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1

Introduction

1.1 Aim of the thesis

In the wake of the two world wide oil crises of the 1970s many OECD countries,
including The Netherlands, witnessed a tremendous increase in unemployment levels.
Figure 1.1 shows that unemployment in The Netherlands increased sharply until 1983
across all levels of education, although the burden was highest for the low-skilled. It
was not until the late 1990s that unemployment decreased to a considerably lower

level.

Figure 1.1: Unemployment by education 1981-2010, the Netherlands

18

16 Tv’ﬁ&ﬁ
14 e Primary

/-:“..'~ Y \ I~ education

12 . .
5] 3 A
Solf I WY A Ny
= Teee, BN secondary
S . . . .
8 f . . . \ / . v education
= 8 - “ecer o . . 0
S 0N - . \/ K . o ===Upper
Rl 4= Yew 7° T~ ‘. N R secondary
.. .. ’ D) .
’ ) LN . (N L education
4 B \\= R AN 27 = . Tertiary
/ TS / . v o .
SNSv - education
2
[ T e T T T T T S T S
N DO D V) D H N V) 5 & S & O
D7 B’ D P P D 97 D ' O O L L O O
NN I N O S S S S

Source: Statistics Netherlands Labor Force Survey (EBB)

Prolonged unemployment is harmful for both individual workers as well as society.

There are many costs associated with it that range from output loss to the economy



CHAPTER 1

to psychological harm to the individual (see Sen (1997) for an elaboration). In The
Netherlands, workers are insured against the financial costs of unemployment via the
welfare state since 1949. However, the welfare state is generally not equipped to
mitigate the non-financial (social and psychological) costs of unemployment that weigh
heavily on the unemployed individual. This suggests that preventing unemployment
is preferred to curing it. Moreover, through a process that has become known as
‘managed liberalization’ (Van der Veen and Trommel, 1999) the government has
increasingly privatized and decentralized responsibilities and has started to rely more
and more on the market system for the financing and administration of social insurance.
This process has changed the nature of the traditional welfare state towards the
‘enabling state’, which is coined by Gilbert and refers to the enabling role of the
state “..to provide social protection through public support for private responsibility.”
(Gilbert, 2005, p. 6). In this move towards the enabling state, the role of the
government has changed from being a provider to being a facilitator. According to
Van der Veen (2009) this does not mean that public responsibility is eroding but merely
that it has been ‘recalibrated’ from financing to regulating. Whether one agrees with
Gilbert and sees this as a “silent surrender of public responsibility” (Gilbert, 2002) or
whether one agrees with Van der Veen in concluding that it is not a retrenchment of
the welfare state, the reforms (and to this Van der Veen concedes) have led to increased
private responsibility for welfare arrangements.

The changing responsibilities of the government and the private sector and the
consequences this has for the implementation of labor market policy are two themes
that run throughout this thesis. Our first objective is to analyze the major labor
market reforms that have been undertaken by the government since the 1980s and
assess which types of reforms have been most successful in reducing unemployment.
We do this in Chapter 2 where we distinguish five types of reforms. Level reforms
change real money levels of income from benefits. Responsibility reforms refer to
reforms that shift responsibilities from the government to the private sector or change
responsibilities between employers and employees. Access reforms change the specific
groups of people which are eligible for a certain benefit scheme. Duration reforms
change the length of benefit entitlement, whereas stimuli reforms refer to reforms that
provide financial or other incentives to employers and/or employees to seek out, create
or accept work.

Given the changing responsibilities between the government and the private sector,
our second and main objective is to answer the question how firm based initiatives can
play a role in reducing and preventing unemployment and what lessons might be
learned from this for the design and implementation of future labor market policies.
To answer this question, we study three firm based unemployment and employability
initiatives in Chapters 3 through 5, which are all initiated by Philips Electronics
Netherlands. These initiatives are the Philips Employment Scheme (WGP), the
Vocational Qualification Program (VQP) and the E-miles program. All four chapters
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(2-5) are self-contained and can be placed on a timeline of economic developments.

In this introduction chapter we first elaborate on these economic developments.
We distinguish three phases: the early 1980s, the late 1980s and 1990s and the new
millennium. Next, we elaborate on our findings with regard to the three firm based
initiatives, respectively, and explain how each of them aligns with one of the three
phases. Finally, we discuss the implications of this thesis.

1.2 Economic developments and the labor market 1980-2010

1.2.1 The early 1980s: The inheritance of the oil crises and the Wassenaar
Agreement

In the 1980s, the decade that inherited massive unemployment of the two oil crises (see
also Figure 1.1 above), the primary concern was to curb the costs of the welfare state
and to reduce unemployment. To accomplish this the newly elected government set in
motion two decades of intensive reforms which are analyzed in Chapter 2. The first
reforms were initiated by the 1982 Wassenaar Agreement in which unions and employer
organizations agreed to lower working hours (from 40 to 38 hours per week) in exchange
for wage moderation. As a result of the Wassenaar Agreement the profitability of the
private sector increased (Visser, 1998).

The focus on job creation in the Wassenaar Agreement was to a large extent a
curative measure against unemployment which matched the spirit of the early 1980s.
Figure 1.2 shows that the number of vacancies did not nearly grow fast enough to
bring down unemployment in the first half of the 1980s. It merely slowed down the
rapid growth of unemployment.

In the mid and late 1980s, most government reforms focused on trying to curb the
costs of the welfare state and bringing the number of claimants down. Replacement
rates were lowered, not only with regard to unemployment but also with regard to
sickness and disability benefits. Furthermore, in 1987 all unemployment benefit laws
were completely overhauled (in the so called: ‘Stelselherziening sociale zekerheid’)
although several studies we refer to in Chapter 2 revealed that it did not yield the
envisioned results. As Figure 1.2 shows, unemployment decreased only modestly and
rose to a new peak in the early 1990s. It was not before 1995 that unemployment
started to decrease.

1.2.2 The late 1980s and 1990s: Globalization, Skills Biased Technological
and Organizational Change and Crowding Out

In retrospect, we know that it was not merely the aftermath of the two oil crises
that affected the labor market. Throughout the 1980s and 1990s, developments such
as globalization, skills biased technological and organizational change (SBTC and
SBOC) and the crowding out of low skilled workers have complicated policies to reduce
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Figure 1.2: Number of vacancies and unemployed 1980-2009
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unemployment. Strauss-Kahn (2003) finds that in many countries globalization and
SBTC led to diverging developments for low skilled and high skilled workers. Low
skilled workers suffered absolute or relative wage decreases and higher unemployment
levels than high skilled workers. According to Berman, Bound and Machin (1998,
p. 1245) “Demand for less-skilled workers plummeted in developed countries in the
1980s”. As Figure 1.1 shows, unemployment in The Netherlands in the 1980s and
1990s was particularly high for low educated workers and the gap between low and
high educated workers has started to widen in the late 1980s and 1990s.
Globalization is particularly reflected in outsourcing of low skilled work. Out-
sourcing means that for production processes that can be broken down into many
intermediate products, the relatively low skilled activities can be relocated to low
wage countries (Feenstra and Hanson, 1996). This leads to a diverging demand for
low skilled and high skilled workers because the further processing of these intermediate
inputs into final products relies relatively more on high(er) skilled labor. Therefore,
the relative demand for high skilled labor increases (Feenstra and Hanson, 1996).
In their study on 14 countries (including The Netherlands), Hummels, Ishii and Yi
(2001) show that the share of outsourcing in these countries’ exports of final goods
increased by 30% from 1970 to 1990. Similarly, Falk and Wolfmayr (2008) find for
several countries including the Netherlands, that in the period 1995 to 2000, growth
in imported materials is larger than growth in output, meaning that imports are
becoming increasingly important in the production process. In an earlier study they
show that imported materials from low wage countries have a negative impact on total
employment in the importing country, especially in low skill intensity industries (Falk
and Wolfmayr, 2005). More recent literature shows a somewhat less grim picture.
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Munch (2010) finds for Denmark between 1990 and 2003 that outsourcing leads to
short-run adjustment costs especially for low skilled workers. The costs are mainly
expressed as an increased unemployment risk and lower re-employment earnings.
However, Munch notes that the size of the effects is modest and that the flexibility
of the labor market determines how large these costs will be. Bachmann and Braun
(2011) find for Germany between 1991 and 2000 that outsourcing increases the risk of
leaving the labor market especially for medium skilled and older workers.

Autor, Levy and Murnane (2003) analyze the underlying mechanism of Skills
biased technological change (SBTC) by looking at the effects of advances in computer
technology. They find that computer technology substitutes labor in tasks that rely
on cognitive or physical routines (often low skilled) and that computer technology
complements labor in non-routine cognitive tasks (usually high skilled). This leads to
an increasing demand for skilled labor compared to unskilled labor and increased
relative wages for skilled labor (Autor et al., 2003). Furthermore, Berman et al.
(1998) find that nonproduction workers have been substituted for production workers
in 10 leading OECD countries including the US, UK and Germany. This happens
consistently within the same industries across countries, by which they argue that
SBTC is pervasive throughout the developed world.

Similar to how the introduction of new technologies leads to a skills bias in labor
demand, the introduction of new ways of organizing work also tends to shift labor
demand to favor high skilled workers (Caroli and Van Reenen (2001) and Bauer and
Bender (2004)). This is known as Skills Biased Organizational Change (SBOC).
Examples of organizational changes include amongst others just-in-time production
scheduling, work teams and multi-tasking (Piva, Santarelli and Vivarelli (2005), who
also present an overview and discussion of the literature on skills biased organizational
change.). Using data on 400 Italian manufacturing firms, Piva et al. (2005) are able
to jointly estimate SBTC and SBOC and find that SBOC is important in explaining
changes to the workforce composition especially on the shopfloor-production level.
Combined with SBTC the impact is stronger suggesting that SBTC and SBOC
complement each other. Piva et al. argue that these organizational changes increase
the need for improved general skills among all skill levels to ensure that all workers
are equipped to easily adapt to organizational and technical changes.

The final phenomenon we briefly discuss here is ‘crowding out’. In the context of the
labor market this refers to the process that higher educated workers occupy jobs that
demand a lower skill level than they possess, displacing the low skilled worker who used
to occupy this job (Borghans and De Grip, 2000). Figure 1.3 shows the composition of
the Dutch labor force by educational attainment. The labor force increasingly consists
of workers with upper secondary or tertiary education and the workers with tertiary
education show the steepest volume growth. Gesthuizen and Wolbers (2010) argue
that this educational expansion outpaces the growth in high skilled jobs, forcing high
skilled workers to accept a job on a lower level. The workers they displace on this lower
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Figure 1.3: The Dutch Labor force by education 1981-2010
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job level then accept a job on an even lower level. This process of bumping down in
the end becomes most problematic for workers at the lowest level. Gesthuizen and
Wolbers (2010) show that crowding out has contributed to the worsening of the labor
market position of low educated male workers in The Netherlands between 1980 and
2004. Crowding out reduces the opportunities for low educated workers to enter or
re-enter the labor market. Borghans and De Grip (2000) explain that this phenomenon
can be interpreted from two perspectives. Crowding out can be interpreted as a signal
of excess supply of high skilled workers. In that case, there is overeducation and as a
result the skills of the higher educated are underutilized. However, crowding out can
also be interpreted from an upgrading perspective, when jobs today require more skills
than in the past (Borghans and De Grip, 2000).

While globalization, SBTC and SBOC, and crowding out contributed to the
widening unemployment gap between low skilled and high skilled workers in the 1980s
and 1990s, the government was still struggling to get unemployment under control.
However, whereas in the 1980s reforms that cut replacement rates or changed benefit
eligibility were popular, the 1990s became the era of Active Labor Market Policies
(ALMP), changes in employment protection legislation (EPL) and decentralization
and privatization of social insurance. The so called ‘Melkert jobs’ of the mid 1990s
which provided subsidized jobs for the long term unemployed have been among the few
relatively (but not indisputably) successful ALMP policies. However, these activation
and participation measures, although sometimes successful in employing the long term
unemployed, are culprits for the increasing risk of in-work poverty among low skilled
workers in the 1990s (Snel, De Boom and Engbersen, 2008). Yet another sign of
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diverging developments between skill levels.

Overall, most authors discussed above find significant negative effects of outsourc-
ing, SBTC and SBOC on (low skilled) employment in developed OECD countries
throughout the 1980s and 1990s, which is compatible with the skills upgrading
perspective of crowding out. Combined with the complication of increasing risks of
in-work poverty among low skilled workers, this paints a gloomy picture for low skilled
workers. Not surprisingly, most authors advocate policies towards the upgrading of
the skills of low skilled workers.

1.2.3 The new millennium: continued importance of skills upgrading on
all levels

As Figure 1.2 shows, around the year 2000 unemployment was finally down to the
lowest level in over twenty years. The amount of vacancies was approaching the number
of unemployed, signalling a tight labor market. However, this situation did not last for
long as unemployment started to rise again. The trends in globalization, SBTC, SBOC
and crowding out did not stop at the turn of the millennium, they still prevail today.
Figure 1.3 shows that the educational expansion is ongoing and in recent years the
growth in upper secondary education is leveling off whilst growth in tertiary education
seems to be higher than ever. The question whether this has led to more crowding
out is not something we analyze in detail in this thesis, but the evidence presented by
Gesthuizen and Wolbers (2010) shows that until at least 2004 this has been the case.
This is likely to continue unless SBTC leads the growth in the relative demand for high
skilled workers to overtake the growth in relative supply of high skilled workers (as
predicted to occur between 2000 and 2020 by Jacobs (2004)). However, whether it is
due to crowding out or SBTC, in both cases the low skilled workers get the short end
of the stick. Figure 1.1 shows that with the renewed rise of unemployment from 2001
onwards, which coincides with the accelerated growth in tertiary education (Figure
1.3), the unemployment gap between low and high skilled workers immediately grew
larger again. Moreover, Groot and De Groot (2011) find that wage inequality between
on the one hand low skilled workers and on the other hand medium and high skilled
workers has increased between 2000 and 2008.

The government’s response to the renewed increase in unemployment consisted of
cuts in benefit duration, more stringent eligibility criteria and a further decentralization
and privatization of reintegration services. Unemployment declined across the board
until the subprime mortgage crisis hit and unemployment again started to increase,
again rising faster for low skilled workers.

Unemployment rates over the past 30 years have been at least twice as high for
the lowest skilled workers than for the highest skilled workers. Combined with the
findings on in-work poverty, wage inequality and the ongoing educational expansion,
it is clear that the low skilled have ended up in the worst position, fighting to hold
on to the bottom sport of the labor market ladder and competing for their job with
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higher educated workers, migrant workers as well as low skilled workers in low wage
countries.

1.3 Developments within Philips

1.3.1 The Wassenaar Agreement and the Philips Employment Scheme

In the early 1980s, at the time of the Wassenaar agreement, Philips Electronics
Netherlands was one of the Dutch largest employers. Whereas the unions and employer
organizations agreed in the Wassenaar Agreement to reduce working hours, Philips
preferred a different approach to combat unemployment. Being such an important
employer, Philips was able to negotiate with the unions to implement a different
approach. As particularly youth unemployment was very high at that time, Philips
created the “Youth Work Plan’ (JWP) which offered unemployed youngsters one year
of work and training with Philips. With the JWP commencing in 1983, Philips
committed itself to pro-actively contribute to the fight against unemployment, a
role that before that time was not performed by the private sector. The JWP ran
successfully for a number of years after which the target population was expanded
in 1986 to include other groups of unemployed. The main criterium became that
a participant should have a large distance to the labor market (eg. the long term
unemployed or the unemployed among ethnic minorities). The name of the program
was changed into Philips Employment Scheme (WGP) but the basic setup remained
largely unchanged and still entailed one year of full-time employment and training
at Philips. To avoid confusion with the commonly used abbreviation PES for Public
Employment Services, we will abbreviate Philips Employment Scheme to ‘WGP’ in
this thesis (based on ‘Werkgelegenheidsplan’, the Dutch name of the program).

In Chapter 3 we analyze the performance of the WGP. Our analysis reveals that
the WGP has an average treatment effect of 18 percent, which means that the average
program participant has a 18 percentage point higher probability to find a job than
an unemployed person who did not participate in the program, but with otherwise
similar characteristics. The impact of the WGP is much larger than the impact of
participating in a public reintegration program. Furthermore, the WGP has a number
of benefits for Philips. It serves for example as an additional recruitment channel,
as Philips offers suitable WGP participants the possibility to continue into regular
employment within the company. The WGP continues to be in operation today and is
approaching its 30st anniversary in 2013. The longevity of the program is one of the
features which contrasts sharply with that of public labor market instruments, which
tend to last no longer than a political business cycle as is shown in Chapter 2.
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1.3.2 Increased skills demands and the Vocational Qualification Program

The increased skills demands that resulted from the economic developments in the
1980s and 1990s were also felt within Philips. In 2000, after having had 17 years
of experience with the WGP and seeing participants flourish as a result of the
renewed work experience and training, Philips wanted to apply the lessons learned
from the WGP to benefit their regularly employed low skilled workers. Building on
the experience from the WGP, Philips designed the Vocational Qualification Program
(VQP) which started in 2002. Its goal was to train all low skilled but experienced
workers within Philips Netherlands to meet the increased skills demands of Philips as
well as the external labor market. The VQP was aimed at all low skilled employees
(without any vocational qualification) within Philips Netherlands. Many of these
workers had more than a decade of experience but they lacked a formal qualification
or had a qualification which was too low to be recognized considering the increased
skills demands. Ultimately, all low skilled workers within the firm should obtain a
vocational qualification. The VQP has been running between 2002 and 2011. We
analyze the VQP in Chapter 4.

Our analysis of the VQP shows that workers who complete the VQP training -which
means that they obtain a vocational qualification- enjoy an average wage increase of
4.3 percent compared to those who did not participate in the training. We also find
that the wage effect of training diminishes over time, canceling out after 7 years. In
addition we find two effects that signal an improved employability as a result of the
training. Firstly, workers who completed the training have a higher chance to be
internally promoted than those who do not participate in the training and secondly,
completing the training leads to a lower chance of getting fired. These effects show that
the VQP can be regarded as a preventive measure against low skilled unemployment.
As such the VQP helps to address the problem of diverging opportunities between low
and high skilled workers.

1.3.3 The educational expansion, SBTC, SBOC and the E-miles employ-
ability vouchers

The continued educational expansion discussed in Section 1.2.2 has led to an increasing
risk of crowding out across all skills levels. Even for medium or high skilled workers,
staying idle with respect to human capital development may harm one’s employability
as the risk to be bumped down has increased with the rapid expansion of workers
with tertiary education. Moreover, SBTC and SBOC spur the need to invest in
human capital development to prevent skills obsolescence (De Grip, 2006). To make
workers across all levels of education aware of the importance of continuous personal
development, Philips started the E-miles voucher scheme in 2009. Under the E-miles
((E)-mployability miles) scheme, all Philips employees received a voucher worth 1,000
E-miles, that workers could redeem for training that increases workers’ insights in their
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own employability and further career opportunities.

In Chapter 5, we analyze the E-miles voucher scheme and find that workers who
use their voucher and thus participate in employability training, show a significant
improvement of their employability awareness compared to workers who do not spend
their voucher and hence do not take employability training. Workers who use their
voucher also show an increased willingness to invest in future training compared to
those who do not spend their voucher. Increasing workers’ employability awareness
and willingness to train can be considered as an early intervention to help safeguard
the workers’ future employment.

1.4 Discussion and implications

In this thesis we analyze the labor market reforms in The Netherlands from 1982 till
2005 and three Philips based employment and employability initiatives: the Philips
Employment Scheme, the Vocational Qualification Program and E-miles.

1.4.1 Firms and unions taking responsibility for job growth

In Chapter 2, we find that more than two decades of reforms have (1) changed
the nature of labor market policies from passive to active policies, and (2) shifted
responsibilities with regard to social insurance from the public to the private sector.
Notwithstanding a torrent of reforms, it took more than 15 years after the Wassenaar
Agreement for unemployment to be reduced to a relatively low level again, while in
the same period inequality in wages and employment opportunities between low and
high skilled workers increased and a new phenomenon of in-work poverty emerged.
This hints at an apparently small influence the government can exert over the level of
unemployment, at least when they solely rely on orthodox policy options (in a moment
we will come back to heterodox policy options). Indeed, Zagha and Nankani (2005)
derive from several studies, that the quality of institutions matters more for economic
growth than specific policy instruments. This aligns with the main conclusions of
a detailed discourse of Dutch industrial relations by Visser (1998), who finds that
corporatism in the Netherlands, embodied in for example the Wassenaar Agreement,
has been instrumental in the achievement of the employment growth of the 1990s.
Visser (1998) stresses the importance of unions and employers acting in unison to
achieve the wage moderation and reductions in working hours that were the main
drivers of the economic recovery that materialized from the mid 1990s. In the same
period the government flourished in piecemeal initiatives, trying countless active labor
market policies which were often short lived and of limited success. As Chapter 2
shows, it does not help that we find government interventions and reforms to be highly
related to the political business cycle.

Contrary to the volatile nature of government policy, we find the Philips Youth
Work Plan (JWP) and its successor the Philips Employment Scheme (WGP) which
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have created additional jobs for the unemployed. Starting in 1983 with the JWP,
Philips had the first private sector program that created additional jobs for the
unemployed workers. It was not until 1987 that the government itself for the first
time created additional jobs for unemployed workers through the so called ‘Tijdelijke
Voorziening Gemeentelijke Werkgelegenheidsinitiatieven voor Jongeren’ (TV-GWJ),
targeting only on young unemployed. However, one year earlier, in 1986, Philips
had already opened up the JWP and evolved it into the WGP, creating additional
jobs for unemployed workers with a variety of disadvantaged backgrounds. The first
public sector attempt to create additional jobs for a wider range of unemployed was
the 1989 ‘Experiment Additionele Arbeid’ (Experiment Additional Labor). In the
following years a variety of (subsidized) job creation schemes had been introduced,
none of which went into history as indisputably successful and none of which lasted
long. Conversely, the WGP is still in operation today.

1.4.2 Aggregate potential of the WGP if implemented by the 700 largest
Dutch firms

As we show in Chapter 3, running a program like the WGP has certain benefits to
the firm as well. Philips on average hires 15% of the WGP participants into regular
employment, within the company, saving on recruitment costs. Furthermore, WGP
participants sometimes temporarily replace a regular employee at times when the latter
is being trained, thus dampening productivity losses. This also implies that the work
experience the WGP participant gets is as close to a regular job as can be, which is
one of the success factors of the WGP. Finally, the WGP is seen as a contribution to
corporate social responsibility of the firm and may help improve firm-union relations.
There is no reason to think these benefits would not apply similarly to other companies
running a similar program.

To give an impression of the potential role firms could play in reducing structural
unemployment, Table 1.1 provides a rough calculation based on the number of large
firms in the Netherlands and the current stock of long term unemployed.

In 2010 there were 290 firms in The Netherlands that were larger than 2,000
employees and 410 firms that had between 1,000 and 2,000 employees. Together
they employ a minimum of 990,000 persons in the Netherlands. Note that this is
a conservative estimate as we took the lower bound for our calculation. For example,
Philips already employs 15,000 people. If all these firms would run a program such
as the WGP and would all aim to create a yearly inflow of long term unemployed
of 1% of their total employment (as has always been the Philips WGP target which
has been attained on average), these firms could annually offer at least 9,900 long
term unemployed an opportunity to reintegrate. If we define long term unemployed as
those who have been receiving either unemployment benefits (WW) or welfare benefits
(WWB) for more than 12 months, the 9,900 additional jobs these 700 firms could
create annually equals 3% of the current stock of 330,060 long term unemployed. If
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Table 1.1: Aggregate private sector potential of the WGP based on 2010 data

Number of firms with 1,000-2,000 employees 410 | firms
-Total employment at least 410 x 1,000= | 410,000 | persons
Number of firms with 2,000+ employees 290 | firms
-Total employment at least 290 x 2,000= | 580,000 | persons
Total employment at the 1,000+ firms 990,000 | persons (at least)
Number of long term unemployed
12+ months in WW (UB) 76,050
12+ months in WWB (welfare) 254,010
Total number of long term unemployed 330,060 | persons
Target job creation percentage 1% | of total
employment
within firms
Job creation potential of these 700 firms 1% of 990,000= 9,900 | reintegration

jobs per year

Thus the 700 largest firms could, ceteris paribus, help reintegrate at
least 3% of the current stock of structurally unemployed, per year.

Source: Own calculations on data from Statistics Netherlands

we include firms that employ between 500 and 1,000 workers in this calculation (there
are 805 of these) and use the lower bound of 500 workers we find that the 500+
size firms can, ceteris paribus, create additional jobs for 4.2% of the current stock of
structurally unemployed yearly. In 5 years the 500+ size firms could, ceteris paribus,
create additional jobs for about 20% of the current stock of structurally unemployed.

1.4.3 Brief summary and generalizability of our main findings

Overall, we find that the three Philips based initiatives WGP, VQP and E-miles
succeed in their respective goals of reintegrating the unemployed into the labor market,
increasing the employability of low skilled employees and increasing the ‘employability
awareness’ of employees. Meanwhile, these initiatives entail benefits for Philips as well.
For instance, the WGP serves as additional recruitment channel and the workers that
complete the VQP on average earn more, make more promotions and get fired less
often than their not trained low skilled colleagues. In other words, the trained worker
has a higher added value for Philips.

All three initiatives are suitable for implementation by other firms. Only an
employment scheme set up in a similar vein as the WGP, probably requires a somewhat
larger firm to properly function due to the intensive supervision and involvement
it requires of human resources staff members. Nevertheless, the example set by
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Philips with the WGP has recently been picked up by a number of other firms
who started similar employment schemes. These include the ‘Step2Work’ program
of NUON (a large utility company with approx. 5,800 employees); ‘NS Werktoer’ of
the Nederlandse Spoorwegen (Dutch railways with approx. 11,000 employees); and
the ‘NXP werkgelegenheidsplan’ of semiconductor producer NXP (approx. 4,800
employees).  Although the numbers of participants in these other employment
programs are still relatively small, the mere existence of these programs and their
resemblance to the WGP lends external validity to the results we find in Chapter 3 of
this thesis.

In 2002 the EU adopted the Lisbon Strategy, which aimed at making Europe the
most advanced knowledge based economy by 2010. Since then, the training of low
skilled employees has been stimulated intensively by the European Social Fund (ESF).
Many firms, both small and large, have made use of partial funding by the ESF to
provide training to their low skilled workers. If this would not benefit these firms, they
would not engage in training their low skilled workers. Therefore, we expect that the
results in Chapter 4 of this thesis regarding the VQP will hold similarly for other firms
of any size, that provide a vocational training program for their low skilled workers.

Finally, a recent report by De Grip, van Breugel and Dohmen (2011) (which
discusses amongst others the E-miles voucher system) shows that voucher systems
to promote personal development and lifelong learning exist in several firms and
organizations of similar size as Philips. Therefore the results we find for the E-miles
voucher system can be expected to hold for other firms as well.

The Philips WGP, VQP and E-miles show that firms can contribute to reducing
unemployment and increasing the employability of (low skilled) workers while also
benefitting themselves. This is especially important to observe in times when
the government feels the need to rigourously cut social spending and privatize
responsibilities for social insurance. In a sense, the government is leaving a gap which
firm based initiatives such as those analyzed in this thesis help to fill.

These initiatives are to be praised as they contribute to the amelioration of
unemployment in the broadest sense. As such they benefit society at large and deserve
to be copied by other firms. Especially in the case of the WGP, this has a clear and
significant aggregate potential to reduce long term unemployment. We hope the stable
and long lasting success of the WGP provides inspiration for other firms, social partners
and the government so that they may act to develop its full aggregate potential.

1.4.4 Final words: Why is full employment nowadays an unorthodox idea?

We could have stopped at the last paragraph, but we promised to get back to two earlier
points in this introduction. We now present our opinion on the differing academic views
of Gilbert and Van der Veen as mentioned in Section 1.1 and come back to our note
on orthodox and heterodox policy options (Section 1.4.1).

In our opinion, the often heralded ‘Dutch Miracle’ of the late 1990s economic
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growth and unemployment decline should be seen in a broader perspective. Even
though this decline in unemployment is a good thing, there are many details that
are not captured by the aggregate unemployment figure. First, it is an established
fact that the vast majority of newly created jobs in the 1990s were part-time
jobs (Visser (1998)), possibly representing significant underemployment. Second,
the wage moderation that was the main driver of this unemployment decline, is a
contested instrument. Visser (1998) draws attention to an argument of the Deutsches
Institut fiir Wissenschaftsforschung (DIW, 1997) that wage moderation and working-
time reduction are not wealth promoting but distributive policies that may lead to
impoverishment, and connects this to the relative decline of Dutch GNP per capita
between 1982 and 1996 compared to other EU countries. We would like to further
connect, this to the increasing inequality of employment opportunities and earnings
between low and high skilled workers and the rise of in-work poverty in the same
period, as discussed in Section 1.2.3. Finally, the relatively successful unemployment
performance of the late 1990s is a lot less successful when we compare it to the level
of unemployment in the 1960s instead of the early 1980s (See Figure 1.4).

Figure 1.4: Unemployment in the Netherlands 1945-2010
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This illustrates that we should put the ‘Dutch Miracle’ into perspective. Although
since 1983 the Dutch constitution (Chapter 1, Article 19.1) contains the fundamental
social right that ‘it shall be the concern of the authorities to promote the provision of
sufficient employment’, Figure 1.4 shows that the government, despite the cooperative
attitude of unions and firms, has not been able to provide a stable and successful
employment promoting policy, let alone full-employment. In our opinion the
limited government involvement in actual job creation and the fact that the Philips
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JWP /WGP preceded the government’s first attempt for job creation by four years,
is exemplary of Gilbert’s notion of the ‘enabling state’ and the silent surrender of
public responsibility. If a firm based initiative like the Philips WGP can successfully
provide a job-based path back into regular employment for almost 30 years now, why
can the government, with vastly more resources available, not do the same and on
such a scale as to achieve full employment? This is in a sense a rhetorical question,
as the development by which many governments have abandoned the pursuit of full
employment have been described in detail by for example Mitchell and Muysken (2010).
Nevertheless, the findings of this thesis warrant continued attention to this question.
Besides giving a detailed discourse of the observed abandonment of full employment
as a policy objective, Mitchell and Muysken (2008, 2010) argue that the introduction
of employment guarantees should be a central plank in modern macroeconomic policy.
Detailed explanations of how such a Job Guarantee (JG) is designed and embedded
in the macroeconomy are presented as well and form convincing and compelling study
material. What the results of this thesis add to the JG proposal and what may help
convince those that inaccurately think a JG may involve ‘too much state’, is that firms
have a large potential to be part of the solution, as the example of the WGP shows.

Hopefully this thesis inspires economists, social partners and the government to put
full employment back on the agenda and consider the development of a JG program
with involvement of firms and unions and therewith finally honoring the fundamental
right of sufficient employment and responsibility as stated in the Dutch constitution.
Hardly any country in the world might provide a more suitable birth ground for the
return to full employment than the corporatist Netherlands.
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2

From Dutch Disease to Dutch Miracle: why
some institutional reforms work and others

do not

2.1 Introduction!

In 1977 The Economist supplied the Netherlands with the (in this case notorious)
honor of having an economic phenomenon named after the country: The Dutch
Disease.? A massive growth of the social security system occurred throughout the
1970s period of Dutch Disease, as is evident in Figure 2.1 from a huge surge in benefit
recipients between 1969 and the early eighties.® To counter this development the Dutch
government embarked on a reform path that would give the Netherlands a frontrunner
position within the European Union with regard to the intensity and outreach of
institutional reforms. It would also repair the honor of the Netherlands with regard
to the country-name based economic phenomena: With the Dutch Miracle and the
Dutch ‘Poldermodel’ the score was more than settled.*

Nickell and Van Ours (2000: 173) acknowledge the Dutch Miracle and conclude
that the Netherlands have seen a ‘major decline in equilibrium unemployment and non-
employment [sickness and disability] rates since the early 1980s.” Using institutional
data from amongst others Nickell and Layard (1999), Scarpetta (1996) and Elmeskov

et al. (1998), they point to a positive relation between institutional reforms and a

IThis chapter is joint work with Manuel Miillers

2The Dutch Disease refers to the phenomenon of declining manufacturing industry caused by
appreciation of the exchange rate when natural resources are found.

3Population growth was not markedly large in this period so the surge in benefit recipients is not
mitigated by population growth.

4The Dutch Miracle refers to the period of high economic growth and low unemployment in the
second half of the 1990s. The Poldermodel refers to consensus based policy making by government,
unions and employers. An important outcome of the Poldermodel was wage moderation, which was
a main driving force behind the Dutch Miracle. See Muysken (2003)
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Figure 2.1: Social security benefit recipients
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lowered equilibrium unemployment rate. These institutional data are based on a
relatively limited data source, originally dating back to the OECD Jobs Study of 1994.
The data have been widely used, re-used and modified but only allow for very general
conclusions about the effectiveness of institutional reforms - see Baker et al (2004),
Baccaro and Rei (2005), Bassanini and Duval (2006) and Furceri and Mourougane
(2009).

In this chapter we take a deeper look at the Dutch institutional reform history and
use a different approach to analyze the effectiveness of the institutional reform efforts
undertaken by the Dutch government.’> We aim to identify which reforms and types of
reforms are (most) relevant, how the effectiveness of reforms is related to the business
cycle and how the incidence of reforms is related to the political business cycle.

Given the aim of most reforms, an effective reform is defined as a reform that leads
to a significant reduction of the number of benefit claimants at which the reform is
targeted. Therefore we will conduct a statistical evaluation of the reforms’ abilities to
reduce the number of claimants. For this evaluation we need data. We start in section
2.2 explaining how we constructed our data. In section 2.3 we discuss the incidence of
reforms. We look at the policy areas they target and their relation with the political

5For a brief description of the Dutch social security system before the start of the reforms see
Bovenberg (2000).
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business cycle. We also present a typology of reforms. In section 2.4 we test which
reforms actually are effective and how their effectiveness is related to the business
cycle. Section 2.5 concludes.

2.2 Data on institutional reforms

Our first concern was to find data on the reforms themselves. The literature on
Dutch labor market reforms usually distinguishes between sickness (ZW), disability
(WAO) and unemployment (WW) reforms - see Koning and van Vuuren (2007) and
Stegeman (2005). These are mostly reforms that directly aim at reducing the amount
of sickness, disability or unemployment benefit claimants. In addition to that, the
international literature differentiates also between active labor market policies (ALMP)
and employment protection legislation (EPL) - e.g. (Nickell et al., 2005). These last
two reform areas are often used to classify the more broadly targeted reforms that
try to activate persons to participate in the labor market or that try to optimize the
functioning of the labor market. To get a comprehensive picture of the Dutch reform
history we thus distinguish sickness, disability, unemployment, ALMP and EPL as
the five main reform areas and study the literature to catalogue all past reforms. We
elaborate this process below.

2.2.1 Content analysis

The available literature discusses a vast amount of reforms over a relatively short
time-period, which means that there is more information than statistical methods can
handle properly. To determine what variables we should include in our further analyses
we must exclude those reforms that were probably irrelevant and only focus on the
relatively important reforms. In order to reduce the density of the reform data we apply
Content Analysis, see Neuendorf (2002), Krippendorf (2003) and George (2008). The
content analysis we apply is built on three hierarchical levels of information ranging
from the most exhaustive source on reforms to the most specialized sources which
often only discuss a single reform. Since the types of sources we used all suffer from
some inertia when it comes to being up to speed on the latest reforms, we only look
at reforms that were implemented prior to 2005 and hence display a mature coverage
by our sources. Based on the information we find on the reforms in these three levels
of analysis, we construct a ranking of reforms to determine which reforms are possibly
relevant and which are not. The underlying assumption here is that the more often
a reform shows up in our analysis, the more relevant it is. We elaborate this process

below. Table 2.1 presents an overview of the three levels of analysis.®’”

SFor an extensive overview of our level one and two sources see Appendix I.

"Note also that we excluded newspaper articles, TV media/news content or other forms of
discussions on labor market reforms. These sources suffer from availability issues and can not assumed
to be as reliable as the databases we are working with.

19



CHAPTER 2

Table 2.1: Three levels of content analysis

Level Source(s) Document type Function

1 Kroniek van de Exhaustive administrative Our reference point
sociale verzekeringen document

2 - Brandt et al Comprehensive reform overviews | The bulk of our
- FRDB analysis
- Labref
- OECD

3 Academic literature | Specialized reform analysis Our surgical tool

The first level content analysis is based on the ‘Kroniek van de sociale verzekeringen’
(from here on referred to as ‘Kroniek’), published by the Dutch institute for employee
insurance (‘Uitvoeringsinstituut Werknemersverzekeringen’ - UWV). The UWV is the
administrative body that is responsible for the social security payments.® One part of
their annually published Kroniek is a historical overview of the reforms in all policy
areas in question: ‘Elk hoofdstuk opent met een historisch overzicht van de betreffende
wetgeving, gegroepeerd naar enkele thema’s.” (Kroniek 2008, p.5). We therefore assume
that the Kroniek is the most fundamental source of information concerning Dutch
social security reforms, and thus serves as our reference point.

The second level of our analysis revolves around a number of sources that claim
they comprehensively reflect the Dutch social security reform history in the time frame
they are covering. We collected all labor market reform information available in Brandt
et al (2005), the Social Reforms database of the Fondazione Rodolfo DeBenedetti
(FRDB), the LABREF database of the European Commission EC (EC), and the
OECD economic surveys of the Netherlands (OECD, 2000). This was necessary
because although all of these databases are supposed to include all important reforms,
there are huge discrepancies between them. These second level sources constitute the
bulk of our content analysis. Reforms that were mentioned in the ‘Kroniek’, but not
in at least one our second level sources are assumed to be irrelevant. Therefore these
reforms are excluded from our sample and play no further role in later econometric
analysis and do not end up in our ranked list of reforms. Reforms that we do encounter
in our second level sources mark the start of our ranking exercise and are treated as
follows. If a reform is not mentioned in Brandt et al (2005), FRDB, or LABREF

8In 2009 the UWV was merged with the Dutch Public Employment Services.
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in the relevant time frame, we reduce its ranking score by 1 for each database it is
not mentioned in. If the reform is defined as ‘Structural reform’ in FRDB, or if it is
mentioned in OECD economic surveys, we augment its score by 1 each time.?

The third level of content analysis involves a literature review to find evidence
regarding the relevance of institutional reforms. For example, when a certain reform
is topic of discussion in an academic paper we augment its score by 1. With regard
to a limited number of reforms, we find that an academic paper not only discusses
the reform, but also convincingly shows evidence that the particular reform has been
effective (or ineffective). In these cases, we augment or reduce the score of the reform
with a maximum of 2 points.'®

Although the final list contains reforms with scores ranging from -5 to +4, we only
need to distinguish possibly relevant reforms from the irrelevant ones. All reforms
that rank higher than 0 are considered to be relevant, while the reforms that rank 0
or lower are assumed to be irrelevant.!’ The relevant reforms are presented in Table
2.2.12 In Section 2.4 we test if these reforms were significantly able to reduce the
number of benefit claimants in respectively unemployment, sickness and disability
benefit schemes.

Table 2.2: Potentially relevant reforms, to test in section 2.4

Unemployment Sickness Disability
Exemption 57+ and Wassenaar | TZ/Arbo TBA/TAV
1987 structural reform WULBZ AMBER
PES reform Replacement rate reduction 1998 package
nABW Poortwachter (WVP) Poortwachter
Flexwet Extension sickness payments WVLZ | 2004 package
Replacement rate reduction
Reduction of benefit duration

9We are aware that these reform databases treat different time frames. The FRDB database
covers 1987 - 2005, Brandt et al. cover 1994 - 2004, and LABREF covers 2000 - 2006. Thus, for 1980
- 1986, we could only rely on the OECD economic surveys and on our literature review. In Appendix
IT we show the ranking scheme and how we dealt with these discrepancies in time periods covered.

10With regard to the 1995 Amber reform and the 2004 reduction in UB duration, we found the
outcome of the ranking procedure counterintuitive. The low score was caused by the Amber reform
not being mentioned in both Brandt et al and FRDB and the 2004 reduction in UB duration not
in the LABREF. In these two cases we corrected these odd findings by augmenting the score with 1
point. This shows in Appendix IT and V under the heading of ‘theoretical consideration’.

"Due to the different time periods covered by the different databases, as mentioned in footnote
9, the assignment of reforms to either ‘relevant’ or ‘irrelevant’ was done around the ranking score ‘1’
for reforms before 1987.

12Short descriptions of these reforms can be found in Appendix V.
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2.3 The incidence of reforms in the Netherlands

As described in the previous section we have constructed a reform database and
developed a ranking scheme that enables us to distinguish between important reforms
and irrelevant reforms. A first visualization of our reform database is shown in Figure
2.2, which depicts the number of reforms'® over time as well as over government,
distinguishing also between important reforms and the total number of reforms (thus
including irrelevant reforms).

An interesting observation is that there are four main waves of reforms; 1986,/1987,
1995/1996, 1998/1999 and 2004.'* One sees from Figure 2.2 that these waves occur
each time just after the installment of a new government. The concentration of reforms
is significantly lower towards the end of a political business cycle, which usually lasts
four years. The often unpopular nature of social security reforms, which is reasonably
expected to be an influence on chances for re-election, is very likely to be a factor in
this timing pattern. Another factor likely to be of influence here is the time needed to
see if a certain wave of reforms actually produces the desired results. Especially after
1986,/1987 (in which a structural reform was implemented) we see a fairly long ‘waiting
period’ of relatively moderate reform activity. From a point of policy implementation
this makes sense, since implementing reform upon reform might result in uncontrolled
accumulation of effects, possibly leading to unwanted side effects.

Figure 2.2: Number of reforms by relevance, years and government

Drelevant mtotal

Nr. of reforms

Van Agt| Lubbers | (Nov. | Lubbers Il (Jul. |Lubbers Il (Nov. .|B. I|Balkenende
'86) '89) L '98) Il (May '03)
Years and go

Source: Table 2.3

3The total of unemployment, disability, sickness, EPL and ALMP reforms.

MThere was also a fifth reform wave in 1982/1983 when the Wassenaar agreement was signed.
Compared to the other waves this wave is not as apparent from Figure 2.2 since the Wassenaar
agreement is counted as one reform, while actually consisting of numerous reforms.
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Figure 2.2 does not show a clear pattern with regard to the relation between the
total number of reforms in a specific period and the number of relevant reforms that
would result from these. Periods of high total reform activity do not necessarily
produce relatively more reforms that prove relevant, nor do they produce significantly
more irrelevant reforms. Moving into more detail, Table 2.3 shows the amount of
reforms initiated by year and by reform area.!® The left part of the table only counts
the reforms that we found to be relevant. The right part of the table includes all other
reforms. The distribution of reforms over time shows that unemployment has been on
the mind of policy makers continuously, with (relevant) reforms occurring throughout
the entire period. Examples of these include the 1982 Wassenaar agreement, which
was centered on unions and industry agreeing to lower working hours in order to
create additional jobs. The Wassenaar agreement is commonly regarded as one of
the earliest manifestations of the Poldermodel, which is at the basis of the period of
substantial job growth in the 1990s often referred to as the Dutch Miracle (Visser and
Hemerijck, 1997). Another example is the 1991 PES (Public Employment Services)
law which introduces the obligation for the PES to inform the institutions in charge
of unemployment benefits of insufficient job search efforts by benefit claimants and
increased sanctions for refusing a suitable job offer. Abbring et al. (2005) find that,
using 1992-1993 data, ‘re-employment rates are significantly and substantially raised
by imposition of a sanction’ (p.628).

For disability reforms we observe that except for a few reforms in the early 1980s
that were not found to be relevant (mainly involving changes in the taxation aspects
of disability payments), and a two-stage reduction in disability replacement rates in
1985/1986, the focal period has been 1992 to present. An example of a relevant reform
was the 1992 Act on Reducing Disability Volume (TAV), which entailed some measures
such as a bonus-malus system and wage subsidies to reduce the number of disabled.
An employer could be eligible for a bonus and subsidy for hiring a disabled worker,
whereas he could be liable for a fine (malus) if one of his employees would become
disabled. By estimating a model for changes in WAO inflow, Stegeman (2005) found a
significant negative effect of TAV on WAO inflow. Another example is the 1993 Act on
Reducing Disability Claims (TBA) that consisted of several measures amongst which
were a new definition of disability and a corresponding reassessment of a large number
of current WAO claimants. Several authors such as van Oorschot and Boos (2001) and
Aarts et al. (2002) point to a significant positive effect of the TBA.

Sickness reforms and their timing are closely related to their disability siblings,
although the number of pure sickness reforms is notably smaller. Reforms we found
to be important include the 1985/1986 reduction in sickness replacement rate from
80% to 70% and the 1994 TZ/Arbo. An important element of this last reform was the

BIncidentally a reform was targeted at more than one area and we chose to include those in our
reforms list in all of the relevant areas.
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Table 2.3: Reform areas and reform relevance.

Relevant Total, including irrelevant reforms

Sickness Disability ALMP EPL Unemp. | Sickness Disability ALMP EPL Unemp.
1980 1
1981 1
1982 1
1983 1 1
1984 1
1985 1 1 1 1
1986 1 1 1 1
1987 1
1988
1989
1990 1
1991 1 1
1992 1 1
1993 1 1
1994 1 1
1995 1 1 2
1996 1 1 1 1
1997
1998 1 2
1999 1 1 2
2000
2001 1 1
2002 1 1
2003 1 1 1
2004 1 1 1 1 3 1

Source: Appendix V

ALMP: Active Labor Market Policy

EPL: Employment Protection Legislation
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obligation for employers to continue a sick employee’s wage payment during the first
weeks of sickness. Van Oorschot and Boos (2001) conclude that ¢ ‘The privatization
of the first weeks of sickness benefit had an immediate and significant effect’ (p.348).

Active labor market policies and employment protection legislation have been
popular areas of reform predominantly from the late 1980s onwards, albeit with very
limited verified success. For instance, De Koning et al. (2003) state with respect
to ALMP reforms: ‘There is little we know about the effectiveness of the measures.
Evidently, evaluation is more complex when a large number of institutions are involved.’
(p-32). The so called ‘Melkert jobs’ of the mid 1990s which provided subsidized jobs
for long term unemployed that would otherwise have a very low chance of obtaining
work have been among one of the more successful ALMP policies. Jansen (2001)
finds that of those participants that have completed the program 73% eventually find
regular paid employment. With regard to EPL the 1999 ‘Flexwet’ (Flexibility and
Security Law) is worth mentioning. This law attempts to introduce more flexibility
in working contracts while giving more protection to workers on such contracts. The

16Based on data published by CTSV (a social security supervisory board).
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OECD Economic survey for the Netherlands (2000) refers to mixed experiences with
the Flexwet amongst both employers and employees.

Another method of looking at the reforms of Table 2.3 is by classifying them
according to reform type. This is elaborated in Table 2.4 where we classified the

" Again, we also make the distinction between relevant

reforms into five types.!
reforms and total reforms. With respect to the types, level reforms change real
money levels of income from benefits. An obvious example of a level reform would
be a reduction in replacement rate. Responsibility refers to reforms that shift
responsibilities from government to private sector or change responsibilities between
employers and employees.!® An example is the 1996 WULBZ which states that
employers became responsible for continuing wage payment the first few weeks an
employee became ill. Access reforms change which specific groups of people are eligible
for a certain benefit scheme. For example part of a 1983 unemployment reform was that
16 and 17 year olds would no longer have access to unemployment benefits. Duration
reforms change the length of benefit entitlement and stimuli refers to reforms that
provide financial or other incentives to employers and/or employees to seek out, create
or accept work.

Most obvious from Table 2.4 is the concentration of level reforms in the early to mid
1980s. Among the ones we found to be relevant are the two-stage cuts in replacement
rates from 80% to 70% in 1985/1986. Combined with a number of access and duration
reforms, these level reforms aimed to reduce the costs of social security. Overall
the table shows extensive reform activity in 1987 which was the already mentioned
structural reform that affected all areas of social security. Although this was a system
wide reform, we will not elaborate further on its specific details. In part because the
expected effects of the reform were not observed in the immediate years thereafter (for
example Aarts et al. (2002) and Bovenberg (2000)).

In the first half of the 1990s several reforms were implemented to reduce the volume
of benefit claimants which include the abovementioned TAV, TBA and TZ/Arbo.
These reforms combined stimuli (e.g. the bonus/malus aspect of the TAV) with
access aspects (e.g. aforementioned reassessment of WAO claimants under TBA). The
second half of the 1990s is characterized strongly by shifts in responsibilities, where
for example the WULBZ signaled the first stage in privatizing the sickness insurance
scheme by making employers responsible for the continued wage payments in the first
few weeks of sickness of an employee. This privatization and corresponding shift in
responsibility from government to market was continued in the new millennium with
the full abandonment of the sickness insurance scheme, being replaced by a privatized

17Some reforms contain multiple types and are therefore counted in all these categories. This
explains for example why in Table 2.3 in 1987 there is only one relevant reform but in Table 2.4 there
are three. This particular unemployment reform thus consisted of a combination of three types.

18Responsibility reforms mostly entail reforms that change who bears a certain cost or which actor
is the first to take a certain action. Responsibility reforms do not refer to reforms that only change
the administrative nature or bureaucratic characteristics of policy.
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Table 2.4: Reform types and reform relevance.

Relevant Total, including irrelevant reforms

Level Respon- Access Duration Stimuli | Level Respon- Access Duration Stimuli

sibility sibility
1980 1
1981 1
1982 1 1
1983
1984
1985 1
1986 1
1987 1 1 1
1988
1989
1990 1
1991 1 1 1
1992
1993 1 1
1994 1
1995 2
1996 1 1 2
1997
1998 1 1
1999 1 1
2000
2001
2002 1
2003 1
2004 1 1 1 1

Source: Appendix V
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version in which the employer is since 2004 responsible for paying up to the first 2
years of sickness. Also dominant in the late 1990s (but not a specific topic in this
chapter) were the changes in the governing and administrative structure of the social
security system, aimed at increasing the overall system efficiency. A final interesting
observation from Table 2.4 is that pure duration reforms that change the length of
benefit entitlements have sparsely been used.

Combining some of the insights from Figure 2.2 and Tables 2.3 and 2.4 leads to the
observation that level reforms were used in the early 1980s to reduce the high costs
associated with the large numbers of WW, WAO and ZW claimants. The late 1980
were relatively quiet in terms of reforms, likely a waiting period in anticipation of the
first results of the extensive 1987 structural reform. Especially with regard to WAO and
ZW these results did not show and as a consequence these became hot reform areas and
the 1990s became riddled first with volume reforms targeted at WAO and ZW and after
those with reforms shifting responsibilities through privatization and reorganization of
administrative bodies. Unemployment has been under attention from policymakers
continuously resulting in a number of reforms which we found to be relevant. In the
1990s when unemployment numbers were going down steadily and there were less
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2.3 THE INCIDENCE OF REFORMS IN THE NETHERLANDS

specific targeted unemployment (WW) reforms, a shift in instrumentation to ALMP
and EPL, and therewith from passive to active policies, can be observed. ALMP and
EPL have tried to supplement the more specific targeted unemployment, disability
and sickness reforms but their significance is difficult to establish. After reaching the
lowest level of unemployment since decades in 2001, unemployment started to increase
again. This led to a renewed attention to specific targeted unemployment reforms,
with reforms implemented in 2001, 2003 and 2004.

An important conclusion from both Figure 2.2 and Tables 2.3 and 2.4 is that the
overall amount of reforms that are relevant is substantially smaller than the overall
total amount of reforms. This is illustrated in Table 2.5 below which depicts the ratios
of relevant reforms to total reforms. EPL and ALMP seem to be policy areas in which

Table 2.5: Reform relevance ratios by area and type.

Reform relevance ratios by area

sickness disability almp epl unemployment
ratio 5/6 8/16 2/26 1/8 8/14
% 83% 50% 8% 13% 57%

Reform relevance ratios by type

level responsibility access duration stimuli
ratio 3/9 8/18 5/9 1/2 9/38
% 33% 44% 56% 50% 24%

Source: Tables 2.3 and 2.4

most unfruitful reforms are conducted'® whereas the relatively few sickness reforms
are considered to have been quite relevant. This result is confirmed by the low score
for the stimuli type, of which a large number of ALMP reforms consist. Level reforms
also score low. This is not unthinkable given that quite some reforms that attempt
to change the benefit level of the social security system are countered by collective
bargaining agreements. See for example Hartog (1999) who writes that: ‘... legislated
changes in the mandatory components are often countered by adjustments in collective
bargaining (e.g. supplementing legal benefit entitlements)...’ (p.472). Responsibility
reforms do not score very low or very high. When a reform clearly assigns (financial)
responsibilities to either government, individuals or employers, results shows that it
can work. Good examples of this are the 1994 TZ, 1996 WULBZ and 2004 WVLZ
reforms in sickness insurance, which each made employers increasingly financially
responsible for employees that fall ill. These three reforms all turn out relevant in
our content analysis. However, when it is not clear who bears certain responsibilities,
actors tend to shift responsibilities to other actors. Research by TNS-NIPO (2003)

19)\easurement problems in evaluation studies of EPL and ALMP reforms and the relative lack of
evaluation studies might bias this outcome, although the difference is still striking.

27



CHAPTER 2

finds that when asked who is primarily responsible for the prevention of sickness and
disability, employers think that employees are primarily responsible, while employees
(whether healthy, sick or disabled) think that employers are primarily responsible).
These conclusions about stimuli, responsibility and level reforms are supportive to the
notion that only reform policies restricting access and duration seem to really make
a difference, together with responsibility reforms that clearly assign responsibilities to
specific actors. Reforms that reduce access to unemployment, sickness or disability
benefits or cut the duration of entitlements are not easily circumvented as the rules
simply state who is entitled to benefits and for how long.

2.4 Econometric evidence

In this section we want to test whether the reforms we found to be relevant based on
our content analysis and ranking scheme also turn out to be significant in econometric
analysis. To that end we estimate the effect of reforms in the areas of unemployment,
sickness and disability.?® In section 2.2 we identified the policy reforms that were
relevant and which will be the dummy variables in our regression analysis. In order
to avoid spurious regressions we use a two-stage error correction model (Engle and
Granger, 2001).2! Appendix III provides an overview of the dependent and control
variables we used and Appendix IV presents an overview of our reform dummies
over time. The first stage consists of the estimation of a long run equation using
macroeconomic data on the relevant reform areas and a number of covariates and
reform dummies that are relevant in long run analysis. There we estimate:

v = a+ Be + ddy + € (2.1)

where ; stands for either the unemployment rate, the sickness absence rate, or the
disability rate (all of them as a percentage of labor input (in person years)), ¢; is a
vector of covariates and 8 the corresponding vector of coefficients, and d; is a vector
of individual policy dummies with the corresponding coefficients in vector §. The
second stage of the error correction model identifies the sensitivity of the variables to
the business cycle?? and determines the adjustment speed to the long run. Thus we
estimate in the second stage:

A’Yt =+ BACt + 5Adt + 1/)A€t_1 + Mt (22)

20The areas EPL and ALMP are left out because of data limitations. Moreover, the majority of
EPL and ALMP reforms were found to be irrelevant in our ranking.

21Using a similar procedure Stegeman (2005) shows that there is a positive relation between
economic upswings and sickness leave in the Netherlands in the period 1980-2003.

22Gee Appendix III for information on the business cycle variable
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where ¢ represents the estimated error of the long run equation.?

Using dummy variables it is difficult to measure the effect of reforms that where
implemented in subsequent years, as it is hard to distinguish between the impacts of
dummies that are close to each other in time. Thus in order to reduce the density of
dummies in the sample some dummies represent multiple reforms. For example the
‘Exemption 57+ dummy is also measuring the effects of the Wassenaar agreement.?*
This implies that for these ‘multiple reform dummies’ we can not attribute the
coefficient to one specific reform. Furthermore as Appendix IV shows, in the long
run all dummies will have value ‘1’ at some point. This complicates the interpretation
of the long run estimations as many dummies are active. Therefore, we are most
interested in the effects of the short run estimations.

In Table 2.6 we analyze the effect of reforms on unemployment including welfare
which is defined as the number of unemployment benefit claimants (UB, Dutch: WW)
plus the number of welfare claimants (Dutch: WWB) as percentage of labor input.
Welfare claimants are often those who have exhausted their rights at regular UB and
as such represent the hardest to reintegrate unemployed. The regression results are
not always what we logically expected. The Wassenaar, nABW and benefit duration
dummies unexpectedly have positive signs a a number of estimations and although the
latter two are insignificant, the Wassenaar dummy is significant. An explanation could
lie in the fact that the total unemployment kept rising for the first few years after the
Wassenaar agreement and only slowly started to decline after having peaked in 1985.
So by the time total unemployment was actually declining, our model already includes
the next dummy, which is the 1987 structural reform that is significant and with the
expected sign in estimation 1.4, which also corrects for the business cycle. Including
the business cycle reduces the significance of the other control variables which are the
female participation rate and the ratio of part-time workers.?> Most importantly the
business cycle is negatively related (counter-cyclical) to total unemployment in both
the long (1st stage) and short run (2nd stage) estimations. The Flexwet and PES
reform are significant in at least the short run estimations and this holds across a
wide range of model specifications, making the results for these reforms quite robust.
Estimating these equations with only the welfare ratio as dependent variable does not
lead to much different outcomes. As the number of welfare claimants is much higher
than the number of UB claimants in almost every year this indicates that the welfare
ratio dominates the outcomes of these regressions.

23Thus the first stage looks at ‘levels’ (v;, Bct, etc) while the second stage looks at ‘changes’
(A, BAcy, ete).

ALikewise, the ‘1998 package’ in the disability estimations in Table 2.9 corresponds to the
introduction of both PEMBA and REA; the ‘2004 package’ represents the introduction of the WSW,
the reform of the WAO and the introduction of the WIA.

25Note that the indicator we use differs from the business cycle indicator Stegeman used. The
CPB business cycle indicator has been revised in 2003 and the new indicator has been in effect since
MEV 2004, which is after Stegeman’s paper.
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Table 2.6: The relation between institutional reforms and unemployment - 1980 to
2008.

Dependent variable Total unemployment
Number of obs 29 28 29 28
R-squared 0.87 0.60 0.91 0.75
1st stage 2nd stage 1st stage 2nd stage
Exemption 57+ and Wassenaar 0.043 0.021% 0.057+: 0.032x3%x
(0.029) (0.011) (0.023) (0.009)
1987 Structural reform —0.001 —0.004 —0.009 —0.01 7%
(0.014) (0.007) (0.008) (0.005)
PES reform —0.002 —0.016%*x —0.013 —0.013s%xx
(0.015) (0.005) (0.011) (0.004)
nABW 0.003 0.005 —0.007 —0.001
(0.012) (0.004) (0.010) (0.003)
Red. of benefit duration —0.006 0.003 —0.007 0.004
(0.014) (0.005) (0.015) (0.005)
Flexwet —0.040%xx  —0.024x%x —0.038%x*x —0.020%*%
(0.012) (0.005) (0.012) (0.004)
Unempl. replacement rate 0.004 0.004 0.004 0.002
(0.005) (0.003) (0.004) (0.002)
Participation rate women —0.007%x  —0.003 —0.001 0.002
(0.003) (0.004) (0.002) (0.002)
PA Ratio 0.020x%x 0.017+%x  0.007 0.008x
(0.007) (0.005) (0.006) (0.004)
CPB business cycle indicator —0.011%#%x  —0.010%x
(0.002) (0.003)
Residual —0.583%x —0.532x%
(0.203) (0.252)
Constant —2.333%xx  —0.001 —1.051 —0.005
Estimation number 1.1 1.2 1.3 14

*** = gignificant at 1%, ** = significant at 5%, * = significant at 10%
Robust standard errors in parentheses

Table 2.7 shows the results of the same type of regressions using only UB claimants.
UB eligibility was at most 5 years until 2006 and has been reduced to 38 months
afterwards, a reform captured by the reduction of benefit duration dummy which is
insignificant in all estimations. The Flexwet is again significant in all estimations and
the unemployment replacement rate is now also significant, both with expected signs.
The problem of the positive and significant dummy for the Wassenaar agreement has
been solved as we only look at the ratio of UB claimants here, which starts to decline
two years earlier than if the social assistance ration was included as in Table 2.6. Hence
there is less ‘interference’ with the next dummy of the 1987 structural reform which
now has its own significant impact in estimations 2.3 and 2.4. The business cycle again
has the expected negative coefficient.
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Table 2.7: The relation between institutional reforms and UB claimants - 1980 to 2008.

Dependent variable Unemployment
Number of obs 29 28 29 28
R-squared 0.76 0.68 0.89 0.85
1st stage 2nd stage 1st stage 2nd stage
Exemption 57+ and Wassenaar | —0.004 —0.012x%x 0.006 —0.003
(0.012) (0.005) (0.008) (0.003)
1987 Structural reform —0.004 —0.001 —0.009%%  —0.010%x
(0.008) (0.004) (0.004) (0.003)
PES reform 0.014 —0.001 0.006 0.001
(0.011) (0.003) (0.006) (0.002)
nABW 0.011 0.010%*x  0.003 0.0055%3%%
(0.007) (0.002) (0.005) (0.001)
Red. of benefit duration —0.001 0.004 —0.001 0.003
(0.008) (0.003) (0.008) (0.004)
Flexwet —0.020%%x  —0.012x%%x —0.018%x*x —0.009%:x%
(0.007) (0.003) (0.006) (0.002)
Unempl. replacement rate 0.005% 0.004%%x  0.005%xx  0.003%x:
(0.002) (0.001) (0.001) (0.001)
Participation rate women —0.003 —0.003 0.001 0.001
(0.002) (0.002) (0.001) (0.001)
PA Ratio 0.013%xx  0.011xxx  0.004 0.0055%3%x
(0.003) (0.003) (0.002) (0.002)
CPB business cycle indicator —0.008xx%  —0.007*x*
(0.001) (0.002)
Residual —0.622%x —0.636%x
(0.161) (0.292)
Constant —1.772%xx  0.002 —0.846 —0.001
Estimation number 2.1 2.2 2.3 2.4

*** = significant at 1%, ** = significant at 5%, * = significant at 10%
Robust standard errors in parentheses

In Table 2.8 we present our estimation results for the sickness absence rate.
Comparing the results from these estimations with our qualitative results for sickness
in the third section of this chapter, we find proof for the importance we found earlier
for TZ/Arbo, Wulbz and the extension of sickness payments. These dummies are
all significant except for the Wulbz in estimation 3.1. Introducing the business cycle
in estimations 3.3 and 3.4 does not reduce the significance of the reforms dummies
whilst at the same time the explanatory power (R2?) of the short term model rises
substantially. The business cycle is weakly significant in the long run estimation and
highly significant in the short run estimation. Its positive coefficient points to a pro-
cyclical relation to the sickness ratio which is in line with Stegeman (2005).

Table 2.9 presents the estimation results for the disability rate. In the first stage
estimation (4.1) all variables with the exception of the TBA/TAV reform package

31



CHAPTER 2

Table 2.8: The relation between institutional reforms and sickness benefit claimants -
1980 to 2008.

Dependent variable Sickness
Number of obs 29 28 29 28
R-squared 0.75 0.69 0.80 0.75
1st stage 2nd stage 1st stage 2nd stage
Wulbz —0.003 —0.008*** —0.004* —0.008:x
(0.002) (0.001) (0.002) (0.001)
TZ/Arbo —0.011#%% —0.0124%% —0.009%x+ —0.010%xx
(0.002) (0.001) (0.001) (0.001)
WVP —0.002 0.001 0.000 0.003

(0.004) (0.003) (0.003) (0.003)
WVLZ Extension sickness payments | —0.008+%  —0.008%%% —0.009%%  —0.008sxx
(0.003) (0.001) (0.003) (0.001)

sickness replacement rate 0.043 0.035 0.038x 0.053*
(0.026) (0.025) (0.020) (0.029)
Participation rate women 0.002x%%%  0.001% 0.001#*x  0.001
(0.000) (0.001) (0.000) (0.001)
PT Ratio —0.003%xx  —0.002x —0.002xx  —0.001
(0.001) (0.001) (0.001) (0.001)
CPB business cycle indicator 0.002x 0.00253%%
(0.001) (0.001)
Residual —0.8495x —0.862::x:
(0.290) (0.297)
Constant 0.273x*xx  0.000 0.172xx 0.001
Estimation number 3.1 3.2 3.3 3.4

*** = gignificant at 1%, ** = significant at 5%, * = significant at 10%
Robust standard errors in parentheses

and the 1998 package turn out to be significant and with the expected sign. As the
introduction of the TBA coincided with a break in the sickness data series (Stegeman,
2005) this might play a role here. In the short run estimation (4.2) only the Amber
reform is still significant as well as the control variables. Our explanation for this is
that reforms in disability insurance and legislation typically have a long outside lag.
This means that after a reform has been decided upon, it takes much time before the
actual number of claimants goes down. This is due to the time-consuming process of
re-evaluating every person’s rights to disability benefits with respect the new reform’s
rules. A similar effect can be seen from estimations 4.3 and 4.4 in which the business
cycle is included. Although the reform dummies hardly lose in significance from the
long run (4.3) to the short run (4.4), their coefficient sizes are all reduced, pointing to
the lower impact these reforms have in the short run, compared to the long run. In
these final two estimations the TBA/TAV reforms dummy turns out to be significant
and with the expected sign.
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Table 2.9: The relation between institutional reforms and disability benefit claimants
- 1980 to 2008.

Dependent variable Disability
Number of obs 29 28 28 28
R-squared 0.91 0.59 0.95 0.73
1st stage 2nd stage 1st stage 2nd stage
TBA/TAV —0.004 —0.003 —0.014%%x  —0.012%%x
(0.003) (0.005) (0.003) (0.002)
Amber —0.020%%x  —0.013%x*x% —0.018x%xx —0.012%x%x
(0.003) (0.002) (0.002) (0.001)
1998 package 0.004 0.001 0.005% 0.001
(0.003) (0.002) (0.002) (0.002)
WVP —0.011*x%xx —0.004 —0.015%*%x  —0.010%*x*
(0.003) (0.002) (0.002) (0.002)
2004 package —0.009%x  —0.000 —0.009%xx  —0.003%%x
(0.003) (0.001) (0.002) (0.001)
Participation rate women —0.003%#*x —0.002%xx  —0.001x —0.001%x*
(0.001) (0.001) (0.000) (0.001)
PT ratio 0.009%xx  0.004xx 0.005%% 0.003x%x
(0.002) (0.001) (0.001) (0.001)
CPB business cycle indicator —0.004%%%  —0.004%%x
(0.001) (0.001)
Residual —0.505%x* —0.686%+x
(0.203) (0.149)
Constant —0.786*%*xx  0.001 —0.468%xx 0.001
Estimation number 4.1 4.2 4.3 4.4

*** = significant at 1%, ** = significant at 5%, * = significant at 10%

The results of the econometric analysis in this section confirm that many reforms
that were determined to be relevant in Section 2.2.1 indeed have a significant impact
on reducing the relevant number of claimants. At least for sickness and disability
the results are close to our expectations. However, the results on unemployment and
welfare benefits are much less pronounced. Not all relevant unemployment reforms
that were summarized in Table 2.2 turned out significant and some unexpectedly had
the wrong sign. This shows that whilst this two stage error correction method may
have worked fine for Stegeman (2005) on sickness and also for our own sickness and
disability analyses, it is somewhat sensitive when applied to a related variable such as
unemployment. Nevertheless, this section provides empirical evidence for the role of
the business cycle in long run levels of unemployment, sickness and disability as well as
short run adjustments in these. A factor we did not take into account is the possibility
of spill-over effects and interactions between unemployment, sickness and disability
and their respective reforms. Although the pro-cyclical nature of sickness paired with
the counter-cyclical nature of unemployment hints at the existence of these spill-overs.
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2.5 Conclusions

In this chapter we analyzed 25 years of Dutch reform history in the areas of
unemployment, disability, sickness, employment protection legislation and active labor
market policy. We conducted a literature study to show why some reforms are relevant
and others are not. Using the method of content analysis we find that not all reforms
are relevant to the same extent. Most notably the reforms in sickness seem to have
been relatively successful, compared to the reforms in other areas which were often less
relevant. Out of the five relevant reforms in sickness, three (the 1994 TZ, 1996 WULBZ
and 2004 WVLZ) made employers more financially responsible for the benefits paid to
employees that fall ill and these three have shown to be effective in our econometric
analysis. Hence, responsibility reforms can be effective as long as they clearly assign
(financial) responsibilities.

Furthermore, we find that reforms that employ access or duration restrictions are
most effective. An example includes the TBA/TAV which, based on reassessment of
disabled persons, declared disabled persons (partially) fit for work again, restricting
their access to disability benefits. Such reforms simply change the rules of entitlement
and as such are difficult to circumvent. Conversely, reform types that attempt to reduce
social security dependency through use of stimuli and level changes perform worse.
Especially reforms that change benefit levels are often circumvented by collective
bargaining agreements, rendering the reform irrelevant.

In addition, the analysis of Figure 2.2 shows that the political business cycle also
left a distinct mark on the reform history, generally showing higher reform activity in
the first two years of new governments and lower reform activity in the years leading up
to elections. Lastly, we confirm the counter-cyclical relation between the business cycle
and unemployment and disability and the pro-cyclical relation between the business

cycle and sickness.
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2.5 APPENDIX

Appendix I: Overview of our sources

Kroniek Brandt et al FRDB LABREF OECD surveys
1. Year of pub- | 2008 2005 2006, thereafter | Continuous Continuous
lication /last up- continued as | updates (yearly)
date FRDB-1ZA updates
database
2. Time period | From the intro- | 1984 to 2003 2000 to 2006 2000 to 2007 1979 to 2010
that it covers duction of social
welfare to 2007
3. Authors or | UWV The | OECD officials; | The Fondazione | The European | The OECD
publishing insti- | executive organ | summarizing Rodolfo Commissions
tute that  supervises | the information | DeBenedetti department
and runs the | provided by the | a widely | of Economic
social insurances country surveys | renown Italian | and Financial
foundation Affairs
4. Main purpose | Discuss the | Academic arti- | Labor market | Labor market | Following up
of document history of the | cle on reforms | reforms reforms on what is
organization, in OECD coun- | database (thus, | database happening in
which tries collection) (thus, the country
administrates the collection)
social security
system
5. Types of | UB, SICK, WAO | EPL, ALMP, | EPL, ALMP, | EPL, ALMP, | EPL, ALMP,
reforms covered UB UB UB UB, SICK,
(EPL, ALMP, WAO
UB, SICK, WAO)
6. Used method | Side product of | Not following | Unknown See footnote * | Following
of collecting re- | recollecting the | up up what s
forms institutions happening in
historical the country
development
7. Used method | Argue that some | Pre-selection of | Distinguishing none Argue that
of ranking/rating | reforms may be | the reforms pre- | structural some reforms
reforms (if any) more important | sented in the | and  marginal may be more
than others country studies reforms important than
others
8. Language in | Dutch English English English English
which it is pub-
lished

* The construction process of the LABREF database is outlined in a special Guide (European Commission
(2005):‘Sources used to compile the LABREF database include the International Labor Organization (ILO) ‘Conditions
of work and Employment’ database, the comparative information on Member States’ developments published by the
European Industrial Relations Observatory (EIRO) of the European Foundation for the Improvement of Living and
Working Conditions, the country reports by the Organization for the Economic Cooperation and Development (OECD)
and International Monetary Fund (IMF), the National Action Plans for employment annually set-up in the framework
of the European Employment Strategy, national legislation and other information publicly available on the websites of
the Ministries for Employment and Social Affairs of the EU-25.”
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APPENDIX II

Appendix II: The ranking scheme table

36

Mentioned
Sources yes no
Brandt et al (2005) 0 -1
FRDB (2000-2006) 0 -1
LABREF (1994-2004) 0 -1
FRDB calls the reform structural (1987-2005) | +1 0
OECD country surveys (1979-2007) +1 0
General literature review +1 0
Evidence of effect -2 to +2
Theoretical consideration +1




2.5 APPENDIX III

Appendix III: Our dependent variables and the business cycle

This Appendix presents the dependent variables we use on unemployment, sickness and
disability, as well one of our independent variables, the business cycle. Our dependent
variables are all expressed as rates, constructed as the number of benefit recipients as
percentage of labor input, where labor input is in person years and is a measure for
the labor force. The data come mainly from the Netherlands Bureau for Economic
Policy Analysis (CPB (2010)).

Unemployment

There are many definitions of unemployment, each with their own data. Figure 2.3
shows that the various definitions develop very similar over time and move opposite
to the business cycle. For the analyses in this chapter we used the number of
unemployment benefit recipients as percentage of labor input.

Figure 2.3: Unemployment in the Netherlands
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Source: Statistics Netherlands (CBS) and CPB
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Sickness

Figure 2.4 presents the development of the sickness rate. Sickness seems related to the

business cycle.

Figure 2.4: The sickness rate and the business cycle
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Figure 2.5 shows that the disability rate, after peaking in the early eighties, declined
gradually from 15% in 1985 to 11% in 2007.

Figure 2.5: The disability rate and the business cycle
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CPB Business cycle indicator

In 2004, the CPB collaborated with the German IFO institute to generate a business
cycle indicator using IFO data. The CPB business cycle indicator is composed of 25
separate composite data series, none of which is related to unemployment. This special
feature of the data series allows using it in regressions of unemployment. According
to the authors, the indicator ‘performs quite well in describing the economic cycle of
the GDP, in indicating the upturns and downturns, and in telling the story behind the
business cycle.” (Kranendonk et al. (2004))

39



APPENDIX IV

ime

t

1esS over

Our reform dummi

Appendix IV

Disability

Sickness

Unemployment
year ‘ ex57 struct.87pes nabw dura ﬂex‘ wulbz tz

1980
1981
1982
1983
1984
1985
1986

ref2004

WVp extension‘ tba/tav amber ref1998 wvp

0.4

0.8

0.6

0.8

0
0
0
0
1
1
1
1
1
1
1

1
1

1
1

1
1
1
1
1
1
1
1
1
1
1

1987
1988
1989
1990
1991

1992
1993

1994
1995
1996

1997
1998
1999
2000
2001

2002
2003
2004
2005
2006
2007
2008

40



Appendix V: Reforms database

41



“S1eok anoj
03 dn jo porad © 10§ SUOIINLIFUOD SOULINSU @008 sI0Lo[dWd oYY 3O
juowihed woy pojdwaxs oq [[IM uosiod () /] JOULIO] © (ITM JORIFUOD
juswfojdwd Ue SPNIOUOd ‘LFT I0qWdd(] pUe 98ET 1900 UsOMIad|
nuwrs| ‘oym srofojdwgg:pedojdwoun waie) Suor] JO JIoquInNU oY} 2Onpay| Aprsqng| JINTV] T 1| JINTV|986T
-7 T “(sywewelrse roqeq |~~~ ~ -~~~ -~~~ -~~~ “"“7T7/"~"*~"~"~"~“""~“"“"r-~"~ "~ """, " " "“" 7~ 7”7”7 N e N R N e [~
9A1300[00) suorjeryesoy| ‘[ duoun|
oed ur pejesuaduiod A[pSie| pue A
otom  oyer  juoweoedodl 1qesip|
Ur__SUOMonpar eSOy  [0A9] _%GL OF %08 WO peonpar M7 ANV MM ‘OVM 10§ oter jusueserdery) [oa9] 3youag] srdnmp| _ g 1 _ 1 ‘SSOUNDIS G T
\\\\\\\\\\\ IR e I 7o) Y I R I
98e-p[o pue|
sowoyos
Ayrprreauty
Z00Z ‘uooa| (| souweyos Led oIS ‘quomrarryo
10p wea uo Suol op ‘syree] (99| (8 JO pesISUI (L) SIYOUS] SSOLS 10§ UOIR[NO[ED JO Oseq OY) Jo Sumemol| pue  Aypieau| Aaeg| 1 1 Aypiqestp|y6T
\\\\\\\\\\\ e B C e e s o A R R N R
jo Sunmjonagsed]
nus pojress (gOr)usueqssurooidjuopsnap jo eseyd Supsar| pue uorpeiSeju] JINTY 1 1 JAINTV]P86T
\\\\\\\\\\\ T T T T T T T T T T T T T T T T speuaq Agumoes [eos wregrad | T T /T[T 1T 1
[9A9]| JO UOIjRUIMLILIOP 10J pasn afem A[rep ssoid ul jusdiad ¢ Jo UOIIONPaY| [0A9] Jyouag]| an| 1| 1| dwoun| 86T
\\\\\\\\\\\ ~ 7| -dnous siyy jo sy0edsoxd juemikoidwe 10od o) jo 4ysi ur pejuewerdwy -~ |~ T~ T T /T T T/ T T T T T T
sem omseow Arerodwey sy, -eBuvyoXF I0qer] oyl je 19951801 o
sse00e| uorjediqo oy} woyy pejdwexe a1oym Jop[o pue ¢‘Lg jo palojdweup)| Aqisig| an| 7| 1 1 [dweun|F86 T
uory
—e -poonpel sem gz pue g usemjoq pase esoy oy pred ore sjyousd|
-np| yorym 10y ewry jo yiBue[ oyy ‘os|y -sygeusq -[dweun 1oy o[qSi[d
‘ssoo| 108uUO] OU BIOUYM pP[O SIBSA L] pue 9T o[ym jueo tod O] £q peonpad
-oe| sem gz uey) 103unok 9soyj) Jjo oSem WnWulW 9y, ‘IOpuUn pue gz pose|
‘joas]| osoyy 03 3oy uosiaolg [dWwOUN oYj IOPUN S3yOUS] SY} BUDNPII 3OV Ayqi8ia| an| 1 1 [dweun| 861
\\\\\\\\\\\ e B s I N N N B
jo Sunmjonagsed]
woox3s100(] %gLnuns|  (INAA) [989I13@Ry SPUSWIINLISASPIOYULSA[aS851oA) jO uonpejuewaduwy pue uorjeiSoju] JINTY 1 1 JdINTV] €861
\\\\\\\\\\\ - | T T T T T T T T T T 7T T TmaopuegigpeSeseokordmd . | T T T T T T[T 1T 01
ss000€| JO [@SSIWSIP 9A1309[[00 oY} 10y [eroidde 10§ SO[NJ SUSGYSI} JUSWIUILAOD) spesstusi(| Tad] 1 1 a5 €861
\\\\\\\\\\\ ssoooe| T T poejoungser sidoad Sunok oy pred sjgeueq qdweun| _ _  K&uqdna . ganl 1 | _ _|_ 1 _ - "1 - [ - " [ dwoun[gger
B € e T e e A e e I R R [~
-1 DAUA dDTO  966T)
juomidordure  ur seseaIOU]
puryaq 9510 Suraip iolew A Suryjes|
© sem uorjerspour oSem| -[Iqls o8em pue suory
‘sopjuioyine oy Surpioooytuodsol pouSis sem juowooife revusssepy|  sinoy Suppiopy| -ee1 [erisnpu 7 Z 1 1 (duoun|zg6T
\\\\\\\\\\\ e B s A N N I R
jo Sunmjonaiysadl
s (Ngd) [98013eey opudiopiordqsSuisjee]J jo uorejuowo[dur) pue uoryeisou] ATV 1 1 JINTV] 1861
“suop)| & 19
Suy  [eof eouep| morajeaqer| gy aipueig|
-yl -jed 1A @DHO| -0 g uy uy
ojondy odAy waojey’ eare oyadg' 'OIY MON -09U T, 100 dd¥A T ION  ION JON EECECARRCEYN

aseqe)ep SuLIoPY 017 o[qRL

42



suorsuad]
oFe-plo puel
sowoyos| sowoys|
-poustjoqe| Aed sprs Ayprreaut
sem sioxzom porqesip Aqenaed jo sjoedsoid pue  ‘quowroirjod
[oAd]| jexIRW T0qe[ Peonpei oty 10§ uonyesusdwiop| AjIpireAu]] Aem| o 1 1 1qestp| 1861
\\\\\\\\\\\\\\\\\\\\\\\\\\\ R et N o [ N R A N N A R B
dINTV|
JoraeW 10qe] 1BMBoL O 0JUI PAIqESIp jo jo Bunmy
(20T oSed ‘morasy| uorjeiSejulea 10350] 03 pue pa[qesip sso[qol]  -oniysed
DAYHd ADHO T661/I661) judwuieron mau ayj Aq pojuswedul Jo JIequnu ayj ur ymoad ayguny jusssrd pue|
Ioaou sem weysAs ejonb pue ‘pourejje jou oroym spesiel/qnus| 03 - 10y sioNIoAy polqesiq Jo juswikojdurg] uoreiSoyuj| JNTV| 0 1 1 JIqesi(] 986 T
T 7 7 TZoog ‘ueoa 1op uea uo Suol op ‘syiee pypepuee sylyemnew |~~~ T~ - - - T T T T T IT T T I e e e
pro[eq 30y uea orjejussesd op ur 38[Ly ‘3BER[IGA SWN[OA 30U US|
381poowuo Oy op do dooioq 3oy sowIEep US J3yerw N{I[AyOIuUEe]
Iepuit QYA op Sumeyiym op uea SuiSe[rea je( ‘profeqslt
s[e proojuosordoS [eI00A USSULIONYIN-OVA\ OP Ues uoSurSelionl ‘[duro
2A9188000NS Op USpIom ose] ozop u] -(9F:g661 Suor o ue sjIey) -un|
Jeep %6z eullq joul SUIUSIZIOY[OS[23s op Uee pueesjelooa ieel soz| pue|
op Ul I9pal}peo}-OVA °P[eppIwed op uea jyoeaydood o43au ap jep| K119
JeR)NSAI 101 Uaqqay us[efarjeewr apusfjoausado 9  IEIIIOLId] %0L 03 %G woiy paonpadl 1oA9]| -s1p|
9807 GLET jeuea [e snp 9joay uaaedn-QyA\ op uea Sunjradog| [049]] MZ ANV MM ‘OVAM I10J orer juowadeday]] jyouag]] ardiynp| z| 1| 1 ‘SSOUNOTS|9ORGT
\\\\\\\\\\\\\\\\\\\\\\\\\\\ I N T I D D e A
dINTV|
jo Supmy|
-onaysad
(MTIN) uezopjiopy SunpSue| [eSoageey| pue|
ynugs| jo uorpejuewreidwir | I00J/PUseuLIdA 19pun| uoIFRISYU]| JINTYV 1 1 JdINTV] 9861
\\\\\\\\\\\\\\\\\\\\\\\\\\\ I N e T e e e
‘(uon0B08 uopITEM 0j0EX0 UGOS USPIOM 1o IERul) JINTYV|
st Sures sso| JYSEMPESp 39U jep PIOSPN[OUCOST jpiom ueAIEep| (ufiz soopjiom SunpSue[ 1092 jo Surny|
puoi8 dO (066T-9861) VUM oP US IOON-PUSOUWIIDA J9A\ OP BIA| OIp USPULN00ZIam I0OA proyuoSo[eStom ap| -onaysad]
usBuisyee[d us dooIB[EOP OP ULA BUBAWIO Op UeA SUI[SYNIMIUO Op UeA| uea Supepioasq 103 M. (VO PoIred) pue|
osA[euesyoo1p(iy p opoyjouwsyo0zidpu (g6E6T) ‘T¢ 30 Suruoy o|ynus| os[e) 100py/pusoutop  jo uoryejuswoldu] uoryedsoyu] JINTY Z 11 1 JAINTV]986T
e 19|
Bu) souorl  |morn| josawy aquahpieig
oI ssuop|  -1a8| DHEOQ| -0 uy] uy] uyf
ajond)l  odAy) ooyl oyroadg eory| mopgbreroay 1l joepal gaual n1l soNl jonl  joNl 3eSrey)resx

CPpeNUII0d ()T°E 9[eL

43



SO1}IALIOT|
dINTV 39|
Surmjonays|
o1 pue|
WIO0IISIOO(] %P NI} (VVH) Ploqiy [eouorippy juswiedxg] oY) jo uorjejuewaiduryl uoryeiSejuy JINTV) 0| T T JINTV]686T
\\\\\\\\\\ e e ety et e A A N A A B
dNTV 39|
Surmjonays|
o1 pue|
WOO0I3SI00(J % GH NS [9AS] [RUOIJRU ® UO paonpoxjul sem gQ[| uoreisejuy JINTV] 0| 1| T4 JINTV|886T
\\\\\\\\\\ -1 -"-"-"-""-""-"~"~"/""“"~“"~"”~"”~"”"”"”"”" 7”" " " =" " " "/ "/ "/ "/ ;T U T T [ Tseummod | [T [ °"r """ 71T °
dNTV 39|
Surmjonays|
o1 pue|
nuts (TTVd) uooq eFe Surpreeaury SureSetermoerd Jo uononpoiju] uoneISojul JINTY|_ _0 T 1] JdINTV]|L86T
\\\\\\\\\\ s _ _ — _ — _ — — — — _ Z(rfAd) si93sSunoX 1oy sesinoo_dryseorjusidde 1oy pestes setpisang| _ Apsang| JTy|_ o _ _ _[_ _ _|C _ Z|Z 3/ — 1~ 34 — Z [awavset
\\\\\\\\\\ -1 -"-""-"""""""~>"~>"~""~“"""”>"”"”""°“"=" " " "/ "’/ "’/ "’ "/ ;" " . ;,C;/C;/./. 7/ [ Tsumawod | """ """ "71""rr-"°r -1
dNTY 30
Surmjonays|
(omr oqy -ox puel
nuys| Jo 108s000paid) (fAD-AL) UeIeSuor 100a ussdIjeIjIUISpIOYUaSe[aS 1o\ oY) JO uorjonpoajuj uorjeadeyuy JINTV] 0| T T4 JINTV|L86T
Ay
RICIES
Fuodsay| SYjuOW g 09 FZ WOJIJ Paonpad sI J0BIIU0D I0qe] © JO Y)Sud wnuwuim oy | S10RIUOD) 1d4]| 0| 1| 1 TdH[L86T
\\\\\\\\\\ T T T T T T T T T T T MMM oY) Iepun poupyep se WInWuIw [BIDOS oy} Mo[oq [rej sureigosd | |T [ T T | T T[T T T T T T
(801 10130 Iopun sjyousq oy3 ueym sjyousq dn doj o3 papraoid st eouejsisse Arejuowrorddng (M.I)
o8ed ‘z661/1661] oouegsisse Arejusworddng -porred jygeusq oYy jo jared [enrur ue 1oy roujgred o1y jo surodu
Mmo1ADI JeYettic| oy3 jo juepuadopur Arrenorgred St pue ‘pojsol UI[eOM JOU ST YOTYM (MM OU3 Jo peajsur)
aoao) Sunutoddesip| MVOT 9Y) WO} 5OURISISSE OAI900I [[IM ‘JUSWLIIUS M MN 117} Surjsneyxe io9je ‘pakorduroun
Ioyjer  weaq  oaey| 10plo o], ‘gz topun ojdood 10j SNOIOULS SSO] SI SIYIUS( JO [9AD] OYF PUR 2DURYSISSE [RIDOS
sj00J0 9Y,J,"Pe1anooo| SI} 0} Pa[}juL jou ate sieak LT pur 9] paSe synok palordwaup 'pojse) [j[eom pue auwroouly
A[prey oney Jnq| I jgousq oy, ‘sorrwej 10§ juso tod QT pue sorjrurey jusred oSurs 10§ jued 1od 6 ‘suosiad]
‘(MVV/OVM) sewetos o[8urs 10§ qued rod (), ‘UoIyRpOUIIOddE SULIRYS 9SOT) I0J aSem wnwrurur o) jo jusdrad g9 si
Juowe[qeSIp oY}  I0j pue juerdioar ayj jo uorjenyis [euosiod oyj uo spuadep [9Ad] jgOUL( AYJ, ‘pPaUIRIqO Bq jsnull
sproyseayy  A1qisie oouRjsISSE [RIDOS ‘PajSNRYXO ST M\ MN OUJ 0F JUSWL[3IIUe 10 ‘juourorrnbor syoom 9z o3 joou)
oyy  Sutuoysy Y] jou seop uosiad pafojdweun ue ueyp (MOVI ‘MMM) d1ejem -[duidun -o8eIoA00 sOURINSUY
powre yoIgM ‘oinseou] Tomo[ 00®j [[IM (UoUWIOM puUE SI0JSSUNOL) JONIRW IOQE[ OY} OF SIDIOIUD MOU O[IYM ‘WIOISAS Mmou)
© WOIj pajnsal oAry| Y} IOpUN PO 19349 oIk 20USLIadXd NIoM IOJUO[ © [[JIM SIONIOM Iop[o ‘[erousl u] ‘seofojdurs|
pmoys sjno Surpuedg| pue siofo[duro Aq OpeW SUOIINLIUOD AJLINDSS [R100S Aq pedueuy o1e sfe[INQ G jo oFe oy
‘Surpuads ut S| [1un jgouaq SIY) dA1e001 ued pafojduroun suredsaq Aoyj uaym sIeak G'LG URY) I9P[O dIayM|
pue uoryeoynduts 3o oym suosiog ‘oSem wnwruru oyj jo jusdrod (y e Iedk ouo 10§ peSuoford oq uwed sjyoudy|
symse1  pajoadxe oy ‘potred o1} JO JTeY pasIom SUIARY SE POIOPISUOD oIk oFe JO sIeok gT 0f § WOj USIP[IYD JO oIed|
ploIA 03 porrey  se| Surye) osoyj pue pefojdws K[y usoq Suiaey se pajesr} ore oSe Jo s1veA 9 IOPUN USIP[IYD|
1861 Arenuep 9sT o 1101} jo ored Sunye) suosied ‘Jueurearnbei ¢ Jo mo g oY) 10 -oSe uo juepusdep ‘sieek g% 09
se  wojshs  Ajrnoos syjuow-g usemjdq Suruuni porrad 10§ peSuojord oq Ued JYSUL] prepuUR)S SIUY ‘SIedL g7 ueyy
[ero0s 2y} JO uoIsIAal Ioppo st pue (juewaimbai ¢ jo qno ¢) pedojdwoun Sul[[e] 910Joq SAY JO INO SIBIA 9177 PONIOM|
o3 yeyy s[eorol  uory| sey uosiod o3 J| ‘SYIUOW XIS I0j POAIAODI SI aSem paures jse[ ayj jo jueored (L jo jyouaq|
(peeisSurtoyoziop| -~ prepuejs e ‘jowr SI juowLIMbal SIY} I Ieok Surpeoord oy} UI SYOOM QF ISES] JB I0] PONIOM|
sreog) [ounop|  -np| eaey jsnw Arepyousq erpusjod oY) ‘WolsAs MU SY3 Iopun syyousq [dwLUN SYF 0f PO[IIUS
Ayamoag  [eog oyl  ‘ssedl oq of, ‘sieok omj SuImo[[o] oY} 10] (AMAM) PIRJ[OM [RIOOS JUSWIUIOAOS PUL SYIUOW XIS 4817 oYY
&q  uorenreas  uwy|  -oe oy jaoddns pepraoad (MAL) WelsAs £31noes [€100s o1y ‘A[IeurIo -ouo ojur swesSosd snorasad]
$6861/p0  ut 230N ‘[PAd] omj seurquioo siq L, (MMN) edueansut dwsun (DAUE AOHO L861 6¢ o5ed ‘[ xouuy) pjond|  Ajnqisug| an| kel 10 1 ‘dwoun| 1861
e 39
Su sousp| moralyerqen|gqualipuelg|
eor] ~gey] ‘suop)| 180 @DHEO| -] il il il
ojondl odAq) wiojoy oywoedgl eeryl mopgonjetooyyl 10opd gqydl w1 10Nl 10N joN! jeSieglieax

“penuIIUod” :01°g O[qel,

44



45

(€661 ‘3o
OAUH ADHO) NFSSo00ns 0 03 SWodS WI0PI SHJ T66T . PoLojdwaun oyy oy ‘[dweun jo sso] jusurwLILd]
worjeuLIOfuUl jO UOISIAOId BYJ A PUE SUOIOURS [RUOIHIPPE OIOAIS JO 4BOIYG ST pue ojo[dwioo e  s[rejual
£q posnes A}ISUL)UI YOIESS oYY UI 0SLSIOUL Oy (II) PUR ‘[9AS] S3YOUSq [() OY3 U MOU [eSTyOI :poasesIour 1o
oseo100p oY) (1) :[oAs] 10deap © uo seSueyd om) 03 onp Sureq se Jo JySnoys oq ueo| -jo qof o[qesms e Sursny
uorjoues € o uorsodull 9y} JO J09PO 9Y3 ‘UOIODS [BI30109Y} OY3 Ul ponsie syl -o1 10§ suooues {Arenuer
‘SO[RWI) 10J 94,9 PUR SO[RW 10] %8G JO $)09[e UOI3OURS opIm-AWIouodd 3s033ns| Jo me] SHd Mmeu oYy Aq|
SOLISNPUL 1930 Y31 po[ood oIe SoLI3SNpU BUB[UBY PUe [230W 9Y3 YDIYA U ejep| peonporjur ore sjurwed)
uo sejewysy Supueq 10j %G8 Pu®R AIISNPUI [BIOW Y} 10] %8G oI 30019 jgouaq Aq S)}I0[0 YOIRIS|
osoy ‘soeway 104 10309 Bup{ueq oU3 Ul 99¢ Aq pue AIjsnpur [ejewr oy A1 qof juepnsur jo  syyol
ur %19 Aq oseorour so[ew jo soyel juswAojdwio-ol [ENPIAIPU] -uonoUES © jo| -[1qls| -ueq -[dwoun jo oSreyo uwy  juowLIMbol
uoryisodwir Aq posred A[[erjueisqns pue Ajueoyrusis ore sojer juswifojdwo-oifuodsss SUON}ISUL BY) WIOFUL OF) Ayiqereae]
eep £661-2661 Buisn_‘yeyy puy (00g) SIMQ_wes puw Srog uop wea ‘Fupqqylruwns SEd o4l jo uomesyqo oy o\ _ 40l v o _ | _ _g _ 1 1 _ | _ | _ _|1dwounTe6T
storsuad|
o8e-po|
pue|
‘soARd[ OIS uorjeinp-Suoy| EELSELEE
Ay uo sioxiom jo Surojruoud sowoyos|  Ayrpireau
-1iqrs| eaoxduur 09 soanseawr| Aed oIS pue ‘quatary
fuodses wo ‘quowresiSe  19q0300)| Aypreauy| -ox  Apreg| 0 1l T4 ssouwOIg| 0661
\\\\\\\\\\\\\\\\\\\\\\\\\\ (9ga8ed 9661 |~~~ T T T T |7 Tmemwnoe T T T T T T T
Day¥d pue ‘p6 98ed ‘F661/£661 DAYH ADHO) ‘swessoid ayy jo asuqe puel JdNTV 30|
soyojewsiw 03 onp A[reradso ‘[nyssooonsun se ([oodudueg pUT MT] SOULIRND)| Sunmjonaysod
S{a0M YINoX ) sarorjod jedIBUI I0(R] SAIJOR UIRIILD sojenesd (DHO "%L9 10919 pue|
-033oU jeYDSON) g dpoyjewWsNe0ZIBPUO_:(G66T) T8 J° weyiSrI-ultejsosein|inuirs| [oodusueg jo uononpoijuy uoryeISoquy dANTY]_ _0) 1 T dINTV]0661T
\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\ N e AR ) 27 Y1 N N A R E
JdNTV 39|
Sunmjonaysod
s ON] pu|
\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\ [nwns| 105 peidtmser  WAM|  womerseyuy  JWTV|. o _ _ | _ | _ | W | T1 _ | dINIV]|066T
So131AT3OY
dNTV 30|
Sunmjonaysod
pue|
\\\\\\\\\\\\\\\\\\\\\\\\\ WOONSIOOQ %og[InMHs| ____pednponuw aAl  uwowmesseyuy  JWTV|. o _ _ | _ | _ _ | 1 | 1] | dINIV]066L
“USpUIA 03 ueeq op[ee3aq (SIS[NBoI) Ued wWo suey op do J00[0 JUBOGIUBIS U0
15001 $3ee[dSSULIRAIONIOM 9D URE SWIRU[2D(] }1931USB0I00T USUIOUSSIREM-3O1U
I00A 911001100 UO USHIOUIUSNPUOISIONOE USWOUSSICEM S[B OPUSNOOZNIOM Op
ueA PrOYSHNLNSOY Uo 9I1BAIIOW "WI'O jouwl g apoyjewsyeoziopuQ :(0002)ddD)|
‘(uon0808 uopIEEem 030eXO UPOS USpIOM Io Ieew) SI SuLESsso] jYSOMpEDP
10y jep pioopn(oucdeS jpiom ueareep puoiS dO (0661-986T) VUM op udl
I0OIN-PUSSULIDA 19M\ OP ®la uoSursjee[d uo dooIS[Op Op ueA BUBAWO Op UeA|
SureyImiuo op uea esA[euesyeeipl1y :f opoyjewsyeoziopu :(£661) T8 19|
Suruoy] o "ueSSI[ uLU -UNY YO8 UL Y (L UISSNY SNP NOZ J0d}e-0330u 3 [1[e31oMm|
191 (dHM I00A %78 U JVY I00A %GQ) %(L SIoWLU[@ep op Iopuo ajnbus|
op uea puoid do ‘(JHAM °P 100A %68 U JVYH °Pp 100A %9L) %08 30949
-0130u 1o 1BeRIPeq SI0A0SNIoM IopUO oInbus op ueA puoid dO -SioASSNIOM|
S[e SIOWOUEOp [9MOZ 10pUO 93nbud JOW § SPOUPWSHOOZIBPUO :(G66T) ¢ AVH-VH pue
10 wPy)SrI-ultoysoariy) ‘(¢66T) ‘T8 10 Sutuoy o -Sulpeyds aIeqmnorjad| JdAM-VUM Jo uorjejusuy SOI}1AI3OR|
uo98 JIp SI 91jRAIJOW UL SU[[9ISUSUWIRS Ul US[[IYISISA I00A PIoaS1110098 s -ordwy -poddiys jred MTIN| JINTV 3o
JoIU jepioop Ieely  ueSeIPOq NOZ 248G VUM OPp UBA 30050-0330U 30| “(yudl) Susseduisproqry| Sunnjoniysod
yepoz ‘ueeq ued %z puos dooISO[OIJUOD UGS UBA  USNISUIUSYPUOISIOYOE SureSearopey] Jepun  uo| puel
100A 013001100 10pUOZ 7 OPOYIOWSHP0ZIOPUO  (£661) I8 10 Suluoy o [I[NW)s MOU WOy 100\ /pUssuLisp] woryeISeyu]] Jn1y] ol 1 1 JINTV| 6861
e 19
Suy souep| moraforqerg qyAppuelg
-y  Csuop|  -1adldDEO| -od uf u u
ajond)l odAg) wiogeyl goae oyroadgl 'OIY MmpapIjeroay ) 1oepdlgayd 3T 1oN!l  1oNl joNI 1e8aeylievex

“penuruod

0T°C °198L



soriaoe  (SAIN'TV)
dINTV  J9 somIo ]
Funnjonays| JoxaRIN
(NH31) proqrepuszyin| -ox pur| 10qer]
WO0138100(] % 6F|I[nwys| SureSeizepesy jo uorjonpoljuyl  uorpeiSeluy| DATIOY| 0| JINTV|€66T
T T T T T T T T T T T T T T T T GseseouonerSequed g0p g9 1oy Aedl T T T T T T T T T T T T T T o T T T T T T T T T A A A N A A I E
PINOd Yorym ‘porqesip oyy 10§ sewrjod uolyeiSejur(-o1) 10 GEET Ul SqR[IEAY
sp uorIu 09g Jo 8303 y -pekojdws oq oy suosiod paddeosipuey Surqeus)
suorsiaoxd snorrea pue soofo[dws poqesip Suiry siokojduwe 0 soIpISqS
‘quomfordwe [e1ay oxI] syuswNIISUL pue ‘sowrreiford uorjeiBejures dn-paddoess|
pepnpoul 31 :g66T AN ur peonporjur sem (YHY) po[qesip jo uoryerSoqur|
-2I) B} UO Oy MOU Y (G98GT Ul jos sem jeyy jo8ie) jueo rod ¢ [eSey oy
MoO[oq surewas po[qesip pakojdwe Jo IDQUWINU OYJ ey} $930U 1o3ensar oy
pue JnowyIp pourewas sey o[doad PO[qESIP JO UOIIRISLIUIGL oY, "POONpPOIIU]
Sureq A3ueimd st seorgoead Juowssesse wie[d Suraoiduwl SOINSEOW JO 498 ¢
‘£YI[IQESIP JO OWIN[OA oY} Ul OSEOIOUT MOU SIY} SOOUD O, GF UOITRIIuaIoyIp|
wnruead jo s30930 o[qissod oY) Supnper Aqeiay) ‘pa[qesIp Surmioseq eokoduel
ue £q posnes seseoroul winiwoed JSUrESE SOUBINSUI JNO OYL) 0} O[qE U9 dATY|
srokoduwa JeYY J0R) OY) PAJOIPaL 9ARY ARUI SI} ‘S1090€J 19130 Suouwry ‘juad 1ad|
8°6 03 866T U A[3ySi[s Surseorour v10§oq ‘L66T Ut Juso 10d 4°6 03 (poonpoisul
oJom 9AOQE POUOIJUSW SOINSBIU Y} USYM) ZEET Ul Jued 1od g T WIOI) paul[dap|
¢(syuoreambo owry-[ny ur) A3iqesip ‘uoryerndod poinsur oy} 03 UOE[OL U]
8% (8 2anS1,q) 000 006 Suryoeoidde mou SI Po[qESIP JO IoqUUNU O], O0I0j|
10qe] oy3 ur uswom jo uorjeddigred Surseelour oYY pue s1030e) orgdesSowap|
Aq pourerdxe A[papus oq jouues Appusredde jey) pusl) ¢ ureSe Suisu usaq sey|
POIqESIP JO IOqUINU 843 ‘9GET JO JIeY Puodas oyj oouls ‘peopu] ‘pafrey Apsie| “s1o3I0Mm pa[qesIp|
SeY oWoYds AJI[IQESIP 91} JO WLIOJOI 9Y3 18Y) POPN[OUOD A[FU0001 ‘ASTD) ‘10300 pojeiSojurea 10y sButuIve Jo JuLo|
£31aM09s [B100S 93 10§ 032N oY [, -oweyds ‘[dweun oY) paurol UOIFRUIIIexD| 1od 00T 03 dn eouemMO[[e SSOUNDIS
-o1 Jo juser ® se jyeusq AI[IqESIp 11oU) 3s0[ oym suosiod jo uorjrodoad| [eSop oYy ur osu e pue ‘po[qesip|
JueoyIuSis € ‘I9A00I0]y ‘oalssoadurr sso[ awredaq sjynsol ayj suosiod 1opo 09 oY) JO uoIyeONpPO-o1 oY} J10j 199
posowt ssoooad oy se nq ‘suorpeioadxe popesoxs “siy je ‘suosiod po[qEsIp Jo| -pnq peseorour ue ‘uosiod po[qesIp|
UOIRUIIEXe-01 O JO $H[NSaL oY) ‘AoAing snorasad oyj Ul pajou sy, moyull Aqreraed e Suury suay 10§ Aprsqns| suorsuad|
OVM U0 AV JO 300h0 oaryesou jueoyruSis © punoy (go0z) uewoSolg ‘mopul 3500 oBem e ‘owoyos surewr/snuog| o8e-plo|
OVM ul seSueyo 10j [epowr e Surpewyss YA (0007 ‘S0OE pue 40YdSI0Q) '  ‘way  eyj) Ul wsPdjussqe o pue|
200z ‘usdp 10p uea ‘Suor op ‘syrey -9o) siofojdwo yim Kjuremndodun sy Ppoje[el ooueINSUI BARS] OIS OY) 07 sowoyos| souwroyos
pue uornjejuewe[dwl Ul SOIHNOIPYIP 03 NP GEET Ul Paysijoqe sem 3] -qof uorynquipuos s gefojdwe oy jo guey Aed Sots|  Ayrpireaut
194 10 SIY $9SO| 010joI0U3 pue po[qesip st uosiod e olom siofojdwe 10§ pojergustogl(] :Surstdwod 4oe A3 pue|  ‘yuowaarn
(sn[ewr) auy e peurejuod (swnjop A}[Iqesiq oY) SUONpay uo 10y) AV.L SIYI|INWIS| -[IqeSIp Jo awnjop oy} oeq ysnJ| Ayrpreauy| -ox  ALref| 2| 1| 1 1 T AY11qesip|z66T
\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\\ [~ 717 "ygpAuogyum semopgiqesem | T /T T T T T T T T 1 T T
ojewnyse oyj ‘syuedprired Suoure
seoroym ‘% e)  ©q 0} Ppojew}se|
(9g oFed ‘9661, sem DML 2U) Jo 199Pe jou oy
Oy pue ‘p6 o8ed ‘p661/£66T OAUHT ADHO) ‘sweiSoad ayj jo asnqe pue ‘stofordure Suowry ‘siodojdue pue|
soyojewsIw 03 onp A[reroadse ‘nysseoonsun se (joodusueyg pue mer] sdjuLRIENL) sjuedpigred Suowre Loams e Pprp|
JIom yinox) sorrjod joxIBUI I0CR] SAIOR UIRIILD sojen[eAd (JOH(  UIpIem| (9661) uewornyO °'Ig 03 9 wog| SOTIIATIOR (SANTV)
optoq ozop uessng y(iultyosieem sup 381] o0pe-033ou N(I[oNIoM 30H %k do sidood Sunok o3 xiom sesjuerens| JINIV IO soto10]
sIowoueap 1opuo o3nbus op uwea siseq do ue Jeyose8 9g) do J0ohe-0330U Joy yeyy uwerd e ‘(DMr) uerdorjueren| Sunmjonass| JoxTRIN
JpIoM SI0ASSNIOM I19PUO onbue op ueA siseq d() "SIPAGTNIOM S[@ SISWU[SD| IO -PSNaL oY Jo uoryejuewerdw]| -ox pue 1oqer]
[omoz 1opuo ojnbuo jowr g opoyjowrspoziopup :(9661) T8 10 uewONOlnwHs rMD-AL oty 30 pug| uorjessSojuy °A1OY| 24 2 1 1 JINTV|2661T
e 19|
Suy souap| Imoraforqeg U dppued|
oI -yey| ‘suop|  -1A9|dOEO| - u uy uq
ajondy)| od4g] wogoy oyedg| eory| mopgbryeroon ) 1oegmlaayal 11l jonl sonl 10Nl 1081y avex

“penuIuod” :01°g O[qel,

46



“50711d193Uo [[RWIS Ul 6ABS[ OIS poonpal §9
Junoosoe o ASre] ‘9EGT Ul sAep Sunjiom Jo jued 1od G 03 POUIPOP PUE GEET Ul JO PO[OAd]|
WISTOOJUISR PIIR[II-SSOUNDIG "TeaA ISIY 91} Ul PIASIYOR APRAI[R Sem MB[ MAU 91} JO 9A130a[q0|
ouy sny L ‘(CE6T ‘SOIISIIeRIS Jo neoIng [eijus))) IOIIed Ieak e ueys sso juiod oBejusorod T
uey) aI0wW ‘FEET Ul sAep SurIom Jo Jued 1ad G'G 03 PAUI[DOP WSIPAJUISR PIJR[II-SSOUNDIS|
“eyep Loains oy SUIPIOOOY FEET Ul POPIOOSI 9ABD[ OIS UL ourop dIeys oyj 0} PoNqLIuco
os[e ‘gEET Ul SoW0OINO pajoeye prY Yolym ‘orwepide N o19A9s © ‘I0A0dI0]N  ‘sAep Jo|
51dnoo e uryIIm sIom je 3oeq oq 03 seafo[duwe yots oy3 pajoodxe Aoyy JI preog soueinsu]|
[eLIISIPU] J1oY) 03 oAwa] ssouspls Surpiodes peddojs seruedwos Auew :Surjrodei-zopun oy
onp Aqjred sem sty ySnoyyre ‘K[dieys poddolp WSIOoUSSAE POIRDI-SSIUNDIS ‘WLIOFOL O3 JO| suorsuad|
UOIIONPOIIUL oY) BULMO[[O] ‘A108918D UOIYRIND 1I0YS SIY} OJUT [[B] SOSTO SIS JO Ajraofew] o8e-po
oY) B ‘9AwS] OIS JO POUSPIOUI B} UO 1000 O[ESZIS © UM ‘OArysod Poopul sem jnsod (1) -peonpoasul pue]
oy, "srea oo1yj toye jurod oSejusorad T Aq oryer juswkojduwo/SSOUNDIS OYY UI UOIRONPOI SI SSOUNOIS JO syoom 3siy| souwroyps sowoyos|
v onolyoR 03 sem oFejs 481y oyl Jo oA1300[qo oUL, (LE6T ‘ASLO PuU® 0007 ‘soog pue oy Sunmp juewiked ofem| Aed  piy  Aypreaut
3040s100) 000°06Z 0% 000°CHE Woly [[of seofo[duro OIS JO IOqUINU [e303 OU) PUT PEET Uf onunuos 03 soziadioyuo pue  ‘quowrear)|
000°GLT 03 €661 Ul 000'SHE wogy paddoap sjurmIIR[dD A7 SIUBWIR[D JO Joqunu oY) j[nsodyeeygsuodsey 10§ uor13esIqQ| Ayipryeauy| -ox  Apreq| €|
CT T T T T T T T T T T T T T T ‘sygeuweq Aiqesip Surateoer suosiad jo equmu oeyy |~ [~ T - T T T T 77 I
Suronpes ur ueys juewAo[dure 03 SHUBIE[O-Xo BUIUINDOIL UT [NJSSOOONS $SI] SBM 308 V., 9|
‘uni 310ys oy ur 3ses je ‘yeysy 3se88ns soandy osoys ‘syus[eambe owy-[[Ny Ut eyep oimbad
pnom ssoooxd uorpRUIIEXE-01 0Y) Jo j0odse UOIIRITIUILI 0Y) Jo juswssosse 1odoid B O[T A
‘ureSe Suppiom oiom (suosiad (0g ) 9593 JO Jus0 1od g SWOS 104e[ ILSK Y ‘UOIFRUIIEXD-D1
o) Jo oWy OYJ JB [[@ J SUBIOM JOU OIPM PEET Ul umeIpyIim A[[ej0} 10 A[renred jyousq|
19y} pey oym 9soyy jo jued 1od FG JRU) POMOYUS AGAINS SWES O], -OIOW BUB{IOM SIoM|
(suosiod (00 9) UIJY-OUO UBY) SSI| {POUBISISSE OIBJ[OM I10YI0 BUIAIIDOI JOU 9I0M 4N dIow]
SUB[IOM JOU OIOM DI} IOYIOUR {yoUa] A}1INDSS [BID0S Ioyjoue SurAredar orom (suosiod o)
0T) PIIY3-0U0 100 ‘PEET Ul umeIpysim A[(e3o} 10 A[rerpred jygousq A[Iqesip 1013 pey oy
suositad )0G LZ @3 JO 1B} POMOYs G¢EET Ul juswkojdwuy] pue sireljy [R100G jo KA13sTul]y oY) Aq|
N0 PoLIIEd ADAINS B ‘OOURYSUL 10 'SOWDYDS SIBIOM JUSIOPIP 03 porow Ajpusredde jyousd|
AY[IqesIp 11913 350] Oym suosiod Jo IDQUINU JUBOYIUSIS © 9OUIS ‘DOURISISSE oIBJ[oM BUIATE00]
suosIod JO JOQUINU [[RIOA0 BY} Ul 95L2100p [enbd ue jussordos J0u pip ss0001d UOIFRUIIIEXDO]
o) YBnoy) syygousq AN[IQESIP JO S[EMBIPYIIM JO IDQUINU oY) ‘IOAOMOJ] ‘POXT[OI JEYMOUIOS]
uoaq ARy A[PAIJO9P0 ABUI UOJRUIIILXS0I OY) JO SPIRPUR)S oY) ‘synsar A[res sarssoxdu oy
1035 ‘OS[y "SOUO 10p[0 03 paow Apalssorfoid pue syuRWIIR[> 1OSUNOA YIIM PojIR)s ssoo0ad|
UOIJRUIIIRXIDL ) R[] J0vJ 9} 309pal AeW FE6T Yim pareduwlod GEET Ul S[eMmRIPUIIM pue|
uoronper jyeusq jo uorrodord oYy ur oulPep oY, ‘A[PAnoodser ‘soses Jo jueo tod § pue g ‘uorTUyep Mou siy|
A[Uo up sygeusq ul eseeIoul uR pue ‘A[pA1oadsel ‘Seses jo jueo tod Gg PUE gg Ul sjyeusq jo 0y Buipioooe plo sIEaA|
[EMBIPYIIM 10 UOIONPOI © [ITM ‘GEET Ul 000 OF A[T89U PUE FEET Ul POUIIEXe-o1 910M SUOsIad| Ay opun  juewrepd
000 0g ueY) or0w :suorjejoadxe jsow Furpesoxs ‘oarsseaduwrr o4nb useq eAvy wOIFESIO| OVM  Sumsixe  K1oad)
UOIRUIIIEXD-01 0Y} PUR AJI[IQESIP JO UOIIIUYOPOI oY} JO S3Nsar oy ‘Aqreutrd (z00z ‘wooA| jo  juowssossess  puel
10p uwea ‘Suor op ‘sprey) YL OU) UM Pajoouucd A[300IIp SI SOIJOUIU PIWI OY} U SOLIud) Ay[iqesip  jo  uorruyep|
MOU Ul SUIDOP OY} JBYF puy AdY], SIUSWISSISSE OUYJ UO PUB OVM U} 03Ul AIjus moul mou ' olom  UdIYM|
Jo stoqunu oy uo joedurt Siq ® peY I 1YY SPUY VL JO SI00PO OUI OUI UoIessal oy 1s8uowre sornseou
[e10USS UL YR} POPNOUOD YDILSSOI QYA JO AOAINS SINJLIO}I[ SAISUSIXD UE POIONPUOd OYm| [etonss  jo  postadwo)
‘UoBA 10D UBA PUER BUOL Op ‘SHBY SIOQUNU OYAA Ul SUIO9D oY} 03 POINJLIIUod SNy puel sem  (swrery  Aypiqesic| suotsuad|
(000z ‘soog pue joydsioQ) -[dweun ojur OYAN WOIJ JUSM SOSED PISSesseal oy} Jo %0¢| Supnpay uo V) vdll o8e-po|
wI0§o1 £EET OYF 103y SIeok omy 3sIy oyy Ul (GEGT ‘SO3IRE) -ureSe pOsIOASI sem SIYj sy -pojuowarduy] puel
I9AOMOY 9GBT U] "MOPUL 91} URYY I9SIR] USAD SEM MOPINO 93} FEET A ‘sjurmwire[d OV Jo| st sjgouaq oyy  jo sowayos soweyos|
uorjesI[Iqes © 03 pa] soorjod SWN[OA SOI}OUIU A[180 0S9Y) SOOF PUT JOYISIOQ 03 SUIPIOIDY| [PA9]  oyj  Suruieouos| Led  sorg  Ayprreaut]
-(000Z ‘soog pue joyosio0) 3so| Ayoedes Buiuies jo pessur Ayoedes yiom Sururewad WI0je1 OWADS AYIIqESIP) puel  ‘quewen)
£q_pouTmIelop mou sem A[IGESIP JO 90I39p oY) jUBOW UOMIUOp mou oyy ‘eonoerd uy sseooe| oy jo gjred jse| oyy|  Ajpyeauy o1 Apeg g 1 1 1 1 Aiqesiple66T
© 39
Suy souep Imorafoaqerg qyAppueag]|
eory -qey| suop|  -1a9dDEO| o uf uq] uq
ojond)| odAg) wojey| oyroadg| ©oly| PONPIOSY | 10oPHlgdydl "3 1ON|  1ON| JoN]| 1081eT 10X

]
=
—

BSOS P66

-

“penuIINod” :01°g O[qel,

47



Sdd]|

(1aa)

2y} jo 10300a1p oy} woaj uoissturod Jupse| uortyej|
Ay| or0yoq uoAd 10 owy owes oyj je voLo[dwol -s180r]]
31 uonguewy  -riqus| sy sstwsip ueo sefodwe uwy  -seanpeooid| worg09301|
WA 3,UOP [E 39 JpURIL IN] ‘g (JHA O3 BUIPIOOOE [2INJoNIss -uodsol [ESSIWSIP USGIOUS 0F SOPISp Juowutonod oy | s[esstwsiqhuowforduy| 1 1 a5 c661
\\\\\\\\\\\\\\\\\\\\\\\\ A e B T B N 1 A A A R I N R R
9661 Ut sqof 0000 Jo uoryeard oYy ur Sunymses JINTV  Jo| oo
‘poLojdwpun wiey BUO[ oY) ye Pojosie) 109008 BULNIONLS| JosaR N
ayearad oyy ur (glaexely) sweaSoxd qof pezip| -oa pue| 1oqer]
ynuys| -1sqns L¢ soaoidde sirege [e1oos jo tojstupy| uoryeaseju] oanoy| 1 1 JAINTV] G661
\\\\\\\\\\\\\\\\\\\\\\\\ e oy | I A N A A E
s8e-pro|
pue
ERJUERE soweys|
josprew| Ked 3y A3tpipeaut
10qe[ oY) ojur 9jeiSejures oy siokojdwe pue pue|  ‘quowearn)
ynuigs| po[qesip ejenuwiys o3 seunseow  soquiy|  Aypreauj| -1 Apreq| 1 1 1l 1 1
\\\\\ “AVE oP UBA 300e-0330U ofeInionnys oxlresyen |~~~ T~ - oo T oo oo T T oo T T T T T T T T T T o
90y UeA SULI8usA0(q B8P %07 PII1] UTWLSIIBIN "USASIYISES20Y
USPIOM UEY JUSWINIISUI JOU ULE SUSOUSAS Uoo83oy * syeeld
-V U909 UBA UOPIBBAUERE 107 UBA }09[J0 OPUDIOAIIOR 391
uea peysd jeeq om [IPSowr 193yde ULqqeY SId[[RAIN O(]|
*300he-0130u oN[I[@xIoM 30y UeA SUI}JRYDISIOAO U2D 3Ip ST
‘UBQQOY USNIOWIULY (2F1JSUNSUO, DIDPUE JO Ul1Z PIGSAIIOWDS
ITopurwt sio[eam s[y -usjundjussoid (g-91 Surjreyos reeyl
SNp S J09e-0330U 39 "% LG-€G "ed sid[[eajn oS1p[118e0aa]
op uwea {19m plewlaq %L JlEPUIIN JpuIA ‘PuIo01)saSHN
w1z SIP13I00A JOTU SIP SIOWAUESP OP UL/ *USNISWUSPUOLS|
~16)[0® UOWOUSSITEM-10IU US USWOUSSICEM UI US[[IOSIOA|
100A PI99[0IJU000S Jo1U ST [1qiee(] -usyoESieA Sureses op|
10 woo3sym eu Ieel 7/T¢ 03 USUSWOW SpuUS[[IYdsIoa do sorytagoe  (SJINTY)
sryisodypjaewsproqae op st uedeoid oproq uep -uL[[eAGSHIN| JINTV 39| so1o1[0]
ufiz (opouadzeord uny ur) uepuURRW 29M} 098190 Op UJ Burmnjonags Josrey
o1p SurpSer (Y Op URE sOWOU@Sp 3N jeejseq doois| o1 puel 1oqer]
-9[013U0D 3P _[1qrees 7 opoYjRUIsNe0zIopuQ ((100g)uUssue| [nurys| TPV JO uoronpojuy|  uorjesdaguyl 2A130Y| i 1 _1 1 dINTV|S661T
\\\\\\\\\\\\\\\\\\\\\\\\ e ey | I A N A A E
o8e-plo|
pue
Ay sowoys| sowoyos|
-nqus| ‘poystjoqe oiom (oweuos Ayiqesip oyy Aed  spis|  Aypipeaut
-uodsoi Suisn woyy siofo[dwe o8eINOOSIP 0} ZGET Ul pue|  ‘quowearn)|
‘uigs|  peonporjur) weysAs snpew-snuoq oy jo rew|  Aypreau| -ox  Aueq 1 1 Jnqesiplge6T
\\\\\\\\\\\\\\\\\\\\\\\\ e T s G- 1042 A A A A N I N A R
dINTV 39 samtod]
Sunmnjonags| EENEEIAN
(veam) Sussedursp| -ox pue] 10qe]
nuis| -1oqae Surepioasq jop jo uorjejuowerdwy]  uorjeisejul] oAy A 14 141 dNTV]E66T
e 39|
. oomor|  |woralsoravt iy
EERE -yey| ssuop|  -1a9|DHO| -o] uyf uy uyf
ojond)  odAl waogey Syodgl eoryl mop [eorgerooy 1l yoogmlgaual -3l 3ol 3oNl 30Nl 3eBreglieox

“ponunuodT (01°g

oLl

48



“PaIoA0D BIoM SIDNIOM|
51qI81o Jo jued 1od g8 pue ‘0s PIP MVJS 9SN P[NOO ey} SWIY OU3 JO Jusd 1od|
08 ‘2661 ul "jued xod g¢g 03 dn Aq §3s00 10qe] SSOIF INO UBdD AMTA PUe MVJS JO|
UOIYRUIqUIOD B} Pue (SWAYds AWTA 9Y3) sieak inoy jo porad © 10§ SUOIHNQLIFUOD)|
A31I0008 [RID0S UI UOIIONPAI [GUOIHIPPE U® 10§ AJifenb ues pefojdweun wisy-guoj
BULIIY SWAY ‘10A0910]N “3ued 10d (9 jsowr[e £q o8pom xey siofojdwe oYy s9ONPal
1nq ‘qued 1od (T 1040 O[] ® Aq S5O0 I0qE[ SO seonpal MydS ‘Aldduns toqe||
Jo soel © sem wo[qoid SY} JBY) POPN[PUD seljlIoYINE oy, ‘syustdioel jyausq
21008 JO ToqUNU YSIY T 031dSOp SIONIOM PO[[INS-MO[ I0] SOIOUBIBA JO IoquUINU oYY
sonpoer 03 aeodde jou pip pue sesso| jySompesp YSiy o3 po] Appueredde jr se|
200z 0% €007 woiy popusdsns sem (MyJS) o8em wnuwrurw oy3 jo juso 1od ¢iT]
03 dn seSem UO SUOIINQLIFU0D sioko[dwd U uopONpaI oY ], ‘soansesur opis Ajddns|
03 puewop woiy snooy Aorod S} POYIYS SBY JUSWUIOAOS OY3 ‘SIOUIED oSem-Mol|
jo uorjedionred jexiew roqe] SuiSeinoous ul 86T Ul jued 1ad LT 03 (VIS
21030 1€94 0U3) GEGT Ul Juod 10d g WOI PIsesIour sey oIeys SIY) ‘SOjeui}so oy
Burpaoooe ‘Areijuod 9yl uQ "MYJS JO uoronporjul 9y} SuIMo[[0] pasealdsp jou
sey p[oysoIy} SIY3 SAOqE [9A9] oFem © 03 oBem wnwrurw [e8a] oyy Jo Juso od GTT
Mo[9q WOIJ SUIAOWI SISNIOM JO DIBYS 9YJ ‘JUDAd O} U] 'PaONpoIIUl sem VIS
-3 oY) ‘}00pe SAIIESOU SIY) 9IENUSIJE OJ, ‘SIONIoM pred-mo| JOo SOLIE[es oseaIoul
0y sury 10§ oATyULOUISIP © opraoad JYSIW 31 ‘uepanq xey [eurSiew oy Sursres Aq|
YY) SeMm VS BUIIIOOUOD 180) 101JOUY *SOINSEIU 10130 [3im poredod JustoLo|
1505 SI VS 18} POWIYUOd OS[e sey yoreesol iy, ‘pofojdwoun wiey-guol 00|
0Z 03 000 OT 103 qol & papraoid sey ATA PUR ‘QGET 9OUIS 10300S Jo3IRUI O3 Ul
sqol e13xo ()00 09 INOE PojedId Sey VIS ‘SossO] jySom-peop Iofew jo sieo)
o91dsep ‘1Y) SMOYS 9)N}I13SU] DIWOUODY Spue[IdYjaN oY) Aq yoaessor [eorrrduws)|
JUL0Y (AIDHO "% T-€ SIYII[S Uea proyquosoesiom op do J0910-0330U USD 310040

‘sawe § jo WnwIXewW € 10j]
suornquuoo siokojdwe uy
uongonpes  Arejuowerddns
ySnoayy (3used 1od g1 pejew]
-13s0 we Aq) I0YlNy peonpea
5q [ efem wnururm oy
Jo yueo 1od g1 03 dn soSem|
ye uosiod pekordureun uriey
-8uol ® Bumry jo 3500 oYY
zoncsroly  jued xod g Aq
[oAd] oFem wWnWIUIW oY} ¥
$)S0D I0(R] 90N PAI PNOM ST
‘SorjLouINy oUj 03 JUIPIod

wep uejelo8 BUIMNOYDSE] USIING USUE( 0ZOp UBPIOA (‘P UBUER-1IoN[OIN) HIoM| SOy -oSem WU JO 300 (SAINTY)
pIoarpIsqnse8 jow de[1eao 93018 ued wea oxeids 1o st WA Op (1 %L9-ge do) 1od gIT 03 dn soSem yjim| sam1[0 ]
uezoy1om SrnpSue[ 1004 }097J00330uU 10 U JeYose8 %eH-¢T do proyuoSo[eSiom| (MVdS) sioxiom pred-mof 10j| EEN RSN
o[e303 op do 300pge-033oU 30y Ipiom onbue ozep uea siseq dO  -SIoAdSyIom| SUOHNQqLIIUOD  A3LN09S (B0 1oqer]
Jepuo ojnbue jewr ¢ opoyjewsyeozdPU( :(E6661) B 190 [0919d uour[og UeA|InuIls| -0os siofojduwa jo woronpay| Aprsqng| 9AT10V]| 1| T 1| T T4 T4 dJIN'TV|966T
\\\\\\\\\\\\\ Ss11 gym oul] ut swniwoead Bulaq o3 o1 ‘wxogeaf |~~~ -~~~ - - -~/ T -0 1 r o r o
53 Aq JYBNOS 3[NSOT OYY A[JOVX0 SEM ‘SOI3LIOUINE YOI oY} 0) BUIPIOODE ‘YOIY|
osia 03 A[oy1| oae swnimead ‘sioansut £q pejioder SoSSO| [RIIUBISANS OY) USALS|
‘1AOMO}] SUWIOYDS SOUBINSUI [RIOOS IDWLIOY OYJ IOPUN Sem 31 Ueyy sjuswofuesre|
o1eArad JUSIIND IOPUN I0MO[ A[[RIJUBISNS ST OOUBINSUT JJOUS(] SSOWNDIS JO o8espoed)| {unry 1oy ut SSousors|
pIepUE)S © JO 4SOD OUYF SWLYDS SSOUNDIS oYj JO uoljeziyearsd oY3 Jo HNSOI © Sy jo eousppur jsed uo poseq
-Io[[ewIs oq ABUI SOSNE UONS JO J[NSOI B ST POSSTWISIP BUID] JO SI8d) JosyIeul 10qe] sunrwosd  Aed  siofojduro|
JYB1Y © (1M 0OUIS ‘POSEOIDUT OABY LB $0040]d W0 A SOUISYDS SSOUNDIS JO oSN oY) ‘poziyearad  A[my  gsowre
‘I6A0DIOIN ‘SUOIIPUOD [3[eoy Io5yeom ut suosiod o1y 03 s1ofodws osnes soSelIoys soueinsur ssowpls (93317
10qe] ey suSs ore o1oy) ‘0s|y -seofo[dwe FUOWE SSOUNOIS SIOW pPuR dinssaid g Bur[ejeqioopuoor] suorsuad|
S[Iom YSIY Ul 3[NSOI YOTYM JO5IRU 0G| 03 JO SSousySy oyy j00gol Arewrid Lew| SuIpoIqirn M ‘ZaTNM)) o8e-po|
SIY} ‘SOIIIOUINE YOIN(] OY) 0} BUIPIOOOY -9SBOIOUT JYSI[S © Moys A[[enjoe soansy| 2ok © 03 dn 10y seekojduol puel
U001 BIOJ “Po3oadxo se I1oy3ang SUl[[e) JO pesIsul ‘poziIqess A[peoiq sey oAes|| spIs ays 105 sofem Led o) sowooy sowoayos|
OIS ‘OUI[OOP [BIIURISANS © 103y ~POXIUI USDQ OS[® SARY SUWISYDS SSIUNOIS oYY JO| Ay| enurpuoo o3 oaey swekojdwe| Ked  pi1y  Ajprreaut
uorjeziyearsd oy jo sjmsar oYL, :(DHQ 'SOOg Pu® j0YdSI0Q 03 SuIpiodde % 9P| -[Iqls| pue poysioqe SI SUWLYOS pue| ‘yuauraary
03 %g‘0 3o doap ® 03 poy A[uo souransul ssouxdls Suizijearad ur degs zeyjyang siyruodsesl jygeusq ssouddls orqnd oyJ) Aypreauy) -o1  Apreq) Z| 0| 1 1| SSOUNOIS|966T
e 19|
By souo]  |uererqeaaudiponig
LEERE -gey| ssuop| 1A @OEQ| - u u uql
ojony| odA7) waogey syadg| eory| monfeorerooy 1| yoopgalaayd a1l 3on|]  3oN|  3oN| 3e8ier|ieax

“penuIuod

0T°C °19®L

49



Z1 teye juowkojdure pozIpISqus poaIopo oIy
5[doad BUNOA ‘SOAIJUSOUL [BIOUBUY PUE UOIFCAI}O]
[e0s ‘ooustiodxe siom ‘Sururer} ‘uoryeonps ol
xrw ogerrdordde oyy puy o3 gz jo o8e oy oy
dn o[dood Sunok pokojdureun pue pofodwoun| SJNTY JO|
s wieg-Suol oYy 10y pouldisep sue[d uorjeidejul Surjeliey) ANV 0| JdINTV|866T
\\\\\\\\\\\\\\\\\\\\ I N T e e e e e e
ANV 30|
Surnjonays|
-o1 pue|
\\\\\\\\\\\\\\\\\\\\ _anwns o _ _MITA o uowonponuy wonesderuy  dWAV) 14 _ L 1 _ 1 _ 1 _ | 14 _ 19 _dWNTV]L66L
-peonpoatul oS[e o1 podojduioun 1oy
-8uo| Bumry siofofdwe 10§ s> xe) Areiodurey
[EUOIIPPY ‘SIEaA OM) JO WNWIXEW © 10 MVJS|
oy3 jo jey wrep oy swkojdwo Suimo[e Aq|
‘oSem wmwiurw (e8] oY} JOo %OET Pue CIT|
woomioq to3Iom e Suiked jrels oym siokojdure 3ol
uspang Xe} 9Y) Ul 9SBSIOUL SY) UOIYSNO 0) Padnp|
\\\\\\\\\\\\\\\\\\\\ _Hmupg onul sem Myds [emomsuen, paqeo os oqp)  Apsang  awavl _o _ _ _ | L1 | | _ | _1{_dWIvjeet
“sjgeusq Jo ssof juoueniod pue 930]dwod € S[rejuo| syuow]
qol a[qejns e jo [esnjal ‘yoreas qof jo adue[[IoAINS| -oambayl
10130q ommsus 03 A[PSO[d olow ojerado-0d 01 AY[Iqe[reAr|
Ayiifisuodsed)  pejae)s uorjerjsiuIwpe jygouaq ‘[dweun pue SiJ| SIOAN| an| 0| ‘Jdweun| 266 T
T-wepigjjoy ul ueye) ofdwes ® uo symsax requny | T T T T T T T T T Tepon” T T T T T T T T 7] I e e e
Puy (8661) ‘(e 30 BI1og USP UBA PUB ‘JUSYX 103 o[qe[reae oq o[dpuid ur jsnw ‘98e jo sieof]
o81e[ ® 09 symsax esayy) swayuod (L661) Suriqqy| OAY Iopun waIp[Iyd yim syuared oSurs 10y jdeoxa|
‘syjuowr g1 ungyim syurod ofejuoosod 91 Aq pue| ‘310ddns owoouUl $9A19001 OYM duUOAUR) UOIFESIQ)
syjuowr 9 uryim sjutod eSejusorad [T Aq sosii - UOIJRAI}OY O} OSs[e sossel)s yoIgm ‘(Mgyvu) syuatyl
qof © ogur 8ur33e8 jo voueyd oyj ‘OwWISes UoHOUES 1OV 90URSISSY [RIOOS [eIOUSH) O} UM UOLje] ~oambod]
e 1opun ‘rerous ur jey) spuy (9661) sipus[ny| Inuwils| -siSe] jroddns-ewoour jo uorjejuowe(dwil oYy ul  Aj[Iqe[reAe sygouaq|
‘sisA[eue dnoi8 [043u0d 'sa dnos juowyesy e ujl  ‘sse0de A[IqIs -uodsed SIOW USALS SIB SOI3LIOYINE (807 spI0A| ‘jdwoun| ¢ 1 1 1 -dusun| 9661
[CEE|
Su aouap| maral Joaqer]| gl rpuead|
CER -yey| suop)| -1a9l dDAO|  -o ] u uyf
ojondy)  edAg wogoy syadg woryl moNleorperooy 10opml aayd w1l 1oNl  sonl  joNl  geBrepliwex

“pONUIUOd” 10T O[qRL,

a0



“oAT300h0 K1on]
JOU ST OINSLSU SIYJ JBY} UMOYS SeY UOIIRN[RAD JUSD9L € ‘(30V]
oY) woyy SUNIY SWY 0} SAIPISNS YSNOIY) SI9IOM PaO[qesIp)
-A[reryaed jo uorgeISsjurel oY) BUILIOUOY :(IDHO 1€ V|
91} UI POUIRIUOD SOINSEOW 10 PURWIOP JuUdYe] € jo yeads oym|
‘“[e 90 Buressog] ojonb Loy ], ‘SIUSWNIISUL IDYIO 10 SIATIUIOU]
[eloURUY jO oSN oYew j0u PIp sioIom po[qestp Lojdwo oym|
s1okojdwe oyj jo jred oSIe] ® jeY) PUY OYM ‘[e 30 SpIRY
Aq punoy os[e SI sty "YHY Jo s30oge oargsod jueoyrusis oy
jurod J0U_PIP JBYj SOIPNJS [BIOADS PUNOJ SOOF PUR JOYISIOQ)
\\\\\\\\\\\\\\\\\\\\ Suity og1e]
PUE OZIS-WNIPOW 10§ POJRIJUSIOHIP OIOW PUL DIOUI OUIEII(
sumpword se 108uU0Is MaI8 ‘QEET Ul peonposjur ‘(equiog)
oao] uuy je swnrmerd QYA Ul Surper-ooustodxo Jo 300ho|
QU3 ‘PAYL (€00T ‘ADHO MOPUI OVAL SUDNPaL U0 30919
jueoyIuSIs © pey sey ygNEJ WOl UOIIRIJUSIONIP Wniwald]
OVM 78U} AMN Y3} Woly ejep yypm smoys (y00g) Suruoy)
(200g ‘wewas3g) g0z Ul 03e[dwoo st pue spremuo 8661
wouy A[renpeis dn 3[ing SI SAIJUSOUT [RIOURUY [[N SYEINHJ
Jeyy SuBOW SIYT "OVA oU3 Ul A13U0 §siy I93je sIeok oAy [[13)
soafordwe (1owrioy) 1oy pred oq oy sey snjew oy, (6661 [©|
10 I9}MUBGAR}S PUE URWIINJ 0O} PUB EEGT [ 30 IOSSIA O3 I0§od
e 30 syey Aypiqesip jo poured Suol mou e ojur osdey [[Im
uosiod pojqesip (1owrioy) e jeyy Iedy sioko[dwe Jo 90F pue
(snrew) pouy Sureq resy s1ofo[duwo jeys puy £oyJ, ‘si030€ 3o
moraeyeq oy} 03 (VHNHJ PU® SN[RU-SNUOQ oNI] SOAIJULOU]
[RIOURUY JO OS OIOW pue oIOW Aq POSLIOJOBIBYD) SULIOFOI
SO66T @Y? JO 2anjeu oy} MUI[ O} Pall} [® 30 S}IRY 2A131s0d|
Ap3ueoytusis oq 03 pojoodxo jou sem YINHJ JO 30050 Jou oy3|
a10j010y ], ‘seanpeooid uorjeoridde ul SUOIYRUIIEXD [BIIPOW
opupour Ajpurinos s1ofojdwo Jey3 SOMOYUS OS[E BION O[RI0F
oy 1onemol] ‘seanpeoosd uoryeordde qof ur suoryeurwrexo|
[edIpoW O UOONpOIUl dAlssewl oyj juoasid o3 syduwoyye
yorym ‘me[ MINA 0yl Aq pojuswerddns sem 31 uosesr sIyy
104 Sutuesids yjresy juedrdde ur Aurpnios pesesiour o
peo[ 03 pojoadxe sem VWAL (6661 ‘BION O[I00S)
asworour 03 juewikojdwe BUIpUY 3@ PO[QRSIP 10 SSOURYD|
joodxo jou prp siofo[dwo 3SOW Jeyj PpO[edAdl [oIedsay|

s

A
-uodsaul

/|

S8000%|

-pakordws aq oy
suosiod poddesipuey Surqeus|
suorstaoxd snowrea pue sooford|
-we poqesip Suiry siefo[durd
o3 sorpisqus ‘guowrfojduwo [eray)
oY1 saanseawr Surpnoul ‘peonp|
-oxyur sem (VEY) PeIqesipP 3o
UOI3RIFVJUIDL B} UO JOY MIU V|

“3no Surydo)
jo Ayqiqussod oyy pue (Suryed
soustiadxe uo poseq) oweyos|
AYIqesip oy ur  uorgerguLI)
-j1p wnjwead Suonpoijut 9010)
oyur_sowrod me VAWHd °U)

soutayos
1|
puel
Ayipyreauy

Aed

souayos
spo1s]
pue|
Ayrpyreauy]

Ked

suotsuad|
28e-piol
pue|
soutatos|
Ayprreaut
‘quoua.lry

suoisuad
oe-plo|
puel
souratos
Ayppireauy
‘quawuaary
Apreg]

-o1

| T

=

Aymqesip)

Anqesiq

8661

8661

a30nd)

odAT)

uLI0JoY|

eoure|

oyroadg|

eaIY|

suop)|
(21321091 |

2ouep|
“1A9 dDHO|

129pd| ddydl

MI1A|
-o1)

1|

Jeaqery|

uy

30N

aayd]
uy
10N

1e 19|
ypuelg|

uy

10N

jo81e])

Teax

penuIuod :01°g o[qel,

51



‘uorjyeqouid|
1033e oI owreooq jeyy soofo[dwo Po Ae[ 03 IOISED OWRdd(|
os[e 9 OURISWNOID pofueyd,, 1o spunoid Sureduwoo |
30 siseq oU3 U0 ‘30e13uU00 juoWAO]dWS UB OJRUIULIDY OF $aN0D)
JosIpqus oYy Je jsenber e [y Aew sekojdwe oyy, -Apoq| (7dm)
K31 SAljRIISIUNUPE U WO UoljeziIoysNe Jotid Urejqo o} AIesseosul uoryersisor]|
-[Iqi§ 1e8uo[ ou sI 31 3orIIUOD pus-usdo UE SjPUINIL] A[[eILjeIun] uorjoajo1y|
\\\\\\\\\\\\\\\\ puodseq of, _*9210§ ojui_ sowod  s[essiusip Suruiosod  so(na  maN| siessiwsi(] juswordug) (6661
(000z ‘Oa¥UH ADHO)
290 aaryisod Surousiredxe ued 1ad (g
jsureSe ‘mer xo[q oyj jo seousnbosuod “sjusurooiSel
sA1ESoU poouslIadxe sioxIom Areroduroy SAI30[[0D UI STUSWOBUBLIE SAIJRUISIE A] PO[IIIGAO 0q UED Mer]]
30 3ue0 10d 0T JNOQE ‘IDA0DIO “Me[ MUl SIqy jJo sona oyj jo Auey souo juourwiod OJUI POISAUOD)
o3 03 pejsnlpe uesq oavy sjuoUIo0ISH A[[eoryewioIne jou ore spoeiyuod Areiodurey ‘sxpom 9z 1SIY oY)
5A1309[[0D JO IDqUINU [[RWS © A[UO jeys 10} “1oA0MOY AoUSTE OUILS OUJ YIM SIORIIUOD DAIJNIOSUOD g
108] 9UY} pUER USPING OAIJRIISIUIWIDE 109J% 10vIIU0D JueuewIad © SUIP[OY JO 1YSLI oY) oawy sooko[duo)
peseorour oyj jnoqe poure[duod sig oy :sepueSe xyiom Arerodway jo seefojdws 1oy A[dde senai
-fojdwe jo jueo 1od (g Inoqe ey 10| zeqruag worisod jusuewiiod © oAy 0f pownsse st ookodwo o1y
pomoys juewfo[dwy pue SRRy [P -wis porid SI) 109J€ (POMO[[E ST SIESA £ Ul S[EMOUDI Z JO WNMIXE (1a8)
-0g 3o AlStUI oYj Aq poUOISSIWOD  ‘A3] © iS}ORIIUOD WD) POXY JO S[EMOUDY -  ‘SINOY BUL{IOM JO uorye[sisor]|
uorjen[ess b v poxIw ueaq oAvy -[IqIs IO9QUINU S[QRIIBA € PUER UOIJRIND POIIWI[ © YIM POONPOIJUT O1¢ uor3oe301|
e XOLg oY} YIM soouorodxe oyrruodsoy $30erjuod SupBIom OIqIXel - i MET AYmodg put AIiqpeold spwnuop|juewdordwy g | -0 _n oy |- - |- J1dHl666T
suorsuod]
o8e-p[o pue|
EEMENRE EEENRE
-Aaeres 1oySiy snorasad aroyy o3 pajereal Aed poig  Ayprreaut]
JgouDq © 9A10001 [[13S P[NOD ‘qof Surked tomo[ © paydesoe Suiaey| pue  ‘“quowrorryod
\\\\\\\\\\\\\\\\ | 550008 199ye podordwioun 10 po[qesip_owioddq oym ‘siviom Ieplof Awpmeawn)  Awed oo | |1 1 | | TMI9ESIPI666T
f1e8pnq uorjeaSejul-al 110y} wolj sqol pezipisqns souruy|
Lew sorireddIUNW nq ‘POIEPI[OSUOD OIOM IOM pPOZIpISqnS|
10§ sowwreagord -eousitadxe iom ures o3 sekojdwe rense
' ()M JOBIJUOD I0qE[ POZIPISqNS B ST yorym ‘0oe[d 9ousrodxo
I0M YY) ‘JUOWNIISUI MOU © POONPOIJUT SBY 30V MIM °Y]J)|
-103008 jo3IRW oY} Ul I9jIenb-ouo A[UO pue suorjeziuesio jyoid|
-uou Yym 10 10309s orqnd oy3 uI pajesrd ore sqof eseyl Jol
$1030eNb-001) JSOW[Y  'SOAIIUSOUI [LIOURUY pPUER UOIFEAI}OY]
[e0s ‘uorpeonpe ‘Sururer; “aom jo xrw ojeradordde oyl uo|  SOIIATION
5p1oop 03 1omod oY) SABY JB) SOIHLIOYINE [€D0] ST} 03 POISTLIIUI ATV (SAINTV))
pue pozi[e13usoep usaq oy soi[iqsuodsor [y -(joodusueg)| jo Suwmy soror04|
S]00d 10qe] oY) PUT HAN[ oY) Sqof pezIpisqns 10j sowrmesford|  -onajsed JoxTRIN
Surysixo om) PojepIOSUOD STy ‘YEET JO Buruuroq oyl 3w 9910j pue| 10qe|
[nuwigs ojur awed YIrgm (MIM) PV _juewkoiduy siexess-qof oy I uorjeiSosuj| 2AT10Y| 1 1 JdINIV[8661
(1d8)|
Aq1 ‘paysijoqe sem ‘oanpadsoid a1} Jo 1Ie)S 29I I91]¥) uoryersison|
-[Iq18| ([T [[eJ oYM ‘SiaxIom SSTWISIp 03 uorjiqiyoad oy pue ainpesoid| u01399901]
fuodsos pousjioys e yym posstwusip oq ueo seofojdwe Supguosuop)| spesstusi| juowkorduy] 1 1 A5 8661
e 19
Suy souep mora| aayualipueag]
eore -yey| ssuop|  -1a8| @DHO| -0 jeiqer| uq] u
ojondyl odAg) wogeyl oyoadg| roxyl moNl[eorjeroay | 10egdl gay.d "1l ur joNl JONl RINIREEECARELEIN

“penuIuod” :01°g O[qel,

52



“Juew Aordwa|
aemSex ojur sqol pezipisqns Suruany 10}
sorjieddIun 0) pajueld sem 1oxiom 1od OO0 sygouaq|
s LT jJo Aprsqns Arerodwey ' ¢OOg Sunn(| Aprsqng| ‘[duweun| 1 1 14 1 ‘[dweun| 00z
(g9) o3¢
a[qeuorsuad Suryoeal uodn [esSTWSIP ‘juau]
-eI[IRJ JO 10y u® Aq umop pre[ ser1o8ejed oSe|
oyroads 10§ sarorjod josrew 10qe] suorpdooxy|
-(sueowr Aressooou pue oyerdosdde pue wire
oyewyise w Aq) poynsnl A[pagoelqo ssequn (1am)
£31 ‘quowfo[dwo jo seeie [e wr Surureiy [euon) uoryersisor]
-liqis| -eooa pue suorssojoid ‘quomwrlojdwe ul uw uo1390301]
fuodses -eurmuosip 98¢ 100mpur pue 100up uo ueg|uoneunuLLsi| Juowofdury T4 1 1 11 1asmleooz
\\\\\\ ‘Kyuomine gq oY) uo sjselequr 03208 j0 |~~~ T~ - o oo ToToTToorTTTTTT r T TTT T TT A T o
souenpur oYy Sutonper ‘ZoOg Atenuer | uo ‘(wofuiio
-}{OZIDASIOWDUNIONN JNNIIYSUISSUIIL0AII)) AAM[ ‘OUO)
s[3uts ® ojur peBaow atom serousde g o1qnd oAy oYy
‘puodeg siedojdwe 110y} pue (gg) Igouaq SSaUNDIS
wis3-8u0] Uo $99L0o[dWd 10} $}IOPS UOFRIBIIURL UO|
suonesiqo renjnu 10151138 Suronpoiur ‘z00z [1dy T
uo 010§ ojur oweo Surdeoy-o3es posoiduwrl UO ME]
“4sId :€00g ‘ADHO IOV eouwansu] Aypiqesiq oy
ur dn pus jeyy oidoad jo requnu oY) SuUONPLI JE|
powre serjianoe sjoword 01 19pIo Ul SeANSY 080Ty oSN
ueo seokojdws pue sidojdwe ‘siofodure 10yjo SiA-
-sta 1ahordwe 1193y 10§ sseooid siyy ojur ySisur ures|
ospe seofojdwe {siofojdure 10130 03 poredwos eore|
sty ur eouewtiogad siy ojur jySisur sured iofojdwol
oy 1ey) oxe onqnd seanSy eseyy Supyew jo sygousd|
194N MOPUI U3 JO OZIS OU3F 9ONPAL pue jusvid] suorsuod|
01 sookojdwio se [om se siokojdwe oje[nUIS 0 Sel ‘o1qissod ® jsey sE sI0M O o8e-plo pue]
0s ‘30y eoueansU] AY[IGESI] OY3 SUIMO[[0} MOPUI ol £31 wanjex oy seafo[duwe oIS WIo3-FUO[ R[N sowayos|
IoqUINU oY) Jo SINSOPSI] MOPUI OVAL U0 dAM JO -1Iqi§ 09 oxey jsnw seekojdwoe pue siodojdwos jey)| sowoyos|  Ayipiyeaut
joope eAlpESou JuwoyIUSIs © punoj (goOz) ueweSsjgiuodsed SuUOIOR jo 4O © SUIRIUOD Siy], -peonpoisul| Aed pis pue ‘Jueweiryod
MOpuUI_ OYA) Ul S9SURYD 10} [OPOUI © BUFRMIISD [IA|30NIeW] sem (JAM) I93YORMIIO0] SULIDIOGIOA_JOM| Ayrprreauy] 7] ke 11 M19esIP|200g
£y ‘51804 € 03 G'g WO SJORIIUOD HIOM| sorousSeY
“lqi  Areroduwo) Jo UOIIEINp WNUWIIXEUWI POSEAIdDD| Spaom|
fuodses earpoeirq NH ® jo uolpejuswadur oyJ) Arerodwag) 0| 1 1 1dH[100Z
\\\\\\\\\\\\\\\\\\\\\\ T 7 7|7 7 7 “qof pepisqns-uou ® 0y pepisqns qol ¥ Gawtv) | 1" |\ 1" T T T T T
WO YOIIMS OYM 10 5OUBISISSE [R100S FuruIre[d| saro1104
doys oym ojdoed oy pred oq ueo (g8 EENEEIN
WAE) Snuoq 001 Xv) ® Sjyousq Jo ouiod) STV 10qe]
(nuiys| 03 ojdoad siour uvas oFeanoous 03 topio ujl jo Suryesiel) 2A130Y] 0 1 1 ‘(dusun| 100z
& 19
Suy souap| lmoral Jorqer| gl spueg|
-gey| suop)| -1a8 ADHO| -o4 uq uy uy
orony| odAql wiojeyl  eore oyoodg woay| monl[eorerooyl 3oopm gaud w1l 30Nl 3ol joNl 3eSteplieex

“pONUOd” 10T O[qRL



"S}yoUDq UI 31O JNOYHIM UOIFesuediuod [ESSIWSIp Se [2303 Ul Aed Jou S 1eok ouo 3O Tona]
[oA9] wnWIXEW © yjm ‘poszom 1eok 1od AIe[Es S,yIUOU SUO JO jus[eamnbs oy desy 03 pomojre orom pefordwoup) Jyouag anl o 1 14 1dwoun|p0oz
-y |- " """">"> " ">">">">">">">">">">">">">">">"»"=>"»”"”>”\-~"=="="--~""~""==~"="="="=>"=7" ">~ Tsuorswed] [T T T |T T/ 71T\ 71T 71
a8e-pol
pue]
sowoayos|
Ayrpy
sowotos| -eauy
Ked st ‘quow
“spzom jo pury styy A[[eogroods Sulego soruedwoo ur ojdoad| pue| -oan304
[nuis po[qesip 10 sqof patsjoys pozipisqns 10§ sopiaodd yorym ‘(MSM) 10V 10 POIDIPYS 93 JO UOIIRZIUIDPOIN|  A3pieau] Aped 2o 1 FHII9esIP| 7002
-t -] """ """ ">"">">">">">">">">">">”">""~">"=>"”>”"»"~"=>"""=~”"~"“~"=“"=~"~""®=>~"”=-"”"">"¥”"" “~">7””- Tsuorswed] [ T T | T 71T\ 71T 71
28e-pol
pur]
sowoyos|
Ay ESHH|
-1 sowoos| -eaut
-uods| *ared piyo 1o uorydope 10y oavs] pue Ajyurejewr| Aed oIS ‘quotul
-oq ‘Ay1piqestp [euoryednodo Jo NSII oY} I9A0D 03 SOAIOSOI UMO 119U} O3 IO SOURINSUL JO Swiioy oyeartd 0f POLIOYOl pue] -o11301
josrews| ore suosiod pofojdwo-jos :(Zyp) 10V Sjyousg juewdqesi(] suosiog pokojduig-jog oy3 jo Surreadoy| Ayprieauf Apeq| g 1 91Iqesipl 00z
""" "= """ ""~>""~""~>""~>">"=>""">"">""”~""=”~">”"®=~""“"="°~"~""”>""=""”/”"”7/°~ ‘peonposjurer sem qof o R e e e B
103 Ajdde 03 o8 jo s1eo g'Lg 10a0 ojdood pofojdwoun 10§ uoyeSIqo oY, 'SIEdA G 03 SIEdA J WOIL SHYOUdq|  UOIFeInp
rnuarys| [dwoun [e303 Jo uorjeINp Wnurxew oYy Suronpei ‘poddeids st Bursey sULOW JNOYIIM Jyousq dn-mo[[o} o] Jyouag] an, 1 1 1 1 dwoun|$00z
I e e -Kyoedes Sunjiom renpisesl I e B
1oyy 03 sjgousq ioy3 Supyur] Aq pojqesip Aqrerpred oyj I0j SOATIULOUL NIOM [eloURUY IoSuoiys Surpraoid
‘pojuowarduur sem 30y AY[IQESI] MU © ‘9OOZ AIBNUR[ T Y3 UQ “RIISILID MU oY) 0f SurpIoooe (oSe jo sreod] suorsuad|
0¢ 2a0qe osoyy 10§ 3dooxo) s3uordionl JYOUSY JO JOOIS OYJ SSOSSL-O1 0F POJIL)S JUOWUIOAOS oY} PUE 1030113 28e-po|
owredaq AI[IqESIp 10§ ©LI0ILID AJI[IQISI[® oY) ‘IeoA oWIES oYY I9YRT *JONIRUW IOQE[ OYY JO JNO DINOI X0 UE SY pure]
$00UdsqE SSOUSIS BUIST J0 S10£0[dUWS 10§ SO [RIOURUY 0Y} OSEIIOUL 03 SE OS ‘SIEdA 0M) 0 DUO WOy POPUSIXI sowoyos|
£31 sem szofojdwo oy3 Aq pred ssewprs jo porred oYy ‘pO07 Arenuer uy A}[IqESIP pue SsoUNDIS ‘SIedk g 03 K31p1]
-lqis| wouiy paseamur Aed 03 uorgeSiqo 1eko[duw ‘SSOU[[l JO 1edA PUODIS OYI UI OFeM POUIES ISR O} JO 0L PUE|  SOWAYDS -eauy
-uods| ssouy jo 1eef jsiy oy Suump ures A[ewiou pnom uosiod OIS oY} oSeM 0Y} JO %L jo wnwrurw e Led Aed  ors ‘quow
-o4 0y sey 1efo[dwo SY, 'SSOU[[I O SIESA OM3} JSIY OUj Ul yiom 03 yoeq o[dood Burypes ur Ayiqsuodses 0w pue] o130
joxrew| Aired seofojdwe pue siofojdwe FOOg 20UIS "pPaonporjul sem 21a1z (1q Surejoqioopuoo] SurSus(ioa 19p\,| Apireauy Apreq| 7l Z| 1| T4 FSOUNO1S| 700
R e “Jexrew I0qe[ oY) Ojul sjuerdioad jyousq jo uorjeiSejur-od [nysseoons| - r1TT "0 T T 1T T
211508 03 s9131[edOIUNW 10} SOAIJUSOU] [BIOURUY Y} PIOURYUS WojsAs mou oy3 ‘sosodind 10Y30 10§ wore sy
ur sosn{dans 3o8pnq osI{IIN 03 pamo[[e d1om soryrreddIUNU oY) SY ‘[9AS] [BUOIJBU OYJ 3 39S ¢ 0} PONUIUOI)
swiou jyousq oYy O[Iym ‘sor3edOIUNW 03 SOUR)SISSE [R100S 10§ sopIIqisuodsar Aorjod pue ArejoSpnq oy
Y10( PaIIDJSURI) J0Y 90URISISSY [BIO0G PUR NIOA\ MIU 9Y)} ‘F()0Z AIenue[ U] "90URISISSY [BRIOOG ‘[[RWS aq O)
PUnOy S10Mm jo3IRW (Ol 1e[NBo1 0Yj BULIGIUS-O JO SHOURYD SSLIRIOYOUS] sB (sqof [[& Jo jued 1od ¢z'7) jesjrew]
10qe| A1BPU0OdS 9Y3 UO SqOf O JOQWINU DYJ SONPOI OF SJULM JUDIWIUILA0S [213usd oy3 ‘yuswkojduwo rensol oy
so1pIsqns ofem [[ews 10 sqof [edOIUNW POZIPISANS oSN 03 IOYIOYM 80 ‘48PN UOIFRAIIOR oY} Jo Juad 1ad Og|
Sururewax oy puods £oY3 MOY 0) Se 201y UreWaI £oY3 O[IYAY 'SIYousq [e100s Surfed 0} soA[dSWAY) BUUGUOD|
ueyy reyjes oyeiSojurer of peSeinoous ore seryedIUNW 4nsal © Sy 4e8pnq siyj woiy Keuow juadsun|
speq Aed jsnw pue sopraoid 90[AIOS UOIFRISOIUIOI o3eAltd O3 JUOWIUISAOCS [BIFUSD WO POAISODI 308png|
uoryeaoe ojeredos oYy Jo jued 1od (L ISES 3B N0 Iopudy 0F oAry Aoyy yeyy sereindiys os[e me[ oy, ‘3OV|
20URYSISSY [BIOOG PUR YI0A\ O3 JO H[USOI © SB FO0Z ATeNUEl | U0 308pNq 3YoUsq [BIO0S 1073 JO A31[iqisuodsaul
[eroueuy [Ny 10A0 3003 sorjediuniy -sjuerdioel jyeusq [ero0s SurpeiSejurer Jo Aem 3soq oy} Surpuy uf
Awlouojne oI0W 308 SARY SHUSWIUISACS [2D0] ‘JUSWIUISAOS [@13U8D OY) JO A[Iqisuodsol O[OS oY} SUI0D0q SARY|  SOIFIAIJOP
soro110d awoour 10§ suorsiaoad S[IYA\ "SI0ARS[-[00YOS pue pofojdwoun wie3-Suo[ oyj Jo uoryeISejural oYl JO| ATV
o1 oxey jsnuwr seprediUnNW FOOZ AIenuer [ jo sy CAIM oU3 Supe[dsl ‘(GAMAL) 10V eouessissy [ewog| jo Surmy|
pUE NIOA\ °OSINOOGI JSe] OU} SI I WOJSAS AJLINDOS [RIO0S YOIN(] oYy U] soA[eswayy jroddns oy suesw|  -onaiysol
o) oaey jou pip oym oidoad 0y jroddns [eroueuy 10y uoisiaoid [e1D0S ' sem 1] © (GMA) 10V 9OURISISSY| pue|
[nuiys [P00g pue 1op oYy £q paoe[des pue ppog Arenuer T uo popupser me ‘(MEV) IOV 20UEISISSY [BUOnEN| UoneiSou]]  JNTV| T4 19 JINTV|F00Z
® 39
suy oousp|  morsforquras appivsg
o] -yey| suop|  -1a9laDHEO| -0 u u uy
ajonpl ed4g) uogoyl  oymedgl eoayl moneoreaoay 1 joegmlgaal a1 30Nl 30Nl joNl 3eBreylreax

“penuIuod :01°g o[qel,

54



‘[esSTWISIp JO $3509|
Aoeroneeinq pue [eSe] Suonpas ‘soses oyoeds 0} poMoLIEU sem 3503 A3iqedmo oy3 jo (1da),
odoos oy ‘worppe uy ‘seskojdure suLly oy} jo uorpsoduwiod oFe oY) JOLILUL 0F PaIdS[es oI uoryesiSor]|
stosprom Aqareym ‘erdroutrid uoryoapgal oy Aq peoe[dar sem a[dounid InQO-4s11,J-Ul-3s€T 9Y I} uo1309301]
$50008|  [ESSIWSIP JO 3500 93 10MO[ 0} POONPOIIUL dIoM SULIOJDI ‘9O(F U] ‘uoijoajord juswikordwy| spesstwsicy| juowkojdury| 1 T4 Td59002
- r--"1T--——-">-"7""">">"">">">"&”>"\">"”"\""”">-~"="="=~"="="="=""="=—=—="=-="="">="="77 T 7 7 7 7 T sworswed ~ T |7 T T T 7| I e e N N R R [~
o%e-p[o pue|
ERENRE soweys|
yousq| Aed spis  Ayprreaut
Aypiqestp [egred jo dn Surddos juoasid 03 paImbol [[I38 ST UOIIOY "Q00F 19GO3O() UI SyjuOw] pue  ‘quowroiryod
onpeanp 8¢ 03 saeoA g WOy MO oq [[IM JYOUSQ A[IqESIP 98BYS-ISIY JO UOIYRINp wnwxeuwr oy AjpIreAu]] Aeq| 14 14 A3111qes1p| 9002
T T T T T T T T T T T T T T T T 7 (suonipuoo urejred mepun) Anp uonyeordde] [ T T T 7 | I e [~
qof woiy peydwoxs oq UEs g[) FUIUIR]> SIONIOM AIBJUN[OA PUR SIONIOM DIBDYI[eay A[rurej
-ur [ewrojul :900Z-01-10 JO SV (g€ "3yeuaq jo syjuow ¢ 4siy oyy Sumnp - sjusrdioai-g )|
uo posodwt suonesiqo uoreiSojudl oYy Jo SurueySLL (L00Z-10-10 3O SV (T °g Isel 2uy
JO 9NO s1eak § )SeD[ 1B JI0J PONIOM 2ARY JSNW SIUBWIR[D ‘SYjuow ¢ uey) Io8uol sjyauaq|
wre of (910§0q GE 1ST[ OYY JO INO SYooM 97 SurESE) SHoOM gF ISB[ O I0A0 SOOM OF]
103 poyIOoMm oARY jSNW sjuRwIR[O-(sjygeusq ‘[dweun) ¢ ‘Sigouaq SYIUOW ¢ WID}-}I0YS 10]] sygouaq|
joaqer]] sseooe| o[qISIe 9q 03 1OPIO UL :SjuULWLIMbaI £103s1y-juswiLo[duwe JusBurys orow o uoryonposuy (1| A3iqiSi] ‘[dwoun 0 [ dwoun| 900z
- r--""17T-"-""-~"—-"""~>"">"">"~>"”~>""~>"”~ ‘94GL 0% 9%40L Jo oyel juowrooeder ® wioly syjuowr omy | | I e e [~
1SIY O3 10J POSEOIOUT SeM [9AS] JYOUS(] [BIDUSS O], "SYIUOW OM) PUR SIBOA 991} O} SIEo.
SAY WOy POONPOI SeM UORINp WNWIXEW I[OY) PUB 1090113s owenaq jyousq [dwaun oy
SUOTIIPUOD JUSWA[}1IUS 23 ‘900g U] "spgeuaq ‘[dweun "Aqrenpess Ajdde [[IM UOLID}1IO STYT)
-(-]dWauN JO YIUOW PAIY} OY3 193j8) PosIoM Ieok [OBS 10§ JYOUS S, [3UOW SUO YIIM ‘AI103SIY|
[oA9] juewifodure [eNjOR Jo SISEq oY) UO jyousq ‘[dWOUN SYJ JO UOIRINp 9Y) JO UOIERUIIIINGOC]|  uOpeInp| sygouaq|
Joaqeriongeanp| (g _‘syjpuowr gg 03 s1eek ¢ wogy uorpeinp wnuixew (gn) jyeusq  dueun ur jny (] Jyousg| ‘[dwoaun 0 ‘[dweun| 900z
- r--"1T- - -~ - - - -------T--T7~ dA\ 11oy3 10§ seouenbasuos Suraey 3t gmoysts | | I e e R [~
(Asnoraead (gL) Arenuue siy} 10j (OGT 9AI900I O} PomO[[e oIe ‘aweyds uoljeiSejurad sygouaq| sygouaq|
joaqer| qnups ® jo jied e se yiom Arejunjoa Surop syuardroei-(sjgeusq oreyom) €M (90/T/T JO SV eog| ‘[dwoun 0 ‘[dweun| 900z
T [ 7 77 7 7 Tpousyoqe uvaq sey vEM U3 VIM OU$ JO UOIONPOIJUL OUY Upm snoouejmuarg | | I I N R R I [
"SOINI YIA\ MU oY) 03 SUIpIodde possesseal oq [[IM ¢F uey) 1eSunoA oydoad pue so[nd
OVM PIO 243 03 BuIpioooe possasseal oq [[IM (¢ pue Gf usemjaq poSe ojdoog -ofe 1oy suotsuad|
uo Surpuedep 210joq uRYY A[JUSISPIP POSSOSsLal oq IdAIMOY [[Ia Ao, “(OVM) Wo3sAs piol o8e-plo pue|
SU3 Ul UTRWSI [[IM S3YOUSG OVAN OA19001 Apesife oym o[dod] 'VIA OU3 Aq pouisros oq|  sewoeyos| sowayos|
03 351y oYy oq [[IM FOOZ Arenuer oouls [[1 owoosq oaey oym ojdosg (parqesip Ay 1oy)| Ked spis  Ayrprreaut]
VAL 2u3 pue (po[qesip A[ferpaed 103) YOM ) ‘SJUOWESURIIE OM) JO SISISUOD VM OU,J pue|  ‘queweirjol
ss000€| (UPSOWIOASPIOIY IPBU UOWONU] U MIOA\ 39A) VIAL OU3 ojur peSueyo sey OVA\ oUJ] Apprreau] Apreg] 0 1 14 Ayiqesip|900z
- r--17T---—-"""7>">"=>"">">"">"”>">"~>"=>""~>""” 7 ‘sjgoueq 1oy eso] oqm o[doad 10j eweyos |  sworswed| |~ T 7| e e e R R [~
uoryeiBourer yIoA) - (poydwoxs oIe Gg URY) IOP[O) SIYDUSQ AII[IGESIP JO SSO| 03 Burpes] s8e-plo pue]
Aqrenyusjod ‘BI9)IId 1990113S JO SISBq OU) UO pourmrexe-ol oq [[tm o[doad pojqesi] ‘soSem|  souwreyos sowoyos|
Areguoworddns yym pordnoo saom jo uorjduwmsas o3 uo jnd oq [[im siseydwe oyy oweyos Aed iy Ayrprreaut]
puoses oy ur ‘sowrSor [BS0] JUSIOPIP Om] Aq PoUIoAoS oq [[Im AI[IqEsIp [euorednood pue| ‘“quowoarjel]
ssoooe| (erpted pue [y : (QVAM) 30y eouransu] Ajiiqesiq [euorjednoo oyj jo waogey| Ajipireau e gl 2l 1 1 1 Ayiqesip| 002
CEE
s - mora st arurovess]
eore -yey| ssuop|  -1a8 DHO| -0 u u uy
ojong)  odAl wiojey  oyrodg wory MON [EO1391001, 1900d (M. 3T 10N ION  ION 19818, 1eox

“peNuUIIod ()T°E O[qeL

95






3

Active Labor Market Policy by a Profit

Maximizing Firm

3.1 Introduction!

It is well documented that subsidized private sector employment programs (SPSEPs)
in which the government pays firms to provide experience to unemployed workers,
seem to perform relatively well in bringing unemployed back to work.? This chapter
investigates the effectiveness of a pure private employment program to find out whether
such a program can also be beneficial for both unemployed workers and firms. We
explore this question by analyzing the effectiveness of a large Dutch firms’ employment
program, based on a unique data set covering a period of 23 years and data on one
thousand participating persons. We find that this pure private program performs
markedly better than public programs.

One of the private components that give SPSEPs an advantage over other forms of
Active Labor Market Policy (ALMP), is that SPSEPs more closely resemble a regular
work environment and hence facilitate the build up of relevant human capital (Sianest,
2008). Other advantages of private involvement are that participation in a SPSEP
works as positive signalling towards future employers (Gerfin et al., 2005) and similarly
it is a very direct way of demonstrating one’s abilities to employers (Graversen, 2004).
Although these benefits can be ascribed to private sector involvement, these programs
are still initiated, designed, administrated and evaluated by the public sector. Several
aspects of this program setup create scope for cream-skimming. First, since these
programs are mostly evaluated based on their post-program effects, caseworkers have
an incentive to select the most employable - which are not always those who stand to

IThis chapter is joint work with Joan Muysken and Riccardo Welters.

2Gee for instance Kluve (2010), Card et al. (2009) for metastudies confirming this or Jaenichen
and Stephan (2009), Sianesi (2008), Graversen and Jensen (2010) and Carling and Richardson (2004)
for microeconometric evaluation studies confirming this.
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CHAPTER 3

benefit most from it. (Aakvik et al., 2005). Second, Martin and Swank (2004) show
that persuading firms to participate in AMLP entails more than just a wage subsidy
and, somewhat related, Martin and Grubb (2001) present results that suggest that
firms’ participation in these programs is positively linked to the quality of participants
they can expect. Thus even if caseworkers were able to identify flawlessly those who
would benefit most from participation, they would need to think twice before actually
selecting them, as these participants might not satisfy the firms expected quality.

In case of a pure private program there is obviously no need to persuade the firm to
participate since it is their own program. Hence the delicate balancing act is no longer
required. A pure private program would still enjoy the advantages already mentioned.
In addition, it may be attractive for a firm to run a private ALMP for reasons we will
investigate.

The remainder of this chapter is structured as follows. We elaborate on the program
we study in Section 3.2. In Section 3.3 we analyze the outflow data of the program
and in Section 3.4 we discuss the performance of the WGP. In Section 3.5 we present
a number of benefits for the firm when running a pure private labor market program.
Section 3.6 concludes.

3.2 A private initiative: The Philips Employment Scheme
(WGP)

The unemployment rate in the Netherlands rose dramatically in the early eighties
peaking at a record high of 10.2% in 1983 (CPB, 2009). Among the unemployed were
a large number of youngsters, below age 23. This development induced the government
and unions to agree on a package of reforms called the Wassenaar agreement in 1982.
An important element of this agreement was an economy-wide reduction in working
hours to split the same amount of work into more jobs. However, Philips Electronics,
the Dutch multinational known for amongst others its household appliances and
lighting products, preferred a different approach to combat unemployment and make
its contribution in these times of need. Since it was one of the largest employers
in the Netherlands, it was able to implement its own course of action. Instead of
reducing working hours, Philips created the ‘Youth Work Plan’ (JWP). The JWP
offered unemployed youngsters one year of work and training with Philips and had
639 participants by the end of 1983 - its inaugural year (van der Bruggen and van
Schagen, 2001). The JWP ran successfully until 1986 at which time the number of
youth unemployed had declined substantially. According to van der Bruggen and van
Schagen (2001) the apparent success of the JWP led unions to embrace it, which
in turn led Philips and the unions to incorporate the JWP into the centralized
wage agreement. This meant that part of Philips’s wage budget was allocated to
the program. At the same time the scope of the program was expanded to include
other groups of unemployed; the JWP morphed into the Philips Employment Scheme
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3.2 A PRIVATE INITIATIVE: THE PHILIPS EMPLOYMENT SCHEME (WGP)

(WGP). To avoid confusion with the commonly used abbreviation PES for Public
Employment Services, we will abbreviate Philips Employment Scheme to ‘WGP’
(based on ‘Werkgelegenheidsplan’, the Dutch name of the program). The basic
setup however, remained largely unchanged and still entailed one year of full-time
employment and training at Philips. Participants receive the legal minimum wage
and the training component’s objective is to obtain a vocational qualification and
therefore includes a substantial theoretical component. However, the WGP goes
beyond vocational education. It comprises a considerable amount of on-the-job
training and also job counselling services are provided, including job interview training
and personal development training. The WGP therefore can be considered as an active
labor market policy comparable to the subsidized private sector employment programs
mentioned in the introduction.

By design, employment in the WGP is not conflicting with existing (regular)
employment at Philips. If there were no WGP, the tasks performed by WGP
participants would simply not be performed. Moreover, strict monitoring by
independent, auditors ensures that the target group of disadvantaged unemployed is
indeed reached. Each year the HRM department of Philips allocates WGP jobs over
the various Philips establishments. The main consideration for this allocation are the
future job prospects of participants. Since Philips has plants and offices operating
in various industrial sectors and regions throughout the Netherlands, the future job
prospects differ per region and subsequently the choice as to which outlets are assigned
to open WGP jobs matters (Welters, 2005). Due to this regional and sectoral variation,
this allocation process turns out to be an interactive process between the central HRM
department and local HRM staff. Philips aims at a yearly WGP inflow of one percent
of total employment at Philips.

Figure 3.1 shows the number of participants entering the WGP compared to total
Philips employment and unemployment. On average Philips attains the one percent
target, but the inflow varies substantially over time, which several WGP managers
attribute to the difficulty to attract suitable candidates during economic upswings.
The figure corroborates this finding since the periods in which the one percent target
is not attained feature low unemployment.

The data used to construct the figures in this section originate from WGP annual
reports from 1987 to 2008. Table 3.1 presents summary statistics of the most important
variables in this dataset. The most striking feature of the data is the job finding rate
of almost 70% measured one year after WGP exit. Judging by this gross measure
of effectiveness the WGP seems to perform admirably, but ultimately we need to
assess its net effectiveness. This necessitates a more subtle and in depth analysis of
the performance of the WGP. This performance crucially depends on three stages:
selection of the participants, treatment and outflow counseling. In the subsequent
section we elaborate on the design of each of these stages.
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Figure 3.1: WGP inflow
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Table 3.1: Summary of annual data

Variable (N=23 years) Years Mean  Min Max
Total employment PhilipsNL 1987-2010 36,202 14,217 70,942
Total inflow 1987-2009 427 143 768
% males in inflow 1988-2009  57.1 38 76
Average age of inflow 1988-2009  31.2 23.5 35.8
Job finding rate 6 weeks after WGP exit | 1987-2007  60.7 40 79
Job finding rate 1 year after WGP exit 1995-2007  69.6 50 84

3.2.1 Selection

Four selection criteria apply to be eligible to participate in the WGP. First, a candidate
must be formally registered as unemployed.> The WGP then explicitly targets those
unemployed with the largest distance to the labor market, which is the second criterion:
that is, long term unemployed, early school leavers, unemployed from ethnic minorities,
refugees, persons with a disability and higher educated persons with weak ties to
the labor market. Third, a candidate should have the potential to successfully
complete the practical and theoretical training component that is part of the WGP
treatment. Philips cooperates with public and private sector intermediaries (both
paid by government agencies) to find candidates that match these three criteria. It is
anticipated that a candidate should possess a certain level of willingness to participate

3An exception to this rule was made for three groups: women reentering the labor market, early
school leavers and disabled.
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and this constitutes the fourth criterion, which is tested at the relevant Philips outlet.
In principle, all four criteria have to be satisfied.

We compare the characteristics of the inflow into the WGP to the characteristics
of the total population of unemployed in Figures 3.2 and 3.3. For Figure 3.2 we use
information from a dataset on about 8,900 WGP participants - see Appendix I for
details. The only available information is age, education, gender and start year and
duration of WGP. For Figure 3.3 we use a different dataset on about 1,000 individuals,
described in more detail in Section 4.2 and Appendix I.

Figure 3.2: Education level of WGP inflow compared to total population of
unemployed
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Compared to the total population of unemployed, Figure 3.2 shows that low
educated unemployed are over-represented in the WGP and Figure 3.3 shows that long
term unemployed are generally over-represented in the WGP. This exemplifies that
the inflow of the WGP does not represent the -a priori- most employable unemployed
available.

Additionally, Table 3.2 provides further evidence of the (un)employability of
participants.  Until several years ago, the public employment services assigned
the unemployed to degrees of employability, where degree one indicated an easily
employable person and degree four a hardly employable person. Table 3.2 is based on
the only available sample of our data that contains this labeling. The participants in
this sample have been positioned throughout different Philips outlets between August
2002 and April 2003. Therefore this sample implicitly includes the efforts of various
intermediaries and various Philips floor managers and WGP coordinators. Over
ninety percent of participants in this sample are considered to be ‘legitimate’ program
participants (degrees, 2, 3 and 4) and almost seventy percent of the participants in
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Figure 3.3: Unemployment duration of WGP inflow compared to total population of
unemployed
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this sample are considered tough or virtually impossible to reintegrate as they belong
to degrees three and four. Less than nine percent of participants are from the most
employable segment of unemployed.

A final observation is that the participants of the WGP are relatively young and
male when compared to the average unemployed. As we will elaborate in Section 3.4,
this is in favor of their employability.

Table 3.2: Employability of WGP inflow: a sample of August 2002 - April 2003

Degree Definition In sample % Cum.
4 Unemployable 10 10.9 10.9
3 Unemployed with such a distance to the labor market that 53 57.6 68.5

job-finding chances have been reduced significantly

2 Unemployed who are less easily employable but are able to 21 22.8 91.3
find a job within a year with support of schooling or subsidy

1 Unemployed who are easily employable and can find a job 8 8.7 100
without financial support within a reasonable time span

Total 92 100
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3.2.2 Treatment and outflow counseling

The treatment in the WGP consists of one year of work experience combined with
formal training that leads to a vocational qualification. Since the end of the nineties,
half of the WGP participants start with a five month pre-program because their initial
qualifications are too low to enter the WGP directly. They would not be able to
attain the vocational qualification within the standard WGP time frame of one year.
After this pre-program they enter the WGP proper (van der Bruggen, 2004). Many
participants are also not able to complete the entire WGP treatment in one year and
are offered a 6 or 12 month extension. These developments exemplify the large distance
to the labor market of many candidates.

The type of training that a participant receives depends on the nature of the
particular WGP job. Many of the WGP participants still complete the VaPro degree,
which is a widely recognized qualification in the Dutch process industry. However,
due to changes in the labor market and in the qualifications of participants, there has
been an increase in the number of participants that complete a degree in other fields
such as administrative, secretarial and ICT skills. The knowledge and skills acquired
during the training are brought into practice on the job. Throughout the entire WGP
period the participant receives regular supervision, counseling and guidance primarily
from within Philips but occasionally also from the intermediary.

Outflow counseling starts three to six months before the end of the WGP period and
is provided by the intermediary that proposed the participant for the program. Specific
counseling activities vary but generally include individual job interview training and
personal development training. After exiting the WGP all participants are contacted
twice to answer a number of questions about their participation and their current
situation. First, six weeks after exiting the participants are sent a large paper
questionnaire, which is completed by on average 59 percent. One question, asked
in this questionnaire, is whether the former WGP participant is currently employed.
Since 1995, this question is asked again one year after exiting the WGP and this
time, participants who do not respond to the question in writing, are also contacted
by telephone. This extra effort helps bring the total response to this question to on
average 88 percent. The answers have been aggregated by Philips and were used in
the annual reports about the WGP. Figure 3.4 shows the aggregate job finding rate
over the history of the WGP.

On average sixty percent of respondents report to be employed when asked six
weeks after exiting the WGP whereas this increases to seventy percent after one
year. On average 15% of respondents were employed by Philips at completion of the
WGP period, while this figure has varied from 11 to 34 percent.* When asked about
their general opinion on their WGP period, on average seventy percent of respondents
answer ‘satisfied’ or ‘very satisfied’ (on a five point scale).

4Tn Section 3.3 we present estimates showing that young and academically qualified participants
are more likely to be employed by Philips after completing the WGP than others.
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Figure 3.4: Aggregate job success of WGP
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3.3 The gross effect of the WGP

In Section 3.2 we found that on average seventy percent of participants hold a job
when interviewed one year after leaving the WGP. In this section we take a closer look
at the WGP to investigate what factors influence its job finding rate and the quality

of its participants.

3.3.1 Who get a job after the WGP?

To analyze the determinants of the job finding rate of the WGP participants, we
use both aggregate annual data (see Table 3.1 for a description) and individual
questionnaire data. Although the questionnaires have been in use since 1987 and their
results are still available in aggregate form, the participants’ individual answer sheets
are only available for the period 1999-2007. (See Appendix I for more information.)
Table 3.3 presents the results of two models that shed light on job finding
chances after the WGP. The aggregate model uses the job finding rate (6 weeks
after program exit, as shown in Figure 3.4) as dependent variable and the individual
model uses a job finding dummy. Both models show a positive relation between
the job finding rate/dummy and unemployment at time of inflow and a negative
relation with unemployment at time of outflow. This second relation suggests that
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Table 3.3: Explaining participants’ job finding chances

Data used Yearly aggregates Individual
Period 1988-2007 1999-2007
Regression OLS Probit
Dependent variable Job finding rate Job finding dummy
Unemployment at time of inflow 7.00kxx  (1.99) 0.30%xx  (0.09)
Unemployment at time of outflow —9.22xxx  (1.87) —0.50%%x  (0.09)
Age —0.03%*x  (0.01)
Gender 0.06 (0.08)
Prior education:
Average educational attainment® 0.10%xx  (0.02)
Primary school reference
Low level vocational /secondary —0.01 (0.17)
Middle level vocational /secondary —0.03 (0.16)
High level vocational 0.06 (0.18)
University 0.28 (0.20)
Unemployment status —0.44 %% (0.15)
Unemployment duration:
0-6 months reference
6-12 months 0.05 (0.12)
12-24 months —0.13 (0.13)
24-48 months 0.19 (0.15)
48+ months —0.05 (0.16)
If unemployed, what age:
Age 16-30 reference
Age 31-40 0.37xx  (0.14)
Age 41-50 0.33 (0.22)
Age 51+ 0.26 (0.31)
Constant —0.25 (0.18) 1.70%xx  (0.40)
N 20 years 996
R? 0.77
Durbin-Watson D-statistic 2.16
Correctly classified by probit model 61.35%

stk

@ Average number of years of schooling
Standard errors in parentheses

= significant at 1%, ** = significant at 5%, * = significant at 10%

higher unemployment at time of outflow means a lower chance to find a job. This
seems logical as more job seekers compete for the same number of jobs. The first
relation indicates that participants who enter the WGP when unemployment is high,
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have a higher chance to find a job after their treatment than participants who enter
the program in a low unemployment period. This is consistent with findings from
for instance Kluve (2010) and Lechner and Wunsch (2009). Lechner and Wunsch
(2009) show that ‘all else equal” higher unemployment at time of inflow into (training)
programs correlates positively with the programs’ effects.” However, even though our
individual model corrects for some participant characteristics, we suspect that the
positive relation between unemployment at time of inflow and the program success is
also driven by unobserved participant characteristics which are more favorable when
the pool of unemployed is large. Evidence of this is given in the discussion of Table
3.5.

With regard to educational background the aggregate model shows that a higher
average educational attainment corresponds with a higher average job finding rate,
whereas the individual model which distinguishes between education levels shows
no significant effect. The variable ‘Unemployment status’ is a dummy variable
that distinguishes participants that entered the WGP without having been formerly
registered as unemployed (dummy=0, remember from Section 3.2.1 that these consist
of women reentering the labor force, early school leavers and disabled) from those that
had a registered unemployment history (dummy=1). We observe that participants
without a registered unemployment history have a higher chance to find a job after
the WGP. A possible explanation for this could be that these participants are more
intrinsically motivated to get back to work (in the case of women reentering the labor
force because they make the deliberate choice to re-enter the labor force) and that
they have not suffered from a discouraged worker effect.

Age and gender have no significant impact on the aggregate model or its robustness
and were left out. However, the individual model shows that an increase in age has
a negative effect on the chances of finding a job. Interacting age-groups with the
‘unemployment status dummy’ shows that participants between age 31 and 40 have
a higher chance of finding a job after the WGP than the reference group of 16 to
30 year old’s. Both the duration of unemployment and gender are not significant in
the individual model. This suggests the WGP is quite successful, given the intrinsic
qualities of the candidates.®

3.3.2 A closer look at the inflow of the WGP

To further investigate if higher unemployment leads to better qualified participants we
zoom in on the (dynamics of the) inflow quality in the WGP. In Table 3.4 we present
OLS estimates of the effect of ‘unemployment at time of inflow’, gender and age on

5One explanation they provide is that in times of high unemployment, non-participants experience
fewer job matches or worse matches than when unemployment is low and this reflects negatively on
their future prospects, whereas program participants enjoy a stable program situation and do not
incur unfavorable matches.

6We tested this model on several levels of geographical aggregation for unemployment -i.e. also
looking at regional and municipal unemployment. However, the results remain qualitatively the same.

66



3.3 THE GROSS EFFECT OF THE WGP

the quality of participants.” The quality of participants is measured as the ratio of
the participant’s years of schooling to the labor force average years of schooling in
the year of inflow. We constructed this ratio to correct for possible bias that might
arise due to the rising trend in the labor force’s overall education level. The first

Table 3.4: Effect of labor market conditions on participants quality, 1987-2006

Educational attainment®

Unemployment at time of inflow 0.04 (0.00) *
Gender:

Male reference

Female —0.04 (0.01) %=
Age groups:

16 - 30 years reference

31 - 40 years —0.02 (0.01) * *

41 - 50 years —0.04 (0.01) %=

> 50 years —0.06 (0.03) = *
Constant 0.74 (0.02) %

R? 0.06

N 6611

*okk

= significant at 1%, ** = significant at 5%, * = significant at 10%

@ Participant’s years of schooling to labor force average years of schooling ratio
Standard errors in parentheses

Based on our dataset on 8,928 participants

result we observe is that, the higher the unemployment rate at time of inflow, the
higher the educational attainment of participants entering the WGP. Whether this
results from self-selection or selection by intermediaries/Philips cannot be answered
with certainty. Albeit neither gratifying nor original to argue, it’s most likely a
combination of both. We also find that, relative to participants from the age group of
16 - 30 year, participants from older age groups have a lower educational attainment
relative to the labor force average. This is not surprising since recent generations
stay in education longer and hence the average educational attainment of the labor
force has risen steadily during the last decades. Finally we observe that female WGP
participants appear to have a lower educational attainment.

By analyzing the time participants spent in the WGP we can provide an alternative
analysis which more clearly shows the business cycle effect on the quality of inflow.?
A ‘bread-and-butter’ WGP treatment takes twelve months. Thus when a person takes
more than twelve months to complete he or she apparently needs more time to be

7Again we also looked at various levels of geographical aggregation for unemployment and again
we found qualitatively the same results.

8As presented in Appendix I, our ‘8900 dataset’ contains a variable measuring the time spent in
the WGP. This is measured as duration in months.
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deemed ready for outflow, and is likely to have been relatively less qualified at time of
inflow.? Based on this assumption we construct a dummy variable equal to ‘0’ when
participants spent at most twelve months in the WGP, and equal to ‘1’ for participants
who spent more than twelve months in the WGP.1® We tested the sensitivity of this
dummy to the business cycle and the characteristics of the inflow with a probit model.
Table 3.5 contains the results.

Table 3.5: Effect of business cycle and inflow characteristics on time spent in WGP,
1987-2006

Duration dummy

Unemployment at time of inflow —0.20 (0.02) %%
Gender:
Male reference
Female —0.40 (0.05) *#x
Age groups:
Age 16-30 reference
Age 31-40 0.12 (0.05) * =
Age 41-50 0.27 (0.07) % xx
Age 51+ 0.23 (0.15)

Prior education:

Primary school reference
Low level vocational 0.08 (0.07)
Low level secondary —0.10 (0.08)
Middle level vocational —0.05 (0.07)
Middle level secondary —0.16 (0.11)
Top level secondary —0.17 (0.16)
High level vocational —0.37 (0.10) s s
University —0.46 (0.12) % *x
Constant 0.03 (0.11)
Correctly specified by probit model 91.45%
N 6611

*** — significant at 1%, ** = significant at 5%, * = significant at 10%
Standard errors in parentheses

We observe that women are less likely to spend more than twelve months in
the WGP and that middle aged participants are more likely to stay longer in the
WGP than the youngest participants. Furthermore both high level vocational and
university educated participants are less prone to spend more than twelve months in
the WGP. The business cycle effect manifests itself as the negative relation between

91n Section 4.2 we already mentioned that less qualified participants are regularly offered a 6 or
12 months extension.

10Gince an extension lasts a fixed 6 or 12 months there is hardly any variation in the duration so
we used a dummy variable instead of actual duration in months.
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unemployment at time of inflow and the duration dummy. When the labor market is
tight and unemployment is low at time of inflow, participants have a higher chance
to spend more than twelve months in the WGP and are likely to be less qualified.
Thus participants are ‘locked-in’ the WGP longer when unemployment was low at
time of inflow. However, our explanation (a person needs more time in the WGP to
be qualified enough to successfully exit the WGP) differs from the usual explanation
that ‘locking-in’ occurs due to reduced job search efforts on behalf of the participant.
Thus even though we correct for several significant participant characteristics we still
find that the unemployment rate at time of inflow matters for the duration spent in
the WGP. This supports our impression from Table 3.3 that unobserved participant
characteristics vary with the size of the pool of unemployed.

3.4 Performance of the WGP

We now turn to assessing the performance of the WGP. To assess the performance, we
need to conduct a counterfactual analysis, i.e. what would have happened - in terms of
labor market outcome - to participants if they had not joined the WGP? To conduct
such a counterfactual analysis we apply the nearest neighbor matching technique - see
Dehejia and Wahba (2002) for its theoretical validity.

We use data from the Labor supply panel, which is collected bi-annually by
the Netherlands Institute for Social Research since 1985. The labor supply panel
is a representative sample of the Dutch labor force - see Fouarge et al. (2006).
Since it is rotating, we can track respondents and trace changes in their labor
market position. Information on gender, age, residence, unemployment duration and
educational attainment is readily available. Moreover, this information is consistently
available for the period for which we have information on WGP participants. We
therefore decide to exploit this data to conduct the matching estimator analysis.

First, we need to establish the length of the period between start of the WGP
program and the time at which the WGP participant is interviewed about their job
find success. We find that the mean treatment period for WGP participants is 12.6
months. The small standard error (0.19 months) indicates that variation in program
participation length is rather small. Consequently, we assume that every WGP
participant will stay in the program for 12.6 months. Since Philips interviews program
participants six weeks (equivalent to 1.4 months) after concluding the program, the
average time between starting program participation and the job find interview is 14
months. Therefore, to ensure accurate matching, we simulate this time window for our
control group, i.e. respondents from the labor supply panel exploiting retrospective
information in the questionnaire. We conduct this procedure for the labor supply
panels for the years 1994, 1996, 1998, 2000, 2002, 2004, 2006 and 2008 (using 2008
to establish transition rates only, discarding any panels prior to 1994), to collect a
group of unemployed who can serve as a control group in our analysis. We ensure that
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respondents from the labor supply panel can only enter once in our control group (we

select the first entry and discard any subsequent entries).

We end up with a group of 384 unemployed who constitute our control group,

while we have 780 WGP participants, who have been exposed to the treatment.

Table 3.6 gives descriptive statistics of the variables we will use in our matching

estimator. We note that WGP participants experience slightly longer uncompleted

spells of unemployment, have slightly higher educational attainments, are concentrated

in southern Netherlands and are more likely male and younger. Finally, we note that

the average job find rate of WGP participants is higher.

Table 3.6: Descriptive statistics of matching variables (mean values)

Matching variables

WGP participants

Non WGP participants

Unemployment duration:
6 months or less
6 months - 1 year
1 year - 2 years
more than 2 years

Educational attainment:
Primary school
Lower vocational
Middle vocational
Higher vocational
University

Spatial identifier:
Northern Netherlands
Eastern Netherlands
Western Netherlands
Southern Netherlands

Gender:
Male
Female

Age:
Average

Job find rate:
After 14 months

0.26
0.26
0.21
0.26

0.08
0.28
0.37
0.17
0.10

0.22
0.16
0.01
0.62

0.55
0.45

36.5

0.55

0.33
0.19
0.20
0.28

0.11
0.40
0.28
0.14
0.08

0.16
0.22
0.36
0.26

0.41
0.59

39.7

0.39

To perform this matching estimator, we need to impose the number of matches

(in the control group) for each treated respondent. This choice is a trade off between

similarity of respondents in the control group to the treated respondents and robustness
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of the comparison. That is, a high number of required matches ensures robustness of
the comparison, but we may start including control group respondents who are not
that similar any more to the treated respondents as the nearest neighbor is. We follow
Abadie and Imbens (2002) and set the number of matches equal to 4. Since the sample
size of the treatment group is larger than the sample size of the control group, we also
tried lower levels of required matches. Lower level of required matches do not change
our results in a significant manner. Finally, since we are testing the success of an
existing program, we present the sample average treatment effect.

Table 3.7 contains the results, in which we progressively add matching variables.
We start with the vacancy rate (to control for business cycle differences over time)
and year dummies (to control for potential institutional changes throughout the time
window). Adding more matching variables to the matching procedure gives some
expected effects:

- Program participants are more often male, which in those years made them more
employable, ceteris paribus, lowering the treatment effect.

- Program participants are younger, which made them more employable, ceteris
paribus, lowering the treatment effect.

Table 3.7: Measuring WGP treatment effect using nearest neighbor matching
technique

Matching variables Sample average treatment effect
(1) Vacancy rate and year 0.30ssx (0.04)

(2): (1) + unemployment duration 0.2k (0.041)

(3): (2) + educational attainment 0.3 1ok (0.037)

(4): (3) + regional identifier 0.2k (0.038)

(5): (4) + gender 0.23% % (0.040)

(6): (5) + age 0.18%%x (0.041)
Sample size (WGP participants) 1,164 (780)

*

** = gignificant at 1%, ** = significant at 5%, * = significant at 10%
Standard errors in parentheses

Once we include the complete set of control variables, we note a statistically
significant positive average treatment effect of 0.18. Since our outcome variable is:
[0] unsuccessful in finding employment; [1] successful in finding employment, the
coefficient is the percentage point difference to find employment between participation
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and non-participation in the WGP program. Consequently, we find that the WGP
lifts the job find rate of participants by 18 percentage points.

The above analysis refers to persons in the control group who may have benefitted
from public treatment programs other than (public) employment, such as job search
assistance, job counseling and training. Groot et al. (2008) show that if public
reintegration treatment for unemployed persons is started in the first year, the job
find probability within 1.5 years increases by 0.9 percentage points. This implies that
our finding of an increased probability of finding a job of 18 percentage points due to
participation in the WGP is not seriously affected by the composition of the control
group with respect to participation in a reintegration program. It also implies that
the impact of the WGP is much larger than the impact of participating in a public
reintegration program - see also the discussion in the introduction.

3.5 What are the benefits to the firm?

There are a number of possible benefits for the firm running a private employment
program. The first possible benefit to the firm is that the WGP might serve as a fruitful
recruitment channel. Table 3.8 provides some quantitative evidence that supports this
notion. We constructed a subset of participants who found a job after their WGP
treatment and added a dummy with value ‘1’ if this was a job with Philips, or a
value of ‘0’ for a job elsewhere. This allows us to identify which type of participants
Philips favors to offer a regular job. In terms of independent variables we use a similar
structure as in Table 3.3.

We find that the unemployment rate at time of inflow negatively correlates with
employment prospects at Philips. To understand this finding, we need to go back
to Figure 3.4, which among others depicts the share of participants that find a job
at Philips over time. We note that this share is fairly stable (especially for the
1999 - 2007 period, which is the relevant time window for the regression above),
while the share of participants that find employment elsewhere fluctuates heavily.
We therefore assume that Philips has a policy of recruiting a stable share of WGP-
participants. We know from Tables 3.4 and 3.5 that if unemployment at time of inflow
is high, participants have higher educational levels and experience lower unemployment
duration. Consequently, they should have better job prospects regardless of program
participation. Therefore, the share of participants that find a job elsewhere (i.e. not
with Philips) will increase when the unemployment rate at time of inflow increases.
This in turn implies, that the share of participants who find a job with Philips in total
participants who find a job, decreases when the unemployment rate at time of inflow
increases.

Further, we note that Philips is less likely to employ participants whose highest
level of education is primary school. Other variables including age, gender and
unemployment duration do not play a major role in the firm’s decision to recruit
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Table 3.8: Who stay with Philips?, 1999 - 2007

Job with Philips

National level:

Unemployment at time of outflow 0.02 (0.14)

Unemployment at time of inflow —0.26x (0.14)

Age ~0.02 (0.01)

Gender —0.04 (0.12)
Prior Education:

Primary School reference

Low level vocational / secondary 0.56% (0.29)

Middle level vocational / secondary 0.50% (0.28)

High level vocational 0.19 (0.31)

University 0.80%xx  (0.31)
Unemployment status —0.19 (0.20)
Unempl. duration (if unempl.):

0-6 months reference

6-12 months 0.14 (0.18)

12-24 months —0.24 (0.22)

24-48 months —0.03 (0.22)

48+ months -0.07 (0.25)
Age group (if unemployed):

Age 16-30 reference

Age 31-40 0.20 (0.22)

Age 41-50 0.26 (0.33)

Age 51+ 0.93%%  (0.47)
Constant 0.00 (0.59)
Sample size 552

*** = significant at 1%, ** = significant at 5%, * = significant at 10%
Standard errors in parentheses

participants subsequent to program completion. Consequently, Philips uses educa-
tional attainment to select participants for post program employment, whereas age,
gender en unemployment duration play only minor roles. Obviously, since Philips is
able to monitor participants for a year, it may use other indicators (like motivation)
which remain unobserved in our analysis.

Another benefit is that running a private program for unemployed fits perfectly
in today’s era of corporate social responsibility and as such brings the firm some
positive externalities. This proposition featured amongst others, in a questionnaire
we sent to 69 Human Resource Managers of Philips Netherlands. We asked to what
extent corporate social responsibility, the added recruitment channel and improved
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union relations are perceived as reasons why Philips runs the WGP. The results are
summarized in Table 3.9, which shows that the distribution for all three reasons is
left-skewed.

Table 3.9: Reasons important to run the WGP

N=33 'Very unimp. Unimportant Neutral Important Very important
Corp. social responsibility 0% 0% 3% 27% 70%
Added recruitment channel 6% 18% 18% 48% 9%
Improved union relations 15% 9% 39% 33% 3%

This suggests that the WGP benefits the firm in terms of showing corporate
social responsibility, improved unions relations and an added recruitment channel,
underscoring the finding from Table 3.8. Especially in the Netherlands with its culture
of centralized wage bargaining, the value of good union relations is vital. A last benefit
of this program is that it is used to dampen productivity losses through the so called
‘combi-project’. This means that the participant can temporarily replace a regular
employee at times when the latter is away for training. This also implies that the
work experience the participants gets is as close to regular as can be.

3.6 Concluding remarks

The chapter explored whether a pure private employment program is beneficial to
both unemployed workers and firms. To this end we analyzed the effectiveness of a
large Dutch firms’ employment program: the Philips employment scheme (WGP). We
find an average treatment effect of 18 percent, which means that the average program
participant has a 18 percentage point higher job find probability than an unemployed
person who did not participate in the program, but otherwise similar characteristics.
The private program uses a carefully designed selection process, in which the focus on
the unemployed who need the treatment most is securely anchored. Additionally, the
treatment itself entails various private components of which the relative effectiveness
has already been established in the literature and confirmed by this chapter. The most
important of these is that the work experience gained during the treatment resembles
a regular job as closely as possible which provides a direct way of signaling one’s
capabilities to future employers. Interesting from both a business and policymaker’s
perspective is that running a private employment program also brings benefits to the
firm. Evidence presented in Section 3.5 shows that the program serves as a fruitful
recruitment channel, contributes to the firm’s image of corporate social responsibility,
helps improve union relations and can dampen productivity losses that occur when
regular staff receives off-the-job training.
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3.6 APPENDIX I

Appendix I: Data on individuals in the WGP

In this chapter we use three datasets. One dataset based on yearly aggregates
as summarized in Table 3.1 and two datasets with individual data. We describe
the two latter datasets in this appendix. The first dataset contains data on 8928
individual participants of the WGP. This dataset was originally extracted from
Philips’ administrative systems and is the most integral collection of WGP participants
available, containing 75 percent of all WGP participants ever. On the other hand we
obtained data on 1038 former WGP participants surveyed six weeks after the end of
their WGP treatment in the period 1997-2007. Both datasets are described briefly
below.

‘8900 dataset’

This large sample size comes with a trade-off since the information we have per
participant is limited to a number of ‘bread and butter’ variables. Table 3.10
summarizes the most important variables in this dataset. Looking at the various

Table 3.10: Summary of main variables ‘8900 dataset’.

Variable (N=8928) N  Mean Std. Dev. Min Max
Startyear WGP treatment 8928 1983 2009
Endyear WGP treatment 8712 1983 2009
Duration WGP treatment (months) 8712 10.0 4.5 0 24
Age 8928  28.5 8.2 16 60
Level of prior education (years of school) 7150 10.3 2.9 6 16

N Male Female
Gender 8928 5187 3741
Residential address 8928

statistics in the table, especially the means and standard deviations, we can state that
the WGP inflow is quite heterogeneous. Moreover, although this was never recorded
accurately enough to be used as a variable, we know from working with the data and
from qualitative sources that there is also a large variation in ethnicity of participants.
The level of prior education was originally defined in eight categories specific to the
Dutch education system. Table 3.11 provides the number of WGP participants from
each educational background. For later analysis we translated these categories into
'years of school” as shown in the last column.

‘Questionnaire dataset’

The most detailed information on individuals who have participated in the WGP comes
from the ‘Questionnaire dataset’. This dataset stems from Philips databases in which
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Table 3.11: Prior education level of WGP participants.

Prior education N %  Years of school
LO (Primary school) s 1280 17.9 6
LBO (Low level vocational) } LO + LBO: Primary 1581 22.1 9
MAVO (low level secondary) 1022 14.3 10
MBO (middle level vocational) ] 1302 18.2 10.5
HAVO (middle level secondary) MAVO - VWO: Secondary 466 6.5 11
VWO (top level secondary) 183 2.6 12
HBO (high level vocational) ) . 813 114 15
WO (university) } HBO + WO: Tertiary 503 7.0 16

the returned questionnaires are stored. It contains the answers of 1038 former WGP
participants surveyed six weeks after the end of their WGP treatment. We observe
1038 participants since we could only retrieve the individual questionnaires sent out
in the years 2000 to 2007. This includes persons who started their WGP treatment in
1997 and ended it in 1999. The average response to the questionnaire was 59 percent.
Table 3.12 summarizes the main variables.

Table 3.12: Summary of main variables ‘Questionnaire dataset’.

Variable (N=1038) N Mean  Std. Dev.  Min Max
Startyear WGP 1038 1997 2006
Endyear WGP 1038 1999 2007
Age 1038 35.2 9.6 17 58
Prior education (years of school) | 1012 11.6 2.8 6 16
N oo <6m  612m 12-2dm 24-48m > 48m
Unemployment before WGP 1025  18.2% 21.7% 20.6% 17.6% 11.7% 10.2%
Yes Yes Yes No No
N  Philips Elsewhere Temp  Study No
Job 6 weeks after WGP 1022 13.6% 20.6% 21.8%  3.0% 41.0%
N Male Female
Gender 1038  55.6% 44.4%
WGP location/Philips outlet® 1035

The substantial variations in age, prior education and unemployment duration
confirm the heterogeneity of participants observed in Table 3.10. In addition to the
variables reported in the table, the ‘Questionnaire dataset’ contains data on participant
satisfaction with the WGP treatment and answers to questions that enquire about the
intensity of supervision participants received from both Philips as well as the Labor
Office.

In Gerards et al. (2010) we show that this can be considered a representative
sample of the large ‘8900 dataset’ as it displays very similar movements in gender and
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age composition of participants. Due to differences in how prior education was defined
in both datasets, we could not construct a reasonable comparison of this characteristic
(even though we managed to translate them both into ’years of education’). In the
‘8900 dataset’, prior education was classified in 8 levels whereas the classification in
the ‘Questionnaire dataset’ contained only 5 levels. Especially the lower education
levels were more compressed into aggregates in the ‘Questionnaire dataset’, leading to
less accuracy there.
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4

The effects of firm sponsored general

training on low skilled workers

4.1 Introduction

Low skilled workers have been facing a growing wage inequality compared to high
skilled workers for the past 25 years (Machin, 2008) as well as a higher risk of becoming
unemployed (eg. Oesch (2010) and Gesthuizen, Solga and Kunster (2010)). Low skilled
workers need to be trained in order to improve their labor market position. Based
on seventeen years of panel data from administrative company records, this article
estimates the effects on wage, job promotions, job performance and involuntary job
separations of a firm sponsored vocational training program for low skilled workers.
Using an Instrumental Variables (IV) approach exploiting variation in training supply
I find significant positive effects of training completion on wages and job promotions
and a negative relation between training completion and the chance of an involuntary
job separation (getting fired).

There is a substantial body of literature on the effects of firm sponsored training
on wages (for instance Goux and Maurin (2000), Kuckulenz and Zwick (2004), Leuven
and Oosterbeek (2008) and Dostie (2010)). However, as noted in 2004 by Asplund and
Salverda and again in 2009 by Cuesta and Salverda, there are only very few papers
that focus on the effects of firm sponsored training on low skilled workers.

This chapter adds to this small literature on the effects of firm sponsored (general)
training for low skilled workers. The data I have exhibit a number of interesting
features. First, it is administrative company data. The main advantages and
disadvantages of the use of company data are outlined by Bartel (1995). An
advantage of using (administrative) company data is that it eliminates problems of
self-reported information because the training participation and further details are
recorded systematically. Moreover, by studying a specific training program within one
firm, a bias stemming from different definitions of training across firms is avoided.
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However, the main drawback of a company study is that generalization of the results
to other companies may be limited (Bartel, 1995).

The second distinguishing feature of this chapter is that the data cover a
comparatively long time-span. They include seventeen years of wage information
(1995-2011) and eleven years of job performance information (2001-2011) allowing
me to study the effects of training on these outcome variables over time. Furthermore,
seventeen years of data on the job-level of the included workers is available, which
makes it possible to study the effect of training on job promotion within the firm.

Third, I measure training completion. Most papers distinguish ‘training’ from ‘not
training’, whereby it is usually not defined whether ‘training’ means participation in
training (and possibly dropping out at some point) or the successful completion of
training. Participants that complete the training obtain a vocational qualification
which is widely recognized.

The remainder of this chapter is structured as follows. Section 4.2 presents a short
literature background followed in section 4.3 by a description of the training program
I analyze. This program is the Philips Vocational Qualification Program (VQP), run
by Philips Electronics Netherlands. Section 4.4 describes the data and the analysis
methods are discussed in section 4.5. The results of the estimations are presented in
section 4.6. Section 4.7 concludes.

4.2 Literature

4.2.1 Training, wages, job performance and employability

Most articles that study the effects of training focus on wages/earnings as
dependent variable of interest. Articles that study the effects of training on job
promotions, job performance and job separations are much less common although
some studies that analyze the effects of training on wages, also incorporate one or
more of these other outcome variables. In general, a positive relation between training
and wages has been shown in several papers such as Bartel (1995), Booth and Bryan
(2002), Kuckulenz and Zwick (2004) and more recently Dostie (2010). A positive
effect of training on job performance is found in for instance Bartel (1995), Krueger
and Rouse (1998) and Jones, Jones, Latreille and Sloane (2009). With regard to the
effects of training on firm-internal mobility, Pfeifer, Janssen, Yang and Backes-Gellner
(2011) who use personnel data of a sample of a German firm’s blue collar workers, find a
positive relation between (longer) training spells and internal promotions. Sanders and
de Grip (2004) analyze two waves of the Dutch OSA Labor Force Survey and find that
training increases employability of low skilled workers in firm internal labor markets.
Finally, Picchio and van Ours (2011) show that training lowers the probability of being
out of the workforce in the period after training. Thus training is often shown to be
positively related to the trained workers’ wages, job performance and employability.

As noted in the introduction, there is little literature that specifically analyzes the
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effects of training for low skilled workers. For low skilled workers, Cuesta and Salverda
(2009) show that human capital investment through formal education and on-the-job
training increases the chances to get a higher paid job and reduces the chance of
moving to a non-employment situation. Pavlopoulos, Muffels and Vermunt (2009) use
data from the Dutch Socio-Economic Panel (SEP) and find similar outcomes as Cuesta
and Salverda (2009). Unfortunately their data did not allow to distinguish between
firm sponsored or employee paid training, nor between general or specific training.
Krueger and Rouse (1998) is one of the few papers that use company data to study
a workplace education program for low skilled workers. Although they find a positive
relation between training and wage growth, a causal relation could not be proven and
the training is argued to be specific in nature. Finally, the above mentioned papers by
Sanders and de Grip (2004) and Pfeifer et al. (2011) focus on low skilled workers.

Based on the findings from the articles outlined above, I expect to find positive
effects of training on wages, job promotions, job performance and firm internal
employability, for workers who complete the VQP training.

4.2.2 General vs. specific training and the focus on low skilled workers

As the training program I analyze leads to a widely recognized vocational
qualification, it is at odds with the predictions of Becker (1962) that the firm sponsors
this training and that workers have to pay no part of it. Becker distinguishes between
general and specific training, which is one of the basic tenets of human capital theory.
The skills acquired through specific training are assumed to be useful only in the firm
where the training takes place, whereas the skills acquired through general training
are transferable to other firms. The standard theory predicts that firms are not willing
to pay for general training, as the trained worker could quit and take their new and
transferable skills with them to another firm (Becker, 1962).

However, research over the past decades has provided ample empirical evidence
and accompanying theoretical explanations of firms investing in general training.
Most of this later research has focussed on models with varying forms of imperfectly
competitive labor markets as opposed to the assumption of perfectly competitive labor
markets by Becker (eg. Katz and Ziderman (1990), Stevens (1994), Acemoglu and
Pischke (1998, 1999a and 1999b), Lazear (2009), Booth and Katic (2010). Overviews
are available in e.g. Leuven (2005) and Asplund (2005))." Given all this evidence,
the existence of firm sponsored general training appears to be a well established
phenomenon. However, most of these studies focus on training of high skilled workers

1One example of imperfect competition: Katz and Ziderman (1990) discuss the possibility of
information asymmetry between the employer that offers the worker training and other firms. Other
firms (that may want to recruit the worker) may not be able to exactly assess how much training and
of what type the worker has received. Therefore their wage offer will not fully incorporate the value
of this training and will reduce the likelihood that the worker can be enticed to switch employer.
Thus the worker’s current firm who is fully aware of the worker’s increased marginal productivity
gets to keep the worker at a wage between below the marginal product but above what an outside
firm would offer.
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or on a panel of workers containing all skill levels, not specifically on low skilled workers.
This chapter adds to this literature by confirming that firm sponsored general training
also exists when the general training is focussed only on low skilled workers.

4.3 The Vocational Qualification Program

Since 1983, Philips (a Dutch multinational known amongst others by its household
appliances, lighting products and medical systems) has run the Philips Employment
Scheme (PES) in which long-term unemployed are offered a year of training and work-
experience within the Philips organization, after which their employability is greatly
improved (see Gerards, Muysken and Welters (2010) for a detailed analysis of the
PES). The Vocational Qualification Program (VQP) builds on the knowledge and
experiences from training unemployed in the PES and was initially (in the year 2000)
aimed at roughly 2,400 low skilled employees. Many of these workers have more than a
decade of experience but they lack a formal qualification or have a qualification which
is too low to be competitive in the current labor market. In specific (Dutch) terms,
they lack a ‘start-qualification’. For a better understanding of the VQP I elaborate
shortly on the concept of ‘start-qualification” and present some statistics pertaining to
the Dutch situation.

The concept of ‘start-qualification’ is used in the Netherlands to provide a formal
classification of when someone is adequately skilled for the labor market. The start-
qualification is defined as the minimum level of education required to fully sustain
oneself in the labor market or to continue in higher education. This is set to a
successfully completed education on level 2 of the ‘WEB’ education legislation (‘Dutch:
Wet Educatie en Beroepsonderwijs (WEB)’), which corresponds to the international
standard classification of education ‘ISCED 3C short’. The number of years one
must spend in school without flunking to reach this level varies from 11 to 12 years
depending on the education type. Moreover, almost 23 percent of the labor force in
the Netherlands has no start-qualification as of 2010 (Statistics Netherlands (2010)).

Figure 4.1 illustrates the relatively weak labor market attachment of those without
a start-qualification. It shows the percentages of persons that are unemployed within
those parts of the labor force with and without a start-qualification for the period 2002-
2010. In this period, the unemployment rate for persons without a start-qualification
is on average 3.6 percentage points higher than for those who have a start-qualification.
This means the probability of being unemployed is almost twice as high without a start-
qualification. Additionally, the dotted line shows that when unemployment rises, it
rises faster among those without a start-qualification. This means that the relative
labor market position of these workers worsens during recessions. This is confirmed
by De Vries, Wolbers and van der Velden (2004) who find that during recessions the
start-qualification shifts from WEB level 2 to level 3 (ISCED 3C short to ISCED
3C long). In addition, they conclude that persons without a start-qualification more
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frequently find themselves in jobs with a relatively low job security and little new job
opportunities (De Vries et al., 2004).

Figure 4.1: Unemployment rate for workers without and with start-qualification.
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Source: Statistics Netherlands, Labor Force Survey (EBB)

The goal of the VQP is to train the low skilled but experienced workers within
Philips to meet the current skills demands of Philips as well as from the external labor
market. Ultimately, all targeted workers should obtain a training certification on at
least start-qualification level. From the start of the VQP in 2002 till June 2010, 1,508
employees gained a start-qualification and 525 workers were still in training or slated
to start and finish before Summer 2011. The program is supported by the trade unions
and a program framework is anchored in the collective labor agreement between Philips
and the unions. Within the scope of this framework, local Philips plants can tailor
the program to the specific training needs of their low skilled workers. The program
is sponsored by Philips and receives partial funding from the European Social Fund?.
All employees without a start-qualification were automatically eligible for the VQP.
Local plant managers were responsible for the practical implementation of the VQP in
their plant. Therefore there is no uniform policy how to determine which workers are
trained first when training capacity is limited. In some cases workers will have had a
pro-active role in being among the first to be trained, in other cases management has
allocated the workers into training on a variety of managerial grounds. As I observe
participants from all outlets there is no dominant selection mechanism present in the
data. Furthermore, I attempt to avoid selectivity issues by using an IV approach to
estimate the training participation as explained in section 4.5.

2The European Social Fund is one of the EU’s Structural Funds aiming to promote employment
in Europe. It is one of the instruments with which the EU supported the 2000-2006 Lisbon Strategy
and for 2007-2013 one of the the ESF’s goals is to increase lifelong learning (Hale, 2007).
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The training is tailored to the needs and abilities of the individual workers and
consists of both on-the-job training and classroom training. Training takes place during
normal working hours, with the exception of some theoretical homework. As the exact
details of training vary between workers, the duration of the training also varies. Some
workers have their training spread over two years to obtain the skills and knowledge
required to graduate with a certificate on start-qualification level. On the other hand,
workers with at least two years of work experience are often eligible for a pre-training
assessment using ‘Accreditation of Prior Learning’ (APL). This method tests both on-
the-job and theoretical skills to determine if a worker can be exempted from certain
training modules. For a limited number of workers (4.3%) the APL method led to an
instant certification on start-qualification level without any further training, as their
experience and knowledge was on par with the formal diploma requirements.

4.4 Data

The data originate from two sources. Training details such as start date, end
date and details on completion of the training are recorded by the outlets where
participants were trained. Further data such as age, gender and wage development
are obtained from the centralized personnel administration. Wages are available on a
yearly basis since 1995. Therefore I am able to construct a panel dataset consisting of
973 individuals up to seventeen years. This panel is unbalanced, as not all individuals
have been working at Philips since 1995. For several reasons the data do not include the
entire population of workers that were identified as low skilled in 2000. First, between
2000 and the actual start of the VQP in 2002 (and from 2002 onwards), the size of
the population has continuously changed. The sale of parts of the company such as
the sale of the Philips Semiconductors branch to NXP in 2006, involving in total 6.000
workers, and plant closures have led to a decline in the number of workers at Philips
across all layers of the organization, including some of the initially identified low skilled
workers. Second, due to the plant level tailoring of the program, training details had
to be collected and aggregated from numerous reports and databases which were quite
heterogeneous in their content and not always usable for analysis. These reductions
in sample size are not selective with respect to individual workers’ characteristics.
Therefore, there is no reason to assume that the final sample of 973 workers is biased
by selective dismissals or selective data availability?®.

3 Another possible source of selection bias can originate from the fact that we only observe and
compare workers who train and subsequently stay with the company and workers who do not train
and stay with the company. We do not analyze workers who train and shortly thereafter leave the
company or persons who do not train and leave the company shortly after the first opportunity at
training was offered (in 2002). However, analysis of job separations shows that more than 90% of
the trained workers stay with the company for the entire length of our dataset and another 6.5% of
the trained workers stay with the company for at least several years and are thus included in our
analysis. The remaining 2.5% of the trained workers that do leave the company shortly after finishing
the training have largely similar characteristics as the observed 6.5% that leave several years after
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4.4.1 Descriptives

Table 4.1: Descriptive statistics of sample

Variable N Mean Std. Dev. Min Max

Yearly wage* 973 21,123 3,929 5,360 50,215
Job-level* 973 27.2 5.62 0 50
Performance rating*® | 956 3.17 0.70 1 )
Year 973 2004 4.73 1995 2011
Gender 973 0.23 0.41 0 (male) 1 (female)
Age (in 2002) 852  38.75 6.64 19 56
Years of education 973 9.39 1.01 8 13
Marital status 973 0.64 0.48 0 (all non-married) 1 (married)
Tenure (in 2002) 852  13.75 8.36 0 35
Part-time factor 973  88.77 12.90 37.5 100 (full-time)
Shift work dummy | 973 0.53 0.50 0 (regular) 1 (shift work)

* Average over time per individual
For variables that increase with one step yearly (age and tenure) I present the 2002 value.
Some individuals only work at Philips since 2002, therefore N is smaller for age and tenure.

Table 4.1 summarizes the main variables. These descriptive statistics depict the
average individual in this sample as middle aged, predominantly male, with substantial
tenure and more often than not working in shifts. The mean education level is 9.4
years which correspond to ISCED level 2. This is two to three years less than the start-
qualification at ‘ISCED 3C short’, which takes 11 to 12 years of education to reach.
The mean of the average yearly wage between 1995 and 2011 amounts to 21,123 euro
which is significantly below the average yearly wage of 27,687 euro for an ‘Average Joe’
over the same period in the Netherlands.* These characteristics confirm that the VQP
targets those in danger of being economically marginalized (see for example Gesthuizen
and Wolbers (2010), Gesthuizen and Scheepers (2010) and Gesthuizen et al. (2010)
for recent studies on vulnerability of low educated workers in the Netherlands and
Europe.)

Table 4.2 shows the status of the individuals in our sample with respect to the
VQP training. Fifty percent of the individuals in our sample had completed the
training and obtained a vocational qualification. The age, gender and tenure statistics
of this group are quite representative of the average individual as portrayed by the
bottom row of the table which provides the overall means. Noteworthy are the above
average wage, age, percentage of males and tenure in the group that directly obtained a

finishing the training and are thus not likely to cause selectivity problems. Of the untrained workers,
none left the company shortly after 2002 thus there are no unobserved workers here.

4Calculated from Netherlands Bureau for Policy Analysis (CPB): Macro Economic Outlook 2011
(CPB, 2010).
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Table 4.2: Training status of sample

Mean Mean % Mean Mean Mean

Training status N % | wagein agein males yearsof tenure part-time
2002 2002 educ. in 2002 factor
1. Completed 486 50.0 | 20,014 38.3 75.3 9.5 13.1 89.8
2. Direct diploma by APL. 55 5.7 | 22,187 40.7 96.4 9.0 16.7 93.8
3. Dropped out 106  10.9 | 20,174 38.2 87.7 9.2 13.1 88.1
4. Currently in training 194 19.9 | 20,265 37.7 78.9 9.6 12.4 86.9
5. Does not want to 52 5.3 | 20,539 40.6 65.4 9.0 16.1 87.7
6. Has no qualification 80 8.2 | 20,842 414 58.8 8.9 17.0 84.7
Total / Mean 973 100 | 20,310 38.8 76.7 9.4 13.8 88.8

vocational qualification by way of an APL procedure. This makes intuitive sense as an
APL procedure assesses competencies an individual has developed and acquired over
time and hence older more experienced workers (which are often males due to their
traditionally stronger labor market attachment than women) are more likely to have
developed all the competencies for a direct certification. Two other groups that deviate
from the averages are those who do not want to train and those without qualification.
Both groups are older and have more tenure and wage than average and these groups
consist, of relatively more women and exhibit a higher frequency of less than full-time
work than the groups that have completed training. Finally, consider the drop-outs
who are slightly younger than average, have the somewhat less tenure than average
and a slightly below average amount of contractual working hours. Details on the
reasons for dropping out are not available (on the individual level).

4.4.2 Dependent variables
Wages

I observe yearly wages from 1995 to 2011. Every year wages at Philips are collectively
adjusted with an official wage increase percentage resulting from the collective
bargaining negotiations. For analyses performed in section 5.4, I derived real wages,
using the official yearly wage increases as a deflator. As I only analyze Philips
employees, using the actual collective wage bargaining percentage increase is a more
accurate correction for yearly trends in wages than using the Dutch inflation rate. This
procedure makes all wages comparable to 1995.

Job-level

The second dependent variable I observe over time is the job-level of the job the
individual performs. Job-levels range from 0 to 90 and the higher the number the
higher the job. To reach job-level 50 and onwards, one needs to have tertiary education.
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Within each job-level there is a range of wages a worker can earn, usually depending
on experience or tenure in that job. This type of structure is common in many public
and private sector organizations where there are several ‘salary-scales’ each with many
wage positions (steps) on the scale. In many such cases workers rise through these
positions with tenure but only jump to a higher ‘salary scale’ when they get promoted.
A common feature which is also present in our case, is that two neighboring salary
scales (in our case job-levels) have a largely overlapping structure of wage positions,
but that the higher of the two job-levels offers higher wages in the top positions within
that level. Figure 4.3 in Appendix II graphs the relevant part of the wage structure
at Philips. The increases in job-level present in the data, represent real promotions
with a higher possible end salary as tenure continuous to grow. In the case of the
low-skilled workers that are subject of this chapter, even a move from job-level 25 to
27 (an increment of 2 is the smallest possible) is considered a serious promotion and
comes with increased status and higher wages in the top wage steps. This information
can be used to analyze the relation between workers’ training and their firm internal
mobility.

Performance rating

In addition to wages and job-level the data also contains the performance rating
of individuals over time. Individuals are assessed annually which results in a score
between 1 (worst possible performance) and 5 (excellent performance). The data
includes these annual ratings from 2001 onwards. Analyses that incorporate this
variable thus include less years as it does not run back to 1995.

Job separations

The data contain information on the date a worker leaves the firm and the reason
for this. This information can be used to analyze the relation between a worker’s
training status and their external mobility. Many reasons for leaving the firm are
recorded in the data and I recoded these categories to capture the pivotal distinction
between voluntary and involuntary separations. The categories are: Quit (voluntary,
n=4); fired (involuntary, n=141); and still at Philips (individuals still work at the
firm, n=809). Table 4.3 shows the status of individuals with respect to training and
whether they still work at Philips or not.

Of those fired (involuntary) the smallest percentages are found among those who
completed the training, completed the training via APL or are still in training. As
a result these categories of workers feature the highest percentages to still work at
firm. Those who received their vocational qualification (diploma) as the result of a
100 percent score in the APL procedure are apparently highly valued by the firm as
only 8% were fired and the remaining 92% are still at work in the firm. Dropouts and
those who do not want to train show the highest percentages of having been fired.
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Table 4.3: External mobility: Training status and separation reason.

Completed Direct dipl. Still in - Does not  No qualifi- Dropout Total
via APL  Training  want to cation
Fired 42 4 29 18 17 31 141
9% 8% 15% 35% 22% 31% 15%
Quit 2 0 0 2 0 0 4
0% 0% 0% 4% 0% 0% 0%
Still at 438 48 159 32 62 70 809
Philips 91% 92% 85% 62% 8% 69% 85%
Total number 428 52 188 52 79 101 954
Total column % 100% 100% 100% 100% 100% 100% 100%

These results give rise to the suggestion that workers who complete the training and
therewith obtain a vocational qualification improve their (relative) employability. I
test this formally in Section 4.6.4.

4.5 Analysis methods

4.5.1 Wages

To assess the effect of training on wages I use a Mincer type equation (Mincer, 1974)
(equation 4.1) where W is the yearly wage, T is a dummy that records completion
of the training (all those in categories 1 and 2 in Table 4.2 receive value ‘1’ and
those in the remaining categories value ‘0’), ET (Education/Tenure) includes the years
of education, tenure and tenure squared; Vector PS (Part-time/Shift work) includes
the percentage of part-time factor and a dummy for working in shifts; Vector GA
(Gender/Age) includes gender, age and age squared; Y is a year dummy to correct for
the possibility of trends and p are standard errors clustered on the individual. This
pooled model is first estimated using OLS and fixed effects.

InWiy = a+ BT, + 0BT, +vPS; + VGl + ¢Yiy + iy (4.1)

The targeted group is low skilled, hence the ability distribution is expected to be
relatively narrow. However, as there likely are other unobserved variables influencing
the selection (eg. differences in motivation), I have to assume that selection effects
exist. Therefore, pooled OLS is not consistent and instead I use a fixed effects
Instrumental Variables estimator to instrument training participation and account
for unobserved variables. Using an estimator that only accounts for fixed effects would
still leave room for correlation between time-varying omitted variables and the included
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regressors. | combine this IV estimator with fixed effects, to correct for the possibility
that my instrument is not entirely exogenous and might be correlated to unobserved
time-consistent variables.

The instrument is constructed based on variation in the availability (supply) of the
VQP. The VQP was introduced in 2002 and did not exist before 2002. So the mere
absence of the program before 2002 and its introduction from 2002 onwards, creates
variation in the probability to go into training as in a natural experiment. Thus by
definition there was no possibility to train in the VQP before 2002. Starting with
2002, the VQP exists and each year there is the opportunity to start training. This
yearly opportunity at training is modeled with year-dummies. For instance, dummy
42 is 1 if the year is 2002 and 0 otherwise, dummy ‘i3’ is 1 if the year is 2003 and zero
otherwise, etc. Dummies i2 through i10 are used to instrument training participation.
These dummies have no relation to the dependent variable (wage) but do affect the
chance to train. Thus I assume this is a valid instrument.5’® 1 test for weak instruments
using the approach of Stock and Yogo (2005) who compare the Cragg-Donald statistic
(Cragg and Donald, 1993) to the critical values the former have specified. In all cases
the test statistic exceeds the critical value at 5 percent significance and we can reject
the null hypothesis of weak instruments.

In one of the estimations of training on wage I include an interaction term that
interacts the VQP completion dummy (1 if completed) with the number of years that
have passed since an individual has completed the VQP. For example, if an individual
has completed the VQP in 2005, this interaction term will be 0 in 2005, 1 in 2006, 2 in
2007 etc. The purpose of including this interaction term in the wage estimation, is to
uncover whether completion of the VQP puts the trained workers on a higher growth
path compared to those who did not complete the training.

4.5.2 Job-level and internal promotions

To estimate the effects of training completion on job-level I use two approaches.
First, although job-level is a cardinal variable I assume for a moment that it can
be interpreted as ordinal and can be estimated with linear methods. 1 base this
assumption on the observation that between the job-levels 15 and 45 that I observe
in the data, wages increase almost linearly with job-level. Moreover, predicted values
of the regressions presented later in Table 4.5 are all between 15 and 45. I apply the
same IV method as for the estimation on wages, substituting log wages in the equation

SData on other training that may have occurred before 2002 is not available, but as the VQP was
designed for the low skilled target population identified in 2000, any training that may have occurred
was not comprehensive enough to upgrade their skill level above low skilled.

S A more obvious but less precise instrument to use may be a dummy variable that is 0 prior to
2002 and 1 in 2002 and onwards. The dummy then represents the start of the VQP and with that
the opportunity to train, whereas there is no relation to wages. I tested the model using this dummy
as well and this lead to coefficients with the same signs and significance levels but of larger size than
the ones reported in the chapter. I attribute this to the relatively lower precision of using only one
dummy to instrument training.
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for the job-level. However, as this method relies on the assumptions of ordinality and
linearity, its results have to be interpreted with caution.

To provide an alternative way to estimate the effect of training on job-level I
construct a dummy that is 1 in each year where the job-level is higher than the previous
year and 0 in years when there is no difference with the preceding year. This represent a
‘promotion dummy’ which I estimate again with a similar type IV regression, changing
only the dependent variable. Using this dummy, interpretation of the results is not
restricted anymore by the assumptions made above. As I need to instrument for
training completion I choose to stick to pooled OLS and fixed effects models as the
benchmarks, instead of switching to probit or logit, as these latter two cannot easily
be combined with IV panel techniques.

4.5.3 Performance ratings

Instrumenting for training completion in the same manner as in previous estimations,
I investigate if training completion also has an effect on the performance ratings.

4.5.4 Involuntary separations: i.e. fired

To formally test if workers who complete the training and therewith obtain a vocational
qualification reduce their chances of being laid off, I construct a dummy variable that
is ‘1’ for every person that is involuntarily fired and O for those who have never been
fired. As the number of voluntary separations (quits) is very low (n=4, see Table 4.3)
we only analyze involuntary separations (lay-offs). Thus this ‘1 if fired” dummy is
constant for each worker/year combination and does not track the separation status
over time. Therefore I do not use panel estimation techniques but multiple cross
section techniques. I estimate the effect of completing the VQP training on the ‘1 if
fired” dummy using pooled OLS, probit, logit and IV estimators, with standard errors
clustered on the individual in all cases.

4.6 Results

4.6.1 The effect of training completion on wages and wage development

Table 4.4 shows the results of the estimations of training completion on wages. The
pooled OLS estimation serves as the standard benchmark, the fixed effects estimation
offers a more advanced benchmark and finally the IV FE estimations are the most
important ones, enabling inference about causal relations.

Column 3 shows that participants who complete the training and obtain a
qualification earn almost 4 percent more than those who do not train and hence do
not get a qualification. While a general positive relation between training and wages
has been shown in several papers (see Section 4.2) it is unique that I find this relation
exists for low skilled workers as well. The pooled OLS coefficient for VQP completion
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Table 4.4: The effect of training completion on wages

InWage
1 2 3 4
Pooled
OLS FE IV FE IV FE
VQP training completion 0.008 0.010%x% 0.039:xx 0.043%x%
(0.005) (0.001) (0.003) (0.005)
Interaction term: Years since diploma —0.006%xx
(0.001)
Year 0.003x%x% 0.0155%xx 0.014%xx 0.014%%%
(0.000) (0.000) (0.000) (0.000)
Tenure 0.006x%x  0.000 dropped dropped
(0.001) (0.000)
Tenure? —0.000%%  —0.000%%% —0.000%%% —0.000%%x
(0.000) (0.000) (0.000) (0.000)
Part-time factor 0.000
(0.000)
Age 0.017#%x
(0.002)
Age? —0.000::
(0.000)
Years of education 0.021 %%
(0.003)
1 if female —0.068%xx
(0.006)
1 if shift-work —0.03 sk
(0.006)
Constant 3.7T0%%% —19.956%xx
(0.869) (0.370)
R-squared 0.36
R? within 0.52
Centered R? 0.50 0.50
Cragg-Donald Wald F statistic 307.6 161.4
N 13,659 observations / 971 groups

The same regressions using annual wage-growth instead of log wages lead to results that
are equal in terms of coefficients’ significance and signs. Magnitudes obviously differ.
Tenure is dropped due to collinearity with the variable year.

Cluster robust (OLS) and clustered standard errors (FE and IV) in parentheses.

*¥** p<0.01, ** p<0.05, * p<0.1. See Appendix I for first stage estimation results.

can be interpreted as a 0.8 percent wage increase on average for the total population
due to training completion. This turns out lower than the IV estimate which indicates
that there is negative selection into training. Those workers with a priori the lowest
wages select into training. Table 4.2 shows this as those that completed training,
started but dropped out or are still in training, had lower wages in 2002 when the
VQP started than average. Conversely, those workers that do not want to train or
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have no qualification earned higher than average wages in 2002.

Finally, column 4 presents the same model as column 3, with the addition of the
interaction term ‘years since diploma’. The coefficient for VQP completion now shows
a wage increase of 4.3 percent but the negative sign of the interaction term shows
that as the years after training completion pass, the wage growth of trained workers is
relatively smaller than the wage growth of those who did not complete training. When
using an interaction term in timeseries analysis such as this, the coefficient of training
completion can be interpreted as a one-time wage increase in year zero after training.
Subsequently the negative coefficient of the interaction term itself means the effect of
training on wage diminishes over time. Figure 4.2 helps to illustrate this.

Figure 4.2: Wage growth profile of successfully trained vs untrained worker

Wage
Wr = f(ten,train_dep.)
T C Wy = f(ten)
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1
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It graphs two wage functions, Wy for an untrained worker and Wr for a successfully
trained worker. Now consider two workers, worker 1 and 2. Worker 1 does not train
and his wage will always track along Wy, increasing with tenure. Suppose worker
2 completes training at point tgipiome. His wage jumps to Wyipiome (point B) as
predicted by the coefficient of VQP completion. However, the negative coefficient
for the interaction term means that the effect of training depreciates over time. Thus
wage is now a function of tenure and training depreciation. The net result of this is
that worker 2 enjoys a higher wage for 7.2 years”, after which the wage has converged
with that of worker 1 at point C. This adds to existing literature as many studies report
positive effects of training on wages immediately after training but do not study what
happens in the long run. It is important to take into account that also in these studies
the effect of training may diminish over time.

"Coefficient of VQP completion divided by the interaction term.

92



4.6 RESULTS

4.6.2 Internal mobility: The effect of training completion on job-level

Table 4.5 shows the results of linear OLS and IV FE estimations of training completion
on job-level. The effect of training completion in column 3 is significant and positive.
Analogue to the wage estimations, column 4 adds the interaction term measuring
how many years have passed since completing the training. The interaction term is

Table 4.5: The effect of training completion on job-level

job-level
1 2 3 4
Pooled OLS FE IV FE IV FE
VQP training completed 0.504%: 0.47Tsxx  0.277%x  —0.489%x
(0.250) (0.053) (0.126) (0.205)
Interaction term: Years since diploma 0.344%x
(0.053)
Year 0.07 Lxskx 0.000 0.575x%%  0.582skx:
(0.023) (0.000) (0.009) (0.009)
Tenure 0.3055%s%% 0.568xxx dropped dropped
(0.049) (0.008)
Tenure? —0.003%%  —0.009%x% —0.009%xx —0.009%xx
(0.002) (0.000) (0.000) (0.000)
Part-time factor 0.015
(0.013)
Age 0.52053%%
(0.115)
Age? —0.006sx
(0.002)
Years of education 1,122
(0.155)
1 if female —4.388xxx%
(0.372)
1 if shift-work —1.51 1k
(0.308)
Constant —140.181kx%  21.474%x%
(46.484) (0.065)
R? 0.33 0.45
R? within
Centered R? 0.45 0.45
Cragg-Donald Wald F statistic 307.7 161.4
N 13,659 observations / 971 groups

Cluster robust (OLS) and clustered standard errors (FE and IV) in parentheses.
*** p<0.01, ** p<0.05, * p<0.1 See Appendix I for first stage estimation results.

positive and significant, indicating that the returns to training in terms of a higher
job-level do not emerge immediately at completion of the training but in the year
after and onwards. So where wage responded immediately (in the same year) after
obtaining a qualification, a promotion happens earliest in the first year after obtaining
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a qualification. Table 4.6 presents the results when I use the ‘promotion dummy’ as
dependent variable instead of the job-level. These results underscore that training
completion increases the relative chance to be promoted to a higher job-level.

Table 4.6: The effect of training completion on promotions

Promotion dummy: 1 if promoted
1 2 3
Pooled OLS FE IV FE
VQP training completed 0.032s5%% 0.02653%% 0.089sskx
(0.008) (0.009) (0.022)
Year 0.002%x%  —0.005%*x —0.008s%x:
(0.001) (0.001) (0.002)
Tenure —0.005%x: 0.000 dropped
(0.001) (0.000)
Tenure? 0.000%x 0.000x 0.000x
(0.000) (0.000) (0.000)
Part-time factor 0.001 %%
(0.000)
Age —0.005%
(0.003)
Age? 0.000
(0.000)
Years of education 0.010s3%x%
(0.002)
1 if female —0.003
(0.007)
1 if shift-work —0.004
(0.005)
Constant —4.700%%*%  10.858x*x%
(1.217) (2.661)
R? 0.03
R? within 0.00
Centered R? —0.00
Cragg-Donald Wald F statistic 307.7
N 13,663 observations / 971 groups

Cluster robust (OLS) and clustered standard errors (FE and IV) in parentheses.
*** p<0.01, ** p<0.05, * p<0.1 See Appendix I for first stage estimation results.

4.6.3 The effect of training completion on performance ratings

The results of the estimations of training completion on performance ratings are
presented in Table 4.7. The results provide no conclusive evidence that training
completion has an effect on performance ratings. I also tested several transformations
of the variable, including a number of dummies grouping performance ratings into a
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value of 1 or 0.% No significant results of training on performance ratings were found.
Therefore I conclude that training completion does not affect performance ratings. In

Table 4.7: The effect of training completion on performance ratings.

Performance rating
1 2 3
Pooled OLS FE IV FE
VQP training completed 0.099sskx 0.028 0.065
(0.033) (0.022) (0.066)
Year 0.009x%x 0.0205%3%x 0.01 7%
(0.004) (0.005) (0.006)
Tenure 0.003 0.000 dropped
(0.006) (0.000)
Tenure? —0.000 —0.000% % —0.0005%%x
(0.000) (0.000) (0.000)
Part-time factor 0.004 %%
(0.001)
Age 0.021
(0.018)
Age? —0.000
(0.000)
Years of education 0.056%%%
(0.015)
1 if female 0.083x%x
(0.041)
1 if shift-work 0.011
(0.031)
Constant —16.122x% —35.907 % —31.213%x
(8.790) (9.257) (12.245)
R? 0.03 0.00
R? within
Centered R? 0.00
Cragg-Donald Wald F statistic 106.1
N 8,844 observations / 953 groups

Cluster robust standard errors (OLS) and default standard errors (IV) in parentheses.
*** p<0.01, ** p<0.05, * p<0.1 See Appendix I for first stage estimation results.

essence this is not surprising, as I already found positive effects of training on both
wages and job-level. Given that workers that complete training have a higher chance
to get a promotion to a higher job-level, it is logical to observe that in their new job
they receive a similar performance rating as before. The reward to training is already
expressed in the higher job-level and wage. This last notion might trigger the thought
that those workers who complete training but do not move to a higher job-level, might

8eg. a dummy valued 1 for top performance (5) and 0 for performance categories 1-4, a dummy

valued 1 for above average performance (4 or 5) and 0 for below average and average performance
(1-3), ete.
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benefit from training in terms of better performance on their current and unchanged
job-level. However, several estimations that distinguish between promoted and not
promoted workers do not provide support for this thought.

The results presented so far show that workers who complete the VQP -and
therewith obtain a vocational qualification- earn more and more often get promoted
to a higher job-level compared to workers who do not complete the VQP and do not
obtain a vocational qualification. Assuming that these increases in wage and job-level
somehow express the worker’s value added to the firm it is clear that the VQP training
increases this worker’s value to the firm.

4.6.4 The relation between training and external mobility

Table 4.8 presents the result of several estimations on the dummy variable that
represents if a worker is ever fired or not. I find that completing the training and
hence obtaining a qualification, reduces the likelihood of being involuntarily fired.
This confirms my expectation based on related studies discussed in Section 4.2. A
number of other control variables are also significant and point out that women face
a lower probability of being fired and that workers with relatively higher levels of
education also face a lower probability of being fired. Furthermore workers that work
in shifts seem to have a relatively high probability to be fired.
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Table 4.8: Training completion and involuntary separations 2002-2011.

1 if fired
1 2 3 4
Pooled OLS Probit Logit IV 2SLS
VQP training completed —0.0945xx  —0.59Txkx  —1.180%x%% —0.101 s
(0.013) (0.086) (0.176) (0.022)
Years of education —0.018x%x —0.096x% —0.178x% —0.018x%x
(0.009) (0.051) (0.097) (0.009)
Part-time factor 0.000 0.004 0.010 0.000
(0.001) (0.007) (0.016) (0.001)
1 if shift-duty 0.078xxx 0.438xxx  0.880%xx 0.078x3xx
(0.020) (0.132) (0.281) (0.020)
Age 0.001 0.027 0.059 0.001
(0.010) (0.054) (0.107) (0.010)
Age? 0.000 0.000 0.000 0.000
(0.000) (0.001) (0.001) (0.000)
1 if female —0.059x%x —0.340%%  —0.685%x —0.059x%x
(0.023) (0.159) (0.304) (0.023)
Tenure 0.003 0.014 0.027 0.003
(0.004) (0.020) (0.040) (0.004)
Tenure? —0.000x% —0.001 —0.002 —0.000x
(0.000) (0.001) (0.001) (0.000)
Constant 0.101 —1.897 —3.867 0.102
(0.230) (1.439) (3.116) (0.230)
R? 0.05 0.05
Pseudo R? 0.07 0.08
F statistic 128.4
N 8,757 8,757 8,757 8,757

Clustered standard errors in parentheses
*H* p<0.01, ¥* p<0.05, * p<0.1 See Appendix I for first stage estimation results.

4.7 Conclusions

While there are many papers that study the (wage) effects of training or that explain
why firms invest in general training, there are very few papers that focus on the effects
of training for low skilled workers. This chapter enters this void and analyzes the
effects of the Vocational Qualification Program, a firm sponsored general training for
low skilled workers, of which the data stem from a companies’ personnel records. Using
a fixed effect instrumental variables approach I showed that completing the training -
which means the workers obtains a vocational qualification- leads to 4.3 percent higher
wages compared to not training. I also find that the wage effect of training diminishes
over time, canceling out after 7 years. This means that for this category of workers,
which are medium-skilled after they successfully obtained their certificate, lifelong

learning is required to stay ‘ahead of the curve’. In addition, I found two effects
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that signal an improved employability as a result of training. Firstly, workers that
participated or completed the training have a higher chance to be internally promoted
than those who do not complete the training and secondly, completing the training
leads to a lower chance of getting fired. Assuming that a wage increase after training
indicates an even greater increase in productivity (Acemoglu and Pischke, 1999b), the
positive effect of training on wages, together with the increased internal employability,
are indicative of the positive effects these newly qualified workers have for the firm. En
passant, these results show that the existence of firm sponsored general training also
extends to low skilled workers. This strengthens the evidence from existing literature
on why firms invest in general training. It can benefit both the worker and the firm.
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Appendix I: First stage estimation results

Table 4.9: First stage estimation results of IV regressions on wages

1 2
Table 4.4, Column 3 Table 4.4, Column 4
Years since diploma 0.219%%%
(0.003)
Year 0.040%3xx 0.01 7%
(0.001) (0.001)
Tenure dropped dropped
Tenure? —0.000 —0.000%x*
(0.000) (0.000)
i2 —0.166%xx —0.063 3%
(0.010) (0.010)
i3 —0.205%xx —0.07 8%
(0.010) (0.010)
i4 —0.244 %% —0.0935xx
(0.010) (0.010)
b —0.262% %% —0.085%x%x*
(0.010) (0.010)
i6 —0.227%xx —0.03 sk
(0.010) (0.010)
i7 —0.199x%xx —0.001
(0.010) (0.010)
i8 —0.11 7% 0.07053%x
(0.010) (0.010)
i9 0.0345%x 0.185%x%
(0.011) (0.010)
i10 0.091 %% 0.16 1%
(0.011) (0.010)
Cragg-Donald Wald F statistic 307.6 161.4
N 13,663 observations / 971 groups

Clustered standard errors in parentheses
¥ p<0.01, ** p<0.05, * p<0.1
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Table 4.10: First stage estimation results of IV regressions on Function-level, Job-
promotion and Performance rating

1

2

3

4

Table 4.5, Col. 1 Table 4.5, Col. 2 Table 4.6, Col. 3 Table 4.7, Col.

Years since 0.219%x%
diploma (0.003)
Year 0.040%xx 0.0175%x 0.040%x 0.0475%x
(0.001) (0.001) (0.001) (0.020)
Tenure dropped dropped dropped dropped
Tenure? —0.000 —0.000%x —0.000 —0.000
(0.000) (0.000) (0.000) (0.000)
i2 —0.166%*x —0.0635%xx —0.166%*x —0.043x%
(0.010) (0.010) (0.010) (0.024)
i3 —0.205%x*x —0.078%xx —0.205%xx —0.086x%x
(0.010) (0.010) (0.010) (0.041)
4 —0.244%xx —0.0935%xx —0.244%xx —0.128x%x
(0.010) (0.010) (0.010) (0.061)
i5 —0.262%%x —0.086%xx —0.262%xx —0.150x%
(0.010) (0.010) (0.010) (0.080)
i6 —0.227%xx —0.032s%xx —0.227%%x —0.117
(0.010) (0.010) (0.010) (0.100)
i7 —0.199%xx% —0.002 —0.199x%x —0.094
(0.010) (0.010) (0.010) (0.119)
i8 —0.117*x% 0.069%xx —0.117%%x —0.012
(0.010) (0.010) (0.010) (0.139)
i9 0.034 %% 0.185%x:% 0.034%x% 0.134
(0.010) (0.010) (0.010) (0.159)
i10 0.091 %% 0.161%xx 0.091%x% 0.188
(0.010) (0.010) (0.010) (0.179)
Cragg-Donald 307.7 161.4 307.6 106.1
Wald F- statistic
N 13,659 obs. 13,663 obs. 8,844 obs.
971 groups 971 groups 953 groups

Clustered standard errors in parentheses
*** p<0.01, ** p<0.05, * p<0.1
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Table 4.11: First stage estimation results of IV regression on ‘Fired dummy’

1

Table 4.8, Column 4

Years of education —0.001
(0.007)

Part-time factor 0.002x%x%
(0.001)

1 if shift-duty —0.029%
(0.016)

Age —0.009
(0.009)

Age? 0.000
(0.000)

1 if female 0.006
(0.021)

Tenure 0.009%x
(0.003)

Tenure? —0.000%x%x
(0.000)

i2 —0.589 %%
(0.020)

i3 —0.590%%x
(0.020)

i4 —0.591%x%x
(0.019)

5 —0.569%xx
(0.019)

i6 —0.494% %%
(0.018)

i7 —0.429%x%
(0.018)

i8 —0.310%x%x
(0.016)

i9 0.125%%%
(0.012)

i10 0.029%%x
(0.007)

Constant 0.547#%%
(0.186)

F-statistic 128.4

N

8,757 observations / 948 groups

Clustered standard errors in parentheses
R p<0.01, ** p<0.05, * p<0.1
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Appendix II: Philips wage structure

Figure 4.3: Wages according to job-level (x-axis) and step within job-level.
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Source: Data come from Philips Collective Bargaining agreement 2010-2011.
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5

Training vouchers and employability

awareness

5.1 Introduction!

The economic literature shows that worker employability is threatened by both
globalization of product and service markets and skills-biased technological change
(e.g., Feenstra and Hanson (1996), Strauss-Kahn (2003) and Geishecker (2006)).
Conversely, training has been shown to increase worker employability (e.g., Groot
and Maassen van den Brink (2000) and Sanders and de Grip (2004)). For this reason
firms may consider encouraging their workforces to participate in training. Voucher
schemes are one instrument designed to stimulate worker participation in training.

This chapter examines one firm’s training voucher scheme. The scheme aims
to stimulate firm employees to develop a more active attitude toward their own
employability, i.e., to increase their ‘employability awareness’. In this chapter, we
analyze which workers use the vouchers and whether voucher use increases worker
employability awareness and their willingness to participate in further training.

Using data from two surveys of the firm’s workforce, we find that voucher use is
related to personality traits as well as to other personal characteristics. In particular,
worker ambition, goal setting, and education level are positively related to voucher use.
Also, women and those with longer tenure more often spend their vouchers. Conversely,
workers with higher self-image and negative reciprocity spend their vouchers less often.
The negative relation between voucher use and negative reciprocity is alarming, as it
suggests that workers with greater negative reciprocity perceive the voucher as a threat
to their job security rather than an encouragement to improve their employability.
Further, we find that voucher use positively affects worker employability awareness
and worker willingness to train. Remarkably, participation in non-voucher training
is only minimally related to personality traits. From a Human Resources (HR)

IThis chapter is joint work with Andries de Grip and Maaike Witlox.
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perspective, this suggests that by employing a voucher scheme, the firm makes training
participation dependent mainly on employee personality and individual characteristics.

The voucher scheme we analyze is run by Philips Electronics Netherlands and is
called ‘E-miles’ (Employability miles). On 1 January 2009, all employees received a
voucher with a face value of 1,000 ‘E-miles’ regardless of their job or contract. These
vouchers could be used for participation in a restricted number of training courses
that attempt to contribute to worker employability awareness. The vouchers could
not be used for any other training courses. In the remainder of this chapter ‘voucher
use’ is therefore synonymous with ‘participation in employability awareness training’.
Workers could only redeem their voucher in the 2009 calendar year. The voucher
expired on 31 December 20009.

We first examine which workers use their vouchers. Building on the existing
literature, we focus on the role of personality traits (e.g., Leuven, Oosterbeek, Sloof
and van Klaveren (2005)) and personal characteristics (e.g., Booth (1991), Barron,
Black and Loewenstein (1993) and Arulampalam, Booth and Bryan (2004)). Our
data include information not only on voucher use, but also on participation in other
(regular) training courses not included in the voucher scheme (‘non-voucher training’).
Therefore, we also analyze which workers participate in non-voucher training and use
this as a benchmark for our results with regard to the use of the training vouchers.

Next, we analyze whether workers who use their vouchers show increased employ-
ability awareness compared to workers who did not use their vouchers. Employability
awareness is measured via five survey questions for which we compare outcomes
between the two survey moments. Finally, we analyze whether willingness to train
is affected by voucher use.

As the term employability can be interpreted in many ways (see De Grip, Van
Loo and Sanders (2004) for a history of the term employability), we present a clear
definition of our interpretation. We interpret employability to be defined as follows
De Grip et al. (2004):

‘Employability refers to the capacity and willingness of workers to re-
main attractive for the labor market (supply factors), by reacting to and
anticipating changes in tasks and work environment (demand factors),
facilitated by the human resource development instruments available to
them (institutions).” (p. 216)

The remainder of this chapter is structured as follows. Section 5.2 discusses
three relevant strands of the literature: the effects of voucher schemes; the relation
between personality traits and training; and the incidence of training. Building on
this literature, we formulate several hypotheses that guide our empirical analysis.
Section 5.3 presents our data and details of the particular voucher scheme we analyze.
This includes information on the questions we use to measure worker employability
awareness and willingness to train. In Section 5.4, we present the results of our

104



5.2 LITERATURE

empirical analyses and relate the results to our hypotheses. Section 5.5 sets forth
our conclusions.

5.2 Literature

5.2.1 Voucher schemes

Messer and Wolter (2009) conducted an experiment in which 2,437 randomly
selected Swiss citizens received an adult education voucher. Recipients were free
to select any adult education choice. The vouchers had three different face values
(200, 750, and 1,500 Swiss francs). Messer and Wolter (2009) find a redemption
rate of 18.4%. However, redemption rates significantly differ by face value category. A
breakdown by voucher value reveals that the voucher with the highest value has double
the impact on training participation compared to intermediate-value vouchers, whereas
vouchers with a lower face value only create a deadweight loss. Further, these authors
find a deadweight loss of roughly 60% of all redeemed vouchers. This means that many
vouchers were used to participate in training that the participants would have taken
anyway in the absence of the voucher. This deadweight loss is highest for the more
highly educated, for whom it amounts to 91.4%. Additionally, Messer and Wolter find
that voucher redemption mainly occurs among more highly educated females. Based
on the same data used by Messer and Wolter (2009), Schwerdt, Messer, Woessmann
and Wolter (2011) analyze the effect of voucher use on earnings and employment.
However, these authors find no significant effects.

Van der Steeg, Elk and Webbink (2010) examine a training voucher scheme for
teachers in The Netherlands. Unique to this voucher scheme are that teachers must
apply for a voucher and that vouchers are assigned on a first-come, first-serve basis.
Because getting the voucher is competitive and an active effort is required, these
authors’ results cannot be generalized to a voucher scheme in which individuals obtain
a voucher without first applying for it. Nevertheless, some of the their results are in line
with Messer and Wolter (2009). Van der Steeg et al. (2010) also find that introduction
of a voucher scheme has a limited impact on training participation. Out of every 10
vouchers, only one is used for a training course that would not have been followed
without the voucher. Eight out of every 10 vouchers is spent on training courses
that voucher recipients would have followed anyway, which concurs with the finding of
Messer and Wolter (2009) that vouchers schemes can lead to large deadweight losses.

Analysis of the voucher scheme described in this chapter differs slightly from these
studies. In this chapter, the main focus is on two questions: (1) which personality
traits and personal characteristics of workers are related to voucher use, and (2) do
workers who redeem their vouchers actually perform differently with regard to the
desired outcomes for the variables of the voucher scheme (i.e., worker employability
awareness and worker willingness to train)? Since the training courses offered under
the voucher scheme are designed to increase workers’ employability awareness, we
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expect that voucher users improve their employability awareness compared to those
who did not use their vouchers (hypothesis 1). Similarly, we expect a positive relation
between voucher use and worker willingness to train (hypothesis 2).

5.2.2 Personality traits and training participation

There is a large body of theoretical and empirical literature on the incidence of
training and whether workers or firms bear its costs. Standard human capital theory
predicts that firms will not invest in general training, because workers might leave the
firm after receiving training (Becker, 1962). However, more recent literature provides
various theoretical explanations for firm investment in general training (e.g., Katz and
Ziderman (1990), Stevens (1994), Acemoglu and Pischke (1998, 1999a and 1999b) |
Lazear (2009) and Booth and Katic (2010)). One departure from standard theory
focuses on the role of personality traits in training participation. Building on the
literature in this field, we include in our analysis various personality traits, ranging
from reciprocal feelings to career ambition.??

Leuven et al. (2005) are among the first investigators to introduce reciprocity in
the empirical training literature. They base their definition of reciprocity on Fehr and
Géchter (2000) who define this term as an individual’s response to a friendly action as
‘frequently much nicer and much more cooperative than predicted by the self-interested
model’” (p.159). The same holds for unfriendly actions to which reciprocal individuals
respond in a way much more ‘nasty and even brutal’ than standard theory would
predict. Positive reciprocity refers to cooperative responses while negative reciprocity
refers to retaliatory responses (Fehr and Géchter, 2000). The model that Leuven et al.
(2005) use represents an adjustment to an earlier reciprocity theory by Dufwenberg and
Kirchsteiger (2000). This model shows that a firm’s investment in general training may
be affected by a worker’s sensitivity with respect to reciprocity. A firm’s investment
in general training might be perceived as a ‘kind’ action. The worker, in return,
can reward this kind action by not leaving the firm after having taken the training.
The firm can anticipate this positive reciprocity by investing more in general training.
The main finding of Leuven et al. (2005) is that workers who are driven by positive
reciprocal motives are more likely to participate in training. Building on these findings,
we expect that positive reciprocity is positively related to the use of vouchers. In
addition, we expect that negative reciprocity is negatively related to voucher use. Since
the voucher scheme was introduced in the midst of the global financial crisis and since
Philips Netherlands has undergone a number of large-scale reorganizations, workers
may perceive the employability voucher as a threat. Workers who are more driven by
negative reciprocal behavior might respond to this perceived threat by refusing to use
their vouchers.

20ur selection of personality traits builds on the results of a meta-analysis by Colquitt, LePine
and Noe (2000).
3The survey questions we use to measure workers’ personality traits are listed in Appendix I.
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Whether workers believe that the (positive or negative) results from their actions
are due to their own efforts depends on their locus of control. Individuals with an
internal locus of control share the opinion that their own successes and failures are
attributable to their own actions and decisions. Noe (1986) argues that people with an
internal locus of control feel that they can control their environment. This is the reason
that such individuals take opportunities that may increase their probability of receiving
rewards such as promotions, pay increases, or recognition (p.739). Conversely,
individuals who have an external locus of control believe that work outcomes can be
attributed to luck, fate, specific circumstances, or the actions of people around them.
Noe (1986) finds that workers with an internal locus of control more often participate
in training. Colquitt, LePine and Noe (2000) confirm this finding. Therefore, our
expectation is that workers with a more internal locus of control are more likely to use
their vouchers.

Anxiety is a measure of whether individuals fear situations they are not familiar
with. Fear of exams is a typical factor for which individuals with anxiety score high
(Fouarge, Schils and De Grip, 2010). Anxiety is found to be negatively related to
worker motivation to learn (Colquitt et al. (2000) and Webster and Martocchio (1993)),
training participation, and the level of regret individuals show in the choices they
make (Borghans, Golsteyn and De Grip, 2006). Based on these results, we expect that
anxiety is negatively related to voucher use.

Self-confidence is the extent to which individuals believe in themselves. Bénabou
and Tirole (2002) conclude that ‘an individual’s confidence in his abilities can help
him to undertake more ambitious goals’ (p.872). Borghans et al. (2006) find that
more highly educated individuals show a greater level of self-confidence. This effect
may be self-reinforcing since another finding in Borghans (2006) is that self-confident
individuals are more willing to participate in training and consequently do participate
more. Hence, we expect that self-confidence is positively related to voucher use.

Self-image is the extent to which individuals are able to reflect on who they are.
Borghans et al. (2006) argue that individuals who have positive self-image are better
able to determine whether training is useful to them. However, this could affect
workers’ willingness to train either positively (if they think a particular course of
training is useful to them) or negatively (if they think they do not need training).

We measure workers’ imagination by asking to what extent they imagine what
their life will look like in 15 years. Individuals with higher levels of imagination may
also have a better picture of how training can contribute to this envisioned future. We
therefore expect that imagination is positively related to voucher use.

Facteau, Dobbins, Russell, Ladd and Kudisch (1995) find a relationship between
planning behavior and training motivation. Individuals with a high level of goal setting
indicate that they set achievement goals. To set goals, individuals first must assess
their current situation and compare it to their future desired situation. They must be
aware of their strengths and weaknesses before they can set relevant goals. Individuals
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may be more eager to participate in training because they know it can improve their
weaknesses, leading to a greater willingness to participate (Colquitt et al., 2000).
Hence, we expect that goal setting is positively related to voucher use.

Career ambition can also be a driver of training participation (Colquitt et al., 2000).
We measure workers’ career ambition by the extent to which they indicate that they
picture themselves switching to a different firm within five years. An ambitious attitude
with respect to career means that the individual wishes to develop and probably has a
clear view of the role that training can have in this respect (e.g., Mathieu, Martineau
and Tannenbaum (1993) and Facteau et al. (1995)). Therefore, we expect that career
ambition is positively related to voucher use.

In the above overview of the literature, we expressed the direction in which we
expect each of several personality traits to affect voucher use. We thus set forth the
hypothesis that each personality trait affects voucher use in the expected direction
(hypothesis 3)

5.2.3 Personal characteristics and training participation

The literature on the incidence and duration of training generally finds that younger
and more highly educated workers are more likely to participate in training (Bassanini,
Booth, Brunello, De Paola and Leuven, 2005). Therefore, we expect that worker age
is negatively and education is positively related to voucher use.

With respect to gender, the results from the literature are mixed. Studies in the
1980s and 1990s often found that women report more training incidence than men,
but these courses were short in duration, leading to the conclusion that women receive
less training (e.g., Altonji and Spletzer (1991)). However, more recently Bassanini
et al. (2005) find that women are more likely to participate in training and that this
includes training of longer duration. However, the gender difference that Bassanini
et al. (2005) find is small and disappears when these authors focus their analysis on
employer-sponsored training only (rather than all training courses), suggesting that
the higher training participation of female workers is related to training courses that
they pay for themselves. O’Halloran (2008), however, shows results that are in line
with the literature of the 1980s and 1990s; that is, women have a higher incidence
of training but the duration of such training is less. Finally, Dieckhoff and Steiber
(2010) find that women receive less training than men. Messer and Wolter (2009) find
that women are more likely to use their vouchers than men. Moreover, the courses
offered through the E-miles voucher scheme that we analyze are very short in duration
(maximum of one day) and are much shorter than the average for non-voucher training.
Therefore, we expect that women are more likely to use their vouchers than men.

With respect to the relation between worker tenure and training participation, the
findings from the literature are also mixed. Loewenstein and Spletzer (1997) and Croce
and Tancioni (2007) find that training increases with tenure, because just after hiring,
initial uncertainty about the job match reduces training incentives. However, Frazis,
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Gittleman and Joyce (2000) find no significant effect of tenure on the probability of
training, whereas Bassanini et al. (2005) find a U-shaped relation between tenure and
training. The latter argue that, initially, new employees need to be trained to adapt
to the requirements of the new job, after which further training is delayed, in line with
the findings of Loewenstein and Spletzer (1997). However, these studies evaluate the
relation between training and tenure as a decision concerning to whom the firm wants
to offer training opportunities. However, in our study, the firm supplied a voucher to
all employees, guaranteeing training supply. As a result, the relation between voucher
use and tenure can be explained only from the perspective of the workers themselves.
We expect that tenure is positively related to voucher use, because workers with short
tenure have been hired more recently and have therefore recently been active in the
job-search process. This gives them ‘confirmation’ of their employability, whereas
those with longer tenure might be more uncertain about their employability and might
therefore be more eager to use the E-miles voucher.

In the overview of the literature above, we expressed the direction in which we
expect each personal characteristic to affect voucher use. We hypothesize that each
personal characteristic affects the use of vouchers in the expected direction (hypothesis

4)

5.2.4 Schematic overview

Figure 5.1 summarizes the structure of our analysis and hypotheses. All dependent
variables are shown in italics. All dependent variables are either ranked order outcomes
or 0/1 dummies. We use ordered logit or logit estimators, which enables us to report
odds ratios, providing enhanced interpretation of results*. In addition, we estimate a
treatment effects model to correct for possible endogeneity of voucher use.

Figure 5.1: Structure of the empirical analysis and hypotheses.

Personality traits A Employability ]

awareness
Person_al_ A Willingness to train
characteristics
5.3 Data

Our data come from two surveys that we conducted in cooperation with Philips
Netherlands. The first survey took place in December 2008, before the introduction
of the voucher scheme. At that time, employees were not yet informed about the

4Using ordered probit or probit leads to very similar results that do not change any interpretation
or conclusion.
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introduction of the voucher scheme. Therefore, this first survey establishes a baseline.
The second survey took place in February 2010, i.e., just after the expiration date of
the 2009 voucher. Both surveys addressed various aspects of the training, personality
traits, the workplace, and voucher use. Most survey questions were yes/no or 5-
point Likert scale, allowing workers to indicate to what extent they (dis-)agree with
a given statement. Both surveys were conducted among a randomly drawn sample
of 2,500 regular employees. The response rate in both surveys was 38%. Personal
characteristics were collected in the first survey. To be able to use these personal
characteristics in our analysis, only those individuals who responded to both surveys
are retained in our sample. This leads to a sample of 648 individuals who responded
to both surveys.® With respect to several observable characteristics, these respondents
are representative of the workforce of Philips Netherlands.®

5.3.1 Descriptives

Table 5.1 provides an overview of the training courses offered through the voucher
scheme and the amount of E-miles needed per course. Before the start of the voucher
scheme, all employees received information on the voucher via e-mail. This e-mail
also included information about the various training courses offered. Enrolment for
training took place via online registration. The ‘E-check’ course requires all the E-
miles a worker has received; the ‘self-insight’ training is also relatively expensive.
‘Employability advice’, ‘career stop’, and ‘route planner’ require fewer E-miles.
Workers are allowed to spend their voucher on more than one training course.

From the sample of 648 employees, 123 (19%) used their vouchers. This is rather
low but in line with results from the studies discussed in Section 5.2. For respondents
who did not use their vouchers, the most important single reason given was ‘a lack of
time’ (22%). Other reasons included ‘no interesting products in E-miles offer’ (16%)
and ‘never heard of E-miles’ (11%).” Figure 5.2 depicts the share of vouchers spent
on the various training courses in 2009. More than half of the vouchers were spent
on the most ‘expensive’ training course, the ‘E-check’, requiring the entire amount

5There could be bias in our results, based on our sample of 648 individuals who responded to both
surveys, because the sample only considers those who ‘stayed’ with Philips. However, by analyzing
e-mail server bounces we identify only 32 persons as possible ‘leavers’ as their e-mail address returned
a server bounce at the second survey. A number of T-tests on key personal characteristics and survey
questions shows that these 32 individuals have similar characteristics and give similar answers to key
questions as those who ‘stayed’ at Philips.

6The average age of respondents is 44, and the average age of Philips’ total workforce is 43. In both
cases, more than 60% of the population is male. Further, respondents have 12 years of education on
average and Philips’ total workforce has 13 years of education. Finally, respondents have on average
17 years of tenure; whereas this figure is 13 years for the total Philips population. However, the
standard deviation of our sample’s tenure is 11. So the sample mean may not be statistically different
from the population mean. As we do not have data on the population standard deviation, we cannot
test this.

738% answered ‘other reason’, 7% answered ‘not enough support from manager’ and 3% answered
‘registration for courses was too complicated’. The remaining 3% were split among several other
answers.
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Table 5.1: Voucher training courses

Training

Content

E-miles required

E(mployability)- check

Self-insight

Employability advice

Career pit-stop

Route planner

2 hour computer test, 1 hour individual
evaluation with career counselor

30 minutes computer test, 1 hour individual
evaluation with career counselor

One hour individual consultation with
career counselor

Workshop on career development, 4 hours

Competence game, 4 hours

1,000

700

350

300

300

of E-miles. Around 30% of workers spent their voucher on ‘self-insight’ (the second

most expensive training course), and almost one-quarter of voucher users spent their

vouchers on ‘employability advice’. ‘Career pit stop’ was used by only 6%. One-third

of the workers who used their vouchers purchased only one of the low-priced training
courses, thus not spending all their E-miles.®

Figure 5.2: Which voucher training did you take?

50 -

40 -

%

20 +

10

E-Check

Self-insight Employability advice Employability pit-

stop

Figure 5.3, panels A and B, show voucher use by age and tenure, respectively.

Younger workers and workers with shorter tenure have a relatively high voucher

redemption rate. Further, voucher use appears to be far more popular among female

workers. Whereas only 15.5% of male workers used their vouchers, almost 26% of
female workers spent their E-miles.

8Since the ‘route planner’ was used by none of the respondents, it is omitted in this figure.
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Figure 5.3: Voucher use by age (Panel A) and tenure (Panel B)
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5.3 DATA

Table 5.2 shows the means and standard deviations of the variables included in
the empirical analyses. The remainder of this section discusses the descriptive statistics
for the variables we used in our analysis.

5.3.2 Dependent variables

Voucher use and participation in non-voucher training have been measured by
straightforward yes/no questions. Employability awareness is assessed by asking the
workers to reply to a number of statements on a 5-point Likert scale. These statements

are:

I am responsible for my future development myself.

I have a clear view of how I want to develop myself in the years to come.
I know what I need to do to achieve my goals at work.

Would you like to have a new job within Philips in the next 5 years?

G o o~

Would you like to have a new job outside Philips in the next 5 years?

The definition of employability we use (see Section 4.1) includes two dimensions:
worker willingness and worker capacity. From De Grip et al. (2004):

‘The first - willingness - measures peoples’ desire to engage in activities
that keep them attractive on the labor market. The second - capacity - is
concerned with the power to develop one’s position on the labor market.’
(p. 217)

These two dimensions can be further broken down into a number of indicators of
employability (see Bolweg and Maenhout (1995) and De Grip et al. (2004)). All five
statements we use to measure employability awareness relate to one of the indicators
of employability. Statements 1 and 2 refer to the ‘capacity to participate in training’,
statement 3 to the ‘capacity to be mobile’, and statements 4 and 5 to the ‘willingness
to be mobile’. The more positive workers respond to each of these statements, the
more active their attitude is and the higher we assess their employability awareness.
We measure workers’ willingness to train (which is also one of the indicators of
employability) via a question that attempts to indicate whether workers want to spend
leisure time on training participation:

- If there would be the possibility to take a one-year training course for which you
have to study 8 hours per week (in your leisure time) and in return you might get a
5% salary increase, would you take the training?

9Personality traits are assumed to remain constant over time. Even though this is not necessarily
the case, many economists and psychologists use this assumption. See for example Borghans,
Duckworth, Heckman and Ter Weel (2008).
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Table 5.2: Descriptive statistics of the sample
Survey 1 Survey 2
Obs. Mean s.d. Obs. Mean s.d. Min Max
Training participation

1 if used voucher 0 — — 646 0.19 0.39 0 1

1 if took non-voucher trn. 636 0.61 049 | 633 0.43 0.50 0 1
Personality traits®

Locus of control 585 2.88 0.99 - - - 1 5

Self-confidence 583 2.63 1.14 - — — 1 5

Anxiety 577 224 113 - — — 1 5

Self-image 576 397 0.83 - — - 1 5

Imagination 586 3.36 1.20 - — - 1 5

Positive reciprocity 594 4.06 0.78 - — - 1 5

Negative reciprocity 596 2.43 087 - — — 1 5

Goal setting 603 3.62 1.02 - — - 1 5

Career ambition 599 2.28 0.93 - — - 0.75 4
Personal characteristics

Age 639 43.62 9.30 - — - 22 62

1 if female 635 0.36 0.48 - — — 0 1

Years of education 636 12.20 2.66 - — — 6 16

Tenure 639 17.04 11.18 - — — 1 44
HR instruments (1 if yes)®

Assessment interviews 627 95% 616 95%

Personal development plan | 611  47% 609  47%

Feedback on a regular basis | 614  56% 607  60%

Task/job rotation 610  44% 605  40%

Mid-year review 610  53% 609  55%
Sector?

Consumer Lifestyle 648  16% - — —

Healthcare 648  22% - — —

Lighting 648  34% - — —

Other 648  27% - - -

“Percentage of workers that report this instrument is used/offered by their manager/outlet.
bPercentage of workers that work in this sector.
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5.3.3 Independent variables

The personality traits listed in Table 5.2 are measured on a five-point Likert scale.
A higher score means that the respondent exhibits the corresponding personality trait
to a greater extent. All personality traits are measured using three questions. In
our analysis, we use standard factors of these variables when Cronbach’s Alpha was
sufficiently high (over 0.7, based on Peterson (1994)). Appendix I lists all questions
per construct and, where applicable, Cronbach’s Alpha. For constructs for which
Cronbach’s Alpha was too low, only one of the questions was used to represent that
particular personality trait. In these cases, we used the question with the most
prominent results. The table shows that respondents have, on average, a relatively high
score (a mean around three out of five or higher) for being able to create a self-image,
being able to imagine the future, positive reciprocity, and goal setting. Conversely,
respondents have, on average, relatively low levels of anxiety, negative reciprocity, and
career ambition. The relatively low level of career ambition may be related to the
fact that Philips is commonly viewed as one of the most popular employers in the
Netherlands, combined with the fact that our measure of career ambition measures
only external ambition (the ambition to continue one’s career outside Philips). As
our sample already works with Philips, they may already be very content with having
achieved this, and this may relate to the lower (external) career ambition.

Several personal characteristics are included in the analyses. Respondents were
asked to report their age, tenure, gender and education level.l® We measure
respondents’ level of education by converting Dutch educational attainment levels
to the related nominal years of education. The average age of all respondents is 44,
and the sample contains more male than female respondents. Respondents have, on
average, 12 years of education and an average tenure of 17 years. This set of averages
on personal characteristics may provide a further clue about the relatively low career
ambition overall. At middle age with substantial tenure and no higher education,
workers may simply not have much ambition remaining. Employing many workers
with these characteristics makes the relevance of the E-miles program and its attention
to employability relatively higher than if the average age and tenure were much lower
and level of education higher.

We control for several factors that may affect the dependent variable. These
control variables are: HR instruments and the sector in which respondents work.
With regard to the HR instruments, respondents were asked to indicate whether a
particular instrument has been used by their manager or department (‘yes’ or ‘no’).
Table 5.2 includes the HR instruments used by the firm.

2

10Age? and tenure? are included in our regression analyses
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5.4 Results

5.4.1 Which workers use their voucher?

Table 5.3 shows a series of binomial logit estimations on the use of E-miles vouchers.
Column 1 shows the results of an estimation without the control variables, whereas
column 2 includes the sector dummies and column 3 includes both the sector dummies
and the various HR instruments. In the final column, we report the odds ratio for
variables that have a significant coefficient. The odds ratio shows the factor with which
the probability of voucher use increases, as the value of the respective independent
variables increases by one unit.

The table shows that the personality traits locus of control, goal setting, and career
ambition are positively related to the use of vouchers. These results confirm our
expectations formulated in Section 5.2.2 with regard to these variables. The odds ratio
for career ambition shows that if career ambition increases by one unit, the probability
of voucher use increases by 1.44 times. All other odds ratios can be interpreted in the
same way. It is not surprising that workers with higher career ambitions are more
likely to use the opportunity that E-miles provides to assess their current and future
employability. The negative relation between negative reciprocity and voucher use
confirms our expectation. The weakly significant negative coefficient for self-image
suggests that workers who have a better self-image less often think they need to improve
their employability awareness.

Most personal characteristics included in the analyses do not significantly con-
tribute to voucher use. Only education level shows a highly significant relation to
voucher use, confirming our expectation. In column 1 we observe a weakly positive
coefficient for female workers on voucher use. For tenure, we also find a weakly
significant positive relation to voucher use. However, voucher use is not significantly
related to worker age.

Of the included sets of HR control variables, only the ‘mid-year review’ is positively
significant. Workers who had a mid-year review more often used their voucher in the
second half of the year than those who did not have a mid-year review. This suggests
that the mid-year review was possibly used to remind those who had not used their
voucher yet to do so.!t

Table 5.4 shows a series of estimations on worker participation in non-voucher
training. To compare these outcomes with those on voucher use in Table 5.3, we
used information from survey two only. Of the personality traits, only goal setting
is significant, whereas negative reciprocity is only weakly significant when all control
variables are included. From the set of personal characteristics, one highly significant
result emerges: women are less likely to participate in non-voucher training than

HThere were also some differences between sectors. Workers in sector ‘lighting’ were more prone to
use their vouchers than workers in sector ‘consumer lifestyle’, reflecting differences in culture between
these sectors.
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Table 5.3: Voucher redemption

1 if used voucher
1 2 3 Odds ratio®

Locus of control 0.254 * = 0.243% 0.254x% 1.28
(0.130) (0.132) (0.133)

Self confidence 0.151 0.137 0.133
(0.110)  (0.110)  (0.111)

Anxiety —0.021 —0.017 —0.010
(0.112) (0.113) (0.114)

Self image —0.257% —0.267* —0.271% 0.76
(0.153) (0.153) (0.156)

Imagination 0.054 0.041 0.057
(0.101) (0.102) (0.103)

Pos reciprocity 0.037 0.043 0.039
(0.136) (0.136) (0.137)

Neg reciprocity —0.252x% —0.276 * x  —0.281 * % 0.76
(0.133) (0.135) (0.139)

Goal setting 0.295 %%  0.300 %%  0.294 % x 1.34
(0.129) (0.129) (0.132)

Career ambition 0.414%xx  0.378xxx  0.366+xx 1.44
(0.119)  (0.121)  (0.125)

Age —0.005 0.011 —0.014
(0.137) (0.139) (0.139)

Age? —0.000 —0.000 —0.000
(0.002) (0.002) (0.002)

1 if female 0.411x% 0.383 0.376 1.51
(0.247) (0.253) (0.255)

Years of education 0.151%xx  0.159%#x  0.143 * * 1.15
(0.053) (0.055) (0.057)

Tenure 0.099x 0.091x% 0.093x% 1.10
(0.053) (0.054) (0.054)

Tenure? —0.002% —0.002 —0.002 1.00
(0.001) (0.001) (0.001)

Constant —4.910 —5.667x% —5.118
(3.010) (3.058) (3.146)

Controls included®:

Sector dummies No Yes Yes
HR instruments No No Yes
Pseudo R? 0.11 0.12 0.13
Observations 510 510 510

Standard errors in parentheses. *** p<0.01, ** p<0.05, * p<0.1

¢ The odds ratios are always based on the estimates in the third column,
except for the odds ratios of the gender dummy and tenure?, which are
based on the estimates of column one.
b See Table 5.2 for an overview of the control variables
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Table 5.4: Participation in non-voucher training

1 if participated in non-voucher training

1 2 3
Locus of control —0.070 —0.070 —0.076
(0.099) (0.100) (0.101)
Self confidence —0.085 —0.086 —0.082
(0.088) (0.088) (0.089)
Anxiety 0.095 0.094 0.081
(0.088) (0.088) (0.090)
Self image —0.141 —0.140 —0.139
(0.125) (0.126) (0.128)
Imagination —0.051 —0.064 —0.068
(0.080) (0.081) (0.081)
Pos reciprocity 0.085 0.087 0.092
(0.101) (0.102) (0.103)
Neg reciprocity 0.157 0.152 0.171x%
(0.098) (0.099) (0.100)
Goal setting 0.247 «x  0.247 * * 0.242 % *
(0.098) (0.099) (0.100)
Career ambition 0.169% 0.141 0.149
(0.094) (0.096) (0.099)
Age 0.028 0.046 0.038
(0.105) (0.106) (0.107)
Age? —0.001 —0.001 —0.001
(0.001) (0.001) (0.001)
1 if female —0.667xxx  —0.719%%x —0.7045%x
(0.204) (0.210) (0.211)
Years of education |—0.024 —0.024 —0.032
(0.041) (0.043) (0.044)
Tenure —0.020 —0.027 —0.025
(0.038) (0.038) (0.039)
Tenure? 0.000 0.000 0.000
(0.001) (0.001) (0.001)
Constant 0.388 —0.108 0.153
(2.366) (2.396) (2.455)
Controls included®:
Sector dummies No Yes Yes
HR instruments No No Yes
Pseudo R2 0.06 0.06 0.07
Observations 509 509 509

Standard errors in parentheses.
@ See Table 5.2 for an overview of the control variables

*** p<0.01, ** p<0.05, * p<0.1
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men. None of the control variables have a significant impact on the probability of
participation in non-voucher training.

Comparing the results from Tables 5.3 and 5.4, we observe that both personality
traits and personal characteristics play a far more important role in voucher use
than in participation in non-voucher training. Locus of control, self-image, negative
reciprocity, goal setting, and career ambition all relate to voucher use across the
three estimations, whereas only goal setting is consistently significant with regard
to participation in non-voucher training. Further, the estimation results show that
women are more likely to use their voucher (although this result is weakly significant),
but less likely to participate in non-voucher training. Other personal characteristics
such as education and tenure also relate to voucher use, whereas they do not relate
to participation in non-voucher training. From an HR perspective, these differences
suggest that by employing a voucher scheme, the firm makes training participation
more dependent on employee personality and individual characteristics. We elaborate
on this interpretation in Section 5.5.

Although not reported in a table, we also ran the estimations from Table 5.4
using observations from both surveys while clustering on the individual. Here we find
that the HR instruments ‘personal development plan’ and ‘mid-year review’ relate
positively and significantly to participation in non-voucher training. This suggests
that participation in non-voucher training is more likely a decision made by the line
manager or jointly made by the manager and worker and formalized in a personal
development plan or mid-year review.

5.4.2 Does voucher use increase employability awareness?

Table 5.5 shows the estimation results of ordered logit regressions on the relation
between voucher use and the change (to-t1) in five indicators of worker employability
awareness and willingness to train. In all regressions, the dependent variable measures
the difference in employability awareness or willingness to train between December
2008, before the introduction of the voucher system, and February 2010, immediately
after the expiration date of the vouchers. For each dependent to-t; change variable,
we ran an ordered logit regression including various sets of controls!?2. By analyzing
the difference between to and t;, we correct for selection effects that might otherwise
occur with regard to the initial level of the dependent variable.

Table 5.5 shows that workers who used their vouchers experienced a positive
change in their employability awareness compared to workers who did not redeem their
vouchers. This holds for four components of employability awareness: responsibility
for one’s future development, knowing what to do to achieve goals at work, having a
clear view of how to develop in the next few years, and aspiring a new job with Philips
in the next five years. The variable measuring workers’ ambition to work outside
Philips within the next 5 years is not significant. With four out of five variables

12Regressions with varying sets of controls provide robust results.
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significant, these results largely confirm hypothesis 1. However, this table also shows
that those who used their vouchers do not show a significantly different change in their
willingness to train than those who did not use their vouchers. Thus, hypothesis 2
cannot be confirmed on the basis of this estimation.
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The estimations reported in Table 5.5 correct for selection effects that may occur
with respect to the initial level of the dependent variable. To correct for the possibility
of unobserved variables that are time-inconsistent and the possible effects of the
unobserved variables on the change in the dependent variable, we estimate a treatment
effects model that simultaneously estimates voucher use and its effect on the relevant
to-t1 change variable. In the first stage voucher use is estimated with the same variables
as in Table 5.3; personality traits, personal characteristics, the sector and the HR
instruments. The outcomes are the same as those in Table 5.3'3. The second stage
then estimates the effect of voucher use on the relevant dependent variable. Table 5.6
reports the results of these treatment effects estimations. The likelihood ratio test of
independent equations rejects the null hypothesis of independence for all estimations,
confirming the endogeneity problem and the need to use this treatment effects model.
Therefore, this is our preferred estimator as it corrects for more forms of endogeneity
than the ordered logit estimates we presented in Table 5.5.

The estimation results show that voucher use significantly affects all measures of
employability awareness as well as the willingness to train. The significant positive
coefficients for voucher use in columns 1, 2 and 3 confirm the results found in Table
5.5. The coefficient for aspiring a new job with Philips in the next five years turns out
negative and significant using the treatment effects model, whereas it was positive and
weakly significant in the ordered logit estimates. The coefficient for aspiring a new
job in a different firm in the next five years is now significant and positive, whereas it
was insignificant in Table 5.5. The negative significant coefficient for ‘within Philips
mobility ambition” and positive coefficient for ‘outside Philips mobility ambition’ shows
that voucher use only increases firm external employability awareness. These outcomes
further confirm hypothesis 1. Finally, column 6 of Table 5.6 shows that voucher use is
positively related to worker willingness to train, confirming hypothesis 2.

130nly the size of the coefficient differs as the treatment effects model uses a probit instead of a
logit estimator for the first stage.
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5.5 Discussion and conclusions

In this chapter, we analyze a firm’s training voucher scheme to determine which
workers use their vouchers and whether the vouchers increase the employability
awareness of workers and their willingness to participate in further training. Overall,
voucher redemption is low at 19%, which is similar to findings from other studies on
voucher schemes.

We find that voucher use is related to personality traits and personal characteristics.
Voucher use is higher for workers with a more internal locus of control as well as
higher levels of goal setting, career ambition, education, and tenure. In particular,
goal setting and career ambition, which embody the ability to reflect on the future,
have the highest odds ratios. Moreover, we find (weakly significant) that women
redeem their vouchers more than men. Workers with higher levels of self-image and
negative reciprocity use their vouchers less often. The negative relation between self-
image and voucher use shows that workers with a lower self-image are more likely to
use their vouchers, which is positive, as the voucher training courses are designed to
increase worker employability awareness, and as such, should aid the construction of
worker self-image. However, the negative relation between voucher use and negative
reciprocity is alarming, as this suggests that workers who behave with greater negative
reciprocity perceive the voucher as a threat. Since the timing of the voucher scheme
coincided with a global financial crisis, workers with greater negative reciprocity may
perceive the employability vouchers as a signal that they are being prepared to be
sacked.

We benchmarked the findings with regard to voucher use against an analysis of
worker participation in non-voucher training. Contrary to voucher use, we find that
participation in non-voucher training is not significantly related to personality traits
and personal characteristics. We conclude that the more significant role of personality
traits and personal characteristics in voucher use is a result of the design of the voucher
system. All workers were given the vouchers and the firm thereby guaranteed the
opportunity to train. The workers decided for themselves whether they would use their
vouchers. As this is their own individual decision, their personalities and personal
backgrounds affect their decisions. From an HR perspective, this suggests that by
employing a voucher scheme, the firm makes training participation more dependent
on employee personality and individual characteristics. Conversely, participation in
non-voucher training is determined by management decision-making or a joint decision
of the worker and a manager. This decision particularly depends on available time,
budget, and return on investment. The latter factor is underscored by the positive
relation between participation in non-voucher training and the use of HR practices
such as ‘personal development plans’ and ‘mid-year reviews’. These HR instruments
are typically used to formalize agreements between workers and management about
workers’ work-related development and the role training has in this development.
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Finally, we find that the voucher scheme positively affects the employability
awareness of workers who used their vouchers. We find these effects by analyzing
various indicators of employability awareness and their development over time between
the two surveys. All indicators show that employability awareness for workers who
used their vouchers significantly improves compared to those workers who did not use
their vouchers. The analysis also shows that workers who used their vouchers show a
significantly positive change in their willingness to train than workers who did not use
their vouchers.

Overall, the voucher scheme appears to achieve the goal it was designed for: It
significantly increases employability awareness among those who spent their vouchers.
However, our results also show that those workers who are more likely to use their
vouchers are the ones who already have higher levels of ambition and education, an
internal locus of control, and lower levels of negative reciprocity. We could argue
that workers with these traits and characteristics are the ones who have relatively
less to gain from employability training, because they are already better equipped to
withstand future threats to employability than workers who have less education and
ambition, an external locus of control, and higher levels of negative reciprocity. As
we argue above, workers who are more driven by negative reciprocal behavior may
perceive the voucher as a threat to their employability, whereas it is in fact intended
as a stepping stone to improving their employability. This suggests that voucher
redemption can be further optimized if the voucher system and the communications
around it are designed to minimize the scope within which voucher recipients may
view the system with suspicion.
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APPENDIX I

Appendix I: Survey questions

Table 5.7: Survey questions corresponding with variables*

Variable Question Cron.
Alpha
Personality traits:
Locus of control - Setbacks can usually be blamed on other people.
Self-confidence - I have the tendency to think someone else is better than I am.
Anxiety - I am scared of going to places where I have not been before.
Self-image - Generally, I have a clear picture of who I am and what I am capable
of.
Imagination - Sometimes I imagine what my life will look like in 15 years.
Negative reciprocity - If someone treats me unfair, I will do anything I can to take revenge.
- If I feel offended by someone, I will do the same to him. 0.81
- If someone puts me in a unfavorable position, I will do the same to
him.
Positive reciprocity - When someone pleases me, I am willing to give something in return.
- I always try to help someone who has helped out in the past. 0.78
- I am willing to provide effort in order to help someone who has helped
me out in the past.
Career ambition - Would you like to work for a different company in five years from | 0.75

Goal setting

now?
- Do you think you will work for a different firm in five years from now?

- I set goals in what I want to achieve.

Employability awareness

Responsibility for
future development

Clarity of approach

Image of future
self development

New job within 5 years

- I myself am responsible for my future development.

- I know what I need to do to achieve my goals at work.

- I have a clear view of how I want to develop myself in the next years.

- Would you like to have a new job within Philips in the next 5 years?

Willingness to train

- If there would be the possibility to take a one-year training course for
which you have to study 8 hours per week (in your leisure time) and in
return you might get a 5% salary increase, would you take the training?

Control variables
HR instruments

-Assessment interviews
-Personal dev. plan
-Regular feedback
-Task/job rotation
-Mid-year review

Does the Philips outlet you work in use the following HR instruments?
(ves/no)

- Assessment interviews

- Assistance in making a personal development plan

- I get regular feedback from my direct superior

- The option of task/job rotation exists

- Development-interviews (mid-year reviews) are being held

All questions in this table (except HR instruments) are answered on a 5-point Likert scale. The remaining
(straightforward) questions asked include personal characteristics: age, gender, tenure and education
level as well as the sector in which employees work: consumer lifestyle, healthcare, lighting or other.
*For some personality traits we report only one question in this table. In these cases the Cronbach’s Alpha

turned out relatively low and we decided for our analyses, to use only the question reported in the table

for that personality trait.
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Nederlandse samenvatting (Summary in
Dutch)

Tijdens de nasleep van de twee wereldwijde oliecrises in de jaren 70 is in veel
OECD landen, inclusief Nederland, de werkloosheid sterk gestegen. Figure 1.1 in
de introductie van dit proefschrift laat zien dat de werkloosheid in Nederland sterk is
toegenomen tot 1983 en pas in de tweede helft van de jaren 90 weer sterk is gedaald.

Langdurige werkloosheid is slecht voor de betrokken individuen en tevens voor de
samenleving als geheel. De kosten van werkloosheid komen tot uitdrukking in een
veelvoud van uitkomsten. Deze variéren van productieverlies voor de economie als
geheel tot psychologische schade aan het werkloze individu (zie Sen (1997) voor een
overzicht).

De Nederlandse overheid heeft individuen door middel van de verzorgingsstaat
sinds jaar en dag verzekerd tegen de financiéle gevolgen van werkloosheid. De ver-
zorgingsstaat is echter niet toegerust om de niet-financiéle (sociale en psychologische)
kosten te verminderen, terwijl het juist ook deze sociale en psychologische kosten
zijn die belastend zijn voor het werkloze individu. Het is dus beter om werkloosheid
te voorkomen dan om het te genezen. Daarbij heeft de overheid onder de noemer
van marktwerking en deregulering in toenemende mate privatiseringen doorgevoerd
en meer en meer vertrouwen gegeven aan de markt om een grote rol te spelen in de
financiering en afhandeling van sociale zekerheid.

De veranderende rolverdeling tussen publieke sector en private sector die het gevolg
is van marktwerking en dereguling, alsmede de gevolgen die dat heeft voor de uitvoering
van arbeidsmarktbeleid, zijn twee thema’s die centraal staan in dit proefschrift. Ons
eerste doel is om de voornaamste arbeidsmarkthervormingen sinds de jaren 80 in kaart
te brengen en te testen welke van deze hervormingen het meest succesvol zijn geweest
in het terugdringen van werkloosheid.
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Gegeven de steeds grotere rol die de overheid heeft gelegd bij de private sector
is ons tweede- en tevens hoofddoel om een antwoord te vinden op de vraag of
initiatieven binnen bedrijven een rol kunnen spelen bij het verminderen en voorkomen
van werkloosheid. Om deze vraag te beantwoorden bestuderen we drie initiatieven
binnen Philips op het gebied van werkloosheidsbestrijding en de bevordering van
duurzame inzetbaarheid van werknemers (‘employability’). Deze initiatieven zijn het
Philips Werkgelegenheidsplan (WGP), Certificering Vakmanschap (CV ofwel VQP) en
het ‘E-miles’ training-cheque programma.

In Hoofdstuk 2 hebben we een periode van 25 jaar van hervormingen in de
Nederlandse sociale zekerheid geanalyseerd. Op basis van een literatuuronderzoek
hebben we onderzocht welke hervormingen hebben gewerkt en welke niet. Met name
hervormingen op het vlak van ziekteverzuim zijn relatief succesvol geweest vergeleken
met hervormingen op andere terreinen. De voornaamste factor waarvan het succes
van een hervorming af hangt is van welk type de hervorming is. Hervormingen die
de toegang tot uitkeringen en voorzieningen beperken of de uitkeringsduur verkorten
presteren verhoudingsgewijs goed. Hervormingen die trachten de druk op het sociale
zekerheidsstelsel te verminderen door het stimuleren van individuen en bedrijven, het
verschuiven van verantwoordelijkheden of het verlagen van uitkeringen blijken minder
goed te werken. Tevens tonen we dat de geschiedenis van hervormingen beinvloed is
door de timing van kabinetswisselingen. Kabinetten zijn over het algemeen in de eerste
twee jaar meer geneigd tot hervormen dan in de jaren kort voor nieuwe verkiezingen.
Tot slot bevestigen we de anticyclische relatie tussen de conjunctuur en het aantal
werklozen en arbeidsongeschikten en de procyclische relatie tussen de conjunctuur en
ziekteverzuim.

In Hoofdstuk 3 analyseren we het WGP. In het WGP krijgen werklozen met
een grote afstand tot de arbeidsmarkt gemiddeld een jaar werkervaring en training
aangeboden binnen Philips, waarna de deelnemers uistromen naar werk buiten of
binnen Philips, weer gaan studeren of terug in werkloosheid terecht komen. Onze
analyse toont aan dat het gemiddelde effect van deelname aan het WGP 18% is. Dit
betekent dat een WGP deelnemer een 18 procent punt grotere baanvindkans heeft
dan een werkloze persoon met vergelijkbare kenmerken die niet aan het WGP heeft
deelgenomen. De impact van het WGP is stukken groter dan de impact van deelname
in publieke reintegratietrajecten. Daarbij kent het WGP enkele voordelen voor Philips,
bijvoorbeeld doordat Philips met regelmaat deelnemers vanuit het WGP een reguliere
baan bij Philips biedt en zo bespaart op de kosten van werving en selectie. Het
WGP bestaat sinds 1983 en nadert haar dertigste verjaardag in 2013. De continuiteit
van het WGP is een van de kenmerken waarmee het zich onderscheidt van publieke
reintegratieprogramma’s, welke doorgaans niet langer duren dan een regeringsperiode,
zoals Hoofdstuk 2 laat zien.
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Onze analyse van het programma Certificering Vakmanschap (VQP) toont aan dat
werknemers die de training in het VQP succesvol doorlopen en daarmee een startk-
walificatie behalen, gemiddeld 4,3% meer loon verdienen vergeleken met werknemers
die de training niet doorlopen. Tevens laten we zien dat het positieve effect van de
training op lonen afneemt in de jaren nadat men de training succesvol heeft afgesloten.
Na ongeveer 7 jaar is het effect van de training niet meer waarneembaar vergeleken met
werknemers die niet in training zijn gegaan. Dit suggereert dat werknemers moeten
blijven leren (‘Een leven lang leren’) om ook op de langere termijn hard in salaris
te kunnen groeien. We vinden tevens twee effecten die duiden op een verbeterde
duurzame inzetbaarheid (‘employability’) van de werknemers. Ten eerste hebben
werknemers die de training succesvol hebben doorlopen een grotere kans om binnen
Philips promotie te maken dan diegenen die niet aan de training deel hebben genomen
of deze niet hebben afgemaakt. Ten tweede leidt het succesvol afronden van de training
tot een lagere kans op gedwongen ontslag. Deze effecten laten zien dat het VQP kan
worden gezien als een preventieve maatregel tegen werkloosheid van laagopgeleiden.
Het VQP helpt daarmee de kloof tussen laag en hoog opgeleiden te nivelleren.

De voortdurende groei in het aantal hoger opgeleide arbeiderskrachten in de
beroepsbevolking leidt tot een toenemend risico van verdrukking (‘crowding out’) in
alle lagen van de arbeidsmarkt. Met verdrukking bedoelen we dat iemand een baan
aanneemt waarvoor men overgekwalificeerd is en daardoor iemand die precies de juiste
kwalificaties heeft voor deze positie verdrukt. Als deze verdrukte persoon vervolgens
ook genoodzaakt is een baan onder zijn of haar niveau aan te nemen dan wordt op
dit lagere niveau weer een nieuwe werknemer verdrukt. Dit proces werkt zo door
tot op de laagste kwalificatieniveaus waar, aan de onderkant van de arbeidsmarkt,
de meeste moeilijkheden ontstaan om een baan te krijgen of behouden. Om deze
reden is het van belang voor werknemers op alle opleidingsniveaus om blijvend aan
persoonlijke ontwikkeling te werken. Om werknemers binnen Philips hiervan bewust
te maken is Philips in 2009 gestart met het E-miles programma. Dit houdt in dat alle
Philips medewerkers een cheque ter waarde van 1.000 E-miles hebben gekregen, welke
ze mogen besteden aan persoonlijke ontwikkelingstraining.

In Hoofdstuk 5 analyseren we het programma van de E-miles cheques en tonen
we aan dat werknemers die hun cheque hebben besteed en dus een persoonlijke
ontwikkelingstraining hebben gevolgd, een significant gestegen bewustzijn hebben van
het belang van persoonlijke ontwikkeling, vergeleken met werknemers die hun cheque
niet besteed hebben. Tevens blijken werknemers die hun cheque besteed hebben een
gestegen bereidheid te hebben om in de toekomst aan training deel te nemen ten
opzichte van werknemers die hun cheque niet hebben besteed. Het stimuleren van dit
bewustzijn en de trainingsbereidheid kan worden beschouwd als een vroege interventie
om de toekomstige werkgelegenheid van werknemers te bevorderen.
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We kunnen concluderen dat de drie bedrijfsinitiatieven WGP, VQP en E-miles
succesvol zijn in het bereiken van hun respectievelijke doelen van reintegreren van
werklozen, vergroten van de ‘employability’ van lager opgeleiden en verhogen van het
bewustzijn omtrent persoonlijke ontwikkeling onder werknemers. Dit toont aan dat
bedrijven een meetbare en significante bijdrage kunnen leveren aan het verminderen
van werkloosheid en de bevordering van de ‘employability van laag opgeleiden’.

Deze initiatieven verdienen lof aangezien ze bijdragen aan het verlichten van het
werkloosheidsprobleem in brede zin. Deze initiatieven verdienen navolging bij andere
bedrijven. Met name in het geval van het WGP heeft dit een duidelijk geaggregeerd
potentieel om langdurige werkloosheid te helpen bestrijden. Wij hopen dat het
langdurige en stabiele succes van het WGP bedrijven, sociale partners en de overheid

inspireert tot navolging.
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