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Chapter 3
Work values and voluntary 
job mobility among Dutch 
employees
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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).



84

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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