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CHAPTER 1. Flexibility in Working Time.
The Netherlands 1996
Introduction
In this paper an overview will be presented of the "state of the art" in the
Netherlands concerning the flexibility of working time and of the transition of
workers in and out the labour market. This presentation is part of the project
on Transitional Labour Markets in The European Union. One of the central
questions in the project is to what extent working time flexibility effects
transitions on the labour market, resulting in social exclusion or social
integration in society. To answer this question in an empirical way data is
needed from official statistics and from socio-economic surveys. The paper
contains an overview of the availability of such data in the Netherlands and of
some analyses to trace transition patterns. Furthermore, an overview is
presented of the institutional arrangements related to the different types of
work flexibility. The paper concludes with several proposals for further
research about trends on transitional labour markets.
Flexibiliry of work is a topic that is heavily discussed in all industrialised
countries. The current debate surrounds labour-management cooperation and
negotiating concerning more flexible working-time arrangements and the role
of government in this area.
Stimulating flexibility is one of the strategic ways to reduce social exclusion in
industrialised societies. Like in most European countries the Dutch national
government is very concerned to reduce the rate of unemployment in the
Netherlands. Figures of Eurostat indicate the seriousness of the unemployment
problem (see Figure 1; De Raat and Schinkel, 1996). It is clear that in most of
the European countries unemployment is high, with as positif exceptions
Austria and Luxembourg.
Flexibility is a multi-facetted or container concept. Clear cut definitions are
hardly available. This paper gives not the opportunity for a detailed theoretical
essay. In other stages of the TRANSLAM-project the concept of flexibility
will be further elaborated. That holds also for the concept of transitional
labour markets.
Here we follow a rather descriptive approach by summarizing the availability
of empirical data on flexibility of working time arrangements and data on
transitions in and out the labour market.
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Figure 1

The structure of this report is as follows.
After the introductory chapter an overview will be presented of the institutional set-up and of the actors in the Dutch system of labour relations (chapter
2). Then the debates on working time in the Netherlands will be outlined
(chapter 3). After these general overviews the regulations and the take up rates
in the Dutch Labour Market are in detail examined (chapter 4). In chapter 5 a
schematic survey is presented of the regulations affecting the labour market
transitions and working time flexibility. Chapter 6 contains empirical data on
transitional labour market patterns. The reports ends with a discussion on
further analyses (chapter 7), as part of the TRANSLAM-project, that will be
conducted to trace, in an empirical way, the transition patterns on the Dutch
labour market.
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CHAPTER 2.

The System of Industrial Relations in the Netherlands

The institutions and the actors
Dutch industrial relations are strongly institutionalized (Korver, 1993:397).
The parties involved have stake not only in the results of negotiations but also
in the maintenance of the process of negotiating itself. The parties concerned,
employers associations and trade unions, have a monopoly of representation in
many of the relevant fields for consensus formation, decision making and
implementation.
In the Dutch system of labour relations operate three great union federations:
(a) the Confederation of Dutch Trade Unions (FNV), the result of a merger,
in 1982, between a Socialist and a Roman Catholic Federation; (b) the
Protestant National Trade Union Confederation (CNV); and (c) a Federation
for middle- and top-level white collar employees (MHP) . Together these
federations cover about 85 percent of unionised workers. Both the FNV and
CNV are made up of individual unions organised by industrial sector or group
of sectors. While policy is framed primarily on the federation level, the individual members do have some autonomy. There are also unions that do not
belong to one of the federations. As a consequence, thf~ . are not - as are the
FNV, the CNV and the MHP - represented in consultative bodies such as the
Foundation of Labour and the Social Economic Board, the latter being the
most important advisory body to the Dutch government on social and economic questions.
The rate of union density was decreasing since 1980. Between 1980 and 1986
it fell from 39 percent to 29 percent of the workforce. Now, in the mid
1990's, it is about 25 percent.
Most of the Dutch employers are organised in a one major central Federation:
VNO-NCW, with representatives in the Foundation of Labour and in the
Social Economic Board. The Federation is the result of a merger between the
VNO, the 'neutral' Organisation of Dutch Enterprises, with the NCW, the
Organisation of Christian Employers. The Federation serves the interests, on
the national and the international level, for 150 branch-organisations and for
almost 80.000 allied enterprises. VNO-NCW is representative for the small,
middle, and large enterprises in Holland. It represents (source: website
(9I12~'96): www.vno-ncw.nl):
- more than 60 q of the Dutch enterprises with 10 to 100 employees;
- more than 95 q of the companies with 100 to 500 employees;
- almost all companies in Holland with more than 500 employees.
To implement new regulations in a firm work councils are important instruments. Such councils are obligatory in firms with 35 employees or more. They
have mainly two goals: to represent and protect the interests of employees on
the one hand, and to influence the social and economic policy of the company
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on the other. In certain cases works councils have the right to approve
decisions. For example, they have to agree to any proposed changes in
regulations concerning working time arrangements. No new work pattern can
be introduced without the works council's consent. Disputes are normally
referred to an outside body for arbitration. There is hence a healthy balance of
power between the employer and the works council, based on effective codetermination rights.
According to de Lange and van Maanen (1995:172) the Dutch industrial
relations system can be characterised by the next seven points:
~` Negotiations on labour conditions tend to take place at an increasingly
decentralised level.
~` The national government interferes as little as possible in negotiations on
the terms and conditions of employment.
~` Despite the merger in 1982 of the two largest union federations, there is
now a wider variation of employee representation, with the recent rise to
prominence of the trade union federation for middle and top level staff.
~ The decentralisation of bargaining, the internationalisation of enterprises,
and the loss of inembership have considerably diminished trade union
power.
~` The position of the unions at the enterprise level has not become
stronger. While works councils exercise increasing influence on company
policy, they function more or less autonomously, apart from the unions.
~` In contrast to the situation in the 1960's and 1970's, there is a trend
towards higher wage differentials (between branches, professions, etc.).
~` In the legislation on working time, too, a shift is apparent. Initially, the
protection from the employee, who was thought to be the weaker party,
was stressed by means of extended regulations. Nowadays, the emphasis
is more on the freedom of agreement, although certain minimum norms
relating to, for example, standard working hours and rest periods continí~e to apply (see also the recently implemented Law on WorkingTimes, 1996).
The major national institutions where employers and employees meet are the
Social and Economic Council and the Labour Foundation. It is hard to say
which is more important. The Council was constituted in 1950. Its first
function was to top a corporatist restructuring of the post war Dutch economy.
The restructuring along government-controlled lines never materialized. The
Council, therefore, concentrated on its second function: that of an officially
advisory board to the government on matters relating to social and economic
policy. The Council has 45 members; 15 representing employers' organizations, 15 representing the trade unions, and 15 independent experts,
appointed by the government.
The Labour Foundation was founded in 1944, and is composed of the employ-
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ers' associations and trade union federations. It is officially recognized as the
exclusive representative employer-employee institute in the private sector of
the Dutch economy. The Foundation has 20 members, 10 representing the
employers, 10 the employees. The Foundation has always been essential in the
mechanism of mandatory extension of provisions of collective bargaining
agreements. It is only after advice has been given by the Foundation on the
desirability of mandatory extension that the government is allowed to make a
decision. As a rule, the advice is followed.
The possible outcome in the Labour Foundation is a Central Agreement. This
is not in fact a collective bargaining agreement. It constitutes a strong directive
for sectoral and company negotiations, which indeed do lead to collective
bargaining agreements.
Collective bargaining is an essential part of Dutch labour relations. Depending
on definitions used and on inclusion or exclusion of the public sector, the
coverage of collective bargaining agreements is roughly between 70 and 80 q
of all employees. This percentage, in spite of many changes in the postwar
Dutch economy and in Dutch society at large, has shown a remarkable
continuity over time.
'The continuity of collective bargaining has transformed it from an instrument
into an institution, something valued as such and for its own sake' (Korver.
1993:385).
Nowadays collective bargaining is taking over the terrain formerly occupied
by government rules and regulations. The labour market in the Netherlands, in
summary, is best approached through the spectre of collective bargaining
(Korver, 1993:386).
The predominant levels of bargaining in the Netherlands are the sector and the
industry. Company bargaining is growing in importance.
'Dutch labour relations are reputed for their consensual character . Conflicts
figure as problems to be solved, rather than as expressions of ultimately
antagonistic interests. With Germany and Sweden, the Netherlands rank
among the countries with very low strike figures and low amounts of days lost
because of strikes' (Korver, 1993:404).
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Chapter 3.

Debates on Working Time in the
Netherlands

Flex time in Holland

According to the analysis of the European Commission, reported in 'Employment Trends 1995', four broad themes have emerged since the early 1980's as
the key issues in relation to labour market flexibility: working time, the nature
of labour contracts, the number and composition of staff, and the remuneration
of labour performance.
In the late 1980's, the Dutch government assigned primary responsibility for
policy on working conditions, including labour market flexibility, to the social
partners. The current government favours more flexibility of the labour market
and calls for an enhanced role by the social partners.
In 1994, the Dutch unions organised a conference on flexibility of labour (De
Haan, Vos and De Jong, 1994). This conference perceived flexibility as a
means of generating a dynamic economy, employment growth and the introduction of new technologies. In the 1980's, the left-wing political parties and
the trade unions were more concerned with the preservation of the merits of
the welfare state than with promoting flexibility. Their perception was that the
experience of flexibility in the United States had produced negative results.
Despite this perception, in 1982 the social partners approved an agreement
setting out more decentralised and flexible working relations. Based on the
principle that co-operation was necessary to increase the profitability of firms,
and with a view to promoting employment growth, this agreement provided
for wage moderation in exchange for a reduction in working time. It was also
agreed that responsibility for employment conditions would be fully
decentralised and entrusted to collective bargaining on a sectoral and company
level.
In 1993 two more agreements were reached by the Labour Foundation (an
association of unions and employers) on working time (allowing for part-time
work and a differentiation in working time patterns) and working conditions in
the broadest sense (eg, policies for older workers, sick-leave and workload).
These agreements were reached following the recognition that a mutual need
existed for more freedom of choice within the regulatory framework. These
agreements sought to establish a balance between the demands of enterprises
and the need to secure the legal protection of employees. A favourable attitude
towards individualisation and responsible autonomy for workers prompted the
unions to sign these agreements. Their decision was also influenced by the
increased labour market participation of women with high levels of education
and an aspiration to economic independence, and by the need for men and
women to combine work with care activities.
The two largest trade unions at the national level, the Confederation of
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Christian Trade Unions in the Netherlands (CNV) and the Netherlands Trade
Union Confederation (FNV), have taken the lead in this discussion. CNV has
favoured a more balanced division of paid and unpaid work. Based on the
Christian social heritage, CNV took the view that every worker should be
allowed to combine work and care activities. FNV shares this view, albeit on
grounds other than religious. The promotion of tailor-made solutions for
employees who have ceased to live in an average household (i.e. average or
ordinary families in the 1950's, with one breadwinner and two children) is a
central theme for the union FNV. In addition to part-time work as a means to
share the available jobs, various forms of leave are proposed by the unions,
for example parental leave, study leave, union leave and care leave. Part-time
early retirement schemes and temporary, partial or gradual early retirement
schemes with the right to return to the company are also proposed by the FNV
union. Thus one of the major changes in the attitude of the unions has been
the shift from striving for general measures on a national scale to promoting
specific arrangements on a sectoral or even a company level (de Lange and
van Lent, 1994).
The opinions and proposals of the employers' associations are debated by the
Labour Foundation and the Social and Economic Council and appear in press
statements. Flexibiliry in general is advocated as a means for enhancing the
competitiveness of the economy and the cost-effectiveness of firms. Flexibility
is called for at both company and labour market levels. Freedom of contracts,
decentralisation and deregulation are key-words for the employers. The largest
employers' associations, the Federation VNO-NCW, also expressed its
willingness to make concessions in relation to the regulation of flexible labour
relations in collective labour agreements (eg, quota tor the number of workers,
employed through temporary work agencies.)
The debate on labour market flexibility is usually focused at a macro level.
The central government and the central organisations of employers and
employees play a leading role in this debate. According to the Dutch government (Social Report 1993 and 1994), deregulation could be promoted in the
following areas of labour law: dismissals, working time, permits for employment services, the mandatory extension of collective labour agreements and
flexible retirement (Department of Social Affairs 1993, 1994).
In 1994, additional issues, such as the possibilities for exemption from the law
on minimum wages, the flexibilisation of labour relations, the probation period
and the protection against dismissals in case of illness, were also integrated
into the debate (Ministry of Social Affairs, 1994). A relatively new player in
the public debate is the Ministry of Economic affairs, which has taken the
view that a deregulation of the markets for goods and services, in addition to
measures for reducing the collective tax burden, could greatly contribute to the
"broad offensive against unemployment" .
In general it can be stated that the highly centralised Dutch labour relations
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became more decentralised. Instead of collective agreements some employers
prefer in-firm agreements with the works council. Decentralisation resulted in
a higher degree of differentiation of working conditions that took into account
specific interests of specific groups of workers; it stimulated destandardisation.
LAW ON WORKING TIMES 1996
A mile-stone in the formal arrangements around flexible working times in the
Netherlands is recently reached in the parliament by passing the Law on
Working-Times. From January 1996 this new law regulates the working
patterns that can be agreed by the Dutch government and the social partners,
i.e. the employers and the employees.
Some central characteristics of the law will be explained here.
The new Law on Working-Times in the Netherlands became effective on
January 1 st 1996. The law gives more possibilities to arrange working time
according the needs of employers and employees. The regulation leads to an
increasing variety in working time patterns without employers having to apply
for permission of having a licence from the Labour Inspection, for example in
case of night work (Labour Inspection is a department of the Ministry of
Social Affairs and Employment). This is conductive to the combination of
business-economics and personal interests like care-tasks and education. The
objective is not anymore restricted to health, safety and welfare. It emphasized
the feasibility to combine work with other responsibilities.
The law obliges employers to take account of employee interests when
arranging working times.
It offers a minimum level of regulation for all employees.
The law contains a two-fold code: a standard regulation and a consult regulation. It offers more scope for agreement-based relations, combining the
opportunity for more flexible working time (night~weekend work) with
continued protection of workers ( health and safety etc.). Changes are possible
within the limits of the consult regulation by collective agreement or decision
by the workers council. At company level, stakeholders are allowed to arrange
broader working and resting times. When there is no agreement, the standard
regulation which is more limited, is applicable. The Labour Inspection is
charged with the supervision of the work and rest patterns. Employees are not
allowed to have longer working times or shorter resting times as noticed in the
consult regulation.
The standard regulation is:
A work day maximum of 9 hours, a work week maximum of 45 hours.
In a period of 13 weeks the maximum working hours are 520.
Occasional overtime maximum up to 11 hours a day, 54 hours a week, 585
hours per 13 weeks (an average of 45 hours a week).
Sunday is not a working day unless the employee agreed to work on sunday
and the kind of work is requiring it. When working on sundays, there has to
be a minimum of 4 sundays in 13 weeks when the employee is off.
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The consult regulation is:
A work day maximum of 10 hours.
In a period of 4 weeks the maximum work hours are 200 (an average of 50
hours a week), in a period of 13 weeks the maximum is 585.
Occasional overtime maximum up to 12 hours a day, 60 hours a week and
624 hours per 13 weeks (an average of 48 hours a week).
Within this regulation working on sundays is also limited. There has to be a
minimum of 13 free sundays a year.
The minimum resting times for both standard and consult regulation are:
Weekly rest has to be 36 hours in a 7 x 24 hours period or 60 hours in a 9
x 24 hours period.
(One time per 5 weeks shortening to 32 hours)
Daily rest has to be 11 hours per 24 hours (One time per 7 x 24 period
shortening to 8 hours)
Further, the Law on Working Times mentions specific rules for certain
groups.
~ Child labour: Childs under the age of 16 are not allowed to work unless
it is within the school education schedule or jobs like delivering newspapers.
~` Women: Special rules concerning pregnancy and maternity. A pregnant
woman is allowed to take more breaks and is not obliged to work overtime and on night shifts. A pregnant women has the right to work on
regular and orderly time- and rest-patterns. From 4 weeks before and
until 6 weeks after childbirth, women are not allowed to work at all.
~` Part-time workers: In the new law part-time work is mentioned. It has
become more difficult to contract a part-timer only for irregular, odd
hours such as night shifts or weekend- work. This is because part-time
workers having the same rights and constraints as full-time workers. In
this case it means a maximum of 28 nights per 13 weeks night work and
minimum 13 free sundays a year.
Also some specific measures are included in the law. Flexibility measures
related to the extension of shop opening times, extension of employer's
obligation to provide information to explanation of the type of contract, a
statutory ban on discrimination based on the length of working time.
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Types of flexibility
Flexible work is a form of atypical, that can be organised in various ways.
The growth in the proportions and the diversity of atypical work in the
Netherlands is seen since the 1980s. 'Part-time work has become very popular, especially in the commercial services and in health care, with the Netherlands now having a higher share of part-time employment than any other
European country' (de Lange 8c Van Maanen, 1995: 168).
Atypical work is believed to achieve more flexibility in labour relations.
Meanwhile a great variety of arrangements are present as on-call contracts,
temporary work, staggered hours, home-based employment, overtime,
functional flexibility, annual hours contracts and seasonal work.
In the literature many schemes and overviews are available on the different
forms of atypical and flexible work. As an illustration we present here an
overview designed in a study on flexibility of work by the Dutch unions (Haan
c.s.,1994).
De Haan a.o. (1994) present a systematic survey of types of flexibility. Two
central dimensions constitute the base for a typology. On the first dimension
the extreme point are internal versus external flexibility. Internal flexibility
refers to the permanent employees in an organization and external to the
employees who not belong to the organization.
The second core dimension opposes numerical flexibility versus functional
flexibility. Functional flexibility is found among core sector employees, in
contrast to numerical flexibility provided by the secondary sector. Functional
flexibility has also been referred to as multiskilling and polyvalence (O'Reilly,
1994, pp. 51).
Combining the two core dimensions gives a basic structure to categorize the
different forms of flexibility (see scheme 1) .
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Scheme I: Types of flexibility
NUMERICAL
Overtime
Flexible annual working-time
Part-time work
Variablelchanging
working hours
Shiftwork
Flexible retir:::nent~
Part-time retirement

Interim employment
Labourpools
Flexible contracts
Fixed term contracts
Home-working
In- and outsourcing

INTERNAL ------------------------------------------------------ EXTERNAL
Occasional employability
on more tasks
Multi-craft
Job-combination
Job-rotation

Detachment
Consultancy

FUNCTIONAL

Data on flexibility
Statistical data on various types of flexible working time are available in an
overwhelming amount. National and international statistical offices and
research bureaux provide these data in many reports and bulletins. However,
the quantity of information is not a guarantee for the quality. The problems
begin with the comparability of the definitions in the different projects. Even
in a national context we see dat rather different operationalizations are handled
for the same concepts. The differences are still greater when we try to compare the data in an international framework. One of the most important
requirements for international comparative research projects is to create a
database with statistical data that are based on common concepts and operationalizations .
In this report we use statistical data resulting from survey of the literature on
flexibility. Using these data means that an overview can be given of some
developments around flexibility and that the diversity in the indicators can be
traced.
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The trends in different types of flexible work in the Netherlands are analyzed
by the Central and Cultural Office. In the Social and Cultural Reports of the
Office, published every two years, figures are given for labour market trends.
In the 1994-report some specific trends on flexible work are presented (see the
figures 2, 3 and 4).
Figure 2 shows the trends in part-time work in the Netherlands in the period
1975-1993.
Employment is considered to be part-time if the number of hours worked is
below the daily or weekly legal, contractual or customary norm. In the
Netherlands, a self-employed worker must be engaged in his principal activity
for fewer than thirty-five hours, a worker in direct subordinate employment
for fewer than thirty-one (contract)hours or for fewer than thirty-five if this
period of activity is considered to be below par. It should be noted that a
change in the collection of data in 1987 make comparing results before and
after this date difficult (Meulders, Plasman, Plasman, 1994).
The data demonstrates also that at different periods different defínitions are
applied. An indication of the limits in the different definitions is mentioned in
the legends in the figures.
It is clear that part-time work in the Netherlands increased in a spectacular
way. In the nineties it reached the level of above 25 qo of the total employment. Here part-time means that during a week less than 35 hours but more
than 12 hours is worked.

Trends i~ par~tir~~ ~v~rk '75-'9~
a~o~di~og to ~i~f~~~n4 d~fiu~i4i~~n~
o~o of total employment

28
26
24

22
20
18
16
14

75 76 77 78 79 80 81 82 83 84 85 86 87 88 89 90 91
-~35 hours -~as uaual ~~usua~lt~12 OGi5}~12

Figure 2

92 93
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In figure 3 data is presented for working on flexible contracts. This means
that a rather varied group of work-arrangements is contained in that data, as:
temporary work, interim work, on-call work, season work and home work.
The data is based on four different sources: (1) OSA (Organisatie voor
Strategisch Arbeidsmarktonderzoek), (2) EBB (specific: temporary contracts
excluded)) (Enquete Beroepsbevolking), (3) EBB (broad: temporary contracts
included), and (4) Work Accounts (CBS-Arbeidsrekeningen).

Trends in fl~xible contracts '85-'93
a~o~dim~g t~ diiff~P~nt d~fi~iti~n~
12 ~

a~o of total employment

10 ~..... ......

85

86

87

88

89

90

91

92

-OSA -EBB(specific) ~EBB,(t,r~~,d) ~WorkAccounts
sc~,2

Figure 3

93
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In figure 4 the trends are presented in temporary work for jobs offered
through temporary work agencies. The trends are given by the total amount
of people involved and by the total amount of years worked on temporary
contracts. Since the middle of the eighties this temporary work shows a
relatively strong increase in the Netherlands.

Trends in terraporary work'77-'93
V~V~P~ 4i~~~~~G~ T~rr~po~~r~ ~Voo~ ~ ncG~~
2.5 ~

o~o of total employment

T1 78
scp3

Figure 4

79 80 81

82 83 84 85 86 87 88 89 90 91
-Persons ~Work Years

92 93
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Chapter 4. The Dutch Labour market.
Regulations and take up rates
The central question in this report is to what extent working time flexibility
contributes to transitions in the labour system so that social exclusion is
prevented. What kind of data is needed to elaborate this central topic?
Jacqueline O'Reilly (1996) presented a framework containing the main factors
involved in the analysis of transitional labour markets with special attention for
working time flexibility. That framework, presented in the scheme 'Transitions through working time flexibility' is the guide-line for our analysis of the
dutch situation. In this chapter we'll present an overview of the data available
around the different cells in the scheme.
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Scheme II: TRANSITIONS THROUGH WORKING TIME FLEXIBILITY
Suggested structure for describing the institutional set up, according to
Jacqueline O'Reilly (1996).
What instruments
are available to
facilitate
transitions?

A.
Statutory
policy

B.
C.
How
(Dis)incenimplemented tives

D.
Importance
and take up rates

I. Entry into employment
from inactivity or unemployment
1. - part-time work
2 . - fixed term
II. Staying in employment
with changes in working hours
l.- Reduction in working hours
2.- From full- to part-time work
3.- Annualized hours
4.- Parental leave
5.- Sabbaticals
6.- other flexible working
arrangements which may
allow a change in
working hours?
III. Leaving employment
- part-time early retirement
IV. Transitions in contractual status
1. - self-employment
2.- fixed terms contracts
V. Could you also provide information
on level~rates of overtime, the standard
full-time working legally and
in practice
~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~
[Complete formulations of categories A~D:

A: Is there a statutory policy and how is it regulated?
B: How is it implemented? (eg: Universal application~ collective bargainingl company agreements~ individualised contracts)
C: Are there (dis)incentives in taking up this policy? (eg: social security entitlements, pay rates
etc. . )
D: How important is this measure and what are the take up rates?]

20
I. ENTRY INTO EMPLOYMENT FROM INACTIVITY OR
UNEMPLOYMENT

Unemployment
Before describing measures for social integration, we will first highlight some
characteristics of social exclusion.
The Dutch official unemployment rate for 1994 is 7 qo . According to the
definition of the OECD, 27,Sqo of the Dutch labour force was inactive. The
OECD definition doesn't only include unemployed people looking for a job for
12 hours a week (minimum), but also includes disabled people, job-poolers,
early-retired employees and "hidden" unemployed which isn't registrated. As
Figure 1. in this report shows, in February 1996 the Dutch unemployment rate
is 7.2. (Eurostat)
Age of unemployed people.
CBS statistics for October '96 show a growth in unemployed people aged 35
years and older. In the period 1992 and 1994, 42 q and 44 qo of the registered
unemployed were (above) 35 years. In 1995, this percentage was 46qo, and in
1996 nearly half of the registered unemployed were above 35 years. Percentages of unemployment in age-categories for October 1996:
- in the age under 25 years are nearly 9 qo unemployed;
- in the age between 25 - 35 years are nearly 7 qo unemployed;
- in the age above 35 years are 6q unemployed (NRC, 19-11-96).
Unemployment in regions.
In Amsterdam and Rotterdam we can find the highest unemployment rates. In
Rotterdam 15,4qo ( 1988) and 14,9qo ( 1995) were unemployed, in Amsterdam
14,3q ( 1988) and 13,Oqo ( 1995).
The province Groningen has the highest percentage (12,6qo in 1988 and
11,8qo in 1995). The lowest percentages can be found in Zeeland (5,4qo in
1988 and in 1995) and in Utrecht (6,Oq in 1988 and 5,4qo in 1995) (EBB,
1996)

Fixed term-contracts
The Dutch civil code does not give a definition of a fixed term contract. From
case-law can be inferred that there are three types of fixed-term contracts:
1) contracts for a fixed period, at the end of which the contract expires by
force of law, and none of the various protections against dismissal
applies;
2) contracts for certain activities or for a special project. In this type of
contract no termination date is agreed. The contract draws to its end
when the activities or the projects are finished;
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3) contracts for temporary replacement of an absent regular worker, for
example due to sickness.
The first type is also used as an alternative for or in combination with a
probation period (Delsen, 1994).
Fixed term contracts are governed by a set of provisions in the Dutch civil
code, valid since the beginning of this century, namely 1907. These provisions
do not impose any limitation on the employer in using fixed-term contracts;
those limitations are provided for in collective agreements. When a fixed-term
contract draws to its end on the agreed date, it expires by force of law, and
none of the various protections against dismissal applies. However, when
notice is required either by individual or collective agreement, all the legal
protections against dismissal can be invoked.
The Dutch government subsidises temporary jobs for unemployed youth and
long-term unemployed. In the following description of the legislation the
measures for the unemployed are explained.
Legislation and measures relating to temporary employment:
1988: Law permitting the setting up of temporary work agencies.
1990: Compensation for temporary employment. This programme aims to
provide the long-term unemployed with professional experience by
means of a temporary work placement. It is a labour pool for the
long-term unemployed.
1990: Plan to guarantee employment for the young. Objective: to produce
temporary employment on half-time for young people aged between
sixteen and twenty-one who have left school for over six months and
are still without work.
KRA: On the basis of this programme employers can obtain subsidies if
they employ the long-term unemployed in the capacity of temporary
workers.
(KRA: Kaderregeling Arbeidsinpassing)
START: A temporary work agency created by the public authorities
(Meulders, Plasman, Plasman, 1994).

Jobs for the unemployed

About 40.000 jobs, subsidised by the government, for the long-term unemployed in the welfare, security and child care sectors will be created. The pay
starts at the statutory minimum wage and may rise to 20 qo above it. The costs
up to 1998 will be Dfl 1.8 billion.
Local government creates jobs or cooperates with companies to arrange "social
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return" for the long term unemployed. For example the Rotterdam-experiment
offers part-time jobs in the public sector to people having an unemployment
benefit.
Transitions from school to work
Work placements are available for pupils ('jeugdwerkgarantieplan'). Vocational information centres consult school leavers to integrate into working life
through counseling and guidance. Regarding the underqualified target group,
the government uses a mix of preventive measures to reduce the numbers
leaving the educational system without qualifications. Additional education
facilities linked to job placement are provided for this category (European
Commission, 1996).

Part-time work
There is no official definition for part-time work, nor is it defined in collective
agreements. Generally speaking, a part-time worker is anyone who works less
than normal collectively agreed working time. According to this description,
the percentage of part-time workers is very high (30 ~o in total, 60 q of
women). Legislation contains binding requirements regarding equal treatment
for full-time and part-time workers.
By the end of the 1970's the Dutch Government has advocated a redistribution
of jobs through the expansion of part-time employment as a way of combatting
unemployment. As in other European countries various measures - financial
and organisational support - were introduced to promote the splitting of fulltime jobs.
The Labour Force Surveys (Eurostat, 1983 - 1990) does provide some insights
to the extent that it catalogues part-timers working part-time because they have
been unable to find full-time employment. In three countries - Germany, the
Netherlands and Denmark - the percentages were noticeably lower than in
other countries.
In Holland the percentages part-timers because of not having been able to find
full-time employment are:
Men
Women
1983 :
2.0 ~0
3 .0 ~
1987 :
12.1 ~l0
11.4 qo
1990:
14. 3 010
20.2 010
(Meulders, Plasman, Plasman, 1994).
According the Labour Force Statistics (EBB), in 1994 the involuntary parttime employment percentage was 6 q, while in 1992 this was 4,7 qo .
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II.

STAYING IN EMPLOYMENT WITH CHANGES IN
WORKING HOURS.

Reduction in working hours
There is no specific definition. The most common used definition is: shorttime work is this situation where working time is less than normal full-time
working.
Companies which, for reasons other than the normal risks of business, are
confronted with a temporary reduction in activiy may, subject to certain
conditions, apply for dispensation from the ban on reducing the working time
of employees. Workers -then receive, for the hours not worked, unemployment
benefit (WW) of up to 70q of their last wage.
Where insufficient work is available, employers and workers may agree on a
suspension of wages (European Commission, 1996).
The regulation on short-time working 1974 ('regeling werktijdverkorting')
specifies that a permit may be granted for one or more periods of six weeks to
reduce working hours by 50 qo (exceptionally 80 q), proceeded at least 10 q
of the workforce is involved. The permit is only granted in the event of severe
temporary difficulties stemming from an economic downswing, after the
enterprise itself has born the costs "to a reasonable extent"; in practice, this
means for two weeks (De Neubourg, 1990).
The demand by employers for increased flexibility of the labour market arose
in direct response to trade unions demands for general working time reduction.
At the end of 1982 employers and trade unions concluded a basic agreement
on forms of work-sharing, mainly through the reduction of working hours. In
the next two years this basic agreement provisions for working time reduction
(without full wage compensation) had been made in most collective agreements. Employers did not reject collective working time reduction. During
later bargaining rounds employers opposed further general cuts in working
hours and sought more flexible regimes instead. Various research in the
Netherlands shows that working time reduction stimulated atypical employment (Delsen, 1994).
There is an increasing number of people working less than 12 hours per week
(CBS, 1994). In 1977 572.000 employees were working less than 12
hours~week. In 1990 this number was 683.000 and in 1994 the number was
already 772.000. Every single year, the number was growing. There are far
more women working less than 12 hours then men: in 1994 this amount was
231.000 men to 541.000 women.
The number of employees working 12-19 hourslweek is slightly growing: in
1987: 335.000 to 387.000 in 1994. The most obvious difference is in the
category 20-34 hours~week; in 1987: 863.000 and in 1994 1182.000. The
number of employees working over 35 hours, in 1992 had the highest level:
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4451.000, but then decreased to 4351.000 in 1994 (Delsen, 1994).

From full- to part-time work
The definition which commonly occurs is that part-time employee means: an
employee who works fewer hours per week~working day or shift than the
normal duration of employment applicable to full-time employees (Wedderburn, 1995).
In the Dutch labour law, no difference is made between part-time work and
full-time employment.
This means in principle equal basic pay per hour for comparable jobs, equal
rights under employment protection law, and the requirement of social security
coverage.
Collective agreements are often used as a base for exemptions from the law.
Marginal part-time workers are excluded from certain rights within collective
agreements, such as additional wages and bonuses, additional paid holidays
and special premiums (overtime, night-shift), and early retirement. This
exclusion may result in fragmentation, it stimulates the grow of marginal jobs
(Delsen, 1994).
An important development has been the abolition of the so-called one-third
criterion in the Minimum Wages Act. Therefore, the minimum guarantees for
wages and holiday allowance became applicable to small part-time jobs (up to
around 13 hours). Formerly, a 1~3rd clause was frequently included in
collective labour agreements, as a result of which the agreements did not apply
at all to small part-time jobs. In anticipation of the abolition of the 1~3rd
criterion in the said Act, these clauses disappeared for the most part from
collective labour agreements (Wedderburn, 1995).
Changes and amendments to legislation since 1975 relating to part-time
employment are:
1980: The minister of employment and social affairs launched some
experiments (experimentele regeling bevordering deeltijdwerk) in
the field of job sharing.
1987: A directive concerning part-time work seen as a target oriented
means of combatting unemployment.
Right to time-off: the worker has to be given the right to reduce
his~her working hours to a minimum of twenty hours per week if
helshe has to take care of a child under four years of age.
1990: Plan to guarantee employment for young people; the aim to provide
temporary and half-time jobs to young people who having left
school six months ago are still without work (Meulders, Plasman,
Plasman, 1994)
1994: Part-time employees can not be excludes from a pension scheme
anymore.
1996: In 1996 the new Law on Working-Times was applicable. The
general picture of this Law was already discussed.
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The increasing need for varying individual work patterns and the (necessary)
promotion of labour participation is boosting the supply side. In order to cater
for this supply, it is necessary to stimulate the demand side. In recent consultations between the two sides of industry a recommendation has been made in
this respect. This reads as follows:
"An employer must in principle grant a request of an employee to work
shorter or longer hours unless this cannot reasonably be expected of him"
(Wedderburn, 1995).
The right to work part-time has been proposed by the social democratic
political party. The trade union FNV had put the issue to get a legal right to
work part-time on the agenda. The trade unions and employers organisations
are changing in favour of part-time employment options for certain groups in
the labour market, e.g. older workers.
The right to work part-time has currently being debated in parliament. There
is not yet a specific law dealing with part-time rights, but it is expected to turn
in effect in 1997.
Sectoral differences according part-time work
In 1994 the amount of organizations having part-timers was 69 qo . In 1988 this
was much lower, 47 qo . In the non-profit sector (hospitals, schools, government) more than 90 q of the organizations offers part-time work. In the
construction sector only 37 qo of the organizations work with part-timers.
Organizations with not more than 50 employees have less part-timers than
organisations with more manpower.
q Organizations
Organization size having part-timers
63
10-49 employees
74
50-99 employees
88
100-199 employees
~ 200 employees
96
69
Total

Collective agreements

qo Employees
working part-time
18
21
20
25
25

Several collective agreements are concluded that deal with part-time work.
Parallel to the general cut in working hours, the settlements in 1983 and 1985
included job sharing schemes. The number of collective agreements that
contain measures to promote part-time working are limited. The agreement
reached in 1984 in the manufacturing sector regarding the employment and
training of young workers provides for the strengthening and extension of the
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apprenticeship system and the development of part-time jobs and "growth
jobs" . These jobs were also introduced by collective agreements in the banking
and building sectors. Other collective agreements (hospitals, banking) allow
the personnel to change from a full-time to a part-time job. In a number of
collective agreements (dairy products; graphical sector and hairdressing)
studies into the possibilities for stimulating part-time work are agreed on
(Delsen, 1994) .
The Netherlands is one of the countries with a high experience with part-time
work below 15 hours a week (32 qo ), with flexible part-time work (6 qo ) and
with part-time work with 25 or more hours per week (54qo) (Delsen, 1994;
Bielenski, 1992).
An explanation of the growing number of part-time workers in the Netherlands
can be found by the degree of coverage by labour law regulations. The
Netherlands had low coverage and a high proportion of part-time work,
especially of marginal part-time work. Combined with a tax policy that
exempts low income from tax payments and a low degree of child-care provisions, and a growing employment rate of women, Dutch employers seem to
employ female part-time workers in the most flexible and cost-effective way
(Maier, 1994) .

Parental leave
Each parent is entitled to work reduced hours (minimum 20 hours a week) for
a period of 6 months. Parents may make use of this opportunity at any time up
to the child's fourth birthday. The right to work reduced hours may not be
transferred between parents, and there is no compensation for loss of earnings,
unless provided for by collective agreement (e.g. 75q of wage for SOqo of the
working time) or in the case of single parents whose income falls below the
social aid threshold as a result of working reduced hours, when compensation
will be paid to boost earnings to that threshold (European Commission, 1996).
Maternity leave was extended from 12 to 16 weeks in 1990 and since January
1991, the Parental Leave Act became effective. In essence, the Parental Leave
Act entails a ruling that employees who have been employed for a year and
have worked at least 20 hours a week, are entitled to a year's unpaid parental
leave for a continuous period of six months maximum.
In 1993, this legislated regulation was evaluated. More than 27 qo of the
women who had a right to parental leave actually took advantage of this, but
only 11 qo of the men. This applied to both paid and unpaid leave (Willemsen,
Frinking, Vogels, 1995).
Men used parental leave over a long time span related to women. The average
parental leave for fathers was 31 weeks, for mothers this was 24 weeks.
Fathers worked 75 qo of their normal work time, mothers worked half of their
normal working time. (EBB, 1996)
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The
Ministry of Social Affairs and Employment mentioned in 1994 an
increased number of collective agreements about job intervention for caring
reasons. In 40 (of 176) Collective Agreements there are clauses for careleaving.
Civil servants are able to use paid parental leave, they receive 75 qo salary
over their leave hours. In the private sector, employees mostly have to take
unpaid parental leave.
This explains the fact that 75 ~o of all employees that use parental leave are
working in the public sector. Although only a quarter of the employees with a
job more than 20 hours per week works in this sector (EBB, 1996).
In 1995 the Labour Council (Stichting van de Arbeid) made proposals for parttime parental leave. Having part-time parental leave will give people experience with combining paid work and care tasks. Also the Dutch government
made regulative proposals for having part-time parental leave as a key-point,
but also full-time parental leave as an opportunity for parents. The legislation
will be changed in the following direction:
~` More flexibility in duration and forms to give space for individual
needs.
~ Employees working less than 20 hours a week, also will get the right to
take parental leave, with maximum half of their working hours per
week for half a year.
~` Employees working abroad also can take parental leave.
~ Parental leave is possible until the child has the age of 6 years (formerly 4 years).
The new legislation for parental leave will be a 3l4-directive, which means
that only on collective level (not on individual level) the employers and
employees can agree a different rule than agreed in legislation. Issues like
leaving-hours and decisions about full-time or part-time parental leave can be
agreed on individual level (Ministry of Social Affairs and Employment, 1995).

Other flexible working arrangements
Employers have stressed the need for more flexible arrangements, such as:
"on-call" contracts (workers having to be available when their firms require
them), minimum-maximum contracts and zero-hours-contracts. This means an
uncertain situation for employees. Employees depend on their employer
concerning when and how much they are able to work. The employees
involved have little legal protection.
These contracts are concentrated in small jobs. Employees who work 12-19
hours per week, very often have no stability in work hours compared to
employees working over 34 hours. Working hours related to having unstable
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working hours:
12 - 19 hours:
20 - 24 hours :
more than 24 hours:

11 qo
4 qo
1 qo

Women (4qo) more often have a contract without certainty about work hours
than men (1 qo ), and young people aged under 25 years (4 qo ) more often have
such a contract than older employees (2 q).
Also a distinction in sectors can be made. In the hotel and catering sector lOq
of the employees having unsteady hours, in the industrial sector the percentage
is only 1 q(Labour Force Statistics, 1996).

III.

LEAVING EMPLOYMENT

Early Retirement.
In the late 1970s voluntary early retirement schemes were introduced, regulated by collective agreements at the level of the industrial sector and firm.
The coverage of these regulations (VUT: Early Exit Regulations) grew
rapidly; by the end of '79 it had reached 80q of private sector employment.
The minimum retirement age was reduced to the age of 60 or 61 in the
1980's. VUT schemes were subsequently paid for in full as part of the
collective bargaining process, so that effectively some of the costs were
absorbed by forgone wage rises (Casey, 1996).
The statutory retirement age in the Netherlands is 65 years. In addition to the
statutory retirement pension (AOW), occupational pensions bring total pensions up to a maximum of 70 ~o of earnings during the years preceding retirement (depending on number of years' service). Early retirement may be
provided for in sectoral or company collective agreements. There are provisions covering both full-time and part-time early retirement (European Commission, 1996).
The last years the existing pension system is discussed. Because of depending
on employees last remuneration and period of service, there is less flexibility
in the system. In 1994 the Ministry of Finance established a work group,
which resulted in recommendations concerning more individualism and flexibility in the system. In 1997 the working group advice will be implemented in
law, but in practice the new norms are working already. So, from 1997 a
minimum retirement age of 55 years, instead of 60 years will be accepted for
all jobs. Before 1995 this was only the case in specific sectors where a lower
retirement age was normal, for example flight attendants could retire on the
age of 56. The maximum retirement age is 70 years, after this age no pension
rights can be built up anymore.
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When using part-time retirement, the pension starts at the age of 55 while
further pension construction can be partly continued. Pension schemes have to
specify an age at which the pension is initiated according the particular
scheme. The prescribed age must be minimal 60 and maximal 65 years.

IV.

TRANSITIONS IN CONTRACTUAL STATUS

Self-employment
Self-employed persons are those working for profit in their own business,
professional practice or farm, and who do not have any employees. The main
difference between self-employed persons and employers is that the latter
employs at least one other person (Eurostat, 1995).
In the Netherlands, a start-up assistance exists for the unemployed exists to
start their own business (Meulders, Plasman, Plasman, 1994).
According to the OSA-labour market surveys 1985, 1986 and 1988, the
percentages on self-employment are for men and women:
1986
1988
1985
7,3
6,7
7,5
men
4,1
7,6
women
8,0
The Dutch Labour Force Survey ('Enquête Beroepsbevolking') 1994 (CBS)
shows the growing number of self-employed.
627.000
1992:
665.000
1992:
1994:
698.000
Persons classified as full-time self-employed workers and employers usually
have a longer weekly working time than employees. Nonetheless they also
comply with the general trend towards shorter working hours. For the Netherlands, the usual weekly working time of employers and self-employed persons
(full-time) was 59 in 1985, in 1994 the number of working hours was 45,3
(Eurostat, 1995).

Fixed term contracts

In the Netherlands the sources about the extension of fixed-term contracts are
several OSA-surveys sinee 1985 till 1994, the Social Economic Panel 1988
and 1991, and the Dutch Labour Force Survey. The OSA-labour market
surveys, since 1985, are based on about 5000 people. A second OSA-source,
concerning fixed term contracts, is a sample of 700 companies with at least 10
employees in several branches of industry in 1989.
The central conclusion from the OSA-surveys is that a lot of employees were
contracted on a temporary base but the share of fixed term work in total
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employment is rather modest and seems to be shrinking since 1985.
Employers seem to prefer other forms of temporary work, like agency work
and on-call contracts (Delsen, 1994).
Temporary employment as a percentage of total employment has been slightly
growing. In 1992 the percentage was 8,6; in 1993 it was 8,8qo and in 1994 it
was 9,Sqo (European Commission, 1996).
There is a relation between weekly hours work and temporary employment.
The shorter the working week, the more contracts are fixed-term.
According to the statistics of the EBB-1995, the relation between working
hours and working on temporary base is:
working 12-19 hours and temporary contract: 18 qo
working 20-34 hours and temporary contract: 13 qo
working 1 34 hours and temporary contract: 5 qo .
The Labour Force Statistics 1995 show that women (8 q) more often have a
contract with a duration shorter dan one year than men (5 qo ).
There are obvious differences in age categories. Employees with a temporary
job ( C 1 year) mostly are aged under 25 years, namely 20q . In the category
aged 25 - 34 years, 6qo has a temporary job. The higher age categories 35 44 years (4 ~o ) and 45 - 64 years (3 qo ) obviously more often have a stable
contract related to younger employees.
Employees from ethnic minority groups more often (11 q) have temporary
work compared with employees having the Dutch origin (6 qo).
The OSA-data also suggests considerable inflow into permanent employment.
Among those employed in a temporary job in 1985, almost 56qo were in a
permanent position in 1988, two years later 69 q have found a permanent job
(Ministry of Social Affairs and Employment, 1991) .
According to Delsens (1994) analysis, the Netherlands do have a high fixedterm rate compared to other countries. In Europe on average the organizations
representing about 46qo of the employment do have experience with fixedterm contracts. The incidence of fixed-term employment in the Netherlands is
much higher: 72 q. The average proportion of fixed-term employment (the
fixed term rate) in the first 8 European nations is 3.9 qo . In the Netherlands the
fixed-term rate is 6.6 q. In the 8 European nations 44 q of the fixed-term jobs
are occupied by women and in the Netherlands 38 q.
The high level of fixed-term employment in the Netherlands can partly be
explained by the fact that in the Netherlands there is a rather restrictive
legislation concerning dismissal in combination with very few restrictions on
the conclusion of fixed-term contracts (Delsen, 1994).
According to Eurostat Labour Force Survey the percentage of workers in
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temporary employment in the Netherlands which have been unable to find
permanent employment is:
Men
Women
62 .7 qo
1983 :
64.4 qo
63 .0 qo
1987 :
72 .7 qo
70. 0 qo
1990:
66.5 q
Plasman,
1994) .
(Meulders, Plasman,
In 1996 trade unions and work agencies reached an agreement for the next
iive years, to start in 1997. This collective agreement will strengthen the
position of temporary workers. Arrangements are agreed upon concerning
higher remuneration and extra allowance for night work (up to 50 qo instead of
25 q at this moment). Other regulations to be implemented are pension
schemes, training and a permanent contract when working 3 years for the
work agency.
There will also be new legislation concerning the right of pension and training
and more stable contracts (NRC 27-11-1996) .
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Chapter 5:

Transitions trough working time flexibility.
A Schematic Survey

What instruments are
available to facilitate
transitions?

Is there a statutory
policy and how is it
regulated?

How is it implemented?

Incentives I
disincentives

[mportance and take
up rates

1. General duration
of working time

Act on working time 1996.

Responsibility for working
times at branch level and
company level, within statutory parameters.

There has come more scope
for flexible working patterns.

Working time has been an
important issue in collective
negotiations. Trade unions
were demanding shorter
working weeks (36 hours),
while employers organizations
were demanding more flexibility in working and company hours.

Statutory maxima:
Standard regula[ion:
-9 hours per day.
-45 hours per week
-520 hours per 13 weeks
(average of 40 hours per
week)

Consult regulation:
-10 hours per day
-no weekly working time
maximum.
-585 hours per 13 weeks
(average is 45 hours per
week)
-200 hours per 4 weeks. (average is 50 hours per week)

If no agreements are reached
or if there's no consultation,
the standard regulation will be
applicable.
Collective agreements of
branches generally state
shorter weekly working
hours, sometimes combined
with longer opening hours of
the organization.
The individual employment
contracts specify weekly
work hours.

The regulation emphasized the
feasibility to combine work
with other responsibilities.
Employers have the possibility
to adapt working hours to
customer demands.
An increasing variety in
working time patterns,
without employers having to
apply for permission of
having a licence from the
Labour [nspection

The average weekly working
hours in the last years in the
Netherlands are:
- 1992: 33,1
- 1993: 33,1
- 1994: 32,9
(European Commission 1996)
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What instruments are
available to facilitate
transitions?

Is there a statutory
policy and how is it
regulated?

How is it implemented?

Incentives ~
disincentives

Importance and take
up rates

2. Reduction in
working hours

1982: Bipartite Foundation of
Labour (Employers and trade
unions) agreed reduction of
working time in order to
achieve both profitable business conditions and lower
unemployment.

Employers organizations and
trade unions made collective
agreements about shorter and
more different working hours,
mostly combined with an
extension of company
operating hours.

Combining shorter working
hours and longer opening
hours favours both company
demands and individual demands.

Between 1982 and 1986 the
average reduction was about
5~o , to a working week of 38
hours. (OECD 1995)

Collective and individual
regulation.

Shorter working hours accommodate the needs of some employees.
It can also give job opportunities for unemployed people
and inactive people (like mothers) who (re-)entry the labour market.
Collective agreements about
working time reduction pointed out there is no full wage
compensation for employees.

In many sectors, public and
private, the number of work
hours has been reduced to a
maximum of 38 hours.
In recent years the 36 hours
working week has been implemented in many sectors.
(metal industry, banking,
public sector)
The amount of households
with double earners is
growing. This means actually:
"one and a half earners"; one
full-timer and one part-timer.
In such households, it's also
men who sometimes want a
reduction in work hours.
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What instruments are
available to facilitate
transitions?

Is there a statutory
policy and how is it
regulated?

How is it implemented?

Incentives ~
disincentives

Importance and take
up rates

3. Flexible and
annualized hours

Act on working time 1996

Nowadays employers do not
need to ask permission of the
Labour Inspection concerning
flexible working hours, unless
these hours are extending the
regulation.

There has come more working time flexibility fitting
seasonal variation in production.

Employees working 12- l9
hours per week, more often
are contracted without having
certainty about work hours.
The weekly hours worked are
variable and these employees
depend on enterprise
demands.

- Standard regulation:
Within 13 weeks the
maximum working hours
are 520. (average is
40 hourslweek)
- Consult regulation:
Within 13 weeks the
maximum working hours
are 585. (average is
45 hourslweek)
Another option is
200 working hours in 4
weeks. (average is 50
hourslweek)

Instead of using temporary
workers in case of production
peaks, employers offer
employees more stable jobs
(but more often flexible work
hours)

Working hours related to
unsteady hours contracr.
12-19 hours: 11 qo
20-34 hours: 4 q
over 34 hours: 1 qa
- Gender and age:
4 qo women and 1~ men
4 q aged C 25 years
2 ~~ aged ~ 25 years
In hotel, bar, and catering
industry IOqo of the
employees have a contract
with unsteady week hours.
In the industrial sector
and building industry this is
only 1 qa
(EBB, 1996)
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What instruments are
available to facilitate
transitions?

Is there a statutory
policy and how is it
regulated?

How is it implemented?

Incentives I
disincentives

Importance and take
up rates

4. Overtime

Act on working time 1996

By collective agreements or
approval of the workers council the broader norms of the
consult regulation can be
applicable.

For part-time workers: over
time is paid when working
hours exceed the standard
full-time hours, as laid down
in collective agreements.

Overtime rates in the Netherlands are low.

The standard regulation
applies to all other cases.

Within the regulation
employers can demand over
time without having
permission from the Labour
Inspection.

- Standard regulation
Occasional overtime
maximum up to
11 hours~day,
54 hourslweek,
585 hoursll3 weeks
(average: 45 hourslweek)
- Consult regulation
Occasional overtime
maximum up to
12 hourslday,
60 hourslweek,
624 hoursll3 weeks
(average: 48 hours~week)

The average annual overtime
rates are:
1987: 21 hours, 1,44 q
1990: 24 hours, 1,67q
1992: 31 hours, 1,78q
(CBS, Work Accounts, 1996)
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What instruments are
available to facilitate
transitions?

Is there a statutory
policy and how is it
regulated?

How is it implemented?

Incentives ~
disincentives

Importance and take
up rates

5. Part-time work

Act on working time 1996
Part-time workers have the
same rights as full-time
workers.

Collective or individual agreements were used as a base for
exemptions from the law.
Employees having small jobs
often are excluded from rights
as additional wages and
bonuses, additional paid holidays, special premiums and
early retirement.

Because of having the same
rights as full-time workers,
it has become more difficult
to contract a part-timer only
for irregular, odd hours such
as night shifts or weekend
work. This means a maximum
of 28 nights per 13 weeks
night-work and a minimum of
13 sundays off per year.

Compared to other European
countries, the
amount of part-time work in
the Netherlands is high.

Minimum wages act
The one-third criterion in the
Minimum wages act improved
rights of part-time workers.
The minimum guarantees for
wages and holiday allowance
became applicable to small
part-time jobs (up to around
13 hours).

Trough the one-third criterion, collective agreements now
also apply to small part-time
jobs.

Legislation contains binding
requirements regarding equal
treatment for full-time and
part-time workers.

In collective agreements,
arrangements for (switching
from full- to) part-time work
are included.

The minimum wages act has
improved the rights of parttime workers.

Employees working hours per
week in 1994:
-~ 34
- 20-34
- 12-19
- C 12

hours: 4351.000
hours:1182.000
hours: 387.000
hours: 772.000

Working part-time gives more
possibilities combining work
and care taking tasks.

Part-time employment as ~o
of total employment.
- 1992: 34,S~o
- 1993: 35,Oqo
- 1994: 36,4 ~

Restricted promotion opportunities for part-time workers.

Involuntary part-time employment is 6q in '94.

In 1995, 80~ of all employees are contracted within
a collective agreement which
has arranged part-time work.
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6. Pregnancy, maternity and
parental leave

Act on working time 1996.
Pregnant women are allowed
to take more breaks, to work
on regular and orderly times
and have rest patterns and are
not obliged to work overtime
and night shifts.
From 4 weeks before and
until 6 weeks after childbirth,
women are not allowed to
work at all.

On collective level employers
and trade unions can differ
from legislation.

There is no compensation for
loss of earnings, unless provided in collective agreement.

Decisions about full-time or
part-time parental leave and
leaving hours can be agreed
on individual level. (SoZaWe,
1995)

Civil servants have paid
parental leave. (75 qo leave
hours salary)
In private sector, paid
parental leave is rare.

27 qo of the women and 11 ~o
of the men who had the right
to parental leave took advantage of this. (Willemsen,
Frinking, Vogels, 1995)

In 40 (of 176) collective
agreements in 1994 were
clauses for care leaving.
(SoZaWe, 1994)

Having part-time parental
leave will ~~`~ neople experience wiU, ~ombining paid
work and care tasks.

Policy for Child care facilities
is decentralised and is now a
local government responsibility.
Decentralisation also signifies
a lower government budget
for child care facilities.

Inactive women which have
children under the age of five,
who actually want to work, in
34 qo cases are not looking
for a job because of insufficient availability of child
care facilities.
(OSA trendrapport aanbod
van arbeid)

Parental leave act (1991)
employees working at least
one year and 20 hours a week
can take unpaid parental leave
for a continuous period of six
months maximum.
This means work hours reduction to a minimum of 20
hours~week for a period of six
months if helshe has to take
care of a child under four
years of age.

75qo are working in public
sector, although only a quarter of the people working
over 20 hours a week work in
public sector.
(EBB, 1996)
Men spread parental leave
over a longer time span than
women.
Average parental leave:
-Fathers took 31 weeks,
-Mothers took 24 weeks.
-Fathers worked 75q of their
normal work time,
-Mothers worked half of their
normal worktime.
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7. Career breaks

There isn't a statutory policy
yet.
It is expected that legislation
concerning career break will
be implemented in 1997 or
1998.
(Wet op de loopbaanonderbreking)

Arrangements for paid and
unpaid leave are incorporated
in some collective agreements.

Likely more employees will
use career break when financial compensation and parttime breaks will be arranged.
This will possibly stimulate
men to spend more time on
domestic and caretaking tasks.

Various forms of leave are
proposed by the unions:
- parental leave
- study leave
- care leave

It is foreseen that it will
arrange financial compensation for loss eaznings and a
possibility for part-time career
breaking.

In the Netherlands the sabbatical leave is a small issue.
The discussion is more about
career breaks for care taking
tasks. Aim is to distribute
work and care taking tasks
more equally within households.
Employers offering a sabbatical year, differ in
controlling how employees
use the year.
Some employers give complete freedom, others control
the employees activities.
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8. (Part-time) early
retirement

In 1997, the advice of the
Ministry of Finance work
group concerning retirement,
will be implemented in law:
-The acceptable retiring age
will be between 55 and 70
years old.
-Pension mostly starts
between the age of 60-65.
-Pension schemes have to
include a directive-age (the
norm): minimum 60 years old
and maximum 65 years old.
In case age is not noted, the
directive age will be 65 years
old.
-In case of part-time retirement, starting at the age of 55
years old, further pension
construction can be partly

On sectoral or on company
level.

Flexibility in the age of
peoples retirement has
increased.
From 1997, the age of retirement can vary between 55 and
70 years old, according their
individual interests.

The union FNV proposed
part-time early retirement
schemes and temporary
partial or gradual early retirement.

continued.
Since 1994, part-time workers
can not be excluded from a
pension scheme anymore.
(pensioengids, 1996)

From the moment the recommendations concerning retirement are implemented in law,
re[irement schemes have to be
adjusted to the new conditions
within 5 years.

Organizations are already
implementing new schemes.
For example the Philips
Retirement System:
Employees aged between 6065 years are allowed to take
part-time retirement. (ESB,
14-08-96)
Persons with an early retirement pension in '94:
Total: 153.000
men: 127.000
women: 26.000

(CBS, 1996)
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9. Fixed-term I temporary
employment

Fixed term contracts are
governed by a set of provisions in the Dutch civil code.
Limitations in using fixedterm contracts are provided in
collective agreements.

By offering temporary jobs to
unemployed people, employers can obtain grant.

Long-term unemployed people
can be socially integrated and
get work experience .

About 40.000 subsidised jobs
in the public sector will be
implemented.

The Ministry of Social Affairs
and Employment cooperate
with local authorities which
make arrangements concerning temporary jobs for unemployed people.

Some sectors are sensitive to
replacement of "normal"
employees for subsidised
employees.

Temporary employment as ~
of total employment:
- 1992: 8,6~
- 1993: 8,8qo
- 1994: 9,Sqo
(European Commission,
1996)

1988: Law permitting the
setting up of temporary work
agencies.
work integration measures for
unemployed people:
~` Melkert-Jobs
~` Labour Pool Programme
(temporary work for the longterm unemployed).
~` JWG (youth work guarantee). Temporary employment
for school leavers aged 16-21
years to help them integrate
into working life.

Companies and local authorities arrange "social return"
for the long-term-unemployed.
1996: Trade unions and work
agencies reached a collective
agreement with a duration of
5 years, starting in 1997.

Employees working on a
temporary base sometimes
being retained on series of
short-term contracts without
achieving a permanent contract.
The work agency-covenant
1996 strengthens the position
of temporary workers (pension, training, permanent contract after 3 years)

In 1995, the amount of
flexible workers was 9qo, of
which 75 qo had a temporary
contract.
(EBB, 1996)
Employees working parttime, more often have a temporary contract:
12-19 hours: 18qo
20-34 hours: 13 ~
7 35 hours: 5 q
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10. Short-time work

The regulation on short-time
working 1974.
Working hours can be
reduced to 50~ for one or
more periods of six weeks,
proceeded at least lOq of the
workforce is involved.

Permission has to be given by
the local Public Employment
Service, in case of decreasing
business.

Redundancy can be
avoided. For the hours not
worked, employees receive
unemployment benefit up to
70q of their last wage.

Occasionally used by
employers to deal with
reduced enterprise success as
an alternative to redundancy .
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Chapter 6:

Transition patterns in

the Netherlands 1985-1994
An empirical analysis of labour market transitions and part-time work was
done by O'Reilly and Bothfeld (1966). With data from the European Labour
Force Study (LFS) they studied the transitions in 1983 and 1994, in particular
transitions as a port of entry into paid employment. Data of the European
Labour Force Survey are now available for the countries in the European
Union for the period 1985 to 1994. The European LFS is a household survey
with about 6000,000 respondents in the EU. In the LFS is information available, by some retrospective questions, about the status in the previous year of
respondents who are currently employed on a part-time or full-time basis.
Here we use the data for the Netherlands to trace some of the transitional
patterns. The data covers the period 1985-1994. No Dutch data is available for
the year 1986. Till 1987 the Dutch Central Bureau of Statistics (CBS) collected data on the labour force by a survey conducted once in a period of two
years. Since 1987 a continuous monitoring of the labour force takes place. So
for technical reasons no data can be presented for 1986.
A second technical point concerns the definition of part-time work. In the
Netherlands, in 1992, a more restrictive definition is accepted to define parttime work. Before 1992 everybody who worked one or more hours, but less
than full-time, was categorized as part-time worker. However, since 1992 a
under limit of 12 hours is applied to be classified as part-timer. The changing
limits will clearly effect the results in the graphics to be presented in this
report. In the comments at the graphics this point will be met consequently.
The graphics composed, for men and for women, are:
-

Global unemployment transition rates (Figures 5.1 and 5.2),
Outflows from unemployment to full- and part-time work (Figures 5.3
and 5.4),
Inflows to part-time work as percentage of all part-timers (Figures 5.5
and 5.6).

As already stated, the base for the analysis is the information about full-time
or part-time working in a certain year (t), and about the position in the
previous year (t-1) namely: working, unemployed, in school~training, inactive
(not working and not seeking employment).
In the figures 5.1 and 5.2 the trends are showed for the global unemployment
transition rates in the Netherlands, for men and women separately. The rates
indicate the transitions of the unemployed, in the year (t-1), as a percentage of
the total labour force (at t-1) .
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The conclusion holds that, for both men and women, most of the workers,
unemployed in the year t-1, were also unemployed in the year t. However, we
have to be careful interpreting the data in that way. The data are aggregate
results of processes of in- and out-flows on the labour market. The graphics
demonstrate only the aggregate balance of these processes.
The iigures demonstrate that, especially for women, some intensive changes
occurred in 1992. As already explained, this is caused by a change in the
definition of part-time work, with an under limit since 1992 from 12 hours a
week as minimum, with in earlier years 1 hour as the under limit. By modifying the definition more people were reported as unemployed and the amount of
part-time jobs decreased correspondingly.
If transitions occur, it is for men mostly from unemployment to full-time work
and for women mostly to part-time work. The transition rates are rather
moderate for men and for women. However, since 1992 there is a clear
increase of transitions from unemployed to part-time work, especially taking
the changes in the definitions into account.

TRANSLAM: Transition Rates, Netherlands
Global unemployment transition rates

Men

-1óstayU

Figure 5.1

~96UtoPt

~9LUtoFt
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TRANSLAM: Transition Rates, Netherlands
Global unemployment transition rates

Women

-96stayU

~96UtoPt

~96UtoFt

Figure 5.2

In the figures 5.3 and 5.4 is indicated to what extent unemployed workers, in
the year t-1, transfer to full-time or to part-time work, in the year t. The data
shows that in all the years during the period 1985-1994 a substantial part of
the unemployed changed the position to full- or part-time work. For men the
transition rates are around 25 qo and for women it is clearly higher: around
30 ~ to almost 40 qo . However, the transition rates for women decreased
considerably since 1992, caused by the changing definition of part-time work.
That means that the number of part-time jobs decreased in the statistics since
1992. It means also that the denominator in the calculated transition rate
increased, registering more unemployed people.
When transitions took place, unemployed men found mostly a full-time job.
However, the outflow from unemployment to part-time work was increasing in
the period 1985-1994.
The unemployed women arrived, when they changed their position, mostly in
a part-time job. The transition rates to part-time jobs stayed rather stable
during the period of ten years.

45

TRANSLAM: Transition Rates, Netherlands
Outflows from unemployment to full- or
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TRANSLAM: Transition Rates, Netherlands
Outflows from unemployment to full- or
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Where did all the part-time workers, in the year t, come from? In other
words, what was the labour market position of these part-time workers in the
year t-1? With the data in the figures 5.5 and 5.6 some trends can be traced
for male and female part-timers. The LFS-data offers information for 3
categories: unemployment, schoolltraining and inactivity, the last meaning that
people in that category were not working and not registered as unemployed in
the year t-1.
The transition patterns for men are very different from the female developments. The men in part-time jobs are mostly entrants on the labour market,
coming from school or training. Women in part-time jobs came mostly from
inactivity.
Transitions from unemployment to part-time work play a very modest role in
the Netherlands. Probably that the Dutch system of social benefits explains the
low level of these transitions.

TRANSLAM: Transition Rates, Netherlands
Inflows to part-time work as 96 of
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TRANSLAM: Transition Rates, Netherlands
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Temporary work, arranged by private work agencies, is a very accepted
instrument in the Netherlands to stimulate an entrance to the labour market,
offering part-time work. To what extent contributes temporary work to
permanent employment? For the year 1995 data are available to follow the
career of the 648.000 Dutch temporary workers. These data are summarized
in figure 7.
Most of the temporary workers (56qo) is interested in a permanent job and
44qo is not. About one third of the part-timers who look for a permanent job
finds it, with almost an even proportion at the temporary work as elsewhere.
A small part of the part-timers not looking for permanent employment still
finds it; sometimes at their temporary job but mostly elsewhere.
As a total effect 26 q of the temporary workers attained to permanent employment.
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After Temporary Work
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Figure 5.7

Longitudinal research is needed to study the effects of temporary work on
transitional processes in the labour market. The data presented here demonstrates that temporary work is a significant factor in the models on transitional
labour markets.
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Chapter 7:

Discussion and planned research

New patterns in working time arrangements, combined with a greater flexibility, provide workers the possibility to make more choices in their careers. Do
this new opportunities result in new patterns of participation in the labour
force or to new, more diversified mobility patterns in industrialised societies?
These questions are central in the approach of the transitional labour markets.
"The key hypothesis is that the borders between the labour market and other
social systems such as education and family life have to become more open for
transitory states between gainful employment and productive non-market
activities in order to alleviate present high structural unemployment, to prevent
further exclusion from the labour market and to reduce segmentation or
occupational segregation of the labour market" (Schmid, 1996:2).
Work in modern society is not only an economic necessity, but also an
intrinsically rewarding and creative human activity. Working means, for most
people, to participate in an active and valued way in society, without feelings
of social deprivation and social exclusion. However, in discussions about the
importance of work very opposed visions are presented in the literature. Some
authors argue that the end of work is nearby, because new technologies
replace most of the human efforts. Rifkin (1995) advocates this view emphatically in a recent study on 'The End of Work'.
Empirical research on the actual importance of work in the countries participating in the TRANSLAM-project demonstrates that work is still one of the
central life interests (Zanders, 1993:133). The research indicates also that
work and primary relations are commonly shared goals, whereas religion and
politics are less important to the citizens in modern societies. In table 7.1 the
preferences, based on the European Values Survey from 1990, are summarised
(Zanders, 1993).
The high scores for primary relations underline the importance of the idea of
social integration, that is central in the transitional labour market approach.
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Table 7.1:

Relative Importance of Work
Mean scores of importance of six domains of life (scores ll4)
Family

Work

3.8
3.8
3.7
3.6
3.8
3.8
3.9

3.56
3.52
3.39
3.09
3.62
3.17
3.53

Countries

Spain
France
Netherlands
Germany
Sweden
Gr Britain
Ireland

Friends~
acquaint.

3.4
3.3
3.5
3.2
3.7
3.4
3.5

Leisure

3.2
3.1
3.4
3.2
3.5
3.3
3.1

Religion

2.6
2.3
2.4
2.3
2.0
2.4
2.3

Politics

1.8
2.1
2.5
2.4
2.4
2.3
2.0

In this report the changing patterns of working times and on the flexibility of
work in the Netherlands are elaborated. In the TRANSLAM-project this is a
start to get a more dynamic view on the new emerging mobility patterns in
and around the transitions across the open borders in social systems. To what
extent do these transitions result in social exclusion or in social integration?
An analysis of empirical data on transitional patterns provides the base for
further conclusions. In the Netherlands Muffels, Dekker and Stancanelli
(1996) are the precursors presenting empirical research on the flows into and
out flexible and permanent jobs; an analysis based on panel data for the years
1988-1991. They concluded that about SOqo of those having a flexible job in
1988 moved into permanent job within a three year period. Flexible jobs in
the Netherlands operate especially as entry-level jobs for people first offering
their labour on the labour market, such as school-leavers, and for women with
strong preferences for working part-time. After having build up work-experience some particular labour suppliers have a fair change to get into a permanent job (Muffels c.s. 1996).
The concept of transitional labour markets is a new and constructive approach
to trace flexible and individualized mobility patterns in modernized societies.
A lot of work has to be done to analyze these emerging patterns. Central
problems are the lack of data and especially the lack of standards. "One major
problem in international comparative assessments of part-time work is the lack
of standard definitions that could be applied to several countries (O'Reilly,
1966:581). However, even in a country itself it is not always easy to find
comparable longitudinal data. The way part-timers are counted can shift within
the same country, as is noticed by O'Reilly (1966:581). In the Netherlands
this problem was encountered in the Labour Force Survey that offers longitudinal data collected with a changing methodology, in 1987, and with a
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changing definition for part-time work, in 1992.
Data to analyse, for the Netherlands, some of the transitional options are
available in the Dutch Socio-Economic Panel. These data will be used for a
dynamic analysis to trace the mobility patterns during the period 1990~'91~'92
and, if possible, 1993 (Stancanelli, 1996). The results of these analyses will be
available in the middle of 1997.
The focus of the analysis, to be conducted by Elena Stancanelli, is on transitions in and out of jobs with a flexible working time (Stancanelli, 1966).
Working time flexibility is defined relative to full-time work. The following
definitions are applied: small jobs ( C 12 hours); part-time jobs (~- 12 hours
and G 33 hours); full-time jobs (1 - 33 hours).
First, the impact of individual, job and institutional characteristics on the
probability of occupying a small or part-time job at a given point in time will
be estimated.
Next, the impact of individual, job and institutional characteristics on the
probability of entering or exiting from small or part-time jobs will be estimated. This will involve investigating different possible transition patterns in
and out of jobs with a flexible working time. The following routes in and out
of flexible working time jobs will be considered: unemployment, full-time
employment, full-time education or training, household work, other non-participation.
Small jobs will be characterized also in terms of the main activity undertaken
while occupying a small job: small jobs and full-time education~training; small
jobs and household work; small jobs and other non-participation; small jobs
and unemployment; small jobs and part-time work; small jobs and full-time
work.
The variables considered to explain the different probabilities are individual
characteristics, job characteristics and institutional characteristics.
ExplorinR these data, a more detailed empirical overview can be presented of
the trans;tional mobility patterns in the Netherlands.
Furthermore a theoretical embedding, of transition patterns and households, in
a socio-economic model will be provided in reports by the Dutch TRANSLAM-team of the Tilburg University. An application of such an embedding in a
theoretical framework for the households and flexible working time module is
given by van Wezel, Kerstholt and Zanders (1966) .
Also in 1997 case-studies will be conducted by the Tilburg team. Plans to
design case-studies in the Netherlands were already agreed upon during the
first TRANSLAM-meeting in February 1996. Case-studies are an instrument
to study social phenomena in depth. Data can be collected that demonstrate the
operation and the effects of flexibilization and transitional processes. The casestudies will be conducted in two sectors: the health care and the banking
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industry. The design of the projects will be attuned to the plans and experiences of the researchers of the TRANSLAM-group in other countries.
In this report a lot of facts and iigures is presented about flexible work
arrangements and regulations and about transitional flows in and out the labour
market in the Netherlands.
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