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Introduction 

This research studies the impact of the Belgian short-time work (STW) compensation scheme (known as “temporary unemployment”) 

on economic and psychological outcomes in the short and longer term. STW is a federal policy instrument and subsidizes temporary 

reductions in working time in firms affected by temporary shocks. It allows employers experiencing temporary economic downturns 

to reduce their employees’ working time without severing the employment relationship. Employees receive a subsidy that partially 

compensates for the loss of income.  

 

By preventing excessive layoffs, STW avoids the costly process of separation and re-hiring and may thereby also avoid the bankruptcy 

of firms. From the employees’ perspective, it avoids the social cost of unemployment and reintegration into the labor market. On the 

psychological side, STW entails bright and dark sides for workers and employers. It is considered beneficial because it prevents job 

loss (for workers) and alleviates companies’ costs (for employers). Yet, STW remains a disruptive event among affected workers. 

 

STW has had particular resonance during the COVID-19 pandemic and in its immediate aftermath. At the peak of the lockdown in 

April 2020, as many as 1,167 million people - about 30% of eligible employees - benefited from a Corona version of STW for at least 

one day. Given the large public expenditure implications, it is of high policy relevance to investigate the short- and medium-term 

effects of STW on the labor market. 

State of the art 

PART A. Micro-econometric evaluations of STW on various firm and employee outcomes 

 

Research Question 1 (RQ1). The effect of STW on employment and firm survival both pre- and post-Corona periods  
 

The central research hypothesis is that the uptake of STW has positive effects on employment and on firms’ survival probabilities for 

firms experiencing economic downturns of aggregate or idiosyncratic firm/sector-specific nature. Impact evaluations of STW programs 

have mainly focused on aggregate economic shocks. This is mainly because negative macroeconomic shocks have a larger effect on 

unemployment and STW offers an alternative to hoarding labor in the presence of temporary shocks. However, still scarce is the 

evidence on the effect of STW in the presence of temporary but idiosyncratic firm/sector-specific shocks (Cahuc and Nevoux, 2018).  

 

Overall, the literature recognizes that STW may stabilize employment by preventing excessive layoffs through an increase in the firm’s 

flexibility to adjust employees’ working time rather than severing the employment relationships. The empirical evidence on the effects 

of STW take-up on labor demand decisions falls into two categories. On the one hand, macro-econometric evaluations that have 

generally identified positive impacts on employment (Boeri and Bruecker, 2011; Brey and Hertweck, 2020; Cahuc and Carcillo, 2011; 

Hijzen and Martin, 2013; Hijzen and Venn, 2011) are limited in their ability to identify causal effects. Microeconomic evaluations, on 

the other hand, aim to identify causal effects by using firm-level data and focusing on variation within a country while maintaining a 

uniform institutional framework. However, much is still unknown about the effectiveness of STW on employment (Cahuc, 2019) and 

the results of microeconomic evaluations are mixed (Balleer et al., 2016; Bellmann and Gerner, 2011; Calavrezo et al., 2010; Tilly 

and Niedermayer, 2017; Tracey and Polachek, 2020). Despite the fact that Belgium has one of Europe’s oldest, large and most well-

established STW program, there is no evidence of its impact. Struyven et al. (2017) and Vandekerkhove et al. (2020) examine the 

effects of STW during the 2008-2009 and recent corona recessions from a descriptive, rather than an evaluative, perspective. 

 

The magnitude of the positive impact of STW on employment and firm survival is heterogeneous and depends on the magnitude and 

the duration of the shock, and on the selection of employees and firms insured by the policy. Recent robust micro-econometric 

evaluations (Cahuc, et al. 2021; Giupponi and Landais, 2022; Kopp and Siegenthaler, 2021) shed light on the first line of inquiry, and 

they all reach the same conclusion: STW has large positive employment effects for firms affected by a deep negative economic shock, 

but not for firms affected by a small or more persistent shock. In that case, STW only provides short-term insurance (and not medium- 

or long-term insurance) to workers, as they will eventually be laid off. Moreover, uptake of STW for a prolonged period may hinder 
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the process of creative job destruction and negatively impact the process of job reallocation by preserving employment in low-

productivity firms (Giupponi and Landais, 2022). 

 

Furthermore, the selection of insured employers and employees is also expected to affect the magnitude of the policy’s positive 

impact. For instance, employment effects are larger for firms with liquidity constraints or that experienced a larger productivity shock 

during the crisis (Cahuc, et al. 2021). In the absence of STW, these firms cannot engage in the costly process of labor hoarding, 

mostly in negative phases of the business cycle, when financial constraints are tighter for them. Likewise, employment effects are 

hypothesized to be larger for employees whose job match is long-lasting (i.e. open-ended contracts) since the extent of match-

specific human capital may be more valuable for the firm in this case (Giupponi and Landais, 2022). 

 

In addition, lesser is known about the effects of STW on firm survival. This policy tool may increase firms’ survival for firms with little 

financial slack. Some evidence indicates that STW has a positive effect on firm survival, which is greater for firms with liquidity 

constraints (Giupponi and Landais, 2022) whereas other research does not find evidence on firm survival (Cahuc et al., 2021). STW 

programs do not appear to help particularly hard-hit firms survive, despite their large positive effects on employment, but the liquidity 

constraint channel appears to be a key component of the scheme's effectiveness in terms of surviving probability. STW appears to 

be advantageous for firms with low liquidity levels, especially when shocks are prolonged and widespread. However, further analysis 

is needed to address different sources of heterogeneity on the effects of STW on employment and firm survival. 

 

Our research contributions:  By analyzing the impact of one of the largest and most well-established STW schemes in Europe and 

using a rich set of administrative firm-level data, our contribution is threefold. We want to: 1) provide sound causal evidence regarding 

the short-run and long-run effects of STW programs on employment and firm survival using micro-econometric evaluation techniques; 

2) analyze the short-run and long-run heterogeneous effects of STW programs across firms' characteristics and 3) across types of 

economic shocks (aggregated vs. idiosyncratic firm/sector specific shocks). 

 

  

Research Question 2 (RQ2). The dynamic impact of STW on individual labor market outcomes  
 

The evaluation of the dynamic effects of STW on individual labor market outcomes relies on the comparison of STW-insured employees 

with respect to two groups: unemployed, or employees eligible for STW but not insured by this policy. The development of credible 

counterfactuals based on these two groups enables us to quantify the causal effect of STW on worker outcomes such as 

(re)employment probabilities, total hours worked, and total earnings (Giupponi and Landais, 2022). We intend to contribute to the 

scant literature by providing causal evidence that allows us to quantify the effects of STW while accounting for differential effects 

among control groups. 

 

On the one hand, STW workers are expected to have better employment prospects than unemployed individuals in the short term 

because STW prevents job loss and the negative long-scarring effects of unemployment which may further deteriorate future 

(re)employment probabilities. The total amount of hours worked is also expected to be greater for STW-insured employees than for 

unemployed since the first type of employee works on a reduced working schedule, whereas the second category completely loses 

their job. Further, employees on STW have greater earnings because they receive normal income for the hours worked plus a transfer 

that partially compensates for the loss of income rather than only the sole unemployment insurance transfer. STW-insured employees, 

on the other hand, are expected to perform worse for all three outcomes when compared with STW eligible but uninsured employees 

(Giupponi and Landais, 2022; Tilly and Niedermayer, 2017). However, no clear-cut hypothesis can be drawn for the dynamic effects 

on these outcomes.  

 

Most economic contributions on the impact of STW hypotheses that its adoption impacts individual employees’ labor market prospects 

but recognizes that the effects may be heterogeneous between a short-term or a mid-term analysis. In fact, there may be no dynamic 

effects of STW in a medium-horizon since the impact of STW can dissipate across time. The only evidence of the dynamic effects of 

STW on an individual's outcomes indicates large employment outcomes effects in the short-run for employees taking up STW 

compared to laid-off employees, but these effects quickly dissipate, particularly in the context of a persistent economic shock 

(Giupponi and Landais, 2022; Tilly and Niedermayer, 2017). Moreover, taking into account the persistent economic shock addressed 
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in this impact evaluation, Giupponi and Landais (2022) conclude that workers in STW schemes experience worse labor market 

outcomes in the long term than workers in similar firms that are not in STW schemes. Clearly, there is a need for additional research 

on the long-term effects of STW programs on career path outcomes, and we attempt to contribute to filling this void. 

 

Additionally, these heterogeneous dynamic effects can further differ according to the nature and the evolution of the economic crisis 

STW uptake is due to. They can also depend on socio-demographic groups (i.e.: women and youth), and types of firms in which the 

job-match is done. For instance, Giupponi and Landais (2022) find no differences in the long-run probability of being employed and 

earnings for STW workers in low productivity firms compared to laid-off workers in similar firms in the context of a persistent economic 

crisis. On the other hand, for STW workers in high productivity firms, they find that long-run outcomes after treatment are significantly 

better than those of laid-off workers in similar high productivity firms. In addition, recent, although non-causal evidence (Hijzen and 

Salvatori, 2022) suggests that during the Covid-19 public health crisis, STW was less effective in sheltering low educated workers on 

temporary contracts, by increasing their risk of losing their jobs, but this effect seems to dissipate in the following periods. 

Furthermore, there is no evidence of the differential effects of STW on the probability of losing jobs, across gender, part-time status, 

and age groups. Certainly, the STW long-term heterogeneous impact on individual outcomes across firms, workers, and job 

characteristics needs to be further explored in the literature and our contribution will be to provide further insights into this area.   

 

• Our research contribution: By using a rich and under-explored set of employee-employer matched individual-level administrative 

data and robust micro-econometric techniques we contribute to the literature in two ways. First, by constructing credible 

counterfactuals we are interested in quantifying the causal long-term impact of STW on labor market outcomes. Second, we would 

like to provide evidence on the heterogeneous effects of STW on worker labor market outcomes such as hours worked, probability 

of losing a job, probability of changing jobs, earnings, and social transfers. 

 

Research Question 3 (RQ3). The effectiveness of experience rating in STW  

 

A sizeable body of the literature assumes that excessive STW uptake can be attributed to the employer’s uptake behavior (Giupponi, 

et al., 2022) and originates from the presence of asymmetric information between public entities subsidizing STW and insured 

employers about the effective volume and the duration of STW support (Burdett and Wright, 1989; Boeri and Bruecker, 2011; Cahuc 

and Carcillo, 2011; Hijzen and Venn, 2011). As highlighted by Burdett and Wright (1989), STW schemes implemented by 

unemployment insurance can bias the average number of hours worked downwards because they subsidize reductions in working 

time. Accordingly, the reduction in working time can be inefficient (i.e. hours are reduced more than what is needed given the size 

and the duration of the economic shock) in the absence of incentive schemes that would limit this overuse of STW. Given the concern 

for employers’ opportunistic behaviors of this sort, many STW systems in continental Europe include Experience Rating (ER) among 

the leading STW institutional features, a policy that modulates the payment of STW insurance premia by insured employers to their 

use of this policy instrument. Early theoretical research contributions in the literature on ER in STW suggest that the adoption of 

experience-rated contribution systems provides adequate incentives to contain inefficiently high (and prolonged) insurance uptakes 

(Burdett and Wright, 1989). 

 

National and international evidence at the European level offers examples of how experience-rated contribution systems apply in 

STW. Most European systems impose an increasing contribution rate on the behalf of firms based on the firm’s choice to uptake STW 

or not and on the duration of STW use. In this international context, the Belgian ER system figures as an interesting case study 

because employers’ contributions are based on excessive STW use at the intensive margin, and overuse is monitored at the worker 

level. On top of that, the specific ER design for Belgium has the potential to strengthen the equitability objective of STW schemes 

(Abraham and Houseman, 1994) by providing additional incentives to distribute the burden of the adjustment in working time over a 

large number of workers, rather than limiting STW usage for few workers. However, very limited is the empirical evidence on the 

effectiveness of ER in STW both at the international and national levels, and on its differential impact depending on the typology of 

the shock STW uptake is due to, disentangling uptake resulting from seasonal fluctuations or aggregate negative economic shocks. 

The scant evidence on ER in STW sharply contrasts with the large literature on ER in UI (Card and Levine, 1994; Anderson and Meyer, 

2000; Guo and Johnston, 2021; Johnston, 2021), mostly focusing on the US labor market context where the ER system operates 

almost uniformly in all states, which broadly analyzes the causal effects of ER in UI, focusing both on ER effectiveness and incidence. 
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Theoretical economic contributions on the role of ER underline that the inclusion of this policy instrument in STW schemes should be 

combined with an experience-rated Unemployment Insurance (UI) system since its introduction in STW reduces the attractiveness of 

the scheme for employers and may lower STW take-up at the expense of higher UI uptake (Cahuc and Carcillo, 2011; Cahuc and 

Nevoux, 2018). Further, research efforts provide prescriptions for optimal ER design in STW, underlying that the degree of ER should 

be imperfect (Cahuc and Carcillo, 2011), meaning that employers should not bear the total STW induced cost and that the design of 

ER should be adapted to the phases of the business cycle (Cahuc and Nevoux, 2018). The first prescription recognizes that a perfect 

ER system may not be efficient when employers have limited access to financial markets and risk bankruptcy if they have to cover 

the entire social cost of STW usage. The second prescription conjectures that ER contributions should be lowered -or delayed- during 

negative economic downturns to avoid further distress for liquidity-constrained firms or firms with imperfect access to the financial 

market. The impact of the ER design is, however, still largely underexamined in spite of the growing body of literature on STW. 

 

• Our research contribution: We aim at a threefold contribution. By relying on the quasi-experimental source of variation offered 

by three reforms of high policy relevance for the ER system in Belgium and on the rich set of employee-employer matched individual-

level administrative data, we aim at identifying and quantifying the causal impact of ER on STW usage in Belgium, focusing at the 

intensive margin of STW use (i.e. the intensity of STW use and not the decision to use STW). Furthermore, based on the specific 

rules of the Belgian ER system, we intend also to estimate if and how this particular design impacts the distribution among employees 

of STW use for firms affected by this regulation. The final objective is to build up a theoretical model able to model the underlying 

features of ER in Belgium, simulate its functioning based on the empirical estimates and investigate how policy reforms may improve 

the ER system in Belgium.   

 

 

PART B. Impact of STW on employee-employer relationships, well-being, and careers: a psychological perspective 

Although STW compensation schemes are not new in Europe, few scholars have investigated their psychological consequences so 

far. Existing studies mainly focused on the implementation of furlough (i.e. a government policy, used in the U.S., that—like STW—

allows employers to put workers on temporary leave, but without necessarily guaranteeing income) in public administrations. These 

studies (e.g. Halbesleben et al., 2013; Hohman et al., 2013; Mandeville et al., 2019; Osborne et al., 2012; Pelletier et al., 2015) 

showed that furloughs can have ambivalent consequences for workers and employers. As insightful as this field of research can be, 

most of the studies took place in the U.S. and in contexts characterized by the lack of entitlement to unemployment benefits, whereas 

such an entitlement tends to be the standard for STW workers. In our view, this difference calls for research specifically on STW. In 

addition, literature so far does not seem to have addressed all potential consequences of STW and did not yet probe into all underlying 

mechanisms that explain workers’ experiences during furlough or STW.  

In response to the gaps in the existing literature, our overall aim is to investigate the bright and dark sides of STW for workers, as 

well as their implications for the employer. Because such a scheme alleviates companies’ costs while saving jobs in the short term, it 

tends to be considered beneficial for workers and employers. Yet, STW remains a disruptive event that may stimulate negative 

thoughts on management practices, true capacity for action, and career trajectories among affected workers. Accordingly, the 

objective of Part B of the present project is threefold. The first and second research questions explore the positive and negative 

impact of STW on the employee-employer relationship and well-being, with a focus on unexplored explanatory mechanisms. The third 

research question probes the effect of STW on perceived employability and other career-related outcomes. 

Research Question (RQ4): The impact of STW on the employee-employer relationship 

Previous research highlighted that furloughed workers may have both negative and positive emotions towards their employer. 

Furlough, as an organization-wide hardship (see Levi et al., 2019), may affect general perceptions of fairness and lead to psychological 

contract breach (Huffman et al., 2021). This might explain the positive relationship observed between furloughs and turnover 

intentions (Hohman et al., 2013; Huffman et al., 2021). In contrast, furlough has also been associated with feelings of gratitude, 

resulting in support for the furlough decision (Osborne et al., 2012). In fact, evidence indicates that furlough decision tends to foster 

negative workers’ perceptions in a limited way because it is more often perceived as appropriate and unavoidable in a difficult 

economic context (Lee and Sanders, 2013). Inasmuch as furlough spreads the burden of the economic downturn across the whole 

workforce, it may indeed be perceived as fairer than other cutback management strategies, such as layoffs (Reid, 1982; Sucher and 
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Winterberg, 2014). From that perspective, furlough can be seen as a lesser evil than other policies. In that regard, there is some 

indication that the terms of furlough and the organizational context may influence the valence and intensity of workers’ reactions. 

For instance, Huffman and colleagues (2021) found that the duration of furlough and perception of procedural justice regarding 

furlough implementation have an impact on perceptions of psychological contract breach and subsequent turnover intentions. Findings 

from a qualitative study also suggest that the quality of managerial communication about furloughs, as well as the level of contact 

with managers and the opportunity to share one’s views whilst furloughed might preserve organizational commitment (Szulc and 

Smith, 2021).  

Overall, there are still substantial questions remaining about STW and its consequences on the employee-employer relationship. First, 

there is a scarcity of empirical research on the impact of furlough or STW on job attitudes (namely, organizational commitment) and 

organizational identification. Second, except for the violation of the psychological contract, studies have underinvestigated explanatory 

mechanisms for the outcomes of furlough and STW. Typically, they have disregarded that such schemes might also play a crucial role 

in social identity processes—which might, in turn, affect organizational outcomes, including job performance and turnover. Third and 

lastly, little is still known about the factors that promote either positive or negative consequences following such an experience.  

In light of current gaps in the literature, RQ4 concentrates on the consequences of STW in terms of organizational commitment and 

identification. Our arguments are inspired by social identity (Ashforth and Mael, 1989) and social exchange (Blau, 1964) theories. In 

particular, we argue that there may be two distinct paths to understand workers’ reactions to STW. On the bright side, workers may 

feel that the employer, who secures their jobs through STW, demonstrates organizational support (i.e. cares about their well-being 

and values their contributions; Eisenberger and Stinglhamber, 2011). Moreover, they may experience feelings of shared adversity 

that may reinforce their impression that the organization is entitative (i.e. forms a unified group; Blanchard et al., 2020). Based on 

previous evidence, such perceptions likely have a positive impact on organizational commitment and identification (Blanchard et al., 

2020; Marique et al., 2013; Rhoades and Eisenberger, 2002). On the dark side, STW may trigger feelings of isolation and remoteness, 

associated with perceptions of being treated like a tool for the organization’s ends. Indeed, STW may signal that the company favors 

profit over workers’ welfare, enhancing perceptions of organizational dehumanization (see Bell and Khoury, 2016). These feelings 

should negatively affect organizational commitment and identification, due to a perceived lack of reciprocity in the employment 

relationship and an inclination to dissociate from the organization (e.g. Brison et al., 2021; Caesens et al., 2019; Mulki et al., 2008; 

Wiesenfeld et al., 2001). As a result, we hypothesize that STW might lead to mixed attitudes. In a supplementary way, we assume 

that the likelihood of taking the bright or dark path may be conditional on the specific terms of STW and the organizational context, 

including management practices. 

Our research contributions: By considering the bright and dark sides of STW in terms of uncharted outcomes and studying such 

policy in relation to the concepts of organizational dehumanization, perceived organizational support, workplace isolation, and 

entitativity, the research contributes to a deeper understanding of workers’ reactions following STW. While furlough or STW 

constitutes a response to external pressure (e.g. economic downturn, pandemic, public policy, etc.), employers often have the 

discretion to set up conditions that moderate the disruptive nature of this event (Bellairs et al., 2014). The present research, which 

investigates how STW characteristics and organizational context affect workers’ perceptions, takes this into account. 

 

Research Question 5 (RQ5): The impact of STW on well-being 

As in the case of the employee-employer relationship, previous research suggests that being furloughed may have positive and 

negative consequences on well-being. On the positive side, furlough offers the opportunity to engage in recovery experiences, such 

as relaxation or psychological detachment from work, which may positively affect well-being (Grandey et al., 2021; Halbesleben et 

al., 2013). On the negative side, past empirical research found that being affected by furlough may trigger negative emotions such 

as sadness, fear, and anger in workers (Osborne et al., 2012). In the longer term, this experience may be associated with emotional 

exhaustion, lower levels of life satisfaction, and psychological health due to stress (see for e.g. Baranik et al., 2019; Jones et al., 

2014; Halbesleben et al., 2013). Indeed, furloughed workers tend to experience a temporary loss of financial stability, a disruption 

of time with coworkers, and a decline in feelings of success at work, which can increase strain despite restoration of pay at the end 

of furlough (Baranik et al., 2019). Recently, the massive use of STW and other forms of precarious work in the pandemic context 

sparked the interest of scholars examining the general impact of the Covid-19 crisis on individuals’ well-being. Consistently with past 
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research on the U.S. furlough system, a small number of articles (Grandey et al., 2021; Griffith et al., 2021; Mörhing et al., 2020, 

Tušl et al., 2021) confirmed that STW, among other factors, played a part in the development of life and work satisfaction during the 

crisis. 

It is worth noting that the studies examining the impact of furlough and STW on well-being have predominantly focused on the actual 

loss of resources experienced by STW workers. None of them probed whether STW significantly fuels the perceptions that one’s job, 

career, and related resources might be threatened in the future—in particular, in comparison with workers who were not put on STW. 

Besides, the literature has yet to explore how STW workers rebalance professional and private lives in the longer run and how this 

undertaking globally influences their work and life satisfaction. 

In the context of RQ5, we therefore aim to study the extent to which STW may represent an unvolitional event that changes workers’ 

perception of resources and ability to gain and preserve them in the future. We expect that this change of perception may affect 

outcome variables such as burnout (Schaufeli et al., 2020), work engagement (Schaufeli et al., 2019), and life satisfaction (Diener et 

al., 1985). Specifically, our objective is to scrutinize two antagonistic effects of STW on well-being. On the bright side, we posit that 

STW may be the opportunity to restore a healthier relationship with work. As suggested by past research (Mandeville et al., 2019), 

the experience of STW may challenge the role played by work as a meaning framework and may cause a shift in life priorities. With 

this in mind, we expect that some profiles of workers—especially workers who have started a family—may show lower levels of work 

centrality after the experience of STW, resulting in lower levels of work-family conflict. In turn, this decrease in work-family conflict 

is likely to have a positive impact on life satisfaction since fewer resources are lost in the process of juggling both work and family 

roles (e.g. Grandey and Cropanzano, 1999). On the dark side, STW may indicate that one’s job and career are at risk due to a global 

and objective decrease in labor demand. Consequently, it may be perceived as a strong antecedent of job insecurity and as a threat 

to benefits associated with employment, leading to strain (e.g. De Cuyper et al., 2009). Additionally, we hypothesize that 

sociodemographic variables and terms of STW might determine the extent to which STW affects well-being via the path identified. 

For instance, the duration and repetitive use of STW should enhance job insecurity because they tend to be objective indicators of a 

lasting troublesome macroenvironment. 

Our research contributions: The present project contributes to existing research by unraveling the way workers perceive and 

reallocate resources after the shock caused by STW. Contrary to past research, it also considers how the terms of STW (i.e. duration 

of STW, repetitive use of STW, and proportion of STW per week) might be involved in the development of workers’ well-being. 

 

Research Question 6 (RQ6): The impact of STW on perceived employability and individual careers 

Scholars have not yet investigated how furlough and STW affect individual careers—except for turnover intentions. The view that 

contextual factors—such as STW—which are beyond individual control and trigger insecurity, may interfere with perceived 

employability is, however consistent with prior findings (Kirves et al., 2014). Using a person-centered approach, previous studies 

(Kirves et al., 2014; Mäkikangas et al., 2013; Törnroos et al., 2017) revealed unstable trajectories of perceived employability among 

certain profiles of workers. In particular, workers with high levels of job insecurity seem more likely to experience negative changes 

in perceived employability (Mäkikangas et al., 2013). Interestingly, interviews conducted during the pandemic (Szulc and Smith, 2021) 

unveiled that STW workers tend to perceive skillsets as important criteria when selecting workers to be put on STW. This perception 

could particularly explain why certain individuals reflect upon their employability following STW. 

In the absence of research addressing the topic, RQ6 examines career trajectories following STW and looks into workers’ ability to 

resume their careers after such an event. It assumes that workers may react differently to STW when it comes to pursuing and 

building their careers. Some workers may still feel that their careers are relatively stable—especially in comparison with unemployed 

workers—and may, therefore, remain confident in their “possibilities of obtaining and maintaining employment” (Vanhercke et al., 

2014, p. 594). Knowing that perceived employability is related to positive career outcomes (Vanhercke et al., 2015) and may ease 

desirable job transitions (Nelissen et al., 2017), STW and induced free time can be expected to influence career development in a 

positive way for those workers. In contrast, some workers may experience STW as a career shock (i.e. “a disruptive and extraordinary 

event that is, at least to some degree, caused by factors outside the focal individual's control and that triggers a deliberate thought 

process concerning one's career”; Akkermans et al., 2018, p. 4) that undermines perceived employability in the short run. Over time, 
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some workers might recover perceived employability in parallel with the crisis having led to STW, whereas others might experience 

the “scarring effect” (see for e.g. Knäbe and Ratzel, 2011) of STW and still be affected in the long run. Complementarily, we assume 

that the shape of perceived employability trajectories may differ depending on the individual background and the intensity of career 

shock at stake. In that regard, Akkermans and colleagues (2018) identified five features of career shocks (i.e. frequency, predictability 

and controllability, valence, duration, source) explaining shock intensity and its consequences. In line with this view, we posit that 

terms and context surrounding STW should play a role in the development of perceived employability over time. 

Our research contributions: The scarcity of research looking into the impact of STW on perceived employability and career-related 

outcomes, in the long term, constitutes a critical gap in the literature that the present research proposes to address. The use of a 

person-centered approach focusing on career trajectories might provide insight into the profiles of workers that are more likely to 

suffer from a negative career shock. 

 

Policy-making implications  

The project will provide policymakers and stakeholders with sound scientific evidence of the short- and long-term economic and 

psychological impact of temporary unemployment in Belgium, partly focusing on the 2007-2008 financial crisis and the Covid-19 

induced economic crisis. This evaluation has obvious relevance because of the large number of employers and employees who have 

benefited from short-time work arrangements during the two economic crises and the considerable public resource spending in the 

financing of this policy instrument.  

Furthermore, the provision of expertise-based evaluation for the two fields will feed the ongoing debate at the national and 

international levels on the effectiveness of this policy tool and of the implications of a particular policy design. By highlighting the 

existence of a dark side to STW, the psychological perspective may encourage stakeholders not to underestimate the negative shock 

that the use of such a policy instrument may imply for workers. Past research has already demonstrated the importance of anticipating 

the effects of the workplace survival syndrome (i.e. a set of negative emotions, attitudes, and behaviors, notably characterized by 

feelings of anger, guilt, and anxiety) occurring in workers who have the chance to remain part of an organization after a downsizing. 

In the same way, we suspect that certain profiles of STW workers might need additional support from employers and other relevant 

stakeholders. In parallel, the psychological perspective proposes to determine how implementation choices may induce different 

reactions with the aim of making recommendations for an optimal policy design.  

Finally, the adoption of a differentiated perspective of the effects of temporary unemployment on different socio-demographic groups 

will allow a more targeted approach to groups that are disadvantaged in terms of labor market outcomes, such as women and youths.  
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