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Chapterr 3 

Characteristicss Of 
Agencyy Workers 

3.11 Introductio n 

Chapterr 1 showed that the percentage of the Dutch labor force that is working as an agency 

workerr is among the highest in Europe. The question is why. This chapter and the next will go in 

too the reasons for workers to choose an agency contract. The reasons for employers to hire 

temporaryy workers will be discussed in chapters 5 and 6. 

Chapterr 2 showed that agency workers were badly protected by labor law until 1998. Yet, 

thiss did not discourage people from becoming agency workers. The reasons for being an agency 

workerr maybe various. Many people consider an agency job a way of gaining job experience. 

Furthermore,, it is a source of secondary income without too many obligations. It also provides 

moree flexibility to the worker. Therefore, this chapter is devoted to studying the characteristics 

andd motivations of agency workers. 

Thee following section discusses the theory behind the choice for agency work. Section 3.3 

presentss the highlights of the data used for estimation. The estimation results are in section 3.4. 

Finallyy section 3.5 provides a summary and conclusions. 

3.22 Choice of labor  contract 

Despitee the poor legal position of agency workers until 1998, the agency contract does have 

somee attractive features. First of all it provides more flexibility  than a permanent contract. Many 

agencyy contracts are short-term contracts. Thus agency workers have more control over the time 

off  year they work in. Moreover, if the agency job is not to their liking, quitting has less 

consequences.. If you quit a regular job you have to search for a new job, while a temporary work 

agencyy may immediately offer a new job. An agency contract may also be more easily combined 

withh schooling than a permanent contract, because timetables have a habit of changing regularly. 

Anotherr advantage of an agency job is that it provides an additional source of secondary 

incomee in a household where another member has a regular income. Because it is a secondary 
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sourcee of income the job does not have to be a steady one . Short unemployment spells in 

betweenn agency jobs will not pose a problem. This makes agency work is especially attractive 

too married women. According to the home production model (Becker, 1965) the lack of 

obligationss associated with the agency contract becomes more attractive as the returns to home 

productionn increase. This is the case when amarried women puts high value on caring duties or 

investss in her husbands career by taking care of things at home. In this case amarried women will 

nott want any additional obligations and prefers the lack of obligations associated with an agency 

contract. . 

Lastly,, an agency job is a good way of gaining job experience. This is even recognized by the 

unions.. Agency work enables people to explore the labor market without tying themselves down. 

Moreoverr it may be a stepping stone towards permanent work. Thus agency work i s an attractive 

formm of labor to starters on the labor market, long-term unemployed, re-entrants and other people 

withh a difficult labor market position. 

Thee question is which of these reasons for choosing an agency contract over a regular 

contractt prevail. Logit models are the appropriate tool for this purpose. The logit model 

investigatess how the chances ofbecoming an agency worker are influenced by exogenous factors. 

Thee general form of the logit model is: 

xkxktt 1 

Prob{D=i)Prob{D=i)  = for i=\,2,..,F and Prob(D=0)= , 
.. \^ xi.. . v^ xk. (3-1) 

*= ]] 4=1 

wheree X i s a vector of parameters to be estimated. D may be either dichotomous (i. e. 0 or 1) or 

polychotomouss (i .e. 0,1,2,3,...). D represents the choices available to the worker and F the total 

numberr of choices minus one. The vector ̂ contains exogenous variables which may influence 

thesee choices. 

Onee problem with this model is that it tends to predict the larger share of D better than the 

smallerr share of D. If there are hundred observations on D of which ninety percent is equal to 0 

andd ten percent is equal to 1, then most zeros will be predicted correctly and most ones will be 

predictedd falsely. As the smallest share decreases in size, the problem becomes worse. In the 

casee of agency workers only three percent of the sample is equal to 1, which means that almost 

alll  of the ones will be predicted falsely. 

Onee way around this problem is to draw a sample where the shares of D are more or less 

equal.. Then add the probability that an observation comes from one of the shares, to the logit 

modell  (Maddala, 1989). Let PS{ be the probabi lity that an observation with D=i  is selected into 

thee sample. The logit model is then reformulated as: 
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PSe™'PSe™' PSQ 

Prob(D=i)Prob(D=i) =  ; for i = l,2,..,F and Prob(D=0) = 

Assumingg (i=ln(PS-)-ln(PS() equation (3.2) can be rendered as 

Prob(D=i)Prob(D=i) = for i=l,2,..,F and Prob(D=0)= 
FF F 

i +X>^ **  ï + i ; ^ ^ 
*=11 *=1 

(3.3) ) 

Soo making the shares more or less equal would only affect the constant and not the slopes. The 

truee value of the constant can easily be retrieved by subtracting u from the estimate. 

3.33 Descriptives of regular  and agency workers 1992-1994 

Al ll  models in this and the next chapter are estimated using data fromm Statistics Netherlands 

(CBS).. The data come from the Labor Force Surveys of 1992,1993 and 1994. This survey was 

alsoo held prior to 1992, but in 1992 the questionnaire was significantly changed. This makes 

comparisonss with earlier years very difficult . 

Becausee this study is primarily interested in comparing agency workers with regular workers, 

peoplee who do not work are excluded, as well as people with other forms of contingent labor, 

suchh as min-max contracts, call contracts and substitute contracts. Self-employed persons or 

peoplee who work in subsidized jobs are also excluded. On the other hand, there are no 

restrictionss to the hours worked. Everyone working at least one hour a week is considered.' 

Afterr cleaning up the data approximately 168,000 observations were available for estimation 

consistingg of about 5,000 agency workers and 161,000 regular workers. The group of regular 

workerss consists of 21,000 temporary workers and 140,000 permanent workers. The remaining 

2,0000 workers have a combination of two or three labor contracts. For example they can have 

twoo jobs where one is a permanent and the other one is a temporary job. 

Figuree 3.1 gives an impression of the distribution of the three types of labor contracts over the 

workerss and over the years in the current sample. Permanent contracts are the most popular 

contractss although their number is slightly declining. On the other hand temporary and agency 

contractss are becoming increasingly popular. The number of people combining two or more types 

11 This is not in line with the practice of Statistics Netherlands, who disregard people working less than 
twelvee hours a week. 
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FigureFigure 3.1: Type of labor contract 1992-1994 

1992 2 
gg 1993 
855 1994 

2.66 2.5 3.1 1 

1.22 1.2 1.2 

Permanent t Temporary y Agency y Combination n 

Source:: Labor Force Survey, Statistics Netherlands 

off  contract was stable over the period 1992-1994.In 1994 ofall three contracts 3.1 percent is 

ann agency contract. This is equivalent to 2.2 percent agency workers in the total labor force 

workingg full-time. 

Itt is interesting to see that with increasing unemployment (see table 3.1) the number of 

temporaryy and agency contracts also increases. The period 1992-1994 was a period of slow 

economicc growth (see chapter 2) and employers obviously wanted to protect themselves by 

offeringg less job security to their employees. However as shown in chapter 2, the actual number 

off  agency hours has declined in the period 1992-1994. This must mean that agency contracts 

becamee shorter. 

Thee next two sections describe in detail the data that will be used in section 3.4. Section 3.3.1 

makess a comparison between agency workers and regular workers, while section 3.3.2 makes 

aa comparison between agency workers and temporary workers. 

TableTable 3.1: The Dutch population, 1992-1994 (x1000) 

1992 2 1993 3 1994 4 

Totall population 
Populationn 15-64 years 
ofof which 

Nonlaborr force 
Laborr force 
ofof which 

employed d 
unemployed3 3 

15,129 9 

10,349 9 

4,052 2 

6,296 6 

944% % 

5.6% % 

15,239 9 

10,420 0 

4,014 4 

6,406 6 

93.3% % 

6.7% % 

15,342 2 

10,473 3 

4,007 7 

6,466 6 

92.3% % 

7.7% % 

aa ILO definition 
Source:: Labor Force Survey, Statistics Netherlands; Eurostat 
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FigureFigure 3.2: General descriptives for agency and regular workers, 1992-1994 
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Source:: Labor Force Survey, Statistics Netherlands 

3.3.11 Agency versus regular  workers 

Figuree 3.2 shows some general statistics for agency and regular workers. Of the regular 

workerss approximately 60 percent are men while about 40 percent are women (see figure 3.2A). 

Forr agency workers in 1992 the men-women ratio is about fifty-fifty . But over the years it seems 

too converge to the ratio for the total of workers (agency plus regular workers). It is not 

immediatelyy clear why. The demographic composition of the total population has not changed 

overr these years. Table 3.1 showed that the nonlabor force population has not changed either, 

soo it is not a matter of women dropping out of the labor market. In this period only the percentage 

off  unemployed people increased. This mayprovide an explanation. In general women have a 

weakerr labor market position than men. They may be among the first to get fired or not hired, 

whenn economic times are getting worse. 

Whenn comparing agency workers to regular workers there are more singles and more non 

EU-residentss among agency workers than among regular workers (see figure 3.2B and 3.2C). 

Inn general about 71 percent of the regular workers is married or living together while this is only 
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FigureFigure 3.3: Age, 1994* 

%% o 

** For agency workers the cluster 55-64 years was so small that it is combined with 45-54 years. 

Source:: Labor Force Survey, Statistics Netherlands 

aboutt 45 percent for agency workers. The percentage of non-EU residents is for agency workers 

twicee as high as for regular workers. 

Thee percentage of students (see figure 3.2D) is approximately equal for both groups of 

workers,, with the exception of agency workers in 1993. The high prevalence of students among 

temporaryy workers in 1993 may be a coincidence. Students include all people whose main 

activityy is being in school or at university. 

Figuress 3.3 gives an overview of the age composition of regular and agency workers in 1994. 

Forr the other years the composition is comparable. Agency workers are much younger than other 

workers.. For agency workers the percentage of 15-24 years old is more than twice as high than 

forr regular workers. For the group 25-34 years old the percentages are approximately the same 

andd for other age groups the percentages for agency workers are much lower than for regular 

workers.. In fact, agency workers in the age of 55-64 are true exceptions.2 

Figuree 3.4 compares the education level of agency workers and regular workers. In general 

agencyy workers have less education than regular workers. This is especially evident in the two 

highestt levels of education. There are relatively few agency workers with an high vocational or 

universityy degree. When comparing over time there is a shift from lower forms of education such 

22 Lately, some new temporary work agencies have been established which are primarily directed at people 
overr 50. On the demand side the reasons are a loss of knowledge in many firms due to the rejuvenation of the 
stafff  and a tight labor market. On the supply side the reason is that many retired people want to do something 
otherr than hobbies or voluntary work, but not necessarily full time. 
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FigureFigure 3.4: Education level, 1994 
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Source:: Labor Force Survey, Statistics Netherlands 

ass primary and low vocational towards higher forms of education such as medium and high 

vocationall  and academic. This trend is visible for both regular as well as agency workers. 

Basedd on the answers people gave about their current employer, Statistics Netherlands 

classifiedd them into the economic sectors shown in figure 3.5. Regular employees are mainly 

foundd in government jobs and other non-commercial services, followed by trade, hotels and 

cateringg and industry. Agency workers are mainly found in industry, followed by government jobs 

andd other non-commercial services. Very striking is the high number of agency workers that could 

nott be classified. The reason for this lack of information is unknown. It may be that agency 

FigureFigure 3.5: Economic sector, 1994 

iiiiiiiiiniihrrr r 

Agriculture,, fishery & mineral exploitation ^ g 

Industry y 

Publicc utilities & construction fl M; 

Trade,Trade, hotel & catering 

Transportt & communication 

Bank,, insurance & commercial services 

Government,, other services 

Unknown n 

%% 0 

ffifi ffifi II rTTTl34.2 

118.5 5 

"PÏIIÜW W 

!! Regular 

[HII Agency 

Source:: Labor Force Survey, Statistics Netherlands 
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TableTable 3.2: Region,31992-1994 (in %) 

1992 2 

11.7 7 
22.4 4 

39.2 2 

26.7 7 

100 0 

Alll workers 

1993 3 

11.6 6 
22.2 2 

39.7 7 

26.5 5 

100 0 

1994 4 

11.1 1 

22.6 6 

39.6 6 
26.7 7 

100 0 

1992 2 

15.3 3 

22.0 0 

37.2 2 

25.6 6 

100 0 

Agencyy workers 

1993 3 

13.6 6 
21.4 4 

38.4 4 
26.7 7 

100 0 

1994 4 

14.2 2 
23.7 7 

35.5 5 

26.5 5 

100 0 

aa North: Friesland, Groningen, Drenthe; East: Flevoland, Overijssel, Gelderland; West: Utrecht, Noord-Holland, Zuid-
Holland;; South: Zeeland, Noord-Brabant, Limburg. 
Source:: Labor Force Survey, Statistics Netherlands 

workerss are less committed to the firm they work for and therefore are not capable of indicating 

whatt kind of firm it is. It is also possible that they worked for two different firms in one week. 

Inspectingg the distribution over regions (table 3.2) small differences can be seen. Due to 

fluctuationn in the percentages for agency workers, drawing any conclusions should be drawn 

carefully.. The fluctuations maybe caused by sampling problems. Underrepresentation of agency 

workerss in less populated regions is very likely. In general though, the northern provinces have 

aa relatively high share of agency workers. On the other hand the Western provinces have a 

relativelyy low share of agency workers. This is probably related to the fact that the Northern 

provincess have higher unemployment rates and are less prosperous. The Western provinces are 

economicallyy speaking better off: there are more jobs and unemployment rates are lower. Many 

people,, especially the young, leave the Northern provinces to look for work in the Western 

provinces.. Of course, table 3.1 and figure 3.1 already showed that unemployment rate and the 

numberr of agency contracts are positively correlated. 

Finallyy figure 3.6 shows the number of working hours. Small jobs are more often taken by 

peoplee with a permanent or a temporary contract rather than an agency contract. Surprisingly a 

veryy large share of agency workers actually works full time. This share is even higher than that 

off  regular workers. Of course the Labor Force Survey only records one moment in time. The 

questionn asked is how many hours a person worked in the week prior to the survey. It is possible 

thatt an agency worker happened to be working full-time the week before the survey, but worked 

lesss or not at all in the other weeks. Another reason why so many agency workers work full-time 

iss that an agency contract is sometimes used as a probation period before offering the agency 

workerr a regular contract. It is also possible that an agency worker had two agency jobs in one 

week. . 

Whatt figure 3.6 does not show is the way in which the number of working hours is laid down 

inn the labor contract. Many regular workers officially have a labor contract for 3 8 or 36 hours 
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FigureFigure 3.6: Hours worked, 1994 
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Source:: Labor Force Survey, Statistics Netherlands 

aa week. In practice this means that they work 40 hours a week and get 12 or 24 additional days 

offf  on a yearly base. An agency worker who works full time usually gets a labor contracts for 40 

hourss a week without the extra days off. 

3.3.22 Agency versus temporary workers 

Thiss section compares agency workers with temporary workers only, because some questions 

inn the labor force survey did not apply to permanent workers. These were the questions on 

contractt duration and preferences. 

Figuree 3.7 compares the duration of temporary contracts with agency contracts. Sometimes 

itt was not known exactly when the job would be finished. In this case the expected duration was 

reported.. The majority of temporary contracts last more than six months. Actually one or two 

yearr contracts are quite common. Interestingly a large share of agencyjobs also lasts more than 

sixx months, despite the fact that this was not allowed in 1992-1994. 

Figuree 3.8 shows some figures onjob satisfaction of agency workers. Over two-thirds of the 

agencyy workers are looking for another job. Fortemporary workers this is about fifty  percent. 

Inn fact more than eighty percent of agency workers would much rather have a permanent job and 

thiss figure shows an increasing trend. One of the main reasons for wanting a permanent job is the 

loww pay for agency work compared to regular work. Also many agency workers would like more 

securityy and see the agency job as a stepping stone towards permanent work. 
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FigureFigure 3.7: Job duration, 1994 * 
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FigureFigure 3.8: Job satisfaction, 1992-1994 

A:: Looking for work 
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100 0 

80.66 80.9,! 

19922 6 0-
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Source:: Labor Force Survey, Statistics Netherlands 

Forr estimation purposes some transformations were made to the data set. The education level 

iss transformed to the lognormal cumulative distribution function of cumulative frequencies. The 

economicc sectors are aggregated to five sectors. Because the sample does not contain any 

informationn on income, a wage variable is constructed, based on variables like age, education 

level,, gender, kind of labor contract, year and marital status, plus an additional random error 

term.33 The resulting hourly wage is valid forfull time regular jobs only. A correction has been 

33 The exact formula is based on Aarts & De Jong (1992): Hourly wage (based on a full time job) = 
exp{-4.1644 + 3.344 x ln(age) -0.417 x ln(age)2 - 0.359 x <t>(education level) + 0.139 x log(age) x Coeducation 
level)) - 0.041 x Female dummy + 0.128 x married dummy - 0.180 x female dummy x married dummy - 0.062 x 
femalee dummy x <t>(education level)}+ normally distributed error (at random). Here <D represents the standard 
normall  cumulative distribution function. 
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madee for part-time and flexible jobs (like agencyjobs) based on information on hourly wages 

fromfrom the CBS (1994 and 1996). Nonlabor income is assumed to be zero. The wage variable will 

nott be used in the current chapter but only in chapter 4. 

3.44 Empirical results 

Thee models formulated in section 3.2 are estimated using the data described in section 3.3. 

Firstt in section 3.4.1 the characteristics of people with an agency contract are compared to those 

withh a permanent or temporary contract. Later on in section 3.4.2 the characteristics of people 

holdingg a temporaryjob (i.e. a temporary or an agency contract) are further investigated. The 

exogenouss variables include year dummies, number of working hours, gender, marital status, age, 

educationn level, type of economic sector, student status, EU-residency and a dummy variable 

indicatingg whether a respondent has children. 

Somee of these exogenous variables will affect the chances of an agency contract in a positive 

wayy and some in an negative way. The year dummies are expected to have a positive effect since 

thee number agency contracts increased in the period 1992-1994 (see figure 3.1 in section 3.3). 

Agencyy workers are often women, thus a gender dummy must have a positive effect. Marital 

statuss may have a positive or a negative effect. Married men are often the breadwinner and wil l 

probablyy prefer a permanent job, but married women may wish to be more flexible and therefore 

preferr an agency job. Remember that 'married' also includes people living together. Agency work 

mainlyy attracts young people, thus age will have a negative effect. As figure 3.4 showed agency 

workerss usually have a low education. So again a negative effect is expected. The effect of the 

economicc sector should be consistent with the findings in figure 3.5 in the previous section. 

Industryy is the reference sector. Students probably prefer the flexibility of an agency job so the 

effectt should be positive. Non-EU residents have a more difficult labor market position and are 

moree likely to accept a less desirable labor contract. Having children poses a need for more 

flexibility ,, which may be found in an agency contract. Also having children may increase the 

returnss to home production. This is another reason why people with children may prefer agency 

contracts. . 

Biddlee and Zarkin (1989) pointed out that workers and firms may not be paired randomly, 

becausee workers may choose their number of working hours by choosing the appropriate job. 

Insteadd they could also do this by choosing the appropriate labor contract. For example consider 

someonee who has a preference for working ten hours a week. If it is not possible to do so in a 

regularr job, but it is in an agency job, then this person may choose an agency contract in order 

too achieve his preferred number of working hours. Thus the number of working hours is also 
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includedd in the analysis, assuming that people decide on their number of hours before choosing 

thee type of contract.4 Thus the number of hours is an exogenous variable in the choice of labor 

contract.55 Number of working hours is expected to have a positive effect. From the previous 

sectionn it became clear that in general agency workers work more hours than regular workers. 

3.4.11 Agency, temporary and permanent contracts 

Thiss section takes a look at the differences between agency, temporary and permanent 

contracts.. Unequal shares are a big problem so the model in equation (3.3) is estimated. This 

meanss that for each analysis a new sample had to be drawn. Thus the reported number of 

observationss varies. The tables in this section all report the likelihood ratio for testing the case that 

nonee of the explanatory variables are relevant. 

Thee first model investigates the difference between people holding an agency, temporary and 

permanentt contract. Table 3.3 shows the result of a multinomial logit model where the reference 

groupp are the people with a permanent contract. Thus the estimated coefficients are those of 

peoplee with a temporary contract and with an agency contract. 

Firstt temporary workers are compared to permanent workers. The hours variables suggest 

thatt for people working less than 47 hours a week the chances of a temporary contract decrease 

withh hours.6 For people working more 47 hours a week these chances increase again. It is very 

likelyy that people working so much hours only want to do so temporarily, for example interim 

managers.. However the category working over 47 hours is very small so no definite conclusion 

cann be drawn. Married people are more likely to have permanent jobs. Married women tend to 

preferr temporaryjobs but overall the married effect prevails, which leads to the conclusion that 

inn general married people are more likely to have permanent jobs. However, when compared to 

men,, married women are more likely to be temporary. The coefficients for age are very 

interesting.. For people under 47 the chances of a temporary contract decrease with age, but for 

peoplee over 47 these chances increase with age. Perhaps older people find it harder to get 

44 Implicitly it is also assumed that people reach their goal and that actual number of working hours equals 
desiredd number of working hours. 

55 Later on in chapter 4 another possibility is considered, namely that number of hours depends on the type 
off  labor contract and that they may be chosen simultaneously. 

66 By putting the derivative of the terms involving hours equal to zero, the optimum is obtained: 
0.110+22 xO.00117 *hours=0. Solving this for hours leads to approximately 47 hours per week. The same exercise 
cann be done for the age variables. 
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TableTable 3.3: Permanent, temporary and agency contracts 

ReferenceReference Group: 

PermanentPermanent contract (Prob(D=0)) 

Constantt (adjusted) 

1993 3 
1994 4 
Numberr of hours 
(Numberr of hours)2 3 

Female e 
Married d 

Marriedd female 

Age e 
Age28 8 

Educationn level3 

Children n 
Student t 
Non-EUU residents 
Agriculture e 
Constructionn & public utilities 
Tradee & catering 
Transportt & communication 

Commerciall Services 
Noncommerciall services 
Economicc sector unknown 

Numberr of observations 
Logg likelihood 

Likelihoodd Ratio6 

TemporaryTemporary contract (Prob(D=1)) 

coefficient t 

4.065" " 

.091 1 

.154" " 

-.110" " 
.117" " 

.050 0 
-.726" " 

.475" " 
-.214" " 

.228" " 

.097" " 

.052 2 
-.173 3 

.726" " 
1.144" " 
.127 7 
.127 7 
.137 7 

.335" " 

.395" " 
2.348" " 

t-value e 

19.424 4 

1.658 8 
2.805 5 

16.407 7 

9.913 3 

.633 3 
9.363 3 

4.821 1 
12.430 0 

10.079 9 
10.170 0 

.866 6 
1.674 4 
7.620 0 

7.002 2 
1.089 9 
1.582 2 
1.202 2 

3.611 1 
5.434 4 

11.244 4 

AgencyAgency contract (Prob(D=2)} 

coefficient t 

.716" " 

.027 7 

.244" " 

-.026" " 
.025 5 
.031 1 

-1.032" " 
.621" " 

-.088" " 
.013 3 

-.017 7 
-.164" " 

-.703" " 
1.179" " 
-.656" " 

-.869" " 
-1.294" " 

-.638" " 
-.404" " 

-1.030" " 
2.662" " 

14,929 9 
-13,158.0 0 

6,446.6" " 

t-value e 

11.801 1 

.469 9 

4.280 0 
3.163 3 
1.746 6 
.392 2 

13.616 6 
6.156 6 
4.495 5 

.467 7 

1.425 5 
2.532 2 
6.272 2 

13.005 5 
3.568 8 
7.964 4 

16.565 5 

6.003 3 
4.817 7 

15.031 1 
13.307 7 

"" significant at 5% level 
aa divided by 100 
bb Chi-squared distribution with 20 degrees of freedom 

permanentt jobs because they pose a higher health risk to employers. Or they may prefer a 

temporaryjobb so that they can retire when they want to. Again it is difficult to draw any definite 

conclusionss because the category aged over 47 is very small. People with a high education level 

aree more likely to have a temporary contract. Since they probably also earn more, their need for 

job-securityy may be smaller. Also non-EU citizens are more likely to have a temporary contract. 

Theirr weak labor market position caused by discrimination, language and cultural handicaps 

obviouslyy hinders them in finding a permanent position. In 1994 temporary contracts occurred 

moree often. People in agriculture and (non)commercial services are more likely to have temporary 

contractss than people in industry. People with an temporary contract more often than people with 

aa permanent contract do not know in which economic sector they are working. 

AA comparison between agency contracts and permanent contracts shows that married people 

aree less likely to be agency workers. Again the effect is dampened for married women. Gender 

hass no effect except for married women. Non-EU residents are more likely to have agency 
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contracts.. In 1994 there were more agency contracts compared to earlier years. The older you 

gett the less likely you are an agency worker. People working a high number ofhours usually do 

nott work in agencyjobs either. However the effect is small. This is probably because in regular 

jobss there is already a great deal ofhours flexibility . Many people in permanent contracts work 

part-time.. So people do not choose agency contracts for the hours flexibility but because of the 

lackk of obligations. This also explains why students are less likely to be agency workers. To 

achievee hours flexibilit y they do not need to settle for an agency contract. And many of their 

sideliness are of a long-term nature (for example paper rounds, postmen on Saturday). Also 

peoplee with children are less likely to be agency workers. This may seem odd, because for 

marriedd women agency work is easy to combine with caring duties. But for married men with 

childrenn an agency contract is not attractive at all, because they need more security. Again 

comparedd to industry agency contracts are less likely to occur in other sectors. The reason may 

bee that the other sectors already have a lot ofhours flexibility , while industry has not. The 

industriall  sector knows a lot of shi ft work with fixed beginning end ending times. Agency workers 

veryy often do not seem to know which sector they are working in, which suggests that they are 

lesss committed to the firm they are working for. 

3.4.22 Temporary jobs 

Becausee in the analysis in the previous section permanent contracts tend to prevail, it maybe 

moree interesting to look at a subset of the current sample, namely all those people with a 

temporaryy job, i.e. either a temporary or an agency contract. These people all have one thing in 

common:: their jobs are of limited duration. Note that the actual ending date need not be known. 

Thee contract may end when all agreed tasks have been carried out. 

Onee extra variable has been added, namely a dummy variable indicating whether someone 

wantss to have a temporary job or not. People working in a temporary j ob and looking for a new 

jobb were asked whether they want their new job to be temporary as well. People who are not 

lookingg are assumed to be happy with the labor contract they have. Unequal shares are less of 

aa problem in this case and thus model (3.1) is estimated. 

Tablee 3.4 shows the differences between temporary and agency workers. For people working 

lesss than 52 hours per week the chances of being an agency worker increase with hours. For 

peoplee working more than 52 hours these chances decrease, but this category is very small. The 

agee variables are both signi ficantly different from zero but compared to earlier results the signs 

aree reversed. This leads to the conclusion that for people under 30 the chances of being an be 

agencyy worker increase with age while for people over 30 these chances decrease with age. 
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TableTable 3.4: Temporary versus agency contract 

TemporaryTemporary contract=0 coefficient 

AgencyAgency contract=1 

Constant t 
1993 3 
1994 4 
Numberr of hours 
(Numberr of hours)2 a 

Female e 
Married d 
Marriedd female 
Age e 
Age28 8 

Educationn level3 

Children n 
Student t 
Non-EUU resident 
Wantss temporary 
Agriculture e 
Constructionn & public utilities 
Tradee & catering 
Transportt & communication 
Commerciall Services 
Noncommerciall services 
Economicc sector unknown 

Numberr of observations 
Logg likelihood 
Likeiihoodd Ratio" 

*** significant at 5% level 
aa divided by 100 
bb Chi-squared distribution with 21 degrees of freedom 

Non-EUU residents are more likely to have an agency contract, while higher educated workers, 

marriedd people, people with children and students are less likely to have an agency contract. An 

interestingg coefficient is that of the Wants temporary variable. Apparently people who have an 

agencyy contract are more interested in getting a permanent contract than people with a temporary 

contract.. This last finding deserves more investigation. 

Inn the last model of this section the Wants temporaryvariable is put on the left hand side of 

thee equation an Agency contract is an explanatory variable. The results of this logit estimation 

aree in table 3.5. Remember that these results only apply to people currently having a temporary 

job. . 

Thee coefficients of the hours variables are both significant and indicate that for people working 

400 hours or less the chances of wanting a temporary j ob decrease with hours while for people 

workingg more these chances increase with hours. However the analysis in the previous section 

-2.793** * 
.019 9 

-.010 0 
.060** * 

-.058** * 
.034 4 

-.273** * 
.139 9 
.123** * 

-.206** * 
-.095** * 
-.300** * 
-.372** * 
.451** * 

-.636** * 
-1.793** * 
-.991** * 

-1.462" " 
-.878** * 
-.749** * 

-1.580** * 
.196 6 

6.979 9 
.264 4 
.150 0 

6.870 0 
3.841 1 
.415 5 

2.972 2 
1.192 2 
5.103 3 
5.850 0 
6.513 3 
3.515 5 
3.326 6 
4.836 6 
8.694 4 
8.498 8 
7.136 6 

15.195 5 
6.493 3 
7.502 2 

18.884 4 
1.853 3 

10,363 3 
-4,068.57 7 
1,823.40' ' 
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TableTable 3.5: Who wants to be a temporary worker? 

DoesDoes not want a temporary job=0 

WantsWants a temporary job=1 

Constant t 

1993 3 

1994 4 
Numberr of hours 

(Numberr of hours)2 * 

Female e 
Married d 

Marriedd female 

Age e 
Age13 3 

Educationn level* 
Children n 

Student t 
Non-EUU resident 

Agencyy contract 

Agriculture e 
Constructionn & public utilities 

Tradee & catering 
Transportt & communication 

Commerciall Services 
Noncommerciall services 
Economicc sector unknown 

Numberr of observations 
Logg likelihood 

Likelihoodd ratio* 

coefficient t 

3.551" " 

-.164" " 

-.204" " 

-.109" " 
.135" " 

-.171" " 

-.131 1 
.425" " 

-.170" " 
.263" " 

-.055" " 
.146" " 

1.669" " 
.027 7 

-.638" " 

.710" " 

.124 4 

.079 9 
-.206 6 

-.011 1 

-.171" " 
.373" " 

10,363 3 
-5,179.63 3 
3,717.08" " 

t-value e 

11.186 6 

2.688 8 
3.434 4 

17.323 3 

11.319 9 
2.284 4 

1.441 1 

4.020 0 
9.123 3 

10.353 3 
4.478 8 

2.058 8 
19.965 5 

.287 7 

8.846 6 
4.619 9 

.836 6 

.843 3 

1.477 7 

.098 8 
1.990 0 
3.241 1 

"" significant at 5% level 
aa divided by 100 
bb Chi-squared distribution with 21 degrees of freedom 

showedd that the changes ofhaving a permanent contract increase with the number ofhours. Thus 

temporaryjobss over 40 hours are few. So especially part-timers prefer temporaryjobs. However 

itt may be that they have no choice. It is possible that small jobs in terms ofhours are often 

temporaryy and permanent. The age variables are also both significant. For people under 32 the 

preferencess for permanent jobs increase with age, while for people over 32 these chances 

decreasee with age. At first glance this result may seems rather strange but one has to remember 

thiss only applies to people currently working in a temporary job. Most likely people preferring 

aa permanent job have found one by the time they are 32. In other words, by the time people are 

inn their thirties most of them are likely to be in the position they want to be in. Students and people 

withh children prefer a temporaryjob. Married women also prefer a temporaryjob, but unmarried 

womenn rather have a permanent job. This confirms the theory that the husband is usually the main 

incomee earner. Compared to 1992 both in 1993 as well as in 1994 permanent jobs were 
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TableTable 3.6: Agency work as a stepping stone towards permanent work (%) 

19944 1995 1996 1997 1998 1999 2000 

Lookingg for a permanent job 
-- finds a permanent job 

-- with user company 

-- elsewhere 

Nott looking for a permanent job 
-- finds a permanent job 

-- with user company 
-- elsewhere 

Findss a permanent job 

Source:: ABU 

56 6 
43 3 
34 4 
66 6 

44 4 
14 4 
59 9 
41 1 

30 0 

56 6 
32 2 
47 7 
53 3 

44 4 
16 6 
19 9 
81 1 

25 5 

56 6 
35 5 
41 1 
59 9 

44 4 
14 4 
57 7 
43 3 

25 5 

53 3 
36 6 
54 4 
46 6 

47 7 
20 0 
29 9 
71 1 

29 9 

48 8 
45 5 
58 8 
42 2 

52 2 
21 1 
32 2 
68 8 

33 3 

52 2 
48 8 
59 9 
41 1 

48 8 
24 4 
31 1 
69 9 

36 6 

50 0 
51 1 
54 4 
44 4 

50 0 

22 2 
26 6 
72 2 

37 7 

preferred.. Compared to people in industry people working in agriculture and mineral exploitation 

ratherr have a temporaryjob and people in noncommercial services prefer a permanent job. And 

againn agency workers much rather have a permanent contract, probably because permanent j obs 

aree better paid and provide more security. 

Thee fact that agency workers rather have a permanent job is confirmed by other sources. 

Tablee 3.6 shows how many agency workers want and find a permanent job. In the past six years 

(withh the exception of 1998) the majority of agency workers was looking for a permanent job. 

Onlyy about one third actually found apermanent job. But due to the good labor market conditions 

thiss percentage has risen over the past five years. It is interesting to see that in 1999 about a 

quarterr of the agency workers who are not looking for apermanent job, still find one. Agency 

workerss that are looking for a permanent job increasingly find one with the user company they 

weree lent out to. This confirms the supposition that agency work is often a stepping stone towards 

permanentt work. 

3.55 Summary and conclusions 

Thiss chapter deals with the characteristics of agency workers. To examine these samples from 

thee Labor Force Surveys of 1992,1993 and 1994 were drawn. Descriptive statistics show that 

inn 1994 about 3.1 percent of the working population had an agency contract. This is a little higher 

thann in previous years. The number of agency contracts increase with unemployment, although 

womenn do not profit from this development. However, the duration of the agency contracts has 

decreasedd in this period. Agency workers are much younger than regular workers. In fact, there 

aree almost no agency workers over 55. Agency workers have less schooling and are mainly 

foundd in industry, government and noncommercial services. The Northern part of the Netherlands 



60 0 THEE DUTCH MARKET FOR AGENCY WORK 

hass a relatively high share of agency workers. Many agency workers work full-time and more 

thann six months, even though this was not allowed during this period. More than eighty percent 

wantss a permanent job, and about seventy percent are looking for a job. 

AA logit model is used to find out exactly which characteristics influence the choice of labor 

contract.. Because agency workers form a very small share of the labor force, the sample size for 

permanentt workers is adjusted. The logit model is then estimated while accounting for the 

chancess ofbeing in the adjusted sample. An essential assumption is that people have decided on 

thee number of hours they want to work before choosing a labor contract. Thus the number of 

hourss is one of explanatory variables in the logit models in addition to a number of other 

exogenouss variables such as year dummies, gender, marital status, age, education level, type of 

economicc sector, student status, EU-residency and a dummy variable indicating whether a 

respondentt has children. 

Thee results from the multivariate logit models show that non EU-residents have a higher chance 

off  having a temporary contract and especially an agency contract. They are a difficult group to 

employ.. Unemployment among non-EU citizens is usually higher and lasts longer than among EU 

citizens.. For non-EU citizens temporary work agencies are often a stepping stone towards the 

regularr labor market (both temporary and permanent contracts) and the only way to gain job 

experience.. Students on the other hand often have permanent contracts and the chance that they 

aree agency workers is smal Ier than the chance that they have a temporary contract. Apparently 

combiningg classes with work is not a big problem. 

Agencyy workers are more interested in getting a permanent contract than temporary workers. 

Off  course many people start out as an agency worker with the idea that this is only transitory 

state.. They do not choose agency work for its flexibility  but because it can serve as a stepping 

stonee towards a regular contract. Compared to temporary contracts the chance of an agency 

contractss increases with age for people under thirty. Over thirty the chances of an agency 

contractss decrease with age in favor of temporary contracts. In general the chances of a 

temporaryy j ob (either a temporary or an agency contract) decrease. Probably by the time people 

aree in their thirties most of them have the kind of contract they want to have given their options. 

Marriedd women prefer temporary jobs (either temporary or agency), while single women 

preferr permanent contracts. This is in line with expectations. Single women usually have no other 

sourcee of income to fall back on, while married women want the freedom to take on caring duties 

whenn necessary. Home production competes with market production. This means that if returns 

too home production are higher, other obligations are less desirable and the lack of obligations 

associatedd with an agency contract becomes more attractive. Single women have the same 

chancee of a permanent, temporary or agency contract as men, but married women have a higher 

chancee of temporary job. 


