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EXECUTIVE SUMMARY

In the Netherlands, too many specific groups of people are sidelined regarding their labor 
market opportunities, i.e., youth, low-educated individuals, ethnic minorities, and partially 
disabled individuals. People in these groups often suffer from a lack of knowledge and 
skills (i.e., human capital) and the negative stigma that is attached to these particular 
groups. Due to technological developments and increased labor market flexibilization, 
access to well-paid and secure jobs (i.e., regular jobs on a full-time basis and an open-
ended contract) is reserved only for those individuals who have mastered occupation-
specific skills. 

The Dutch Active Labor Market Policies (ALMPs) based on workfare principles emphasize 
rapid reintegration into paid work but without much investment in human capital, e.g., 
skills-upgrading measures. The criticism towards workfare-oriented policies is that, even 
though they may have initial effects,  no further supportive services are provided during 
the unemployment spell. The Netherlands has, compared to other European countries, 
one of the lowest expenditures on training measures to support unemployed individuals 
back into the labor market as well. The shortcomings of human capital among the groups 
mentioned above make them increasingly vulnerable to nonstandard employment and 
unemployment but also reduces the potential for vulnerable workers to acquire the 
occupation-specific skills to progress up the career ladder into higher-quality jobs. 

The view that benefit recipients can best develop human capital in the workplace to climb 
the career ladder might be with the changed labor market structure in the Netherlands 
somewhat outdated. More voices have been calling for more investment measures to 
support these vulnerable workers in acquiring more secure jobs. Even though the public 
activation approach succeeds in delivering high exit rates into paid work, the long-term 
impact of such workfare-oriented policies seems to be negligible and even adverse. The 
likelihood for vulnerable workers to accept low-paid and insecure jobs is relatively high, 
while these jobs do not provide many career growth opportunities.

The Philips Employment Scheme (Philips Werkgelegenheidsplan [WGP] in Dutch) offers 
vulnerable workers from outside of the Dutch company Philips a one-to-two-year period 
of work experience in combination with on-the-job training, career-development courses, 
and vocational training. Philips hires several unemployed individuals for a fixed period and 
to provide them with the essential skills to match with current labor demand. The WGP 
participants are employed in regular jobs on the labor market, whereas people on public 
support might still be unemployed for a while and having an increased risk of moving 
into either a public-sector employment program or a nonstandard job. Both possibilities 
may send out the signal of irrelevant work experience to prospective employers in either 



542404-L-bw-Peijen542404-L-bw-Peijen542404-L-bw-Peijen542404-L-bw-Peijen
Processed on: 11-9-2020Processed on: 11-9-2020Processed on: 11-9-2020Processed on: 11-9-2020 PDF page: 9PDF page: 9PDF page: 9PDF page: 9

 | 9

way. According to the literature on labor market reintegration, the investments in human 
capital are expected to pay off in the long run but have little impact on short notice. As 
such, Philips aims to let participants move into regular jobs in the external labor market, for 
instance, at small and medium firms in the region by attempting to reduce the stigma that 
employers tend to assign to formerly unemployed individuals. Philips aims to achieve this 
WGP-to-job transition ideally during participation, but at least shortly after completion.

This dissertation contributes to the existing knowledge on the long-term impact 
of providing human capital measures to vulnerable workers leading up to a more 
sustainable labor market reintegration than through the public approach of workfare-
oriented activation. Earlier evaluation studies ALMPs limited their observation periods to 
short-term (about one year later) and medium-term impacts (about five years later). In 
contrast, this dissertation studies the long-term impact of the WGP up to ten years after 
completion of the intervention. Besides, the findings on the short-term impact of the WGP 
are inconsistent with the general assumption in the literature about retraining and work-
experience programs. The literature shows that investments in people’s human capital 
establish long-term impacts,  but are heavily criticized for not realizing any significant 
impacts on short notice nonetheless. 

The studies conducted use national register data of Statistics Netherlands covering 
information on the entire Dutch population from the years 1999 up to 2017. The register 
data contain time-variant information on each inhabitant in the Netherlands on changes, 
for instance, in their educational attainments, benefit claims, job-to-job movements, and 
household transitions. The data enables to construct a matched control group, sharing 
the same pre-treatment covariates as WGP participants before WGP entry, except for 
participation in the WGP but their entitlement to the public activation program. The long-
term effect of the WGP is determined by comparing the labor market outcomes of its 
former participants (1999-2014) with a matched control group that was entitled to the 
public workfare-oriented approach, as adopted by many countries.

The findings in this dissertation show that a company-based work-experience program 
that also offers multiple forms of in-house training performs better in supporting either 
low-educated or inadequately-skilled individuals to return in the labor market more 
sustainably, precisely because of the lack these human capital investments which are not 
provided in the Dutch workfare approach. 

Generally, former WGP participants have 8% more employment security over ten years 
than the matched control group entitled to public support. There is substantial variation 
in the long-term impact of WGP participation amongst the different groups of vulnerable 
workers under study. The WGP impacts the careers of the most vulnerable groups in 
terms of the net treatment effect, e.g., low-educated participants (8%). For high-educated 
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participants, the WGP acts as the right little push in the right direction but allowing 
them to move into relatively secure jobs (14%). However, for the intermediate-educated 
participants, the differences in creating secure employment over ten years compared with 
that of the public activation program were not that outspoken (7%). Youth participants 
enjoy a long-term impact of 11%. Still, the same pattern was found across educational 
attainment, showing a net treatment effect for low-educated youth (10%), intermediate-
educated youth (5%), and high-educated youth (17%). For non-Western (10%) and Western 
minority groups (11%) who, in general, possess lower or unrecognized qualifications, the 
impact of WGP participants is more substantial in the long run compared with Moroccans, 
Turks, Surinamese, and Dutch Antilleans. This latter traditional group of migrant workers in 
the Netherlands, for whom the Dutch educational system is far more accessible, the long-
term impact of the WGP was only 2% and even insignificant compared with the group 
entitled to public activation. For participants with disabilities, either with physical (17%) or 
cognitive disability (11%) and people diagnosed with an autism spectrum disorder (25%), 
the long-term impact of WGP participation is only on the level of employment security 
but not on improving the wage match.

More opportunities to invest in human capital might help to improve the chances of the 
most vulnerable unemployed individuals to regain sustainable employment. The WGP 
distinguishes itself from the public activation program by determining what human 
capital investment (i.e., work experience, training, and education) is needed to support 
each participant to a (suitable) job adequately. Unlike public activation in which little or 
no investment in human capital takes place, the WGP offers a more tailored approach 
in terms of vocational training. Even though the WGP is more costly to implement, 
certainly compared with the low costs for executing the public approach, the more 
tailored approach provides, in the end, a far more secure labor market reintegration. Other 
large companies might opt for starting tailor-made work-experience programs like the 
WGP for improving the labor market opportunities of the most disadvantaged, notably 
the companies in the industries and regions that forecast further declines in qualified 
personnel. Closer collaboration between public authorities and the business sector might 
be the way forward to improve the labor market reintegration of vulnerable workers.
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1.1 INTRODUCTION

In the Netherlands, the number of employed people has never been as high as over the 
past five years. Nevertheless, particularly in times of economic downturn, as with the 
fast-developing COVID-19 outbreak, too many specific groups of people are set on the 
sidelines, i.e., youth, low-educated individuals, ethnic minorities, and partially disabled 
individuals. The labor market reintegration of these different groups back into the labor 
market has become a persistent challenge for the national government to take up.

The onsets of both of the early 2000s recession and the 2008 Great Recession had 
significant impacts on unemployment rates among these vulnerable workers in both the 
short and long run. In the Netherlands, many employers needed to cut back on their staff 
costs and took full advantage of the increased availability of flexible work arrangements to 
maintain adaptability in a very competitive economic environment (de Lange, Gesthuizen 
and Wolbers, 2012). The increased flexibilization has resulted in a sharp increase in the 
share of the labor force working in nonstandard forms of employment, i.e., fixed-term 
contracts, part-time work, on-call work, payrolling, freelancers, and temporary agency 
work (Eichhorst and Marx, 2015; Muffels, 2015; Eurofound, 2017; Hartog and Salverda, 
2018). Many groups of vulnerable workers found themselves unemployed right away. Still, 
many of them also remained unemployed for a considerably long time (de Graaf-Zijl, van 
der Horst, et al., 2015). However, the disadvantaged position of these individuals cannot be 
blamed only by the economic impact.

Over the past years, the automation of work processes has improved the level of business 
productivity. However, it has led many of the unskilled repetitive-task jobs to disappear. 
Across Western countries, this process was intensified by economic globalization that has 
intensified the wage competition between countries and pressure on the prices of goods, 
leading to outsourcing of these repetitive-tasks jobs to low-wage countries, i.e., offshoring 
(Alderson and Nielsen, 2002). Because industrial production is increasingly focused on the 
manufacturing of high-end products that require technological innovations, the demand 
for non-technical skills has started to lag behind the demand for technical skills (Acemoglu 
and Autor, 2011; Autor and Dorn, 2013; Dorsett and Lucchino, 2014). 

The technological developments have created, on balance, more jobs in new markets 
and sectors but also to jobs with more demanding tasks in terms of the required 
occupation-specific skills. Generally, the developments have raised the demand for, and 
hence the wage of high-educated individuals (i.e., tertiary education, ISCED2011-Level 
≥ 5) compared to low-educated individuals (i.e., below upper secondary education, 
ISCED2011-Level ≤ 2). Non-routine labor is still in demand because parts of these jobs 
cannot be easily replaced by technology, yet the cognitive middle-segment jobs seem 
to disappear rapidly (Autor, Levy and Murnane, 2003; Smits and de Vries, 2015). Because 
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jobs have become more demanding, much emphasis is placed today on possessing the 
demanded knowledge and skills. Access to well-paid and secure jobs (e.g., regular or 
standard jobs on a full-time basis and an open-ended contract) is reserved only for those 
individuals who have mastered the occupation-specific knowledge and skills required 
for the position advertised (Becker, 1962). For those people whose skills are not in line 
with the desired skills, have severe risks of taking these repetitive-tasks jobs for which no 
specific education is necessary. Gaining opportunities in the Dutch labor market requires 
a so-called basic qualification (Startkwalificatie in Dutch, higher or equal to the level of 
secondary vocational training (see Research Centre for Education and the Labor Market, 
2016). 

Partly because of the increased educational level of the labor force, the mastery of soft 
skills like problem-solving skills, teamwork, and creativity, has also become increasingly 
become one of the critical selection criteria for employers as well. From the pool of suitable 
candidates, the competencies one possesses help to filter out the best candidates for the 
position advertised (Litecky, Arnett and Prabhakar, 2004). Explanations of the weak labor 
market position of vulnerable workers point to the demanded occupation-specific skills 
that these people do not possess (Becker, 1964) and the increasing importance of one’s 
capabilities in soft skills. Their long-term unemployment status alienated them from the 
active labor force, which gave them the stigma of being unproductive. This general trend 
affects all unemployed individuals in the labor market, but these vulnerable workers to a 
more considerable extent, given their more significant existing deficits in the desired skills 
(Muffels, 2015; The Netherlands Scientific Council for Government Policy, 2017).

After the 2008 Great Recession, Dutch employers remained selective in hiring people for 
their better paid and more secure jobs. However, this increased selectivity had dissimilar 
implications for different groups of workers. For low-educated individuals, starting in a 
temporary job appeared to cover a more substantial part of their early careers (Muffels, 
2015; Euwals, de Graaf-Zijl and van Vuuren, 2016; The Netherlands Scientific Council for 
Government Policy, 2017). Those individuals with higher educational qualifications and 
who graduated in fields of study in respect of which low market demand exists were still 
capable of finding jobs. Still, the jobs found were often at a lower level than they probably 
imagined when they started their educational careers. Even though they may have 
continued to search for a better job, they crowded-out the jobs available for intermediate-
educated individuals (Gesthuizen and Wolbers, 2010). More severely, the low- and 
inadequately-skilled people have experienced increased risks of ending up in nonstandard 
employment, while mainly the low educated have become vulnerable to unemployment. 
These developments described above have been the facilitators of increased labor market 
flexibilization, creating so-called good and bad jobs (Lindbeck and Snower, 1988; de Beer, 
2001; van der Veen and Dekker, 2017). The labor market reintegration framework seemed 
to be incapable of overarching the previously-mentioned developments and reintegrating 
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these vulnerable workers back into the labor market sustainably.

The Dutch public activation program that supports the unemployed back to work aims to 
get recipients off benefits as soon as possible (see Box 1.1) to minimize the depreciation of 
human capital associated with unemployment (see de Grip and van Loo, 2002). However, 
this workfare-oriented approach does not provide a clear answer to the question of how 
benefit recipients should eventually find a job. The implicit assumption of workfare is that 
these recipients are already equipped with the essential skills to find a job entirely on their 
own, which is in direct contrast with the human capital approach. 

Earlier studies showed that this approach succeeds in delivering rapid exit rates into paid 
work (van den Berg, van der Klaauw and van Ours, 2004; Abbring, Berg and Ours, 2005; 
van den Berg and van der Klaauw, 2006; Sol et al., 2007; Bunt et al., 2008; Bekker and Klosse, 
2016; de Groot and van der Klaauw, 2019). However, the international literature learns 
that the long-term impacts of these so-called workfare-oriented policies prove to be 
negligible and, in some cases, even adverse (Card, Kluve and Weber, 2010, 2018). These 
policies seem to be unfruitful  in the long run, notably for those at the margins of the 
labor market (Schulte et al., 2018). This stick-and-carrot approach entails increased risks for 
individuals with low or inadequate skills, given that jobs have become more demanding 
(Emmenegger et al., 2012; Arni, Lalive and Van Ours, 2013). 

The threat of sanctions intends to encourage benefit recipients to actively apply for a job 
(Cantillon and Van Lancker, 2013). However, the monitoring practices might also influence 
people to portray appropriate behavior, in terms of fulfilling the job-search guidelines just 
to secure their entitlement to benefits up to the maximum but not to perform a genuine 
job search. The other side of the coin is that establishing suitable employment through 
these workfare-oriented policies, that means an employment position with a proper wage 
match, is not always realistic anymore in the Dutch labor market (Caliendo, Tatsiramos 
and Uhlendorff, 2013; von Bergh, 2019). Earlier studies show that these job mismatches 
negatively impact the level of employment security and wage development of individuals 
from a long-term perspective (van de Werfhorst and Kraaykamp, 2001; Wolbers, 2003). 

Even though the workfare-oriented support varies among municipalities, the rationale 
of all local public support in the Netherlands is more or less the same. For people who 
cannot perform labor, the proposed skill-building elements and job-search assistance 
should shrink the distance to the labor market. However, the emphasis is not placed on 
aligning occupation-specific knowledge and skills with the current labor demand. The 
training has a more practical character that instead aims to increase the exit rate to paid 
work, as, for instance, career orientation, searching for vacancies and writing application 
letters.

Therefore, the main criticism toward workfare is that the unemployed are confronted 
with many obligations but that the public support is unlikely to compensate for their 
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deficits in human capital; both benefit recipients as well as those that are unemployed but 
are unwilling to participate in public activation. For the potential new inflow in benefits, 
the compulsory activities in the workfare-oriented approach has a restraining effect—
that means that unemployed individuals look independently for a new job first before 
reporting themselves to the local employment office—while it encourages the current 
recipients on benefits to exit to paid work. Concerns have been expressed about the pure 
focus on quick reentry into the labor market with too little emphasis on establishing sub-
goals such as increased well-being, resilience, and self-efficacy that endorse more secure 
employment in the long run (Sol and Kok, 2014).
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Box 1.1. The Dutch reintegration framework

Until the 1990s, the national and municipal labor market reintegration support had a much more 
human capital-oriented approach with merely positive incentives for benefit recipients. Those 
recipients unable to find a job were assumed to have a deficit in their knowledge and skills for which 
there is low labor demand. The solution was to invest in education and training and herewith to 
strengthen the position of benefit recipients compared with incumbent workers. In the early 2000s, 
the American-made workfare-oriented approach with merely negative incentives was introduced in 
the Netherlands. The rationale of this approach assumes that not so much the stock of knowledge and 
skills of benefit recipients is the main explanation for their unemployment, but more is their motivation 
levels. Their motivation can be stimulated, supposedly through participation in compulsory work 
activities. Benefit sanctions would be applied in case of not following the strict rules and guidelines. 

The Netherlands uses a more or less workfare-oriented approach in its unemployment and 
social assistance benefit system. The approach is applied differently across Dutch municipalities 
regarding their strictness, but the rationale of supporting people to work promptly is more or less 
the same (see Bunt et al., 2008). To become eligible for benefits, unemployed individuals should 
have received a wage in at least three of the previous five years. Each year in employment ensures 
individuals for one month of unemployment benefit entitlement.  Otherwise, they get entitled to 
social welfare benefits. Unemployed individuals need to report themselves at the Employee Insurance 
Agency (Uitvoeringsinstituut Werknemersverzekeringen [UWV] in Dutch) to claim unemployment 
benefits. 

The benefits system is based on Anglo-Saxon principles of workfare (work-first), emphasizing 
a rapid transition to employment, even if at low initial wages in nonstandard employment (i.e., 
temporary employment like part-time, on-call or temporary agency work). There is some job-search 
assistance provided, and job-counseling sessions, but the support is limited to résumé writing tips 
and to forward vacancies that may be interesting to unemployed individuals. In general, there is no 
substantive investment in training during unemployment. Each benefit recipient is expected to be 
available to perform paid work on short notice. Participation in any form of (in)formal training would 
restrain the unemployed from performing an active job search and hampers their transition into paid 
work on short notice.

This approach is also known as the stick-and-carrot approach, combining financial incentives 
(the carrot) with strict monitoring of fulfilling the job-search guidelines. Benefit sanctions are applied 
in case claimants do not comply with the following obligations (the stick): (1) attend interviews with 
employment counselors; (2) need to search for job vacancies and to apply for jobs independently; (3) 
send out four application letters a month; and (4) after twelve months of entitlement they are also 
required to apply for job vacancies that have been forwarded by counselors which they consider to 
be suitable. 

As of July 2015, benefit recipients in the Netherlands are only allowed six months of job search 
before any job as appropriate is considered, instead of the twelve months before this change. This 
shortened period of benefit entitlement involves an increased risk for people who do not possess 
the desired skills of getting steered into low-paid and insecure jobs that do not provide much career 
growth opportunities like promotion and further training. There is job-search assistance provided, 
but that support is limited to forwarding vacancies that may be interesting to the unemployed 
worker and some job-search and application skills. The job offers may also entail on-trial placements, 
subsidized jobs, and sheltered employment. If unemployed individuals are unwilling to accept a job 
offer, then they may lose their benefits either permanently or temporarily in terms of cuts in benefits. 
The threat of sanctions is known as the ex-ante effect, whereas the actual reduction in benefits that 
increases the cost of staying in unemployment is known as the ex-post effect.
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Box 1.1. The Dutch reintegration framework

Until the 1990s, the national and municipal labor market reintegration support had a much more 
human capital-oriented approach with merely positive incentives for benefit recipients. Those 
recipients unable to find a job were assumed to have a deficit in their knowledge and skills for which 
there is low labor demand. The solution was to invest in education and training and herewith to 
strengthen the position of benefit recipients compared with incumbent workers. In the early 2000s, 
the American-made workfare-oriented approach with merely negative incentives was introduced in 
the Netherlands. The rationale of this approach assumes that not so much the stock of knowledge and 
skills of benefit recipients is the main explanation for their unemployment, but more is their motivation 
levels. Their motivation can be stimulated, supposedly through participation in compulsory work 
activities. Benefit sanctions would be applied in case of not following the strict rules and guidelines. 

The Netherlands uses a more or less workfare-oriented approach in its unemployment and 
social assistance benefit system. The approach is applied differently across Dutch municipalities 
regarding their strictness, but the rationale of supporting people to work promptly is more or less 
the same (see Bunt et al., 2008). To become eligible for benefits, unemployed individuals should 
have received a wage in at least three of the previous five years. Each year in employment ensures 
individuals for one month of unemployment benefit entitlement.  Otherwise, they get entitled to 
social welfare benefits. Unemployed individuals need to report themselves at the Employee Insurance 
Agency (Uitvoeringsinstituut Werknemersverzekeringen [UWV] in Dutch) to claim unemployment 
benefits. 

The benefits system is based on Anglo-Saxon principles of workfare (work-first), emphasizing 
a rapid transition to employment, even if at low initial wages in nonstandard employment (i.e., 
temporary employment like part-time, on-call or temporary agency work). There is some job-search 
assistance provided, and job-counseling sessions, but the support is limited to résumé writing tips 
and to forward vacancies that may be interesting to unemployed individuals. In general, there is no 
substantive investment in training during unemployment. Each benefit recipient is expected to be 
available to perform paid work on short notice. Participation in any form of (in)formal training would 
restrain the unemployed from performing an active job search and hampers their transition into paid 
work on short notice.

This approach is also known as the stick-and-carrot approach, combining financial incentives 
(the carrot) with strict monitoring of fulfilling the job-search guidelines. Benefit sanctions are applied 
in case claimants do not comply with the following obligations (the stick): (1) attend interviews with 
employment counselors; (2) need to search for job vacancies and to apply for jobs independently; (3) 
send out four application letters a month; and (4) after twelve months of entitlement they are also 
required to apply for job vacancies that have been forwarded by counselors which they consider to 
be suitable. 

As of July 2015, benefit recipients in the Netherlands are only allowed six months of job search 
before any job as appropriate is considered, instead of the twelve months before this change. This 
shortened period of benefit entitlement involves an increased risk for people who do not possess 
the desired skills of getting steered into low-paid and insecure jobs that do not provide much career 
growth opportunities like promotion and further training. There is job-search assistance provided, 
but that support is limited to forwarding vacancies that may be interesting to the unemployed 
worker and some job-search and application skills. The job offers may also entail on-trial placements, 
subsidized jobs, and sheltered employment. If unemployed individuals are unwilling to accept a job 
offer, then they may lose their benefits either permanently or temporarily in terms of cuts in benefits. 
The threat of sanctions is known as the ex-ante effect, whereas the actual reduction in benefits that 
increases the cost of staying in unemployment is known as the ex-post effect.

The Netherlands had, before, during and after the 2008 Great Recession, one of the lowest 
expenditures on training measures to support unemployed individuals back into the 
labor market, compared to other European countries (Eurostat, 2018). The budget spent 
on (re)training measures to help unemployed people get back to work in the Netherlands 
was already low before the 2008 crisis, but the budget shrunk during and after this crisis, 
i.e., 0.01% in 2007 and remained 0.01% in 2017 (OECD, 2020). Other countries, such as 
Austria, Denmark, France, and Sweden, released far larger budgets for reintegration 
purposes (Eurostat, 2018; OECD, 2020). Figure 1.1 shows the public expenditure on 
public employment services and administration and training right before the 2008 Great 
Recession in 2007, and for 2017, the most recent figures available. In 2017, it appeared that 
almost all European countries had reduced their expenditure on training to support the 
unemployed back to work, except for Austria, Denmark, and France, where only a handful 
of countries increased budget for public employment services.

Figure 1.1. Public expenditure on public employment services and administration and 
training (as % of GDP) in 2007 and 2017

Note(s). Public employment services and administration include placement and related services, 
benefits administration, and others. Training includes institutional training, workplace training, 
alternate training, and special support for apprenticeship. The categories left out include employment 
incentives, sheltered and support employment rehabilitation, direct job creation, start-up incentives, 
out-of-work income maintenance and support, and early retirement. There was no data available for 
Italy (2017) and United Kingdom (2017).
Source. OECD (2020)
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The limited expenditures in the Netherlands are not the sheer effect of limited financial 
resources, but a well-considered policy choice. The rationale of public activation assumes 
that the depreciation of skills needs to be stopped quickly, facilitated through a rapid 
reintegration into the labor market, however, without setting too many requirements for 
the working tasks of these positions and the individuals’ skills. As soon as unemployed 
people start to gain work experience again, they either continue their job search for 
better jobs (see Burdett, 1978) or seek career growth opportunities like further training 
and promotions by their new employers. At least, that is what public workfare assumes.

However, it appears that employers are often reluctant to invest in further training of their 
employees working in nonstandard jobs. Further training is considered either unnecessary 
for the tasks they need to perform or these employees’ future with the employer is quite 
uncertain (Blossfeld and Mayer, 1988; Kalleberg, 2000; Fouarge et al., 2012; Eichhorst and 
Marx, 2015). In either way, there is unlikely enough time for employers to reap the benefits 
of the investment(s) made (Bassanini et al., 2005; Fouarge et al., 2012; de Grip et al., 2018). 
The further development of particularly low-educated individuals located in nonstandard 
employment through on-the-job learning, as, for example, from coworkers by merely 
doing the work, is for that reason in the Netherlands compared with other European 
countries relatively limited (Maslowski, 2019). Due to the short-lived transactional 
nature of fixed-term contracts, a fast reintegration into the labor market for the groups 
mentioned above typically implies that they have a tremendous risk. The risk of ending 
up in nonstandard jobs, precisely because these jobs provide very little in terms of further 
development of human capital, i.e., (in)formal training.

Nevertheless, on-the-job learning is the preferred way for low-educated individuals 
to acquire occupation-specific skills, as opposed to purely classroom-based learning. 
People with low levels of education may have had many negative past experiences in 
the regular classroom-based school system, perhaps because they have a more hands-on 
mentality than people with relatively higher levels of education. However, they might be 
kept onboard through workplace-based learning trajectories, but sending them back to 
school might have adverse impacts (Illeris, 2006). These individuals are still willing to invest 
in themselves to a certain extent, but their willingness sharply differs across educational 
attainment and decreases with age (Bukodi, 2017; Montizaan, Nieste and Poulissen, 
2019). As such, the opportunities for vulnerable workers to repair their skill deficits on-

the-job have become relatively scarce. These unequal opportunities negatively influence 
the chances for vulnerable workers to gain contract renewals and move into secure and 
higher-paying positions during the progression of their careers (Stevens, 1997; Wolbers, 
2003; Scherer, 2004; Muffels, 2015).

The low budget for training measures in the Netherlands makes the career growth 
opportunities for vulnerable workers to rely on the willingness of employers to invest 
in their employees. However, unemployment and nonstandard employment are 
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respectively associated with the depreciation of human capital and the accumulation of 
less relevant knowledge and skills than in the core positions of businesses that provide 
the opposite (Ruhm, 1991; Arulampalam, Gregg and Gregory, 2001; de Grip and van Loo, 
2002). Therefore, the focus on a rapid reintegration back into the labor market without 
aligning benefit recipients’ skills first, assuming that they would acquire the desired skills 
in the workplace, might have become outdated in the changed labor market structure 
of the Netherlands. Besides, a too hasty reintegration involves a substantial risk for these 
vulnerable workers of going to and fro between temporary and low-quality jobs and 
unemployment, i.e., work-welfare cycle (draaideurwerkloosheid in Dutch). This continuous 
exposure to either unemployment and nonstandard employment tend to deepen the 
scarring effects (see Box 1.2) that are imposed on their careers (Thurow, 1972; Sicherman 
and Galor, 1990; Muffels, 2008; Muffels and Luijkx, 2008; de Graaf-Zijl, van den Berg and 
Heyma, 2011; Gebel, 2011; Heyma and van der Werff, 2013; Mooi-Reci and Dekker, 2013; 
McTier and McGregor, 2018).
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Box 1.2. Scarring and the hiring process

Each unemployment spell reduces the future labor market opportunities and hiring chances 
of unemployed individuals, but also imposes a setback in their reemployment wages to 
be experienced long after the initial unemployment spell, also referred to in the literature 
as scarring (Ruhm, 1991; Gregg, 2001; Gregory and Jukes, 2001; Arulampalam, 2001; Clark, 
Georgellis and Sanfey, 2001; Burgess et al., 2003; Gangl, 2004, 2006; Luijkx and Wolbers, 2009; 
Mooi-Reci and Ganzeboom, 2015; Birkelund, Heggebø and Rogstad, 2016). 

There is an information asymmetry that surrounds the hiring process in which 
decisions are taken against a background of uncertainty about applicants’ productive 
capabilities. In such uncertainty, employers rely on the observable characteristics that are 
retrievable from résumés, which serve as a statistical screening device, i.e., age, ethnic group, 
and past employment history (Lockwood, 1991; Eliason, 1995). Employers seek to employ 
the best available candidates for their open positions but at the lowest possible hiring costs 
(i.e., additional training costs and workplace adjustments), utilizing information on people’s 
résumés to get an idea of applicants’ potential productivity (Spence, 1973). Unemployment 
and recurrent spells of unemployment are, however, seen as consequences of not 
possessing occupation-specific knowledge and high-demand skills, and businesses might 
call unemployed people’s productive capabilities and motivations into question. Prolonged 
and frequent unemployment spells increase the risk of switching into lower-positioned jobs 
(Ruhm, 1991; Arulampalam, Gregg and Gregory, 2001; Luijkx and Wolbers, 2009; Birkelund, 
Heggebø and Rogstad, 2016) that are located in other industries or sectors besides those 
before the unemployment spell (Aisenbrey, Evertsson and Grunow, 2009; Dieckhoff, 2011).

Consequently, the scarring effects are relatively short-lived with reemployment in 
occupations, sectors and industries that are similar to that before unemployment (DiPrete, 
1981) but long-lasting if reemployment is located outside of the previous sector (Mühleisen 
and Zimmermann, 1994; Kuhn, 2002; Stewart, 2007). The more experienced applicants—
in terms of educational attainment, field of study, and labor market history—are more 
attractive for employers to hire than those without, given that the former possesses more 
occupation-specific human capital than the latter. The best positions available on the labor 
market—in terms of wage development and job security—go to people that possess 
occupation-specific skills that are high in demand (Wolbers, 2003; Kim, Tamborini and 
Sakamoto, 2015).

There is an ongoing debate in Europe regarding the long-term effectiveness of public 
activation programs that resemble Anglo-Saxon principles of workfare (Hemerijck, 2013, 
2017; Martin, 2015), notably for those at the margins of the labor market (Schulte et al., 
2018). During periods of economic growth, for instance, it is relatively easy to guide 
unemployed individuals into the rising number of available (nonstandard) jobs through 
these workfare-oriented policies, whereas in the recessionary periods, the unemployed 
need to compete with incumbent workers too (Martin, 2015). There appears to be no 
generic treatment to support each vulnerable group to more secure careers. Still, there 
is a specific need for a more tailored approach to guide vulnerable workers to more 
economic security (see Heckman, 2000). More voices are calling for more investment in 
these people’s human capital to align the skills of vulnerable workers with current labor 
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demand (Wolbers, 2003; Luijkx and Wolbers, 2009; Eichhorst and Rinne, 2018; McTier and 
McGregor, 2018; Eichhorst et al., 2019). This alternative approach would better support 
them in acquiring more sustainable jobs, i.e., social investment measures.

Both the Scientific Council for Government Policy (Wetenschappelijke Raad voor het 

Regeringsbeleid [WRR] in Dutch) and the Commission on the Regulation of Work (Commissie 

Regulering van werk in Dutch, better known as the Borstlap Commission) recently raised the 
issue of the lack of both job and economic security for temporary workers in the Dutch 
labor market. They heavily criticized the low investment in skill formation by both the 
Dutch government and employers in the human capital of their temporary workers and 
came up with suggestions for reforms.

The Borstlap Commission (2020) suggested introducing a substantial personal 
development budget to maintain or hone the (occupation-specific or general) skills of 
the population and workers. The risk of skills obsolescence in the knowledge economy 
endangers the job and employment security of all workers. The Commission also 
suggested having occasional non-binding employability checks to incline workers to use 
their development budget to remain employable on the labor market. The Netherlands 
Scientific Council for Government Policy (2020) advocated giving vulnerable workers 
living on benefits and having little chance of employment subsidized basic jobs instead 
of social assistance. Herewith employment is guaranteed for vulnerable workers who are 
not (yet) able to work in regular work, but who could perform socially useful working tasks 
quite perfectly (see Brouwers, 2020), i.e., social economy, (parallelle arbeidsmarkt in Dutch).

The involvement of the (regional) business sector and focusing on their demand is 
expected to contribute to the potential success of policy measures intended to foster labor 
market reintegration of vulnerable workers. Public-sector work-experience programs, for 
instance, have small or even negative impacts in both the short and long run, because 
they appear to send out the signal of irrelevant work experience to prospective employers 
like sheltered employment does (Gerfin, Lechner and Steiger, 2005; Sianesi, 2008). In the 
mid-1990s, job-creation programs in the Netherlands were introduced in the public sector. 
Still, they were considered to be a means of additional employment in which people 
carried out tasks without many responsibilities (Melkertbanen or id-banen in Dutch). These 
jobs were characterized by the so-called additional-work condition, which means that 
the newly-created job may not lead to the displacement of a regular job. Even though 
employment in itself is better than unemployment, the job-creation jobs were heavily 
criticized for their low exit rates into regular employment and, for that reason, dissolved in 
the early 2000s. It can be argued that these jobs were unsuccessful due to a misjudgment 
on the part of policymakers about the future demand for skills (see Lechner, Miquel and 
Wunsch, 2007). 

There have been calls to reintroduce a modified version of job-creation programs based 
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on reciprocity principles, to do something in return for receiving a benefit. However, 
governments might better subsidize private-sector initiatives to compensate for 
vulnerable workers’ lower productivity (Brown and Koettl, 2015). After all, policies can only 
be considered successful once employers are willing to hire these formerly unemployed 
individuals (see Benda, 2019). The interventions to be designed need to address the 
factors behind the unemployment problem of vulnerable workers to be effective in 
the long run. More emphasis needs to be put on (in)formal training measures to upskill 
these groups to secure their position in the Dutch labor market. The potential success of 
involving the business sector in the design and execution of labor market interventions 
point to the combination of direct employment and (formal) training. Participants acquire 
the desired skills while working in the meantime, and so being prepped for positions for 
which sufficient demand is guaranteed (van der Aa and van Berkel, 2014; Maslowski, 2019). 
Otherwise, vulnerable workers might continue to acquire and develop non-demanding 
skills or skills only required for nonstandard employment and where further training is 
unlikely, which entraps them into unsustainable labor market positions (see Lechner, 
Miquel and Wunsch, 2007).

1.2 PROBLEM STATEMENT

The Employee Insurance Agency and the municipalities receive a relatively low budget 
from the Dutch government to spend on training measures to support the unemployed 
back to work. There have been experiments of intensified supportive services over 
the past years, i.e., providing individual counseling versus standard group counseling. 
However, these efforts had no impact on short notice, i.e., six to nine months after 
entering unemployment. They had only a modest effect of 2% on the exit rates to paid 
work of benefit recipients (measured twelve to fifteen months after the beginning of the 
unemployment spell). Besides, no significant impact was found on the quality of jobs for 
people subject to this intensified support (de Koning et al., 2015; de Graaf-Zijl and Guiaux, 
2020). Next to international comparisons of high and low investment strategies in public 
activation, it is relevant to study the high and low investment roads toward reintegration 
within the same labor market system, in this case, the Netherlands, if the opportunity 
exists. 

There exists a large-scale private sector-initiated work-experience program in the 
Netherlands, in which gaining relevant work experience and training is an explicit goal: 
the Philips Employment Scheme (Philips Werkgelegenheidsplan [WGP] in Dutch). Royal 
Philips (hereinafter: Philips), the Dutch multinational company, established in the city 
of Eindhoven, known for their electronic home appliances, lighting, and healthcare 
innovations, has a long-standing tradition concerning the health, well-being, and job 
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security of both its employees as for the people living in the region. The WGP has its roots 
in a collective bargaining process in times of economic downturn where policy reforms 
were introduced to combat unemployment (see Box 1.7 in Appendix I for a brief history 
of the WGP). Even though Philips disagreed with the proposed policy reforms, the process 
of collective bargaining resulted in its very own course of action applied to the needs 
of Philips that is also in line with the regional labor market, which has improved unions 
relations. Finally, the WGP has been used to dampen productivity losses by temporarily 
replacing regular employees by WGP participants at times when the former is absent for 
training, which proves that the work experience gained during the WGP is as close to 
regular employment as it can be.

Since 1983, the WGP supports a selection of vulnerable unemployed individuals from 
outside of Philips back into the labor market by offering a one-to-two-year period of work 
experience in combination with on-the-job training, career-development courses, and 
vocational training (see Box 1.3). The set-up of the WGP has remained relatively unchanged. 
Philips hires some unemployed individuals for a fixed period and provides them with the 
essential skills in line with current labor demand. In doing so, Philips attempts to affect 
the biases generally held by employers toward formerly unemployed individuals (see 
Bonoli, 2014). Even though Philips does not have to recruit participants afterward, there is 
a non-negligible percentage (13.6%) that stayed with Philips after completing the WGP. In 
that respect, too, the WGP can be regarded somewhat as a recruitment channel (Gerards, 
2012; Gerards, Muysken and Welters, 2014). Still, the WGP aims to facilitate transitions to 
jobs in the external labor market, for instance, at small and medium firms in the region 
that matches participants’ newly-acquired knowledge and skills. Ideally, the WGP-to-job 
transition takes place during participation but utmost after program completion.

The central idea of a private sector-initiated work-experience program like the WGP is 
primarily based on human capital and signaling theories (Becker, 1962; Spence, 1973). 
Unlike human capital programs in general, the element of the potential success of the WGP 
is that participants do not postpone their labor market reentry. Still, they do repair their skill 
deficits and reduce the negative stigma that they otherwise would carry on throughout 
their careers. Participants in the WGP align their skills with current labor demand first 
before they are guided to positions in the (regional) labor market (see van der Aa and van 
Berkel, 2014). The investments in human capital reduce the negative perceptions held by 
employers and deliver clear signals to prospective employers on participants’ skills and 
expected productivity. WGP participants gain work experience at a reputable company 
while they can search for other jobs. The WGP also provides more time to search for and to 
identify the best and most suitable jobs, without impending sanctions. 

The jobs under the WGP resemble regular jobs in a competitive environment and are 
expected to send out the signal of participants having relevant work experience to 
prospective employers (Gerfin, Lechner and Steiger, 2005; Sianesi, 2008). The positive 
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image of Philips in the Dutch labor market is likely to be associated with higher 
performance and training standards compared with, for instance, that of small to medium-
sized firms in the region. The name of Philips on participants’ résumés is likely to confer 
an additional advantage on their résumés, particularly compared to unemployed people 
lacking such experience. As such, WGP participants are expected to be higher ranked in 
the pecking order compared with similar individuals entitled to public activation, which 
have higher risks of nonstandard employment without these career growth opportunities 
offered (Thurow, 1972; Ultee, 1980). A higher-quality job that follows the WGP is supposed 
to continue offering these opportunities in the nearby and far future and so enabling 
participants to climb the career ladder more vigorously.

Another feature of the WGP is access to multiple forms of training (see Gerards, de 
Grip and Witlox, 2014). The WGP also entails an investment in so-called soft skills, i.e., 
communication, courtesy, flexibility, integrity, interpersonal skills, positive attitude, 
professionalism, responsibility, teamwork, and work ethic. These soft-skilled are either build 
up through the informalities in the workplace, such as the daily interaction with managers 
and coworkers or through the obligatory career-development courses, i.e., CareerSKILLS 
and JOBS programs. It is well known that the job loss event and the unemployment status 
itself harm individuals’ well-being and motivation for job search (see Liu, Huang and Wang, 
2014). Both the job search self-efficacy and job-search intensity of unemployed individuals 
decrease over time likely because of the repeated refusals during the job-search period 
(McKee-Ryan et al., 2005; Wanberg et al., 2005). Therefore, the combination of temporary 
employment and the emphasis placed in the WGP on developing job-search skills and 
enhancing job-search motivations are expected to buffer the negative effect of the 
recent job loss on participants’ well-being. Simultaneously, participants are guided and 
encouraged to apply for the available positions for which they might be qualified. Philips 
aims to evoke behavioral change among its participants both on short notice and in the 
long run. A successful WGP-to-job transition during or shortly after the WGP is expected 
to result in a lasting positive change in the problem-solving skills of participants when it 
comes to finding a job. In the case of job loss, the WGP has taught participants what skills 
are required, and which (social) resources need to be mobilized to get invited to a job 
interview.
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Box 1.3. The WGP set-up

The selection procedure
The initial selection of potential participants is taken from the pool of officially registered 
unemployed and partially disabled unemployed individuals. The Employee Insurance 
Agency and the municipality, as well as other public partners in the field of (un)employment 
(040Werkt and Werkgelegenheidsteam of the Municipality of Eindhoven in Dutch) makes this 
selection using either of the following guidelines: (1) six months or longer formally registered 
as unemployed; (2) formerly early school-leavers; and (3) and other disadvantaged groups 
such as ethnic minorities, refugees, disabled workers, returning mothers, and highly-
educated workers with weak ties to the labor market. The latter group consists of people 
who, for instance, either hold a degree in a field of study for which there is low demand 
or who do not possess the social skills required to make positive impressions during job 
interviews, as, for instance, people diagnosed with an autism spectrum disorder. Please note 
that participants were initially subjected to public activation, but the threat of sanctions 
is removed at WGP entry. However, the administrators of the WGP have the final say in 
selecting participants from the pool of available candidates. This front door selection implies 
that some selection bias might occur, for instance, on motivation and personality traits that 
influence their labor market chances nonetheless.

The regular track
The regular track entails one year at Philips with compulsory courses on career development 
and the option to leave with only one-week notice to reduce so-called lock-in effects (see 
Van Ours, 2004). There are work-experience jobs available in the various departments at 
the different Philips establishments across the Netherlands, i.e., Administration, IT, Sales, 
Marketing, Engineering, and HRM. All participants receive the statutory minimum wage, a 
13th month’s salary, 8% vacation pay, and their travel expenses are refunded. The minimum 
wage reduces the appeal of the WGP less attractive for people to stay on, creating an 
incentive for participants earning the minimum wage to search for a new job actively 
(Kalleberg and Mastekaasa, 2001; Gesthuizen and Dagevos, 2008). Each participant receives 
an individual budget of 1,249 euros to be spent freely on training on top of the career-
development courses.

The vocational track
The vocational track is designed for low-educated participants, which provides upper 
secondary education (ISCED2011-Level 3-4, mbo in Dutch). The treatment period extends 
itself to two years. All other features of the regular track apply to the vocational track (i.e., 
wage, one-week notice period, and career-development courses). However, the typical week 
of the vocational track consists of four days of working and one day of studying. Most skills 
taught in the program can be applied directly on-the-job, e.g., workplace-based learning. 
Many participants earned widely recognized qualifications in the Dutch mechanics and 
technological process industry since then up to now. However, changes in labor demand 
and the educational backgrounds of participants made Philips decide to offer educational 
programs in other fields of study, i.e., administrative, secretarial, sales, informatics, and 
communications. Most participants in this track are low-educated participants. Still, some 
intermediate-educated participants are included as well, for instance, due to (partially) 
disabilities or low demand in their current field of study.
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Career-development courses
Each participant is required to take part in courses on career development, focusing on 
job search, networking, and job-application skills. The WGP uses intervention programs: 
CareerSKILLS and JOBS. In both these courses, participants improve their reflections of 
motivation, thoughts on qualities, networking, self‐profiling, work exploration, and career 
control, self‐efficacy, resilience against setbacks, career‐related behaviors, perceived 
employability, and work engagement (Freedman and Friedlander, 1995; Akkermans et 
al., 2015). CareerSKILLS tries to boost confidence in one’s employability. In small groups, 
participants learn how to reflect on their professional functioning, to map out career goals, 
to consider what possibilities and options are available, and what skills are needed to achieve 
these goals. The course also teaches how to build and to maintain a professional network, 
but also how social resources embedded in the social and professional network can be 
mobilized to realize these career goals. The JOBS training is another small-group training in 
which obstacles to looking for and finding work are identified together, stimulating people’s 
problem-solving capacity by finding a solution for everyone’s problem(s) together. Each 
participant draws up a step-by-step plan for the future. The training is based on the fact 
that participants come up with answers themselves with the help of other participants in 
finding solutions for each of their problems. Course leaders adopt a supportive role during 
the JOBS training. The goal on short notice is that participants take control over their careers, 
feeling more responsible for their job search. The long-term goal is to empower people and 
to evoke behavioral change so that they would take action themselves in case of future job 
loss in mobilizing their social resources and not make themselves entirely dependent on 
the public institutions. This self-initiative should arise during the WGP, but especially after 
the completion, evoking an adaptive orientation and a commitment to life-long learning 
(Fugate, Kinicki and Ashforth, 2004).

1.3 RESEARCH QUESTION

From the literature on Active Labor Market Policies (ALMPs), it is known that investments 
in human capital pay off in the long run (i.e., work experience and training), but have 
practically little effect on short notice like public activation does (Card, Kluve and Weber, 
2018). The WGP has proven itself to substantially increase the employment probability 
of participants on short notice (Gerards, Muysken and Welters, 2014). Still, the job-
match quality of this ensuing job could not be determined. The successive jobs of WGP 
participants should match with their newly-acquired knowledge and skills to instigate 
an upward spiral of employment security along with further wage development, either 
internally or externally. It is known from the literature that favorable current labor market 
outcomes yield favorable labor market outcomes in the nearby and far future (Rosenbaum, 
1979; DiPrete and Eirich, 2006). 

The causality runs from the investment in human capital that WGP participants received 
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at Philips toward a consecutive job that better matches their knowledge and skills. It is 
assumed that the successive jobs that follow the WGP that require occupation-specific 
skills are relatively higher-paying and provide the essential career growth opportunities 
to individuals to mount the career ladder. Therefore, participants temporarily employed 
at Philips by the WGP are expected to find it relatively easy to find a higher-quality job, 
precisely because of Philips’ investments in human capital (Thurow, 1972; Sicherman and 
Galor, 1990; Gebel, 2011). Other nonstandard positions picked up by vulnerable workers 
generally do not come with such investments in their human capital as like in the WGP. 
However, the short-term impact on the quality of ensuing jobs, as well as the long-term 
impacts of such a company-based work-experience program, is hitherto unknown.

This dissertation contains an investigation of whether a company-based work-experience 
program can indeed reintegrate different vulnerable groups of unemployed individuals 
back into the labor market more sustainably than the public workfare-oriented approach. 
Traditionally, program evaluations test the relative efficiency of this company-based work-
experience program, given that in the Netherlands benefit recipients must participate 
in the public activation program. The long-term impact of participating in the WGP is 
measured by comparing the labor market careers of its former participants in terms 
of employment security, quality of jobs in terms of the wage match, and employment 
security where is corrected for this proper wage match with that of a matched control 
group of similar unemployed individuals yet entitled to the public support without these 
human capital investments. This dissertation comprises an investigation to unravel the 
impact of these investments that have contributed to a more sustainable labor market 
reintegration, as, for instance, through the skills-upgrading effect for people who lack 
formal qualifications and acquired a degree that was in high demand during the WGP 
(see Box 1.4).

Box 1.4. Central research question

“To what extent is a company-based work-experience program that combines work experience 
with on-the-job training, career development courses, and vocational training able to better 
support either low-educated or inadequately-skilled workers to return to the labor market and 
to build up high levels of employment security in sustainable jobs with proper wage matches 
and open-ended contracts over their future careers than public activation programs based on 
workfare principles that lack these human capital and work-experience investments?”

The remainder of this introduction contains a description of the theoretical foundation. 
This foundation includes discussions on the dualization and increased flexibilization of the 
Dutch labor market. It also explains the underlying mechanisms of both the short-term 
and long-term impacts of public activation programs and that of human capital measures, 
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with particular reference to the work-experience program under study. The upcoming 
section explains why the public approach might be useful on short notice but tend to 
have a negligible impact in the long run. Second, the remainder discusses the scientific 
and societal relevance regarding conceptual and methodological merits, as well as the 
extent to which this dissertation might contribute to the improvement of labor market 
policies, particularly regarding the labor market reintegration of different groups of 
vulnerable workers and job seekers in general. The remainder discusses the added value 
for employers of running such an initiative like the WGP and why the business sector 
should contribute to the design and development of labor market reintegration policies. 
Third, the introduction concludes with an outline showing an overview of the subsequent 
chapters.

1.4 THEORETICAL FOUNDATION

1.4.1 Dualization of the Dutch labor market

Across European countries, labor markets have become increasingly polarized (see 
Eichhorst and Marx, 2020). The labor market segmentation theory that became popular 
in academic debates in the 1970s and 1980s predicted little mobility between the two 
segments of the labor market (Piore, 1972; Acemoglu, 2001; Doeringer and Piore, 2020). More 
recent academic studies discuss this segmentation in terms of dualization (dualisering in 
Dutch), where the so-called insiders continue to enjoy high levels of employment security 
and social protection. On the contrary, the strengthened position of these insiders comes 
at the expense of a growing stratum of outsiders working in nonstandard employment 
characterized by low wages and low levels of social protection. The dualization theory 
is the modern version of the well-established labor market segmentation and insider-
outsider theories (Lindbeck and Snower, 1988; Gash, 2008; Emmenegger et al., 2012; 
Akcomak, Kok and Rojas-Romagosa, 2013; Goos, Manning and Salomons, 2014; Lindvall 
and Rueda, 2014; Rueda, 2014; OECD, 2019). These theories divide the labor market into 
segments of job quality, in general terms, good and bad jobs.

The institutional arrangements strongly influence the extent of labor market dualization 
(see Eichhorst and Marx, 2020). The employment protection legislation for incumbent 
employees on an open-ended contract is rather strict in the Netherlands but is relatively 
lenient for temporary employment. The labor laws and collective agreements regarding 
dismissal, severance pay, sickness or disability payments, and seniority arrangements make 
staff adjustments costly for firms (see Box 1.5). This inequality strengthens the position of 
incumbent workers but creates additional barriers for job seekers to reenter into paid work 
and limits access to higher-quality jobs. Many vulnerable workers, if employed though, 
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are caught in nonstandard employment, and herewith belong to the outsider workforce. 
There is no other option for them than to perform unskilled labor, most likely on fixed-
term contracts, which involves the risk of unemployment. Temporary workers can be, after 
all, easily replaced by a buffer stock of available candidates looking for work (Kalleberg, 
Reskin and Hudson, 2000). 

During the economic recovery after 2014, only the workforce possessing the desired skills 
that started on fixed-term contracts had increased access to open-ended contracts, i.e., 
the insiders. They increasingly enjoyed high levels of job security, social protection, and 
career growth opportunities like further training and promotions as well. In contrast, the 
growing workforce of outsiders in temporary contingent work still ended up with jobs 
with low wages, job insecurity, low levels of social protection, and few career growth 
opportunities (Piore, 1972; Lindbeck and Snower, 1988; Muffels, 2008; Muffels and Luijkx, 
2008; Emmenegger et al., 2012; Fouarge et al., 2012; Rueda, 2014; O’Reilly et al., 2015). 
Therefore, it is not so much the reduced number of jobs that impede the employment 
careers of vulnerable workers, but it is more the increased changing nature of work and 
the reduced economic security of these jobs (Bell and Blanchflower, 2011; Sissons and 
Jones, 2012).
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Box 1.5 Law changes regarding flexible work arrangements in the Netherlands

In the 1990s, the business sector devoted itself to the emerging fixed-term work 
arrangements, such as fixed-term contracts and jobs provided by temporary work agencies. 
There were little to no rules applied for temporary work arrangements at that time in terms 
of providing consecutive contracts, i.e., contract renewal. During these tough economic 
times, many unskilled workers worked on successive contracts for two years, stayed in 
unemployment for three months, and then to start over the same contract renewal cycle, 
i.e., in national postal service, warehouse staff, and in the logistics sector. Employers also 
used fixed-term contracts as a kind of probationary period for their prospective permanent 
employees. Employers also used fixed-term contracts as a kind of probationary period for 
their prospective permanent employees. The relatively highly-protected jobs on open-
ended contracts (e.g., permanent contracts), however, remained untouched, and their 
regulations even became increasingly strict and complex over the years. The 1999 Flexibility 
and Security Law (Wet Flexibiliteit en Zekerheid [Flexwet] in Dutch) attempted to close this gap 
with open-ended contracts. After three consecutive fixed-term contracts, or when the total 
duration of successive contracts exceeded three years, employees needed to be afforded a 
contract for an indefinite period, if there were less than three months between consecutive 
contracts.

However, the opposite happened, precisely because open-ended contracts 
were hardly affected by the legal changes as mentioned earlier. In 2004, more rights for 
permanent employees had been added, such as two years of continued swage payment 
in case of sickness and seniority—which is unique anywhere in the world. These legal 
changes together made potential turnover costs unattractive for businesses, which raises 
the exit barriers for incumbent workers and the entry barriers for the unemployed. Here one 
should not forget to mention the reintegration obligations for companies to fulfill for their 
displaced employees on open-ended contracts (OECD, 2018). In the aftermath of the 2008 
Great Recession, the 2015 Work and Security Act (Wet werk en zekerheid [Wwz] in Dutch) 
returned to a maximum of three consecutive fixed-term contracts or contract renewals 
within a maximum of two years. Fixed-term contracts are considered to be a successive 
contract if they succeed each other with an interval of six months or less. The idea was that 
employers would convert fixed-term contracts into open-ended contracts easier and much 
earlier. Still, it appeared that only those workers who would have been hired on an open-
ended contract anyway—given their mastery in occupation-specific skills—benefited from 
this reform. Contrariwise, employees in unskilled jobs were just made redundant one year 
earlier.

1.4.2 The (in)effectiveness of ALMPs over different time horizons

ALMPs aim at maintaining an adequate labor force by keeping a level playing field 
between workers (Calmfors and Skedinger, 1995), stimulating the labor market entry 
of the unemployed by trying to underbid the wage demands of incumbent workers 
(Rueda, 2007). Each ALMP appeals to the economic self-interest of either the supply side 
or demand side to improve the outflow and reduce the inflow into unemployment (see 
Benda, 2019). The most common ALMPs are training and education programs, subsidized 
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employment, public-sector employment, and (public) activation programs (see Boeri and 
van Ours, 2013). The (public) activation policies are relatively passive as they are based on 
workfare principles that emphasize weak coordination and low employment protection 
(Hemerijck, 2013, 2017). In contrast, the other previously-mentioned ones are increasingly 
popular inclusive policies (see Box 1.6), as, for instance, work-experience programs and 
training measures. 

Programs that adopt the human capital approach seeks to raise the long-term earnings 
capacity of unemployment workers by postponing the labor market reintegration yet to 
align people’s skills first with the current demand. Card, Kluve and Weber (2018) collected 
estimates from over 200 studies of ALMPs worldwide and classified these estimates by 
program type and by three different post-program time horizons. Their meta-analysis 
revealed definite guiding conclusions for policymakers regarding the (in)effectiveness of 
different ALMPs for different groups of workers. In general, ALMPs, appear to have relatively 
small short-term impacts (< 1 year after program completion) but more significant 
medium-term impacts (1–2 years after program completion) and long-term effects (> 2 
years after program completion).

Box 1.6. Toward additional social investment strategies

During the 1990s, a new welfare state perspective emerged as an alternative to Keynesianism 
and neoliberalism, which are supposedly improving both labor market inclusiveness and 
economic growth (van Kersbergen and Hemerijck, 2012). The social investment state, 
contrariwise, emphasizes the productive potential of social policies for the overall economy. 
This approach is in contrast with the conventional thinking about welfare that depicts 
social policies more as an economic burden than a way to improve inclusiveness. Social 
investment policies tend to improve a country’s competitive position in a globalized and 
knowledge-based economy by acknowledging that a high-educated labor force is needed 
to sustain economic growth to offer social and financial protection to those at the margins 
of the labor market (Taylor-Gooby, 2004; Wilthagen and Tros, 2004; Morel, Palier and Palme, 
2011a). This reorientation in thinking about the purpose and design of social policies of 
emphasizing skill formation and personal responsibility (i.e., initial training, further training, 
and life-long learning), is often denoted in the literature as an emerging perspective, yet 
not fully developed (Morel, Palier and Palme, 2011b). Alternative designations are the 
new welfare state (Esping-Andersen et al., 2002), the social investment state (Morel, Palier 
and Palme, 2011a), New Social Risk policies (Bonoli, 2007), and the Third Way (Cooper and 
Giddens, 1999), where concepts with a relatively similar scope were coined, such as flexicurity 
(Madsen, 2004; Wilthagen and Tros, 2004) and transitional labor markets (Schmid, 2006). Even 
though there are some slight differences in scope and emphasis between these concepts, 
the abovementioned terms share enough commonalities to group them under one broad 
term of the social investment state (Taylor-Gooby, Gumy and Otto, 2015).
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The (in)effectiveness of different ALMPs is heavily debated in the literature given the 
mixed evidence for each program studied, the time horizon and the specific group(s) 
under study (Sianesi, 2008; Abrassart, 2013; Card, Kluve and Weber, 2018). Besides, the 
business cycle tends to have a significant influence on the labor market outcomes of their 
participants as well (Raaum, Torp and Zhang, 2002). The time horizon plays a crucial role 
in both the design and interpretation of impact studies on ALMPs, notably for comparing 
the impact of public activation and human capital measures. Although the time spent in 
a human capital program is closely linked to the emergence of better job opportunities, 
the public approach is a relatively low-cost intervention and reduces unemployment 
durations considerably on short notice (Osikominu, 2013).

Card et al. (2018) found that programs based on workfare (work-first) principles, such as 
the Dutch public activation program have similar positive, yet relatively small, impacts in 
both the short and long run while having adverse effects during economic downturns. 
This outcome is of no surprise, though, when people are moving from employment to 
unemployment, they get entitled to the same public support each time they become 
unemployed. In times of economic downturns, when jobs are scarce, the risk of accepting 
nonstandard employment is highly present. The process of looking for and switching jobs 
is sometimes considered to be part of the public support.

Human capital investments like training and work experience have negligible and 
sometimes even negative short-term effects but always in combination with more 
significant impacts in the medium and long run, i.e., 2–3 years after program completion. 
This outcome is no surprise either, as most investments require time to yield the best 
returns. In the Netherlands, a vocational degree at the intermediate level takes about three 
years to complete, i.e., upper secondary education. In contrast, higher vocational and 
university degrees take about four years to complete, i.e., tertiary education. Even though 
participation in human capital programs initially slows down the transition into external 
jobs, the time spent in these programs can be judged as a worthy investment when careers 
show improved long-term effects. There is unavoidable downside of initiatives that entail 
work experience too, i.e., (temporary) wage subsidies and employment programs. Even 
though the employment rates considerably increase through such schemes, these rates 
drop drastically again as soon as the subsidy expires and also the quality of these jobs is 
often not something to write home about (Baert, 2016; Caliendo and Schmidl, 2016; Groh 
et al., 2016; Bredgaard, 2018).

All in all, however, human capital programs combat long-term unemployment by reducing 
the biases held by employers concerning the productive potential of applicants (Spence, 
1973) based on group membership or factors such as age, sex, ethnic origin, and long-
term unemployment status, i.e., statistical discrimination. The true productive potential 
might be underestimated as a consequence of the negative associations that employers 
hold toward particular groups (Bonoli and Hinrichs, 2012). Human capital programs aim to 
improve the labor market position of vulnerable groups with obsolete skills and intend to 
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improve the functioning of the labor market by investing in the mastery of skills of these 
workers. In contrast, public activation is directed at securing people’s income by providing 
pay transfers (Morel, Palier and Palme, 2011a), such as unemployment and social welfare 
benefits, in combination with monitoring practices and sanctions (Martin and Grubb, 
2002). 

1.5 SCIENTIFIC RELEVANCE

This dissertation contributes to the existing knowledge on the long-term effectiveness of 
providing human capital measures to vulnerable workers leading up to a more sustainable 
labor market reintegration than through workfare-oriented activation. First, the role of 
the business sector in the labor market reintegration is understudied in the literature 
(Bredgaard, 2018). Most research on human capital measures evaluated either a specific 
public-sector, private-sector, or training program (Gerfin, Lechner and Steiger, 2005; 
Sianesi, 2008; Autor, Houseman and Kerr, 2017; Card, Kluve and Weber, 2018). However, 
there exists no study hitherto that evaluated the long-term impact of a program in such a 
combined form as the WGP offers to their participants—that means private-sector work 
experience with vocational training after primarily being subjected to public activation.

Second, the long-term effectiveness of participating in a private-sector program has 
been determined for up to ten years after completion. Earlier studies on the impacts of 
ALMPs limited their time horizons to short-term and medium-term observation periods 
(Card, Kluve and Weber, 2018). Gerards et al. (2014), who conducted an earlier study on 
the WGP’s short-term impact, found that participants had an 18% higher employment 
probability one year after completion than their matched control group. This finding 
on the short-term effect of the WGP is inconsistent with the general assumption in the 
literature about retraining and work-experience programs. In contrast, most empirical 
research shows that investments in people’s human capital are known for their long-term 
impacts but are criticized for not realizing any significant short-term impacts. Explanations 
for these postponed effects point to the investment during the treatment period causes 
participants to get locked in (van Ours, 2004). Therefore, the short-term impact previously 
identified for the WGP is unusual for such human capital programs and makes observing 
its long-term effects all the more promising. For that reason, the WGP forms a relevant 
case to be studied being a high-investment strategy rather than a low investment strategy 
as public activation is. Besides, to what extent do the consecutive jobs that follow the 
WGP align with WGP participants’ newly-acquired knowledge and skills? 

Third, the long-term impact of the WGP is determined by comparing the labor market 
careers of its participants with a closely matched control group that was entitled to 
workfare-oriented public activation as adopted by many countries. Thus, the interest goes 
to the long-term effects of participating in a company-based work-experience program 
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compared with that of the public approach entering either intervention between 1999-
2014, which requires the use of longitudinal data. The national register data and the 
more extensive matching procedures possible are the most significant contribution of 
this dissertation to the literature. Evidence on microlevel data on employer involvement 
in ALMPs is almost non-existent (see Benda, 2019). As earlier noted, Gerards et al. (2014) 
studied the short-term impact of WGP participation on the employment probability. 
They retrieved data from the Netherlands Institute for Social Research (Sociaal en 

Cultureel Planbureau [SCP] in Dutch). This longitudinal survey panel data consists of a 
representative sample of the Dutch labor force, but the usage of this data implies that 
not all WGP participants could be identified in the data. This dissertation takes the next 
step in examining the long-term impact of WGP participation, not only by observing the 
employment effects but also the extent to which individuals establish better job matches.

Thanks to the increased availability of national register data in the Netherlands, it was 
possible to observe the long-term impact of the WGP and to be more critical about the 
pre-treatment covariates of potential control units to be included in the analyses. Within 
the project, there was access to the national register data of Statistics Netherlands (CBS 

Microdata in Dutch), covering the entire Dutch population from the years 1999 up to 2017. 
Their records contain time-variant information on each inhabitant in the Netherlands 
on changes, for instance, in their educational attainments, benefit claims, job-to-job 
movements, and household transitions. The social security numbers (Burgerservicenummers 

[BSN] in Dutch) of inhabitants are registered by Statistics Netherlands but anonymized 
for privacy purposes. Philips handed over a list of social security numbers along with 
their inflow and outflow data to Statistics Netherlands, who, in their turn, identified WGP 
participants in the data. As such, the data made it possible to construct a matched control 
group, sharing the same pre-treatment covariates as WGP participants before WGP entry, 
except for participation in the WGP but their entitlement to standard activation. 

The separate studies conducted in this dissertation are based on a comprehensive 
matching procedure that included individual and contextual pre-treatment covariates. 
These covariates are related to both WGP eligibility and factors explaining labor market 
inequality, i.e., the educational attainment, the field of study, personal characteristics, 
and unemployment incidence. The inclusion of a rich labor market history that was 
available in the register data, however, corrected for unobserved heterogeneity, ensuring 
the validity of the treatment effects. This dissertation had no subjective information 
available in the register data, while human capital investments are sometimes believed 
to be prone to self-selection biases based on individual characteristics, such as innate 
abilities and educational attainment (Abrassart, 2013; Bonoli, Cantillon and Lancker, 2017). 
Besides, the separate studies for the different vulnerable groups sharply reduce the extent 
of heterogeneity of the matched sample (Chapter 3 to 6), as found in earlier studies on 
(private sector) employment programs (see Graversen and Jensen, 2010). Even though 
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the matching procedure for Chapter 2 is extensive, the pre-treatment covariates included 
in these particular chapters are more specific to the vulnerable group under study. For 
ethnic minorities, these specific pre-treatment covariates included the geo-linguistic 
classification. For partially disabled workers, the procedure involved the doctor’s diagnosis. 
This specification would provide better predictions of the treatment effect, given that it 
decreases the variance tremendously. 

1.6 SOCIETAL RELEVANCE

As noted earlier, several groups of unemployed low-educated and inadequately-skilled 
workers have an unfavorable position in the Dutch labor market, certainly for European 
standards (Eurostat, 2014, 2019). The Dutch Ministry of Social Affairs and Employment 
(2018b, 2018a) acknowledges the unfavorable position of particular categories of workers, 
such as ethnic minorities and (partially) disabled workers, and expressed concerns about 
their reduced labor market reintegration potential. The main concern is conveyed toward 
the lack of training opportunities provided in their public activation programs. Besides, 
the Dutch government is unwilling to reintroduce their former labor market policies 
targeted explicitly to each category (Doelgroepenbeleid in Dutch) for emancipatory and 
spending cutbacks reasons. The short-term impact of the WGP was initially presented in 
the dissertation of Ruud Gerards (2012). His findings came to the attention of the former 
director of the SCP, Paul Schnabel, who spoke at the 2012 WGP Congress and argued for 
investigating the long-term impact of the WGP. The present dissertation had its origin in 
his call for additional research on the long-term effects of the WGP. A possible long-term 
impact of the WGP would offer a different view for policymakers on using human capital 
investments in reintegrating vulnerable workers rather than through public activation.

The question is whether the work experience gained in low-paid and insecure jobs that 
may follow the public approach is perceived as sufficient enough to convince prospective 
employers of formerly unemployed individuals’ potential productivity.  Previous studies 
have shown mixed results for such a stepping-stone effect for fixed-term contracts to 
be converted into open-ended contracts (Giesecke, 2003; Gash, 2008; Mooi-Reci and 
Dekker, 2013). The public activation programs are suspected to accelerate labor market 
integration but to worsen the quality of the ensuing job, with this deepening the scarring 
effects of unemployment (Caliendo, Tatsiramos and Uhlendorff, 2013; Fervers, 2019). From 
a certain point of view, public support contributes to increasing inequality between those 
who are successful in their careers and vulnerable workers with inadequate human capital 
(Gangl, 2006). 

The current wait-and-see attitude of the one-size-fits-all public approach might not fit 
today’s labor market anymore, precisely because of the little mobility chances from the 
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outsider to the insider segments of the labor force. The Dutch population has considerably 
changed in its population composition and is not targeted anymore to merely securing 
the income of the male breadwinner. More inclusivity is needed to support groups of 
vulnerable workers to improve their labor market position (Wilthagen and Tros, 2004; 
Bonoli, 2007), also because of the expected consequences for vulnerable workers of the 
current COVID-19 crisis. A possible long-term effect for WGP participation to be found in 
this dissertation might inspire other large companies in the Netherlands to offer similar 
work-experience programs.

1.7 OUTLINE 

This dissertation comprises seven chapters: this introductive chapter (Chapter 1), 
followed by five chapters based on separate studies, all based on data about former 
WGP participants. The independent studies were conducted on either a specific topic or 
vulnerable group, namely: the long-term effect on long-term employment security and 
the quality of the job match (Chapter 2), youth (Chapter 3), ethnic minorities (Chapter 
4), partially disabled workers (Chapter 5), and workers with autism spectrum disorder 
(Chapter 6). Finally, a conclusive discussion (Chapter 7) wraps up conclusions, discussions, 
and reflections on this dissertation.

Each study has hypothesized either the short-term, mid-term, or long-term effect(s) for 
a group of vulnerable workers participating in the WGP. This dissertation has adopted 
a difference-in-difference design as used in previous studies (Betthäuser, 2017; van der 
Velden et al., 2019). This treatment effect measurement is done by comparing the labor 
market careers of WGP participants (i.e., the treatment group) with those of a matched 
control group subject to public activation. Each chapter discusses the long-term effect on 
participation up until (five to) ten years after WGP completion.

The following labor market outcomes are observed: (1) the level of employment security, 
denoted as the number of months in any form of employment in the observation period, 
regardless of the type of contract; (2) the quality of jobs, which represents a ratio between 
observed wages and the expected wage levels. These expected wage levels are predicted 
by Heckman’s two-step selection models on the entire Dutch labor force (aged 16-65); 
and (3) the level on employment security corrected for a proper wage match, which has 
combined the two outcomes as mentioned earlier. In case the observed wage crosses 
the level of the expected wage level of workers—looking at each month in a year—
workers are assumed to be employed in a position on a proper wage match. As such, the 
number of months in employment where individuals had a proper wage match could be 
determined.
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The first study (Chapter 2) aims to observe the long-term effect of WGP participation 
across different educational attainments—that means the educational attainment at the 
time of entry—on the level of employment security and the quality of ensuing jobs up 
to ten years after leaving the WGP. This chapter also includes further details about the 
potential lock-in effect of the WGP by comparing the level of employment security as well 
as the quality of job matches of participants and their matched control units during the 
WGP period. 

The second study (Chapter 3) explicitly focusses on the added value of the vocational 
component of the WGP for youngsters (aged 16-35). Particular interest went to skills-
upgrading effect on young WGP participants’ employment security. It can be argued that 
participating in the WGP would be most fruitful for low-educated youngsters given the 
access to human capital investments but that participants from intermediate and higher 
education also included in the WGP perhaps might be held up. In other words, people with 
low levels of education simply have more to win than those with high levels of education.

Chapter 4 observes the long-term effect of WGP participation for ethnic minorities on 
the level of employment security (with or without correcting for a proper wage match) in 
comparison to a carefully-matched control group specifically applied to the characteristics 
of ethnic minorities. Take, for instance, the inclusion of the geo-linguistic classification and 
father’s and mother’s ethnic origin to capture more of the possible stigma effect, e.g., 
foreign-sounding surname.

Chapter 5 shows the long-term impact for WGP participants that are partially disabled on 
the level of employment security and the extent these workers can gain employment with 
wages equal to those of workers without disabilities. This matching procedure performed 
for this chapter has matched WGP participants with others subject to public rehabilitation 
based on their doctor’s diagnosis and the incapacity for work.

Chapter 6 entails a study focused on WGP participants with autism spectrum disorder 
(ASD) using register data on disability benefit claims accompanied by the doctor’s 
diagnosis. This chapter contains an analysis of the level of employment security and the 
level of employment security in which people establish a proper wage match. 

Chapter 7 wraps up the findings and draws conclusions about the long-term effect of 
the WGP compared to the entitlement to the standard public approach that focused on 
a rapid reintegration for vulnerable workers into the labor market. The limitations of this 
dissertation are discussed as well, followed by the implications for both future research 
and policy.
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APPENDIX I

Box 1.7. History of the WGP

In the late 1970s, unemployment in the Netherlands began to rise, followed by an 
increasingly faltering economy in the early 1980s. The growth in employment fell short 
of the growing numbers of workers, in particular, due to the emission of routine jobs, for 
which there was no replacement at short notice. Unemployment amounted to 17 to 18% 
of the labor force, is widely regarded as the public enemy number one. In 1984, more than 
840,000 people were unemployed. Half of that number was unemployed for more than a 
year at that time, from which it concerned 265,000 young people (below the age of 23). The 
prospects at that time were downright dramatic, especially for school-leavers. Over a third of 
all school-leavers failed to find a workplace or apprenticeship within a year. The reason why 
many school-leavers were unable to find a job lies in the lack of work experience, precisely 
because there were not enough openings available nor enough work placement options 
to build up this work experience. To combat rising unemployment, the Dutch government 
came with the 1982 Wassenaar Agreement that entails a set of policy reforms in cooperation 
with social partners that consisted of economy-wide wage restraints and a reduction in 
the standard (weekly) working hours to create more jobs. It was overlooked, however, that 
many of the unemployed at that time were from lower than upper-secondary education 
with none to limited occupation-specific skills and minimal chances on the labor market 
(i.e., early school-leavers and migrant workers). Together with the rapid technological 
developments, there were serious concerns about the expected shortages of intermediate 
and high-educated technical personnel. 

The birth of the WGP dates back to the economic crisis of the early 1980s when 
unemployment sharply increased in the Netherlands. Philips was not too fond of the 
proposed reforms, given that the pool of unemployed individuals to pick from were 
challenging to place into the majority relatively skilled jobs available at Philips. A reduction 
in the working hours would not provide a sustainable solution for this vulnerable group 
of workers; rather the opposite. Since Philips was one of the largest businesses in the 
Netherlands, they were able to think about its course of action and to negotiate with labor 
unions. They proposed an alternative, let Philips offer (early) school-leavers one year of 
work experience and training, providing them with the essential skills that are in line with 
current labor demand. The initiative was not aimed at offering a job (guarantee) at Philips 
itself, but at increasing the chance of a successful and sustainable transition to the external 
labor market, for instance, to small and medium-sized businesses in the region. In 1983, 
instead of reducing standard (weekly) working hours, Philips launched the Youth Work Plan 
(Jeugdwerkplan in Dutch).



542404-L-bw-Peijen542404-L-bw-Peijen542404-L-bw-Peijen542404-L-bw-Peijen
Processed on: 11-9-2020Processed on: 11-9-2020Processed on: 11-9-2020Processed on: 11-9-2020 PDF page: 45PDF page: 45PDF page: 45PDF page: 45

General Introduction | 45

1
For three years, 700 young people (below the age of 23) each year would follow 

either an apprenticeship (about 200 people) or a work placement (about 500 people); about 
1% of the regular jobs at Philips at that time. Initially, unions did not embrace the Youth Work 
Plan. On the contrary, it was thought to be the wrong approach given that participants 
started working without a reasonable promise of a job. It was feared that participants would 
end up the ones with nothing after program completion. Besides, there was the initial fear 
that it should go at the expense of regular jobs at Philips, but this claim was considered 
unfounded, however. The critics were very reasonable when looking from the view of 
unions, given the labor market conditions at that time.

At the end of 1985, it appeared that 60% of the former participants found a job after 
program completion. Eventually, unions embraced the Youth Work Plan. In turn, this initiated 
Philips and unions to incorporate the WGP into the centralized wage agreement, implying 
that part of Philips’ wage budget was allocated to the WGP. In 1988, following successful 
implementation, the WGP expanded its scope and started to include other vulnerable 
groups of unemployed individuals on the labor market, i.e., early school-leavers, partially 
disabled workers, people diagnosed with an autism spectrum disorder, ethnic minorities, 
returning mothers, highly educated but weakly attached to the labor market, and the long-
term unemployed in general. From that point onward, the Youth Work Plan needed a name 
change and transformed into the Philips Employment Scheme.

Source. van der Bruggen and van Schagen (2001)
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2.1 INTRODUCTION

There is an ongoing debate in Europe about the long-term effects of public activation that 
resemble the Anglo-Saxon principles of workfare. As earlier discussed in Section (1.4.2), 
these policies seem to be unfruitful in the long run, notably for those at the margins of the 
labor market (Schulte et al., 2018). This stick-and-carrot approach entails increased risks for 
individuals with low or inadequate skills. Because jobs have become more demanding 
and there little or no investment in skills during unemployment. For those individuals 
without the desired skills, the public approach does not necessarily result in higher-quality 
jobs, yet more likely to result in a lower-quality jobs. However, acquiring a higher-quality 
job is one of the prerequisites to establish sustainable careers. A lower-quality job, on the 
other hand, imposes a scar on long-term career development.

More work-experience and training programs might be needed to prevent both 
employees and employers from potential mismatches (Wolbers, 2003; Barbieri and 
Cutuli, 2016). Earlier studies on such job-creation programs found that programs ran 
by the private sector perform better in the long run than those run by the public sector, 
given that the former better resemble regular jobs in a competitive environment (Gerfin, 
Lechner and Steiger, 2005; Sianesi, 2008; Card, Kluve and Weber, 2018). 

This chapter evaluates the long-term impact of participating in the WGP on the level of 
employment security, and the quality of ensuing job matches up to ten years while taking 
into account the different investment options by the educational attainment at WGP entry. 
For low and a group of selected vulnerable intermediate-educated participants, the WGP 
provides work experience, informal on-the-job training, career-development courses, 
and vocational training. In contrast, high-educated participants get work experience 
and informal on-the-job training and courses on career development. Third, this chapter 
contributes to the knowledge of the impact of the selection process of employers in the 
hiring and firing of  vulnerable workers located in the lower strata of the labor market 
(Spence, 1973; Sattinger, 1993).

2.2 THEORY AND HYPOTHESES

2.2.1 Public activation programs

For the low educated, the lack of formal training in Dutch public activation results in 
prolonged unemployment or employment in insecure and low-paid jobs. The threat of 
benefit sanctions in case of noncompliance with job-search guidelines forces workers 
to apply for any job, including jobs at a lower level or unrelated to their field of study 
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and past work experience. Prolonged unemployment leads to the destruction of general 
knowledge and skills (de Grip and van Loo, 2002). In particular, low and intermediate-
educated unemployed individuals have increased risks of taking up unskilled and low-
paid jobs on a fixed-term contract (Muffels, 2015). The high-educated unemployed 
individuals, yet inappropriately skilled regarding their field of study, might have lower risks 
of unemployment, they do have a higher risk of accepting a suboptimal job that also 
offers little career growth opportunities. Furthermore, the job-search obligations in the 
Dutch activation program are such that after twelve months of entitlement, reduced to six 
months in July 2015, each next job offer is considered as suitable employment that needs 
to be accepted to avoid  benefit sanctions.

The threat of sanctions imposed in public activation increases the cost of staying 
unemployed, creating a financial incentive to work. The little investment in training is a 
deliberate policy choice by the government, though, given that benefit recipients are 
expected to possess the required skills and be available for paid work at short notice. 
Participation in any form of formal training is believed to hamper an active job search 
and a possible transition into paid work on short notice. As such, the public support, as 
a non-investment strategy, may fuel the negative opinions that employers already have 
about the productivity of unemployed individuals (Gangl, 2006; Commission on the 
Regulation of Work, 2020; The Netherlands Scientific Council for Government Policy, 2020; 
van Heuvelen, Bettendorf and Meijerink, 2020). The lack of training possibilities in public 
support increases the likelihood for the unemployed to move or stay into the outsider 
labor force, e.g., insecure jobs on fixed-term contracts. However, it also creates an extra 
disincentive due to the wage penalty associated with these jobs but also the possible 
scarring effects on the future wage and entry into more secure employment (Commission 
on the Regulation of Work, 2020; The Netherlands Scientific Council for Government 
Policy, 2020).

2.2.2 Stepping-stone versus entrapment hypothesis

The entitlement to public activation is suspected of having negative implications on the 
quality of the ensuing position, particularly for vulnerable workers. The focus is primarily 
on rapid integration and neither so much on skill alignment nor on establishing an 
appropriate match. The stepping-stone hypothesis emphasizes this temporary character 
of the lower-quality position that follows public activation and believes that fast upward 
career mobility through promotion follows quickly, and herewith overcoming their initial 
disadvantage of this earlier lower-quality job (Sicherman and Galor, 1990; Sicherman, 
1991). However, this assumption ignores the ceiling effects of these lower-quality jobs, 
particularly in a dualized labor market (Büchel and Mertens, 2004). As earlier noted, in 
Section 1.4.1, the dualized labor market might entrap individuals in these jobs far more 
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likely, instead of improving their chances to work their way up the career ladder.

In contrast, the entrapment hypothesis upholds that these lower-quality positions have 
significantly long-lasting negative consequences for careers. The hypothesis can be 
deduced from the segmentation, dualization, signaling and human capital theories, either 
leading to the same conclusions yet with a different theoretical foundation. Following 
signaling theories, employers will likely be hesitant to hire formerly unemployed 
individuals, given their weak spots on their résumés signal low potential productivity 
(Berkovitch, 1990; Gibbons and Katz, 1991). Employers seeking to hire new employees 
have imperfect information about the productivity levels of their prospective workers, 
and therefore, take the previously-mentioned signals based on their human capital 
buildup into account (Spence, 1973). Consequently, vulnerable workers often start in 
insecure temporary jobs because of presumed lower productivity. Still, they will, later on, 
be able to move into more secure positions on an open-ended contract. As such, the 
temporary employment functions then as a probationary period to more secure forms of 
employment, at least this is what the stepping stone-hypothesis presumes (Thurow, 1972; 
Sicherman and Galor, 1990; The Netherlands Scientific Council for Government Policy, 
2020; van Heuvelen, Bettendorf and Meijerink, 2020). 

Earlier empirical studies testing this stepping stone-hypothesis found mixed results 
(Giesecke, 2003; Gash, 2008; Mooi-Reci and Dekker, 2013). They showed that, in line 
with the dualization thesis, the opposite entrapment hypothesis provides possibly 
a more accurate picture of the current labor market situation in the Netherlands than 
the stepping-stone hypothesis does. As opposed to the stepping-stone hypothesis, 
dualization scholars argue that such strategies are not (or no longer) incredibly successful 
for vulnerable workers such as WGP participants. The stepping-stone hypothesis seems to 
be only relevant for specific groups in the labor market, for instance, the high educated 
(Muffels, 2015; The Netherlands Scientific Council for Government Policy, 2017). More 
critical is that jobs on open-ended contracts are more likely to provide further training 
and promotion opportunities.

In contrast, the jobs on fixed-term contracts provide no or little training, given the high 
turnover rates in such positions and thus the relatively short time in which employers 
could reap the benefits of investments in training (Kalleberg, 2000; Fouarge et al., 2012; 
Eichhorst and Marx, 2015). As employers invest less in the human capital of their workers in 
insecure jobs compared with workers in the more secure jobs (Blossfeld and Mayer, 1988; 
Montizaan, Nieste and Poulissen, 2019), the former are often not in a position to compete 
for the more secure jobs in the first place. Therefore, they are more likely to remain in the 
outsider segment, not only upon labor entry but also throughout their careers.
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2.2.3 Job-matching theory

The recurring problem of vulnerable workers is their deficiency in human capital. WGP 
participants are selected based on their weak position in the labor market, for instance, 
on their low educational attainment, long-term unemployment, disability, and ethnicity. 
Public activation is suspected of accelerating labor market integration but also worsening 
the quality of the ensuing job, with this deepening the scarring effects of unemployment 
(Caliendo, Tatsiramos and Uhlendorff, 2013; Fervers, 2019). 

In contrast, human capital programs attempt to reduce the potential risk for prospective 
employers regarding the uncertainty about the productive capabilities of these 
unemployed individuals by investing in these people. Philips attempts to send out a 
positive signal of productivity to prospective employers, who may use participation in the 
WGP as a kind of screening tool. Participants were observed for a relatively long period by 
a trustworthy and well-reputed business partner that is likely to be associated with higher 
performance and training standards. As such, the WGP period partially solves the problem 
of imperfect information about the productive capabilities of workers.

The WGP attempts to repair participants’ skill deficiencies before labor market reintegration, 
healing the scarring effects of past unemployment in the first place but certainly not to 
deepen these scars. WGP participants search for jobs in the regular labor market either 
before,  or near the end of the contractual period for one-to-two years at Philips. For those 
in the vocational track, the job search opens more opportunities when they also have 
completed their vocational training next to their work experience during the WGP. The 
unemployed individuals engaged in the public activation program, contrariwise, search for 
jobs during their entitlement to unemployment or social assistance benefits. According to 
job-matching theory, both WGP participants and other unemployed individuals subject 
to public activation only will search for the optimal job that fits the acquired qualifications 
or skills (Jovanovic, 1979; Pissarides, 1992; Sattinger, 1993; van de Werfhorst, 2004). 

When WGP participants cannot find their most desired job by the time of leaving the WGP 
or by exiting benefit entitlement in the public activation program, they are more likely 
to accept suboptimal job offers. They will then continue to search for a better job match. 
Given the selective hiring behavior of employers and the increasing dualization of the 
Dutch labor market, a low level of employment security, as well as the likelihood of taking 
up a suboptimal job, is, initially, rather substantial for most WGP participants as well as for 
the other unemployed individuals subject to public activation. However, the risk of both 
a low level of employment security and such a poor job match, due to WGP participation 
and the human capital investment involved, is likely to be lower for the WGP participants 
compared to the unemployed in the control group.
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2.2.4 Hypotheses

The main expectation of this chapter is that in the eyes of prospective employers, WGP 
participants compare favorably with other unemployed individuals subject to public 
activation. This effect on short notice is expected to prolong and to result in a higher level 
of employment security and higher-quality job matches over their careers for the former.

In anticipation of the operationalization of the dependent variables (to be discussed in 
Section 2.3.2), the level of employment security is operationalized as the annual number 
of months in employment in a particular year. Concerning the quality of jobs, however, an 
essential drawback of using register data is that there is only limited information regarding 
the quality of the job match. Earlier studies used occupational status and prestige of 
workers to make a distinction between good and bad jobs (Ganzeboom, De Graaf and 
Treiman, 1992; Wolbers, 2003), e.g., International Socio-Economic Index of Occupational 
Status (ISEI) or International Standard Classification of Occupations (ISCO). Without such 
information, the observed wages of workers have been compared with expected wage 
levels according to the so-called assignment model of Sattinger (1993).

According to Sattinger’s model (1993), the extent to which the required skills for a 
particular position match an employee’s acquired skills determines the productivity level 
of that employee and, with that, the salary of that particular position, i.e., the quality of a 
job match. When the acquired skills of an employee are more in line with the required 
skills for that position, employers anticipate higher productivity, which is expressed in 
higher wages. If the employee’s supplied skills do not perfectly match the skills needed for 
the position advertised, this shortfall is expected to result in lower levels of productivity. 
This shortfall in productivity then needs to be compensated most likely by a relatively 
lower wage (Topel, 1991; Hartog, 2000; Allen, 2001; van de Werfhorst and Kraaykamp, 
2001). Prospective employers may reward investments in human capital during WGP 
participation, resulting in higher post-intervention employment security and post-
intervention wages, assuming to reflect higher-quality job matches.

The first hypothesis focusses on the overall signaling effect of WGP participation. From 
a signaling perspective, the image and reputation of Philips in the Dutch labor market 
are derived from high training standards and performance requirements, through which 
prospective employers anticipate lower hiring and training costs. In other words, WGP 
participation can be considered an investment in (occupation-specific or related to the 
field of study) human capital, compared with remaining on a benefit or being employed 
in a temporary and insecure job (Bell, Blundell and van Reenen, 1999; Dieckhoff, 2011). 
This exposure to vocational training, in combination with positive signaling effects, partly 
solves the problem of imperfect information about unemployed individuals in the WGP. 
Employers are expected to anticipate higher levels of productivity, for which reason 
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employers will pay higher wages and willing to bind these workers to their companies 
(Rosenbaum, 1979; Sørensen and Kalleberg, 1981).

Compared with other unemployed individuals subject to public activation, the wages 
of WGP participants are higher because the people in activation receive practically no 
training and need to accept any job that comes along even when the salary matches 
poorly to their education level. Because only the low and (part of the) intermediate 
educated have access to the WGP’s vocational track, it is expected that notably the low 
and intermediate educated gain concerning job-match quality after WGP completion. 
However, because of the dualization of the labor market, the demand for intermediate 
skills might be lower, resulting in lower levels of employment security. The high educated 
might also gain from the work experience and reputation effect of the WGP concerning 
wages and higher-quality job matches compared to people entitled to public activation. 
Still, the gains are likely to be smaller.

Hypothesis 2.1.  WGP participants, notably the low and high educated, establish higher 

levels of employment security compared with a matched control group only entitled to public 

activation.

Hypothesis 2.2.  WGP participants, notably the low and intermediate educated acquire 

higher-quality job matches according to the first indicator (wage-match in any job lasting for 

at least four months) compared with a matched control group entitled to public activation.

The vocational track aims to upgrade the educational attainment of low and intermediate-
educated participants and allows them to acquire knowledge and skills in a field of study 
to which there is high demand. The workweek in the vocational track consists of four 
days of working and one day of studying, allowing participants to practice field-related 
skills directly on the job, i.e., workplace-based learning, as in the German dual system. A 
formal degree opens up more and better opportunities in the labor market, in particular, 
when it is related to the growing technology sector. Both low and intermediate-educated 
participants need to stay in the WGP for two years to complete this vocational track, 
albeit that the minimum wage paid during this time is perhaps not that much lower 
than the market wage. WGP participation thus provides them with income security, 
herewith exceeding the level of social assistance and a second chance of acquiring formal 
credentials that might give access to a more secure job. The vocational track provides low 
and intermediate-educated participants with a distinct advantage compared with similar 
others in the public activation program, who have few options to retrain are therefore 
more prone to skill depreciation. From a human capital and signaling perspective, 
prospective employers might thus have a clear preference for WGP participants compared 
with unemployed youngsters subject to public activation. 
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The most popular vocational track of the WGP is Engineering, Manufacturing, and 
Construction since the 1989s. Nevertheless, still, nowadays, this track prepares for jobs 
for which there were labor shortages. As such, a match between participants’ educational 
background and the work experience offered at Philips is ensured. It could be argued that 
due to following vocational training, notably the low educated benefit from a better job 
match—in terms of wages fitting to their qualifications—but not necessarily with a regular 
or on an open-ended contract with more job security and longer job tenure. According to 
dualization theories and associated with signaling and scarring effects, workers on a fixed-
term contract have, compared to the core workers, poor access to open-end contracts. 
Most labor market reentries of WGP participants, notably the low and intermediate 
educated, will be on a fixed-term contract that serves as a probationary period, to screen 
the future productivity of the worker. However, the unemployed on public activation 
tend to be more often employed in low-paid fixed-term contracts with shorter tenures, 
suffering from signaling and scarring effects. At the same time, they compare negatively 
to WGP participants who have a job at Philips for at least the first or the second year, and 
for the low and intermediate educated, comes with additional vocational training. The 
high educated profit from work experience and the reputation effect of Philips regarding 
the quality of the job in the post-intervention period.

Hypothesis 2.3. WGP participants, for the low and intermediate-educated participants, 

acquire higher-quality job matches according to the second indicator (i.e., wage-match in jobs 

lasting longer than four months and being registered as open-ended contracts) compared with 

a matched control group entitled to public activation.  

Finally, it can be argued that WGP participation leads to wages better fitting to one’s 
knowledge and skills, i.e., higher-quality job matches. However, this would not necessarily 
lead to higher levels of employment security in the long run in terms of a stable regular 
job on an open-ended contract. An excellent performance review, perhaps after a few 
contract renewals, the fixed-term contract may be converted into an open-ended 
contract. 

In the Netherlands, up to 2015, employers may renew the contract for temporary workers 
three times in three years. As of January 2015, the rules changed into three consecutive 
contracts in two years. Recently, the new law has been accepted to return to the three-
in-three rule (Ketenbepaling in Dutch). Until 1 January 2020, employers may offer a fixed-
term contract with a maximum of three renewals in a row within a maximum period of 
two years. After that, every employee must be offered an open-ended contract. Unless 
the chain of contracts is interrupted with an interval of at least six months, after these 
six months, employers can offer a fixed-term contract to the same employee. This three-
in-three rule does not apply to employment contracts that have been entered into in 
connection with a vocational training pathway (Beroeps Opleidende Leerweg [BBL] in 
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Dutch). Neither does it apply to contracts with employees who have not reached the age 
of 18, working on average 12 hours a week. The rule starts precisely on the day that the 
employee turns 18 as of 1 January 2020. The introduction of the Balance Employment 
Market Act (Wet Werk in Balans [WAB] in Dutch) makes it possible to issue three contracts 
in three years as of 1 January 2020. Ongoing contracts that expire after 1 January 2020 can 
be extended for a definite period up to a total term of three years if this contract extension 
is not a fourth contract. 

It is expected that notably the high-educated participants who do not acquire formal 
education but only obtain work experience and informal training during the WGP, may 
profit from working in a seemingly regular job at a reputed employer like Philips. This 
feature may give them an advantage associated with the reputation effect with a view 
to the likelihood of switching from a temporary into a permanent job with a better 
job match quality. There is a risk that WGP participation in itself may be looked upon 
negatively (Liechti et al., 2017), and hence, lead to the negative stigma that reduces the 
positive reputation effect of Philips. 

The lock-in effect initially exerts a negative effect on short notice because participants are 
held up, albeit for a relatively limited period. Therefore, it is expected that high-educated 
participants would gain from WGP participation but that it might take a bit longer time 
before the impact shows up. The low educated have the highest probability of getting 
locked-in because they might be fully engaged in the vocational track of the WGP for the 
entire two-year period. However, this negative lock-in effect might be fully compensated 
by the positive and long-lasting employment effects of the combined investment in work 
experience and training. For both the high and low-educated participants, it is expected 
that they have better chances to let their fixed-term contract convert to an open-ended 
contract.

Hypothesis 2.4. WGP participants are more likely to acquire higher-quality job matches 

according to the third indicator (i.e., jobs on open-ended contracts that lasts at least twelve 

months), compared with a matched control group entitled to public activation.

2.3 DATA AND METHODS

2.3.1 Data and design

The identified participants that participated in the WGP between 1999-2014 are matched 
to other individuals that can be considered to be similar, except for entitlement to public 
activation instead of WGP participation. Propensity Score Matching (PSM) is performed 
with the options nearest neighbor 1:1, without replacement, and caliper 0.01 (Becker and 
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Ichino, 2002; Leuven and Sianesi, 2003; Caliendo and Kopeinig, 2008). 

The nearest neighbor option chooses a potential control unit for a treated individual 
that comes closest in terms of the predicted propensity score. The without-replacement 
variant implies that a control unit can only be used once as a match (see Austin, 2011). The 
caliper distance refers to the maximum tolerated difference in propensity scores between 
matched subjects, i.e., treated and control units. 

The choice of caliper reflects the variance-bias trade-off, where using narrower calipers 
result in the matching of more similar subjects, herewith reducing the systematic 
differences between matched treated and control units. Despite its importance, there is 
little advice in the literature on the practicalities of matching, particularly regarding the 
choice of the caliper (Austin, 2011; Lunt, 2014). The recommended caliper, as well as the 
default in the psmatch2 module, is set to 0.20 (Cochran and Rubin, 1973; Leuven and 
Sianesi, 2003). However, Raynor (1983) showed that tighter calipers result in less biased 
estimates, whereas looser calipers result in more biased estimates. The latter involves 
more significant systematic differences between treated and control units. Consequently, 
it can be argued whether the effect found for treated units can be dedicated to the 
assigned treatment or that the effect found can be more devoted to the innate abilities of 
individuals (see Abrassart, 2013), i.e., potential (self-)selection effects. 

The choice of caliper furthermore depends on the dataset to which the matching 
procedure is being applied. However, a too-tight caliper made it impossible for the 
procedure to match many treated units to control units, which could introduce both 
selection bias and inefficiency due to the decreased number of potential control units to 
match on in the data. The substantial heterogeneity among participants, as also reflected 
in the selection guidelines of the WGP, as well as the choice of including a two-year labor 
market history in the pre-treatment covariates, decreased the number of potential control 
units considerably, as explained in Section 1.5. In this dissertation’s case, using national 
register data that covers the entire Dutch population and includes many potential control 
units, tighter calipers between 0.01 (Chapter 2 and 3) and 0.05 (Chapter 4) were chosen, 
given that matches are supposedly relatively easy to find and produce the closest matches 
possible for efficiency. This caliper choice was kind of trial and error. After each matching 
procedure performed, the number of matched participants were evaluated.

The local public employment offices take care of the initial selection, using either of 
the guidelines. The pre-treatment covariates show the personal characteristics and 
circumstances of the group fo WGP participants, one month before WGP entry denoted 
as t = 0. The following pre-treatment covariates were included in the matching procedure: 
the reliance on either unemployment benefits or social assistance (for at least six months 
in line with the selection criteria of the WGP), (youth) disability or being a full-time student 
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in the year of WGP entry (that means three dummy variables in total using data on the 
primary source of income). Moreover, the matching procedure also included variables 
that indicate the labor market history of individuals for a pre-treatment period of two 
years (see Caliendo, Mahlstedt and Mitnik, 2017). In doing so, the information contained 
in the unobserved variables is expectedly captured even though it cannot be ruled 
out that unobserved heterogeneity for which could not be matched would still affect 
the estimates. Following Caliendo et al. (2017), the number of months in employment 
(including subsidized jobs), and the sum of annual wages earned, the number of 
unemployment spells, the number of employers over the past two years is included. The 
matching procedure also included information about individuals’ previous jobs, including 
the previous job’s daily wage, the part-time factor of the previous job—indicating the 
weekly working hours of the job compared to a full-time job in the same company or the 
same business sector. The value of 1 indicates a full-time job, 40 hours is a regular working 
week in the Netherlands; any value lower than 1 indicates a part-time job, the type of 
contract, and whether the previous job concerned a subsidized job. Unfortunately, there 
was no information available about maternity leave in the past two years.

Concerning the personal characteristics, the procedure included the ethnic minority groups 
(i.e., Morrocans, Turks, Surinamese, Dutch Antilleans, Other non-Western, and Western), and 
generation which indicates whether an individual was born in the Netherlands or was 
born abroad, respectively the 2nd generation and 1st generation. These ethnic minority 
groups are quite broad; in particular, the groups other non-Western and Western may 
entail people from different continents and thus different cultural backgrounds. Therefore, 
also the continent is included in the matching procedure (i.e., Africa, Americas, Asia, and 
Oceania). A foreign-sounding surname, on which much ethnic discrimination is based, is 
passed through the male line. Thus, whether or not an individual has a foreign-born father 

(a dummy variable) is included in the matching procedure as well. 

Educational attainment is based on the 1-digit ISCED2011-Level (i.e., Low educated 
that includes the levels 0-2, Intermediate educated that consists of the levels 3-4, High 
educated that contains the levels 5-8, and a Missing category). Field of study is based 
on the 1-digit ISCED1997-Field (i.e., General programs, Education, Humanities and Arts, 
Social Sciences, Business and Law, Science, Mathematics and Computing, Engineering, 
Manufacturing and Construction, Agriculture and Veterinary, Health and Welfare, Services, 
Not known or unspecified, and a Missing category).

The position in the household indicates the exact status of an individual in the family. A 
household is defined as all people that are registered on the same address (i.e., Single, 
Partner without children, Partner with children with the youngest child in the family < 5 
years old, Partner with children with the youngest child in the family ≥ 5 years old, Lone 
parent with the youngest child in the family < 5 years old, Lone parent with the youngest 
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child in the family ≥ 5 years old, Child living at parents’ home, Other, such as inhabiting 
Asylum Seekers Centres, student dormitories or retirement homes, and a Missing 
category). Sex (i.e., Male and Female) and age. i.e., a continuous variable. The interaction 
term between sex and position in the household is included as well because Philips also 
has lone mothers as a guideline into the WGP. Part of the country (i.e., North, East, South, 
West, and a Missing category) is included in the matching procedure because the WGP 
is mainly executed in Southern and Northern Netherlands (i.e., cities of Eindhoven and 
Drachten). However, there are also vast differences in labor demand concerning the 
demand for technical skills across the regional areas, which might affect post estimates. 

Finally, individuals’ first occurrence in the data in the forthcoming years is also included 
in the procedure. The first occurrence of each individual in the register data served as a 
proxy for the year of arrival in the Netherlands, given that such information is not available 
in register data. Given that people may return to their country of origin or pass away 
throughout time (e.g., attrition), the first occurrence and availability in the forthcoming 
years were included to prevent attrition bias and to secure a representative control group 
for which their labor market outcomes can be compared throughout time. 

From the identified WGP participants (N = 2,792), 99.82% could be matched to a control 
group member out of the entire Dutch labor force (aged 16-65). The matched sample 
(16-65 aged) consists of 5,574 individuals, of which 2,787 are WGP participants, and 2,787 
are matched control group members entitled to public activation. Table 2.5 in Appendix II 
illustrates the descriptive characteristics of the treatment and control group. The balance 
test on the differences between the treatment and control group is considered to be 
passed when the t values are insignificant after matching.

2.3.2 Dependent variable(s)

The first dependent variable denotes the level of employment security, which is measured 
by the number of months in any form of employment in a particular year, including 
subsidized jobs and regardless of interspersed with periods of unemployment, varying 
from 0 to 12 months. The observed value is divided by 12 months to interpret coefficients 
as percentages. The second dependent variable denotes the quality of the job match 
following either the WGP or activation. Since the register data contain no information 
on the quality of the job match as perceived by the worker, this job-match indicator is 
constructed based on the available information on the actual wage in the jobs that WGP 
participants occupy in the career following WGP participation and the job tenure and type 
of contract in these jobs. Concerning the wage, a higher quality-wage match is assumed 
when the earned wage in the job comes closer to the expected wage. The expected wage 
represents the wage someone can make on the labor market given the characteristics of 
individuals based on the personal characteristics of the beholder (see A.1 Constructing 
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the job-match indicator in the Additional Appendices).

This chapter has defined three job match-quality indicators based on the actual earned 
daily wage of workers compared with an expected or simulated wage in combination 
with requirements on the type of the contract and job tenure (Sattinger, 1993). The 
first job match-quality indicator (

JMK
it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

) is the log of the real wage earned by workers on 
whatever contract but with a job duration of at least four months. Statistics Netherlands 
classifies contracts that are on-call contracts or temporary-agency contracts as open-
ended contracts. A substantial share of these so-called open-ended contracts may last 
shorter than one year, such as apprenticeship and trainee contracts. The two additional 
job match-quality indicators combine the two other indicators with the information on 
the duration and type of the contract. The second job match-quality indicator (

JMK
it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

) is 
identical to the first wage-match indicator, while the job must also be registered as an 
open-ended contract. Most positions on an open-ended contract last longer than four 
months, but this is not guaranteed because there is a trial period of one month. This 
second indicator is only to observe the differences between the type of contract and 
how this affects individuals’ job-match qualities. The third job match-quality indicator (

JMK
it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

) is similar to the second, while additionally, the open-ended contract should last 
for at least 12 months instead of 4 months. This group includes individuals without any 
unemployment spell last year and without the loss of wage, including those who split jobs 
within employers and changed employers in between jobs. For those jobs not meeting 
the type of contract (as the second indicator) or job tenure criteria (as the third indicator), 
the wage-match indicator gets the value of zero. In doing so, three job match-quality 
indicators are defined with increasing strictness to determine the quality of the job match.
For all three job-match-quality indicators it counts that, if JMK

it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

 
< 1, the observed actual 

wage is below the expected wage level of workers, and so the lower the wage ratio is, 
the worse the quality of the job match. Likewise, if JMK

it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

 > 1 the actual wage exceeds the 
expected wage level of workers, implying that workers either get overpaid or that they 
might be over-educated. The likelihood that the earned wage will be higher than the 
expected or simulated wage for these workers with such weak employment opportunities 
appears to be negligible. Hence, the more closely the actual wage is to the expected wage 
or the closer the wage ratio is to 1, the higher the quality of the wage match. For all three 
indicators, those who are unemployed for the whole year with no income from work are 
assigned the value of 0, meaning that there is no match at all.
p. 59 
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2.3.3 Empirical model on the level of employment security

Difference-in-difference analyses observe the long-term impact of participation in the WGP, 
compared with the control group subject to public activation, on the level of employment 
security. Each analysis compares the career development of WGP participants with that of 
another group of people that share the same personal characteristics as WGP participants 
but who were entitled to public activation instead. The parallel trend assumption states 
that the treatment and the control group are comparable before the former has entered 
the WGP, given that there has been matched on pre-treatment covariates. Both groups 
are expected to develop themselves similarly throughout their careers if there was no 
WGP, precisely because of their similarities before the intervention.  This parallel trend 
assumption cannot be tested empirically, but applies when two groups are similar in their 
characteristics before a particular intervention, and that there are no differences to be 
expected other than the intervention itself that might influence the outcomes. 

A weakness of the matching methodology is that it assumes that the chosen model 
based on the available data is capable of explaining the outcome fully. The register data 
have little information on subjective measures, i.e., perceptions, motivations, personality 
traits. The model has to rely on the objective information available in the administration. 
Furthermore, participants’ problems can vary considerably, mainly by possessing or not 
possessing (non-)cognitive skills, which presumably may influence the long-term effect of 
the intervention (Abrassart, 2013). 

Given the remaining unobserved heterogeneity among participants, it still cannot be 
wholly ruled out through unobserved heterogeneity, for which could not be matched 
on, would affect the estimates when using OLS regression models. The register data 
contain no information about such unobserved characteristics. Therefore, to control for 
potential selection and unobserved heterogeneity effects that are not entirely captured 
by the labor market-history variables in the matching procedure (see Lipscomb, 2007). 
This and the following chapters show analyses based on regression techniques in which 
the models correct for fixed effects, estimating the average within-person change in 
employment security to control for potential selection bias and to correct for the effects 
of unobserved heterogeneity not captured by the matching procedure thus correcting 
for serial correlation (see Allison, 2009).

Fixed-effects modeling looks at the changes on indicators over time within individuals in 
comparison with the grand mean of the level of employment security, which omits time-
invariant covariates, However, as in OLS regression, the parameters can be interpreted as 
within-subject level effects; standard errors are corrected for clustering at the individual 
level to correct for serial correlation. All models throughout the entire dissertation produce 
robust standard errors that control for heteroscedasticity, and herewith automatically 
corrects the estimates for clustering at the level of the individual, i.e., serial correlation.
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Equation (2.1) shows Eit that stands for the number of weeks a year in a job (i.e., the level 
of employment security. The dummy variable wgpi stands for the intervention group of 
former participants in the WGP. posTit consists of ten dummy variables, each indicating a 
foregone year in the post-intervention period; thus, the years after the participant has left 
the WGP. For the control group, the post-intervention period starts after the average WGP 
duration has expired (M = 0.98 years). In this way, the long-term effect of WGP participation 
is observed in comparison with engagement in the public activation program throughout 
the post-intervention years. The interaction effect between wgpi and posTit must be 
interpreted as an additional effect over that of public activation. The summation of yeart 
consists of a full set of dummy variables for the years 1999-2016 to correct for different 
periods in which the intervention(s) took place (both the WGP and activation). 

The variable Cit corrects for the number of weeks included in the WGP given that it is 
undesirable to have these weeks neither in the pre-intervention scores nor in post-
intervention scores; this would either underestimate or overestimate the net effect of the 
WGP. However, the fact that WGP participants are employed during their stay at Philips is 
an effect on itself. The vector Cit also corrects for the regional area (NUTS-3 Level), position 
in the household, and time-varying education level. At an earlier stage, the corrections 
above have been included stepwise, but only the level of education attainment turned 
out to affect the long-term effect, especially for WGP participants following the vocational 
track. Please see Table 2.6 in Appendix II for the standard difference-in-difference models 
without confounding on the total number of months of the entire post-intervention 
period, varying from 0 to 120 months.

2.3.4 Empirical model on the quality of the job

Fixed-effects linear panel regression models are also used to estimate the average within-
person change on the three job-match quality indicators. Once again, the models include 
the post-intervention period t = [1,10], and separate models are estimated for each 
educational attainment (measured at t = 0). The idea behind this is that the WGP effects 
are likely to differ by educational attainment because the vocational track offered in the 
WGP is mainly offered to the low educated, which in the end may create lock-in effects for 
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the low educated during the possible two years of stay in the WGP. Equation 2.2 presents 
for each model to what extent WGP participation exerts a significant additional effect on 
JMK

it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

 (i.e., 

JMK
it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

, 

JMK
it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

, and 

JMK
it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

) over the effects for the control group consisting of persons 
subject to public activation.

The treatment group, wgpi, is interacted with the post-intervention dummies, posTit, each 
dummy variable represents a particular year elapsed. The pre-intervention period is 
captured in t = 0, indicating the two years before entry for which the matching procedure 
ensured the comparability in labor market history between the treatment and control 
group. Then, t = 0 denotes the year of matching and WGP entry, whereas the post-
intervention period represents the time interval t = [1,10]. For the control group, the post-
intervention period starts after the average WGP duration has expired (M = 0.98 years). 
The estimates on the post-intervention dummies show the development in job-match 
quality for each year elapsed (e.g., the short-term and long-term effects). In contrast, 
the interaction terms with wgpi show the additional impact of WGP participation on the 
quality of jobs following the WGP. The interaction terms are expected to show significant 
positive coefficients on job-match quality over time, implying that participants have an 
additional long-term effect due to their build-up human capital. 

The vector Cit includes controls such as age and age-squared (

JMK
it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

JMK
it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it and 

JMK
it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it ) both to 

one decimal place) capturing the (non-linear) time-varying human capital variables in the 
absence of information on the complete labor market history of individuals (see Mincer, 
1974). Further controls include time-fixed effects (yeart, a full set of year dummies), the local 
unemployment rate (URk, NUTS-2 Level), position in the household including youngest 
child’s age, phhit, which is interacted with sex indicated by the dummy for female, femi, and 
residential area (resait, NUTS-3 Level). Other controls correct for the elapsed transition time 
to the first job after t = 0 (1sTjobit, in weeks, divided by 52 weeks) interacted with wgpi. Lastly, 
λit, the inverse Mills’ ratio, derived from Heckman’s two-step selection models—that were 
estimated for each year and correct for wage selection—given that many people within 
the matched sample may not be able to find paid work and so affecting the estimates.  
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2.4 RESULTS

2.4.1 The level of employment security following the WGP

Table 2.1 shows the estimates of the fixed-effects linear panel models for the long-term 
effects of WGP participation compared with being subject to public activation on the level 
of employment security up to ten years after leaving each intervention. WGP participants 
stay a higher annual number of months in a job, confirming hypothesis 2.1. The estimates 
for the first year in the post-intervention period at t = 1 for WGP participants show adverse 
yet insignificant effects across all educational attainment. This finding implies that some 
of the WGP participants find themselves unemployed for a while after leaving Philips. 
However, all WGP participants are catching up quite rapidly in the second year of the post-
intervention period up to ten years after leaving the WGP. The additional long-term effect 
of WGP participation over that of activation on the level of employment security develops 
gradually over time, particularly for those participants who have entered the WGP with 
low education. The net gain in months over the post-intervention period of ten years for 
low-educated participants amounts to 9.8 months. The participants who entered the WGP 
with intermediate education seem to achieve the same level of employment security as 
those participants with low educational attainment, showing the returns of the human 
capital investments during the WGP (e.g., skills-upgrading effect). The net gain in months 
over the post-intervention period of ten years for intermediate-educated participants 
amounts to 8.1 months compared with the control group.  Unexpectedly, high-educated 
participants seem to benefit most from their WGP participation compared to the control 
group subject to public activation. However, the low educated participants come second 
as far as the treatment effect is concerned. The high-educated participants still achieve 
the highest levels of employment security, nonetheless. The net gain in months over 
the post-intervention period of ten years for high-educated participants amounts to a 
considerable 13.2 months compared with the control group.
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Table 2.1. Unstandardized coefficients on the level of employment security in the post-intervention 
years from fixed-effects panel regression models by educational attainment

Employment security

Variables

Low  
educated

Intermediate
educated

High  
educated

M1 M2 M3

Post-intervention period (ref. = 0)
1 0.14*** (0.01) 0.08*** (0.01) 0.12*** (0.02)

2 0.16*** (0.01) 0.08*** (0.01) 0.13*** (0.02)

3 0.16*** (0.01) 0.09*** (0.01) 0.13*** (0.02)

4 0.17*** (0.02) 0.12*** (0.02) 0.13*** (0.03)

5 0.18*** (0.02) 0.12*** (0.02) 0.12*** (0.03)

6 0.21*** (0.02) 0.11*** (0.02) 0.15*** (0.03)

7 0.22*** (0.02) 0.13*** (0.02) 0.14*** (0.03)

8 0.23*** (0.02) 0.14*** (0.02) 0.15*** (0.03)

9 0.25*** (0.02) 0.16*** (0.02) 0.18*** (0.04)

10 0.26*** (0.03) 0.17*** (0.03) 0.22*** (0.04)

x WGP 

1 -0.02 (0.01) -0.02 (0.02) -0.04 (0.02)

2 0.06** (0.02) 0.05* (0.02) 0.06* (0.03)

3 0.10*** (0.02) 0.08*** (0.02) 0.12*** (0.03)

4 0.09*** (0.02) 0.05** (0.02) 0.14*** (0.03)

5 0.10*** (0.02) 0.06** (0.02) 0.14*** (0.03)

6 0.08*** (0.02) 0.11*** (0.02) 0.13*** (0.03)

7 0.11*** (0.02) 0.11*** (0.02) 0.13*** (0.03)

8 0.11*** (0.02) 0.10*** (0.02) 0.15*** (0.04)

9 0.09*** (0.02) 0.08*** (0.02) 0.15*** (0.04)

10 0.10*** (0.02) 0.08*** (0.02) 0.15*** (0.04)

Intercept 0.26* (0.11) 0.19+ (0.11) -0.37* (0.18)

σ𝜇 0.33 0.30 0.27

σϵ 0.31 0.31 0.31

ρ 0.52 0.49 0.44

NObs. 33,195 27,282 11,794

NInd. 2,596 2,112 866

R2    

overall 0.07 0.09 0.13

within 0.17 0.17 0.23

between 0.04 0.05 0.05

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, robust standard errors in parentheses. Estimates are controlled 
for time-fixed effects (years), time in the WGP, local unemployment rate (NUTS-2 Level), residential area (NUTS-
3 Level), and position in the household (incl. youngest child’s age) interacted with sex. Please see Table 2.6 in 
Appendix II for difference-in-difference estimations without confounding.
Source. Statistics Netherlands (1999-2017)
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Figure 2.1 shows the predicted margins of the long-term impact of WGP participation 
on the level of employment security for participants compared with others entitled to 
public activation. At first glance, the low and high educated seem to profit most from their 
time at Philips. As earlier noted, WGP participants with intermediate education achieve 
the same level of employment security as the participants that have entered the WGP 
with low educational attainment, i.e., skills-upgrading effect. However, it is interesting to 
observe that the growth in the level of employment security is steeper for low-educated 
participants than for intermediate-educated participants. WGP participants with high 
education seem to achieve an average of almost a full year of additional employment in 
the tenth year after leaving the WGP. 

Figure 2.1. Predicted marginal effects of the level of employment security for WGP participants 
and the control group workers by educational attainment
Note(s). Shaded bars show the 95%-confidence intervals
Source. Statistics Netherlands (1999-2017)

2.4.2 The quality of job matches following the WGP

The fixed-effect models measure the additional long-term effects of WGP participation on 
the job-match quality for participants compared with comparable persons in the matched 
control group engaged in the public activation program. Table 2.2, Table 2.3, and Table 2.4 
show the results for the low educated, intermediate educated, and high educated on all 
three job match quality-indicators. Figure 2.2 illustrates the predicted marginal effects for 
the treated group compared to the control group for all three indicators on job-match 
quality indicators and across educational attainments based on the multivariate results.

Table 2.2 shows the estimates for the low educated. For any job with ≥ 4-month tenure, 
Model 1 shows an apparent significant and positive treatment effect of WGP participation 
on the job-match quality for the entire post-intervention period, thus confirming 
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hypothesis 2.2. From t = 2 on up to t = 5, the additional treatment effect of the WGP on 
the job-match quality is at its most extensive, but the effect seems to fade away from t 

= 6 onward. The signaling effect of WGP participation lasts about six years, which is not 
surprising given that the reputation effect of Philips needs to be increasingly substituted 
by the impact of participants’ careers. Alternatively, in case the WGP is followed by low-
paid jobs on fixed-term contracts and periods of unemployment, the declining effect 
may be caused by recurring scarring effects and undoing the reputation effect of Philips. 
Thus, the longer low-educated workers may cycle between unemployment and insecure 
temporary jobs, the worse the next job or wage match would be.

For the jobs on an open-ended contract with ≥ 4-month tenure, Model 2, shows that for the 
second job match-quality indicator, the additional treatment effect for the low educated 
is significant and positive from t = 7 onward, thus partially confirming hypothesis 2.3. This 
postponed effect of the WGP indicates that the additional treatment effects on the job-
match quality are increasing the longer participants stay on open-ended contracts, i.e., 
lead-in period. It takes longer for this vulnerable group of workers to acquire an open-
ended contract, but the prospects are still better than for the control group. This finding 
implies that the healing scarring effects, particularly for WGP participants, increase the 
chances to acquire an open-ended contract within seven years after leaving Philips. In 
Model 3, the results for the jobs on an open-ended contract with at least a 12-month 
tenure show significant and positive additional treatment effects for the low educated 
from t = 9 onward. The results suggest that, for the low educated, the treatment effects 
are more substantial, the more secure the job is they move into after the WGP. However, it 
does take a few years longer to move into these higher-quality job matches—compared 
with any job of four months and longer. While WGP participation increases the quality of 
the job match for all jobs lasting for four months or longer, it results in even better job 
matches compared with other unemployed individuals in the control group in the long 
run, given that WGP participants seem better equipped to transition from a temporary to 
an open-ended contract.
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Table 2.2. Unstandardized coefficients on the job-match quality from fixed-effects panel regression 
models for the low educated

Low educated
JMK

it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

≥ 4 months

JMK
it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

≥ 4 months + 
open-ended 

contract

JMK
it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

≥ 12 months + 
open-ended 

contract

Variables M1 M2 M3
Post-intervention period (ref. = 0)                            

1 0.11*** (0.01) 0.14*** (0.01) 0.12*** (0.01)

2 0.10*** (0.01) 0.18*** (0.02) 0.19*** (0.01)

3 0.06*** (0.02) 0.15*** (0.02) 0.22*** (0.02)

4 0.04* (0.02) 0.16*** (0.02) 0.22*** (0.02)

5 0.02 (0.02) 0.18*** (0.02) 0.26*** (0.02)

6 0.01 (0.02) 0.19*** (0.02) 0.28*** (0.02)

7 -0.01 (0.02) 0.18*** (0.02) 0.29*** (0.02)

8 -0.03 (0.02) 0.17*** (0.03) 0.29*** (0.02)

9 -0.04+ (0.03) 0.17*** (0.03) 0.30*** (0.02)

10 -0.06* (0.03) 0.17*** (0.03) 0.31*** (0.02)

x WGP 

1 0.04** (0.02) -0.03 (0.02) 0.06*** (0.02)

2 0.07*** (0.02) -0.10*** (0.02) -0.16*** (0.02)

3 0.09*** (0.02) -0.00 (0.020) -0.08*** (0.02)

4 0.07*** (0.02) -0.00 (0.02) -0.02 (0.02)

5 0.08*** (0.02) 0.01 (0.02) -0.01 (0.02)

6 0.06** (0.02) 0.00 (0.02) -0.01 (0.02)

7 0.06** (0.02) 0.04* (0.02) 0.01 (0.02)

8 0.05* (0.02) 0.05* (0.02) 0.04+ (0.02)

9 0.05* (0.02) 0.06** (0.02) 0.05* (0.02)

10 0.06* (0.02) 0.07** (0.02) 0.05* (0.02)

λ -16.08*** (2.35) -12.71*** (2.18) 5.12*** (1.44)

Intercept 0.60*** (0.10) 0.94*** (0.11) -0.55*** (0.08)

σ𝜇 0.27 0.38 0.26

σϵ 0.31 0.35 0.34

ρ 0.43 0.55 0.37

NObs. 32,552 32,552 32,552

NInd. 2,596 2,596 2,596

R2    

overall 0.14 0.04 0.10

within 0.21 0.14 0.17

between 0.09 0.02 0.02

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, standard errors in parentheses. Estimates are controlled for time-fixed 
effects (years), time in the WGP, local unemployment rate (NUTS-2 Level), residential area (NUTS-3 Level), time to the 
1st job interacted with treatment group, lambda (inverse Mills’ ratio), position in the household (incl. youngest child’s 
age) interacted with sex.
Source. Statistics Netherlands (1999-2017)
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Table 2.3 shows the estimates for the intermediate educated. For any job with at least a 
4-month tenure, Model 1 only shows a significant positive additional treatment effect on 
the job-match quality in the first year after leaving the WGP. For the jobs on an open-ended 
contract with at least a 4-month tenure, Model 2 shows a significant adverse effect already 
at t = 2 except for t = 4, which reduces, in magnitude and significance between t = 3 and t 

= 5. This finding suggests that intermediate-educated participants move into suitable job 
matches upon WGP completion, but without improving their wages substantially while 
being less likely to transition to an open-ended contract over these years. For the jobs 
on an open-ended contract with at least a 12-month tenure, Model 3 shows positive but 
small treatment effects at t = 7, t = 9, and t = 10. However, based on the three job match-
quality indicators (Model 1, 2, and 3), the hypotheses regarding the positive effects of WGP 
participation for the intermediate educated cannot be firmly confirmed.
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Table 2.3. Unstandardized coefficients on the job-match quality from fixed-effects panel regression 
models for the intermediate educated

Intermediate educated
JMK

it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

≥ 4 months

JMK
it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

≥ 4 months +
 open-ended contract

JMK
it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

≥ 12 months +
 open-ended contract

Variables M1 M2 M3

Post-intervention period (ref. = 0)                            

1 0.07*** (0.01) 0.10*** (0.01) 0.11*** (0.01)

2 0.05*** (0.01) 0.08*** (0.02) 0.14*** (0.02)

3 0.05*** (0.01) 0.10*** (0.02) 0.15*** (0.02)

4 0.04* (0.02) 0.10*** (0.02) 0.16*** (0.02)

5 0.01 (0.02) 0.11*** (0.02) 0.19*** (0.02)

6 -0.03 (0.02) 0.10*** (0.02) 0.22*** (0.02)

7 -0.04* (0.02) 0.09*** (0.02) 0.21*** (0.02)

8 -0.06** (0.02) 0.10*** (0.02) 0.25*** (0.02)

9 -0.07** (0.02) 0.08*** (0.02) 0.25*** (0.02)

10 -0.07** (0.02) 0.10*** (0.03) 0.26*** (0.02)

x WGP 

1 0.05** (0.02) -0.03 (0.02) 0.03 (0.02)

2 0.03+ (0.02) -0.06** (0.02) -0.16*** (0.02)

3 0.04+ (0.02) -0.03 (0.02) -0.06** (0.02)

4 0.02 (0.02) 0.02 (0.02) 0.01 (0.02)

5 0.00 (0.02) -0.00 (0.02) -0.01 (0.02)

6 0.03 (0.02) 0.04+ (0.02) 0.02 (0.02)

7 0.01 (0.02) 0.04 (0.02) 0.05* (0.02)

8 0.00 (0.02) 0.03 (0.02) 0.04 (0.03)

9 -0.01 (0.02) 0.04+ (0.03) 0.06* (0.03)

10 -0.03 (0.02) 0.04 (0.03) 0.07** (0.03)

λ -15.43*** (1.782) -10.28*** (1.76) 8.25*** (1.61)

Intercept 0.64*** (0.104) 0.76*** (0.11) -0.79*** (0.10)

σ𝜇 0.27 0.36 0.28

σϵ 0.31 0.35 0.35

ρ 0.44 0.51 0.40

NObs. 26,674 26,674 26,674

NInd. 2,112 2,112 2,112

R2    

overall 0.12 0.03 0.08

within 0.19 0.13 0.18

between 0.08 0.01 0.01

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, standard errors in parentheses. Estimates are controlled for time-fixed 
effects (years), time in the WGP, local unemployment rate (NUTS-2 Level), residential area (NUTS-3 Level), time to the 
1st job interacted with treatment group, lambda (inverse Mills’ ratio), position in the household (incl. youngest child’s 
age) interacted with sex.
Source. Statistics Netherlands (1999-2017)
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Table 2.4 shows the estimates for high-educated individuals. For any job with at least 
a 4-month tenure, Model 1 shows significant additional treatment effects for the high 
educated from t = 2 onward, confirming hypothesis 2.2. For the jobs on an open-
ended contract with at least a 4-month tenure, Model 2 shows positive significant and 
increasing effects over the entire observation period (i.e., t = 2 to t = 10). Please note 
that the effects of t = 4 onward are slightly higher compared with the previous Model 
1, indicating that the jobs found are most likely on an open-ended contract as well. For 
the jobs on an open-ended contract with at least a 12-month tenure, Model 3 shows 
increasing additional treatment effects over time, which became significant only after t 

= 4. The additional treatment effect becomes noticeable from t = 7 onward to t = 10. 
High-educated participants acquire better job matches over the career even though it 
takes some time before the WGP pays off in terms of moving into good jobs on open-
ended contracts and long tenures. Results indicate that hypothesis 2.4 can be confirmed 
for high-educated participants, but the same hypothesis cannot be firmly confirmed for 
the low and intermediate-educated participants. Explanations point to the dualization of 
the Dutch labor market, offering fewer jobs on open-ended contracts for their employees 
with low and intermediate education.
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Table 2.4. Unstandardized coefficients on the job-match quality from fixed-effects panel regression 
models for the high educated

High educated
JMK

it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

≥ 4 months

JMK
it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

≥ 4 months +
open-ended 

contract

JMK
it 

JM1
it 

JM2
it 

JM3
it 

 

AGE2
it 

≥ 12 months + 
open-ended 

contract

Variables M1 M2 M3
Post-intervention period (ref. = 0)                            

1 0.11*** (0.02) 0.10*** (0.02) 0.09*** (0.02)

2 0. 09*** (0.02) 0.12*** (0.03) 0.20*** (0.03)

3 0.07** (0.02) 0.13*** (0.03) 0.24*** (0.03)

4 0.04 (0.03) 0.12*** (0.03) 0.25*** (0.03)

5 0.03 (0.03) 0.14*** (0.03) 0.29*** (0.03)

6 -0.00 (0.03) 0.13*** (0.03) 0.31*** (0.03)

7 -0.02 (0.04) 0.14*** (0.04) 0.31*** (0.04)

8 -0.03 (0.04) 0.12** (0.04) 0.31*** (0.04)

9 -0.06 (0.04) 0.13** (0.04) 0.32*** (0.04)

10 -0.07 (0.05) 0.15** (0.05) 0.40*** (0.04)

x WGP 

1 -0.01 (0.03) 0.02 (0.03) 0.13*** (0.03)

2 0.04 (0.03) 0.02 (0.03) -0.03 (0.03)

3 0.08** (0.03) 0.07* (0.03) 0.05 (0.04)

4 0.10** (0.03) 0.12*** (0.04) 0.13*** (0.04)

5 0.10** (0.03) 0.11** (0.04) 0.13** (0.04)

6 0.10* (0.04) 0.14*** (0.04) 0.16*** (0.04)

7 0.13** (0.04) 0.14*** (0.04) 0.19*** (0.05)

8 0.11** (0.04) 0.16*** (0.04) 0.20*** (0.05)

9 0.14** (0.04) 0.16*** (0.05) 0.26*** (0.05)

10 0.14** (0.05) 0.15** (0.05) 0.25*** (0.05)

λ -11.38*** (1.65) -4.31* (1.71) 11.35*** (1.45)

Intercept 0.06 (0.17) 0.11 (0.16) -1.14*** (0.13)

σ𝜇 0.25 0.33 0.26

σϵ 0.32 0.35 0.36

ρ 0.39 0.47 0.35

NObs. 11,295 11,295 11,295

NInd. 866 866 866

R2    

overall 0.10 0.06 0.16

within 0.16 0.15 0.23

between 0.06 0.03 0.09

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, standard errors in parentheses. Estimates are controlled for time-fixed 
effects (years), unemployment rate, regional area, time to the 1st job interacted with treatment group, lambda (inverse 
Mills’ ratio), position in the household (incl. youngest child’s age) interacted with sex.
Source. Statistics Netherlands (1999-2017)
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Figure 2.2 shows the predicted marginal effects of the long-term impact of WGP 
participation on the quality of ensuing jobs for participants compared with others entitled 
to public activation, providing new insights on the long-term impact of the WGP (Cf. Figure 
2.1). Results indicate that the quality of jobs (≥ 4-months tenure and ≥ 4-months tenure 
+ open-ended contract) is only modestly higher for WGP participants except for the 
high-educated participants. This finding suggests that WGP participation postpones the 
transition to an open-ended contract, but this comes with some form of job and income 
security, albeit on the statutory minimum wage during their time at Philips. However, this 
income security is not guaranteed for others that are subject to public activation. A lesson 
to be drawn is that WGP participants may experience a postponed effect but that the time 
spent at Philips does not imply that much of an income loss given the lower employment 
chances of the control group, except for the WGP participants with high education.
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Figure 2.2. Predicted marginal effects of the quality of jobs for WGP participants and the 
control group workers by educational level
Note(s). Shaded bars show the 95%-confidence intervals. Predictions are based on Model 1 (left), 
Model 2 (middle), and Model 3 (right) of Table 2.2, Table, 2.3, and Table 2.4.
Source. Statistics Netherlands (1999-2017)
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2.5 CONCLUSIONS AND DISCUSSION

Chapter 2 investigated the long-term effect on the level of employment security and 
the quality of ensuing jobs for WGP participants compared with a comparable group 
of unemployed people only subject to public activation. Results have made clear that 
the one-to-two years of training and work experience at Philips—a company that has a 
positive image in the Dutch labor market—have improved participants’ careers in the long 
run indeed (up to ten years after completion). WGP participants stay a more significant 
annual number of months in a job (i.e., the level of employment security and the quality 
of ensuing jobs) but also acquire higher-quality jobs due to gaining work experience for 
one to two years at a reputed business combined with investments in human capital, 
particularly for those who enter the WGP with low education.

Explanations for this long-term effect are associated with the vocational component 
and work experience part, but these effects cannot be entirely unraveled. However, 
work experience, on-the-job training, and vocational training can be viewed as the total 
investment in human capital during the relatively long time spent within the walls of 
Philips. Such kind of human capital investment is inaccessible for the control group subject 
to public activation because neither formal training nor work experience is offered during 
unemployment. It is more than plausible that the work experience and vocational training 
provided by Philips lead to a successful WGP-to-work transition, given the continuity of 
the effect over the following ten years. 

There is an obvious risk that WGP participants end up in unemployment again after 
completion of the WGP, given that participants might postpone their active job search 
(e.g., lock-in effect). However, there is job security and income security during the WGP, 
albeit for only one-to-two years and the income level is limited to the statutory minimum 
wage. Results imply that the control group attains lower levels of employment security and 
thus also the lower quality of jobs during that same period. Most likely, the unemployed 
individuals in the control group experiences (prolonged) stays in unemployment, while 
WGP participants are obtaining work experience in a job that enlarges their future 
knowledge and skills in the meantime. Therefore, it is not just a post-intervention effect 
here, but there is, without a doubt, an intervention effect during WGP participation, i.e., 
job and income security of one-to-two years. The current set-up offers guidance, but the 
job-search efforts of WGP participants are not strictly monitored in the meantime. The 
WGP job with guaranteed income, albeit temporary, might induce WGP participants to 
postpone their job-search and application efforts. Even though this flexibility offers WGP 
participants the possibility to focus on upgrading their knowledge and skills fully, there is 
a potential risk to reenter unemployment near the end.
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The fixed-effects panel regression models confirm the hypotheses that, compared to 
public activation that offers little work experience and training, participation in the WGP 
exerts an additional long-term positive effect on the level of employment security as well 
as on the quality of ensuing job matches. The former being operationalized as the annual 
number of months in any form of employment, and the latter operationalized using three 
wage-matching indicators that differ according to the security of the jobs participants 
move into following the WGP, i.e., wage, tenure, and the type of contract. Results are 
relatively positive across the educational levels. However, for the participants with low 
and intermediate education, it takes more time before they can move into jobs that match 
their skills and which are also secure (i.e., jobs on open-ended contracts lasting). For the 
high-educated participants, the effects are somewhat smaller but especially show up five 
years after WGP entry. 

The most important lesson to be drawn from this chapter is that participating in such a 
company-based work-experience program may send out strong signals of productivity to 
prospective employers given the listed work experience at Philips on people’s résumés. 
More particularly, it seems as if WGP participants are not only more inclined to secure 
nonstandard employment but also that once in such a job, they are better able to convert a 
fixed-term contract into an open-ended contract, over some years though. For individuals 
in the control group subject to public activation only, the reverse side of the story might 
be told, meaning that the lack or undersupply of work experience and vocational training 
opportunities offered during the time of unemployment, might result in substantial 
barriers to move into better job matches. However, one needs to be cautious here to 
draw general conclusions about activation because WGP participants, and hence, also 
the matched control group, represent a particular group of unemployed people with a 
relatively weak position on the labor market, given the selection criteria applied by Philips. 
Nevertheless, the policy conclusion that can be drawn from this chapter is that for the 
unemployed with a weak labor market position and who are subject to public activation, 
the increased supply of work experience and vocational training might indeed support 
them in finding better and more secure job matches.
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APPENDIX II

Table 2.5. Balance check in creating the treatment and control group (Chapter 2)

Mean t-test

Variables

WGP
(N = 1,708)

Control
group

(N= 1,708)

t p > t

Labor market history (Past two years)
Months in any form of employment 14.75 14.87 -0.64 0.52

Number of unemployment spells 0.32 0.32 -0.24 0.81

Number of employers
0 0.57 0.58 -0.89 0.37

1 0.29 0.29 -0.32 0.75

2 0.21 0.22 -1.08 0.28

3 0.11 0.11 0.34 0.73

4 0.07 0.08 -0.66 0.51

5 or more 0.11 0.12 -1.33 0.18

Information about individuals’ previous job
Highest daily wage 2.97 3.05 -1.43 0.15

Open-ended contract 0.68 0.67 0.77 0.44

Part-time factor 0.75 0.77 -1.52 0.13

Subsidized job 0.05 0.06 -1.78 0.08

Statuses in the year of matching
Unemployment benefits/Social assistance 0.54 0.54 0.48 0.63

Disabled 0.13 0.14 -1.25 0.21

Full-time student 0.12 0.12 -0.53 0.59

Ethnic minority group
Native Dutch 0.57 0.58 -0.89 0.37

Moroccans 0.05 0.04 0.59 0.56

Turks 0.05 0.05 0.97 0.33

Surinamese 0.03 0.04 -0.88 0.38

Former Netherlands Antilleans 0.02 0.02 -0.18 0.86

Other non-Western 0.13 0.12 1.10 0.27

Western 0.14 0.15 -0.19 0.85

Continent
Africa 0.10 0.09 0.82 0.41

Americas 0.07 0.07 -0.36 0.72

Asia 0.10 0.10 -0.09 0.93

Europe 0.73 0.73 -0.30 0.76

Oceania 0.00 0.00 0.58 0.56

Parental information
Foreign-born father 0.41 0.40 0.66 0.51

Generation
Native Dutch 0.57 0.58 -0.89 0.37

1st generation (foreign born) 0.32 0.31 1.01 0.31

2nd generation (born in the Netherlands) 0.11 0.11 -0.09 0.93
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Mean t-test

Variables

WGP
(N = 1,708)

Control
group

(N= 1,708)

t p > t

Age 33.49 33.11 1.37 0.17

Sex
Male 0.60 0.60 0.08 0.94

Female 0.40 0.40 -0.08 0.94

Educational attainment
Low educated 0.21 0.20 0.40 0.69

Intermediate educated 0.18 0.18 -0.38 0.70

High educated 0.16 0.16 -0.73 0.46

Unknown 0.46 0.45 0.51 0.61

Field of study
General programs 0.13 0.12 1.15 0.25

Education 0.01 0.01 -0.16 0.87

Humanities and Arts 0.02 0.02 -0.20 0.84

Social Sciences. Business. and Law 0.14 0.14 -0.12 0.91

Science. Mathematics. and Computing 0.03 0.03 -0.34 0.74

Engineering. Manufacturing. and Construction 0.14 0.15 -0.99 0.32

Agriculture and Veterinary 0.00 0.00 0.90 0.37

Health and Welfare 0.02 0.02 -0.19 0.85

Services 0.05 0.06 -0.71 0.48

Not known or unspecified 0.01 0.01 0.00 1.00

Missing 0.46 0.45 0.48 0.63

Position in the household
Single 0.29 0.30 -0.74 0.46

Partner without children 0.16 0.16 0.62 0.54

Partner with children (youngest child < 5  years old) 0.15 0.14 1.10 0.27

Partner with children (youngest child ≥ 5  years old) 0.08 0.08 0.54 0.59

Lone parent (youngest child < 5  years old) 0.03 0.03 0.24 0.81

Lone parent (youngest child ≥ 5  years old) 0.04 0.05 -0.84 0.40

Child living in parents' home 0.21 0.22 -0.75 0.45

Other 0.03 0.03 0.08 0.94

Position in the household x Female
Single x Female 0.08 0.08 0.24 0.81

Partner without children x Female 0.08 0.08 -0.00 1.00

Partner with children (youngest child < 5  years old)  x Female 0.05 0.05 -0.31 0.76

Partner with children (youngest child ≥ 5  years old) x Female 0.05 0.05 0.12 0.90

Lone parent (youngest child < 5  years old)  x Female 0.03 0.03 0.24 0.81

Lone parent (youngest child ≥ 5  years old) x Female 0.04 0.04 -0.47 0.64

Child living in parents' home x Female 0.06 0.06 0.41 0.68

Other x Female 0.01 0.01 -1.11 0.27

Part of the Netherlands
North (ref.) 0.18 0.18 0.14 0.91

East 0.13 0.13 -0.12 0.91
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Mean t-test

Variables

WGP
(N = 1,708)

Control
group

(N= 1,708)

t p > t

West 0.10 0.12 -1.50 0.14

South 0.59 0.57 0.92 0.36

Year of first occurrence in dataa 1358.70 1383.80 -1.01 0.32

Availability in the datab 8.70 8.68 0.21 0.84

PS R2 LR Chi2 P > Chi2 Mean Bias B R %Var
0.01 37.58 0.99 1.8 16.4 0.97 43

Note(s). The estimates of the pstest (i.e., means and t-test estimates) are a summary of the years 1999-2014. 
Considering the size of the dataset and due to memory restrictions of the remote-access environment, the 
matching procedure was cut up in years (1999-2014) and consisted of 16 separate PSM procedures. 
a For foreign-born people only. 
b Number of future years available for each individual in the data (maximum is ten years)

Table 2.6. Unstandardized coefficients on the level of employment security without confounding, from 
fixed-effects regression models by educational level

Employment security

All educational
attainments

Low 
educated

Intermediate
educated

High 
educated

Variables M1 M2 M3 M4

Pre-intervention period (ref.)

Post-intervention period                              0.06*** (0.01) 0.08*** (0.01) 0.03* (0.01) 0.08*** (0.02)

x WGP 0.08*** (0.01) 0.08*** (0.02) 0.07*** (0.02) 0.14*** (0.03)

Intercept 0.57*** (0.00) 0.53*** (0.01) 0.61*** (0.01) 0.60*** (0.01)

σ𝜇 0.29 0.29 0.29 0.27

σϵ 0.29 0.30 0.28 0.29

ρ 0.49 0.48 0.51 0.46

NObs. 10,511 4,815 4,032 1,664

NInd. 5,574 2,596 2,112 866

R2    

overall 0.02 0.02 0.01 0.05

within 0.07 0.08 0.00 0.14

between 0.00 0.00 0.03 0.01

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, robust standard errors in parentheses
Source. Statistics Netherlands (1999-2017)
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The WGP period versus the activation period

Human capital programs are often criticized for their lock-in effects, referring to the fact 
that participants might be less induced to search for a job during the intervention or 
need to complete the program first. Even though the WGP allows participants to quit their 
work-experience jobs with only one week’s notice, it can be argued that low-educated 
participants—most presumably involved in the WGP’s vocational component that takes 
two years to complete—to get locked; given that the vocational degree opens up more 
and better opportunities on the labor market. Those participants with intermediate or 
high education are more likely to get locked in, despite that the statutory minimum wage 
should induce participants to search for a job elsewhere. The one-to-two years in the 
WGP are, compared with the one-to-two years of the control group only subject to public 
activation in terms of the level of employment security as well as the quality of the job(s) 
found, relatively surmountable. The next two figures show the predicted marginal effects 
using the same modeling as presented in Section 2.3.3 and Section 2.3.4 but then on the 
years two years before the intervention, denoted as the interval t = [-2, -1], and the during-
intervention period, denoted as the interval t = [0,2]. 

Figure 2.3 clearly shows the level of employment security for WGP participants—as well 
as the share of the time spent in the WGP contributing to this employment security—
compared with that of the control group in the two-year interval t = [0,1]. For low-educated 
participants, this so-called during-intervention effect is 44.6%—that is, the average 
additional effect, which amounts to 6.23 months in employment in the interval t = [0,1] 
and 7.95 months for the interval t = [0,2]. It shows that the time spent in the WGP is almost 
equal to that of the control group. The during-intervention effect for the intermediate 
educated is 31.0% which amounts to 4.68 months in employment in the interval t = [0,1] 
and 5.94 months for the interval t = [0,2]. For the high educated, the during-intervention 
effect is 32.6% which amounts to 5.10 months in employment in the interval t = [0,1] 
and 6.52 months for the interval t = [0,2]. However, it needs to be noted that this only 
concerns the level of employment security but does not tell anything about the potential 
wage losses suffered, particularly for the intermediate and higher educated participating 
in the WGP. The differences in the 95%-confidence intervals for the time spent in the WGP 
across the educational attainments show that low-educated participants are more likely 
to spend the full two years in the WGP—presumably to complete their vocational training. 
The 95%-confidence intervals become wider for the intermediate and high-educated 
participants. These groups of participants are more likely to leave the WGP after one year 
or earlier. In sum, the level of employment security is higher for participants in their WGP 
period than that of the control group. This finding implies that a large proportion of the 
control units are unemployed in these one-to-two years, which makes the lock-in effect 
for the WGP somewhat negligible. Otherwise, following the parallel trend assumption, a 
large proportion of these WGP participants would have been unemployed as well.
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Figure 2.3. Predicted marginal effects of the level of employment security during the WGP/
activation period by educational attainment
Note(s). Shaded bars show the 95%-confidence intervals. Please note that this figure does not show 
the pre and post-intervention years, but the actual years elapsed in the WGP period, where t = 0 
indicates the year of WGP entry and t = [1,2] the years in the WGP. The interval t = [-2,-1] shows the 
pre-intervention period.
Source. Statistics Netherlands (1999-2017)

Figure 2.4 shows the quality of jobs for the WGP period. Please note that the WGP pays 
the statutory minimum wage, whereas the salaries may be higher on the external labor 
market, particularly for intermediate and high-educated participants. However, the quality 
of jobs found for the control group in this period is of uttermost interest. Most people in 
the control group remain unemployed for a considerable time, which partially explains 
the substantial differences in the quality of the jobs found between the treatment and 
the control group. To illustrate, 12% of the people in the control group stay unemployed 
for a whole year while WGP participants start to gain work experience in that same year. 
Even in the successive year, 18% of the people in the control group stay unemployed in 
that year. Furthermore, it can be observed that the time spent at Philips decreases with 
educational attainment.
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Figure 2.4. Predicted marginal effects of the quality of jobs during the WGP/activation period 
by educational attainment
Note(s). Shaded bars show the 95%-confidence intervals.
Source. Statistics Netherlands (1999-2017)
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3.1 INTRODUCTION

From early in their careers, youngsters compete for the available jobs and resources on 
the labor market. Even though youth unemployment in Europe sharply decreased from 
24% in 2013 to less than 15% in 2019, the youth unemployment rate is still considerably 
high (European Commission, 2019). In the wake of the 2008 Great Recession, the number 
of job vacancies declined dramatically, affecting particularly low-educated youngsters 
who became even more prone to cyclical unemployment. Over the past decades, youth 
in the Netherlands have suffered from a shortage of secure entry-level jobs, which have 
increased their risks of starting their careers with a work-welfare cycle, characterized 
by low-paid, temporary jobs interspersed with periods of unemployment (McTier and 
McGregor, 2018; Voßemer et al., 2018). Previous crises have learned that the impact of such 
economic downturns on youth unemployment is serious. Likewise, the recent COVID-19 
crisis is again likely to hit youth harder and faster than among other groups (Wilthagen, 
2020).

Due to the tightening of the eligibility criteria for unemployment benefits, a substantial 
share of unemployed youth has built up insufficient unemployment benefits, which 
entitles them only entitled to social assistance. Youngsters are less likely to satisfy the 
condition of having received an income out of paid work in at least three out of the 
previous five years and receive a short-term social welfare benefit of six months (70% 
of the statutory minimum wage). Earlier studies suggested that, particularly for low-
educated youth, human capital programs may be vital to prevent skills depreciation, and 
the associated scarring effects in terms of the level of employment insecurity, low wages, 
and unfavorable working conditions (Luijkx and Wolbers, 2009; Sage, 2015; Jakubow, 2016; 
Eichhorst and Rinne, 2018; McTier and McGregor, 2018). Participation in the WGP initially 
slows down the transition into jobs elsewhere compared to public activation, but the 
latter does not include a training element. However, if the post-program career shows an 
improved long-term employment track-record, compared with the control group, then 
the time spent in the WGP can be judged as a worthwhile investment.

The main research question of this chapter concerns the long-term effects on the level of 
employment security for youth participating in the WGP over that of public activation up 
to ten years later. The primary interest lies in finding out whether such a long-term impact 
can be explained by giving youth access to formal vocational training while gaining work 
experience and being on-the-job trained, herewith informing the worlds of research 
and policy. By focusing on youth, the heterogeneity in the population is significantly 
reduced, and with that, it gave a more detailed picture of the causal effect of the WGP. 
The dissimilarity in the supply of formal training in the WGP for both the higher and lower 
educated may affect the careers of participating youngsters differently across educational 
attainments.
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3.2 THEORY AND HYPOTHESES

3.2.1 Human capital and scarring

In countries with a stratified educational system, such as in the Netherlands, formally 
acquired vocational-specific skills make for smoother school-to-work transitions 
(Allmendinger, 1989; van de Werfhorst and Mijs, 2010). This is in line with the ongoing 
dualization of the labor market, making education of utmost importance for youngsters to 
secure access to a suitable entry-level job. The acquired knowledge and skills in educational 
programs serve as a signal for prospective employers of young applicants’ potential future 
productivity (Becker, 1962; van de Werfhorst, 2002). They provide information about the 
costs of future training needed for these youngsters to perform successfully in their jobs 
(Spence, 1973). Thus, appropriate education helps youngsters to avoid nonstandard 
employment and the associated work-welfare cycles (McTier and McGregor, 2018). 
Employers select workers for both their core and flexible positions, depending on the 
educational attainment required for the position advertised and the applicants available. 

Following the 2008 Great Recession, employers have become even more selective. 
Youngsters with higher educational qualifications, but in a field of study that is low in 
demand, are still capable of finding jobs, but often at a lower level. They furthermore 
continue to search for a better job, while crowding-out the jobs available for intermediate-
educated youngsters (Gesthuizen and Wolbers, 2010). The demand for low-educated 
workers in the administrative and industrial sectors has decreased over time, whereas the 
demand has increased for (information) technology and service-sector workers. It logically 
follows that youngsters educated in the fields of study related to the former sectors have 
found themselves at the back of the imaginary labor queue, ending up in jobs unrelated 
to their educational background (Sørensen and Kalleberg, 1981). 

More critical for career development is that only the core jobs provide further training and 
promotion opportunities, whereas nonstandard employment offers little training given 
the relatively short time (see Section 1.4.1). Due to high turnover rates, employers cannot 
reap the benefits of investments in training (Kalleberg, 2000; Fouarge et al., 2012; Eichhorst 
and Marx, 2015). The latter group of youngsters experience increased risks of ending up 
in the outsider labor force, whereas low-educated youngsters have become more prone 
to unemployment. It is unlikely for young workers at the margins of the labor market to 
acquire one of the core jobs of a company.

For low-educated youth, the lack of formal training in the public activation program results 
in prolonged unemployment nonstandard employment. The job-search obligations 
entail that after twelve months of entitlement, each next job offer is considered as 
suitable employment that needs to be accepted to avoid a benefit sanction—which 
further reduced to six months in July 2015. The threat of benefit sanctions in the case 
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of noncompliance with job-search obligations forces youngsters to apply for any job, 
including jobs at a lower level or unrelated to their field of study. For low and intermediate-
educated youth, this nonstandard employment is most likely to be unskilled, low-paid, 
and on a fixed-term contract (Muffels, 2015).

A rapid reintegration into paid work does not necessarily increase the level of employment 
security in the long run (Gangl, 2004). Youngsters might become unemployed relatively 
quickly again, because of working on fixed-term contracts, along with a possible bad 
match between the acquired skills of youngsters and the requirements of the jobs. Such 
a rapid reentry into unemployment imposes an additional negative stigma on young 
workers (Vishwanath, 1989; Pissarides, 1992). Furthermore, if youngsters were employed 
in a job that poorly matched one’s credentials, this work experience will be judged less 
positively by prospective employers (van de Werfhorst and Kraaykamp, 2001). From a 
career-mobility perspective, the stepping-stone hypothesis implies that youngsters 
employed in temporary jobs might still be able to find a better-rewarding job shortly, thus 
working their way up the career ladder (Thurow, 1972; Sicherman and Galor, 1990; Gebel, 
2011). In the strongly-segmented Dutch labor market that relies upon occupation-specific 
educational credentials, it is more likely to find support for the entrapment hypothesis. 
This hypothesis argues that temporary employment, through scarring-effects, lowers the 
chances of contract renewal and thus increases future unemployment risks (Scherer, 2004; 
Muffels and Luijkx, 2008).

To summarize, public support based on workfare principles with limited focus on training, 
combined with a decreased demand for low-educated youngsters and inadequately-
educated youngsters, result in many youngsters ending up in repeated unemployment or 
entry-level jobs that require a low skill level (Muffels, 2015). Finally, it is known that public 
activation might instead create unintended stigmatization effects through negative 
perceptions of employers about the productive capabilities of young unemployed 
individuals and, in addition to that, deepening unemployment scars rather than it furthers 
employment chances (Gangl, 2006; McTier and McGregor, 2018). The WGP might also have 
such negative stigmatization impacts, particularly given its recruitment criteria. The WGP 
intends explicitly to recruit long-term unemployed people with a weaker labor market 
profile. However, it is equally possible that having gained work experience at Philips—
being seen as a reputable multinational company—might instead generate a positive 
signaling effect that outweighs negative stigmatization. The vocational training supplied 
to low-educated youth in the WGP sends an even more positive signal to prospective 
employers about the potential productivity of the participant applying for a job.

More important is perhaps the positive image of Philips in the Dutch labor market 
being associated with high performance and training standards. The closer link with 
the external labor market allows prospective employers to use the WGP as a screening 
device (Breen, 2005). Youth are observed for an extended period that is partially solving 
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the uncertainty about the productive capabilities of youngsters. Therefore, these kinds of 
work-experience jobs in the private sector like the WGP are believed to resemble better a 
regular job in a competitive environment (Gerfin, Lechner and Steiger, 2005; Sianesi, 2008). 
The WGP reduces the potential risk for prospective employers as well as hiring costs. After 
WGP completion, and perhaps already during the WGP, it is expected that prospective 
employers rank WGP participants higher in the pecking order compared with other young 
unemployed individuals entitled to public activation.

Hypothesis 3.1. Youth who participated in the WGP establish higher levels of employment 

security (with or without correcting for a proper wage match) compared with similar youngsters 

entitled to public activation.

3.2.2 More to win for both low and intermediate-educated youth

The vocational track upgrades the stock of human capital of low and intermediate-
educated participants, which allows them to acquire the demanded knowledge and 
skills. The workweek in the vocational track consists of four days of working and one day 
of studying, allowing participants to practice field-related skills directly on the job (i.e., 
workplace-based learning, as in the German dual system). A degree opens up more and 
better opportunities in the labor market, in particular when the work experience is gained 
in the growing technology sector. Both low and intermediate-educated participants need 
to stay in the WGP for two years to complete the vocational track, albeit that the statutory 
minimum wage paid during this time is perhaps not that much lower than the market wage. 
Thus, WGP participation provides them with income security exceeding the income level 
of social assistance and a (second) chance of acquiring formal credentials that might give 
access to a more secure job. The vocational track provides low and intermediate-educated 
participants with a distinct advantage compared with similar others in the public activation 
program, who have few options to train are therefore more prone to skill depreciation. 
From a human capital and signaling perspective, prospective employers might have a 
clear preference for WGP participants compared with unemployed youngsters subject to 
public activation. As such, a match between participants’ educational background and the 
work experience offered at Philips is ensured.

Hypothesis 3.2. For low and intermediate-educated youth participants, the higher levels of 

employment security (with or without correcting for a proper wage match) compared with 

a similar group of youth subject to public activation are allegedly explained by additional 

vocational qualifications acquired during the WGP. 

Participants with high education do not take part in the vocational track. They can thus 
only profit from obtaining work experience and learning on the job at Philips, e.g., signaling 
effect. However, it can be questioned whether high-educated participants would benefit 
that much from the work experience in itself compared with people subject to public 
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activation. This impact on people’s careers depends on how employers evaluate the 
work experience obtained and the performance and training standards at Philips. WGP 
participants can search for other jobs while taking part in the WGP, not only eliminating 
the negative stigma of unemployment but also providing participants more time to 
search for and to identify the best and most suitable jobs without being threatened by 
benefit sanctions. High-educated youngsters are expected to find further employment 
without much support. However, there is a risk involved that WGP participation in itself 
may be looked upon by employers in a negative way (Liechti et al., 2017). Due to a missing 
formal training component for the higher educated, it is expected that the impact of WGP 
participation on the long-term outcomes to be smaller compared with the low educated. 
All in all, high-educated WGP participants who do not receive formal training during their 
stay at Philips are expected to improve their level of employment security (with or without 
correcting for a proper wage match). However, the net effect might be less compared 
with the proposed net effect for low-educated participants because there is more to win 
during the WGP for the low educated.

Hypothesis 3.3. The added value of the WGP is likely to be lower for high-educated youth who 

only receive on-the-job learning compared with low-educated youth who do follow vocational 

training.

3.3 DATA AND METHODS

3.3.1 Data and design

Former participants in the WGP aged 16-35 that joined Philips between 1999 and 2014 
are identified in the national register data of Statistics Netherlands. The identified WGP 
participants in the register data are matched to other individuals that can be considered 
to be similar except for their entitlement to public activation instead of WGP participation. 
Propensity Score Matching (PSM) is used with the options nearest neighbor 1:1, without 
replacement, and caliper 0.01 (Becker and Ichino, 2002; Leuven and Sianesi, 2003; Caliendo 
and Kopeinig, 2008). Please see Section 2.3.1 for information on the choice of caliper.

The following pre-treatment covariates were included in the matching procedure: the 
reliance on either unemployment benefits or social assistance (for at least six months in 
line with the selection criteria of the WGP), (youth) disability or being a full-time student in 
the year of WGP entry (three dummy variables in total). Again, the matching procedure 
also included variables that indicate the labor market history of individuals for two years. 
Following Caliendo et al. (2017), the pre-treatment covariates included the number of 
months in employment (including subsidized jobs), and the sum of annual wages earned, 
the number of unemployment spells, the number of employers over the past two years. 
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The following information about individuals’ previous job was included as well, namely: 
the previous job’s daily wage, the part-time factor of the previous job and whether the last 
job concerned a subsidized job.

Concerning personal characteristics, the matching included ethnic minority group (i.e., 
Morrocans, Turks, Surinamese, Dutch Antilleans, Other non-Western, and Western), and 
generation which indicates whether an individual was born either in the Netherlands 
or abroad, respectively the 1st generation and the 2nd generation. These ethnic minority 
groups are quite broad; in particular, the groups other non-Western and Western may 
entail people from different continents and thus different cultural backgrounds. Therefore, 
the continent of origin was included as well (i.e., Africa, the Americas, Asia, and Oceania). 
A foreign-sounding surname, on which much ethnic discrimination is based, is passed 
through the male line. Therefore, it is also essential to include whether an individual has a 
foreign-born father (a dummy variable) in the matching procedure. 

Educational attainment is based on the 1-digit ISCED2011-Level (i.e., Low educated that 
includes the levels 0-2, Intermediate educated that contains the levels 3-4, High educated 
that consists of the levels 5-8, and a Missing category). Field of study is based on the 1-digit 
ISCED1997-Field (i.e., General programs, Education, Humanities and Arts, Social Sciences, 
Business, and Law, Science, Mathematics and Computing, Engineering, Manufacturing 
and Construction, Agriculture and Veterinary, Health and Welfare, Services, Not known or 
unspecified, and a Missing category).

The position in the household (i.e., Single, Partner without children, Partner with children 
with the youngest child in the family < 5  years old, Partner with children with the youngest 
child in the family ≥ 5  years old, Lone parent with the youngest child in the family < 5  
years old, Lone parent with the youngest child in the family ≥ 5  years old, Child living at 
parents’ home, Other such as inhabiting Asylum Seekers Centres, student dormitories or 
retirement homes, and a Missing category). 

Sex (i.e., Male and Female) and age(-squared), a continuous variable. The matching also 
included an interaction term between sex and position in the household because Philips 
also has lone mothers as a guideline into the WGP. 

Part of the country (i.e., North, East, South, West, and a Missing category) is included in the 
matching procedure because the WGP is mainly executed at Philips outlets in Southern 
and Northern Netherlands. However, there are also significant differences in labor demand 
concerning the demand for technical skills across the regional areas, which might affect 
post estimates. 

Finally, the procedure also matched on the first occurrence of individuals in the data as 
well in the forthcoming years. Individuals’ first occurrence in the register data serves as a 
proxy for the year of arrival in the Netherlands. The availability in the upcoming years was 
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included to prevent attrition bias and to secure a representative control group for which 
their labor market outcomes can be compared throughout time. Individuals may return 
to their country of origin or pass away throughout time, e.g., attrition.

From the identified WGP participants (N = 1,713), 99.71% is matched to a control group 
member out of the entire Dutch labor force (aged 16-35). The matched sample consists 
of 3,416 individuals, of which 1,708 are WGP participants, and 1,708 are matched control 
group members entitled to public activation. Table 3.5 in Appendix III illustrates the 
descriptive characteristics of the treatment and control group after matching. To be 
considered as proper balancing, the t-values should be insignificant after matching.

3.3.2 Dependent variables

The first dependent variable denotes the level of employment security measured by the 
number of weeks in any form of employment in a particular year, including subsidized 
jobs and regardless of interspersed with periods of unemployment, varying from 0 to 
12 months (divided by 12 months to interpret coefficients as percentages). The second 
dependent variable denotes the level of employment security yet corrected for a proper 
wage match, which is measured by the number of weeks in employment but on a wage 
that also matches individuals’ characteristics such as educational attainment and age 
(Sattinger, 1993). For each month in the year, the individuals’ main job is determined 
based on the highest wage, followed by job length and the type of contract. If the log 
observed wage in a particular month was higher or equal to the expected wage—with 
a 5% margin on the lower boundary—to see whether the wage earned matches that of 
workers without disabilities. The expected wage levels are predicted through Heckman’s 
two-step selection models on the entire Dutch labor force (see A.1 Constructing the job-
match indicator in the Additional Appendices).

3.3.3 Empirical models

The register data contain no information about such unobserved characteristics. 
Therefore, to control for potential selection and unobserved heterogeneity effects that 
are not entirely captured by the labor market-history variables in the matching procedure, 
fixed-effects regression models are estimated. As mentioned earlier, it still cannot be 
wholly ruled out through unobserved heterogeneity for which could not be matched 
on would affect the estimates when using OLS regression models. This chapter performs 
regression techniques in which the models correct for fixed effects estimating the average 
within-person change in employment security to control for potential selection bias and 
to correct for the effects of unobserved heterogeneity not captured by the matching 
procedure thus correcting for serial correlation.

The main focus of this chapter is on the impact of following vocational training supplied 
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to low-educated youth in the WGP on the level of employment security in the 10-year 
post-program entry period. The fixed-effects linear panel regression models that were 
estimated ran separately for each educational level (measured at t = 0). The register data 
contain information on each individual in the treatment and control group for the entire 
observation period. Based on the person-year data file, differences in the level of yearly 
employment security between WGP participants and the control group are modeled for 
the entire observation period. The years before WGP participation are denoted as t = [-2,-
1], while the post-program period is denoted as t = [1,10].

Equation (3.1) shows the first model, where Eit denotes the annual level of employment 
security, and second, the level of employment (corrected for a proper wage match). The 
positive employment effect that is expected for WGP participants must be interpreted as 
an additional effect, over and above the impact for youth in the matched control group 
who are subject to public activation only. The WGP participants, denoted as wgpi, are 
interacted with a full set of time dummies, posTit, which is expected to show an additional 
positive effect over and above activation for each following year compared to t = 0. Please 
note that the main impact of wgpi is omitted in the fixed-effects model, along with all 
time-invariant indicators, because there is no within-person variance for this variable.

Equation (3.2) adds the variable Trainit, which takes up the value of 1 when individuals 
started formal education. Still, the educational program does not necessarily be on a 
higher educational level, given that individuals might retrain themselves on the same 
educational attainment. Besides, individuals do not need to complete the educational 
program because the interest goes to the added value of supplying vocational training 
to youth. Trainit is the mediating effect of posTit on Eit. Then, the controlled direct effect of 
posTit while fixing the mediator Trainit. Since constant effects are assumed here, this then 
also equals the natural direct effect. Under these assumptions, if this controlled direct 
effect of posTit is zero, any causal effect that posTit has on Eit must flow through the mediator 
Trainit. In this context, this means to assume that no unobserved variables besides posTit 
and both time-variant and time-invariant fixed effects influence both Trainit and Eit. If this 
seems plausible, wgpi needs to be estimated by a fixed-effects regression analysis of  posTit 
and Trainit on Eit. However, that also means that the usual advice not to adjust for post-
treatment indicators as in counterfactual analyses becomes moot, precisely because the 
indirect effect of  posTit needs to be net out through the mediator Trainit. 

Equation (3.3) discards Trainit but adds the binary indicator TraininafTerit to the model. This 
chapter is interested in the mediating effect of vocational training followed either in the 
first two years—thus during the intervention—or between the third and tenth year in 
the post-intervention period. Most WGP participants follow formal training during the 
WGP (N = 523), while a considerable proportion that follows formal training afterward (N 

= 366). Most individuals with low educational attainment follow formal training. However, 
the effect of training in the period after the intervention might suggest similar positive 
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outcomes for the low and intermediate educated on the level of employment security, 
with or without corrected for a proper wage match. In other words, to what extent might 
participants in the regular track, presumably due to an adapted mindset established 
through the career-development courses, be induced to take up further education after 
having left the WGP (see Table 3.1). 

Table 3.1. The number of individuals that followed formal training in either the first two years or 
between the third and tenth year.

Low-educated
youth

Intermediate-
educated

youth

High-educated
youth

Variables
Control
group

WGP Control
group

WGP Control
group

WGP

No training followed 488 308 446 313 188 198
Training followed in the first two years 107 265 120 193 66 65
Training followed between third and tenth year 131 153 112 172 50 41

Source. Statistics Netherlands (1999-2017)

The vector Cit consists of controls that include age and age-squared to measure time-
varying human capital, where the quadratic term allows for a non-linear effect (Mincerian 
approach). The other control variables include time fixed-effects (i.e., year dummies 
1999 to 2017: yeart) to correct for policy changes over time that may affect both groups 
differently; regional unemployment rates (NUTS-2 Level: Urk); position in the household 
including youngest child’s age in the family (phhit) interacted with the dummy variable 
female (femi) and residential area (NUTS-3 Level: resait).
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3.4 RESULTS

3.4.1 The long-term impact for low-educated youth

Table 3.3 shows for the low educated an increasing level of employment security over the 
entire 10-year post-program observation period and an additional positive effect for WGP 
participants compared to the control group (Model 1). The net additional treatment effect 
of participating in the WGP for low-educated youth on the level of employment security 
over the entire post-intervention period of ten years amounts to 13.56 months compared 
with the control group. Concerning the level of employment security (corrected for a 
proper wage match), the additional effect of the WGP shows only a few significant effects 
over the ten years (in Model 4). The net additional treatment effect of participating in the 
WGP for low-educated youth on the level of employment security corrected for a proper 
wage match over the entire post-intervention period of ten years amounts to 4.56 months 
compared with the control group. This positive and long-lasting impact of the WGP is 
likely to be associated with its vocational component. However, it can, in theory, also be 
attributed to the work experience or reputation of Philips due to signaling and screening 
effects. 

The impact of (vocational) training is examined by including dummy variables in Model 
2 and Model 5, and with that insight can be gained regarding the effect of following 
vocational training. This comparison has been made by relating the results of Model 
2 with those of Model 1. Likewise, for the second dependent variable by comparing 
the results of Model 5 and Model 4. The positive main effects of the post-intervention 
period and the interaction terms with the group of WGP participants in Model 2 are 
slightly affected compared with Model 1 and the same counts for Model 5 compared 
with Model 4. The post-intervention dummies in Model 2 and 5 show that the effects 
of work experience and training are rather substantial. Furthermore, the changes in the 
yearly treatment dummy effects, that means Model 2 and 5 compared to respectively 
Model 1 and 4 for both the control group and the WGP participants. The results confirm 
hypothesis 3.2, predicting that the WGP adds significantly to the higher level of future 
employment security as well as employment security (corrected for a proper wage match) 
of the participants. At the same time, the smaller effects found for the control group can 
be explained by unemployed youth who gain qualifications by returning to school and 
postponing in addition to that a reentry into work.

In Model 3 and Model 6, looking at the effects of following training in the first two years—
that means during WGP participation—it is shown that following formal training appears 
to have a positive and lasting main and interaction effect on the level of employment 
security of youth. The findings regarding the effect of training in the post-program period 
suggest similar positive effects for the low educated. To what extent people might be 
induced to take up further education after having left Philips due to WGP participation 
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itself is undoubtedly an issue that deserves further scrutiny. Therefore, an additional 
Model 4 is performed for low-educated youth (see Table 3.6 in Appendix III), including a 
dummy variable that categorizes individuals that followed training either in the first two 
years, between the third and tenth year, or who followed training in both periods. Results 
indicate that the earlier found significant effect of training followed in the first two years 
disappears, yet showing a positive estimate for the category indicating training followed 
in both periods. This finding seems to suggest that people took up further training after 
WGP participation (e.g., adaptive orientation on life-long learning).
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Table 3.2. Unstandardized coefficients on the level of employment security (with or without correcting 
for a proper wage match) for low-educated youth, from fixed-effects panel regression models

Employment security Employment security
(corrected for a proper wage match)

Variables M1 M2 M3 M4 M5 M6
Post-intervention period (ref. = 0)
1 0.07*** (0.02) 0.06*** (0.02) 0.05*** (0.02) 0.07*** (0.02) 0.06*** (0.02) 0.06*** (0.02)
2 0.08*** (0.02) 0.06*** (0.02) 0.06** (0.02) 0.08*** (0.02) 0.06*** (0.02) 0.06*** (0.02)
3 0.10*** (0.02) 0.07*** (0.02) 0.07*** (0.02) 0.09*** (0.02) 0.07*** (0.02) 0.07*** (0.02)
4 0.10*** (0.02) 0.08*** (0.02) 0.07*** (0.02) 0.10*** (0.02) 0.07** (0.02) 0.07** (0.02)
5 0.12*** (0.02) 0.09*** (0.02) 0.09*** (0.02) 0.13*** (0.02) 0.10*** (0.02) 0.10*** (0.02)
6 0.14*** (0.03) 0.11*** (0.03) 0.11*** (0.03) 0.14*** (0.03) 0.12*** (0.03) 0.12*** (0.03)
7 0.15*** (0.03) 0.11*** (0.03) 0.11*** (0.03) 0.14*** (0.03) 0.11*** (0.03) 0.11*** (0.03)
8 0.15*** (0.03) 0.11*** (0.03) 0.11*** (0.03) 0.18*** (0.03) 0.15*** (0.03) 0.15*** (0.03)
9 0.15*** (0.03) 0.12*** (0.03) 0.11** (0.03) 0.17*** (0.04) 0.14*** (0.04) 0.14*** (0.04)
10 0.17*** (0.04) 0.12*** (0.04) 0.12** (0.04) 0.19*** (0.04) 0.15*** (0.04) 0.15*** (0.04)

x WGP
1 0.04+ (0.02) 0.04* (0.02) 0.04* (0.02) -0.04+ (0.02) -0.03 (0.02) -0.03 (0.02)
2 0.12*** (0.02) 0.10*** (0.02) 0.10*** (0.02) 0.02 (0.02) 0.01 (0.02) 0.01 (0.02)
3 0.13*** (0.02) 0.11*** (0.02) 0.11*** (0.02) 0.06* (0.02) 0.04+ (0.02) 0.04+ (0.02)
4 0.13*** (0.02) 0.11*** (0.02) 0.11*** (0.02) 0.06** (0.02) 0.05* (0.02) 0.05* (0.02)
5 0.13*** (0.03) 0.11*** (0.03) 0.11*** (0.03) 0.06* (0.02) 0.04+ (0.02) 0.04+ (0.02)
6 0.11*** (0.03) 0.09*** (0.03) 0.09*** (0.03) 0.04+ (0.02) 0.03 (0.02) 0.03 (0.02)
7 0.12*** (0.03) 0.10*** (0.03) 0.10*** (0.03) 0.07** (0.02) 0.05* (0.02) 0.05* (0.02)
8 0.12*** (0.03) 0.10*** (0.03) 0.10*** (0.03) 0.03 (0.02) 0.02 (0.02) 0.02 (0.02)
9 0.13*** (0.03) 0.11*** (0.03) 0.11*** (0.03) 0.04+ (0.03) 0.03 (0.03) 0.03 (0.03)
10 0.13*** (0.03) 0.12*** (0.03) 0.12*** (0.03) 0.05+ (0.03) 0.04 (0.03) 0.04 (0.03)

No training followed (ref.)
Training followed 0.06*** (0.02) 0.05*** (0.01)

No training followed (ref.)
Training followed
in the first two years 0.07** (0.02) 0.05** (0.02)
between third and tenth year 0.07** (0.02) 0.05* (0.02)

Intercept 0.10 (0.13) 0.02 (0.13) 0.02 (0.13) 0.09 0.02 (0.11) 0.02 (0.11)
σμ 0.28 0.28 0.28 0.28 0.28 0.28
σϵ 0.31 0.31 0.31 0.31 0.31 0.31
ρ 0.45 0.45 0.45 0.45 0.45 0.45

NObs. 18,291 18,291 18,291 18,291 18,291 18,291
NInd. 1,452 1,452 1,452 1,452 1,452 1,452

R2

overall 0.06 0.06 0.06 0.05 0.05 0.05
within 0.11 0.11 0.11 0.10 0.10 0.10
between 0.03 0.03 0.04 0.03 0.03 0.03

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, robust standard errors in parentheses, models are controlled for age
(-squared), time-fixed effects (year dummies), regional unemployment rate (NUTS-2 Level), position in the 
household (incl. youngest child’s age) interacted with sex, and residential area (NUTS-3 Level).
Source. Statistics Netherlands (1999-2017)
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3.4.2 The long-term impact for intermediate-educated youth

For the intermediate-educated youth, Table 3.3 shows that the long-term effects on both 
the level of employment security are over the entire post-program period much smaller 
than for the low-educated. The net additional treatment effect of participating in the WGP 
for intermediate-educated youth on the level of employment security in the upcoming 
ten years amounts to 6.24 months compared with the control group. Much less than for 
low-educated participants. It appears that nine years after leaving Philips, the effect of 
WGP participation even becomes insignificant. The positive effects, particularly in the 
third and seventh year, cannot be attributed to either the effect of the vocational training. 
The insignificant effect of following vocational training for the intermediate educated are 
likely to be due to the content of the WGP that offers no upgrading of the skills of the 
intermediate educated as it does for the low educated but only vocational training in 
another profession. This finding is also shown in the long-term effect of WGP participation 
on the level of employment security (corrected for a proper wage match), showing only 
optimistic estimates for the sixth and seventh year of the post-intervention period. The net 
additional treatment effect of participating in the WGP for intermediate-educated youth 
on the level of employment security (corrected for a proper wage match) over the entire 
post-intervention period of ten years amounts to 2.76 months compared with the control 
group.



542404-L-bw-Peijen542404-L-bw-Peijen542404-L-bw-Peijen542404-L-bw-Peijen
Processed on: 11-9-2020Processed on: 11-9-2020Processed on: 11-9-2020Processed on: 11-9-2020 PDF page: 97PDF page: 97PDF page: 97PDF page: 97

   Youth | 97

3

Table 3.3. Unstandardized coefficients on the level of employment security (with or without 
correcting for a proper wage match) for intermediate-educated youth, from fixed-effects 
panel regression models

Employment security Employment security
(corrected for a proper wage match)

Variables M1 M2 M3 M4 M5 M6
Post-intervention period (ref. = 0)
1 0.05*** (0.01) 0.05*** (0.01) 0.05*** (0.01) 0.05** (0.02) 0.04** (0.02) 0.04** (0.02)
2 0.08*** (0.02) 0.08*** (0.02) 0.08*** (0.02) 0.05** (0.02) 0.05** (0.02) 0.05** (0.02)
3 0.08*** (0.02) 0.08*** (0.02) 0.08*** (0.02) 0.06** (0.02) 0.06** (0.02) 0.06** (0.02)
4 0.06** (0.02) 0.06** (0.02) 0.06** (0.02) 0.05* (0.02) 0.05+ (0.02) 0.05+ (0.02)
5 0.07** (0.02) 0.08** (0.02) 0.08** (0.02) 0.06* (0.03) 0.06* (0.03) 0.06* (0.03)
6 0.09*** (0.03) 0.09*** (0.03) 0.09*** (0.03) 0.06* (0.03) 0.05+ (0.03) 0.05+ (0.03)
7 0.10*** (0.03) 0.10*** (0.03) 0.10*** (0.03) 0.06* (0.03) 0.06+ (0.03) 0.05+ (0.03)
8 0.11*** (0.03) 0.11*** (0.03) 0.11*** (0.03) 0.06+ (0.03) 0.06 (0.03) 0.06 (0.03)
9 0.12*** (0.03) 0.12*** (0.04) 0.12*** (0.04) 0.09* (0.04) 0.08* (0.04) 0.08* (0.04)
10 0.12** (0.04) 0.12** (0.04) 0.12** (0.04) 0.08* (0.04) 0.08+ (0.04) 0.08+ (0.04)

x WGP
1 -0.00 (0.02) -0.00 (0.02) -0.00 (0.02) -0.04* (0.02) -0.04+ (0.02) -0.04+ (0.02)
2 0.01 (0.02) 0.02 (0.02) 0.02 (0.02) -0.04+ (0.02) -0.04+ (0.02) -0.04+ (0.02)
3 0.06** (0.02) 0.06** (0.02) 0.06** (0.02) -0.00 (0.02) -0.00 (0.02) -0.00 (0.02)
4 0.07** (0.03) 0.07** (0.03) 0.07** (0.03) 0.03 (0.03) 0.03 (0.03) 0.03 (0.03)
5 0.05* (0.03) 0.05* (0.03) 0.05* (0.03) 0.03 (0.03) 0.03 (0.03) 0.03 (0.03)
6 0.08** (0.03) 0.08** (0.03) 0.08** (0.03) 0.06* (0.03) 0.06* (0.03) 0.06* (0.03)
7 0.09*** (0.03) 0.09*** (0.03) 0.09*** (0.03) 0.06* (0.03) 0.05* (0.03) 0.05* (0.03)
8 0.07* (0.03) 0.07* (0.03) 0.07* (0.03) 0.05+ (0.03) 0.05+ (0.03) 0.05+ (0.03)
9 0.04 (0.03) 0.04 (0.03) 0.04 (0.03) 0.03 (0.03) 0.03 (0.03) 0.03 (0.03)
10 0.05 (0.03) 0.05 (0.03) 0.05 (0.03) 0.05+ (0.03) 0.05+ (0.03) 0.05+ (0.03)

No training followed (ref.)
Training followed -0.01 (0.02) 0.01 (0.02)

No training followed (ref.)
Training followed
in the first two years 0.00 (0.02) 0.02 (0.02)
between third and tenth year -0.01 (0.02) -0.00 (0.02)

Intercept 0.17 (0.13) 0.17 (0.13) 0.17 (0.13) -0.00 (0.12) -0.01 (0.12) -0.01 (0.12)
σμ 0.27 0.27 0.27 0.26 0.26 0.26
σϵ 0.29 0.29 0.29 0.32 0.32 0.32
ρ 0.46 0.46 0.46 0.41 0.41 0.41

N
Obs.

17,134 17,134 17,134 17,134 17,134 17,134
N

Ind.
1,356 1,356 1,356 1,356 1,356 1,356

R2

overall 0.06 0.06 0.06 0.04 0.04 0.04
within 0.09 0.09 0.09 0.09 0.09 0.09
between 0.04 0.04 0.04 0.02 0.02 0.02

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, robust standard errors in parentheses, models are 
controlled for age(-squared), time-fixed effects (year dummies), regional unemployment rate (NUTS 
-2 Level), position in the household (incl. youngest child’s age) interacted with sex, and residential 
area (NUTS-3 Level).
Source. Statistics Netherlands (1999-2017).
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3.4.3 The long-term impact for high-educated youth 

Table 3.4 shows for the high-educated youth an upward trend in employment security for 
both the treated and the control group that is even stronger than for the intermediate-
educated, which can be explained by the overall better employment opportunities 
of high-educated youth. The results on the interaction terms with the group of WGP 
participants show that the high-educated youth while receiving no vocational training, 
profit from the work experience part of the WGP with a view to their level of employment 
security but also on the level of employment security (corrected for a proper wage 
match). The net additional treatment effect of participating in the WGP for high educated 
youth on the level of employment security over the entire post-intervention period of ten 
years amounts to a considerable 19.56 months compared with the control group. This 
finding might be attributed to the combination of work experience, on-the-job learning 
and reputation effects associated with the particular company organizing the training. 
Even though such observed positive effects for the high-educated youth are in line with 
hypothesis 3.1, they contradict hypothesis 3.3, predicting less impact of WGP participation 
for high-educated youth because they get courses on career development and on-the-
job training but no formal training. The net additional treatment effect of participating 
in the WGP for high-educated youth on the level of employment security (corrected for 
a proper wage match) over the entire post-intervention period of ten years amounts to 
13.80 months compared with the control group.

Figure 3.1 shows the estimates that result from the fixed-effects linear panel regression 
models. The models have revealed substantial and positive long-term effects on the 
level of employment security but also on the level of employment security (corrected 
for a proper wage match)—yet to a lesser extent—for youth participating in the WGP, 
compared with the control group entitled to public activation only. Results support 
hypothesis 3.1 proposing that due to the supplied vocational training and work experience 
the selected youth for the WGP would gain concerning their level of employment security 
(with or without correcting for a proper wage match) compared with a control group 
of unemployed youth subject to public activation, presumably without such vocational 
training and work experience. The additional training but also the reduced stigmatization 
and positive signaling or screening by prospective employers associated with the training 
and gained work experience at Philips are held responsible for this long-lasting effect.

As earlier noted, the high educated receive no formal training during the WGP but only 
informal training, albeit they could attend formal training afterward nonetheless. The 
models have controlled for whether individuals followed formal training to estimate the 
impact of WGP participation itself. If so, whether the vocational training is received during 
WGP participation, or afterward. The results for low and intermediate-educated youth 
not receiving formal training during the entire period. The long-term impact of WGP 
participation on the level of employment security, with or without correcting for a proper 
wage match, for these youngsters turn out to be positive, notably for the low educated. 
This finding suggests that they gain from the work experience part of the WGP.
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Table 3.4. Unstandardized coefficients on the level of employment security (with or without correcting 
for a proper wage match) for high-educated youth, from fixed-effects panel regression models

Employment security Employment security
(corrected for a proper wage match)

Variables M1 M2 M3 M4 M5 M6
Post-intervention period (ref. = 0)
1 0.05* (0.02) 0.04+ (0.02) 0.04+ (0.02) 0.08*** (0.02) 0.07** (0.02) 0.07** (0.02)
2 0.06** (0.02) 0.05+ (0.02) 0.05+ (0.02) 0.06* (0.02) 0.05+ (0.02) 0.05+ (0.02)
3 0.08** (0.02) 0.06* (0.03) 0.06* (0.03) 0.09** (0.03) 0.08** (0.03) 0.08** (0.03)
4 0.07* (0.03) 0.06+ (0.03) 0.05+ (0.03) 0.10** (0.03) 0.09* (0.03) 0.09* (0.03)
5 0.08* (0.03) 0.06+ (0.03) 0.06+ (0.03) 0.11** (0.04) 0.10* (0.04) 0.10* (0.04)
6 0.07+ (0.04) 0.05 (0.04) 0.04 (0.04) 0.11** (0.04) 0.10* (0.04) 0.09* (0.04)
7 0.08+ (0.04) 0.05 (0.04) 0.05 (0.04) 0.09* (0.04) 0.08+ (0.05) 0.07 (0.05)
8 0.11* (0.04) 0.08+ (0.04) 0.08+ (0.04) 0.12* (0.05) 0.11* (0.05) 0.11* (0.05)
9 0.16*** (0.05) 0.13** (0.05) 0.13** (0.05) 0.16** (0.06) 0.14* (0.06) 0.14* (0.06)
10 0.16** (0.05) 0.13* (0.05) 0.13* (0.05) 0.17** (0.06) 0.15* (0.06) 0.15* (0.06)

x WGP
1 0.02 (0.03) 0.03 (0.03) 0.03 (0.03) -0.05 (0.03) -0.04 (0.03) -0.04 (0.03)
2 0.13*** (0.03) 0.13*** (0.03) 0.13*** (0.03) 0.07+ (0.04) 0.07+ (0.04) 0.07+ (0.04)
3 0.15*** (0.03) 0.15*** (0.03) 0.15*** (0.03) 0.09* (0.04) 0.09* (0.04) 0.09* (0.04)
4 0.19*** (0.03) 0.18*** (0.03) 0.18*** (0.03) 0.13** (0.04) 0.13** (0.04) 0.13** (0.04)
5 0.19*** (0.03) 0.18*** (0.03) 0.18*** (0.03) 0.14** (0.04) 0.14** (0.04) 0.14** (0.04)
6 0.20*** (0.04) 0.20*** (0.04) 0.20*** (0.04) 0.17*** (0.04) 0.17*** (0.04) 0.17*** (0.04)
7 0.20*** (0.04) 0.20*** (0.04) 0.20*** (0.04) 0.16*** (0.04) 0.16*** (0.04) 0.16*** (0.04)
8 0.19*** (0.04) 0.18*** (0.04) 0.18*** (0.04) 0.13** (0.05) 0.13** (0.05) 0.13** (0.05)
9 0.18*** (0.04) 0.17*** (0.04) 0.17*** (0.04) 0.14** (0.05) 0.14** (0.05) 0.14** (0.05)
10 0.21*** (0.04) 0.21*** (0.04) 0.21*** (0.04) 0.16** (0.05) 0.16** (0.05) 0.16** (0.05)

No training followed (ref.)
Training followed 0.05* (0.02) 0.03 (0.03)

No training followed (ref.)
Training followed
in the first two years 0.07* (0.03) 0.04 (0.03)
between third and tenth year 0.03 (0.04) 0.04 (0.04)

Intercept -0.73*** (0.17) -0.78*** (0.17) -0.79*** (0.17) -0.67*** (0.17) -0.70*** (0.17) -0.71*** (0.18)
σμ 0.24 0.24 0.24 0.28 0.28 0.28
σϵ 0.29 0.29 0.29 0.33 0.33 0.33
ρ 0.41 0.42 0.42 0.41 0.41 0.41

N
Obs.

7,990 7,990 7,990 7,990 7,990 7,990
N

Ind.
608 608 608 608 608 608

R2

overall 0.10 0.10 0.10 0.05 0.05 0.05
within 0.16 0.16 0.16 0.14 0.14 0.14
between 0.07 0.06 0.06 0.01 0.01 0.01

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, robust standard errors in parentheses, models are controlled for age(-
squared). time-fixed effects (year dummies), regional unemployment rate (NUTS-2 Level), position in the household 
(incl. youngest child’s age) interacted with sex, and residential area (NUTS 3-Level).
Source. Statistics Netherlands (1999-2017).
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Figure 3.1. Predicted marginal effects of the level of employment security by educational 
level and training participation
Note(s). Scores are based on Model 1 (upper), Model 2 (middle), and Model 2 (lower). Shaded bars 
show the 95%-confidence intervals.
Source. Statistics Netherlands (1999-2017)
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Figure 3.2. Predicted marginal effects of the level of employment security (corrected for a 
proper wage match) by educational level and training participation
Note(s). Scores are based on Model 1 (upper), Model 2 (middle), and Model 2 (lower). Shaded bars 
show the 95%-confidence intervals.
Source. Statistics Netherlands (1999-2017)
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3.5 CONCLUSIONS AND DISCUSSION

In the recent past, concerns were voiced towards activation programs targeted at 
unemployed youth in the Netherlands. The absence of a robust skill-building component 
in the somewhat disciplining workfare approach tends to steer youngsters into 
unsustainable employment. The unprivileged start on the labor market involves higher 
risks of ending up in so-called work-welfare cycles during the early career (McTier and 
McGregor, 2018). This chapter has evaluated the effects of WGP participation for youth 
aged 16-35 on the level of employment security for a period of up to ten years after 
program completion. It compares the long-term effects with that of a matched control 
group of youth subject to public activation only. The focus on youth has reduced the 
heterogeneity, which has provided a more detailed picture of the causal effect of the WGP. 
The dissimilarity in the supply of formal training in the WGP for both the higher and lower 
educated may affect the careers of participating youngsters differently across educational 
attainment.

Results indicate substantial variation across different levels of education and fields of study 
regarding the positive long-term effects of WGP participation over that of public activation 
for youth. The results suggested that the findings might be blurred due to the impact of 
self-selection and selection caused by the recruitment criteria used by Philips for which 
could not be matched due to the unavailability of information on people’s motivation 
and search effort. Besides, the lack of background information contained in the register 
data is likely to result in unobserved heterogeneity for which could not be controlled in 
the matching procedure. The fixed-effects regression models were able to account for 
selection and unobserved heterogeneity related to the recruitment of specific profiles 
into the WGP. The multivariate regression results indicate a positive and lasting significant 
post-treatment effect for WGP participants over and above activation. Acquisition of 
work-experience at Philips, combined with vocational training, significantly improves 
long-term employment security at all educational attainments, but notably for the low 
and high educated. For high-educated youth, the work experience gained at Philips is 
perhaps more important than initially thought to be, even more than the opportunity to 
follow formal training. For the intermediate educated, the gains are much smaller. They 
only seem to profit the first two years after WGP completion, possibly because the WGP 
offers reskilling and training in another field of study, but no upgrading of their skills takes 
place, as it does for the low educated. The findings show that training as such matters 
for employment security because also post-program education or training appeared to 
contribute to improving the level of employment security of low-educated youth.

This chapter attempted to disentangle some causal mechanisms linking WGP participation 
to improved levels of employment security. There is support for the hypothesis that low 
and intermediate-educated participants mainly profit through specific formal vocational 
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training acquired during the WGP. At the same time, high-educated youth primarily 
benefit through work experience effects. The level of employment security of low and 
intermediate-educated participants is generally improved through training investments in 
fields of study that are preparing for a secure job, particularly in the expanding technology 
sectors of the economy related to Engineering, Manufacturing, and Construction. From 
a policy perspective, vocational training and workplace-based learning in a competitive 
environment may be the crux to enable youth with different educational backgrounds 
to improve their level of employment security in the long run. The additional positive 
effect of WGP participation for the high educated found was not expected to be that 
large, given that no formal but only informal training opportunities are provided to these 
participants. However, yet these participants seem to profit from positive signaling and 
reduced stigmatization-effects, resulting from the accumulation of work experience and 
on-the-job-learning gained in a highly-reputed multinational company as Philips is.

In its current program set-up, the WGP offers only limited formal training opportunities 
for intermediate-educated participants. With a view to polarisation processes in the 
labor market causing decreasing demand for intermediate-educated workers (Autor, 
2010), the WGP could contemplate offering more formal training for this group, notably 
at the Bachelor-level (ISCED2011-Level 5). However, also for the selected high-educated 
participants, for whom substantial barriers existed to acquire a regular job, these dedicated 
work-experience and training programs oriented at closing the observed qualification-
gaps appear worthwhile to consider for policymakers. Once participants entered the WGP, 
they are no longer actively monitored by neither Philips nor the local employment office. 
The WGP period may reduce the gains in terms of employment security, as it could lead 
to a lack of motivation and effort in the job search because of lock-in effects. This chapter 
provides empirical evidence for public policy, highlighting the added value of supplying 
work-experience programs with the inclusion of (vocational) training for in particular low 
and high-educated unemployed youth. The added value concerns the improvement of 
employability among disadvantaged youth, their long-term level of employment security, 
and partially an increase in employment security corrected for a proper wage match.
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APPENDIX III

Table 3.5. Balance check in creating the treatment and control group (Chapter 3)

Mean t-test

Variables

WGP
(N =1,708)

Control
group

(N= 1,708)

t p > t

Labor market history (Past two years)
Months in any form of employment 14.63 14.62 0.03 0.97
Number of unemployment spells 0.31 0.32 -0.42 0.68
Number of employers
0 0.16 0.15 0.19 0.85
1 0.26 0.26 -0.31 0.76
2 0.22 0.22 0.04 0.97
3 0.13 0.12 0.62 0.54
4 0.09 0.09 -0.84 0.40
5 or more 0.15 0.15 0.24 0.81

Information about individuals’ previous job
Highest daily wage 3.20 3.27 -0.95 0.34
Part-time factor 0.77 0.76 0.37 0.71
Subsidized job 0.05 0.05 -0.08 0.94
Statuses in the year of matching
Unemployment benefits/Social assistance 0.48 0.49 -0.96 0.34
(Youth) disability benefit 0.13 0.15 -2.08 0.04
Full-time student 0.17 0.16 0.28 0.78
Ethnic minority group
Native Dutch 0.57 0.56 0.83 0.41
Moroccans 0.06 0.06 0.22 0.83
Turks 0.07 0.09 -1.33 0.18
Surinamese 0.03 0.04 -0.91 0.36
Former Netherlands Antilleans 0.02 0.02 1.24 0.21
Other non-Western 0.12 0.12 0.05 0.96
Western 0.12 0.13 -0.36 0.72

Continent
Africa 0.11 0.12 -0.53 0.59
Americas 0.07 0.07 0.47 0.64
Asia 0.08 0.08 -0.06 0.95
Europe 0.74 0.74 0.08 0.94
Oceania 0.00 0.00 1.41 0.16
Parental information
Foreign-born father 0.41 0.42 -0.76 0.44
Generation
Native Dutch 0.57 0.56 0.83 0.41
1st generation (foreign-born ) 0.30 0.30 -0.26 0.79
2nd generation (born in the Netherlands) 0.13 0.14 -0.84 0.40
Age 26.96 26.99 -0.20 0.85
Sex
Male 0.63 0.62 0.60 0.55
Female 0.375 0.39 -0.60 0.55
Educational attainment
Low educated 0.20 0.19 0.74 0.46
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Mean t-test

Variables

WGP
(N =1,708)

Control
group

(N= 1,708)

t p > t

Intermediate educated 0.19 0.20 -1.13 0.26
High educated 0.18 0.17 0.45 0.65
Unknown 0.44 0.44 -0.03 0.97
Field of study
General programs 0.13 0.12 0.28 0.78
Education 0.00 0.00 0.28 0.78
Humanities and Arts 0.02 0.01 0.82 0.41
Social Sciences, Business, and Law 0.17 0.18 -0.95 0.34
Science, Mathematics, and Computing 0.02 0.02 0.23 0.81
Engineering, Manufacturing, and Construction 0.13 0.13 -0.31 0.76
Agriculture and Veterinary 0.01 0.01 -0.24 0.81
Health and Welfare 0.02 0.02 0.24 0.81
Services 0.05 0.05 0.30 0.76
Not known or unspecified 0.01 0.01 0.00 1.00
Missing 0.44 0.44 -0.03 0.97

Position in the household
Single 0.29 0.29 -0.34 0.73
Partner without children 0.17 0.18 -0.64 0.53
Partner with children (youngest child < 5  years old) 0.13 0.12 0.47 0.64
Partner with children (youngest child ≥ 5  years old) 0.02 0.01 0.57 0.57
Lone parent (youngest child < 5  years old) 0.03 0.04 -1.39 0.16
Lone parent (youngest child ≥ 5  years old) 0.02 0.02 -0.14 0.89
Child living in parents' home 0.32 0.31 0.88 0.38
Other 0.04 0.04 0.09 0.93
Position in the household x Female
Single x Female 0.09 0.10 -0.53 0.60
Partner without children x Female 0.09 0.10 -0.65 0.51
Partner with children (youngest child < 5  years old)  x Female 0.04 0.04 0.00 1.00
Partner with children (youngest child ≥ 5  years old) x Female 0.01 0.01 0.60 0.55
Lone parent (youngest child < 5  years old)  x Female 0.03 0.04 -1.39 0.16
Lone parent (youngest child ≥ 5  years old) x Female 0.02 0.02 -0.14 0.89
Child living in parents' home x Female 0.09 0.08 0.91 0.36
Other x Female 0.01 0.01 0.00 1.00

Part of the Netherlands
North 0.17 0.18 -1.08 0.28
East 0.15 0.13 1.24 0.22
West 0.12 0.12 -0.42 0.67
South 0.57 0.57 0.24 0.81
Year of first occurrence in dataa 1413.20 1405.00 0.26 0.79
Availability in the datab 9.13 9.14 -0.10 0.92
PS R2 LR Chi2 P > Chi2 Mean Bias B R %Var
0.01 30.00 1.00 1.9 18.8 0.92 29

Note(s). The abovementioned estimates of the pstest (i.e., means and t-test estimates) is a summary of the 
years 1999-2014. Considering the size of the dataset and due to memory restrictions of the remote-access 
environment, the matching procedure was cut up in years (1999-2014) and consisted of 16 separate PSM 
procedures. 
a For foreign-born individuals (1st generation) only, the 2nd generation gets the value of 0
b Number of future years available for each individual in the data (maximum is ten years)
Source. Statistics Netherlands (1999-2017).



542404-L-bw-Peijen542404-L-bw-Peijen542404-L-bw-Peijen542404-L-bw-Peijen
Processed on: 11-9-2020Processed on: 11-9-2020Processed on: 11-9-2020Processed on: 11-9-2020 PDF page: 106PDF page: 106PDF page: 106PDF page: 106

106 | Chapter 3

Table 3.6. Unstandardized coefficients on the level of employment security (with or without correcting 
for a proper wage match) for low-educated youth (Model 4), from fixed-effects panel regression models

Employment 
security

Employment 
security

(corrected for 
a proper wage 

match)

Variables M4 M4
Post-intervention period (ref. = 0)
1 0.05*** (0.02) 0.05** (0.02)
2 0.06** (0.02) 0.05** (0.02)
3 0.07*** (0.02) 0.06** (0.02)
4 0.07** (0.02) 0.06** (0.02)
5 0.09*** (0.03) 0.09*** (0.02)
6 0.11*** (0.03) 0.10*** (0.03)
7 0.11*** (0.03) 0.10** (0.03)
8 0.11*** (0.03) 0.13*** (0.03)
9 0.11** (0.03) 0.12** (0.04)
10 0.12** (0.04) 0.13*** (0.04)

x WGP
1 0.04* (0.02) -0.02 (0.02)
2 0.10*** (0.03) 0.01 (0.02)
3 0.11*** (0.03) 0.05* (0.02)
4 0.11*** (0.03) 0.06* (0.02)
5 0.11*** (0.03) 0.05* (0.02)
6 0.09** (0.03) 0.04 (0.02)
7 0.10*** (0.03) 0.06* (0.02)
8 0.10*** (0.03) 0.03 (0.02)
9 0.11*** (0.03) 0.04+ (0.03)
10 0.12*** (0.03) 0.05+ (0.03)

No training followed (ref.)
Training followed
in the first two years 0.06 (0.06) 0.04 (0.03)
between third and tenth year 0.07** (0.02) 0.05* (0.02)
In the first two years and between the third and tenth year 0.07** (0.02) 0.05* (0.02)

Intercept 0.02 (0.13) -0.01 (0.11)
σμ 0.28 0.28
σϵ 0.31 0.30
ρ 0.02 0.45

NObs. 18,291 18,291
NInd. 1,452 1,452

R2

overall 0.06 0.04
within 0.11 0.09
between 0.04 0.02

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, robust standard errors in parentheses, models are controlled for 
age(-squared), time-fixed effects (year dummies), regional unemployment rate (NUTS-2 Level), position in the 
household (incl. youngest child’s age) interacted with sex, and residential area (NUTS-3 Level).
Source. Statistics Netherlands (1999-2017).
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program seems to pay off on short notice, insofar as it gets recipients off benefits 
as soon as possible (Abbring, Berg and Ours, 2005; van den Berg and van der Klaauw, 
2006; van der Klaauw and van Ours, 2013). However, the focus on a rapid reintegration 
is suspected of being associated with lower-quality job matches (Caliendo, Tatsiramos 
and Uhlendorff, 2013) and with this deepening unemployment scars (Dingeldey, 2007; 
Fervers, 2019). Together with the increasing dualization of the Dutch labor market, the 
buildup of the desired skills during unemployment is what lacks in the public approach. 
This shortcoming renders these groups of vulnerable workers continually exposed to the 
risk of unemployment but also to statistical discrimination (Andriessen, 2019), particularly 
in times of economic downturn and unskilled jobs in general.

A labor market reintegration experiment for job seekers living on social assistance in the 
City of Rotterdam (WerkLoont in Dutch) who have searched for a job independently for 
four weeks turned out to be unsuccessful. The measure consisted of a work component 
and group training (de Hek and de Koning, 2020). Yet, the focus was again on a rapid 
reintegration, implying that the work does not necessarily have to match their educational 
attainment and work experience. Participants were expected to participate for 15 
weeks (20 hours a week) while they needed to apply for jobs actively. Even though this 
experiment contains elements that may contribute to the effectiveness, like the group 
courses on career development, the employability of participants was improved only to a 
limited extent. The experiment seemed to be mainly effective on short notice for the more 
capable participants but offered too few possibilities for increasing occupation-specific 
skills and professional competences of those more disadvantaged.

In contrast, the WGP invests in the knowledge and skills of participants through work 
experience and vocational training. Many participants, also who arrived in the Netherlands 
and past the age of compulsory schooling, receive a vocational degree after WGP 
completion. Moreover, Dutch language courses are provided throughout the WGP period 
for participants with language deficits. The WGP is not exclusively for ethnic minorities, but 
it has been one of their target groups since 1988 (see Box 4.2). The group of participants 
consists of a mix of workers belonging to different ethnic minority groups, i.e., foreign-
born individuals, including labor migrants and refugees, and second-generation ethnic 
minorities. However, they also have varied educational attainments. Participants are free 
to apply for internal vacancies at Philips, but there is no obligation or intention for the 
company to recruit them eventually. Alternatively, the WGP aims to support participants 
to regain employment in the external labor market. The brand of Philips on individuals’ 
résumés is assumed to evoke trust among prospective employers (i.e., signaling value), 
intended to heal the existing unemployment scars and to establish a higher-quality job 
match after completion. The WGP also changes the social context of participants, as they 
become part of the regular labor force (e.g., daily contact with coworkers and managers), 
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4.1 INTRODUCTION

In the Netherlands, the labor market position is for a large proportion of ethnic minorities 
still unfavorable. To this day, Moroccans, Turks, Surinamese, Dutch Antilleans, and many 
other immigrants from non-Western origins show the highest shares in the unemployment 
benefits and social assistance rates. Besides, if employed, they often occupy lower-
positioned jobs and have a lower income on average compared to native Dutch people 
(The Netherlands Institute for Social Research, 2016). Many ethnic minorities, particularly 
the first generation of immigrants coming to the Netherlands, are either not appropriately 
educated to the Dutch standards (i.e., below upper secondary education, ≤ ISCED2011-
Level 2) or have qualifications that are not recognized by the Dutch educational system. 
Unlike this first generation of immigrants, the educational achievements of their children 
(i.e., the second generation) are almost equal to that of native Dutch peers. Nevertheless, 
the labor market position of this second generation later on in their careers still gives 
cause for concern, given their lower returns to education in the Dutch labor market (Kanas 
and van Tubergen, 2009; Gracia, Vázquez-Quesada and Van de Werfhorst, 2016).

This concern is widely acknowledged across European countries and urges for measures at 
different levels of education, training, and further training as well as of social participation, 
precisely because of the existing differences in levels of human capital among ethnic 
minorities living in different local areas. The labor market attachment for ethnic minority 
groups asks for a policy approach at the local level. In contrast, the labor market and 
education policies are often executed at the national level (OECD, 2006). Policymakers 
need to take the heterogeneity that exists among ethnic minorities into account, 
notably regarding their diversity in acquired skills, along with the local differences in 
labor market demand. The European Commission (2017) considers the involvement of 
the business sector crucial in policymaking to improve the labor market reintegration of 
ethnic minorities (Employers together for integration). After all, it is the business sector that 
increasingly needs skilled workers and the place where these people need to find their 
jobs and sustain their careers.

From 1998 to 2004, the Dutch government had adopted a so-called target group 
approach, known as the Law on the Registration of Ethnic Minorities, which was aimed at 
strengthening the labor market position of vulnerable groups, including immigrants (Wet 

bevordering evenredige arbeidsdeelname allochtonen in Dutch). The law obliged employers 
to register the ethnic composition and the job levels of their staff by ethnicity, but also 
to record the measures taken to achieve a proportionate staff composition that reflects 
the Dutch population. However, around 2010, the Dutch government decided to end the 
policy of targeting these specific groups. The rationale of this abolition of the previously-
mentioned law was that it should be possible for all groups in society to benefit from all 
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general policies and that it would be a step towards further equality not to set specific 
classes aside (see Box 4.1). Nonetheless, the generic approach seems to be ineffective in 
tackling the problems that ethnic minorities face in their careers.

Box 4.1. Historical context in the Netherlands

At the end of the 1980s and early 1990s, there was no specific policy arranged for neither 
male migrant workers nor their spouses—in case of family reunions—to reintegrate people 
back to the labor market. The Dutch government neither had the incentive to support 
unemployed ethnic minorities to return to work nor any need perceived to stimulate their 
spouses in finding paid work after a family reunion. More priority was given to cultural and 
social integration and to learning the Dutch language for new-coming women and their 
children, but without that much support for people to find their ways to the labor market. 
Policymakers neglected the fact that labor market inclusion may serve as a facilitator for 
broader integration into society. It was believed to be a temporary problem; children of 
migrant workers (the so-called second generation) would fare better in society and on the 
labor market, but that appears not to be the case. 

Over the past decades, the Dutch government had adopted a so-called target group 
approach, aimed at strengthening the labor market position of vulnerable groups, including 
migrants, women, and people with disabilities. In the case of ethnic minorities, this targeted 
approach was reflected in, among other things, the Law on the Registration of Ethnic 
Minorities. This law, in force from 1998 to 2004, obliged employers to register their staff’s 
ethnic composition, the job levels of the ethnic minority groups, and the measures taken 
to achieve a proportionate staff composition that reflects the Dutch population. Before this 
law, in 1990, the Dutch social partners —that means the employer associations and trade 
unions—had concluded a national agreement, the so-called Minorities Agreement (Akkoord 
Minderheden in Dutch), to assist another 60,000 people from ethnic minority groups to a 
job within four to five years. In the evaluations conducted, both the law and agreement 
above were not considered to be effective and thriving. However, around 2010, the Dutch 
government decided to end the policy of targeting specific groups. The rationale behind 
this was that it should be possible for all groups in society to benefit from all general policies 
and that it would be a step towards further equality and not to set specific classes aside. The 
slogan became: Not the origin but the future (Niet de afkomst maar de toekomst in Dutch). A 
particular initiative that eroded during the same period was the National Consultation of 
Minorities (Landelijk Overleg Minderheden in Dutch), a consultation model that had gained 
international interest.

The Netherlands has, like many other European countries, a generic activation program to 
support unemployed ethnic minorities back into the labor market. This idea of reintegrating 
the unemployed into any form of employment through impending sanctions, assuming 
that this next job would act as a stepping stone for a higher-quality job shortly, may no 
longer be realistic in the Dutch labor market. Employers place increasing emphasis on 
both occupation-specific and 21st-century skills (see Chapter 1). This public activation 
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unlike other unemployed individuals in the public approach. The latter mostly remain at 
home and submit applications.

Box 4.2. The WGP regarding ethnic minorities

In the mid-1970s, many (male) migrant workers from Turkish and Moroccan origin drawn to 
the Netherlands in the 1960s. Many of them decided not to return to their home country 
but to build their lives in the Netherlands, despite repatriation agreements with Turkey and 
Morocco. During these times of economic downturn, many of the former migrant workers 
found themselves unemployed. The Dutch government had neither the incentive to support 
unemployed ethnic minorities to return to work nor any perceived need to stimulate their 
spouses in finding paid work after a family reunion. More priority was given to cultural and 
social integration and to learning the Dutch language. Policymakers neglected the fact 
that inclusion in employment may serve as a facilitator for broader integration into society. 
Over the past decades, the Dutch activation program has become increasingly generic, in 
particular after the abolition of specific support for ethnic minorities in 2010. Before 2010, 
the Employee Insurance Agency offered training programs on application skills in multiple 
foreign languages. Still, the focus regarding the integration of ethnic groups shifted even 
more from labor market integration toward social integration, e.g., compulsory citizen tests. 
Thoughts on emancipation partly drove this policy change, to consider and treat all groups 
equally and refrain from distinguishing target groups.

The first migrant workers with a migration background—primarily migrant workers 
from Turkey and Morocco but also people with other non-Western origins—entered 
the WGP already in 1984. Still, the WGP administrators did not specifically target ethnic 
minorities before 1988. The program administrators of the WGP further broadly supported 
initiatives of the Dutch government regarding the labor market integration of people from 
former Dutch colonies (i.e., Suriname, Indonesia, and the Netherlands Antilles). Thus, the 
WGP is not exclusively for ethnic minority groups but has been one of its largest target 
groups since 1988. In the late 1990s and early 2000s, various intermediate vocational 
training schools realized that many of their dropouts concerning youth with a migration 
background. Nevertheless, despite this observation, many of the dropouts found their way 
onto the labor market, albeit in jobs found through temporary placement agencies and on-
call contracts without further career opportunities. During economic downturns, however, 
ethnic minorities quickly became unemployed. As a response, the WGP started to offer 
vocational training with recognized diplomas. 

In Chapter 4, the quality of jobs that follow the WGP are compared to those that follow 
public activation. Furthermore, the interest goes to the proposed causality between this 
acquired job match after each intervention and the level of employment security with or 
without correcting for a proper wage match up to ten years later. The research questions 
in this chapter are as follows: to what extent do ethnic minority groups acquire higher-quality 

job matches after either participating in the WGP or being subject to public activation? To what 
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extent do these workers have higher levels of employment security (with or without correcting 

for a proper wage match) up to ten years later after participation in the WGP in comparison 

with others entitled to the public activation program? If such an effect can be observed, to what 

extent can the higher-quality job matches that follow the WGP compared with those that 

follow the public approach account for this long-term impact?

The contribution of this chapter to the literature on the careers of ethnic minority groups 
in the labor market is threefold. First, the most empirical research on this matter uses 
cross-sectional (survey) data from which it is known to affect time-variant (un)observable 
characteristics of ethnic minorities, i.e., unobserved heterogeneity. In contrast, the national 
register data, extensive matching procedure and fixed-effects models in this chapter 
control for these unobserved factors (Borjas, 2000). Second, the short-term impact of either 
participating in a work-experience program or being entitled to the public activation 
program on the job-match quality following each intervention is evaluated by comparing 
the observed daily wage with the expected daily wage. Most studies focus solely on the 
impact on the exit from unemployment and purely focused on achieving a higher salary 
compared to the control group (e.g., de Hek and de Koning, 2020). However, the net gain, 
in comparison with such a control group, does not tell anything yet about establishing 
a proper wage match. However, little attention is paid to the role of the job that follows 
such a work-experience program. In particular to the extent to which the quality of this 
ensuing job affects the later returns in the labor market (Graversen and van Ours, 2008; 
Fervers, 2019).

4.2 THEORY AND HYPOTHESES

4.2.1 Entrapment because of little or no investment in human capital

Public activation programs are suspected to accelerate labor market integration but 
to worsen the quality of the ensuing job, herewith deepening the scarring effects of 
unemployment. From the scarring literature, it is known that unemployed individuals 
exhibit higher risks of future unemployment and lower-wage development following 
reintegration into the labor market (DiPrete and Eirich, 2006; Luijkx and Wolbers, 2009; 
Jolkkonen et al., 2018). Explanations indicate to the depreciation and loss of human capital 
during unemployment as well as adverse stigmatization effects that are associated with 
unemployment, causing uncertainty among employers about individuals’ productivity (de 
Grip and van Loo, 2002; Gangl, 2006). The rationale of workfare-oriented public activation 
assumes that this process will stop immediately after starting employment while 
increasing individuals’ chances of acquiring a higher-quality job, regardless of the quality 
of that ensuing job (Thurow, 1972; Sicherman and Galor, 1990; Gebel, 2011). However, the 
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initial deficit in human capital, perhaps the actual reason behind their unemployment, has 
not been repaired given the lack of investment in individuals’ skills in the public approach. 
Thus, acquiring a job that closely matches individuals’ skills is considered to be increasingly 
important, albeit the chances are relatively small, in particular for those workers without 
the skills that are in demand.

When employers are uncertain about the potential productivity of workers, they are 
more likely to discriminate on statistical grounds and stereotypes based on the available 
information in people’s résumés (Moreno and Bodenhausen, 1999; Fiske, 2000). These 
stereotypes do not lead to the exclusion of ethnic minority groups from the labor market 
per se, but instead, explain the higher shares of ethnic minority groups working in low-
position and low-paid jobs (Tomaskovic-Devey, 1993; Browne and Kennelly, 1999; Moore, 
2010). If stigma drives unemployment scarring, the occurrence, duration, and frequency 
of unemployment altogether, might aggravate among specific vulnerable groups of 
workers confirming the doubts that employers already have about the performance and 
productivity of these workers, as, for instance, toward ethnic minorities (Omori, 1997; 
Petersen, Saporta and Seidel, 2000; Birkelund, Heggebø and Rogstad, 2017; Confurius, 
Gowricharn and Dagevos, 2019).

Together with the greater emphasis on occupation-specific skills in the labor market and, 
in the face of impending sanctions, the public approach steers low or inappropriately-
skilled individuals into a position that is likely to be of lower quality and on a fixed-term 
contract. In particular, the first generation of immigrants with limited entitlement to 
unemployment benefits and limited chances in the labor market might have higher risks 
of ending up in such lower-quality jobs. To illustrate this, the job-search period for an 
open-ended contract is over twice as long for ethnic minorities than for Dutch natives 
(Bisschop, Zwetsloot and van der Werff, 2018). Therefore, it can be argued whether the 
position of the unemployed, even regardless of ethnicity, will improve when there is no 
investment in their human capital during entitlement to the public activation program.

As earlier argued in Chapter 1, explanations for this difficulty point to the greater 
emphasis on skills in jobs due to the increasing dualization of the Dutch labor market 
and the structure of the Dutch educational system (Wolbers, 2003). In an occupation-
specific labor market, as in the Netherlands, there are skill-based allocation patterns that 
provide relatively high starting wages and opportunities for an open-ended contract 
in the so-called primary segment of the labor market (Diprete et al., 1997; Gangl, 2003). 
While in the secondary segment, nonstandard employment provides low starting wages 
and jobs on fixed-term contracts vulnerable to destruction (Piore, 1972; Korpi and Levin, 
2001). Given this nature of nonstandard employment, workers occupying these jobs are 
quickly replaced by a buffer stock of other available workers due to the low investment 
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for on-the-job training needed that allows these workers to perform in the workplace 
(Kalleberg, Reskin and Hudson, 2000). Many ethnic minorities work in nonstandard jobs 
(Cremers, 2008; Heyma and van der Werff, 2013) and are offered only limited career growth 
opportunities to their workers, such as training possibilities, promotion, and the potential 
for an open-ended contract, given that it is unlikely for employers to reap the benefit of 
such an investment (Fouarge et al., 2012).

4.2.2 Human capital programs: a stepping stone to more sustainable 
careers?

Human capital programs should attempt to reduce this potential risk of prospective 
employers that is associated with the uncertainty about the productive capabilities of 
unemployed individuals. When participants get temporarily hired by the WGP, they 
formally become labor market reentrants. They search for jobs either while working toward 
the end of, or after the contractual period of one to two years of their stay at Philips, 
while they presumably benefit from the positive signaling effect. Thus, from a signaling 
perspective (Spence, 1973), prospective employers may use participation in the WGP as 
a kind of screening tool, given that workers are observed for a relatively long period by 
a trustworthy and well-reputed business partner. Philips is likely to be associated with 
higher performance and training standards. Earlier studies have shown that prospective 
employers value work experience gained in the private sector more because it resembles 
a regular job in a competitive environment (Gerfin, Lechner and Steiger, 2005; Sianesi, 
2008). As such, the WGP period partially solves the problem of imperfect information 
about the productive capabilities of workers.

To be successful, the WGP aims to convince prospective employers that a foreign-
sounding name, along with other potential weak spots on participants’ résumés (e.g., 
unemployment spells), is less risky. Prospective employers attribute more value to the 
work experience gained in the private sector, in particular gained at Philips, than the 
knowledge and skills gained through work experience in a job elsewhere. The next job 
following public activation is likely to be in the secondary segment, and therefore low 
paid and on a fixed-term contract. Given that unemployed individuals are selected in the 
WGP based on weak spots as well, participation in such programs like the WGP listed on 
individuals’ resume might also be interpreted as a disadvantage nonetheless. Liechti et 

al. (2017) found more positive effects for workers belonging to an ethnic minority group 
participating in human capital programs, showing higher call-back rates and invitations 
for job interviews than among natives. Employers seem to be less harsh in their judgments 
toward workers they expect to participate in such programs.

As earlier noted, the WGP also changes the social context of participants. Participants get 
access to valuable information about available positions that were non-easily accessible in 
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their unemployed situation (Korpi, 2001), for instance, through coworkers and managers. 
The informal social networks of ethnic minorities are a popular job-finding vehicle (i.e., 
family, relatives, and friends) but these informal networks are not necessarily the most 
useful sources in terms of job quality (Mouw, 2002; Battu, Seaman and Zenou, 2011; 
Patacchini and Zenou, 2012). Explanations for inferior job matches point to cultural and 
economic the similarities in people’s characteristics in terms of lifestyle, religion, education, 
and income resulting in a heterogeneity of resources (e.g., homophily, McPherson, Smith-
Lovin and Cook, 2001). In the Netherlands, this applies to the most established ethnic 
groups of Turkish and Moroccan people, who often work for a family member’s firm (van 
Tubergen, 2015). Coworkers and managers working at Philips, presumed to be mainly 
native Dutch, may exert substantial positive effects on the labor market prospects of 
ethnic minority groups by establishing interethnic ties (Lancee, 2012; Koopmans, 2016). 
WGP participants are likely to receive not only job information and feedback on their 
performance, but also receive support from these newly acquired contacts who may 
serve as referrals in participants’ résumés. Although it is impossible to test the short-term 
and long-term impact of the changing social capital of participants on labor market 
outcomes in the present study, in line with previous findings however, it is expected that 
the expansion of the professional network contributes to the transition to the external 
labor market, which in turn may lead to more sustainable careers but no not hypothesis 
could be formulated on untestable relations.

Other unemployed ethnic minorities entitled to the public activation program search 
for jobs during unemployment while suffering from negative stigma and ongoing 
depreciation of skills. The robust skill-formation component of the WGP reduces the risk 
of a poor job match for the WGP participants. Therefore, they are expected to have higher 
probabilities of acquiring a higher-quality job match due to investment in human capital, 
whereas others entitled to public activation have not been subject to such an investment.

Hypothesis 4.1. Unemployed ethnic minorities that participated in the WGP have higher 

probabilities of acquiring a higher-quality job match right after program completion than 

other ethnic minority groups entitled to public activation.

4.2.3 The role of vocational training during the WGP

Education is essential, if not the most critical factor to create a level playing field in the 
labor market. Every investment in education represents human capital that is considered 
to be useful as long as it leads to higher levels of productivity and is in sync with labor 
demand. Education not only prepares workers for the labor market but also socially 
integrates them into society as it transmits the values and norms of the host country 
(Wolbers, 2003; Lindemann, 2019). Most important is that a vocational degree gives access 
to jobs that require occupation-specific skills and are generally better paid and more 
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secure. The standards of vocational training programs are partially arranged following the 
requirements of companies in the industry. As such, employers refer to these certificates 
as signals for assessing the potential productivity of potential future employees to save on 
hiring costs, such as on-the-job training to allow new employees to perform adequately 
in the workplace. Thus, the acquired degrees form the basis for negotiations to obtain a 
suitable entry-wage offer (Allmendinger, 1989; Diprete et al., 1997).

Access to the Dutch educational system is for the first generation of immigrants limited. 
These foreign-born workers may not speak Dutch fluently, which makes it is harder for 
them to acquire a full-time Dutch education, and thus, to enter the Dutch labor market. 
Language deficiencies can raise doubts about their ability to work appropriately with 
colleagues (Dustmann and Fabbri, 2003; Geurts and Lubbers, 2017; Schmaus, 2019). Low 
or unrecognized qualifications, irrelevant work experience, and unemployment, either in 
combination with a foreign-sounding name, raises uncertainty among employers when 
it comes to evaluating individuals’ capabilities that are specific to certain occupations. In 
contrast, the WGP offers participants with no formal or unrecognized qualifications the 
opportunity to obtain a degree plus relevant work experience. The fact that the public 
activation program is focused on rapid integration without concentrating on training 
and vocational training during unemployment is expected to result in lower-quality job 
matches. At the same time, WGP participants do have these opportunities. Vocational 
training itself has a positive impact on individuals’ employment probabilities and the 
quality of jobs at their disposal. The effect of WGP participation on the quality of the job 
match that follows the WGP is strengthened (e.g., mediating effect), because the WGP 
is expected to involve more relevant work experience than the job that follows public 
activation. 

Hypothesis 4.2. The higher-quality job match acquired by WGP participants in comparison 

with the public activation program can (partially) be explained by the vocational training 

offered to participants without any or unrecognized qualifications.

4.2.4 The long-term effect of the WGP

As previously argued, public activation programs assume that once workers start to build 
up work experience, they will be able to find a better job shortly, and accordingly, work 
their way up on the career ladder. As such, the temporary position following activation 
programs functions as a probationary period before acquiring an open-ended contract, 
as the stepping-stone hypothesis assumes. This assumption ignores both the lack of 
occupation-specific skills and the limited growth opportunities in such jobs. Consequently, 
the chances for these workers to acquire a low-paid and temporary job is relatively high 
due to unhealed and deepened scarring-effects, which lowers the chances of contract 
renewal and thus increases future unemployment risks. 
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Earlier empirical studies testing the stepping-stone hypothesis found mixed results 
(Giesecke, 2003; Gash, 2008). In the Netherlands, the stepping-stone hypothesis seems 
to be only relevant for the higher educated. In contrast, the low educated that include 
many ethnic minorities are more likely to be entrapped in nonstandard employment. 
Due to the ongoing dualization of the Dutch labor market, this upward mobility is 
increasingly unlikely to happen where there is more chance to end up in a downward 
spiral instead, i.e., the entrapment hypothesis. There are limited growth opportunities 
offered in nonstandard employment and thus dim chances of working their way up the 
career ladder (Jovanovic, 1979; Pissarides, 1992; Sattinger, 1993; van de Werfhorst, 2004). 
The entrapment hypothesis presumably provides a more accurate picture of the current 
labor market situation in the Netherlands than the stepping-stone hypothesis does (de 
Graaf-Zijl, van den Berg and Heyma, 2011; Mooi-Reci and Dekker, 2013; Muffels, 2015).

Conversely, if WGP participants make the transition to a higher-quality job in the external 
labor market, and remain with their new employers, they eventually become incumbent 
workers of the primary segment, e.g., the insiders (Lindbeck and Snower, 1988). The long-
term effect of participation in the WGP is contingent on situations where information 
about their performance is carried along with the worker, for instance, at their current 
employer, i.e., internal job mobility. However, also through their résumés listing their work 
experience, skills, and competence, i.e., external job mobility. As such, there is a lagged 
dependence where favorable labor market positions in the past, such as working in a job 
that matches individuals’ skill levels, yield favorable labor market positions in the future 
(Heckman and Borjas, 1980). In other words, the level of employment security (with or 
without correcting for a proper wage match) depends on the accumulation of human 
capital, arising from the build-up of work experience, vocational training, and on-the-job 
training and in the growth opportunities provided in consecutive jobs following each 
intervention. Overall, the investment in human capital during the WGP is expected to 
persist throughout the career, resulting in higher returns in the labor market for WGP 
participants who belong to an ethnic minority group.

Hypothesis 4.3. Unemployed ethnic minorities that participated in the WGP have higher levels 

of employment security (with or without correcting for a proper wage match) up to ten years 

after the initial unemployment spell than other ethnic minorities entitled to public activation.

The quality of the job following the WGP is supposed to be critical to instigating this 
upward mobility, either internally or externally. Therefore, a suboptimal job match or an 
interspersed period of unemployment imposes another scar on the worker’s resume 
and thus negatively affect future labor market outcomes (Schmelzer, 2012). The quality 
of this next job is expected to mediate the expected positive long-term effect of WGP 
participation over the impact of activation. WGP participants have a higher chance of 
acquiring a job that is close to their optimal job match due to the investment in their 
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occupation-specific knowledge and skills during the WGP (as proposed in hypothesis 4.1). 

Both WGP participants and others entitled to public activation would search for their 
optimal job that matches their acquired qualifications and skills (Jovanovic, 1979; 
Sattinger, 1993; van de Werfhorst, 2004). When individuals are unable to find their optimal 
job, by the time they leave Philips for WGP participants and by the end of their benefit 
entitlement period for others subject to public activation, they are increasingly likely 
to accept a suboptimal job offer or to end up in unemployment again. They will then 
continue to search for a better job match while having accepted a suboptimal job offer 
(Burdett, 1978). As noted earlier, once such a job is accepted, the possibilities to advance 
to this better-paid and more secure job is restricted. However, participation in the WGP 
is expected to be potentially profitable in the end, because it is supposed to establish 
higher-quality job matches for its participants than they would have acquired if they had 
been only entitled to public activation. Otherwise, the impact of the WGP would only be 
short-lived and not fulfilled its purpose in the long term, given that the human capital 
investments are more costly and time-consuming.

Hypothesis 4.4. The long-term effect of WGP participation can (partially) be explained by the 

better quality of the job directly following the WGP.

4.3 DATA AND METHODS

4.3.1 Data and design

The national register data of Statistics Netherlands contain time-variant information 
on the labor market transitions for the entire Dutch population in the years 1999 up 
to 2017. All former participants of the WGP that participated in the years 1999-2014 
were identified in the data using their social security numbers (N = 1,208). Given the 
considerable differences in the labor market histories among ethnic minority groups (e.g., 
heterogeneity), the analyses are performed for each ethnic minority group separately as 
identified by Statistics Netherlands, namely: Moroccans, Turks, Surinamese and Dutch 
Antilleans, Other non-Western, and Western.

4.3.2 Propensity score matching

The WGP participants are matched to other individuals from ethnic minority groups that 
can be considered similar except for entitlement to public activation instead of WGP 
participation. Propensity Score Matching (PSM) created a matched sample to perform 
the difference-in-difference analysis on, using the options nearest neighbor 1:1, without 
replacement, caliper 0.05, and common support (Becker and Ichino, 2002; Leuven and 
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Sianesi, 2003). In total, WGP participants (N = 1,171) are matched to other ethnic minorities 
(N = 1,171) that shared similar personal characteristics and circumstances at the time of 
WGP eligibility but were entitled to the standard activation program. 

The matching procedure included a two-year labor market history to control for 
unobserved factors in line with Caliendo et al. (2017). The matching variables mostly refer 
to the criteria for WGP eligibility but also include some covariates that are based on ethnic 
discrimination and entail their labor market histories.

The following pre-treatment covariates, measured one month before WGP entry denoted 
as t = 0, were included in the matching procedure: the reliance on either unemployment 

benefits or social assistance (for at least six months in line with the selection criteria of the 
WGP), (youth) disability or being a full-time student in the year of WGP entry (three dummy 
variables in total). Moreover, the matching procedure also included variables that indicate 
the labor market history of individuals for a pre-treatment period of two years. In doing so, 
the information contained in the unobserved variables is implicitly captured even though 
it cannot be ruled out that unobserved heterogeneity, for which could not be matched 
on, would still affect the estimates. Following Caliendo et al. (2017), the number of months 
in employment (including subsidized jobs), and the sum of annual wages earned, the 
number of unemployment spells, the number of employers over the past two years are 
included. Besides, also information on individuals’ last job including the previous job’s daily 
wage, the part-time factor of the previous job, where the value of 1 indicates a full-time 
job, 40 hours is a regular working week in the Netherlands; any value on this variable lower 
than 1 indicates a part-time job. Also, the previous job’s type of contract, and whether the 
previous job was subsidized are included in the procedure.

Concerning personal characteristics to be included in the procedure, ethnic minority group 

was included (i.e., Moroccans, Turks, Surinamese, Dutch Antilleans, Other non-Western, 
and Western), and generation which indicates whether an individual was born in the 
Netherlands or was born abroad, respectively 2nd and 1st generation. It is acknowledged 
that the abovementioned ethnic groups are quite broad; in particular, the groups other 
non-Western and Western may include people from different continents, speaking 
different languages, having different religions, and lived under a specific political regime. 
Therefore, to ensure a better control unit to compare with, a more sophisticated measure 
of ethnic origin was included, one that distinguishes between 18 different categories. The 
geo-linguistic classification, designed by The Netherlands Scientific Council for Government 
Policy (Wetenschappelijke Raad voor het Regeringsbeleid [WRR] in Dutch), classifies people 
based on language and religion and refined with information on the political system of the 
country of origin (see Jennissen et al., 2018). The geo-linguistic classification is as follows: 
Netherlands, Belgium, Morocco, Turkey, Indonesia/Former Dutch East Indies, Anglo-Saxon 
countries, German-speaking countries, Scandinavian countries, Mediterranean countries, 
Central and Eastern Europe, Arabian countries, Latin America, Sub-Saharan Africa, Southern 
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Asia, Central Asia, Southeast Asia and the Pacific, East Asia, and the Former West Indies. 
A foreign-sounding name on a resume might cause uncertainty about the individual’s 
language proficiency but may also pave the way for work-related prejudices about their 
potential productivity (see Table 4.5). 

Parental social capital is an important indicator to explain ethnic labor market differences 
particularly for ethnic minorities who are born in the Netherlands and whose parents 
have lived in the Netherlands for some years given the skills that parents may transmit to 
their children (Borjas, 1992; Bowles, Gintis and Groves, 2009; Zwysen and Longhi, 2018). 
It is more likely that language deficits are present among foreign-born people and have 
respectively two or one foreign-born parent(s). Unfortunately, there was no access to such 
detailed genealogical information nor to the professional positions of individuals nor of 
their parents. Nonetheless, it is believed that it is essential to include whether an individual 
has a foreign-born father and a foreign-born mother (both dummy variables) in the matching 
procedure for a couple of reasons. First, a foreign-sounding surname—on which much 
ethnic discrimination is based—is passed through the male line. Second, having at least 
one native Dutch parent might indicate more shared cultural values and norms of the 
host country and possibly fewer language deficits. It can be argued that there is a higher 
chance that Dutch would be the primary language spoken in the household if one of the 
parents is native Dutch.

Educational attainment is based on the 1-digit ISCED2011-Level (i.e., Low educated that 
includes the levels 0-2, Intermediate educated that contains the levels 3-4, High educated 
that consists of the levels 5-8, and a Missing category). Field of study is based on the 1-digit 
ISCED1997-Field (i.e., General programs, Education, Humanities and Arts, Social Sciences, 
Business and Law, Science, Mathematics and Computing, Engineering, Manufacturing 
and Construction, Agriculture and Veterinary, Health and Welfare, Services, Not known or 
unspecified, and a Missing category).

The position in the household (i.e., Single, Partner without children, Partner with children 
with the youngest child in the family < 5 years old, Partner with children with the youngest 
child in the family ≥ 5 years old, Lone parent with the youngest child in the family < 5 
years old, Lone parent with the youngest child in the family ≥ 5 years old, Child living at 
parents’ home, Other such as inhabiting Asylum Seekers Centers, student dormitories or 
retirement homes, and a Missing category if the category was unknown). The age of five 
is the compulsory school age in the Netherlands. Sex (i.e., Male and Female) and age(-

squared) as continuous variables. An interaction term between sex and position in the 
household was included as well because Philips also has lone mothers as a guideline 
into the WGP. Part of the country (i.e., North, East, South, West, and a Missing category) 
is included in the matching procedure because the WGP is mainly executed in the city 
of Eindhoven. However, there are also vast differences in labor demand concerning the 
demand for technical skills across the regional areas, which might affect post estimates. 
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Finally, the procedure included individuals’ first occurrence in the data as well in the 
forthcoming years. The individuals’ first occurrences in the register data served as a proxy 
for the year of arrival in the Netherlands. Because people may return to their country of 
origin or pass away throughout time (e.g., attrition), the availability in the forthcoming 
years was included to prevent attrition bias and to secure a representative control group 
for which their labor market outcomes can be compared throughout time. 

4.3.3 Dependent variables

The dependent variables of the analyses are two sets of variables. The first set of variables 
concerns a set of two binomial variables indicating individuals’ job matches following 
either the WGP or an activation program to test hypotheses 4.1 and 4.2. The focus is on 
the job-match quality following the WGP using the annual wage information available of 
the entire Dutch labor force (aged 16-65) from which the alignment between acquired 
skills and the real wage earned could be derived. Concerning the salary, a higher wage 
match is assumed when the earned salary in the job comes closer to the expected salary. 
The expected wage level represents the salary someone can make on the labor market, 
given the characteristics of individuals (Sattinger, 1993). This expected salary of the job 
could be estimated from the information on the characteristics of beholders, not only 
of the matched sample but of the entire Dutch labor force. Therefore, this job match-
indicator is constructed from the available wage information in the data of the jobs that 
WGP participants occupy in the career following WGP participation (see A.1 Constructing 
the job-match indicator in the Additional Appendices).

The second set of variables indicates the long-term returns in the labor market represented 
by the level of employment security (with or without correcting for a proper wage match) 
in the post-intervention period—to test hypotheses 4.3 and 4.4. The level of employment 
security is defined as the number of months in any form of employment in the post-
intervention period regardless of any periods of unemployment interspersed. This 
dependent variable includes subsidized jobs. The level of employment security varies from 
0 to 120 months (divided by the number of person-year records in the post-intervention 
period available for each individual, and this number is divided by twelve months. The 
second dependent variable denotes the level of employment (corrected for a proper 
wage match) that matches individuals’ characteristics, such as educational attainment and 
age. The observed wage is compared to the expected wage. For each month in the year, 
the individuals’ main job is determined based on the highest wage, followed by job length 
and the type of contract. If the log observed wage in a particular week was higher or equal 
to the expected wage—with a 5% margin on the lower boundary—to see whether the 
wage matches that of workers without disabilities, as in the abovementioned job-match 
indicator.
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4.3.4 Determining the time of comparison regarding the job-match 
quality

The interest goes first to the short-term impact of the WGP concerning the job match 
established right after WGP completion compared with the job match obtained through 
public activation. However, the WGP period is not fixed except for the limit of two years and 
varies across participants but takes on average much longer to complete than the time 
spent in public activation. The benefit entitlement period is limited, and the impending 
sanctions work as a pushing mechanism in enforcing job-search efforts. However, it was 
argued that individuals who cannot find the optimal job match by exiting the public 
activation program are increasingly likely to accept suboptimal job offers. In the meantime, 
they may continue to search for a better job that matches their skills. They will switch jobs 
if the job offer is better than their current position, e.g., stepping-stone hypothesis. The 
process of looking for and switching between jobs is sometimes considered to be part of 
the public support (see Section 1.4.2).

The value of the job match-indicator is taken at the time of a WGP participant left the WGP, 
denoted as jmit+1. Likewise, for control units, the value of the job match-indicator is taken 
at the same time their matched pair has left the WGP. In doing so, the operationalization 
allows matched control units to look for this optimal job match, thus working themselves 
up the career ladder in the same timespan as their matched WGP counterparts would 
in the WGP. Figure 4.1 illustrates the way how the same timespan for control units is 
calculated as for their matched WGP participants based on the time they have left Philips.
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Figure 4.1. Computing the time to compare acquired job matches within a matched pair, for 
WGP participants and control units
Note(s). The solid arrows represent the time either in the WGP (WGP participants) or activation 
(control units). The dotted horizontal lines (only for control units) represent the time after leaving the 
public activation program, which can be in employment or unemployment.

4.3.5 Empirical models

The dependent variables of the analyses are two sets of variables to analyze both the 
short-term and long-term impact. Concerning the short-term impact on the job-match 
quality following each intervention, denoted as t + 1, the first set of variables concerns a 
set of two binomial threshold variables indicating individuals’ job-match quality (jmit+1) 
following either the WGP or activation—to test hypotheses 0.1 and 0.2. The nearer the 
observed daily wage is to the expected daily wage, the higher the quality of the job, 
i.e., proper wage match. The first threshold variable indicates the probability of whether 
individuals have acquired a job match of 0.75 or higher P(jmit+1 ≥ 0.75), and the second 
threshold variable indicates whether they have a job match of 1.00 of higher P(jmit+1 ≥ 
1.00) and, with this testing the stepping-stone hypothesis (see Table 4.1 and Table 4.2).

The reference category for both dependent variables is set to not having crossed the 
respective threshold. A series of binary logit models are run to identify the effect of WGP 
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participation on the probability of having a job match that crosses either of the two 
thresholds. First, the independent variables the WGP participants dummy are included 
indicating under which intervention a given individual felt and the continuous variable 
indicating the last job’s match quality (jmit-1); thus, before each intervention, denoted as t – 
1. Second, the interaction term between these two focal independent variables is added 
to identify the effect of the WGP on the relationship between individuals’ last job matches. 
The control group entitled to public activation is the reference category, since, as noted 
earlier, they are less likely to improve their chances to acquire a better job match. 

The treatment group (wgpi) is interacted with the job-match quality before entry, denoted 
as jmit-1. The interaction term between wgpi and jmit-1 shows the additional effect of WGP 
participation on coming from a certain job-match quality before admission to the WGP 
compared with being engaged in the public activation program. The interaction terms are 
expected to show significant positive coefficients on job-match quality over time, implying 
that participants have an additional long-term effect due to their build-up of human 
capital during the WGP. This model is called the standard model. The vector Cit consists 
of control variables that include age(-squared) to measure time-varying human capital. 
The quadratic term allows for a non-linear effect of age on the probability of achieving 
a higher-quality job match (Mincer, 1974). The number of years living in the Netherlands 
(yrsit); the educational attainment (eduit) indicated by low educated (ISCED2011-Levels 
0-2), intermediate educated (ISCED2011-Levels 3-4), and high educated (ISCED2011-
Levels 5-8). The local unemployment rates (Urk) measured at NUTS-2 Level; female (femi) 
and the residential area (resait) at NUTS-3 Level. 
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The occurrence of following vocational training (Trainit) is added to the previous model 
(i.e., the mediator model) to observe the effect of the vocational training offered. Because 
the prevalence of vocational training is nearly zero in activation programs, interaction 
term with WGP participants (wgpi) was included as well. It is expected that by adding 
the vocational component to the model that the effect of WGP participation would be 
reduced, thus partially explaining the WGP effect.
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A difference-in-difference design is used to identify the additional effect of WGP 
participation over that of activation on the level of employment security (with or 
without correcting for a proper wage match) up to ten years after completion (Angrist 
and Pischke, 2009; Gangl, 2010). The effect of WGP participation is estimated by fixed-
effects linear panel regression models of the post-intervention period on both dependent 
variables that control for fixed effects and thus for unobserved heterogeneity. The post-
intervention effect is identified by comparing the level of employment security (with or 
without correcting for a proper wage match) among workers that either participated in 
the WGP or were entitled to public activation only.

The differences within the two dependent variables between the pre-intervention period 
on which is matched t = 0 and the post-intervention period t = [1,10] are observed. The 
register data do not contain any information about unobserved characteristics such as 
language deficits, the social capital of individuals and their parents, but also lacks the 
characteristics such personality traits, motivation and job-search efforts that may influence 
their labor market opportunities, but also their (self-)selection into the WGP. Therefore, it 
still cannot be entirely ruled out through this unobserved heterogeneity, for which could 
not be matched on, would affect the estimates when using OLS regression models. To 
control for potential selection bias and to correct for these unobserved-heterogeneity 
effects not captured by the matching procedure, regression techniques are performed 
that adjust estimates for fixed effects estimating the average within-person change in 
the level of employment security; thus correcting for serial correlation. However, there 
needs to be adjusted for fixed effects to net out the mediating effect of the job match 
established at t + 1.

In each difference-in-difference analysis, a binary independent variable indicates whether 
a given individual belongs to the group of WGP participants or the group of comparable 
individuals entitled to public activation. This binary variable is interacted with another 
binary independent variable to indicate the post-intervention period. The interaction 
term between WGP participation involves an additional effect over and above the 
main effect of activation. The mediating effect of the quality of the job following each 
intervention, thus (partially) is expected to explain the differences in the long-term labor 
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market outcomes between WGP participants and those entitled to public activation. In a 
fixed-effects model, all time-invariant factors are omitted, e.g., wgpi. The post-intervention 
effect is estimated through an interaction term with another binary independent variable 
that indicates whether a given individual is either in his/her pre-intervention or post-
intervention period and the post-intervention period. The post-intervention effect is 
identified by comparing the labor market outcomes among ethnic minority groups who 
reintegrated into the labor market under different policies (i.e., WGP or activation) through 
an interaction term with another binary independent variable that indicates whether a 
given individual is in his/her post-intervention period (posTit). This model is called the 
standard model.

The analyses control for several factors measured at the time of intervention entry and 
completion to avoid any confounding effect of over-time trends. The vector Cit consists of 
control variables measured at the time of intervention entry and completion. This vector 
includes the educational attainment (eduit) indicated by low educated (ISCED2011-Levels 
0-2), intermediate educated (ISCED2011-Levels 3-4), and high educated (ISCED2011-Levels 
5-8). The position in the household including the youngest child’s age that is interacted 
with a dummy variable for females to control for the effect that parenthood may have 
on the stigmatization of prospective employers and individuals’ own decision to perform 
labor (see Hakim, 2002). The local unemployment rates (Urk) measured at NUTS-2 Level; 
and the residential area (resait) at NUTS-3 Level. 
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To estimate the mediating effect of the better job match acquired through participating 
in the WGP, and thus (partially) explaining the long-term impact of the WGP on long-term 
employment security (Eit), mediation analysis is performed in this difference-in-difference 
setting (i.e., the mediator model). The causal model for Eit includes the mediating effect 
that stands for the quality of the job (jmit); thus, before WGP entry (jmit-1) and following the 
WGP (jmit+1). It is assumed that the effect of  posTit  on  Eit is a constant ϕ, considering 
persistent effects throughout the observation period: 
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where jmit stands for the earlier computed continuous variable job-match quality, which is 
the mediating effect of posTit on Eit. As noted above, it captures the effect of the quality of 
the job in at t + 1 and whether a higher-quality job is supposed to affect their future labor 
market returns substantially. Then, ϕ1 is the controlled direct effect of posTit, while fixing 
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the mediator jmit. Given that constant effects are assumed here, this then also equals the 
natural direct effect. Under these assumptions, if ϕ1 is zero, any causal effect that posTit has 
on Eit must flow through the mediator, but it also holds that:
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Where ATE stands for the average treatment effect for the treated and NIE stands for natural 
indirect effect so that by identifying ϕ and ϕ1, the NIE is found. It is assumed that ϕwgp is 
identified through difference-in-difference.  However, that does not automatically 
identify ϕwgp1. It is also assumed that ε1

it is mean independent from posTit. In this context, 
this means to consider no unobserved variables besides  posTit  and the time-(in)variant 
fixed effects influence both jmit and Eit. If this seems plausible, ϕwgp1  is estimated by a 
regression technique of Postit and jmit on Eit that controls for fixed effects. However, that 
also means that the usual advice not to adjust for post-treatment indicators in difference-
in-difference estimations (e.g., counterfactual analyses) becomes moot, precisely because 
of the indirect effect of posTit needs to net out through the mediator jmit. It is expected 
that by adding jmit to model that the main effect of posTit 

as well as the interaction term 
between ϕWGP1 and posTit either turns out insignificant or weakens to a certain extent. 
Each ethnic group is studied separately, namely: Moroccans, Turks, Surinamese, Dutch 
Antilleans, and Other non-Western and Other Western. There are separate analyses 
performed for Moroccans, Turks, Surinamese, and Dutch Antilleans as well as for the geo-
linguistic classifications, but this caused power issues due to insufficient observations 
within each ethnic minority group.

4.4 RESULTS

4.4.1 The job-match quality that follows the WGP

This chapter aims to examine whether participation in the WGP has led to a higher-quality 
job match on short notice compared to those entitled to public activation (i.e., the standard 
model). Furthermore, if such an effect can be found, whether the effect of vocational 
training was felt most strongly by the group of WGP participants (i.e., the mediator model), 
and herewith partially explaining the WGP effect on the higher-quality job match on 
short notice. To start with the qualities of the ensuing jobs crossing the threshold 0.75 
or higher, shown in Table 4.1, the main effect of the job-match quality of the previous 
job (t – 1) in the standard model confirms its positive relationship with the job-match 
quality of the ensuing job (t + 1). However, in Table 4.2, no such significant relationship 
between the main effect of the job-match quality of the previous job and the ensuing job-
match quality are observed crossing the threshold 1.00 or higher. This finding confirms 
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the scarring theories that predict entries in bad jobs in the past negatively influence future 
labor market outcomes. The main effect of the WGP dummy, for the threshold 0.75 or 
higher, suggests that WGP participation increases the probability to acquire a better job 
match following the WGP. However, such effects are not observed for the threshold 1.00 
or higher, except for Moroccans, Turks, Surinamese, and Dutch Antilleans. Concerning the 
job-match quality ≥ 1.00 following each intervention, there is only a positive effect of 
WGP participation for the most established group of ethnic minorities, namely Moroccans, 
Turks, Surinamese, and Dutch Antilleans. Concerning the interaction term between the 
quality of the previous job and WGP participation, there only is a statistically significant 
yet negative interaction term for the group for Moroccans, Turks, Surinamese, and Dutch 
Antilleans. It appears that participants of this ethnic minority group that come from a 
higher-quality previous job are less likely to acquire a job-match quality ≥ 0.75 after they 
left the WGP. There was no significant effect on this interaction term in the analyses on 
the ensuing job-match quality ≥ 1.00 for either of the ethnic minority groups under study.

It was further proposed that WGP participants were more likely to follow vocational 
training than others entitled to public activation. While observing the mediator model, 
the estimates of the main effect of education on acquiring the ensuing job with a quality 
≥ 0.75 are negative but insignificant, except for the Western group of WGP participants 
that seem to benefit from the vocational training offered. The main effects of education 
on the ensuing job-match quality ≥ 1.00 are positive, except for the Western group, 
yet again insignificant. There are considerable optimistic estimates for the interaction 
terms between following vocational training and WGP participation. However, only the 
interaction term for the Western minority group turns out to be significant, yet the main 
effect of WGP participation weakens for all groups under study.
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Table 4.1. Odds ratios on job-match quality ≥ 0.75 by ethnic minority group, from binomial logit models

Job-match quality ≥ 0.75

 
Moroccans,

Turks, Surinamese,
Dutch Antilleans

Other non-Western Western

Variables M1 M2 M3 M4 M5 M6

Control group (ref.) 1.00 (0.00) 1.00 (0.00) 1.00 (0.00) 1.00 (0.00) 1.00 (0.00) 1.00 (0.00)

WGP 3.56*** (0.77) 3.61*** (0.83) 3.09*** (0.73) 2.53*** (0.64) 4.14*** (0.92) 3.84*** (0.90)

Job-match quality (t – 1) 3.23*** (0.84) 3.28*** (0.85) 3.01*** (0.85) 3.02*** (0.86) 2.36** (0.63) 2.59*** (0.71)

x WGP 0.28*** (0.10) 0.28*** (0.10) 0.86 (0.42) 0.82 (0.40) 0.57 (0.23) 0.50+ (0.21)

No education followed (ref.) 1.00 (0.00) 1.00 (0.00) 1.00 (0.00)

Education followed 0.64 (0.36) 0.75 (0.36) 0.34+ (0.20)

Educational attainment (t – 1)

Low educated 0.59 (0.20) 0.61 (0.21) 0.77 (0.27) 0.73 (0.26) 1.00 (0.30) 1.00 (0.31)

Intermediate educated 0.59 (0.21) 0.61 (0.22) 0.60 (0.22) 0.60 (0.22) 0.88 (0.27) 0.92 (0.29)

High educated (ref.) 1.00 (0.00) 1.00 (0.00) 1.00 (0.00) 1.00 (0.00) 1.00 (0.00) 1.00 (0.00)

Unknown 0.43* (0.14) 0.43* (0.14) 0.74 (0.25) 0.72 (0.24) 0.91 (0.24) 0.91 (0.24)

Intercept 0.39 (0.47) 0.44 (0.54) 0.05 (0.07) 0.05 (0.07) 10.36 (16.46) 10.83 (17.24)

NObs. 926 926 769 769 857 857

Log-likelihood -565.45 -565.09 -441.48 -439.27 -483.44 -481.27

LR Chi-square 96.10*** 96.81*** 96.93*** 101.35*** 132.68*** 137.03***

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, robust standard errors in parentheses. Models are controlled for 
age(-squared), years living in the Netherlands, unemployment rate (NUTS-2 Level) and residential area (NUTS-3 
Level). 
Source. Statistics Netherlands (1999-2017)
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Table 4.2. Odds ratios job-match quality ≥ 1.00 by ethnic minority group, from binomial logit models

Job-match quality ≥ 1.00

 

Moroccans,
Turks, Surinamese,

Dutch Antilleans

Other non-Western Western

Variables M1 M2 M3 M4 M5 M6

Control group (ref.) 1.00 (0.00) 1.00 (0.00) 1.00 (0.00) 1.00 (0.00) 1.00 (0.00) 1.00 (0.00)

WGP 1.69* (0.45) 1.68+ (0.47) 1.17 (0.38) 0.89 (0.31) 1.31 (0.36) 1.27 (0.36)

Job-match quality (t – 1) 1.07 (0.36) 1.05 (0.35) 1.16 (0.43) 1.19 (0.44) 1.66 (0.53) 1.78+ (0.58)

x WGP 0.68 (0.30) 0.69 (0.31) 1.50 (0.79) 1.27 (0.68) 0.46+ (0.22) 0.43+ (0.20)

No education followed (ref.) 1.00 1.00 (0.00) 1.00 (0.00)

Education followed 1.43 (0.89) 1.86 (1.17) 0.35 (0.29)

x WGP 0.74 (0.49) 1.37 (0.98) 3.02 (2.66)

Educational attainment (t – 1)

Low educated 2.96+ (1.72) 2.85+ (1.67) 1.27 (0.67) 1.02 (0.55) 2.94** (1.21) 3.03** (1.28)

Intermediate educated 3.13+ (1.88) 3.02+ (1.82) 1.80 (0.95) 1.48 (0.81) 2.19+ (0.92) 2.28+ (0.98)

High educated (ref.) 1.00 (0.00) 1.00 (0.00) 1.00 (0.00) 1.00 (0.00) 1.00 (0.00) 1.00 (0.00)

Unknown 3.32* (1.89) 3.32* (1.88) 1.64 (0.80) 1.50 (0.74) 2.92** (1.11) 2.91** (1.11)

Intercept 1.47 (2.85) 1.22 (2.41) 23.86 (48.33) 24.99 (51.30) 1.81 (2.99) 2.28 (3.81)

N
Ind. 907 907 722 722 850 850

Log-likelihood -400.45 -400.26 -279.49 -275.76 -373.21 -372.23

LR Chi-square 135.46*** 135.83*** 103.31*** 110.75*** 87.36*** 89.32***

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, robust standard errors in parentheses. Models are controlled for age(-
squared), years living in the Netherlands, unemployment rate (NUTS-2 Level) and residential area (NUTS-3 Level). 
Source. Statistics Netherlands (1999-2017)

To examine the size of the WGP effect for participants with different labor market histories, 
in particular, the previous job’s match quality, the predicted probabilities of acquiring a 
job match above either of the two thresholds are plotted at seven values of the previous 
job’s match quality based on the standard model. Figure 4.2 shows these probabilities to 
acquire a job-match quality ≥ 0.75 (upper) and ≥ 1.00 (lower) for each ethnic minority 
group. Concerning the quality of the job match following each intervention crossing 
≥ 0.75, the WGP effect is more pronounced for participants that came from a previous 
job with a lower-quality job. This finding is in direct contrast to those entitled to public 
activation programs only that is in line with the scarring literature. In other words, the WGP 
establishes higher-quality job matches than the public activation program does, whereas 
the latter depends more on the quality of individuals’ previous job matches. 
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Figure 4.2. Predicted probabilities of quality of a job (t + 1) above threshold 0.75 (upper) and 
1.00 (lower) at the values of the quality of the previous job (t - 1)
Note(s). Shaded bars show the 95%-confidence intervals. Predictions are based on the standard 
model (see M1, M3, and M5 of Table 4.1 and Table 4.2)
Source. Statistics Netherlands (1999-2017)

4.4.2 The long-term impact for participating ethnic minorities

The second aim is to examine whether the WGP also led to better long-term labor market 
prospects of ethnic minority groups with different labor market histories. As discussed 
above, the effect of WGP participation on the chances of workers to achieve higher 
levels of employment security (with or without correcting for a proper wage match) 
is investigated up to ten years after each intervention. A set of fixed-effects regression 
models are performed with these two dependent variables and with the dummy WGP 
participants and the dummy indicating the post-intervention period as the independent 



542404-L-bw-Peijen542404-L-bw-Peijen542404-L-bw-Peijen542404-L-bw-Peijen
Processed on: 11-9-2020Processed on: 11-9-2020Processed on: 11-9-2020Processed on: 11-9-2020 PDF page: 133PDF page: 133PDF page: 133PDF page: 133

Ethnic Minorities | 133

4

variables, i.e., the standard model. Further interest goes to whether the effect WGP 
participation can be accounted for by the higher-quality job match following the WGP 
compared with that of public activation. Therefore, the mediator of the job-match quality 
is added to the model—that means the quality of the job before and after either of the 
two different interventions—to identify the additional effect that WGP participation has 
over the long-term labor market prospects from jobs of various qualities (see Table 4.3 
and 4.4).

The main effect of the post-intervention period shown in Table 4.3 and 4 confirm that all 
ethnic minority groups entitled to public activation programs improve their labor market 
outcomes in the long run. More importantly, the interaction term between WGP and the 
post-intervention dummy indicates that WGP participants have additional higher levels of 
employment security in the post-intervention period than the control group, except for 
the most established minority group Moroccans, Turks, Surinamese, and Dutch Antilleans. 
The interaction term between WGP and the post-intervention dummy indicates that WGP 
participants of all ethnic minority groups have an additional effect on their employment 
security (corrected for a proper wage match) in the post-intervention period compared 
with members of the control group entitled to public activation only. However, the 
effect for Moroccans, Turks, Surinamese, and Dutch Antilleans is not as pronounced as 
for the other ethnic minority groups. The most established group of ethnic minorities, 
namely Moroccans, Turks, Surinamese, and Dutch Antilleans, do not significantly improve 
their long-term employment security by WGP participation per se. Nevertheless, they 
do improve their employment security (corrected for a proper wage match) up to ten 
years after the intervention compared with those who were entitled to public activation 
programs only, albeit modestly.
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Table 4.3. Unstandardized coefficients on the level of employment security by ethnic minority group, 
from fixed-effects regression models

Employment security
Moroccans,

Turks, Surinamese,
Dutch Antilleans

Other
non-Western

Western

Variables M1 M2 M3 M4 M5 M6

Pre-intervention period (ref.)

Post intervention 0.07** (0.02) 0.04+ (0.02) 0.06* (0.02) 0.01 (0.02) 0.06* (0.02) 0.02 (0.02)

x WGP 0.02 (0.03) -0.04 (0.03) 0.10** (0.04) 0.01 (0.04) 0.11** (0.03) 0.03 (0.03)

Quality of job 0.25*** (0.03) 0.29*** (0.03) 0.28*** (0.03)

Intercept 2.68** (0.83) 2.73*** (0.78) 1.01 (0.80) 0.60 (0.65) 3.70*** (1.11) 3.46** (1.20)

σ𝜇 1.36 1.37 0.71 0.79 1.73 1.64

σϵ 0.29 0.27 0.31 0.29 0.31 0.29

ρ 0.96 0.96 0.84 0.88 0.97 0.97

N
Obs.

1,573 1,573 1,299 1,299 1,417 1,417

NInd. 790 790 653 653 712 712

R2    

overall 0.01 0.02 0.00 0.00 0.01 0.02

within 0.09 0.19 0.12 0.21 0.17 0.26

between 0.01 0.02 0.00 0.00 0.02 0.03

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, robust standard errors in parentheses.  Models are controlled for 
age(-squared), position in the household interacted with sex, local unemployment rate (NUTS-2 Level) and the 
residential area (NUTS-3 Level).
Source. Statistics Netherlands (1999-2017)



542404-L-bw-Peijen542404-L-bw-Peijen542404-L-bw-Peijen542404-L-bw-Peijen
Processed on: 11-9-2020Processed on: 11-9-2020Processed on: 11-9-2020Processed on: 11-9-2020 PDF page: 135PDF page: 135PDF page: 135PDF page: 135

Ethnic Minorities | 135

4

Table 4.4. Unstandardized coefficients on the level of employment security (corrected for a proper 
wage match) by ethnic minority group, from fixed-effects regression models

Employment security (corrected for a proper wage match)
Moroccans,

Turks, Surinamese, 
Dutch Antilleans

Other
non-Western

Western

Variables M1 M2 M3 M4 M5 M6

Pre-intervention period (ref.)

Post intervention -0.05*** (0.02) -0.07*** (0.01) -0.04** (0.01) -0.06*** (0.01) -0.03* (0.02) -0.05** (0.02)

x WGP 0.04 (0.02) -0.01 (0.02) 0.06** (0.02) 0.02 (0.02) 0.06** (0.02) 0.02 (0.02)

Quality of job 0.17*** (0.02) 0.13*** (0.02) 0.13*** (0.02)

Intercept 0.45 (0.68) 0.48 (0.63) -0.21 (0.58) -0.39 (0.66) 0.23 (0.98) 0.12 (1.10)

σ𝜇 0.41 0.44 0.40 0.41 0.44 0.40

σϵ 0.21 0.20 0.17 0.16 0.20 0.19

ρ 0.79 0.82 0.85 0.86 0.84 0.82

NObs. 1,573 1,573 1,299 1,299 1,417 1,417

NInd. 790 790 653 653 712 712

R2    

overall 0.00 0.00 0.00 0.00 0.01 0.02

within 0.06 0.15 0.07 0.13 0.10 0.15

between 0.00 0.00 0.00 0.00 0.01 0.01

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, robust standard errors in parentheses. Models are controlled for 
age(-squared), position in the household interacted with sex, local unemployment rate (NUTS-2 Level) and the 
residential area (NUTS-3 Level).
Source. Statistics Netherlands (1999-2017)

Once the mediator of the job-match quality is included, the interaction term between 
WGP participants and the post-intervention dummy variables become insignificant for the 
Other non-Western and Western minority groups. Concerning the employment security 
(corrected for a proper wage match), the interaction terms between WGP participants and 
the post-intervention dummy variables weaken considerably for all minority groups. These 
insignificant and reduced estimates on the interaction terms seem to suggest that the 
positive long-term effect of WGP participation can (partially) be explained by the quality 
of the job following the WGP compared with that of those entitled to public activation 
programs. The main effect of the post-intervention period also weakens, indicating the 
impact for those entitled to public activation programs only. However, the reduction is not 
as considerable as the total effect for WGP participants. 

The level of employment security (upper) and employment security (corrected for a proper 
wage match) (lower) based on the standard model is plotted using the predicted margins 
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(see Figure 4.3) to examine the long-term impact of WGP participation for participants 
compared with others entitled to the public activation program. At first glance, the effect 
of WGP participation is nearly zero for Moroccans, Turks, Surinamese, and Dutch Antilleans, 
showing only a small long-term impact on their employment security (corrected for a 
proper wage match). The other ethnic minority groups significantly improve both their 
level of employment security (with or without correcting for a proper wage match) up 
to ten years after completion of the WGP. Besides, it applies to all ethnic minority groups 
under study that the higher-quality job match partially explains the long-term effect 
of WGP participation over that of the standard activation program on both dependent 
variables.

Figure 4.3. Predicted margins of the level of employment security (upper) and employment 
security (corrected for a proper wage match) (lower), pre and post-intervention period 
Note(s). Shaded bars show the 95%-confidence intervals based on the standard model. Predictions 
are based on the standard model (see Table 4.7 and Table 4.8)
Source. Statistics Netherlands (1999-2017)
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4.5 CONCLUSIONS AND DISCUSSION

The labor market integration of ethnic minorities craves for measures at different levels 
of education, (further) training as well as social inclusion, precisely because the stock 
of human capital differs substantially between these workers. The involvement of the 
business sector in the process of policymaking is considered to be crucial to synchronize 
labor supply and demand. In the Netherlands, the standard activation program neither 
invests in private-sector work experience nor vocational training. Due to the policy 
change that no longer supports special target groups, each unemployed worker in the 
Netherlands is treated equally. Both the short and long-term labor market outcomes are 
compared to participants of the WGP, i.e., the job-match quality, employment security, 
and employment security (corrected for a proper wage match) with others entitled to the 
public activation program that did not have a skill-building component as such.

The contribution to the broader scientific debates on the labor market reintegration of 
ethnic minorities is multiple. First, WGP participants acquire higher-quality job matches 
after the WGP than those entitled to public activation, which confirms hypothesis 4.1. 
Besides, the WGP enables workers that come from lower-quality jobs to acquire higher-
quality job matches following the WGP than the control group. There is no explicit support 
to confirm hypothesis 4.2 that proposes” that most of the WGP effect can be explained 
by the vocational component of the company-based scheme compared with activation. 
Second, there is clear evidence for hypothesis 4.3 proposing that a substantial investment 
in individuals’ human capital has led to higher levels of employment and employment 
security (corrected for a proper wage match) in the future for Western and non-Western 
workers over ten years. However, the most established and largest minority groups in the 
Netherlands, namely Moroccans, Turks, Surinamese, and Dutch Antilleans, seem not to 
benefit from the WGP’s vocational component. 

There may be several explanations for this. One reason may be that particularly the second 
generation of immigrants have better access to the Dutch education system, compared 
with the other Western and non-Western groups, still suffering from the ongoing 
negative stigma (see Liechti et al., 2017). The second reason may be, particularly for other 
Western and non-Western groups, any form of investment in their human capital works 
out considerably, precisely because of the Dutch educational system, which is not easily 
accessible for newcomers. Besides, many newcomers from, as, for instance, Syria, are high-
educated people, but their qualifications are not recognized (Zorlu and van der Welle, 
2016). Third, there is support for hypothesis 4.4 that the long-term program effect confers 
an advantage on participants’ careers, as demonstrated by the mediating effects of the 
quality of the job match following each intervention on both the level of employment 
security (with or without correcting for a proper wage match). This finding provides 
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support for the stepping-stone hypothesis for the WGP. This effect is present for activation, 
but the effect was more substantial for WGP participation. Overall, the findings are in 
line with Card, Kluve and Weber (2018), showing positive long-term impacts for ethnic 
workers who participated in human capital programs, while there are no negative long-
term impacts for the control group entitled to a workfare-oriented activation program. In 
line with Gerards et al. (2014), there is a considerable positive short-term impact for WGP 
participants, and also for those who belong to an ethnic minority group as shown here, as 
well as on the quality of the job match. Only, among WGP participants, there is a setback 
in their level of employment security (with or without correcting for a proper wage match) 
in the second year after they have left the program.

From a policy perspective, the positive long-term impact of the WGP, as identified in the 
present chapter, could open up new policy pathways focusing on direct private-sector 
employment in combination with vocational training. The current activation program 
implies that many ethnic minority groups are left aside and do not substantially improve 
their labor market position utilizing this generic approach. Because of this problematic 
situation, the Dutch government is reconsidering its approach and is striving to improve 
the labor market position of ethnic minority groups, for instance, through work-
experience programs in combination with vocational training to equip workers with 
the desired skills. From this perspective, the experiences of participants in the WGP are 
relevant for policymakers. It is quite reasonable that activation, due to its strict guidelines 
and impending sanctions, reduces the number of beneficiaries nationwide. However, 
this chapter makes it clear that activation does not necessarily lead to more sustainable 
careers for this particular group of ethnic minorities. Many among them experience lower 
levels of employment security and reduced employment security (corrected for a proper 
wage match). It can be argued that investing in obtaining a Dutch degree is of great value 
to ethnic minority groups and the Netherlands as a recipient society since it represents 
skills, values, and norms, as well as an essential signaling device for employers (Euwals et 

al., 2010; de Lange et al., 2019).
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APPENDIX IV

Table 4.5. The geo-linguistic classification for the Netherlands

Category Countries
The Netherlands The Netherlands
Belgium Belgium
Indonesia/former Dutch East Indies Indonesia
Morocco Morocco
Turkey Turkey
Anglo-Saxon countries Australia, Canada, Gibraltar, Ireland,  Isle  of Man, Channel Islands, 

New Zealand, United States, United Kingdom, South Africa
German-speaking countries Germany, Liechtenstein, Luxembourg, Austria, Switzerland

Scandinavian countries Denmark, Faroe Islands, Finland, Greenland, Iceland, Norway, 
Sweden

Mediterranean countries Andorra, Cyprus,  France,  Greece,  Israel,  Italy, Malta, Monaco, 
Portugal, San Marino, Spain

Central and Eastern Europe Albania, Armenia, Bosnia and Herzegovina, Bulgaria, Estonia, 
Georgia, Hungary, Kosovo, Croatia, Latvia, Lithuania, Macedonia, 
Moldova, Montenegro, Ukraine, Poland, Romania, Russia, Serbia, 
Slovenia, Slovakia, Czech Republic, former Yugoslavia, former Soviet 
Union, former Czechoslovakia, Belarus

Arab countries Algeria, Arab Democratic Republic of Sahara, Bahrain, Egypt, 
Iraq, Yemen, Jordan, Kuwait, Lebanon, Libya, Oman, Palestinian 
Authority, Qatar, Saudi Arabia, Syria, Tunisia, United Arab Emirates

Latin America United States Virgin Islands, Anguilla, Antigua and Barbuda, 
Argentina, Bahamas, Barbados, Belize, Bermuda, Bolivia, British 
Virgin Islands, Brazil, Chile, Colombia, Costa Rica, Cuba, Dominica, 
Dominican Republic, Ecuador, El Salvador, Falkland Islands, 
French Guiana, Grenada, Guadeloupe, Guatemala, Guyana, 
Haiti, Honduras, Jamaica, Cayman Islands, Martinique, Mexico, 
Montserrat, Nicaragua, Panama, Panama Canal Zone, Paraguay, 
Peru, Puerto Rico, Saint Kitts and Navis, Saint Lucia, Saint Vincent 
and Grenadines, Trinidad and Tobago, Turks and Caicos Islands, 
Uruguay, Venezuela

Sub-Saharan Africa Angola, Benin, Botswana, Burkina Faso, Burundi, Central African 
Republic, Comoros, Congo-Brazzaville, Congo-Kinshasa, Djibouti, 
Equatorial Guinea, Eritrea, Ethiopia, Gabon, Gambia, Ghana, 
Guinea, Guinea-Bissau, Ivory Coast, Cape Verde, Cameroon, Kenya, 
Lesotho,  Liberia, Madagascar, Malawi, Mali, Mauritania, Mauritius, 
Mayotte, Mozambique, Namibia, Niger, Nigeria, Reunion, Rwanda, 
Sao Tome and Principe, Senegal, Seychelles, Sierra Leone, Saint 
Helena, Sudan, Somalia, Swaziland, Tanzania, Togo, Chad, Uganda, 
Zambia, Zimbabwe, South Sudan

South Asia Bangladesh, Bhutan, British  territories  in the  Indian  Ocean, 
India, Maldives, Nepal, Pakistan, Sri Lanka

Central Asia Afghanistan, Azerbaijan, Iran, Kazakhstan, Kyrgyzstan, Uzbekistan, 
Tajikistan, Turkmenistan
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Category Countries
Southeast Asia and the Pacific American Samoa, Burma, Brunei, Cambodia, Cook Islands, Fiji, 

Philippines, French Polynesia, Guam, Kiribati, Laos, Malaysia, 
Marshall Islands, Micronesia, Nauru, New Caledonia, Northern 
Mariana Islands, Palau, Papua New Guinea, Singapore, Solomon 
Islands, Western Samoa, Thailand, Timor-Leste, Tonga, Tuvalu, 
Vanuatu, Vietnam, Wallis and Futuna

East Asia China, Hong Kong, Japan, Macau, Mongolia, North Korea, Taiwan, 
South Korea

Former West Indian colonies Suriname, former Netherlands Antilles (Caribbean Netherlands, 
Aruba, Curacao and St Maarten)

Source. The Netherlands Scientific Council for Government Policy (WRR)

Table 4.6. Balance check in creating the treatment and control group (Chapter 4)

Mean t-test

Variables

WGP
(N = 1,171)

Control
group

(N = 1,171)

t p > t

Labor market history (Past two years)
Month in any form of employment 14.17 14.09 0.28 0.78
Number of unemployment spells 0.35 0.38 -1.04 0.30
Wage earned 13290.00 12727.00 0.74 0.46
Number of employers
0 0.24 0.23 0.58 0.56
1 0.28 0.28 -0.05 0.96
2 0.18 0.18 0.48 0.63
3 0.11 0.11 0.00 1.00
4 0.07 0.08 -0.69 0.49
5 or more 0.11 0.12 -0.70 0.49
Information about individuals’ previous job
Highest daily wage 2.87 2.87 0.02 0.99
Part-time factor 0.77 0.77 -0.34 0.73
Subsidized job 0.04 0.05 -0.91 0.37
Statuses in the year of matching
Unemployed 0.57 0.55 0.82 0.41
Disabled 0.10 0.12 -1.83 0.07
Full-time student 0.09 0.09 0.07 0.94
Ethnic minority group
Moroccans/Turks/Surinamese/Dutch Antilleans 0.36 0.36 0.43 0.67
Other non-Western 0.30 0.29 0.76 0.45
Western 0.34 0.36 -1.16 0.25
Geo-linguistic classification
Former Dutch East Indies (current Indonesia) 0.03 0.03 -0.49 0.63
Belgium 0.03 0.03 -1.10 0.27
Turkey 0.13 0.12 0.25 0.80
Morocco 0.11 0.11 -0.52 0.60
Anglo-Saxon countries 0.02 0.02 -0.74 0.46
German-speaking countries 0.05 0.05 -0.67 0.50
Scandinavian countries 0.00 0.00 -0.45 0.66
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Mean t-test

Variables

WGP
(N = 1,171)

Control
group

(N = 1,171)

t p > t

Mediterranean countries 0.02 0.02 -0.43 0.67
Central and Eastern Europe 0.14 0.14 0.06 0.95
Arab countries 0.06 0.05 0.45 0.65
Latin America 0.03 0.03 -0.72 0.47
Sub-Sahara Africa 0.10 0.09 1.10 0.27
South Asia 0.01 0.01 0.69 0.49
Central Asia 0.06 0.06 0.26 0.80
Southeast Asia and the Pacific 0.08 0.08 0.30 0.77
East Asia 0.01 0.02 -1.16 0.25

Former Dutch West Indies 
(current Suriname and former Netherlands Antilles)

0.13 0.12 0.87 0.39

Parental information
Foreign-born father 0.95 0.94 0.36 0.72
Foreign-born mother 0.93 0.92 0.83 0.41
Generation
1st generation – foreign-born 0.76 0.75 0.57 0.57
2nd generation – born in the Netherlands 0.24 0.25 -0.57 0.57
Data availability

First occurrence in data 
(for foreign-born individuals only)a 495.92 515.97 -0.57 0.57

Availability in the datab 9.13 9.13 0.03 0.98
Age 33.55 33.18 0.95 0.34
Sex
Male 0.59 0.58 0.42 0.68
Female 0.41 0.42 -0.42 0.68
Educational attainment
Low educated 0.54 0.53 0.58 0.56
Intermediate educated 0.35 0.36 -0.91 0.37
High educated 0.11 0.11 0.46 0.64
Unknown 0.57 0.57 0.00 1.00
Field of study (1-digit ISCED1997-Field)
General programs 0.12 0.11 0.77 0.44
Education 0.01 0.01 -0.69 0.49
Humanities and Arts 0.02 0.01 1.10 0.27
Social Sciences, Business, and Law 0.11 0.11 -0.39 0.70
Science, Mathematics, and Computing 0.02 0.02 -0.60 0.55
Engineering, Manufacturing, and Construction 0.10 0.10 -0.14 0.89
Agriculture and Veterinary 0.00 0.00 0.00 1.00
Health and Welfare 0.01 0.01 -0.56 0.58
Services 0.04 0.03 0.56 0.58
Not known or unspecified 0.02 0.03 -0.68 0.50
Missing 0.56 0.56 0.00 1.00
Position in household
Single 0.28 0.28 0.14 0.89
Partner without children 0.16 0.19 -1.61 0.11
Partner with children (youngest child < 5  years old) 0.21 0.20 0.77 0.44
Partner with children (youngest child ≥ 5  years old) 0.10 0.10 0.34 0.73
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Mean t-test

Variables

WGP
(N = 1,171)

Control
group

(N = 1,171)

t p > t

Lone parent (youngest child < 5  years old) 0.04 0.05 -1.33 0.18
Lone parent (youngest child ≥ 5  years old) 0.04 0.04 0.22 0.83
Child living in parents' home 0.13 0.12 0.86 0.39
Other 0.04 0.04 0.43 0.67
Position in household x Female
Single x Female 0.21 0.22 -0.60 0.55
Partner without children  x Female 0.10 0.11 -1.34 0.18

Partner with children (youngest child < 5  years old)   x Female 0.06 0.06 0.60 0.55

Partner with children (youngest child ≥ 5  years old)  x Female 0.06 0.06 0.09 0.93

Lone parent (youngest child < 5  years old)   x Female 0.04 0.05 -1.33 0.18
Lone parent (youngest child ≥ 5  years old)  x Female 0.04 0.04 0.22 0.83
Child living in parents' home  x Female 0.04 0.04 -0.42 0.68
Other x Female 0.01 0.01 0.50 0.62
Part of the Netherlands
North 0.11 0.10 0.27 0.79
East 0.18 0.18 0.21 0.83
West 0.12 0.12 -0.19 0.85
South 0.59 0.59 -0.21 0.84
PS R2 LR Chi2 P > Chi2 Mean Bias B R %Var
0.01 34.27 1.000 2.3 24.3 1.00 38

Note(s). The abovementioned estimates of the pstest (i.e., means and t-test estimates) is a summary of the 
years 1999-2014. Considering the size of the dataset and due to memory restrictions of the remote-access 
environment, the matching procedure was cut up in years (1999-2014) and consisted of 16 separate 
PSM procedures. Estimates of the pstest for each year are available at the author(s) upon request. Statistics 
Netherlands prohibits to export the kernel density plot, but the lines representing the treatment and control 
group are entirely overlapping. Educational attainment is based on the 1-digit ISCED2011-Level, where Low 
educated represent the levels 0-2, Intermediate educated represent the levels 3-4, and High educated represent 
the levels 5-8. Unregistered indicates that individuals neither received any unemployment benefits nor social 
assistance nor disability benefits, but did report themselves at the local employment office.
a For foreign-born individuals (1st generation) only, the 2nd generation gets the value of 0 
b   Number of future years available for each individual in the data (maximum is ten years)
Source. Statistics Netherlands (1999-2017).
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Table 4.7. Unstandardized coefficients on the level of employment security in the post-intervention 
years by ethnic minority group, from fixed-effects panel regression models

Employment security
Moroccans,

Turks, Surinamese, 
Dutch Antilleans

Other
non-Western

Western

Variables M1 M2 M3

Post-intervention period (ref. = 0)

1 0.12*** (0.02) 0.09*** (0.02) 0.13*** (0.02)

2 0.11*** (0.02) 0.10*** (0.03) 0.14*** (0.02)

3 0.12*** (0.02) 0.12*** (0.03) 0.11*** (0.03)

4 0.10*** (0.03) 0.09** (0.03) 0.12*** (0.03)

5 0.10*** (0.03) 0.07* (0.03) 0.14*** (0.03)

6 0.10*** (0.03) 0.06 (0.04) 0.13*** (0.03)

7 0.11** (0.03) 0.06 (0.04) 0.15*** (0.03)

8 0.10** (0.04) 0.05 (0.04) 0.14*** (0.04)

9 0.11** (0.04) 0.06 (0.04) 0.17*** (0.04)

10 0.12** (0.04) 0.09+ (0.05) 0.16*** (0.04)

x WGP 

1 -0.09*** (0.02) 0.02 (0.03) -0.00 (0.03)

2 -0.03 (0.03) 0.13*** (0.04) 0.06 (0.03)

3 -0.02 (0.03) 0.13*** (0.04) 0.12*** (0.03)

4 -0.02 (0.03) 0.14*** (0.04) 0.10** (0.03)

5 -0.01 (0.03) 0.17*** (0.04) 0.08* (0.04)

6 0.01 (0.03) 0.19*** (0.04) 0.10** (0.04)

7 0.01 (0.03) 0.17*** (0.04) 0.12** (0.04)

8 0.01 (0.03) 0.18*** (0.04) 0.14*** (0.04)

9 -0.02 (0.04) 0.12** (0.04) 0.15*** (0.04)

10 -0.03 (0.04) 0.10* (0.04) 0.14*** (0.04)

Intercept 0.33** (0.12) 0.23+ (0.14) 0.40*** (0.10)

σ𝜇 0.29 0.30 0.32

σϵ 0.31 0.32 0.31

ρ 0.47 0.48 0.52

NObs. 11,531 9,557 10,829

NInd. 870 716 802

R2    

overall 0.11 0.11 0.10

within 0.13 0.20 0.18

between 0.09 0.05 0.06

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, robust standard errors in parentheses. Estimates are controlled 
for time-fixed effects (years), unemployment rate, regional area, educational attainment, and position in the 
household (incl. youngest child’s age) interacted with sex. 
Source. Statistics Netherlands (1999-2017).
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Table 4.8. Unstandardized coefficients on the level of employment security (corrected for a proper 
wage match) in the post-intervention years from fixed-effects panel regression models by ethnic 
minority group

Employment security (corrected for a proper wage match)
Moroccans,

Turks, Surinamese, 
Dutch Antilleans

Other
non-Western

Western

Variables M1 M2 M3

Post-intervention period (ref. = 0)

1 0.03 (0.02) 0.02 (0.02) 0.09*** (0.02)

2 0.04* (0.02) 0.04+ (0.02) 0.06** (0.02)

3 0.07** (0.02) 0.03 (0.03) 0.07** (0.02)

4 0.07** (0.03) 0.06* (0.03) 0.07** (0.03)

5 0.07* (0.03) 0.06* (0.03) 0.09*** (0.03)

6 0.07* (0.03) 0.04 (0.03) 0.10*** (0.03)

7 0.11** (0.03) 0.05 (0.03) 0.10** (0.03)

8 0.10** (0.04) 0.02 (0.04) 0.12*** (0.04)

9 0.08* (0.04) 0.03 (0.04) 0.13** (0.04)

10 0.08+ (0.04) 0.03 (0.04) 0.11 (0.04)

x WGP 

1 -0.02 (0.03) 0.05+ (0.03) -0.01 (0.03)

2 -0.02 (0.03) 0.02 (0.03) 0.04 (0.03)

3 0.00 (0.03) 0.08* (0.03) 0.07* (0.03)

4 -0.00 (0.03) 0.05 (0.03) 0.08** (0.03)

5 0.03 (0.03) 0.04 (0.03) 0.08** (0.03)

6 0.01 (0.03) 0.04 (0.03) 0.08** (0.03)

7 -0.00 (0.03) 0.06+ (0.03) 0.08* (0.03)

8 -0.00 (0.03) 0.08** (0.03) 0.05 (0.03)

9 0.01 (0.03) 0.08** (0.03) 0.05 (0.03)

10 0.03 (0.03) 0.07** (0.03) 0.07* (0.04)

Intercept 0.23** (0.08) 0.24*** (0.07) 0.37*** (0.06)

σ𝜇 0.24 0.21 0.24

σϵ 0.29 0.27 0.28

ρ 0.41 0.39 0.43

NObs. 10,307 8,591 9.809

NInd. 852 702 788

R2    

overall 0.02 0.02 0.03

within 0.09 0.07 0.08

between 0.00 0.00 0.01

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, robust standard errors in parentheses. Estimates are controlled 
for time-fixed effects (years), unemployment rate, regional area, educational attainment, and position in the 
household (incl. youngest child’s age) interacted with sex. 
Source. Statistics Netherlands (1999-2017).
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5.1 INTRODUCTION

Traditionally, the Netherlands lags far behind other Western and Northern European 
countries in terms of the percentage of labor market participation of (partially) disabled 
people (hereinafter: disabled people), notwithstanding its high average rates of labor 
participation (Eurostat, 2014). In Europe, many people with disabilities are excluded from 
the labor market in terms of finding and retaining jobs (European Commission, 2016). 
Most recent numbers from the Netherlands of the year 2017 show an unemployment rate 
among disabled people of 9.6%, while this was only 4.5% for those without disabilities 
(Statistics Netherlands, 2019). Besides, the priority of Dutch employers in hiring people 
with a disability is relatively low. Only 17% of Dutch employers have employees from this 
vulnerable group. Moreover, only a third of the Dutch employers feel responsible for hiring 
disabled people, and another third do not see the inclusion of this group of workers as 
their responsibility (Versantvoort and van Echtelt, 2016).

In most European countries, the rehabilitation services have remained underdeveloped, 
only providing access to their regular public employment services - even when specialized 
rehabilitation services are available—to unemployed individuals with disabilities 
(European Commission, 2016). Generally, public rehabilitation enforces job-search efforts 
in combination with job-search assistance (see Hanif et al., 2017), but also through 
impending sanctions in the form of reduced benefits or the temporary withdrawal 
thereof. Experts assess the personal preferences and the capacities of people with 
disabilities to determine suitable jobs and consider the necessity of training (Hoekstra 
et al., 2004). During the period studied, persons with (early-age) labor disabilities had the 
right to receive support in finding paid work, including reintegration, training and an on-
trial period for placement with an employer, provided by either the Employee Insurance 
Agency or the municipality. Other groups of people with disabilities had more limited 
support with some possibilities to engage in additional employment or specific training 
offered by the municipalities. Unemployed individuals with disabilities mostly remain at 
home and submit applications with limited employment support (see Box 5.1).
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Box 5.1. History on public rehabilitation

Up to the late 1990s, the conditions to qualify for a disability benefit in the Netherlands were 
relatively permissive. Only a degree of incapability for working of 15% was required to get 
entitled to disability benefits (Geurts, Kompier and Gründemann, 2000). In the early 2000s, 
the eligibility criteria for disability benefits became stricter in order to curb the inflows into 
the disability benefit scheme (Koning and Lindeboom, 2015). Additionally, the reassessment 
operation examined disability benefit recipients under the new and stricter criteria (Garcia 
Mandico et al., 2016). Under these new criteria, many workers with disabilities were 
considered to able to perform labor and were required to find a job. However, supported 
with job-counseling sessions, training and on-trial placements in order to prevent them 
from entering the disability scheme (Hoekstra et al., 2004). As a result of these stricter criteria, 
many workers with disabilities needed to perform paid work again. Many of the workers 
with a disability find themselves unemployed and occupied jobs below their skill level, 
including the so-called subsidized sector,  i.e., sheltered employment. This sector consists of 
jobs, as, for instance, the city watch, ticket inspector in public transport, urban greenery, and 
a janitor at a primary school). 

The Dutch Disability Benefit Scheme (Arbeidsongeschiktheidsverzekering [WAO] in 
Dutch) is mandatory for all employed workers to contribute to and provides insurance for 
70% of the income loss in case of disabilities. Every worker is eligible for claiming disability 
benefits after two years of sickness absence—when the obligation of the employer to 
continue paying the wage ends—and in case of a sudden illness or disability. Disability 
claims are assessed by the Employee Insurance Agency or the municipality that, with the 
help of an insurance doctor and a labor-market expert, diagnoses the impairment or disease 
but also the individual’s degree of incapacity for work.

Under the 2015 Participation Act, combining the Work and Social Assistance Act (Wet 
werk en bijstand in Dutch) and the Social Employment Law (Wet sociale werkvoorziening in 
Dutch), the Dutch government aims to minimize the number of workers with a disability 
working in (entirely) subsidized jobs and to raise their numbers working in regular 
employment instead. Together with social partners and labor unions, the Dutch government 
wants to create an additional 125,000 jobs in total should be reserved for workers with a 
disability from which 25,000 jobs in the public sector in 2026 (Banenafspraak in Dutch). 
Today in the Netherlands, every unemployed worker with a disability can get support from 
either the Employee Insurance Agency or the municipality to get back into the labor market, 
i.e., activation policy in combination with job coaches subsidized by the Dutch government, 
on-trial placements (e.g., social-employment jobs), or start-up loans for self-employment.

The primary concern with this approach remains that, because of the limited skill formation 
in this public approach, workers might get steered into lower-quality and subsidized jobs. 
These positions offer little chance for this group of workers to progress in their careers. 
In practice, employers offer limited career growth opportunities to employees who may 
leave the firm soon because of their disabilities. Take, for instance, possibilities for further 
training, promotion, or an open-ended contract. The benefits of such investments are 
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unlikely to be reaped for an extended period (Fouarge et al., 2012). Employers may use 
the provided subsidies to acquire a flexible pool of employees to fill up vacancy gaps 
and to adjust to workload fluctuations (Kalleberg, Reskin and Hudson, 2000) without a 
strong commitment to integrating disabled people to the fullest (Jaenichen and Stephan, 
2011; Bredgaard, 2018). A more inclusive and supply-side approach might be needed to 
integrate people with disabilities better so that workers themselves can take matters into 
their own hands without being dependent too much on the generosity of subsidies and 
boost their human capital (Shima, Zólyomi and Zaidi, 2008; Eichhorst et al., 2010). 

The WGP offers the opportunity to follow vocational education up to upper secondary 
education (i.e., ISCED2011-Level 3), which is essential in the Dutch labor market. 
Participants might be enrolled in this vocational track for two reasons. They either 
do not possess such a qualification yet or if they are unable to continue their current 
profession precisely because of their disability and need retraining in another field of 
study to safeguard their careers. This chapter observes the long-term effect of this work-
experience program for individuals with a disability compared with that of being engaged 
in public rehabilitation to support individuals with disabilities back into the labor market. 
The question addressed in this chapter is: to what extent do individuals with a disability 

participating in this company-based work-experience program fare better in their careers (i.e., 

level of employment and employment security corrected for a proper wage match) than similar 

individuals with disabilities engaged in public rehabilitation? If any such effect can be observed, 

to what extent can the provision of vocational education during the WGP account for this long-

term effect?

The innovative approach of this chapter lies in the combination of national register data 
with Philips’ personnel registration system. In doing so, the impact of this company-
based program can be compared to that of public rehabilitation up to ten years later by 
constructing a matched control group based on a substantial number of pre-treatment 
characteristics and labor market history (e.g., reducing heterogeneity). Many studies that 
conducted such a difference-in-difference estimation are not able to observe career 
outcomes over such a long time horizon (Cook, Burke-Miller and Roessel, 2016; Leinonen 
et al., 2019). Earlier studies on vocational rehabilitation focus on the short-term exit rates to 
employment (Lammerts et al., 2017; de Boer et al., 2018), for instance, finding a job above 
the statutory minimum wage (Dutta et al., 2008; Rast, Roux and Shattuck, 2020). However, 
little is known about the exact quality of the ensuing employment for disabled workers in 
both the short and long run. This chapter uses an employment measure that compares 
the wages of individuals with disabilities with that of individuals without disabilities based 
on wage information of the entire Dutch labor force, providing more insight into the 
inequalities compared with regular workers. Furthermore, the role of following vocational 
education is addressed, while many (public) rehabilitation initiatives often offer less in-
depth forms of treatment. 
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5.2 THEORY AND HYPOTHESES

5.2.1 Reducing the potential loss in productivity

During the hiring process, employers refer to past work experience and educational 
qualifications as signals for assessing the potential productivity of potential employees. 
These signals listed in résumés help to solve the problem of imperfect information of 
employers in assessing the potential employees as a screening device. Educational 
qualifications are clear signals but also the labor market history of workers as an additional, 
and perhaps the most crucial selection criterion (Vishwanath, 1989; Pissarides, 1992) 
shows how the acquired skills have been applied in the workplace. 

Reference can be made to stigmatization, originating from the signaling theory (Spence, 
1973), suggesting that differences in labor market outcomes arise from the uncertainty 
about individuals’ productive capabilities (Becker, 1962), leading to this stigmatization. 
The stock of human capital of workers indicates employers of the hiring costs involved, 
needed to be invested in on-the-job training to allow these potential employees to 
perform adequately in the workplace (Diprete et al., 1997; Gangl, 2004). However, it is even 
more worrying that having worked in either lower-quality or subsidized jobs may also 
worsen the stigma attached to these workers, who will, perhaps, more than before be 
labeled as problem cases (Marx, 2001; Bonoli and Mouline, 2012).

A disability, or having either partially or fully recovered from a disability, brings more limited 
labor market chances compared with regular employees, which means employees without 
disabilities (Burke et al., 2013; Brouwers, 2020; Cheatham and Randolph, 2020). Explanations 
for these lower prospects partly point to the general assumption of employers towards 
individuals with disabilities of being less productive (Unger, 2000; Scheid, 2005; Lalvani, 
2015). This postulation depends, of course, on individuals’ educational qualifications, 
past work experience, the degree of incapacity for working, and the kind of disability. 
Nonetheless, almost every worker with a disability needs some accommodation of the 
workplace and extra supervision to perform adequately in his or her job, leading to 
additional costs. As noted earlier, individuals with a disability may have a weak labor market 
history because of their incapability for working, but also due to the relatively generous 
Dutch disability scheme in the past. Take, for instance, the large numbers of reassessed 
individuals with a disability that may have induced them to withdraw themselves from 
the labor market for a considerable period. Furthermore, individuals’ age, ethnic minority 
group, and parenthood in combination with sex play their part in the process as well 
(Mincer, 1974; Hakim, 2002; Karren and Sherman, 2012; Mooi-Reci and Ganzeboom, 2015; 
Gracia, Vázquez-Quesada and Van de Werfhorst, 2016; Cheatham and Randolph, 2020).
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5.2.2 Investment in human capital and working in a competitive 
environment

A work-experience program, such as the WGP, attempts to reduce the risks aversion 
of potential prospective employers that are associated with the higher expected 
hiring and ongoing costs of hiring individuals with a disability. Philips aims to increase 
participants’ productivity levels by building up relevant work experience and training and 
thus decreasing the initial hiring costs for potential prospective employers. While WGP 
participants search for jobs, they presumably also benefit from the positive signaling effect 
of putting the brand of Philips on their résumés serving as a kind of screening device. 
The work experience gained is expected to be more valued by potential prospective 
employers, given that WGP participation looks like a regular job (Gerfin, Lechner and 
Steiger, 2005; Sianesi, 2008). Besides, Philips is likely to be associated with higher 
performance and learning standards compared with those of jobs in the corporate sector 
by the small to medium firms in the region where the post-intervention employment 
most likely would be gained. Thus, WGP participants are expected to stand out from other 
available candidates in application rounds, giving participants that little extra push in 
reducing the stigma that rests upon this group of workers.

Earlier studies on different vocational rehabilitation services for individuals with either 
physical or cognitive disabilities show that participants benefit from on-the-job training, 
e.g., job-specific skills provided by employers (Dutta et al., 2008; Lammerts et al., 2017). 
However, to establish more sustainable careers, the investment in human capital must 
not only compensate employers for the loss in productivity but should also bring these 
workers further in their careers. Furthermore, the WGP also provides career-development 
courses (e.g., job-readiness training). These courses are expected to confirm excellent 
performance on the job and to raise confidence in one’s capabilities (Strandh and 
Nordlund, 2008; Kohlrausch and Rasner, 2014), which in turn increases personal autonomy, 
trust and intrinsic motivation for paid work, and thus, are likely to result in increased job-
search efforts (Fugate, Kinicki and Ashforth, 2004). This more active approach is in contrast 
with the less-intensive approach of public services.

Hypothesis 5.1. Individuals with a disability participating in the WGP have better labor 

market outcomes in the end than other individuals with a disability in public rehabilitation. 

Vocational training and other forms of formal training contribute to the employment 
success of individuals with disabilities (Dutta et al., 2008; Gomes-Machado et al., 2016; 
Thoresen, Cocks and Parsons, 2019). A degree gives access to recognized occupations 
that require occupation-specific skills, which in general are better paid and more secure in 
terms of the type of contract (Wolbers, 2003). As earlier noted, at Philips, individuals with 
a disability are enrolled in this vocational track either if they do not possess this essential 
qualification (ISCED2011-Level  ≥ 3), but also if they are unable to further their professional 
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careers because of their disability and need to retrain themselves. Following vocational 
education in itself, including the opportunity to get re-educated in another field of study, 
has a positive impact on individuals’ level of employment but not necessarily on the quality 
of jobs at their disposal. Given that the WGP involves such a robust vocational component 
in their rehabilitation services in combination with work experience, in comparison with 
the public approach, it is expected that the long-term effect of participating in the WGP 
can partially be explained by following vocational education (e.g., a mediating effect). 

Hypothesis 5.2. The provision of vocational education partially explains the long-term effect 

of the WGP compared to the lower probability of following vocational education in the public 

approach.

5.3 DATA AND METHODS

5.3.1 Data and matched sample 

The group of WGP participants consists of a mix of people with either physical or cognitive 
disabilities and who have claimed (youth) disability benefits in the period 1999-2014. The 
diagnosis and degree of incapability for work strongly vary among these participants, 
i.e., heterogeneity. As earlier noted, both the Employee Insurance Agency and the local 
municipality take care of the pre-selection of potential participants at Philips, but the WGP 
administrators have the final say in the selection, i.e., potential selection effect, for instance, 
on their innate abilities. The personal characteristics and circumstances of former WGP 
participants measured one month before the start of the WGP are observed in order to 
construct a control group subject to public rehabilitation based on these characteristics. 

5.3.2 Propensity score matching

The matching procedure attempts to establish a parallel trend assumption among the 
former WGP participants and other similar participants engaged in public rehabilitation. 
The long-term effect of WGP participation, over that of public rehabilitation, is observed for 
up to ten years in the post-intervention period by comparing the labor market outcomes 
of WGP participants with this control group. The identified former WGP participants are 
matched to other individuals with a disability, and can thus be considered similar except 
for entitlement to public rehabilitation instead of WGP participation. 

The matching procedure creates a matched sample to perform the difference-in-
difference analysis on, using psmatch2 with the options Mahalanobis (see Leuven and 
Sianesi, 2003). The matching procedure was divided into the years 1999-2014, given the 
considerable sizes of the merged datasets of the register data. The following pre-treatment 
covariates, measured one month before WGP entry denoted as t = 0, were included in 
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the matching procedure: the doctors diagnose and the assessment of the labor market 
expert concerning the degree of incapacity for work (in %) based on a Dutch equivalent 
(Classificaties voor Arbo en SV in Dutch) of the International Statistical Classification of 

Diseases and Related Health Problems (ICD-10). Participants are matched on the diagnosis 
and degree of incapacity for work as registered in a particular year – and not on earlier 
diagnoses in previous years.

Concerning the personal characteristics, the ethnic minority group is included (i.e., 
Moroccans, Turks, Surinamese, Dutch Antilleans, Other non-Western, and Western) in the 
matching procedure. Educational attainment is based on the 1-digit ISCED2011-Level (i.e., 
Low educated that includes the levels 0-2, Intermediate educated that consists of the 
levels 3-4, High educated that contains the levels 5-8, and a Missing category). Field of study 

is based on the 1-digit ISCED1997-Field (i.e., General programs, Education, Humanities 
and Arts, Social Sciences, Business, and Law, Science, Mathematics, and Computing, 
Engineering, Manufacturing, and Construction, Agriculture and Veterinary, Health and 
Welfare, Services, Not known or unspecified, and a Missing category).

The position in the household (i.e., Single, Partner without children, Partner with children 
with the youngest child in the family < 5 years old, Partner with children with the 
youngest child in the family ≥ 5 years old, Lone parent with the youngest child in the 
family < 5 years old, Lone parent with the youngest child in the family ≥ 5 years old, 
Child living at parents’ home, Other such as inhabiting Asylum Seekers Centers, student 
dormitories or retirement homes, and a Missing category). Sex (i.e., Male and Female) 
and age (continuous variable). The procedure also included an interaction term between 
sex and position in the household because Philips also has lone mothers as a guideline 
into the WGP. Part of the country (i.e., North, East, South, West, and a Missing category) 
is included in the matching procedure because the WGP is mainly executed in the city 
of Eindhoven. However, there are also vast differences in labor demand concerning the 
demand for technical skills across the regional areas, which might affect post estimates. 

The procedure also matched on a two-year labor market history to control for unobserved 
factors. Otherwise, the long-term effect of WGP participation would probably be 
overestimated given that WGP participants are at least able to perform labor, whereas 
the group of potential control is much larger and thus more diverse. Following Caliendo 
et al. (2017), the procedure included the number of months in employment including 
subsidized jobs, and the sum of annual wages earned, the number of unemployment 
spells, the number of employers over the past two years. Besides, factors about individuals’ 
previous job,  if any in the past two years, including the previous job’s daily wage, the type 
of contract, and whether the previous job concerned a subsidized job were included.  

Finally, individuals’ first occurrence in the data, as well as the forthcoming years in the data, 
was included. The first occurrence of an individual in the register data served as a proxy for 
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‘year of arrival’ in the host country. Given that people may return to their country of origin 
or pass away throughout time (e.g., attrition). The availability in the forthcoming years 
was included to prevent attrition bias and to secure a representative control group for 
which their labor market outcomes can be compared throughout time. The total matched 
sample (N = 1,100) consists of 552 former WGP participants, and 548 people in the control 
group engaged in public vocational rehabilitation. In the group of workers with a physical 
disability (N = 564) consisting of 283 former WGP participants and 281 control units. In the 
group of workers with an intellectual disability (N = 536) composed of 269 former WGP 
participants and 267 control units. Please see Table 5.3 in Appendix V for the balancing 
property check after matching.

5.3.3 Dependent variables

The first dependent variable denotes the level of employment, measured by the number 
of months in any form of employment within the ten years, including subsidized jobs 
and regardless of interspersed with periods of unemployment, varying from 0 to 120 
months (divided by 120 months). The second dependent variable denotes the level of 
employment security (corrected for a proper wage match) that matches individuals’ 
characteristics, such as educational attainment and age. The observed wage is compared 
to an expected wage regardless of the disability. For each week in the year, the individuals’ 
main job was determined based on the highest wage, followed by job length and the 
type of contract. If the log observed wage in a particular week was higher or equal to the 
expected wage—with a 5% margin on the lower boundary—to see whether the wage 
matches that of individuals without disabilities. The expected wage levels are predicted 
through Heckman’s two-step selection models on the entire Dutch labor force (see A.1 
Constructing the job-match indicator in the Additional Appendices).

5.3.4 Empirical models 

Difference-in-difference models are performed on the impact of WGP participation for 
individuals with a disability on their labor outcomes in the post-intervention period 
up to ten years compared with that of the control group (Lechner, 2010). Fixed-effects 
linear panel regression models are performed to control for the remaining unobserved 
heterogeneity, for which could not be matched on, estimating the average within-person 
change in employment outcomes. The marginal effects of the first model that result from 
the first model are predicted over the post-intervention years while keeping all other 
covariates in the model constant.

Fixed-effects modeling can net out the mediating effect, considering that no unobserved 
variables besides the post-intervention period and time-invariant fixed effects influence 
the effect of following education on the dependent variables. This chapter performs 
separate models for individuals with a cognitive disability (N = 536) and with a physical 
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disability (N = 564). Following vocational education is operationalized as follows: for each 
individual in the matched sample, it was observed whether they started a vocational 
education program in the year of matching that was different from either their prior 
educational level or field of study—thus upon WGP entry or benefit claim. As such, for 
people with a physical disability, 152 former WGP participants started vocational education 
and 70 workers in the control group. For people with a cognitive disability, 118 former 
WGP participants started vocational education and 75 workers in the control group. 

The analyses control for several factors that are measured at the time of each intervention 
entry and completion to avoid any confounding effect of over-time trends, namely: age(-
squared) to measure time-varying human capital (Mincer, 1974) in which the quadratic 
term allows for a non-linear effect on the level of employment and employment 
security (corrected for a proper wage match). Further control variables include the local 
unemployment rates at NUTS-2 level to control for cyclical effects. The position in the 
household including the youngest child’s age interacted with a dummy variable for 
females to control for the effect that parenthood may have on stigmatization but also 
individuals’ own decisions to perform labor (see Hakim, 2002) and the residential area at 
NUTS-3 level to control for regional labor demand. Furthermore, a control for changes in 
the degree of incapability for working (in %) is included. 

Equation (5.1) shows the model where Eit represents the dependent variables 
interchangeably. The group of (former) WGP participants gets the value of 1 on wgpi while 
the matched control group gets the value of 0. wgpi interacts with another dummy 
variable posTit that gets the value of 1 as soon participants have left the WGP, indicating 
the ten-year post-intervention period. For the control group, the post-intervention period 
gets the value of 1 one year after matching, e.g., the first year of the post-intervention 
period, which equals the average time spent in the WGP, M = 0.98 years.

p.126

P (JMit+1 ≥ 0.75) 

P (JMit+1 ≥ 1.00) 

= ln
P(JMit+1)

1-P(JMit+1)
= β0+ ϕWGPi + βJMit-1 + ϕWGPiJMit-1+ δVOCit + ϕWGPiTRAINit

+ γCit + εit

(4.2) 

p.127

Eit = β0 + δPOSTit + ϕWGPi + δPOSTitWGPi + γCit + μi + εit 

(4.3) 

where: Cit= AGEit + AGEit
2 + HHit + HHitFEMi + URk + RESAit 

p.128 (1)

Eit = β0 + δPOSTit + ϕWGPi + δPOSTitWGPi + JMit + γCit + μi + εit (4.4) 

p.128 (2)

ATE =  ϕ = ϕ1 + NIE (4.5) 

p.155

Eit = β0 + δPOSTit + ϕWGPi + δPOSTitWGPi + γCit + μi + εit 

(5.1) 

where: Cit=HHit + HHitFEMi  + URk + AREAit + INCAPit 

The control vector Cit, include age(-squared) to measure time-varying human capital, in 
which the quadratic term allows for a non-linear effect on employment outcomes. Other 
control variables include the regional unemployment rates (URit; NUTS-2 level); household 
position (HHit incl. the youngest child’s age) interacted with a dummy variable of female 
(Femi) and for changes in the residential area (Areait; NUTS-3 level). Most important is 
the inclusion of a control for changes in the degree of incapacity (incapit) that people 
might experience. Otherwise, the treatment effect of WGP participation might be either 
overestimated or underestimated. 
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disability (N = 564). Following vocational education is operationalized as follows: for each 
individual in the matched sample, it was observed whether they started a vocational 
education program in the year of matching that was different from either their prior 
educational level or field of study—thus upon WGP entry or benefit claim. As such, for 
people with a physical disability, 152 former WGP participants started vocational education 
and 70 workers in the control group. For people with a cognitive disability, 118 former 
WGP participants started vocational education and 75 workers in the control group. 

The analyses control for several factors that are measured at the time of each intervention 
entry and completion to avoid any confounding effect of over-time trends, namely: age(-
squared) to measure time-varying human capital (Mincer, 1974) in which the quadratic 
term allows for a non-linear effect on the level of employment and employment 
security (corrected for a proper wage match). Further control variables include the local 
unemployment rates at NUTS-2 level to control for cyclical effects. The position in the 
household including the youngest child’s age interacted with a dummy variable for 
females to control for the effect that parenthood may have on stigmatization but also 
individuals’ own decisions to perform labor (see Hakim, 2002) and the residential area at 
NUTS-3 level to control for regional labor demand. Furthermore, a control for changes in 
the degree of incapability for working (in %) is included. 

Equation (5.1) shows the model where Eit represents the dependent variables 
interchangeably. The group of (former) WGP participants gets the value of 1 on wgpi while 
the matched control group gets the value of 0. wgpi interacts with another dummy 
variable posTit that gets the value of 1 as soon participants have left the WGP, indicating 
the ten-year post-intervention period. For the control group, the post-intervention period 
gets the value of 1 one year after matching, e.g., the first year of the post-intervention 
period, which equals the average time spent in the WGP, M = 0.98 years.

p.126

P (JMit+1 ≥ 0.75) 

P (JMit+1 ≥ 1.00) 

= ln
P(JMit+1)

1-P(JMit+1)
= β0+ ϕWGPi + βJMit-1 + ϕWGPiJMit-1+ δVOCit + ϕWGPiTRAINit

+ γCit + εit

(4.2) 

p.127

Eit = β0 + δPOSTit + ϕWGPi + δPOSTitWGPi + γCit + μi + εit 

(4.3) 

where: Cit= AGEit + AGEit
2 + HHit + HHitFEMi + URk + RESAit 

p.128 (1)

Eit = β0 + δPOSTit + ϕWGPi + δPOSTitWGPi + JMit + γCit + μi + εit (4.4) 

p.128 (2)

ATE =  ϕ = ϕ1 + NIE (4.5) 

p.155

Eit = β0 + δPOSTit + ϕWGPi + δPOSTitWGPi + γCit + μi + εit 

(5.1) 

where: Cit=HHit + HHitFEMi  + URk + AREAit + INCAPit 

The control vector Cit, include age(-squared) to measure time-varying human capital, in 
which the quadratic term allows for a non-linear effect on employment outcomes. Other 
control variables include the regional unemployment rates (URit; NUTS-2 level); household 
position (HHit incl. the youngest child’s age) interacted with a dummy variable of female 
(Femi) and for changes in the residential area (Areait; NUTS-3 level). Most important is 
the inclusion of a control for changes in the degree of incapacity (incapit) that people 
might experience. Otherwise, the treatment effect of WGP participation might be either 
overestimated or underestimated. 

Equation (5.2) adds Trainit to the model and which observed the impact of the followed 
vocational education at the time of WGP entry (or benefit claim for control units) but not 
necessarily completing this education; that means starting an educational track at the 
ISCED2011-3 level. Mediation analysis is performed in this difference-in-difference setting 
(a mediator model) to estimate the mediating effect of education through participating 
in the WGP, and thus (partially) explaining the long-term impact of the WGP on Eit. The 
causal model, including the mediating effect (Trainit) that stands for education, assuming 
the effect of posTit on the dependent variables is a constant ϕ, so considering persistent 
effects throughout, results in:

p.156 (1)

Eit = β0 + δPOSTit + ϕWGPi + δPOSTitWGPi + TRAINit + γCit + μi + εit (5.2) 

p.156 (2)

ATE =  ϕ = ϕ1 + NIE (5.3) 

p.174

Eit= β0 + фWGPi + δPOSTit+ фWGPiPOSTit + εit

(6.1) 

where: Cit= AGEit + AGEit
2 + HHit + HHitFEMi + URk + RESAit 

where  Trainit  stands for the mediating effect of posTit on Eit, as noted above, whether 
individuals who followed education is supposed to affect their future labor market returns 
substantially, then, ϕ1 is the controlled direct effect of posTit, while fixing the mediator Trainit. 
Given that constant effects are assumed here, this then also equals the natural direct 
effect. Under these assumptions, any causal effect that posTit has on Eit flows through the 
mediator, but it also holds that the average treatment effect equals the natural indirect 
effect. 

p.156 (1)

Eit = β0 + δPOSTit + ϕWGPi + δPOSTitWGPi + TRAINit + γCit + μi + εit (5.2) 

p.156 (2)

ATE =  ϕ = ϕ1 + NIE (5.3) 

p.174

Eit= β0 + фWGPi + δPOSTit+ фWGPiPOSTit + εit

(6.1) 

where: Cit= AGEit + AGEit
2 + HHit + HHitFEMi + URk + RESAit 

It is assumed that  wgpi  is identified via difference-in-difference but, that does not 
automatically identify ϕwgpi

1. Furthermore, it is assumed that ε1
it  is mean independent 

from posTit. In this context, this means to consider no unobserved variables besides posTit and 
the time-(in)variant fixed effects influencing both  Trainit and  Eit. If this seems 
plausible, ϕwgp1  is estimated by a regression technique of  posTit and Trainit on Eit that 
controls for fixed effects. However, that also means that the usual advice not to adjust for 
post-treatment indicators in difference-in-difference estimations becomes moot, as in 
counterfactual analyses using OLS regression), precisely because the indirect effect 
of posTit needs to flow through the mediator Trainit. It is expected that by adding Trainit to 
model that the main effect of posTit as well as the interaction term between ϕwgpi

1 and 
posTit either turns out insignificant or weakens to a certain extent.
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5.4 RESULTS 

5.4.1 The long-term impact of disabled people participating in the 
WGP

In the standard model, the post-intervention effect is identified by comparing the labor 
market outcomes among workers, either participating in the WGP or public rehabilitation. 
A binary independent variable is used to indicate whether a given individual participated 
in the WGP—with the control group as reference category—which is interacted with 
another binary independent variable that indicates the post-intervention period—with 
the pre-intervention period as the reference category. This interaction term shows the 
additional effect of WGP participation over that of public rehabilitation.

Table 5.1 and Table 5.2 shows the long-term impact on the level of employment security 
and employment security corrected for a proper wage match for individuals with a 
physical or cognitive disability, either participating in the WGP or being engaged in public 
rehabilitation in the post-intervention period. Model 1 and 3 show a strong significant 
long-term effect of the post-intervention period for individuals with a physical disability 
on the level of employment but an insignificant effect for those with a cognitive disability. 
Individuals with a physical disability who participated in the WGP have an additional 
long-term effect, which is over that of the main effect of the post-intervention period 
of 16.6% on their level of employment security. In comparison, the long-term effect of 
WGP participation for individuals with a cognitive disability is 10.5%. Model 5 and 7 show 
a small significant long-term effect of 6.7% for individuals with a cognitive disability but 
an insignificant effect for those with a physical disability on the level of employment 
security (corrected for a proper wage match). Results, in general, indicate that the level of 
employment is improved among former participants in the company scheme, confirming 
hypothesis 5.1 for individuals with a cognitive disability but only partially for individuals 
with a cognitive disability. Figure 5.1 shows the marginal effects on the level of employment 
(upper) and employment security (corrected for a proper wage match) (lower) of this 
standard model predicted over the post-intervention years. Most of the treatment effect 
can be found in the first years after WGP completion, presumably showing the positive 
signaling effect of having worked at Philips.

In the mediator model, the mediating effect of vocational education is expected to 
(partially) explain the differences in the long-term labor market outcomes between 
former WGP participants and those engaged in public rehabilitation. It is expected that 
the estimates of the post-intervention period would change in comparison with the 
first model, but the interaction term with WGP participants is expected to weaken more 
considerably. As such, the impact of vocational education during the WGP is implicitly 
captured. Models 2, 4, 6 and 8 add the effect of the following education to the previous 
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models, showing positive long-term effects for all types of individuals with disabilities and 
on both dependent variables, except for individuals with a cognitive disability.

As expected, the interaction terms between the post-intervention period and WGP 
participants have weakened, but also the main effects of the post-intervention period 
representing the control group show this reduction. The long-term impact of participating 
in the WGP can thus partially be explained by the vocational component of the WGP 
for participants with a physical disability, confirming hypothesis 5.2 for individuals 
with physical disabilities. It is interesting to observe that this partial effect on the level 
of employment is almost identical for individuals with a physical or cognitive disability. 
Concerning the level of employment security (corrected for a proper wage match), no 
significant long-term effect for individuals with a cognitive disability who participated in 
the WGP has been found. For those with a physical disability, contrariwise, such a long-
term impact on the level of employment security (corrected for a proper wage match), 
highlighting the crucial role of vocational education is found.

Table 5.1. Unstandardized coefficients on the level of employment security by individuals with either a 
physical or cognitive disability, from fixed-effects regression models

Employment security
Physical disability Cognitive disability

Variables M1 M2 M3 M4
Pre-intervention period (ref.)
Post-intervention period

-0.10*** (0.03) -0.13*** (0.03) -0.03 (0.03) -0.01 (0.04)

x WGP 0.17*** (0.04) 0.14** (0.04) 0.11** (0.04) 0.11** (0.04)

Followed education 0.10* (0.04) -0.04 (0.04)

Intercept 0.55** (0.19) 0.58** (0.19) 0.51*** (0.10) 0.52*** (0.10)
σμ 0.39 0.40 0.47 0.47
σϵ 0.32 0.32 0.29 0.29
ρ 0.60 0.61 0.72 0.72

NObs. 1,052 1,052 1,000 1,000
NInd. 564 564 535 535

R2

overall 0.01 0.01 0.00 0.00
within 0.10 0.11 0.12 0.12
between 0.00 0.00 0.00 0.00

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, robust standard errors in parentheses, models are controlled for 
regional unemployment rate (NUTS-2 Level), incapability for work, household position (incl. the youngest child’s 
age) interacted with sex, residential area (NUTS-3 Level).
Source. Statistics Netherlands (1999-2017).
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Table 5.2. Unstandardized coefficients on the level of employment security (corrected for a proper wage 
match) by individuals with either a physical or cognitive disability, from fixed-effects regression models

Employment security
(corrected for a proper wage match)

Physical disability Cognitive disability
Variables M5 M6 M7 M8

Pre-intervention period (ref.)

Post-intervention period

-0.07*** (0.02) -0.09*** (0.02) -0.09*** (0.02) -0.07** (0.02)

x WGP 0.03 (0.03) 0.02 (0.03) 0.07** (0.03) 0.07** (0.03)

Followed education 0.06* (0.03) -0.04 (0.03)

Intercept 0.15+ (0.08) 0.16+ (0.08) 0.11 (0.07) 0.12 (0.07)

σμ 0.39 0.38 0.48 0.49

σϵ 0.22 0.22 0.18 0.18

ρ 0.75 0.76 0.87 0.88

NObs. 1,052 1,052 1,000 1,000

NInd. 564 564 535 535

R2

overall 0.00 0.00 0.01 0.01

within 0.09 0.10 0.16 0.17

between 0.00 0.00 0.01 0.01

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, robust standard errors in parentheses, models are controlled for 
regional unemployment rate (NUTS-2 Level), incapability for work, household position (incl. the youngest child’s 
age) interacted with sex, residential area (NUTS-3 Level).
Source. Statistics Netherlands (1999-2017).
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Figure 5.1. Predicted marginal effects of the level of employment security (with or without 
correcting for a proper wage match) for WGP participants and the control group workers with 
a physical or cognitive disability, pre and post-intervention period
Note(s). Shaded bars show the 95%-confidence intervals. However, to make the graphs above, the 
post-intervention dummy was replaced by ten post-intervention year dummy variables (see Table 
5.4 in Appendix V).
Source. Statistics Netherlands (1999-2017)
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5.5 CONCLUSIONS AND DISCUSSION 

The current study shows that the careers of individuals with a disability can be enhanced 
through participating in a company-based work-experience program instead of being 
engaged in public rehabilitation. The main limitation of this chapter is that the focus 
can only be on the available information in the register data. Philips did not collect this 
subjective information from its participants throughout the WGP period, even though 
the context of belonging to the regular labor market, rather than staying at home, is 
expected to evoke changes in participants’ mindset, professional networks, job-search 
behavior, and learning experiences. These factors are presumed to be the underlying 
mechanisms of how human capital investments create immediate and long-running 
additional effects over that of standard public rehabilitation. Moreover, it could be argued 
that participants’ innate work ethic positively affected their selection into the WGP (see 
Myers and Cox, 2020). The fixed-effects models, as well as the matching procedure control 
for this unobserved heterogeneity, inasmuch affecting the treated and non-treated units 
similarly. A combination of register and subjective data would have been of great value 
for policymakers nonetheless.

The investments in human capital support more sustainable careers among a hard-to-
place group of vulnerable workers. Still, it needs to be noted that the extent to which 
long-term employment security (corrected for a proper wage match) can be established 
in such a company-based program is somewhat marginal (e.g., ceiling effect). Nonetheless, 
policymakers should not only focus on aligning individuals’ skills with labor demand but 
also stress the importance and meaning of work for the daily life of individuals with a 
disability (Barnes and Mercer, 2005; Wehman et al., 2017). Unlike public rehabilitation, the 
WGP combines multiple forms of training (i.e., on-the-job training and career-development 
courses) as well as the opportunity to follow vocational education fully paid for by Philips. 
Moreover, unemployment is one of the most stressful life events that increase the likelihood 
of reduced self-esteem and social isolation (McKee-Ryan et al., 2005; Audhoe et al., 2010; 
Hoving et al., 2013). Policymakers need to acknowledge that unemployed individuals, in 
general, need more inclusive measures that prevent them from the adverse psychological 
effects of unemployment. As earlier stated, the level of employment security (corrected 
for a proper wage match) established by WGP participation is marginal. 

Under the 2015 Participation Act (Participatiewet in Dutch) and the Work and Income 
according to Labor Capacity Act (Wet werk en inkomen naar arbeidsvermogen [WIA] 
in Dutch) the Dutch government aims to minimize the number of individuals with 
a disability working in (entirely) subsidized jobs but to raise the number of individuals 
with a disability working in regular employment instead. Today in the Netherlands, every 
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unemployed worker with a disability can get support from either the Employee Insurance 
Agency or the municipality to return to the labor market, i.e., an activation policy in 
combination with job coaches subsidized by the Dutch government, on-trial placements 
(e.g., additional-employment jobs), or start-up loans for self-employment. Still, there is no 
actual, substantive investment in human capital. The decentralization of the provision 
of disability schemes to the municipalities in the Netherlands—except for the early-age 
disability scheme—has facilitated a positive shift nonetheless. From that point onwards, 
there seemed to be a paradigm shift towards more social investment policies that 
provide a different perspective on the labor market reintegration of vulnerable groups 
of workers. However, the problem that seems to occur in the Netherlands is that, under 
the Participation Act, the most vulnerable individuals with disabilities get hired because 
the government requires employers to do so. Consequently, those individuals with the 
highest capabilities for work find themselves unemployed, precisely because this group 
of workers was thought to be capable of sustaining their position on the labor market on 
their own.
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APPENDIX V

Table 5.3. Balance check in creating the treatment and control group (Chapter 5)

Mean t-test

Variables

WGP
(N = 552)

Control
group

(N = 548)

t p>t

Degree of incapability
Unknown - 0% 0.62 0.62 0.09 0.93

15-25% 0.07 0.07 -0.03 0.97

25-35% 0.03 0.03 -0.02 0.98

35-45% 0.02 0.02 -0.02 0.99

45-80% a 0.02 0.02 -0.02 0.99

80-100% 0.24 0.24 -0.07 0.95

Diagnosis
Unknown 0.61 0.60 0.04 0.97

General 0.03 0.03 0.49 0.62

Blood/Dermatological/Endocrinology/
Gravidity/Hearing/Digestion/Urogenital a

0.02 0.02 -0.02 0.99

Locomotor 0.10 0.10 -0.14 0.89

Neurological 0.03 0.03 0.16 0.87

Developmental 0.05 0.06 -0.03 0.98

Psychiatric 0.15 0.16 -0.22 0.83

Previous job’s information
Daily wage (log) 2.37 2.46 -0.79 0.43

Subsidized job 0.03 0.03 -0.02 0.98

Labor market history (Past two years)
Employment past 13.71 14.00 -0.69 0.49

Number of unemployment spells 0.44 0.42 0.39 0.70

Number of employers
0 0.30 0.31 -0.08 0.94

1 0.34 0.33 0.23 0.82

2 0.16 0.17 -0.30 0.77

3 0.08 0.08 -0.03 0.97

4 0.05 0.05 -0.03 0.98

5 0.07 0.07 0.20 0.84

Ethnic minority group
Native Dutch 0.66 0.67 -0.36 0.72

Moroccans/Turks/
Surinamese/Dutch Antilleans a 0.15 0.14 0.29 0.77

Other non-Western 0.08 0.08 -0.03 0.97

Western 0.12 0.11 0.24 0.81

Age 34.30 35.04 -1.26 0.21
Age-squared (x 100) 12.67 13.28 -1.40 0.16

Educational attainment
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Mean t-test

Variables

WGP
(N = 552)

Control
group

(N = 548)

t p>t

Low educated 0.21 0.21 -0.06 0.95

Intermediate educated 0.20 0.20 0.02 0.99

High educated 0.09 0.09 -0.04 0.97

Unknown educated 0.51 0.51 0.06 0.95

Field of study
General programs 0.13 0.13 0.04 0.96

Education/Humanities and Arts/
Agriculture and Veterinary/Health and Welfare a

0.03 0.03 -0.02 0.98

Social Sciences, Business, and Law 0.08 0.08 -0.15 0.88

Science, Mathematics, and Computing 0.05 0.05 -0.03 0.98

Engineering, Manufacturing, and Construction 0.13 0.14 -0.05 0.96

Services 0.05 0.05 0.11 0.91

Not known or unspecified 0.02 0.02 -0.02 0.99

Missing 0.51 0.51 0.06 0.95

Position in the household
Single 0.30 0.29 0.25 0.80

Partner without children 0.16 0.16 -0.13 0.89

Partner with children (youngest child < 5  years old) 0.16 0.17 -0.22 0.83

Partner with children (youngest child ≥ 5  years old) 0.09 0.09 -0.04 0.97

Lone parent (youngest child < 5  years old) 0.03 0.03 -0.02 0.98

Lone parent (youngest child ≥ 5  years old) 0.05 0.04 0.27 0.79

Child living in parents' home 0.20 0.20 -0.06 0.95

Other 0.03 0.03 -0.02 0.98

Sex
Male 0.62 0.63 -0.22 0.83

Female 0.38 0.37 0.22 0.83

Year of first occurrence in data b 1545.60 1560.60 -0.30 0.77
Data availability c 9.33 9.36 -0.18 0.85

PS R2 LR Chi2 P > Chi2 Mean Bias B R %Var
0.00 5.78 1.00 1.7 14.5 1.2 1.0

Note(s). The abovementioned estimates of the pstest (i.e., means and t-test estimates) is a summary of the 
years 1999-2014. Considering the size of the dataset and due to memory restrictions of the remote-access 
environment, the matching procedure was cut up in years (1999-2014) and consisted of 16 separate PSM 
procedures. Educational attainment is based on the 1-digit ISCED2011-Level, where Low educated represent the 
levels 0-2, Intermediate educated represent the levels 3-4, and High educated represent the levels 5-8.
a Some groups were merged in this overview, namely: Incapability for work 45-80%, Blood/Dermatological/
Endocrinology/Gravidity/Hearing/Digestion/Urogenital, Moroccans/Turks/Surinamese/Dutch Antilleans, and 
Education/Humanities and Arts/Agriculture and Veterinary/Health and Welfare. The number of individuals in 
these categories was below ten, and therefore, the exact numbers and means may not be shown. The matching 
procedure was conducted on the separate categories (and not on the merged categories). 
b For foreign-born individuals (1st generation) only, the 2nd generation gets the value of 0 
c Number of future years available for each individual in the data (maximum is ten years)
Source. Statistics Netherlands (1999-2017).
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Table 5.4. Unstandardized coefficients on the level of employment security (with or without correcting 
for a proper wage match) over the post-intervention years by individuals with either a physical or 
cognitive disability, from fixed-effects panel regression models

Employment security Employment security
(corrected for a proper wage match)

Physical disability Cognitive
disability

Physical
disability

Cognitive
disability

Variables M1 M2 M3 M4
Post-intervention period (ref. = 0)
1 0.08** (0.02) 0.04+ (0.03) 0.04* (0.02) 0.03 (0.02)
2 0.07* (0.03) 0.06+ (0.03) 0.08** (0.02) 0.00 (0.02)
3 0.08* (0.04) 0.09* (0.03) 0.09*** (0.03) -0.00 (0.02)
4 014*** (0.04) 0.10** (0.04) 0.11*** (0.03) -0.01 (0.03)
5 0.14*** (0.04) 0.12** (0.04) 0.16*** (0.03) -0.00 (0.03)
6 0.12** (0.04) 0.13** (0.04) 0.15*** (0.03) -0.01 (0.03)
7 0.17*** (0.04) 0.14** (0.05) 0.17*** (0.04) -0.01 (0.03)
8 0.17*** (0.05) 0.14* (0.06) 0.18*** (0.04) -0.01 (0.04)
9 0.23*** (0.05) 0.15** (0.06) 0.20*** (0.04) -0.00 (0.04)
10 0.24*** (0.06) 0.13* (0.06) 0.20*** (0.05) -0.01 (0.04)

x WGP 
1 0.03 (0.03) 0.03 (0.03) 0.03 (0.03) 0.02 (0.03)
2 0.13** (0.04) 0.11* (0.04) 0.01 (0.03) 0.03 (0.03)
3 0.20*** (0.04) 0.11* (0.04) 0.05 (0.03) 0.02 (0.03)
4 0.14** (0.04) 0.11* (0.05) 0.04 (0.03) 0.06* (0.03)
5 0.16*** (0.04) 0.11* (0.05) 0.01 (0.03) 0.04 (0.03)
6 0.21*** (0.04) 0.11* (0.05) 0.01 (0.03) 0.03 (0.03)
7 0.18*** (0.05) 0.08+ (0.05) 0.03 (0.03) 0.03 (0.03)
8 0.18*** (0.05) 0.08 (0.05) 0.02 (0.03) 0.02 (0.03)
9 0.10* (0.05) 0.11* (0.05) -0.02 (0.03) -0.01 (0.03)
10 0.12* (0.05) 0.11* (0.05) -0.00 (0.03) 0.02 (0.03)

Intercept 1.10*** (0.19) 0.86*** (0.17) 0.22+ (0.12) 0.29* (0.12)
σ𝜇 0.50 0.59 0.21 0.23
σϵ 0.34 0.34 0.26 0.25
ρ 0.69 0.74 0.39 0.47

NObs. 7,543 7,094 7,543 7,094
NInd. 564 536 564 536

R2    

overall 0.02 0.00 0.05 0.01
within 0.14 0.12 0.12 0.09
between 0.01 0.00 0.02 0.00

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, robust standard errors in parentheses, models are controlled 
for time spent in the WGP, regional unemployment rate (NUTS-2 Level), degree of incapability for work (in %), 
household position (incl. youngest child’s age) interacted with sex, residential area (NUTS-3 Level).
Source. Statistics Netherlands (1999-2017).
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6.1 INTRODUCTION

People diagnosed with an autism spectrum disorder (ASD) face significant challenges to 
find and maintain a job in the regular labor market (Hagner and Cooney, 2005; Klabbers 
et al., 2014; Begeer et al., 2015). Employment is essential in people’s lives to form an 
identity, to live more independently, and to improve the quality of one’s life (Barnes and 
Mercer, 2005; Howlin, Alcock and Burkin, 2005; van Bourgondien, Dawkins and Marcus, 
2014). However, the unemployment rates of people with ASD are substantially low, and 
if employed, several studies showed that many of them are underemployed (Cimera and 
Cowan, 2009; Shattuck et al., 2011, 2012; Cimera et al., 2012; Henninger and Taylor, 2013; 
Wehman et al., 2014). 

For people with ASD, the work setting in itself involves complex and challenging physical, 
social, and sensory environments. Because of these difficulties, employers are reluctant to 
hire workers that require additional support and workplace adjustments, which means 
different from regular employees to be productive in their jobs (Müller et al., 2003; Büscher-
Touwen, Groot and Hal, 2018). Employers are unwilling to pay the market wage when 
they expect lower levels of job performance. However, the perception of paying higher 
costs for lower productivity results in fewer career growth opportunities and possible job 
dismissals for people with ASD (Bolman, 2008; Hohn et al., 2019). 

There are also studies in which the qualities of people with ASD are stipulated. Take, for 
instance, honesty, reliability, and perseverance in executing repetitive working tasks while 
having attention to detail and being able to sustain long-term repetitive and monotonous 
work (Smith, Belcher and Juhrs, 1995; Mawhood and Howlin, 1999). Besides, people with 
ASD benefit from learning specific work-related skills, gaining insight into individual 
strengths and weaknesses, and foremost, being able to communicate the desired support 
requirements towards the employer is often a serious obstacle. Much emphasis is still put 
on the social skills deficits of people with ASD (Richards, 2012; Van Wieren, Armstrong and 
McMahon, 2012; Wehman et al., 2017).

The WGP exposes their participants to human and social capital but foremost offers 
personal guidance in the form of an on-site job coach that also informs the entire 
department at Philips on ASD in general and about the respective employee. Participants 
are free to apply for internal vacancies at Philips, but there is no obligation or intention to 
recruit them eventually. The WGP aims to support participants to regain employment in 
the external labor market. The current chapter observes the medium-term impact (up to 
five years later) for participating workers in the WGP on the level of employment security 
and the extent to which ensuing jobs are on a proper wage match compared with that 
of a matched control group subject to supported-employment services. In the public 
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approach, the skills of workers are assessed, and attempts are made to establish a job match, 
utilizing on-trial placements offered by employers (e.g., supported-employment services). 
The question addressed in this study is: to what extent do people with ASD participating in 

the WGP establish higher levels of employment security (with or without correcting for a proper 

wage match) than other people with ASD subject to supported-employment services?

Even though this chapter can only be considered as explanatory with provisional results 
given the relatively low number of participants (N = 38) under study, the contribution of 
this chapter lies in its quasi-experimental design and not being a randomized controlled 
trial, as the golden standard in the psychological literature. The register data contains no 
subjective information of individuals. However, a plethora of small scale studies proved 
the impact of these interventions to strengthen adaptively and weaken maladaptive 
behaviors associated with ASD (Lattimore, Parsons and Reid, 2003, 2006; Hillier et al., 
2007; Southall and Gast, 2011). Second, this chapter observes the extent of employment 
to which people with ASD experience employment security on a proper wage match 
over the post-intervention period up to five years by using wage information of the entire 
Dutch labor force. Earlier studies on interventions designed for people with ASD  claim to 
have found higher probabilities of both employment and whether employers pay at least 
the statutory minimum wage, increased wages, and transitions to open-ended contracts 
(Hedley et al., 2017; Harmuth et al., 2018). Most of these studies, however, did not include 
a control group but only found improvements within the careers of individuals (Wehman 
et al., 2014) or after a policy change (Howlin, Alcock and Burkin, 2005). Besides, little is 
known about the extent to which salaries in ensuing jobs link up with that of the regular 
employees (e.g., proper wage match). It is not assumed that people with ASD establish 
employment on the same wage levels as the regular labor force but to observe the extent 
to which they achieve their full potential.

6.2 THEORY AND HYPOTHESES

6.2.1 The challenges faced in the workplace

Every potential new employee needs some form of training and support and undergoes a 
learning process before full productivity can be delivered, i.e., through on-the-job training. 
In such uncertainty, employers often base their judgment on observable characteristics 
of applicants such as age, sex, ethnicity, past work experience, previous unemployment, 
and disabilities. These impairments of disabled workers bring more limited labor market 
chances compared with regular employees without (any) impairments because employers 
perceive the former as less productive and more costly to hire (Unger, 2000; Scheid, 2005; 
Burke et al., 2013; Lalvani, 2015; Brouwers, 2020; Cheatham and Randolph, 2020)
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Furthermore, the impression that applicants make to prospective employers during job 
interviews is essential to get the job eventually (see Wehman et al., 2017). However, a 
job interview makes a strong appeal to the (verbal) social skills of the applicant, while 
these skills often fall short among people with ASD. It is precisely the impression at 
job interviews that form barriers to enter the regular labor force when employers are 
unfamiliar with ASD (Richards, 2012; Smith et al., 2014). Applicants with ASD, particularly 
with uninformed employers, can make a wrong impression, even though the skills and 
dedication to perform the job of these applicants can be outstanding (Smith et al., 2014). 
Thus, the shortfall in social skills increases their difficulties in acquiring a job in the regular 
labor market, and thus lower the possibility to gain relevant work experience and career 
growth opportunities to mount the career ladder (Fouarge et al., 2012).

Once hired, people with ASD often experience communication difficulties that are related 
to interactions with managers and coworkers. For example, they do not always understand 
the implicit meaning of a message, experience delays in processing verbal instructions, and 
they do not always take the initiative to start social interactions such as question-asking 
conversations (Müller et al., 2003). They are also overly sensitive to sensory information and 
environmental stimuli. Take, for instance, too much noise or bright lights in the workplace 
as well as excessive demands from managers and coworkers causing this environmental 
over-stimulation (Bon, 2018), while being exposed to such stressors can have negative 
consequences for optimal functioning at work. In contrast to regular employees, people 
with ASD also need more routine, and they might experience difficulties in interacting 
with new managers and coworkers, in coping with workplace transformations and in 
dealing with ad hoc changes in work tasks. These repeated miscommunications and over-
stimulation might lead to sleeping problems, and in case of constant complaints, become 
a barrier for job performance and may lead to negative job performance assessments. 

6.2.2 Inclusion in a competitive environment

Recently, Philips has started to focus on the reintegration of people in the full width of the 
autistic spectrum and across all educational levels back into the labor market. Philips actively 
searches for people with ASD to provide solutions for specific information technology (IT) 
issues. Over recent years, there were several projects within the WGP, especially for people 
with ASD. In 2013, a Test Engineer project was launched for youth with autism at Philips 
Healthcare, performing highly accurate software tests in combination with on-the-job 
training. In 2016, the Cybersecurity learning trajectory started where participants could 
obtain a recognized diploma and gain work experience across various departments at 
Philips. The rationale of the WGP is not to focus on the impairment and social deficits of 
this group of workers but to put emphasis on their strengths and expertise instead (see 
Holwerda et al., 2012). The WGP wants participants with ASD to participate fully in the 
regular competitive environment (see Gerhardt, Cicero and Mayville, 2014) and to avoid 
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the work experience of being seen by prospective employers as sheltered employment 
(Cimera, 2011; Cimera et al., 2012).  Besides, every participant with ASD is assigned an 
on-site job coach who provides general information on ASD and full documentation on 
the specific (job) needs for each participant to managers and coworkers. This on-site job 
coach attempts to train the participants in how to timely communicate any discomfort 
they experience but also to confirm a positive workflow to their managers and coworkers. 

Participants are required to take courses on career planning, competency mapping, how 
to build a professional network, and to improve their job-application skills (Freedman and 
Friedlander, 1995; Akkermans et al., 2015).

The advantage that is conferred on WGP participants is expected to be twofold. First, 
the essence of the WGP lies in the investment in the occupation-specific skills of their 
participants (Becker, 1962), which is, by default, substantially higher in the WGP than 
during public vocational rehabilitation. This investment should reduce the negative 
stigma and restraints of employers that initially associate these people with higher costs 
but might be more willing to hire these workers because of the initial investment made by 
Philips. The work experience in a competitive environment, contrariwise, is expected to be 
more valued by prospective employers, given that WGP participation is intended to look 
like a regular job (Gerfin, Lechner and Steiger, 2005; Sianesi, 2008). It is more challenging to 
place workers into regular jobs coming from sheltered employment, given the irrelevant 
work experience gained along with the negative stigma about the quality that is attached 
to such jobs (Marx, 2001; Bonoli and Mouline, 2012; Cimera et al., 2012).

WGP participants presumably benefit from the positive signaling effect of putting the 
brand of Philips on their résumés, serving as a kind of screening device. Philips is likely to 
be associated with higher performance and learning standards compared with those jobs 
either created in the corporate sector or at the small to medium firms in the region where 
the post-intervention employment most likely would have been gained. WGP participants 
are expected to stand out from other available candidates. They obtain relevant work 
experience and may subscribe for additional (informal) training and workshops at 
Philips. It is known that people with ASD—as well as others with mental disorders—can 
immensely benefit from acquiring occupation-specific skills through on-the-job training 
(Dutta et al., 2008; Gal, Ben Meir and Katz, 2013; Lammerts et al., 2017; Harmuth et al., 2018). 
However, perhaps there is more to win from workplace adjustments, communication and 
social skills training, active support in finding a job and gaining insight into their strengths 
and weaknesses and foremost being able to communicate these with managers and 
coworkers (Whetzel, 2014; Harmuth et al., 2018). It needs to be emphasized that the on-
site job coach may play an essential role in the training of the participant. Furthermore, 
much of the soft skills may be acquired by daily interaction with managers and coworkers 
(see Brooke et al., 2018).

Others in nonstandard employment transmit weaker signals in people’s résumés due to 
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the irrelevant work experience gained in the meantime, which presumably gives WGP 
participants that little support in reducing the stigma that otherwise rests upon this group 
of workers (see Brouwers, 2020). Neither were there substantive training and support 
measures as such available for comparable workers during public vocational rehabilitation 
in the Netherlands during the years 1999-2014. In essence, the public scheme entailed 
employment-support services. In sum, the WGP is expected to confer an advantage on 
the careers of WGP participants compared to the careers of other people with ASD who 
are more likely to end up in nonstandard employment that deepens unemployment scars 
in the long run. 

Hypothesis 6.1. WGP participants with ASD have a higher level of employment security 

(with or without correcting for a proper wage match) than comparable people with ASD being 

subject to public rehabilitation services.

6.3 DATA AND METHODS

6.3.1 Data and matched sample

The pre-selection of WGP participants is again performed by either the Employee 
Insurance Agency or the municipality among people that claimed a (youth) disability 
benefit and might be offered to join the WGP. Please note that some WGP participants 
with ASD may not have claimed a (youth) disability benefit and not officially registered as 
such, and could not be included in this study. Most likely, the WGP selects participants with 
high cognitive abilities. However, the potential candidates that are eventually not selected 
for the WGP are not registered as such. This chapter adopts a quasi-experimental design 
in which a control group is constructed based on the characteristics and circumstances of 
WGP participants at the time of WGP entry to ensure a parallel trend assumption where 
the former were subject public services. 

6.3.2 Propensity score matching

The group of WGP participants who entered the WGP between 1999 and 2014 are 
matched to a control group of other people with ASD. The matching procedure created a 
matched sample to perform the difference-in-difference estimation on, using the option 
Mahalanobis (see Leuven and Sianesi, 2003). The two groups can be considered as similar, 
except for entitlement to public services.

The following pre-treatment covariates were included in the matching procedure: the 
doctors diagnose and the assessment of the labor market expert that determined the 
degree of incapacity for work (in %) based on a Dutch equivalent (Classificaties voor Arbo 

en SV in Dutch) of the International Statistical Classification of Diseases and Related Health 
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Problems (ICD-10). The main matching criteria consist of claiming a disability benefit in a 
particular year and the accompanied diagnosis, i.e., (P697) Mentally disabled, (P699) Other 
mental disorders, (O610) Autistic Disorder, (O611) Asperger’s Syndrome, (O612) PDD-NOS, 
and (O619) ASS-Unknown. The values (P697] Mentally disabled and (P699) Other mental 
disorders were used before in the years 1999-2009 to register an autism spectrum disorder. 
A labor market expert assesses the degree of incapacity for work in % that is included in 
the procedure. Concerning the personal characteristics, the matching procedure includes 
individuals’ age, nativeness, educational attainment, and sex. The procedure also includes 
the years available in the data to prevent attrition bias and to secure a representative 
control group for which their labor market outcomes can be compared throughout the 
entire observation period.

To control for unobserved personal factors, as, for instance, personality traits, IQ, and work 
ethic, the procedure also matched on a two-year labor market history. This history includes 
the number of months in employment, the number of unemployment spells, and the 
number of employers over the past two years. Besides, the labor market history includes 
information about individuals’ previous job—if any in the past two years—including the 
previous job’s daily wage, and whether the previous job was subsidized (see Caliendo, 
Mahlstedt and Mitnik, 2017). Otherwise, the long-term effect of WGP participation would 
probably be overestimated because WGP participants are at least able to perform labor. 
However, the group of potential control units in the register data is much larger and 
thus more diverse, e.g., reducing heterogeneity bias. A total of 38 WGP participants were 
matched to 38  people with ASD belonging to the control group. Please see Table 6.2 
in Appendix VI for the balance check, where the t values should be insignificant after 
matching to be considered as a proper balancing.

6.3.3 Dependent variables

The first dependent variable denotes the level of employment, measured by the number 
of months in any form of employment within the five years, including subsidized jobs 
and regardless of interspersed with periods of unemployment, varying from 0 to 60 
months (divided by 120 months). The second dependent variable denotes the level of 
employment security (corrected for a proper wage match) that matches individuals’ 
characteristics, such as educational attainment and age. The observed wage is compared 
to an expected wage regardless of the disability. For each week in the year, the individuals’ 
main job was determined based on the highest wage, followed by job length and the 
type of contract. If the log observed wage in a particular week was higher or equal to the 
expected wage—with a 5% margin on the lower boundary—to see whether the wage 
matches that of individuals without disabilities. The expected wage levels are predicted 
through Heckman’s two-step selection models on the entire Dutch labor force (see A.1 
Constructing the job-match indicator in the Additional Appendices). 
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6.3.4 Empirical model

Difference-in-difference estimations are performed to identify the additional effect 
of WGP participation over that of public vocational rehabilitation on both the level of 
employment security (with or without correcting for a proper wage match) up to five 
years after completion. To control for potential selection bias and to correct for these 
unobserved-heterogeneity effects not captured by the matching procedure, regression 
techniques are performed that adjust estimates for fixed effects estimating the average 
within-person change in the level of employment security (with or without correcting 
for a proper wage match), thus correcting for serial correlation. Please note that in fixed-
effects estimations, all time-invariant parameters will be omitted. The predicted marginal 
effects for people with ASD that result from modeling are illustrated in the results section 
while keeping all other covariates in the model constant.

Equation (6.1) shows Eit that stands for either the number of months (1) in employment in 
the post-intervention period or (2) the number of months (corrected for a proper wage 
match). The dummy wgpi stands for participants in the WGP, and posTit is a dummy variable 
that specifies the post-intervention period for up to five years. The post-intervention period 
starts after the average duration in the WGP (M  = 0.98 years). In doing so, the development 
of the medium-term effect of the WGP compared with supported-employment services 
can be observed. Therefore, the WGP effect must be interpreted as an additional effect 
on top of the control group subject to supported-employment services indicated by the 
main effect of posTit.

p.156 (1)

Eit = β0 + δPOSTit + ϕWGPi + δPOSTitWGPi + TRAINit + γCit + μi + εit (5.2) 

p.156 (2)

ATE =  ϕ = ϕ1 + NIE (5.3) 

p.174

Eit= β0 + фWGPi + δPOSTit+ фWGPiPOSTit + εit

(6.1) 

where: Cit= AGEit + AGEit
2 + HHit + HHitFEMi + URk + RESAit 

In a second step, the analyses control for several factors measured at the time of each 
intervention entry and the end of the post-intervention period, namely: age(-squared) to 
measure time-varying human capital (Mincer, 1974) in which the quadratic term allows for 
a non-linear effect on labor market outcomes. Further control variables include the 
educational attainment using the 1-digit ISCED2011-Level classification, individuals’ 
position in the household including the youngest child’s age interacted with a dummy 
variable for females to control for the effect that parenthood may have on stigmatization 
and individuals own decision to perform labor (see Hakim, 2002). The local unemployment 
rates at NUTS-2 level to control for cyclical effects and the residential area at the NUTS-3 
level to control estimates for the local labor demand.
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6.4 RESULTS 

Table 6.1 discusses the difference-in-difference estimations on both dependent variables. 
The post-intervention effect is identified by comparing the labor market outcomes 
among workers, either participating in the WGP or subject to supported-employment 
services. A binary variable is used to indicate whether a given individual participated in 
the WGP, and this binary variable interacts with another binary variable that indicates 
the post-intervention period. This interaction term shows the additional effect of WGP 
participation over that of public activation. 

Model 1 shows that WGP participants have an additional medium-term effect of 29% over 
the post-intervention period compared with the control group on the level of employment 
security, which amounts to an additional effect of 34.8 months over the entire five-year 
period. Model 2 shows positive but no significant medium-term effects on the level of 
employment security in which people with ASD have worked on a proper wage match 
over the entire post-intervention period. However, this does not necessarily imply that 
there are significant differences in any of the five post-intervention years between the two 
groups under study. Therefore, to predict the medium-term effect of the WGP for each 
future year, the post-intervention dummy is replaced by a full set of post-intervention year 
dummy variables (see Table 6.3 in Appendix VI).

Table 6.1. Unstandardized coefficients on the level of employment security (with or without correcting 
for a proper wage match) for people with ASD, from fixed-effects regression models

Employment 
security

Employment 
security

(corrected for a 
proper wage match)

Variables M1 M2
Pre-intervention period (ref.)
Post-intervention period -0.12 (0.15) -0.02 (0.09)
x WGP 0.29*** (0.09) 0.03 (0.05)

Intercept 0.49 (3.41) -0.01 (2.05)
σμ 0.34 0.22
σϵ 0.26 0.15
ρ 0.64 0.68

NObs. 152 152
Nind. 76 76

R2

Overall 0.04 0.01
Within 0.28 0.11
Between 0.01 0.01

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, robust standard errors in parentheses. Models are controlled 
for educational level, position in the household (incl. the youngest child’s age) interacted with sex, local 
unemployment rate (NUTS-2 Level), and residential area (NUTS-3 Level).
Source. Statistics Netherlands (1999-2017).
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Figure 6.1 shows the predicted marginal effects on both dependent variables over the five 
years. These marginal effects show how the impact of WGP participation develops over 
the following five years. There is a clear upward trend in the medium-term impact of WGP 
participation on the level of employment security, but also on the level of employment 
security (corrected for a proper wage match) starting in the first year up to the second year 
of the post-intervention period, but estimates are still insignificant. Besides, immediately 
after the second year, the differences with the control group become nearly zero again.

Figure 6.1. Predicted marginal effects of the level of employment security and employment 
security (with or without correcting for a proper wage match) for WGP participants and the 
control group.
Note(s). Shaded bars show the 95%-confidence intervals. Predictions are based on Model 1 and 
Model 2 of Table 6.3.
Source. Statistics Netherlands (1999-2017)
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6.5 CONCLUSIONS AND DISCUSSION

In the Netherlands, people with ASD are more likely to find themselves un- and 
underemployed. The current study has looked at the medium-term effect of people with 
ASD who participated in a work-experience program at Philips by comparing their careers 
with comparable people with ASD subject to supported-employment services. Results 
have shown that temporarily employing people with ASD within the walls of Philips, in 
combination with multiple forms of training yielded high employment outcomes up 
to five years later. Most likely, the medium-term effect found can be explained by the 
social skills gained during informal learning processes in the workplace. Unfortunately, 
this relationship could not be tested in the current study. Nevertheless, concerns are still 
voiced to proper wage matches that follow either of the two interventions under study.

As earlier noted, the findings of this chapter can only be considered as provisional because 
of the relatively low number of individuals under study. Nonetheless, there seems to 
be a positive signaling effect in the first two years after WGP completion, implying that 
former participants are attractive to prospective employers. However, the effect seems to 
collapse as soon as former participants attempt to establish their position in the external 
labor market. This decline in employment security corrected for a proper wage match in 
the third year after program completion in combination with a high level of employment 
security throughout the entire post five years seems to suggest that future employers are 
undoubtedly interested in former participants with ASD. However, they are unwilling to 
pay the market wage. This finding implies that improved employers’ knowledge about ASD 
is needed in reducing the stigma (Gronholm et al., 2017; Brouwers, 2020). Alternatively, as 
soon as former participants found jobs at external employers, the on-site support, along 
with the informed department they had at Philips is not available anymore, increasing 
the likelihood of losing their regular jobs. Bringing people with ASD to the same wage 
levels as the regular labor force might be too ambitious, as discussed in the introduction, 
particularly within such a relatively short period of treatment. The outcomes found in this 
study highlights again that this group of workers is still unable to link up with the regular 
labor force.

This chapter indicates that a vulnerable group of workers, such as people with ASD could 
establish more sustainable careers and provide a more than a meaningful contribution to 
society with better guidance, workplace adjustments, and investment in social skills. It is 
fully acknowledged that not every worker can get a suitable job given the many differences 
between people with various forms of ASD and their educational attainments. However, 
the WGP might be even more successful if it would introduce a follow-up program. 
The WGP administrators may verify in such a follow-up program if former participants 
still master the social skills gained and foremost fit their current workplace (Howlin et al., 
2004; Howlin, Alcock and Burkin, 2005). In any case, employers currently have insufficient 
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knowledge of the potential productivity of people with ASD. Providing additional training 
is desirable for managers and coworkers to better understand people with ASD (Hedley 
et al., 2017; Harmuth et al., 2018; Brouwers, 2020). Still, policymakers should, notably for 
this group of workers, not only focus on aligning individuals’ skills with the current labor 
demand but first of all, be aware of the importance and meaning of work for the daily life 
of people with ASD (Barnes and Mercer, 2005; Wehman et al., 2017).

The Dutch government strongly emphasizes the societal participation of people with 
incapacities for work, including people with ASD. With the introduction of the 2015 
Participation Act (Participatiewet in Dutch) that obliges employers to hire people with 
a disability, along with the closure of sheltered workplaces, it has become urgent that 
people with ASD are facilitated to participate fully in meaningful activities, including 
exploring the opportunities for paid work. Therefore, it essential that employers learn to 
know the strengths and weaknesses of people with ASD but first be aware of the unique 
vocational needs of people with ASD. It can be argued that employers might condone 
certain behaviors of these workers when employers are better informed about ASD 
(Wehman et al., 2017). 

With the decentralization of Dutch social policies in the form of the 2015 Youth Care 
Transition (Transitie Jeugdzorg in Dutch), the introduction of the 2014 Appropriate 
Education Act (Passend Onderwijs in Dutch) and the Participation Act Dutch municipalities 
are increasingly playing an essential role in ensuring adequate support for people with 
ASD. This future-oriented care and support should not only focus on short term goals by 
acting overprotective and creating too safe environments but to focus more specifically 
on long-term goals by making people with ASD more resilient and adaptive to change 
(Morel, Palier and Palme, 2011a). This resilience-building approach might lead to full 
participation in society and better integration into the labor market.

This chapter provides guidelines for policymakers to integrate this vulnerable but 
promising group into the labor market in a more sustainable manner. The involvement of 
the private sector may contribute to a more inclusive society while reducing the expected 
shortages on the labor market, for instance, concerning technically-skilled personnel. 
For people with ASD, the required investments must be focused on strengthening their 
problem-solving capacity, assertiveness, and self-reliance. More important, perhaps, is 
increasing their adaptability of working in a competitive environment. The WGP can serve 
as a blueprint for similar programs with a permanent on-site job coach, and investment in 
social skills. In particular, the IT and healthcare sectors seem to be suitable to employ people 
with ASD, given the nature of jobs (The Netherlands Autism Register, 2017). There is a call 
for better cooperation between all supply chain partners involved in the Netherlands, yet 
keeping the same goal in mind is essential in establishing more sustainable labor market 
reintegration among people with ASD.
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APPENDIX VI

Table 6.2. Balance check in creating the treatment and control group (Chapter 6)

Mean t-test

Variables

WGP
(N = 38)

Control 
group

(N = 38)

t p > t

Autism diagnosis
Mentally disabled 0.21 0.21 0.00 1.00
Other mental disorder 0.16 0.16 0.00 1.00
Autistic Disorder 0.08 0.08 0.00 1.00
Asperger’s Syndrome 0.29 0.29 0.00 1.00
PDD-NOS 0.24 0.24 0.00 1.00
Other autistic disorders 0.03 0.03 0.00 1.00

Degree of incapability for work
0-100% a 0.16 0.16 0.00 1.00
Unknown 0.84 0.84 0.00 1.00

Previous job’s information
Daily wage (log) 2.24 2.17 0.17 0.87
Subsidized job 0.00 0.00 0.00 0.00

Past two years
Employment past 13.90 13.87 0.03 0.98
Number of unemployment spells 0.03 0.03 0.00 1.00

Number of employers
0 0.47 0.47 0.00 1.00
1 0.24 0.24 0.00 1.00
2 or more 0.28 0.28 0.00 1.00
 
Age 27.26 26.47 0.39 0.70
 
Educational attainment
Low educated 0.32 0.32 0.00 1.00
Intermediate educated 0.39 0.39 0.00 1.00
High educated 0.13 0.13 0.00 1.00
Unknown educated 0.16 0.16 0.00 1.00
 
Forthcoming years in data 6.08 6.11 -0.04 0.97

PS R2 LR Chi2 p > Chi2 Mean Bias B R %Var
0.01 1.18 1.00 1.30 24.60 0.93 0.00

Note(s). The abovementioned numbers are based on fictional numbers rounded up to the nearest five. a There has 
been matched on the categories: 0%, 15-25%, 25-35%, 35-45%, 45-55%, 55-65%, 65-80%, 80-100%; the number of 
observation in the categories were N < 10. The t statistics displayed are based on the original data. The matching 
procedure was cut up in years (1999-2014) and consisted of separate procedures for each year. Educational attainment 
is based on the 1-digit ISCED2011-Level, where Low educated represent the levels 0-2, Intermediate educated the levels 
3-4, and High educated the levels 5-8.
Source. Statistics Netherlands (1999-2017)
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Table 6.3. Unstandardized coefficients on the level of employment security (with or without 
correcting for a proper wage match) over the post-intervention years, from fixed-effects 
panel regression models

Employment 
security

Employment security
(corrected for a proper 

wage match)

Variables M1 M2

Post-intervention period (ref. = 0)

1 0.04 (0.06) 0.09+ (0.05)

2 0.09 (0.07) 0.03 (0.05)

3 0.08 (0.07) 0.07 (0.05)

4 0.03 (0.08) 0.11+ (0.06)

5 0.10 (0.10) 0.12+ (0.07)

x WGP 

1 0.04 (0.09) 0.05 (0.06)

2 0.18* (0.08) 0.09 (0.06)

3 0.25** (0.09) -0.02 (0.06)

4 0.31** (0.10) -0.04 (0.07)

5 0.33** (0.11) -0.00 (0.08)

Intercept -1.03** (0.34) 0.10 (0.04)

σ𝜇 0.51 0.29

σϵ 0.32 0.23

ρ 0.72 0.63

NObs. 879 879

NInd. 76 76

R2    

overall 0.03 0.00

within 0.30 0.18

between 0.00 0.01

Note(s). ***p<0.001, **p<0.01, *p<0.05, +p<0.10, robust standard errors in parentheses, models are controlled for 
time spent in the WGP, regional unemployment rate (NUTS-2 Level), household position (incl. youngest child’s 
age) interacted with sex, residential area (NUTS-3 Level).
Source. Statistics Netherlands (1999-2017).
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7.1 INTRODUCTION

The aim of this dissertation was to provide insight into the labor market reintegration 
of vulnerable workers. Many of them experience significant difficulties in labor market 
reintegration, particularly in times of economic downturn. Their severe labor market 
distance can be explained by not possessing occupation-specific knowledge and 
desired skills. This dissertation observed the long-term impact for vulnerable workers of 
participating in a company-based work-experience program that invests in the human 
capital of participants compared to similar individuals subject to the standard and low-
investment public approach of activation.

The contribution of this dissertation to the existing literature is to compare the individuals’ 
labor market outcomes up to 10 years later. Previous studies were limited to a period 
of two to three years (see Card, Kluve and Weber, 2018). Another contribution of this 
dissertation is on reducing the heterogeneity for studying the causal mechanisms of 
participation in such a human capital program, which is better when homogeneous 
groups are taken instead of the entire group of participants. This dissertation attempted to 
do this by addressing the specific career issues faced by youth, ethnic minorities, people 
with either physical or cognitive disabilities, and people with ASD.

The central question addressed in this dissertation is the following: to what extent is a 

company-based work-experience program that combines work experience with on-the-job 

training, career development courses, and vocational training able to better support either low-

educated or inadequately-skilled workers to return to the labor market and to build up high 

levels of employment security in sustainable jobs with proper wage matches and open-ended 

contracts over their future careers than activation programs based on workfare principles that 

lack these human capital and work-experience investments?

Each chapter in this dissertation attempted to answer this research question by 
comparing the labor market outcomes of WGP participants for up to 10 years to those of 
a comparable group of vulnerable workers who were subject to public activation. The first 
study observed the long-term impact of WGP participation on the level of employment 
security and the quality of ensuing jobs across educational attainment at the time of WGP 
entry. The second study disentangled the effect for young participants and the extent to 
which following training during (and after) the WGP explain the long-term impact. Even 
though most low-educated participants receive training during the WGP, the emphasis 
put on life-long learning during the career development courses might cause an adaptive 
orientation, which enabled WGP participants to decide to return to formal education. The 
remaining studies addressed the long-term impact of WGP participation for a vulnerable 
group, namely, ethnic minorities, (partially) disabled workers, and people with ASD. Doing 
so made it possible to provide general conclusions about the effect of WGP participation 
in detail for specific groups.
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7.2 ANSWERING THE RESEARCH QUESTION

7.2.1 Human capital investments contribute to more career growth 
opportunities

From the literature on ALMPs, it is known that workfare-oriented public activation 
programs can reintegrate the unemployed quickly, as discussed in Chapter 1. Relatively 
little emphasis is placed on the development of (occupation-specific) knowledge and 
skills during the unemployment spell. In contrast, the company-based work-experience 
program under study postpones the labor market reintegration to invest in human capital 
to contribute to a more sustainable career, i.e., lock-in effect. The long-term causality of 
the WGP runs from the investment in human capital in the one to two years at Philips, 
compared to the low to little investment in these skills-upgrading services during public 
activation. Hence of the investment during the WGP, a high-quality job match can be 
established. In turn, this better-rewarding job is the principal driving force behind the 
more sustainable careers found among former participants of the WGP.

Much more emphasis is put in today’s labor market on possessing the desired skills to 
have a reasonable chance of acquiring a secure job. Unemployment, in turn, is seen as a 
consequence of not possessing desired skills (Becker, 1962), and is also associated with 
losing the opportunity to maintain and update one’s obsolete skills (de Grip and van Loo, 
2002). This lack of opportunities is because of the low budget that is released for labor 
market reintegration by the Dutch government to the Employee Insurance Agency and 
municipalities. As such, these vulnerable workers have lower probabilities of acquiring 
a secure job after being employed in nonstandard employment, which negatively 
influences the opportunities for individuals to acquire training possibilities (Fouarge et 

al., 2012). Explanations pointed to periods of economic downturn and the increased 
labor market flexibilization that went hand-in-hand with the increasing disadvantaged 
positions of workers on flexible work arrangements, implying that mounting the career 
ladder is no longer a matter of course.

The deficit in human capital is the main reason for the marginal labor market position of 
vulnerable workers. Therefore, it can be assumed that an investment in human capital, 
that means an investment in occupation-specific skills high in demand, would integrate 
these workers more sustainably than through public activation without this substantial 
investment. As known from the literature, work experience gained in the private sector 
is more valued by external employers than work experience gained in the public sector 
(Gerfin, Lechner and Steiger, 2005; Sianesi, 2008). As found in this dissertation, the WGP 
serves as a stepping stone for different groups of vulnerable workers toward sustainable 
careers. Although the WGP is not a panacea across the board, its participants increasingly 
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establish improved levels of employment security, earn high-quality jobs, and boost their 
employment security through proper wage matches in the short-term and far future, 
and hence, work their way up the career ladder. Other vulnerable workers, similar to WGP 
participants, are likely to sustain their marginal labor market position and have erratic 
careers, i.e., patchwork, uncertain, or disrupted careers.

The WGP, as being a human capital program, proves to align unemployed individuals’ stock 
of human capital with the current labor demand and to reduces adverse stigmatization 
effects that underlain their unemployment status. In this way, the WGP either solves the 
initial unemployment problem by offering temporary employment and by raising the 
employability of these vulnerable workers by increasing their low or inadequate skill 
level (Sol and Kok, 2014). The career development of WGP participants confirms the 
assumptions of human capital theory (Becker, 1962) that one’s labor market opportunities 
increase with the (occupation-specific) accumulation of knowledge and skills and how 
they are evaluated in the labor market. Simultaneously, the time spent at Philips reduce 
the negative judgments about vulnerable workers’ productive capabilities based on group 
membership, i.e., statistical discrimination (Spence, 1973; Bonoli and Hinrichs, 2012).

Besides relevant work experience in the private sector, the WGP also provides its 
participants with career-development courses and (vocational) training, something that 
would be unlikely to be offered in public activation or in nonstandard jobs that follow 
unemployment to these vulnerable workers. The time spent within the walls of Philips, 
being a well-reputed multinational enterprise, is likely to be associated with higher 
performance and training standards that are more valued in the external labor market. 
This dissertation found that the investment in human capital during the WGP has, without 
any doubt, conferred an advantage on WGP participants’ careers up to 10 years later. For 
similar unemployed individuals in public support, contrariwise, activation tends to entrap 
different groups of vulnerable workers into nonstandard employment interspersed with 
periods of unemployment, precisely because of the non-investment in human capital.

Apart from the pure investment in human capital, it is the setting of working for Philips that 
undoubtedly impacts people’s daily life on short notice. WGP participants become part of 
the regular labor force and get access to valuable job information through coworkers 
and managers, forming bridging ties. These bridging ties are bonds that cut across social 
cleavages of social class, ideological dispositions, or ethnicity, for example, and usually 
involve less intense and frequently-used contacts than people normally have contact with 
in their intimate network. Even though both bonding and bridging ties are essential in 
reducing deprivation, it is argued that bonding ties help people to get by, whereas the 
bridging ties enable people to get ahead (Narayan-Parker, 1999; Putnam, 2001; Reeskens 
and van Oorschot, 2014).
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The findings of this dissertation also confirm that each investment in human capital takes 
time to yield returns, albeit that WGP participants are formally spoken not unemployed but 
working for the statutory minimum wage. However, WGP participants have increased their 
employability when their knowledge and skills were aligned with current labor demands. 
The different investments in human capital during the WGP equip participants with 
more options to act by addressing their intrinsic motivation for working (Schmid, 2006). 
As such, the WGP attempts to establish self-initiative and to create choice opportunities 
rather than just to encourage appropriate job-search behavior through monitoring and 
penalizing (presumed inappropriate) behavior as in the public activation program. In this 
way, the WGP might be seen as a capacitating approach, capacitating people for the labor 
market and the employment career (see Groot, Muffels and Verlaat, 2019).

7.2.2 Findings by chapter

In Chapter 2, the aim was to observe the level of employment security and the quality of 
jobs (e.g., wages, contracts, and tenure-based indicator) that follow the WGP up to 10 years 
later. The results showed that WGP participants acquire better job matches presumably 
due to the work experience and training for one to two years at Philips, in particular for 
those who enter the WGP with low educational attainment. The WGP showed the highest 
net effect on all three job-match quality indicators for people with low levels of education. 
However, for participants with intermediate and high educational attainments, it takes 
more time before they move into secure jobs that also match their skills. For the high 
educated, the effects were smaller but especially showed up five years after WGP entry.

The most important lesson drawn from Chapter 2 is that the WGP sends out strong 
signals of potential productivity, resulting in higher levels of employment security and 
higher-quality job matches that follow the WGP, albeit that the impact on the latter is less 
decisive. Specifically, the results seemed to show that compared to the control group, 
WGP participants are more inclined to secure different types of jobs (e.g., temporary 
and short-term) and better able to convert fixed-term contracts into an open-ended 
contracts over the years. For the control group entitled to public activation, the reverse 
side of the story might be told, meaning that the lack or undersupply of work-experience 
and vocational training opportunities offered during the time of unemployment might 
result in substantial barriers to move into better job matches. Furthermore, the impact 
of WGP participation on job-match quality was for most present for those with higher 
qualifications, whereas for those with lower qualifications merely profit in terms of their 
employment security. 

However, one needs to be cautious here to draw general conclusions about the public 
activation program, given that WGP participants, and hence, also the matched control 
group, represent a selective group of unemployed people with a relatively weak position 
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on the labor market, precisely because of the selection criteria applied by Philips. 
Nevertheless, the policy conclusion can be drawn that for the unemployed with a 
vulnerable labor market position and who are subject to public activation, the increased 
supply of work experience and vocational training might indeed also support them in 
finding better and more secure job matches.

In Chapter 3, the concerns expressed regarding the public-support policies targeted at 
unemployed Dutch youth were discussed. There is no robust skill-building component 
during unemployment and so in the public activation program that tends to direct 
youngsters without the desired skills into nonstandard employment. Results indicated a 
positive and lasting significant effect of WGP participation for youth over that of public 
activation on the level of employment security and employment (corrected for a proper 
wage match) over 10 years. However, there is substantial variation in the positive impact 
found for WGP participation across individuals with different educational achievements. 
Even though the work experience gained at Philips, combined with (vocational) training, 
significantly improves the level of employment security (also when correcting for a proper 
wage match) for participants with different educational levels, those with low and high 
levels of education seem to experience the highest long-term additional impacts of WGP 
participation. For people with intermediate levels of education, the gains in the level of 
employment security were much smaller, assumedly because the WGP offers training in 
another field of study but no upgrading of their educational level as it does for people 
with low levels of education.

The findings showed that vocational training as such matters for the level of employment 
security with or without a proper wage match, given that training followed in the post-
intervention period appeared to contribute to improving the employment security of 
low-educated youth as well. In Chapter 3, the analyses attempted to unravel the causal 
mechanisms between receiving training to improved levels of employment security. 
There is support for the hypothesis that low-educated participants profit through 
following vocational training acquired during the WGP, while the high educated mainly 
benefit from the accumulation of work experience. Most likely, the positive impact of WGP 
participation for participants with low levels of education is improved through obtaining a 
degree in a field of study that prepares participants for the relatively secure jobs available 
in the labor market, particularly in the expanding technology sectors of the economy. 
The long-term causality of participation in the WGP on improved careers runs from the 
investment in human capital. That means the combination of work experience, multiple 
forms of informal training, and most importantly, the opportunity to follow formal 
vocational training, which is in direct contrast to the non-investment in human capital 
during public support or the temporary jobs following.

The mixed long-term impact identified by Peijen et al. (2019) for different groups of 
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vulnerable workers participating in the WGP gave cause for further investigation on the 
long-term impact for these different groups. In Chapter 4, the labor market outcomes (i.e., 
the level of employment security and corrected for a proper wage match) for different 
groups of ethnic minorities either participating in the WGP or being entitled to public 
activation were compared. There is clear evidence that a substantial investment in human 
capital leads to higher levels of employment for WGP participants belonging to either a 
Western or non-Western minority and when correcting for a proper wage match. However, 
for Moroccans, Turks, Surinamese, and Dutch Antilleans who have relatively easy access 
to the Dutch education system in the first place, at least better than that of other (non)
Western people—the human capital investment by such a work-experience program 
does not significantly contribute to more sustainable careers compared to others subject 
to public activation. However, perhaps this traditional group of ethnic minorities may still 
suffer from long-standing ethnic discrimination. On the contrary, the newcomers from 
other non-Western minority groups, lag behind concerning their educational attainment 
or unrecognized qualifications. This deficit implies that any form of investment in their 
human capital works out positively regarding newly opened opportunities but can also 
confirm their existing occupation-specific skills yet unrecognized in the Dutch educational 
system. Second, there is mixed support for the hypothesis that the long-term program 
effect confers an advantage on participants’ careers, as shown by the mediating effects of 
a higher-quality job following the WGP, either on the level of employment security with or 
without correcting for a proper wage match.

Chapter 5 contained a discussion of the labor market position of workers with a disability 
and investigated whether their careers are enhanced through participation in the WGP. 
Results indicated that the WGP indeed operates as a stepping stone toward sustainable 
careers. However, the effect of WGP participation is more substantial on the level of 
employment security than when correcting for a proper wage match. This finding implies 
that conjected scarring effects on this group of workers remain (Ruhm, 1991; Fervers, 
2019). Besides, the long-term impact of WGP participation proves to be stronger for 
those with a cognitive disability than for people with a physical disability. It needs to be 
noted that there was even an adverse effect for people with a cognitive disability subject 
to public activation. Most of the treatment effect of the WGP can be explained by the 
vocational training component of the WGP for both types of impairments.

The provisional findings of Chapter 6 showed the medium-term effects of participation 
in the WGP on people with ASD by comparing their careers to those of comparable other 
people with ASD but who were engaged in the (youth) disability scheme and, thus, the 
public activation program. Results indicated that allowing people with ASD to work at 
Philips with multiple forms of training for a period of one or two years has a positive 
effect on their labor participation up to five years after leaving the WGP. The identified 
medium-term impact can be explained by the vocational training offered to people 



542404-L-bw-Peijen542404-L-bw-Peijen542404-L-bw-Peijen542404-L-bw-Peijen
Processed on: 11-9-2020Processed on: 11-9-2020Processed on: 11-9-2020Processed on: 11-9-2020 PDF page: 192PDF page: 192PDF page: 192PDF page: 192

192 | Chapter 7

without the required basic qualifications and the acquisition of (social) skills. The informal 
social skills are acquired through the career-development courses, but notably through 
the informalities gained in the workplace through social networking with managers 
and coworkers. A vulnerable group such as people diagnosed with ASD could gain from 
improved awareness among managers and coworkers, and the investment in knowledge 
and (social) skills. As such, participants get the chance to work in a regular job in the 
labor market and to make a meaningful contribution to society, albeit with workplace 
adjustments. It is fully acknowledged that not every individual diagnosed with ASD 
will be able to acquire a regular job, given the many differences between people with 
(various forms of ) ASD and their differences in educational attainment. In particular, those 
who only have completed primary education (and below upper secondary education) 
often remain in sheltered employment, whereas the higher educated have much better 
opportunities because they possess the desired skills.

7.3 LIMITATIONS AND FUTURE RESEARCH AGENDA

The literature on the effects of private-sector employment support and public activation 
lacks empirical evidence using micro-level data (see Benda, 2019). The micro-level register 
data used in this dissertation provide a powerful data source to identify a closely matched 
control group to the WGP participants out of the entire Dutch population. This richness 
of potential control group members and the inclusion of many pre-treatment covariates, 
such as the substantial labor market history, leading to significantly improved predictions 
of WGP outcomes than when (small) survey samples were used. 

However, register data also bring considerable limitations of not having any subjective or 
attitudinal information of individuals, i.e., personality traits, well-being, motivation, self-
confidence, learning experiences, perceptions, and job-search efforts. The fixed-effects 
linear panel regression models as well as the matching procedure correct for the (time-
varying) unobserved heterogeneity and the potential selection effect (see Lipscomb, 2007; 
Allison, 2009), affecting treated and control units similarly, and therefore, not threatening 
the validity of the study results. However, the treatment effect needs some nuance given 
the missing information in the data.

The claims made in this dissertation about why participants’ improved their careers and 
causality with the provided services during the WGP period are mainly based on theoretical 
considerations. However, it was not always possible to test these assumptions empirically. 
Take, for instance, the proposed signaling effect of either Philips or the WGP itself could 
not be tested by using only this register data. There was no information available on the 
hiring decisions of employers and what precisely the decisive factor was for them, either 
positively or negatively, and whether the WGP had an impact on these factors or that the 
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effect can be dedicated to the innate abilities of participants.

As already argued by Gerards et al. (2014) the benefits for participants on their future 
careers can in theory be ascribed to private-sector involvement (see Gerfin et al., 2005; 
Sianesi; 2008; Graversen 2004) but the fact that the program administrators of the WGP 
have the final say in the selection procedure leaves ample room for cream-skimming (see 
Aakvik et al., 2005; Martin and Grubb, 2001), i.e., cherry picking, selection effect. It can thus 
be argued whether participation in the WGP truly counteracts employers’ selective hiring 
or that the WGP includes more job-ready candidates than the more heterogenous pool 
of unemployed individuals entitled to public activation (see Ingold and Valizade, 2017). 
However, if the more gifted participants stay with Philips, results might be biased to some 
extent as they are likely paid above the market wage. Nonetheless, it is not a guarantee 
that these participants would have been hired by Philips without the earlier investment 
during the WGP.

As the application letter and the résumé that lists the acquired skills and work experience 
gives after all access to the job interview itself but is not always decisive, as there might 
be more suitable candidates for the position. Therefore, the judgments of employers on 
applicants heavily depend on the position advertised but also on the chemistry between 
the potential employee and prospective employer during the job interview. This kind of 
information is not always recorded in survey data either but very decisive in the final hiring 
decision. The subjective information from both former participants, benefit recipients, as 
well as the opinions of prospective employers, would help to interpret the findings and 
also be of high interest in drawing policy conclusions. 

There is still a lack of evidence about these underlying mechanisms that might explain how 
a heterogeneous group of unemployed individuals can be activated through different 
types of reintegration policies (Pawson and Tilley, 1997; Glebbeek, 2005; Glebbeek and Sol, 
2014; Eichhorst and Konle-Seidl, 2016). Future research might focus more on investigating 
in-depth the underlying mechanisms with a view to the role of subjective variables 
that link the work experience gained and the training and education received during 
the WGP to the improved long-term labor market outcomes. Even though it is widely 
acknowledged that resolving up the deficit in human capital is most critical for future 
employment security and higher-quality job matches on the Dutch labor market, the WGP 
context of providing a regular job in a highly-reputed company is considered to be of 
great value. More voices have been calling for addressing the quality and meaning of work 
for different groups of vulnerable workers to prevent human capital depreciation and to 
promote social inclusion of, for instance, partially disabled workers, ethnic minorities and 
youth (Barnes and Mercer, 2005; Luijkx and Wolbers, 2009; McTier and McGregor, 2018).

There is a vital role here for Philips, corporatist organizations, and future research, as both 
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WGP participants, as well as benefit recipients, could be asked during, and after each 
intervention on these (subjective) indicators in the form of a longitudinal questionnaire. 
Identifying changes in these subjective indicators within individuals over time would help 
to understand the extent to which company-based work-experience programs, like the 
WGP, and human capital investments in general, impact participants’ attitudes toward and 
motivations to engage in continuous learning compared to public activation (London 
and Smither, 1999; Fugate, Kinicki and Ashforth, 2004). The long-term success of the WGP, 
and not so much an effect on short notice, can likely be explained by the combination of 
providing a regular job during the program, the supply of career-development courses, 
and the social skills acquired in the daily contact with managers and coworkers, which 
positively have affected WGP participants’ behavior on short notice and in the long run 
(Becker, 1962; Rose, 2019).

The access to valuable social networks of colleagues (e.g., managers and coworkers) that 
comes along with the WGP that otherwise would not be available to the unemployed 
is worth mentioning. This role of informal skills obtained because of the daily contact 
that WGP participants have with managers and coworkers—leading up to an enhanced 
social capital as well—has been discussed and acknowledged but is underexposed 
in this dissertation, unfortunately. There was no information available in the register 
data about people’s social networks to draw definite conclusions about the possible 
support participants might have received. From a sociological perspective, the context 
of belonging to the regular labor force comes with the opportunity to establish new 
professional ties, relationships, and networks, such as with managers and coworkers, 
whereas staying unemployed goes along with a declining social network (Gallie, Paugam 
and Jacobs, 2003; Böhnke, 2008; Dieckhoff and Gash, 2015).

This changing context is particularly interesting to study for vulnerable workers, given 
that not all individuals in society have equal access to social resources regardless of their 
unemployment status (Lin, 2000). Individuals tend to have closer contact with others like 
themselves, resulting in somewhat homogeneous social networks sharing social norms 
and beliefs about working and benefit dependency (Lin, 1982; Campbell, Marsden and 
Hurlbert, 1986; Lin and Dumin, 1986; Putnam, 2001; Adler and Kwon, 2002). These so-
called strong ties may be informally formed based on demographic characteristics such 
as age, sex, ethnic origin, educational level, and income level (Bott, 1928; Loomis, 1946), as 
well as psychological traits, such as intelligence, attitudes, and aspirations (Almack, 1922; 
Richardson, 1940). Consequently, individuals from higher socioeconomic standings have 
a more heterogeneous social network, that means more diversity in people occupying 
positions in society, whereas individuals from lower socioeconomic strata are likely to 
interact with others like themselves and, thus, acquire relatively few social resources (Lin, 
2000; McPherson, Smith-Lovin and Cook, 2001).
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The WGP is a facilitator that enables different groups of vulnerable workers, for instance, 
those with low levels of education, ethnic minorities, and youth, to enter the social 
network of the employed population. Their newly-acquired social ties provide WGP 
participants with valuable information about job opportunities and act as referrals in future 
applications (Boxman, De Graaf and Flap, 1991; Newman and Granovetter, 1996; Mouw, 
2003). Apart from their functional value (Lin, 1999). These social interactions with managers 
and coworkers fostered people’s well-being compared to an unemployment status being 
somewhat isolated from society (Winkelmann, 2009). It would be most interesting for 
future research to measure to what extent vulnerable workers’ professional networks—
that are expected to be relatively homogeneous—are and could be enhanced in such 
a relatively short period as the WGP period is. These possibilities point to observing the 
gain in and mobilization of social resources (Lin, 2008), in particular, how newly-acquired 
professional contacts have contributed to supporting WGP participants in returning to 
the labor market, as well as the extent to which the social ties acquired during the WGP 
last throughout their careers (Granovetter, 1977; Newman and Granovetter, 1996; Barbieri, 
Paugam and Russell, 2000). Future researchers could use position and resource generators 
in surveys to measure changes in individual social capital (Lin and Dumin, 1986; van der 
Gaag and Snijders, 2005; van der Gaag and Webber, 2008; van der Gaag, Snijders and Flap, 
2008; Bos and van der Gaag, 2010). These survey instruments are well-established in the 
literature but have not been applied in the context of ALMPs.

There are also limitations and future research implications that specifically concern 
the various groups of vulnerable workers studied. For ethnic minorities, the missing 
information mainly refers to people’s language deficits, year of arrival in the host country, 
and the expansion of their social network, for instance, regarding establishing interethnic 
social ties (Mouw, 2002; Battu, Seaman and Zenou, 2011; Patacchini and Zenou, 2012). 
Other personal factors such as post-traumatic stress disorders (PTSD) as war traumas 
like losing loved ones and the fear of being caught by the local authorities (e.g., police, 
military police, and armed forces) are not available in the data but profoundly affects the 
readiness to perform labor. Additional in-depth research, such as qualitative research, 
might be conducted to follow different groups of immigrants that are either participating 
in the WGP or engaged in the public activation program to examine how they fare in their 
careers.

For both cognitively and physically disabled workers, the missing information lies in the 
reasons for application refusal (e.g., statistical discrimination) and the daily struggles in 
the workplace they face once they are hired. There is information available about the 
diagnosis and the degree of incapacity for work, but that does not tell anything about 
the difficulties that people experience that perhaps might lead to a possible job dismissal. 
Moreover, it would be interesting for future research to study the negative stigma that 
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employers generally hold toward the productivity levels of partially disabled workers.

For people diagnosed with ASD, there is no information about the external stimuli that 
people perceive in the workplace. Even though there is a diagnosis (also on the type of 
ASD) and a degree of incapacity, some people with ASD have susceptible reactions to 
stimuli, i.e., sensory over-responsivity. Besides, for other people, it takes longer to become 
accustomed to the stimuli (Green et al., 2015). There is time-variant information available, 
such as the GAF scores as included in the DSM-IV, on individuals’ social, occupational, 
psychological functioning, but symptom severity, as registered by a mental health 
professional at the Department of Mental Health Care (Geestelijke Gezondheidszorg [GGZ] 
in Dutch), can be considered. However, this data was unavailable for this dissertation for 
budgetary reasons. Nonetheless, future researchers might observe the development in 
these GAF scores over time with the inclusion of scores for WGP participants diagnosed with 
ASD—perhaps gathered throughout the WGP. This information may provide an answer to 
the question of whether the WGP, with all its workplace adjustments, would better enable 
participants with ASD to cope with the stimuli and to establish better relationships with 
their managers and coworkers compared to other people in employment but subjected 
to a tailored treatment in which mental health institutions are involved.

Another limitation is that the national register data used in this dissertation includes neither 
information about the opinions and actual hiring decisions of prospective employers nor 
the refusals of prospective employers. Even though the long-term causality runs from the 
investment in human capital together with social capital to constrained and unconstrained 
choices on the labor market and so to career development, the actual reason for which 
WGP participants are preferred above either other unemployed individuals or incumbent 
workers is unknown. As noted earlier, the WGP involves a potential selection effect, and 
the main criticism toward such human capital programs states that innate abilities and 
behavior are considered to explain a part of the treatment effect (Abrassart, 2013). Lastly, 
the remote-access facility of Statistics Netherlands that gives access to the national 
register data allows uploading a list of social security numbers of Dutch inhabitants but 
not to combine it with national register data of other countries. If this becomes possible, 
however, then a cross-national study could be conducted on (almost) similar initiatives 
like the WGP to observe the impact of different employment protection legislations and 
the impact of public activation programs across countries.
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7.4 POLICY IMPLICATIONS

7.4.1 What lessons are learned?

Over the last decades, evaluations on the effects of ALMPs (e.g., Martin and Grubb, 2002; 
Sianesi, 2008; Card, Kluve and Weber, 2018) persistently show that work-experience 
programs offering placement in the private sector are one of the most successful measures 
for getting the unemployed people back to work, although specific program features may 
vary between these program, for instance, because of the differential institutional settings 
of countries (see Graversen and Jensen, 2010). 

In contrast to earlier studies that evaluated private-sector work experience as ALMP 
broadly, this dissertation took a closer look on (only) one specific program. This program is 
specifically aimed on labor market reintegration, whereas the private-sector involvement 
in other studies ofen entailed a (temporary) wage subsidy, i.e., a demand-oriented 
approach. Such an approach makes vulnerable workers very much dependent on these 
subsidies. In addition, it was argued that the WGP, given that it is executed by a reputed 
multinational firm, Philips, entails an additional advantage for former participants in 
signaling their potential productivity to prospective employers compared to general 
work experience gained in the private sector, e.g., SMEs. This reputation effect of Philips 
could not be tested empirically—as the register data did not show business names and 
Philips outlets/departments seemingly had a different anonymized identifier—yet this 
might explain the exceptional short-notice impact found by Gerards et al. (2014) for the 
WGP on participants’ employment probabilities. Moreover, Philips operates in the so-
called Brainport region with other alike technology-oriented businesses (e.g., ASML, Intel, 
and IBM) that are confronted with future skill shortages for which its impact cannot be 
neglected.

Scrutinizing the WGP’s selection procedure. It cannot be denied that this plays a 
considerable role in its net effect. Even though the  matching and analyses controlled for 
this, the net effect might be reduced considerable if the WGP included people living on 
long-term social assistance. 

Another unique feature of the WGP is the one-week notice period to avoid the often 
associated lock-in effects with human capital programs (see van Ours, 2004). Formally, 
the lock-in effect does not exist. After all, WGP participants (1) build up relevant work 
experience and so have income security, (2) receive (in)formal training, (3) while they 
expand their professional networks that presumably lead to better job offers in the long 
run, and (4) have the possibility to leave the WGP anytime with only a one-week notice 
period. In sum, the WGP provides participants human capital investments as well as both 
job and income security, albeit for only one to two years on the statutory minimum wage.
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However, the employment and income guarantee at Philips puts participants at their ease 
straightaway, not being pursued anymore by obligations and sanctions and look out for 
a job that fits their skills best. Even though this feature can be considered as a strength 
of the WGP, there is a danger that this goes at the expense of active job-search behavior. 
The current set-up of the WGP offers guidance, but the job-search efforts of participants 
are not strictly monitored by neither the program administrators of the WGP nor the 
Employee Insurance Agency. This freedom might induce participants to postpone their 
job-search and application efforts. Even though taking away the imposition of sanctions 
gives WGP participants the possibility to focus on upgrading their knowledge and skills 
fully, there is a potential risk to reenter unemployment near the end of the WGP. 

Most participants work full-time and participate in career-development courses during 
their stay at Philips, either way, a day on Earth only lasts 24 hours. Therefore, participants 
need to perform their job search in their free time. Alternatively, however, as unemployment 
causes a lot of stress on both the unemployed as on family members (see McKee-Ryan 
et al., 2005; McKee-Ryan and Maitoza, 2018), the temporary job at Philips that provides a 
daily routine and contact with new colleagues is perhaps in favor of family life. As such, 
it still needs to be noted that WGP participants are formally not being held up as the 
literature about work-experience and training programs in general suggests.

No doubt that there is a role for the participant itself here to take the opportunities that the 
WGP offers nonetheless, for instance, by actively participating in the career development 
courses, following further training, and building up a professional network through 
mobilizing the social resources embedded. It can be argued that only the highly-capable 
WGP participants are likely to make the most of their WGP period (Abrassart, 2013). The 
highly-tailored approach of the WGP combining work experience obtained with (in)formal 
training at a reputable company like Philips, could lead to a more effective and attractive 
approach for creating more sustainable employment careers for the most disadvantaged.

On short notice, it may well be the combination of all these elements of the WGP to be 
the decisive factor and not so much either of the aforesaid. It can be argued that it is not 
the private-sector employment establishes higher levels of employment security per se, 
but that WGP with its distinguished set-up adapts itself to the needs of many participants. 
Nonetheless, the impact on the job matches are modest. In the longer term, however, 
much of the impact of WGP participation is contingent on situations where workers carry 
along their performances either at their current employer or by building up an impressive 
résumé, which yields more sustainable careers (Rosenbaum, 1979; DiPrete and Eirich, 
2006).

This reflection raises the question if the current reintegration efforts need an overhaul. 
However, it also seeks for possibilities in transferring the positive experiences of the WGP 
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to other settings, such as SMEs that might not have this appealing effect as Philips has, 
but foremost, whether these experiences can be brought closer to the public services to 
improve their reintegration efforts.

7.4.2 Changing the framework of labor market reintegration

The Dutch reintegration framework seems to be at a crossroads (Brouwer, Verhoeven and 
Wilthagen, 2018). The careers of vulnerable workers highly depend on sound economic 
conditions, but even that is starting to change because of the growing demand for 
occupation-specific skills in today’s knowledge societies. Over the past decades, unskilled 
jobs have been increasingly offshored and automated, which has put vulnerable workers 
at increased risk of having unstable careers.

The major question is whether the public activation program in the Netherlands is 
capable of fulfilling their reintegration tasks. It would be too bold to answer this question 
with no. Future research is required to answer this question in a study that includes both 
more and less vulnerable workers than those in this study and follows them over a more 
extended observation period. It seems more than plausible that the strict monitoring 
and sanctioning practices in the public approach will increase quick exit rates into paid 
work. However, as shown in this dissertation that reduces heterogeneity by zooming 
in on specific vulnerable groups, purely imposing requirements, strict monitoring, and 
incentivizing vulnerable workers, as in the public approach, leads to neither increased 
levels of employment security nor improved job matches among different vulnerable 
workers. Their deficit in human capital forms a substantial employment barrier and 
leads to both recurrent entries in unemployment and prolonged stays in nonstandard 
employment.

Currently, the Dutch approach to public support exposes vulnerable workers to an 
increased risk of being steered into poorly-paid and insecure job positions. Hence, the 
repeated threat of unemployment negatively affects individuals’ potential productivity, 
given that unemployment deteriorates the stock of human capital. The non-investment in 
skills during the public support and the changing economic context is the root cause of 
these theoretically predicted bleaker labor market prospects of vulnerable workers. 

Consequently, for those workers that do not possess the desired skills, it has become 
increasingly difficult to move into sustainable employment. Thus, unemployed individuals 
should search for jobs actively, and are intrinsically motivated rather than to be required 
and economically motivated through sanctions or moved into jobs that are immediately 
available but lead to only to short-term, instead of sustainable, employment. The current 
public activation program implies for the nearby and far future that many vulnerable 
workers, even in booming economic times, would cycle between low-paid and insecure 
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jobs interspersed with periods of unemployment (McTier and McGregor, 2018). It is 
possible, however unlikely, for people in public support, that either during unemployment 
or in the job that shortly follows unemployment that such employment, income security, 
and human capital investments are provided as in the WGP. 

A large number of unemployed individuals entitled to public activation would be unlikely 
to have such a level of job security, not to mention whether the probably ensuing 
nonstandard employment matches people’s skills or wage prospects and the ongoing 
risk of unemployment. Therefore, there is not only a post-intervention effect of the WGP 
here, but the WGP involves, without doubt, an immediate employment effect as well, e.g., 
during-intervention effect.

Building further on this matter, the unemployment status is only associated with losses, 
such as income and occupation-specific and social skills, precisely because the Dutch 
government has relatively low expenditures on work experience and training measures 
in their reintegration efforts. In contrast, other countries increased their funds on these 
measures, for instance, after the 2008 Great Recession (see Figure 1.1). Education and 
further training are essential, if not the most crucial elements, for improving future 
reintegration efforts to tackle poor prospects in an increased dualized labor market (to be 
discussed further in Section 7.4.5). The past crises have learned that, particularly in times of 
economic downturn, investments in human capital are vital to secure future employment. 
It is, therefore, little wonder that with the current COVID-19 crisis that scholars urge for 
training measures and work-to-work trajectories. However, as learned from the WGP, one 
should not forget that unemployed people, particularly adults with children, need to take 
care of their families too, i.e., need of an income. Thus, workplace learning with an income 
guarantee might take public support to a higher level.   

7.4.3 Policy implications for each vulnerable group

The nature of being in a work-experience job itself, regardless of Philips’ reputation in the 
Dutch labor market, might still be seen as inferior, as was the case with the public work-
experience programs and sheltered employment in the Netherlands (see Section 1.1). 
Nonetheless, vulnerable workers that participate in human capital investments receive 
higher call-back rates and invitations for job interviews than those from whom it is not 
expected to take part in such programs. Employers seem to be less harsh in their judgments 
of workers and expect them to participate in such programs. In contrast, participation in 
such programs might negatively stigmatize them when people are expected to make a 
career entirely on their own (Liechti et al., 2017).

For youth, policy reforms may require supplementing existing public activation programs 
by adding work experience, on-the-job training, and vocational training. Under the 2013 
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Youth Guarantee, every individual in Europe under the age of 25 should be provided 
with a high-quality offer of employment, continued education, an apprenticeship or a 
traineeship within four months of becoming unemployed or leaving formal education 
(European Commission, 2019). In 2015, the Dutch government, together with 75 large 
Dutch companies and education institutions, expressed their intentions to incorporate 
more unemployed youth in the labor market by offering more internships, related to 
educational programs.

Since 2016, the Employee Insurance Agency has started to provide one-year schooling 
tracks for about 13,000 unemployed individuals to combat labor shortages in the 
technology and healthcare sectors. The forecasted future shortages of personnel in the 
technology and healthcare sectors with intermediate and high educational attainments 
are of great concern for the Dutch labor market (de Graaf-Zijl, Josten, et al., 2015; Research 
Centre for Education and the Labor Market, 2019). As argued earlier, and demonstrated 
by the findings in Chapter 3, the provision of different types of training, such as in-house 
vocational and on-the-job training as well as public-private partnerships involving 
public organizations and private actors, can be of great help to successfully address the 
reintegration problems that youth with inappropriate skills are facing in their early careers 
today.

The public activation program sets many people in ethnic minority groups aside and 
does not substantially improve their labor market positions. The Dutch government is 
reconsidering its approach and is striving to improve the labor market position of ethnic 
minority groups, for instance, through offering work-experience programs in combination 
with vocational training to equip workers with desired skills. From this perspective, the 
experiences of participants in the WGP are relevant for policymakers. It is quite reasonable 
to assume that in the public approach, due to its strict guidelines, requirements, and 
impending sanctions, reduce the number of benefit recipients nationwide. However, in 
Chapter 4, the findings made it clear that the public approach does not necessarily lead 
to sustainable careers for this particular group of ethnic minorities. Many among them 
experience low levels of employment security and low wage-to-work matches. It can be 
argued that investing in obtaining a Dutch educational degree is of great value to ethnic 
minority groups because this represents occupation-specific skills and transfers the values 
and norms of the Dutch society, serving as an essential signaling device for employers 
(Euwals et al., 2010; de Lange et al., 2019). The European Union encourages the business 
sector to come up with policies that integrate different groups of ethnic minorities in 
their businesses through its “Employers together for integration” program (European 
Commission, 2017).

Under the 2015 Participation Act (Participatiewet in Dutch), combining the Work and 
Social Assistance Act (Wet werk en bijstand in Dutch) and the Sheltered Employment 
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Law (Wet sociale werkvoorziening in Dutch), the Dutch government aims to minimize the 
number of workers with a disability working in (entirely) subsidized jobs and to raise the 
number of workers with a disability working in regular employment instead. The Dutch 
government strongly emphasizes the societal participation of people with incapacities for 
work given the introduction of the Participation Act. With the decentralization in the form 
of the 2015 Youth Care Transition (Transitie Jeugdzorg in Dutch), the introduction of the 
2014 Appropriate Education Act (Passend Onderwijs in Dutch) and the Participation Act, 
municipalities are playing an increasingly central role in ensuring adequate public support 
for people with occupational disabilities asking for a closer link between the educational 
system and the labor market (see Breen, 2005).

Today in the Netherlands, every unemployed worker with a disability can get public 
support to return to the labor market from either the Employee Insurance Agency or the 
municipality with supplying job coaches subsidized by the Dutch government, on-trial 
placements, i.e., social-employment jobs, or start-up loans for self-employment. However, 
there is no real investment in human capital. The decentralization of the provision of 
disability schemes to the municipalities in the Netherlands except for the youth disability 
scheme for those that are disabled at an early age (Wajong in Dutch) has facilitated a 
positive shift nonetheless.

From that point onwards, there seems to be a paradigm shift toward social investment 
or capacitating policies that provide a different perspective on the labor market 
reintegration of vulnerable groups of workers. However, the problem that seems to occur 
in the Netherlands is that, under the Participation Act, the most vulnerable workers with 
disabilities get hired because the government requires employers to do so. Consequently, 
workers with the highest capabilities for work find themselves unemployed, precisely 
because this group of workers is thought to be capable of acquiring positions in the labor 
market on their own. There is an urgent need for intensified public support, consisting 
of tailored coaching and mediation measures. These policies should also evoke trust in 
people and notably vulnerable people who are already long on welfare to increase their 
choice options and self-management capacities, and by doing so make these workers 
more resilient (Groot, Muffels and Verlaat, 2019; Muffels and Gielens, 2019; Commission on 
the Regulation of Work, 2020).

7.4.4 Decreasing the dualization of the Dutch labor market

Apart from the supply-oriented approach, the current competition in the Dutch labor 
market between workers with different forms of contracts should be sharply reduced 
institutionally (The Netherlands Scientific Council for Government Policy, 2020). The 
findings of Chapter 2 revealed that the dualization of the Dutch labor market limits 
the chances of vulnerable workers—particularly those with low levels of education—
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to acquire well-paid positions with open-ended contracts. The increasing labor force 
working on flexible work arrangements involves erratic careers for workers to get caught 
in nonstandard jobs, i.e., the secondary segment. This including working for and changing 
from (different) employers interspersed with periods of unemployment. As of 2020, 
under the Balanced Employment Act (Wet Werk in Balans [WAB] in Dutch), employers are 
obliged to pay higher unemployment insurance contributions for their employees who 
are working on fixed-term contracts and other flexible work arrangements who become 
unemployed than before the law change, which has increased the cost of hiring flexible 
laborers.

Even though the legal changes mentioned above are a step forward, the Netherlands 
Scientific Council for Government Policy (2020) advocates a contract-neutral system 
(contractneutraal stelsel in Dutch), also to be applied to the self-employed (zzp’ers in Dutch) 
in the labor market. This system should ensure that these workers get essential insurances, 
among other things, when they become disabled to work. The analysis is made that there 
are currently too many different flexible work arrangements for freelancers, temporary 
agency workers, and posted workers. It is advised that the work arrangements be reduced 
to three types of contracts, namely: employed (salaried) workers, temporary agency 
workers, and self-employed workers—not using freelancers as a scheme arrangement 
for evading the labor law or regulations by a chain of subcontracting and outsourcing 
(Commission on the Regulation of Work, 2020; The Netherlands Scientific Council for 
Government Policy, 2020).

7.4.5 Education and life-long learning

Rapidly-changing technologies increase the risk of skill obsolescence among the labor force, 
especially in unemployment, which challenges policymakers to design a system allowing 
individuals to be retrained more frequently. The method used to train these unemployed 
individuals and inadequately-educated individuals who are prone to unemployment 
and what elements to train them exactly strongly depend on the continuously changing 
skill requirements of the new tasks emerging with new technologies and automation. 
Therefore, the most vital skill for workers to master is adaptability (see Eichhorst et al., 
2019).

Life-long learning is crucial for safeguarding careers as it helps to prevent depreciation of 
human capital and allows for adapting new skills, as shown for youth in Chapter 3. The 
emphasis on acquiring up-to-date knowledge and skills is vital in a rapidly changing labor 
market. As suggested by the Borstlap Commission (2020) and the Netherlands Scientific 
Council for Government Policy (2020), the policy recommendations point to investing 
in education from the start of people’s lives, proposing a personal development budget 
that is available for individuals throughout their entire careers. This personal development 
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budget would imply that individuals who complete upper secondary education have 
more to spend after the initial school period than those who completed tertiary education, 
given the difference in costs between the two educational tracks. This available budget 
implies that people can use their development budget to maintain their occupation-
specific knowledge and skills, as well as have the means to retrain and obtain the 
qualifications needed for newly available positions. The idea of occasional employability 
checks (Loopbaan-APK in Dutch) might be a way forward in labor and social security law to 
prevent workers from long-term unemployment as they can provide recommendations 
on how to spend one’s personal development budgets.

From a social investment policy perspective, providing additional choice opportunities 
like in the WGP might help to improve the chances of the most vulnerable unemployed 
individuals to regain work. The WGP offers a more tailored approach concerning 
vocational training and soft-skills training than the public approach, not forgetting the 
personal contacts or social capital that participants build up in the meantime. The WGP 
administrators determine for each participant what kind of human capital investment is 
needed to best guide each participant to a post-program job. However, compared to the 
low costs for executing public support, the WGP is more costly to implement (Heckman, 
2000; Martin and Grubb, 2002; Eichhorst and Rinne, 2018), resulting in lower numbers of 
benefit recipients in a long-term perspective. In the almost 40 years of its existence, Philips 
has presumably contributed to more sustainable labor market reintegration of more than 
13,165 of vulnerable workers in the Dutch labor market (Royal Philips N.V., 2020). The 
findings suggest that the private sector can, for that reason, potentially be portrayed as an 
essential co-player in employment support and public activation programs (Swank and 
Martin, 2001; Martin and Swank, 2004; Etherington and Ingold, 2012).

This dissertation contains an investigation of the involvement of a Dutch private company 
in a human capital program, known as the WGP, operated by Philips. The findings suggest 
that there is a broader scope for agreements between large companies, labor unions, 
and the government to design and run a tailor-made work-experience program like the 
WGP. Other large companies, as well as small- to medium-sized firms, in a region, might 
collectively consider offering work-experience programs similar to the WGP. In particular, 
the business sectors and regions in the Netherlands that expect a shortage of (qualified) 
personnel might benefit from providing such work-experience and training programs. The 
positive signal that Philips assumable transmits to the external labor market is essential 
and undoubtedly contributed to the improved labor market careers of participants. The 
literature on private-sector employment programs seems to suggest, however, that work 
experience itself does not necessarily have to take place in a multinational company like 
Philips, but can take place in the private sector in general (Gerfin, Lechner and Steiger, 
2005; Sianesi, 2008). As earlier noted, the multinational-versus-SME impact on employment 
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prospects could not be identified. Nonetheless, the findings of this dissertation also plea 
for employers being active participants in the development and design of potentially 
successful labor market reintegration policies (see Cronert, 2018; Benda, 2019). The 
WGP has proved to either skill-upgrade or reskill participants in such a way that external 
employers hire Philips’ former participants.

Employers are willing to participate in the design and execution of such policies for several 
structural, institutional, and moral reasons (Bredgaard and Halkjær, 2016; Bredgaard, 2018). 
Employers who invest might also benefit from offering such work-experience programs 
(see Lindsay et al., 2018). First, compared to hiring workers straight from schools, they 
get the skilled worker they need, given that workers are in-house trained following the 
requirements of either the business itself or the industry. Second, companies shape their 
corporate social responsibility and improve their relations with the labor union, which is vital 
in countries that have a culture of centralized wage bargaining. Corporatist organizations, 
such as labor unions and employer organizations, have a positive effect on policy spending, 
and membership to such an organization increases the probability that businesses and 
companies are likely to participate in ALMPs (Martin and Swank, 2004). Such corporatist 
organizations have the political power to influence the policy-design process and involve 
their members in the public debate, which might increase their willingness to participate. 
Employers also want to participate in the development of ALMPS when they see it as their 
social responsibility to create a more inclusive labor market (see Borghouts-Van de Pas and 
Freese, 2017). Collective bargaining agreements are also used to promote, for example, 
the effort and intensity of continuing vocational training on the sectoral and inter-sectoral 
level along with state-run schemes. Third, running such a work-experience program might 
be used to dampen temporary productivity losses. WGP participants sometimes replace 
regular employees at times when they are away for either training, sabbatical, or maternity 
leave. This feature of the WGP highlights again that the work experience that participants 
gain is very similar to a regular job in a competitive environment.

Overall, the results of this dissertation made clear that the long-term effects of a 
company-based work-experience program are more favorable than those resulting from 
the workfare-oriented public approach. As aforesaid, the Dutch government only gave 
a limited budget to the Employee Insurance Agency to invest in formal training; not 
wanting any buck-passing on this issue, though.  However, the fact that this Employee 
Insurance Agency firmly works together with Philips, particularly in the city of Eindhoven, 
shows that there is a scope for a more integrated approach. Improving the collaboration 
between public authorities and the business sector might be the way forward to improve 
the labor market functioning, working together toward increased sustainability of labor 
market reintegration for vulnerable workers.
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ADDITIONAL APPENDICES

A.1 Constructing the job-match indicator

The register data contain no subjective (perceived by individuals) information on the “job 
match” acquired. Neither there is information available that indicates an occupational status, 
e.g., International Socio-Economic Index of Occupational Status (ISEI) or International 
Standard Classification of Occupations (ISCO). However, there is annual wage information 
on the entire Dutch labor force (aged 16-65) from which the alignment between acquired 
skills and the real wage earned could be derived. Concerning the salary, a higher wage 
match is assumed when the earned salary in the job comes closer to the expected salary. 
The expected salary represents the wage someone can make on the labor market, given 
the characteristics of individuals (Sattinger, 1993). The expected salary of the job could 
be estimated from the information on the characteristics of beholders; that means from 
the characteristics of the entire Dutch labor force. This job match-indicator is constructed 
from the available wage information in the data of the jobs that WGP participants occupy 
in the career following WGP participation.

If a worker had more than one job in a particular year, only the job with the highest (daily) 
wage of each worker and the longest tenure with a minimum tenure of four consecutive 
months (Krueger, Cramer and Cho, 2014) has been retained, i.e., the primary source of 
income. The register data provide annual wages only, the daily wage was the smallest 
measurement unit to be recalculated (by dividing the annual wage by the days spent 
in the job in that particular year). The natural log daily wage is calculated as log((annual 
wage/annual tenure in days) + 1), where the + 1 sets the log daily wage to the value of 0 
for those without a salary from paid work. First, wages have been recalculated to full-time 
wages, but only if the job was less or more than a full-time job (40 hours a week). Second, 
the natural log daily wage (lnWit) is calculated as log((annual wage/annual tenure in days) 
+ 1), where the “+ 1” sets the log daily wage to the value of 0 for those without a wage 
from paid work. The job match-indicator takes into account all jobs lasting longer than six 
months, given that a substantial share of jobs in the data was daily or weekly jobs; thus, 
last shorter than half a year, e.g., seasonal work that would not require specific skills.  If 
this condition cannot be satisfied, including the long-term unemployed individuals (≥ 12 
months), the job match-indicator gets the value of 0. The job-match indicator uses the 
information on the actual earned daily wage of workers and the expected wage level. 

Heckman’s two-step selection models

The expected wage levels (lnŴit) are predicted through estimating Heckman’s two-step 
regression models for each year based on earned wages in all jobs of the entire Dutch 
labor force (16-65 aged) in that particular year (NMean = 15,228,338). Low-educated 
participants may upgrade their educational level through the vocational track. The 
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Heckman’s two-step selection models that predict the expected wage level of workers is 
based on the observed skill level for each year (time-variant). When participants upgrade 
their educational level, the predicted wages are based on their newly-obtained skill level. 
As such, lnŴit implicitly corrects for the influence of the annual labor market situation, 
indicated by the likelihood of (un)employment on wages. 

In the first step, known as the selection part, the probability of employment is estimated 
by a regression model containing the following variables: the combination of educational 

attainment using the 1-digit ISCED2011-Level classification (i.e., Early-childhood education; 
Primary education; Lower secondary education; Upper secondary education; Post-
secondary non-tertiary education; Short-cycle tertiary education; Bachelor or equivalent; 
Master or equivalent; and Doctoral or equivalent) and field of study using the 1-digit 
ISCED1997-Field classification (i.e., General programs; Education; Humanities and Arts; 
Social sciences, Business and Law; Science, Mathematics and Computing; Engineering, 
Manufacturing and Construction; Agriculture and Veterinary; Health and Welfare; Services 
and Not known or unspecified), and age(-squared).Furthermore, the position in the 

household including the youngest child’s age (i.e., Single, Partner without children, Partner 
with children with the youngest child in the family < 5 years old, Partner with children 
with the youngest child in the family ≥ 5 years old, Lone parent with the youngest child 
in the family < 5 years old, Lone parent with the youngest child in the family ≥ 5 years old, 
Child living at parents’ home, Other, such as inhabiting Asylum Seekers Centres, student 
dormitories or retirement homes, and a Missing category) interacted with sex (i.e., Male 
and female). 

In the second step, the natural log of the worker’s daily wage is predicted based on the 
operating sector (i.e., Unknown; Agricultural companies; Tobacco processing industry; 
Construction companies; Dredging companies; Wood, brush and packaging industry; 
Carpentry industry; Furniture and organ building industry; Wholesale of wood and wood 
preparation; Graphic industry excluding photographers; Metal industry; Electronic industry; 
Metal industry and technical companies; Bakeries; Sugar processing industry; Butcher 
companies;  Butchers other; Retail; Cleaning; Chain store; Port authorities; Stevedores; 
Inland water transport; Fisheries; Merchant shipping; Royal Dutch Airlines (KLM); Dutch 
Railways (NS); Transport postal services; Taxi and ambulance transport; Public transport; 
Private-bus transport; Other land and air passenger transport; Other land and air freight 
transport Catering general; Catering; Health, mental and social; Banks; Insurance and 
health insurance funds; Publishers; Wholesale I; Wholesale II; Business services I; Business 
services II; Business services III; Dairy industry; Textile industry; Stone, cement, glass and 
ceramic; Chemical industry; Food industry; General industry; Lending companies; Security 
companies; Cultural institutions; Other branches of business and professions; Painting 
companies; Plastering companies; Roofing companies; Mortar companies; Masonry 
companies; Government, education and science; Government, government, police, 
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judiciary; Government, defense; Government, provinces, municipalities, and water boards; 
Government, public utilities; Government, other institutions; Work and reintegration; 
Railway construction; Telecommunications; Unknown I; Unknown II; Unknown III; and 
Unknown IV), the sector of the collective labor agreement (i.e., Private companies; Subsidized 
sector; Government; Education; Armed forces; Police; Judiciary; Municipalities; Provinces; 
and Water boards—where the categories Government and Education are split up in 
multiple categories for the years 1999-2005). The modeling also includes the type of 

contract (i.e., open-ended contract and fixed-term contract), the combination of the 
educational attainment and the field of study, job tenure in months, age(-squared) and sex. 
The exclusion restriction criteria are the position in the household and its interaction term 
with sex.

The job match-quality indicator (jmit) is calculated by dividing the observed natural log 
of the daily wage (lnWit) by the expected natural log of the daily wage (lnŴit). In the 
Netherlands, a full-time job concerns 40 hours a week. Therefore, the predicted wages 
have been recalculated to a full-time wage if a job was less or more than a full-time job. 
Thus, jmit is the log of the real wage earned by workers with a duration of at least six 
months. For the job match-indicator, it counts that, if jmit  < 1, the observed actual wage is 
below the expected wage level of workers, and so the lower the wage ratio is, the worse 
the quality of the job match. Likewise, if jmit > 1 the actual wage exceeds the expected 
wage level of workers, it implies that workers either get overpaid or that they are over-
educated for the job acquired. The likelihood that the earned wage will be higher than the 
expected or simulated wage for these workers with such weak employment opportunities 
appears to be negligible. Hence, the more closely the actual wage is to the expected wage 
or the closer the wage ratio is to 1, the higher the quality of the wage match. Those who 
are unemployed for the whole year with no income from paid work or those who only had 
a job for less than six months are assigned the value 0, meaning that there has not been 
a job match at all.

The level of employment security (corrected for a proper wage match)

To construct the level of employment security (corrected for a proper wage match), the 
main job of individuals for each month in the year was determined based on the primary 
source of income (i.e., all wages are recalculated to full-time wages). If the observed wage 
(lnWit) in a particular month was higher or equal to the expected wage (lnŴit) with a 5% 
margin, it assumed that the job was on a proper wage match; that means a wage that 
links up with that of individuals of the regular labor force. Two more rules apply here to be 
considered a employment (corrected for a proper wage match), namely: (1) the job must 
be unsubsidized; and (2) the job must be on an open-ended contract (see Table A.1).
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Table A.1. Example of constructing the level of employment security and employment (corrected for a 
proper wage match)
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1 2010-01 0 0 0 0 2.3 0 0 0

1 2010-02 1 1 0 1.8 2.3 1 0 0

1 2010-03 1 0 0 2.1 2.3 1 0 0

1 2010-04 1 0 0 2.2 2.3 1 1 0

1 2010-05 1 0 0 2.4 2.3 1 1 0

1 2010-06 1 0 0 2.4 2.3 1 1 0

1 2010-07 1 0 0 2.5 2.3 1 1 0

1 2010-08 1 0 0 2.5 2.3 1 1 0

1 2010-09 1 0 0 2.5 2.3 1 1 0

1 2010-10 1 0 0 2.5 2.3 1 1 0

1 2010-11 1 0 0 2.2 2.3 1 1 0

1 2010-12 1 0 1 2.2 2.3 1 1 1

Total(s): 11 10 1
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A.2 Data ethics

The information on employment and wages are retrieved from Statistics Netherlands 
Microdata Services (CBS Microdata in Dutch). Statistics Netherlands records all individual 
demographic, income, labor market and household data, including transitions, of the entire 
Dutch population digitally since 1999. Access to the microdata of Statistics Netherlands 
is granted to scientific researchers under specific and strict privacy securing conditions. 
According to Statistics Netherlands, the following organizations may be granted access 
to the microdata: Dutch universities, institutes for scientific research, organizations for 
policy advice or policy analysis, statistical authorities in other countries of the European 
Union, other research institutions authorized to work with the microdata. The third party 
data can be obtained by sending a request to Statistics Netherlands for using the data for 
academic research by submitting the required application form that can be retrieved from 
the website (see https://www.cbs.nl/en-gb/our-services/customised-services-microdata/
microdata-conducting-your-own-research/applying-for-access-to-microdata).

Because of the usage of register data, no medical ethical committee or institutional review 
board is needed in the Netherlands according to Dutch law. After receiving approval, the 
data are analyzed through a remote access facility that connected researchers’ computers 
to the protected ICT environment of Statistics Netherlands. Data on income, employment 
and demographics are linked by using a pseudonym of the fiscal number of Dutch 
inhabitants. After completing the analyses, Statistics Netherlands performs a check on 
the results to secure the anonymity and privacy of individuals, i.e., that individual persons 
cannot be identified (not on the content of the findings). 

The various administrative datasets of Statistic Netherlands are combined, i.e. SECMBUS 
(primary source of income), GBAHUISHOUDENSBUS (position in the household and 
children), HOOGSTEOPLTAB (educational attainment), BAANKENMERKENBUS (information 
on jobs), BAANSOMMENTAB (annual wage), AO and AOTOUITKERINGTAB (information on 
disability benefits), GBAADRESOBJECTBUS (residential area), and GBAPERSOONSTAB (age, 
sex, and ethnicity).
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A.3 Publications, presentations, and media coverage

Peer-reviewed publications
Peijen, R., Wilthagen, T., Muffels, R., & Dekker, R. (2019). Private arbeidsintegratie: evaluatie 

van het Philips Werkgelegenheidsplan. Tijdschrift Voor Arbeidsvraagstukken, 35(2), 189–
205.

Peijen, R., & Bos, M. C. M. (2019). Arbeidsintegratie voor mensen met ASS: het Philips 
Werkgelegenheidsplan. Wetenschappelijk Tijdschrift Autisme, 18(4), 2-18.

Peijen R. & Wilthagen, T. (2020). Labour Market Reintegration of Individuals with a Physical
and Cognitive Disability by a Company-Based Work-Experience Program. International 

Journal of Disability, Development and Education, 1-18

Manuscripts in preparation and review
Peijen R., Muffels, R. & Dewilde, C. The Quality of Job Matches Following a Private Work-

Experience Programme. A Quasi-Experimental Study Using Administrative Panel Data.
Peijen R., Muffels, R. & Dewilde, C. Youngsters Participating in a Private Work-Experience 

Program: Do Work Experience and Formal Training in a Dutch Company Result in 
Long-Term Employment Security?

Peijen R. & Wilthagen, T. Sustainable Labor Market Reintegration for Ethnic Minorities by 
a Company-Based Scheme: Pursuing Higher-Quality Job Matches on Short Notice for 
Long-Term Labor Market Returns

Peijen R. & Bos, M.C.M. Short Report: The Benefits of a Employer-Based Work-Experience 
Program for Participants with ASD

Conferences where the results of this Ph.D. thesis are/should have been presented
ESPAnet 2018 (August 30 – September 1, 2018)  in Vilnius, Lithuania
SZW (Ministery of Social Affairs and Employment) wetenschapsdag 2018 (October 8, 

2018) in The Hague, the Netherlands
ESPAnet 2019 (September 5 – September 7, 2018)  in Stockholm, Sweden (invited)

Non-scientific publications
Peijen, R. (2016). Werkzekerheid in bedrijf: Inzetten op menselijk kapitaal en 

netwerkverbreding. In T. Wilthagen & R. Peijen (Eds.), Samen werken aan werkzekerheid 
(pp. 27–31). Retrieved from https://www.nbbu.nl/download/nbbu-publicatie-
samenwerken-aan-werkzekerheid/
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ABW Social assistance benefits (Dutch acronym for Algemene

  Bijstandswet), please see also SA

ALMP Active Labor Market Policy
APK The Periodic Technical Inspection (PTI in English) is a mandatory
  inspection for motor vehicles in to promote road safety and
  protect the environment (Dutch acronym for Algemene Periodieke

  Keuring)
ASD Autism spectrum disorder
COVID-19 Coronavirus disease 2019 is an infectious disease caused by
 severe acute respiratory syndrome coronavirus 2 (SARS-CoV-2),
  which resulted in an ongoing pandemic and a massive impact on
  unemployment rates.
DSM Diagnostic and Statistical Manual of Mental Disorders
EPL Employment Protection Legislation
EU European Union
GAF Global Assessment of Functioning
GDP Gross Domestic Product
GGZ Department of Mental Health Care (Dutch acronym for Geestelijke

  Gezondheidszorg)
ICD International Statistical Classification of Diseases and Related Health
  Problems
ISCED International Standard Classification of Education
NAR Netherlands Autism Register (Dutch acronym for Nederlands Autisme

  Register)
NEET Neither in Employment, Education, nor Training
NUTS Nomenclature of territorial units for statistics
OECD The Organization for Economic Cooperation and Development
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ROA Research Centre for Education and the Labor Market (Dutch Acronym
  for Researchcentrum voor Onderwijs en Arbeidsmarkt)
SCP The Netherlands Institute for Social Research (Dutch acronym for
  Sociaal en Cultureel Planbureau)

SA Social assistance benefits, please see also ABW

SME Small and medium-sized enterprises
UB Unemployment benefits, please see also WW

UWV Executive Institute for Employee’s Insurances or Employee Insurance
  Agency, also referred to as local employment office (Dutch acronym
  for Uitvoeringsinstituut Werknemersverzekeringen)
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WGP Philips Employment Scheme (Dutch acronym for Philips Werk-

 gelegeneheidsplan)
Wajong Youth disability benefits (Dutch acronym for Wet     

 arbeidsongeschiktheidsvoorziening jonggehandicapten)
WAO Disability benefits (Dutch acronym for Wet op de     

 arbeidsongeschiktheidsverzekering)
WRR The Scientific Council for Government Policy (Dutch acronym for
  Wetenschappelijke Raad voor het Regeringsbeleid)
WW  Unemployment benefits (Dutch acronym for Wet werkloosheid), 
 please see also UB
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A.8 Nederlandse samenvatting

In Nederland zijn het vrijwel steeds dezelfde kwetsbare groepen die buiten de boot 
dreigen te vallen met betrekking tot hun kansen op de arbeidsmarkt. Denk bijvoorbeeld 
aan jongeren, laagopgeleide werknemers, etnische minderheden en mensen met 
arbeidsbeperking. Veelal is er een gebrek aan de gevraagde beroepsspecifieke kennis 
en vaardigheden (menselijk kapitaal) en zijn er negatieve stigmatiseringseffecten die 
aan deze groepen kleven (signalering). Mede door de toenemende technologisering en 
flexibilisering zijn de goedbetaalde en duurzame banen (dat wil zeggen de banen op 
voltijdsbasis en een contract voor onbepaalde tijd) voorbehouden voor diegene die deze 
beroepsspecifieke vaardigheden beheersen.

Het Nederlandse activeringsbeleid legt de nadruk op een snelle re-integratie van 
werklozen naar betaald werk door middel van sollicitatiequota en sancties, maar 
zonder al te veel investeringen in hun menselijk kapitaal. De voornaamste kritiek op 
het activeringsbeleid is daarom ook dat er tijdens de werkloosheidsperiode geen 
verdere trainings- of scholingsmogelijkheden wordt aangeboden. Nederland heeft in 
vergelijking met andere Europese landen een van de laagste uitgaven aan dergelijke 
trainings- of scholingsmogelijkheden om werklozen duurzaam te laten terugkeren 
op de arbeidsmarkt. De reeds bestaande tekortkomingen in het menselijk kapitaal 
bij de eerdergenoemde groepen en de non-investering in het activeringsbeleid is 
hetgeen wat hen steeds kwetsbaarder maakt voor atypische vormen van arbeid en 
werkloosheid. Tevens betekent deze aanpak ook dat de kansen voor kwetsbare mensen 
om beroepsspecifieke vaardigheden te verwerven en zichzelf op te werken aanzienlijk 
verminderen. Voorheen ging men uit van de gedachtegang dat het ongeacht de inhoud 
van de baan altijd zinvol is om de uitkeringsgerechtigde werkervaring op te laten doen. Dit 
idee is met de toegenomen dualisering van de Nederlandse arbeidsmarkt echter enigszins 
achterhaald. Er gaan steeds meer stemmen op voor het aanbieden van meer trainings- of 
scholingsmogelijkheden om deze kwetsbare groepen werklozen beter te ondersteunen 
bij een duurzamere plaatsing op de arbeidsmarkt. Hoewel het activeringsbeleid erin 
slaagt om werklozen snel naar betaald werk te loodsen, lijkt de invloed van een dergelijk 
beleid op de lange termijn verwaarloosbaar en zelfs nadelig te zijn.

Het Philips Werkgelegenheidsplan (WGP) biedt jaarlijks een aantal werklozen uit 
kwetsbare groepen één tot twee jaar werkervaring in combinatie met verschillende 
trainings- en opleidingsmogelijkheden. Het werkervaringsprogramma biedt deelnemers 
de mogelijkheid om beroepsspecifieke vaardigheden te vergaren welke aansluiten bij de 
huidige vraag naar arbeidskrachten. De baan via het WGP lijkt voor buitenstaanders op een 
reguliere baan bij Philips, terwijl werklozen via de publieke aanpak hoogstwaarschijnlijk in 
een atypische baan belanden. Ten tijde van de inzet van het WGP zal er naar verwachting 
weinig winst zichtbaar zijn ten opzichte van de reguliere situatie. Dit is logisch, omdat 
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het tijd kost om werkervaring op te doen en een training en/of opleiding succesvol 
af te ronden. WGP-deelnemers moeten uiteindelijk in staat zijn om via het WGP naar 
een reguliere baan te kunnen over stappen bij externe werkgevers. Het WGP probeert 
middels de investering in menselijk kapitaal en de merknaam Philips het negatief stigma 
dat werkgevers aan werkloze werknemers normaliter toekennen te verminderen. Het 
streven van Philips is dat de deelnemer de overstap naar reguliere arbeid tijdens of vlak na 
voltooiing van het werkervaringsprogramma kan maken. Hierbij kan gedacht worden aan 
een overstap naar een midden- en kleinbedrijf in de regio. Een snelle overstap voorkomt 
eindeloos doormodderen in de publieke aanpak.  

Onderhavig proefschrift levert een bijdrage aan de reeds bestaande kennis over de lange 
termijn gevolgen van het investeren in menselijk kapitaal, dat mogelijk leidt tot meer 
duurzame re-integratie dan het activeringsbeleid. Voorgaande evaluatieonderzoeken 
beperkten hun observatieperioden tot de effecten op de korte termijn (ongeveer een jaar 
later) en effecten op de middellange termijn (ongeveer vijf jaar later), terwijl in dit proefschrift 
de langetermijneffecten van het WGP bestudeert tot wel tien jaar na voltooiing van het 
werkervaringsprogramma. Het eerder gevonden korte termijneffect van het WGP door 
Ruud Gerards is in strijd met de algemene opvatting in de literatuur over investeringen in 
menselijk kapitaal en  werkervaringsplaatsen en trainingsmogelijkheden in het bijzonder. 
Uit de literatuur blijkt dat dergelijke investeringen zeker effect hebben op de lange 
termijn, maar worden zwaar bekritiseerd voor het niet realiseren van significante effecten 
op de korte termijn. In dit proefschrift is gebruik gemaakt van de registerdata van het 
Centraal Bureau voor de Statistiek (CBS) voor de gehele Nederlandse bevolking van 1999 
tot en met 2017. Deze gegevens bevatten informatie over elke inwoner in Nederland en 
veranderingen met betrekking tot bijvoorbeeld opleiding, uitkeringen, baanbewegingen 
en veranderingen binnen huishoudens. De registerdata maakt het ook mogelijk om een 
controlegroep te construeren met dezelfde karakteristieken en omstandigheden als WGP 
deelnemers net vóór hun tijd bij Philips met de uitzondering dat deze controlegroep 
on het activeringsbeleid viel. Het langetermijneffect van de WGP wordt bepaald door 
de werkzekerheid van de deelnemers te vergelijken met deze controlegroep onder de 
standaardbenadering van het Nederlandse activeringsbeleid vielen.

Een werkervaringsprogramma dat uitgevoerd wordt door een multinational met 
verschillende vormen van training aanbiedt is beter in staat om laagopgeleide of 
onvoldoende geschoolde werklozen op een duurzamere wijze terug te laten keren op de 
arbeidsmarkt. In het huidige Nederlandse activeringsbeleid ontbreken echter dergelijke 
investeringen. 

Over het algemeen hebben voormalig WGP-deelnemers gedurende tien jaar 8% meer 
werkzekerheid dan de gematchte controlegroep onder het activeringsbeleid. Onderhavig 
proefschrift laat aanzienlijke variatie zien in het langetermijneffect van het WGP tussen 
de verschillende vergeleken groepen werklozen. Het WGP heeft de sterke invloed op de 
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carrières van de meest achtergestelde groepen zoals laagopgeleide deelnemers (8%). Het 
WGP biedt voor hoogopgeleide deelnemers (14%) niets meer dan een duwtje in de goede 
richting waardoor ze terecht komen in duurzamere banen. Voor middelbaaropgeleide 
deelnemers waren de verschillen met mensen die onder het publieke activeringsbeleid 
vielen over een periode van tien jaar minder uitgesproken (11%). Jongeren hebben 
een langetermijneffect van 11%, waar voor laagopgeleide jongeren (10%), middelbaar 
opgeleide jongeren (5%) en hoogopgeleide jongeren (17%). Niet-westerse (10%) en 
westerse minderheidsgroeperingen (11%) die deelnamen aan het WGP en die over het 
algemeen lagere of onderkende kwalificaties bezitten, dit vergeleken met de traditionele 
arbeidsmigranten in Nederland zoals Marokkanen, Turken, Surinamers en Antillianen 
(2%) voor wie het Nederlandse onderwijssysteem toegankelijker is of wordt geacht. 
Deelnemers met een arbeidsbeperking, hetzij met een lichamelijke (17%) of met een 
geestelijke beperking (11%) en mensen met een stoornis binnen het autismespectrum 
(25%) is het langetermijneffect van het WGP meer te zien op de verhoogde mate van 
werkzekerheid dan op het verbeteren van de match tussen verworven vaardigheden en 
betaald loon.

Het investeren in menselijk kapitaal door het bieden van trainings- en 
opleidingsmogelijkheden aan de meest kwetsbare groepen op de arbeidsmarkt 
vergroot mogelijk de kansen van deze doelgroep. Het WGP onderscheidt zich van het 
activeringsbeleid juist door te bepalen welke investeringen nodig zijn om elke deelnemer 
optimaal te ondersteunen bij het zoeken van een (passende) vervolgbaan. In tegenstelling 
tot de minimale investering in menselijk kapitaal in het publieke activeringsbeleid biedt 
het WGP een meer op maat gesneden aanpak. Hoewel de uitvoering van het WGP duurder 
is, zeker in vergelijking met de lage kosten voor het uitvoeren van het activeringsbeleid, 
zorgt de meer op maat gemaakte benadering van het menselijk kapitaal uiteindelijk voor 
een veel veiligere re-integratie op de arbeidsmarkt. Andere grote bedrijven kunnen ervoor 
kiezen om soortgelijke werkervaringsprogramma’s op te starten om de kansen van de 
meest kansarmen op de arbeidsmarkt te verbeteren. Voornamelijk de bedrijven in de 
bedrijfstakken en regio's die een schaarste van gekwalificeerd personeel verwachten 
zouden hier een rol in kunnen spelen. Een nauwere samenwerking tussen de overheid en 
het bedrijfsleven zou de weg kunnen zijn om de re-integratie van kwetsbare werknemers 
op de arbeidsmarkt te verduurzamen.
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Out of the night that covers me,
Black as the pit from pole to pole,
I thank whatever gods may be
For my unconquerable soul.

In the fell clutch of circumstance
I have not winced nor cried aloud.
Under the bludgeonings of chance
My head is bloody, but unbowed.

Beyond this place of wrath and tears
Looms but the Horror of the shade,
And yet the menace of the years
Finds and shall find me unafraid.

It matters not how strait the gate,
How charged with punishments the scroll,
I am the master of my fate,
I am the captain of my soul.

— Invictus, William E. Henley




