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Abstract

A persons first experience of working life is not the individuals actual first
job, but rather the perception conveyed by his or her family and other refer-
ence groups. Using Swedish register data on young adults (aged 18-34), and
controlling for personal characteristics, we find that individuals with fam-
ily members or partners with work experience from the temporary agency
sector are highly over-represented in the sector. The peer-groups previous ex-
perience is also found to be among the most influential variables determining
the relative probability that an individual will work in the temporary agency
sector.
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1 INTRODUCTION

An increasing body of research explores the effect of the parents working life ex-
perience on the labour market outcome of their children. Whiston and Keller
(2004) survey the literature on family impact on youth career development and
find that the family, in their role of “informal role models” (Morningstar, 1997),
have a stronger influence than any other reference group – either through struc-
tural variables (education, occupation and socio-economic status) or process vari-
ables (relationships, aspirations and support; see also Davis-Kean 2005; Penick
and Jepsen 1992; Young and Friesen 1992).
While having a job provides economic opportunities, self-sufficiency and relat-
ive independence for the worker – the stress of an increased risk of becoming
unemployed does not only relate to the potential negative impact on individual
wealth, and the opportunity for temporal reallocation of that wealth (Kalleberg,
2009). It also includes significant non-pecuniary costs (Winkelmann & Winkel-
mann, 1998) due to that employment is the feature – other than family affiliation
– that individuals associate their identity with the most (Skans, 2009). Job insec-
urity has been shown to result in lower private consumption (Benito, 2006) and
Darity, Jr and Goldsmith (1996) claim that living with job insecurity might even
induce more stress than actually losing the job. This since the former implies a
state of uncertainty, whereas the latter forces the individual to adapt to a realised
situation (cf. De Cuyper & De Witte, 2005; Sverke, Hellgren, & Näswall, 2002).
Barling, Dupre, and Hepburn (1998) find that seeing their parents go through
downsizing, lay-offs and job insecurity will also have a negative effect on the chil-
drens preconceptions, perceptions and attitudes towards working life. Similarly,
Kind and Haisken-DeNew (2012) find a lasting negative impact to the subject-
ive well-being of sons of fathers who became (involuntarily) unemployed, and
Gregg, Macmillan, and Nasim (2012) find that children of displaced fathers run
a higher risk of getting lower grades, earning lower wages, or even becoming
unemployed themselves.
A persons first experience of working life is therefore arguably not the individu-
als first employment per se, but rather the experience conveyed by various ref-
erence groups through their experiences and economic circumstances(see also
Barling et al., 1998; Kanfer, 1993).
It is important to note that atypical employment arrangements are not always
negative per se. Individuals who actively choose this type of employment (due
to their personal preferences and skills) are more likely to experience the positive
aspects of such work arrangements Loughlin and Barling (1999). Some authors
also note that there could even be important cultural differences (Connolly &
Rogers, 2001), or differences in norms and expectations (De Cuyper & De Witte,
2007; De Cuyper et al., 2008), that influence how the individual will perceive
atypical work. It is when the flexibility is perceived as being precarious that the
negative effects arise (Sverke et al., 2002).
The main purpose of this paper is to estimate the relative effect on the probability
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of working in the Swedish temporary agency sector for a cohort of young adult
workers (aged 18-34 in 2007)1 of having parents, siblings and/or a partner with
previous experience of working for a temporary work agency (TWA). We also
control for multiple individual characteristics that influenced the relative prob-
ability of working in the Swedish temporary agency sector in 1999 (see Joona &
Wadensjö, 2008).
Younger workers were chosen due to the Swedish temporary agency sector’s rel-
ative youth (having been deregulated in 1993), and also that this age group cohort
is the largest within the Swedish temporary agency sector Andersson-Joona and
Wadensjö (2012). That these workers are in the process of forming their own ex-
periences and expectations of the labour market makes this cohort a particularly
relevant object to study – especially as Macky, Gardner, and Forsyth (2008) sug-
gests that these traits will remain stable into adulthood.
TWA employment was chosen since most register data delineates this specific
type of atypical employment. The surveyed literature in the following section
also suggests that the temporary agency sector is characterised by a significant
wage penalty and other adverse working conditions. There is also no evidence of
temporary agency employment being a stepping-stone into regular employment
in Sweden (except for some groups of immigrants). Stressors such as these con-
tribute to poorer well-being and could also constitute a precarious job situation
(Sverke et al., 2004). As a consequence, partners and family members of tempor-
ary agency workers might (either actively or passively) become dissuaded from
working in the sector themselves.
Conversely, the close personal networks of friends and family constitute one of
the most common ways of obtaining employment in Sweden; 15-20 percent of the
open-ended contracts, and 20-25 percent of the fixed-term contracts, while fewer
than 10 percent obtain their employment through the Swedish Public Employ-
ment Service (SCB, 2013). This could possibly imply an effect opposite to the one
suggested above – perhaps even regardless of the surveyed negative aspects2.
The paper also includes a detailed analysis of both primarily gainfully employed
workers (förvärvsarbetande)3 and a group that we denote as students. We argue that
this is a potentially important distinction as these groups could differ in their in-
centives of working through a TWA. The individuals in the student-group have
been largely excluded in previous studies of the Swedish temporary agency sec-
tor (see e.g. Andersson & Wadensjo, 2004; Andersson-Joona & Wadensjö, 2010;
Joona & Wadensjö, 2008) which makes this an important addition.

1This is the largest cohort in the Swedish temporary agency sector (Andersson-Joona & Wadensjö,
2012).

2The Swedish TWA employer organisation presents a survey according to which more than two
thirds of the workers would recommend work in the temporary agency sector to their friends and
family, whereas only about 20 percent state that they would not recommend employment in the
agency sector (Bemanningsföretagen, 2012).

3The classification of gainfully employed workers mainly follows ILOs definition (working at least
one hour/week). SCB uses a model based approach to triangulate this information from official in-
come statements (wages, income and employment transfers), gender, age and qualitative answers
from the Labour Force Survey into the RAMS data base.
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The remainder of the chapter surveys the research on the characteristics of the
temporary agency sector as well as the effect of family experience on working
life. Chapter 2 describes the data and outlines the model. Chapter 3 presents the
results for the full sample and the two sub-samples; students and gainfully em-
ployed. The following chapter (4) summarises the results, and the final chapter
(5) includes a discussion of the results and issues that remain to be investigated
in future research.

1.1 WORK IN THE TEMPORARY AGENCY SECTOR

The temporary agency sector in Sweden has grown considerably after having
been deregulated in the early 1990s (Andersson-Joona & Wadensjö, 2010; John-
son, 2010), and has in previous studies been found to consist mainly of workers
with a traditionally weak position on the labour market; youths, low-educated or
unskilled workers, immigrants and women (Andersson-Joona & Wadensjö, 2010;
Joona & Wadensjö, 2008).
The worker in the temporary agency sector is employed by the TWA, but con-
tinuously leased to a client firm to work under the supervision and guidance of
that firm (either with specific tasks, or side-by-side with the regular workforce
of the client firm). This creates the sector’s characteristic tripartite relationship
where the liabilities between the worker and the TWA are regulated by labour
law, while the arrangement between the TWA and the client firm is delimited
general contract law statutes.
Employment protection for the temporary agency worker is arguably lower than
for direct hire employees (cf. Håkansson, Isidorsson, & Strauss-Raats, 2013) as
claiming just-cause for dismissing the worker due to a lack-of-work becomes
easier when the assignment with the client firm has in fact been discontinued.
There is also evidence that temporary agency workers are indeed used as a buf-
fer to more easily adjust the size of the labour force while protecting the core of
regularly employed workers (Heery, 2004; Spermann, 2011). This practice is also
found to be more common in companies that are experiencing a more volatile
demand for their products (Salvatori, 2009; Thommes & Weiland, 2010).
A more liberal view by the labour unions with respect to the use of temporary
agency workers could also allow for a reduced level of employment protection
by allowing for deviations through a collective agreement. This could e.g. allow
for other types of atypical employment that does not apply to direct hire workers,
or potentially even remove the Swedish norm of seniority-based employment
protection.
With regard to the characteristics of temporary agency employment, Andersson-
Joona and Wadensjö (2012) show a significant, and (mostly) increasing, wage pen-
alty for Swedish temporary agency workers from 1998-2008. The wage penalty
is persistent even when controlling for individual characteristics. In a previous
study, the authors find the same pattern even when controlling for sample se-
lection biases (such as the over-representation of physicians and highly qualified

3



IT personnel), and also conclude that the workers who are leaving the tempor-
ary agency sector for a job outside the sector enjoy the highest wage increase
(Andersson-Joona & Wadensjö, 2010).
Studies in other European countries have also yielded similar wage penalties for
temporary agency workers (Autor, 2009; Forde & Slater, 2005; E. J. Jahn, 2008;
Tijdens, van Klaveren, Houwing, van der Meer, & van Essen, 2006), and Nien-
huser and Matiaske (2006) even find that the negative wage penalties exists re-
gardless of national legislation requiring the temporary agency worker’s wages
to correspond to that of similar workers employed directly at the client firm.
Forde and Slater (2005), Salvatori (2009) and Heery (2004) even state that carry-
ing out an equivalent job for a lower wage, and under worse working conditions,
may facilitate a view that temporary agency workers are a type of second-tier
employees.
Håkansson et al. (2013) survey the literature on the temporary agency sector’s
physical and psychosocial work environment and find that workers in the sector
experience the lowest degree of autonomy and overall job satisfaction compared
to other types of employees. They also find that workers in the temporary agency
sector exhibit a significantly higher risk of feeling depressed and that working
conditions for temporary agency workers are significantly worse than for similar
workers employed directly at the client firm (see also Fabiano, Curro, Reverberi,
& Pastorino, 2008; Tijdens et al., 2006).
Another stated rationale for working in the temporary agency sector is that it is
assumed to facilitate a transition into regular employment (compared to having
remained unemployed).4 However, using data from 2000-2008 in a difference-
in-difference model, Hveem (2013) finds no evidence of a stepping-stone effect in
Sweden. The results rather suggest that temporary agency employment increases
the time until the worker obtains employment in the regular sector (although not
so for non-western immigrants, cf. Andersson & Wadensjo, 2004).
Güell and Petrongolo (2007) argue that the probability to transition from tempor-
ary employment into what we in this paper denote the regular sector is mainly
affected by outside options, and the ability of the worker to credibly threaten to
quit the temporary job (cf. also Loughlin & Barling, 2001). Koslowsky (1998) and
De Witte and Näswall (2003) note that the combination of (involuntary) tempor-
ary employment and job insecurity is the worst combination for the worker, and
that the associated negative effects of these two factors could very well strengthen
each other multiplicatively rather than additively.
The reviewed characteristics of the sector furthermore correspond to several of
the stressors that could constitute a precarious job situation for the worker (Sverke
et al., 2004). However, the results in De Cuyper and De Witte (2007) also suggests
that the impact of similar characteristics could be less negative for temporary

4See e.g. Tijdens et al. (2006) or Spermann (2011). Bemanningsföretagen (2012) report that more
than sixty percent of those employed by a TWA in Sweden 2012 would rather work directly at the
client firm. However, the same study also shows that very few are offered to make this transition and
that only about one third got a new assignment with the TWA when their current assignment expired.
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workers than for permanent employees.
The theories on psychological contracts (Argyris, 1960; Koslowsky, 1998) suggest
that the worker’s subjective perception of a job is based on the compliance of
the prior expectations and the realized outcome. A worker that expects adverse
working conditions may consequently not experience the situation in the same
way that another worker with different expectations. One possible explanation
for the results may therefore lie in different labour market cultures, norms and
expectations (Connolly & Rogers, 2001; De Cuyper & De Witte, 2007; De Cuyper
et al., 2008).

1.2 The Family Experience Effect on Working Life

A growing body of research emphasises the importance of family and other peer
group’s conveyed experience on the outcomes of the individual; e.g. criminal
activity, education choice and labour market outcome – especially in the presence
of job insecurity (see e.g. Davis-Kean (2005), Newman (2005), Gregg et al. (2012)
Kind and Haisken-DeNew (2012), or see Whiston and Keller (2004) for a review).
Macky et al. (2008) write in an editorial introduction and overview on genera-
tional differences at work that the development of beliefs, expectations and val-
ues is theorised to be influenced by early environmental stimuli and human so-
cialisation – and that these features remain stable into adulthood. Major socio-
economic events such as important changes to the family work pattern, pervad-
ing unemployment rates and the deterioration of job security through downsiz-
ing and offshoring/outsourcing, are mentioned specifically as highly influential
factors (cf. Egri & Ralston, 2004). The reviewed findings by Penick and Jepsen
(1992), Young and Friesen (1992), Barling et al. (1998), Whiston and Keller (2004),
Davis-Kean (2005), Gregg et al. (2012) and Kind and Haisken-DeNew (2012) lend
further support to these theories.
Loughlin and Barling (2001) similarly argue that a persons first contact with work-
ing life is the experience, perceptions and opinions conveyed by his or her family
and other immediate reference groups. The impact of these reference groups with
regard to (atypical) employment, occupational health and safety, management,
and labour unions thus becomes especially important to include when studying
the labour market outcome for the cohort of young adults.
There is a wide literature on occupational inheritance, but Aldrich and Kim (2011)
argues that the biggest interest among researchers has been on more prestigi-
ous and highly rewarded occupations (e.g. lawyers, doctors and business own-
ers). There is however also a fairly large interest in intergenerational transmis-
sion of entrepreneurship; some papers focus on values and intention (see e.g.
Laspita, Breugst, Heblich, & Patzelt, 2012; Wyrwich, 2015), but Schölin, Broomé,
and Ohlsson (2016) used Swedish register data to look at the family effect on self-
employment in Sweden. They found that the influence that family factors have
on an individuals choice of company type is strong, especially for entrepreneurs
of limited liability companies. They also reference seven other papers on labour
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market outcomes and summarizes their results as the probability that a child ends
up as self-employed approximately doubles by having a self-employed parent.
Statistics Sweden (SCB, 2013) report that personal connections and recommend-
ations by family and friends constitute the most common recruitment channel in
Sweden, regardless of employment type, which further motivates our focus on
family effects.

2 MODEL AND DATA

To examine the effect of family experience on young people’s transition probab-
ility into temporary agency work we use register-based data, compiled from a
number of Swedish register databases – primarily LOUISE/LISA (Longitudinal
Database on Education, Income and Occupation) and RAMS (Labour Statistics Based
on Administrative Sources).5

Our dichotomous dependent variable is being employed in the TWA sector in
2007 and by controlling for a set of background characteristics, such as immig-
ration status, education, etc., we will estimate the transition probability for all
young adult workers (aged 18-34) in Sweden. Our full dataset contains over 1.5
million individuals, of which 3.1% worked in the TWA sector, and while the num-
ber of observations is large, the large proportion of zeroes must be taken into
consideration when choosing a regression model.
We therefore estimate a bias-reduced logistic model, as proposed by Firth (1993)
and Kosmidis and Firth (2009). While some contend that this is not necessary
for large datasets, it is known that the standard logistic model is biased for finite
sample sizes; while Schaefer and Richardson (1985) argue that bias correction
would be insignificant with a sample size above 200 observations, and Nemes,
Jonasson, Genell, and Steineck (2009) show that the bias decreases in sample size,
the results of Monte Carlo simulations in King and Zeng (2001b), however, sug-
gest that the finite sample bias, amplified by what in their paper is called rare
events (below 5% or so) may warrant some concern.
In order to see if the a standard logistic regression would have had problems
in our case, due to being biased, we have compared its results it to that of the
adjusted-score approach and there were only marginal differences. We, how-
ever, choose to present the bias-reduced regression results, since its estimator is
second-order unbiased and by construction has a smaller variance than the max-
imum likelihood estimator (cf. Kosmidis & Firth, 2009).67

5The data is collected during a week in November which could potentially underestimate the
total number of workers in the sector during any given year due to large seasonal variations and the
high turnover rate in the temporary agency sector. The appendix contains detailed information and
descriptive statistics on all variables, as well as some cross tables.

6We have also run maximum penalized likelihood estimation, where penalization is by Jeffreys
invariant prior (see Firth, 1992), and the results were identical to those of the adjusted-score approach
adopted.

7Another possible model choice would be to use multi-level analysis, which was used in Schölin
et al. (2016) to look at the family experience as a predictor for self-employment. That approach would
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Our controls include a set of dichotomous variables that capture the work experi-
ence of parents, siblings and partners (where applicable). Either parent or sibling
is regarded as having experience of the Swedish temporary agency sector if they
have been registered as working in the sector during any year from 2000 to 2007.
The data on the current partner is more limited and the effect is instead estimated
on the experience during 2004 to 2007.
The country of birth classification is the most disaggregate that the data allows,
and corresponds largely to that used by Joona and Wadensjö (2008). Second-
generation immigrants are defined as individuals born in Sweden, but with at
least one parent having a different country of birth. More than two years of upper
secondary school is chosen as the reference level for education as it corresponds
to the norm in Sweden (even though school is only compulsory through primary
school).
TWA workers are identified through the Swedish Standard Industrial Classifica-
tion (SNI02) if being specifically involved in either labour recruitment or the pro-
vision of personnel activities. The former are workers employed directly at the
TWA, whereas the latter are workers being leased to external client companies.
While there could potentially be some differences in the two group’s experience
of the TWA sector, aggregating them allows for a better comparison with earlier
studies (Joona & Wadensjö, 2008, utilise the SNI92 classification which does not
distinguish between these groups).
To be identified as a student, the individual must have obtained financial study
assistance (grants or loans) from the Swedish National Board of Student Aid
(CSN), while also not being registered as a gainfully employed worker. An in-
dividual may otherwise have received financial study assistance for the first part
of the year but transitioned into primarily gainful employment during the late
part of the second half when the data was collected.
A similar set of background variables have been found by Joona and Wadensjö
(2008) to influence the probability of being employed in the Swedish temporary
agency sector in 1999.

3 RESULTS

When presenting our results, we use the odds ratio (O.R.) instead of the regres-
sion coefficients, as O.R. is simply a transformation into over the relative probab-
ility of TWA employment.8

While controlling for a number of characteristics found to be influential by Joona
and Wadensjö (2008), we may conclude from the results in the top of Table 1 that
there is indeed a significant effect from the work experience of family members
and partners.

however not make use of our data on individual characteristics, which is why we have opted for the
bias-reduced logistic regression.

8The standard errors are thus odds-ratio adjusted using the Delta method (cf. Greene, 2008).

7



TABLE 1
Odds ratios (O.R.) of being employed in the temporary agency sector

(Full sample, n = 1 532 879)

95% C.I.

O.R. S.E. Sig. LO HI

FAMILY TWA EXPERIENCE

Mother 1.802 0.055 *** 1.695 1.909

Father 1.867 0.060 *** 1.749 1.984

Sibling 1.972 0.031 *** 1.910 2.033

Partner 2.749 0.129 *** 2.497 3.000

AGE

18-20 years

21-22 years 1.168 0.019 *** 1.131 1.205

23-24 years 1.004 0.017 0.801 0.970 1.038

25-26 years 0.881 0.016 *** 0.849 0.913

27-28 years 0.722 0.014 *** 0.693 0.750

29-30 years 0.576 0.013 *** 0.551 0.600

31-32 years 0.473 0.011 *** 0.450 0.495

33-34 years 0.403 0.010 *** 0.384 0.423

EDUCATION

Primary school (< 9 years) 1.094 0.082 0.228 0.934 1.254

Primary school (9-10 years) 0.722 0.012 *** 0.698 0.746

Upper secondary (≤ 2 years) 1.191 0.022 *** 1.147 1.235

Upper secondary (> 2 years)

Higher education (< 3 years) 1.531 0.021 *** 1.489 1.572

Higher education (≥ 3 years) 1.377 0.020 *** 1.338 1.417

Postgraduate education 0.390 0.072 *** 0.248 0.531

COUNTRY OF BIRTH

Sweden

Other Nordic country 1.565 0.096 *** 1.376 1.754

Central Europe 1.634 0.126 *** 1.386 1.881

Southern Europe 1.552 0.112 *** 1.332 1.772

Eastern Europe 2.142 0.052 *** 2.040 2.243

Former Soviet Union 2.029 0.156 *** 1.723 2.334

USA, Canada, Australia, New Zeeland 1.262 0.180 0.104 0.908 1.615

Other North-, Central- or South America 1.984 0.085 *** 1.817 2.151

North Africa or Middle East 2.337 0.056 *** 2.227 2.448

Other Africa 2.971 0.127 *** 2.722 3.220

Other Asian countries or other Oceania 1.588 0.07 *** 1.451 1.724

OTHER ATTRIBUTES

Second-generation immigrant 1.627 0.030 *** 1.568 1.686

Metropolitan municipality 1.200 0.012 *** 1.177 1.222

Student 0.963 0.013 *** 0.937 0.988

Children (at least one child) 0.762 0.012 *** 0.740 0.785

Female 0.657 0.006 *** 0.644 0.670

*** = sig. < 0.01, ** = sig. < 0.05, * = sig. < 0.1
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The results show that previous experience of temporary agency sector employ-
ment in any of these peer-groups greatly increases the probability of the young
adult also being employed in the sector. The most prominent effect in this cat-
egory comes from the experience of the partner – suggesting that an individual is
between two and a half to three times as likely to work in the sector if his or her
partner has experience from the temporary agency sector.
As stated in the introductory section of this paper, and as we will see for some
of the personal characteristics that we control for, there could potentially be sev-
eral important differences between young adult workers who are gainfully em-
ployed and the group defined as students.9 The results for the family experience
variables in Table 1 are nevertheless among the variables that show very similar
effects for the two groups (Table 2). Another interesting aspect is that the effects
of these variables are strikingly large compared to most other control variables,
and only some effects relating to the immigration background are of a similar
magnitude.

TABLE 2
FAMILY TWA EXPERIENCE*

GAINFULLY EMPLOYED STUDENT

(n = 1 236 610) (n = 227 453)

95% C.I. 95% C.I.

O.R. S.E. Sig. LO HI O.R. S.E. Sig. LO HI

Mother 1.827 0.064 *** 1.701 1.953 1.881 0.130 *** 1.626 2.136

Father 1.922 0.072 *** 1.781 2.063 1.668 0.130 *** 1.413 1.922

Sibling 1.952 0.037 *** 1.880 2.025 2.039 0.072 *** 1.899 2.179

Partner 2.871 0.146 *** 2.586 3.156 2.570 0.406 *** 1.774 3.365

*) All applicable variables in Table 1 were also included when estimating the above effects.

The results for the age-group of the individual (Table 1) show a small hump
shape in the relative propensity to work in the TWA sector; the odds ratio for
the lower age cohorts initially increases and thereafter diminishes steadily in the
higher ranges. This indirectly justifies our choice to focus our study on the co-
hort of young adults and corroborates the findings from the Swedish temporary
agency sector in 1999 (Joona & Wadensjö, 2008). However, the Andersson-Joona
& Wadensjö study uses a different definition of the temporary agency sector, com-
bined with another reference age cohort (41-45 years) that is not available in our
sample. This makes any exact comparison difficult and we may only establish
that almost a decade later the sector is still seemingly constituted primarily of
relatively young workers.

9For cross tables see Appendix A.3.
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Disaggregating the age effects into gainfully employed and students (Table 3)
shows that the hump-shaped effect is attributable to the student group; showing
two peaks at 21-22 years and 25-26 years, and then diminishing until there is no
statistical difference for the older age cohorts. Gainfully employed workers on
the other hand show a steadily diminishing odds ratio from the reference level
(corresponding to one) down to just over thirty percent.

TABLE 3
AGE*

GAINFULLY EMPLOYED STUDENT

95% C.I. 95% C.I.
O.R. S.E. Sig. LO HI O.R. S.E. Sig. LO HI

18-20 years Ref. Ref.
21-22 years 1.014 0.019 0.463 0.976 1.052 1.311 0.048 *** 1.217 1.405
23-24 years 0.835 0.017 *** 0.802 0.868 1.289 0.053 *** 1.186 1.392
25-26 years 0.686 0.015 *** 0.658 0.715 1.461 0.064 *** 1.334 1.587
27-28 years 0.569 0.013 *** 0.544 0.594 1.424 0.077 *** 1.274 1.575
29-30 years 0.460 0.011 *** 0.439 0.482 1.239 0.087 *** 1.069 1.410
31-32 years 0.385 0.010 *** 0.365 0.404 1.125 0.095 0.162 0.939 1.311
33-34 years 0.329 0.009 *** 0.311 0.346 1.019 0.100 0.844 0.824 1.214

*) All applicable variables in Table 1 were also included when estimating the above effects.

This pattern arguably reflects the temporary agency sectors intermediary charac-
teristics as the workers seemingly move on to employment in the regular sector;
implying that the worker indeed prefers working in the regular sector. However,
working in the Swedish temporary agency sector does not necessarily increase
the probability of getting a job in the regular sector compared to if the individual
had remained unemployed (Andersson & Wadensjo, 2004; Hveem, 2013).
The results in Table 1 regarding highest education level attained show that young
adult workers with a relatively high education (with the exception of those with a
postgraduate degree) are over-represented in the temporary agency sector. Table
4 similarly show that even the education level among TWA workers in the stu-
dent group is relatively high – even though they might not yet have attained their
final education level.10 Flexible working hours could potentially be a coveted
feature for this group rather than entailing a high degree of stress-inducing pre-
cariousness. However, the results also show that there is an even stronger over-
representation of workers with a relatively high education level (except for those
with a postgraduate degree) among the gainfully employed. The individuals of

10The result for students with postgraduate education is potentially a statistical anomaly as a con-
sequence of there being very few with that characteristic within the sample.
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students with a postgraduate degree in the TWA sector is too small for us to draw
any conclusions, as it has lead to a very wide O.R. range in the 95% confidence
interval.

TABLE 4
EDUCATION*

GAINFULLY EMPLOYED STUDENT

95% C.I. 95% C.I.

O.R. S.E. Sig. LO HI O.R. S.E. Sig. LO HI

Primary school (< 9 years) 1.108 0.114 0.318 0.885 1.332 0.747 0.124 * 0.503 0.990

Primary school (9-10 years) 0.869 0.018 *** 0.834 0.903 0.372 0.015 *** 0.343 0.400

Upper secondary (≤ 2 years) 1.186 0.026 *** 1.135 1.237 1.062 0.058 0.275 0.948 1.175

Upper secondary (> 2 years) Ref. Ref.

Higher education (< 3 years) 0.460 0.011 *** 1.572 1.676 1.200 0.038 *** 1.126 1.273

Higher education (> 3 years) 0.385 0.010 *** 1.399 1.493 1.149 0.048 *** 1.055 1.243

Postgraduate education 0.329 0.009 *** 0.278 0.613 0.879 0.747 0.879 -0.585 2.342

*) All applicable variables in Table 1 were also included when estimating the above effects.

The results in Table 1 on the country of birth show that there is a relative over-
representation of workers born outside Sweden in the temporary agency sector
– with a weak exception for those in the group consisting of USA, Canada, Aus-
tralia and New Zeeland11. There are, however, such a small number of TWA
workers from USA, Canada, Australia and New Zeeland, that we cannot draw
any conclusions for that group.
The group with the highest relative odds ratio comes from the sub-Saharan parts
of Africa, followed by workers from countries in North Africa, Eastern Europe,
the former Soviet Union, and Latin American countries12, respectively. There are
also relatively many TWA workers who come from other European countries.
The relative over-representation of workers born outside of Sweden is also con-
sistent for both the student group and the gainfully employed, as shown in Table
5. The disaggregated results show mostly minor variations, except for workers
from the former Soviet Union and Eastern Europe.

11Joona and Wadensjö (2008) find that there is an over-representation of workers from North Amer-
ica while there is an under-representation of similar proportion of workers from Oceania (which in
large is constituted by Australia and New Zeeland). Unfortunately, the data in this study does not
allow for any additional disaggregation.

12Guyana, Surinam and Jamaica are not Latin American countries, but are included in this sub-
group due to their geographical proximity to the Latin American countries.
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TABLE 5
COUNTRY OF BIRTH*

GAINFULLY EMPLOYED STUDENT

95% C.I. 95% C.I.

O.R. S.E. Sig. LO HI O.R. S.E. Sig. LO HI

Sweden Ref. Ref.

Other Nordic country 1.478 0.109 *** 1.264 1.692 1.515 0.231 *** 1.062 1.968

Central Europe 1.522 0.15 *** 1.229 1.815 1.773 0.255 *** 1.273 2.273

Southern Europe 1.507 0.133 *** 1.246 1.769 1.688 0.257 *** 1.185 2.191

Eastern Europe 1.986 0.059 *** 1.870 2.101 2.391 0.125 *** 2.147 2.635

Former Soviet Union 2.224 0.218 *** 1.798 2.651 1.775 0.238 *** 1.307 2.242

USA, Canada, Australia, New Zeeland 1.320 0.234 0.117 0.861 1.779 1.130 0.296 0.640 0.550 1.710

Other North-, Central- or South America 1.987 0.106 *** 1.779 2.195 1.831 0.155 *** 1.527 2.135

North Africa or Middle East 2.270 0.069 *** 2.136 2.404 2.262 0.110 *** 2.047 2.477

Other Africa 2.787 0.156 *** 2.48 3.093 2.776 0.225 *** 2.335 3.218

Other Asian countries or other Oceania 1.457 0.085 *** 1.290 1.623 1.736 0.129 *** 1.484 1.989

*) All applicable variables in Table 1 were also included when estimating the above effects.

Table 1 shows that there is an over-representation of second-generation immig-
rants, and that temporary agency workers are utilised to a larger extent within
the municipalities of the three largest cities in Sweden. This could possibly be
explained by a higher cost of living (supply side) and that new ventures and
businesses are both concentrated to, and created primarily in, the metropolitan
municipalities – which could arguably create a higher demand for (TWA) work-
ers. Contrary to the situation for all age groups in 1999 (Joona & Wadensjö, 2008),
the young adult cohort in 2007 is shown to predominantly consist of men.

TABLE 6
OTHER ATTRIBUTES*

GAINFULLY EMPLOYED STUDENT

95% C.I. 95% C.I.

O.R. S.E. Sig. LO HI O.R. S.E. Sig. LO HI

Second-generation immigrant 1.497 0.034 *** 1.430 1.564 2.098 0.083 *** 1.936 2.261

Metropolitan municipality 1.155 0.013 *** 1.130 1.181 1.408 0.032 *** 1.346 1.47

Children (at least one child) 0.762 0.013 *** 0.737 0.787 0.744 0.043 *** 0.659 0.829

Female 0.704 0.008 *** 0.688 0.719 0.533 0.012 *** 0.509 0.557

*) All applicable variables in Table 1 were also included when estimating the above effects.
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The odds ratios for the remaining variables (Table 6), establish that there are
some differences between the gainfully employed and the student group, even
though the overall effects follow the same pattern with regard to over and under-
representation as in the full sample. In the student-sample, there is both a relat-
ively larger representation of second-generation immigrants and workers in met-
ropolitan municipalities, but also an even more accentuated under-representation
of women compared to workers classified as gainfully employed.

4 CONCLUSION

In a survey of the literature, Håkansson et al. (2013) establish characteristics of
working in the temporary agency sector that impact the psychosocial and phys-
ical work environment of the worker in several negative ways, and these include
many of the stressors associated with a precarious job situation. We argue that
this could potentially impact the propensity to (actively) recommend this type
of employment to family, friends and peers – or even make individuals opt out
of working in the temporary agency sector after having (passively) experienced
their peers working under these conditions.
The results nevertheless show that there is a significant positive effect from the
previous work experience of temporary agency work for each included peer group.
These effects are also among the most influential of all explanatory variables in
the model in determining the relative probability of an individual working in
the temporary agency sector. In addition, the sizes of the effects are more or
less equal for gainfully employed workers and for the individuals in the student
group. This could potentially corroborate that family members and partners con-
stitute an important recruitment channel, regardless of the many negative as-
pects associated with temporary agency work. However, the established correl-
ation between the labour market experience of the included peer-groups does
not automatically imply causality and supplementary future research is therefore
required following these initial findings.
The results for gainfully employed workers and for the student group show that
there are some other important differences that have not been captured by previ-
ous studies. For instance, there are relatively many temporary agency workers in
some of the lower age cohorts in the student sample, whereas the gainfully em-
ployed show an almost linear decay in the relative probability of being employed
in the agency sector as they grow older. A noteworthy result that is very similar
in all samples, but quite different to the findings in 1999 by Joona and Wadensjö
(2008), is the relatively high education level among the younger cohorts of the
temporary agency sector (cf. also Andersson-Joona & Wadensjö, 2012; Petersson,
2013).
The overall results of this study further establish that there is still an over-representation
of individuals with an immigrant background, but also that there is a predomin-
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ance of men who are employed in the younger cohorts of the temporary agency
sector.

5 DISCUSSION

The results presented in this paper show that having parents, siblings, or part-
ners who have worked in the temporary agency sector will greatly increase the
probability that the observed individual will also work in that sector.
The norm in Sweden is that all employment contracts are assumed to be open-
ended (if the parties have not explicitly stated otherwise), which may not be the
case in all countries. Sweden also has a seniority principle where the total length
of employment in a firm is directly related to the level of employment protection.
Such a principle is given as an example by Sverke et al. (2002) of a social and cul-
tural norm that affects the perception of working life. Immigration status could
thus potentially influence an individuals expectation and experience of flexible
(or even precarious) employment.
Loughlin and Barling (2001) suggest that contemporary young workers do not
consider work to be an investment in their future with the particular company
they are currently working for, but rather that they seek immediate pay-off. This
could constitute a rationale for choosing temporary agency employment if the
individual was compensated for any negative aspects. However, the tempor-
ary agency worker seemingly does not only receive a wage penalty (rather than
compensation) for the reviewed associated negative physical and psychosocial
aspects, but temporary agency employment in Sweden has even been found to
prolong the time until the worker gets a regular job rather than being a stepping-
stone (Hveem, 2013).
Another plausible explanation for our results is that unemployment is considered
to represent even lower status and opportunities than any type of employment
– regardless of its content (Sverke et al., 2004). Workers thus utilise any and all
recruitment possibilities, where family and close personal networks represents
an important channel, to obtain any job rather than holding out for a specific
job with certain characteristics. That individuals might be accepting rather than
actively choosing to work within the sector is a recurring theme in the literature
(see e.g. Andersson & Wadensjo, 2004; Bernasek & Kinnear, 1999; Forde & Slater,
2005; Hveem, 2013; E. J. Jahn, 2008).
This theory has some support in that in the temporary agency sector workforce
show an over-representation of groups that traditionally have had a weaker po-
sition on the labour market; e.g. young people and immigrants. It could also
help explain the findings of Barling et al. (1998), Gregg et al. (2012), and Kind and
Haisken-DeNew (2012), that the children of parents who have experienced job
precariousness run a higher risk of earning lower wages, or even experiencing
precarious job situations themselves.
The relatively high education level in the temporary agency sector among both
gainfully employed workers and the student group is an interesting result that is

14



not only seemingly different from the situation in 1999 (Joona & Wadensjö, 2008),
but also somewhat challenges the argument of accepting rather than choosing
temporary agency employment. An increased education level should allow for
more opportunities and outside options (cf. Güell & Petrongolo, 2007) for the
temporary agency worker. This could in turn also allow for a higher transition
rate into regular employment if the CF would primarily utilise the TWA in or-
der to screen potential workers. However, for this to hold true it is arguably also
important, and perhaps even a prerequisite, that the temporary agency worker
is used for such tasks that he/she may accumulate firm-specific human capital
(Forde & Slater, 2005). It is nevertheless interesting to note that the education
level seems to have increased during the same time that Andersson-Joona and
Wadensjö (2012) finds that the temporary agency sectors negative wage differ-
ence, compared to the regular sector, has grown.
Having to accept (rather than choosing) temporary agency employment, even
though having obtained a relatively high education, may further augment the dif-
ference between expectation and outcome. Indeed, Loughlin and Barling (2001)
caution that many young adults with an education that required them to think
for themselves and who are anticipating motivating work may find themselves
at a loss given the increased use of TWAs by the hiring firms. Evidence of this is
found by de Graaf-Zijl (2012) who finds that temporary agency workers with the
highest education also experience the largest negative difference in job satisfac-
tion compared to similar workers on regular contracts.
Walter (2012) suggests that the increased education level could be a result of the
TWAs needs to continuously market themselves as providers of the most skilled
labour. Westéus and Raattamaa (2014) on the other hand suggests that the in-
creased education level could be a client firm response to the recruitment beha-
viour of the TWA in the presence of misaligned incentives.
Parents could arguably be more inclined to accept temporary agency employ-
ment (rather than to remain unemployed) in order to provide for their offspring.
However, both Table 1 and Table 6 suggest that this is not the case. If the relat-
ively few individuals with children in the temporary agency sector is a result of a
conscious decision to abstain from having children until the job situation is more
stable (cf. Benito, 2006), then the growth of the sector (and atypical employment
in general) could have negative effects on society as a whole – and not only for
the individual13.
Through a quantitative approach this study has shown that the previous labour
market experience of certain close family peer-groups appears to impact the la-
bour market outcome of the young adult. This concluding discussion has debated
some of the results and their conformity with previous findings, and put forward
some plausible explanatory theories. However, the specific reasons and underly-
ing mechanics of why (and if) family members explicitly recommend this type of

13The data unfortunately does not allow us to estimate any effect regarding the size of the family
since the data for the children-variable is only categorically coded for the presence of children or not
(and not their actual number), and this possibility is therefore left for future research.
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employment despite the surveyed negative characteristics of the sector is left for
future research.
Another important question is whether individuals in general (and young adults
in particular) choose or accept temporary agency work – especially in the light
of an increased relative education level, the sectors adverse working conditions
and decreasing relative wages. It would also be interesting to make comparative
studies with other countries; e.g. Spain (low probability to transition into regular
employment; (low probability to transition into regular employment; Amuedo-
Dorantes, Malo, & Muñoz-Bullón, 2008), or Denmark (high transition probability;
E. J. Jahn & Rosholm, 2014).
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APPENDIX

A.1 CLASSIFICATION OF VARIABLES

[Dependent]

Binary response variable (dummy) on whether or not the individual is working
in the Swedish agency sector in 2007 (according to SNI02). Missing values (incl.
individuals that are either unemployed or outside of the workforce) are excluded.

Mother/Father/Sibling

Binary response variables on whether or not any of these relatives are recorded as
having worked in the Swedish agency sector during some point in time between
2000-2007. Missing values (e.g. omitted information, working outside of Sweden,
being unemployed, or not being in the workforce) are regarded as indicating that
the individual did not have agency employment experience for that year.

Partner

Binary response variable on whether or not the individual has a partner recorded
as working in the agency sector at any point in time from 2004 to 2007 (due to
limited data availability). Missing values are classified as that the individual does
not have a partner with prior experience.

AGE GROUP-category

The age group to which the individual belongs.

EDUCATION-category

The highest level of education attained at the time of measurement.

COUNTRY OF BIRTH-category

The recorded country of birth of the individual, aggregated into a standard clas-
sification.

Second-generation immigrant

Binary response variable. The individual is regarded as a second-generation im-
migrant if the individual is born in Sweden, and has at least one parent who was
born outside of Sweden.
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Metropolitan municipality

Binary response variable indicating whether the individual is registered in a mu-
nicipality belonging to one of Swedens three largest cities (Stockholm, Gothen-
burg and Malmö).

Student

Binary response variable. The worker is defined as a student if he/she obtained
financial study aid in 2007, and is not registered as being gainfully employed.

Children

Binary response variable on whether the individual is recorded as having at least
one child.

Female

Binary response variable on the gender of the individual.
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A.2 DESCRIPTIVE STATISTICS

TABLE A

Descriptive statistics

FULL SAMPLE TWA WORKERS STUDENT GAINFULLY EMP.

No. No. % of FULL No. % of FULL No. % of FULL

1 532 879 47 450 (3.10%) 227 453 (14.84%) 1 236 610 (80.67%)

FAMILY INFLUENCE % of FULL % of TWA % of STUD. % of G. EMP.

Mother 20 877 (1.36%) 1 225 (2.58%) 3 583 (1.58%) 16 276 (1.32%)

Father 17 243 (1.12%) 1 094 (2.31%) 3 005 (1.32%) 13 282 (1.07%)

Sibling 73 609 (4.80%) 4 844 (10.21%) 14 465 (6.36%) 54 827 (4.43%)

Partner 8 892 (0.58%) 519 (1.09%) 474 (0.21%) 8 056 (0.65%)

AGE

18-20 years 274 024 (17.88%) 9 202 (19.39%) 112 540 (49.48%) 150 191 (12.15%)

21-22 years 184 529 (12.04%) 8 781 (18.51%) 37 465 (16.47%) 134 223 (10.85%)

23-24 years 172 401 (11.25%) 7 411 (15.62%) 29 463 (12.95%) 133 907 (10.83%)

25-26 years 172 094 (11.23%) 6 474 (13.64%) 21 895 (9.63%) 140 963 (11.40%)

27-28 years 176 671 (11.53%) 5 318 (11.21%) 11 061 (4.86%) 157 633 (12.75%)

29-30 years 172 359 (11.24%) 3 945 (8.31%) 6 186 (2.72%) 159 533 (12.90%)

31-32 years 182 924 (11.93%) 3 342 (7.04%) 4 753 (2.09%) 172 177 (13.92%)

33-34 years 197 877 (12.91%) 2 977 (6.27%) 4 090 (1.80%) 187 983 (15.20%)

EDUCATION

Primary school (< 9 years) 4 045 (0.26%) 198 (0.42%) 822 (0.36%) 2 349 (0.19%)

Primary school (9-10 years) 203 920 (13.30%) 5 097 (10.74%) 74 856 (32.91%) 113 337 (9.17%)

Upper secondary (≤ 2 years) 124 637 (8.13%) 3 659 (7.71%) 8 469 (3.72%) 107 543 (8.70%)

Upper secondary (> 2 years) 669 079 (43.65%) 20 227 (42.63%) 57 222 (25.16%) 580 544 (46.95%)

Higher education (< 3 years) 215 708 (14.07%) 9 437 (19.89%) 60 919 (26.78%) 149 008 (12.05%)

Higher education (≥ 3 years) 310 912 (20.28%) 8 803 (18.55%) 25 129 (11.05%) 279 543 (22.61%)

Postgraduate education 4 578 (0.30%) 29 (0.06%) 36 (0.02%) 4 286 (0.35%)

COUNTRY OF BIRTH

Sweden 1 420 765 (92.69%) 40 747 (85.87%) 201 851 (88.74%) 1 158 341 (93.67%)

Other Nordic country 7 621 (0.50%) 279 (0.59%) 995 (0.44%) 6 046 (0.49%)

Central Europe 3 925 (0.26%) 178 (0.38%) 829 (0.36%) 2 838 (0.23%)

Southern Europe 5 157 (0.34%) 203 (0.43%) 847 (0.37%) 3 817 (0.31%)

Eastern Europe 31 881 (2.08%) 1 965 (4.14%) 6 199 (2.73%) 23 570 (1.91%)

Former Soviet Union 2 977 (0.19%) 184 (0.39%) 1 118 (0.49%) 1 695 (0.14%)

USA, Canada, Australia, New Zeeland 1 371 (0.09%) 51 (0.11%) 370 (0.16%) 917 (0.07%)

Other North-, Central- or South America 11 042 (0.72%) 593 (1.25%) 2 526 (1.11%) 7 711 (0.62%)

North Africa or Middle East 28 360 (1.85%) 2 057 (4.34%) 6 723 (2.96%) 19 152 (1.55%)

Other Africa 7 216 (0.47%) 633 (1.33%) 2 080 (0.91%) 4 565 (0.37%)

Other Asian countries or other Oceania 12 564 (0.82%) 560 (1.18%) 3 915 (1.72%) 7 958 (0.64%)

OTHER ATTRIBUTES

Second-generation immigrant 71 488 (4.66%) 3 419 (7.21%) 11 782 (5.18%) 54 614 (4.42%)

Metropolitan municipality 644 494 (42,04%) 22 878 (48.21%) 93 816 (41,25%) 522 990 (42,29%)

Student 227 453 (14,84%) 8 672 (18.28%) N/A N/A N/A N/A

Children (at least one child) 407 792 (26,60%) 7 197 (15.17%) 13 186 (5,80%) 379 810 (30,71%)

Female 744 535 (48,57%) 18 740 (39.49%) 123 465 (54,28%) 588 708 (47,61%)



A.3 Cross Tables

A.3-1 Gainfully Employed and Students

TABLE B
GAINFULLY EMPLOYED AND STUDENTS*

Emp. 0 1
TWA Stud.

0 0 64 928 1 201 720
1 218 781 0

1 0 3 888 34 890
1 8 672 0

Emp. Gainfully employed

Stud. Student

TWA Working in the TWA sector

A.3-2 Family

TABLE C
FAMILY

Partner 0 1
Mother Father Sibling

0 0 0 1 416 527 8 215

1 70 313 400

1 0 15 102 128

1 1 306 11

1 0 0 18 606 115

1 1 449 11

1 0 568 9

1 116 3
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