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Chapter 4
Work values and men’s and 
women’s voluntary and forced 
job endings
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Abstract

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

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

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

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

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

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

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

4.1 Introduction

Contemporary labour markets are characterized by high levels of job mobility 
(Blossfeld and Hofmeister 2006; Blossfeld, Klijzing, Mills and Kurz 2005; 
Blossfeld, Mills and Bernardi 2006). Stable jobs sustained throughout the 
employees’ working lives are becoming increasingly rare, given the prevalence 
of unemployment experiences in individual careers. The increasing number of 
workers for whom the employment relationship ends and who take up a new 
job, is seen as an indicator of rising labour market uncertainty (Blossfeld et 
al. 2005). The debate on job mobility as a proxy of increasing labour market 
uncertainty has, however, not been settled. Researchers have recently shown 
that higher levels of job mobility cannot be readily interpreted in terms of 
more labour market uncertainty. Mayer, Grunow and Nitsche (2010) find 
that younger age groups in Germany have a desire to experience employment 
mobility. Their findings stress the need to understand why employment 
relationships of workers end in volatile labour markets. In this chapter, we seek 
to explore the factors that determine the end of employment relationships 
of workers. We are particularly interested in the determinants of forced job 
endings, but we will assess whether the determinants differ for voluntary job 
endings. Moreover, we examine whether determinants of forced and voluntary 
job endings vary by gender. Men and women have different labour market 
careers: women more often leave the labour market and work fewer hours per 
week than men. It is therefore likely that determinants have a different impact 
on men’s and women’s forced and voluntary job endings. To clarify forced and 
voluntary job endings among male and female workers, we focus especially on 
the role of characteristics that workers consider important in a job.
 Workers value different aspects in a job. Most employees consider 



101

‘good pay’ an important job characteristic. Others consider the guarantee 
of income, provided by job security, an important job aspect as well. The 
meaning of work, however, is not limited to a means of subsistence. A job 
also has important psychosocial values, such as gaining social recognition 
for being an expert in one’s professional field or contributing to society. 
What workers consider important in a job, determines their behaviour on 
the labour market. Organizational commitment and job performance, for 
instance, are influenced by what workers value in a job (Elizur 1996; England 
and Lee 1974; Frieze et al. 2006; Putti, Aryee and Liang 1989; Swenson 
and Herche 1994). In a theoretical study on determinants of job mobility 
of workers, Ng et al. (2007) state that (work) values also matter for the 
decision of employees to end employment relationships. The authors stress 
that it is likely that there are (work) values with which workers run the risk 
of ending their employment relationship (voluntarily), but also that there are 
(work) values that withhold employees to end their employment contract. In 
Chapter 3, we demonstrated that work values indeed affect the decision of 
workers to change jobs voluntarily. We showed that employees with a strong 
preference for ‘having a good pay’ or ‘having an interesting job’ more often 
end their employment relationship voluntarily to take up other jobs that 
meet their wishes better. Given the impact work values have on voluntary 
job endings, it is interesting to examine whether the preferred job aspects of 
workers also influence their forced job endings. In this study, we therefore 
aim to explore especially the relationship between work values and forced 
terminations of the employment relationship. 
 A study on the significance of work values for ending employment 
relationships is important for two reasons. First, it provides insight into 
why jobs end in volatile labour markets. Second, a study on the importance 
of work values for ending employment relationships contributes to filling a 
gap in research on work values. What people value in their job is a research 
subject of growing interest (see for instance Elizur 1984, 1994; Gallie 2007; 
Johnson and Elder 2002; Johnson, Mortimer, Lee and Stern 2007; Johnson 
and Monserud 2010; Kalleberg 1977; Marini, Fan, Finley and Beutel 1996; 
Ros, Schwartz and Surkiss 1999). Most research, however, focuses on the 
structure in work values or on the differences in employees’ preferences 
for various job aspects. The number of studies that pays attention to the 
relationship between work values and work-related behaviour, is limited (Roe 
and Ester 1999, 1). By testing the effects of work values on the (voluntary 
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and forced) ending of employment relationships our study contributes to 
filling a gap in work value research. Ideally, a longitudinal design should 
be used to test hypotheses on the impact of work values on behavioural 
outcomes, to avoid work values being affected by factual circumstances. Such 
a test is offered in our study. 
 We expect that employees with strong preferences for specific job 
characteristics are less likely to experience a forced discontinuation of their 
employment relationship as compared to workers who lack such preferences. 
Our expectation is based on the idea that workers with strong preferences for 
specific job aspects are likely to have moved voluntarily already. To test our 
claim, we use longitudinal data from the Dutch Institute for Labour Studies 
(OSA) on Dutch employees aged between 16 and 64 and apply event history 
analysis.

4.2 Types of work values and their effects

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

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

4.3 Determinants of forced and voluntary job endings

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

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

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

4.4 Data and methods

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

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

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

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

Minimum Maximum Mean SD Missing

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

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

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

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

Changes in workers’ labour market situation
N %

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

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

Minimum Maximum Mean SD Missing

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

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

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

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

Changes in workers’ labour market situation
N %

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

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

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

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

4.5 Results

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



116

Table 4.2: The Effect of Work Values on Voluntary and Forced Job Endings among  
 Dutch Female Employees, 1992–2004

 Cox regression

Voluntary 
Job Endings:

Forced 
Job Endings: 

Transitions from
 Job to Job

Transitions from 
Job to Job

Transitions from 
Job to Unemployment

Extrinsic work values: 
Good pay 

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

Notes: 
Figures in parentheses are robust standard errors. 
* p < .05 ** p < .01 *** p < .001
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Table 4.3: The Effect of Work Values on Voluntary and Forced Job Endings among  
 Dutch Male Employees, 1992–2004

 Cox regression

Voluntary 
Job Endings:

Forced 
Job Endings: 

Transitions from 
Job to Job

Transitions from 
Job to Job

Transitions from 
Job to Unemployment

Extrinsic work values: 
Good pay 

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

4.6 Conclusions

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