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Chapter 2
Labour market characteristics 
and individual work values
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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). 



47

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
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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 



57

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 



58

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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