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66 Discussion and Conclusion 

Thee training arrangements presented in Chapters 4 and 5 are solutions 
producedd by coordination mechanisms that govern the training 'problem' for 
flexibleflexible workers in the Dutch and U.S. construction and IT industries. Using 
thesee same mechanisms, the principal findings of this study can be summarized 
ass shown in Tables 6.1 and 6.2. The differences between the training 
arrangementss in the two countries and within the two countries between 
industriess can be explained using Holüngsworth and Streeck's model of 
governancee regimes (1995), introduced in Chapter 1 of this study. Governance 
regimes,, in this case the governance of the training for flexible workers, usually 
appearr as a mix of coordination mechanisms. As discussed in Chapter 1, the 
compositionn of such a mix depends on national characteristics and industry 
features.. These characteristics are discussed in sections 6.1.1 and 6.1.2 using the 
findingss of this study. Section 6.1.3 puts the characteristics and arrangements in 
aa comparative perspective, providing an insight in the causes behind cross-
nationall  variation within industries and the sectoral variation within countries. 
Sectionn 6.2 singles out a specific training arrangement, the one provided by 
laborr market intermediaries such as temporary work agencies and member-
basedd organizations. This section takes the training provision by labor market 
intermediariess as a starting point to discuss their potential to offer flexible 
workerss employment security and career development opportunities, thereby 
mimickingg internal labor markets. I will conclude this chapter with a discussion 
off  the policy implications of this study in Section 6.3. This section also looks 
intoo the possibility of actors in the industries studied to learn from good, or at 
leastt promising, practices found in this study. 

6.11 Discussion of Findings: Governance Regimes for Training Flexible 
Workers s 

6.1.11 Governance of Training for Flexible Workers in the Netherlands 

Thee state is highly involved in the workings of the Dutch labor market. This is 
manifestedd in a highly regulated labor market, resulting in employee protection 
againstt dismissal, extension of industry collective agreements to non-
representedd employers and employees, and legislation prohibiting the 
discriminationn of workers based on their employment status (i.e. temporary 
versusversus permanent workers). The state has responded to the increase in 
temporaryy (agency) employment on the one hand by loosening the restrictions 
onn the operations of temporary work agencies (most striking example: lifting 
thee ban on agency work in the construction industry) and on the other by 
enhancingg the legal position of agency workers and other flexible workers by 
securingg their employment under certain conditions. Under these conditions 
temporaryy workers may gain a permanent employment status with their 
employer,, giving the latter an increased need to keep workers employable. The 
samee holds true for temporary agency workers. For temporary work agencies, 
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underinvestingg in worker skills may have two consequences: missing out on 
revenuess (because the worker is not employable) while having to continue 
payingg the worker's wage (because the worker is not dispatched to a client-
firm). firm). 

Legislationn prohibits discrimination of temporary hires in the Netherlands, 
regardlesss of the industry in which they work. This would logically mean that 
temporaryy workers direcdy employed at a firm, thus not working through a 
temporaryy agency, should have similar entidements as regular workers. 
However,, a review of collective agreements shows that several Dutch 
industriess do make a distinction between permanent and temporary workers in 
termss of their training entidements (De Wolff 1999). 

Thee long tradition of associations of workers and of employers at national and 
industryy levels, has led to widespread use of collective agreements which are 
typicallyy extended to all entire industries. Dutch worker associations are 
characterizedd by a broad definition of worker interests, including unemployed, 
retiredd and nonstandard workers (e.g. part-time, on-call and temporary agency 
workers).. At the central (or national) level, associations of workers and of 
employerss have strong formal and informal ties, which produce mutual trust 
(illustratedd by low strike rates) and shape conditions under which consensus 
cann be reached relatively easily. This has resulted in a bargaining culture 
characterizedd by the constant and often successful tradeoff of worker interests 
(e.g.. job security; employment creation; worker training; and employability) and 
employerr interests (workforce and production flexibility;  wage moderation). 
Thee close-knit ties between workers' and employers' associations at the 
industryy and national levels have produced joint agreements on regulating 
temporaryy (agency) employment in the Netherlands prior to the introduction 
off  the legislation. The various consultation processes between industrial and 
nationall  social partners perfecdy reflect the spirit of neo-corporatism, popularly 
knownn as the 'polder model': the willingness of employers and employees to 
continuouslyy search for consensus. 

Thee legislation governing the use of flexible workers leaves ample room for 
unionss and employers to negotiate the details on, for instance, worker training. 
Temporaryy agency worker training is funded similar to other industries. 
Contraryy to many industries, universal training entidements are not laid down 
inn the industry's collective agreement. Instead, training is left at the discretion 
off  the individual agency and its worker(s). 

Illustratingg the wide support for (or acceptance of) temporary agency 
employment,, is the fact that many industry collective agreements cover agency 
workers,, providing them with the same wage and other benefits as their 'own' 
workers,, such as in the construction industry, a typical union stronghold. The 
industry'ss collective agreement stipulates that individual construction firms that 
usee temporary agency workers are obliged to provide journeymen agency 
workerss similar access to industry-funded training as regular construction 
workers.. Individual firms make separate training contributions to the industry 
trainingg fund for these temporary agency workers. The handful of collective 
agreementss used by Dutch IT firms and the collective agreement for the Dutch 
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hardwaree industry do not include stipulations for temporary agency workers. 
Thee relatively littl e union influence in this industry is a-typical for the Dutch 
industriall  relations system. 

Tablee 6.1 
Overvieww of coordination mechanisms for training of flexible workers in Dutch construction and IT 
industries,, based on case study outcomes 

State e 

Associations s 

Constructionn industry ITT industry 

Introductionn of flexibility and security legislation; 
Industry-widee extension by government of collective agreement for 

temporaryy agency workers 

Liftingg of ban on temporary agency 
employmentt in construction industry 
hass not led to wide-scale use of 
temporaryy agency workers. 

Centralizedd bargaining between national employers' association and trade 
unionss is blueprint for flexibility and security act; 

Collectivee agreement for temporary agency workers contains training 
stipulations s 

Sociall partners within the construction 
industryy have agreed on training 
entitlementss for certain categories of 
temporaryy agency workers. 

Exceptt for hardware segment, little 
influencee of unions: bargaining is 
discretionn of individual company 
andd employee. No explicit 
arrangementss made for flexible 
workers. . 

Market t 

Firms s 

Informall networks 

For-profitt temporary work agencies 
havee introduced employment-training 
contractss for apprentices and craft 
trainingg for journeymen. 
Alll construction firms are covered by 
trainingg stipulations in collective 
agreement.. Though costs are pooled 
forr the industry training uptake well 
beloww maximum level. 

Commerciall labor market 
intermediariess that operate as the 
flexiblee worker's employer offer 
threee year training programs in 
orderr to attract workers and obtain 
sharee in growing market of IT 
personnel. . 
Especiallyy large IT firms, often with 
headquarterss in U.S., have 
extensivee training facilities. Use of 
temporaryy agency workers as 
recruitmentt tool in tight labor 
market.. Pay back clauses limit risk 
off training investment loss. 

Unsuccessfull partnership between 
government,, public employment 
service,, temporary work agencies, 
trainingg bodies and industry 
associationn to meet demand for 
skilledd workers temporarily needed 
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Underr the legislative and regulatory framework jointly designed by the state and 
associations,associations, jtrms see themselves confronted with several sticks, i.e. obligations, 
andd the occasional carrot to overcome any hesitation to invest in the skills of a 
temporaryy worker. As the cases demonstrate, temporary work agencies invest 
inn the skills of workers as high-skilled workers mean higher profitability, 
particularlyy in the tight labor market of the late 1990s. The temporary work 
industry'ss collective agreement requires annual contributions to the industry's 
trainingg fund, a tool used by many industries in the Netherlands to share the 
trainingg costs and mitigate turnover risks within the industry. In addition, 
individuall  construction firms using temporary agency workers may provide 
trainingg for these workers through the collective agreement of the construction 
industry.. It is not clear to what extent firms actually do this. Training for 
flexiblee workers in the IT industry essentially remains the domain of individual 
firms,, given the relative absence of associations. Under tight labor market 
conditionss temporary work agencies and other intermediaries used training to 
meett the short-term demand for skilled workers. In many cases, this market-
drivenn training has not sufficiendy equipped workers with the skills to remain 
employablee once IT firms started cutting their workforce. 

Thee differences between industries can be partly traced back to the 
idiosyncrasiess of the industries and how these shape the role of associations. 
Thee IT industry in the Netherlands is a-typical compared to other Dutch 
industriess in terms of its industrial relations system. U.S. multinational firms 
dominatee the industry, giving it American traits even outside the United States. 
Forr an important part, this is due to so-called 'home-country' effects (Porter 
1990;; Van Liempt forthcoming). In addition, the industry has created high-skill, 
white-collarr service employment, which attracts employees who are less 
inclinedd to seek union representation than blue-collar workers. Particularly in 
thee tight labor market of the 1990s, many employees in the IT industry had the 
feelingg that they were in the driver's seat in terms of negotiating favorable 
employmentt contracts. This explains the relatively modest role that associations 
playy in the IT industry (union activity is essentially limited to blue-collar 
workers). . 

Whilee the problem of training for flexible workers in the Netherlands 
appearss to have been governed in the neo-corporatist tradition of the 'polder 
model'' (interplay between state and associations, and between associations 
mutually),, the dominant governance regime of state and associations (with the 
statee weighing in more heavily) is not capable of fully tackling the problem 
studiedd here. While both the legislation and the industry's collective agreement 
havee built-in mechanisms that would create access to training for temporary 
agencyy workers, the actual training provision and uptake is lagging its expected 
volumes.. Part of it has to do with the fact that training, as in other industries, is 
skill-biased:: it is targeted at trainable workers, generally those already having 
relativelyy high skills. Temporary work agencies can get away with this because 
trainingg entitlements are vaguely described in the collective agreement for the 
temporaryy work industry. Evaluation studies show that compliance with the 
trainingg stipulation is low. The practice that centrally negotiated agreements 
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betweenn social partners do not reach the level of the individual employer and 
employeee is nothing new (Van Heertum-Lemmen and Wilthagen 1996). Social 
partnerss within the temporary work industry were divided about the role of 
workerr training in the new collective agreement for the period of 2004-2009. In 
thee 1999-2004 collective agreement training entitlements were vaguely defined 
leavingg room for individual actors to bypass the sections dealing with worker 
training.. The fact that the industry's training fund has not been up and running 
sincee its conception on paper several years ago, hints at the difficulties social 
partnerss have in implementing the training policy. 

6.1.22 Governance of Training for Flexible Workers in the United States 

Thee role of American state is characterized by laissez-fair attitude, with (relatively) 
littl ee intervention in the workings of the labor market from the part of the federal 
government,, which has delegated much of the authority to intervene to each of the 
fiftyfifty  individual states. In terms of state legislation targeting flexible workers this has 
ledd to a mixed bag of initiatives among the fifty states, as is the case with most 
laborr market issues in the United States. Government policies that cover flexible 
workerss are typically designed to cover a broad range of disadvantaged workers 
andd unemployed. Federal and state legislation have addressed some of the issues 
thatt temporary workers face such as the joint-employer status of agencies and 
clients,, benefits and pension rights. 

Thee role of associations in governing economic problems is limited to a (shrinking) 
numberr of industries and companies. Unions have an ambivalent view of 
temporaryy agency work, A number of the few company agreements concluded 
betweenn individual IT firms and unions explicitly exclude temporary workers from 
trainingg programs. Unionized construction firms in the United States are not 
allowedd to employ temporary agency workers at all. In the United States, 
constructionn unions operate as an intermediary between a firm and union members 
throughh their hiring halls, which allocates construction workers to jobsites. 
However,, construction unions do not play a role in facilitating training for 
temporaryy workers. Among construction unions insider-outsider thinking is deeply 
rooted.. Both members of other construction trades as well as workers at nonunion 
firmsfirms are considered outsiders. Temporary work agencies are seen as the nonunion 
responsee to the union hiring hall. Unions view the growth of temporary agency 
workk in the construction industry as a threat to the position of unions in the 
industry.. Construction union strategies are predominantly aimed at limiting the 
operationss of temporary work agencies. Associations of nonunion construction 
firmsfirms have no specific policy for temporary agency workers, and leave the training 
decisionn up to the individual contractor. 

Contrastingg in this respect with the construction industry is the IT industry, 
whichh provides two cases of union-based and worker-led initiatives to organize 
workerss and to offer access to training for these workers. In the example of the 
Siliconn Valley initiative a top-down approach to address the needs of temporary 
workerss is initially targeted at blue-collar and clerical workers directly or indirectly 
employedd in the information technology industry. The worker alliance in the 
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Seattlee area, involving predominantly high-skill workers in IT occupations, has 
originatedd from the bottom up. What both initiatives have in common and what 
distinguishess them from the attitude of the construction unions, is their ability to 
lookk across all occupations within an industry. This can largely be attributed to the 
factt that IT unions are industrial unions, while construction unions are craft 
unions.. Furthermore, the Seatde initiative is characterized by a lack of 
dichotomouss thinking: the notion of insiders and outsiders in the decision to 
organizee workers is absent in that all workers can join the initiative regardless of 
theirr employment status. In general, IT unions, which are far less potent than 
constructionn unions, have approached the growth of flexible employment in the 
industryy as an opportunity to expand their member base. Contrary to the strategy 
off  the construction unions, this approach reveals an awareness among unions of 
thee fact that temporary work has become a permanent feature. 

InformalInformal networks, marked by a close cooperation between government agencies, 
educationall  institutions and firms, have played an important role in the 
developmentt of Silicon Valley. In addition, the informal professional networks of 
computerr engineers helped to disseminate technical and market information. The 
spatiall  proximity of key actors has proved to be crucial in facilitating these 
networks.. In a similar way, partnerships have been established in the region that 
involvedd (consortia of) firms, public-private workforce development bodies, 
municipalities,, training institutions and employment agencies. These networks have 
establishedd training programs for disadvantaged workers in general, including 
peoplee on short-term employment contracts. 

Inn the construction industry, community-based initiatives have focused on 
immigrantt workers employed as day laborers. These initiatives have created 
networkss involving municipal departments and community colleges. Unions have 
consideredd these initiatives as conflicting with the interest of union laborer, which 
iss not surprising given the union sensitivity regarding trade jurisdiction. 

FirmsFirms in the IT industry face a dilemma in the provision of training to workers in 
generall  when there is ample money for training, there often is no time; when there 
iss plenty of time (i.e. when business is slow) training budgets are cut. Among high-
skilll  workers in Silicon Valley, skill acquisition occurs through work experience 
gainedd at different employers. Open labor markets such as Silicon Valley, with no 
restrictionss on worker mobility, make firms wary of training investment. Extensive 
trainingg facilities are limited to a small number of major companies that use 
trainingg as an incentive to join the company and as a tool to retain incumbent 
workers.. Temporary (agency) workers are usually expected to be up to speed to do 
thee job when they are employed for a single project, although sometimes boot-
camp-typee training is provided to familiarize workers with the company culture or 
standardd software. Temporary work agencies serving the IT industry typically offer 
standardizedd and generic entry-level training to workers, with the exception of 
high-skilll  workers who may receive more advanced training. 

Thee majority of temporary agency workers in construction are low-skilled and 
workk as laborers. They are usually employed at nonunion jobsites, which in general 
havee fewer training opportunities than the unions. This study found no examples 
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off  training provided by individual nonunion construction firms to temporary 
agencyy workers. Temporary work agencies typically offer safety training or 
instructionn to workers. Access to other (craft) training programs is occasionally 
providedd to medium-skilled workers in cooperation with community colleges or 
locall  government agencies. 

Flexiblee IT workers who do not receive training through an IT firm or agency are 
responsiblee for their own training investments and purchase training through the 
marketmarket The fact that workers are responsible for skill acquisition is not limited to 
temporaryy workers. As I demonstrated in Chapter 5, many high-skill workers have 
investedd in skills that were in demand in the tight labor market of the 1990s. With 
respectt to high-skill temporary workers, there is evidence that some of these 
contractorss manage to move from one project to the next one within a single firm, 
withh most of these transitions proceeding seamlessly. As they more or less craft the 
beginningg of a career path within the company, training becomes a logical and 
oftenn necessary component of the temporary employment relationship, and 
companiess appear to be willin g to pay for the training. 

Flexiblee workers in the U.S. construction industry who do not receive training 
fromm an intermediary have similar options as their counterparts in the IT industry. 
Thee market offers training for construction workers either through commercial 
vendorss (such as nonunion training centers) or non-profit institutions (such as 
communityy colleges). Many workers who end up looking towards the market for 
trainingg are low-skill workers in low-pay jobs, facing substantial financial barriers 
too making a training investment. Given the profile of many low-skill temporary 
constructionn workers they may not be interested in training. They have a short-
termm orientation to work, with the perspective of a paycheck often being the only 
objectivee to work. 

Thee coordination mechanism for training of flexible workers in the two American 
industriess studied here is a mix of firms, market, associations and informal 
networks,, with the latter two providing an alternative for (some) workers who are 
nott included by firms or the market; a 'safety-net' function carried out by the state 
inn other countries. The fact that IT unions (or worker alliances) are not hindered 
byy a long-rooted tradition of trade jurisdiction and essentially are open to all 
occupationss and crafts in the industry plays an important role in an open approach 
too different worker categories, distinguishing these unions from the construction 
unions. . 
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Tablee 6.2 
Overvieww of coordination mechanisms for training of flexible workers in U.S. construction and IT 
industries,, based on case study outcomes 

Constructionn industry ITT industry 

State e NLRBB ruling enables temporary agency workers to enter bargaining unit 
withh agency 

Becausee of decentralized and 
fragmentedd nature of the industry 
governmentt influence limited to local 
andd regional levels. 

Governmentt intervention has 
concentratedd on remedying 
manpowerr problems by facilitating 
largee immigration of skilled 
temporaryy IT workers and by 
developingg curricula for acquisition 
off IT skills. 
Workforcee Investment Act includes 
temporaryy workers but access to 
trainingg is restricted and training 
resourcess have been cut. 

Associations s 

Market t 

Firms s 

Informall networks 

Industryy is union stronghold. 
Workerss are organized along 
occupationall lines (trade 
jurisdiction).. Narrow view of worker 
interest.. Union contracts exclude 
usee of temporary agency workers. 

Employers'' associations of nonunion 
firmss have no special provisions for 
temporaryy agency workers. 

Flexiblee workers occasionally 
purchasee training from vendors if not 
restrainedd financially. 

Temporaryy work agencies 
occasionallyy offer training to medium 
andd high-skill workers. Majority of 
temporaryy workers is low-skilled and 
receivess no training. 

Locall day labor programs run by 
community-basedd organizations in 
partnershipp with educational 
institutionss and municipalities 
providee access to basic training 
programss for day laborers. 

Unilaterall efforts of member-based 
organizationss affiliated with unions 
too provide training for temporary 
agencyy workers, ranging from 
broad,, entry-level to advanced, 
specificc skills. 

Somee union contracts explicitly 
excludee temporary workers from 
benefitss such as training. 

High-skilll contractors acquire skills 
throughh the market from 
commerciall training providers. 

For-profitt temporary work agencies 
offerr skill-biased training to high-
skilll workers. 

Largee firms have ample resources 
forr training but expect temporary 
workerss to be already up-to-speed 
forr the job. 

Partnershipss between (not) for-
profitt training institutions, firms and 
locall government agencies, which 
iss in line with network-type 
coordinationn in Silicon Valley. 
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6.1.33 Explaining Differences between Governance Regimes 

Thee differences between the governance regimes in the Dutch and U.S. 
constructionn and IT industries can be described as territorial variation (i.e. the 
influencee of the nation-state causing differences between countries) and sectoral 
variationvariation (i.e. the differences in the governance of industries within a country). 

Thee differences between the Netherlands and the United States are primarily 
causedd by differences in the level of governance by the state and associations. The 
inclinationn of the Dutch government to regulate the labor market in order to 
protectt weaker groups contrasts with the laissez-faire attitude of the U.S. 
government.. In the Netherlands the fact that the state is the dominant 
coordinationn mechanism receives broad support from associations due to the close 
interplayy between government and the social partners. In the United States, the 
lackk of an institutionalized social dialogue at the central or national level shifts the 
decisionn on how associations could partake in coordinating economic problems to 
thee lower, decentralized level. Particularly in the absence of a governing state, this 
hass the potential of creating a mosaic of governance strategies initiated by 
associationss of diverse compositions. The U.S. cases in this study illustrate the 
unilaterall  attempts of worker-based initiatives to address the training problem for 
flexibleflexible workers. Lacking strong government support for weaker groups in the 
laborr market, workers have an incentive to mobilize, where the binding element is 
thee temporary employment contract. 

Thee role of associations in governing the construction industry has traditionally 
beenn strong in both countries compared to other industries. The unions' 
orientationn towards the interests of their members has remained unaffected, even 
beenn bolstered, among American construction unions in light of the growth of 
temporaryy agency employment, looking at temporary agency workers as a threat to 
unionn employment. This view also dominated Dutch construction unions well into 
thee 1980s. However, associations at the national level had a broader notion of 
workerr interests and saw a need to regulate temporary agency employment. In the 
Netherlands,, the dominant national governance regime thus overrides sectoral 
preferences. . 

6.22 Labor Market Intermediaries: Mimicking Internal Labor Markets? 

Thiss study has shown that temporary work agencies and other labor market 
intermediariess play a role in both countries in organizing training for flexible 
workers.. By legislation or labor market conditions temporary work agencies are 
pushedd into or pick up the role as employer. Worker-based alliances constitute 
thee non-profit equivalent of this. These labor market intermediaries may offer 
substitutess for functions that internal labor markets perform, one of the 
functionss being offering access to training and skill development. 

Temporaryy work agencies and personnel lease firms are the most prominent 
intermediariess between workers and firms. Their prominence is essentially due 
too the increased tendency of firms to externalize employment practices that 
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traditionallyy are part of a firm's internal labor market (Kochan and Cappelli 
1984;; Pfeffer and Baron 1988). The shift of these practices away from the firm 
too the market in order to make the supply of labor more flexible has posed new 
challengess for firms. With a more flexible labor force come uncertainties about 
skilll  levels and returns on the investment in skills. As discussed in Chapter 3 
U.S.. firms are typically seeking solutions for general human capital problems 
onn the external market. The externalizatdon of internal labor market features 
suchh as worker training and job security, has led some scholars to conclude that 
thee importance of internal labor markets is diminishing (Cappelli 1995; 
Ostermann 1994). This may hold true in terms of the size and pervasiveness of 
internall  labor markets. The growth of a firm's ring of flexible workers certainly 
reducess the size of a firm's core workers, who compose the internal labor 
market.. On the other hand a smaller group of core workers enables a firm to 
moree efficiently target training and job security strategies, with opportunities to 
intensifyy the operation of the internal labor market. More people involved in a 
flexibleflexible employment relationship would hint at more loose ties between worker 
andd employer. However, in the Netherlands, and to some extent in the United 
Statess following the ruling in M.B. Sturgis, the status of temporary work 
agenciess as an employer has become legally rooted in recent years. Given these 
legall  provisions flexible workers may develop stable ties with the intermediaries 
employingg them, although "the spirit of much of the discussion of contingent 
employmentt and the observations of temporary help firms suggest that these 
jobss are inherently less stable than the work they replace" (Osterman 1994, 
311). . 

Whetherr or not the agency-worker relationship should be considered stable, 
agenciess do provide worker training (Autor 2000b; Krueger 1993). The 
rationalee for training provision by temporary work agencies lies in the fact that 
muchh of this training has a low cost per unit since it is highly standardized and 
computerr based. l i t t l e guidance and tutoring is required. Furthermore, training 
servess as a screening device for full-time positions and this screening may be 
partt of an agency's services paid for by client-firms. A third incentive is the fact 
thatt many agencies receive a fee if a trained temporary worker is hired 
permanentlyy by a client firm. Finally, training is generally provided to easy-to-
trainn workers in occupations that are in high demand and for which agencies 
cann charge high mark-ups. What follows from this is that many agencies 
behavee like 'regular' employers. As such temporary work agencies are risk 
averse,, resulting in relatively littl e training for low-skill temporary agency 
workers.. Therefore, the full potential of temporary work agencies to offer 
featuress of internal labor markets apparently has yet to be realized. This 
appearss to be underscored by several studies of labor market intermediaries in 
thee United States, which have documented the limited role of these 
intermediariess in establishing training programs reflecting long-term 
considerationss for temporary workers (Benner et al. 2001; Carré and Joshi 
1997;; Kazis 1998). A principal exception can be found in the extensive training 
programss offered by major agencies, such as Manpower, Inc., Adecco, Kelly 
andd Randstad. An alternative to the perception that internal labor markets are 
loosingg ground as a result of the increased use of flexible staffing arrangements 
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cann be found in initiatives of large temporary work agencies in the Netherlands. 
Thee new legal and regulatory framework for temporary agency workers 
discussedd in Chapter 3, coincided with tight labor market conditions. Together 
thesee have been conducive for Dutch labor market intermediaries to develop 
initiativess that offer employment security, training opportunities and upward 
mobility,mobility, thereby mimicking traditional functions of internal labor markets. 
Sincee temporary agency workers can also obtain employment security and 
accesss to training when working for various agencies in a row, these workers 
aree part of occupational labor markets.1 In the Netherlands, legislative changes 
havee provided temporary workers with more security. In practice this means 
thatt temporary agency workers are offered a permanent employment contract 
withh the agency under certain conditions. Agencies have an increased stake in 
keepingg workers employable as they have to continue paying these workers 
evenn if they are not on a job. A further incentive for agencies to provide 
workerr training is laid down in the collective agreement of the temporary 
agencyy industry. An agency is obliged to identify the training needs of a 
temporaryy agency worker if the latter is employed with the agency for over 26 
weeks.. If training is needed or desired agencies will receive training monies 
fromm the jointly-managed temporary work industry training fund. 

AA particularly striking case included in this study describes the way a major 
Dutchh staffing corporation has established various subsidiaries specialized in 
flexiblee IT personnel at different IT skill levels. After completing a training 
programm at a subsidiary specialized in entry-level or medium-skill IT jobs, a 
workerr may move upward, becoming employed and receiving further training 
att the subsidiary specialized in higher-skill positions. Taken as a whole the 
corporationn produces what resembles an internal labor market. As this case 
alsoo illustrates, the tight labor market for intermediate and high-skill IT 
personnell  has been an essential precondition for the successful implementation 
off  the training initiatives. The case of this Dutch temporary work agency differs 
fromm Manpower's strategy in the United States in that Manpower does not 
explicitlyy offer employment security. Similar, though less extensive, 
developmentss have been identified for the Dutch construction industry. 
Abolishingg the ban on temporary agency work and the growth in the demand 
forr skilled construction workers have led temporary work agencies to unfold a 
strategyy to quickly establish themselves as a reliable provider of flexible 
workers.. Major temporary agencies have dipped in their financial resources and 
havee used their network of local branches to organize approved apprenticeship 
programss and craft training for journeymen. Responding to changes in the 
legislationn mentioned above, these agencies have combined the programs as 
partt of two- and three-year employment contracts. 

Thee Dutch cases included in this study are examples of more or less 
successfull  training programs for temporary agency workers. Prior to the legal 
andd regulatory changes temporary work agencies already provided some worker 

11 In genera], thus not limited to the Dutch situation, temporary agency workers may enter 
occupationall  labor markets if they work at different workplaces but within a more or less defined 
occupationn (Sengenberger 1992). 
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training,, comparable to what can be found in the United States. Dutch 
temporaryy work agency respondents mentioned the combined presence of 
legislation,, regulation and the demand for skilled personnel as a trigger to step 
upp training provision. Both agencies in the IT industry and in the construction 
agencyy felt the bite of a tight labor market, reporting difficulties in attracting 
aptt and motivated workers. Given that most skilled IT workers had found 
stablee employment, the IT agency offered entry-level training and employment 
inn order to attract workers. In the long run (i.e. at the first signs of a slowing 
economicc growth) the acquired skills meant littl e to a worker's employability. 
Thee construction agency probably experienced even more difficulties attracting 
andd retaining young workers, reflecting overall recruitment problems in 
construction.. The agency spent a good deal of the training program's lifetime 
addressingg mismatches and drop-out rates. After the initial training policy was 
reviewedd and a new strategy was ready for implementation, the agency was 
confrontedd with a drop in the demand for temporary personnel. The eagerness 
withh which agencies have approached the sudden demand for skilled personnel 
revealss a less than thought through strategy, likely motivated by a desire to 
quicklyy reap the benefits of a tight labor market. 

6.33 Policy Implications and Conclusion 

Thee limited role of government regulation in favor of a freely operating market 
andd the lack of an institutionalized national social dialogue sets the United 
Statess apart from the Netherlands. As far as coordination of the problem of 
trainingg for flexible workers is concerned, the role of the state - and to a lesser 
extentt that of associations - determines the governance regime in the 
Netherlands,, allowing some sectoral variation due to industry idiosyncrasies. 
Thiss variation, however, is moderated due to the fact that legislation and self-
regulationn of the temporary work industry cuts across all industries in the 
country,, since they all use temporary agency workers to some extent. This 
causess the two Dutch industries studied here to resemble each other more than 
theyy resemble their counterparts in the United States. In other words: in terms 
off  the provision of training for flexible workers, the Dutch IT industry has 
moree in common with the Dutch construction industry than with the U.S. IT 
industry.. The same holds true for the Dutch construction industry in a 
comparisonn with the U.S. construction industry. 

I tt is tempting to interpret the Dutch cases in this study as good examples of 
thee self-regulation of training for flexible workers. Given the path dependency 
off  institutional configurations it would be impossible to export these examples 
too the American setting. U.S. labor market actors can learn more from the 
domesticc practices that to some degree constitute functional equivalents of the 
Dutchh governance regimes. American construction unions experience 
difficultiess in reaching out to temporary agency workers because they are so 
mobile.. The worker-based initiatives in the IT industry discussed in this study 
havee been relatively successful in organizing flexible workers and using this 
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organizationn to offer training, albeit not without difficulties. Institutional 
differencess (construction craft unions versus IT industrial unions) lead to a 
differentt union orientation vis-a-vis the (potential) member. In addition, the 
factt that IT employees are allowed to continue working for an agency, while 
constructionn unions require members to cut the ties with a temporary work 
agency,, may play a role in union appeal among temporary agency workers. U.S. 
constructionn unions' could start looking at strategies of IT unions to organize 
temporaryy (agency) workers, and not the other way around as Hyde (2003) 
suggests.. This may not lead to converging industrial relations systems in the 
U.S.. and the Netherlands, but could start-off a convergence of union attitudes 
withh respect to flexible work. 

Ass I stated earlier, the examples of training arrangements initiated in the Dutch 
constructionn and IT industries need to be put in the context of the tight labor 
markett conditions. These conditions may obfuscate the effectiveness of 
regulatoryy incentives. Several studies evaluating compliance with the Flexibility 
andd Security Act and the temporary work industry's collective agreement show 
aa discrepancy between the intended training regulation for flexible workers and 
thee actual provision and uptake of training (Colard et al. 2003; Van den Toren, 
Evers,, and Commissaris 2002). Insofar that training is provided, it is typically 
donee by major agencies. The relatively low compliance with the training 
stipulationss as well as the lack of consensus between unions and employers in 
thee temporary work industry regarding the role of the industry's training 
foundationn has eroded the support of social partners to regulate temporary 
agencyy worker training. 

Enforcementt problems are not limited to the temporary work industry. 
Trainingg stipulations in collective agreements in other industries are 
characterizedd by the good intentions of the bargaining parties but often meet 
thee constraints of individual firms and employees. The Labor Foundation's 
20011 recommendation to individualize training budgets and let individual firms 
andd workers decide when and how to spend training money, not only received 
criticismm from social partners at the industry level, but also led workers to 
manifestt their preference for a monetary compensation not necessarily 
earmarkedd for worker training. 

Givenn the low compliance with the training section in the collective 
agreementt for temporary agency workers one can doubt the effectiveness of an 
industryy training funds as a tool to facilitate the training of workers for whom 
careerr paths cut across industries. This holds especially true for temporary 
agencyy workers whose labor market mobility may be higher than that of a 
regularr worker. In order to equip workers with transferable skills they need to 
havee transferable training funds. Temporary agency workers should not 
dependentt on the training provisions of a collective agreement that may cover 
themm at one stage in their professional career but not at another stage. The 
mostt recent collective agreement for the temporary work industry (covering the 
2004-20099 period) provides temporary agency workers with a personal training 
budgett (1 percent of the wage sum), which the worker can use to finance 
trainingg investments, once he or she is employed for 72 weeks at an agency. 
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Thee eligible worker may decide not to use the training money and instead 
receivee the cash amount if he or she leaves the agency. 

Suchh individualized, transferable training monies may be a first step towards 
thee introduction of an individual employee account that can be used at the 
discretionn of a worker - not only to finance transitions between jobs and 
industriess but also providing him or her with income during spells of labor 
markett inactivity. A worker may decide to use these spells for care of 
dependents,, such as children or elderly people, or for unpaid but important 
workk outside the labor market. This idea has been taken as a starting point in 
thee Netherlands to explore policies that would enhance life-course mobility, 
providingg people during spells of labor market inactivity with monetary or 
employabilityy security (Leijnse et al. 2002). This may be the beginning of a 
routee that would lead to a situation where without work there is no insecurity. 


