
Summaries

Longtermdevellopments of returns on credentials 
on Dutch labour market
M.H.J. Wolbers and P.M. de Craaf 
For the Netherlands, several studies have 
shown that the returns on credentials have de
creased in the last decades. Furthermore, it was 
shown that the impact of education on labour 
market success has increased since 1930. Al
though both processes seem to contradict, this 
contradiction is spurious. If the returns on 
lower level credentials decline at a faster rate 
the returns on higher level credentials, creden
tial inflation can go perfectly well with an in
creasing impact of education. Therefore, it is 
very important to distinguish between total and 
additional returns on credentials. In this article 
we examined how the total and additional re
turns on credentials developed on the Dutch la
bour market. We merged five surveys together 
in one data-set to gain statistical power, to 
lengthen the period under study, and to disen
tangle cohort and age effects. In this way, we 
were able to determine developments in the pe
riod 1911-1991. Our results show for men the 
total returns of all diploma's have decreased, 
but that the additional impact of several certifi
cates have increased, especially those at the 
higher levels. For women we can only study the 
period 1957-1991. For women the returns of di
ploma's at all levels have decreased, but espe
cially those in tertiary education.

Semi-autonomous groups in dutch industry: one 
concept with many applications
J. de Leede and J.l. Stroker 
This article presents an explorative investiga
tion of several aspects of semi-autonomous 
groups in Dutch industry. Semi-structured in
terviews were held in eleven manufacturing 
companies. It appears that the main reasons for

the introduction of semi-autonomous groups 
are economic by nature. The implementation- 
process is unique for each company, takes much 
time and energy and in no case has been fi
nished, although some companies have been in 
play for years. The design of the semi-autono- 
mous groups is different in each company. 
However, some similarities do occur. The 
groups have a similar size of approximately 10 
persons. The group members rotate among the 
different tasks, and every group is responsible 
for a complete part of the process. The develop
ment of the groups is different for each com
pany. There is no relation between the age of 
the groups and their maturity. We conclude 
that, although the companies have a sociotech- 
nical background in common, they show many 
different applications of the semi-autonomous 
groups. It is striking that the companies have 
similar problems with respect to appraisal and 
reward, leadership, customer-supplier relation
ships and improvement. We provide some ex
planations and directions for research in these 
areas.

Differences between statutory and contractual 
employment
L. Sels
In Belgium the government, it seems, is no 
longer willing to play the part of the 'good em
ployer'. Unrest has gripped the public sector. In 
the countless social conflicts of recent years, 
there is one constant which keeps turning up: 
doubt concerning the tenability of the principle 
of statutory employment. In the present work 
we attempt to lay bare the core of the debate 
concerning the future of statutory employment. 
Firstly, we point out the differences between 
statutory and contractual employment. The 
principal criticisms of statutory employment
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are set forth in the second section. In a conclud
ing section, we argue that the controversy about 
'statute versus contract' should make way for a 
serene debate on the proper degree of functional 
and numerical flexibility within the various 
segments of the public sector.

Labour market segmentation in the netherlands
R. Dekker, A. de Crip and H. Heijke 
In this article the Dutch labour market has 
been divided into three segments based upon 
structural features of jobs and firms in stead of 
individual worker's characteristics. Several hy
potheses are formulated with respect to the 
overrepresentation on the primary (secondary) 
segment of workers with strong (weak) labour 
market positions as well as with respect to the 
participation in training activities on the three 
labour market segments.

The results show that, as expected, male 
workers, full-timers, higher educated and 
youngsters are overrepresented in the primary 
segment. The hypotheses that participation in 
training activities decreases with age, that part- 
timers have less access and that workers in the 
internal labour market have more access to ad
ditional training are also confirmed. In particu
lar unskilled workers (in the secondary seg
ment) are excluded from further training. The 
hypothesis that the participation in training of 
youngsters is the highest is not confirmed as 
the middle-aged (in particular in the internal la
bour market) have also high training participa
tion rates.

Labour market segments in the hotel and catering 
industry
P. de Wit
The structure of the workforce has been ana
lysed in accordance with three labour market 
segments (a specialised component market, an

internal and a secondary labour market). Re
sults show that the internal labour market 
should be determined on the basis of job level 
regardless of the size of the company. The hy
potheses from other research on under- and 
over-representation by sex, age and level of 
training have been confirmed. If we look at all 
those in employment (employees and entrepre
neurs) the hotel and catering industry is charac
terised by a large specialised component market 
in combination with a large secondary segment.

Standard labour market segmentation does in
sufficient justice to employees with only profes
sional courses or industry experience. With a 
different segmentation a clear order emerges: 
there is a professional component market, a 
component market for those with few qualifica
tions, for employees with industry experience, 
and only then can one speak of a secondary la
bour market.

Implementation of sectoral training policy
John Warmerdam
This contribution focusses on the structure and 
functioning of sectoral training systems, i.e. 
provisions on the level of a sector or branche for 
the organization and stimulation of continuous 
training for employees. Described are: some re
cent trends of the development of sectoral train
ing systems in the Netherlands, in particular 
within the framework of collective labour 
agreements; some problems sectoral institu
tions have to cope with when they try to imple
ment their training policies on the level of the 
companies; and some strategies they develop in 
order to find a solution for the problem of bridg
ing the gap between the sectoral initiatives and 
daily practice on the level of the individual 
firm. The article concludes with a short assess
ment of the possible added value of sectoral 
training provisions.
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