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Abstract
Employment programmes, or on-the-job training programmes, are designed to increase
the likelihood of unemployed workers receiving work opportunities by providing actual
work experience. Whether the unemployed workers lack human resources, obtained a
degree in a foreign country or simply need a boost towards obtaining a new job, these
programmes give workers the opportunity to execute tasks at organised firms and
therefore strengthen their connection to the labour market. The focus of this paper is
towards a unique programme, called Arbetspraktik. This specific programme is designed
with the intention to increase the labour market outcomes of unemployed workers.
Geographically, Växjö has been selected as the main priority. The local focus is due to
two reasons; firstly, the internship at the Swedish Employment Service in Växjö provided
local support, insight and experience and therefore estimating local effects matched the
purpose of the internship. The result of this thesis may also be used as informative
research for the Swedish Employment Service where I performed my internship.
Secondly, according to previous work, specific regions within a country are not looked at
on a high frequency in Sweden and therefore focusing on regional effects could be
beneficial to already existing studies. Previous research shows that the evaluation of these
programmes has been done in many countries. Data for this study is obtained through the
Swedish Employment Service. With the use of Matching and Propensity Scores, the
findings claim that participants in Arbetspraktik have a 28.3% higher probability of
receiving better outcomes than the controlled counterpart in Växjö. The interviews,
despite having low observations, indicate that positive outcomes for trainees are a
possibility and may be connected to the outcomes of the model. For example, trainees are
shown to become more independent and productivity across trainees increases over time.
Lastly, the interviews claim that trainees perform the same tasks as full-time workers,
which is discussed to be a positive thing. Self-critique and tips for future research are
presented at the end.
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1.Introduction
Sweden has for the majority of the last 10 years seen a relatively steady
unemployment rate. According to the statistics of SCB, the percentage of the unemployed
labour force in Sweden has mainly been between 6% and 8%. The only major exception
of this steady behavior was during the finance crisis in 2008-2009, when the
unemployment rate rose to over 8% (AKU; SCB, 2018). The rise in unemployment has
however been reduced since due to Sweden managing to decrease their unemployment
rates gradually since 2010. If this movement holds for future predictions, it is even
plausible to assume that unemployment could potentially reach its levels of that prior to
the finance crisis.1 This would imply that the unemployment rate would reach to the
vicinity of 6% (SCB, n.d.).
Statistics show that the unemployment rate in Sweden is the highest
amongst young individuals and individuals born outside Europe. Evidence also claims
that foreign, East-European and African individuals in Sweden tend to have lower levels
of education compared to natives. Evidence shows that the attachments to the labour
market are weaker for these people than e.g. natives, possibly leading to more negative
outcome on labour markets (Labour Force Surveys SCB, 2016).
However, lack of educational attainment can in certain cases be subsituted
by the obtainment of work experience. These two factors, education & experience, are
discussed frequently with respect to which matters the most. It is argued that education
defines your qualification as an individual and that experience is a signal that you can
actually survive in the real world (California College San Diego, 2011).
This all depends on the the type of job at hand. Employers in certain
industries may prioritise work experience over education, whereas employers in others
may contradict this by mainly looking at the educational attainment of the worker.
Education can be helpful to evolve profesionally, meaning that promotions at the current
workplace or finding a better job are stimulated by having a higher degree. However,
work experience often plays a big role in being successful of getting your first job
(Sanderson, 2011).
Optimally, an individual would have obtained both work experience and a
degree when looking for new work opportunities. Unfortunately, many immigrants move
to a new country and may lack one of these two crucial qualifications. The inflow of
immigrants can be explained by looking at different influencial factors, such as; financial,
1

See figure 1 – Unemployment in Sweden between 2008-2018
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political or family & career-related influences (Global Citizen, 2014). These factors will
be discusses briefly in section 4.4 to understand certain principles of why migration
occurs
The main focus of this thesis is towards individuals that, due to different
reasons, lack some type of required qualification and therefore receive more negative
response on the labour market compared to currently employed workers. These limited
qualifications could e.g. be defined as; basic understanding of the language, lack of
human capital, limited understanding of the labour market in the new country and limited
financial resources. These factors may lead to certain people experiencing more difficulty
on the labour market. Additionally, a smaller network also seems to hurt people from
being as successful on the labour markets (IFAU, 2018).
Job-Training or employment programmes are built for different purposes2.
Some are constructed with the intention to decrease unemployment by compensating for
the lack of required qualifications. These programmes may also serve the purpose of
helping younger workers to overcome the step between finishing education and landing
a first job. Lastly, the programme may also be designed with the goal to help foreign
workers in a way to see if their obtained qualifications in the home country match the
required qualifications of employers in the receiving country. Due to different schooling
systems between countries, there could potentially be a mismatch between the
trainee/employee

and

employer

on

the

labour

market

(Arbetspraktik,

Arbetsformedlingen; Swedish Employment Service).
These programmes are supplied by the Swedish Employment Service with
the intention to close the gap between the demand and supply side of the labour market,
which implies that they try to strengthen the connection between employers and workers
(Arbetspraktik, Arbetsformedlingen; Swedish Employment Service).
The main focus for this paper is to estimate if Arbetspraktik leads to better
labour market outcomes, such as increased probability of getting hired, compared to what
would have happened if individuals would not have participated. This paper contains a
very regional focus where Växjö is selected as the primary municipality.
With the use of quasi-experiments where particpants and nonparticipants
are put into treatment groups and control groups respectively, the causal effect of
employment programmes is estimated. Here, matching and propensity scorer are used as

2

The term Arbetspraktik will be used frequently. This term is the Swedish translation of the most popular
employment programme in Sweden
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the main approach of this study. The results of matching are also supported by interviews
that were performed at different firms. These interviews focus on how trainees are treated,
how their behaviour develops over time and to see if trainees have ever received a full
time job when completing the training programme.
This thesis is limited due to the following reason; a clear delimitation of
only using one municipality is beneficial to previous research. Small local effects may be
overshadowed by big overall effects and therefore the smaller effects may be ignored if a
larger scale is evaluated. For this reason, this study is also beneficial for the local Swedish
Employment Service. Lastly, this thesis contains a small comparison between two other
municipalities. According to the Swedish Employment Service, Växjö is often compared
to Kalmar and Jönköping due to these three municipalities sharing similar characteristics.
The structure of this study continues as follows; Section 2 provides a
description of the fundamentals of the Swedish Labour market. Section 3 focuses on the
Job-Training programme of this study, called Arbetspraktik. Section 4 is about the
theoretical framework, which presents different economic theories that are relevant for
this paper. Section 5 presents a summary of previous work that has been done in a similar
context. Here, both national and international studies are summarized in order to present
a view of the effect of Job-Training programmes. Section 6 contains the data for this
study. Here, the variables and data sets that are used for this study are explained. Section
7 explains the methodological approach for this study, where the model and assumptions
that are required to be fulfilled are presented together with the construction of the
treatment and outcome variable. Also, the qualitative method will be discussed here. In
Section 8, the quantitative and qualitative results will be reported. Section 9 includes a
discussion about the results, where the theoretical framework, previously written studies
and the results of this thesis are combined for the analysis. Section 10 presents the
conclusion of this study. Section 11 introduces suggestions for future research on this
topic, but also contains a small discussion on certain steps that had to be withdrawn from.
Section 12 and 13 provide the sources and appendices that have been used for this study.
Here, all references, graphs and other relevant information is presented for the reader.

2.The Swedish Labour Market
According to Eriksson et al (2017), the Swedish labour market is know for
their relatively high employment rates. Eriksson et al (2017) discussed two potential
explanations as to why a country faces these high rates of employment. Either the country
has low unemployment rates, or the country has a high level of labour participation.
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According to their information, the latter explanation tends to be the most relevant for
Sweden. The labour force of Sweden seems to be characterised by high willingness to
work, which may lead to higher labour force participation rates compared to other
countries (Eriksson et a, 2017). Additionally, Eriksson et al (2018) argued that Sweden
faces higher employment rates for female workers and older workers compared to other
European countries. For male workers, the difference between Sweden and other
European countries remain very small, but female workers in Sweden tend to be
employed to a higher degree than in other countries. A concrete explanation for this is
however not presented in their paper (Eriksson et al, 2018).
In a summary of studies presented by IFAU (2018) 3, it was confirmed that
foreign born tend to be less employed than natives on the Swedish labour market.
According to these studies, country of origin and reason for migrating affect the duration
of being unemployed for foreign workers. Especially when estimating the effects for the
first job in Sweden for these individuals. Also, IFAU (2018) provides evidence that
temporary jobs increase the probability of being hired to a full-time job later on and that
becoming a Swedish citizen is positively correlated with improved labour market
outcomes (IFAU, 2018).
Furthermore, IFAU (2018) presented evidence that foreign workers have
weaker connections to the labour market compared to natives. This is especially the case
for young workers. IFAU (2018) arguediss that an individuals can influence the outcome
of their labour market experience through three factors. One influence that is highly
related to labour market outcomes is the social network of an individual. Previous
employers, contacts or other references improve the outcome substantially. For
immigrants, these contacts may be harder to obtain, especially for younger workers. This
could be a reason as to why young native workers receive better labour market experience
than young foreign workers (IFAU,2018).
The study of Eriksson et al (2017) presented a discussion regarding those
who remain unemployed, despite Sweden having relatively high employment rates. It
seems that low-qualified and low-skilled workers seem to face more difficulty on the
labour market, and are therefore facing higher unemployment rates. These groups, who
are known as exposed groups, are also the individuals who tend to visit the Swedish

3

IFAU is the Swedish Abbreviation for Institut för Arbetsmaknad- och utbildningspolitisk Utvärdering.
In English, this Service is called Institute for Evaluation of Labourmarket and Education Policy.

https://www.ifau.se/sv/
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Employment Service

the most.4 These groups of people can consist of

immigrants/refugees with less education, young individuals that left school without
obtaining a degree, but also older workers that are unemployed (Eriksson et al, 2017).
The employment programme that this study focuses on, is mainly built to
provide support for the individuals discussed above. Besides high employment rates,
Sweden also seems to have relatively high productivity amongst their workers compared
to workers in other countries. The amount of low-qualified jobs in Sweden are among the
lowest of European countries (Eriksson et al, 2017)
According to Eriksson et al, 2017, Sweden still faces matching problems on
the labour market. The issue of closing the gap between labour demand and labour supply
can occur through different factors. Mismatches can be built up through differences in
geographical factors, specialisation or level of competence. Employment programmes
can be of help for the last two factors named above, by providing the worker with the
possibility of working within a completely different field of interest, or to give an
individual the needed work experience to compensate for the lack of human capital. These
programmes have been evaluated by a couple of studies, all summarised in the article of
IFAU (2018). A review of these studies will be provided in section 5.1 (Eriksson et al,
2017).
Another possible issue of the Swedish labour market, or any labour market
in general, is the existence of search frictions. These occur when lack of information is
sent between employers and employees, and therefore creates a gap between the two
sides. This can occur when a degree is obtained in a foreign country and the worker finds
it therefore hard to qualify for Swedish employers. This may create an unreciprocated
procedure that can lead to higher unemployment rates (Eriksson et al, 2017).

3. Employment programmes in Sweden
3.1 Fundamentals
The Swedish Employment Service provide different variations of
employment programmes. Here, the main programme of this study is discussed together
with some other alternative programmes that an individual is able to participate in. All of

4

In Sweden, these exposed groups of people are called utsatta grupper according to the Swedish
Employment Service.
Source: www.arbetsformedlingen.se
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these programmes have requirements that an individual needs to fulfil, but for this study,
I only focus on the requirements of the main programme.
This paper will focus on the most-sought programme, which is
Arbetspraktik.5 This programme focuses mainly on individuals that face difficulty on the
Swedish labour market. This programme also provides an opportunity for unemployed
workers to gain actual labour market experience. For those that apply to these
programmes, they may feel like this is their way out of unemployment (Labourmarket
Report, 2012)6.
In example, someone may apply for this programme, if certain requirements
are fulfilled, to gain work experience and therefore increasing the probability of finding
a job later on. Another possible reason for applying can be to increase the understanding
of the Swedish labour market. Some foreign born individuals that are targeted for these
programmes have labour market experience in their home country. Lack of qualified skills
in the receiving country can create problems of finding jobs. In example, employers may
demand other aspects from their workers than what would have been demanded in the
home country for the same type of occupation. As an example, employers in Sweden may
demand more advanced or technical skills from their workers if the country is ahead in
technology compared to the home country (Labourmarket Report, 2012).
Lastly, someone could attend these programmes to see if a different
profession is a possibility for future work. The chance of people getting fatigued after
working within the same field of interest can lead to lower motivation. The decreased
motivation may be regained by giving someone the opportunity to execute tasks in a
profession that is completely adverse from what they have been doing prior. Employment
programmes in Sweden can provide these opportunities for individuals. However, if
someone attends the programme for this reason, it does not distinguish between native
and foreign born workers (Labourmarket report, 2012).
Another type of programme is built with the purpose to aid workers that
have experienced long unemployment spells. This programme, called Jobb-och
utvecklingsgarantin, focuses on helping individuals to enter the labour market again after
a long absence on the labour market. The programme mainly tries to provide support in

5

According to the Swedish Employment Service, Arbetspraktik is the programme with the highest
proportion of participants.
6
Labourmarket Report is the English translation used for the original title, called Arbetsmarknadsrapport.
This is a yearly-written report from the Swedish Employment Service that focuses on different aspects of
the Swedish labour market.
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matching individuals with job vacancies that fit the profile of the worker at hand (Jobboch utvecklingsgarantin, 2018).
Also, the Swedish Employment Service provides a specific programme that
focuses on young individuals, which is called Jobbgarantin för Ungdomar. This
programme is suited for individuals that find themselves to be under the age of 25. By
providing aid in coaching, matching and the possibility to participate in educational or
training systems, this may be a solution to reduce the unemployment across young
workers (Jobbgarantin för ungdomar, 2018)7.
Participation of the programmes can be done in both private firms and
public agencies. Depending on in what field of interest individuals wish to gain
experience, a suitable workplace will be assigned to them. This happens before and after
follow-up meetings between either the individuals and the Swedish Employment Service
or individuals and firms. The duration of these programmes are up till 6 months, but only
last 3 months if the trainee is participating in Jobbgaranti för ungdomar. Trainees will be
given financial support during the entire duration of the programme. This support is
however rejected if a trainee decides not to participate in a programme, even though he
received an invitation (Labourmarke Report, 2012).
Lastly, as a trainee and being part of programme, certain responsibilities
follow. If ill, you have to report this to the Swedish Employment Service, otherwise you
risk losing your financial support. Furthermore, as a trainee, you can expect to be invited
to monitoring calls. These are important for both personal and financial reasons. These
responsibilities are set up to make sure that programmes are not being used to waste. To
not lose any effectiveness of the programmes, strict responsibilities are necessary for
programmes to reach its intended goals. Moreover, the risk of people not taking the
programmes seriously, is plausible if the responsibilities are set too loose (Labourmarket
Report, 2012).
This could e.g. imply that workers show little care about the actual purpose
of the programme, but mainly care about the financial aid that comes with it. The
programmes were built to provide solutions for workers to increase the likelihood for
positive labour market outcome and reduce overall unemployment levels, not to provide
financial aid for individuals. If this happens, individuals that would actually have taken

7

Additonal source regarding Jobb för ungdomar: This programme comes with a guide that explains the
reuirements, fundamentals and financial support that comes with participation. This guide is called:
Faktablad om Jobbgarantin för ungdomar and can be found on the homepage of the Swedish
Employment Service.
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the programme serious could be left out due to limited spots being available, since the
programmes are associated with cooperation from firms. Therefore, loose responsibilities
can lead to problematic evaluations and therefore not reach its intended target group8.

3.2 Requirements
These programmes are designed for people that face the highest needs and
would gain the most out of participating in these activities. This implies that not
everybody is eligible to apply to these programmes. The requirements are set up to make
sure that the right people are targeted and therefore not lose any of its effectiveness. The
requirements will be listed at the end of this section. In order to be eligible for training
programmes in Sweden, one has to fulfil atleast one of the requirements below:


Be at least 25 years of age, unemployed or risking of being and registered
at the Swedish Employment Service.



Be young and deal with some sort of handicap that affects your work
performance in a negative way



Be 18 years of age and have weak connections to the labour market



Be at least 20 years of age and covered by a training contract



Covered by the law of

introduction activities for newly incoming

immigrants or be covered by the law of responsibility of introduction
activies for newly incoming immigrants


Participating in a programme called ´´Jobbgaranti för ungdomar´´ or
participating in JOB (Jobb-och utvecklingsgarantin)9

4. Theoretical Framework
The economic theories for this study are relatively basic. Theories such as
Human Capital, Job-Training, Social Learning and Pull- and Push factors are presented
here in a way to understand how the theory is designed. Also, each theory will be
connected to the research question to ease the process of understanding and reading this
study.
8

The intended target group is defined as those who actually care to participate in order to improve their
labour market situation, such as leaving unemployment or reducing the time of being unemployment. H
Hence why I defined them as serious workers in this specific section.
9
All requirements are taken from the Government Appropiation Directions and are focused towards the
population that is eligible for these programs. The Swedish Employment Service provides a guide for
these individuals, where all requirements are listed as well.
https://www.arbetsformedlingen.se/For-arbetssokande/Stod-och-service/Blanketter-ochbroschyrer/Faktablad.html
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4.1 Human Capital Theory
Human Capital has been discussed a lot in labour economic related
questions. Its definition has been modified a lot for different ends but the core of the
definition has remained the same and focuses on a set traits that a worker carries with
him. This collection of traits can include variables such as wisdom, ability, knowledge,
talents, experience, skills and intelligence. These sets of variables are used to explain the
productivity of a worker and are also strongly related to labour market outcomes,
implying that an increase in human capital should lead to an increase in successful labour
market experience, both financially and qualitively (Becker, 1994).
To measure human capital, someone could look at the years of schooling of
an individual. More years of schooling can be assumed to positively affect certain
variables of human capital, such as intelligence, knowledge and skills. Besides education,
it is also possible to look at previous work experience of an individual, which helps to
understand how experience affects the level of human capital of an individual (Becker,
1994). Human capital is known to be nonstationary, meaning that the set of traits can be
improved and extended by e.g. prolonging schooling or performing internships to gain
experience. Becker (1994) compared human capital to physical means of production, such
as factories and machines. It is possible to invest as much in Human Capital as it is to
invest in purchasing new machines or upgrade older ones to increase productivity
(Becker, 1994).
To invest in human capital, one could choose to chase a college degree in a
field of interest, apply to Job-Training programmes or search medical treatment to
improve their situation and therefore increasing the possibility of receiving positive
labour market experience10. It is also discussed that one’s outcome partly depends on the
rate of return of human capital. Rate of return in human capital theory is defined as how
much profit one would receive from investing in e.g. a college degree and therefore not
entering the labour force after High School (Becker, 1994).
Acemoglu & Autor (2016) argued the positives and negatives of the wide
definition of human capital. According to Acemoglu & Autor (2016) the broad term of
human capital comes with both pros and cons in economic research. The advantages of
the broad definition of human capital are that variables other than years of schooling are
included. The term is not limited and therefore we can look at other factors that may lead

10

Positive labour market experience is defined as being more successful than before. Examples are
quicker hirings/increased starting wages/lower unemployment durations
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to different labour market outcomes between individuals other than years of education.
Factors such as school quality, training and attitude towards work places are also included
in the definition (Acemoglu & Autor, 2016).
The disadvantages of having a broad term are that the risk of pushing its
definition too far is alive. Here, it is possible that someone would think that every
difference in outcome can be explained by simply stating a difference in human capital.
If there is a difference in outcome between workers with the same educational attainment,
other factors such as compensating wage differentials, labour market imperfections or
possible discriminations can be explaining variables. These variables are not related to
human capital (Acemoglu & Autor, 2016).
Different views on human capital were also presented by Acemoglu &
Autor (2016). Besides the Becker view, it can be useful to distinguish between different
ways of thinking when human capital depending on what end the term is used. Other
views of human capital are; The Gardener view, the Schultz/Nelson-Felps view, the
Bowles-Gintis view and the Spence view (Acemoglu & Autor, 2016).


The Garderner view: Human Capital is not unidimensional. It
contains many dimensions or types of skills. A simple version of
this view is to distinguish between mental vs. physical abilities as
different skills.



The Schultz/Nelson-Felps view: This view focuses on the fact that
human capital is defined as the ability to adapt. Here, Human
Capital tends to be useful in situations with continuously changing
environments.



The Bowles-Gintis view: According to this approach, human capital
is defined as the capacity to work in organisations and to obey
orders. It is basically designed to teach you how to properly execute
orders in a hierarchical society.



The Spence view: This approach states that observable measures of
human capital are more a signal of ability than characteristics.

The human capital theory is relevant for this paper, since participants in the
job-training programmes have lower human capital than those who are either not eligible
or do not feel to participate in the programme. The immigrants that apply for employment
programmes are likely to have limited skillsets and therefore they feel the need of
participating in these training programmes to compensate for their lack of qualifications.
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They both lack educational attainment or work place experience and therefore face more
difficulty on the Swedish labour market compared to natives. Also, these individuals tend
to lack in the social network department, implying that these individuals often have
limited references and therefore lack support from external sources such as other
individuals or previous employers.

4.2 On-the-Job Training
Graduation can be seen as an end of a more general and predatory phase
and the beginning of a specialised one. On-the-job training programmes are designed to
bring unemployed workers closer to firms and their requirements by providing actual
work experience. These programmes are seen as introduction and preparation phases and
do so by giving the individual the opportunity to execute tasks in organised firms.
Through this experience, individuals have the ability to train themselves and invest in
their human resources. These training experiences affect the skillset of an individual in a
positive way and should also have a positive effect on labour market outcomes (Mincer,
1962).
Training programmes come with both pros and cons throughout the entire
process. Some of the pros and cons are listed below. These pros and cons are mostly
focused on the perspective of those who create and evaluate the programmes, e.g.
governments (Osikominu, 2016).
Pros

Cons

-

Low-cost for basic training

- Limited set of skills obtained

-

Reduces unemployment length

- High cost for advanced training

-

Gain in Human Capital

To put these pros and cons in perspective, Osikominu (2016) argued that basic training
programmes come with relatively low costs. Its downside is however that these basic
programmes deliver basic experience/skills, which may not be sufficient for raising
employment and earnings in the long term. A solution to this is to create advanced training
programmes. These programmes are more costly due to the duration of unemployment
and unemployment benefit payments being prolonged Osikominu (2016).
Furthermore, many on-the-job training programmes seem to suffer from
their unstructured form due to lack of planning. Firms also risk a reduction of production
if the instructor of the trainee is an production worker, since his focus tends to switch
between his own work and instructing the worker. A solution for this is to apply trainees
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to semi-skilled duties. In this case, the gained experience of a trainee does not interfere
with the actual ongoing production of the firm (Wilson et al, 1980).
These training programmes may differ depending on the labour market of a
country, but can also be modified in order to obtain different experiences for the worker.
Additionally, different modifications of training programmes can serve different
purposes, depending on what drives unemployment at the current time. An example of a
modification is the difference between on-the-job training(OJT) and off-the-job(OFT)
training. While OJT focuses on executing tasks at the actual workplace of a firm, OFT
focuses on gaining experience outside of the workplace. To understand the functionality
of OFT-programmes, an individual could attend workshops or classes that are relatable
to the workplace (Agarwal, 2012).
Whether or not a person will apply for these programmes depends on how
he or she weighs the pros and cons of doing so. A more motivated worker could be more
likely to ignore the cons, simply for the reason that the motivation of this individual
outweighs the costs of applying and attending the programmes. To provide an example
for better understanding, a more motivated individual could be more likely to see the
programme as an opportunity to improve, rather than a forced decision. Although the
decision of applying to programmes is completely voluntary, certain individuals may feel
they are forced to apply due to their current situation, if low motivation is present.
Whether there are financial issues or long unemployed durations, less motivated workers
may see the programme as a barrier they need to overcome, whereas highly motivated
workers may feel excited about starting the programme. Likewise, a less motivated
worker may feel that the financial aid is too little and therefore feels like participation is
not really worth it or enters the programme with worse attitudes. A more motivated
worker may not look at the financial support as much, since he visions the programme as
an opportunity. More motivated workers may also think long-term rather than short-term
and therefore expect to work in the future. This expectation may lead to them not really
caring about the size of the financial aid for programme attendance, since they expect to
earn more for the years to come after the programme is finalised.
The question of prices and subsidies should also be discussed. In an open
market, it has to be discussed which partner pays the price of hiring a trainee. Two
possible situations may occur during this stage; A trainee could receive a lower wage
during the training phase, which later on will be increased if he continued to work at the
same firm. In this situation, the trainee pays the price since he receives a lower salary
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compared to the co-workers for basically doing the same tasks11. Firms may do this when
they want to slowly train an indidual until he reaches the same level of productivity as the
co-workers. Another scenario is that a trainee is paid full salary from the start. Here, the
firm pays the price of training if the salary of a trainee is equal to the salary of a nontrainee worker, because trainees tend to need guiding in the beginning, which will add
extra costs to the already equal wage of this group of individuals.
The on-the-job training theory is relevant for this study since the group of
people for this study apply for the programmes for the same reasons as listed above. They
might have built up a small network from the home country, but that network can become
irrelevant once they move to a new country. The same reasoning can be applied with work
experience when employers in Sweden provide different working environments and
therefore require different types of experience. In these cases, job-training programmes
can be used to explore the dynamics of the Swedish labour market. Another possibility is
that employers in the new country simply do not care about work experience from lesswealthy countries, since firms in the new country may operate in a different ways12.
However, the possibility of having similar jobs for trainees is also present, since
occupations in e.g. industrial firms or catering firms may have similar characteristics in
both catering. Therefore, work experience is assumed to be mainly related to what
industry an employer is involved in. Certain firms have similar characteristics and
therefore work experience is beneficial, whereas other firms differentiate a lot. In this
case, work experience may be of less beneficial use if the latter is present.

4.3 Social Learning Theory
To observe from others has been an effective way of learning. This theory
bases its ground on the fact that the behaviour of an individual can change if he surrounds
himself around others. By spending time at an environment, an individual is able to
observe their behaviour and act upon this by changing his own. This psychological effect
happens at different stages at life. Children observe behaviour of the parents and learn
from this. The same thoughts can be applied when a worker visists his workplace for the

11

It is confirmed that, in Växjö, trainees do similar/same tasks as full time workers, as shown in section
8.2 of this study.
12
Less-wealthy countries are defined as commonly known less economically wealthy countries, which
also is a big part of the target group of this study. Examples of these countries are African Countries,
Middle-Eastern Countries and East-European Countries
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first time. He observers the behaviour of his co-workers and adapts to this by adjusting
his own so it fits the atmosphere of the workplace (Bandura, 1977).
The social experience is something that can be benefitted greatly of.
Bandura (1977) stated that the behaviour of someone is not directly observed and
imitated, but that it takes time for an individual to go through this process. This led to the
develop of a 4-staged process that Bandura (1977) designed in his literature (Bandura,
1977). The process of observing, imitating and learning from being exposed to different
behaviours is divided into 4 stages, all explained below:
o Attention: This implies that the behaviour that an individual is exposed
to, has to catch the attention of the individual before he get influenced by
it. This means that the behaviour has to be noteworthy, meaning that it has
to stand out in a certain way so it does not get ignored by the individual
(Bandura, 1977).
o Retention: To be able to be influenced by an observed behaviour, it needs
to be remembered. How well certain behaviours are remembered depends
on the individual but also how much the observed behaviour stands out
(Bandura, 1977).
o Reproduction: The possibility to reciprocate behaviour is also vital. As
individuals, we observe mass amounts of behaviour in life, whether it is in
private or public environment. Some of these behaviours are however not
possible to imitate and perform (Bandura, 1977).
o Motivation: Whether an individual wants to be influenced by observed
behaviour, comes mainly down to personal characteristics. If someone is
not motivated enough to find the will to imitate the behaviour he got
exposed to, there will never be influenced by it. Neither will it benefit him
at later stages of life (Bandura, 1977).
Even though the Social Learning Theory often is connected to educational
ends, it can also be applied to workplaces. Employees can observe behaviour from coworkers at the same level or co-workers that got placed higher up in a firm. In this way,
the employee uses the exposure as knowledge. This form of exposure, or socialising, leads
to a better understanding of the expectations of workers at a firm. Once a worker has
changed his own behaviour through the influences, he may fit the workplace better.
Furthermore, through changed behaviour, he may receive more positive labour market
response due to the experience from social learning (Schreiner, Chron.com).
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This theory does not distinguish between native and foreign workers, but
there is a possibility that foreign workers may receive larger benefits from the exposure
than natives, since foreign workers often have limited knowledge about the state of the
labour market of Sweden. This theory is also relevant for the research question of this
essay, since trainees that are applied to programmes will be exposed to this form of
socialising. Trainees may, after the procedure, have a better understanding of the
behaviour of firms in the new country. After being exposed to socialised treatment,
workers might realise what firms expect of their workers, but also how co-workers
integrate with others at the workplace. Once trainees have changed their old behaviour to
the new one, they may find themselves having a stronger connection to the labour market
and also receive more positive response on the labour market. This is one of the puposes
of training programmes, since more positive response often lead to more employment13.

4.4 Pull- and Push Factors
Pull- and push factors have been used mainly in topics regarding migration
of individuals. However, these factors could also be applied to other economic topics
depending on the research question. One Swedish study, by Behrenz et al (2016), focused
on a labour market policy regarding stimulation of self-employment. The research
question of Behrenz et al (2016) was to see if self-employment was a sustainable way out
of unemployment in Sweden and used pull and push factors as possible reasons as to why
certain people enter or not enter the self-employment start-up programme (Behrenz et al,
2016). Pull-factors are defined as different elements that attract individuals towards a
purpose. In migration, the receiving country could e.g. be attractive for workers if wages
are higher or if there are higher returns to human capital or other investments. General
better economic, demographical or social opportunities may pull individuals towards a
new country (European Communities, 2000).
In estimating the effectiveness of labour market programmes, pull factors
may be associated towards exploring new opportunities. Here, individuals may want to
make a career-switch by working in different segments of the labour market. Labour
market programmes can be of help by offering individuals the opportunity to gain
experience elsewhere, such as spending time at firms that operate in a different area of
the labour market. As explained in section 3.1, Arbetspraktik could be used as support for
13

Here, positive response is defined as increased hiring’s. Even though being invited to interviews may
be seen as positive response, it is not guaranteed that an interview leads to a job. Being hired does
however so therefore hiring is used as the definition.
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these specific individuals. These pull-factors may feel as a more attractive place or
opportunity compared to remaining unemployed and lives on welfare. Therefore, pullfactors may be associated to why individuals decide to expose themselves towards
entering labour market programmes theoretically. Also, individuals that see the
opportunity perspective of these programmes may be correlated with more motivated
workers in general. More motivated workers may have a less negative attitude towards
these programmes and may feel grateful towards this opportunity.
Push-factors are generally defined as elements that push individuals away
from the country they currently reside in. In migration, things like discrimination, racism,
poor economic possibilities, high crime-rates or other conflicts may lead to increased
probability of exchanging their current country for a new one (European Communities,
2000). In labour market policy evaluation, push-factors are generally more focused on
economic situations. In Behrenz et al (2016), push-factors tend to be the main reason as
to why individuals choose to enter self-employment (Behrenz et al, 2016).
For employment programmes, components such as poor economic
household situations may explain as to why individuals enter these programmes.
Although someone may assume that the investment decision is mainly driven by
increasing the probability of getting employed, the likelihood of other reasoning’s should
not be ignored. In example, an individual can potentially decide to participate in
programmes just for financial reasons. Since trainees receive financial support during the
duration of the programme, taking the financial aid can be part of the decision making
process of certain individuals. Especially those that find themselves in less favourable
financial situations. Here, the individuals at hand may not have the desire to actually work
on their skillset and therefore do not really care about increasing the probability of being
hired. They simply care about receiving financial aid for their current living. If this would
be the case, the intentions of the programmes will not be reached and its creation can
simply be seen as a cost increase for the government. In order to limit the risks of
designing uneffective and unstructured programmes, evalution is mandatory. State-ofthe-art evaluations of these training programmes have been done in huge amount of
studies. The most common way of evaluating a training purpose is to use treatment and
control groups. Treatment groups are job-seekers who are assigned to the programme.
Their outcome is thereupon weighed against a control group, which contains job-seekers
without the training programme assignment (Osikominu, 216).
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However, the main issue is that it is very hard to measure whether
participants take part in programmes for financial reasons or actually try to improve their
position on the labour market. The possibility of participants lying about their motivation
or intentions is always alive. This may lead to possible mismatches, where trainees do not
really care about their assigned workplace or the tasks they have to execute. These factors
may therefore be connected to positive and negative selection. If highly motivated
workers are selected, we could speak of positive selection. If less motivated workers are
selected, negative selection occurs. These two definitions help the reader understand the
procedure of selecting trainees to programmes. To provide an example for better
understanding; pull factors, such as opportunity seeking, may be associated with more
motivated workers as mentioned earlier. These type of workers are also selected for
programmes, since firms look for motivation across trainees. They want to have trainees
at their workplace to possibly hire them in the future, which will be reported in section
8.2. This could imply that programmes may use positive selection as their way of electing
candidates. Now, someone may argue that motivation is hard to measure across
individuals, but according to the Swedish Employment Service, meetings and interviews
between firms and trainees are held prior to the hiring-phase.
A possible scenario may be created where unemployed workers act and
pretend to be more motivated during these interviews and therefore the risk of incorrectly
capturing the real level of motivation as a deciding factor increases. Since motivation is
difficult to measure, the following assumption is used; firms are able to observe the actual
motivation level across individuals due to their experience in interviews and hiring people
in the past. If this assumption holds, implying that motivation does not affect the selection
process, the reliability of this study increases due to limiting the effects of unobserved
motivation on the outcome.

5. Literature review
The literature for this study is divided into two parts. Firstly, national studies
are presented in order to give the reader an overview of the effects of job-training
programmes on the Swedish labour market. After that, international evidence is provided
to see if the effects hold for international labour markets. The reason for dividing the
literature in this study is mainly to provide clarity for the reader. Additionally, by doing
so, results and potential differences are easier to observe.
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5.1 National studies
IFAU, which is the Swedish Institute of Evaluation of Labour Market and
Education Policy, supplied a study to see the effects of training programmes in Sweden.
They also compared the effects of Arbetspraktik to general labour market training. The
authors of this study focused on the same type of programme as this study, which means
that their findings and methods can be of appropriate use (Forslund et al, 2013). Besides
using the same programme, their methodological approach will also be used for this
paper. The data for their study was obtained through two sources; The Swedish
Employment Service and SCB. SCB provided data on amount of children, income,
education and ethnicity. This dataset was completed by obtained information on the
participation of programmes and unemployment, all provided by the Swedish
Employment Service (Forslund et al, 2013). With the use of treatment and control groups
and matching methods, their findings show overall positive but frugal effects. A followup time of two years showed that the time of finding a new job was reduced with 6
percent, overall future income was increased and also fewer individuals lived on
economic support after participating in employment programmes (Forslund et al, 2013).
Vikström reviewed the same programme two years later in a study that was
constructed for IFAU. Vikström (2015) did not only study the effects of singular
programme participation, but also looks at the effects of combined programme
participation14. The source for the data and the methodological approach are identical to
that of the study in 2013 (Vikström, 2015). Their findings claim positive initial effects
for participation in Arbetspraktik. These positive effects are however overturned when
estimating the effect of the second participation. This means that, if an individual did not
find a job after the first programme and therefore decided to join another programme, he
will face longer unemployment durations. Lastly, the findings also conclude longer
unemployment spells for those that decide to participate in two programmes
simultaneously (Vikström, 2015).
Additionally, a study by Johansson and Åslund (2006) was written for a
different typ of effect. Here, the study focused on estimating the effects of an introduction
programme for new coming immigrants in Sweden. This phase is held prior to the
assignment of training programmes (Johansson & Åslund, 2006). Their study says that
relatively loose criteria are used, implying that, in theory, almost anyone should be
eligible to be part of this process. However, the study claims that newcoming immigrants
14

Combined participation is defined as an individual deciding to participate in multiple programs
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are a big part of the target group. The results of this study show that the effects of the
introduction programme lead to an increased inflow of participants of Arbetspraktik.
Secondly, the results also find that Arbetspraktik lead to increased probability of receiving
a job after participating in the programme (Johansson & Åslund, 2006).
The programme, Arbetspraktik, was also reviewed by the Swedish National
Audit Office. Their studymainly focused on the employment effects of participation in
training programmes. Both quantitative data and qualitative data were used for their
analysis. The quantitative data was provided by the Swedish Employment Service and
the qualitative data was obtained through interviews at Government Offices and the
Swedish Employment Service (Norgren & Lundin, 2010). Their review discusses the
issue with non-randomised samples in training programmes. Individuals are not randomly
selected into treatment, since firms and the Swedish Employment Service base their
selection on personal characteristics and other factors. This non-randomised sample may
lead to problems when estimating effects, but also lead to difficulty with finding exact
matches. The authors used Propensity Score Matching (PSM) as their main approach to
estimate the effects of the programmes (Norgren & Lundin, 2010). The findings claim
negative effects for participation of Arbetspraktik compared to other programmes,
meaning that those who participate in Arbetspraktik deal with lower probability of being
hired compared to those who attend other programmes (Norgren & Lundin, 2010).
Here, it could be argued as to why Arbetspraktik is the most famous
programme for individuals to participate in, since some find negative effects for
Arbespraktik compared to others. No legitimate evidence was found, but an assumption
could be that the Swedish Employment Service uses more resources on this programme
compared to others. Resources such as marketing, exposure and other investments may
title this programme as more famous than others. Also, it may be the case that a part of
the target group is following the footsteps of their co-individuals. Here, assuming that
certain individuals ignore to do research on what programme is actually most beneficial,
they instead make the same choices as to what other unemployed workers do. This creates
the following outcome; since Arbetspraktik was the most famous before, it will also be
the most famous later on, since individuals keep participating in this particular
programme. I did however not find any evidence on this, so this is only considered an
assumption.
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5.2 International studies
van Dijk (2006) analysed the effects of job-training programmes in
Slovakia. This study focuses on three different types of programmes, named: Training,
School-leavers practice and work habit maintenance. These three programmes provide
different experiences and also focus on different aspects of the labour market (van Dijk,
2006). Data for this study was provided by the NLO and had its focus on registered
unemployed workers between 1998-2001. After that, the follow-up scheme lasted two
years, leading to a dataset of variables from 1998-2003 (van Dijk, 2006).
The author also discusses the issue with non-random samples. This issue,
just as in the national literature, is created due to selection into programm-participation
not being random. To solve this, van Dijk (2006) used a multivariate mixed proportional
hazard-type model. This model describes the hazard of getting a job simultaneously with
the hazard of entering a programme. Furthermore, the author argues the allowance of
heterogenous treatment and allowing the treatment effect to vary over time (van Dijk,
2006). The results of this study show positive effects for two of the three programmes,
meaning that the duration of unemployment is shortened with programme attendance on
the Slovakian labour market (van Dijk, 2006).
A study by Lechner & Eichler (1999) estimated the effects of job-training
programmes in East-German State of Sachsen-Anhalt. The paper is issued within the
framework of IZA’s research area. In East-Germany, active labour market policies are
constructed to fight unemployment risings after unification. The authors discuss the pros
of focusing on one state (Sachsen-Anhalt) and therefore being able to use a new and larger
panel, called Arbeitsmarktmonitor Sachsen-Anhalt (Lechner & Eichler, 1999). The
methodological approach of this paper is done by using treatment and control groups
combined with a difference-in-diference approach. Treatment groups consisted of
individuals that participated in the programme whereas control groups were based on
individuals that did not participate. The data is constructed by observing registered
participations between April 1991-September 1997. The authors find positive effects of
programme participation, meaning that unemployment risks are reduced if an individual
would choose to attend a programme (Lechner & Eichler, 1999).
Gerfin & Lechner (2000) studied the effects of active labour market policies
in Switzerland. Their analysis was based on administrative data, which was captured
through unemployment office payment systems (ASAL) and the system for placement
and labour market statistics (AVAM). The dataset was constructed with data from 1996
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till 1999 for all persons who were registeered as unemployed. This study contained the
same methodological approach as the studies above, where matching with
treatment/control groups were used (Gerfin & Lechner, 2000). The authors argue a
possible issue with measuring the effectiveness, since they only capture data after the start
of a programme. This implies that, if someone decides to leave training early in order to
take up a job, this affects the outcome in a positive way (Gerfin & Lechner, 2000). The
results of this study show that traditional employment programmes have significant
negative effects. To explain this, the authors claim that the reduction in received job offers
due to being active in long training programmes outweighs the additional experience
gained by participating in these programmes (Gerfin & Lechner, 2000).
A study of the German labour market was conducted by Caliendo et al
(2005). Job creation schemes (JCS) were introduced to re-integrate hard-to-place
unemployed individuals into regular employment. This study differs from other studies
by Caliendo, due to now using administrative data containing of more than 11,000
participants. Previous studies of Caliendo were based on surveys (Caliendo et al, 2005).
The authors argue the consideration of heterogeneity effects, since the implementation
of the programmes differ (economic sector, types of support and implementing
institutions). The same matching approach was used in this study, as in Gerfin & Lechner
(2000). This implies that their model is based on the potential outcome approach, where
an individual is able to choose between two states; participation into programmes or no
participation (Caliendo et al, 2005). As in other studies, the CIA assumption, that is
necessary for this method to hold, is also discussed. With the use of propensity score
matching, the results of this study find that JCS seem to not fulfil its tasks. The negative
effects imply that these programmes fail to improve the re-integration of unemployed
individuals into regular employment in Germany (Caliendo et al, 2005).
The active labour market policies in Germany were also studied by Wunsch
& Lechner (2008). Their period-of-focus length lasted from 2000-2002, shortly after the
first large reform of the German labour market policy in 1998. The authors make use of
a rich administrative dataset and also apply matching methods (Wunsch & Lechner,
2008). The study focuses on the effects of multiple programmes, but their results claim
the same outcome for each of them. The authors find negative effects for each
programme. Additionally, an individual that attended a programme receives 2-13 more
months of unemployment than nonparticipants. Besides the negative effects for each
programme, the authors argue the possibility of improvement in mean employment rates
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as well as the potential for considerable cost savings by reallocating the participants and
nonparticipants to different programmes (Wunsch & Lechner, 2008).
Job-Training programmes in West-Germany have also been studied in a
paper by Lechner et. al. (2008). This study is different from others, since it focuses on
different programmes, but also different durations. In this study, short-, medium- and
long-term effects are analysed. This study argues that the theory for job-training
programmes finds no robust evidence for positive effects of these programmes. The
divergent findings are influenced by data availability, such as different time horizons and
mixture of lock-in effects and long-term effects (Lechner et. al., 2008). This study focuses
on five different programmes, such as; short training, long training, retraining, practice
firms and other programmes. Each programme has its own characteristics and serves its
own purpose. For example: Short-Training is defined as a programme that lasts six
months or less, whereas long-training lasts at least six months or more. Retraining is built
for individuals to obtain a new degree in a new profession and practice firms are for those
who need further training that stimulates a job in a specific field of profession (Lechner
et.al., 2008). The data for this study is obtained through ES (Employment Subsample),
BPR (Benefit Payment Register) and the TPD (Training Participant Data). The dataset
contains full history on individuals from 1975 to 1997, with 19 years of data prior to the
programme participation and eight years after. The dataset contains variables such as
earnings, personal information, employer information and regional information (Lechner
et.al, 2008). The authors use treatment and control groups, which are defined as
participants and nonparticipants respectively. Furthermore, the authors discuss the
reasoning’s for using homogenous groups. Additionally, the issue with not being able to
use instrument variables or discontinuity methods is also being argued, since there is
strong public resistance against social experiments in Europe. Instead, the authors decided
to use matching methods to estimate the average treatment affect on the treated. Lastly,
the authors use radius matching and control for overlap and common support to get more
précised estimates (Lechner et al, 2008). The findings of this study claim negative shortrun (lock-in) effects on employment. However, after two to four years, the negative
effects are replaced with positive effects. By netting out the positive and negative effects,
the programmes in this study seem to increase the total period of employment with eight
to ten months. According to the authors, this study provides new insight into the
effectiveness of government-sponsored training in Germany (Lechner et al, 2008).
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Lastly, a study by Card et. al. (2015) presented a meta-analysis of recent
labour market policies. Such policies include training programmes developed to fight
high level of unemployment in the countries. The study focuses on three different types
of programmes and also distinguishes between three different post-training time horizons
(Card et al, 2015). By using meta-analytic models, different findings are presented. First,
in the short run, the impact of labour market policies is close to zero. But after 2-3 years,
the completion of a programme shows positive effects on employment. Secondly, the type
of programme seems to matter, since different programmes show different impacts. Here,
programmes that focus on human capital accumulation seem to find bigger gains than
other programmes. Thirdly, systematic heterogeneity effects are found across different
participant groups. Larger effects are found for females and participants who enter from
long term employment. Lastly, the impact of training programmes is more likely to be
positive if a country finds itself in a recession (Card et al, 2015).

5.3 Findings of previous literature
By looking at the literature presented above, mixed results are estimated for
different countries. This follows the path of what was explained earlier in this study. Each
country, and thus each labour market, is built upon different fundamentals and policies.
Certain countries are heavily concentrated on collective agreements, other countries face
differences in worker productivity or possibly offer different type of jobs that suit certain
individuals better than others. To explain the latter, countries that provide higher amounts
of low-qualified jobs may be more attracted to low-skilled workers. In these countries,
job-training programmes may show different results than for countries that provide more
high-quality jobs.These differences in labour markets can lead to different reactions when
being exposed to training programmes.
For Sweden, the studies that were included in this paper mainly provide
evidence on the programme Arbetspraktik. By analysing the studies in section 5.1, we see
that the studies that were done for IFAU mainly show positive effects of the programme.
These positive effects were however somewhat overturned when the National Swedish
Audit Office estimated the effects of the same programme. This paper does however not
contain any evidence as to why the results of IFAU and the National Swedish Audit Office
differ. Further research on this is required to understand why these national studies differ
in their results.
The studies collected in section 5.2 show that, internationally, mixed effects
are found for employment programmes. Germany seems to have very adverse effects
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across studies, but I was not able to find any evidence on what the reasoning was for this.
A possible reason could be that each study uses a different dataset. If one of these datasets
is more precise than others, different results may rise during the estimation process. This
is however only a thought of mine, and is therefore remained to be proven.

6. Data
6.1 Description
The internship at the Swedish Employment Service (SES) provided
connections to SES statistical departments in Växjö and Stockholm who provided data
for the study. The dataset is restricted from 2014 to 2017 due to several reasons. Firstly,
a three year follow-up period is chosen due to being able to analyse the development of
individuals over time. Development such as transition in and out of employment or
participation in other programmes can be investigated with the follow-up scheme of this
dataset. Secondly, the dataset starts in 2014, because it is the newest possible dataset that
can be used, since the follow-up scheme of three years was mandatory. Also, having
access to the latest version of a dataset could lead to more relevant findings, compared to
using datasets that have been constructed a long time ago.
The dataset contains two groups of individuals. The treatment group is
characterised by those who participated in Arbetspraktik during 2014. Those who did not
participate in the programme, constitute the potential control group. The individuals in
potential control group may be individuals that are in open unemployment15, but also
includes individuals that attend other programmes, have temporary jobs or seek work with
a handicap. This leaves many options for selecting the control group. In section 7.1, the
options will be described more briefly. Lastly, the dataset was not restricted
geographically. This means that every municipality in Sweden is included in the dataset,
however, only the municipality at interest is included in the final analysis.

6.2 Variables
The dataset contains variables based on different aspects that are in ways
connected to the Swedish Employment Service. This study uses a dataset that is almost
similar to the study of the Swedish National Audit Office (SNAO), regarding content.
However, the control variables are somewhat limited compared to the data used by

15

Open unemployment is defined as an individual that is registered as unemployed but does not attend
any programme.
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SNAO. This study uses a dataset that only contains variables that were able to obtain
through the Swedish Employment Service, and not variables from other sources, such as
Statistics Sweden. The reasoning for this will be explained in section 11. In Table 1, each
category is presented and is also briefly explained, where variables such as Age, Gender,
Gymnasium degree and post-gymnasium degree are shown. The control variables for
background & citizenship are as following; EU immigrants, non-EU immigrants,
immigrants from other countries and living in Sweden for less than 5 years. These
variables are used to primarily control for the effects depending on where an individual
resides, but also what background this specific individual carries.
The variable work handicap is used to control for whether or not an
individual has some sort of handicap that could affect his/her career. The variable for this
is a dummy with either a yes/no outcome. As explained earlier, the data of this study also
includes information on activities and behaviour of each individual four years prior to
programme assignment. Here, in New Career, the control variables are summarised days
of registration, summarised days of unemployment, amount of programme attendances
prior to the programme of this study, searching for multiple jobs, has education in the
sought occupation and amount of changed categories four years prior to programme
attendance. Work History contains control variables on whether or not an individual was
unemployed in one of the three years prior to programme attendance. Lastly, Regional
Context contains a ratio variable (UV-kvot) that is used to control for regional context.
This ratio variable (UV-kvot) explains the ratio between the amount of vacancies and
unemployed worker for each municipality respectively.
According to Norgren & Lundin (2010), an improved situation can be
defined in many different aspects. Some may like to think that a full-time job should be
the only considered outcome post-training effects, whereas others may view that
outcomes such as part-time jobs, temporary jobs, or others should also be included.
Therefore, the variable nystatus will be used to define the outcome variable jobb. Out of
all 7 categories for nystatus, 1, 2, 3, 4 & 7 will be used to. This means that jobb is defined
as full-time jobs, part-time jobs, temporary jobs and other outcomes, that according to the
Swedish Employment Service, should be considered as an “improvement” to previous
situations of an individual. A summary of the variables is presented in table 1, where all
categories are briefly explained for the reader.
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Tabel 1 A summary of the dataset and each category

Variable Category

Description

Human Capital
Age
Gender
Gymnasium Degree
Post-gym. Degree

Personal
characteristics that
define an individual in
productivity

Background and citizenship
EU Immigrants
Non-EU immigrants
Living in SWE <5 years (New
arrivals)

Distinguish between
EU and non-EU
individuals

Work Handicap
Individual has handicap

Information regarding
whether or not a
particular handicap is
presented for each
individual

New Career
Sum of registered days
Sum of unemployment days
Has education in sought job

Information regarding
unemployment of
each individual

Work History
Unemployed in 1 of 3 years prior

Data on if each
individual was
employed or not prior
to programme
attendance

Situation of individual
Nystatus

Situation of the
individuals posttraining

Regional Context
UV-ratio

Control for
municipality levels

Outcome Variable
Jobb

This variable
determines improved
situations according to
the definition of SES

Treatment Variable
Treated1

This variable is
characterised by
attending
Arbetspraktik

Municipality
All municipalities

Data on each region in
Sweden

Source: SES16
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SES is in this study used as the abbreviation for Swedish Employment Service.
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6.3 Interviews
Interviews were held at different firms that currently hire or have hired
trainees previously. Through connections at the Swedish Employment Service in Växjö
and the community of Tingsryd, firms with trainees were contacted. These interviews
contribute to the study by presenting information on how firms feel about having trainees
at the workplace and at what level the trainees perform during the time of the training.
The firms were for the majority located nearby Växjö. This was mainly done for practical
reasons, but firms in other regions were avoided, since these firms may or not may be
representative for the regions and dataset used in this study.
By making sure that the firms operate in different segments, the outcome
may vary. However, for the outcome of the interviews, variety is more credible than
having similarity in the answers. The reason for this is due to certain questions being
dependent on the segment of the firm. For example, question 4 in the interview model
presented in the appendices focuses on the resources spent on trainees. The outcome for
this question may vary depending on the size of the firm, but also in what segment the
firm operates. A bigger firm may be willing to spend more resources on trainees and an
industrial firm could look to spend more resources on guiding trainees at the beginning
of the training.
For instance, if the interviews show that certain firms may spend more
resources than others, trainees may look to contact these firms more frequently in the
future. This is however a speculation and will not be confirmed by evidence in this thesis.
As mentioned earlier, the firms differentiate in size, both economically and
geographically. Some firms operate in e.g. industrial areas, whereas others operate in e.g.
clothing areas. Also, certain firms operate in fields that mainly focus on tourists or regular
individuals, such as resorts and bakeries.
The firms were contacted by phone or email and were selected upon one
critical criteria; previous experience with trainees was mandatory. This implies that all
contacted firms were pushed towards having trainees at their workplace. Trainees in form
of students or others were excluded, since these would not have been relevant for this
study. Firms that are popular for workers with lower education were focused on, since the
dataset of this study also mainly contains workers with the same educational attainment.
17

. The downside of setting this criterion is that only a small amount of firms were eligible.
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Lower education is defined as finishing gymnasium, the schooling phase before someone enters
college. In Sweden, gymnasium is a three year education that is mainly for students between 16-19 years
of age. In this phase, a student can choose a programme that he or she prefers to work with in the future.
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This will potentially affect the results of interviews negatively, due to less accurate
outcomes. This has to be taken into account when observing the results later on in section
8.2.
Interviews are often executed in a semi-structured way. This implies that
the interview consists of open questions, so that a discussion may start between both parts
of the interview. In this paper, a number of six questions were presented to a firm and
they were allowed to answer and speak freely. This way, simple answers like yes or no
are avoided and also the probability of gaining more knowledge and insight during the
interview is increased. By letting the interviewee speak, the chance of a discussion is
more likely than whenever closed questions are used. Also, this may lead to certain
follow-up questions being asked depending on what answer is given me. These followup questions are not presented in the interview models in section 13.3. Although a
discussion is not the main focus, interesting additional information may arise and could
later on be included in this study. All interviews were done in Swedish, since the
interviewees have Swedish nationalities and the firms are located in Sweden. However,
to make the results of this part more reliable, all interviews were recorded with the use of
a cell phone. A model in both English and Swedish plus all questions of the interviews
are presented in the appendices.
Lastly, the need to argue the disadvantageous of using interviews is
mandatory. It is possible to think that firms have the possibility to lie when a question is
presented. This could e.g. happen whenever a question about how trainees are treated is
asked. It is however very hard to prove if this is happening in reality. Therefore, for this
paper, it has to be assumed that firms tell the truth when the interviews occur.
The main reason for doing these interviews is increase the value of the
outcome of the thesis. Since this study is partly aimed to be of help for SES towards their
evaluation of the programme at hand, they may want to know how firms feel towards the
trainees but also how trainees develop over time and what firms tend to look for when
hiring trainees.

These programmes can be aimed towards economics, physics, healthcare, social science or working in
industries. So, by using the term low-educated in this part, I focus on those who did not enter college and
therefore only have obtained a gymnasium degree.
Source: https://www.skolverket.se/skolformer/gymnasieutbildning/gymnasieskola/program-ochutbildningar/nationella-program
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7. Methodological approach
7.1 Econometric Model
The methodological approach for this study is comparable to the studies that
have been presented in section 5.1 and 5.2. This implies that matching methods will be
used to estimate the effect of training programmes. More specifically, PSM (Propensity
Score Matching) is used as the main approach.
In order to estimate these impacts, the causal effects for participants of
training programmes is measured. To estimate causal inference, RCT (Randomised
Control Trial) is known as the golden standard for estimating effects of interventions,
training programmes or other exposures. Randomisation is key for causal studies due to
it providing evidence that a treatment status is not confounded by observed or unobserved
characteristics (Austin, 2011). However, RCT is not possible for this study. This study
uses, in similarity with other Swedish studies, a quasi-experimental approach similar
approach. The two most widely studied causal effects are the average treatment effect
(ATE) and the average treatment effect on the treated (ATET). ATE is defined in equation
(1) and ATET is explained in equation (2) below:
𝑬[𝒀𝟏𝒊 − 𝒀𝟎𝒊] (𝟏)

𝑬[𝒀𝟏𝒊 − 𝒀𝟎𝒊|𝑫𝒊 = 𝟏] (2)
𝑬[𝒀𝟏𝒊|𝑫𝒊 = 𝟏] − [𝒀𝒊𝟎 |𝑫𝒊 = 𝟏] (2)

In the equations above, ATE (1) compares the differences between those
who got treated (Yi=1) and those who did not get treated (Yi=0). In this case, getting
treated is defined as being exposed to the training programmes. ATET (2) is more
complicated, because the effect of the treated individuals and the effect of the treated if
they had not received treatment is investigated. Part two is not observable, since it is
impossible to observe both Y1 and Y0 for one individual. A person is either treated or
not. This implies that we need a credible counterfactual to estimate the effect. This can
be difficult to achieve depending on the situation, research question of the paper and the
dataset being used. To solve this, matching methods may use covariates of individuals to
produce a as good match as possible. More covariates of an individual lead to more
precise matchups, since individuals can get matched on multiple characteristics.
However, for this to hold, it is mandatory to acknowledge that the characteristics have to
be relevant for the matchup and the individuals. The model will estimate which treated
individuals and controlled individuals share the same or similar covariates. The
individuals with comparable covariates in both groups are then used to estimate the effect
of the treatment, which is the exposure to training programmes. The rest of the
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individuals, as in those with noncomparable covariates, are left out, since they are not
usable. The comparable individuals are then paired together to see the causal effect of
training programmes (Austin, 2011). Another approach is to use a model based on
matching, such as propensity score matching. Matching methods are similar to regression
in that its based on the assumption that the only source of omitted variable bias or
selection bias is from the observed covariates, Xi. However, matching differentiates from
regressions in that treatment groups are constructed by matching individuals with similar
covariates, rather than using linear models for the effects of covariates. More on this
assumption will be presented in section 7.2.18
Other possibilities that matching methods provide are the use of Nearest
Neighbours, Radius matching and common overlap. This study will use Propensity Score
Matching (PSM) as the main approach. PSM focuses on calculating the probability of
each individual in the sample to be selected into treatment. The closely lying scores of
the individuals may then create good matchups and the causal effect can be estimated
(Austin, 2011). The method presented above has been used in labour market policy
evaluation in both Swedish and International studies and is therefore also assumed to be
suitable for the sample and research question of this thesis.

7.2 Conditional Independence Assumption (CIA)
In order to use econometric methods or models when estimating causal
effects, assumptions need to be made. When using matching, e.g. PSM, one assumption
that has to be fulfilled is the Conditional Independence Assumption (CIA). This
assumption implies that: (1) the covariates of choice jointly determine the selection and
outcomes, (2) there are no unobserved confounders, or that the logical unobserved
confounders are highly correlated with the covariates of the model, and (3) that there are
signs of existence of high degree post-match balance across the covariates that are being
used. Since matching is a quasi-experiment, it tries to replicate experimental conditions
by ensuring that all determinants of the outcomes (other than treatment status) are the
same for the treated group and their matched controls. According to the Swedish
Employment Service, all variables influence the selection proces of training programmes
in Sweden. Workers with a handicap, foreign background, lower education or longer

18
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unemployment duration are all positively affecting the probability of getting selected into
treatment and outcome19. For 2), confounders are variables that affect both the dependent
and independent variable of a model. No confounders were found and previous studies
within the same field were analysed but no evidence of unobserved confounders were
found and therefore 2) is also argued for.
In order to test for balance across the covariates of the variables in both the
treated and controlled group post-matching, various tests can be performed depending on
the model that is used. Since the psmatch2 command is used, a balancing test may be
performed with the use of the pstest command following the outcome of the model. The
pstest command contains both t-tests for the equality of means of each variable for both
groups. Additionally, it presents standardized percentage bias for each variable. The
standardized percentage bias showcases the difference in percentage of the sample means
in the treated and non-treated sub samples as a percentage of the square root of the average
of the sample variance in the treated and non-treated groups (Rosenbaum & Rubin, 1985).
This study found balance across the covariates post-matching and therefore 3) is also
fulfilled.

8. Results
8.1 Descriptive Statistics
Before presenting the specifics of the model and the results.
the descriptive statistics of various groups will be shown in section 8.1. In this section,
the descriptive statistics of swedes and immigrants will be submitted to expose any
possible differences in the data. After that, the statistics of each municipality will be
presented in table 4, 5 & 6 of this section. By comparing table 2 and 3, multiple properties
of each group of individuals are exposed. In section 4.1, the differences in human capital
across the groups were discussed. Here, education was of significance in the discussion
regarding human capital and is partly confirmed by table 2 and 3. Since most variables
are categorised as dummy-variables, the mean value is interpreted per cent share.
Table 2: Descriptive Statistics for the Swedish population

19

Variable

Mean

Standard deviation

Min

Max

Age

35,881

13,877

16

64

Unemployment time

366,465

499,457

0

9701

Registertime

784,623

1180,190

0

16358

Insurance

0,748

0,434

0

1

Information from the staff at the Swedish Employment Service
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Work handicap

0,234

0,423

0

1

Education in job

0,490

0,500

0

1

Gender

0,553

0,497

0

1

Gymnasium degree

0,586

0,493

0

1

Post-gymnasium degree

0,213

0,409

0

1

EU immigrants

0,000

0,000

0

0

Immigrants outside EU

0,000

0,000

0

0

For the Swedish population, 58.6% seem to have obtained a gymnasium
degree and 21.3% have obtained a post-gymnasium degree, whereas for immigrants, only
34.2% have obtained a gymnasium degree and 26.9% have obtained a post-gymnasium
degree20. According to these statistics, Swedes tend to more often have obtained a
gymnasium degree than immigrants, which follow the theory in section 4.1. However, the
small difference, favouring immigrants, in post-gymnasium degrees between both groups
remains unexplained. A possible thought may be that many immigrants have obtained a
post-gymnasium degree in their home country prior to moving to Sweden. Due to possible
mismatches between schooling systems in different countries, as explained in section 1,
immigrants with post-gymnasium education may still end up in these programmes.
Furthermore, by looking at the registertime and unemployment time of both groups,
immigrants seem to be unemployed for longer durations than Swedes. This may indicate
that immigrants indeed have face more difficultly on the Swedish labour market.
Table 3: Descriptive Statistics for the foreign born population
Variable

Mean

Standard deviation Min

Max

Age

38,631

11,462

16

64

Unemployment time

513,701

575,000

0

8784

Registertime

989,577

1004,323

0

14974

Insurance

0,564

4958606,000

0

1

Work handicap

0,132

0,338

0

1

Education in job

0,370

0,483

0

1

Gender

0,534

0,499

0

1

Gymnasium degree

0,342

0,474

0

1

Post-gymnasium degree

0,269

0,443

0

1

EU immigrants
Immigrants outside EU

0,277
0,723

0,448
0,448

0
0

1
1

Lastly, variables such as age, gender and handicap show similarities
between the groups. The mean value of age is around 36 and 38 years and a small majority
of all individuals are men. Lastly, a working handicap, which is known and confirmed in
section 8.3.1 to increase probability of being selected into the programme, is more fore
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Swedish gymnasium corresponds to English upper secondary school.
Post gymnasium degree corresponds to tertiary education.
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coming for Swedes than for immigrants. Around 23% of all Swedish unemployed
workers seem to have some sort of handicap, whereas 13% of the immigrants have a
handicap that may hinder them from receiving a job.
Table 4: Descriptive Statistics for Växjö
Variable

Mean

Age

Standard deviation

35,610

Min

Max

12,899

16

64

Unemployment time

487,790

612,447

0

6613

Registertime

1022,855

1282,330

0

15066

Insurance

0,671

0,470

0

1

Work handicap

0,201

0,401

0

1

Education in job

0,441

0,496

0

1

Gender

0,562

0,496

0

1

Gymnasium degree

0,488

0,500

0

1

Post-gymnasium degree

0,246

0,431

0

1

EU immigrants

0,120

0,324

0

1

Immigrants outside EU

0,315

0,465

0

1

By comparing and analysing the municipalities of this study, further
understanding of the outcome may is provided for the reader. For Växjö, table 4 shows
that 56% of the unemployed workers are male, the average age of the unemployed
workers is 35 years and 20% of the unemployed workers have some sort of handicap.
Furthermore, around 50% of the unemployed workers have obtained a gymnasium degree
whereas 25% have obtained a post-gymnasium degree. Table 4 also shows that 32% of
the unemployed workers are born outside Europe and 12% of the unemployed workers
have a foreign nationality within Europe.
Table 5: Descriptive Statistics for Kalmar
Variable

Mean

Standard deviation

Min

Max

Age

36,661

13,249

17

64

Unemployment time

389,709

537,100

0

8585

Registertime

859,793

1181,660

0

11504

Insurance

0,688

0,463

0

1

Work handicap

0,205

0,404

0

1

Education in job

0,479

0,500

0

1

Gender

0,577

0,494

0

1

Gymnasium degree

0,519

0,500

0

1

Post-gymnasium degree

0,229

0,420

0

1

EU immigrants

0,082

0,275

0

1

Immigrants outside EU

0,235

0,424

0

1

For the other two municipalities, similarities are found across many
variables. However, the is a much higher proportion of foreign individuals in Jönköping
According to table 6, 72% of the unemployed workers in Jönköping are born outside
Europe, whereas for Kalmar, only 24% of the sample has a nationality outside Europe.
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Another relatively large difference is the amount of individuals with a gymnasium degree.
In Kalmar, 52% of the unemployed workers have obtained a gymnasium degree, whereas
for Jönköping, only 34% have obtained the same level of education. This may explain the
differences in total amount of time being unemployed (389 days for Kalmar & 513 days
for Jönköping).
Table 6: Descriptive Statistics for Jönköping
Variable

Age
Unemployment time
Registertime
Insurance
Work handicap
Education in job
Gender
Gymnasium degree
Post-gymnasium degree
EU immigrants
Immigrants outside EU

Mean

Standard deviation

38,631
513,701
989,577
0,564
0,132
0,370
0,534
0,342
0,027
0,277
0,723

11,462
575,723
1004,323
0,496
0,338
0,483
0,499
0,474
0,443
0,448
0,448

Min

Max

16
0
0
0
0
0
0
0
0
0
0

64
8784
14974
1
1
1
1
1
1
1
1

8.2 Defining the treated (t) and dependent variable (y) + other
possibilities
As mentioned in section 6.2, the variable for treatment and outcome had to
be defined manually with the help of the dataset provided by the Swedish Employment
Service. In this section, a brief report of the construction of both of these variables is
provided. The outcome variable of these types of studies can, as discussed in 6.2, be very
broad. Since many different terms could be used as definment of this specific variable,
this thesis will follow the same approach as the study of Norgren & Lundin (2010). In
section 6.2, working part-time or temporary were discussed to be included in the outcome
variable. In order to do this, the defining variable, nystatus21, had to be restricted to only
those categories that represent the term to the definition that the Swedish Employment
Service uses. In 13.4 in the appendices, the commands used for the computations are
presented. For the variable nystatus, individuals with the numbers 1-4 and 7 were
selected. These numbers represent individuals that either are unemployed, a trainee or
employed part-time. The treatment variable is constructed in a different way. With the
use of individual data, the treatment group was defined as those who attended

21

nystatus contained measurements regarding the position of the individual post-training.
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Arbetspraktik. The rest of the individuals were chosen to be selected into the potential
control group.
However, it is possible to use many different control groups due to the
availability of the data. For instance, the option to estimate the effects of Arbetspraktik
vs. Open Unemployment is present. However, open unemployment may not be eligible for
programmes or jobs and therefore we could have heterogeneity across the two groups. A
second potential control group could be unemployed in Temporary Job. The argument
for using these two groups is that individuals in Temporary Job are known to be eligible
for work, since they have worked in the past and therefore match the requirements for
occupations in the future. For this reason, these individuals may be more homogeneous
to the treatment group, which contains trainees. Trainees are hired by firms and are
therefore eligible for future jobs. Likewise are individuals who share the Temporary Job
status. Finally, other employment programmes may also be used as a control group, to
estimate if Arbetspraktik performs superior to other available programmes. However, the
control group was decided to contain every category except Arbetspraktik, since that
category is used in the treated group.

8.3 Selection into the programme
The probability of getting selected into treatment is dependent on multiple
variables that each have their own effect on increasing or decreasing the likelihood of an
individual receiving programme treatment. The variables with significant effects at a 10%
significance interval are characterised with a star (*) at the end of the value. For a value
to be significant at a 5% significance level, two stars (**) are presented. Lastly, three stars
(***) indicate a significance level at 1%. Here, more stars imply a higher significance
level and therefore implies higher reliance of the estimate. These factors will be shown in
table 7 below. The variable for age has a positive and significant effect on getting treated.
This implies that the probability of getting selected into Arbetspraktik increases with an
increase in age. Secondly, the variable for having a work handicap shows similar
tendencies. An individual with some sort of handicap has a higher probability of being
selected into Arbetspraktik.
Table 7: Probability of getting selected into Arbetspraktik for Växjö
(Marginal Effects are presented for each variable)
(1)
VARIABLES

Selection into
the programme

Age

4.80e-05**
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Unemployment time
Registertime
Insurance
Work handicap
Education in job
Gender
Post-gymnasium degree
Gymnasium degree
EU immigrants
Immigrants outside EU

(2.28e-05)
-8.37e-07
(5.95e-07)
-5.25e-08
(1.82e-07)
0.000571
(0.000533)
0.00918***
(0.00312)
-0.00103*
(0.000572)
-0.000404
(0.000505)
0.000103
(0.000768)
0.000828
(0.000611)
0.00772**
(0.00306)
0.00315**
(0.00142)

Observations
9,412
Standard errors in parentheses
*** p<0.01, ** p<0.05, * p<0.1

Table 7 shows that having an education within the field a sought jobs will decrease the
probability of getting selected, which seems logical since having an education within the
field of occupation, by theory, increases the possibility of receiving a job on its own.
Having a foreign nationality positively affects the likeliness of being selected into the
programme. However, the large amount of insignificant variables shows that, besides
nationality, age, obtained education within sought occupation and having a handicap,
there is relatively weak evidence for any kind of selection in the process of being selected
into the programme. The selection outcomes for the municipality of Kalmar and
Jönköping will be reported and also briefly explained in table 8 and 9.
Table 8: Probability of getting selected into Arbetspraktik for Kalmar
(Marginal Effects are presented for each variable)
(1)
VARIABLES

Selection into
the programme

Age
Insurance
Work handicap
Education for job
Gender
Post-gymnasium degree
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8.13e-06
(1.01e-05)
0.000128
(0.000256)
0.000377
(0.000514)
-1.94e-05
(0.000244)
-0.000110
(0.000249)
0.000430
(0.000587)

Gymnasium degree
EU immigrants
Immigrants outside EU

5.90e-05
(0.000316)
0.000552
(0.000916)
0.000695
(0.000682)

Observations

12,292
(385 observations
were dropped)
Standard errors in parentheses
*** p<0.01, ** p<0.05, * p<0.1

In table 8, the marginal effects on probability of getting selected into
Arbetspraktik are presented for Kalmar. The table shows that none of the variables are
significant. For Kalmar, two variables presented perfect failure and were dropped. Perfect
failure means that if a dummy variable has a value of 0, but the observations in the
outcome variable have a value of 1, it will be dropped by Stata. For Kalmar, the variables
for register time and unemployment time predicted perfect failure. Lastly, the selection
results for Jönköping will be presented in table 9. Table 14 shows that only age has a
significant and positive effect on the probability of being selected in the treatment.
Table 9: Probability of getting selected into Arbetspraktik for Jönköping
(Marginal Effects are presented for each variable)
(1)
VARIABLES

Selection into the
programme

Age
Insurance
Work Handicap
Education for job
Gender
Post-gymnasium degree
Gymnasium degree
Immigrants outside EU

3.39e-05***
(1.14e-05)
0.000362
(0.000277)
0.000453
(0.000394)
0.000230
(0.000246)
0.000161
(0.000225)
-0.000323
(0.000227)
-0.000315
(0.000300)
-0.000356
(0.000263)

Observations
18,997
Standard errors in parentheses
*** p<0.01, ** p<0.05, * p<0.1

The variable is significant and informs that the probability of getting treated
in Jönköping increases with age. Also, two variables predicted perfect failure whenever
the variable was equal to 1. Therefore, these variables were deleted and represented
individuals with an education within the field of sought jobs & and european immigrants

41

8.4 Results
8.4.1 Växjö
First off, the results for the Municipality of Växjö will be presented.
Thereafter, the comparable municipalities of Kalmar and Jönköping will be provided for
further analysis later on. The estimate in table 10 shows that trained individuals are now
28.3% more likely to receive a job than those who did not participate in Arbetspraktik.
The estimate is significant on a 5% level and can therefore be used for drawing a
conclusion.
Table 10: Average treatment effect on treated for Växjö (ties)
(1)
Work

VARIABLES
Programme Effect
Constant

0.283**
(0.13332)
0.397***
(0.00385)

Observations
16,180
R-squared
0.000
Standard errors in parentheses
*** p<0.01, ** p<0.05, * p<0.1
The model also uses the ties option for more reliable measurements. Ties
informs the model to bound multiple observations with the same propensity scores. The
psmatch2 command has been used to estimate the effect of Arbetspraktik. This command
has a default setting that matches with just one tied observation. However, if multiple
observations with the same propensity scores are estimated, and therefore share being
“nearest neighbour”, the model has to be adjusted so that multiple matches are tied. These
ties are relatively common if the covariates of the treatment model are categorical, which
the case for this study is since the majority of the variables are categorical. By adding the
ties option, the outcome of the psmatch2 model is more similar to the teffects model, since
the teffects model matches with all tied observations by default.

8.4.2 Sensitivity Analysis for Växjö
In order to see if the results of section 8.4.1 contain a certain reliability,
sensitivity analysis may share light on certain aspects of the estimated value. For example,
with sensitivity analysis, it is possible to see if the measurement is sensitive to certain
types of changes within the model. If this is the case, the estimated effect may not be as
reliable, depending on what the analysis provides. The Mantel-Haensel bounds from 1959
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have been chosen as the sensitivity analysis. This approach works with the main model
of the thesis. Furthermore, this model uses two definitions, positive selection and negative
selection, as the main definitions for the analysis to be completed (Becker & Caliendo,
2007).
Table 11: Mantel-Haenszel (1959) bounds for Växjö

Gamma

Q_mh+

Q_mh-

p_mh+

p_mh-

1,0
1.1
1.2
1.3
1.4
1.5
1.6
1.7
1.8
1.9
2,0

2.29347
2.06319
1.84484
1.64499
1.46073
1.28976
1.13027
.980783
.840105
.707229
.581318

2.29347
2.54633
2.76944
2.97632
3.1694
3.35059
3.52145
3.68322
3.83696
3.98353
4.12366

.010911
.019547
.03253
.049986
.072045
.098568
.129182
.16335
.200425
.239712
.280513

.010911
.005443
.002808
.001459
.000764
.000403
.000215
.000115
.000062
.000034
.000019

Gamma : odds of differential assignment due to unobserved factors
Q_mh+ : Mantel-Haenszel statistic (assumption: overestimation of treatment effect)
Q_mh- : Mantel-Haenszel statistic (assumption: underestimation of treatment effect)
p_mh+ : significance level (assumption: overestimation of treatment effect)
p_mh- : significance level (assumption: underestimation of treatment effect)

According to the selection discussion in section 4.4, the likeliness of having
positive selection is greater than negative selection for this study, due to motivation
having its own effect in the stages prior to attending the programme. In this specific case,
more motivated individuals have a greater chance of being treated than others.This
unobserved factor may lead to an upward bias of the estimated value in table 10, implying
that the reported value may be greater than the true effect of the treatment (Becker &
Caliendo, 2007).
In order to check the reliability of the effect, table 11 will be used to cover
the sensitivity of the measurement and the possible selection issue. Since positive
selection is discussed to be more important, the variables Q_mh+ and p_mh+ are of our
interest because these are used if overestimation may be presented. By looking at table 5,
the estimate is significant at a 5% significance interval when gamma equals 1 (γ = 1).
This may also be considered as no hidden bias. However, the interesting part starts when
γ increases. For the value to remain significant to the increase of γ, p_mh+ has to remain
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smaller than 0.122. According to table 10, this requirement is no longer fulfilled when γ =
1.6. This implies that the results are insensitive to hidden bias with increased odds of
exposure of 50%. The report of the sensitivity analysis does not conclude that the true
effect completely distinguishes, it only warns the researcher that the estimated value of
the true effect has to be interpreted with caution, sine the table provides evidence that the
results are sensitive to possible deviation of un confoundedness (Becker & Caliendo,
2007).
However, the estimated value remained significant up until γ = 1.5, which
informs us that a relatively significant change in γ has to happen, if the value wants to be
insignificant. This need of change, in the dependent variable, plus the large amount of
insignificant variables in the selection model, is large enough for this study to confirm
that the outcome is relatively stable and the value of γ is reliable enough for further
research or validation.
8.4.3 Växjö vs. Kalmar
According to table 12, the estimate reports a value of 0.123. However, it
shows no signs of significance at 1, 5 or 10% and therefore no results of the effect of
Arbetspraktik were found for Kalmar. This implies that, with the current data and
methodological approach, it is not possible to investigate if Arbetspraktik reaches its
intended goals in Kalmar.
Table 12: Average treatment effect on treated for Kalmar
VARIABLES

Outcome

Programme Effect

0.265
(0.2565)
0.453***
(0.00442)

Constant

Observations
12,292
R-squared
0.000
Standard errors in parentheses
*** p<0.01, ** p<0.05, * p<0.1

As a rule of thumb: When using a sample size > 500, the degrees of freedom = infinite ( ∞ ). Here, the
p-value for a 1% significance level = 0.01, the p-value for a 5% significance level = 0.05 and for 10%
significance, the p-value = 0.10. If the p-value of the estimate > than 0.10, it is insignificant.
22
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8.4.4 Växjö vs. Jönköping
Table 13 reports that the estimate for the treatment effect for Jönköping
remained insignificant. According to table 13, this effect is not significantly different
from zero at a 5 percent level of significance These results imply that the same outcome
has been derived for both Kalmar and Jönköping, which is no significant outcome. The
only significant result in section 8.4 was derived from the municipality of Växjö itself.
These effects will be discussed in a more detailed manner in section 9.
Table 13: Average treatment effect on treated for Jönköping
(1)
Outcome

VARIABLES
Programme Effect
Constant

-0.0415
(0.1279)
0.469***
(0.00341)

Observations
18,997
R-squared
0.000
Standard errors in parentheses
*** p<0.01, ** p<0.05, * p<0.1

8.5 Qualitative results
In this section, the results of the interviews are presented in text. To support
the text, the results are aided by graphs that were built for each question that was asked
in the interview. These graphs will be displayed in the appendices, together with the
relevant questions linked to the interviews. A total of 36 firms were contacted throughout
the duration of the study. Out of these 44 firms, 16 firms stated that they had experience
with a trainee in the past. However, some of these firms claimed that students were used
as trainees. This resulted in the fact that only 9 firms were representable, as these firms
used unemployed workers as trainees. A success-rate of 20.5% in finding eligible firms
is relatively decent for this study, since it was not possible to get a list of representable
firms from the Swedish Employment Service.
As discussed earlier, firms from different segments have been interviewed.
Besides the advantageous that have been argued before, the results also show certain
differences across these segmented firms. In example, the firms that operate in tourism
tend to focus more heavily on personal characters when looking for trainees. In these
fields of operations, higher education tends to not really be a requirement for the majority
of the touristic firms. These firms rather look for trainees that are social, friendly and are
able to communicate with customers, both in the native language but also in English.
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Thus, they often require some sort of language skill for their hired trainees. On the other
side, industrial firms tend to focus slightly more towards some sort of relevant work
experience that fits the job. Since these firms often work with machinery and tight
schedules, the trainees have to be a little bit more experienced. However, since industrial
firms tend to work in shifts, communication and personal characteristics are important
factors also. Some firms state the importance of communication between workers from
different shifts. When one group of workers finishes its shift, the next group will take
over. The communication during this transitions has to be done properly, so the firm does
not fall behind its schedule (see graph 1).
When presenting the question as to what the purpose is of having trainees
at the workplace, firms answered adversely. The answers could either be to look for new
full-time workers or to temporarily replace the spot of current workers while they are
inactive. Here, the results show that the answers are mainly evenly divided. This means
that about 50% of the firms hire trainees to look for new workers. The other 50% use
trainees as workforce until the full-time workers return to their duty. These choices
mainly depend on whether or not it is hard to find workers on the labour market that have
the right amount of competence for the workplace at hand (see graph 2)
As firms were asked whether or not trainees perform the same tasks as their
own workers, the answer was mainly yes. Additionally, the firms also tend to answer
similarly to the question regarding guiding and control of trainees. Most firms seem to
introduce the trainee to a more experienced worker in the early phase of the process. Later
on, when trainees become more experienced and confident, they tend to be able to
complete tasks on their own. As noted before, the interviews were done at firms with
different sizes. However, no evidence on the difference on the amount of resources spent
on trainees when comparing smaller and bigger firms was found (see graph 3 & 4).
Furthermore, allied results were shown regarding the development of how
initiative and determined trainees are both at early phases and later on. Firms, for the most
part, tend to see a positive relationship between time and determination. Trainees seem to
be more positive and involved towards the training process as time goes by. However,
according to the interviews, some firms have had bad experience with certain trainees in
the past, where firms often cut the trainee before the deadline ends (see graph 5).
By analysing the positive outcomes of trainees, firms tend to show the most
passion towards trainees gaining work experience, mainly experience in a Swedish
workplace. This is primarily due to the fact that workplaces can differ majorly between
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countries, especially between Swedish workplaces and workplaces outside Europe (see
graph 6). The results also show that firms receive and exchange trainees from different
sources, such as recruiting agencies but also the Swedish Employment Service (see graph
7).
Lastly, follow-up questions were performed to all firms whether or not a
trainee has received a full-time job after the training ended. A large majority of the firms
responded positively to this question, where around 85% of all firms replied that a trainee
indeed had received a full-time job after completing a succesful training period. One firm
that stood out during the process of interviewing was a clothing boutique in the centre of
Växjö. The CEO of the boutique claimed that every worker at their local shop once started
as a trainee, including the CEO herself. All of these trainees succeeded in promoting to
higher ranked jobs within the shop as time progressed (see graph 8).
According to the results of the interviews, trainees should have positive
futures regardless of what field of operation the trainee is active in. A very large
percentage of the answers showed positive outcomes towards how trainees are treated,
how trainees develop over time but also to what extend trainees are hired after the
completion of the training.23

9. Discussion
As shown in table two in section 8.1.1, certain variables remained
significant after restricting the dataset substantially. By comparing table 7 in section 8.3
with table 14 in the appendices, the reduced observations and significance level for many
variables is relatively straightforward to observe. The variable for age remained
significant and shows a positive effect on the selection. This is logical, since the Swedish
Employment Service provides special programmes for younger individuals and therefore
elderly are considered to be more suited for Arbetspraktik. Therefore, an increase in age
that leads to increased probability of being selected into the programme fits the
expectations. Also, the variable for handicaps remained significant. Increased probability
of being selected into treatment for handicapped workers is logical, since these workers
tend to have more difficulty in finding a job. Therefore, programme assignment is well
suited for these individuals. Also, having a foreign nationality increases the probability
of getting selected. As mentioned in section 1 and 2, immigrants have higher
23

All results are recovered from interviews that have been executed at the workplace of different firms.
The interviews have been recorded and the questions plus graphs regarding the outcomes are presented in
the appendices.
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unemployment rates and more difficulty on the Swedish labour market compared to
natives. These facts, connected with immigrants often bringing lower forms of human
capital as explained in section 4.1, lead to logical outcomes that were predicted but now
also confirmed in table 7. The high level of insignificant variables remains to be
explained, but a suggestion is that the lack of quality of controlled variables impacted the
outcome and significance level. According to table 9, 1,120,478 observations were
observed for the entire country. By looking at table 7, the observations were reduced to
only 9,412. The same procedure was done for Kalmar and Jönköping, which can be
observed by looking at table 8 & 9 in section 8.3. For these two municipalities, only age
turned out to be significant for Jönköping.
As for the treatment effect itself, table 10 shows a positive effect for treated
individuals. The estimate is significant at a 5% confidence interval and therefore confirms
increased outcomes for individuals in Arbetspraktik compared to those who are selected
into the control group, which consists of all other observations in the dataset. This
provides evidence that, for Växjö, the programme reaches its intended goals and can
therefore be called as succesful. Table 10 reports an estimate of 0.283, which implies that
individuals in Arbetspraktik have a 28.3 % higher probability of improving their situation
from being unemployed to some sort of employed status, whether it is a full-time job or
working a temporary job. As for Kalmar and Jönköping, the estimates find insignificant
results. This implies that, with the current dataset and methodological approach, no
significant effects are measured. Therefore, it it not possible to determine whether or not
Arbetspraktik can be called ”successful” in these regions. Also, it is also not possible to
determine if Arbetspraktik functions more succesfully in Växjö than Kalmar & Jönköping
due to the insignificance of the latter municipalities.
As presented in section 8.5, the results of the interviews provide positive
hope for trainees that perform some type of training in Växjö. If only these interviews
were used for training analysis, it would be reasonable to think that training programmes
successfully reach their goals in Växjö. Something that can be assumed as a very positive
factor, is that firms rarely look at the educational attainment of the trainee as a deciding
factor when hiring these individuals. Therefore, individuals that seek training do not have
to worry about having lower education compared to others. This could be very important
for immigrants or refugees that have limited educational attainments and therefore also
deal with limited human capital. Also, individuals that dislike investing in education
should be very pleased with the results of these interviews. Personal characteristics seem
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to matter the most and these factors can be relatively easy to reach by an individual. By
behaving nicely and socially, an individual should be able to come a long way.
One thing that an individual however must invest in, is their ability to speak
the language relatively well. This requirement is often asked for so the trainee is able to
communicate with his or her co-workers, but also with the customers at the workplace. A
lot of firms require an individual to be able to speak and understand Swedish. These firms
often require some sort of basic knowledge of the language and this is often asked for
during the interview between the trainee and the employer. This implies that an individual
should invest time and possibly money into classes that teach the language, if he or she
likes to increase the chances of getting hired. According to the interviews, this portion of
human capital seems to matter the most, and should therefore not be ignored by
individuals. Besides this proportion, an individual should be relatively fine with having
limited human capital in other departments.
The interviews claim that trainees become more productive and determined
towards their training as time goes by. This shows that the training process that firms
provide is challenging and beneficial towards the trainee. If a trainee has grown during
the training, it means that the training can be considered as motivating and this benefits
both sides of the training. Trainees develop their skills and knowledge to higher degrees,
since firms claim that guiding is almost irrelevant at the end of the training, whereas it
was needed at the beginning. This means that trainees have bloomed during the process
and this can benefit them at finding jobs later on, since these individuals have become
more productive. Furthermore, firms may be used as positive references when a trainee
is looking for another job, since these firms have also encountered the positive growth of
the trainee. For the firms, growth across the trainees is also beneficial. Here, firms have
to spend less resources on the trainee as time evolves and therefore a trainee may be
perceived as less of an ‘obstacle’ for certain firms. A more productive, independent and
motivated trainee is effective for firms, since control and guiding is no longer needed to
the same extend. Because of this, co-workers of a trainee can focus on their own tasks
and a firm should not lose any effectiveness or profit of having a trainee at the workplace.
Around 50% of the firms answered that trainees were hired for the purpose
of looking for additional full-time workers. This could also be seen as a positive view for
trainees, because the probability of receiving a full-time job is present if the trainee does
well at the training. This statement is backed up by the results of the interviews. However,
the other half of the firms answered that trainees were mainly hired to complete temporary
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tasks. These situations could e.g. be to replace someone that has been absent for a longer
time, for example vacation, being ill or other reasons for absence. However, the vagueness
of the purpose is not really something that should hurt the trainee in either way, since this
information is often shared with the trainee. This implies that the trainee should be aware
of his or hers situation and therefore does not have to worry about any uncertainty of why
the trainee was assigned to the employment programme.
Lastly, the fact that trainees tend to work closely with full-time workers.
This should also be positive for trainees, since experience in these tasks is often asked for
whenever a similar vacancy is posted on the internet. Executing similar tasks to that of
existing workers, the trainee may adapt his workstyle to that of his co-workers and
therefore gain relevant experience that could lead to improved outcomes on labour
markets later on. By having work experience in tasks that can be reciprocated at a new
job, it could benefit the trainee whenever he or she applies to a new job that is similar to
the job the trainee performed the training in. If a trainee had to perform small tasks that
were not really challenging or asked for in other jobs, the training can be seen as a waste
of time. Since the lack of a challenge can lead to less motivation, less development and
less determination, it could hurt both the trainee and the firm. For the trainee, the process
is not as beneficial as it could have been, and therefore the programme will not reach its
goals. For the firm, a less motivated worker could hurt the productiveness of the firm and
therefore reduce the profit, since the trainee might take up time from full-time workers if
they have to guide the trainee more than what should have been needed. Also, less
motivated workers may create worse work environments at a firm, which affects the
behaviour and productiveness of full-time workers.
To summarise the outcomes of the interviews, the majority of the answers
provide a positive future for all trainees, regardless of occupation, segment or firm size.
However, the issue with using interviews has been discussed in section 6.3. I do not
provide any evidence on the fact if firms actually told me the truth during the interviews.
Firms may lie to promote their vision or better their perceived view of customers to the
outside world. Due to the lack of evidence to dismiss this issue, I simply had to assume
that the firms were telling the truth.

10. Conclusion
This study focused on the local effects of a well-known employment
programme in Sweden, called Arbetspraktik. The aim of this study was to estimate if this
specific programme increased the labour market outcomes of participants compared to
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individuals that not participated in Växjö. Besides these local effects, a comparison with
two other municipalities was also presented in this study. Additionally, the outcome was
supported by performing interviews with local firms that have had experience with
trainees. The results of both methods were then analysed and compared to see if the
programme reached its intended goals in Växjö. With the use of matching and PSM, a
positive effect of Arbetspraktik for local workers in Växjö was found. Participants in
Arbetspraktik were 28.3% more likely to receive better outcomes than others. The
findings of the interviews claim that training is helpful for both firms and trainees. The
participants seem to face positive treatment and also find themselves to evolve during the
process. Besides these results, firms show tendencies of hiring a trainee for a full-time
job if the training was successful. These qualitative findings should provide hopeful
insight for trainees that are unsure whether or not to participate in Arbetspraktik in Växjö.
In combination, the results show that Arbetspraktik can be considered a successful
employment programme in Växjö.

11. Self-critique and future research
Something that was not manageable to complete was interviews with exprogramme participants. Due to a limited time scheme and being dependent on certain
factors, this part had to be skipped. A personal letter was sent to all ex-participants
through a system at the Swedish Employment Service, but the remaining factors were
affecting the availability of these interviews. If these individuals did not find it motivating
to contact me or did not have the time for an interview, it was not possible to change the
the outcome. After a duration of two months, the process was eliminated and firms were
interviewed instead. If possible, this may be done in other studies to connect their
perspectives to the results of other methods.
Also, due to the restricted time scheme, only a limited amount of firms were
contacted. Out of all these firms, only a small proportion showed to be eligible for the
research question and provided a opportunity to perform an interview. A large proportion
of the contacted firms stated that their trainees were characterised by students. These
individuals do not represented unemployed workers very well and were therefore left out.
The focus was solely on firms that used trainees that represented unemployed workers.
Due to these limited numbers, the perceived view of the qualitative results may not be
fully accurate. Additionally, the dataset lacks quality compared to other studies. The
reason for this is that, due to policies and regulations, only a number of agents/individuals
are allowed to use or obtain individual data in Sweden. This led to the dataset of this study
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being somewhat limited compared to other studies. For instance, the dataset of this study
only contained control variables that were covered by the internship, which happened to
be the Swedish Employment Service. Certain studies included variables from
SCB(Statistics Sweden), but were not able to be obtained. Also, the dataset tends to show
signs of lack of raw quality, due to certain uncontrolled and correlated variables. A more
precise dataset may be necessary to estimate more accurate effects.
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13. Appendices
13.1 Tables
Table 14: Probability of getting selected into Arbetspraktik for Sweden
(Marginal Effects are presented for each variable)
(1)
VARIABLES

Selection into the
programme

Age

1.92e-05***
(4.36e-06)
-1.54e-06***
(1.48e-07)
-3.69e-07***
(6.52e-08)
-0.000668***
(0.000123)
0.00422***
(0.000233)
6.11e-05

Unemployment time
Register time
Insurance
Work handicap
Education for job
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(0.000108)
Gender

0.000269***
(0.000100)

Gymnasium Degree

-0.000553***
(0.000126)
0.000460***

Post-gymnasium degree

Immigrants outside EU

(0.000151)
0.00251***
(0.000241)
0.00280***

Observations

(0.000176)
1,120,478

EU immigrants

Standard errors in parentheses
*** p<0.01, ** p<0.05, * p<0.1

Table 16: How to interpret the results of section 8.2 (The estimated values in this
table are not real values. They were only used as an example for the reader)

Brief explanation of how to interpret the results in Table 2-9
Variable

X1
X2
X3
X4

Estimate

Interpretation Zero stars
*
**
***
No
(10%
(5%
(1%
significance significance significance significance
level)
level)
level)
0.011***
1.1% increase
on Y
0.034**
3.4% increase
on Y
-0.126*
12.6%
decrease on Y
0.082
No significant
effect on Y
(As a rule of thumb, atleast 1 star is necessary for evidential measurements. Though, the
more stars, the higher the significance level and therefore increases the reliability of the
estimate)
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13.2 Figures
Figure 1
Unemployment levels for Sweden in percentage (Y-axis equals unemployment levels, X-axis represents
time)

(The employment effects of the crisis are shown in 2008-2009. Purple line indicates capped and seasonal
adjusted data, blue line indicates non-capped and non-adjusted data. Y-Axis = unemployment rate, X-Axis
= Year. Source: SCB; arbetskraftsundersökningar, aku-mars-2018)

13.2 Graphs
Graph 1

What do firms mainly look for when hiring
trainees?
100%
80%
60%

0,48

0,52

40%
20%
0

0%
Previous experience

Personal
characteristics

Education

58

Graph 2
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Graph 4
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guiding) are spent on trainees?
1
0,8
0,6
0,4
0,2

0,58
0,3

0,12

0
Large resources
during the entire
process

Gradually reduced
during the process

Small resources
during the entire
process

Graph 5

How determined are the trainees at the
workplace?
1
0,8
0,6
0,4

0,59

0,2

0,22

0,19

0
It grew as they
became more
confident

Mixed determinance
depending on trainee

60

Same during the
entire training

Graph 6

What is the firms point of view regarding
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Graph 7 (Not presented in the interview model, but was used as a follow-up question)
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Graph 8 (Not presented in the interview model, but was used as a follow-up question)
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13.3 Interview models
Interview model (English)

Interview Master’s Thesis
To work or not to work?
An empirical study that describes the effects of Job-Training programmes for local
unemployed workers in Sweden.

By Sander Eefting
Question 1:
What factors determine the selection of trainees at your workplace? Is previous
experience/education or personal characteristics more important?

Question 2:
What is the main purpose of having trainees at your firm? Is it to provide additional help
in completing tasks or do you look for new full-time workers?

Question 3:
Do trainees execute the same tasks as full-time workers or are the two groups more
separated?

Question 4:
How many resources and time (control and guiding) are spent on trainees to learn the
required factors that are needed to complete tasks? (Do trainees work together with
experienced full-time workers vs. what is the firm’s vision on how independent trainees
are at the workplace)

Question 5:
How determined/involved are the trainees in both the beginning of the internship but also
at later stages? (Are they active, do they take initiatives?)

Question 6:
What is the firm’s vision on the positive outcome variables for trainees such as building
networks, general work experience and experience in a Swedish workplace? (What does
the relationship between these variables look like?)
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Interview model (Swedish)

Intervju Magisteruppsats
To work or not to work?
An empirical study that describes the effects of Job-Training programmes for local
unemployed workers in Sweden.

av Sander Eefting

Fråga 1:
Vad baserar ni era val på när det gäller praktikanter? Är det tidigare erfarenhet/utbildning
eller mer personliga egenskaper som spelar störst roll i urvalet?

Fråga 2:
Vad är syftet för er med praktikanter? Är det för att hjälpa till med arbetsuppgifter eller
för att hitta nya fast anställda (efter praktiken eller senare)?

Fråga 3:
Utför praktikanter samma uppgifter som era fast-anställda eller är praktikanter mer
separerad från företagets arbetskraft?

Fråga 4:
Hur mycket resurser och tid (kontroll och handledning) lägger ni på era praktikanter för
att lära sig arbetsuppgifterna. (Hur jobbar praktikanter ihop med mer erfarna anställda vs.
Hur ser ni på ’’hur självgående praktikanterna är).

Fråga 5:
Hur engagerade är praktikanter både i början av praktiken men också senare under
praktiken. (Delaktiga/aktiva, tar de egna initiativ?)

Fråga 6:
Vad är era synpunkter när det gäller positiva faktorer som en praktikant får av er (nätverk,
yrkeserfarenhet, erfarenhet av en svensk arbetsplats, hur ser relationen ut mellan dessa
faktor
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13.4 Additional information regarding Stata


With the command gen jobb=0 & replace jobb=1 if nystatus<5 | nystatus==7 in
STATA, the individuals with a status 1 to 4 and 7 were selected into the outcome
variable



Command for generating groups:
o gen treated1=0 & replace treated1=1 if skat_beskr=="54
Arbetspraktik".
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