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INTRODUCTION
______________________________________________________________________________________________________
“Insanity: doing the same thing over and over again and expecting different results”
–Einstein

Searching for a job tends to be a tedious, frustrating and discouraging task,
especially during unemployment when the stakes are high. Days are filled with scouring
newspapers and the internet trying to find a suitable vacancy, visiting job agencies,
revising resumes, rewriting the application letters, and waiting for invitations that may
never come. It is hardly surprising that job seekers tend to lose their motivation and
tend to lessen their job search activities over time (Wanberg, Zhu, Kanfer, & Zhang,
2012). The job search process becomes more stressful and frustrating when the job
offers stay away, when each application is followed by a rejection, or when
organizations fail to respond. Job seekers even compare their search for employment to
a black hole –a region of spacetime from which nothing, not even light, can escape
(Wanberg, Basbug, Van Hooft, & Samtani, in press, p.16). Not surprisingly,
unemployment has an increasingly negative impact on people’s well-being and can
literally be a sickening experience (McKee-Ryan, Song, Wanberg, & Kinicki, 2005; Paul &
Moser, 2009).
Yet, research on finding (re-)employment dictates that the key to finding a job is
searching for one (e.g. Kanfer, Wanberg, & Kantrowitz, 2001; Van Hooft, Born, Taris, Van
der Flier, & Blonk, 2004; Van Hooft, Born, Taris, & van der Flier, 2005; Wanberg, Kanfer,
& Rotundo, 1999; Wanberg, Hough, & Song, 2002; Wanberg, Glomb, Song, & Sorenson,
2005; Wanberg, Zhu, & Van Hooft, 2010). Numerous studies have found and replicated
that the harder people search for a job, the more likely they are to actually find one.
However, the relationship between job search and reemployment success is not as
straightforward as one might expect. In fact, in many cases, searching for a job is not
enough to foster reemployment success (Wanberg, Watt, & Rumsey, 1996). For example,
just searching hard for a job does not suffice when the labor market is tight and suitable
vacancies are scarce. Likewise, just searching hard for a job is unlikely to lead to
reemployment for long-term unemployed people who have often lost their marketable
skills and their career identity. Maybe even more importantly, just searching hard for a
job is not enough when attempting to find employment of high quality. As a matter of
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fact, most of the relationships between the amount of job search and measures of
reemployment quality are near zero, indicating that a greater job search does not
necessarily result in a more desirable employment situation (Boswell, Zimmerman, &
Swider, 2012; Wanberg, 2012).
In other words, there is more to successfully finding reemployment than job
search. Accordingly, the aim of this dissertation is to examine which factors can
contribute to successful reemployment in situations where job search is not enough.
Here, I adopt the view that people’s employability (i.e., their skills, knowledge and
attitudes that together form the possibility to find and keep a job, cf. Fugate, Kinicki, &
Ashforth, 2004) contributes to their reemployment success, above and beyond how hard
they search. I will show that employability is crucial in the reemployment process of the
long-term unemployed, while each employability dimension plays a different role in this
process. Furthermore, I will demonstrate how reemployment interventions can be
effective in increasing unemployed people’s employability and job search, and how
career identity can be rebuilt after unemployment. Finally, I propose that the dimension
of adaptability –when regarded as preparation in the reemployment process– may
provide people with resources that can result in better job search methods and better
employment quality. People’s preparation in the (re-)employment process may foster
the quality of employment, since a better preparation can help individuals to
successfully seek and find employment (e.g., Creed & Hughes, in press; Hirschi, Niles, &
Akos, 2011; Jepsen & Dickson, 2003; Koivisto, Vinokur, & Vuori, 2011; Saks & Ashforth,
2002). Taken together, I believe that the findings in the present dissertation indicate
that research and practice dealing with the (re-)employment process should shift their
focus from job search to the more comprehensive concept of employability, and from
finding (re-) employment to finding suitable (re-)employment.
In the remainder of this introduction, I will start by discussing why a successful
reemployment process is so important. Thereafter, I will give an overview of research on
job search and reemployment success to date. I will then elaborate on the role of
employability in the reemployment process, after which I will discuss the role of
preparation in finding qualitatively good reemployment. This introduction will end with
a brief overview of the studies conducted for this dissertation.
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Unemployment
Unemployment is a highly negative experience for most people. By losing their
job, people also lose a stable income, identity, daily routine and social networks
associated with employment (Jahoda, 1982; Wanberg et al., 2012). Research on the
impact of unemployment shows that it can result in a number of negative psychological
consequences, such as clinical distress, depression, psychosomatic problems, lower selfesteem, and lower well-being in general (McKee-Ryan et al., 2005; Paul & Moser, 2009).
Alongside these psychological consequences, unemployment also affects people’s
physical health. To illustrate, being fired increases the odds of a new health problem by
43%. Unemployed people often portray higher levels of stomach pain, chest pain,
diabetes and hypertension, show increases in cortisol levels, and tend to use more
tobacco and alcohol (cf. Wanberg, 2012 for an overview). Moreover, unemployment is
associated with an increased risk of suicide (Classen & Dunn, 2012; Platt & Hawton,
2000). In general, unemployed people show lower physical and psychological wellbeing, and these effects become increasingly stronger as the time of unemployment
lengthens (Paul & Moser, 2009). Prolonged unemployment is not only likely to aggravate
the negative consequences of unemployment, but can also decrease people’s chances of
finding reemployment due to the loss of job-skills, motivation, and job-related networks
(Aaronson, Mazumder, & Schechter, 2010). After years of being unemployed, finding
reemployment is therefore even harder for long-term unemployed people than it is for
regular unemployed job seekers: they face a range of personal-circumstantial barriers to
work, such as a lack of work experience, depleted job networks (Wanberg, Kanfer, &
Banas, 2000), stigma associated with long-term unemployment (Gallie & Russell, 1998;
Heslin, Bell, & Fletcher, 2012; Vishwanath, 1989) and physical and psychological
barriers to work (cf. Lindsay, 2002; McQuaid & Lindsay, 2002; Wanberg et al., 2002).
The problem of unemployment and long-term unemployment has grown worse
since the onset of the economic crisis in 2008, producing the highest unemployment
rates in western society since the Great Depression in the 1930s. Within two years,
unemployment rates have more than doubled, reaching 9.4% in the U.S. (BLS, 2011) and
10.1% in Europe (Eurostat, 2012b), and unemployment rates have remained over 9.0%
both in the U.S. (BLS, 2012) and in Europe (Eurostat, 2012d) in subsequent years.
Although there have been signs of fragile recovery of the economy (ILO, 2011), this
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upturn is unlikely to lift employment prospects during 2012 (Eurostat, 2012c). For
newcomers to the labor market and at-risk groups such as the long-term or
disadvantaged unemployed people, prospects are even worse. Compared to a better
economy, youth unemployment rates are about twice as high (BLS, 2011; Eurostat,
2012d) and it can take both newcomers and the long-term unemployed up to twice as
long to find a job (Eurostat, 2012a; ILO, 2011).
Besides the negative individual consequences associated with unemployment and
long-term unemployment, there are also negative consequences for society as a whole.
Unemployed people often receive social benefits and do not contribute to economy
production (cf. Stenberg & Westerlund, 2008; Wanberg et al., 2002). On top of that,
many governments deploy expensive interventions to speed up the process of
reemployment and to break through the vicious cycle of long-term unemployment. It is
thus of utmost importance to both society and unemployed individuals themselves to
designate the factors that can foster a successful reemployment process.
Reemployment Quality
Finding reemployment does not per se constitute a successful reemployment
process. When seeking to establish long-lasting reemployment, a suitable and
qualitatively good job is far more likely to foster stable reemployment than just any job.
Although one would expect that having a job of low quality would be better than having
no job at all, the negative consequences of underemployment –i.e., working in a job that
is below the employee’s full working capacity– are rather similar to those of
unemployment in terms of lower well-being, lower life satisfaction and more physical
and psychological strain (e.g. Feldman, 1996; Kinicki, Prussia, & McKee-Ryan, 2000;
McKee-Ryan & Harvey, 2011). Moreover, a mismatch between someone’s preferences,
needs, and the characteristics of the job or organization can lead to low job satisfaction,
burnout, decreased productivity and even turnover (Kristof, 1996; van Vianen, 2006),
leading people to end up right where they started: unemployed. Research on the
reemployment process should thus look beyond finding reemployment as an outcome
and consider the perceived quality of the job obtained. Only then can we genuinely
speak of successful reemployment.
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Research on reemployment
Given the importance of successful reemployment for both unemployed people
and society, it is hardly surprising that the reemployment process has attracted quite
some research attention in the past decades. The most extensively studied factor in this
regard has been unemployed people’s job search behavior. Job search behavior involves
spending time, effort and resources on job search activities such as preparing a resume,
reading job advertisements and contacting employers. Numerous empirical studies and
meta-analytic findings have shown that the amount of time and effort unemployed
people spend on these job search behaviors is associated with the likelihood of finding
reemployment (known as the intensity-effort dimension, cf. Kanfer et al., 2001; Prussia,
Fugate, & Kinicki, 2001; Saks, 2005; Wanberg et al., 2005). In fact, the intensity with
which people search for a job is the most consistent predictor of finding reemployment
known to date. This does not, however, signify a strong relationship. To the contrary, the
meta-analytical findings of Kanfer et al. (2001) show that the intensity and effort of job
search are relatively weakly related to finding reemployment (rc = .18 and rc = .30
respectively).
Despite the relatively weak relationship between job search and finding
reemployment, most reemployment studies focus on factors related to job search. In
attempting to understand the individual differences in job search during unemployment,
research has yielded a long list of job search antecedents. These predictors of job search
behavior and subsequent reemployment success can broadly be categorized into
situational and personal factors (Boswell et al., 2012). Situational factors include factors
such as financial need, social support and networks, caring responsibilities and labor
market demand. Personal variables include demographic factors such as age, gender,
education and work experience, but also personality factors and motivational factors
such as employment commitment, goal orientation and motivation control (for
overviews, see Boswell et al., 2012; Kanfer et al., 2001; Wanberg, 2012).
Apart from the amount of research on the intensity-effort dimension of job
search, some work has examined the daily dynamics in the job search process
(temporal-persistence dimension, cf. Kanfer et al., 2001) and the quality of the job
search process (content-direction dimension, cf. Kanfer et al., 2001). Central to the
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temporal-persistence perspective is the idea that job search can be conceptualized as “a
purposive, volitional, self-directed and dynamic pattern of activity directed toward the
goal of gaining employment” (Kanfer et al., 2001, p.412). Research on the temporal
dynamics of job search shows that job seekers with higher employment commitment
and higher core self-evaluations (i.e., someone’s fundamental evaluation about
themselves, their abilities and their control) are more likely to persist in their job search
activities over time (Wanberg et al., 2005; Wanberg et al., 2010). In general, however,
job seekers’ mental health and the time spent on job search declines over time (Wanberg
et al., 2010; Wanberg et al., 2012). Although studies indicate that self-regulation
strategies may help the unemployed in persisting in job search and in protecting mental
health during unemployment, the factors related to persistence in job search and coping
with unemployment remain largely unknown.
In contrast to the intensity-effort and temporal-persistence dimensions of job
search, the content-direction approach focuses on the methods of job search rather than
on the intensity of job search. For example, Van Hoye, Van Hooft and Lievens (2009)
showed that spending time on networking during job search was related to the number
of job offers. Additionally, Saks (2006) showed that the use of informal sources in job
search (contacting friends, family and acquaintances) was negatively related to the
number of job offers. In her review of the literature on job search, Wanberg (2012)
recommends that a successful job search should consist of an array of search methods,
such as networking, employment offices, newspapers, online advertisements and direct
contact with employers.
Research on the methods of job search also provides a more promising outlook
on establishing reemployment quality than research on the quantity of job search. In
fact, most of the research on the quantity of job search and reemployment quality has
been unable to find significant relationships between the two (cf. Boswell et al., 2012).
However, regarding the strategies that people use when searching for a job, Crossley
and Highhouse (Crossley & Highhouse, 2005; 2007) showed that the use of an
exploratory strategy (fully examining all options and being open to arising
opportunities) was related to later job satisfaction, that the use of a focused strategy
(searching for jobs that meet one’s specified criteria) was related to the number of job
offers, and that the use of an haphazard strategy (applying for all job opportunities
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without a plan) was negatively related to offers and later job satisfaction. Additionally,
Saks and Ashforth (2002) found that job seekers who engage in career planning during
job search report a better fit with their later job. Zikic and Klehe (2006) reported similar
findings: in their study among unemployed outplacement attendees, career planning and
career exploration were positively related to later employment quality. Despite the fact
that the approach involving job search strategies and career related behaviors is
promising when investigating reemployment quality, research so far has been scarce
and has failed to examine why individuals rely on one strategy or the other.
Taken together, putting time and effort into job search is necessary for finding
reemployment (Prussia et al., 2001), and there is tentative evidence that the methods
and strategies used during job search affect subsequent employment quality (Crossley &
Highhouse, 2005). While acknowledging the progress that has been made in
reemployment research and the importance of job search in the reemployment process,
two key problems remain with the focus on job search when seeking to establish
successful reemployment. First, job search intensity is relatively weakly related to
finding reemployment and the range of variables related to job search can explain little
variance in outcomes of reemployment success (Kanfer et al., 2001; Wanberg et al.,
2002; Wanberg, 2012). These findings may be due to the fact that the specifics of the job
seeker’s situation or other contextual variables are disregarded (cf. Boswell et al., 2012;
Saks, 2005; Wanberg, 2012). During economic crises or for at-risk groups such as longterm and disadvantaged unemployed people, job search alone may not suffice to
establish reemployment success. Other factors –like having sufficient skills, motivation,
or solving barriers to reemployment– are often necessary for a successful reemployment
process. Second, spending more time and effort on job search does not result in better
reemployment quality (Boswell et al., 2012), although research on the quality of job
search is promising in this regard. These two key problems leave us with the question of
what one can do to establish successful reemployment when job search is not enough.
There is thus a significant need to understand the aspects of a successful reemployment
process beyond the role of job search. In this dissertation, I propose that these key
problems may be solved by shifting the focus in reemployment research from job search
to employability.
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The role of employability
Employability can be defined as the skills, knowledge and attitudes that together
form the ability to find and keep a job (cf. Fugate et al., 2004). It facilitates movement
between jobs both within and between organizations (Morrison & Hall, 2002) and, in
reemployment terms, enhances the likelihood of gaining reemployment (Fugate et al.,
2004; McArdle, Waters, Briscoe, & Hall, 2007). Employability may be an especially useful
construct for reemployment research, as Fugate et al. suggest that employable
individuals suffer less from job-loss and unemployment, are more likely to engage in job
search activities and are more likely gain high-quality reemployment. In other words,
the concept of employability taps into the key problems that have been discussed above.
First, employability might play an important role in establishing successful
reemployment, especially among long-term unemployed and other at risk groups.
Second, employability might contribute to (re-)employment quality. Additionally,
employability might give people the possibility to deploy better search methods and to
persist in searching. In that sense, a focus on employability can possibly kill two birds
with one stone: it may contribute to reemployment success and job search
simultaneously, maximizing job seekers’ chances on successfully finding reemployment.
Yet, it has not empirically been shown if, how and why employability and its dimensions
play a role in establishing successful reemployment. In the present dissertation, I
therefore seek to answer these questions.

Adaptability

Employability
Career Identity

Social & Human
Capital

Figure 1.1 Model of Employability (cf. Fugate et al., 2004).
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Employability is conceptualized as ‘a form of work specific active adaptation that
enables workers to identify and realize career opportunities’ (Fugate et al., 2004, p.16).
Fugate et al. (2004) developed a model of employability that comprises three
dimensions: adaptability, social & human capital and career-identity (see Figure 1.1). In
this dissertation, however, I will regard social and human capital as two separate
dimensions, because social capital and human capital may affect the reemployment
process differently –for example, social capital may be particularly important in coping
with unemployment and finding suitable vacancies, whereas human capital may be
particularly important when applying for a job and receiving an offer.
Each employability dimension consists of different skills, knowledge, attitudes
and behaviors that together create the ability to find and keep a job. The first dimension
of employability is adaptability: a readiness to cope and a willingness to explore one’s
career possibilities (Savickas, 2005). Adaptability includes looking around (i.e. career
exploration) and ahead (i.e. career planning) at different career options (Savickas,
2002). Exploring one’s possibilities and engaging in career planning activities such as
setting and pursuing career goals has been shown to play an important role in the
reemployment process in terms of gaining reemployment (McArdle et al., 2007) and for
the quality of the reemployment gained (Zikic & Klehe, 2006; Saks & Ashforth, 2002).
The second dimension, social capital, reflects a more interpersonal aspect of
employability, and describes someone’s social skills as well as the social network and
support that they can draw upon. Here, it concerns both formal and informal job-related
networks –or ‘knowing-whom’ competencies (DeFillippi & Arthur, 1994)– known to
facilitate reemployment success (e.g. McKee-Ryan et al., 2005; Wanberg et al., 1999).
The third dimension, human capital, refers to personal factors that may affect one’s
chances of finding reemployment. These ‘knowing-how’ competencies (DeFillippi &
Arthur, 1994) include experience, training, skills and knowledge. Finally, the fourth
dimension of employability comprises career identity: a ‘cognitive compass’ to navigate
career goals. Career identity reflects ‘knowing-why’ competencies (DeFillippi & Arthur,
1994) such as individual work values and motivation to work (Fugate et al., 2004). With
regard to reemployment, career identity concerns the centrality that unemployed people
place on certain employment, which provides guidance in making decisions and
establishing reemployment goals (McArdle et al., 2007).
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McArdle et al. (2007) empirically tested Fugate et al.’s (2004) employability
model among active job seekers and found that employability was positively related to
finding reemployment. They argued that adaptability is beneficial to the individual as
well as attractive to potential employers (McLaughlin, 1995), that social capital can
provide access to potential employers, and that career identity provides employment
goals and directions to pursue reemployment. McArdle et al. also found a strong positive
relationship between employability and job search, suggesting that employable
individuals are more likely to take a proactive approach to engage in goal-directed
behavior such as job search. In general, employability can foster job search by providing
people with more resources to engage in job search activities. Improvements in
employability are not only characterized by an increase in adaptability, social capital,
human capital and career identity (Fugate et al., 2004), but employability may also
increase the possibility to subsequently utilize these assets through job search (McArdle
et al., 2007; McQuaid & Lindsay, 2005). All in all, McArdle et al. (2007) supported the
assumption that for active job seekers, employability enhances their ability to regain
employment.
Next to enhancing people’s chances on finding reemployment in general,
employability may help them to cope with unemployment and to persist searching. To
illustrate, the challenges faced by unemployed people –such as a threat to their social
networks, a weakening career identity and a tight labor market– may be counteracted by
employability. The dimensions of employability may give people the resources for
adequate adaptational responses, needed to persist in searching and in finding
reemployment (cf. Wanberg et al., 2012). Employability might therefore have a double
advantage during unemployment: not only does it raise one’s chances on finding
reemployment; it may also help to direct and sustain one’s job search efforts. In this
dissertation, I therefore propose that an additional focus on employability in
reemployment research –instead of on job search alone– might give more insight into
the routes to reemployment success among unemployed people in all sorts of contexts.
However, considering the fact that many long-term or stigmatized unemployed people
seem to lack one or more of the dimensions of employability, it is worth to first
investigate whether and how their employability plays a role in their reemployment
success.
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Reemployment Interventions
When examining the reemployment process, one cannot disregard the
interventions that aim to speed up this process. Indeed, part of the reemployment
research has focused on the effectiveness of various types of reemployment
interventions. Job search training, for example, has been shown to increase the
likelihood of finding reemployment (Wanberg et al., 2002; Zikic & Saks, 2009). Likewise,
Van Hooft and Noordzij (2008; Van Hooft & Noordzij, 2009) tested an intervention in
which job seekers’ goal orientation was trained, and showed that people who had
received a learning goal orientation training were more likely to find reemployment
than a control group or people who had received a performance goal orientation
training. Another effective intervention is Wanberg, Zhang and Diehn’s (2010) selfguided inventory in which unemployed job seekers gain self-insight to improve their job
search activities. Similarly, studies on the reemployment intervention JOBS –an
intervention that aims to simultaneously enhance job search skills and help participants
prepare for rejections and demoralization during the reemployment process (cf.
Vinokur, van Ryn, Gramlich, & Price, 1991; Vinokur, Schul, Vuori, & Price, 2000)– have
reported significant effects on reemployment success, although people who were
unemployed for a moderate amount of time rather than long-term benefitted most from
the intervention (Vuori, Silvonen, Vinokur, & Price, 2002).
Not surprisingly, most of the reemployment interventions that have been
examined in reemployment research aim to improve the job search process.
Interventions that aim to increase unemployed people’s employability are less common,
albeit exist. Such reemployment interventions generally aim to increase people’s job
search and employability simultaneously, and with that their chances of eventually
finding reemployment (cf. Dolton & O'Neill, 2002; Graversen & Van Ours, 2008;
Klepinger, Johnson, & Joesch, 2002; Kyyrä & Ollikainen, 2008; McQuaid & Lindsay, 2005;
Petrongolo, 2009). However, research shows that many of these (often governmental)
reemployment interventions are not very successful in reaching the intended goals,
especially not among the long-term unemployed (Andersen, 2011; Dahl & Lorentzen,
2005; Dijk, Nijkamp, Pen, & Tordoir, 2008; Gerfin & Lechner, 2002; Lindsay, 2002).
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The weak positive and sometimes even negative effects of these reemployment
interventions have lead politicians, reemployment practice and research to question
whether (governmental) reemployment interventions are worth the effort, as the
benefits are often too meager to justify their costs (Dijk et al., 2008; Van den Berg & Van
der Klaauw, 2006). A dominant response to the heterogeneous effects is often to blame
unemployed people’s motivation, and to place even greater pressure on them to
participate in different compulsory interventions and subsidized employment (i.e.,
‘activation programs’). Unfortunately, these policies tend to reinforce the distinction
between those who are thought to have positive attitudes towards employment and
those who are seen as lazy freeloaders who lack work ethic. Unemployment is thus
reduced to ‘bad motivation’ and ‘bad attitudes’ (White & Cunneen, 2006). In the current
dissertation, I therefore look at whether ‘bad motivation’ can explain the differential
effects of reemployment interventions, and whether ‘bad attitudes’ can evolve into
positive work attitudes. By doing so, I attempt to answer to recent calls in reemployment
research to investigate why some individuals benefit more from the same intervention
than others (Boswell et al, 2012; Wanberg, 2012).
Based on Self-Determination Theory (Deci & Ryan, 1985b; Deci & Ryan, 2000;
Vansteenkiste, Lens, DeWitte, De Witte, & Deci, 2004; Vansteenkiste, Lens, De Witte, &
Feather, 2005), I propose that people’s quality of motivation instead of the quantity of
their motivation can explain the differences in effectiveness of reemployment
interventions. Although it is generally believed that unemployed people’s level of
motivation is important for a successful reemployment process, I argue that their type of
motivation is crucial in the effectiveness of reemployment interventions: people with a
more autonomous motivation (i.e. those who want to find reemployment) will benefit
more from a reemployment intervention than people with a more controlled motivation
(i.e. those who feel pressured to find reemployment). In turn, however, I hypothesize
that the quality of motivation may be a consequence of the pressure to participate in
compulsory interventions and their experienced usefulness for finding reemployment.
Additionally, I look into the career identities of unemployed young adults who
have experienced many spells of unemployment. In the employability framework, career
identity is conceptualized as the centrality placed on paid work or someone’s
commitment to certain employment (Fugate et al., 2004; McArdle et al., 2007; Rowley &
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Feather, 1987; Warr & Jackson, 1984). Whereas work is a central part of identity for
some people, working or having a career seems less important for others (Wanberg et
al., 2010). In fact, unemployed people often tend to lower the centrality they put on
work as the time of unemployment lengthens ȋǤǤǤǡʹͲͳͲǢǡ©ǡ
& Iedema, 1997; Paul & Moser, 2009; Wanberg, 2012; Warr & Jackson, 1985). This is
unfortunate because career identity is a key driver of employability and contributes to
job seekers’ chances on finding stable employment (McArdle et al., 2007). In this
dissertation, I seek to answer whether the loss of career identity is a reversible process,
and investigate the process by which young adults with interrupted career trajectories
can build their career identity. Likewise, I investigate what motives underlie such a
process of building one’s career identity. I thus examine why and how career identity is
constructed.
The role of preparation
As discussed before, research on reemployment has typically focused on
quantitative outcomes such as the number of job interviews, job offers, and
reemployment status. More qualitative outcomes of reemployment success such as job
satisfaction, person-organization fit and subjective career success have largely been
overlooked. In this dissertation, I propose that the employability dimension of
adaptability may play an important role in establishing reemployment quality. More
specifically, I propose that career adaptability (Hall, 2004; Savickas & Porfeli, 2012) can
serve as a preparatory mechanism in the (re-)employment process and foster
reemployment quality, by guiding job seekers through job search and providing the
resources to use proper search methods until they have found suitable reemployment.
Career adaptability, defined as the“readiness to cope with the predictable tasks of
preparing for and participating in the work role and with the unpredictable adjustments
prompted by the changes in work and work conditions” (Savickas, 1997, p. 254), is a
central construct in career preparation (Skorikov, 2007). It has been conceptualized in
the past in a number of ways, such as by planfulness, exploration, decision-making,
information and realism (Super, 1974), by career planning and career exploration (Zikic
& Klehe, 2006), by a boundaryless career mindset (McArdle et al., 2007) or by career
planning, career decidedness and career confidence (Skorikov, 2007). The concept of
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career adaptability as presented by Savickas (1997; 2002) represents the readiness and
different adaptive resources that arguably help people to prepare for and manage career
transitions such as a move from unemployment to reemployment. According to Savickas
(1997; 2002; 2005; Savickas & Porfeli, 2012), career adaptability includes looking ahead
to one’s future career (concern or planning), knowing what career to pursue (control or
decision-making), looking around at various career options (curiosity or exploration) and
having a feeling of self-efficacy to successfully execute the activities needed to achieve
one’s career goals (confidence). Together, these four facets represent a multidimensional
measure of career adaptability (cf. Savickas & Porfeli, 2012).
Recent research on these different facets of career adaptability supports the
usefulness of each facet for predicting reemployment quality (Morrison & Hall, 2002;
Zikic & Klehe, 2006). More specifically, during unemployment, perceiving a sense of
competence (confidence), examining one’s career options (curiosity/exploration) and
planning one’s career (concern/planning) can increase the odds of finding suitable
employment (Zikic & Klehe, 2006). Research on the school-to-work transition has
furthermore shown that adolescents higher in career adaptability are more successful in
mastering transitions (Creed, Muller, & Patton, 2003; Germeijs & Verschueren, 2007;
Patton, Creed, & Muller, 2002) and have a lower chance of prolonged unemployment
(Fouad, 2007).
Yet, past research has not been able to clarify the means by which career
adaptability influences reemployment quality. In this dissertation, I propose that
people’s career adaptability influences the way in which they search for jobs and the
subsequent quality of reemployment. To illustrate, unemployed people who lack
adaptive resources to resolve their current state of unemployment may use different
and less beneficial search strategies than those who do have these resources (also see
Wanberg et al., in press). Thus, unemployed people who show less career adaptability
may find a less satisfying job, show more turnover intentions and end up right where
they started.
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Summary and overview of this dissertation
Although research on reemployment has made tremendous progress in the past
decade, it has often failed to move beyond job search and its antecedents in predicting
reemployment. Moreover, the amount of job search does not necessarily result in finding
qualitatively good reemployment (Boswell et al., 2012), although quality is crucial in
establishing stable reemployment. In the present dissertation, I therefore examine if
employability and its dimensions can contribute to reemployment success in situations
where job search does not suffice. More specifically, I investigate the role of
employability and its dimensions among the long-term unemployed, the effectiveness of
interventions to speed up reemployment, and the role of preparation (in the form of
career adaptability) when aiming to find high quality reemployment.
In the first empirical chapter of this dissertation (Chapter 2), I investigate the
value of employability among long-term unemployed people. Given the range of
personal and economical barriers that particularly the long-term unemployed face,
employability might not play a significant role in these people’s reemployment process
and investing in their employability might be hard or not even worth the effort. Chapter
2 therefore examines whether employability is applicable among the long-term
unemployed and whether it raises their chance on finding reemployment after
accounting for the barriers to employment that the long-term unemployed face. To
achieve this, I have examined the employability of 2541 unemployed people at two
points in time. Results showed that employability fosters job search and long-term
unemployed people’s chances on finding reemployment, although not all employability
dimensions contributed equally to job search and reemployment. Whereas career
identity predicted both job search and finding reemployment, adaptability was mainly
important for persisting in job search, and social and human capital were mainly
predictive of finding reemployment. Moreover, reemployment interventions contributed
to people’s development of employability, even though the effects were small.
In Chapter 3, I further investigated these relatively small effects of reemployment
interventions. My aim was to show why and when interventions can be effective. I
hypothesized that people’s quality of motivation, as depicted by Self-Determination
Theory, and the fact that these courses are compulsory, could explain the varying effects
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found in the literature. In a two-wave study among 643 participants of a compulsory
reemployment course, I assessed people’s course experiences (perceived choice and
experienced usefulness), their quality of motivation for finding reemployment and their
employability and job search before and after the reemployment course. Results showed
that the experienced usefulness of a course was positively related to a more internalized
(i.e. more autonomous) motivation, which was in turn related to higher job search
intensity and employability after the course. A high perceived choice was particularly
beneficial to people who experienced a course as useful for finding reemployment, but it
led to a less internalized motivation in combination with low experienced usefulness.
These results imply that the usefulness of a reemployment course is much more
important than its compulsory nature, and that compulsory participation is not
necessarily detrimental for people’s motivation, employability and job search, as long as
they experience the course as useful for finding reemployment.
Following the results of Chapter 2 that career identity played such a crucial role
in the reemployment process, I decided to examine the dynamics of unemployed
people’s career identity in more detail. Although reemployment research shows that
people’s career identity declines during unemployment, our knowledge about the
reversed process in which career identity is built is scarce. Chapter 4 therefore took an
inductive and qualitative approach to investigate why and how career identity can be
built. I used a purposive sample of 29 unemployed young adults without a strong sense
of career identity. Participants took part in an apprentice program (“Jamie Oliver’s
Fifteen”), in which they were trained to become professional chefs. Interview data was
analyzed using NVivo and complemented with quantitative data on participants’
employment status one year later. The interview data revealed two main findings. First,
most participants did not make a conscious decision to participate in the program by
reflecting upon their goals or possibilities, which contradicts employability and
reemployment research on career identity. Second, participants indicated that they
experienced a stronger sense of career identity since the apprentice program had
started. They were building their career identities by discovering new competences, via
role models, and by actively withdrawing themselves from the unemployed identity.
Essentially, the findings add to the literature by underlining the crucial role of social
context and of the withdrawal from the former unemployed identity.
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In Chapter 5 and Chapter 6, I focused on the quality of reemployment instead of
reemployment status as an outcome. I hypothesized that job seekers’ career adaptability
would play an important role in establishing reemployment quality. In Chapter 5, I
examined if this was indeed the case, and if so, why. I hypothesized that engaging in
career adaptability would help job seekers to deploy a better job search strategy, which
would in turn lead to higher reemployment quality. In a two-wave study, 248
unemployed people indicated their career adaptability and job search strategies at Time
1, of which 73 indicated the number of job offers they had received and their
reemployment quality at Time 2. The use of a focused and exploratory strategy
contributed to the number of job offers, whereas the use of an exploratory strategy
reduced the quality of reemployment eight months later. Moreover, career control and
career confidence had a positive and direct effect on reemployment quality.
Following the result that career adaptability plays a crucial role in finding
reemployment of high quality, I developed a training to enhance people’s career
adaptability. A longitudinal field quasi-experiment compared the development of each
dimension of career adaptability between a training group (n = 46) and a control group
(n = 47) over three points in time (pre-training measurement, post-training
measurement and follow-up measurement six months later). Repeated measures
analyses showed an overall increase in concern, control and curiosity within the training
group, whereas there was no increase (concern) or even an overall decrease (control
and curiosity) within the control group. Consequently, the training group showed higher
control and curiosity than the control group at the follow-up measurement, implying
that the training succeeded in enhancing participants’ control and curiosity.
Furthermore, among participants who had found employment half a year later, training
participants reported higher employment quality than did members of the control
group. In sum, these results show that training career adaptability can help people to
enhance their career adaptability and raise their chances on finding a qualitatively good
job.
The final chapter of this dissertation, Chapter 7, discusses the main findings from
the empirical studies and seeks to integrate them. In this concluding chapter, I propose
that finding reemployment does not only depend on people’s job search but also on their
employability and its different dimensions. In essence, employability can provide both
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the resources to engage and persist in proper job search methods and to eventually find
reemployment, making it a more fruitful and possibly less frustrating focus when
seeking to establish reemployment success. Furthermore, I discuss the implications of
these findings from both theoretical and practical points of view.1

1 Please note that all empirical chapters (Chapter 2-6) were written as independent manuscripts and may
also be read as such. This has, however, resulted in some overlap in the theoretical introductions.
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CHAPTER TWO
EMPLOYABILITY AMONG THE LONG-TERM UNEMPLOYED:
A FUTILE QUEST OR WORTH THE EFFORT?

This chapter is based on Koen, J., Klehe, U.C. & Van Vianen, A.E.M. (in press). Employability among the
long-term unemployed: a futile quest or worth the effort? Journal of Vocational Behavior.
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Unemployment is a very costly problem for both societies and individuals. For
societies, it bears costs in the social welfare system and in economy production (cf.
Sinfield, in press; Stenberg & Westerlund, 2008), whereas for individuals, it means a loss
of earnings and job-skills, and often a negative impact on their psychological well-being
and that of their families (cf. McKee-Ryan & Maitoza, in press; Paul & Moser, 2009;
Wanberg, 2012). As the time of unemployment lengthens, these negative consequences
are likely to aggravate and people’s chances of finding reemployment decrease due to
the loss of job-skills, motivation, and job-related networks (Aaronson et al., 2010). To
reduce the risk and amount of long-term unemployment, many governments have
introduced reemployment interventions. Such interventions generally aim to increase
people’s job search activities and employability (i.e., their skills, knowledge and attitudes
that together form the ability to find and keep a job; cf. Fugate et al., 2004), and with that
their chances of eventually finding reemployment (cf. Dolton & O'Neill, 2002; Graversen
& Van Ours, 2008; Klepinger et al., 2002; Kyyrä & Ollikainen, 2008; McQuaid & Lindsay,
2005; Petrongolo, 2009).
Although past research has shown that the chances of finding reemployment
increase with job seekers’ employability and job search activities (e.g. McArdle et al.,
2007; McKee-Ryan et al., 2005), it remains unclear whether these findings are equally
applicable to the long-term unemployed –those who have been unemployed for over a
year. After years of being unemployed, finding reemployment is not as easy as it is for
regular unemployed job seekers: long-term unemployed people face a range of personalcircumstantial barriers to work, such as a lack of work experience, depleted job
networks (Wanberg et al., 2000), stigma associated with long-term unemployment
(Gallie & Russell, 1998; Heslin et al., 2012; Vishwanath, 1989) and physical and
psychological barriers to work (cf. Lindsay, 2002; McQuaid & Lindsay, 2002; Wanberg et
al., 2002). For some, even participation in society can pose serious challenges (Groot et
al., 2008; McQuaid & Lindsay, 2002). The decreased chance of finding reemployment
faced by the long-term unemployed might not necessarily be due to their lack of
employability as such, but rather to the fact that employability plays too little a role in
finding reemployment when taking these barriers into account. For example, when
struggling with physical or psychological problems, these problems may overshadow
someone’s skills and knowledge when trying to find reemployment.
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In this study, we investigate whether employability raises the chance on finding
reemployment among the long-term unemployed above and beyond the barriers to
employment they face. To the best of our knowledge, our study is the first to address the
role of employability in finding reemployment among this currently understudied group.
By empirically investigating the relationship between employability and reemployment
success among the long-term unemployed, we aim to extend the idea that ‘one can be
employable without necessarily being in employment’ (McArdle et al., 2007, p.248) to
those who have been unemployed for years. Additionally, given that reemployment
interventions aim to enhance people’s employability, it is important to study if these
interventions are also beneficial for the long-term unemployed. That is, if they increase
their employability. All in all, it is of high practical relevance to get more insight into the
precise role that employability may play in finding reemployment for the long-term
unemployed, as it can help to improve these reemployment interventions.
Employability
Fugate et al. (2004) introduced the concept of employability into reemployment
research. They presented employability as a useful person-centered psycho-social
construct for reemployment research, as employable individuals may suffer less
psychological harm from job-loss and subsequent unemployment, may more likely
engage in job search and more likely gain high-quality reemployment. Employability is
conceptualized as ‘a form of work specific active adaptation that enables workers to
identify and realize career opportunities’ (Fugate et al., 2004, p.16). Employability likely
facilitates movement between jobs both within and between organizations (Morrison &
Hall, 2002) and, in reemployment terms, enhances the likelihood of gaining
reemployment (Fugate et al., 2004; McArdle et al., 2007).
Fugate et al. (2004) developed a model of employability that comprises four
interrelated dimensions: adaptability, social capital, human capital and career-identity.,
While social and human capital provide the ability-related foundations of employability,
adaptability and career identity offer more of the cognitive-affective and motivational
foundations (cf. Fugate et al., 2004). Each dimension consists of different skills,
knowledge and behaviors that together create the ability to find and keep a job. The first
dimension of employability is adaptability: a readiness to cope and a willingness to
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explore one’s career possibilities (Savickas, 2005). Career adaptability includes looking
around (i.e. career exploration) and ahead (i.e. career planning) at different career
options (Savickas, 2002). Exploring one’s possibilities and engaging in career planning
activities such as setting and pursuing career goals has been shown to play an important
role in the reemployment process, both in terms of gaining reemployment (McArdle et
al., 2007) and for the quality of the reemployment gained (Koen, Klehe, Van Vianen, Zikic,
& Nauta, 2010; Zikic & Klehe, 2006). The second dimension, social capital, reflects a
more interpersonal aspect of employability, and describes someone’s social skills as well
as the social network and support that they can draw upon. Here, it concerns both
formal and informal job-related networks –or ‘knowing-whom’ competencies (DeFillippi
& Arthur, 1994)– known to impact and facilitate reemployment success (e.g. McKeeRyan et al., 2005; Wanberg et al., 1999). The third dimension, human capital, refers to
personal factors that may affect one’s chances of finding reemployment (McArdle et al.,
2007). These ‘knowing-how’ competencies (DeFillippi & Arthur, 1994) include
experience, training, skills and knowledge. Finally, the fourth dimension of employability
comprises career-identity: a ‘cognitive compass’ to navigate career goals. Career-identity
reflects ‘knowing-why’ competencies (DeFillippi & Arthur, 1994) such as individual
work values and motivation to work (Fugate et al., 2004). With regard to reemployment,
career identity reflects the centrality that unemployed people place on employment
which provides guidance in making decisions and establishing reemployment goals
(McArdle et al., 2007).
Employability Among the Long-Term Unemployed
McArdle et al. (2007) empirically tested Fugate et al.’s (2004) employability
model among active job seekers and found that employability was positively related to
finding reemployment 6 months later. They argued that adaptability is beneficial to the
individual as well as attractive to potential employers (McLaughlin, 1995), that social
capital can provide access to potential employers, and that career identity provides
employment goals and directions to pursue reemployment. McArdle et al. also found a
strong positive relationship between employability and job search, suggesting that
employable individuals take a proactive approach to engage in the labor market: they
may be responsive to their situation of unemployment by engaging in goal-directed
behavior such as job search. In general, employability can foster job search by providing

30

CHAPTER 2
______________________________________________________________________________________________________
people with more resources to engage in job search activities. Improvements in
employability are not only characterized by an increase in adaptability, social capital,
human capital and career identity (Fugate et al., 2004), but employability also increases
the possibility to subsequently utilize these assets through job search (McArdle et al.,
2007; McQuaid & Lindsay, 2005). All in all, McArdle et al. (2007) supported the
assumption that for active job seekers, employability enhances the ability to regain
employment.
Conceptually, employability should also foster job search and finding
reemployment among the long-term unemployed. However, the reemployment
processes that apply to the more commonly studied populations might be quite different
from the currently understudied population of the long-term unemployed (Heslin et al.,
2012). Past research has shown that long-term unemployment can lead to deterioration
of physical and psychological well-being, social exclusion, substance abuse, depression
and even suicide (cf. McKee-Ryan et al., 2005; Paul & Moser, 2009; Wanberg, 2012).
Consequently, long-term unemployed people face a range of personal and situational
problems that affect their chances on finding reemployment. To illustrate, many longterm unemployed people lack basic skills and vocational qualifications, limiting their
ability to move towards stable employment. They further face disadvantages due to
their lengthy periods of unemployment and lack of recent work experience, often
emphasized as the single most important hiring criterion by employers –particularly
those recruiting for lower skilled positions (Manning, 2000). Other barriers reported
among the long-term unemployed include a lack of transportation, caring
responsibilities and physical and psychological barriers to work (cf. Lindsay, 2002;
McQuaid & Lindsay, 2002; Wanberg et al., 2002). The question is whether employability
is even applicable in the context of long-term unemployment, or, in other words,
whether employability remains a stable predictor of job search and finding
reemployment when the barriers that affect long-term unemployed people’s chances on
finding reemployment are taken into account.
Alternatively, long-term unemployed people’s employability might be too low to
have any meaningful effects upon finding reemployment at all, given that the loss of
employability aggravates over time. After years of unemployment, people’s work-related
knowledge and skills (i.e. human capital) have often been unutilized, as well as their
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social networks associated with work (i.e social capital). Additionally, prolonged
unemployment tends to reduce the degree to which they regard themselves as a worker
(i.e. career identity), let alone look around and ahead to possible career options (i.e.
adaptability).
Despite these pessimistic views on the reemployment chances of long-term
unemployed people, we rely on previous research that emphasized the importance of
employability for people’s job search behaviors and for finding employment (Chen &
Lim, 2012; Fugate et al., 2004; McArdle et al., 2007). Furthermore, we rely on prior
literature that noted that a lack of employability might be the major factor accountable
for long-term unemployed people’s relatively low chance on finding reemployment
(Lindsay, 2010; McQuaid & Lindsay, 2002; Thomsen, 2009). In other words,
employability should contribute to long-term unemployed people’s chances on finding
reemployment despite the barriers they face. We therefore hypothesize:
Hypothesis 1. Employability (adaptability, social and human capital and career
identity) is positively related to job search intensity, above and beyond the influence of
barriers.
Hypothesis 2. Employability (adaptability, social and human capital and career
identity) is positively related to obtaining reemployment, above and beyond the
influence of barriers.

Increasing Employability
Governmental policies attempt to break through the vicious cycle of long-term
unemployment by offering interventions to improve employability and job search
activities, and to therewith increase the chance on finding reemployment. Dijk et al.
(2008) reported that providing these reemployment interventions can cost society up to
€573.000 per unemployed person. However, the above-mentioned barriers to
employment faced by long-term unemployed people might preclude the positive effects
of employability and job search on finding reemployment (e.g. McArdle et al., 2007). The
question arises as to whether investing in long-term unemployed people’s employability
is worth the effort.
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Despite the fact that research has generally found small but positive effects on
reemployment probabilities, researchers have questioned the added value of these
reemployment interventions for the long-term unemployed (Andersen, 2011; Dahl &
Lorentzen, 2005; Dijk et al., 2008; Gerfin & Lechner, 2002; Gerfin, Lechner, & Steiger,
2005; Lindsay, 2002). Several authors have argued that increasing long-term
unemployed people’s employability can be hard or even impossible, since finding
reemployment may be a bridge too far for them –considering their numerous barriers to
employment (Gelderblom, de Koning, & Kaoutar-Lachhab, 2007). However, based on
prior studies that have noted that reemployment interventions can be helpful for
increasing long-term unemployed people’s employability (Lindsay, 2007; McQuaid &
Lindsay, 2005), we propose that efforts to increase long-term unemployed people’s
employability will be worthwhile for eventually obtaining reemployment. In other
words, while acknowledging that long-term unemployed people may indeed face more
barriers to reemployment, investing in their employability may nevertheless be worth
the effort. We propose:
Hypothesis 3. Reemployment interventions will be positively related to the
development of employability (adaptability, social capital, human capital and career
identity), above and beyond the influence of barriers.

Methods
Sample and Procedure
We surveyed a representative sample of long-term unemployed people receiving
unemployment benefits in the Netherlands. At Time 1, 2541 individuals who were
registered at the reemployment service filled out a questionnaire. One year later (Time
2), a total of 897 (35.3%) individuals completed a follow-up questionnaire, from which
111 people (12.4%) had found reemployment. Between T1 and T2, 636 people
participated in a reemployment intervention and 261 did not. At Time 2, 565 people
who had received an intervention and 221 people who had not received an intervention
were still unemployed.
At Time 1, the sample consisted of 1477 women (58.1%) and 1064 men (41.9%).

33

EMPLOYABILITY AMONG THE LONG-TERM UNEMPLOYED
______________________________________________________________________________________________________
The average age of the respondents was 44.8 years (SD = 9.6), the average length of
unemployment was 81.2 months (SD = 75.6). Nearly half of the respondents had been
unemployed for over 3 years (48.1%). The distribution of demographics at Time 1 was
representative of the total population of unemployed people receiving benefits from the
reemployment service, and comparable to Time 2: 521 women (57.2%) and 391
(42.8%) men responded to the follow-up questionnaire. Participants’ average age was
46.4 (SD = 9.4) and their average length of unemployment was 89.1 months (SD = 80.9).
Reemployment interventions. Information about reemployment interventions
that participants had received between Time 1 and Time 2 was derived from the official
reemployment service’s database and categorized into two groups: participants who had
received one intervention between Time 1 and Time 2, and participants who had not
received any intervention between Time 1 and Time 2. These reemployment
interventions were offered to participants by a reemployment counselor, after an intake
and assessment of participants’ preferences concerning the area of work (e.g. gardening,
nursing, administrative, financial, etc.). Although different in focus, all reemployment
interventions aimed to enhance people’s employability and job search activities within
about half a year in order to enhance their chances on finding reemployment.
Measures
All variables were assessed at Time 1 and Time 2 with somewhat simplified
versions of existing scales. Items were tested for comprehensiveness in a pilot study
among an independent sample of long-term unemployed people (n = 36). The items that
participants of the pilot sample independently perceived as ambiguous were simplified
before incorporating them in the main study. The internal consistencies of the scales in
the main study were all amply sufficient and are presented in Table 2.1.
Employability: adaptability. Adaptability was measured with two components
of career adaptability (Savickas, 2005) that have been proven useful in reemployment
research by Zikic and Klehe (2006), namely career exploration and career planning.
Career exploration was measured with a simplified version of Stumpf, Colarelli and
Hartman’s (1983) 6-item environmental exploration scale to fit our sample of long-term
unemployed people. Participants were asked to answer to which degree they had
engaged in activities such as “Investigated career possibilities” in the last 3 months. The
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items were measured on a 5-point Likert-type scale ranging from 1 (never) to 5 (very
frequently). Career planning was measured a shortened version of Gould’s (1979) career
planning scale. The scale contained the 3 positively phrased items of the original scale
such as: “I have a plan to obtain my career objectives”, rated from 1 (strongly disagree) to
5 (strongly agree).
Employability: social capital. Social capital was measured by combining items
from the Perceived Social Competence Scale (Anderson-Butcher, Iachini, & Amorose,
2008) with social skills rated by reemployment experts to be important in
reemployment practice. Participants rated 8 items such as “I am good at making friends”
and “I can share my opinion in a friendly way” on a scale from 1 (not at all like me) to 5
(exactly like me).
Employability: human capital. To assess human capital, we measured
qualifications such as experience, skills and abilities with a simplified version of
Wanberg et al.’s (2002) self-reported qualifications scale. The scale contained six items
such as: “My level of education is sufficient for getting the job that I want” and “My last
employer was satisfied with me”, rated on a scale from 1 (not at all like me) to 5 (exactly
like me).
Employability: career identity. The dimension of career identity reflects the
centrality of employment in one’s life (Fugate et al., 2004). We used the four items of the
original six-item employment commitment scale developed by Warr, Cook and Wall
(1979) that were applicable to long-term unemployed people to reflect career identity,
such as: “Having a job is very important to me.” Items were rated on a 5-point scale
ranging from 1 (not at all like me) to 5 (exactly like me).
Job search intensity. Job search intensity at Time 1 was assessed by asking
participants how many hours per week on average they spent on searching for a job.
This one-item measure of job search intensity has been shown to be correlated with
multiple-item measurements of job search intensity (Wanberg et al., 2005; Wanberg et
al., 2010). Job search intensity at Time 2 was measured with the 12-item scale developed
by Blau (1994) with adaptations made in previous studies (Van Hooft et al., 2004;
Wanberg et al., 1999). Only participants who had not found reemployment at Time 2 (n
= 786) indicated how frequently (1 = never [0 Times] to 5 = very frequently [at least 10
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Times]) they had engaged in diverse job search behaviors in the past 3 months, such as
“used the internet to locate job openings.”
Reemployment success. To measure reemployment success, we assessed
participants’ reemployment status at Time 2 by asking participants whether they had
found reemployment. We then verified their responses by comparing them with the
database of the reemployment service at Time 2.
Barriers. Barriers concern personal and situational factors that hinder
unemployed people from participating on the regular labor market and prevent them
from working. According to reemployment practice and research (e.g. Lindsay, 2002;
Wanberg et al., 2002), such matters include a lack of basic skills to function in society,
personal barriers and reemployment constraints. Basic skills were measured with the 11
applicable items from the GARS (Groninger Activities Restriction Scale; Kempen, Doeglas
& Suurmeijer, 1993), a Dutch scale aimed at people with less formal education. Example
items are “I can do my own grocery shopping” and “I am able to make my own
appointments”, rated from 1 (I can not do that at all) to 5 (I can do that very well).
Personal barriers were measured with a five-item composite measure. The items were
constructed by combining information from the database of the reemployment service
with information from reemployment counselors about the most prevalent barriers
among the long-term unemployed. Example items include “I can not get a job due to
physical problems” and “I cannot get a job due to my criminal past”, rated from 1 (strongly
disagree) to 5 (strongly agree). Reemployment constraints were measured with Wanberg
et al.’s (2002) reemployment constraints scale, another composite measure containing
five items such as: “I have no transportation to get to work or job interviews.” Items were
rated from 1 (strongly disagree) to 5 (strongly agree). We furthermore included
demographic variables known to impact people’s chances on finding reemployment such
as age, gender, level of education, work experience and length of unemployment. An
older age, being female, less formal education, less work experience and a longer length
of unemployment are often reported as factors that decrease the chance on finding
reemployment (Kanfer et al., 2001; Wanberg et al., 2002).
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M
SD
1
2
3
4
5
6
7
8
9
10
11
12
13
Control variables
1. Age
44.81 9.58 (-)
2. Genderº
.42
.49
.18** (-)
3. Educationºº
2.22 1.19 .05
.11** (-)
4. Work Experience (years)
9.85 9.48 .41** .24** .19** (-)
5. Length of Unemployment (months)
81.20 75.56 .30** -.12** -.07* -.11** (-)
6. Barriers: Basic Skills
3.99 .89
-.21** -.12** .16** .01
-.18** (.94)
7. Barriers: Personal Barriers
1.82 .76
.15** .16** -.10** -.01
.11** -.41** (.60)
8. Barriers: Reemployment Constraints
2.40 .92
.19** -.11** .03
.00
.07** -.24** .03
(.53)
T1 variables
9. Adaptability: Career Exploration
2.50 1.07 -.05* .08** .20** .21** -.21** .25** -.17** -.10** (.89)
10. Adaptability: Career Planning
3.13 1.15 -.18** .02
.22** .07** -.18** .35** -.25** -.15** .43** (.81)
11. Social Capital
3.74 .75
-.10** -.08** .19** .12** -.14** .49** -.24** -.24** .30** .45** (.88)
12. Human Capital
2.81 1.05 -.10** .12** .45** .37** -.25** .41** -.23** -.22** .44** .57** .52** (.85)
13. Career Identity
3.71 .89
-.19** .00
.11** .09** -.20** .30** -.18** -.14** .30** .36** .44** .40** (.80)
14. Job-search Intensity (hours)
20.68 13.41 -.09** .15** .06
.07* -.15** .17** -.16** .03
.26** .24** .13** .19** .25**
T2 variables
15. Adaptability: Career Exploration
2.46 1.12 -.17** .05
.11** .08* -.20** .17** -.15** -.18** .39** .31** .23** .31** .29**
16. Adaptability: Career Planning
2.77 1.18 -.18** .01
.14** -.02
-.16** .21** -.14** -.18** .29** .51** .23** .34** .24**
17. Social Capital
3.74 .73
-.07* -.08* .19** .11** -.15** .33** -.19** -.16** .25** .28** .64** .42** .29**
18. Human Capital
2.93 1.03 -.11** .12** .36** .31** -.25** .25** -.21** -.14** .42** .48** .41** .73** .33**
19. Career Identity
3.58 1.11 -.22** -.03
.12** .02
-.20** .20** -.14** -.13** .28** .33** 32** .35** .59**
20. Job-search Intensity
1.74 .76
-.17** .12** .11* .15** -.23** .24** -.18** .17** .52** .38** .26** .39** .32**
21. Reemployment Status
.12
.33
-.06
-.04
.12** .05
-.12** .14** -.19** .04
.17** .22** .11** .19** .13**
Note. Coefficient alphas are on the diagonal in parentheses. N = 2541 at Time 1, N = 897 at Time 2
** p < .01 (2-tailed), * p < .05 (2-tailed)
ºGender categories include 0 = female, 1 = male. ººEducation categories include 1 = preschool, 2 = basic training, 3 = vocational training, 4 = bachelor, 5 = master.

Table 2.1 Means, Standard Deviations, Correlations and Coefficient Alphas.

.12*
.07
.00
.10*
.19**
.26**
.11*

(-)

14

(.91)
.52**
.28**
.39**
.48**
.67**
.05

15

(.89)
.26**
.40**
.38**
.38**
.06

16

(.89)
.53**
.40**
.35**
.08*

17
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20

(.87)
.41** (.87)
.45** .43** (.93)
.20** .10** -
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Results
Table 2.1 presents the means, standard deviations, internal consistencies and
correlations between all variables in the study.
Employability and Job Search
We first tested the predictive validity of employability on job search intensity
above and beyond the demographics and barriers (Hypothesis 1). We performed
multiple hierarchical regression analyses with the demographics and barriers as control
variables (step 1) and the employability dimensions at Time 1 as independent variables
(step 2). The regression predicting job search intensity at Time 2 (Table 2.2) showed
that both the first step (F(8,406) = 9.96, p = .00) and the second step were significant
(F(13,401) = 16.93, p = .00). The additional variance in job search intensity explained by
the employability dimensions was 19% (R² = .19, Fchange (5,401) = 23.63, p = .00),
resulting in an adjusted R² of .33. Adaptability and career identity were significantly and
positively related to job search intensity, whereas social and human capital showed no
significant relationship with job search intensity, implying that the variance in job
search intensity was mainly explained by the more cognitive-affective and motivational
dimensions of people’s employability.
Employability and Reemployment
To test whether the employability dimensions contributed to finding
reemployment above and beyond the demographics and barriers (Hypothesis 2), we
conducted a logistic regression analysis with reemployment status at Time 2 as the
dependent variable (see Table 2.3). In order to estimate the predictive power of the
control variables, the employability dimensions, and job search intensity separately,
variables were entered into the regression in three steps. The demographic variables
and barriers were entered in step 1, followed by the employability dimensions in step 2
and job search intensity at Time 1 in step 3. The chi-square of the model including only
        ȋɖ2(8) = 30.60, p = .00), but
adding the employability dimensions yielded a significant increase in chi-ȋɖ2(13)
= 71.76, p = .00; 'ɖ2(5) = 41.16, p = .00). Including job search intensity further enhanced
the chi-ȋɖ2(14) = 79.27, p = .00; 'ɖ2(1) = 7.51, p = .01). This indicates
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that the addition of employability and job search intensity to the model significantly
enhances the model’s predictive power. The final model explained 16% of the variance
in finding reemployment (Nagelkerke’s R2 = .16, p = 00).

b
Predictors
Step 1: Control Variables
Age
Gender
Education
Work Experience
Length of Unemployment
Barriers: Basic Skills
Barriers: Personal Barriers
Barriers: Reemployment Constraints
Step 2: Employability
Adaptability: Career Exploration
Adaptability: Career Planning
Social Capital
Human Capital
Career Identity

Step 1

Step 2

-.01
.21
.02
.01
-.00
.11
-.11
.09

-.01
.15
-.04
.00
.00
.01
-.06
.07

Multiple R
ǻR²
Adjusted R²
** p < .05 (2-tailed), * p < .05 (1-tailed)

.27
.06
-.03
.07
.09

SD b
Step 1
Step 2
.00
.08
.03
.00
.00
.05
.05
.04

.00
.07
.03
.00
.00
.04
.05
.04

ȕ
Step 1

Step 2

-.17**
.14**
.03
.17**
-.10*
.13**
-.11**
.11**

-.10**
.10**
-.06
.06
-.04
.01
-.06
.08*

.03
.04
.05
.05
.04

.37**
.10*
-.03
.09
.11**
.41**
.16**
.15**

.60**
.19**
.33**

Table 2.2 Hierarchical Multiple Regression on Job search Intensity at Time 2.

In sum, finding reemployment was mostly dependent on people’s employability,
but also on their job search intensity. More specifically, social capital, human capital, and
career identity were significantly related to reemployment status at Time 2. When
including job search intensity, these employability dimensions did not decline in
strength or significance. Taken together, our results imply that finding a job was both
related to ability-related and motivational dimensions of people’s employability
together with their job search behaviors.
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step 1

b
step 2
step 3

step 1

Step 1: Control variables
Age
-.01
-.01
-.01
1.46
Gender
.32
.29
.23
3.03
Education
.02
-.10
-.10
.07
Work Experience
.01
-.00
-.00
.93
Length of Unemployment
-.00
.00
.00
.42
Barriers: Basic Skills
.58
.27
.28
17.70
Barriers: Personal Barriers
-.03
.02
.04
.03
Barriers: Reemployment Constraints
-.09
-.11
-.11
.90
Step 2: Employability
Adaptability: Career Exploration
.11
.07
Adaptability: Career Planning
.11
.08
Social Capital
.37
.41
Human Capital
.30
.32
Career Identity
.29
.25
Step 3: Job-Search
Job-search Intensity
.02
** p < .05 (2-tailed), * p < .05 (1-tailed)
Note. Step 3: R² = .12 (Cox & Schnell), .16 (Nagelkerke). Hosmer and Lemeshow Ȥ²

Predictors

Table 2.3 Logistic Regression on Reemployment Status at Time 2.

.59
.59
5.25
5.41
3.99

1.51
1.16
4.45
4.89
5.26

= 22.76, p = .00.

7.44

.11
1.46
1.62
.05
.04
3.23
.06
1.14

step 3

.20
2.30
1.47
.06
.00
3.24
.01
1.17

Wald
step 2
.99
1.38*
1.02
1.01
.99
1.79**
.97
.92

step 1

1.12
1.12
1.45**
1.35**
1.33**

.99
1.34
.91
.99
1.00
1.32*
1.02
.90

Exp(B)
step 2

1.02**

1.08
1.08
1.51**
1.38**
1.29**

.99
1.26
.90
.99
1.00
1.32*
1.04
.90

step 3
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Development of Employability
Finally, we tested whether receiving a reemployment intervention contributed to
long-term unemployed people’s development of employability (Hypothesis 3). First, we
examined whether participants who had received a reemployment intervention differed
in employability at Time 1 from participants who had not received such intervention.
ANOVA showed no differences regarding adaptability (career exploration: F (1, 513) =
.10, p = .76; career planning: F (1, 506) = .25, p = .62), social capital (F (1, 847) = 1.68, p =
.20), human capital (F (1, 800) = 3.02, p = .08), and career identity (F (1, 869) = 2.17, p =
.14).
Next, we regressed the Time 2 employability dimension scores on their
corresponding Time 1 scores and group (intervention vs. no-intervention). By doing so,
we followed the recommendations of Smith and Beaton (2008) to adjust for baseline
scores in modeling change as an outcome variable. Results showed that receiving an
intervention contributed to the development of each dimension of employability, with
the exception of social capital (see Table 2.4). More specifically, we found small
significant effects of reemployment interventions for the development of human capital
(Ⱦ = .08, p = .01) and career identity (Ⱦ = .09, p = .00), and marginally significant effects
on adaptability (career exploration: Ⱦ = .07, p = .08; career planning: Ⱦ = .07, p = .06) –
after controlling for demographics and barriers at Time 1 in step 1 of the regression
equation. In other words, results showed that receiving an intervention slightly
contributed to long-term unemployed people’s development of employability regardless
of their barriers, with the exception of social capital.

Discussion
The aim of the current paper was to investigate the role of employability in
finding reemployment among a sample of long-term unemployed people. More
specifically, we questioned whether employability would be a valid predictor of job
search and finding reemployment for this specific group, whilst considering the barriers
to employment that these unemployed face. By doing so, our study was the first to apply
Fugate et al.’s (2004) multi-dimensional construct of employability to the context of
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.01
.10
.04
.01
.00
.06
.07
.05
.05
.11

-.02
.12
.02
.00
-.00
-.01
-.10
.14
.35
.18

SD b

.45**
.20**
.19**

.34**
.07*

-.14**
.05
.02
.04
-.06
-.01
-.07
.11**

ȕ

** p < .05 (2-tailed), * p < .05 (1-tailed), † No intervention = 0, intervention = 1

Multiple R
R²
Adjusted R² total

Control variables
Age
Gender
Education
Work experience
Length of unemployment
Barriers: Basic Skills
Barriers: Personal Barriers
Barriers: Reemployment Constraints
Predictors
Variable at T1
Intervention†

b

Adaptability: Career Exploration

.49
.20

-.01
.04
.04
-.01
-.00
-.02
-.02
.12

b

.05
.11

.00
.10
.04
.01
.00
.06
.07
.05

SD b

.53**
.28**
.27**

.47**
.07*

-.05
.02
.04
-.05
-.06
-.01
-.01
.09**

ȕ

Adaptability: Career Planning

.60
.01

.00
-.06
.04
.00
-.00
-.01
-.03
.00

b

Table 2.4 Hierarchical Multiple Regressions on the Dimensions of Employability.

.04
.06

.00
.05
.02
.00
.00
.03
.04
.03

SD b

Social Capital

.65**
.42**
.41**

.61**
.00

.00
-.04
.06*
.02
-.06
-.01
-.03
.01

ȕ

.67
.18

-.01
.07
.04
.01
-.00
.10
-.09
-.01

b

.04
.07

.00
.06
.03
.00
.00
.04
.04
.03

SD b

ȕ

.75**
.56**
.55**

.69**
.08**

-.08**
.03
.04
.07*
-.05
.09**
-.07**
-.01

Human Capital

.70
.23

-.01
-.06
.06
-.00
-.00
-.04
-.02
.03

b

.05
.09

.01
.08
.03
.01
.00
.05
.06
.04

SD b

ȕ

.62**
.38**
.37**

.56**
.09**

-.09**
-.03
.06*
-.01
-.07*
-.03
-.01
.03

Career Identity
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long-term unemployment, thereby extending its external validity. Moreover, we aimed
to investigate whether investing in long-term unemployed people’s employability with
reemployment interventions would be a futile quest or worth the effort.
Our results show that employability explains meaningful additional variance in
both job search intensity and reemployment status. This supports the contention that
employability plays an important role in predicting job search intensity and in finding
reemployment also among the long-term unemployed, above and beyond the influence
of their barriers. At the same time, we found that the dimensions of employability were
distinct in predicting job search and finding reemployment. On the one hand,
adaptability and career identity were the dimensions of employability that were
positively related to job search intensity one year later, indicating that the more
employable people are, the more job search activities they portray. This is in line with
McArdle et al.’s (2007) and McQuaid and Lindsay’s (2002) suggestion that
improvements in employability increase the possibility to subsequently utilize these
assets through job search. On the other hand, social and human capital –but again also
career identity– were the dimensions of employability that predicted reemployment
success. Our results furthermore indicated that finding reemployment depends largely
on long-term unemployed people’s employability and slightly on their job search
activities. Finally, we showed that reemployment interventions contributed to long-term
unemployed people’s development of employability, with the exception of their social
capital. All in all, our findings show that employability can predict job search and
reemployment success among the long-term unemployed and that reemployment
interventions aimed at enhancing employability are not futile as a first step to increase
the likelihood of finding reemployment.
Scientific and Practical Contributions
Long-term unemployed people are traditionally regarded a difficult group to
study, given their low likelihood of success in finding reemployment and the lack of
development and initiative that researchers may perceive them to undertake. Our
results show that this assumption is misguided and that these people’s employability
pays off in terms of finding reemployment. The results suggest a strong case for
addressing employability among the long-term unemployed. The majority of

43

EMPLOYABILITY AMONG THE LONG-TERM UNEMPLOYED
______________________________________________________________________________________________________
respondents had less formal education, had little qualifications and had been excluded
from the active labor market for a number of years. Still, employability remained
important for finding reemployment. Hence, the results of our study bear a number of
conceptual and practical contributions to the literature.
From a conceptual perspective, the current research extends the notion of
employability from active members of the workforce to the long-term unemployed. We
combined Fugate et al.’s (2004) construct of employability with McQuaid and Lindsay’s
(2002) barriers to employment and showed that employability plays an important role
above and beyond these barriers. In fact, according to their relatively high score on
career identity, many long-term unemployed people still perceive themselves as
workers. This sense of career identity demonstrated by many of the long-term
unemployed contradicts the classic image of them preferring to live on unemployment
benefits. Hence, the absence of work does not necessarily imply the absence of career
identity: even for people who have been unemployed for years, career identity is not
necessarily intertwined with being unemployed. This idea is strengthened by the fact
that participants reported to be active job seekers in terms of their job search intensity.
Apparently, they themselves haven’t given up the hope on finding reemployment.
Furthermore, it is noteworthy that not all dimensions of employability equally
predicted job search intensity and/or finding reemployment. Whereas adaptability
could not predict people’s reemployment success, it did predict people’s job search
intensity a year later. This is in line with previous studies that showed that adaptability
did not directly increase people’s chances on finding reemployment, but that it did
increase their quality of reemployment (Koen et al., 2010; Zikic & Klehe, 2006). In other
words, higher levels of adaptability go together with more appropriate job search
activities, which in turn may increase people’s chances on finding qualitatively good
reemployment. In contrast, social capital and human capital could not predict people’s
job search activities, yet did predict the likelihood of finding reemployment. Career
identity fostered both job search and the chance on finding reemployment, perhaps
because it can give guidance and direction in the otherwise unstructured period of
unemployment, and thereby helps to steer job search activities as well as the chance on
getting hired (McArdle et al., 2007). The differential prediction of the dimensions of
employability on job search and finding reemployment gives rise to the thought that
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next to the important role of the motivational dimension (i.e. career identity), it is the
cognitive-affective dimension (i.e. adaptability) that fosters job search, whereas it is the
ability-related dimension (i.e. social and human capital) that fosters subsequent
reemployment success. Taken together, one could argue that a state of mind directed at
reemployment can help people persist in searching for a job, but that long-term
unemployed job seekers need the actual skills to get the job in the end.
In this study, however, job search intensity could explain relatively little
additional variance in reemployment success as compared to prior research that found
stronger relationships between the two (e.g. Kanfer et al, 2001; Wanberg et al., 2002). A
possible explanation for this relatively weak relationship is that not so much the
intensity but much more the strategy used while searching may influence reemployment
success. For example, past research suggests that those who take a more focused
approach in their job search have a higher chance on reemployment success compared
to those using a hit-or-miss approach. Although the focused job seekers send out less
applications –and thus portray lower job search intensity–, they put more effort in their
applications and target the right employers, thereby enhancing their chance to get hired
(cf. Koen et al., 2010). Note that long-term unemployed people are generally less
attractive to employers than short-term unemployed job seekers (cf. Aaronson et al.,
2010) and that for the long-term unemployed, more job search activities may not always
translate into better chances on finding a job. At the same time, we found that the
ability-related dimensions of employability could predict whether people had found
reemployment. Hence, also for long-term unemployed people, having the right skills
seems to improve one’s job options.
When it comes to increasing the odds on finding reemployment, our study
showed that receiving a reemployment intervention can contribute to employability
development. However, this contribution was relatively small, which might be due to a
number of reasons. It might be that the match of long-term unemployed people to
available programs might currently be inefficient. Interventions are often aimed at
developing job search skills (Hillage, Pollard, & Britain, 1998), but reemployment
services only seldom assess people’s employability before starting an intervention.
Consequently, reemployment interventions may not always fit people’s developmental
needs. Interventions that aim to develop each dimension of people’s employability could
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be more beneficial for the long-term unemployed as they allow a more person-adaptive
intervention. For example, someone low on the employability dimension human capital
needs an intervention aimed at enhancing work-related qualifications, rather than job
search skills. At the same time, someone who already possesses sufficient human capital
may be better off with an intervention aimed at job search skills. With such a personcentered approach, the long-term unemployed can gain sufficient employability as a first
step towards finding reemployment. Another possible explanation for the small effect of
reemployment interventions on the development of employability might be found in
participants’ motivation to take part in the intervention. Since participation in these
interventions is obligated, the feeling of compulsion might lower people’s motivation to
engage in and benefit from the intervention. Indeed, many studies have shown that a
feeling of choice in participating is related to motivation and learning (cf. Deci & Ryan,
2000; Hackman & Oldham, 1976; Karasek, 1979; Warr, 1990).
From a practical point of view, our study fits well with the actual procedures and
policies of welfare institutions. Within Europe, there is a strong need for evidence-based
reemployment interventions and an instrument that can be used to monitor the
effectiveness of these interventions. To date, however, reemployment practice has
mainly used the number of people finding reemployment as a criterion of success. The
applicability of employability for the group of long-term unemployed people offers a
valuable addition in this regard, as it allows reemployment services to monitor people’s
personal development over time. Employability regards both the path of development as
much as the potential end product (finding reemployment), as we can conclude from our
results. When focusing on people’s employability, reemployment services can measure
progress in a more adequate manner and long-term unemployed individuals can set
realistic and attainable goals for themselves instead of having to strive for the seemly
unattainable goal of finding reemployment. After all, unreachable goals will only
discourage people and diminish their chances on success even more (Locke & Latham,
2002).
Our study results also confirm the need for reemployment policies that
simultaneously incorporate overcoming barriers and promoting employability amongst
this disadvantaged group. In other words, effective reemployment interventions must
not simply address people’s gaps in employability, but take a more profound approach
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by including people’s barriers to employment. After all, both barriers and employability
play an important role in predicting reemployment success among the long-term
unemployed. Thus, any intervention aimed at this group should not lose sight of the fact
that many of them lack basic skills and accordingly find themselves at a disadvantage to
other job seekers.
Limitations and Directions for Future Research
Like most studies in this line of research, this study relied for a large part on selfreport measures. A strong feature of our study is, however, that we used a two-wave
design with one year in between measurements. Common threats to survey studies such
as common method variance or memory effects are less likely to have driven our
findings, particularly since the correlations among study variables differed in size (e.g.
Spector, 2006).
The correlation between job search intensity at Time 1 and at Time 2 was
relatively low. One explanation for this low correlation might be that we used different
measures of job search intensity due to questionnaire length constraints. Although these
two measures may tap into different content domains of job search intensity (time spent
in general versus intensity of different job search behaviors), the shared variance
represents the overall amount of time spent on job search activities and is therefore
meaningful. At the same time, however, it is only logical that more behavioral measures
such as job search will show less stability than individual difference variables such as
human or social capital. Additionally, there are a number of factors that may have
influenced the relationship between job search intensity at Time 1 and Time 2. For
example, while some participants may have gained new motivation to search for
reemployment, others may have lost their motivation and stopped searching at all (cf.
Van den Broeck, Vansteenkiste, Lens, & De Witte, 2010; Vansteenkiste et al., 2004;
Vansteenkiste et al., 2005).
Unfortunately, we were not able to classify all reemployment interventions in a
conceptually sound manner since we were dependent on the available registration
system. Instead, we used a broad categorization of reemployment interventions versus
no intervention, which puts constraints on investigating links between receiving an
intervention and the development of employability. Consequently, the small influence of
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interventions might be due to the fact that we could only distinguish an intervention
group from a nonintervention group. A more refined categorization, distinguishing
different types of interventions, might have resulted in stronger links to specific
employability dimensions. Such categorization may also provide insights for developing
a more person-adaptive approach, because it would allow researchers to investigate
which type of intervention is suitable at a given level of employability. With that,
adequate reemployment interventions can be offered to long-term unemployed people,
based on their current level of employability and job search behavior. Distinguishing
between different reemployment interventions is thus of utmost importance for future
research among the long-term unemployed. Additionally, a randomized field experiment
would, if feasible in this line of research, allow researchers to draw strong conclusions
on the added value of reemployment interventions.
One striking finding in our study was the differential prediction of the
dimensions of employability on job search (i.e., career identity, adaptability) and finding
reemployment (i.e., career identity, social and human capital). Although previous
research on Fugate et al.’s (2004) model of employability has not addressed the possible
differential influence of each dimension, our results imply that each dimension does in
fact play a different role in the (re-)employment process. Additionally, our study was the
first to apply Fugate et al.’s (2004) employability model to the context of long-term
unemployment. While this study extends the external validity of the employability
model, it is worth investigating the role, formation and possible change of each
dimension in more detail to further enhance the model in the future.
Conclusion
The aim of this study was to apply the concept of employability to the context of
long-term unemployment. Our results show that even among the long-term
unemployed, employability can foster job search and the chance on finding
reemployment, above and beyond the barriers that long-term unemployed people so
often face. Remarkably, the predominantly cognitive-affective dimensions of
employability foster job search, whereas the predominantly ability-related dimensions
of employability foster subsequent reemployment success. We also showed that
reemployment interventions slightly facilitated the development of one’s employability
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and argued that more person-centered interventions are needed. Taken together, our
study demonstrates the significant role of employability in the reemployment process.
This implies that the goal of reemployment services should be to assess and foster
people’s employability first, before supporting them in searching for and finding
reemployment. This will, we hope, help reemployment practice to become more
efficient.
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CHAPTER THREE
JOB SEARCH AND EMPLOYABILITY AFTER COMPULSORY
REEMPLOYMENT COURSES:
THE ROLE OF CHOICE, USEFULNESS AND MOTIVATION

This chapter is based on Koen, J., Klehe, U.C. & Van Vianen, A.E.M. (under review). Job Search and
Employability after Compulsory Reemployment Courses: the Role of Choice, Usefulness and Motivation.
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Unemployment harms both the unemployed (McKee-Ryan et al., 2005; Paul &
Moser, 2009) and societies overall (e.g. Dijk et al., 2008) –and the problem has grown
worse since the start of the economic crisis in 2008. Unemployment rates more than
doubled since then and remained over 9.0% both in the U.S. (BLS) and in Europe
(Eurostat, 2012d) for the following years. Usually, the harder people search for
reemployment (i.e. job search intensity), the higher their chances are of finding a job
(Kanfer et al., 2001; Wanberg et al., 2002). However, just searching hard for a job might
not suffice in the absence of suitable job openings, especially for unemployed people
with few marketable skills. In order to enhance their chances of finding reemployment,
many unemployed people are re-skilling and up-skilling themselves in the hopes of
becoming more employable and thus better positioned in the labor market. Past
research (McArdle et al., 2007) has indeed shown that the chance of finding
reemployment increases with people’s employability (i.e., their skills, knowledge and
attitudes that together form the ability to find and keep a job; cf. Fugate, Kinicki &
Ashforth (2004)). More specifically, employability provides people with choices and
alternatives that can make them less vulnerable during economic recessions (De Cuyper,
Bernhard-Oettel, Berntson, De Witte, & Alarco, 2008; Sverke & Hellgren, 2002) and more
employable job seekers tend to search more intensely and more likely gain
reemployment in the end (McArdle et al., 2007).
In line with these findings, many governments in western societies have
introduced compulsory reemployment courses for unemployed people to enhance their
job search activities and employability, and their chances on finding reemployment (cf.
Dolton & O'Neill, 2002; Graversen & Van Ours, 2008; Klepinger et al., 2002; Kyyrä &
Ollikainen, 2008; McQuaid & Lindsay, 2005; Petrongolo, 2009). In these courses,
participants learn basic work-related skills, practice their social skills with group
exercises, explore their career opportunities and receive training and education to
increase their human capital. The courses are reasonably comparable to welfare-towork programs such as the Job Opportunities and Basic Skills Program (JOBS; see Caplan,
Vinokur, Price, & Van Ryn, 1989; Vinokur et al., 1991), although they require mandatory
attendance, are often more time intensive, and take six months or longer.
While we would expect unemployed people to acquire more employability and
enhance their job search efforts during compulsory reemployment courses, participants
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react differently to these courses: some become more employable and search for
reemployment with new motivation, while others stagnate or get demotivated and stop
searching at all (Van den Broeck et al., 2010; Vansteenkiste et al., 2004). A growing
empirical literature shows that participation in reemployment courses has
heterogeneous effects on positive reemployment outcomes, providing a reason to
abolish these costly courses all together (Andersen, 2011; Dahl & Lorentzen, 2005;
Gerfin & Lechner, 2002). When searching for possible reasons for the diverging effects,
the compulsory nature of the reemployment courses has been a subject of debate in
reemployment practice. Several politicians, reemployment counselors and researchers
argue that unemployed people should not be obligated to participate in a reemployment
course, as obligatory courses’ benefits are often too meager to justify their costs (Dijk et
al., 2008; Van den Berg & Van der Klaauw, 2006). It would greatly contribute to this
debate to give insight into the conditions and mechanisms that support or hinder the
benefits of a reemployment course.
To date, however, there is no consistent research on the mechanisms that can
explain the heterogeneous effects of compulsory reemployment courses. Since the
outcome of any training largely depends on trainees’ motivation (Cheng & Ho, 2001;
Mathieu & Martineau, 1997; Tannenbaum & Yukl, 1992), the current study focuses on
participants’ motivation and the antecedents of their motivation as the mechanism
behind the differences in participants’ job search activities and employability after a
reemployment course. The primary purpose of our study is to investigate the role of
people’s experience of a reemployment course on their motivation to reach the intended
outcome of this course (finding reemployment), which in turn should enhance their job
search activities and employability. More specifically, we propose that the perceived
choice to take part in a reemployment course and the experienced usefulness of a course
are related to people’s quality of motivation –i.e. the reason why people engage in a
certain behavior– for finding reemployment, which in turn affects people’s job search
behavior and acquisition of employability (see Figure 3.1).
In this study, we combine three streams of research that have so far, to the best of
our knowledge, stood largely side by side, namely research on reemployment (e.g.
Kanfer et al., 2001; Wanberg et al., 2002), training effectiveness (e.g. Mathieu &
Martineau, 1997; Tannenbaum & Yukl, 1992) and Self-Determination Theory (SDT: Deci
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& Ryan, 1985a; Deci & Ryan, 2000). Furthermore, our study is the first to apply SDT to
the reemployment setting in a longitudinal design, using the theory to address change
over time in job search and employability. Through its focus on the quality of motivation,
SDT seems particularly useful to examine and explain the varying outcomes of
compulsory reemployment courses and the conditions under which such courses may
be fruitful for enhancing employability and job search.

Experienced
Usefulness

Perceived
Choice

Motivation

for finding reemployment
(internalization)

Employability and
Job search Intensity
after the reemployment
course

Figure 3.1 Theoretical Framework.

Job search, Employability, and Finding Reemployment
Although finding reemployment can depend on numerous factors, the best
predictor known to date is job search intensity: the frequency and scope of engagement
in job search behaviors such as looking at employment advertisements or calling
potential employers (e.g. Kanfer et al., 2001; Schwab, Rynes, & Aldag, 1987; Wanberg et
al., 1999; Wanberg et al., 2002). Searching and finding reemployment is a dynamic selfregulatory and goal-oriented process that is driven by individuals’ ability and motivation
to find work (Kanfer et al., 2001).
To address the notion of ability in finding reemployment, Fugate et al. (2004)
introduced the concept of employability into reemployment research. They presented
employability as a person-centered psycho-social construct for reemployment research,
as employable individuals may be less psychologically harmed by unemployment, may
engage in more job search and may be more likely to gain high-quality reemployment.
Indeed, employability enhances the likelihood of gaining reemployment among the
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unemployed (McArdle et al., 2007) and relates to job-related and general well-being
among employees (De Cuyper et al., 2008).
Fugate et al.’s conceptualization of employability comprises four dimensions:
adaptability, social capital, human capital and career-identity, each of which consists of
different skills, knowledge and behaviors that together create the ability to find and
keep a job. Adaptability describes the readiness to cope and willingness to explore one’s
career possibilities (Savickas, 2005). Exploring one’s possibilities has been shown to
play an important role in gaining reemployment (Koen et al., 2010; McArdle et al., 2007).
Social capital reflects the interpersonal aspect of employability and concerns ‘knowingwhom’ competencies (DeFillippi & Arthur, 1994). Social capital is constituted from one’s
social network and social support, both known to impact and facilitate reemployment
success (McKee-Ryan et al., 2005; Wanberg et al., 1999). Human capital refers to
personal factors that may affect one’s chances on finding reemployment. These
‘knowing-how’ competencies (DeFillippi & Arthur, 1994) include education, experience,
training, skills and knowledge. Finally, career identity reflects ‘knowing-why’
competencies such as individual work values and employment commitment (Fugate et
al., 2004). With regard to reemployment, career identity can provide guidance in making
decisions and establishing reemployment goals (McArdle et al., 2007).
Unfortunately, not all job seekers show the level of employability and job search
intensity needed for finding reemployment, and past research has shown that
unemployment itself can further aggravate the situation with unemployed people losing
their career identity, job-skills and job-related networks (Aaronson et al., 2010), and
even deteriorate in their well-being (Paul & Moser, 2009). While reemployment courses
are initiated to buffer against this decline in employability and job search, participants
react differently to these courses. However, past research has not yet been able to
identify the key factors in successfully enhancing employability and job search intensity
or buffering against the decrease of these two important predictors of finding
reemployment. Therefore, research is needed to understand the factors that foster or
hinder the acquisition of employability and job search intensity during these courses
(Van den Broeck et al., 2010; Vansteenkiste et al., 2004).
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The role of motivation for finding reemployment
In order to understand unemployed people’s individual differences in their job
search and acquisition of employability in a reemployment course, it is essential to
address their motivation. First, Ployhart (2008) and Dalal and Hulin (2008) argued that
it is crucial to consider the role of motivation in a dynamic and real-world setting –such
as the reemployment process. Second, motivation shows strong links to engagement in
training and training outcomes (cf. Tannenbaum & Yukl, 1992), also in compulsory
treatment programs (De Leon, Melnick, & Hawke, 1999). Consequently, motivation may
well account for heterogeneous effects of compulsory reemployment courses. When
attempting to explain these heterogeneous effects, it might be particularly helpful to
differentiate between participants’ likewise heterogeneous reasons for finding
reemployment, as recognized in SDT (Deci & Ryan, 1985a; Deci & Ryan, 2000).
Self-Determination Theory. A basic tenet of SDT (Deci & Ryan, 1985a; Deci & Ryan,
2000) is that not only the quantity of someone’s motivation but much more the quality of
their motivation predicts behavior –i.e. the reason why they engage in a certain
behavior. There is a general consensus among psychologists that those reasons can be
classified into two types of motivation: intrinsic and extrinsic motivation (Vallerand &
Ratelle, 2002). According to Ryan and Deci (2000), intrinsically motivated people engage
in an activity because they find it enjoyable and interesting, whereas extrinsically
motivated people engage in an activity because it is instrumental to reaching a certain
outcome. Yet, SDT also states that people can internalize extrinsically motivated
activities to varying degrees –they can make it of personal value to them. The more
someone has internalized the outcome of a certain behavior, the more autonomously
motivated the person will be when enacting the behavior. Autonomously motivated
people act with a sense of volition and endorsement of the activity. A less internalized or
more controlled form of motivation involves acting because one feels pressured to do so
or forced by some external or internal force. Accordingly, SDT views intrinsic and
extrinsic motivation in terms of a continuum instead of a dichotomy, containing different
forms of motivation that each reflect differing degrees of internalization.
External regulation is the most controlled and thus least internalized form of
motivation and represents being motivated to do something in order to obtain external
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rewards or avoid external punishments. Introjected regulation represents a less
controlled and thus more internalized form of motivation and involves behavior that is
performed to decrease feelings of guilt or shame or to enhance self-esteem. Next along
the continuum of internalization is a more autonomous and therefore more internalized
form of motivation called identified regulation which involves an acceptance of the
behavior that needs to be performed as personally important, closely followed by
integrated regulation which holds that people engage in an activity or behavior because
the behavior is congruent with their personal goals and values: it is internalized. Still,
the latter two types of behavioral regulation are considered less autonomous than
intrinsic motivation, because identified and integrated regulation are instrumental to
attaining a personally important outcome, whereas intrinsically motivated behavior is
performed out of interest and enjoyment (Ryan & Deci, 2002).
Numerous studies have supported the taxonomy of the different forms of
motivation (Vallerand & Ratelle, 2002), providing empirical support for the construct
validity of the continuum of internalization (cf. Vallerand, 1997). Moreover, the
consequences and outcomes of these forms of motivation –such as behavior,
performance and well-being– are found to be increasingly positive as we go from
controlled to more autonomous types of motivation (cf. Deci & Ryan, 2008). For
example, the internalization of extrinsic motivation has been linked to persistence,
effective performance, job-satisfaction and organizational commitment (e.g. Gagné,
Chemolli, Forest, & Koestner, 2008; Sheldon & Elliot, 1998; Sheldon & Elliot, 1999). More
specifically, Vansteenkiste et al. (2004) showed that an autonomous job search
motivation was associated with higher job search intensity.
SDT states that intrinsic motivation concerns the experience of activities as
interesting and satisfying, whereas internalized extrinsic motivation concerns
experiencing activities as personally important for reaching one’s goals. This distinction
is especially helpful in the context of reemployment, since the activities undertaken for
reaching the goal of finding reemployment are not necessarily interesting or satisfying
in themselves, but can be experienced as important for reaching the goal of
reemployment. Moreover, SDT suggests that the internalization of extrinsic motivation
is particularly effective in predicting engagement and persistence on activities that
require discipline and persistence (cf. Gagné & Deci, 2005). Therefore, we assume a
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more internalized motivation to be highly relevant as well when attending a compulsory
reemployment course or engaging in job search. Following SDT, the more internalized
people’s motivation is, the more personally important is the prospect of regaining
reemployment. A more internalized motivation for finding reemployment should foster
a stronger engagement in the respective behavior (i.e. the reemployment course),
creating the opportunity to reach the intended outcome (i.e. increasing employability
and job search in order to find reemployment). In other words, by providing people with
the energy to engage in the reemployment course, a more internalized motivation may
thus foster the acquisition of employability and job search intensity during and after the
course. Thus, we expect that:
Hypothesis 1. A more internalized motivation for finding reemployment will be
positively related to employability and job search intensity after the reemployment
course.2
Facilitating a more internalized motivation for finding reemployment
Participating in a compulsory reemployment course and searching for
reemployment are thus often externally regulated activities and can be experienced
along the continuum of internalization as rather obligatory (i.e. more controlled) or
more volitional (i.e. more autonomous) (Deci, Egharri, Patrick, & Leone, 1994). In order
to achieve a more autonomous motivation, unemployed people participating in such a
course may have to internalize the intended outcome of the course –finding
reemployment. Past research suggests that both the choice of participation and the
experienced usefulness of a training play an important role in predicting participants’
motivation (e.g. Quiñones, 1995). Likewise, SDT stresses that perceived choice of
participation and usefulness of an activity are important factors for internalizing the
intended outcome of that activity (Deci et al., 1994).
Perceived Choice. The perception of choice is a core aspect of numerous
psychological theories and many studies have shown that a feeling of choice is related to
motivation and learning (cf. Deci & Ryan, 2000; Hackman & Oldham, 1976; Karasek,
1979; Warr, 1990). While a feeling of choice can facilitate internalization, thus
promoting a more autonomous motivation (e.g. Deci, Connell, & Ryan, 1989), a feeling of
2
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compulsion or pressure can foster a less internalized and thus more controlled
motivation to engage in that activity (e.g. Koestner, Zuckerman, & Koestner, 1987).
Hence, a higher sense of choice in taking part in a reemployment course may lead to a
more internalized motivation for finding reemployment, which in turn should advance
employability and job search intensity (see Hypothesis 1).
While participating in a reemployment course may be compulsory and mandated
by the government, unemployed people can still vary in their perception that they have
been coerced to participate (cf. Deci & Ryan, 1995). Coercion or compulsory attendance
is not necessarily an either/or phenomenon. The perception of coercion can depend on
numerous factors such as the way in which people experience the introduction of the
course, the conditions and consequences of not attending, and the enforcement of those
consequences (Young, 2002). For example, research on compulsory addiction treatment
programs highlights the distinction between objective and perceived choice of
participation (Wild, Cunningham, & Ryan, 2006; e.g. Young, 2002). Wild et al. (2006)
showed that there was no one-on-one relationship between objective and subjective
choice and, more importantly, that objective choice of participation did not predict
engagement in the treatment program, whereas subjective choice of participation did. In
this study, we therefore consider the subjective choice of participation in the
reemployment course. Thus, we propose:
Hypothesis 2a. Perceived choice of participation will be positively related to a
more internalized motivation for finding reemployment.
Hypothesis 2b. Perceived choice of participation will be positively related to
employability and job search intensity after the reemployment course.2
Yet, perceived choice does not always seem to be positively associated with
motivation and training effectiveness. For example, Mathieu, Martineau and
Tannenbaum (1993) found no relationship between choice of participation and
subsequent motivation in a skill-development training. They assumed that the
usefulness of the training might have played a role in the apparently absent effect. That
is, participants might have considered the voluntary training to be less instrumental to
reach the intended skill development. Reeve et al. (2003) made a similar suggestion by
proposing that perceived choice does not necessarily lead to a more internalized
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motivation, whereas perceived choice in the context of additional facilitating factors
such as providing a rationale for an activity does (also see Deci et al., 1994). Also
Mouratidis, Vansteenkiste, Lens and Sideridis (2011) pointed out that the provision of a
rationale might be more beneficial for students’ engagement in a physical education
class than the provision of choice alone. Furthermore, Tannenbaum and Yukl (1992) and
later Baldwin and Magjuka (1997) argued that the combination of participants’
perceived usefulness of a training and the mandatory attendance might explain the
different findings regarding the effect of choice. Together, these prior findings suggest
that a high sense of choice may only foster a more internalized motivation and better
training outcomes when people also perceive the training as useful.
Experienced Usefulness. Previous studies have indeed found that the belief that
a training is useful plays a crucial role in motivation and engagement during training
(Jang, 2008) and the subsequent effectiveness of the training (cf. Mathieu & Martineau,
1997). Although this finding pertains to both the expected and the experienced
usefulness during training (Alliger, Tannenbaum, Bennett Jr, Traver, & Shotland, 1997;
Tai, 2006), we focus on the experienced usefulness of the course. The experienced
usefulness seems particularly relevant when it comes to compulsory reemployment
courses, because people often know little about the content of the course or even about
the reemployment process itself before they participate in the course.
According to SDT, experienced usefulness –i.e., understanding why the outcome
of an (uninteresting) activity can have personal value and how that activity can be useful
for reaching the intended outcome– is expected to enhance internalization and
subsequent effort (Deci et al., 1994; Jang, 2008; Reeve, Jang, Hardre, & Omura, 2002).
Reeve et al. (2002) experimentally manipulated the experience of usefulness by
providing students with a rationale during an uninteresting but potentially personally
useful learning task (learning conversational Chinese) and found that providing a
rationale increased students’ effort: they experienced a more internalized motivation
during the learning task and subsequently invested more effort. Jang (2008)
strengthened these findings with 3 studies based on different theoretical models of
motivation. She concluded that having a rationale can help people generate a more
internalized motivation, which facilitates constructive engagement in uninteresting but
personally important tasks. In terms of reemployment, we thus assume that when
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someone experiences the (externally regulated) reemployment course as personally
useful for finding reemployment, it can help him or her to achieve a more internalized
motivation towards finding reemployment. As a consequence, a more internalized
motivation can help unemployed people to engage constructively in and learn from the
course and therefore acquire more employability and increase job search. We thus
propose that:
Hypothesis 3a. The experienced usefulness of the reemployment course will be
positively related to a more internalized motivation for finding reemployment.
Hypothesis 3b. The experienced usefulness of the reemployment course will be
positively related to employability and job search intensity after the course.2
When considering the combined experiences of the reemployment course (i.e.
perceived choice and experienced usefulness), previous research leads us to believe that
these two might interact and thus not function independently from one another. In fact,
the experienced usefulness of a course might outweigh its perceived choice when it
comes to motivation and effectiveness. To illustrate, Assor, Kaplan and Roth (2002)
showed that ‘fostering relevance’ played a more important role in predicting students’
engagement in schoolwork than ‘choice provision’. They argued that providing a
rationale for tasks with an extrinsic origin (i.e. compulsory academic school activities)
can help students to feel more autonomous regarding schoolwork. They emphasized
that, in an educational context, the essence of effectuating a more internalized
motivation and engagement was not to maximize freedom of choice, but to help people
understand the connection between a task and their personal goals by showing them the
relevance of the activity. Based on this prior research, we expect that perceived choice
will positively relate to the quality of motivation for finding reemployment and the
subsequent outcomes of the course particularly when unemployed people experience a
reemployment course as useful for finding reemployment. We propose:
Hypothesis 4a. The relationship between perceived choice of participation and a
more internalized motivation for finding reemployment is moderated by the
experienced usefulness of the course. This relationship is positive when the course is
experienced as useful.
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Hypothesis 4b. The relationship between perceived choice of participation and
employability and job search intensity after the reemployment course1is moderated by
experienced usefulness. This relationship is positive when the course is experienced as
useful.
The expectations of Hypotheses 2-4 suggest that the experience of a
reemployment course influences participants’ motivation and course outcomes
simultaneously. However, as implied in Hypothesis 1, we believe that a more
internalized motivation fosters participants’ job search and employability and thus acts
as a mediating mechanism between the experience of the reemployment course (i.e.
perceived choice and experienced usefulness) and employability and job search
intensity after the reemployment course. In other words, internalized motivation might
explain how and why the experience of a course influences the outcomes of that course
and therewith account for the heterogeneous effects of compulsory reemployment
courses. This assumption is in line with Kanfer et al. (1991)’s distal-proximal framework
of motivational theories, which states that variables more distal from performance
outcomes influence these outcomes through more proximal variables. In the context of
our study, the experience of a course can be regarded as the more distal factor, whereas
the motivation for finding reemployment can be regarded as the more proximal factor in
reaching the intended course outcome (i.e. increasing employability and job search in
order to find reemployment). It thus suggests that the experience of a course impacts its
outcomes by affecting participants’ motivation. This idea is consistent with the majority
of models on training motivation and training effectiveness that state that the
relationship between individual or situational variables and training outcomes are
mediated by motivation (e.g. Baldwin & Magjuka, 1997; Colquitt, LePine, & Noe, 2000;
Mathieu et al., 1993; Mathieu & Martineau, 1997; Quiñones, 1995). Altogether, we expect
that a more internalized motivation mediates the proposed relationships between
perceived choice and experienced usefulness on the one hand, and course outcomes on
the other hand. At the same time, we expect that the experienced usefulness of a course
affects the direction of the relationship between perceived choice and participants’
motivation for finding reemployment, thereby affecting the subsequent outcomes of the
course. Hence, we also propose a mediated moderation.
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Hypothesis 5a. The relationship between perceived choice and employability and
job search intensity after the reemployment course is mediated by a more internalized
motivation for finding reemployment.
Hypothesis 5b. The

relationship

between

experienced

usefulness

and

employability and job search intensity after the reemployment course is mediated by a
more internalized motivation for finding reemployment.
Hypothesis 5c. The moderating effect of experienced usefulness on the
relationship between perceived choice and employability and job search intensity after
the reemployment course1 is mediated by motivation for finding reemployment.

Methods
Participants and procedure
Data collection for the current study took part in the context of a larger project on
employability among long-term unemployed people. For testing the current hypotheses,
we used a sample of people (n = 643; 365 women (56.8%) and 278 (43.2%) men) who
had participated in a compulsory reemployment course and had responded to two
voluntary paper-and-pencil questionnaires set one year apart, one before (Time 1) and
one after (Time 2) the reemployment course. Participants’ average age was 46.4 (SD =
9.0) and their average length of unemployment was 75.3 months (SD = 88.9). Among the
respondents, 29.6% had preliminary school as the highest completed level of education,
31.7% high school or basic training, 20.3% had undergone vocational training, 12.3%
held the Dutch equivalent of a Bachelor's degree, and 5.9% held a Master's degree.
Reemployment Courses
A defining criterion for the participation in the current study was that
participants were obligated to attend a reemployment course, which happened as soon
as participants were unemployed for over 3 months, received regular governmental
welfare benefits as determined by welfare law and were physically and psychologically
able to work. These reemployment courses are offered to participants by a
reemployment counselor, after an intake and assessment of the participant’s
preferences concerning the area of work (e.g. gardening, nursing, administrative,
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financial, etc.). Although different in focus, all reemployment courses aim to enhance the
unemployed’s employability and job search activities within about half a year in order to
enhance people’s chances on finding reemployment. Attendance of reemployment
courses is obligatory in such a way that not attending will be followed by a reduction of
welfare benefits.
Measures
All variables were assessed with existing scales and were answered on a 5-point
Likert scale, ranging from 1 (low agreement) to 5 (high agreement). Where necessary,
items were translated from English into Dutch and translated back into English to
ensure the comparability of the items. Given the high proportion of low educated
respondents, most of the items were simplified in collaboration with reemployment
consultants.
Job search intensity at Time 1 was assessed with a single item asking participants
how many hours per week on average they spent on searching for a job (Barron &
Mellow, 1981). This measure serves well as an indicator of job search intensity among
unemployed people (Wanberg et al., 2005; Wanberg et al., 2010). Job search intensity at
Time 2 was measured with Blau’s (1994) 12-item scale with adaptations from previous
studies (Van Hooft et al., 2004; Wanberg et al., 1999). Participants had to indicate how
often (1 = never [0 Times] to 5 = very frequently [at least 10 Times]) they had engaged in
diverse job search behaviors in the past 3 months, such as “used the internet to locate job
openings.”
Employability was measured at Time 1 and Time 2 by assessing every dimension
of employability separately, as proposed by McArdle et al. (2007). Adaptability was
reflected by career adaptability (Savickas, 2005) and measured in the same way as by
Zikic and Klehe (2006) by combining two subscales: career planning (Gould, 1979) and
environmental exploration (Stumpf et al., 1983). An example item for career planning is
“I know what I need to do to reach my career goals” and of career exploration “I
investigate career opportunities”. Social capital was reflected by social skills and
measured with the Perceived Social Competence Scale (Anderson-Butcher et al., 2008).
An example item is “I ask others if I can be of help”. We operationalized human capital
with qualifications, for example with the item “an employer would be impressed with my
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qualifications”, following the practice and scale of Wanberg et al. (2002). Employment
commitment reflected career identity and was measured with a six-item scale by Warr,
Cook and Wall (1979), containing items such as “having a job is very important to me”.
Motivation for finding reemployment was assessed at Time 2 with the 16-item Job
search Self-Regulation Questionnaire, which represents four regulatory styles applicable
to job search (SRQ-JS: Vansteenkiste et al., 2004; Vansteenkiste et al., 2005). In line with
previous research (Van den Broeck et al., 2011; Vansteenkiste et al., 2004), no
distinction was made within this scale between identified and integrated regulation.
Items were slightly simplified and adapted to reflect motivation for finding
reemployment, by replacing ‘job search’ with ‘finding reemployment’. The questionnaire
asked the question ‘why do you want to find reemployment?’, followed by items such as
“because I enjoy putting effort into finding reemployment that would interest me”
(reflecting intrinsic motivation), “because finding reemployment is personally meaningful
for me” (reflecting identified regulation), “because it is my duty as an unemployed person
to find reemployment” (reflecting introjected regulation) and “because I need the money”
(reflecting external regulation). In line with SDT and to reduce the number of variables
for further analyses, we calculated the Relative Autonomy Index (RAI) from the different
motivational subscales to reflect the level of internalization. This was done by ascribing
each subscale a different weight and combining them in the order from the least to the
most fully internalized (cf. Grolnick & Ryan, 1989; Ryan & Deci, 2000). To form the RAI,
the external regulation subscale was assigned a weight of -2, the introjected regulation
subscale was assigned a weight of -1, the identified regulation subscale was assigned a
weight of +1 and the intrinsic motivation subscale was assigned a weight of +2. In other
words, the more autonomous one’s motivation is to find reemployment, the larger its
positive weight; the more controlled one’s motivation is to find reemployment, the
larger its negative weight. Numerous studies have proven the usefulness of the RAI to
reflect internalization and to predict its behavioral consequences (e.g. Guay & Vallerand,
1996; Senecal & Guay, 2001; Vansteenkiste et al., 2004).
Perceived Choice and Experienced Usefulness were assessed at Time 2 with two 7item scales of the Intrinsic Motivation Inventory (e.g. Deci et al., 1994). Participants had
to indicate to which degree they felt like they had a choice in participating in the
reemployment course (e.g. “I felt like it was not my own choice to participate in this
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reemployment course”) and how useful they thought the reemployment course was for
finding reemployment (e.g. “I believe that participating in this reemployment course can
help me to find reemployment”).
Gender, age, education and length of unemployment are often reported as
correlates of job search intensity and reemployment status (Kanfer et al., 2001;
Wanberg et al., 2002) and were thus assessed at Time 1 as demographic control
variables. However, initial analyses revealed that gender and education were
uncorrelated with the dependent variables (job search intensity and employability at
Time 2) after controlling for their associated Time 1 variables. In line with
methodological recommendations (cf. Becker, 2005) these were therefore left out of
further analyses to preserve sufficient statistical power.

Results
Preliminary analyses
Prior to examining our hypotheses, we performed two statistical procedures to
determine the extent of common method variance in our data. Following the
recommendation of Podsakoff et al. (2003), we used a common latent factor approach
with structural equation modeling and found that the method factor accounted for only
14% of the variance, which is less than the average amount of method variance in
organizational research as observed by Williams, Coté and Buckley (1989) or by
Podsakoff et al. (2003). As a second test, we conducted Lindell and Whitney’s (2001)
latent marker variable technique with SEM (cf. Williams, Hartman, & Cavazotte, 2010)
with general life satisfaction3 as a marker variable and found method factor loadings of
.35, suggesting that the items were contaminated by a source of method variance.
However, the square of these factor loadings indicates the percentage of variance in the
factors associated with the marker variable, and thus shows that the amount of method
variance in each factor was only 12%, which is again less than average (Williams et al.,
1989). Together, these two statistical tests suggest that common method variance is not
3

General life satisfaction was measured with the Dutch version (van Hooft, Born, Taris, & van der Flier,
2002) of Diener et al.’s (1985) 5-item scale (Ƚ = .89).
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M
SD
1
2
3
4
5
6
7
8
9
10
11
12
13
14
1. Age in years
46.44 8.98 (-)
2. Genderº
.43
.50
.14** (-)
3. Educationºº
2.33 1.20 .04
.09
(-)
4. Unemployment Lengthººº
75.30 88.90 .20** -.02
.10
(-)
T1 variables
5. Job-Search Intensityºººº
19.34 12.7 -.12** .09
.02
-.13* (-)
6. Adaptability: Career Planning
3.04 1.14 -.13** .08
.24** -.11
.13* (.91)
7. Adaptability: Career Exploration 2.41 1.04 -.10* .11* .20** -.18** .19** .44** (.89)
8. Social Capital
3.73 .71
-.07
-.06
.25** -.06
.04
.43** .25** (.88)
9. Human Capital
2.83 1.04 -.07
.20** .45** -.07
.08
.58** .44** .47** (.85)
10. Career Identity
3.68 .84
-.20** .03
.12* -.17** .18** .36** .28** .36** .37** (.80)
T2 variables
11. Experienced Usefulness
3.24 1.01 -.12** -.05
-.09
-.07
.04
.15** .06
.12** .10* .23** (.95)
12. Perceived Choice
2.88 .93
-.02
.00
-.12* .07
-.03
.00
-.09
-.02
-.03
.03
.20** (.86)
13. Motivation (RAI)
.00
1.00 -.11* -.07
.06
-.03
.09
.28** .21** .22** .22** .33** .26** .02
(-)
14. Job-Search Intensity
1.76 .75
-.14** .13** .10* -.22** .22** .35** .55** .29** .41** .34** .21** -.05
.27** (.93)
15. Adaptability: Career Planning
2.80 1.19 -.15** .05
.12* -.09* .04
.53** .27** .21** .34** .26** .35** .10
.20** .34**
16. Adaptability: Career Exploration 2.48 1.11 -.18** .07
.09
-.23** .10
.29** .38** .25** .32** .33** .27** -.04
.32** .69**
17. Social Capital
3.73 .73
-.05
-.05
.22** .02
-.07
.28** .24** .63** .41** .29** .21** .03
.25** .35**
18. Human Capital
2.97 1.02 -.11** .15** .35** -.15** .03
.48** .40** .39** .73** .36** .23** .03
.27** .45**
19. Career Identity
3.62 1.08 -.21** -.01
.14** -.12** .13* .34** .28** .33** .36** .63** .34** .05
.40** .43**
Note. Coefficient alphas are on the diagonal in parentheses. N = 643 .
** p < .01 (2-tailed), * p < .05 (2-tailed)
ºGender categories include 0 = female, 1 = male. ººEducation categories include 1 = preschool, 2 = basic training, 3 = vocational training, 4 = bachelor, 5 = master.
ºººUnemployment Length was assessed in months. ººººJob-search Intensity at T1 was assessed in hours per week.

Table 3.1 Correlations, Means and Standard Deviations.

(.89)
.47**
.24**
.39**
.39**

15

17

18

19

(.91)
.29** (.89)
.40** .51** (.87)
.49** .41** .46** (.87)
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Table 3.2 Hierarchical Multiple Regression on Job search Intensity and Employability at Time 2.
Job-Search Intensity (T2)
Predictors
Step 1
Age
Unemployment Length
Variable at T1°
Step 2
Age
Unemployment Length
Variable at T1°
Motivation (RAI)

Environmental Exploration (T2)

SD b

ȕ

b

SD b

ȕ

b

SD b

ȕ

-.01
-.00
.01

.01
.00
.00

-.08
-.18**
.18**

-.01
-.00
.36

.01
.00
.06

-.12*
-.15**
.34**

-.01
.00
.54

.01
.00
.05

-.08
-.02
.52**

-.01
-.00
.01
.18

.01
.00
.00
.04

-.06
-.18**
.17**
.25**

-.01
-.00
.31
.28

.01
.00
.06
.06

-.10†
-.15**
.29**
.25**

-.01
.00
.53
.06

.01
.00
.05
.06

-.08
-.02
.50**
.05

Multiple R step 2
.38**
ǻR² step 2
.06**
Adjusted R² total
.14**
** p < .01 (2-tailed); * p < .05 (2-tailed); † p < .05 (1-tailed)
° associated with the variable at T2 as reported in each column header

.49**
.06**
.23**

Social Skills (T2)
Predictors
Step 1
Age
Unemployment Length
Variable at T1°
Step 2
Age
Unemployment Length
Variable at T1°
Motivation (RAI)

Qualifications (T2)

.54**
.00
.28**

Employment Commitment (T2)

b

SD b

ȕ

b

SD b

ȕ

b

SD b

ȕ

-.00
.00
.66

.00
.00
.04

-.02
.07†
.64**

-.01
-.00
.71

.00
.00
.03

-.04
-.09**
.70**

-.01
-.00
.79

.01
.00
.05

-.08*
-.01
.61**

-.00
.00
.63**
.08

.00
.00
.04
.03

-.01
.07†
.61**
.12**

-.00
-.00
.68
.11

.00
.00
.03
.04

-.03
-.09**
.70**
.11**

-.01
-.00
.70
.22

.01
.00
.05
.04

-.07†
-.01
.54**
.21**

Multiple R step 2
.65**
ǻR² step 2
.01**
Adjusted R² total
.41**
** p < .01 (2-tailed); * p < .05 (2-tailed); † p < .05 (1-tailed)
° associated with the variable at T2 as reported in each column header
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b

.75**
.01**
.56**

.66**
.04**
.43**
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a pervasive problem in our study.
Hypotheses testing
Table 3.1 presents the means, standard deviations, internal consistencies and
correlations between all variables. Hypothesis 1 stated that a more internalized
motivation for finding reemployment would be positively related to employability and
job search intensity after the reemployment course. We tested this hypothesis with the
Relative Autonomy Index (RAI) as an indicator of the motivation for finding
reemployment4. Regression analyses (see Table 3.2) confirmed that motivation played
an important role in predicting job seekers’ level of job search intensity and
employability at Time 2, after controlling for these variables at Time 1. With the
exception of career planning, the results showed that a more internalized motivation
was associated with higher job search intensity (Ⱦ = .25), adaptability (career
exploration: Ⱦ = .25), social capital (Ⱦ = .12), human capital (Ⱦ = .11) and career identity
(Ⱦ = .21), largely confirming Hypothesis 1.
Hypothesis 2 stated that the perceived choice of participation was positively
related to a more internalized motivation (2a) and employability and job search
intensity after the reemployment course (2b). However, we did not find a significant
main effect on internalized motivation (see Table 3.3), nor on job search intensity and
employability at Time 2 (see Table 3.4). Hypothesis 2 was thus not confirmed.
Hypothesis 3 proposed that experienced usefulness would be positively related
to a more internalized motivation for finding reemployment (3a) and to employability
and job search intensity after the reemployment course (3b). Regression analyses (see
Table 3.3) revealed that the experienced usefulness of a reemployment course was
indeed positively related to a more internalized motivation for finding reemployment (Ⱦ
= .25). Results also showed that experienced usefulness was positively related to job
search intensity (Ⱦ = .19), adaptability (career exploration: Ⱦ = .24, career planning: Ⱦ
We used the Relative Autonomy Index (RAI) as an indicator of the degree of internalized motivation for
finding reemployment in testing all of our hypotheses. To assure that this composite measure indeed
represented a more internalized (i.e more autonomous) motivation for finding reemployment, we re-ran
all analyses with the separate subscales representing autonomous motivation. These analyses showed a
similar pattern of results, although the correlation and regression coefficients were slightly higher when
using the subscale of intrinsic motivation.
4
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=.26), social capital (Ⱦ = .14), human capital (Ⱦ = .15) and career identity (Ⱦ = .20) at
Time 2 (see Table 3.4). Hypothesis 3 was thus confirmed.

Table 3.3 Hierarchical Multiple Regression on Motivation (RAI) for Finding Reemployment.

Predictors
Step 1
Age
Unemployment Length
Perceived Choice
Usefulness
Step 2
Age
Unemployment Length
Perceived Choice
Usefulness
Usefulness*Choice

b

SD b

ȕ

-.01
.00

.01
.01

-.08
.01

-.04
.25

.05
.04

-.04
.25**

-.01
.00

.01
.01

-.07
-.01

-.01
.25
.11

.05
.05
.04

-.01
.25**
.14**

Multiple R
.27**
ǻR² step 1
.07**
ǻR² step 2
.02**
Adjusted R² total
.08**
** p < .01 (2-tailed); * p < .05 (2-tailed); † p < .05 (1-tailed)

Hypothesis 4 proposed that experienced usefulness would moderate the
relationship between perceived choice and a more internalized motivation for finding
reemployment (4a) and between perceived choice and employability and job search
intensity after the reemployment course (4b). To avoid multicollinearity, all variables
were centered first (Cohen, Cohen, West, & Aiken, 2003). We found a significant
interaction of perceived choice and experienced usefulness on motivation for finding
reemployment (Ⱦ = .14), confirming Hypothesis 4a (see Table 3.3). To analyze the
interaction effect in more detail, simple slope analyses were conducted (Aiken & West,
1991). The slope for low experienced usefulness was significant (Ⱦ = -.12, p =.02) and the
slope for high experienced usefulness was marginally significant (Ⱦ = .10, p =.09) (see
Figure 3.2). The results showed that the relationship between perceived choice and
motivation was moderated by experienced usefulness, in such a way that a high
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perceived choice was related to a more internalized (i.e. more autonomous) motivation
when experienced usefulness was also high. At the same time, a high perceived choice
was associated with a less internalized (i.e. more controlled) motivation when the

&RQWUROOHGĸ0RWLYDWLRQĺ$XWRQRPRXV

experienced usefulness was low.

0,5

Low Usefulness
High Usefulness

0,25

0

Low Choice

High Choice

-0,25

-0,5

Figure 3.2 Interaction effect of perceived choice and experienced usefulness on the
internalization of motivation for finding reemployment.

Regarding Hypothesis 4b, we found significant interaction effects (see Table 3.4)
of perceived choice and experienced usefulness on job search intensity (Ⱦ = .16) and
social capital (Ⱦ = .08) at Time 2, after controlling for Time 1. Simple slope analyses for
job search intensity showed that only the slope of low experienced usefulness was
significant (Ⱦ = -.16, p = .02), indicating that a low perceived choice was especially
associated with less increase in job search intensity when the experienced usefulness
was also low (see Figure 3.3). Concerning social capital, we found that only the slope of
high experienced usefulness was significant (Ⱦ = .08, p = .04), showing that a high
perceived choice was only associated with more social capital when the experienced
usefulness was also high (see Figure 3.4).
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2,5

Low Usefulness

Job-Search Intensity (T2)

High Usefulness

2,25

2

1,75

Low Choice

High Choice

Figure 3.3 Interaction effect of perceived choice and usefulness on job search intensity
after the reemployment course (Time 2), after controlling for the level of job search
intensity at Time 1.

Social Capital (T2)

4

Low Usefulness
High Usefulness

3,75

3,5

3,25

Low Choice

High Choice

Figure 3.4 Interaction effect of perceived choice and usefulness on social capital after the
reemployment course (Time 2), after controlling for the level of social capital at Time 1.
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Hypothesis 5a proposed that the relationship between perceived choice and
employability and job search intensity after the reemployment course would be
mediated by participants’ internalized motivation for finding reemployment. Given the
fact that perceived choice had no main effect on motivation nor on employability and job
search intensity, Hypothesis 5a can be rejected.
Hypothesis 5b stated that the relationship between experienced usefulness of a
reemployment course and employability and job search intensity after the course would
be mediated by participants’ internalized motivation for finding reemployment. Results
(see Table 3.4) showed that the effect of experienced usefulness of the training on job
search intensity at Time 2 was partially mediated by motivation (Z = 2.89, p = .00).
Motivation also partially mediated the relationship between experienced usefulness and
adaptability (career exploration: Z = 3.05, p = .00), social capital (Z = 1.92, p = .05),
human capital (Z = 2.06, p = .03), and career identity (Z = 3.24, p = .00) at Time 2. Only
the relationship between experienced usefulness and career planning at Time 2 was not
mediated. Hypothesis 5b was thus largely confirmed.
Hypothesis 5c assumed a mediated moderation, stating that the moderating
effect of experienced usefulness on the relationship between perceived choice and
course outcomes would be mediated by the motivation for finding reemployment.
Following Muller, Judd and Yzerbyt (2005), we used a moderated causal steps approach
in which Baron and Kenny’s (1986) causal steps procedure for testing mediation is
applied to test moderation in a regression equation before and after controlling for the
mediator. In this approach, mediated moderation is established when the regression
coefficient of the interaction term (i.e. usefulness × choice) is no longer significant when
the mediator (i.e. motivation) is added to the equation (Edwards & Lambert, 2007). We
found that for job search intensity, the standardized regression weight of the interaction
dropped slightly when adding motivation to the regression equation (see Table 3.4),
indicating a partial but significant mediated moderation (Z = 2.33, p = .02). For social
capital, the regression weight was no longer significant after adding motivation to the
regression equation, indicating a mediated moderation. However, the Sobel test revealed
that this mediated moderation was only marginally significant (Z = 1.69, p = .09).
Hypothesis 5c was thus only slightly confirmed.
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.01
.00
.00
.05
.04
.01
.00
.00
.05
.04
.04
.01
.00
.00
.05
.04
.04
.02

-.00
-.00
.01
-.05
.10
.09
-.00
-.00
.01
-.03
.10
.08
.06

SE b

-.01
-.00
.01
-.06
.14

b

-.04
-.18**
.17**
-.04
.14**
.13*
.19**

-.05
-.18**
.19**
-.04
.19**
.16**

-.06
-.16**
.18**
-.07
.19**

ȕ

Job-Search Intensity (T2)

Multiple R step 3
.43**
ǻR² step 1
.13**
ǻR² step 2
.02**
ǻR² step 3
.03**
Adjusted R² total
.16**
** p < .01 (2-tailed); * p < .05 (2-tailed); † p < .05 (1-tailed)
° associated with the variable at T2 as reported in each column header

Step 1
Age
Unemployment Length
Variable at T1°
Perceived Choice
Usefulness
Step 2
Age
Unemployment Length
Variable at T1°
Perceived Choice
Usefulness
Usefulness*Choice
Step 3
Age
Unemployment Length
Variable at T1°
Perceived Choice
Usefulness
Usefulness*Choice
Motivation (RAI)

Predictors

-.01
-.00
.31
-.05
.21
.04
.09

-.01
-.00
.31
-.05
.21
.06

-.01
-.00
.35
-.06
.26

b

.00
.00
.06
.06
.06
.05
.03

.00
.00
.06
.06
.06
.05

.01
.00
.06
.06
.06

SE b

.52**
.24**
.00
.03**
.26**

-.08
-.14*
.28**
-.03
.19**
.05
.20**

-.09†
-.14*
.32**
-.03
.24**
.07

-.09†
-.13*
.33**
-.05
.24**

ȕ

Adaptability: Exploration (T2)

-.01
.00
.51
.06
.31
.05
-.00

-.01
.00
.51
.06
.31
.05

-.01
.00
.51
.06
.31

b

.01
.00
.05
.06
.06
.05
.03

.01
.00
.05
.06
.06
.05

.01
.00
.05
.06
.06

SE b

.60**
.36**
.00
.00
.35**

-.05
-.02
.48**
.05
.26**
.06
-.02

-.05
-.02
.48**
.06
.26**
.05

-.06
-.01
.48**
.05
.26**

ȕ

Adaptability: Planning (T2)

Table 3.4 Hierarchical Multiple Regressions on Job Search Intensity and Employability at Time 2.
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.00
.00
.04
.03
.03
.00
.00
.04
.03
.03
.02
.00
.00
.04
.03
.03
.02
.01

.00
.00
.63
.02
.10
.05
.00
.00
.62
.02
.09
.04
.03

SE b

ȕ

.00
.06
.60**
.02
.12**
.07†
.08*

-.01
.06
.61**
.02
.14**
.08*

-.01
.07†
.62**
.01
.14**

Social Capital (T2)

-.00
.00
.64
.01
.10

b

Multiple R step 2
.66**
ǻ5ðVWHS
.43**
ǻ5ðVWHS
.01*
ǻ5ðVWHS
.01*
Adjusted R² total
.43**
** p < .01 (2-tailed); * p < .05 (2-tailed); † p < .05 (1-tailed)
° associated with the variable at T2 as reported in each column header

Step 1
Age
Unemployment Length
Variable at T1°
Perceived Choice
Usefulness
Step 2
Age
Unemployment Length
Variable at T1°
Perceived Choice
Usefulness
Usefulness*Choice
Step 3
Age
Unemployment Length
Variable at T1°
Perceived Choice
Usefulness
Usefulness*Choice
Motivation (RAI)

Predictors

-.00
-.00
.68
.03
.13
.01
.03

-.00
-.00
.69
.03
.15
.02
.00
.00
.03
.04
.04
.03
.02

.00
.00
.03
.04
.04
.03

.00
.00
.03
.04
.04

SE b

ȕ

.76**
.57**
.00
.01*
.57**

-.02
-.09*
.69**
.03
.13**
.02
.08*

-.02
-.09*
.71**
.03
.15**
.02

-.03
-.09*
.71**
.02
.15**

Human Capital (T2)

-.00
-.00
.70
.02
.15

b

-.01
-.00
.67
.00
.18
-.02
.08

-.01
.00
.73
-.00
.21
.00
.01
.00
.05
.05
.04
.03
.02

.01
.00
.05
.05
.04
.03

.01
.00
.05
.05
.04

SE b

ȕ

.68**
.44**
.00
.03**
.45**

-.07†
-.00
.52**
.00
.16**
-.02
.18**

-.07†
.00
.57**
-.00
.20**
.00

-.07†
.00
.57**
-.00
.20**

Career Identity (T2)

-.01
.00
.73
-.00
.21

b

Table 3.4 (continued). Hierarchical Multiple Regressions on Job Search Intensity and Employability at Time 2.
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Discussion
Many reemployment services have introduced compulsory reemployment
courses, aimed at enhancing people’s chances on finding reemployment by stimulating
their job search activities and employability. The goal of the current study was to explain
individual differences in employability among unemployed people after their
participation in reemployment courses –reflected in the dimensions of adaptability,
social capital, human capital, and career identity (Fugate et al., 2004; McArdle et al.,
2007)– and job search intensity (Wanberg et al., 2002).
By combining research on training effectiveness with that on SDT (Deci & Ryan,
2000), we assumed that the mechanism underlying the differences in acquisition of
employability and job search intensity during the reemployment course could be
explained by people’s experience of a reemployment course and their quality –the
‘why’– of motivation for finding reemployment. Derived from Deci et al. (1994), Reeve et
al. (2003) and Mathieu et al. (1993), we expected that the perceived choice in
participating in a course and the experienced usefulness of the course would interact in
such a way that a high perceived choice of participation would lead to a more
internalized motivation for those who experienced the course as useful for finding
reemployment. Results confirmed our expectations but also revealed that a high sense of
choice was associated with a less internalized motivation when people did not
experience the course as useful for finding reemployment. We found a comparable
pattern for two of the intended course outcomes: the employability dimension of social
capital and people’s job search intensity. The combination of a high choice of
participation and a high experienced usefulness was particularly beneficial for people’s
social capital, whereas the combination of a low choice and a low experienced usefulness
was particularly detrimental for people’s job search intensity.
We furthermore assumed that the effects of perceived choice and experienced
usefulness on employability and job search intensity would be mediated by participants’
internalized motivation for finding reemployment, which was partially supported by our
results. In more detail, we found that motivation partially mediated the relationship
between experienced usefulness and employability and job search intensity after the
reemployment course. Also, the moderating effect of usefulness on the relationship
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between choice and job search intensity after the course was partially mediated by
motivation for finding reemployment. Overall, however, participants’ internalized
motivation seems not to be the only mechanism accounting for the relationship between
the experience of a reemployment course and course outcomes. Rather, participants’
experienced usefulness remained a significant predictor throughout these analyses.
These results suggest that the more distal factors such as the usefulness of a course for
finding reemployment are critical, but also that other, more proximal mechanisms
besides internalized motivation can play a role.
Together, these findings show that participants of a compulsory reemployment
course can still perceive a sense of choice and volition which –given that they experience
the course as useful for finding reemployment– contributes to their motivation, and job
search and employability after the course. The results also imply that the compulsory
nature of a reemployment course is not necessarily detrimental for people’s motivation
and their employability and job search, as long as they experience such a course as
useful for finding reemployment. At the same time, the experienced usefulness of a
course appears to be most essential for people’s motivation and course outcomes. The
fact that we did not find an overall main effect of perceived choice in participating in a
reemployment course on either motivation or job search intensity and employability
after the course strengthens this notion: the experienced usefulness of a course is more
important than perceived choice when participating in that course. This assumption
corresponds with prior findings in an educational context (Assor et al., 2002). As argued
by Reeve et al. (2003), perceived choice by itself does not necessarily foster positive
outcomes, but perceived choice in the context of other autonomy-supportive factors –
such as experienced usefulness– does. In other words, the combination of a high choice
of participation and a high experienced usefulness of a reemployment course is most
beneficial.
Another interesting result was that some of the dimensions of employability
showed an overall decrease between measurements. This result is, unfortunately, not a
stand-alone finding within reemployment research (Paul & Moser, 2009; Wanberg,
2012). Especially when it comes to the long-term unemployed, people tend to lose their
career identity, job-skills, motivation, and job-related networks (Aaronson et al., 2010)
as the time of unemployment lengthens. Wanberg et al. (1999) stated that sustaining job
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search intensity and motivation is especially important among these long-term
unemployed people, for example with reemployment interventions. Vinokur et al.’s
(1991) JOBS program –generally comparable to the reemployment courses in our study–
helped to enhance participants’ ability to maintain motivation and persist in job search,
to be ready to cope with setbacks and counter the loss of motivation (Vinokur & Schul,
1997). In other words, reemployment courses may help to counteract the overall
decrease in some of the dimensions of employability and, at the same time, help to
enhance other dimensions of employability and job search. However, a negative change
may not be counteracted when usefulness and choice are both low, which may explain
the overall decrease in career identity and career planning in this particular study.
Theoretical Implications
Previous studies on the utility of compulsory courses have reported mixed
findings on the relationships between perceived choice of participation, motivation and
subsequent training effects. Some studies have even found that the lack of choice to
participate may have no effect or a negative effect on motivation and performancerelated outcomes (Patall, Cooper, & Wynn, 2010). In that light, the major contribution of
our paper lies in the interaction between the perceived choice and experienced
usefulness of a reemployment course, since it can provide insight on why perceived
choice can be both beneficial and detrimental for motivation and training outcomes. Our
results show that a feeling of choice when participating in a reemployment course only
fosters employability and job search when unemployed people experience such a
reemployment course as useful for finding reemployment. However, the results also
show that having a sense of choice when taking part in a reemployment course is not
always as beneficial for people’s motivation and subsequent outcomes. On the contrary,
a high sense of choice about participating in a reemployment course that at the same
time falls short of people’s expectations can lead to a less internalized (i.e. more
controlled) motivation for finding reemployment and thus to relatively lower
employability and less job search.
The fact that we found that a higher perceived choice to be beneficial when a
course is experienced as useful is in line with a tenet of SDT that suggests that providing
a rationale can prevent undermining effects of compulsory tasks and can support a more
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internalized (i.e. more autonomous) motivation (Deci et al., 1994; Patall, Cooper, &
Robinson, 2008; Reeve et al., 2002; Reeve et al., 2003). Moreover, Patall, Cooper and
Wynn (2010) suggested that providing rationales for the usefulness of engaging in tasks
may be more effective than providing alternatives to support a more internalized
motivation. Similarly, Katz and Assor (2007) showed that having a choice in itself is not
sufficient to support motivation, but that choices need to be relevant to people’s
interests and goals. As such, having chosen a reemployment course that is experienced
as relevant for the goal of finding reemployment is more beneficial than a course that is
not experienced as relevant for finding reemployment. In other words, while the
experience of usefulness of a course seems to outweigh the perceived choice of
participation, the combination between both is most ideal when it comes to motivation,
employability, and job search intensity.
However, our findings also showed that when a course is not experienced as
useful for finding reemployment, high rather than low perceived choice is associated
with less internalized motivation. In their meta-analysis on the different effects of choice
on intrinsic motivation, Patall, Cooper and Robinson (2008) briefly discussed the
possibility that there can be circumstances under which the positive effects of choice are
diminished or even reversed, for example when the consequences of making choices
becomes greater. In line with their thoughts, Leotti, Iyengar and Ochsner (2010) posed
some questions for future research on the conditions under which choice might be
undesirable. They pointed at the subjective value of choice contents and argued that,
since people are motivated to choose the best option, choosing a non-optimal option
may result in negative consequences. In other words, when people consider a
reemployment course to be useless, choice may harm their motivation and subsequently
their employability and job search.
These assumptions are supported by the findings of an experimental study by
Baldwin, Magjuka and Loher (1991) in which all participants had to attend a mandatory
training. They found that allowing people to specify the type of training increased their
motivation and learning, but only when the training matched their expectations. If the
training was not what they expected, participants were even less motivated and learned
less than the people who were not allowed to specify their choice at all. Indeed, in light
of our findings, people with a higher sense of choice of participation in a reemployment
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course that is later experienced as useless can be considered as having chosen a nonoptimal option which may result in negative consequences, i.e. a less internalized
motivation, a relatively lower employability, and less job search intensity. Hence, it can
be more detrimental for people’s motivation, employability and job search, to have
chosen a useless reemployment course than to have been obliged to take part in that
same useless reemployment course.
It is important to note that perceived choice of participation is not the same as
the provision of choice in itself. According to Reeve, Nix and Hamm (2003), the
perception of choice will only lead to a more internalized motivation when the choice of
the action itself (i.e. action choice: whether or not to participate in a reemployment
course) is considered, instead of the choice of different options of that action (i.e. option
choice: choosing between different reemployment courses). By reviewing previous
studies on option choice and action choice (e.g. Cordova & Lepper, 1996; Schraw,
Flowerday, & Reisetter, 1998), they stated that when perceived choice holds the
possibility to choose between counselor-determined options, the provision of choice
does not tap into someone’s self-determination and will thus not lead to a more
internalized motivation. If, on the other hand, perceived choice holds a sense of choice to
participate in an activity because it is, for example, in line with someone’s personal
values and goals, this sense of choice does tap into someone’s self-determination and
will lead to a more internalized motivation. In this study, we believe that we have
examined the perceived choice of participation in the reemployment course as an action
choice, since our measure of perceived choice reflects the extent to which participants
felt they had a choice to attend the course and not whether participants felt like they
could choose between different (previously determined) courses. However, we cannot
fully state that we have measured action choice, because we did not explicitly
distinguish between both types of choice. The distinction between action and option
choice is an important one to consider in future studies in this line of research.
Taken together, our results provide insights into the context and mechanisms
that can make choice beneficial for motivation and performance-related outcomes. The
findings also add to our knowledge about the conditions under which choice can be
undesirable and thus to our knowledge on the utility of compulsory courses in an often
called-for real-life setting (e.g. Drenth, 2008; Katz & Assor, 2007; Leotti et al., 2010).
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Consequently, our results also bear a number of practical implications.
Practical Implications
First of all, our study shows that the ‘why’ of motivation for finding
reemployment is important for the utility of reemployment courses. The more people
want to find reemployment, the more they benefit from the reemployment course by
enhancing their employability and job search activities. People who feel like they have to
find reemployment do so less. It thus seems important for reemployment practice to be
aware of why unemployed people strive to finding reemployment, in order for a
reemployment course to be beneficial.
More important for reemployment practice, however, is to be able to stimulate a
more internalized motivation among the participants of a reemployment course. This
study suggests that the motivation for finding reemployment can become more
internalized when people experience the reemployment course as useful for finding
reemployment. Communicating the usefulness of a course for finding reemployment
may help people to internalize the outcome of the course and therefore boost their
employability and job search activities. Moreover, higher levels of employability and
more job search activities subsequently raises people’s chances on finding
reemployment (McArdle et al., 2007).
The compulsory nature of the reemployment courses is a subject of debate in
reemployment practice. It is sometimes regarded as an unnecessary costly enterprise to
offer a reemployment course to someone who does not want to take part in that course
nor benefits from the course (Dijk et al., 2008). Our study shows that obligating people
does, in this case, not have to be detrimental for people’s employability and job search
after the course, as long as they can see the usefulness of what they are doing. Therefore,
reemployment practice should put effort in making participants understand the
usefulness of such a course for finding reemployment. A similar finding has been pointed
out in goal setting literature, where Locke, Latham and Erez (1988) showed that the ‘tell
and sell’ style of assigning goals was more beneficial for people’s goal commitment and
performance than the ‘tell’ style alone, and about as beneficial as freely chosen goals. In
other words, a ‘tell and sell’ style when assigning unemployed people to reemployment
courses is probably the best way to enhance the utility of such a course.
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Limitations and Future Research
Our study is not without its limitations. Since we were not able to form a control
group within this sample, we cannot state that people’s employability and job search
activities changed as a consequence of the reemployment course. Additionally, because
people participated in different reemployment courses and we were dependent on the
available registration system, we can say little about the exact content of the
reemployment courses. However, the aim of our study was to show under which
conditions people benefit more from a course, and not to test the utility and contents of
specific courses. Among the people who followed a course, we found that differences in
the way they experience any of the courses can influence employability and job search
activities, which was the aim of our study.
Unfortunately, we were not able to measure people’s motivation for finding
reemployment before the reemployment course at Time 1. It is imaginable that people’s
initial level of motivation might have affected their perceived choice to participate or
their motivation after the course, although we believe that it would not have altered the
results described in the current paper. After all, we focused on investigating if and how
the experience of the course (in terms of perceived choice and experienced usefulness)
could facilitate a more internalized motivation, employability and job search intensity.
However, such relationships between people’s initial motivation and course outcomes
are definitely worth a closer look in future studies.
Like most studies in this line of research, our study relied mainly on self-report
measures. Although we statistically showed that common method variance is not a
pervasive problem in our study, it is important to note that we took several procedural
precautions to prevent common method variance, such as temporal separation of the
data and clear labeling of separate sections in the surveys (cf. Podsakoff et al., 2003).
Additionally, Evans (1985) concluded that method variance is not likely to inflate results
with more complex analyses such as our moderated regression analyses. Spector and
Brannick (2010) even stated that method variance tends to lessen interaction effects in
regression analyses, implying that our results are conservative estimates of the studied
relationships. All in all, we believe that our results are not flawed by common method
variance.
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An experimental or quasi-experimental study could, if ethically viable, rule out
most of the limitations of the current study. Conducting such a study within the same
framework as our study could confirm the finding that the experience of a course
influences the quality of motivation and subsequent levels of employability and job
search, but could also elaborate our findings by empirically excluding other factors
outside the reemployment course. Additionally, the importance of experienced
usefulness in our study raises numerous questions and calls for future studies on the
determinants and moderating factors of experienced usefulness and motivation quality.
For example, we considered the usefulness of a reemployment course for the more distal
goal of finding reemployment. Finding reemployment as a goal may, however, have
different personal value for unemployed people and could be valued as an intrinsic goal
or as an extrinsic goal (cf. Ryan & Deci, 2000). A more internalized motivation to pursue
an intrinsic reemployment goal as opposed to an extrinsic reemployment goal may lead
to different outcomes in terms of job search, reemployment and subsequent job quality.
The latter is especially important to consider to foster long-lasting reemployment and to
prevent people from leaving their job and having to start all over again.
Conclusion
The aim of this study was to examine and explain the individual differences in
employability and job search among unemployed people who participated in a
compulsory reemployment course. We showed that the influence of the compulsory
nature of these courses is conditional upon their experienced usefulness: perceived
choice can be particularly beneficial when participants find the course useful for finding
reemployment. When they do, people tend to have a more internalized motivation and
benefit more from the course in such a way that they portray higher levels of
employability and more job search activities. If, however, people experience a course as
useless for finding reemployment, perceived choice can be detrimental for their
motivation and course outcomes. For reemployment practice, this implies that
counselors should put effort in making participants understand the usefulness of such a
course for finding reemployment.
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“You take my life when you do take the means whereby I live.”
– William Shakespeare

A major part of who we are is defined by what we do. Just as Shakespeare noted
in the late 16th century, the question “what do you do?” remains the most illuminating
question to ask someone at the first encounter (Brown, 1978). Work is a central
component of most people’s identity and can be essential for psychological health
(Blustein, 2008; Jahoda, 1982) and this work-related identity, referred to as career
identity, contributes to job seekers’ chances on finding employment (Koen, Klehe, & van
Vianen, in press; McArdle et al., 2007). In general, career identity reflects the value that
people place on employment and acts as a cognitive compass that motivates people to
actively adapt in order to realize (or create) opportunities that match their career
aspirations –turning career identity into a key factor that drives people’s employability
(Fugate et al., 2004; McArdle et al., 2007). Compared to organizational and professional
identity, career identity is not tied to a particular job, role or organization, but derives its
meaning from the sequences of work-related experiences (cf. Ashforth & Fugate, 2001;
DeFillippi & Arthur, 1994; Fugate et al., 2004; Hall, 2002).
In the absence of work-related experiences, however, people’s career becomes
less central to their identity. In other words, people’s career identity tends to weaken
during unemployment (cf. Aaronson et al., 2010; Paul & Moser, 2009; Wanberg, 2012).
Social identity theory (Tajfel & Turner, 1986) provides a possible explanation for this
phenomenon. According to this theory, people mentally place themselves and others
into multiple, hierarchically organized social categories that together constitute their
identity (Stryker & Burke, 2000). For example, people may define themselves in terms of
social categories such as gender, nationality, and being a member of a certain
organization. Important in this regard is that the extent to which someone identifies
with each category (i.e., the salience of that category) is a matter of degree (Ashforth &
Mael, 1989). As career identity can be viewed as one of those social identities, the
strength of career identity thus reflects how central one’s career is to one’s identity
(London, 1983; London, 1993). In the face of unemployment, people may decrease the
salience of their career identity and increase the salience of an alternative social identity
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in which employment does not take such a central place (Tajfel & Turner, 1986). Indeed,
unemployed people attempt to sustain their well-being by decreasing the value they
attach to employment (Warr & Jackson, 1985). Likewise, Meeus, Dekovic and Iedema
(1997) showed that as a consequence of failing to obtain a job, unemployed people tend
to regard other factors, such as interpersonal relationships, as central to their identity.
Yet, very little is known about the dynamics of career identity when it comes to
the reverse transition from unemployment to employment. We do know, however, that
career identity is positively –and quite strongly– related to job search activities and to
obtaining reemployment, and that career identity can provide guidance in an otherwise
unstructured period of seeking reemployment (cf. Koen et al., in press; McArdle et al.,
2007; Wanberg et al., 2002). Nevertheless, how people build their career identity after a
period of unemployment and what motives underlie such a process of building career
identity remains a black box. Given that career identity is a key driver of employability
and of securing stable employment, it thus becomes important to examine why and how
career identity is built.
The aim of the current study is to examine the motives and processes of building
career identity. I attempt to answer these questions by examining unemployed young
adults with interrupted career trajectories during their participation at a unique
apprentice program (i.e., “Jamie Oliver’s Fifteen”), as the program aims to promote
regeneration into employment based on group socialization among disadvantaged
unemployed youth (Mitchell-Lowe, 2008). In other words, this apprentice program may
help disadvantaged unemployed young adults to build their career identity. Before
discussing the findings on why and how these young adults build their career identity, I
will give some information on the background and the unique context in which the study
was conducted, as well as a brief theoretical overview of previous work on identities and
career identities.
Disadvantaged youth
Disadvantaged young adults, typically described as socially excluded and a
challenge to help finding employment, face numerous barriers to employment. These
barriers can include a criminal record, the stigma of being disadvantaged, having
medical needs and a lack of confidence, work experience, qualifications and/or
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education. In western societies, the profiles of disadvantaged and underprivileged young
adults tend to look the same: predominantly young men with no or low income, low
educational achievement and strained familial relations. Additionally, their career
trajectories are characterized by various short-term unskilled jobs and many spells of
unemployment (Bynner & Parsons, 2002; O'Higgins, 2001).
These interrupted career trajectories are the biggest factor in the distortion of
disadvantaged youth. Many of them are not just marginal to the labor market, they are
literally excluded from it – because of family history, restrictions on education and job
choices, stigmatized reputations, and so on (White & Cunneen, 2006). A considerable
proportion of this group of young adults fails to establish stable employment and faces a
high risk of long-term unemployment, aggravating their problems even more (Bradley &
Van Hoof, 2005). To illustrate, research indicates that (re)entering the labor market is
particularly difficult for the long-term unemployed and for people with multiple barriers
to employment (Koen et al., in press); (Latack, Kinicki, & Prussia, 1995; Wanberg et al.,
2010), and that further material, social and psychological negative consequences may
arise from prolonged unemployment (Paul & Moser, 2009).
The concentration of unemployed young adults in particular locations increases
their difficulties of finding stable employment even more, but also fosters the social
identification with other unemployed young adults (Schels, 2011). Specifically, exclusion
from the labor market and from the possibility to build their career identity directs
young unemployed adults’ attention to alternatives to form their social identity,
reinforcing the appeal of street culture and “culture of poverty” (White & Cunneen,
2006). Culture of poverty (Lewis, 1968) is the phenomenon that young adults place little
value on employment when they experience many spells of unemployment and (longterm) unemployment among their friends and families (Bane & Ellwood, 1996).
Arguably, the career identity of disadvantaged young adults needs to become more
central to their identity for them to find their way to stable employment.
Fifteen
Fifteen, a project founded by chef Jamie Oliver and aimed to help disadvantaged
young adults find jobs in the catering industry, seeks to effectively address the complex
needs of this group in overcoming the aforementioned barriers and in providing them
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with an education. Fifteen is the name of the charitable foundation that uses its
restaurants to provide unemployed young adults each year with the necessary training
and education to become a professional chef. The foundation's mission is to inspire
unemployed disadvantaged youth, including those with drug or alcohol problems, to
believe in themselves and in the possibility of becoming chefs (Fifteen Amsterdam, 2012;
Jamie Oliver's Fifteen, 2012). Apprentice programs such as Fifteen accommodate
temporary paid work while improving employability in a supportive environment. The
program includes training and personal development activities, which can help to build
confidence and which give an experience of a genuine workplace for a genuine wage,
with the reassurance that any criminal record or medical need will not exclude them
from participation. In that way, it provides a supportive environment that understands
the participants’ background (i.e. disadvantaged, criminal record), but that does not
exclude them for it.
Taken together, Fifteen aims to give disadvantaged and unemployed young adults
the opportunity to participate in society and to stay away from the dangers of long-term
unemployment by placing them into a genuine employment environment. Fifteen
aspires to remove the factors that bind disadvantaged young adults to continue their
previous lifestyle and interrupted career trajectories, by removing economic factors
(giving them a real wage and the opportunity to achieve one), by removing social factors
(placing them in an environment with others who want to work) and by removing
personal factors (helping to change the lifestyle from boredom and frustration into
achievement and learning) (Mitchell-Lowe, 2008). Thus, the context of disadvantaged
youth participating in the apprentice program at Fifteen yields an excellent opportunity
to examine the motives and processes by which career identity can be build.
Previous work on (career) identities
Previous work on identities and the formation of identities yield different
assumptions concerning the construction of career identity among disadvantaged young
adults with interrupted career trajectories. On the one hand, it is possible that career
identity is a prerequisite for a successful reemployment process, as is generally assumed
in reemployment and employability research. Fugate et al.’s (2004) notion of career
identity as a construct that reflects “knowing why” competencies (DeFillippi & Arthur,
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1994) implies that career identity serves as a goal to direct behaviors aimed at reaching
that goal. Indeed, career identity provides the resources to direct, regulate, and sustain
behavior (cf. Fugate et al., 2004; Locke, Shaw, Saari, & Latham, 1981). According to
Fugate et al., people assert ‘whatever influence is possible’ to fulfill desired career
identities. Unfortunately, the construction of career identity is implied in employability
research rather than being clarified. Employability research thus implies that career
identity is or has already become salient to one’s identity, but does not give much
indication about why or how career identity can be built.
On the other hand, it is possible that career identity is built during the
reemployment process –or in the case of the current study, during the apprentice
program. Two streams of literature may give some indication about the construction of
career identity. First, according to developmental theories in psychology, identity is
formed through different stages and becomes more stable over time (e.g. Erikson, 1959;
Super, 1955). Following Marcia’s identity status paradigm (Kroger & Marcia, 2011;
Marcia, 1966), career identity can be built by exploring different employment options
and by eventually committing to one particular career path. In essence, this paradigm
holds that two critical dimensions may construct career identity: ‘exploration’ and
‘commitment’. Whereas exploration refers to the conscious and reflexive deliberation of
different options, roles and values, commitment refers to the consolidation of these
options as probable courses of future action (Cote & Schwartz, 2002).
Although the identity status paradigm gives some indication as to how career
identity may be built among the apprentices participating in Fifteen’s program, it has
predominantly been developed and tested among adolescents facing regular career
perspectives. The construction of career identity among disadvantaged unemployed
young people may not follow the same rules, as they have experienced interrupted
career trajectories and face a high risk of long-term unemployment. For them, building
career identity may entail more than exploration and commitment alone. Additionally,
the dimensions exploration and commitment are predominantly intrapersonal and not
connected to the social circumstances in which identity is formed (van Hoof, 2001). Thus,
although the identity status paradigm gives some direction as to how career identity
may be built among Fifteen’s apprentices (i.e. by exploration and commitment), it fails to
acknowledge the importance of the social context in identity construction. It is thus
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questionable whether the identity status paradigm applies to apprentices’ particular
situation.
The second stream of literature that may give some indication about the
construction of career identity does take the social context into account (e.g. Ibarra,
1999; Pratt, Rockmann, & Kaufmann, 2006; Sveningsson & Alvesson, 2003; Van Maanen,
1998). This research, that mainly focuses on professional identity construction, depicts
that the construction process is an interactive process that is more complex than simply
adopting and pursuing a (new) work role (Roberts, 2005). It entails a iterative process
of adapting, elaborating and refining one’s professional identity to accommodate work
role demands and modify work role definitions (Ashforth & Saks, 1996; Ibarra, 1999).
The mechanism behind professional identity construction relates to ‘possible selves’:
ideas about who one wants to become, likes to become, or fears becoming (Markus &
Nurius, 1986). These desired future selves are end states that drive identity construction
and serve as a future, goal-oriented component of the self-concept. In that sense, the
essence of identity construction lies in bridging the gap between one’s current and
desired identity, which is achieved by strategies such as identifying and imitating role
models, experimenting with new behaviors and evaluating progress towards that
desired identity (Ibarra, 1999).
The construction of career identity among Fifteen’s apprentices may thus be
driven by a possible self –presumably being a professional chef– and may be achieved by
imitating role models such as chef Jamie Oliver, experimenting with cooking tasks and
interpreting and judging progress towards that possible self. To date, however, this
stream of research has mainly focused on how employees construct and revise their
professional identities as they adapt to new work roles after a career transition.
Notwithstanding, it might give some indication on why and how disadvantaged young
adults with interrupted career trajectories build their career identity. After all,
participating in Fifteen’s apprentice program may also be regarded as a career transition:
the transition from an interrupted career trajectory to the perspective of a future career
with stable employment.
The current study
Though each perspective on identity construction provides important pieces of
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the puzzle of how career identity can be built, they cannot merely be applied to the
construction of career identity among disadvantaged young adults with interrupted
career trajectories. Moreover, the above discussed research on the identity construction
does not give much direction concerning the motives underlying such a process of
building one’s career identity –with the exception of the ‘possible self’. In fact, very little
research has been conducted on people’s motives underlying identity construction
(Soenens & Vansteenkiste, 2011). Because our current knowledge does not suffice when
it comes to why and how constructing career identity, the current study takes an
inductive and qualitative approach to build upon existing theories. A qualitative
approach is particularly useful when studying the dynamics of career identity, because
career identities are often articulated as narrative stories (Fugate et al., 2004; Ibarra &
Barbulescu, 2010; LaPointe, 2010). Moreover, identity narratives are strongly shaped by
one’s motives, possible selves and contextual selves (Fugate et al., 2004; Ibarra, 1999;
Savickas et al., 2009), therewith providing adequate information to help us understand
why and how unemployed young adults build their career identity. In doing so, this
study is the first to investigate unemployed young adults’ motives and processes of
building their career identity.

Methods
Context
In order to explore why and how career identity can be built, I used a purposive
sample of interviewees (Stake, 1995). To facilitate theory building, I chose a context that
can serve as an extreme case, since the dynamics in extreme cases tend to be more
visible than they might be in other contexts (Eisenhardt, 1989). The purposeful sample
in this study was therefore a sample of disadvantaged youth participating in an
apprentice program “Fifteen” (Fifteen Amsterdam, 2012; Jamie Oliver's Fifteen, 2012).
The 1 year apprentice program starts with eight 4-day weeks of basic cooking lessons, in
which theory is immediately applied in practice in the restaurant’s kitchen. After these
first two months, the remaining ten months consist of 3 days of on-the-job learning in
the kitchen and 2 days of studying in small groups. After 12 months of extensive training,
students graduate as qualified chefs and receive a licensed diploma. To take part in the
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apprentice program, prospective students have to apply and be selected by means of a
simplified job interview.
Sample
All 30 students at a Fifteen apprentice program were asked if they would be
willing to take part in an interview about their motivation regarding the apprentice
program at Fifteen. Those who volunteered were interviewed during course days.
Eventually all students agreed to participate, although one participant later asked to
disregard the interview for this study. This resulted in a total of 29 participants. The
demographic characteristics of the participant group can be found in Table 4.1. Overall,
the sample consisted of 19 male students and 10 female students between the ages of 17
and 29 years (M = 22.21). The majority of participants (n = 27) had finished high school
and about half of them (n = 16) had started basic training, vocational training or a
bachelor afterwards, but only 4 of them had completed their degree. Length of
unemployment varied from 3 to 60 months (M = 28.79 months), and working experience
differed between 5 and 70 months (M = 28.62 months). One year after the interviews, 21
(72.41%) of the participants had successfully obtained their degree at Fifteen, from
which 5 (17.24%) had consecutive temporary jobs since graduation and 7 (33.33%) had
found stable employment.
Preparation
To familiarize myself with Fifteen’s apprentice program and its participants, I
reviewed all episodes of British documentary “Jamie’s Kitchen”, as well as the
comparable Australian and Dutch television series. The documentary follows chef Jamie
Oliver as he attempts to train a group of disadvantaged youth to be a professional chef at
the restaurant “Fifteen”. While reviewing the episodes, the focus lay on eliciting the key
factors underlying success and failure in graduating from the apprentice program and in
finding employment. However, one important theme that emerged from this material
was students’ increasingly positive attitudes towards work. Based on these observations,
I decided to investigate students’ emerging career identity by focusing on identity
narratives regarding their past, present and future.
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Data Collection
Data were collected through the use of face-to-face, semi-structured in-depth
interviews. All 30 interviews were conducted over the course of two months
(approximately 4 interviews per week), one month after the program at Fifteen had
started. On the days that I conducted interviews, I spent part of the day participating in
apprentices’ courses, small breaks and lunch break. Being part of the group allowed me
to familiarize with Fifteen’s program and more importantly, with the participants
themselves. Participants were explicitly informed that the interviews were confidential
and unrelated to their prospects at Fifteen’s apprentice program. Interviews were
conducted in a closed, soundproof room to ensure complete confidentiality. Before the
start of the actual interview, participants were asked to fill out a short questionnaire
with their demographic information. Interviews lasted approximately 1 to 1,5 hour and
were audio-recorded. Although all participants were given the option that the interview
would not be recorded, only two of them requested to pause the recorder for a short
period during the interview itself. The interview protocol focused on the motives and
processes of building their career identity by questioning students about their past,
present and future. The interview protocol can be found in the Appendix. Prior to data
analysis, the interviews were transcribed by five independent, paid undergraduate
psychology students. Interviews were labeled with each respective recorder number to
ensure full anonymity. Approximately one year after participants had graduated from
the program at Fifteen, information was gathered through Fifteen’s database on
participants’ graduation and employment status.
Data analysis
Data analysis consisted of two stages. In the first stage, the transcripts were
reviewed by detailed reading and were manually coded to identify all information
relevant to participants’ application and participation in the apprentice program at
Fifteen (i.e., their past, present and future). Although little conceptually new information
could be gained from the last few interviews, all interviews were included in the current
study. In the second stage, the qualitative data was analyzed again using computer
assisted qualitative data analysis (NVivo 9), in order to identify emerging themes
regarding the motives behind and processes of participants’ emerging career identity.
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Table 4.1. Demographic Information.

Mean

n

% (N = 29)

19
10

65.52%
34.48%

6
19
4

20.69%
65.52%
13.79%

2
11
4
11
1

6.90%
37.93%
13.79%
37.93%
3.45%

9
5
6
5
4

31.03%
17.24%
20.69%
17.24%
13.79%

12
3
5
4
5

41.38%
10.34%
17.24%
13.79%
17.24%

Success rate Fifteen
drop-out
graduated

8
21

27.59%
72.41%

Employment status 1 year later
unknown (after drop-out)
unkown (after graduation)
unemployed
o
unstable employment
oo
stable employment
further education

8
3
5
5
7
1

27.59%
10.34%
17.24%
17.24%
24.14%
3.45%

Sex
Male
Female
Age
17-20
21-25
26-29

22.21

Education
elementary school
high school
basic training
vocational training
bachelor
Length of Unemployment
0-1 year
1-2 year
2-3 year
3-4 year
4-5 year

28.79 months

Work Experience
0-1 year
1-2 year
2-3 year
3-4 year
4-6 year

28.62 months

o

consecutive temporary employment with spells of unemployment since graduation

oo

continuous employment since graduation
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Results
Two main findings became apparent from analyzing the interview data, tapping
into the motives behind (the ‘why’) and the process of (the ‘how’) building career
identity. First, the data revealed that the majority of participants did not have a strong
sense of career identity when applying for the apprentice program at Fifteen. Most of
them did not make a conscious decision to participate in the program by reflecting upon
their goals or possibilities, nor did they indicate to pursue a ‘possible self’. In fact, only
four of the participants indicated that they applied because they wanted to become a
chef. The second main finding that emerged from the data indicated that participants
experienced a stronger sense of career identity in the first months after Fifteen’s
apprentice program had started. As I further analyzed the data, it became clear that
Fifteen’s program provided most participants with the possibility to deploy a long-term
focus and to build their career identity.
To complement the qualitative data from the interviews with the quantitative
data on participants’ employment status one year after graduation, I additionally
compared the narratives of participants who remained unemployed, participants who
had consecutive temporary jobs and spells of unemployment (i.e. unstable employment),
and participants who had found continuous (i.e. stable) employment. In the following,
the two main findings from the qualitative data are demonstrated and further
elaborated upon through narratives of the participants, after which the additional
quantitative analyses are discussed.
Motives of building career identity
The assumption that career identity reflects “knowing why” competencies and
that it is ‘a cognitive compass to navigate career goals’ (DeFillippi & Arthur, 1994;
Fugate et al., 2004) implies that career identity can serve as a goal to direct behaviors
aimed at reaching that goal. When transitioning from unemployment into employment,
career identity should thus provide direction to engage in activities that may lead to
stable (re-)employment, such as participating in Fifteen’s apprentice program. Likewise,
the notion of possible selves conveys that a desired ‘future self’ drives identity change
and construction (Markus & Nurius, 1986; Yost, Strube, & Bailey, 1992). However, when
analyzing the interview data, there was little indication that participants had a cognitive
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compass or a desired possible self at the moment of applying for the program at Fifteen.
Rather, the four main motives for applying at Fifteen that did emerge from the
interviews were serendipity, diploma, work and a chance. Strikingly, almost two thirds
of the participants indicated that their motive for entering the program was somewhat
serendipitous, as is evidenced by the quotes below.
Serendipity
“Pfew, why did I apply… nothing in particular really. I just applied because I thought: it’s
better to do something than to do nothing. It wasn’t like I thought at the time: I am very
motivated, I want to work! It was more like: it seems like a good idea to do something
instead of just sitting at home.”(male participant, 19 years old, graduated, unemployed)
“So I thought, if this information brochure on Fifteen ends up in my mailbox, it must have
some sort of reason. I just went to the introduction day because it sounded like fun. The
more they told me and showed me about the program, the more I started to like it. And I
could even see some sort of future in this.” (female participant, 23, graduated, unstable
employment)
Q: “Why did you choose Fifteen in particular, and not some other program or job?”
A: “Because this is the only thing that came along.”(male participant, 23, dropped out)
“It was a bit of a coincidence, but I’m happy with that coincidence either way. I just liked
the idea of the program, but I didn’t really think about it, I didn’t know anything about it.”
(male participant, 22, graduated, unstable employment)
“I never really wanted to be a chef or to work in the catering industry. But now that I’m
here, I think, why not?” (female participant, 20, graduated, stable employment)
“I got the information brochure about the program and thought: let’s try it. Let’s see how
it’ll work out. (…) It was the first time I heard about Fifteen and I just thought: this sounds
ok.” (male participant, 22, graduated, stable employment)
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For the majority of participants, participating in Fifteen’s apprentice program
was thus not a deliberate decision in order to find stable employment or to pursue a
possible self as a professional chef. To the contrary, it “just happened to come along”.
Participants also often indicated in their narratives that they did not regard Fifteen as an
intrinsically attractive option in itself, but more as a means-to-an-end. Thus, although
serendipity was a frequently occurring motive, participants also referred to other
motives for participating in Fifteen’s apprentice program. The three motives that were
most salient in this regard were to obtain a diploma, to enhance the chance on future
employment, and to have a chance to make something of their lives.
Diploma
“I applied for Fifteen because of the education, because you can obtain a degree. Finally a
real diploma. The work experience that I have, or the other program that are out there,
they don’t give you a real degree. That is useless. This one though, this one is real. It’s the
best way to obtaining an actual diploma.”(female participant, 22, graduated, unemployed)
“I never had a diploma, I never finished any education. So yes, that diploma is my
motivation to stick around. Before, I never felt like it. I didn’t care. I had something better
to do than to go to school. But now, now I really feel like going, I want that degree.”(male
participant, 26, graduated, unemployed)
“I like the thought of having a diploma, to have somewhat of certainty in life. I really hope I
will succeed in this.”(female participant, 29, dropped out)
“This is the easiest way for me to obtain a degree. There is no other educational program
or school that will allow me to follow a course, so this really is the easiest way.” (male
participant, 20, graduated, unstable employment)
Work
“This creates more chances for me to find a job. I would have a better position in the labor
market. I think employers are more likely to consider you when you have an education and
work experience at Fifteen.”(male participant, 22, graduated, unstable employment)
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“I have been looking for work for the past ten months. After finishing my education, I
thought I could get a job, but no employer is even considering me because I have problems
and a criminal record. That’s why I’m here.” (male participant, 23, graduated, stable
employment)
“Fifteen can give stability, and work. Stable employment. This is my second choice, because
I want to work backstage in theaters. But there’s not a lot of work there.”(male participant,
18, graduated, stable employment)
“I just want to have a proper job. I don’t really care where I work because I also have some
hobbies that I like better. For now, a job in catering industry will do. From there and with
the degree here I can always move on and find another job.” (female participant, 18,
graduated, unknown)
Chance
“It was a good chance to make something of my life.”(male participant, 26, graduated,
stable employment)
“This was my only chance. I didn’t have a job, I don’t have a degree. That makes it hard to
find something you like to do.” (male participant, 23, dropped out)
“I needed to do something, anything, to change my life. I cannot leave everything the way it
is, nothing will change then. Fifteen is the one-and-only opportunity for me to get an
education and achieve something.”(female participant, 22, graduated, further education)

These quotes illustrate that the motive for participating in Fifteen’s apprentice
program was mainly instrumental: apprentices wanted to achieve a goal outside being
trained as a professional chef. However, the quotes also indicate that participants’
motives did not involve a specific long-term planning or future perspective: ‘diploma’,
‘work’ and ‘chance’ are rather general motives. Although some participants did regard
Fifteen as a means to finding employment, it stands out that none of them had a clear
sense of what it was exactly that they were striving for. The idea that career identity is a

99

BUILDING CAREER IDENTITY
______________________________________________________________________________________________________
prerequisite for the reemployment process and that it steers behavior directed at
finding reemployment –as is implied in Fugate et al.’s (2004) notion of career identity
and the notion of ‘possible selves’– does therefore not apply here.
Additionally, the prevalence of serendipity is not in line with the idea of
conscious reflection upon alternatives and of commitment to probable courses of future
actions, as depicted Marcia’s (1966) identity status paradigm. To the contrary,
participants often indicated a lack reflection upon their options and possible futures.
When asking them what they would have done if it weren’t for Fifteen, they often
answered that they “would probably still be at home on the couch”, “would hang around
on the streets”, “would lie in bed a lot” or that they did not know nor could imagine. The
findings thus suggest that participating in Fifteen’s apprentice program was not a
deliberate decision, nor was it directed by a pre-existing career identity or by a possible
self.
The lack of a deliberate or employment-oriented motive for participating at
Fifteen’s apprentice program implies that participants did not have a strong sense of
career identity at the start of the program. The motives behind building career identity
can therefore not be found in participants’ motives for applying at Fifteen’s apprentice
program, nor in their ‘possible selves’. At the same time, however, most participants
indicated that they did develop a stronger sense of career identity and a future career
perspective in the first months of the program: they often referred to the increasing
centrality of work in their present lives and future perspectives, as can be derived from
statements such as:
“it’s more like… being here has opened up a whole new future for me. A future with a
career.” (male participant, 18, graduated, stable employment)
“you know, I would never have expected to like this, to want to be a chef in the future. But I
do” (male participant, 21, graduated, stable employment)
“[working is] something to live for again, something that I like doing” (male participant, 26,
graduated, unemployed)
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“I can see myself doing this type of work in the future”(female participant, 21, graduated,
unemployed)
“I found something that I would like to do in the future. This is much better than sitting at
home” (female participant, 23, graduated, unstable employment)
“This [being employed] is who I am and want to be. I don’t want to depend on social
benefits anymore”(female participant, 22, graduated, further education)

Methods of building career identity
The construction of career identity often seemed to underlie the newfound future
perspective that participants referred to in their narratives. Specifically, I found that
there were four broad methods that helped participants to build their career identity.
The first method centered around changes in perceived competence in performing
work-related tasks. The second method involved group identification, either by
identifying with positively regarded others in the group or by distinguishing oneself
from negatively regarded others in the group. The third method involved identifying
with role models such as the chef at Fifteen’s restaurant or Jamie Oliver. The fourth
method involved comparing their current identity to alternative identities, such as their
former identity as a stigmatized, unemployed young adult. In addition, some of the
participants’ narratives showed no signs of building a career identity. The four main
methods of building career identity, as well as the lack of building career identity, are
discussed in the below.
Building career identity through competence
One of the most common circumstances that helped participants build their
career identity was by discovering their own competence. Participants often indicated
that by engaging in and familiarizing with the tasks of being a chef, they had started to
realize their potential and had started to value working as a chef. More importantly, the
belief in their ability to become a professional chef enhanced their commitment to this
career as a possible and preferred course of action.

101

BUILDING CAREER IDENTITY
______________________________________________________________________________________________________
“I would never even have wanted to work in a restaurant, but now I know that I can. Doing
all this stuff here, learning how to cook, plan, cut, make something that my friends and
family and other people might enjoy. Now that I know, I would love to become a chef.”
(male participant, 18, graduated, stable employment)
“I didn’t know how to cook in a professional way, you know, with schedules and stuff. I
didn’t know what I was doing. But now, I learned how to work more careful, with a
planning, and I know how to cut properly. I feel more and more like a real, professional
chef. I like that feeling” (male participant, 21, graduated, unemployed)
“It’s more like (…) you think you will never be able to succeeds and then all of the sudden,
it’s working out (…) you may have some competencies after all that you were unaware of
before. Things you thought that you would never be able to do. It makes me want to try
new things, and learn new things, because now I know that I might actually be good at this.
It gives me confidence to do something that I’m good at, I never expected that.”(male
participant, 24, graduated, stable employment)
“I just didn’t know that you could learn to be a professional chef, without experience I mean.
If I had known this from the beginning, that even I could learn it and be good at it, I would
have tried it already. But I didn’t know, so I didn’t try and stayed where I was.”(female
participant, 21, dropped out)
“They teach you how to be a real chef, how to act like a real chef. That even I can do what a
professional chef can do. That’s different from other places where I’ve worked. It also fits
me, this is what I need.” (male participant, 22, graduated, unstable employment)
“Fifteen, you know, it just came around. I didn’t know much about it at first. Like, being a
chef: what is a professional chef? I didn't know that. And now, what I learned here, that I
can do it and how to do it, that’s just perfect.”(male participant, 21, graduated, stable
employment)
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The importance of perceived competence has been widely acknowledged in
research on (career) identities. According to Hall (1995), identities can change and
stabilize as people’s careers progress. Given that a new role requires new skills,
behaviors, attitudes and social interactions, a transition is likely to change someone’s
self-definition and thus to influence his or her identity as well. Also according to
Wrzesniewski and Dutton (2001), working on new tasks changes people’s skills,
behavior and attitudes, which may them to build their career identity. The role of
‘working and doing’ is therefore emphasized as an important factor in the construction
of a (new) career identity (Van Maanen, 1998; Wrzesniewski & Dutton, 2001). Indeed,
the participants in the current study indicated that the new skills and behaviors they
learned by doing changed their perspective on employment and contributed to building
their career identity. Since ‘working and doing’ lies at the core of the apprentice
program –it gives young adults a chance to gain work experience in a genuine
workplace–, it is not surprising that apprentices’ changing perceptions of competence
played an important role in building their career identity.
Building career identity through group identification
Another general method of building career identity was via group identification.
Participants either actively referred to being part of a stigmatized group that had the
same objectives, or actively distinguished themselves from the stigma and the other
group members. Remarkably, as I observed during small breaks and the lunch break,
group identification also emerged in a more physical manner: participants attempted to
stay close to those they wanted to be associated with, and to stay away from those they
wanted to distinguish themselves from. The same themes emerged in the quotes below.
“It’s like, it’s what they tell you about the others. There are more people here like you, there
have been others like you that are now working as a chef. It makes me believe that there is
hope, because there must have been someone like me among them, the others are like me.
And they made it or are going to make it. It helps me to believe that there is a chance for
me as well. That I am like the others.” (identifying; female participant, 22, graduated,
unemployed)
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“There are other guys here that really want it. That motivates me as well.” (identifying;
male participant, 29, dropped out)
“Everyone here has some kind of problem. So, you’re not like, special. You’re just the same. I
like that. Because if you’re somewhere else at work –and I know that I have done a lot of
bad stuff– then you’re working with people who do everything right, I can’t handle that. It
makes me depressed. You start to compare although you shouldn’t. Here, we’re all the same
and most of us want the same.” (identifying; male participant, 24, graduated, unstable
employment)
“It’s nice to meet people who also want to work, who also want to do something with their
lives. But, who also have a background. But not in a way that they get stuck in it.”
(identifying; female participant, 29, dropped out)
“I have friends at home who are still unemployed, still sitting at home. But I’m not like that
you know, that’s not me anymore. What if you’re thirty, or forty? Are you still going to sit at
home? I just want to work, be a chef, have a salary, provide for my future family. You know,
save money and stuff. Be able to do nice things in life.” (distinguishing; male participant,
21, dropped out)
“Yeah, well, those people are (…) Those people are here and they can be demotivating, it’s
exhausting. They just talk all day, if the chef is teaching us something, then they talk
through his story. It makes me wonder… why are they here? That’s just useless. I don’t do
that. I listen and learn. I want this to be useful.” (distinguishing; female participant, 22,
graduated, stable employment)
“Sometimes it’s like working with a bunch of children. Not everyone of course, but some of
them… they are not serious about this. But I don’t care, I’m here for me now.”
(distinguishing; male participant, 26, graduated, unstable employment)
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“Some of them just call in sick and stay at home, or hang around town. No, I won’t do that, I
have a responsibility now. If I don’t come in tomorrow, I have a problem, and I want to
come in, because I like it here. I want to learn how to be a chef.” (distinguishing; male
participant, 22, graduated, stable employment)
“There are some guys here who are just unwilling, who don’t even try. And I think that is
such a shame. Why are they even here? Give the people who do want to achieve something
a chance. (…) I think they’re here because they have to be. Because reemployment services
forces them to do something. (…) I’m here because I want to be here. (distinguishing; male
participant, 20, graduated, stable employment)
These two types of methods using group identification in building career identity
bear similarities to social recategorization strategies as depicted by social identity
research. Social recategorization strategies are strategies that people use to change the
social category to which they are assigned, for example as a consequence of
stigmatization (Roberts, 2005; Tajfel & Turner, 1986). One type of social
recategorization strategies is ‘assimilation’, by which people attempt to reduce the
salience of their stigmatized identity. Assimilation entails that people with stigmatized
identities emphasize their similarities with other more positively regarded social
identity groups and emphasize their distinctiveness from their own stigmatized social
identity group (Ellemers, Spears, & Doosje, 2002; Roberts, 2005). As evidenced by their
quotes, participants in this study attempted to identify with positively regarded others
in their group (“we’re all the same and most of us want the same”) and distinguished
themselves from people who shared their stigmatized identity (“I’m not like [unemployed
friends at home] you know, that’s not me anymore”). Thus, although apprentices did not
necessarily identify with other social identity groups –as is done with the ‘assimilation’
strategy–, they did identify with positively regarded others in their own group. Arguably,
these two group identification methods were used to increase the salience of career
identity and decrease the salience of the stigmatized unemployed social identity:
participants identified with group members who also seemed to be building career
identity and distinguished from those who remained part of the former unemployed
identity.
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Building career identity through role models
The third method that emerged from the data was building career identity
through role models, the most popular ones being either chef Jamie Oliver or the chef at
Fifteen’s restaurant. When talking about these role models, participants indicated that
the role models reflected the essence of Fifteen in such a way that they helped them to
‘make the shift’ from the unemployed, stigmatized person to someone with a future and
with the possibility to become a chef. Also, the role models serve as an example and give
insight into a possible future self. Note that participants’ references to role models were
embedded in their narratives on the present and the future, and did thus not reflect their
past motives for applying for Fifteen’s program.
“It really just started here. The chef is showing us who we can be and what we can do.
What we can achieve. And that makes you think: wow, that is actually quite a lot! Well,
that gave me a future, an example of what I want to become. I also want to be a chef, a
teacher.” (7349, male participant, 21, graduated, stable employment)
“He is so much more than a teacher. Some people just see him as a teacher, but I can see
more than that. He wants to achieve something, that is clear. He wants to be the best. I
want to be like him.” (male participant, 22, graduated, unstable employment)
“But Fifteen, you know, Jamie Oliver has founded Fifteen. No one has ever done that before,
like he helps unemployed youth. I respect that. It makes me want to work harder, because,
you know, Jamie Oliver has given me the chance. Others don’t give you a chance because
you have a stigma, and then you can never get a job. But Jamie Oliver doesn’t care about
that.”(male participant, 21, dropped out)
“Jamie Oliver is the only one that gives us, people with problems, a chance, an opportunity.
The others just look the other way or send you some place else.” (male participant, 20,
graduated, unknown)

The use of role models when building identities is well-established in research on
building and revising professional identities. In fact, role models often provide concrete
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knowledge of what is possible and desirable, thereby guiding the behaviors and
attitudes necessary to become the preferred future self (Ibarra, 1999; Pratt et al., 2006).
Interestingly, participants did not refer to these role models when I asked them about
their motives for entering the apprentice program. It thus seems that participants
discovered role models in the first weeks or months of the program and subsequently
used these role models to form possible selves, which may help to build their career
identity.
Building career identity through comparison of alternative (former) identities
The last major method of building career identity was to compare alternative
identities, especially the ‘former’ identity. Participants explicitly referred to their
stigmatized identity as a disadvantaged, unemployed young adult and compared it to
their current situation. By assessing the differences between both situations, they
seemed to strengthen their newfound career identity.
“I am so happy to be here. I have thought about it a lot, about that I really didn’t want that
life anymore, I wanted to die, and then Fifteen came along. It made me so happy. That’s
why I have to persist. Otherwise I’ll fall back into that routine, that misery, I don’t want
that. I just want to be cheerful, happy with life. Because life can be really good this way.”
(female participant, 22, graduated, stable employment)
A: “I want to get rid of it, I would really like to get rid of that stigma.”
Q: “What stigma?”
A: “Of being disadvantaged, of being unemployed. Of course, I have had problems, but
doesn’t everyone? They have a mental picture of who I am. But I’m not anymore. I won’t be
that person anymore. I will become a chef, and I will have a future.”(female participant, 22,
graduated, further education)
“I don’t need no kick in the ass anymore. I used to. I used to really need a kick in the ass to
get out of bed. Now, I just get up. Because, you know, if I’ll screw this up... what else would I
possibly do then?”(male participant, 24, graduated, stable employment)
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“If it weren’t for Fifteen, well... to say it bluntly, I would fuck up my entire life again.
Without Fifteen it would only get worse instead of better, and now it can finally go better
instead of worse.”( male participant, 17, graduated, unemployed)
“Why would I ever give this up? Why would I throw myself into that mess even further,
instead of trying to climb out of it?”(male participant, 20, graduated, unstable employment)
“I would have no future otherwise. That was the reason I was so depressed before.”(female
participant, 21, graduated, unknown)
“I need to finish this. I want to finish it, this time around. I have not made it through with so
many other things. And now, you know, I can see a future. I have to, what else would I do?
Work on the streets? That’s not who I am.”(male participant, 19, graduated, unemployed)
“I’m less insecure now. I tend to think too much, worry a lot. And well, eh, I do that less now.
I feel like I belong a bit more to the normal society. Like I can pursue a career as a chef.
That’s how it feels for me.” (female participant, 29, dropped out)

Based on social identity research (Tajfel & Turner, 1986), I argued in the
introduction that disadvantaged young adults’ career identity needs to become more
central to their identity –they need to build their career identity in order to find their
way to stable employment. In that regard, it is essential to reverse the process of a
weakening career identity during unemployment (i.e., that unemployed people decrease
the salience of their career identity and increase the salience of an alternative social
identity in which employment does not take such a central place). The method of
comparing alternative identities as described above taps into this idea. It seems that by
comparing possible alternative identities, participants attempt to decrease the salience
of unemployed- and past identities and to simultaneously build their ‘new’ career
identity.
In general, the majority of participants used one or more of the described
methods to build their career identity during Fifteen’s apprentice program. It is
important to note that this construction of career identity does not seem to be preceded
by conscious reflection, a deliberate goal, or a possible self. Rather, it seems that building
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career identity was triggered by contingent events such as the possibility to participate
in Fifteen’s apprentice program, and later on evolved through methods that helped to
further build the newfound career identity.
Lack of building career identity
Although most participants indicated that Fifteen had helped them to deploy a
future perspective and build their career identity through one or more of the above
described methods, not all of them showed signs of building career identity. In fact,
some of the participants came across as rather passive and uncommitted to the
apprentice program. Their narratives showed no signs of any of the methods of building
career identity. Instead, they did not refer to an emerging career identity at all:
“I don’t have a clear picture of what I want in the future. For now, I just want a degree, a
place to live on my own, no debts, that everything runs smoothly. I don’t know if it is going
to work out, you never know. It might be that I have to quit because it’ll become too hard. It
should be my dream to work 7 days in a 5-star restaurant of course, and earn loads of
money, but well, that is never going to happen because I cannot do that physically. It
doesn’t really matter. The moment is now, the future comes later. I would have done
nothing otherwise, so it is nice to be able to do something.”(female participant, 21,
graduated, unstable employment)
“It just started, you know. I just started to see a future for myself. With what I’m doing
here.”(male participant, 21, dropped out)
“I’ll see what happens. I’ll just let it happen. I’ll decide somewhere next year, maybe.”
(female participant, 22, graduated, unemployed)
“I need to see what will happen to me first. Maybe... well, I don’t really feel like studying
anymore.”(male participant, 17, graduated, unknown)

The motives (the ‘why’) and the methods (the ‘how’) of building career identity
have been discussed in the above. The narratives of the unemployed young participants
show that most of them did not have a strong sense of career identity when applying for
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the program at Fifteen. In fact, serendipity emerged as one of the main motives for
applying. However, participants’ stories revealed that they were building their career
identity after a few weeks or months of ‘working and doing’ (Wrzesniewski & Dutton,
2001) through one or more of the described building methods. In addition to the
qualitative data from the interviews, I collected information on participants’
employment status one year after graduation. To examine patterns that may serve as a
first indication of the implications of building career identity, I compared the narratives
of participants who remained unemployed after graduation (n = 5), who have had
consecutive temporary jobs and spells of unemployment after graduation (i.e. unstable
employment, n = 5), and who had found continuous employment after graduation (i.e.
stable employment, n = 7). Although no conclusions can be drawn from this quantitative
data, it does suggest some interesting patterns. Note that only participants for whom
information was available on their employment status one year later were included, that
the reasons for participation are not necessarily mutually exclusive, and that the amount
of references also depends on the number of participants per category.
Additional analyses
Regarding the motives of building career identity, the qualitative data showed
that serendipity, diploma, work and chance were the main reasons behind the
application for the program at Fifteen. The number of references to serendipity indicates
that serendipity was the most prevalent motive in applying for the apprentice program.
Although one would expect that ‘work’ would be a fruitful motive for building career
identity and for successfully obtaining employment –whereas ‘serendipity’ would be a
less fruitful motive– the quantitative data shows differently. In fact, participants who
had found stable employment indicated Fifteen as a coincidental event just as much, if
not more, than participants who had unstable employment or were unemployed (see
Figure 4.1). Strikingly, there were more references to ‘diploma’ as a motive particularly
among those who had unstable unemployment since graduation. Given this reversed
pattern, it seems likely that ‘diploma’ as a motive for participation may be less fruitful
for finding stable employment after graduation. One possible explanation may be that
participating in the program at Fifteen mainly for obtaining a diploma reflects a rather
extrinsic motivation that can hinder the construction of and commitment to a career
identity (Soenens & Vansteekiste, 2011). Indeed, when I asked participants why
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obtaining a diploma was so important to them, they often indicated that it was needed in
society or that others expected them to have some sort of education (e.g., “society
requires you to have a stupid paper”). Consequently, such an extrinsic reason may come
with a poorly developed career identity that does not suffice in securing stable
employment, whereas a neither intrinsic nor extrinsic reason (i.e., serendipity) may
leave room to build career identity that subsequently contributes to finding stable
employment (Koen et al., in press; McArdle et al., 2007).
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Figure 4.1 Number of references to application reasons in participants’ narratives, divided
by employment status one year later. Note that references are not mutually exclusive and
depend on the number of participants per category.

Regarding the methods of building career identity at Fifteen’s apprentice
program, the three most salient methods among stable employed participants were
competence, distinguishing from other with their stigmatized identity and comparing
alternative identities (see Figure 4.2). The fact that these three methods were most often
referred to by participants who had found stable employment after graduation may
imply that these are fruitful methods. Remarkably, the method of identifying with the
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group showed the opposite pattern from the other methods used to build career identity:
particularly apprentices who remained unemployed after graduation had referred to
identifying with the group. It seems that emphasizing one’s distinctiveness from others
with the same stigmatized identity is a more fruitful strategy for building career identity
than identifying with others in the group –even if those others seem motivated to pursue
stable employment. Additionally, it is worthy to note that none of the participants who
had found stable employment portrayed a lack of career identity construction in their
narratives. Taken together, these quantitative findings underline the idea that building
career identity is essential for successful reemployment.
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Figure 4.2 Number of references to career identity construction strategies in participants’
narratives, divided by employment status one year later. Note that references are not
mutually exclusive and depend on the number of participants per category.

Discussion
The role of career identity in today’s dynamic world of work is becoming
increasingly important. Not only is career identity the key driver of employability (cf.
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Fugate et al., 2004), it is also an important predictor of job search activities and
obtaining reemployment (cf. Koen et al., in press; McArdle et al., 2007; Wanberg et al.,
2002). Unfortunately, people’s career identity tends to weaken during unemployment
(cf. Aaronson et al., 2010; Paul & Moser, 2009; Wanberg, 2012). When unemployed,
people tend to decrease the salience of their career identity and increase the salience of
an alternative social identity in which employment does not take such a central place
(Tajfel & Turner, 1986). Yet, our knowledge about the reversed process of building
career identity is scarce, nor is it clear what motives may trigger this process. Therefore,
this study took an inductive and qualitative approach to investigate why and how career
identity can be built among those with career trajectories characterized by spells of
unemployment.
Summary of findings
Motives. This study helps us to better understand the motives and processes of
building career identity. The results reveal that disadvantaged, unemployed young
participants of Fifteen’s apprentice program did not have a pre-existing or strong sense
of career identity when applying for the program at Fifteen. In fact, their motives for
applying for the apprentice program were often serendipitous and not with such a
deliberate and long-term perspective as one would expect from research on
employability and identity construction (e.g. Fugate et al., 2004; Marcia, 1966).
Additionally, there was little evidence that apprentices had a ‘possible self’ (Ibarra, 1999;
Markus & Nurius, 1986) that functioned as a goal-directed component in building their
career identity: most apprentices were not aiming to be a professional chef and were
thus not directed by a possible self when applying for Fifteen’s apprentice program.
Rather, the motive for participating in the apprentice program at Fifteen was, if not
serendipitous, mainly instrumental. Apprentices indicated that they wanted to achieve a
goal outside of being trained as a professional chef, although these goals were not very
specific: obtaining a diploma, finding some sort of employment, or having a chance to
make something of their lives. At the same time, however, participants’ stories revealed
that they were building their career identity through one or more methods since the
apprentice program at Fifteen’s apprentice had started.
Process. I identified four main methods that helped participants build their
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career identity during the first months of Fifteen’s apprentice program. The first method
comprised a change in participants’ perceived competence in performing work-related
tasks. Participants indicated that the new skills and behaviors they had learned while
participating in the program changed their perspective on employment and
strengthened their career identity. The second method comprised group identification,
from which two sub-methods emerged from the data. Apprentices either identified with
group members in the program with a seemingly positive outlook on employment,
and/or distinguished themselves from those who remained part of their former
stigmatized identity. Arguably, these methods were used to increase the salience of
career identity and to decrease the salience of the stigmatized unemployed social
identity. The third method comprised emerging role models, such as the chef at Fifteen’s
restaurant or Jamie Oliver. It is important to note that participants did not refer to these
role models when asked about their motives for entering the apprentice program, but
indicated that they had discovered these role models during Fifteen’s apprentice
program. The fourth method comprised the comparison of participants’ current
situation to alternative identities, such as their former identity as a stigmatized,
unemployed young adult. This method seems to indicate that participants attempted to
decrease the salience of their former unemployed identity and to simultaneously
increase the salience of their emerging career identity.
The qualitative data furthermore revealed that some apprentices did not show
any signs of building their career identity. Remarkably, the quotes and quantitative data
showed that none of these participants had found stable employment one year later.
Thus, it seems to be essential for the apprentices to build their career identity in order to
secure stable employment in the long run. This notion underlines the idea that career
identity plays a crucial role in finding (re-)employment today’s society (Fugate et al.,
2004; cf. Koen et al., in press; McArdle et al., 2007; Wanberg et al., 2002).
Theoretical Implications
Taken together, the findings of the current study add to the literature by
shedding light on the motives and methods of building career identity, a process that has
largely remained a black box in reemployment research to date. Two findings of the
current study stand out in this regard. First, this study shows that building one’s career
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identity is not necessarily a consequence of a deliberate goal, conscious reflection or
possible future self –at least not for the group of disadvantaged young adults with
interrupted career trajectories. Rather, career identity construction may be triggered by
contingent events, and may later on evolve through methods that help to build career
identity. Second, the findings underline the crucial role of the social context in which
career identity is built: it seems to be essential for disadvantaged unemployed young
adults to move away from their stigmatized identity in order to build their career
identity (i.e., by distinguishing from that identity and comparing the current situation
with that former identity). I will highlight and elaborate on these two main findings in
the below.
Motives. In the current study, I have examined the motives of building career
identity. Previous work on identities and career identity renders that there are goaloriented and conscious motives underlying identity construction. For example, research
on possible selves conveys that a desired ‘future self’ drives identity change and
construction (Markus & Nurius, 1986; Yost et al., 1992), and Marcia’s (1966) identity
status model regards exploration and commitment as conscious and deliberate
processes. Employability research even states that career identity in itself can be
regarded as a goal to direct behaviors aimed at reaching that goal (DeFillippi & Arthur,
1994; Fugate et al., 2004). Yet, there was little indication in the current study that
participants had goal-oriented and deliberate motives for building their career identity.
They were not consciously exploring and committing to their options, their narratives
did not reflect a strong sense of career identity when applying for Fifteen’s apprentice
program, and they did not refer to a possible self that led them to participate in the
program. To the contrary, participants often portrayed a lack of reflection upon their
options and future perspectives. Moreover, the prevalence of serendipity as a motive for
applying for the apprentice program is not in line with the idea of goal-oriented and
deliberate motives for building career identity.
The lack of goal-oriented, conscious motives or possible selves may be somewhat
counter-intuitive. After all, there is a wide consensus in psychology that success of any
kind largely depends on deliberately chosen or given goals. Goals provide a sense of
direction and purpose, and goal setting leads to better performance because goals can
focus attention towards relevant activities, induce greater effort, affect persistence, and
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help people to cope with the situation at hand (Locke & Latham, 2002). It would
therefore make sense that apprentices with clear motives or possible selves are the ones
to build their career identity and succeed in finding stable employment. This, however,
did not emerge from the interview data. It seems that among the group of apprentices,
the motives that emerged from the data were of less influence for the subsequent
process than one would expect from the literature.
This idea is more or less in line with that of Ibarra (1999), who claimed that
identity construction is not just a process of pursuing possible selves, but that people
also craft provisional constructions of possible identities that are revised with
experience (i.e., provisional selves). She described that people often develop a repertoire
of multiple possible selves during career transitions, and that these new identities are
often provisional until they have been rehearsed and refined with experience. This line
of thought fits well with the findings in the current study, especially since there was no
evidence of a possible self that directed the construction process from the beginning.
Rather, one could argue that a ‘provisional self’ was discovered in the beginning of
Fifteen’s program, and rehearsed and refined during the program. Thus, career identity
may be triggered by contingent events that may lead to the discovery of a ‘provisional
self’, which may later on evolve in a ‘possible self’.
Process. Ibarra’s (1999) provisional selves may thus be applicable to the process
by which career identity is built. She describes how people adapt to new, unfamiliar
work roles by experimenting with provisional selves that serve as trials for possible
selves. This adaptation involves observing role models to identify provisional identities
and subsequently experimenting with provisional selves. In that sense, building career
identity is similar to constructing a new professional identity: role models may yield
provisional selves, and experimenting with these provisional selves may lead to a
changing perception of one’s competence. Despite these similarities, the idea of
‘provisional selves’ cannot fully account for the construction of career identity among
the disadvantaged unemployed youth that participated in the current study. In order to
build their career identity –and to ‘make the switch’ from interrupted career trajectories
to stable employment– it seemed essential for apprentices to decrease the salience of
their former unemployed identity.
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The importance of the social context fits well with social identity research stating
that the centrality of employment (i.e., career identity salience) is partly influenced by
one's chances to find employment (Mean Patterson, 1997; Meijers, 1998; Tajfel & Turner,
1986). In other words, among young unemployed people, expectations of future
employment may influence the construction of career identity. Indeed, most participants
indicated that they developed a stronger sense of career identity and future career
perspective in the first months of Fifteen’s program. Social identity research
furthermore states that the centrality of employment is reflective of social identification
(Mean Patterson, 1997; Tajfel & Turner, 1986). Accordingly, identifying with others in
the apprentice group who are pursuing stable employment should be a good method for
building one’s career identity. However, the findings in this study indicate otherwise:
participants who had found stable employment often referred to distinguishing
themselves from the group, whereas identifying with the group was more often referred
to by participants who remained unemployed after graduation. It thus seems essential
for disadvantaged young adults to actively withdraw from their unemployed,
stigmatized identity to be able to build their career identity.
It is surprising that identifying with positively regarded others of the social
identity group turned out to be disadvantageous, because research shows that social
recategorization (i.e. reducing the salience of a devalued social identity) can be achieved
both by emphasizing similarities with more positively regarded social identity groups
and by emphasizing distinctiveness from their own social identity group (Ellemers et al.,
2002; Roberts, 2005). One explanation for this surprising finding may be that identifying
for positively regarded others in one’s own group does not suffice for successfully
building career identity. Additionally, the research on social categorization strategies
mainly focuses on reducing the salience of unchangeable social categories such as
gender, race or sexual orientation, and may therefore not equally apply to permanently
changing one’s social identity.
Another explanation for the fact that identifying with others turned out to be
disadvantageous may be found in minority socialization, whereby group members share
their (negative) experiences with finding (re-)employment (cf. Heslin et al., 2012). Such
group identification may lead people to believe that their efforts in pursuing (re-)
employment are futile, thereby diminishing their self-efficacy –an essential factor in
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pursuing employment. Likewise, for Fifteen’s apprentices, messages about what it
means to be a stigmatized unemployed young adult –including bleak career prospects–,
may induce apprentices’ belief that they will never reach employment. Thus, although
apprentices’ career identity may be built through identification with positively regarded
others, their self-efficacy and belief to find stable employment may decrease due to that
same group identification.
Practical Implications
As qualitative data cannot determine causality, any practical implications may be
read with some caution. Still, the results of the current study offer some suggestions on
how to help disadvantaged young adults build their career identity.
Bynner and Parsons (2002) underlined the importance of professional
intervention programs that aim to move unemployed young adults’ careers off the
exclusion path toward fulfilling occupations. The findings of the current study may
provide some direction on essential characteristics of such intervention programs. Given
that the salience of career identity in disadvantaged unemployed young adults’ identity
can be rather low due their interrupted career trajectories with many spells of
unemployment, intervention programs may want to aim for increasing the salience of
their career identity and decreasing the salience of an alternative social identity (Tajfel
& Turner, 1986). In that regard, the results of our study suggest that it is crucial to help
unemployed young adults not only to build their career identity, but also to actively
withdraw from their former social identity in order to secure stable employment.
Additionally, Heslin (2012) wondered whether and why these intervention
programs for stigmatized groups –such as Fifteen’s apprentice program– may be
effective or unintentionally unhelpful for participants’ (re-)employment success. He
questioned whether these intervention programs may cultivate stigmatized identity,
therewith negatively impacting participants’ career prospects, or whether these
intervention programs may foster career prospects by building career identity and
providing inspiring role models. The data revealed that Fifteen’s apprentice program
could both be effective and unintentionally unhelpful at the same time. To illustrate, the
methods of identifying with positively regarded others in the apprentice group may
have cultivated the stigmatized identity and may therefore not have contributed to
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apprentices’ career prospects. At the same time, distinguishing from others with the
same stigmatized social identity may have fostered apprentices’ career prospects by
allowing the possibility to build career identity. Additionally, providing inspiring role
models (i.e. possible selves) outside apprentices’ stigmatized identity may also have
helped them to build their career identity and pursue stable employment. These findings
imply that promoting regeneration into employment based on group socialization –as is
done in Fifteen’s apprentice program– bears some hazards and that group socialization
should be carefully monitored.
Furthermore, apprentices often indicated in their interviews that they did not
have goal-oriented and deliberate motives for applying for the Fifteen’s apprentice
program. Entering the program seemed to be a rather serendipitous event, and did not
seem to bear many consequences for the remainder of the program. This finding is,
albeit surprising, important to be aware of in reemployment practice. It essentially
suggests that a clear employment goal is not always a necessary requirement for the
success of an intervention program. At the same time, however, it did seem essential
that apprentices build their career identity to be able to secure stable employment. This
again suggests that it is crucial to help unemployed young adults to build their career
identity.
All in all, building career identity turned out to be a less goal-oriented and
deliberate process than I expected. In line with LaPointe’s (2010) approach to career
identity as a discursive process, it seems that the construction of career identity can be a
step-by-step process. Career identity may thus be stimulated by an intervention
program that approaches the ‘switch’ from interrupted career trajectories to stable
employment with one step at the time –for example by providing a safe environment in
which apprentices can discover their potential and provisional selves, revise and refine
these provisional selves by ‘working and doing’, and where they can actively withdraw
from their old, unemployed identity to build their career identity.
Limitations and future directions
A qualitative study like the current study only allows for in-depth investigation of
the narratives of a select group of individuals. One disadvantage of this form of research
is that the data collected are unique to the participants interviewed and the context in
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which the interviews were conducted, and can thus not be generalized to a larger
population. For example, the motives and methods of building career identity may be
rather different for regular job seekers, older unemployed people or among discouraged
workers. I do believe, however, that the results have uncovered some interesting themes
that could not have been found by the sole use of quantitative methods. For example, it
may be interesting to examine the consequences of a lack of clear employment goals or
possible selves in future studies with larger samples and quantitative methods.
Likewise, it would be interesting to further investigate the suggestion that withdrawing
from one’s former identity is crucial in building career identity.
On a similar note, the current study cannot determine the causality or a possibly
temporal course of the findings. It would therefore be worthwhile to investigate the
relationships, if any, between motives, processes and employment outcomes. These
relationships may be best understood by examining the course of the (re-)employment
process of disadvantaged young adults over time. Such a temporal approach may also
provide insight on the order of the methods of building career identity: the order may be
more hierarchical than described in the current study. Since the interviews took place in
the same time span and participants were only interviewed once, it was not possible to
examine this in the current study. It might be the case, however, that participants would
first have to discover competence, can then pick a role model, and subsequently
withdraw from their former identity to build their career identity. This remains
something to be tested in the future.
Conclusion
In conclusion, the current study shows that a rather serendipitous event may
help disadvantaged unemployed young adults to ‘make the switch’ from interrupted
career trajectories to stable employment, by providing the possibility to build their
career identity. The findings in the current study suggest that career identity plays a
crucial role in finding (re-) employment, but also suggest that it is essential to actively
withdraw from one’s former social identity in order to build one’s career identity and
secure stable employment.
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Appendix. Interview guide
(Part I – Past)
1. Can you tell me a little about your life before you started at Fifteen? (What did you do
before Fifteen?)
x
x
x
x

Which type of education do you have?
What kind of work experience do you have?
Have you ever participated in similar projects? If so, can you tell me a bit more
about that?
Why do you receive unemployment benefits?

2. What prompted you to apply for Fifteen?
x How did you hear about Fifteen?
x How did you get here? (Who made you aware of this possibility? What happened
after that?)
x Why did you apply? (What was your reason to apply at Fifteen?)
x Why do you think you were selected for the program at Fifteen?
(Part II – Present)
3. I would like to know about your experiences at Fifteen. What do you think of it so
far?
x What do you do during the week?
x What are the things you love about the program at Fifteen?
x What things do you not like about the program at Fifteen?
x Have you ever had a fight with anyone here (or disagree)? Tell me about it.
4. Fifteen is focused on learning how to be a chef, right? After all, you are going to get a
chef’s degree after this.
x
x
x

What have you learned here so far?
What do you expect to learn in the future?
What things have you learned here that could come in handy in the future? Why
are those useful?

5. What do you tell people when they ask you “what do you do”?
x What do other people (friends) think about you participating in this?
x How important is working at Fifteen for you?
x Why do you come to Fifteen every day?
x Do you feel that you are obligated to be here? If so, by whom?
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6. It seems like hard work to me, and sometimes quite difficult to stay motivated and
keep coming here. Can you imagine that?
x
x

Do you ever think "I want to quit"? When?
What tricks do you use (if any) to persist when it gets hard? (What do you say to
yourself?)

7. I can imagine that your life is suddenly quite different than before Fifteen. Can you
name some things that are different in your life since you started at Fifteen?
x
x
x

Why did these things change?
Has the way you see yourself also changed since you started at Fifteen?
Are there other things you now think differently about (about Fifteen, working,
learning, cooking), than before you started at Fifteen? Can you elaborate on that?

(Part III – Future)
8. Let's talk about what happens when you're done here. Tell me a bit about what you
think will happen when you have completed your education here.
x
x
x
x

What will you do next? (What's going to happen after this?)
If everything would be possible, what would you like to do?
What do you find most important in a job?
How would you have tried to achieve that without Fifteen?

9. Fifteen is a program that should eventually lead to a job as a chef. How do you picture
that?
x
x
x
x
x
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What do you want to accomplish?
How can Fifteen help you with that?
How is Fifteen different from other educational programs?
What does Fifteen provide that you can not accomplish on your own?
What things do you learn at Fifteen, which might be useful in the future?

CHAPTER FIVE
JOB SEARCH STRATEGIES AND REEMPLOYMENT QUALITY
- THE IMPACT OF CAREER ADAPTABILITY

This chapter is based on Koen, J., Klehe, U.C. & Van Vianen, A.E.M. (2010). Job Search Strategies and
Reemployment Quality – the Impact of Career Adaptability. Journal of Vocational Behavior, 77, 126-139.

123

JOB SEARCH STRATEGIES AND REEMPLOYMENT QUALITY
______________________________________________________________________________________________________
Unemployment can be a stressful, depressing and literally sickening experience
(McKee-Ryan et al., 2005; Paul & Moser, 2009; Price, Choi, & Vinokur, 2002). Most
unemployed people will therefore try to end this unfortunate state as soon as possible
by searching for a new job. Yet, job seekers’ job search activities are not always
successful: a successful job search does not only imply finding just any job, but also
finding a suitable and qualitatively good job to foster long-lasting reemployment. A
mismatch between the job seeker’s needs and the characteristics of the job can lead to
low satisfaction with the new job, high employee burnout, turnover intentions and
decreased productivity (Kristof, 1996). Moreover, the negative consequences of such a
mismatch are similar to the negative effects of job-loss for people who remain
unemployed, such as depressive feelings and a low satisfaction with life (Feldman &
Leana, 2000; Leana & Feldman, 1995; McKee-Ryan, Virick, Prussia, Harvey, & Lilly,
2009). Therefore, the focus in reemployment research should be on the quality of
reemployment, instead on solely on finding reemployment.
Past research on the intensity with which people search for a new job (Kanfer et
al., 2001) has failed to predict meaningful variance in the quality of reemployment
(Hanisch, 1999; Saks, 2005). In the current study, we try to diminish our lack of
understanding about the determinants of reemployment quality by combining two
streams of relevant literature that have so far remained unconnected. More precisely,
we examine the impact of people’s direct behaviors in searching for a job in the form of
the job search strategies as well as the impact of people’s readiness and preparation to
search for a job, as reflected in their career adaptability.
The different strategies that job seekers use when searching for reemployment
have received little scientific attention, despite preliminary indications that these
strategies might well impact job seekers’ subsequent reemployment quality (Crossley &
Highhouse, 2005). For example, job seekers may focus on one specific type of job during
their search and may keep searching until they find precisely what they are looking for,
or they may fully explore all their options by examining various types of jobs (Stevens &
Beach, 1996). The basic premise of the current paper is that the use of these different
strategies will impact the number and the quality of the jobs found. Furthermore, we
assume that the degree to which people use these strategies will depend on people’s
mental readiness and resources to seek reemployment, that is, their career adaptability.
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Career adaptability, generally defined as the ability to change in order to fit into
new career-related circumstances, has been conceptualized in the past in a number of
ways, such as by planfulness, exploration, decision-making, information and realism
(Super, 1974) (Super, 1974), by career planning and career exploration (Zikic & Klehe,
2006), by a boundaryless mindset (McArdle et al., 2007) or by career planning, career
decidedness and career confidence (Skorikov, 2007). The concept of career adaptability
as presented by Savickas (1997; 2002) may be particularly helpful in understanding the
job search process as this conceptualization represents the readiness and different
adaptive resources that arguably help people to prepare for and manage career
transitions such a move from unemployment to reemployment. According to Savickas
(1997; 2002; 2005), career adaptability includes looking ahead to one’s future career
(planning), knowing what career to pursue (decision-making), looking around at various
career options (exploration) and having a feeling of self-efficacy to successfully execute
the activities needed to achieve one’s career goals (confidence). Recent studies show that
these four dimensions well represent a multidimensional measure of career adaptability
(e.g. Creed, Fallon, & Hood, 2009; Hirschi, 2009). Moreover, research on these different
facets of career adaptability supports the usefulness of each facet for predicting
reemployment quality (Morrison & Hall, 2002; Zikic & Klehe, 2006). Yet, past research
has not been able to clarify the means by which career adaptability influences
reemployment quality.
We propose that people’s career adaptability influences the way in which they
search for jobs and the quality of their reemployment. Job seekers who lack adaptive
resources to resolve their current state of unemployment may use a different and less
beneficial search strategy than those who have these resources. As a consequence, job
seekers portraying less career adaptability may find a less satisfying job, show more
turnover intentions and end up right where they started.
Thus, the aim of the current study is to offer a theory-driven approach in
predicting reemployment quality by combining mental preparation and preparatory
activities in the job search process (i.e. career adaptability) with actual job search
activities (i.e. job search strategies). First, we aim to predict the use of job search
strategies of unemployed individuals from the readiness and beliefs that reflect the
dimensions of career adaptability. Second, we aim to investigate how each job search
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strategy relates to different outcomes of job search, such as the number of job-offers and
the quality of the obtained job (see Figure 5.1 for a conceptual framework).
Career Adaptability
Planning
Decision-Making
Exploration
Confidence

Job Search Strategy
J
Exploratory
Focused
Haphazard

Reemployment
Quality
N
Number
of Job-Offers

Figure 5.1. Conceptual Framework

Job search Strategies
The most commonly studied job search behavior in reemployment research is job
search intensity: the effort that people make during their search for a new job (Blau,
1994). Job search intensity is usually measured via the frequency and scope of
engagement in job search behaviors, such as looking at employment advertisements or
calling potential employers (Wanberg et al., 2002). In general, the higher an individual’s
job search intensity, the higher is the chance of finding reemployment (Wanberg et al.,
1996). However, successful reemployment may not only depend on job seekers’ job
search intensity but also on the specific strategies with which they search for a job
(Crossley & Highhouse, 2005; Kanfer et al., 2001; McArdle et al., 2007).
Past literature distinguishes three types of job search strategies: an exploratory
strategy, a focused strategy and a haphazard strategy (Stevens & Beach, 1996; Stevens &
Turban, 2001). Job seekers who use a more exploratory strategy are dedicated to their
search and are motivated to fully explore their options. Inherent in the use of an
exploratory strategy is the openness to arising opportunities. Exploratory job seekers
actively gather job-related information from various sources, such as friends, family and
former employers. People use a more focused strategy when they identify their top
choices early in their search and have clear employment goals. They tend to concentrate
their search efforts on a small number of carefully screened employers and only apply
for jobs that fit their needs, qualifications and interests. Finally, job seekers who employ
a more haphazard strategy use a trial and error approach during job search, switching
tactics without rationale and passively gathering information both inside and outside of
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one's area of education or previous work experiences. Crossley and Highhouse (2005)
argued that job seekers using this strategy often have low and unclear employment
standards and tend to settle for the first acceptable job that comes along. In comparison,
both exploratory and haphazard job search strategies are less goal-directed than a
focused job search strategy. At the same time, both exploratory and focused job search
strategies are aimed at finding a pleasant and matching job, while a haphazard strategy
is aimed at finding any job, no matter what type of job.
Existing research has shown effects of the different strategies on job search
outcomes, such as the number of job-offers and job-satisfaction (e.g. Crossley &
Highhouse, 2005). However, no research has examined the factors that make individuals
rely more or less on the different strategies. We propose that career adaptability
explains people’s use of different job search strategies, since career adaptability
arguably represents the mental preparedness preceding actual job search. We will now
discuss the concept of career adaptability and address the link between career
adaptability and job search strategies. Finally, we will explore the relationships between
job search strategies and the quality of reemployment.
Career Adaptability and Job search Strategies
In today’s constantly changing society, workers need the mental resources and
self-regulating abilities to manage new career-related circumstances such as job-loss
and finding reemployment (1997; 2002; 2005; Super & Knasel, 1981). Career
adaptability comprises an individual’s ability to face, pursue or accept changing career
roles and to successfully handle career transitions (e.g. Savickas, 1997; 2002; 2005),
such as ending a state of unemployment by looking for a job. Thus, career adaptability
should also be relevant for finding suitable reemployment. More precisely, we argue that
the four dimensions of career adaptability, career planning, decision-making,
exploration and confidence, will represent job seekers’ preparation and mental
readiness to use different job search strategies, which in turn should influence their
reemployment outcomes.
Career planning. Career planning reflects a future career orientation and
planfulness – a sense that it is important to prepare for tomorrow. Planning inclines
people to outline their future career developments and to engage in planning activities,
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i.e., in setting and pursuing career goals. Past research has found career planning to
foster more successful and satisfying careers (Morrison & Hall, 2002; Super & Hall,
1978). Planning is not an once-in-a-lifetime but ongoing activity that will arguably be
especially pertinent during career transitions following job loss. Given that planning
includes the setting and pursuing of career goals, it should induce the use of a focused
job search strategy, given that the use of a focused strategy implies clear employment
goals that direct job seekers’ search along narrowly defined screening criteria in regard
to job seekers’ needs, qualifications and interests. At the same time, planning is likely to
lessen the use of a haphazard strategy since such a strategy implies a lack of clear
employment standards and goals. Hence, we propose:
Hypothesis 1. Career planning (a) relates positively to the use of a focused job
search strategy and (b) relates negatively to the use of a haphazard job search strategy.
Career decision-making. Decision-making, or career decision, reflects the
certainty with which one knows what career to pursue (Creed et al., 2009; Savickas,
2005; Skorikov, 2007). Being decisive in one’s career can help individuals to engage in
job search activities, rather than to procrastinate and avoid these activities (Savickas,
2005). Even when confronted with a limited number of career options, a feeling of
decidedness can make these options personally meaningful. Decision-making increases
if someone has sufficient information about possible career alternatives and is able to
project the possible outcomes of different career choices (Pitz & Harren, 1980).
Consequently, job seekers who show a high level of career-related decision-making
likely know what they want in their future job. Decision-making should thus foster the
use of a focused job search strategy. A low level of career-related decidedness on the
other hand may bring about a rather aimless search, which will reduce the motivation to
persist searching for a suitable job (Locke & Latham, 1990). Consequently, we propose
that a lack of decision-making will lead to a rather haphazard search strategy.
Hypothesis 2. Career decision-making (a) relates positively to the use of a focused
job search strategy and (b) relates negatively to the use of a haphazard job search
strategy.
Career exploration. Exploration concerns exploring one’s career options in
order to learn about the type of work one wants to do (Flum & Blustein, 2000; Savickas,
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2005). The importance of the concept of exploration in career adaptability is reflected by
the prime place it has been given in previous research (e.g., Blustein, 1988; 1992; 1997;
Stumpf et al., 1983; Zikic & Hall, 2009). Because career exploration entails openness
towards gathering information in a broad and explorative way, it shares major features
with an exploratory job search strategy. In comparison though, exploration is more
reflective in focus and more preparatory in nature, whereas an exploratory job search
strategy represents actual job search activities. Thus, the use of an exploratory job
search strategy seems the logical consequence of someone’s readiness to broadly
explore possible careers. At the same time, high career exploration will likely counteract
the use of a focused job search, given that a focused job search relies on a narrow rather
than a broad focus. People high on exploration may not limit their search activities to
one kind of job or branch, but rather expand their search activities to different kinds of
jobs or branches. Thus, we propose:
Hypothesis 3. Career exploration (a) relates positively to the use of an exploratory
job search strategy and (b) relates negatively to the use of a focused job search strategy.
Career confidence. The final dimension of career adaptability, career confidence,
denotes one’s feeling of self-efficacy or the perceived ability to successfully execute the
activities needed to achieve one’s career goals (Hirschi, 2009; Savickas, 2005).
Numerous studies have shown that self-efficacy is crucial in the job search process,
increasing job seekers’ job search intensity and thus their chances on finding
reemployment (Kanfer et al., 2001; Wanberg et al., 2002). As for job search strategies,
we propose that career confidence is positively linked to the use of an exploratory
strategy, because one’s self-efficacy to successfully engage in job search activities may
not only foster the intensity of searching, but also the scope of job search activities in
order to find reemployment. More career confidence might therefore lead to a broader,
or more exploratory, search. Previous studies have also shown that the confidence in
one’s ability to engage in job search activities facilitates the initiation of such activities,
in order to explore one’s career opportunities (Lent, Brown, & Hackett, 2002; Nauta,
2007). Therefore, we propose:
Hypothesis 4. Career confidence relates positively to the use of an exploratory job
search strategy.
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Outcomes of Job search Strategies
Existing reemployment research has mainly focused on job search intensity as a
predictor of quantitative reemployment outcomes such as finding a job, the number of
job-offers obtained and the time needed to find reemployment. Yet, these studies have
failed to predict meaningful variance in the quality of reemployment, such as how
satisfied people are with their jobs and how well their new job fits their needs (Kanfer et
al., 2001; Vinokur & Schul, 2002; Wanberg et al., 2002). The effort that one puts into job
search activities is apparently no guarantee for finding a fitting job. More likely, it is the
direction that this effort takes that influences the quality of reemployment. Hence, we
propose that job search strategies will affect the quality of the new found job.
The quality of reemployment is best represented with multiple measures, such as
needs-supplies fit, job satisfaction and turnover intentions (Wanberg et al., 2002).
Needs-supplies fit comprises perceptions of congruence between the needs of an
employee and the rewards (e.g. pay, promotion opportunities) they receive for their
contribution to the job (Cable & DeRue, 2002). Job satisfaction and turnover intentions
are two of the most frequently studied variables in work- and organizational psychology,
both as dependent variables and as predictors (Tett & Meyer, 1993). Whereas turnover
intentions, the “conscious and deliberate willfulness to leave the organization” (Tett &
Meyer, 1993, p. 262) presents the best predictor of subsequent turnover, job satisfaction
presents one of the best measures of evaluative reactions towards one’s job (Wanberg,
1995). Next to these measures of reemployment quality, we will measure the number of
job-offers one receives as an indicator of quantitative job search success, given that
multiple job-offers allow seekers to choose between different options and thus indicate
a more successful job search than do fewer job-offers.
An exploratory strategy is generally not only associated with more search
behavior and job-applications, but also with search behavior aimed at finding a
qualitatively good job (Crossley & Highhouse, 2005). This strategy may thus lead to
more job-offers and a better quality of reemployment. A focused strategy, on the other
hand, implies narrowing one’s employment options and thus the number of jobapplications one sends out. This strategy may therefore reduce the number of job-offers.
It may, however, enhance the quality of reemployment due to the careful screening in an
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early stage of the job search process. Finally, the use of a haphazard strategy arguably
implies low standards and unclear employment goals and people may settle for the first
acceptable job that comes along (Crossley & Highhouse, 2005). Consequently, this
strategy should reduce both the number of job-offers and the quality of the
reemployment found. These expectations lead to the following hypotheses:
Hypothesis 5a. The use of an exploratory job search strategy relates positively to
the number of job-offers and to the quality of reemployment several months later.
Hypothesis 5b. The use of a focused job search strategy relates negatively to the
number of job-offers and relates positively to the quality of reemployment.
Hypothesis 5c. The use of a haphazard job search strategy relates negatively to the
number of job-offers and the quality of reemployment several months later.

Methods
Participants and Procedure
In 2007, we randomly selected 1250 candidates from the database of a large
reemployment agency in the Netherlands. These individuals all received unemployment
benefits from the government as well as job search support from the reemployment
agency during a period of six months. At Time 1, participants were invited to participate
in the study by filling out a questionnaire. After 8 months, participants were asked to fill
out a follow-up questionnaire (Time 2). Both questionnaires were created with an online
tool and accessible through an internet-link.
A total of 248 eligible individuals completed the questionnaire at Time 1, 113
people (45.6%) of whom completed the follow-up questionnaire at Time 2. The
response rate of 19.8% at Time 1 is somewhat higher than the response rates of other
studies among unemployed people (e.g. Van Hooft et al., 2004). The response rate at
Time 2 is also somewhat higher than earlier research had lead us to expect.
The sample at Time 1 consisted of 138 women (55.6%) and 110 men (44.4%).
Participants’ average age was 43.5 years (SD = 10.3). Among the respondents, 7.3% (n =
18) had preliminary preschool as the highest completed level of education, 31.4% (n =
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78) high school or basic training, 35.5% (n = 88) had undergone vocational training,
18.5% (n = 46) held the Dutch equivalent of a Bachelor’s degree, and 7.3% (n = 18) held
a Master’s degree. More than half of the participants (53.6%) lived with a partner and
54% had one or more children, for which 32.8% (n = 44) were the sole caretaker and
61.9% (n = 83) shared caring responsibilities. About half of the participants (n = 127,
51.2%) had been unemployed for more than 12 months, with an average of 22 months.
Tenure at the last job was longer than one year for 65.7% (n = 163) of the respondents
with an average of 5.5 years. The distribution of the sample was representative of the
distribution of the total population of unemployed people at the reemployment agency.
At Time 2, the sample consisted of 44 men (39.6%) and 67 women (60.4%) with
an average age of 44.6 years (SD = 10.4). Two participants did not indicate their gender.
The distribution of education level and family situation was practically the same as at
Time 1. At Time 2, 73 participants (64.6%) had found reemployment.
Measures
All variables were assessed with frequently used and validated scales for each
variable on a 5-point Likert scale ranging from 1 (low agreement) to 5 (high agreement).
The high proportion of low educated participants in the current sample required that
some items were simplified. The internal consistencies of all variables are presented in
Table 5.1.
Planning. We measured career planning with Gould’s (1979) career planning
scale, which has been frequently used in other studies with internal consistencies
above .70 (e.g. Abele & Wiese, 2008; Barnett & Bradley, 2007; Saks & Ashforth, 2002).
The scale contained 6 items such as “I have a plan to obtain my career objectives”, rated
from 1 (strongly disagree) to 5 (strongly agree).
Decision-making. Since decision-making represents the certainty with which
one knows what career to pursue, we used Germeijs and de Boeck’s (2003) career
indecision scale to measure career-related decision-making. We reverse-coded 14 items
of this scale that were applicable to the reemployment context, leaving out 3 items that
were aimed particularly at students. Examples of items are “I don’t have an overview of
my different career alternatives.” and “I can list the alternatives.” Responses on the items
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were made on a scale of 1 (not at all like me) to 5 (exactly like me).
Exploration. Career exploration was measured with Zikic and Klehe’s (2006)
adapted version of Stumpf, Colarelli and Hartman’s (1983) frequently used career
exploration scale. Participants were asked to answer to which degree they had engaged
in seven career-related preparatory activities such as “Investigated career possibilities.”
in the last 3 months. The items were measured on a 5-point Likert-type scale ranging
from 1 (never) to 5 (very frequently).
Confidence. Career confidence denotes one’s self-efficacy to successfully execute
the activities needed to achieve one’s career goals. Since participants’ prominent goal in
the current situation was to find a new job, we measured career confidence with a sixitem job search self-efficacy scale used in most job search research (Ellis & Taylor, 1983;
Van Ryn & Vinokur, 1992; Wanberg et al., 1996). Candidates had to rate on this scale
how confident they felt about being able to execute each job search activity successfully
(such as “Make the best impression and get points across in an interview.”), ranging from 1
(not at all confident) to 5 (very confident).
Job search strategy. The 16-item measure presented and validated by Crossley
and Highhouse (2005) was created by combining a typology of the strategies (Stevens &
Beach, 1996) with measures of the strategies (Stevens & Turban, 2001). This scale
served to assess the degree to which participants engaged in an exploratory (6 items,
e.g., “I follow up on every lead to make sure I don’t miss any golden opportunities”),
focused (6 items, e.g., “I gather information only for jobs that I am really interested in”)
and haphazard job search strategy (4 items, e.g., “My approach to gathering job-related
information could be described as random.”). Crossley and Highhouse (2005) found
    Ƚ α ǤͶ     ǡ Ƚ α ǤͲ   
ȽαǤǤ Responses were made on a 5-point scale
ranging from 1 (strongly disagree) to 5 (strongly agree).
Number of job-offers was assessed at Time 2 by asking participants how many
job-offers they had received between Time 1 and Time 2.
Reemployment quality was assessed for individuals who had obtained a job at
Time 2. Job satisfaction was assessed with an extensively validated (Judge, Heller, &
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Klinger, 2008) 5-item scale developed by Judge, Erez, Bono and Thoresen (2003). An
example of an item is: “Most days I love my job”. Turnover intentions was assessed with
Colarelli’s (1984) original 3-item scale previously used by Saks and Ashforth (2002) and
Zikic and Klehe (2006). An example of an item is: “I frequently think of quitting my job”.
Need-supplies fit was assessed with a 3-item scale created by Cable and deRue (2002)
with previously reported alpha’s of around .90. An example item is: “The attributes that I
look for in a job are fulfilled very well by my present job”. Answers on all scales measuring
reemployment quality ranged from 1 (strongly disagree) to 5 (strongly agree).
Control Variables. Gender, age, education, marital status, caring responsibilities,
labor market demand, tenure at the last job, length of unemployment, financial hardship
and social support are often reported as correlates of job search intensity (Kanfer et al.,
2001; Wanberg et al., 2002) and were therefore used as control variables in the current
study. We also included job search intensity at Time 1 via the 12-item scale developed
by Blau (1994) with adaptations made in previous studies (Van Hooft et al., 2004;
Wanberg et al., 1999) in order to test the incremental value of job search strategies over
and above intensity in predicting the proposed outcomes. Participants indicated how
frequently (1 = never [0 times] to 5 = very frequently [at least 10 times]) they had engaged
in diverse job search behaviors in the past 3 months.
Analyses
Following recommendations by Anderson and Gerbing (1988), analyses were
performed in two steps. First, confirmatory factor analyses tested the fit of our
measurement models at Time 1 and Time 2. Second, path analyses of the data collected
at Time 1 and Time 2 served to test our Hypotheses.

Results
Measurement Model
We tested the conceptual distinctness of our scales with the help of confirmatory
factor analyses, using AMOS 17.0 (Arbuckle, 2003). We subsequently compared our
proposed measurement models with models that emerged as possible alternatives. To
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test how well each model fit the data, we used the overall model ɖ2 measure and the ɖʹ/df
ratio, which should be below 3 and generally as low as possible (Byrne, 1998). The fit of
a model is further indicated by a normed fit index (NFI), an incremental fit index (IFI), a
Tucker-Lewis index (TLI) and a comparative fit index (CFI) of at least .90, as well as by a
root mean square error of approximation (RMSEA) of at most .08 (Byrne, 1998). Models
 ɖʹ-difference test. Although fit indices such as CFI >.90 have
been considered to represent a good fit in the past, Hu and Bentler (1999) suggested the
use of somewhat stricter criteria. Consequently, we will consider models with CFI values
< .90 εǤͲͺ ǡ ηǤͻͲǤͻͷεǤͲ
ζǤͲͺ ǡ ηǤͻͷδǤͲ (Mathieu &
Taylor, 2006).
Time 1 measurement model. The original Time 1 measurement model (Table
5.2, Model 1) assumed the presence of eight correlated factors which represent the
constructs career planning, decision-making, exploration and confidence, as well as job
search intensity, and haphazard, exploratory, and focused job search strategy. Each
factor was defined by the respective scale’s original 4 to 12 items. The item-based
model’s fit was poor. Likely due to the simplification, eight items showed low loadings
(< .40) onto their respective factor and were excluded from further analyses. The
excluded items were the same items that showed low factor loadings in the original
scales of career planning (cf. Gould, 1979), career indecision (cf. Germeijs & De Boeck,
2003), a haphazard job search strategy and a focused job search strategy (cf. Crossley &
Highhouse, 2005). Deleting these items lead to an improved model-fit (Table 5.2, Model
2) and an increased validity and reliability, but did not meaningfully change the
operational definition of the scales. At the same time, some factors correlated relatively
highly with one another, namely career exploration and job search intensity on the one
hand and career planning, decision-making and haphazard job search strategy on the
other hand. To ensure that these factors still represent distinct constructs, we compared
the adjusted Model 2 with three alternative models. As expected, Model 2 fit the data
significantly better than a common factor model (Table 5.2, Model 3) or a model that
assumed exploration and job search intensity (Table 5.2, Model 4), or planning, decisionmaking and haphazard job search strategy (Table 5.2, Model 5) to represent a common
factor. These findings support the distinct nature of the scales we used.
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However, Model 2’s fit is not optimal yet. A likely reason for this is the high ratio
of items (k = 52) to the number of factors (l = 8) and sample size (N = 248). We therefore
followed the practice to parcel items belonging to the same factor and retest the model
with the resulting item-parcels. This serves to represent a more accurate overall fit of
the measurement model when the number of indicators per factor is high, especially in
relatively small sample sizes (Hall, Snell, & Singer Foust, 1999). We followed the
recommended procedure to minimize possible bias caused by parceling, by scrutinizing
our items before parceling both on a content-level and with exploratory factor analyses
to create smaller, more unidimensional subscales (Hall et al., 1999; Little, Cunningham,
Shahar, & Widaman, 2002). We established three parcels per factor by combining the
original items per construct into three groups of items, using the averages of each itemgroup as the measured indicators of the respective factor (cf. Hall et al., 1999). The
resulting model (Table 5.2, Model 6) showed a more than acceptable fit to the data and
fit the data significantly better than a common factor model (Table 5.2, Model 7) or a
model that assumed either career exploration and job search intensity (Table 5.2, Model
8), or planning, decision-making and haphazard job search strategy (Table 5.2, Model 9)
to represent a common factor. In sum, results support the accuracy of the measurement
model underlying the current analyses.
Time 2 measurement model. Next, we tested the outcome variables included at
Time 2 in a separate measurement model, using the data provided by the 73 participants
who had found reemployment. Specifically, we compared three models: in the first and
proposed model, the items of three indicators (job satisfaction, turnover intentions and
needs-supplies fit) loaded onto their respective factors which in turn loaded onto a
common second-order factor of reemployment quality (Table 5.2, Model 10). In the
second model, the items formed three separate and uncorrelated factors for job
satisfaction, turnover intentions and needs-supplies fit (Table 5.2, Model 11). Finally, the
third model represented a one-factor model in which the items together formed one
factor of reemployment quality (Table 5.2, Model 12). Results revealed that the
assumption of three factors forming a second-order factor of reemployment quality fit
the data significantly better than the other two models. This second-order factor model
also accounted for the high intercorrelations between the three primary factors while
also acknowledging their unique variances. These results suggest that needs-supplies fit,
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job satisfaction, and turnover intentions represent three distinct yet closely related
indicators of a common underlying factor of reemployment quality.
Structural Model
Table 5.1 presents the means, standard deviations, internal consistencies and
correlations between the variables measured at Time 1 and Time 2. To test our
hypotheses, we used a structural equation model comparison procedure (Byrne, 1998)
following the proposed procedure of Mathieu and Taylor (2006). For testing the
relationships between career adaptability and job search strategies, path analyses were
based on all participants of Time 1 (N = 248). Path analyses for the relationships
between the predictor variables and reemployment outcomes were based on the
participants who had found reemployment at Time 2 (n = 73), using maximum
likelihood estimation procedures. Models included in this comparison were (a) a
saturated model assuming direct as well as indirect relationships between all variables
included in the analysis, (b) a direct model, assuming only direct relationships between
career adaptability and reemployment outcomes while assuming no links with job
search strategies, (c) an indirect model, assuming only indirect relationships between
career adaptability and reemployment outcomes via job search strategies, (d) the
proposed model (see Figure 5.2), which is a more parsimonious version of the indirect
model and (e) the final model, which represents the proposed model adjusted for two
additional direct paths that turned out to be relevant in the prior models (see Figure 5.3),
thus following the recommendations of Mathieu and Taylor (2006). Finally, we tested
for the stability of the final model when including the different control variables and job
search intensity (f). Table 5.3 summarizes the results of the SEM-analyses for the
competing models.
Saturated model. The saturated model (Table 5.3; Model a) provided an
acceptable fit to the data. The model showed two non-hypothesized direct effects of
career-related decision-making and career confidence on reemployment quality.
Direct model. The direct model (Table 5.3; Model b) exhibited very poor fit
indices and differed significantly from the saturated model, which indicates the
relevance of the indirect links via job search strategies (Mathieu & Taylor, 2006).
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Indirect model. The indirect model (Table 5.3; Model c) provided an acceptable
fit to the data, even though the fit indices were significantly lower than the fit indices of
the saturated model. This indicates that one or more of the paths included in the
saturated model but not in the indirect model –the career adaptability components– had
a direct effect on reemployment outcomes several months later. In line with the
hypotheses, this model showed several significant relationships between different facets
of career adaptability and the job search strategies, and between the job search
strategies and reemployment outcomes. Yet, the analysis revealed no significant paths
that had not been suggested in our proposed model. Together, both the direct model and
the indirect model suggest that job search strategies might play an important role in
indirectly linking career adaptability and reemployment outcomes (Mathieu & Taylor,
2006).
Career Adaptability

Job Search Strategies

Reemployment
Outcomes

Decision
Making
Haphazard
Strategy

Needssupplies fit

Reemployment
Quality

Planning
Focused
Strategy

Job
satisfaction
Turnover
Intentions

Number of
Job Offers

Exploration
Exploratory
Strategy
Confidence

Figure 5.2. Proposed Structural Model. Solid lines indicate hypothesized positive
relationships. Dashed lines indicate hypothesized negative relationships.

Proposed model. The proposed model (Table 5.3; Model d) provided a good fit
to the data and supported most of the proposed links. Yet, the model still fit significantly
worse than the saturated model. This finding shows that both indirect effects and direct

140

CHAPTER 5
______________________________________________________________________________________________________
effects between career adaptability and reemployment outcomes play an important role
(Mathieu & Taylor, 2006). As a result, we included those two direct paths in our final
model that had been significant in the saturated model, namely the effects of careerrelated decision-making and career confidence on reemployment quality.
Final model. Our final model (Table 5.3; Model e) yielded an excellent fit to the
data, better than the proposed model and no different from the saturated model. In line
with Hypotheses 1a and 1b, career planning showed a positive link to the use of a
focused strategy and a negative link to the use of a haphazard strategy. In line with
Hypothesis 2b, decision-making was negatively linked to the use of a haphazard strategy.
Yet, after adding the non-proposed direct path, decision-making directly fostered
reemployment quality at Time 2 instead of showing a positive impact on the use of a
focused strategy (Hypothesis 2a). Supporting Hypotheses 3a and 3b, career exploration
showed a positive impact on the use of an exploratory strategy and a negative impact on
the use of a focused strategy. Finally, career confidence fostered the use of an
exploratory strategy, thus supporting Hypothesis 4, but also showed a non-proposed
direct positive impact on reemployment quality eight months later. Hypotheses 5a to 5c
had proposed relationships between the job search strategies and reemployment
outcomes. Results revealed that the more exploratory job seekers searched for a new job,
the more offers they received, supporting part of Hypothesis 5a. At the same time, the
use of an exploratory job search strategy predicted the quality of reemployment, but not
in the proposed positive direction. Instead, the more exploratory job seekers sought for
their new job, the lower the quality of their new job was. Little support was found for
Hypothesis 5b; a focused job search strategy did not reduce but increased the number of
job-offers and showed no link to reemployment quality. Results disconfirmed
Hypothesis 5c; a haphazard job search strategy showed no links to any of our
reemployment outcomes. In total, 43% of the variance in reemployment quality was
explained by the use of an exploratory job search strategy, career decision-making and
career confidence eight months earlier. The use of a focused and an exploratory strategy
explained 15% of the variance in the number of job-offers (see Figure 5.3).
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Figure 5.3. Final Model. Solid lines indicate significant positive relationships. Dashed lines
indicate significant negative relationships.

Indirect effects. In sum, these results suggest that job search strategies function
as a connecting link between career adaptability on the one side and reemployment
outcomes on the other side. To test whether the data supported the indirect effects, we
calculated Sobel tests on each indirect effect. The –unstandardized– weight of an indirect
effect is in this case defined as the product of the path from career adaptability to job
search strategy and the path from job search strategy to reemployment outcomes
(Preacher & Hayes, 2004). In particular, the data supported an indirect effect of the use
of an exploratory strategy in linking career exploration with the number of job-offers (b
= .57; SEb = .22; Sobel = 2.69, p = .00) and with reemployment quality (b = -.16; SEb = .05;
Sobel = 3.21, p = .00), as well as in linking career confidence with the number of joboffers (b = .47; SEb = .23; Sobel = 2.15, p = .03) and with reemployment quality (b = -.13;
SEb = .06; Sobel = 2.21, p = .03). As for the use of a focused strategy, the data supported
indirect effects of using a focused strategy in linking career exploration (b = .41; SEb
= .18; Sobel = 2.29, p = .03) and career planning (b = .31; SEb = .20; Sobel = 1.71, p = .09)
with the number of job-offers, although the latter effect was only marginally significant.
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Control variables and job search intensity. To test whether the significant
relationships in our proposed model would hold when controlling for demographic
variables, financial hardship, labor market demand and social support, we allowed these
control variables to covary with each component of career adaptability and to have a
link to each job search strategy and the reemployment outcomes (Table 5.3; Model f).
The regression weights of the relationships reported in the final model did not change
and the model still provided an excellent fit to the data. The same stability of results was
found when we allowed job search intensity to covary with the variables in the final
model. Also, job search intensity showed no meaningful relationships with the
dimensions of career adaptability, except for a significant link with career exploration,
and did not add to the prediction of either of the two reemployment outcomes. This
finding supports the idea that the primary effects on reemployment outcomes are due to
how people search for a job instead of how hard they search. The findings furthermore
imply that, even when controlling for variables known to have an impact on
reemployment success (cf. Wanberg et al., 2002), the effects of career adaptability and
job search strategies on reemployment remain prominent.

Discussion
Past research on the predictors of finding reemployment has predominantly
focused on job search intensity and reemployment status. These studies showed that job
search intensity predicted whether people would find a job, but showed that job search
intensity had little effect on the quality of reemployment (Wanberg et al., 2002). The
current study assumed that the quality of reemployment would be better predicted by
the strategies that people use during their job search than solely by the intensity with
which people search (Crossley et al., 2007). This was confirmed by our finding that job
search intensity did not show any incremental validity in predicting reemployment
quality, while job search strategies did.
Additionally, the current study responded to the lack of understanding about the
determinants of job search strategies. For this purpose, we integrated the classification
of job search strategies proposed by Stevens and Turban (2001) with the concept of
career adaptability. Career adaptability has been proposed to be particularly
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relevant during career transitions such as unemployment (Savickas, 2002) and has
previously been found to predict reemployment quality (Zikic & Klehe, 2006). Since
career adaptability comprises the mental strategies to cope with career transitions such
as seeking reemployment (Savickas, 2005), we proposed that career adaptability would
enable and foster different job search strategies.
Results showed that career adaptability served well as an indicator of job
seekers’ preparation and mental readiness to engage in different job search strategies.
Job seekers primarily employed an exploratory job search strategy when they were both
curious to seek new career opportunities and confident that they were able to achieve
their career goals. Seekers primarily used a focused strategy when they had a clear
career plan in mind, but at the same time were less curious to learn about their
alternative career possibilities. This shows that the use of a focused strategy can be the
result of both planful behavior and of following a narrow and securely-looking path.
Finally, results indicated that seekers used a haphazard strategy when they did not have
a clear career plan in mind and were undecided about what kind of career to pursue.
Concerning the consequences of job search strategies, our results showed that an
exploratory and a focused job search strategy contributed to the number of job-offers
people received. This corroborates earlier findings of Crossley and Highhouse (2005).
Arguably, a broad, exploratory job search leads to more job-offers since people using
this strategy generally apply for more jobs and sustain searching for a long time.
Although not hypothesized, it is also arguable that a focused job search fosters more joboffers – though fewer applications. People using this strategy only apply for jobs for
which they are highly motivated and suited, enhancing their chances on being invited for
an interview and receiving an offer.
In contrast to our assumptions, the use of an exploratory strategy was associated
with a decrease in job seekers’ reemployment quality a few months later. Two possible
reasons may explain this finding. From a conceptual standpoint, the use of an
exploratory strategy may lead people to apply widely for different types of jobs that may
not always suit their respective needs and offer a truly satisfying experience.
Additionally, such effect may well be amplified by the reemployment situation of our
participants. In our context of reemployment, people may feel some pressure from the
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reemployment agency to accept job-offers. When using an exploratory job search
strategy, the gap between the job they then accept and their preferred job opportunities
might increase, resulting in a lower perceived reemployment quality. In other words, the
specific reemployment context and the encouragement to accept a job-offer may explain
the negative effect of an exploratory job search strategy on reemployment quality. It
would be interesting to examine whether our results generalize to situations in which
job seekers have more freedom to choose (e.g., career starters).
The indirect model had revealed the expected negative link between the use of a
haphazard strategy and reemployment quality, but this link disappeared when the nonhypothesized direct link between decision-making and reemployment quality was
added to our model. Hence, the negative effect of the use of a haphazard strategy on
reemployment quality can be attributed to a lack of career-related decidedness: the use
of a haphazard strategy is more a symptom than the source of poor reemployment
quality. Both low reemployment quality and the use of a haphazard strategy are thus a
function of low career decision-making.
Last but not least, we found several indirect effects of career planning,
exploration and confidence via the use of exploratory and focused job search strategies
on reemployment outcomes. These indirect effects confirm our overall idea of career
adaptability playing a preparatory role in the job search process. This idea is further
supported by Skorikov’s (2007) finding that most of the dimensions of career
adaptability represent a latent construct of career preparation. The use of a particular
job search strategy is thus mainly a function of job seekers’ preparation and mental
readiness to seek reemployment. In addition, we found direct effects of decision-making
and confidence on reemployment quality, implying that job seekers who know what
they want in their future career and are confident about their opportunities in the job
search process have a higher chance on finding a qualitatively good job, irrespective of
how they actually search for it.
Implications
Our results indicate that both career-related decision-making and career
confidence are important for finding high-quality reemployment and that the use of an
exploratory job search strategy should be avoided when searching for a suitable job, at
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least when people feel pressured to accept job-offers. Keeping this in mind, the current
results bear a number of implications. First, the study gives witness to the relevance of
career adaptability during unemployment among a heterogeneous sample of individuals.
Earlier studies on career adaptability have mainly focused on earlier life-transitions (e.g.
Flum & Blustein, 2000) and higher educated professionals (e.g. Zikic & Klehe, 2006). Our
study underlines that career adaptability is relevant among all sorts of job seekers,
including the poorly educated or long-term unemployed.
Second, the results show that job search strategies and even reemployment
outcomes can be influenced through addressing job seekers’ career adaptability.
Counselors may particularly address job seekers’ planning and exploration when the
goal is to increase the number of job-offers that job seekers receive, and job seekers’
decision-making and confidence when the goal is to enhance their chances on finding
satisfying, long-lasting reemployment. As an example, counselors may oftentimes find
job seekers using a haphazard job search strategy, a strategy that is usually perceived as
suboptimal. Yet, instead of simply advising seekers to use a more active exploratory or
focused strategy, our current results suggest that a haphazard strategy is oftentimes the
result of poor career-related decision-making. Consequently, rather than focusing on the
job search strategy itself, counselors may attempt to help job seekers to clarify their
career options and goals and thus develop more career-related decidedness.
Third, guiding job seekers to use a focused or exploratory strategy when
searching for a job can foster the number of job-offers they receive and thus enhance
their chance on reemployment. When the goal is to find high-quality reemployment, the
use of an exploratory strategy should be avoided among a sample of reemployment
candidates equal to our sample. Our data suggest that the use of an exploratory strategy
may cause disappointment in the job that people are encouraged to accept and therefore
lower the quality of reemployment. Conceptually speaking, the use of a focused search
strategy may foster successful reemployment in this case and might therefore be
preferable to the use of an exploratory strategy.
Limitations and directions for future research
Like most studies in this line of research, this study relied on self-report
measures. Common method variance might have inflated the relationships found
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between the measured variables (cf. Podsakoff et al., 2003). However, we do not believe
this to have been a major issue in the current case because the correlations among our
same-source variables varied widely and were generally modest, which shows that it is
doubtful that common method variance inflated the correlations (Spector, 2006).
Additionally, the most significant findings of our study, the prediction of reemployment
quality, were obtained over a time-period of eight months, which is a sufficient time
span to exclude memory or consistency-effects that might otherwise threaten the
internal validity of the findings.
Finally, as Crossley and Highhouse (2005) noted, the use of job search strategies
may have a more dynamic nature than the current study assumes. Individuals may for
example start out with a predominantly exploratory job search strategy and grow less
exploratory and more focused in their search after gaining more insight in their career
goals, or start out with a focused strategy and turn more exploratory after numerous
rejections. At the same time, the taxonomy of three job search strategies might have to
be extended in order to improve the prediction of reemployment outcomes. For example,
an exploratory strategy may be top-down in nature in that people start their search
narrow (but without specific employment goals) and explore their possibilities during
the job search process, or may alternatively be bottom-up in which case people start
their search broadly and then narrow their options down by exploring their actual
possibilities. Another possible search strategy might be a ‘fake’ strategy with which
people apply for jobs while their goal might not be to find reemployment but to keep
their unemployment benefits. Such a strategy might especially arise in a legal context in
which people are obliged to apply for jobs even though they may actually lack
motivation to find reemployment. In other words, challenges for future research lie in
further studying the dynamic, motivational and self-regulatory process behind the use of
job search strategies.
Conclusion
In general, the job search process can be divided into two dimensions of
searching: intensity (searching hard) and strategy (searching smart). The current study
shows that job search strategies serve well as a predictor of successful reemployment
and can explain more variance in reemployment quality than the much studied job
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search intensity. Results supported the role of job seekers’ career adaptability as an
important preparatory mechanism in the job search process, influencing both one’s job
search strategy and reemployment quality. The four dimensions planning, decisionmaking, exploration and confidence are all either directly related to reemployment
outcomes or indirectly related to reemployment outcomes via the use of specific job
search strategies.
The current study has also shown the consequences of using a specific job search
strategy. An exploratory strategy decreased reemployment quality, while a focused and
exploratory strategy increased the number of job-offers. A haphazard strategy did not
show any links to either of these reemployment outcomes, but conceptually remains an
inaccurate strategy to enhance the chances on successful reemployment. In sum, our
study shows that old wisdom applies in the job search process of finding reemployment,
because -as they say- “well prepared is half done”.
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CHAPTER SIX
TRAINING CAREER ADAPTABILITY TO FACILITATE A SUCCESSFUL
SCHOOL-TO-WORK TRANSITION

This chapter is based on Koen, J., Klehe, U.C. & Van Vianen, A.E.M. (2012). Training Career Adaptability to
Facilitate a Successful School-to-Work Transition. Journal of Vocational Behavior, 81, 395-408.
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The transition from school to work is an important phase for graduates. Leaving
student life behind and beginning a new life as a full-time employee requires important
career-related decisions that can determine graduates’ future career success (cf. Saks, in
press). Unfortunately, with little prior work experience or professional networks,
graduates often have difficulties finding suitable employment when entering the labor
market. Particularly during economically hard times, these newcomers to the labor
market are among the first to suffer. Since the onset of the current economic crisis, the
unemployment rate among newcomers is about twice as high as it is among regular job
seekers (BLS, 2011; Eurostat, 2012d) and it can take twice as long for newcomers to find
a job than in economically better times (ILO, 2011). Moreover, newcomers graduating in
bad economies are more likely to experience a job mismatch and to suffer from
underemployment than those who graduate in a better economy (Kahn, 2010).
Although one would expect a job of low quality to be better than no job at all, the
negative consequences of underemployment are rather similar to those of
unemployment in terms of lower well-being, lower life satisfaction and more physical
and psychological strain (e.g. Feldman, 1996; Kinicki et al., 2000; McKee-Ryan & Harvey,
2011). Even more so, poor job quality impairs career satisfaction, career-enhancing
behaviors and career prospects(cf. McKee-Ryan & Harvey, 2011). Finding high-quality
employment is particularly important during the school-to-work transition, as one’s first
job can determine future vocational outcomes and career success (Ng & Feldman, 2007;
Richards, 1984a; Richards, 1984b). When graduates fail to successfully move from
school to work, it can harm themselves, the organization they end up in, as well as
society overall in terms of costs and problems related to unemployment (Morrison,
2002). It is thus essential for graduates during the pursuit of their first employment to
be able to prevent such mismatches, low-quality jobs and wretched career starts.
One way of enhancing a successful school-to-work transition is by means of
proper career preparation, since a better preparation can help individuals to
successfully seek and find employment, enhancing career outcomes (e.g. Creed &
Hughes, in press; Hirschi et al., 2011; Jepsen & Dickson, 2003; Koivisto et al., 2011; Saks
& Ashforth, 2002). However, the reality of a bad economy can interfere with graduates’
success in preparing to enter the labor market: graduates may easily become
discouraged in the pursuit of their career goals (ILO, 2011), forestalling the acquisition
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of essential career development skills needed to ensure career success in a world of
work characterized by rapid and unpredictable changes (Savickas, 1997; Sung, Turner, &
Kaewchinda, in press). Given these threats to a successful start of one’s career, it would
be helpful to provide newcomers with the necessary resources to cope with the
transition from school to work in order to prevent underemployment, prolonged
unemployment and negative consequences for their further careers. These resources, or
the readiness to take advantage of opportunities and deal with transitions, barriers and
setbacks, are reflected in career adaptability (Hall, 2004; Savickas & Porfeli, 2012).
Career adaptability, defined as the “readiness to cope with the predictable tasks
of preparing for and participating in the work role and with the unpredictable
adjustments prompted by the changes in work and work conditions” (Savickas, 1997, p.
254), is a central construct in career preparation (Skorikov, 2007). It comprises four
psychosocial resources or transactional competencies (Savickas & Porfeli, 2012):
looking ahead to one's future (concern), knowing what career to pursue (control),
looking around at options (curiosity), and having the self-efficacy to undertake activities
needed to achieve career goals (confidence). Career adaptability resources “shape
adaptive strategies and actions aimed at achieving adaptation goals” and thus help
people to manage career transitions (Savickas, 2005). Central to these four resources is
that they are viewed as competencies that can be gained (Savickas & Porfeli, 2012).
Hence, career adaptability resources are expected to be malleable rather than fixed.
Engaging in adaptive behaviors before career transitions can serve as a
preparation that fosters job seekers’ subsequent employment quality (Koen et al., 2010)
and career success (Hirschi, 2010). In the face of unemployment, perceiving a sense of
competence, examining one’s career options and planning one’s career increases the
odds of finding suitable employment (Zikic & Klehe, 2006). Research on career
adaptability has repeatedly shown that adolescents higher in career adaptability are
more successful in mastering vocational transitions (Creed et al., 2003; Germeijs &
Verschueren, 2007; Patton et al., 2002), have a lower chance of prolonged
unemployment (Fouad, 2007), and make better career-related choices (Hirschi et al.,
2011).
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In sum, career adaptability can enhance the chance on finding a suitable job,
thereby enhancing career success and even well-being (Hartung & Taber, 2008; Hirschi,
2010; Skorikov, 2007). Promoting career adaptability may thus help university
graduates to find a suitable job, even during times of high economic uncertainty. To date,
however, no research has examined whether career adaptability resources can actually
be promoted. That is, no research has successfully developed an intervention to promote
career adaptability nor investigated its impact in the long run, despite an often
expressed call in careers research that ‘researchers should investigate the impact of an
intervention designed to improve people’s adaptability’ (Verbruggen & Sels, 2008, p.
326), that ‘career workshops should include components that focus on career planning
and development (e.g. career exploration, career planning)’ (Saks, in press) and that
‘more attention should be devoted to long-term changes occurring after such
intervention’ (Savickas et al., 2009, p. 248). The absence of a successful career
adaptability intervention has even lead career scholars to question whether career
adaptability is indeed, as theorized (e.g., Savickas, 1997; 2005), a dynamic and learnable
construct rather than a fairly stable or even innate personality trait (e.g. Chan, 2000;
Griffin & Hesketh, 2003; Verbruggen & Sels, 2008). In this study, we therefore developed
a training aimed at enhancing career adaptability resources to assist university
graduates in their search for suitable employment during the transition from school to
work. By doing so, we do not only aim to create a theory-driven training that contributes
to graduates’ career adaptability and later employment quality, but we also aim to
answer the question as to whether career adaptability is, indeed, a malleable construct.
Career Adaptability
Career adaptability is a psychosocial construct that denotes the resources
individuals need to successfully manage current and anticipated career transitions
(Savickas, 1997; Savickas, 2005). These resources function as self-regulation strategies
that enable individuals to broaden, refine and eventually implement their self-concepts
in occupational roles, thereby creating their work lives and building their careers. The
career adaptability resources comprise four dimensions: concern, control, curiosity and
confidence (Savickas, 2005).
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Career Concern. The first resource of career adaptability is career concern,
which helps people to look ahead and prepare for the future. The awareness of one’s
future career prompts people to think about their vocational past, future options and
preferences concerning their careers (Fouad & Bynner, 2008). Central to career concern
is career planning, which, among other things, induces the ability to link present
activities to the desired future (Savickas, 2005).
Career Control. The second resource of career adaptability, career control,
enables people to take control over their future by being responsible and conscientious
in making career-related decisions. The belief that one can have control over one’s
career helps to become more decisive when it comes to career related choices (Hartung,
Porfeli, & Vondracek, 2008). Consequently, career control is expressed in decisiveness
and competence in decision-making, which in turn prompt career curiosity about
possible selves and alternative futures.
Career Curiosity. The third resource of career adaptability comprises exploring
one’s opportunities and thinking about the fit between the self and different
environments, vocational roles and future scenarios. Career curiosity is expressed in
exploring one’s own knowledge, skills and abilities, clarifying one’s values, wielding
different information seeking strategies, discussing extrinsic versus intrinsic rewards of
alternative options and interpreting occupational information. As such, career curiosity
arguably helps people form a realistic image of themselves and their career options. This
knowledge facilitates subsequent choices that match the self to occupational situations
(Savickas, 2005).
Career Confidence. The fourth resource of career adaptability is career
confidence, people’s perceived ability to solve problems and to overcome obstacles in
order to pursue their career aspirations. People with high career confidence are less
likely to shy away from difficult career-related situations but are more likely to engage
in active problem solving. According to Savickas (2005), skill in career related problem
solving leads directly to engaging and mastering vocational tasks and occupational
transitions.
The degree of someone’s career adaptability does not only depend on the
possession of each of the four resources, but much more on the ability to use each of
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these resources and to engage in each associated activity. Thus, in order to increase
one’s career adaptability resources, one may focus on increasing one’s ability to plan, to
make decisions, to explore and to solve problems (Hartung et al., 2008; Savickas,
Briddick, & Watkins, 2002; Savickas, 2005).
Increasing Career Adaptability
Ever since Parsons introduced vocational guidance and true reasoning (i.e.
decision making based on matching personal traits with job factors, cf. Parsons, 1909),
career interventions aimed “to enhance a person’s career development or to enable that
person to make more effective career decisions” (Spokane, 1991, p.22). This has,
however, mainly been attempted through repeated counseling sessions or assessments
and reflection (e.g., the vocational preference inventory, the career beliefs inventory, the
career maturity inventory, the career style interview, cf. Herr, 2001). Such career
interventions may not always suffice for acquiring and utilizing the resources necessary
for career success. Additionally, it is questionable whether career interventions from
over a decade ago are applicable in today’s society. Since then, the world of work has
markedly changed, which challenges research and practice to find new paradigms and
scientific bases for successful career interventions (Herr, 2001). The construct of career
adaptability as depicted by Savickas (2005; Savickas & Porfeli, 2012) seems to provide a
fruitful scientific base in the dynamic world of work, as it enables people to adapt to
changing career-related circumstances.
To date, however, research on increasing career adaptability through training is
rare, and it remains unclear whether interventions aimed at providing career
adaptability resources will translate into higher career adaptability and subsequent
employment quality. According to Savickas et al. (2009), studying the actual
effectiveness of interventions designed for enhancing people’s planning, decision
making, exploration and problem solving is particularly important for a successful
development of future career adaptability interventions. Yet, to the best of our
knowledge, no previous studies have attempted to test these combined interventions in
practice.
In this study, we therefore developed a theory-driven training aimed at
increasing the inclusive construct of career adaptability. We based the content of the
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training on Savickas’ (2005) recommendation to incorporate exercises to acquire and
utilize each career adaptability resource by planning, decision-making, exploration and
problem solving. Additionally, we based the structure of the training on Brown and Ryan
Krane’s (2000; Brown et al., 2003) recommendation to include critical ingredients that
improve the effectiveness of career intervention, such as the use of a written plan to
organize training content, individualized interpretations of the training material, and insession information on the world of work (see Methods for further details). The training
developed for this study is unique in that it aims to provide participants with career
adaptability resources by which they can effectively cope with the school-to-work
transition, adapt to career related circumstances, and find high quality employment.
Additionally, this training is the first to incorporate all career adaptability resources into
one training, as has been suggested but not empirically tested in the past.
We conducted a field quasi-experiment among recent university graduates,
examining their training related changes in career adaptability, as well as whether these
changes remained stable over a period of six months. The latter is important as longterm effects have been largely overlooked in research designs assessing career
interventions –although numerous authors have emphasized the importance of longterm impacts of career interventions (Heppner & Heppner, 2003; Perdrix, Stauffer,
Masdonati, Massoudi, & Rossier, 2012). To summarize, because of the concept-driven
design of the training we expect that:
Hypothesis 1. Compared to a control group, the training group will show an
increase in career adaptability (in terms of career concern, control, curiosity and
confidence), immediately after the training and six months later.

Career Adaptability and Employment Quality
Conceptually, career adaptability should lead to higher quality employment.
Employment quality has been equated by Saks and Ashforth (2002) with a good match
between the person, the job, and the organization. Engaging in career adaptability
activities such as planning, decision-making and exploration should facilitate the match
between the self and the vocational environment and should thus lead to a higher
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employment quality, because it provides individuals with knowledge about their future
possibilities, preferences, occupational choices and career goals (Savickas, 2005). In
other words, given that engaging in career adaptability activities facilitates the match
between the self and the vocational environment (Savickas, 2005) and that this match
determines employment quality (Savickas, 1997; Super, 1990), career adaptability
should foster employment quality.
Although empirical research on the role of career adaptability in predicting
employment quality is limited, the few studies that have investigated this link support
the notion that engaging in career adaptability can indeed improve subsequent
employment quality. For example, past research has found that career planning fosters a
successful and satisfying career (cf. Morrison & Hall, 2002). Additionally, Zikic and Klehe
(2006) showed that engaging in career planning and exploration positively predicted
reemployment quality and concluded that career adaptability plays a key role in
building successful careers. Likewise, Koen et al. (2010) found that career adaptability
was positively related to reemployment quality several months later and concluded that
career adaptability can serve as an important preparatory mechanism in the
reemployment process. Thus, university graduates’ engagement in activities that
enhance career adaptability will lead to higher quality employment as well. Considering
that the training indeed enhances people’s career adaptability, we expect that the career
adaptability training contributes to the quality of the job graduates find. In sum, we
propose that:
Hypothesis 2. Compared to a control group, the training group will show higher
employment quality six months later.

Methods
Design and Procedure
A three-wave longitudinal field quasi-experiment allowed us to compare the
accomplishments of university graduates who received the career adaptability training
(i.e. the training group) to graduates who did not receive the training (i.e. the control
group). The sample consisted of students with a Bachelor’s degree who were about to
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graduate or who had just graduated with a Master’s degree from one of the largest
universities in the Netherlands. Students received an invitation by e-mail via the
university’s career center from a renowned recruitment agency specialized in the
recruitment and selection of university graduates. The training was introduced as a free
job search preparation workshop at the recruitment agency’s headquarters that
additionally offered participants the chance to be selected for the agency’s database of
graduates. Although all training participants were included in the agency’s database by
default, none of them received further assistance in securing employment during the
study. Participants could voice their interest in the training and subsequently had the
possibility to sign up for one of three pre-selected dates. The training group was formed
from participants who had voiced interest in the training and could attend the training
on the selected dates. The control group was formed from participants who had voiced
interest but could not attend the training on the selected dates and from comparable
university students who were approached by e-mail solely to take part in a survey
without the possibility to attend the training. Although assignments were not completely
random, the training group and control group showed no differences in any of the
variables assessed at Time 1. To check whether participants in the control group did not
attend any other job search or career-related training that might have influenced our
outcome measures of employment quality at Time 3, a question was used in the followup measurement that asked whether they had attended any training in the past six
months. Three participants answered this question with ‘yes’ and were excluded from
further analyses.
For both the training group and the control group, online questionnaires were
used to assess demographics and participants’ level of career adaptability one week
before the training (Time 1), participants’ level of career adaptability three days after
the training (Time 2) and participants’ level of career adaptability, their employment
status and employment quality six months later (Time 3). Online questionnaires were
distributed by email under the pretense of a simultaneous but unrelated study on the
transition from school to work to assure that none of the participants were aware of the
fact that the training itself was tested for scientific purposes.
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Participants
A total of 93 participants took part in the study, from which 49.5% (n = 46)
formed the training group and 50.5% (n = 47) formed the control group. All participants
completed the pre-training measurement (Time 1) and the post-training measurement
(Time 2), and 60.22% (n = 56) also completed the follow-up measurement six months
later (Time 3). Among these, 57.14% (n = 32) were participants from the training group
and 42.86% (n = 24) were participants from the control group. The sample of
participants that had completed all three questionnaires consisted of 28 men (50%) and
28 women (50%) with an average age of 26.47 (SD = 2.12) years. Participants’ study
specialization was diverse with 25 different master programs represented.
Training
The structure and process of the training was based on the theoretical work by
Brown and Ryan Krane regarding critical ingredients for effective career interventions
(2000; Brown et al., 2003) and the content of the training was based on suggestions for
career adaptability interventions (Hartung et al., 2008; Savickas, 2002; Savickas, 2005;
Savickas et al., 2009).
Structure and process. The 1-day training, offered to up to 15 participants at a
time with a total duration of 8.5 hours, was given by two experienced trainers from the
recruitment agency who knew about the training’s purpose (enhance participants’
career adaptability) but who were left blind to the research questions regarding the
malleability of career adaptability and its impact on employment quality. The trainers
followed a detailed step-by-step instruction manual to ensure maximal training integrity
(see Table 6.1 for an overview of the training). The training followed a fixed structure
and started with an introduction in which the trainers, participants and the training
itself were introduced. In this introduction, the relevance of preparation at the start of
one’s career was stressed and participants were asked to reflect upon their current state
of career preparation. Communicating the relevance and utility of a training early in the
training design is important, since the perceived usefulness of training is one of the most
important predictors of learning and thus of training effectiveness (Aguinis & Kraiger,
2009; Mathieu & Martineau, 1997). The introduction was followed by four sections of 12 hours each in which each dimension of career adaptability was addressed with one or
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more exercises. At the closing session of the training, participants were guided to jointly
discuss and solve anticipated problems concerning the next steps in their career
preparation, after which the content of the whole training was reviewed. Thus, the
training’s closing session was especially designed to encourage participants to
understand the causes of (potential) problems and mistakes, learn from these mistakes
and come up with strategies to overcome them in the future. Engaging in such reflection
facilitates transfer of training to future situations (Aguinis & Kraiger, 2009). In other
words, this approach to prepare participants for overcoming career-related obstacles
should help to enhance their career adaptability in a more sustainable way.
Sections. The training consisted of four sections (see Table 6.1) that
consecutively targeted participants’ knowledge of the self (section 1; exercises 1 and 2),
knowledge of the occupational environment (section 2; exercises 3 and 4), and
implementation of the self-concept into the occupational environment both on a general
level (section 3; exercise 5) and a concrete level (section 4; exercise 6). Essentially, the
order of these sections was designed to enhance participants’ career adaptability by
providing them with the resources needed to successfully manage their upcoming
career transition from university to employment. In the first section, the focus mainly
lay on career curiosity to give participants fundamental knowledge of their own values,
given the fact that being driven by one’s own values provides the best guidance in
achieving psychological success in one’s career (Hall, 2004). The second section was
designed to enable participants to broaden and refine their self-concept, whereas the
third and last section were designed to stimulate participants to implement their selfconcepts in occupational roles by first focusing on a more general future plan (concern)
and then deciding upon the most pressing and relevant steps to follow up on that plan
(control).
Although the training design contained some overlap in the dimensions of career
adaptability between sections, sections 1 and 2 were mainly aimed at enhancing the
associated activities of career curiosity (exploring possible selves and career options),
whereas sections 3 and 4 were mainly aimed at enhancing the associated activities of
career concern (planning how to pursue those future options) and career control
(increasing control over the future by deciding what options to pursue and when to do
it). Career confidence (strengthening the confidence to pursue those options) was not
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Welcome
Personal reflection
1. Card sort procedure
2. Interview of KSA's
3. Visualization

Introduction

Section 1
knowing the self

Section 2
knowing the environment

5. Arrows
6. Implementation-intention planning
Discuss action plan problems
Evaluation

Section 3
implementation - general

Section 4
implementation - concrete

Closing

4. Information gathering strategies

Exercise

Section

Table 6.1. Contents of Training

Confidence

Concern
Control

Concern
Control

Curiosity
Control
Curiosity
Concern

Curiosity
Curiosity
Confidence

Dimension

Problem solving: overcome possible obstacles

Planning: concrete actions and goals
Decision-making: decide upon action and goals

Planning: short- & long-term career goals
Decision-making: career options

Exploration (self & environment): career interests and options
Decision-making: career options
Exploration (environment): information-seeking strategies
Planning: future use of strategies

Exploration (self): personal values
Exploration (self): KSA's
Problem solving: job interview role play

Activity
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explicitly targeted in a separate exercise, but was incorporated in the training
throughout the different exercises via role modeling, anxiety reduction for careerrelated activities, success acknowledgement of personal and others’ career-related
experiences and discussing tactics to overcome possible obstacles (cf. Savickas, 2005).
Section exercises. Section 1 focused on participants ‘knowing themselves’ and
included two exercises. In exercise 1, participants explored their personal career-related
values with a card sort procedure (cf. Brown et al., 2003). By choosing and sorting a
maximum of 5 cards with career-related values on their relative importance,
participants could gain clarity concerning the values that are personally important for
them. Knowing these values is important in the process of knowing the self (Savickas,
2002), making career decisions (Judge & Bretz, 1992) and transitioning from school to
work (Fouad, Cotter, & Kantamneni, 2009). After writing down their chosen values on a
personal flap-over, exercise 2 asked participants to enact a job interview in dyads to
further explore the self by discussing each other’s knowledge, skills and abilities (Brown
et al., 2003). Questions to initiate the conversation were derived from prevailing job
interview questions, such as “which of your abilities do your friends think you can
improve and why?” and “name three skills that are most important to develop in the
light of your forthcoming occupational future”. Thus, this exercise was directed at
exploring the self, but also aimed to enhance participants’ career confidence by reducing
anxiety for career-related activities such as the job interview. The outcomes of the
interview (i.e. current KSA’s and KSA’s to develop) were written down on the personal
flap-over.
Section 2 of the training focused on participants ‘knowing the environment’ and
included two further exercises. Exercise 3 was to visualize an ideal working day in order
to explore career interests and to decide upon career options. Participants were
instructed to close their eyes and were guided through a working day from start to end
with instructions such as “imagine the building of your company – is it big, small,
modern, old, in the center or in a business park?”. Outcomes of the visualization were
noted down individually on the personal flap-over and then discussed with the group
(Brown & Ryan Krane, 2000; Reese & Miller, 2006). Exercise 4 was aimed at discussing
past and future information seeking strategies for occupational aspirations (Savickas,
2005), using information and best-practice examples from the trainers, as well as
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personal experiences and future plans from the participants.
Section 3 of the training focused on the implementing the outcomes of the earlier
training exercises into a general plan. To that purpose, exercise 5 involved making a
career plan using an arrow structure. Trainers first gave an example of their own career
planning when they started working, after which participants had to make a stepwise
planning of how their short-term career goals could lead to achieving their long-term
career goals (Whiston, Brecheisen, & Stephens, 2003). Participants were also stimulated
to incorporate the information from the previous exercises to kindle their decisionmaking process, and thus their career control.
Section 4 of the training focused on a more detailed implementation plan of the
earlier training exercises. Exercise 6 particularly aimed to enhance participants’ career
control by stimulating career-related decision-making and writing an implementationintention planning. To achieve this, a form was used on which participants had to
translate the outcomes of the previous exercises into concrete actions and goals
(Richman-Hirsch, 2001). They had to indicate, based on these outcomes, which actions
they would undertake after training to achieve their career goals.
Critical components. The five critical components for effective career
interventions as identified by Brown et al. (2000; 2003) were included in the training to
increase training effectiveness. The first critical ingredient is the use of workbooks and
written exercises that require participants to write their goals and future plans. This
component was ensured by the use of a personal flap-over on which participants had to
keep track of their personal outcomes in each exercise (section 1-4) and by a take-home
form on which participants had to write a specific plan about the next steps in their
career preparation with implementation intentions (section 4). The second critical
ingredient is the use of individualized interpretations and the opportunity to receive
personal feedback. Individualized interpretations were stimulated in each part of the
training, with a personal reflection on participants’ current state in their career
preparation (introduction), discussing past career accomplishments and skills (section
1), concretizing their own career expectations and discussing personal experiences with
information seeking strategies (section 2), and making a personal planning of future
career steps (section 3 and 4). Individualized feedback was provided by the trainers
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after each separate exercise and participants could ask questions and were offered
individual consultations for problematic outcomes during the day. The third critical
ingredient is the provision of opportunities to gather information on the world of work
and on specific career options, which was provided by the trainers with up-to-date
information on career trajectories (introduction) and with best-practice examples of
information seeking strategies (section 2). The fourth critical ingredient is exposure to
models who have successfully coped with similar career transitions, which were
incorporated in the presentation of the reemployment agency (introduction), but also in
real-life examples of successful information seeking strategies and trainers’ own career
planning (section 2 and 3). The fifth and last critical ingredient is attention to building
support for participants’ career choices and plans, which was especially stimulated by
visualizing career expectations (section 1) and supported by the trainers in making
written plans about future steps (section 3, 4).
Measures
Career adaptability. Measures of career adaptability were the same for the pretraining (Time 1), post-training (Time 2) and follow-up measurements (Time 3). For this
purpose, we mostly relied on the Dutch version (van Vianen, Klehe, Koen, & Dries, 2012)
of the CAAS-International Form 2.0 (Savickas & Porfeli, 2012). The CAAS has extensively
been validated in 13 different countries to develop an international measure of career
adaptability, such as France, Belgium, the Netherlands, Spain, Italy, Switzerland, Iceland,
Brazil, South Africa, China, Taiwan, Korea, and the US (cf. Savickas & Porfeli, 2012).
Participants rated how strongly they believed that they could successfully perform the
activities representing each dimension. Career concern consisted of items such as
“preparing for the future” and “thinking about what my future will be like” ȋȽT1 αǤͺǡȽT2 =
Ǥͺǡ ȽT3 = .89). Career control regarded items like “making decisions by myself” and
“taking responsibility for my actions” ȋȽT1 α Ǥͻǡ ȽT2 α Ǥͻǡ ȽT3 = .81). Career confidence
consisted of items such as “performing tasks efficiently” and “working up to my ability”
ȋȽT1 α Ǥǡ ȽT2 α Ǥͺ͵ǡ ȽT3 = .81). Since the CAAS-International Form 2.0 was still under
developmental at the time of this study, we additionally assessed each career
adaptability dimension with alternative scales. As the items from the CAAS used in the
current study to assess career curiosity were later adapted during the further
development of the CAAS (cf. Savickas & Porfeli, 2012), we chose to use the alternative
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career exploration scale of Stumpf, Colarelli and Hartman (1983). This scale asks
participants to answer to which degree they had engaged in activities such as
“investigated career possibilities” ȋȽT1 αǤͶǡȽT2 αǤͺͷǡȽT3 = .76).
All four dimensions were rated on a 7-point Likert-type scale ranging from 1 (=not
strong) to 7 (=strong). The principal components analyses with varimax-rotation that
were run on the career adaptability dimensions resulted in the expected four factor
structure for all three measurement points.
Employment status. We assessed employment status six months after the
training (Time 3) by asking participants whether they had found a job and whether they
were still employed in that job. Employment status was coded as 1 (=employed) when
participants indicated that they had found a fulltime job that they were currently
employed in and 0 (=unemployed) when participants had not found such a job.
Employment quality. According to Wanberg et al. (2002) and Vinokur and Schul
(2002), employment quality comprises job-, and organization- as well as career-related
aspects. In this study, we therefore used four different indicators of employment quality
among the participants who had found employment. The two most frequently studied
indicators of employment quality are job satisfaction and turnover intentions (Wanberg
et al., 2002), and thus we assessed job satisfaction with the well-established 5-item scale
ȋȽ α Ǥͺ͵Ȍ developed by Judge, Erez, Bono and Thoresen (2003; see also Judge et al.,
2008), which asks participants to rate items such as “Most days I love my job”, and
assessed turnover intentions with Colarelli's (1984) 3-item scale ȋȽαǤͺ͵Ȍwith items like
“I frequently think of quitting my job”, successfully used before by Saks and Ashforth
(2002), Zikic and Klehe (2006) and Koen et al. (2010) as an indicator of employment
quality. In order to assess the organizational aspect of employment quality, we assessed
person-organization fit (cf. Saks & Ashforth, 2002) with the 3-item scale ȋȽαǤͻȌcreated
by Cable and deRue (2002), containing items such as “My personal values match my
organization’s values and culture”. Finally, to address the career-related aspect, we
included subjective career success (Rothwell & Arnold, 2007) as an indicator of
employment quality, in line with our study’s focus on graduates’ imminent career
pursuit. Career success was measured with Rothwell and Arnold (2008)’s 8-item scale
ȋȽ α ǤͻͷȌ, which contains items such as “I am satisfied with the progress I have made
towards meeting my overall career goals”. For all scales of employment quality,
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participants were asked to rate the items on a 7-point Likert scale ranging from 1
(=strongly disagree) to 7 (=strongly agree).

Results
To assess whether the training group and control group would be comparable
before the onset of the training, we first checked whether these two groups differed with
respect to demographics and the four career adaptability constructs at Time 1 (pretraining). No differences were found between the training and control group for age
(F(1,53) = 1.15, p = .29Ȍȋɖ2 (1,56) = 1.82, p = .18), nor were there differences
found between the two groups on career concern (F(1,53) = .62, p = .43), career control
(F(1,53) = .14, p = .71), career curiosity (F(1,53) = .46, p = .50) and career confidence
(F(1,53) = .28, p = .60). Since the control group in the current study comprised two types
of participants (i.e. ‘non-attendees’: those who were not able to attend the training and
‘e-mail’: those who were approached by e-mail solely to participate in the survey), we
also checked whether these two sub-control groups differed in demographics and their
level of career adaptability at the pre-training measurement (Time 1). No differences
were found between the two sub-control groups for any of the variables, namely age
(F(1,21) = .00, p αǤͻͺȌǡȋɖ2 (1,24) = 1.09, p = .30), career concern (F(1,21) = 1.74,
p = .20), career control (F(1,21) = .01, p = .91), career curiosity (F(1,21) = 1.44, p = .24)
and career confidence (F(1,21) = .32, p = .58). Moreover, the proportion of participants
within the sub-control group ‘non-attendees’ that had found a job at the follow-up
measurement (Time 3) was not significantly different from the proportion of
participants within the sub-control group ‘e-ǯȋɖ2 (1,24) = .04, p = .85).
Effectiveness of the Training
The first hypothesis stated that, compared to the control group, the training
group will show an increase in career adaptability immediately after training and six
months later. Table 6.2 presents the means and standard deviations for each dimension
of career adaptability per group and Figures 6.1a-d show the graphic representations of
these means. The means and graphs give a first indication that the training group scored
higher on career concern, career control and career curiosity at the post-training
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measurement (Time 2) and at the follow-up measurement (Time 3) than at the pretraining measurement (Time 1). We tested the effect of the training on participants’
career adaptability via three sets of analyses. First, repeated measurement ANOVAs
tested the interaction condition × time and thus whether the development of the career
adaptability dimensions was significant and could be ascribed to the training. According
to Fitzmaurice, Laird and Ware (2004), repeated measures ANOVA is the appropriate
method to test whether groups differ in gains on average. Second, contrast analyses
tested whether the change over time in career adaptability was significant within each
group. Third, MANOVAs were used to test for group differences directly after training
and six months later.
Table 6.2 Values of the dimensions of career adaptability at pre-training, post-training and
follow-up measurement for the training group and the control group.
Dimension

Group

Career Concern

Training
Control
Training
Control
Training
Control
Training
Control

Career Control
Career Curiosity
Career Confidence

Pre-training (T1)
M
SD
4.69
.97
4.83
.83
5.42
.92
5.54
.66
4.81
.88
4.98
.79
5.50
.62
5.58
.66

Post-training (T2)
M
SD
5.17
.73
4.87
.69
5.61
.61
5.52
.84
5.27
1.22
4.90
.79
5.48
.63
5.58
.74

Follow-up (T3)
M
SD
5.09
1.09
4.75
.71
5.71
.70
5.09
1.02
5.04
.86
4.33
1.12
5.59
.66
5.56
.59

N training = 32, N control = 24

Repeated measures ANOVAs. Four repeated measures analyses of variance
(ANOVAs) were conducted to determine whether the development of each dimension of
career adaptability was significant and could be ascribed to the training, with the career
adaptability measures at each measurement point (pre-training, post-training and
follow-up) as the within-subjects variable and condition as the between-subjects
variable. Although the repeated measures ANOVA assumptions of normality and
homogeneity of variance were met, Mauchly’s test indicated that the assumption of
sphericity had been violated for career concern and career curiosity; therefore degrees
of freedom were corrected using Greenhouse-  ȋɂαǤͺͻ
ɂ α Ǥͺͺ  ȌǤ Results showed that the interaction condition × time was
significant for career concern (F(1.78, 92.63) = 3.10, p αǤͲͷǡɄp2 = .06; see Figure 6.1a),
career control (F(2, 104) = 5.53, p αǤͲͳǡɄp2 = .10 ; see Figure 6.1b) and career curiosity
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(F(1.6, 91.36) = 3.26, p αǤͲͷǡɄp2 = .06; see Figure 6.1c). In other words, results revealed
that the development of these three dimensions of career adaptability was significantly
different for the training group as compared to the control group. No effects emerged for
career confidence (see Figure 6.1d).
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Control group

5,30
5,10
4,90
4,70
4,50
Pre-training
(T1)

Post-training
(T2)

Follow-up
(T3)

Figure 6.1a. Graphic Representation of Career Concern at Pre-Training, Post-Training and
Follow-Up Measurement for the Training Group and the Control Group.
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Figure 6.1b. Graphic Representation of Career Control at Pre-Training, Post-Training and
Follow-Up Measurement for the Training Group and the Control Group.

169

TRAINING CAREER ADAPTABILITY
_____________________________________________________________________________________________________

5,30

Training group
Control group

5,10
4,90
4,70
4,50
4,30
Pre-training
(T1)

Post-training
(T2)

Follow-up
(T3)

Figure 6.1c. Graphic Representation of Career Curiosity at Pre-Training, Post-Training and
Follow-Up Measurement for the Training Group and the Control Group.
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Figure 6.1d. Graphic Representation of Career Confidence at Pre-Training, Post-Training
and Follow-Up Measurement for the Training Group and the Control Group.
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Contrast analyses. Next, contrast analyses were used to assess the differences in
development in more detail. Tests of within-subjects indicated that for career concern,
the overall effect of time was significant within the training group (F(2,62) = 6.10, p = .00
ǡ Ʉp2 = .17), but not within the control group. Further contrast analyses showed that
training participants’ career concern at the post-training measurement was significantly
higher than at the pre-training measurement (F(1,31) = 11.40, p α ǤͲͲǡ Ʉp2 = .27) and
remained significantly higher at the follow-up measurement (F(1,31) = 5.93, p αǤͲʹǡɄp2
= .16).
For career control, the overall effect of time was marginally significant both
within the training group (F(2,62) = 2.42, p αǤͲͻǡɄp2 = .07) and within the control group
(F(1.44, 30.29) = 3.39, p α ǤͲ ǡ Ʉp2 = .14). Contrast analyses subsequently showed a
significant increase within the training group in career control between the pre-training
and follow-up measurement (F(1,31) = 4.07, p α ǤͲͷǡ Ʉp2 = .12). The control group,
however, showed a significant decrease between the pre-training and follow-up
measurement (F(1,21) = 5.16, p αǤͲ͵ǡɄp2 = .20).
For career curiosity, the overall effect of time was significant for the control
group (F(2,42) = 5.27, p αǤͲͳǡɄp2 = .20), but not for the training group (F(1.60,49.53) =
1.73, p α Ǥͳͻǡ Ʉp2 = .05). Contrast analyses, however, revealed that participants in the
training group showed a significant increase in career curiosity between the pre- and
post-training measurement (F(1,31) = 5.79, p α ǤͲʹǡ Ʉp2 = .16), whereas participants in
the control group had significantly decreased between the pre-training measurement
and the follow-up measurement (F(1,21) = 7.50, p αǤͲͳǡɄp2 = .26).
MANOVAs. Results of the multivariate analyses of variance (MANOVAs) revealed
that the two groups showed no significant difference directly after the training (Time 2),
except for a marginally significant higher mean of career concern for the training group
(F(1,52) = 2.30, p = .07). However, the two groups did significantly differ at the followup measurement (Time 3) in career control (F(1,52) = 7.09, p = .01) and career curiosity
(F(1,52) = 6.92, p = .01), with the training group showing higher scores on both
dimensions.
To summarize, these results imply that the training group experienced an overall
increase in career concern, control and curiosity, whereas there was no increase (career
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concern) or even an overall decrease (career control and curiosity) within the control
group. Thus, the dimensions of career adaptability developed meaningfully differently
between the two groups: while the training group showed an increase on most
dimensions, the control group showed a decrease on the same dimensions. These
differences in development point out that the training might not have increased the
dimensions of adaptability as strongly as we had expected, but essentially helped to
buffer against a possible loss of career adaptability over time. At the same time, the
training group showed a higher career control and career curiosity than the control
group at the follow-up measurement six months after the training, implying that the
training did succeed in enhancing participant’s career control and career curiosity in a
more sustainable way. 5
Employment Status and Employment Quality
The second hypothesis stated that, compared to the control group, the training
group should show higher quality of employment (job satisfaction, turnover intentions,
person-organization fit and career success) six months after the training. First, a chisquare test of independence was performed to examine the relationship between the
training and finding a job. Although the percentage of participants that had found a job
at Time 3 was higher within the training group (56.2%) than within the control group
(45.8%; see Table 6.2Ȍǡ ȋɖ2 (1,56) = .60, p =
.44).
Second, we investigated the differences in employment quality between the
training group and the control group for those who had found employment with a
MANOVA, allowing us to look at all indicators of employment quality simultaneously.
Results showed that the overall effect of the training on employment quality was
significant (F(4,23) = 2.86, p αǤͲͶǡɄp2 = .33): employed participants who had taken part
in the training reported higher employment quality on all four measures than employed
participants who had not taken part in the training. More specifically, participants in the
Another analytical approach that would be appropriate for the three-wave research design in this study
is latent growth modeling (Rogosa, 1988). Results of latent growth modeling analyses (using structural
equation modeling in AMOS 19) are comparable to those of the repeated measures ANOVAs. The path
coefficients from training to slope were significant for career concern, control and curiosity, whereas the
path coefficients from training to intercept were non-significant, confirming that there were no
differences between the training and control group on the measures of career adaptability at Time 1. For
reasons of interpretation, we chose to use repeated measures ANOVAs over latent growth modeling.

5
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training group reported a higher job satisfaction (F(1,26) = 7.75, p α ǤͲͳǡ Ʉp2 = .23) ,
lower turnover intentions (F(1,26) = 6.06, p αǤͲʹǡɄp2 = .19), higher person-organization
fit (F(1,26) = 8.77, p αǤͲͳǡɄp2 = .25) and higher career success (F(1,26) = 7.80, p = .01,
Ʉp2 = .23) than those in the control group (see Table 6.3 for means and standard
deviations). In sum, these results show that the training contributed not only to an
increase in people’s career adaptability, but also to the quality of their employment.

Table 6.2 Employment Status for the Training Group and Control Group at the Follow-Up
Measurement (Time 3).

Employment Status
Employed
Unemployed
Training Group
Control Group

56.2%

43.8%

(n = 18)

(n = 14)

45.8%

54.2%

(n = 11)

(n = 13)

***p < .01, **p < .05

Table 6.3 Employment Quality for the Training Group and Control Group at the Follow-Up
Measurement (Time 3).

Training Group

Job Satisfaction
M
SD
F
6.07 .90 7.75***

Employment Quality
Turnover Intentions
P-O Fit
M
SD
F
M
SD
F
2.10 1.35 6.06**
5.90 1.14 8.77***

Career Success
M
SD
F
5.97 .83 7.80***

Control Group

4.95

3.51

4.87

1.23

1.69

4.65

1.03

1.25

***p < .01, **p < .05
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Discussion
Newcomers to the labor market who graduate during economic bad times are less
likely to find a suitable job than in economic better times, and are more likely to
experience job mismatching and to suffer from underemployment (ILO, 2011; Kahn,
2010). To prevent prolonged unemployment, underemployment and other negative
consequences for their further careers, this study took a first step to help university
graduates find a suitable job by providing them with the necessary ‘tools’ to cope with
the transition from school to work –as reflected in their career adaptability (Hall, 2004;
Savickas, 1997; Savickas, 2005). Given that career adaptability can enhance the chance
on finding a suitable job and career success (Hartung & Taber, 2008; Hirschi, 2010;
Skorikov, 2007), we developed a training aimed at enhancing career adaptability to
assist university graduates in their search for suitable employment.
The aim of the current study was twofold. Our first aim was to develop a theorydriven training that contributed to university graduates’ career adaptability, both
immediately and in the long run. By doing so, we answered to an often expressed call in
careers research that ‘researchers should investigate the impact of an intervention
designed to improve people’s adaptability’ (Verbruggen & Sels, 2008, p. 326), and that
‘more attention should be devoted to long-term changes occurring after intervention’
(Savickas et al., 2009, p. 248). Specifically, we tested whether career adaptability can be
influenced and is thus malleable. Our second aim was to investigate whether the career
adaptability training indeed contributed to finding suitable employment. Combining the
assumption that engaging in career adaptability activities facilitates the match between
the self and the vocational environment (Savickas, 2005) with the assumption that the
match between the career self-concept and the vocational environment is the main
predictor of employment quality (Savickas, 1997; Super, 1990), we expected that the
career adaptability training would raise participants’ future employment quality.
The design of the training was based on Savickas’ (2005) recommendation to
incorporate interventions for each dimension of career adaptability in order to improve
the associated activities of planning (career concern), decision making (career control),
exploration (career curiosity) and problem solving (career confidence), and on Brown
and Ryan Krane’s (2000; Brown et al., 2003) recommendation to include several critical
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ingredients that help to improve the effectiveness of a career intervention. The effects of
the career adaptability training were investigated immediately after the training and six
months later. Results showed that the development of career adaptability was
significantly different for the training group as compared to the control group: the
training group had increased in concern, control and curiosity, whereas the control
group had not increased in concern and had even decreased in control and curiosity.
Even though the mean differences between training group and control group were not
yet apparent immediately after training, the training group did show higher control and
curiosity at the follow-up measurement than the control group, implying that the
training succeeded in enhancing participants’ control and curiosity in a more
sustainable way. The pattern of effect sizes strengthens the idea that the training
enhanced participants’ career adaptability mainly in the long run: the effect sizes show
that training effects were detectable post-training, but were larger at the follow-up
measurement, with the exception of career concern. In other words, it was the
development of the dimensions of career adaptability that showed meaningful
differences between the two groups: while the training group showed an overall
increase on most dimensions of career adaptability, the control group showed a
decrease on the same dimensions. Arguably, the training provided training participants
with career adaptability resources and helped to buffer against a decrease of career
adaptability. Lastly, employed participants who had taken part in the training reported
higher employment quality than those who had not taken part in the training. Hence, our
results bear a number of theoretical and practical implications.
Theoretical Contributions
First and foremost, our study shows that the construct of career adaptability is
malleable by targeting its separate dimensions career concern, career control, career
curiosity and career confidence. Although adaptability has always been theorized by
Savickas (1997; 2005) as a dynamic and learnable construct, career scholars have
questioned whether it would be a learnable competence rather than a fairly stable
personality trait (e.g. Chan, 2000; Griffin & Hesketh, 2003; Verbruggen & Sels, 2008).
Our study shows that career adaptability can indeed –as theorized by Savickas– be
influenced and is thus a learnable construct. With the theory-based training that we
have developed, we were able to influence the development of most of the career
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adaptability dimensions by providing the associated resources. This simultaneously
suggests that the combination of interventions aimed at increasing each career
adaptability dimension (Savickas, 2005) with the critical ingredients for career
interventions (Brown & Ryan Krane, 2000; Brown et al., 2003) is effective when aiming
to enhance people’s career adaptability.
At the same time, however, we found that university graduates’ career adaptability
has a general tendency to decrease –a comparable result to that from Phillips (1982)
who found that career exploration decreases as individuals grow older. In our study, the
control group showed an overall decrease on the dimensions of career control and
career curiosity, where the training group showed an overall increase. Presumably, the
training helped to buffer against the loss of career adaptability that normally occurs
during graduates’ search for suitable employment. Previous research has indicated that
prolonged unemployment tends to diminish the effort job seekers invest in job search
activities, thereby reducing their chances on finding a suitable job (Aaronson et al., 2010;
Wanberg et al., 2002). Prolonged unemployment might therefore discourage graduates
in the pursuit of their career goals and forestall the acquisition of essential career
development skills (ILO, 2011; Savickas, 1997; Sung et al., in press), which could explain
the overall loss of career adaptability for the control group. Taken together, we can
conclude that given that career adaptability is malleable, people should make a
conscious effort in maintaining or increasing their adaptability.
Unexpectedly, the differences between training and control group on the career
adaptability dimensions were not immediately apparent after the training. The unique
focus of the training to provide graduates with career adaptability resources may
explain this result: the acquisition and ability to effectively utilize these resources may
take some time. The lack of effect at the post-training measurement might be also due to
a greater awareness of the obstacles participants face when searching for suitable
employment (Martocchio, 1994; Tannenbaum, Mathieu, Salas, & Cannon-Bowers, 1991).
The fact that especially career control and career confidence remained the same
immediately after the training strengthens this notion: graduates might have
experienced less career control and career confidence regarding their future careers
when confronted with the amount of effort needed to pursue a fulfilling career.
Fortunately, however, the training did succeed in enhancing participants´ career
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adaptability in the long run: graduates who had taken part in the training reported
higher career control and career curiosity six months after training. This finding is not a
stand-alone finding in research on training effectiveness. For example, self-regulatory
processes can facilitate learning during training and often improves the effects of
training over time (Aguinis & Kraiger, 2009; Sitzmann, Brown, Casper, Ely, &
Zimmerman, 2008). It might be that a training on career adaptability, considering its
very nature of adaptive self-regulatory processes, is therefore especially effective in the
long run.
Another explanation of the mainly long-term training effects may be found in the
relationship between prior behavior and subsequent behavior as reported by Millar and
Shevlin (2003). In their study, they found a strong influence of past career exploration
on later career exploration. They suggested that facilitating career exploration may be
the best way of ensuring that people will continue to engage in career exploration in the
future. This notion fits well with the idea that the training provided participants with
exercises to acquire career adaptability resources, which they may have continued to
utilize after the training. In sum, we can infer from our findings that career adaptability
can be improved in a sustainable way by targeting career adaptability resources, making
the adaptability training an appropriate instrument to enhance graduates’ adaptability
in the long run.
Contrary to expectations, results showed that the career adaptability dimensions
developed in different patterns. To illustrate, within the training group, graduates’
career control showed an overall increasing pattern, whereas their career concern and
career curiosity seemed to drop slightly in the six months after training. This might be
due to the fact that training participants invested relatively less effort in planning
activities (i.e. career concern) and exploration activities (i.e. career curiosity) as soon as
they had found employment, but at the same time got confirmed in their decision
regarding the career they wanted to pursue (i.e. career control) –after all, finding
suitable employment resembles a good career start. Additionally, graduates’ career
confidence did not increase, nor decrease. Although career confidence was not explicitly
targeted in a separate exercise, personal and others’ tactics to overcome obstacles and
career-related experiences were used to enhance career confidence (Savickas, 2005).
However, graduates’ career-related experiences are generally scarce. Therefore, career
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confidence may particularly develop when the number of (positive) career related
experiences grows. The different patterns in the development of career adaptability
dimensions are, however, in line with previous research. For example, Stringer,
Kerpelman, Skorikov (2011) also noted that each dimension of career adaptability may
show a different pattern of development. They stated that young adults engage in
exploration activities (i.e. career curiosity) particularly prior to career establishment,
and that they are gaining career confidence as they learn how to become adaptable (i.e.
successfully fit their career expectations within the possibilities of the vocational
environment).
Last but certainly not least, among the university graduates who had found
employment six months later, training participants reported higher employment quality
than nonparticipants –as reflected in higher job satisfaction, lower turnover intentions,
higher person-organization fit and higher career success. Note, however, that the
proportion of graduates who had found employment did not differ between the two
groups. These findings are similar to earlier studies that have shown career adaptability
to be a positive predictor of employment quality, but that found no relationship with
finding employment in itself (e.g. Koen et al., 2010; Zikic & Klehe, 2006). Given that
engaging in career adaptability can foster the match between the career self-concept and
the vocational environment, the idea that career adaptability leads to better
employment quality is not surprising –yet remains important. To wit, research on job
search and finding (re-) employment has so far failed to explain meaningful variance in
the quality of employment (Kanfer et al., 2001; Wanberg et al., 2002; Wanberg, 2012).
Fortunately, career adaptability seems to surface as a stable predictor of employment
quality across different groups of job seekers: from high professionals (Zikic & Klehe,
2006) to the long-term unemployed (Koen et al., 2010) and university graduates (this
study).
Yet, the dimensions of career adaptability may have differential effects on the
quality of employment. For example, Zikic and Klehe’s (2006) results showed that career
exploration (i.e., curiosity) and career planning (i.e., concern) were related to
employment quality, whereas Koen et al.’s (2010) results showed that decision making
(i.e., control) and confidence were directly related to employment quality. Although it is
beyond the focus and scope of the current study, it is worth to examine how each career
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adaptability dimension contributes to employment quality. For example, the possibility
to utilize one or more of the career adaptability resources might have affected the use of
a proper job search strategy, which in turn may have resulted in higher or lower
employment quality (cf. Koen et al., 2010). The relationship between career adaptability
and employment quality should therefore be given a central place in both research and
practice dealing with job search, (re-) employment and career development.
Practical Contributions
In the search for suitable employment in a world of work characterized by rapid
and unpredictable changes, the ability to adapt is critical to employment quality and
future career success (Savickas, 1997; Sung et al., in press). Career management will
thus need to focus more on the development of activities associated with career
adaptability (Clarke, 2009). The present study answers to this call and shows that the
developed training effectively helps to increase career adaptability or buffer against the
decrease of career adaptability, which in turn can predict people’s employment quality.
We believe that these findings extend the so far mainly theoretical importance of career
adaptability, showing that career adaptability is of practical importance as well. We
hope that this study encourages practitioners to apply our findings when deploying
career interventions in order to stimulate employment quality and career success.
First, the results of our study underline the importance of career preparation in
the form of engaging in career adaptability activities for successful career transitions
and for employment quality. The results even suggest that engaging in career
adaptability can ‘prevent’ underemployment by buffering against the possible loss of
career adaptability. Second, this study shows that it is important to follow up on clients
regularly and longitudinally, since career adaptability does have a tendency to decrease,
which might result in underemployment and negative career consequences. Following
up on clients is apparently barely done in career counselling and should therefore be
given more attention (Heppner & Heppner, 2003). Furthermore, our study implies that
it is possible to construct a theoretically driven training that is able to significantly
increase career adaptability as well as employment quality. Besides the fact that career
adaptability is indeed trainable, the bases for development (i.e., career adaptability
resources) can be laid in one day. Career counsellors can therefore use this training
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among university graduates –but possibly also among other types of people facing
career transitions- to stimulate career adaptability and employment quality in a very
cost-efficient way. As this study shows, graduates reach a substantially and sustainably
higher level of career adaptability. Even more so, since the training was conducted
during the recent economic crisis, it is possible to help graduates in finding a suitable job
even during economic hard times.
Limitations and Recommendations for Future Research
One limitation of the research design of the current study is that it was not
possible to completely randomly assign participants to the training and control group.
Instead, the control group consisted of a greatly comparable group of university
graduates. Although the analyses of the pre-measurement showed no differences
between both groups on any of the variables of interest nor on the demographics, it is
nonetheless theoretically possible that there might have been a confounding influence
on our dependent variables.
According to Savickas and Porfeli (2012), countries vary in the degree to which
they foster the formation of career adaptability because they provide different demands
and opportunities to develop and express these resources. The results in the current
study may thus be different in another culture or context. For example, being adaptable
may be considered less important or attractive for employers in a non-western culture
that does not emphasize individualism to a similar extent. Likewise, being adaptable
may be less important for finding high quality employment in a more stable economy
where university graduates have the luxury of choice between jobs. Additionally, further
research should examine whether our results with university graduates can be
replicated with a sample of blue collar workers. Yet, note that past research has shown
that career adaptability also plays an important role in the reemployment quality of
people with less formal education (cf. Koen et al., 2010). All in all, we recommend
researchers and practitioners to replicate the training in different contexts and cultures.
Another critical remark on our study is that it entailed a relatively small sample.
Although results were robust despite the sample size, a larger sample would have
allowed us to conduct additional analyses to investigate the changes over time in more
detail. For example, both career concern and career curiosity seemed to drop slightly
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after the training. As discussed earlier, a possible explanation for this drop could be that
participants decreased in their career concern and career curiosity after finding
employment. Although this explanation makes sense intuitively, we were unable to test
this assumption with the number of participants in the sample. Future research should
definitely look into the change over time in career adaptability, and whether or not there
might be optimal levels of the career adaptability dimensions at different stages of one’s
career. After all, career adaptability is not a once-or-twice phenomenon but rather a lifelong process that is not only important during career transitions. Including follow-up
exercises in the training design to maintain the acquisition and utilization of
participants’ career adaptability resources may prevent an undesirable decrease.
On a related note, it is possible that people’s initial level of career adaptability
influences the usefulness and effectiveness of the career adaptability training. While we
acknowledge that participants’ overall adaptability profile might have differed at the
beginning of the training (i.e., for some participants the one dimension is more
important to focus on, whereas for other participants another dimension is important to
focus on), we believe that the results show that the training contributes to people’s
development of career adaptability regardless of those differences. In the future,
however, it may be wise to investigate whether the level of career adaptability before
training may increase or decrease the effectiveness of the training.
In sum, the training in the current study may be improved by taking the possible
influence of participants’ initial career adaptability profile into account, by incorporating
follow-up exercises to prevent an undesirable decrease of career adaptability, by
including additional exercises to stimulate participants’ career confidence, and by
conducting the training among different types of samples in different contexts.
Conclusion
Results suggest that the training as developed for the current study can help
university graduates to increase their career adaptability over time (concern, curiosity
and control) and may thus facilitate a successful transition from school to high quality
employment. Just one day of career preparation before the pursuit of a career can
provide university graduates with the resources necessary to engage in career
adaptability behaviors, find a more suitable job and have a better start of their career.
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In the pursuit of (re-)employment, searching for a job is oftentimes not enough.
Although putting time and effort in job search activities is undeniably necessary for
finding a job, there are many situations in which job search does not result in suitable
employment –such as for long-term or disadvantaged unemployed people, or in times of
economic crisis when there are few suitable vacancies. Just searching hard is also
insufficient when attempting to find high quality (re-)employment, since the amount of
time spent on job search does not necessarily result in a more desirable job (Boswell et
al., 2012; Kanfer et al., 2001; Wanberg, 2012). A suitable and qualitatively good job is,
however, the key to genuine reemployment success since high quality (re-)employment
is far more likely to foster stable reemployment than just any job. Thus, it is essential to
move beyond job search and to focus on other aspects that can contribute to a successful
reemployment process.
In the introduction of this dissertation, I raised the question what one can do to
establish reemployment success when job search is not enough. I proposed that the
answer lies in people’s employability, i.e., in their adaptability, social and human capital
and career identity. Based on Fugate et al. ’s (2004) suggestion that employable
individuals suffer less from unemployment, are more likely to persist in their job search
and to gain high-quality reemployment, I adopted the view that employability may
foster reemployment success in situations where job search does not suffice. In essence,
I proposed that employability and its different dimensions contribute to job search and
reemployment

success

simultaneously,

maximizing

job

seekers’

chance

on

reemployment success –even among at-risk groups such as long-term and
disadvantaged unemployed people. By examining each dimension of employability
separately among different types of samples with different methods, I was able to
answer if, how and why employability can foster genuine reemployment success.
Additionally, I investigated how reemployment interventions contributed to
unemployed people’s reemployment process.
The empirical chapters in this dissertation give answers to these questions.
Chapter 2 addressed if employability contributes to long-term unemployed people’s
chances on finding reemployment, and concluded that employability does indeed play
an important role above and beyond long-term unemployed people’s barriers to
reemployment. This chapter also addressed how employability contributes to the

184

CHAPTER 7
_____________________________________________________________________________________________________
reemployment process by showing that its dimensions play different roles in the
reemployment process. At the same time, reemployment interventions only contributed
little to the increase of people’s overall employability. Chapter 3 and 4 therefore took a
closer look at the added value of reemployment interventions. First, Chapter 3 examined
why intervention effects were relatively small. Results showed that people’s quality of
motivation is essential for the effectiveness of reemployment interventions. Second,
Chapter 4 addressed how career identity was rebuilt during an apprentice program for
unemployed young adults. Results revealed that building career identity was not
necessarily a deliberate process, but also that it seemed important to actively move
away from the unemployed and stigmatized identity in order to build career identity and
find stable employment. Chapter 5 and 6 subsequently addressed why employability
contributes to reemployment success by zooming in on career adaptability as a
preparatory mechanism in the (re-)employment process. The findings of these two last
chapters suggest that employability fosters reemployment success because of the
dimension of adaptability: career adaptability can guide job seekers through job search
and provide the resources to use proper search methods until job seekers have found
suitable reemployment. Below I will discuss the core findings of the studies that underlie
these conclusions. Afterwards, I will highlight the most important implications of these
findings, and conclude that employability and its dimensions serve as a construct that is
useful in all (re-)employment processes and situations.
The role of employability in the reemployment process
When it comes to the long-term unemployed –those who have been unemployed
for over a year–, employability plays a crucial role in securing stable employment. As the
negative consequences of unemployment increase with the time of unemployment,
people’s chances of finding reemployment decrease due to a range of personalcircumstantial barriers to work: a lack of recent work experience, depleted job networks
(Wanberg et al., 2000), stigma associated with long-term unemployment (Gallie &
Russell, 1998; Heslin et al., 2012; Vishwanath, 1989) and physical and psychological
barriers to work (cf. Lindsay, 2002; McQuaid & Lindsay, 2002; Wanberg et al., 2002).
Considering this multitude of barriers, it is questionable whether the recommendations
issued in the regular unemployment literature also apply to the long-term unemployed.
More specifically, although employability and job search have been found to increase the
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chances of finding reemployment among regular job seekers (e.g. Kanfer et al., 2001;
McArdle, et al., 2007; McKee-Ryan et al., 2005), they may play too little a role in finding
reemployment when taking long-term unemployed people’s barriers into account.
Chapter 2 therefore examined whether employability can foster job search and the
chance on finding reemployment above and beyond the barriers that long-term
unemployed people so often face.
To examine the role of employability in long-term unemployed people’s
reemployment process, I surveyed 2541 long-term unemployed people receiving
unemployment benefits in the Netherlands, of whom 897 (35.3%) responded to the
follow-up questionnaire one year later. The results showed that employability does
indeed contribute to long-term unemployed people’s job search and to their chances on
finding reemployment. Moreover, finding reemployment largely depended on long-term
unemployed people’s employability and only slightly on their job search activities. The
latter finding supports the idea that job search is insufficient to find reemployment for
long-term unemployed people. Instead, it is particularly employability that is important
for a successful reemployment process. The findings of Chapter 2 furthermore showed
that each dimension of employability plays an important yet distinct role in the
reemployment process, with adaptability being crucial in persisting in job search, social
and human capital being crucial in finding reemployment, and career identity being
crucial for both. Additionally, this chapter examined whether reemployment
interventions introduced by governments to reduce the risk and amount of long-term
unemployment contributed to the development of long-term unemployed people's
employability. The results showed that reemployment interventions did contribute to
people's development of employability, although the effects were relatively small. Taken
together, Chapter 2 demonstrates the significant role of employability in the
reemployment process, thereby extending the importance of employability from active
members of the workforce to the long-term unemployed.
The effectiveness of reemployment interventions
The findings in Chapter 2 showed that reemployment interventions contributed
relatively little to the development of people’s employability. This finding is,
unfortunately, not a stand-alone finding in reemployment research. In fact,
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governmental reemployment interventions seem hardly successful in reaching the
intended goal of helping unemployed people to find reemployment (Andersen, 2011;
Dahl & Lorentzen, 2005; Dijk et al., 2008; Gerfin & Lechner, 2002; Lindsay, 2002).
Additionally, unemployed people show much variability in their skill development, job
search activities and attitude towards work during such interventions (Van den Broeck
et al., 2010; Vansteenkiste et al., 2004). Chapter 3 and Chapter 4 aimed to investigate
why this was the case. More specifically, I investigated why some people benefit more
from a reemployment course than others in Chapter 3, and examined how unemployed
young adults with interrupted career trajectories build their career identity while
participating in an apprentice program (i.e. “Jamie Oliver’s Fifteen”) in Chapter 4.
A possible explanation for the heterogeneous effects of reemployment
interventions may be found in participants’ likewise heterogeneous motivations to take
part in the intervention. In Chapter 3, I therefore employed the concept of motivation
quality –as depicted in Self-Determination Theory (SDT; Deci & Ryan, 1985, 2000)– to
explain the differences in the development of employability within the group of
unemployed people. SDT is especially applicable to the context of reemployment,
because the theory states that an extrinsically motivated activity such as participating in
a reemployment course can be experienced as more or less useful for reaching the goal
of reemployment –it may be internalized. In general, SDT states that internalization
leads to better performance and to enhanced well-being (cf. Deci & Ryan, 2008), and that
it is particularly effective in predicting engagement and persistence on activities that
require discipline and persistence (cf. Gagné & Deci, 2005). Indeed, Vansteenkiste et al.
(2004) showed that a more internalized motivation was associated with higher job
search intensity. In Chapter 3, I therefore proposed that a more internalized motivation
for finding reemployment would foster the acquisition of employability and job search
during and after the course. In turn, I proposed that the internalization of motivation
may depend on people’s perceived choice to take part in the reemployment course and
its experienced usefulness.
To test these assumptions, I used a sample of 643 participants of a compulsory
reemployment course, who filled out a questionnaire before (Time 1) and after (Time 2)
the course. Results gave insight into the mechanisms that support or hinder the benefits
of a reemployment course. First, results showed that a more internalized motivation was
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associated with higher employability and job search intensity after the reemployment
course. Although there was no direct relationship between perceived choice of
participation and the internalization of motivation or course outcomes, results did
reveal that experienced usefulness was positively related to internalization,
employability and job search intensity after the course. The results furthermore showed
interaction effects of perceived choice and experienced usefulness on motivation quality,
social capital and job search intensity after the course: perceived choice had the
expected positive effect when the reemployment course was experienced as useful for
finding reemployment, but surprisingly, perceived choice had a negative effect when the
reemployment course was experienced as useless for finding reemployment. Taken
together, the results imply that the experienced usefulness of a reemployment course is
essential for participants’ motivation and course effectiveness. Without it, a compulsory
course is likely to result in a more controlled (i.e., less internalized) motivation and
lower employability and job search after the course. The absence of a main effect of
perceived choice underlines the important role of usefulness: perceived choice by itself
does not necessarily foster positive outcomes, but perceived choice in the context of
experienced usefulness does (also see Reeve et al., 2003). Finally, the results of Chapter
3 imply that the compulsory nature of a reemployment course is not necessarily
detrimental for its effectiveness, as long as the course is considered useful for finding
reemployment.
An interesting result in Chapter 3 was that participants’ career identity decreased
between Time 1 and Time 2 of the study. Although reemployment courses may have
helped to counteract the decrease of career identity among some participants in this
particular study, reemployment research has shown before that people tend to lose or
lessen their career identity as the time of unemployment lengthens (Aaronson et al.,
2012; Paul & Moser, 2009; Wanberg, 2012). Yet, career identity plays an essential role in
the reemployment process: it is a key driver of employability (cf. Fugate et al., 2004) and
is strongly related to job search activities and to obtaining reemployment (cf. McArdle,
2007). Indeed, the results of Chapter 2 also showed that career identity fostered both
job search and finding reemployment. Given its important role in the reemployment
process, I took a closer look at the dynamics of career identity in Chapter 4. Although
researchers have suggested that building career identity should be central to career
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development practices (Blustein, Devenis, & Kidney, 1989; Meijers, 1998), we know
surprisingly little about the motives and processes of building career identity.
In Chapter 4, I therefore explored why and how career identity can be built
among unemployed young adults with interrupted career trajectories (i.e., career
trajectories characterized by many spells of unemployment). I interviewed a group of
disadvantaged unemployed youth during their participation in a unique apprentice
program (“Jamie Oliver’s Fifteen”). Fifteen’s apprentice program aims to give
disadvantaged young adults the opportunity to participate in society and to stay away
from imminent long-term unemployment by providing them with necessary training
and education to become a professional chef. The qualitative data from the interviews
was analyzed using computer assisted qualitative data analysis (NVivo 9) to identify
emerging themes in participants’ narratives. The narratives revealed two main findings
regarding the motives (‘why’) and methods (‘how’) of building career identity. First,
apprentices’ motives for applying for the program were often serendipitous and less
deliberate than one would expect from research on employability and reemployment.
Second, career identity could be built through different methods, such as discovering
competence, identifying with or distinguishing from the group, and comparing
alternative identities. Some additional quantitative analyses showed that participants
who had found stable employment referred to serendipity as a reason for participating
just as much, if not more, as those who were unemployed or had unstable employment
one year after graduation. In contrast, participants who remained unemployed after
graduation often referred to obtaining a diploma as a reason to participate. Competence,
distinguishing from people with the same stigmatized identity and comparing
alternative identities seemed to be fruitful methods for building career identity and for
securing stable employment, whereas identifying with other apprentices in the group
seemed less fruitful. In essence, the results suggested that methods that help to
withdraw from the former, stigmatized identity of being unemployed are most beneficial
for the subsequent reemployment process. Additionally, none of the participants who
had found stable employment portrayed a lack of career identity construction in their
narratives. Chapter 4 thus suggests that successful reemployment requires building
one’s career identity, but also shows that the motives underlying this process can be
rather serendipitous.
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The role of preparation
The findings from Chapter 2, 3 and 4 stress the importance of employability and
its dimensions in the reemployment process. I illustrated that employability facilitates
finding reemployment, and that people’s quality of motivation plays an important role in
the success of reemployment interventions. The results of these chapters furthermore
stress the essential role of career identity for both job search and finding reemployment,
and provide insight on how such career identity can be built. Another lens through
which I wanted to look at reemployment success in this dissertation was by focusing on
the quality of the (re-) employment found (i.e., a good match between the person, job
and organization, cf. Saks & Ashforth, 2002). Prior literature has highlighted the
importance of (re-)employment quality for securing stable employment and subsequent
career prospects (Feldman & Leana, 2000; McKee-Ryan et al., 2009; McKee-Ryan &
Harvey, 2011; Morrison, 2002; Ng & Feldman, 2007). A job of high quality essentially
leaves someone satisfied and willing to remain in the job for the foreseeable future
(Friedland & Price, 2003; Maynard, Joseph, & Maynard, 2006), thus constituting genuine
(re-)employment success. To date, however, research has failed to predict meaningful
variance in the quality of (re-)employment (Kanfer et al., 2001; Wanberg et al., 2002;
Vinokur & Schul, 2002). In the introduction of the present dissertation, I proposed that
the dimension of adaptability –when regarded as preparation in the reemployment
process– may provide people with resources that can result in better job search
methods and better employment quality. Now that we have seen that the construct of
employability can provide the overall resources to engage in job search and to find
reemployment, I take a closer look at the dimension of adaptability to answer why
employability may also lead to genuine reemployment success.
People’s preparation in the (re-)employment process may foster the quality of
employment, since a better preparation can help individuals to successfully seek and
find employment (e.g., Creed & Hughes, in press; Hirschi et al., 2011; Jepsen & Dickson,
2003; Koivisto et al., 2011; Saks & Ashforth, 2002). In this dissertation, I proposed that
career adaptability is central to this preparation. Career adaptability consists of different
resources: looking ahead to one's future (concern or planning), knowing what career to
pursue (control or decision-making), looking around at options (curiosity or exploration),
and having the self-efficacy to undertake activities needed to achieve career goals
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(confidence). According to prior research, these career adaptability resources can help
people to master vocational transitions (Creed et al., 2003; Germeijs & Verschueren,
2007; Patton et al., 2002) and can enhance the chance on finding a suitable job, career
success and well-being (Hirschi, 2010; Skorikov, 2007). Yet, it remains unclear how
career adaptability influences reemployment quality, and whether it is possible to
enhance people’s career adaptability resources through training. I therefore aimed to
clarify the means by which career adaptability influences reemployment quality in
Chapter 5. To this purpose, I examined the impact of career adaptability on different job
search strategies that people use in the pursuit of (re-)employment. Subsequently, in
Chapter 6, I developed and tested a training aimed at increasing university graduates’
career adaptability in order to enhance their employment quality.
Chapter 5 assumed that the quality of reemployment would be better predicted
by the strategies that people use during their job search than solely by the intensity with
which they search (Crossley & Highhouse, 2005; Crossley et al., 2007). Therefore,
Chapter 5 aimed to examine whether and how career adaptability relates to job search
strategies and to finding a suitable job. These job search strategies were classified into
exploratory, focused and haphazard strategies (Crossley & Highhouse, 2005; Stevens &
Beach, 1996). Job seekers using an exploratory strategy are dedicated to their search,
fully explore their options and are open to arising opportunities. They do, however, not
necessarily start out with clear goals about their reemployment. Job seekers using a
focused strategy do have clear employment goals and identify their top choices early in
their search. They apply only for jobs that fit their needs, qualifications and interest, and
therefore concentrate their search on only a few job options. Finally, job seekers using a
haphazard strategy often have low and unclear employment standards. They use a trial
and error approach, often switching tactics without any rationale, and tend to settle for
the first acceptable job available. In Chapter 5, I argued that job seekers’ career
adaptability would influence the use of different job search strategies, which in turn
would influence the quality of reemployment. I proposed that the use of an exploratory
strategy was a function of high career exploration (curiosity) and high career confidence;
that the use of a focused strategy was a function of high career planning (concern), high
decision-making (control) and low career exploration (curiosity); and that the use of a
haphazard strategy was a function of low career planning (concern) and low decision-
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making (control). In turn, I argued that the use of an exploratory or focused strategy
would contribute to the quality of reemployment, whereas the use of a haphazard
strategy would impair the quality of reemployment.
I tested these hypotheses by assessing the career adaptability and job search
strategies of 248 participants of a reemployment course. Eight months later, 113 of them
completed the follow-up questionnaire regarding the number of job offers they had
received and, in the case that they had found reemployment (n = 73), their
reemployment quality. Results confirmed the important role of career adaptability in the
job search process and in finding high quality reemployment. More specifically, the
results showed that job seekers primarily used an exploratory strategy when they were
curious and confident, that they primarily used a focused strategy when they were less
curious but had a clear plan, and that they primarily used a haphazard strategy when did
not have a clear plan and were undecided about what kind of career to pursue. In turn,
the use of an exploratory and focused job search strategy led to more job offers.
Unexpectedly, the use of an exploratory strategy also led to lower reemployment quality
–possibly due to the context of reemployment in which unemployed people have to
accept a job offer that may not resemble their preferred job. Although results confirmed
that the use of one or the other strategy is a function of people’s career adaptability, they
also revealed that some career adaptability resources had a direct positive effect on
reemployment quality. This strengthens the idea that career adaptability plays a
preparatory role in the (re-)employment process. Taken together, the findings of
Chapter 5 indicate that job seekers’ preparation and mental readiness to seek
reemployment can contribute to finding a qualitatively good job, irrespective of how
they actually search for it.
Given the crucial preparatory role of career adaptability in the pursuit of high
quality reemployment, I developed a training to provide university graduates with these
career adaptability resources and to foster their employment quality. In Chapter 6, I
proposed that the career adaptability resources may provide the necessary ‘tools’ to
cope with the transition from school to work and to help university graduates to find a
suitable job, even during economically hard times. I aimed to create a unique theorydriven training that contributes to graduates’ career adaptability and subsequent
employment quality, and to simultaneously answer the question as to whether career
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adaptability can be enhanced. The theoretical foundation of the training was derived
from scholars’ recommendations to incorporate exercises to acquire and utilize each
career adaptability resource through planning, decision-making, exploration and
problem-solving (Hartung & Taber, 2008; Savickas, 2002; Savickas, 2005; Savickas et al.,
2009). The structure of the training was derived from the critical ingredients for
effective career interventions as identified by Brown and Ryan Krane (2000; Brown et
al., 2003).
The training was tested in a longitudinal field quasi-experiment among recent
university graduates, by studying the differences in the development of each dimension
of career adaptability between an experimental group (n = 32) and a control group (n =
24), over three points in time (pre-training, post-training and a follow-up measurement
6 months later). Results revealed that the development of career control, career concern
and career curiosity was significantly different for the training group as compared to the
control group. More specifically, the training group experienced an overall increase in
career concern, control and curiosity, whereas there was no increase (concern) or even
an overall decrease (control and curiosity) within the control group. Interestingly, the
differences between training group and control group were detectable post-training, but
were significantly stronger at the follow-up measurement 6 months after the training.
Results furthermore showed that employed participants who had taken part in the
training reported higher employment quality (higher job satisfaction, lower turnover
intentions, higher person-organization fit and higher career success) than employed
participants who had not taken part in the training. In sum, the results of Chapter 6
show that the training provided participants with career adaptability resources and
helped to buffer against a decrease of career adaptability, mainly in the long run.
Additionally, the training contributed to the quality of employment found.
Overall Conclusion
There is a widespread consensus in reemployment research and -practice that
the best route to finding a job is searching for one. In the introduction, I have identified
two key problems with focusing solely on job search when seeking to establish
successful (re-) employment. The first problem revolves around the specifics of job
seekers’ situation and contextual factors (Boswell et al., 2012; Saks, 2005; Wanberg,
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2012): searching for a job is often not enough to find reemployment in times of
economic crisis, or for long-term and disadvantaged unemployed people. The second
problem revolves around the idea that searching for a job does not necessarily result in
better reemployment quality (Boswell et al., 2012; Kanfer et al., 2001; Wanberg et al.,
2002). To date, research on un- and reemployment has not been able to designate the
routes to genuine reemployment success beyond the role of job search.
I have proposed that the concept of employability may solve these key problems
because it may play an important role in establishing successful reemployment,
especially among long-term unemployed people and other at risk groups. Additionally, I
proposed that one of the dimensions of employability in particular –adaptability– can
serve as a preparatory mechanism that contributes to the quality of reemployment.
Indeed, the results of Chapter 2, 3 and 4 show that employability and its dimensions can
contribute to both persistence in job search and finding reemployment among the longterm unemployed, and that employability can be enhanced through reemployment
interventions. At the same time, choice of participation or having a clear career identity
is not a prerequisite for the effectiveness of such interventions, as long as interventions
are useful for finding reemployment (Chapter 3) and yield opportunities for
constructing a career identity (Chapter 4). Moreover, the results of Chapter 5 and 6
confirm that preparation in the (re-)employment process by means of career
adaptability can influence the way in which they search for jobs and more importantly,
the subsequent quality of (re-)employment.
The findings in this dissertation yield conclusive evidence that employability
offers a comprehensive approach to fostering genuine reemployment success: a focus on
employability provides a better route to finding suitable reemployment than a focus on
job search alone. I have shown that employability and its dimensions serve as a
construct that is useful in all employment processes, and does not only apply to regular
job seekers. I have also shown that one of the dimensions of employability, career
adaptability, plays a crucial part in establishing high quality employment, both for longterm unemployed people pursuing reemployment and for higher educated graduates
who have just entered the labor market. Thus, whether we look at regular job seekers,
the long-term unemployed, stigmatized disadvantaged young adults or university
graduates, employability is crucial in achieving genuine reemployment success.
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Implications - the pursuit of reemployment
The results discussed in this dissertation indicate that employability can be
applied to the long-term unemployed, and therewith provide a useful framework for
examining their pursuit of reemployment. Employability plays an important role above
and beyond the barriers that long-term unemployed people so often face. It is, however,
noteworthy that not all dimensions of employability equally predicted job search
intensity and/or finding reemployment. This differential prediction suggests that the
employability dimensions play distinct roles in the pursuit of reemployment. More
specifically, next to the importance of the motivational dimension (i.e. career identity)
for both job search and finding reemployment, it is the cognitive dimension (i.e.
adaptability) that fosters job search, whereas it is the ability-related dimension (i.e.
social and human capital) that fosters subsequent reemployment success. Arguably, a
state of mind directed at reemployment can help people persist in searching for a job,
but job seekers still need the actual skills to get hired in the end.
Career identity had a crucial role in the pursuit of reemployment. It fostered both
job search and the chance on finding reemployment, perhaps because career identity
helps to steer job search activities and raises the chances on getting hired (McArdle et al.,
2007). Interestingly, many of the long-term unemployed participating in the current
studies still perceived themselves as workers –which was reflected in their relatively
high score on career identity. This continued sense of career identity contradicts the
typical image of long-term unemployed people as freeloaders preferring to live on
unemployment benefits. Hence, the absence of work does not necessarily imply the
absence of career identity: even for people who have been unemployed for years, career
identity is not per se intertwined with being unemployed. However, career identity did
decrease between measurements over the course of one year, which replicates earlier
findings within reemployment research (Paul & Moser, 2009; Wanberg, 2012): people
tend to lose their career identity, job-skills, motivation, and job-related networks as the
time of unemployment lengthens (Aaronson et al., 2010). Nevertheless, rebuilding
career identity after a period of unemployment can be accomplished. Although often not
a goal-directed or deliberate process, the key to building career identity and finding
stable employment seems to be to withdraw from one’s former identity. It is important
to note in this regard, that the construction of career identity does not necessarily arise
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from one’s own initiative. Rather, the participants in Chapter 4 that had found stable
employment often reported to have ended up in the apprentice program serendipitously.
They seemed to build their career identity during Fifteen’s apprentice program, step by
step. Notwithstanding, in Chapter 4 as well as in the preceding chapters, career identity
played an essential part in eventually securing stable employment.
Implications - the added value of preparation
In Chapter 2, results showed that adaptability predicted people’s job search
intensity, but could not directly predict their reemployment success. This finding is in
line with the findings in Chapter 5 and 6 that showed that adaptability did not directly
increase people’s chances on finding reemployment, but did increase the quality of the
reemployment found. Career adaptability thus seems to function as a more preparatory
mechanism in the reemployment process. In essence, higher levels of career adaptability
go together with better job search methods, which in turn can increase people’s chances
on finding suitable (re-) employment. The studies in this dissertation stress the
relevance of career adaptability during unemployment among a heterogeneous sample
of individuals. Prior studies on career adaptability have mainly focused on earlier lifetransitions (e.g. Flum & Blustein, 2000) and higher educated professionals (e.g. Zikic &
Klehe, 2006). The current dissertation underlines that career adaptability is relevant
among all sorts of job seekers, including the poorly educated or long-term unemployed.
Additionally, the results of Chapter 5 show that job search strategies and even
reemployment outcomes can be influenced through addressing job seekers’ career
adaptability. Although guiding job seekers to use a focused or exploratory strategy when
searching for a job can foster the number of job-offers they receive –and can thus
enhance their chances on reemployment–, results also indicate that the use of an
exploratory strategy should be avoided among job seekers that have to attend to the
demands of reemployment practice. When job seekers are pressured to accept any job
offer, the use of an exploratory strategy may cause disappointment in the job they have
to accept and may result in a lower quality of reemployment. When seeking to establish
genuine reemployment success in this case, the use of a focused search strategy might be
preferable to the use of an exploratory strategy. Despite the impact of different job
search strategies on reemployment quality, I discussed that counselors may attempt to
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help job seekers clarify their career options and goals and thus invest in their career
adaptability, rather than focusing on the job search strategy itself.
Indeed, as seen in Chapter 6, providing job seekers with the resources necessary
to engage in career adaptability fosters employment quality. In fact, providing these
resources may help job seekers to enhance and maintain their career adaptability in the
long run, and therefore to handle any current or future vocational transitions more
easily. It is especially noteworthy in this regard that university graduates’ career
adaptability had a general tendency to decrease. The training discussed in Chapter 6
may help to buffer this decrease as it gives the possibility to acquire and utilize these
career adaptability resources, also in the long run.
Implications - reemployment interventions
When it comes to increasing the odds on finding reemployment, the results of
Chapter 2 and 3 showed that receiving a reemployment intervention can contribute to
the development of people’s employability. However, the results also showed that this
contribution was relatively small, and that there are some boundary conditions to the
effectiveness of reemployment interventions. The overall small effect might be due to
the fact that the match of long-term unemployed people to available reemployment
interventions is currently inefficient. People’s employability is seldom assessed before
starting an intervention, and interventions are often aimed at developing job search
skills (Hillage et al., 1998). Consequently, reemployment interventions may not always
fit people’s developmental needs. A more person-adaptive approach in which
interventions aim to develop the necessary dimensions of people’s employability may
therefore be more beneficial. A shift from stimulating job search to stimulating
employability may be particularly beneficial for the long-term unemployed, as their
employability turned out to be more important for finding reemployment than their
amount of job search activities. Such a person-adaptive approach would allow the longterm unemployed to gain sufficient employability as a first step towards finding
reemployment, thereby maximizing their chances on reemployment success.
A focus on developing unemployed people’s employability also fits well with the
procedures and policies of reemployment practice. To date, reemployment practice has
mainly used the number of people finding reemployment as a criterion of success. The
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applicability of employability for long-term unemployed people offers a valuable
addition in this regard, because it allows reemployment practice to monitor people’s
personal development over time. When shifting the focus to enhancing people’s
employability, reemployment practice can measure progress in a more adequate
manner and long-term unemployed people can set realistic and attainable goals for
themselves instead of having to strive for the apparent unattainable goal of finding
reemployment. After all, unreachable goals will only discourage people and diminish
their chances on success even more (Locke & Latham, 2002). Note that reemployment
practice should simultaneously incorporate overcoming barriers and promoting
employability amongst the long-term unemployed. In other words, effective
reemployment interventions must not simply address people’s gaps in employability,
but take a more profound approach by including people’s barriers to employment. Thus,
any intervention aimed at this group should not lose sight of the fact that many of them
lack basic skills and accordingly find themselves at a disadvantage to other job seekers.
Another way to increase the effect of reemployment interventions on the
development of employability can be found in participants’ motivation to take part in
the intervention, as discussed in Chapter 3. The results of this chapter show that the
‘why’ of motivation for finding reemployment is important for the utility of
reemployment courses. The more people want to find reemployment (i.e. having a more
internalized or autonomous motivation), the more they benefit from the reemployment
course by enhancing their employability and job search activities. People who feel like
they have to find reemployment (i.e. having a less internalized or more controlled
motivation) benefit less from the reemployment course. It is thus important for
reemployment practice to be aware of why unemployed people strive for reemployment,
but also to stimulate a more internalized motivation among the participants of a
reemployment course. Chapter 3 suggests that the motivation for finding reemployment
can become more internalized when people experience the reemployment course as
useful for finding reemployment. Thus, explaining why a course is useful for finding
reemployment can help people to internalize the outcome of the course, which
contributes to their employability, job search activities, and subsequent chances on
finding reemployment.
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The compulsory nature of the reemployment interventions is a major subject of
debate in reemployment practice (cf. Dijk et al., 2008; Van den Berg & Van der Klaauw,
2006). In the Netherlands and other Western-European countries, unemployed people
can only receive benefits under the condition that they participate in reemployment
interventions. This obligation might foster a more controlled motivation to search,
particularly if people have low voice in choosing a particular intervention (Deci et al.,
1994). Chapter 3 shows that obligating people to participate does not have to be
detrimental for their employability and job search after the course, as long as they can
see the usefulness of what they are doing. It is therefore all the more important for
reemployment practice to explain why a course is useful for finding reemployment. A
similar finding has been pointed out in goal setting literature, where Locke, Latham and
Erez (1988) showed that the ‘tell and sell’ style of assigning goals was more beneficial
for people’s goal commitment and performance than the ‘tell’ style alone, and about as
beneficial as freely chosen goals. In other words, a ‘tell and sell’ style when assigning
unemployed people to reemployment courses is probably the best way to enhance the
utility of such a course.
Contributions and Future Directions
In this dissertation, I have used different methods to answer the question of what
one can do, besides job search, to find suitable (re-)employment. The use of several
longitudinal field studies, a quasi-experimental field study and a qualitative study
together contribute to the robustness and generalizability of the assumption that
employability and preparation play a critical role in finding suitable (re-)employment.
Together, the findings in the current dissertation represent some valuable theoretical
contributions, because the results form a solid base for understanding and further
examining the process of pursuing suitable reemployment. Where research on un- and
reemployment has, up to now, largely failed to shed light on the (re-) employment
process beyond the role of job search, the results from this dissertation provide a new
and unique perspective with employability and its dimensions at the core. This
employability perspective answers to the call in un- and reemployment research to
deepen our understanding of the reemployment process, and to look beyond
reemployment status as an outcome but consider the quality of the reemployment found
(cf. Boswell et al., 2012; Saks, 2005; Wanberg, 2012). At the same time, several questions
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arise from the contributions of the current dissertation that may be interesting to
continue exploring.
The results in this dissertation repeatedly showed that employability plays an
important role in both the process of reemployment and the outcomes of reemployment,
offering an overarching approach that allows us to study process and outcomes
simultaneously. The results also yield new information on the distinct roles of the
employability dimensions in the reemployment process, with human and social capital
being particularly important for reemployment outcomes, career identity being
particularly important for the reemployment process, and adaptability being important
for both the process and the outcomes. The consistent findings on the importance of
career adaptability in establishing (re-)employment quality furthermore add to the
literature by providing a sound theoretical construct that is helpful for finding suitable
reemployment. I have additionally clarified the process by which career adaptability can
influence (re-)employment quality: it can function as a preparatory mechanism in the
reemployment process, thereby influencing people’s persistence in searching and their
choice of job search methods when pursuing reemployment. It is important to note that
the important role of employability and career adaptability is not bound to a specific
sample or situation. In fact, the findings discussed here are consistent among different
types of samples and different types of methodologies. In that sense, the current
dissertation offers a robust and comprehensive approach to genuine reemployment
success.
Following the idea that reemployment research and practice should focus on
unemployed people’s employability, it is worthwhile to investigate the effectiveness of
reemployment interventions and their contribution to people’s employability in more
detail. In the current discussion, but also in Chapter 2 and 3, I have argued for a more
person-adaptive approach to enhance the effectiveness of reemployment interventions.
With a person-adaptive approach based on people’s level of employability, more
adequate reemployment interventions can be offered. Although the results of the studies
in this dissertation suggest that such person-adaptive approach would pay off, it has yet
to be empirically demonstrated. Additionally, a more refined categorization of
reemployment interventions than deployed in the current dissertation –one that
distinguishes between different types of interventions– may give some insights for
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developing a more person-adaptive approach, as it would allow researchers to
investigate which type of intervention is suitable at a given level of employability.
Distinguishing between different reemployment interventions is thus of utmost
importance for future research among the long-term unemployed.
This dissertation furthermore contributes to the literature by shedding light on
the mechanisms involved in the reemployment process. Understanding individual
differences in pursuing suitable reemployment is a central concern in un- and
reemployment research, and there have been calls to address this concern by
embedding un- and reemployment research into grander psychological theories (cf.
Feather, 1990; Vansteenkiste & Van den Broeck, in press). I believe that I have answered
to this call by applying both Self-Determination Theory (Deci & Ryan, 1985; 2000) and
Social Identity Theory (Tajfel & Turner, 1986) to the process of pursuing suitable
reemployment. Both theories have helped to deepen our understanding on individual
differences in the reemployment process, and the results discussed in this dissertation
have, in turn, made supplemental contributions to both theories.
Concerning Self-Determination Theory (Deci & Ryan, 1985; 2000), the findings in
this dissertation underline the importance and applicability of motivation quality in the
reemployment process. The distinction between autonomous and controlled motivation
turns out to be particularly applicable the context of reemployment, since the activities
undertaken when pursuing reemployment are not necessarily interesting or satisfying
in themselves, but can be experienced as important for finding suitable reemployment.
When pursuing reemployment, the quality of motivation can explain variability in the
way that unemployed people experience their unemployment (cf. Vansteenkiste et al.,
2004; 2005), and can also explain the varying outcomes of reemployment interventions
(see Chapter 3). Additionally, the results of this dissertation add to the literature by
illuminating the conditions under which such interventions are beneficial or detrimental
for people’s quality of motivation: choice of participation in an intervention is only
beneficial for the quality of motivation when the intervention is experienced as useful
for finding reemployment. Choice of participation can, however, lead to a more
controlled motivation when the intervention is experienced as useless for finding
reemployment. The quality of motivation, in turn, impacts the further reemployment
process. Thus, applying Self-Determination Theory to the context of pursuing
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reemployment has provided a deeper understanding on the individual differences in the
reemployment process, and on why and when reemployment interventions can be
effective.
It is noteworthy that most research on un- and reemployment considers the
reemployment process to be a self-regulatory, dynamic process of job search (e.g. Kanfer
et al., 2001). Indeed, searching for a job is regarded as a highly autonomous process and
is characterized by self-motivation, coping with uncertainty and rejections, and
persisting in one’s job search efforts (Wanberg et al., 2010). The results of the current
dissertation, however, suggest that the reemployment process is not a highly
autonomous, self-organized and loosely structured job search process for all job seekers.
Rather, the reemployment process is oftentimes a process that is externally regulated
and directed by requirements of reemployment practice (Vansteenkiste & Van den
Broeck, in press). This distinction is critical, because autonomous and externally
regulated activities bring about different results –as we have seen in Chapter 3. Thus,
especially in situations where reemployment practice requires unemployed job seekers
to apply once a week and participate in compulsory reemployment interventions,
people’s quality of motivation should be taken into account.
The distinction between autonomous and controlled motivation may additionally
clarify why job seekers’ efforts decline over time, and how they may persist in their
efforts when facing prolonged unemployment. Presumably, an autonomous motivation
(i.e., wanting to put effort in reemployment activities) will help job seekers to sustain
their efforts, whereas a controlled motivation (feeling pressured to put effort in
reemployment activities) will diminish their efforts. At the same time, however, job
seekers’ motivation may be affected by the extent to which reemployment activities fit
their needs and abilities: some individuals may benefit more than others from
information on how to structure their search efforts (Wanberg et al., 2010). Given that
these reemployment activities often differ in the amount of self-regulation they require,
the fit between the required self-regulation and the need or ability to self-regulate may
affect people’s motivation and effort to pursue reemployment. Thus, while offering the
freedom to self-regulate in the pursuit of reemployment may increase autonomous
motivation for some participants, it can be detrimental to those who are not willing or
able to self-regulate their job search. A randomized field experiment would, if feasible,
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allow strong conclusions on the value of reemployment activities and the presumably
important role of people’s quality of motivation.
Regarding Social Identity Theory (Tajfel & Turner, 1986), the findings in this
dissertation underline the crucial role of career identity in the reemployment process,
but also provide new information on its nature and how career identity can be built.
Next to the fact that career identity influences both the reemployment process and the outcomes, this dissertation showed that career identity in itself does not necessarily
function as a goal to direct the reemployment process (DeFillippi & Arthur, 1994; Fugate
et al., 2004), nor is career identity necessarily constructed by consciously reflecting
upon one’s possibilities (Marcia, 1966) or pursuing desired ‘possible selves’ (Markus &
Nurius, 1986; Yost et al., 1992). Rather, building career identity can be part of the
reemployment process, and may just as well be triggered by contingent events and later
on be developed by ‘working and doing’ (Van Maanen, 1998; Wrzesniewski & Dutton,
2001). Essential in this regard is that career identity is reflective of social identification
and partly arises through one's chances to find employment, thereby supporting Social
Identity Theory (Mean Patterson, 1997; Meijers, 1998; Tajfel & Turner, 1986). At the
same time, however, the findings in the current dissertation yielded a new perspective
on constructing identity by suggesting that it is essential to actively withdraw from the
former unemployed identity to be able to build career identity. All in all, the process of
building career identity turned out to be a less goal-oriented and deliberate process than
previously depicted in the literature. In line with LaPointe’s (2010) approach to career
identity as a discursive process, it seems that building career identity can be a step-bystep process.
In addition, the combination of Social Identity Theory with Self-Determination
Theory may shed light on the individual differences of building career identity. Drawing
upon Self-Determination Theory (Deci & Ryan 1985; 2000), it may be that one’s
motivation quality influences the construction of career identity. Given that the findings
in this dissertation suggest that it is important to actively withdraw from the former
unemployed identity to be able to build career identity, it may be that those who pursue
reemployment with an autonomous motivation –as opposed to those who feel pressured
to pursue reemployment– are more willing and are better able to ‘make the switch’ from
unemployed identities to employed futures. A first finding in support of this idea can be
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found in Chapter 4, in which the quantitative analyses suggest that participating in
Fifteen’s apprentice program for obtaining a diploma was not a fruitful motive for
finding stable employment in the end. The ‘diploma’ motive may have reflected a
controlled motivation, that may have hindered the construction of career identity during
the apprentice program (Soenens & Vansteenkiste, 2011). To deepen our understanding
of building career identity –which is, according to my findings, essential in a successful
reemployment process–, it is worthwhile to investigate the relationships between the
quality of motivation and identity construction. This remains something to be tested in
the future.
Concluding Thoughts
On the first page of this dissertation, I referred to Einstein’s quote that ‘insanity is
doing the same thing over and over again and expecting different results’ to illustrate
how difficult and frustrating searching for a job can be when it does not lead to (re-)
employment. Especially for long-term unemployed people who are generally less
attractive to employers than regular job seekers, more job search activities do not
always translate into better chances on finding a job, let alone a suitable job. In the
remainder of the dissertation, I have shown that there are routes above and beyond job
search that can lead to suitable (re-)employment. Essentially, finding reemployment
does not only depend on people’s job search, but also depends strongly on their
employability. In that regard, employability may –by providing both the resources to
engage and persist in proper job search methods and to eventually land suitable
reemployment–, be a more fruitful and possibly less frustrating focus when striving for
genuine reemployment success.
Nevertheless, although job search intensity indeed contributed little or nothing to
finding suitable (re-)employment in the studies discussed in this dissertation, it should
not be completely disregarded. Searching for a job remains, after all, necessary to
actually find that job. However, it may not so much be the intensity but much more the
strategy used while searching that influences genuine reemployment success –which in
turn seems to originate in people’s preparation (i.e., career adaptability). Thus, in the
quest for suitable (re-)employment, employability and preparation are essential in
steering proper job search and maximizing the chances on finding a suitable job.
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Unemployment often is a highly negative experience. Not only does
unemployment entail a loss of income, identity and social networks, it also has a number
of negative physical and psychological consequences that become increasingly stronger
as the time of unemployment lengthens (cf. Paul & Moser, 2009; Wanberg, 2012).
Moreover, unemployment is a costly problem for societies in terms of economy
production, the social welfare system, and expensive interventions to speed up the
process of reemployment. It is thus of utmost importance to both society and
unemployed people themselves to find reemployment as soon as possible. At the same
time, however, finding reemployment in itself does not necessarily constitute a
successful reemployment process. Because a suitable and qualitatively good job is far
more likely to foster stable and long-lasting reemployment than just any job, we should
look beyond finding reemployment as an outcome and consider the perceived quality of
the job obtained. Only then can we genuinely speak of successful reemployment.
Obviously, when pursuing suitable reemployment, putting time and effort in job
search activities is necessary. Indeed, research on finding (re-)employment dictates that
the key to finding a job is searching for one (e.g. Kanfer et al., 2001; Van Hooft et al.,
2004; Wanberg et al., 2002; Wanberg et al., 2010). But what if searching for a job does
not result in reemployment? What if the economy is tough and suitable vacancies are
scarce? What if someone faces personal barriers or stigma associated with being
unemployed? And what if the aim is to find a suitable and qualitatively good job, instead
of just any job?
In many of these cases, searching for a job is not enough to foster reemployment
success. As a matter of fact, there are two key problems with the focus on job search.
First, job search intensity is relatively weakly related to finding reemployment, and the
range of variables related to job search can explain little variance in reemployment
success (Kanfer et al., 2001; Wanberg et al., 2002; Wanberg, 2012). Second, spending
more time and effort on job search does not result in better reemployment quality: most
of the relationships between the amount of job search and measures of reemployment
quality are near zero, indicating that a greater job search does not necessarily result in a
more desirable employment situation (Boswell et al., 2012; Wanberg, 2012). This leaves
us with the question of what one can do to establish successful reemployment when job
search does not suffice. Accordingly, the aim of this dissertation is to examine which
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factors can contribute to successful reemployment in situations where job search is not
enough. In other words, which routes can successfully lead to suitable (re-)
employment?
In this dissertation, I propose that these routes can be found in people’s
employability (i.e., their skills, knowledge and attitudes that together form the
possibility to find and keep a job, cf. Fugate, et al., 2004). More specifically, I propose
that employability and its dimensions contribute to people’s reemployment success,
above and beyond how hard they search. The concept of employability taps into the two
key problems mentioned above. First, employability might play an important role in
establishing successful reemployment, especially among long-term unemployed and
other at risk groups. Second, employability might contribute to (re-) employment quality
and give people the possibility to deploy better search methods and to persist in
searching. In that sense, a focus on employability can kill two birds with one stone: it
may contribute to reemployment success and job search simultaneously, maximizing job
seekers’ chances on successfully finding reemployment. Yet, it has not empirically been
shown if, how and why employability and its dimensions play a role in fostering genuine
reemployment success. In the present dissertation, I seek to answer these questions.
Additionally, I investigate how reemployment interventions contribute to people’s
employability in the reemployment process.
Empirical Findings
In Chapter 2, I investigated if and how employability can serve as a possible route
to reemployment success in cases where job search does not suffice. More specifically,
Chapter 2 examined whether employability could foster job search and the chance on
finding reemployment above and beyond the barriers that long-term unemployed
people so often face. To this purpose, I surveyed a group of long-term unemployed
people at two points in time set one year apart. The results showed that employability
does indeed contribute to long-term unemployed people’s job search and to their
chances on finding reemployment. As expected, finding reemployment largely depended
on long-term unemployed people’s employability and only slightly on their job search
activities. The latter finding supports the idea that solely searching for a job is
insufficient to find reemployment for long-term unemployed people. Instead, it is
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particularly employability that is important for a successful reemployment process. The
findings of Chapter 2 furthermore showed that each dimension of employability plays an
important yet distinct role in the reemployment process, with adaptability being crucial
in persisting in job search, social and human capital being crucial in finding
reemployment, and career identity being crucial for both.
Chapter 2 also examined whether governmental reemployment interventions
contributed to the development of long-term unemployed people's employability. The
results showed that reemployment interventions did contribute to people's
development of employability, but that the effects were relatively small. To examine why
some people benefit more from a reemployment course than others, I proposed in
Chapter 3 that participants’ heterogeneous reasons to take part in the intervention –i.e.,
their quality of motivation, as depicted in Self-Determination Theory (SDT; Deci & Ryan,
1985, 2000)– could explain the varying course outcomes. I proposed that a more
internalized motivation for finding reemployment would foster the acquisition of
employability and job search during and after the course. The internalization of
motivation, in turn, may depend on people’s perceived choice to take part in the
reemployment course and its experienced usefulness. To test these assumptions, I asked
participants of a compulsory reemployment course to fill out a questionnaire before and
after the course.
Results showed that a more internalized motivation was indeed associated with
higher employability and job search intensity after the reemployment course. The
results furthermore showed interaction effects of perceived choice and experienced
usefulness on motivation quality and course outcomes: perceived choice only had the
expected positive effect when the reemployment course was experienced as useful for
finding reemployment, but surprisingly, perceived choice had a negative effect when the
reemployment course was experienced as useless for finding reemployment. These
findings imply that the experienced usefulness of a reemployment course is essential for
participants’ motivation and course effectiveness. Without it, a compulsory course was
likely to result in a more controlled (i.e., less internalized) motivation and lower
employability and job search after the course. I therefore concluded that the compulsory
nature of a reemployment course is not necessarily detrimental for its effectiveness, as
long as participants consider the course useful for finding reemployment.
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An interesting result in Chapter 3 was that participants’ career identity decreased
over time. Given the important role of career identity in the reemployment process, I
took a closer look at the dynamics of career identity in Chapter 4 by exploring why and
how career identity can be built among unemployed young adults with interrupted
career trajectories (i.e., career trajectories characterized by many spells of
unemployment). I interviewed 30 disadvantaged unemployed youth during their
participation in a unique apprentice program (“Jamie Oliver’s Fifteen”). Their narratives
revealed two main findings regarding the motives (‘why’) and methods (‘how’) of
building career identity. First, apprentices’ motives for applying for the program were
often serendipitous and less deliberate than one would expect from research on
employability and reemployment. Second, career identity could be built through
different methods, such as discovering competence, identifying with or distinguishing
from the group, and comparing alternative identities. Some additional quantitative
analyses showed that participants who had found stable employment referred to
serendipity as a reason for participating just as much, if not more, as those who were
unemployed or had unstable employment one year after graduation. These quantitative
analyses also suggested that methods that help to withdraw from the former,
stigmatized identity of being unemployed are most beneficial for the subsequent
reemployment process. Additionally, none of the participants who had found stable
employment portrayed a lack of career identity construction in their narratives. I
concluded from these findings that successful reemployment requires building one’s
career identity, but also that the motives underlying this process can be rather
serendipitous.
In investigating the role of employability in fostering genuine reemployment
success, I took a closer look at the dimension of adaptability to answer why
employability may lead to genuine reemployment success. I proposed that the
dimension of adaptability –when regarded as preparation in the reemployment process–
may provide people with resources that can result in better job search methods and
better employment quality. Chapter 5 therefore examined the impact of career
adaptability on different job search strategies that people use in the pursuit of (re-)
employment, and assumed that the quality of reemployment would be better predicted
by the strategies that people use during their job search than solely by the intensity with
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which they search. These job search strategies were classified into exploratory, focused
and haphazard strategies (Crossley & Highhouse, 2005; Stevens & Beach, 1996). I tested
the hypotheses by assessing the career adaptability and job search strategies of
participants of a reemployment course, as well as the number of job offers they had
received and their reemployment quality eight months later. Results showed that a
focused and exploratory strategy increased the number of job-offers, but also that an
exploratory strategy decreased reemployment quality in this particular sample. The
latter may be explained by the fact that the use of an exploratory strategy may lead
people to apply widely for different types of jobs that may not always suit their
respective needs nor offer a truly satisfying experience. In that sense, it is important to
note that career adaptability did positively affect reemployment quality: while the use of
one or the other strategy was a function of people’s level of career adaptability, some
career adaptability resources also had a direct positive effect on reemployment quality.
This strengthened my idea that career adaptability plays a crucial and preparatory role
in the (re-)employment process.
Given the possibly preparatory role of career adaptability in the pursuit of high
quality reemployment, I developed a training to provide university graduates with these
career adaptability resources and to foster their employment quality. In Chapter 6, I
proposed that the career adaptability resources may provide the necessary ‘tools’ to
cope with the transition from school to work and to help university graduates to find a
suitable job, even during economically hard times. I developed and tested a theorydriven training that should contribute to graduates’ career adaptability and subsequent
employment quality, and aimed to answer the question as to whether career
adaptability is malleable. The training was tested in a longitudinal field quasiexperiment among recent university graduates, by studying the differences in the
development of each dimension of career adaptability between an experimental group
and a control group, over three points in time (pre-training, post-training and a followup measurement). Results revealed that the development of career control, career
concern and career curiosity was significantly different between both groups, with the
training group showing an increase where the control group remained the same or
decreased. Interestingly, the differences between training group and control group were
significantly stronger at the follow-up measurement 6 months after the training. Results
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furthermore showed that employed participants who had taken part in the training
reported higher employment quality (higher job satisfaction, lower turnover intentions,
higher person-organization fit and higher career success) than employed participants
who had not taken part in the training. I concluded that the training provided
participants with career adaptability resources and helped to buffer against a decrease
of career adaptability –mainly in the long run. The fact that the training contributed to
the quality of employment found, confirmed the idea that career adaptability is essential
in fostering employment quality.
Conclusions and Implications
There is a widespread consensus in reemployment research and -practice that
the best route to finding a job is searching for one. However, searching hard for a job is
often not enough in times of economic crisis or for long-term and disadvantaged
unemployed people, nor does it necessarily result in better reemployment quality
(Boswell et al., 2012; Kanfer et al., 2001; Wanberg et al., 2002). The aim of this
dissertation was therefore to designate the routes to genuine reemployment success. To
this purpose, I proposed that the concept of employability may play an important role in
establishing successful reemployment, especially among long-term unemployed people
and other at risk groups. Additionally, I proposed that one of the dimensions of
employability in particular –adaptability– can serve as a preparatory mechanism that
contributes to the quality of reemployment.
By examining each dimension of employability separately among different types
of samples with different methods, I was able to answer if, how and why employability
fosters genuine reemployment success. The results of Chapter 2, 3 and 4 show that
employability and its dimensions do indeed contribute to both job search and finding
reemployment among the long-term unemployed, and that employability can be
enhanced through reemployment interventions –as long as these interventions are
useful for finding reemployment (Chapter 3) and yield opportunities for constructing a
career identity (Chapter 4). Chapter 5 and 6 furthermore confirm that preparation in the
(re-)employment process by means of career adaptability can influence the way in
which people search for jobs and the subsequent quality of (re-) employment –both for
long-term unemployed people pursuing reemployment and for higher educated
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graduates who have just entered the labor market. Together, the findings in this
dissertation yield conclusive evidence that employability offers a comprehensive
approach to fostering genuine reemployment success: a focus on employability provides
a better route to finding suitable reemployment than a focus on job search alone.
Whether we look at regular job seekers, the long-term unemployed, stigmatized
disadvantaged young adults or university graduates, employability and its separate
dimensions are not only crucial, but also provide a sensible route to suitable
reemployment.
What do these findings and conclusions in this dissertation mean for the pursuit
of suitable (re-)employment? First of all, the results yield new information on the
distinct roles of the employability dimensions in the reemployment process, with human
and social capital being particularly important for reemployment outcomes, career
identity being particularly important for the reemployment process, and adaptability
being important for both the process and the outcomes. Chapter 2’s results show that
career identity plays a crucial role in the pursuit of reemployment by fostering both job
search and the chance on finding reemployment. Interestingly, rebuilding career identity
after a period of unemployment does not necessarily have to be a goal-directed or
deliberate process, nor has to arise from one’s own initiative. Rather, the key to building
career identity and finding stable employment seems to lie in different social
identification and discrimination processes.
Second, this dissertation shows that career adaptability can function as a
preparatory mechanism in establishing (re-)employment quality, and is relevant among
all sorts of job seekers –including the poorly educated or long-term unemployed. In
essence, higher levels of career adaptability go together with better job search methods,
which in turn can increase people’s chances on finding suitable (re-)employment. In fact,
providing these career adaptability resources can help job seekers to enhance and
maintain their career adaptability in the long run, and therefore to handle any current or
future vocational transitions more easily. This is especially useful in today’s dynamic
economy, as career adaptability enables people to adapt to constantly changing careerrelated circumstances.
Third, this dissertation provides some recommendations for the effectiveness of
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reemployment interventions. Given the importance of employability in the
reemployment process, a person-adaptive approach in which interventions aim to
develop the necessary dimensions of people’s employability may be beneficial. At the
same time, results have pointed out that the ‘why’ of motivation for finding
reemployment is important for the utility of reemployment courses. Chapter 3 shows
that obligating people to participate does not have to be detrimental for the quality of
their motivation, their employability and job search activities, as long as they can see the
usefulness of what they are doing. It is therefore all the more important for
reemployment practice to explain why a course is useful for finding reemployment to
enhance the utility of such a course.
Finally, it is noteworthy that the important role of employability and career
adaptability is not bound to a specific sample or situation. In fact, the findings discussed
in this dissertation are consistent among different types of samples and different types
of methodologies. In that sense, this dissertation offers a robust and comprehensive
approach to genuine reemployment success. The employability perspective therewith
answers to the call in un- and reemployment research to deepen our understanding of
the reemployment process, and to look beyond reemployment status as an outcome but
consider the quality of the reemployment found.
In conclusion, I have shown in this dissertation that there are routes besides job
search that can lead to suitable (re-)employment. Employability is –by providing both
the resources to engage and persist in proper job search methods and to eventually land
suitable reemployment– a more fruitful route when pursuing genuine reemployment
success. Moreover, particularly preparation (i.e., career adaptability) is essential for the
quality of (re-)employment. Thus, in the pursuit of suitable (re-)employment,
employability and preparation are the right routes for maximizing the chances on
finding a suitable job.
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Werkloosheid is voor veel mensen een zeer vervelende ervaring. Niet alleen
betekent werkloos zijn een verlies in inkomen, een verlies van identiteit en een
verandering van het sociale netwerk, het levert ook vaak lichamelijke en psychische
problemen op die erger worden naarmate iemand langere tijd werkloos blijft (cf. Paul &
Moser, 2009; Wanberg, 2012). Werkloosheid brengt bovendien hoge kosten voor de
maatschappij met zich mee: denk aan verminderde economische productiviteit, meer
werkloosheidsuitkeringen en dure trajecten die worden ingezet om het re-integratieproces te versnellen. Het is daarom zowel van maatschappelijk belang als in het belang
van werklozen zelf om zo snel mogelijk (nieuw) werk te vinden. Helaas is het vinden van
werk niet per definitie een positieve uitkomst voor de werkzoekende: het hebben van
een baan hoeft immers nog niet te betekenen dat iemand tevreden is met de nieuwe
baan. Dat laatste is echter wel belangrijk, omdat ontevredenheid wederom kan leiden tot
werkloosheid. Duurzame re-integratie is daarom belangrijker dan snelle re-integratie:
alleen dan kunnen we daadwerkelijk spreken van succes in het vinden van (nieuw) werk.
Het moge duidelijk zijn dat –wanneer men streeft naar het vinden van (nieuw)
werk– het nodig is om tijd en moeite te steken in het zoeken naar werk. Uit onderzoek
naar re-integratie blijkt inderdaad dat de intensiteit waarmee men zoekt de
belangrijkste voorspeller is van het vinden van werk (bv. Kanfer et al., 2001; Van Hooft
et al., 2004; Wanberg et al., 2002; Wanberg et al., 2010). Maar wat als dat harde zoeken
geen baan oplevert? Wat als de economie in zwaar weer verkeert en er weinig passende
vacatures zijn? Wat als er belemmerende omstandigheden zijn, of iemand worstelt met
het negatieve beeld over werklozen? En wat als het doel is om een passende en
kwalitatief goede baan te vinden, in plaats van het vinden van een baan op zich?
Hard zoeken naar werk is weliswaar de beste voorspeller van het vinden van
werk, maar het is zeker geen sterke voorspeller. Hard zoeken leidt dus niet altijd tot het
vinden van een geschikte baan. Ook blijkt uit onderzoek dat de factoren die maken dat
iemand harder gaat zoeken eveneens weinig invloed hebben op iemands reintegratiesucces (Kanfer et al., 2001; Wanberg et al., 2002; Wanberg et al., 2012). Ten
slotte blijkt uit eerder onderzoek dat de samenhang tussen zoekintensiteit en de
kwaliteit van de gevonden baan vaak nihil is (Boswell et al., 2012; Wanberg, 2012). Hard
zoeken is dus geen garantie voor een passende baan (dat wil zeggen een baan waarmee
iemand tevreden is). Deze eerdere bevindingen roepen de vraag op hoe het vinden van
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werk dan wél kan worden bevorderd. Het doel van deze dissertatie is te onderzoeken
welke factoren bijdragen aan succes in het vinden van (nieuw) werk, in situaties waarin
zoeken niet volstaat. Met andere woorden: welke routes kunnen leiden tot passend
(nieuw) werk?
In deze dissertatie stel ik dat iemands employability (vaardigheden, kennis en
attitudes die nodig zijn voor duurzame inzetbaarheid, cf. Fugate et al., 2004) een cruciale
rol speelt bij het vinden van werk. Ik veronderstel dat de verschillende dimensies van
employability belangrijker zijn voor het vinden van (nieuw) werk dan hoe hard iemand
zoekt. Dit idee geldt ook voor langdurig werklozen die doorgaans grote problemen
ondervinden bij het vinden van werk. Employability kan bovendien bijdragen aan het
vinden van een passende baan, doordat mensen betere zoekmethoden gebruiken en hun
zoektocht minder snel opgeven. Kortom, ik veronderstel dat employability tegelijkertijd
van belang is voor het zoeken naar en het vinden van de juiste baan. Nog niet eerder is
empirisch onderzocht of, hoe en waarom employability een rol speelt bij het vinden van
passend (nieuw) werk. In dit proefschrift heb ik deze vragen onderzocht. Daarnaast heb
ik onderzocht of re-integratietrajecten kunnen bijdragen aan de employability van
werkzoekenden.
Empirische bevindingen
In Hoofdstuk 2 heb ik onderzocht of en hoe employability samenhangt met het
vinden van nieuw werk. Employability kan worden omschreven als de mogelijkheid om
werk te kunnen vinden en behouden, en omvat vier dimensies: ‘adaptability’
(werkgerelateerd aanpassingsvermogen), sociaal kapitaal, menselijk kapitaal en
loopbaanidentiteit. Adaptability wordt vaak omschreven als de wil en mogelijkheid om
loopbaanmogelijkheden uit te zoeken, en heeft vooral te maken met het verkennen en
plannen van mogelijke loopbaantrajecten. Bij sociaal kapitaal moet gedacht worden aan
de mate waarin mensen sociale vaardigheden bezitten en in hoeverre zij kunnen putten
uit hun sociale netwerk. Menselijk kapitaal omvat de kennis, vaardigheden en
competenties die iemand bezit. Loopbaanidentiteit, ten slotte, refereert aan het belang
dat mensen hechten aan werken.
Employability vergroot doorgaans de kans op het vinden van een (nieuwe) baan –
zowel voor werkenden als voor werklozen. Langdurig werklozen kampen echter met
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allerlei problemen waardoor het vinden van werk wordt bemoeilijkt. Het is dus de vraag
of employability ook voor deze groep werklozen van belang is. Om dit te onderzoeken
heb ik twee keer een vragenlijst afgenomen bij een groep langdurig werklozen, met een
jaar tussen beide meetmomenten. De resultaten lieten zien dat employability inderdaad
positief samenhangt met baanzoekgedrag: employable werklozen zoeken harder.
Employability vergroot ook de kans op re-integratie van langdurig werklozen. Opvallend
was dat het vinden van werk met name door employability werd bepaald en minder
door intensief zoeken. Deze bevinding bevestigt het idee dat alleen zoeken niet volstaat
voor langdurig werklozen om werk te vinden. In plaats daarvan is vooral hun
employability belangrijk voor succesvolle re-integratie. De bevindingen in Hoofdstuk 2
lieten daarnaast zien dat iedere dimensie van employability een aparte rol speelt in het
re-integratieproces: adaptability is met name van belang voor het volhouden van het
zoeken naar werk, sociaal en menselijk kapitaal voor het vinden van werk, en
loopbaanidentiteit voor beide.
In Hoofdstuk 2 heb ik tevens onderzocht of re-integratietrajecten konden
bijdragen aan de ontwikkeling van employability. De resultaten lieten zien dat de
trajecten inderdaad deze ontwikkeling bevorderden, maar de effecten waren relatief
klein. Om dit nader te onderzoeken, veronderstelde ik in Hoofdstuk 3 dat de
uiteenlopende redenen die mensen hebben om werk te willen vinden zouden kunnen
verklaren waarom sommigen meer baat hebben bij een re-integratietraject dan anderen.
In de Zelf-Determinatie Theorie (ZDT; Deci & Ryan, 1985; 2000) wordt gesproken van
de kwaliteit van werkmotivatie, waarbij een onderscheid wordt gemaakt tussen
autonome motivatie (‘willen werken’) en gecontroleerde motivatie (‘moeten werken’).
Ik verwachtte dat een meer autonome motivatie de ontwikkeling van employability en
baanzoekgedrag zou bevorderen. Ik verwachtte daarnaast dat deze motivatie beïnvloed
zou worden door hoe mensen het re-integratietraject ervaren, oftewel, door de mate
waarin ze het traject als een verplichting ervaren en de mate waarin ze het traject nuttig
vonden. Om deze verwachtingen te testen, heb ik deelnemers aan een reintegratietraject gevraagd om voor en na het traject een vragenlijst in te vullen.
Resultaten lieten zien dat deelnemers met een meer autonome motivatie
inderdaad een hogere employability en meer baanzoekgedrag vertoonden na afloop van
het re-integratietraject. Daarnaast bleek dat de combinatie van verplichting en nut van
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het traject invloed had op de motivatie en ontwikkeling van deelnemers. Als mensen het
gevoel hadden dat hun deelname aan het traject vrijwillig was en als ze bovendien het
traject nuttig vonden voor het vinden van werk, hadden zij een meer autonome
werkmotivatie en groeide hun ontwikkeling. Dit was juist niet het geval bij mensen die
vrijwillig deelnamen maar het traject niet nuttig vonden: voor hen resulteerde deelname
eerder in een meer gecontroleerde werkmotivatie en minder ontwikkeling. Een traject
als nuttig ervaren is dus van essentieel belang voor de motivatie van deelnemers, en
daarmee voor de effectiviteit van het traject. Op basis van dit onderzoek heb ik
geconcludeerd dat verplichte deelname aan een re-integratietraject niet nadelig hoeft te
zijn voor de effectiviteit van het traject, mits het voor deelnemers duidelijk is waarom
het traject nuttig is voor het vinden van werk.
Een opvallend resultaat in Hoofdstuk 3 was dat de loopbaanidentiteit van
deelnemers na verloop van tijd minder sterk werd. Aangezien uit Hoofdstuk 2 was
gebleken dat een sterke loopbaanidentiteit van belang is voor zowel het zoeken als het
vinden van (nieuw) werk, heb ik de verandering van deze identiteit nader onderzocht in
Hoofdstuk 4. Daarbij heb ik bekeken hoe werkloze jongeren hun loopbaanidentiteit
ontwikkelen. Ik heb daartoe 30 jongeren die meededen aan het re-integratieproject
‘Jamie Oliver’s Fifteen’ geïnterviewd. Fifteen is een re-integratieproject dat jongeren
helpt met het vinden van vast werk, door hen binnen het eigen restaurant op te leiden
tot horeca professional (in de keuken of in de bediening). Uit de verhalen van deze
jongeren kwamen twee belangrijke thema’s naar boven met betrekking tot het
ontwikkelen van hun loopbaanidentiteit: redenen om zich op te geven voor Fifteen en
manieren waarop zij hun identiteit ontwikkelden. Wetenschappelijk onderzoek stelt dat
re-integratie doorgaans pas succesvol is als het een doelbewust en doelgericht proces is,
bijvoorbeeld gestuurd door een gewenste loopbaanidentiteit. De redenen van jongeren
om zich op te geven voor Fifteen lagen echter verrassend vaak in een toevallige
samenloop van omstandigheden, in plaats van in het nastreven van een gewenste
loopbaanidentiteit.
Hoewel er dus vaak geen sprake was van een gewenste loopbaanidentiteit aan
het begin van het project, bleken de meeste jongeren tijdens het project een
loopbaanidentiteit te ontwikkelen. Zij deden dat op verschillende manieren. Sommigen
ontdekten wat ze in hun mars hadden en raakten daardoor gemotiveerd om te werken.
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Anderen maakten zich los van hun verleden en van hun niet-werkende vrienden, en
richtten zich meer op andere werkgemotiveerde jongeren. Ze gaven vaak aan dat ze af
wilden van het stigma van kansarme jongere. Weer anderen vergeleken mogelijke
andere identiteiten met hun nieuwe werkidentiteit. Een jaar na afloop van het traject
bleek dat jongeren die inmiddels een vaste baan hadden, net zo vaak ‘toevallig’ bij
Fifteen terecht waren gekomen als jongeren die geen baan hadden gevonden of opnieuw
werkloos waren geraakt. Ook bleek dat jongeren die hun oude gestigmatiseerde
identiteit van zich af hadden weten te schudden, vaak een vaste baan hadden gevonden.
Jongeren die echter geen loopbaanidentiteit hadden ontwikkeld tijdens het traject
waren werkloos gebleven. Op basis van deze resultaten heb ik geconcludeerd dat het
ontwikkelen van een loopbaanidentiteit een noodzakelijke voorwaarde is voor een
succesvol re-integratieproces, maar ook dat de redenen die aan die ontwikkeling ten
grondslag liggen van toevallige aard kunnen zijn.
Naast of en hoe, heb ik ook onderzocht waarom employability een rol speelt bij
het vinden van passend (nieuw) werk. Ik heb daarbij ingezoomd op de dimensie
adaptability. Ik veronderstelde dat met name deze employability-dimensie invloed kan
hebben op het vinden van een passende baan. Adaptability kan er immers voor zorgen
dat mensen betere zoekmethoden gebruiken en daardoor een beter passende baan
vinden. In Hoofdstuk 5 heb ik onderzocht of adaptability invloed heeft op de strategie
die iemand gebruikt bij het zoeken naar een baan. Daarnaast verwachtte ik dat de
strategie waarmee iemand zoekt belangrijker is voor het vinden van een passende baan
dan de intensiteit waarmee iemand zoekt. Deze baanzoekstrategieën zijn grofweg onder
te verdelen in een verkennende, een gerichte en een lukrake (‘niet geschoten is altijd
mis’) strategie, waarbij de eerste twee strategieën doorgaans betere resultaten
opleveren dan de lukrake strategie (cf. Crossley & Highhouse, 2005). Ik heb met
vragenlijsten de adaptability en de zoekstrategieën gemeten van mensen die deelnamen
aan een re-integratietraject. Acht maanden later heb ik dezelfde mensen gevraagd naar
het aantal baanaanbiedingen dat zij hadden gekregen, en de kwaliteit van de baan die zij
hadden gevonden. De resultaten lieten zien dat het gebruik van een gerichte en
verkennende strategie meer baanaanbiedingen had opgeleverd. Het gebruik van een
verkennende strategie hing echter ook samen met een lagere baankwaliteit. Dit laatste
kan liggen aan de context van het re-integratietraject, waarbij mensen min of meer

234

SAMENVATTING
______________________________________________________________________________________________________
verplicht zijn een baanaanbod te accepteren. Mensen die een verkennende strategie
gebruiken solliciteren voor verschillende banen die niet altijd even goed aansluiten bij
hun behoeften. Als zij een traject volgen kan het dus voorkomen dat zij een minder
gewenst baanaanbod moeten accepteren en minder tevreden zijn met de gevonden baan.
Het is daarom des te belangrijker dat adaptability wél een direct positief effect had op de
kwaliteit van de gevonden baan. Ook het gebruik van een bepaalde zoekstrategie bleek
voornamelijk te liggen aan de mate van iemands adaptability. Met andere woorden,
adaptability leek een cruciale en mogelijk voorbereidende rol te spelen bij het vinden
van passend werk.
Om mijn vermoeden te testen dat adaptability een essentiële rol speelt bij het
vinden van passend (nieuw) werk, heb ik een training ontwikkeld om adaptability te
ontwikkelen en verbeteren. Immers, als mensen in het begin van hun zoektocht hun
adaptability verbeteren, zou daarmee ook hun kans op het vinden van een passende
baan groter moeten worden. Om dit te onderzoeken heb ik in Hoofdstuk 6 de
effectiviteit van de training getest onder recent afgestudeerden. Ik heb adaptability
gemeten bij een groep die de training volgde en bij een controlegroep die geen training
volgde, op drie meetmomenten (voor de training, na de training, en zes maanden later).
De resultaten lieten zien dat de ontwikkeling van adaptability anders verliep voor de
trainingsgroep dan voor de controlegroep. De adaptability van de trainingsgroep bleek
grotendeels te verbeteren, terwijl de adaptability van de controlegroep hetzelfde bleef of
zelfs verslechterde. De resultaten lieten daarnaast zien dat deelnemers die de training
hadden gevolgd een betere baan hadden gevonden dan deelnemers die geen training
hadden gevolgd. Uit de resultaten concludeerde ik dat de training kan helpen om
adaptability verder te ontwikkelen, maar ook om het verlies van adaptability tegen te
gaan –een verschijnsel dat dikwijls voorkomt naarmate mensen langer werkloos zijn.
Het feit dat de training bijdroeg aan de kwaliteit van de gevonden baan bevestigde mijn
vermoeden dat adaptability essentieel is voor het vinden van een passende baan.
Conclusies en Implicaties
Zowel in wetenschappelijk onderzoek als in de praktijk luidt het devies dat hard
zoeken de beste manier is om zo snel mogelijk werk te vinden. Helaas leidt hard zoeken
niet altijd tot het vinden van een baan, laat staan tot het vinden van een passende baan
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(Boswell et al., 2012; Kanfer et al., 2001; Wanberg et al., 2002). Het vinden van passend
werk is echter van groot belang, omdat een slecht passende baan opnieuw kan leiden tot
werkloosheid. Om die reden was het doel van deze dissertatie te onderzoeken of
employability kan bijdragen aan het vinden van passend werk, in situaties waarin alleen
hard zoeken niet volstaat. Daarnaast wilde ik onderzoeken of met name de dimensie
adaptability een cruciale en voorbereidende rol speelt bij het vinden van passend
(nieuw) werk.
Ik heb onderzocht of, hoe en waarom employability bijdraagt aan het vinden van
passend (nieuw) werk door iedere dimensie van employability apart te onderzoeken.
Daarbij heb ik gebruik gemaakt van verschillende steekproeven en verschillende
onderzoeksmethoden. De resultaten van Hoofdstuk 2, 3 en 4 laten zien dat de
employability van langdurig werklozen inderdaad positief samenhangt met hun
baanzoekgedrag en hun kans op re-integratie. Bovendien kunnen re-integratietrajecten
de ontwikkeling van employability stimuleren mits de deelnemers het traject nuttig
vinden voor het vinden van werk (Hoofdstuk 3) en het traject hen de mogelijkheid geeft
om een loopbaanidentiteit te ontwikkelen (Hoofdstuk 4). Hoofdstuk 5 en 6 bevestigen
daarnaast dat voorbereiding (in de vorm van adaptability) ervoor kan zorgen dat
mensen betere zoekmethoden gebruiken en een beter passende baan kunnen vinden.
Dit geldt zowel voor langdurig werklozen als voor starters. De resultaten in dit
proefschrift leveren daarmee overtuigend bewijs dat employability een bruikbare en
complete aanpak kan zijn voor het vinden van passend (nieuw) werk. Dus, of we nu
kijken naar doorsnee werkzoekenden, langdurig werklozen, starters, of jongeren met
een afstand tot de arbeidsmarkt, employability biedt een goede route tot passend werk.
Wat betekenen de resultaten en conclusies in deze dissertatie nu precies voor de
zoektocht naar passend (nieuw) werk? In de eerste plaats geven de resultaten nieuw
inzicht in de aparte rol die elke employability-dimensie speelt tijdens het reintegratieproces. Adaptability is met name van belang voor het zoeken naar werk,
sociaal en menselijk kapitaal voor het vinden van werk, en loopbaanidentiteit voor beide.
Loopbaanidentiteit is dus cruciaal, omdat mensen met een sterkere loopbaanidentiteit
hun zoektocht beter kunnen volhouden en een grotere kans hebben op het vinden van
werk. Het is daarbij opmerkelijk dat het ontwikkelen van loopbaanidentiteit niet perse
een doelgericht en doelbewust proces hoeft te zijn om te kunnen leiden tot succesvolle
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re-integratie. De sleutel daartoe lijkt eerder te liggen in het bewust loslaten van de oude
gestigmatiseerde identiteit.
Ten tweede laat deze dissertatie zien dat adaptability voor alle werkzoekenden
essentieel is voor het vinden van passend werk. De reden is dat adaptability het
‘gereedschap’ biedt waardoor mensen betere zoekmethoden gebruiken en daarmee hun
kans op een passende baan verhogen. Door dit gereedschap kunnen mensen bovendien
beter omgaan met allerlei veranderingen in hun loopbaan, zoals van school naar werk,
van werk naar werk, van werkloosheid naar werk, of andersom. Dit is met name van
belang in slechtere economische omstandigheden waarin mensen zich moeten kunnen
aanpassen aan voortdurend veranderende omstandigheden in hun loopbaan. Adaptable
mensen kunnen dat beter.
Ten derde bevat deze dissertatie enkele aanbevelingen om de effectiviteit van reintegratietrajecten te verbeteren. Gezien het belang van employability in het reintegratieproces zou een meer persoonsgerichte aanpak zinvol zijn. Trajecten moeten
vooral gericht zijn op het stimuleren van de noodzakelijke employability dimensies en
die dimensies kunnen van persoon tot persoon verschillen. De resultaten hebben
daarnaast naar voren gebracht dat de reden waarom mensen werk willen vinden (de
kwaliteit van hun werkmotivatie) van invloed is op de mate waarin iemand baat heeft bij
het volgen van een re-integratietraject. Verplichte deelname aan het traject is daarbij
niet perse nadelig mits deelnemers het traject zinvol vinden voor het vinden van werk.
Het is daarom des te meer van belang om deelnemers aan een re-integratietraject
duidelijk te maken hoe en waarom hun traject kan bijdragen aan het vinden van passend
werk.
Tot slot is het noemenswaardig dat employability en adaptability niet alleen
belangrijk zijn voor één bepaalde groep of situatie en dat de resultaten van mijn
onderzoek niet gebaseerd zijn op het gebruik van één specifieke onderzoeksmethode. De
resultaten in deze dissertatie gelden voor verschillende groepen werklozen en komen
voort uit het gebruik van verschillende onderzoeksmethoden. Deze dissertatie heeft
daarmee onze kennis van het re-integratieproces vergroot en biedt aanknopingspunten
voor een robuuste en complete aanpak voor het vinden van werk, maar vooral voor het
vinden van passend werk.
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Uiteindelijk heb ik met deze dissertatie willen laten zien dat er meerdere wegen
zijn die naar Rome leiden. Naast hard zoeken zijn er andere, belangrijkere en betere
routes die kunnen leiden tot het vinden van een passende baan. Employability biedt de
middelen en het gereedschap waarmee mensen hun zoektocht kunnen volhouden,
kunnen verbeteren en kunnen afsluiten met een baan die bij hen past. In tijden van
werkloosheid is employability daarom de meest geschikte route naar passend werk.
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In het begin van deze dissertatie gebruikte ik de quote “insanity: doing the same
thing over and over again and expecting different results” om het proces van zoeken naar
werk aan te duiden. Die quote is echter net zo goed toe te passen op het doen van
promotieonderzoek. Gelukkig had ik vele mensen om me heen die dit soort insanity
deelden, evenals mensen die ervoor gezorgd hebben dat ik niet echt insane werd. Ik heb
dan ook veel aan jullie allemaal te danken.
My first and foremost ‘thank you’ is for my two supervisors: Annelies and Ute.
You two are the best. I am deeply thankful for your relentless time, efforts and swiftness
(especially at the end!). Needless to say that I couldn’t have done this without you. But, I
also believe that I wouldn’t have had such a great time and increasing love for science if
it weren’t for the both of you. Annelies, jouw scherpe inzicht heeft me geleerd om altijd
de wetenschappelijke meerwaarde in het oog te houden en de verdiepingsslag te zoeken.
Je kritische blik daagt me altijd uit een stap verder te gaan. Dankzij jou ben ik een echte
A&O-psycholoog geworden. Naast mijn begeleider ben je ook nog eens een fantastisch
rolmodel en iemand waar ik altijd bij terecht kan. Ute, I think that we might be the
professional version of ‘opposites attract’. You are the reason I started this PhD, and I
still love working with you now –even when you make me rewrite and reanalyze over
and over again. Your conceptual insight and methodological knowledge was and is
indispensable and you’ve taught me more than you probably realize. You always makes
me laugh and I’m so thankful for your never-ending support, even late at night or rock
bottom on the phone. Annelies & Ute: thank you so much, for everything. I look forward
to the future and hope that it will be a good one for our ‘team’.
But there are more people to thank, people who have been an example to me and
who have helped me along the way. Alan, thank you for hosting me at the University of
Toronto. You’ve helped me to structure my thoughts and to find focus in my research.
I’ve greatly enjoyed your (research) ideas and stories. Jelena, thanks for making Toronto
shiny again, and for keeping me on track with the (hard) qualitative part. Connie, I am so
thankful for being able to meet you, spend time with you, and brainstorm about research
ideas. That week in Minnesota was very valuable to me, but way too short. Let’s do it
again! Edwin, dank dat je een vervangende begeleider voor me was in de laatste paar
maanden. Aukje, je bent een lichtend voorbeeld van hoe wetenschap en praktijk goed
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samen kunnen gaan. Ik vind het fijn dat we dat vanaf nu ook samen kunnen doen. En
Joke, wat moest ik zonder jou.
Mijn promotieonderzoek was echter überhaupt niet mogelijk geweest zonder de
DWI, en dan met name Niels van Tent. Niels, ik vond het prettig om de afgelopen jaren
met je samen te werken en ben dankbaar dat ik, mede dankzij jou, deze kans heb
gekregen. Ook alle medewerkers, klantmanagers en trainers bij DWI die de afgelopen
jaren hebben geholpen om mijn onderzoek op te zetten en uit te voeren ben ik grote
dank verschuldigd. Zonder jullie was dit alles niet tot stand gekomen.
Daarnaast zijn er nog andere organisaties die hun deuren voor mij hebben
geopend, me inzicht hebben gegeven in de dagelijkse re-integratie praktijk en me
geholpen hebben met het verzamelen van data, zoals Pantar en Randstad. Mijn dank gaat
uit naar iedereen die mij zo belangeloos de mogelijkheid heeft gegeven om mijn vragen
te stellen en onderzoeksvragen te testen. Soms kan iemand daarbij bepalend zijn voor je
onderzoeksrichting zonder dat hij het zelf weet. Daarom: Frank, onze (auto-)
gesprekken waren inspirerend en doorslaggevend. Ik ben je nog steeds dankbaar. Het
onderzoek bij Fifteen had ik nooit kunnen doen zonder Simone, Jeroen en Han. Bedankt
voor jullie vertrouwen, expertise en ook vooral gezelligheid. Mijn grootste dank gaat uit
naar de leerlingen. Ik wil jullie bedanken voor jullie medewerking en (soms
confronterende) openheid. Jullie hebben me onmisbare inzichten gegeven. Iets minder
bedankt voor die meelwormen-bitterbal.
Mensen zeggen wel eens dat promoveren een individuele en eenzame
onderneming is, maar daar heb ik de afgelopen jaren weinig van gemerkt. Los van het
feit dat het fijn werken was en is met al mijn A&O collega’s, zijn ook de talloze borrels,
etentjes, (thema-)feestjes en niet te vergeten Spring Onions altijd leuk met jullie en
dankzij jullie. De collega’s van buiten de UvA waarmee cursussen en congressen altijd
meer worden dan werk: dank! En soms worden collega’s ineens vrienden: Shaul,
Marieke, Barbara, Daniël en Lindy, thanks for being there.
Ik prijs me gelukkig dat ik veel mensen om me heen heb die mijn leven naast het
promoveren zo leuk maken. Helaas past niet iedereen in dit proefschrift, ondanks de
vaak onmisbare rol die ze hebben gespeeld. Ik hoop daarom straks mijn promotie met
jullie te kunnen vieren, en jullie persoonlijk te kunnen bedanken. Toch kan ik het niet
achterwege laten een paar mensen ook op deze plek te bedanken. Allereerst Godelieve
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en Marijn: zonder die (bar-)gesprekken met jullie was ik nooit begonnen aan mijn
promotie. Astrid, Anouk, Margo en Marly, jullie zijn belangrijker voor me dan ik zelf
soms doorheb, en niet alleen tijdens de afgelopen 4 jaar. Onze vriendschap is bijzonder
en me zoveel waard. Dank dat jullie er gewoon zijn, en altijd zijn. Marly, extra veel dank
dat ik nu een echte (en supergave) marly-van-lipzig-cover heb.
Ik heb bovendien bijzonder veel geluk met mijn drie paranimfen (en bonusminiparanimf): nu alvast dank voor alle steun en moeite! Berber, het lag voor mij al heel
lang vast dat ik jou aan mijn zijde wilde tijdens de verdediging, en vind het superfijn dat
je mijn paranimf wilt zijn. Ik bewonder jou en je doorzettingsvermogen, en voel me altijd
sterker met jou naast me. Marije, jij hebt misschien wel de belangrijkste rol gespeeld in
mijn promotie: we hebben zoveel samen gedeeld, ontdekt en meegemaakt. Ik mis je nog
elke dag op ‘t werk. Het is ergens wel symbolisch dat deze twee belangrijke momenten
in ons leven zo samenvallen… dat kan nu al niet meer stuk. Tim, met jou als derde
paranimf is mijn wens uitgekomen, want anders was het natuurlijk niet compleet
geweest. Dankzij jou was het in 4.02 altijd fijn, zelfs in de diepste momenten van stress.
Ik ben blij dat onze vriendschap verder gaat dan aangrenzende bureaus.
Lieve Roy, je hebt alles veranderd. Door jou is mijn wereld is nog zoveel mooier
geworden. Van samen aan de bar tot ‘boekje moet naar de drukker’: met jou is het leuker,
beter, makkelijker. Dankjewel dat je mijn schlüssel zum glück bent. Met jou kan ik
alles. Je bent fantastisch.
Lieve Papa, Mama, Arjen en Lilia, de laatste woorden van mijn proefschrift zijn
vanzelfsprekend voor jullie. Dank voor jullie onvoorwaardelijke liefde, steun, wijsheid
en interesse. Pap, het roer kan inderdaad nog tien keer om. Papa en Mama, dankzij jullie
heb ik de mogelijkheid om te kunnen doen wat ik wil. Door jullie ben ik tot hier gekomen
en kan ik nog komen waar ik wil. Dank dank dank. Ik bof maar met zulke ouders.
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