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1. Introduction'

Until the 1960s Dutch married women hardly participated on the labour market. Between 1900

and 1960 their participation rate fluctuated around 10~0 (Mol c.s. 1988). Most women resigned

at the time of their marriage or at the birth of their first child in order to take care of their

family. From the seventies onwards the participation of married women rose explosively. In

1960 the participation rate was as low as 7~o , in 1989 it had mounted to more than 45 qo (Mol

c.s. 1988; CBS 1990; WRR 1990). Nowadays, not all married women resign at the birth of

their children, but sti11213 of the women aged between 25 and 40 do (CBS 1988). Nevertheless

the rise of the participation rate shows a changing labour pattern of the Dutch women: women

who formerly resigned from their jobs and had no intention of returning, now in increasing

numbers want to reenter the labour market. They are usually referred to as 'women returners'.

The general expectation is that in the near future this labour supply will increase steadily (SCP

1988, WRR 1990). Figures of OESO (1990, cited in WRR 1990) show that in spite of this

increase, compared to other European countries, the participation rate of Dutch women is still

very low.z

z

The author wishes to thank her colleagues of the Science Shop of the University of Brabant
for their comments and advice. Special thanks goes to Ineke Sijtsma for her assistance with
the translation of this paper.

The WRR computed that 42,8~0 of the Dutch women between 25 and 54 years of age is a
housewife, compared to 38,1 qo in the other EC countries. The same holds for 78,4~0 of the
Dutch women between 55 and 65 years of age, against 48,7~o in the other countries of the
European Community (WRR 1990:73).
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Until recently women returners were a relatively unknown labour supply. But since they apply

to the market sector in ever increasing numbers, they can bask in the attention of the

government, science and later also of the ones most important to them in this respect: the

employers. Several research projects initiated by the government (on local, regional and national

level) tried to form a clear picture of this new labour supply.3 All these research projects have

focused on the composition of the group of women returners; they concentrated on size and

definition but especially on the characteristics and the related problems to join the labour force.

Gaining knowledge on the way women returners try to re-enter employment seemed a natural

continuation of the research that had been done. A survey on this topic commissioned by the

Ministry of Social Affairs and Employment was carried out by us (Vogels 8c Portegijs 1991).

The main topics of this survey were: (1) what routes do women returners follow on their way

to the labour market? (2) what is the use or non-use, and what is the output of the various steps

in the 're-entry route'?' The purpose of this research was to make policy recommendations for

policy makers and employment off'icials.

In all, 333 employed women (52qo) and 309 unemployed women (4810) answered a

comprehensive questionnaire on their personal background, re-entry period, and present

employment situation. At the time of the survey they were between 25 and 65 years of age.

3

4

The Ministry for Social Affairs and Employment in 1986 published the "Concept-nota
(her)intredende vrouwen" (Draft report on women returners) and commissioned research on
the interference of the Employment Exchange with women searching for employment,
regarding the principle of equality and the 10 percent rule (Lissenberg 8c Dijkhuis 1987). The
city council of Enschede initiated research projects on native (Van As 1987) and foreign
women (Boosten 1987). The Employment Exchange of Leeuwarden in co-operation with the
Foundation of Employment Projects Friesland commissioned a survey on the situation of
women returners in Friesland-Noord (Wassenaar c.s. 1987); the Employment Exchange of
Tiel in co-operation with the Women and Work Agency researched the situation in the West-
Betuwe (Heiligers 1988); the Employment Exchange of Helmond in co-operation with the
Women and Work Agency, and the Science Shop (Wetenschapswinkel) of the University of
Brabant researched the situation in the region of Helmond (Vogels 1988) and finally the
Employment Exchange Office of Venray in co-operation with the Women and Labour Agency
researched the situation in the region of Noord-Limburg (Kok-Schellekens 1989).

There are some surveys that focus on just one step in the route, namely the step
education~training. For instance, two reports have been published on the accessibility of
vocational training for women returners. One is initiated by the Women and Work Agency
in Zuid-Kennemerland (Verberne 1989) and the other by the Employment Exchange Midden-
Brabant (Finders 8t Van der Meijs 1989).
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In this paper we present the results of our survey on the routes which women returners follow

on their way to paid labour. We elaborate on their (non-)use of intermediaries (for instance

Employment Exchange), the obstacles they encounter, and the results of their attempts to re-

enter. The success of the applied job-seeking strategy can refer to their acquiring a job - any

kind of job - or to their acquiring a desired job.

Before we present our results, we will describe some concepts that we use in this paper. With

the concept of the re-entry period we refer to the period starting at the time the unemployed

women make their first move in search of a job, and ending at the time that they have

succeeded, i.e. when they have found a(desired) job. Furthermore, with the concept of the re-

entry route we refer to the entire span of steps a woman returner makes on her way to

employment. The route starts with the very first step towards a job and ends at the moment

when they themselves regard their returning process as successfully concluded. This conclusion

may refer to the moment they found employment, but also to a later moment in time, for

instance if the first job as a returner is conceived of as a starting point and not as the final

target.

Everything the women take up to obtain a job, i.e. all activities and all instruments they use to

gain that object, we call steps in the route. Because of the emphasis on the women's own

activities, the impression is given that the women are wholly responsible for the success or

failure of the re-entry process. We like to point out, though, that mechanisms on the employers

and intermediaries side equally affect the eventual employment situation of women returners.

In this paper however these mechanisms will not be a subject of research.

A readers'guide

In the first place we will describe a few intermediary agencies of importance for women

returners (section 2). Next we enter briefly on the characteristics of the women returners

(section 3). T'he main body of this paper consists of the description of the two main routes

which women returners follow and an elaboration of the various steps in the route taken (section

4). We conclude this section with answering the question whether the routes are effective (do

the steps in the routes lead to employment) and for whom they are effective (does following a

particular route mean that all women have the same chance of acquiring a job?). In the last
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section (5) we try to answer the question whether the women returners have succeeded in

finding attractive occupations (occupations with which they are satisfied).

2. Intermediaries between supply and demand

The process of reentering the labour market can be seen as an area of tension in which three

groups interact. These groups are dependent on one another, and also have conflicting interests.

On one side there are job-seeking women returners with their supply of labour; on the other

side there are the employers with their demand for labour. The mediation organisations and the

training institutions with their range of employment policies, in sum the intermediaries, occupy

a position in the middle.

An organisation's demand for labour is determined, among other things, by developments on

the market and within the organisation itself. Changes can have drastic consequences for

employment: the amount of employment can change, qualification requirements can be

modified, or the labour organisation can change (part time and flexible contracts). The demand

of labour does not always match this alteration in supply. In times on innovation, for example,

in which old technological systems are replaced - c.f. the rapid introduction of computerized

systems and the initial shortage of qualified personnel in this new field -, problems can arise

with respect to supply and demand.

Because the environment where supply and demand meet is an ever changing environment, the

interaction between these two poles continues to be a field of tension. There, in the environment

where frictions occur, an intermediary can be a useful aid to overcome the bottleneck in the

allocation of labour. In order to eliminate these frictions, expert knowledge about supply and

demand is necessary.

What does the supply of women returners look like? From the surveys on extent and

characteristics of the women returners (see note 3) an image emerges of a group ofjob-seekers

who differ from other job-seekers and have different ideas about the kind of labour they want

and can supply.

The majority of women returners, as is also seen in our research, is married or divorced, with

children of schoolgoing age, who opt for a(part-time) job. After their basic education these
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women participate on the labour market for an average of 8 years, before quitting their jobs on

the birth of their children. They concentrate on childcare for a couple of years and from the

moment their children require less intensive care, they want to return to work. Fixing of the

breach in their occupational career, however, appears to be problematic. Writing a letter of

application is hardly ever su~cient to acquire a job. Employers are not enthusiastic about

employees who, because of the interruption of their career, are seen as inadequate in the sense

of lacking in up-to-date experience and skills. For women returners it is therefore of great

importance to re-invest in their human capital. But how can women returners achieve that? Are

short, practical courses for unemployed adults with good prospects on occupations available?

The kind of education that was available in the seventies did not meet the specific demands and

desires of the women returners: too few educational opportunities for adults, too few part-time

training courses, no childcare facilities. In the eighties we see, next to the regular intermediary

organisations, the development of new organisations that are entirely focused on women

returners.

The first organisation we mention is the Women and Work Agency (Vrouw en Werk Winkel).

This organisation aims to be easily accessible for women who are reluctant to enter the

Employment Exchange Office. The Agency has a preparatory function: they provide

consultations and information meetings, and offer familiarizing courses. Most clients of the

agency continue with vocational courses or go to the mediation department of the Employment

Exchange; few acquire a job right away. The agency focuses her activities primarily on low

educated women.

The second organisation we refer to is the Women's School for Vocational Training

(vrouwenvakschool). This school is an initiative of the Women's Trade Union (vrouwenbond)

of the Federation of Dutch Trade Unions (FNV) and is specialised in training women returners.

In 1984 the first school opened its doors, now the vocational training of women is a regular part

of all Employment Exchange policy in the Netherlands. The Women's School for Vocational

Training also tries to be easily accessible. The admission requirements are adjusted: level of

intellect is more important than the possession of certificates; there is no upper limit on age and

the lower limit is approximately 25 years. The teaching periods are adjusted to those of the

children; childcare facilities are available. The school also focuses on low educated women.

Thirdly we mention institutes for private andpublic schooling. These organisations have begun

to organize courses for women returners, often in cooperation with the Employment Exchange
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and additionally to their regular supply of courses. The courses for women returners are meant

for low as well as higher educated women and often there is an age limit (30 or 35 years).

Next to these organisations there are the regular intermediary organisations. Firstly there is the

Employment Earchange. The regional offices execute the employment policy of the government.5

This policy is aimed at optimizing the allocation of labour. The main task of the Employment

Exchange, therefore, is to stimulate an efficient and fair allocation of labour. On the supply side

it has to focus primarily on the (re)fitting of unemployed and potential unemployed people into

the labour market. In this context the programme of the Employment Exchange contains three

major forms of services offered to the supply of labour:

1. Information and advice

This is the basic service of the office. The officials advise and inform on the routes

through which the clients can reach their target.

2. Direct mediation

This is possible when a suitable and motivated supply can be placed on a reported

vacancy without delay.

3. A (re)entry route

This intensive method is used when direct mediation is not suitable or effective. The

Employment Exchange possesses several instruments with which it can support this

method of allocation. In this context we name subsidiary arrangements, cooperation

with employers, training opportunities and measures such as re-orientating consultations

and application courses (Ministerie van SZW, 1990).

The Employment Exchange Offices are the main intermediary facility in the Netherlands, but

women returners hardly ever make use of it. In 1989 only 53,000 women, that is 1810 of all

unemployed women returners, were registered at the Employment Exchange (Van der Valk 8L

Vogels, CBS 1990). An explanation for this is that women returners are not entitled to social

benefit and therefore registration at the bureau is not compulsory. Without a guarantee of actual

assistance through mediation there is no cause for them to register. The result of the low level

5 Until 1991 the Employment Exchange directly fell under the responsibility of the Ministery
for Social Affairs and Employment, but from 1991 onward this department operates as an
independent organisation. The management of the new Central Board of Employment Policy
(Centraal bestuur van de Arbeidsvoorziening) has a tripartite composition: representatives of
the unions of employers and employees together with representatives of governmental bodies
take part.
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of registration however is that the amount of unemployed women who desire a return to

employment remains unknown. Estimations on the female labour force looking for employment

are therefore far too low and as a result the efforts of the government to decrease unemployment

among this group are insufficient.

Last but not least we mention another important intermediary, the temp agency. These agencies

are commercial mediation organisations where women returners can obtain temporary jobs, full-

time or part-time. The agencies aze attractive to women returners because on the one hand they

can plan school holidays off, and on the other hand it is an opportunity to gain work experience

that can possibly lead to a permanent job.

3. The women returners

The results of other research show that characteristics such as gender, age, duration of the

period of unemployment, level of education, and ethnicity, determine to a high extent whether,

in comparison with other unemployed people, the unemployed person involved has more or less

chance to find a job.b In our research this holds only partly true. Ethnicity and the level of

education show the greatest amount of correlation with the chances of employment. The higher

the level of education, the better the chance that the woman returner will already have found

employment (Table 1).

Table l. Level of education by current labour position

Level of Une~Qloyed ra~en E~Qloyed wa~en Total
educatio~ returners 1) returners

Yants a Job- Te~o- Perwa-
job seeker rary r~t

X X X X X abs.
lou 17 36 24 22 100 321
middle 15 34 28 24 100 193
high 8 27 29 36 100 106

total percentage 15 34 26 25 100
total absolute 92 210 161 157 620

6 See again for note 3, see also Algemene Rekenkamer 1990.
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1) If a person has indicated to be willing to accept a job but in the past
month did not practically search for one, then she is defined as
someone who wants a job. If on the other hand she has searched
actively, then she is defined as a job-seeker.

The chances that a woman of foreign origin has found employment are considerably smaller

than for a Dutch woman (Table 2). In the next section we will focus on the difference of steps

in the route made by low and highly educated women. The likewise discriminative characteristic

ethnicity, however, will not be discussed at length in this particular paper. Before proceeding

with the next section, we want to draw attention to the limited success of the foreign women.

This limited success cannot be explained by a more unfavourable background or the non-use

of effective steps. On the contrary, compared with native Dutch women they are better educated

and during their re-entry route they took those steps that we shall find (see section 4) to be very

effective for gaining employment: training, work experience and searching for a job through

a temp agency. But strangely, for foreign women this high level of education and those

activities in the route very seldomly lead to success. Here we see that this survey confirms the

results of other research, namely, that colour of skin and ethnicity are factors that play an

important part in employment opportunities. Employment policy in most cases is focused on the

improvement of the human capital of the potential employees. Skin colour and ethnic origin are

characteristics which are not a focus of employment policy and cannot be changed anyway. If

the labour position of foreign women is to be improved, new measures will have to be taken

on the demand side of the labour market: employers shall have to be stimulated to appoint

foreign women.

Table 2. Native Dutch and foreign women by current labour position

Ya~en returners Eaployed Ur~toyed Total
X X abs X

Native 54 46 559 100
Foreign 37 63 84 100

7otaL 52 48 643 100

Apart from the importance of education and ethnicity we find that the level of the occupation

prior to the interruption, the living circumstances (provider or two-earner) the place of

residence, and the assistance of the social environment (partner, friends, other relations) are also
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significantly related to the chances of success. The higher the level of the occupation prior to

the interruption (policy making and executive personnel being on the highest level and

manufacturing and agricultural personnel on the lowest) the greater the chance that one is

employed at this moment. Breadwinners (single, divorced and widowed women) less often have

a job than potential two-earners (married and cohabiting women). Women living in the big cities

of the survey region (The Hague, Zoetermeer and to a lesser degree Delft) are also less often

employed than the women living in the rural and urban environment of these big cities. And

finally, women who were assisted by partners, family, friends and other relatives more often

have found a job than the women who did not receive such aid.

Contrary to our expectations, we find that age is not significantly related to success. Whether

one is young or old does not mean one has a smaller or greater chance of employment. This

comes as a surprise because usually age is seen as an important influencing factor on the

chances of success: under 30 years of age the labour position is seen as more favourable than

from 30 years of age and older. Moreover, someone of, for instance, 50 years of age would

again have a more unfavourable labour position than someone of 35 years of age (Algemene

Rekenkamer 1990:17).

The respondents themselves experience age as the most important obstacle in the returning

process. Older women and women whose route of return already has taken a long time, mention

this more often as a problem that they encounter. Probably age acts as a fake argument to cover

up other obstacles. Two of these obstacles are the lack of up-to-date work experience and an

outdated education. It is possible that in these cases employers use age as an argument to reject

the women: their knowledge and skills are seen as 'too old' and consequently the women are

'too old'. For the women returners age can be a less painful explanation for the rejection than

outdated schooling or outdated experience. More research on the influence of age as a variable

on the chances of employment is very much desired, regarding the results of this survey.

From other research we learn that the length of the interruption of the occupational career is

of influence on the chances of employment (Algemene Rekenkamer 1990). Unemployed persons

who have been inactive for more than one year are seen as employable only with di~culty. All

women interviewed for this survey have been out of the labour force for longer than one year.

More than half of the respondents have been inactive for at least 8 years. Does that make their

chances of success even more problematic? According to the other research results one should

9



say it does, but our results tell us that the length of the interruption' is not significantly related

to a successful return to employment. The chances of employment do not differ whether a

woman quit working one year ago or ten years ago. The women returners have, after one year,

crossed a line after which they are always regarded as unemployed people stigmatized by an

unfavourable characteristic, at least unfavourable for employers, and that impedes their return

to the labour market.

To summarize, we find that some characteristics influence the chances of a successful return to

the labour market. Based on these characteristics, women returners can be divided in a group

with a favourable and a group with an unfavourable background. Women returners who either

used to work in a low level of occupation prior to their interruption, or who are not very well

educated, or are of ethnic origin, or provide for their family, or live in the big cities, or receive

little assistance of their social environment, have such an unfavourable background that it can

cause problems when looking a job.

But being burdened by one or more of these unfavourable characteristics does not mean a

person does not have any chances at all of success. A part of the women returners in this group

most certainly has succeeded and, moreover, a part of the women with favourable

characteristics has not succeeded (yet). Not only the characteristics, but also the steps they take

in the re-entry route are of importance for a successful return to paid labour.

4. The re-entry route

How do women returners with their more or less suitable background try to obtain a job? What

steps do they take in the job-seeking process that we call the re-entry route?

Theory andpractice

The length of interruption is here defined as the period between the date of the interruption
and the moment one decides to search for a job.
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Starting from a model route we surveyed the route to employment as followed by the women

returners. In the model route we distinguish three phases: 1) orientation, 2) investments, and

3) search activities.g

Re 1) As a result of the long-term interruption of their occupational career, women tend to be

unfamiliar with current expectations and conditions on the labour market. Intermediaries have

found that women returners therefore wrestle with insecurity about their own abilities on the

market (Bom 1989). Obtaining information appears to be the obvious first step to take. This step

in the phase of orientation can lead women to formal organisations ( for instance the

Employment Exchange Office and the Women and Work Agency), but it also leads to informal

channels such as for instance friends, family and other relations. Another step in this phase,

following the obtaining of information, is registration at the Employment Ezchange. Via this

step one can get access to the facilities of this bureau: job vacancy department, information

desk, temp-agency START, all kinds of training projects, measures to stimulate employment,

and of course access to the department of employment-finding.

Re 2) Next in line is phase two of the modelroute: investing in human capital, in other words,

qualification through training and experience. Training is the first step in the investment phase.

Due to the lack of up-to-date knowledge and a possible insecurity about one's skills, training

seems an essential step for women returners. After or during the training period one can gain

work experience. This can be in the form of an apprenticeship, but also by way of volunteer

work, or participation in a measure to stimulate employment (work experience projects or

labour costs support).

Re 3) Finally, after this thorough preparation, in the modelroute it is time to actually start

searching for a job. This can be done by applying at a temp agency, answering an

advertisement, inquiring with employers, make use of the job vacancy department of the

Employment Exchange, or start a private business.

Do women returners in practice follow this model route? And if so, do they follow it in the

predicted sequence and does it contain all the phases described? As we shall see in the following

e This model route has been developed according to the practical programmes of the Women
and Work Agencies (see Bom 1989).
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section, the route of the respondents in our survey deflects in some detail from the theoretical

model.

In practice, obtaining information and registration at the Employment Exchange are steps that

fit in with the start of a re-entry route: these are the most mentioned first steps taken by the

women returners.9 Training is the most frequent subsequent step. But also many women already

start with search activities from the outset of their route. Contrary to the modelroute, this step

then does not come up at the end, but runs parallel with the other steps during the whole route.

Which women move through the modelroute and which on the contrary do not? Taking the

background of the respondents into account, we find that especially women with a low level of

education do pass through the modelroute: they acquaint themselves with the labour market,

receive training'o and start search activities after that. Women who are educated on a middle

and high level, on the other hand, start their re-entry route more often with job-seeking

activities (sending out applications), and if that does not lead to success, they return to the phase

of investments. Contrary to the women with a low level of education, however, these women

tend to interrupt their training if they find a job in the meantime (while they are on a training

course they do not stop their job searching activities). Probably the lesser educated women do

not think much of their chances and for that reason do not expect a positive result from

applications in an early phase of their route.

Summarizing, we find that the modelroute is especially followed by women with a low level of

education. Women with a higher level of education more often pass through the phases

orientation and investments only if the phase of searching activities does not lead to success,

and the search activities are not the last phase of their route, but run parallel to other phases.

9

io

The respondents in this survey have entered all steps they have taken in chronological order.
The analysis of the schedule that thus appears, shows us the route in practice.

Women who receive training are more than proportionally represented in the group of women
who want a job but in the last month have not actually searched for one. Because of their
inactivity in job-seeking matters, they are not seen as job-seekers in the official definitions
and therefore are not counted as part of the labour force. We strongly disagree with this
practice. The inactive job-seekers are as strongly motivated as the active job-seekers but they
take different steps in their re-entry route. Later in this section we will see that because of
their background (low level of education) they do very well to invest in their human capital.
Women with a low level of education who invest in training are more successful in finding
a job than the ones who do not invest in their human capital.

12



Steps in the route

After this description of the two main routes that are followed by women returners, we

concentrate on the various steps in the route and examine step by step the use and non-use of

them by women returners. We also try to find to what extend the steps contribute to a

successful return to a job.

1. Obtaining information

Obtaining information is an exploratory step that is taken by 3l4 of the women returners in

various phases of their re-entry route. Training facilities and registration at the Employment

Exchange are the most prominent subjects they want advice on. The Employment Exchange is

the organisation that is most often approached for this kind of advice (88qo), followed by the

Women and Work Agency (34~0). But the Employment Exchange is also the organisation which

clients are least satisfied with: 1~3 of the women who asked for information there, found it

unsatisfactory. This dissatisfaction is concentrated on a failing advice on training opportunities

and on the advice in general. The dissatisfied women are also critical of the way the

employment officers treat them (they say the officers do not take them seriously). A possible

explanation is that the information material is not very well attuned to the demands of women

returners. The information that is given by the Women and Work Agency on the other hand has

been well received. This result was to be expected, because the activities of this agency are

solely directed at women returners.

The information women returners said to have received at the Employment Exchange during

the registration interview" mainly concerned general information on mediation activities (job

vacancy department and information desk, its role of intermediary regarding vacancies, and the

temp agency START). The women said hardly to have received information about preparatory

activities such as training opportunities and schemes as job creation. Earlier we have seen that

because of the interruption in their career, women returners experienced a loss in human capital

that they are supposed to regain with training and new experience. Why then, does the supplied

This concerns another aspect of information. Earlier we elaborated on the general step of
looking for information. Now we refer to the specific information that the women returners
received when they registered as job-seeker.
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information centre on mediation and not on preparatory activities? The mediation activities of

the Employment Exchange are schemes that require a great deal of self-activation from the

women, and with the exception of the intermediary role for the Employment Exchange these

are relatively labour and costs extensive activities. Compared with this, the preparatory activities

are more labour and cost-intensive. Can this be a reason for scarcely providing information

about schemes that are supposed to be the best support for this category of job-seekers? The

answers of the respondents on the supplied information during the registration interview raises

questions about the actual support the Employment Exchange has offered the registered women

returners.

2. Registration

Earlier on, we noted that women returners are not often registered at the Employment Exchange

because they are not obliged to do so. We also noted that a voluntary registration will only

become attractive to the women if the Employment Exchange can offer them real support. Is

that what the registered respondents have in fact received? What is their reason to register at

the Employment Exchange and what was the result of that registration?

The respondents who registered as job-seekers during their re-entry period did so primarily to

get concrete support with the searching for employment: mediation. The support they say they

have received lies mainly in the preparatory sphere: especially training facilities were offered

to them, so as to reinforce their labour market position. Hardly ever did they refer to having

received a job through assistance by way of labour costs support or work experience projects,

nor for that matter did they mention to have acquired employment directly through mediation.

The strange part is that compared to the aforementioned subject on obtaining information an

almost opposite picture emerges. There we stated that the employment officers gave information

on mediation activities and far less about the preparatory facilities. Here we find that in practice

the women are offered training facilities. Answers to questions with respect to the assistance that

was extended, subsequently show a disappointment in the Employment Exchange: half of the

women finds the Employment Exchange of no help whatsoever. Only 7~0 of the women who

at one part of their re-entry period were registered there, states to have found employment

through mediation by, or assistance of, the Employment Exchange. Notably, 29 ~o of the women
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record to have received a training through mediation of the Employment Exchange, while in

the section of the questionnaire that deals with training, it appears that 62~ of the courses were

taken up with the assistance of that Office.'~ A possible explanation for this dissimilarity can

be that taking on training is not the primary goal of registration at the Employment Exchange.

The women register as a job-seeker mainly because they want the intermediary to find them a

job and not to be sent back to school. If, nevertheless, the route via the Employment Exchange

takes them to training, part of the respondents do not consider this as concrete assistance of the

Employment Exchange and, furthermore, the respondents associate this assistance more with

the training organisation than with the Employment Exchange. Thus, support of job-seekers by

way of training facilities does not bring glory to the Employment Exchange.

We observe a discrepancy between what is defined as the task of the Employment Exchange and

what is offered as concrete support to women returners. This discrepancy can explain part of

the dissatisfaction with the performance of the Employment Exchange. This bureau is primarily

seen (by policy makers as well as the public) as an intermediary between employers and

employees, not as a preparatory service. In practice, however, for women returners the Employ-

ment Exchange turns out to be a preparatory service: it offers assistance to strengthen the labour

market position through training. Still, the women returners, too, define mediation to

employment as the main task of the Employment Exchange. As a result of this discrepancy, a

large group of women who make use of (preparatory) facilities of the bureau are at the same

time very disappointed with the bureau because they think "it is not doing anything for them"

or rather: "it does not mediate them to employment".

3. Training

Investment in human capital through training is a much used step. Three-quarters of the

respondents have received training or are still receiving it. It is a very successful method of

gaining employment: women returners with recent certificates have more often succeeded in

finding a job than women whose route has lasted as long as theirs but who have not received

training on the way. But, is training, as is so often argued, really an essential phase of the re-

iz It concerns training courses of the Women and Labour Agency, Women's School for
Vocational Training (vrouwenvakschool) and other forms of cooperation with the Employment
Exchange.
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entry route? After all, more than a third of the employed women returners have not taken up

any recent training courses. Further investigation of this group of women shows us that mainly

women with a high level of education are concerned. Women returners with a low level of

education and no recent training, on the other hand, have only a small chance of a successful

return to employment. An investment in human capital trough training for them really is an

essential step in the re-entry route.

The above refers to training investments in general, but how effective are the training courses

of the various organisations? Do they offer the same chances of employment? We will now

elaborate on the various options of training for women returners.

Women who acquainted themselves with the labour market through a familiarization course,

have for 59 qo found employment. The success of these courses should be told from the

proportion that leads to further training and other activities on the route to employment. In this

way they can be called successful: 64qo of the participants moved on to a further training. The

other participants applied for a job immediately following the course and 8 out of 10 have found

employment.

Looking at vocational training we see that nearly half of the training courses that are taken by

the respondents are administrative ones. Such courses count as courses with very good prospects

for a job, especially in the region where this survey was held ('The Hague and Delft). The same

goes for computer information and management courses. Ex-students of these courses have

indeed been more than averagely successful in gaining employment. Women with a low level

of education, unfortunately, have less access to these courses than the women who as a result

of their higher level of education already have a higher chance on employment. The only

exception to the rule is the Women's School for Vocational Training (vrouwenvakschool). Their

admission requirements give lowly educated women access to courses with good job prospects.

If we define success in this respect as the percentage of ex-students that have found a job, then

the Women's School for Vocational Training (vrouwenvakschool) is the most successful

institution: 3l4 of their ex-students are employed. The students had had a lower education

(before they entered on the course) than the students of other institutions and they are greatly

motivated to apply for a job after having finished the training. They also mention more

problems with following the courses because of the great amount of time and work they need

to invest, but only a few drop out early. Thus, the Women's School for Vocational Training
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(vrouwenvakschool) offers women with unfavourable labour market positions, good prospects

of employment through intensive training.

Women who are in training courses through the assistance of the Employment Exchange (the

courses of the Women's School for Vocational Training (vrouwenvakschool) and the Women

and Work Agency are excluded from this category) also have lower education backgrounds.

These students do not find the courses difficult, but even so, one in ten drops out. And the

success of the course is also less than that of the Women's School for Vocational Training

(vrouwenvakschool): almost two thirds of the students has found employment. Participants of

courses organised by private and public schooling are more highly educated than the participants

of the above-mentioned courses. Their motivation to look for a job with the assistance of their

new human capital is less than that of the students of the Women's School for Vocational

Training (vrouwenvakschool) and Employment Exchange courses. The training courses of the

public schooling are also thought of as heavy and difficult, but contrary to the Women's School

for Vocational Training (vrouwenvakschool) the drop-out rate is high. 68q of the women who

qualified here have found employment.

Private schooling, finally, appears to be the least successful. Almost a quarter of the students

do not qualify, in spite of the fact that the courses are felt not to be difficult. Women who

qualified here, did not find employment as often as the students of others courses for women

returners (57q).

4. Gaining experience

The gaining of experience through a measure to stimulate employment from the Employment

Exchange is a seldomly used step in the re-entry route: 29 of the 643 respondents (4,5l0), but

a very successful one: participation has brought employment to 79qo of them (as opposed to

52 ~ of all women returners in this survey). Eighteen out of twenty-nine were appointed

immediately after the ending of the scheme. By now five other women have also found a job,

but they took other steps first (such as for instance a training course). Four women were still

looking for jobs at the time of the survey and two women were actually working in a job

creation project.
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A second, positive result of these schemes is that particularly the underprivileged part of the

women returners was reached: women with a low level of education are over-represented, as

well as women who prior to their interruption were employed in low level occupations, and

finally, proportional to the mean, foreign women took part.

A comment on the criticism expressed elsewhere, that the measures to stimulate employment

cream off the job-seekers in the files and would hardly reach the underprivileged job-seekers,

who pre-eminently are the target group of these schemes, is certainly justified (De Wachter 8L

Visser 1986, 1986~1; Lissenberg 8c Dijkhuis 1987).'' This criticism cannot be subscribed in

our survey. T'he use of the various schemes has enlarged the chance on employment

significantly. It is a very successful step that should be applied far more often than has been

done by the Employment Exchange up to now.

5. Volunteer work

Volunteer work as such is not be regarded as a step in the re-entry route (and thus as an

instrument used by women returners to find a paid job). Half of the respondents does voluntary

work, but only 1I5 of them sees it as a way of gaining a paid job. Although volunteer work

sometimes has contributed to their decision to look for paid employment, the work itself does

not contribute to a successful re-entry. Quite the reverse; the chances for volunteer workers to

find paid employment are smaller than those for the unemployed who do no volunteer work.

We can only guess at the reasons for this unexpected outcome, but the presupposition that

volunteer work offers relevant work experience and will increase the chances on paid

employment, must be rejected.

6. Active job search

Following the modelroute, after the orientation and investment phases, we encounter the phase

of actively searching for a job. We distinguish five different ways of search activities or 'search

channels'. Applying for a job, registering as a job-seeker at the Employment Exchange and at

1? Although the number of participants to the various schemes in this survey is limited, and
compels us to be careful in drawing conclusions about the effects of the schemes, we think
it is important to state our comment.
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a temp agency we regard as formal search channels. This way the women returners are looking

for jobs through the official intermediaries where employers offer their vacancies: newspapers,

periodicals, temp agencies and Employment Exchange. Private initiatives and searching with

the aid of family, friends and other relatives we regard as informal search channels. These

search activities do not refer automatically to offered vacancies. In this case the women do not

wait till something is offered, but act, and search for vacancies themselves.

Table 3. Use and effectiveness of search channels"

Search Chamels Use: Success:
i~portance job
of chamel through

chamel
X X

Applications 38 32
Private initiatives 16 15
Through relatives 10 14
Temp agency 22 30
Employment Exchange 14 8

Total percentage 100 100
Total absolute 450 271

Of the formal search chanrlels only the temp agencies appear to be an effective method to find

a job; compared to the other channels it also is the most effective. A disadvantage of this search

channel is that temp work is by definition temporary work.15 Applications and searching

through the Employment Exchange facilities on the other hand lead the least of all to

employment. Both informal search channels are not often used. Nonetheless, they are reasonably

(private initiatives) to very (through relatives) effective for finding employment.

Finally, we point out the coherence between the level of education and the use of search

channels: women with a low level of education often focus their attention on ineffective search

,4
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To gain a clear understanding of the effectiveness of the search channels we investigated how
often a channel was used by the currently employed women, and how often a certain channel
had gained them a job. Because the women mentioned more than one search channel, it was
impossible to use the percentage of women looking for jobs that way. Instead of that we took
the proportion one search channel holds in the total of used search channels. We name this
the importance of the search channel. A search channel is effective when the proportion of
women that found a job through a particular channel is equal or higher than the importance
of that search channel.

At the time of the research, temp agencies in the Netherlands were not allowed to mediate
for permanent positions. This has been changed in 1991; now it is allowed to do so.
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channels; the higher educated on the other hand search through more effective channels. A

possible explanation for this correlation is that the low educated women have less access to

persons and networks.1ó For that reason it is understandable that they have to rely more often

on the use of formal but less effective channels.

Effective routes to employment

Earlier we described the background of the women returners (significant characteristics), the

steps they take (activities of the women themselves and the use of instruments) and what the

results are of the various steps in the route. We found that the women's background (especially

ethnicity and the level of education) is an important indicator for success, but we also found that

the steps in the route can influence the of success the re-entry route.

In this section we will answer the question whether the lesser amount of success among the low

educated women can be a result of having taken a less effective route to the labour market.

Following that, we will answer the question how the successful women returners among the low

educated succeed in gaining employment. Have they, compared with the unsuccessful women,

chosen a more effective route? This analysis can provide insight in the way underprivileged

women returners can succeed in spite of their unfavourable characteristics.

1. The women returners with a low level of education

A résumé of the above-mentioned steps in the route taken by women returners with a low level

of education, shows that these women - in comparison with the higher educated women - spend

more energy on ineffective steps and that they less often (can) take steps that increase their

chance for employment: they register at the Employment Exchange more often than the higher

educated women; they also more often follow training courses, but as a result of their low level

of education they have less access to courses that give the best prospects for employment;"

16

17

See for the effects of access or lack of access to powerful networks in organisations for
instance Sanders 8t Van Doorne-Huiskes 1989.

This seems to be in contradiction with the earlier mentioned accessibility for low educated
women to courses with good prospects that are organised by the Women's School for
Vocational Training (vrouwenvakschool). We have to note, however, that the supply of these
courses form just a fraction of the total supply of training courses.
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and finally, the low educated women search for employment less often through informal search

channels and more often through the job vacancy department of the Employment Exchange.

What is effective is that the low educated women more often than the higher educated women

gain work experience through a government measure to stimulate employment (although the

accessibility of such schemes is low for all women returners); that they spend less energy on

writing applications (which is not a very successful search channel) and that they register as

often as the others as job-seeker at the Employment Exchange. Although the route contains

effective and ineffective steps, in general the route of the low educated women is less effective

than the route followed by the higher educated women returners. Yet, almost half of the

category of low educated women (46~0) has found employment, notwithstanding their

unfavourable background (a low level of education) and their less effective use of steps in the

route. What distinguishes the successful low educated women from the unsuccessful low

educated women? Analysis of tables and regression equations show that women who because

of their level of education are to be seen as underprivileged and nonetheless have found

employment, have background characteristics that makes their position significantly less

underprivileged: they are less often from foreign origin, they are no breadwinners, they have

older children, they more often live outside the big cities and they get more assistance from

their social environment. Thus, also within the group of low educated women we notice the

influence of the characteristics on the success as a returner: within the group of underprivileged

women returners, the ones who succeed appear to have other, more favourable, characteristics,

that in their turn increase the chances of employment.

And looking at the route they followed we see that the successful women compared to the

unsuccessful women have indeed more often taken effective steps: training, acquiring work

experience, and searching for work through a temp agency and informal search channels.

The whole group of low educated women less often take part in training courses with good

prospects, but the ones who took courses we find among the employed women. This concerns

almost entirely women who took training courses of the Women's School for Vocational

Training (vrouwenvakschool).

Many aspects appear to influence significantly the chance of success of the low educated

women. The characteristics residence, age of the children, ethnicity, and the steps training,

experience and effective search channels have the most influence on a successful return to the

labour market. Especially training emerges as an essential step for this category of women. For
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the low educated women who do not have recent qualifications, the chances on employment do

not increase with the length of their re-entry route; this however holds true for the higher

educated women, as we shall see in a moment. Not the amount of time spent on the route

determines success, but what is done during that time, or in other words what steps are taken.

Biding one's time does not lead to employment; acting (investments and search activities) does.

That a large part of the low educated women do indeed take action (although not always the

most effective type of action) has become clear in this section.

2. 7Jie women returners with a high level of education

Of the women with a middle high level of education, 52qo has found a job, and 65qo of the

highly educated women. The factors that influence the chance of finding employment for these

two categories are practically the same. Because of their characteristics we can view them firstly

as having a more favourable position to enter the labour market than is the case for the low

educated women. Secondly we find that the higher educated women follow a more effective

route to the labour market: they take part in training courses with good prospects (especially

women with a high level of education), they search through temp agencies (especially women

with a middle high level of education) and through informal search channels (especially the

highly educated). The greater proportion of successful women returners in this category not only

refers to a favourable background, but also to choosing an effective re-entry route.

If we compare the successful with the unsuccessful in this category of high educated women,

we find that far less aspects are of significance to the succeeding of the re-entry process than

was the case with the low educated women.

Looking at the background characteristics we see that (except for the level of the education

itself) there is no relation with a successful or unsuccessful return.

This means that if one has had a middle high or high level of education, it does not matter for

the chance on success whether one is breadwinner or not, whether one is of foreign origin or

not, where one lives, what the occupation prior to the interruption was, and whether one is

assisted by the social environment. The basic level of education is the characteristic with the

most influence on success and in this case the chances of success are very high indeed.

The difference between the successful and unsuccessful higher educated women can be explained

by the following factors:
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~ Firstly the successful women differ from the unsuccessful women because they have

started earlier with their re-entry route. Finding employment for these women is more

a matter of patience, contrary to the success of the women with a low level of

education.

~` Secondly, the steps in the re-entry route that these women take also play an important

part: the successful middle hígh and high educated women have (not more often taken

part in a training course but) more often qualified especially for occupations with good

prospects, and have more often searched for employment through temp agencies and

through their own initiatives than the unsuccessful women in this category.

By taking effective steps, the higher educated women can speed up the process of gaining

employment, but those among them who follow a less effective route will also succeed in the

long run, because of the fact that the level of education alone gives them good prospects of

employment.

5. Successful women returners

Earlier on, we pointed out that finding a job during the re-entry process does not necessarily

mean the end of the re-entry route. Possibly, it is just another step towards the really desired

job. It is conceivable that the returner thus wants to enlarge her knowledge and experience in

order to eventually enter the job she prefers (because of the contents of the work or because of

better fringe benefits).

What type of jobs have the women returners found? Under what conditions have they accepted

their present positions? And are the women satisfied with the result? In this section we elaborate

on current and former occupations, and the concessions the women returners made while

accepting their present job. Next we will elaborate on size and contents of the contract, on

promotion opportunities in the present position, and on job-satisfaction.

Dutch women work in just a few vocations, and these vocations are concentrated in just a few

of the nine distinct occupational groups (according to the categories of the Central Bureau of

Statistics CBS). We have therefore clustered the functions of the women returners in five

occupational categories. With some caution these clustered categories can be interpreted as a

hierarchy from high to low. The numbers refer to the usual ILOICBS categories.
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2 - Policy making and executive occupations

Oll - Specialists (among others health care, education, medical and social

services, computer and other sciences)

3 - Administrative occupations

4I5 - Commercial and other service sectors (among others retail sales,

domestic service and care, catering industry)

6~71819 - Manufacturing and agriculture

In the region where this research was held, women mainly find jobs in the administrative sector

and in the services. For instance, the ministries in The Hague are important employers for

administrative workers (Provincie Zuid-Holland 1990). As Table 4 shows, more than half of

the respondents have found a job in this sector. Only a small part has obtained an executive

function or works in industry or agriculture.

Table 4. Current occupational categories of working women returners

Occupational
category

Yorking romen
abs X

Part with a per-
wianent contract

X
Policy makers~

executives 18 6 72
Specialists 57 18 54
Administration 178 56 40
Services 58 18 63
Manufacturing~

agriculture 5 2 100

Total 316 100 49

While comparing the women's current occupational category with the category they were part

of on the moment they interrupted their career, we notice the following shifts:

The current occupational category is higher than the former category - 22 lo

the most frequent shifts are:

- from services to specialism

- from administration to specialism

- from services to administration
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The current occupational category is the same as the former category - 57 q

the most occurring categories that stayed the same:

administration (80qo returned in this category)

specialism (almost SOqo returned in this category)

The current occupational category is lower than the former category - 20qa

the most frequent shifts are:

from specialism to administration

form specialism to services

Apart from the fact that the major part of the former administrative workers at present are

working in the same type of jobs, many women who were formerly employed in other sectors

are at present also working in the administrative sector: before the interruption 48 ~o of the

women were active in this sector, after the return to the labour market this has increased to

56~0. There appears to be a strong current that draws women returners to administrative jobs.

But is that also what women want? Is it their preference or is it brought about by an ample

labour demand in that sector?

We asked successful women returners whether they made concessions on account of contents

and level of their positions, in order to acquire the jobs they currently hold. If the women gave

in on one of these items, we assume that their present job is not entirely in accordance with

their wishes. Table 5 shows that women currently at work in an administrative occupation have

realized their desires the most and the women in the service occupations the least.

Looking at the shifts in occupational categories we see that women who in comparison to their

former jobs, are at present working on a lower level of occupation, very often mention

concessions: ó0qo of them claims to have accepted a job, unpreferable because of its contents

or its level. The women who currently work at the same or higher occupational category than

the one prior to their interruption, mention far less concessions: almost 259o states to be

working in an unpreferable job. Especially women who used to work in a higher occupational

category and at this moment are employed in an administrative job, mention concessions with

respect to content and level of the jobs they hold. Probably it was easier for them to secure an

administrative job than to return to their former profession. Perhaps the mediation of the

Employment Exchange or Training Agencies has coached them in that direction. The supply of
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administrative training courses is ample, and it is relatively easy to start in this line of work

after a short period of training. In this context we can only guess whether it is a voluntary or

necessary choice (on account of the labour demand).

Table 5. Concessions on contents and level of appointment, and estimation of promotion

opportunities by occupational categories of the present employment situation

Occ~ational Concessian: ac- Concession: fv~c- Vro~otion op-
category cepted tipreferred tian level is too portinities in

ition X low X resent job X

Policy makers~
managers 41 29 68

Speciatists 35 33 41
Administration 30 27 34
Services 54 49 27

A different job aspect concerns the promotion opportunities (see Table 5). There is a significant

disparity in promotion opportunities between the occupational categories. Women in policy

making and executive branches contrast strongly with the others, as can be seen in Table 5. The

specialists take up a middle position, but women working in the services and in administrative

jobs hold bad positions: only a third mentions promotion opportunities in their current job.

Women working as secretaries have realised their aim the most, but 2l3 of them occupy dead-

end jobs. Women working as policy makers and managers have far less acquired a suitable job,

but the prospects for improvement of their position are much better.

Career planning is significantly related to the satisfaction with the current job: discontented

women for the greater part (85~0) express the wish to change jobs, especially a change to work

with more opportunities. In comparison: only 45~0 of the contented women express the wish

to change jobs in the future. Career planning is also significantly related to the fact whether the

women perceive chances of moving up the career ladder. Of those who see opportunities to

develop their career, 2l3 desires a future position with more responsibilities. Contrary to this,

we see that only ll3 of the women in jobs with no prospects want such a position. This

correlation between future plans and real possibilities can be interpreted in two ways. Job-

seeking women who attach much value to the development of their career will on the one hand

take the availability of promotion opportunities into account and will therefore more often apply

for such a job. On the other hand it may well be that women adjust their future plans to the real

circumstances (in this case dead-end jobs) and thus try to prevent frustration because of wishes
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that cannot be satisfied. Whatever may be the case, many respondents do have ambitions and

for a part these ambitions appear to be restricted because of a lack in opportunities within the

positions they currently hold.

Looking at the characterof the appointments, we find that for 61 ~ the first job as a returner

is a temporary one. Of these women 689'o mentions the acceptance of a temporary appointment

as a concession. Especially those who in the meantime have had more than one contract are

discontented about its temporary character. The women who at this moment hold their first

temporary job, do not express many objections on this point, probably because they still have

hope that eventually it will be turned into a permanent appointment. Because of the above-

mentioned concession and discontentment, we conclude that the respondents prefer permanent

appointments. Since 2l3 of the women started in a temporary appointment, we pose the question

whether there is a steady turn-over to a permanent appointment.

Figure 1. Proportion temporary and permanent contracts by year of employment as a

returner.
peresntapo
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In Figure 1 we can see that the proportion of permanent contracts increases the longer ago one

started the first job as a returner. After a working period of two years the proportion of

permanent contracts stabilizes, so there is evidence for a partial turn-0ver from temporary to

permanent appointments. But it shows at the same time that another part of the contracts

remains temporary: about a third of them. Most of these jobs occur in administrative occupati-
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ons and in jobs offered by temp agencies. Earlier in this paper we stated that looking for a job

through a temp agency is an effective method of job-seeking, but now it becomes apparent that

it is not a very good strategy to obtain a permanent job.

As expected, the majority of the women returners work part-time. More than a quarter has a

small part-time job (less than 20 hours a week, 2810), more than half has a large part-time job

(20 to 33 hours, SS~o), and only 17qo has an(almost) full-time job (more than 32 hours).

Compared to the female labour population as a whole, the women returners work relatively

often in large part-time jobs and relatively little in full-time jobs (CBS 1990). On the number

of working-hours 61 ~o of the working women expresses satisfaction. There where we find a

discrepancy between desire and reality one expresses the wish for more working-hours, not

fewer. However, 26~a of the working women as a whole, state, that they accepted more

working-hours than they would have liked, against 19qo who said they would have preferred

fewer working-hours. Women returners do want a part-time job, but they find it very hard to

give a correct estimation of the number of hours they can be available for the labour force:

working-hours on the labour market always have to compete with the hours of care needed at

home. This is also the case for the bread-winners among the women. In order to provide for

their own and their children's livelihood a large part-time or full-time job is essential for these

women, but that means cutting on time spent with and for the children. This offers a possible

explanation of the fact that the bread-winners among the women returners, in comparison to the

two-earners, are more often found among unemployed women.

Earlier we stated that there is a large pull to administrative jobs. A possible explanation why

so many women accept an administrative position may well be the supply of part-time jobs in

this sector. The proportion of part-time jobs in agriculture, manufacturing and managing

occupations is very small indeed. The contracts of the respondents working in those

occupational categories contain considerably more working-hours, and a larger part of these

women are unsatisfied with the size of their jobs.

So, many women returners have made concessions on either contents, level or character of the

jobs they hold. And many have accepted a job without promotion opportunities. They therefore

can be seen as a labour supply with a flexible, and not a rigid, attitude towards the labour

market. However, some demands they cannot meet without damage to their responsibilities at
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home. To a certain amount they are willing to accept less favourable work conditions, but they

refuse to move for a job or to accept a job that is more than a half hour removed from their

home. Their husband's work and the children's school define the place of residence and that

limits the region of the women's mobility.

In conclusion we examine the job satisfaction of the women returners in their current

appointment. Whether the women work as managers or secretaries does not show a significant

discrepancy in overall job satisfaction: approximately 2~3 of the women in all occupational

categories say they are content with their present job. Looking at the various conditions of

employment and fringe benefits, however, we notice that the women who on an overall level

are satisfied with their situation, have accepted one or more concessions on those aspects with

which they are not at all content.

A regression analysis with overall satisfaction as dependent variable and a selection of

employment conditions and fringe benefits as independent variables18 shows that 20~0 of the

variance in (un)satisfaction is explained by four variables. Women who have accepted a job on

too low a level, or an otherwise undesired job are more unsatisfied. The acceptance of jobs

without promotion opportunities also increases dissatisfaction, and finally, the same holds true

for women with a temporary contract. The other variables are significantly correlated with

overall satisfaction, but the effect in the regression disappears because they correlate very

strongly with the variables that were brought into the equation. We note that women tend to be

more unsatisfied when they have accepted a job with too low wages (according to their own

judgment), when they accepted a flexible contract, have to travel too long, and when their level

of education is high.

18 As independent variables we enclosed 'level of education', and the following possible
concessions: 'whether or not one has accepted an undesired job', 'whether or not they have
promotion opportunities', 'whether or not they have accepted a job on a lower level than they
could perform (regarding their level of education)', 'whether or not they have accepted a job
with lower wages than what they expected (regarding their former experiences)', 'whether
or not they have accepted a temporary or permanent contract', 'whether or not they have
accepted a flexible contract' and 'whether or not they accepted travelling time over 1 hour
a day'.
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This last category of women (the highly educated ones) has made many concessions on contents

and level of the job, but they were also able to do that. After all, returning on the labour market

in a job below their level can be a strategy: taking hold of a starting position and trying from

the inside to be transferred to their former level of occupation. But, knowing that only 45qo of

the highly educated women perceives promotion opportunities within their current appointment,

it is doubtful whether such a strategy can succeed.

Some personnel managers have brought forward that women returners just want a job and are

not at all interested in an upward mobile career line. They state that women prefer productive

work, that they avoid responsibilities and do not express any ambitions to move up the career

ladder. The lack of promotion opportunities in their current appointment is therefore not seen

as something the women themselves regret. In this paper we saw that the lack of promotion

opportunities caused part of the job-dissatisfaction. This means that at least part of the women

returners in our survey do not want to stay in dead-end jobs. This is also apparent in the future

plans of the employed women returners. Half of them wants to be transferred in the near future

to a job with more responsibilities and 1I10 wants to move to another job, but not necessarily

at a higher level. A minority of the women do not care about promotions or expresses the wish

to keep the situation as it is (40qo).

The assumption that women returners are not interested in an upward mobile career line is not

correct for more than half of our respondents. Unfortunately only a third of the employed

respondents holds a job with promotion opportunities. We conclude that it is not so much the

unwillingness of the women returners, but rather the character of the positions women returners

have access to, that blocks their careerline.
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Epilogue

In this paper we have presented the results of our survey on the routes the women returners

follow on their way to employment. We elaborated on their (non-)use of intermediaries, the

problems and obstacles they encounter, and the success of their attempts to re-enter.

We found that two main routes are being followed. Women with a low level of education follow

the modelroute: orientation - investments - search activities. Women with a high level of

education more often do not pass through the orientation and investments phases until the phase

search activities, with which they started their re-entry route, turn out to be unsuccessful.

The personal background appears to be an important indicator for the choice in job-seeking

methods and also for success. Women with low educational backgrounds have the hardest time

returning in a job but they succeed if they invest in their human capital (trainíng and updating

their experience). The human capital of women with a middle or high level of education appears

to be sufficient, but added to that, many women state that they agreed to concessions in order

to achieve their goal: a job. Many women have accepted low level jobs (lower than their former

jobs) or lower payment, jobs without promotion opportunities, or temporary jobs, but not many

have agreed to concessions on working hours and daily travel time. Child care responsibilities

are an important reason why they agreed to some concessions and definitely not to others.

We conclude that following certain kinds of steps in the re-entry route will increase the chance

for women returners of a successful return to the labour market, but we also note that many

jobs hold no career prospects and that a majority of the women returners do desire such a

perspective. Thus, women returners do succeed in finding a job, but it is doubtful whether we

can speak of a success career-wise.
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