach to the intrinsic job aspects. 
Furthermore, when wage setting is coordinated, workers have a stronger 
preference for the intrinsic characteristics of a job. An overview of the effects 
of the labour market characteristics on employees’ extrinsic and intrinsic work 
values is reported in Table 6.3. 

Extrinsic
work values

Intrinsic
work values

Labour market characteristics:
Replacement Rate – o
Employment Protection Legislation o +
Wage Setting Coordination o +
Income Inequality (Gini) + o
Growth of Unemployment Rate – o

+ = positive effect
– = negative effect
o = effect is not significant

Table 6.3: The effects of the labour market characteristics on employees’ extrinsic  
  and intrinsic work values 
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preferences for the intrinsic job aspects in comparison with the workers 
with a lower educational level. A more equal income distribution also has a 
positive effect on the intrinsic job preferences of the more highly-educated. 
Even a cut-back in available jobs has a positive effect on intrinsic work values 
among the more highly-educated employees. For the other indicator of the 
precariousness of employment relationships, we found that the labour market 
characteristics do not affect the intrinsic work values of employees with 
varying income levels differently. 

Table 6.4: The effects of labour market characteristics on extrinsic and intrinsic work  
 values of employees with varying educational and income levels

Extrinsic 
work values a

Intrinsic
work values

Labour market characteristics:
Replacement Rate o –
 interaction with education +
 interaction with income o o
Employment Protection Legislation o o
 interaction with education o
 interaction with income o o
Wage Setting Coordination o o
 interaction with education o
 interaction with income o o
Income Inequality (Gini) o +
 interaction with education –
 interaction with income o o
Growth of Unemployment Rate o o
 interaction with education +
 interaction with income o o

+ = positive effect
– = negative effect
o = effect is not significant

a: The cells are blank for the interactions with educational level, because there is no random variance in the slope for the 
educational level for the countries selected in the analyses. 

To conclude, our results showed that labour market characteristics are 
effective in enhancing preferences of workers for the extrinsic job aspects. 
Both workers in  precarious positions and workers in more favourable 
work positions benefit from the possibilities the labour market offers to 
guarantee their basic needs. With the reduced necessity to secure basic needs, 
workers are able to enhance their preferences for the intrinsic job aspects. 
However, only the workers who already have a stronger preference for 
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intrinsic job aspects (the more highly-educated workers), fully benefit from 
the opportunities the labour market characteristics pose. The more highly-
educated employees appear to use labour market arrangements, among other 
things via their job preferences, to ‘capitalize’ their investment in human 
capital. 

Work values matter for workers quitting their job…
Workers with strong preferences for specific job aspects are likely to be 
dissatisfied with their current job and therefore search for other jobs that 
meet their work values better. By controlling for the usual determinants of job 
mobility, we discovered that employees with strong preferences for specific job 
aspects change jobs more often. Table 6.5 provides an overview of our findings. 
 Workers who consider ‘having a good pay’ or ‘having an interesting 
job’ very important, more often end their current employment relationship 
voluntarily to start a new employment relationship. Workers with a 
preference for ‘having a secure job’ are less likely to quit their job. A 
preference for security implies a preference for stability. Workers who 
value ‘having a secure job’, prefer a stable relationship with their (current) 
employer. It is therefore not surprising that workers who consider ‘having a 
secure job’ important, less often change jobs voluntarily. Workers with strong 
preferences for ‘having a job that is useful for society’ are also less likely to 
quit their job. The positive effect on individual job mobility of the work value 
‘having a good pay’ especially prevails among women. ‘Having a good pay’ is 
an important motivator for female workers to end their current employment 
relationship. Men’s decision to quit is also influenced by work values. ‘Having 
a secure job’ and ‘having a job that is useful for society’ reduces the likelihood 
among men to end their current employment relationship voluntarily.
 Work values also influence the kind of job change employees make. 
Workers who emphasize the importance of the extrinsic job aspects, in 
particular ‘having a good pay’, more often quit their job to take up a new 
job that meets their extrinsic work values better. Preferences for intrinsic 
job aspects influence the extrinsically motivated voluntary job mobility of 
workers negatively. Workers who highly value ‘being an expert in one’s work 
field’ or ‘having a job that is useful for society’, less often make an extrinsically 
motivated job change. The analyses for the relationship between work values 
and intrinsically motivated voluntary job mobility showed that workers with 
strong preferences for ‘having an interesting job’ more often change jobs for 
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intrinsic reasons voluntarily. Workers who emphasize the importance of the 
extrinsic work value ‘having a secure job’, less often quit their current job to 
start a new employment relationship that meets their intrinsic job wishes 
better. 
 On the basis of our findings we conclude that work values are important 
for voluntary job mobility and that work values also influence the type of job 
change workers make. Our results thus provide evidence that work values 
influence labour market behaviour and should therefore not be ignored in 
analyses explaining individual (labour market) behaviour. 

Table 6.5: The relationship between voluntary job endings and (1) ‘individual’ work  
 values and (2) social norms 

Alla

Extrinsically  
motivated

Intrinsically  
motivated

Totalb Menb Womenb

Extrinsic Work Values:
 Good pay + o + + o
 Job Security – – o o –
Intrinsic Work Values:
 ‘Having an interesting job’ + o o o +
 ‘Being an expert in one’s work field’ o o o – o
 ‘Having a job that is useful for society’ –c – o o o
Social norms 
 Represented in job mobility of peers
 Negative ‘deviance’ of peers’ mobility +
 Positive ‘deviance’ of peers’ mobility o

+ = positive effect
– = negative effect
o = effect is not significant

a: ‘All’ means that the job endings included are voluntarily terminated for either extrinsic reasons or intrinsic reasons. Job 
endings for which the reason of termination was not reported, have been excluded. 
b: The control variables in the model that include both men and women slightly differ from the control variables included in the 
models for men and women separately. Besides controlling for (gender,) age, educational level and occupational status, we 
also control for household composition in the latter models. 
c: In the model that examines the influence of peers on individual voluntary job mobility, the work value ‘having a job that is 
useful for society’ has no significant effect on the voluntary job mobility of workers who make fewer job changes than their 
peers (negative deviance of peers’ mobility). 

…but work values do not affect forced job endings
Since workers with strong preferences for specific job aspects have moved 
voluntarily, it is likely that workers who highly value specific work values, are 
not at risk of experiencing a forced ending of their employment relationship. 
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We demonstrated that work values indeed have hardly any effect on forced job 
endings among men and women. None of the work values affect the likelihood 
that the men who are forced to end their current employment contract become 
unemployed. Finding a new job immediately after a forced job ending is 
harder for men who value ‘having a job that is useful for society’. Workers 
with preferences for this job aspect are likely to have a job in the public sector 
(Dur and Zoutenbier 2011; Lewis and Frank 2002). The attractiveness of jobs 
in the public sector is in the ability to help others and so in their contribution 
to society. Public-sector jobs are also appealing because of their conceived job 
security. ‘Firms’ in the public sector downsize less frequently than businesses in 
the private sector (Lewis and Frank 2002). In case government agencies have 
to downsize, they most likely fire the public-sector workers with high levels 
of public sector experience (the costly employees). A possible explanation for 
the negative finding of ‘having a job that is useful for society’ on forced job 
mobility could be that once public-sector workers know that they are going 
to lose their jobs, they realize that with their specific level of experience fewer 
job opportunities are available to them. Workers who want the preference of 
‘having a job that is useful for society’ to be met, therefore probably have to 
search for a job longer than their notification period. If this explanation is 
correct, however, the work value ‘having a job that is useful for society’ should 
have a positive effect instead of the currently insignificant effect on forced job 
mobility. Perhaps the public-sector workers with high levels of experience who 
are fired, are older workers. In the Netherlands, these older workers had the 
opportunity to leave the labour market until the mid 2000s through early-
retirement schemes. The chances of the older workers to find a new job after 
being fired are minimal (Putman, Stavenuiter and Smollenaars 1999). For 
female employees work values have no influence on their probability to find 
another job immediately after they lose their current job. Women, though, 
who value ‘having a secure job’, are less likely to be unemployed when they 
are forced out of their job. Our research findings, summarized in Table 6.6, 
confirm our general idea that work values especially affect the decision of 
workers to change jobs voluntarily. Workers with strong preferences take the 
initiative to end their current employment relationship themselves and do not 
‘wait’ for their employer to end it. 
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Peers’ job mobility affects workers’ individual job changes… 
Interactions with peers are important for an individual’s decisions. Our 
analyses demonstrated that employees who are less job-mobile than their 
peers, are more likely to make a future job change than workers who hold 
a comparable number of voluntary job changes as their social group (see 
first column in Table 6.5). Workers, however, who make more voluntary job 
changes than their peers, do not conform their behaviour to that of their peers. 
The peers who change jobs less frequently, therefore do not withhold the more 
job-mobile workers from making job changes. Apparently, the individual 
positive effects of job mobility prevail over the negative effects of deviating 
from one’s social group. The workers who are more inclined to change jobs, 
seem to be pioneers. 

…but peers’ job mobility does not rule out the influence of individual work values
Some authors suggest that the effect of values is incorporated in social norms 
(Fishbein 1967; Jaccard and Davidson 1975; Pomazel and Jaccard 1976; 
Schwartz and Tessler 1972; Wiener 1982). Following these authors’ line of 
thought, the effects of work values on individual job changing behaviour 
would disappear once the behaviour of peers is controlled for; the effect 
of work values would run through the job changing behaviour of peers 
(cf. Bardi and Schwartz 2003). While controlling for peers’ job changing 
behaviour, however, we found that work values are not incorporated in the 
social norm on job mobility. The work values ‘having a good pay’ and ‘having 
an interesting job’ still affect thevoluntary job changes among employees 

Table 6.6: The relationship between work values and forced job endings

Transitions from 
Job to Job

Transitions from 
Job to Unemployment

Men Women Men Women

Extrinsic Work values:
 Good pay o o o o
 Job Security o o o –
Intrinsic work values:
 ‘Having an interesting job’ o o o o
 ‘Being an expert in one’s work field’ o o o o
 ‘Having a job that is useful for society’ – o o o

+ = positive effect
– = negative effect
o = effect is not significant
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positively. Furthermore, workers with a preference for ‘having a secure job’ 
persist in refraining from changing jobs. ‘Having a good pay’ and ‘having 
an interesting job’ thus continue to be important motivators to change jobs 
voluntarily, especially for workers who change jobs frequently (or more 
frequently than their peers). 

6.2 What have we learned?

The research reported in this thesis contributes to previous research in several 
ways. Its first contribution is in filling a gap in work value research and job 
mobility inquiries. What people value in their job, is a research subject of 
growing interest. However, studies on the influence of work values on work-
related behaviour received limited attention (Elizur 1996; England and 
Lee 1974; Frieze et al. 2006; Putti, Aryee and Liang 1989; Swenson and 
Herche 1994). Research on labour market behaviour hardly focused on the 
impact of subjective individual characteristics on individual actions. Studies 
on job mobility mainly incorporated individual characteristics and labour 
market characteristics as determinants for job changes among workers. A 
notable exception to these sets of determinants commonly included is the 
long proven effect of the subjective individual characteristic job satisfaction. 
Studies on the effect of another subjective individual characteristic – work 
values – for job mobility are practically non-existent. As far as we know, only 
Kanchier and Unruh (1989) examined the effects of job aspects workers 
prefer with respect to voluntary job mobility. 
 A second contribution of this study to the field of research on work values 
and labour market behaviour is vested in the research technique and data 
design. Existing empirical studies mainly use cross-sectional data to assess the 
influence of work values on labour market behaviour (Elizur 1996; England 
and Lee 1974; Frieze et al. 2006; Kanchier and Unruh 1989; Putti, Aryee 
and Liang 1989; Swenson and Herche 1994). Researchers using this kind 
of data have to rely on the assumption that work values indeed affect labour 
market behaviour later on. To avoid work values being affected by factual 
circumstances, the assessment of the relationship between work values and 
work-related actions requires data with a longitudinal design. In this study, we 
used such data. To make optimum use of the longitudinal character of our data, 
we employed event history analysis. In employing advanced methodological 



158

techniques and longitudinal data, we contribute to existing research because 
we are able to report statistically and methodologically sound insights into the 
consequences of work values on individual work-related behaviour. 
 The third contribution of this study is represented in its findings. With 
its statistically and methodologically sound analyses the study provides 
evidence that work values have consequences for  the voluntary decision of 
workers to change jobs. An important conclusion we can draw on the basis 
of this finding is that in research in the field of labour market careers we 
should not ignore the subjective individual characteristics when examining 
individual labour market behaviour. The mechanism underlying the 
relationship between work values and individual voluntary job mobility is 
the workers’ dissatisfaction with their current job. Highly valuing a specific 
job aspect results in dissatisfaction with one’s current job and puts workers 
at risk of making a voluntary job change. Another conclusion is therefore 
that work values function as motivators to act. This is why work values 
have no effect on forced job endings among employees, as our results have 
demonstrated. Individual work values are group-level phenomena; they imply 
a shared agreement that the preferred job aspects are important (enough) to 
be satisfied. Therefore, the job changing behaviour of the individual’s peers 
could have a similar effect on individual job mobility as ‘individual’ work 
values. The actions of peers could even take over the effect of work values 
on individual job mobility (cf. Bardi and Schwartz 2003). Peer behaviour 
functions as a social norm, a behavioural rule to which the individual has to 
comply. On the basis of our findings we conclude that the effects of the social 
group’s job changing behaviour are not so strong that they rule out the effects 
of the individual work values. Peer behaviour matters, but individual work 
values remain an important motivator for the decision of workers to change 
jobs. In this way, we provide evidence that when examining labour market 
careers researchers not only need to take subjective individual characteristics 
into account, but they also have to consider the impact of the actions of the 
individual’s social group. Furthermore, we found that work values are not 
a given; they are formed. Individual characteristics are very important in 
shaping what employees value in a job. The educational level of workers and 
their occupational status and age especially affect their preferred job aspects. 
The labour market also influences what workers consider important aspects 
in their job. The effect of the labour market runs, of course, through the 
occupational status of workers, but specific labour market characteristics also 
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affect employee work values. Our findings lead us to the conclusion that with 
its characteristics the labour market helps workers to secure the extrinsic 
aspects of a job and to improve the intrinsic aspects of a job. However, 
mainly more highly-educated workers benefit from the opportunity the 
labour market characteristics offers them to attach importance to the 
intrinsic job aspects. 
 Finally, this study informs ongoing social stratification and social 
mobility research by showing that a significant share of the job mobility 
observed is individually motivated. Higher volatility of employment careers 
is therefore not only a result of increasingly flexible labour markets and more 
labour market uncertainty, but it is also structured by what workers consider 
important in a job. Our findings therefore help to nuance the on-going 
scholarly discussion about employment uncertainty and individualization 
(Blossfeld, Mills and Bernardi 2006). 

6.3 What is still to be learned?

In this study, we assessed the relationship between individual work values and 
the labour market through the latter’s characteristics on the national level. 
Our results showed that the influence of the labour market ran through its 
characteristics on the national level. Our findings also demonstrated that the 
‘labour market’ affects the individual work values of employees through the 
occupational status of workers. Where employees work and what kind of job 
they practise thus matters for their preferred job aspects. Besides country-
level variables, meso level variables, such as branches of industry, are likely to 
determine the work values of employees as well. The different sectors as well 
as the different segments that make up the labour market (Doering and Piore 
1971; Leontaridi 1998), have their own characteristics. In our study, we had 
to treat labour markets as single entities due to data limitations, and we were 
unable to differentiate between sectors and labour market segments. Firm size 
would have been a good indicator to test for labour market segmentation, but 
the EVS data on firm size had too many missing values for some countries 
to warrant any meaningful claims. Data on the growth in the number of 
unemployed individuals per sector would have provided valuable information 
on the characteristics of different labour market sectors as well. To give a 
more detailed picture of the effects of labour market characteristics on the 
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job preferences of employees, future research could focus on the effects of the 
characteristics of labour market segments and sectors. 
 In this study, we proposed that in affecting labour market behaviour 
work values are stable throughout employees’ careers. There is, however, 
debate on the stability of (work) values over the individual’s life course. Some 
researchers point out that work values change during an individual’s life 
course due to experiences on the job. In her study on young people’s work 
values, Johnson (2002) found that what young people initially value in a job, 
changes across the young adult years. With age and experience on the job, 
their job preferences become more realistic. In their research on men’s and 
women’s work values, Tolbert and Moen (1998) also found that experiences 
on the job affected the job preferences of workers. Due to data limitations 
(the OSA data set contains information on people’s job preferences at one 
given point in time), we had to assume that work values are stable over the 
life course. It is not unusual to assume stability of work values. According 
to Rokeach’s (1973) much cited definition, values are enduring beliefs about 
a specific mode of conduct or end-state of existence. The effects we found 
in our study for the ‘earlier’ work values on later mobility, showed that work 
values matter, even for subsequent changes. To examine the influence of 
work values on voluntary job mobility more thoroughly, it would, however, 
be relevant to assess the relationship between work values and individual job 
changing behaviour by using data on individual work values at several points 
in time during the individual’s life course. 
 When assessing the effect of the social group on individual job mobility, 
we assumed that the ‘others’ with whom individuals compare themselves, 
are those workers who have similar characteristics as the individuals (their 
peers). These peers, however, are a very specific group of ‘others’ with whom 
individuals compare themselves. Individuals also engage in interactions with 
other groups of ‘others’ that could possibly affect individual voluntary job 
mobility. The ‘others’ that might be important for the decision of workers to 
change jobs voluntarily, are the workers individuals would like to compare 
themselves with (cf. Merton 1968). To assess the relationship between 
the workers’ social group and their decision to change jobs voluntarily, we 
created a social group based on the employees’ individual characteristics 
(gender, age and educational level) and gave a first insight into the effects of 
the social group on individual labour market behaviour. Possibly, there are 
more individual characteristics that are relevant to create the social group, 
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like household situation or the industry in which the worker operates. In 
our study, we limited the social group to the aforementioned characteristics, 
because we lack data on the industry in which the employees work and 
because including  the household situation led to too many ‘empty’ social 
groups. To examine the effect of the social group on voluntary job mobility 
in more detail, it would even be better to ask respondents who they consider 
their peers and with whom they would like to compare themselves. Given 
the relevance of the social group for individual labour market behaviour, 
surveys interested in explaining individual labour market behaviour should 
have questions on the individual’s reference groups in their questionnaire. 
 The answers to our research questions yielded some interesting issues 
that were outside the focus of our study but which make interesting subjects 
for future research. A first relevant topic for future research deals with 
whether work values differ for workers of varying ages. Research on voluntary 
job mobility shows that young workers change jobs more often than older 
employees do (see for instance Topel and Ward, 1992; Groot and Verberne, 
1997) and that young workers differ from older workers in the kinds of job 
changes they make (Neal 1999). Given the strong effect of age on voluntary 
job mobility, it is relevant to examine whether the impact of work values on 
the decision to change jobs works out differently for young employees than for 
older workers. Furthermore, it would be interesting to examine whether the 
importance attached to the different work values varies for employees born in 
different time periods, whether different work values affect the labour market 
behaviour of the various cohorts and whether the impact of work values on 
individual labour market behaviour changed over the various cohorts. 
 A second suggestion for future research is to widen the scope of the 
impact of work values on labour market behaviour from a national to an 
international perspective. Contemporary labour markets are characterized by 
higher volatility. However, it is unlikely that countries are closely comparable 
in their volatility. The Dutch context differs from other European and 
non-European contexts with respect to labour market policies and thus 
with respect to labour market characteristics. Our research showed that 
work values are formed by specific labour market arrangements. Given 
the differences in labour market characteristics, countries also differ in the 
importance their workers attach to specific job aspects. Further research is 
necessary to reveal how the contextual differences determine the extent to 
which work values affect the voluntary decision of employees to change jobs. 
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It is likely that the national institutions play a role in the decision of workers 
to change jobs voluntarily. The ease with which workers will make the 
decision to change jobs, differs from country to country. In turn, the labour 
market characteristics on the national level are likely to have an effect on the 
relationship between work values and employees’ job changing behaviour. 
In countries where workers can change jobs easily without having to face 
any major (financial) consequences, work values are likely to have a stronger 
impact on individual decision-making. In our study, it becomes apparent that 
in countries with well-developed labour market arrangements (more highly-
educated) workers attach more importance to the intrinsic aspects of a job. 
A possible effect of the institutional context is that in countries with ‘good’ 
labour market characteristics the decision of workers to change jobs are 
encouraged more often by enhancing the intrinsic job aspects. 
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 Werkwaarden: hoe ontstaan ze en welke invloed hebben ze op het  
 gedrag van werknemers?

Inleiding
In dit promotieonderzoek staan de kenmerken die werknemers belangrijk 
vinden in een baan centraal. Sommige werknemers zien hun baan vooral 
als bron van inkomsten. Zij hechten in een baan belang aan het hebben 
van een goed inkomen. Voor andere werknemers is werk meer dan alleen 
een inkomen. Zij zullen een baan pas beoordelen als goed als het werk 
hen bijvoorbeeld in de gelegenheid stelt interessante taken uit te voeren of 
wanneer het hen de mogelijkheid biedt om expert in hun vakgebied te zijn. 
De aspecten van een baan waarvan mensen aangeven deze belangrijk te 
vinden worden ook wel werkwaarden genoemd. In moderne samenlevingen 
is het belangrijk om werk te hebben. Werkwaarden spelen daardoor een 
steeds prominentere rol in de waarden die mensen aanhangen. Met dit 
onderzoek willen wij het volgende achterhalen: hoe ontstaan werkwaarden 
en welke invloed hebben werkwaarden op arbeidsmarktgedrag?
 Werkwaarden staan volop in de belangstelling van onderzoekers. Het 
groeiende aantal studies dat zich richt op werkwaarden is onder te verdelen 
in drie groepen (Sagie, Elizur en Koslowsky 1996; vgl. Hitlin en Piliavin 
2004). Een eerste groep studies houdt zich bezig met het ordenen van 
de verschillende aspecten die werknemers belangrijk vinden in hun baan. 
Door werkwaarden te ordenen ontstaat een beeld van de werkmotivatie 
van werknemers. Een veel gebruikte indeling van werkwaarden is een 
onderscheid in extrinsieke en intrinsieke baankenmerken (Herzberg, 
Mausner en Snyderman 1959). Mensen die het belangrijk vinden dat hun 
werk hen een goed salaris en baanzekerheid biedt, hebben een extrinsieke 
werkmotivatie. Deze werknemers vinden dus vooral de werkomstandigheden 
belangrijk. Mensen daarentegen die hun baan beoordelen op de aard van 
de werkzaamheden hebben een intrinsieke werkmotivatie. Zij beoordelen 
hun werk op de ‘inhoud’. De onderzoeken die behoren tot de tweede groep 
studies naar werkwaarden bekijken hoe deze tot stand komen. Of met 
andere woorden, deze studies onderzoeken welke factoren van invloed zijn 
op het belang dat aan verschillende baankenmerken wordt gehecht. Uit de 
onderzoeken die onder de tweede groep studies vallen, blijkt dat individuele 
kenmerken, zoals het genoten onderwijs, geslacht en leeftijd, van invloed 
zijn op wat mensen belangrijk vinden in een baan (Kohn 1977; Kalleberg en 
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Loscocco 1983; Johnson en Elder 2002; Marini, Fan, Finley en Beutel 1996). 
De derde en laatste groep studies die werkwaarden als onderwerp heeft, richt 
zich op de samenhang tussen werkwaarden en individueel gedrag. In deze 
onderzoeken wordt bijvoorbeeld nagegaan of werkwaarden de loyaliteit van 
werknemers aan hun organisatie beïnvloeden of dat hun prestaties bepaald 
worden door wat zij belangrijk vinden in een baan (zie England en Lee 
1974; Frieze, Olson, Murrell en Selvan 2006; Putti, Aryee en Liang 1989). 
In hoeverre werkwaarden samenhangen met individueel gedrag is nog een 
betrekkelijk onontgonnen onderzoeksterrein. Het aantal onderzoeken dat 
deze relatie bestudeert, is beperkt. 
 In dit promotieonderzoek richten wij ons daarom vooral op het 
inzichtelijk maken hoe werkwaarden het gedrag van werknemers op de 
arbeidsmarkt beïnvloeden. Wij kunnen dat echter niet doen zonder aandacht 
te besteden aan de bevindingen die voort zijn gekomen uit de andere 
twee clusters van studies naar werkwaarden. Zo hebben we inzicht in de 
werkmotivatie van werknemers nodig om te kunnen achterhalen welke 
invloed werkwaarden op het arbeidsmarktgedrag hebben. We gaan daarom 
uit van de bevindingen die in het eerste cluster van studies naar werkwaarden 
zijn opgedaan en maken een onderscheid in extrinsieke en intrinsieke 
baankenmerken. Daarnaast is het, om de relatie tussen werkwaarden 
en arbeidsmarktgedrag te kunnen bepalen, van belang te weten hoe 
werkwaarden tot stand zijn gekomen; het onderwerp van de tweede groep 
van studies naar werkwaarden. Verschillende onderzoeken uit dit cluster 
laten zien dat individuele kenmerken, zoals geslacht, leeftijd, opleiding 
en beroepsstatus daar hun stempel op drukken. Of de vormgeving van de 
arbeidsmarkt in een land ook bepalend is voor het belang dat werknemers 
hechten aan baankenmerken is nog nauwelijks onderzocht. Om een 
antwoord te geven op het eerste deel van onze hoofdvraag zullen wij daarom 
het volgende onderzoeken: (1a) in hoeverre beïnvloeden de eigenschappen 
van de arbeidsmarkt in een land de werkwaarden die werknemers 
aanhangen? In aanvulling hierop zullen wij ook aandacht besteden aan de 
volgende vraag: (1b) in hoeverre is de invloed van de kenmerken van de 
arbeidsmarkt anders voor de werkwaarden die werknemers in kwalitatief 
slechte banen aanhangen dan voor de werkwaarden die werknemers in 
kwalitatief goede banen aanhangen? 
 De beantwoording van het tweede deel van onze hoofdvraag  welke 
invloed hebben werkwaarden op arbeidsmarktgedrag  valt uiteen in drie 
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deelvragen. Het arbeidsmarktgedrag waar wij in dit proefschrift met name 
in geïnteresseerd zijn is het veranderen van baan. De eerste van de drie 
deelvragen luidt dan ook als volgt: (2) in hoeverre zijn beslissingen van 
werknemers om vrijwillig van baan te veranderen ingegeven door wat zij 
belangrijke aspecten in een baan vinden? Wij verwachten dat werkwaarden 
vooral een rol spelen in de baanwisselingen die werknemers vrijwillig 
maken. Om te onderzoeken of deze veronderstelling juist is, gaan wij na of 
werkwaarden inderdaad geen invloed hebben op gedwongen beëindiging 
van arbeidsrelaties. Wij maken daarbij een onderscheid in mannen die 
gedwongen worden hun banen te beëindigen en vrouwen die ontslagen 
worden. De tweede van de drie deelvragen, die de relatie tussen werkwaarden 
en arbeidsmarktgedrag onderzoeken, is dan als volgt geformuleerd: (3) in 
hoeverre beïnvloeden de kenmerken die werknemers belangrijk vinden in een 
baan de gedwongen baanbeëindigingen van mannen en vrouwen? Tot slot 
bestuderen we de invloed van de baanwisselingen die ‘anderen’ maken op de 
vrijwillige arbeidsmobiliteit van individuele werknemers. Wij doen dat omdat 
mensen zich in hun handelen laten leiden door ‘anderen’. Als het ‘eigen’ 
gedrag niet in overeenstemming is met dat van ‘anderen’, zijn individuen 
geneigd hun gedrag aan te passen zelfs als dat tegen hun eigen waarden in 
gaat (Bardi en Schwartz 2003). Om te onderzoeken of werkwaarden hun 
(verwachte) invloed op vrijwillige arbeidsmobiliteit behouden controleren 
wij in de laatste deelvraag voor het gedrag van de ‘anderen’ die individuen 
als hun ‘gelijken’ zien. Dat levert de volgende deelvraag op: (4) in hoeverre 
beïnvloeden de baanwisselingen die ‘anderen’ maken de beslissing van 
werknemers om vrijwillig van baan te veranderen?

 Hoofdstuk 2

De relatie tussen de inrichting van de arbeidsmarkt en werkwaarden
In zijn waardenstudies zet Inglehart (1977) uiteen dat de instituties in een 
land bepalend zijn voor de waarden die de inwoners aanhangen. Empirische 
onderzoek naar de relatie tussen de inrichting van de arbeidsmarkt in 
een land en de baanaspecten waar de werknemers in dat land waarde aan 
hechten is er echter nauwelijks. Het beperkte aantal onderzoeken waarin 
deze relatie bestudeerd wordt, levert overigens wel bewijs voor Ingleharts 
(1977) theoretische veronderstelling: de inrichting van de arbeidsmarkt 
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is van invloed op de baanaspecten waar werknemers waarde aan hechten 
(Gallie 2007; Gesthuizen en Verbakel 2011). De gedachte die schuil gaat 
achter de relatie is dat de voorkeur van werknemers voor specifieke aspecten 
van een baan een weergave is van hun sociaaleconomische positie, dus 
met andere woorden, mensen hechten waarde aan wat schaars is. Wat de 
empirische studies getoetst hebben, is echter vooral de ‘sociaaleconomische 
positie van een land’. De veronderstelling in beide studies is immers dat de 
eigenschappen van de arbeidsmarkt een vergelijkbaar effect hebben voor alle 
werknemers, ongeacht hun sociaaleconomische positie. 
 In dit hoofdstuk gaan wij er vanuit dat de invloed van de arbeidsmarkt 
op werkwaarden wel verschilt voor werknemers met verschillende 
sociaaleconomische posities. We verwachten dat de eigenschappen van de 
arbeidsmarkt een grotere invloed hebben op de werkwaarden van werknemers 
in kwalitatief slechte banen – laag geschoold en laag betaald werk  dan op de 
werkwaarden van werknemers in kwalitatief goede banen – hoger geschoold 
en goed betaald werk. Om onze verwachtingen te kunnen toetsen maken we 
gebruik van een cross-nationaal onderzoeksdesign en multi-level analyses. 
Met behulp van data van de ‘European Value Study’ (EVS) onderzoeken 
we hoe de specifieke kenmerken die werknemers belangrijk vinden in een 
baan samenhangen met de volgende kenmerken van de arbeidsmarkt: 
(1) de generositeit van de werkloosheidsuitkeringen, (2) de mate van 
ontslagbescherming, (3) de mate waarin de hoogte van de lonen gecoördineerd 
worden vastgesteld, (4) de inkomensverdeling en (5) de groei van het 
werkloosheidsniveau. 
 Uit onze analyses blijkt allereerst dat individuele kenmerken belangrijk 
zijn voor de waarde die specifieke baankenmerken gehecht wordt. Het 
opleidingsniveau en de beroepsstatus van werknemers beïnvloeden met 
name of zij waarden hechten aan extrinsieke of intrinsieke baankenmerken. 
Hoger opgeleide werknemers vinden extrinsieke baanaspecten minder 
belangrijk en intrinsieke baankenmerken belangrijker dan werknemers met 
een lage(re) opleiding. Werknemers met een hogere beroepsstatus dan die 
van laag- en ongeschoolde arbeiders hechten minder waarde aan extrinsieke 
baankenmerken en meer waarde aan intrinsieke baanaspecten dan de laag- en 
ongeschoolde arbeiders. 
 Uit onze analyses blijkt verder dat de eigenschappen van de 
arbeidsmarkt ook hun stempel drukken op de aspecten die werknemers 
aangeven belangrijk te vinden in hun baan. Door het geringe aantal 
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landen dat wij in onze analyses hebben kunnen meenemen, moeten onze 
bevindingen echter wel met de nodige zorgvuldigheid geïnterpreteerd 
worden. In landen met genereuze werkloosheidsuitkeringen hechten 
werknemers minder waarde aan extrinsieke baankenmerken dan werknemers 
in landen waar de werkloosheidsuitkeringen minder genereus zijn. Hoe 
ongelijker de verdeling van inkomens in een land is hoe meer belang er 
gehecht wordt aan extrinsieke baanaspecten. Ook een stijging van het 
werkloosheidsniveau zorgt er voor dat werknemers meer geïnteresseerd zijn 
in extrinsieke baankenmerken. Werknemers daarentegen die zich verzekerd 
weten van een goede bescherming tegen (de gevolgen van) ontslag hechten 
meer belang aan intrinsieke baankenmerken dan werknemers in landen waar 
deze bescherming (grotendeels) ontbreekt. Ook wanneer de loonvorming 
in een land gecoördineerd plaats vindt, hebben werknemers een grotere 
voorkeur voor de intrinsieke kenmerken van een baan. Wanneer we bekijken 
of de invloed van de eigenschappen van de arbeidsmarkt op de werkwaarden 
van werknemers verschilt voor de sociaaleconomische positie van werknemers 
zien we dat dit inderdaad zo is. Onze bevindingen stemmen echter niet 
overeen met onze verwachtingen. We gingen er van uit dat de kenmerken 
van de arbeidsmarkt vooral de baanvoorkeuren van werknemers met een lage 
sociaaleconomische positie beïnvloeden. De arbeidsmarktkenmerken hebben 
evenwel een grotere invloed op de werkwaarden van werknemers met een 
hoge sociaaleconomische positie. Hoger opgeleide werknemers zijn dankzij 
genereuze werkloosheidsuitkeringen en een gelijk(er)e inkomensverdeling 
in staat om meer waarde (dan lager opgeleide werknemers) te hechten aan 
intrinsieke baankenmerken. 

 Hoofdstuk 3

Werkwaarden en hun invloed op vrijwillige baanveranderingen van werknemers
In de huidige tijd, waarin persoonlijke beslissingen en verantwoordelijkheid 
een steeds duidelijkere stempel drukken op de trajecten die mensen op de 
arbeidsmarkt afleggen (Heinz 2003), is de gedachte dat individuele (werk)
waarden een belangrijk(ere) rol zullen spelen in de beslissingen die mensen 
op de arbeidsmarkt maken niet verwonderlijk. Tot nu toe is echter slechts in 
enkele studies onderzocht welke rol werkwaarden innemen in het gedrag van 
werknemers op de arbeidsmarkt (zie bijvoorbeeld Frieze et al. 2006; Kanchier 
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en Unruh 1989; Nitsche en Mayer 2011; Swenson en Herche 1994). Om te 
achterhalen in hoeverre werkwaarden van invloed zijn op de verschillende 
motieven die werknemers hebben om van baan te veranderen maken wij 
in ons onderzoek gebruik van longitudinale data van de Organisatie voor 
Strategisch Arbeidsmarktonderzoek (OSA) en passen we ‘event-history 
analysis’ toe. 
 Onze gegevens leren ons allereerst dat meer dan veertig procent 
van de waarnemingen in de periode 1992 en 2004 een baanwisseling 
betrof en dat vrijwillige arbeidsmobiliteit in deze periode vaker voor 
komt dan gedwongen arbeidsmobiliteit. Baanwisselingen waartoe 
werknemers zelf het initiatief nemen komen twee keer vaker voor dan 
baanwisselingen waartoe werknemers gedwongen worden. Verder vinden 
we dat Nederlandse werknemers die veel waarde hechten aan een specifiek 
baankenmerk, bijvoorbeeld het hebben van een goed inkomen of het 
hebben van interessante taken, vaker vrijwillig van baan veranderen, zelfs 
als we controleren voor de gebruikelijke determinanten van vrijwillige 
arbeidsmobiliteit. De gedachte achter deze bevinding is dat werknemers die 
veel waarde hechten aan een specifiek baankenmerk dat waarschijnlijk niet of 
onvoldoende vervuld weten in hun huidige baan (Kalleberg 1977). Als gevolg 
van deze ontevredenheid (met hun huidige baan) gaan werknemers op zoek 
naar een nieuwe baan en zeggen hun oude baan op als zij een nieuwe baan 
hebben gevonden die beter bij hun voorkeuren past. Doordat onze analyses 
gebaseerd zijn op longitudinale data kunnen wij de gevonden verbanden 
tussen werkwaarden en een vrijwillige verandering van baan uit eerdere 
studies bevestigen en zelfs aantonen dat huidige werkwaarden van invloed 
zijn op toekomstige baanwisselingen. 
 Als we bekijken wat de motieven voor een verandering van baan zijn, 
dan valt op dat de voorkeuren voor specifiek baankenmerken het motief 
van de baanwisseling bepalen. We onderscheiden twee motieven waardoor 
vrijwillige arbeidsmobiliteit ingegeven kan zijn: (1) werknemers veranderen 
van baan omdat zij de extrinsieke aspecten van hun baan willen verbeteren 
of (2) werknemers veranderen van baan omdat zij op zoek zijn naar een 
baan die hen een verbetering van de intrinsieke kenmerken biedt. Wij 
verwachten dat de baanwisselingen die de extrinsieke aspecten van een baan 
moeten verbeteren vooral ingegeven zijn door een voorkeur voor extrinsieke 
werkwaarden. Evenzo veronderstellen wij dat een voorkeur voor intrinsieke 
werkwaarden een motief vormt om een baanwisseling te maken waarbij een 
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verbetering van de intrinsieke baankenmerken wordt gerealiseerd. Onze 
analyses laten zien dat onze hypothesen kloppen. De extrinsieke werkwaarde 
‘het hebben van een goed inkomen’ heeft een positieve invloed op 
baanwisselingen met een ‘extrinsiek motief ’. We vinden zelfs dat intrinsieke 
werkwaarden een negatief effect hebben op de baanwisselingen die ingegeven 
worden door de wens de extrinsieke kenmerken van een baan te verbeteren. 
Zo zullen werknemers die het belangrijk vinden om een ‘expert in het eigen 
vakgebied’ te zijn of werknemers die waarde hechten aan het hebben van 
een ‘baan waarmee een bijdrage aan de samenleving geleverd kan worden’ 
niet snel van baan veranderen om de extrinsieke kenmerken van hun baan 
te verbeteren. Voor de baanwisselingen die de intrinsieke baankenmerken 
moeten verbeteren, geldt dat werknemers die het belangrijk vinden om 
‘interessante werktaken’ te hebben vooral tot baanwisselingen overgaan die 
de intrinsieke baankenmerken verbeteren. Werknemers daarentegen die 
baanzekerheid – een extrinsiek baankenmerk  belangrijk vinden zijn minder 
geneigd op zoek te gaan naar een nieuwe baan die de intrinsieke kenmerken 
van hun werk zal verbeteren. 
Wat het onderzoek in dit hoofdstuk laat zien is dat werkwaarden er toe doen 
als werknemers besluiten van baan te veranderen en ook dat werkwaarden 
het type baanwisseling dat werknemers maken beïnvloeden. 

 Hoofdstuk 4

Gedwongen en vrijwillige beëindiging van banen van mannen en vrouwen en de 
invloed hierop van werkwaarden 
In het vorige hoofdstuk hebben we laten zien dat werkwaarden hun stempel 
drukken op de beslissing van werknemers om van baan te veranderen. Het 
achterliggende idee van dit resultaat is dat werknemers die een baankenmerk 
erg belangrijk vinden dit kenmerk niet in hun huidige baan vervuld zien 
(Kalleberg 1977). De ontevredenheid met hun huidige baan (vanwege het 
niet vervullen van een baankenmerk waar veel waarde aan wordt gehecht) 
is een reden om zelf op zoek te gaan naar een andere baan die beter past 
bij de baanaspecten waar veel waarde aan wordt gehecht. De impliciete 
veronderstelling die aan dit idee is gekoppeld is dat werkwaarden op 
baanveranderingen waartoe werknemers gedwongen worden geen invloed 
hebben. Er is echter nog niet getoetst of deze impliciete hypothese klopt. 
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Wij doen dat in dit hoofdstuk. Wanneer werknemers niet vrijwillig hun 
baan beëindigen en in aansluiting op hun huidige aflopende contract geen 
nieuwe arbeidsrelatie weten aan te gaan, komen zij in aanmerking voor een 
werkloosheidsuitkering. Voor sommige werknemers, met name vrouwen, 
is deze ‘arbeidsmarktroute’ een ‘aantrekkelijk’ alternatief. Zo kunnen zij 
‘betaald’ de zorg voor het huishouden op zich nemen. Om de hypothese te 
toetsen dat werkwaarden geen invloed hebben op de gedwongen beëindiging 
van een baan is het daarom van belang een onderscheid te maken in 
baanbeëindigingen onder mannelijke werknemers en onder vrouwelijke 
arbeidskrachten. In dit hoofdstuk maken wij, net als in het vorige hoofdstuk, 
gebruik van data van de OSA en passen ‘event-history analysis’ toe. 
 Onze data laten zien dat in de periode 1992-2004 zowel voor mannen 
als vrouwen meer dan 50 procent van de observaties een beëindiging van 
de arbeidsrelatie betreft. Van het aantal arbeidsrelaties dat mannen aangaan 
en waaraan in de periode 1994-2004 een einde komt, is 40 procent het 
resultaat van het ontslag waartoe de mannelijk werknemer zelf besloten 
heeft en is 32 procent het gevolg van een ontslag waartoe de mannelijke 
werknemer gedwongen is. Vrouwelijke werknemers nemen ook vaker het 
initiatief om hun baan te beëindigen (meer dan 40 procent van de banen die 
in de periode 1992-2004 eindigen, stoppen op initiatief van de vrouwelijke 
werknemer) dan dat zij daartoe gedwongen worden (26 procent van de 
baanbeëindigingen onder vrouwen is op initiatief van de werkgever). Deze 
aantallen ondersteunen een recente bevinding van Duitse onderzoekers. Zij 
stellen dat een arbeidsmarkt die gekenmerkt wordt door een toename van 
het aantal baanwisselingen niet automatisch gezien moet worden als een 
arbeidsmarkt waar de baanonzekerheid is toegenomen. Uit de analyses van 
de Duitse onderzoekers volgt namelijk dat jonge werknemers in Duitsland 
aangeven dat zij juist (graag) van baan willen veranderen (Mayer, Grunow en 
Nitsche 2010). 
 Voor de arbeidsmobiliteit op de Nederlandse arbeidsmarkt geldt dat 
werkwaarden nauwelijks effect hebben op de gedwongen baanbeëindigingen 
van mannen en vrouwen. Een gedwongen baanbeëindiging kan resulteren 
in een nieuwe baan in aansluiting op het gedwongen aflopende huidige 
arbeidscontract, maar het kan ook tot werkloosheid leiden. Wat mannen 
belangrijk vinden in hun baan is niet bepalend voor het risico werkloos te 
worden nadat zij ontslagen zijn. Mannen echter die veel belang hechten 
aan ‘een baan waarmee zij een bijdrage aan de samenleving kunnen leveren’ 
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vinden bij gedwongen ontslag minder vaak direct een nieuwe baan in 
aansluiting op hun gedwongen aflopende contract. Voor vrouwen geldt dat 
na gedwongen ontslag het vinden van een nieuwe baan in aansluiting op 
het aflopende huidige contract niet beïnvloed wordt door wat zij belangrijk 
vinden in een baan. Vrouwen daarentegen die veel waarde hechten aan 
‘baanzekerheid’ zullen na hun gedwongen ontslag minder snel werkloos 
worden. We vinden daarom dat wij onze hypothese – werkwaarden doen 
er niet toe bij gedwongen beëindiging van de arbeidsrelatie – kunnen 
aannemen. Werknemers die veel belang hechten aan een specifiek 
baankenmerk en dit kenmerk niet in hun huidige baan vervuld zien wachten 
uit ontevredenheid met hun huidige baan niet af tot hun werkgever hen 
dwingt hun arbeidscontract te beëindigen, maar nemen daartoe zelf het 
initiatief (nadat zij met succes een baan hebben gevonden die beter op 
hun wensen aansluit). Onze analyse van de factoren die van invloed zijn 
op de vrijwillige baanbeëindigingen waartoe vrouwen overgaan bevestigen 
deze gedachtegang. Voor vrouwen vormt het willen ‘hebben van een 
goed inkomen’ een motief om de huidige baan vrijwillig te beëindigen. 
Voor mannen is het effect van werkwaarden op het op eigen initiatief 
beëindigen van de arbeidsrelatie ingewikkelder. Mannen die baanzekerheid 
belangrijk vinden zijn niet zo snel geneigd om hun arbeidsrelatie vrijwillig 
te beëindigen. Dat is geen heel verrassende bevinding. Werknemers die een 
voorkeur voor baanzekerheid hebben, zijn werknemers die risico’s mijden. 
Het op eigen initiatief beëindigen van de arbeidsrelatie brengt risico’s met 
zich mee; risico’s die risico-averse werknemers willen vermijden. Zij zullen 
daarom niet snel geneigd zijn vrijwillig de arbeidsrelatie te beëindigen. 
Vreemder is het resultaat dat mannen die het belangrijk vinden ‘een baan 
waarmee een bijdrage aan de samenleving geleverd kan worden’ te hebben 
ook minder snel geneigd zijn vrijwillig van baan te veranderen. 

 Hoofdstuk 5

De invloed van de baanwisselingen van ‘anderen’ op de beslissing van de 
individuele werknemer om van baan te veranderen 
Tot slot bestuderen wij in dit laatste empirische hoofdstuk de invloed van 
baanwisselingen die ‘anderen’ maken op de vrijwillige arbeidsmobiliteit 
van individuele werknemers. Bestudering van deze relatie is relevant, 



175

omdat wat de ‘anderen’ met wie een individu zich vereenzelvigt doen het 
gedrag van het individu beïnvloedt (Wiener 1982). Als het gedrag van het 
individu niet in overeenstemming is met wat de ‘anderen’ doen, dan zal 
het individu geneigd zijn zijn gedrag aan te passen zelfs als hij daarmee 
tegen zijn eigen waarden in gaat (Bardi en Schwartz 2003). In dat laatste 
opzicht is het voor dit promotieonderzoek extra relevant te onderzoeken of 
het gedrag van ‘anderen’ van invloed is op het gedrag van het individu. De 
invloed van de arbeidsmobiliteit van ‘anderen’ zou namelijk de invloed van 
werkwaarden op individuele arbeidsmobiliteit teniet kunnen doen. Studies 
die bekijken of de baanveranderingen van ‘anderen’ van invloed zijn op 
individuele arbeidsmobiliteit zijn er echter nauwelijks. Een uitzondering 
vormt het onderzoek van Higgins (2000a en 2000b). In haar studie (2000b) 
naar carrièrekeuze vindt zij dat ‘anderen’ inderdaad bepalend zijn voor de 
werkgever waarbij het individu verkiest te werken. Ze maakt daarin echter 
gebruik van cross-sectionele data en bekijkt de relatie tussen de carrièrekeuze 
van het individu en de carrièrekeuze van ‘anderen’ voor een heel specifieke 
beroepsgroep, namelijk jonge werknemers die recentelijk hun MBA-
opleiding hebben afgerond. In dit hoofdstuk beperken wij ons niet tot een 
specifieke beroepsgroep maar stellen ons voor alle werknemers, ongeacht hun 
beroep, de volgende vraag: in hoeverre beïnvloeden ‘anderen’ de beslissing 
van werknemers om vrijwillig van baan te veranderen? Om deze vraag te 
beantwoorden maken we (net als in de vorige twee hoofdstukken) gebruik 
van de longitudinale data van het arbeidsaanbodpanel van de OSA en passen 
‘event history analysis’ toe. Om de invloed van ‘anderen’ op de beslissing van 
de individuele werknemer van baan te veranderen te bestuderen is het van 
belang te definiëren wie de ‘anderen’ zijn. Wij volgen daarin de benadering 
van Akerlof en Kranton (2005). Zij stellen dat mensen zichzelf indelen in 
sociale categorieën. In onze studie komt dat er op neer dat wij de ‘anderen’ 
zien als die mensen in onze dataset die in dezelfde tijdsperiode geboren zijn, 
hetzelfde opleidingsniveau hebben genoten en hetzelfde geslacht hebben 
als een individuele respondent. Wij verwachten dat vooral de individuele 
werknemers die in hun gedrag (erg) afwijken van wat ‘anderen’ doen tot een 
aanpassing van hun gedrag over zullen gaan. 
 Uit onze analyses volgt dat ‘anderen’, of wel de sociale groep, van belang 
is voor de beslissing van werknemers van baan te veranderen. Na te hebben 
gecontroleerd voor de gebruikelijk determinanten van arbeidsmobiliteit 
vinden wij dat Nederlandse werknemers die minder vaak van baan zijn 
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veranderd dan hun sociale groep eerder tot een baanwisseling over zullen 
gaan dan werknemers die een vergelijkbaar aantal baanwisselingen hebben 
gemaakt als hun sociale groep. Echter werknemers die meer baanwisselingen 
hebben gemaakt dan hun sociale groep zijn niet geneigd hun gedrag in 
overeenstemming te brengen met dat van hun sociale groep. Het lijkt er op 
dat voor deze groep ‘veelvuldige baanwisselaars’ de individuele voordelen 
van het maken van een baanwisseling voldoende opwegen tegen de nadelen 
van het afwijken van de sociale groep. Zij zijn de ‘pioniers’ van de rest van de 
groep. Zowel voor de ‘pioniers’ als de ‘volgers’ op de arbeidsmarkt geldt dat 
werkwaarden een belangrijke rol blijven spelen in hun overweging van baan 
te veranderen. 

 Conclusies en discussie

Wat heeft deze studie ons geleerd? 
Dit promotieonderzoek draagt in een aantal opzichten bij aan de kennis uit 
al bestaande studies. Een eerste bijdrage ligt in het opvullen van een leemte 
in zowel onderzoek naar werkwaarden als onderzoek naar arbeidsmobiliteit. 
Voor zover ons bekend is, hebben alleen Kanchier en Unruh (1989) 
onderzocht of er een relatie bestaat tussen wat mensen belangrijk vinden in 
een baan en hun beslissing van baan te veranderen. Studies naar wat mensen 
belangrijk vinden in hun baan concentreren zich over het algemeen niet op 
de invloed die deze individuele werkwaarden op individueel gedrag zouden 
kunnen hebben. Ook onderzoek naar arbeidsmobiliteit negeert (grotendeels) 
de rol die werkwaarden in de beslissing van baan te veranderen zouden 
kunnen hebben. 
 De tweede aanvulling die ons onderzoek biedt op de studies naar 
werkwaarden en arbeidsmobiliteit schuilt in de gebruikte data en 
onderzoekstechniek. Bestaande empirische studies maken voornamelijk 
gebruik van cross-sectionele data om de invloed van werkwaarden op 
arbeidsmarktgedrag te meten (Elizur 1996; England en Lee 1974; Frieze et 
al. 2006; Kanchier en Unruh 1989; Putti, Aryee en Liang 1989; Swenson en 
Herche 1994). Door gebruik te maken van longitudinale gegevens (in plaats 
van cross-sectionele data) en ‘event history analysis’ toe te passen zijn we in 
staat statistische en methodologische verantwoorde inzichten te bieden in de 
gevolgen die werkwaarden hebben voor arbeidsmarktgedrag. 
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 De derde bijdrage van deze studie is gelegen in de bevindingen. Met 
ons onderzoek hebben we bewijs geleverd voor de stelling dat werkwaarden 
van invloed zijn op de beslissing van werknemers van baan te veranderen. 
Werkwaarden dienen dus als motief om te handelen. Het mechanisme dat 
schuil gaat achter de relatie tussen werkwaarden en individuele vrijwillige 
arbeidsmobiliteit is de ontevredenheid van werknemers met hun huidige 
baan. Werknemers die veel waarde hechten aan een specifiek baankenmerk 
en dit kenmerk niet vervuld weten in hun huidige baan zijn ontevreden met 
hun huidige baan. Zij zullen daarom op zoek gaan naar ander werk dat beter 
aansluit bij hun wensen. Op gedwongen baanwisselingen of gedwongen 
beëindiging van arbeidsrelaties die uitmonden in werkloosheid hebben 
werkwaarden dan ook nauwelijks invloed. In tegenstelling tot wat Bardi en 
Schwartz (2003) beweren – sociale normen zorgen er voor dat het individu 
zijn gedrag aangepast; een aanpassing die mogelijk tegen de eigen waarden 
in gaat –,vinden wij dat het gedrag van ‘anderen’ – gemeten als de afwijking 
van de eigen arbeidsmobiliteit ten opzichte van de arbeidsmobiliteit van 
de sociale groep – er niet voor zorgt dat de invloed van werkwaarden op de 
beslissing van baan te veranderen afneemt. Het gedrag van ‘anderen’ doet er 
toe (met name als het individu minder baanwisselingen heeft gemaakt dan 
zijn sociale groep), maar ook individuele werkwaarden blijven een motief 
voor de beslissing van baan te veranderen. Deze bevindingen billijken dat in 
onderzoek naar de carrières van individuen de rol van subjectieve individuele 
kenmerken, evenals de rol van het gedrag van de sociale groep van het 
individu, niet langer genegeerd mogen worden. Uit ons onderzoek blijkt 
verder dat werkwaarden niet gegeven zijn, maar gevormd worden. Met name 
opleidingsniveau, beroepstatus en leeftijd beïnvloeden wat mensen belangrijk 
vinden in hun baan. Ook de kenmerken van de arbeidsmarkt drukken 
hun stempel op het belang dat werknemers aan specifieke baankenmerken 
hechten. De arbeidsmarkt helpt werknemers de extrinsieke aspecten van een 
baan veilig te stellen en de intrinsieke aspecten van een baan te verbeteren. 
Het zijn echter met name de hoger opgeleiden die profiteren van de 
mogelijkheden die de inrichting van de arbeidsmarkt hen biedt. 
 Tot slot laten de data ons zien dat het lopende debat over de 
onzekerheid van werkgelegenheid en individualisering (Blossfeld, Mills 
en Bernardi 2006) genuanceerd dient te worden. Een significant deel 
van de arbeidsmobiliteit in Nederland wordt namelijk ingegeven door 
individuele motieven. De toename van het aantal arbeidscarrières dat door 
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baanwisselingen gekenmerkt wordt, is daarmee niet alleen het resultaat van 
een toegenomen flexibilisering en onzekerheid op de arbeidsmarkt, maar is 
ook ingegeven door wat werknemers belangrijk vinden in een baan. 

Welke lessen zijn er nog te leren?
De relatie tussen individuele werkwaarden en arbeidsmarktkenmerken 
hebben wij in ons onderzoek bestudeerd aan de hand van de kenmerken van 
de arbeidsmarkt op macroniveau. Uit onze analyses blijkt dat de invloed van 
de arbeidsmarkt ook loopt via de beroepsstatus: waar werknemers werken 
en welk beroep ze uitoefenen is van belang voor hun baanvoorkeuren. Naast 
variabelen op macroniveau  de kenmerken van de nationale arbeidsmarkt 
is het waarschijnlijk dat ook variabelen op mesoniveau  de bedrijfstak, 
de sector of het segment waarin mensen werken  de werkwaarden van 
werknemers beïnvloeden. Als indicator voor arbeidsmarktsegmentatie zou 
de bedrijfsgrootte kunnen dienen. Helaas ontbreken in de EVS data voor 
de door ons geselecteerde landen teveel waarnemingen voor bedrijfsgrootte 
om daarmee zinnige analyses uit te voeren. Vanwege de beperkingen van 
de data hebben wij geen onderscheid kunnen maken in de invloed die 
arbeidsmarktkenmerken op macro- en mesoniveau hebben op de aspecten 
die mensen belangrijk vinden in een baan. Om een gedetailleerder beeld te 
geven van de effecten van de arbeidsmarktkenmerken op baanvoorkeuren zou 
in toekomstig onderzoek dit onderscheid wel gemaakt moeten worden. 
 In onze analyses van de relatie tussen werkwaarden en 
arbeidsmarktgedrag zijn wij er vanuit gegaan dat waar werknemers 
waarde aan hechten niet verandert gedurende hun arbeidscarrière. Er is 
echter discussie over de geldigheid van deze veronderstelling. Sommige 
onderzoekers laten zien dat daar waar waarde aan wordt gehecht in een 
baan verandert door de werkervaringen die worden opgedaan ( Johnson 
2002; Tolbert en Moen 1998). Doordat in de OSA dataset in de periode 
1992-2004 slechts een keer gevraagd is aan welke aspecten in een 
baan respondenten waarde hechten zijn wij van stabiele werkwaarden 
over de levensloop uitgegaan. Dit is overigens geen onwaarschijnlijke 
veronderstelling. In zijn veel geciteerde definitie van waarden stelt Rokeach 
(1973) dat waarden vaststaande overtuigingen zijn over een specifieke manier 
van gedragen of zijn. De effecten die wij in deze studie gevonden hebben 
voor ‘eerdere’ werkwaarden op toekomstige arbeidsmobiliteit laten zien dat 
werkwaarden van belang zijn, zelfs voor de daarop volgende baanwisselingen. 
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Het is echter relevant te achterhalen, voor een grondigere bestudering van 
de invloed van werkwaarden op vrijwillige arbeidsmobiliteit, wat de effecten 
zijn van individuele werkwaarden die op diverse momenten in de loopbaan 
gemeten worden voor de baanwisselingen die werknemers tijdens hun 
arbeidscarrière maken. 
 De invloed van de sociale groep op individuele arbeidsmobiliteit is 
in de analyses in deze studie de invloed van de groep werknemers die 
dezelfde karakteristieken hebben als het individu; het zijn de ‘gelijken’ van 
het individu. Het gaat daardoor wel om een heel specifieke groep ‘anderen’ 
die invloed hebben op individueel gedrag. Mensen gaan ook interacties 
aan met ‘anderen’ die niet ‘precies’ op hen lijken. Voor het gedrag van het 
individu zouden ook diegenen op wie het individu willen lijken relevant 
kunnen zijn (vgl. Merton 1968). Om het effect van de sociale groep op 
vrijwillige arbeidsmobiliteit uitvoeriger te bestuderen zou het beter zijn 
aan respondenten te vragen met wie zij zich vergelijken (of met wie zij 
zich zouden willen vergelijken). Gezien de relevantie van ‘anderen’ voor 
individueel arbeidsmarktgedrag (zoals ook blijkt uit onze analyses) is het 
belangrijk dat in vragenlijsten waarmee datasets verzameld worden om 
individueel gedrag te verklaren vragen op te nemen die duidelijk maken wie 
tot de referentiegroepen van de ondervraagde individuen behoren. 
 Uit de theoretische en empirische literatuur naar vrijwillige 
arbeidsmobiliteit komt naar voren dat leeftijd een belangrijke indicator is voor 
de beslissing van baan te veranderen. Naarmate werknemers ouder worden 
besluiten ze vaak niet meer van baan te veranderen (zie bijvoorbeeld Topel en 
Ward, 1992; Groot en Verberne, 1997). Bovendien maken jongere werknemers 
een ander soort baanverandering dan oudere werknemers (Neal 1999). Gegeven 
het duidelijke effect van leeftijd op vrijwillige arbeidsmobiliteit zou het relevant 
zijn te onderzoeken of de invloed van werkwaarden op de beslissing van baan 
te veranderen anders uitwerkt voor jongere werknemers dan voor oudere 
werknemers. Specifieker geformuleerd houdt dat in dat het interessant zou 
zijn om te achterhalen (1) of het belang dat aan de verschillende werkwaarden 
wordt gehecht verschilt voor werknemers die geboren zijn in verschillende 
tijdsperioden, (2) of verschillende werkwaarden het arbeidsmarktgedrag van 
verschillende cohorten beïnvloedt, en (3) of de invloed van werkwaarden op 
individueel arbeidsmarktgedrag verandert over de verschillende cohorten. 
 Wij hebben de relatie tussen werkwaarden en de beslissing van 
baan te veranderen bekeken voor Nederlandse werknemers. Om de 
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reikwijdte van de invloed van werkwaarden op arbeidsmarktgedrag te 
onderzoeken is het nodig het perspectief te verbreden van het nationale 
naar internationale niveau. De situatie van de Nederlandse arbeidsmarkt 
verschilt van die in andere Europese en niet-Europese landen. In het 
eerste deel van dit promotieonderzoek hebben we laten zien dat specifieke 
arbeidsmarktinstituties invloed hebben op waar werknemers in een baan 
waarde aan hechten. Nader onderzoek is nodig om een licht te werpen op 
hoe de verschillen in de arbeidsmarktcontext doorwerken op de invloed die 
werkwaarden hebben op de individuele beslissing van werknemers van baan 
te veranderen. 
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Table A: Descriptive statistics by country (belonging to Chapter 2)

AT BE DK FIN FR G IR IT NL PT SP SE UK

EVS
Employment status (%)
FT 36.0 34.3 53.6 39.9 40.2 33.3 36.5 34.5 39.5 34.8 32.4 53.3 32.6
PT 8.7 7.9 5.0 4.2 7.5 6.1 8.7 8.8 16.3 3.2 3.5 9.6 17.1
N 1,522 1,912 1,023 1,038 1,615 2,036 1,012 2,000 1,003 1,000 1,200 1,015 1,000

Dependent variables
EWV .47 .44 .35 .51 .38 .50 .62 .64 .41 .51 .59 .43 .60
IWV .53 .50 .51 .51 .49 .54 .61 .68 .55 .47 .46 .53 .48
Individual characteristics
Gender .48 .48 .48 .48 .44 .54 .50 .44 .48 .52 .35 .49 .55
Age 39.3 38.9 39.7 39.1 38.9 39.5 37.9 38.6 39.2 37.0 37.0 41.4 37.4
Educ. 1.77 2.34 1.83 1.69 1.74 1.85 1.91 1.91 2.17 1.87 1.95 2.21 1.80
Inc. 2.35 2.47 2.17 2.34 2.17 1.98 2.37 2.22 2.16 2.53 2.25 2.12 2.30
Household composition
SnCh .25 .22 .25 .15 .24 .26 .30 .32 .33 .26 .41 .18 .23
S_Ch .10 .12 .19 .17 .21 .17 .07 .06 .12 .11 .05 .18 .20
CnK .05 .06 .04 .14 .04 .06 .07 .08 .07 .09 .07 .12 .05
C_Ch .60 .60 .52 .55 .50 .51 .56 .54 .47 .54 .47 .51 .53
Occupational status
E/M .03 .05 .04 .01 .07 .04 .17 .06 .02 .04 .06 .10 .11
PW .02 .11 .01 .20 .12 .02 .05 .20 .22 .15 .12 .08 .13
MOW .19 .26 .49 .07 .22 .13 .28 .21 .27 .13 .11 .26 .17
JOW .38 .29 .08 .20 .31 .47 .19 .12 .06 .06 .06 .21 .08
SMW .19 .14 .19 .24 .19 .24 .09 .12 .24 .33 .30 .18 .19
UMW .16 .14 .19 .25 .07 .09 .20 .25 .18 .27 .31 .17 .33
FA .03 .01 .01 .02 .02 .00 .03 .02 .00 .02 .04 .00 .00
AF .00 .00 .00 .01 .00 .00 .00 .03 .01 .00 .01 .00 .00
N 681 807 599 458 771 802 457 865 559 380 431 638 497

Labour market characteristics
ChUR -.6 -.8 .2 -1.1 -.6 -.8 -1.9 -.4 -.6 -.5 -2.5 -1.5 -.2
Gini .25 .28 .22 .26 .29 .27 .29 .34 .28 .35 .27 .24 .37
RR 70 64 71 78 72 67 47 48 84 79 74 78 48
EPL 2.38 2.48 1.83 2.18 2.84 2.64 1.17 3.06 2.27 3.66 2.96 2.62 .98
WSC 4 4 5 4 2 4 5 4 4 - - 3 1

Employment status Dependent variables
FT = full-time employed EWV = extrinsic work values
PT = part-time employed IWV = intrinsic work values

Individual characteristics  Labour market characteristics
Gender: male = 0 ; female = 1 E/M = employer/manager ChUR = change in unemployment rate
Educ. = educational level PW = professional worker RR = replacement rate
Inc. = income level MOW = middle-level office worker EPL = employment protection legislation
SnCh = single, no children JOW = junior-level office worker WSC = wage setting coordination
S_Ch = single with children SMW = skilled manual worker
CnCh = couple, no children UMW = semi-skilled and unskilled manual worker
C_Ch = couple with children FA = farmer
 AF = member armed forces
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Table B: Reasons for a change in labour market situation 

 Based on OSA question: “You mentioned that your labour market situation changed in  
 the past two years. What was the reason for this change?” (belonging to Chapters 3, 4 and 5)

V(oluntary)
/F(orced)

Extrinsic
/Intrinsic

1. I wanted an interesting job V Intrinsic
2. I wanted a job with more security and better prospects V Extrinsic
3. I wanted a job with better pay V Extrinsic
4. I was offered another job V ?
5. Reorganization or close-down (of part of firm) F
6. Ending of temporary contract or agency contract F
7. (Threat of) dismissal, other reason F
8. I didn’t like the work atmosphere V Intrinsic
9. Personal circumstances (marriage, children) V ?
10. Promotion V Extrinsic
11. Transfer to equivalent position F
12. Transfer to less demanding position F
13. Early retirement, part-time retirement, living on one’s private means V/F a

14. Partly disabled or too ill to continue performing work tasks F
15. My household situation made it impossible V ?
16. I wanted extra household income or my own income V Extrinsic
17. Full-time education Vb

18. Compulsory military service F
19. Better employment conditions V Extrinsic
20. My household situation changed V ?
21. Seasonal employment F
22. I would lose my job anyway F
23. My social benefit is sufficient Vb

24. Closing-down or reorganization of own firm F
25. Ceasing to exist firm of parents or husband F
26. Moving household V ?
27. I wanted my ‘old’ job/occupation back V Intrinsic
28. My household situation made it possible again V ?
29. I wanted to be among people more Vb Intrinsic
30. I ended my education V
31. I entered the compulsory military service F
32. I ended the compulsory military service Vb

33. Introduction of ‘Tweeverdienerswet’c F/V
34. I wanted a job Vb

Notes:
a : The transition from employment to retirement could either be voluntary or forced. 
b : The reason for the change in labour market situation is voluntary but does not (necessarily) apply to a job change. 
c : ‘Tweeverdienerswet’ is legislation introduced in 1983 to treat men and women in a married couple as fiscally equal. 
‘Tweeverdienerswet’ is Dutch for ‘Double-earners law’. 
?: The reason for the job change is neither extrinsic nor intrinsic. For our analysis the reason is unknown.




