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Abstract 

The purpose of this study is to create an understanding of the experiences of 

participating in an outplacement program, with focus on voluntary participation. The 

case investigated consists of individuals from a company that received and accepted an 

offer of outplacement service along with severance pay. To analyze the experiences of 

the participants the study is narrowed down to three focus areas; why did they make the 

decision to accept the offer, what expectations did the interviewees entering the 

outplacement program have and how did they view their employability. To be able to 

analyze these questions the study accounts for theory regarding; labor market 

regulations, rationality, employability and the decision making process when deciding 

to accept the offer and leave the company. The collection of empirical data for this 

study was performed via semi-structured interviews taking on a phenomenological 

approach. The results indicate that an offer such as outplacement help can make people 

feel more secure with making a transition to a new employment. Outplacement services 

can be seen as an alternative to loosen up labor market regulations with intent to 

increase movement. This could arguably be more beneficial for the company and to the 

employee as well. This study finds that a voluntary transition creates a different need 

from the outplacement coach relative to the need after an involuntary transition.  Finally 

this study argues that by entering the job search market the perceived employability for 

an individual could converge more towards reality. 
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Change, Mobility and 

Outplacement 

The work environment today changes more rapidly than organizations themselves (Burke, 

2011: 1). This creates a need to better understand, manage and change organizations (ibid). 

The need for flexibility for the employer is an on-going debate as they feel that they need to 

be more flexible (Ekstedt & Sundin 2006: 131). As organizations operate in a more turbulent 

environment than before, managers need to adapt and implement strategies to handle and keep 

up with the changing environment (Sharma et al., 2010: 51).   

 

Due to organizations restructuring or downsizing, with layoffs as a result, the use of 

outplacement services has increased (Butterfield & Borgen 2005: 306). An article published 

by Svenskt Näringsliv (2009) shows that there were 100 actors in the outplacement business 

segment in Sweden in 2009, helping jobseekers to find new employment. According to 

Butterfield and Borgen (2005: 306) employers offer outplacement services through consulting 

firms to terminated employees as a form of career counselling. These services have the 

purpose to ease the transition process for the employees, aiming to minimize disruptions in 

the business, keep the motivation up for remaining employees and maintain the organization’s 

public image. The intent is also to help the terminated employees with their feelings of self-

worth, finding a relevant career path and in the end finding a meaningful employment (ibid).  

 

An outplacement program typically includes; résumé writing, career planning, assessment, 

interview training, identifying transferable skills, marketing training, image development and 

networking (Butterfield & Borgen 2005: 306). Many organizations make large investments to 

ease the employees’ transition (Edström & Sabel 2005: 7). For example by paying salary 

during the transition period, covering costs for education or offering severance pay (Edström 

& Sabel, 2005: 8). As an alternative to select which people to let go when downsizing or 

restructuring, a company may offer their employees to enter an outplacement program 

voluntary. What kind of incentives might be needed and why would this be an acceptable 

alternative? 
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Purpose and Research Questions 

The purpose of this study is to analyze why people choose to voluntarily enter an 

outplacement program and their experiences of participating in that program. The purpose is 

specified into the following research questions:  

  

 Why did they take the decision to quit their job?  

 What expectations did the employees entering the outplacement program have?  

 How do the participants in the study view their employability? 

Delimitations 

This study is about individuals who voluntarily quit their job. It is not a study on involuntary 

terminations. Furthermore this is not an evaluation of the content and methods of this 

particular outplacement program or those involved in it. It is a study based on the selected 

individuals interviewed in a particular company. A more general evaluation would require a 

different approach, most likely using comparative analysis and taking base-line effect into 

account. Neither will the actual skills of the participants or the current demand for them on the 

labor market be investigated. The focus is firmly on the individuals’ perception of their 

employability, why they quit their job and what expectations they had. 

Outline 

This study will continue with a section presenting previous research relevant for the analysis 

of the empirical data. After that the method and data will follow where method used and 

collection of data will be presented. The section after contains a presentation of the main 

results, as well as the analysis using the previous research presented. Finally a summarizing 

discussion will be made where the most important conclusions and interpretations regarding 

the results will be accounted for.  All chapters are built up around the same three themes: 

Reasons for Making a Job Transition, Expectations and Employability.  
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Previous Research  

In this section previous research will be presented which will be the basis for the analysis of 

the empirical data. Since this study is performed in Sweden, it will start with a section 

regarding regulations that affect mobility on the Swedish labor market, called the Swedish 

Employment Protection Act, abbreviated LAS in Swedish. After this a review of some 

different theoretical approaches that will be part of the analysis will follow; Inducement-

contribution balance, employability and cognitive limits to rationality.  

Labor Market Regulations 

One of the research questions in this study is why people choose to leave an organization. To 

answer that, it is also interesting to consider why people stay in an organization and what 

consequences low mobility may lead to. 

 

One aspect affecting mobility is labor market regulations. In Sweden, this discussion 

primarily concerns the Employment Protection Act (LAS) and whether it limits the movement 

on the labor market by affecting individuals and employers. According to Furåker (2010: 60) 

there are two mechanisms that could cause LAS to limit movement on the labor market. The 

strict rules might make employers restrictive when recruiting and also make them consider 

whether to recruit at all. The main concern is that it is expensive to terminate an unwanted 

employee. The strict rules might also make employees with a long period of employment 

cautious when considering changing job. The priority rules defined in the employment act 

might make an employee cautious, since the rules state that generally the last one in is the first 

one out (ibid).  

 

Aronsson et al. (2000: 2) discusses what consequences a labor market with low mobility may 

lead to, with employees being “locked-in”. They define it as to have a permanent employment 

but to be in a non-preferred occupation and/or in a non-preferred working place (ibid). They 
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claim that to be both in a non-preferred occupation and in a non-preferred working place is 

associated with a perception of considerably reduced opportunities to develop and learn new 

things (Aronsson et al., 2000: 23). The labor market needs stimulation to increase mobility, 

and by that prevent that people feel locked-in (von Otter, 2003: 95-99). Increased mobility 

would open up more “vacancy chains”. This would in turn increase the possibility for 

individuals to find a job that they want (von Otter, 2003: Introduction). The rules regulating 

employment protection is, from a flexibility perspective for the employer, sometimes viewed 

as an obstacle that needs to be loosened up (Grönlund, 2004: 20-21). Though there is also a 

view that the Swedish employment act does not have to be loosened but that the transition 

itself between jobs should be made safer to increase mobility. Benson (2008: 345) mentions 

outplacement agreements and insurance systems as ways to increase the safety in the transfer.  

Reasons for Making a Job Transition  

In a classic book, March and Simon (1958: 83-111) investigated organizations and 

individual’s choices to continue or quit their job. Based on their concept of the inducement-

contribution balance, they argued that if employees feel there is an imbalance between 

inducements and contributions, they will be more prone to leave the organization. The 

inducements refer to wages, but also to inducements that are more difficult to measure such as 

identification with group members, satisfaction from work tasks and other noneconomic 

values (March & Simon, 1958: 83-111). People have other motives to work than just 

economical ones, such as to have a social belonging, commitment to something, a creation of 

meaning to life etc. (Wikman, 2005: 45).  

 

According to March and Simon (1958: 83-111), two considerations affect the inducement-

contribution balance. One of these considerations is the perceived desirability of leaving the 

job; this is dependent upon the employee’s job satisfaction and whether intra-organizational 

transfer is possible. The argument being that it is less desirable to leave an organization if the 

job satisfaction is high. If it is low, employees might look for possibilities to do an intra-

organizational transfer. When there are possibilities for intra-organizational transfer it is less 



 

 5 

likely that the individual will leave the organization. The other consideration affecting the 

inducement-contribution balance is the perceived ease of movement from the organization. 

The perceived ease of movement is dependent on the person’s perceptions of other job 

options on the labor market. This will then according to March & Simon (1958: 83-111) 

culminate into a balance between inducement and contribution. If this balance is perceived to 

be negative by the employee, he or she is more likely to exit the organization (ibid).  

Employability  

Perceptions of options on the labor market and possibilities of getting a new job affect the 

choices individuals make and the expectations they have when terminating their employment 

(March & Simon 1958, Cuyper 2011). Mclean et al. (1998: 697-698) argues that it is not the 

objective reality but rather the perception people have that shape their expectations, behaviors 

and actions. One way to investigate people’s perceptions of their possibilities on the labor 

market is by using the term employability.  

 

The definitions of employability are many and the general perception of what it is has shifted 

over time. The concept of employability can be approached from either a macro perspective 

or from an individual perspective (Erik Berntson, 2008: 15). The individuals’ perception of 

employability is what is relevant for this study. Berntson (2008: Abstract) defines 

employability perceptions as “Individuals’ beliefs about their possibilities of finding new, 

equal or better employment.”. To discuss employability as something perceived by the 

individual also implies that it is something subjective and not objective, objective 

employability being the focus in many previous studies (Berntson, 2008: 18).  

 

McQuaid and Lindsey (2004: 209-210) accounts for multiple factors that can affect a person’s 

employability. Education or experiences in a certain field are examples of such factors that 

can improve employability. It is also important to have a realistic approach in which jobs to 

target and to be aware of strengths and weaknesses when searching for a new job (McQuaid 

& Lindsey, 2004: 209-210).  
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Berntson (2008: 49) also investigated different factors that could help predict how individuals 

perceive their employability. He found that a combination of situational and individual factors 

is useful for this purpose. An important factor on the individual level was formal education; 

another factor that proved to be important was competence development. The most important 

factor of the situational ones was accommodation region (individuals reported to have higher 

employability if they lived in a metropolitan area). The conclusion regarding accommodation 

region is drawn by Berntson that how individuals estimate their possibility to new 

employment is affected by the regional labor market (ibid).  

 

A study by Cuyper et al. (2011: 262) investigates the relationship between perceived 

employability and turnover intention. They found that perceived employability does not cause 

turnover intention directly, which means that employees do not quit only because they have 

high belief in their possibilities to get another job. One of the conclusions of the study was 

that poor job resources may make employees with high employability more prone to quit. 

Poor job resources are here defined as lack of control. On the other hand turnover intention 

might be reduced by satisfaction with job resources and especially by social support from 

colleagues (ibid).   

 

Similar to March & Simons (1958: 83-111) theory, perceptions of possibilities to get another 

job does not alone cause an employee to leave an organization. Several factors are involved in 

deciding to terminate an employment.   

Expectations and Rationality 

As discussed above, employability is for the purpose of this study, considered as something 

subjective and perceived by the employee. When considering the interviewees choices and 

experiences in the outplacement program it is also relevant to consider the subject of 

limited/subjective rationality.  
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Humans are limited in their rationality, and cannot always by themselves make perfect 

decisions (Kahneman, 2011). To be rational, as economists and decision theorists define it, a 

person has to be internally consistent in his or her beliefs (Kahneman: 411). Kahneman 

further writes that “Although Humans are not irrational, they often need help to make more 

accurate judgments and better decisions, and in some cases policies and institutions can 

provide that.” (Kahneman, 2011: 411)  

 

March and Simon (1958: 136-142) also opposes models where individuals are fully rational 

and always have perfect information on all available options when making decisions. It is not 

likely that all alternatives are known and that it is possible to make an adequate comparison of 

them. In addition individuals’ drives and motives also affect decision making. March and 

Simon suggests that instead of trying to optimize every decision, most decision are made by 

discovering and selecting satisfying alternatives. Only in very few cases finding the optimal 

alternative is actually done (ibid).  

 

Expectations on a new job do not always match the job itself since individuals usually don’t 

have full information on their options when making a transfer (Avner et al. 1982). 

Misjudgments can be made regarding one’s own abilities, therefore to change job is always to 

take a chance (ibid).  

Outplacement program contents 

Butterfield and Borgen (2005) investigated which services participants in outplacement 

programs found helpful and what they would have liked to get further help with but didn’t. 

They found that it was quite common among the respondents to feel that the program lacked 

in counselling services to help dealing with feelings regarding the transition and 

individualized attention. The programs were to a great extent focused on the tasks that would 

lead to finding a job; for example by helping with writing a resume, cover letter and interview 

preparation. Though most of the participants in the study found that helpful they still lacked 

the emotional part. Butterfield & Borgen highlights the fact that outplacement programs are 

formed according to the needs of companies engaging their services who usually view a quick 

reemployment for terminated employees as a successful outcome. According to the results of 

their study, Butterfield and Borgen see a tendency that outplacement firms offer services that 

are more understandable to companies. For example help with resume, assessments and 
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search skills (Butterfield and Borgen, 2005). One difference between the study performed by 

Butterfield and Borgen mentioned above and the current one is that Butterfield and Borgen 

interviewed individuals who were terminated and offered to participate in an outplacement 

program whereas in this study the interviewees voluntarily quit their job and entered the 

outplacement program. 

Method and Data 

In this section the methodological assumptions that this study builds on is presented. A 

description of how the selection was made, survey procedures, entries to the analysis, ethical 

aspects and the author’s pre-understanding will be shown. 

 

Methodological Aproach 

To be able to analyze the main questions: why the interviewees chose to quit their job, what 

expectations they had and how they viewed their employability, a qualitative 

phenomenological method has been chosen. As described by Creswell (2007: 57) “a 

phenomenological study describes the meaning for several individuals of their lived 

experiences of a concept or phenomenon. Phenomenologists focus on describing what all 

participants have in common as they experience a phenomenon”. In this study the 

phenomenon is job transition and the participation in an outplacement program. To 

operationalize the experience of the phenomenon it was broken down into the research 

questions mentioned above.  

Selection and Interviews  

To collect empirical data, interviews were chosen as method. In depth interviews with 

participants is a common way to collect data for a phenomenological study (Creswell, 2007: 

61) This method was chosen because the purpose of the study was to collect data based on 

emotions, experiences and feelings (Denscombe, 2000:132).  The above needs to be more 

thoroughly explored instead of just described in a few words (ibid). The method used was 

semi-structured interviews. The interviewer had a list with subjects and related questions but 
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the interviewer was flexible and open to discuss more of what the interviewee found 

important, as suggested by Denscombe (2009: 234-235). The interviews were made 

approximately 6 months after the interviewees had initiated the transition. They were 

conducted by a research assistant at Stockholm University for a project investigating 

organizational change and transfer of knowledge. The interview guide was made by the 

project leader for that project. The interviews were made available for this study. The 

Interviews were made by telephone and were recorded; therefore there was no possibility to 

control where the interviewees’ were at the time of the interview. A positive aspect of making 

phone interviews is that it is more flexible for the interviewees who can chose to perform the 

interview where they find most suiting and not have to transport themselves to a meeting. The 

same goes for the interviewer; it is more time efficient to do interviews by phone.  

 

According to Denscombe (2009: 244) something that should be considered when performing 

an interview is the interviewer effect, factors like the age, gender and ethnicity could affect 

how the interviewee answers questions. Since interviews in the current study were held over 

phone this risk could have been reduced. Though not meeting the interviewee in person could 

still have other negative effects, for example it seems reasonable to assume that it is easier to 

gain trust and open up more to an interviewer that you meet in person.   

 

The interviewees in this study were reached through the outplacement company that they 

received help from. 15 persons originally participated in the outplacement program and 10 of 

these agreed to do an interview for this study. All the interviewees came from the same 

company and all accepted the same offer of outplacement from the company.  

 

The interviewees’ were informed that the interviews would take about an hour. When they 

were conducted they took about 40 minutes. Questions were asked on the following subjects: 

 Background and life situation: family situation, education and their current occupation.  

 Professional background: previous experiences that the person has had in her working life 

in terms of tasks, changes of employment thoughts on looking for a new job before the 

offer came from the company.  

 The transition situation: the individuals’ feelings and thoughts about the transition. For 

example regarding why they took the decision, how the weighed the pros and cons and 

goals and expectations with the transition.  
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 The outplacement program: what the outplacement firm offered, how it was perceived and 

questions regarding the person’s job search.   

 Employability: general questions regarding employability, subjective understanding of 

their own employability.  

 Lifelong learning: need for professional development for their employability. 

Analysis 

At first the interviews were transcribed, it was not considered to be relevant for the study’s 

purpose to include every mhmm, aha, laugh etc. The transcribed interviews were then 

encoded deductively according to the study’s purpose and research questions: perceived 

employability, why the interviewees chose to quit and what expectations they had. After 

making the overall coding of the material, the different cods were read through several times 

to find similarities in the respondents’ answers and make subgroups. After having made the 

initial deductive coding, inductive method was used. Now with the aim to identify what was 

in common among the interviews and try to find patterns (Denscombe, 2009: 267).  

Ethical Considerations 

The interviewees in this study will be held anonymous and it is not stated which company 

they worked for or from which outplacement firm they received help. The interview material 

is stored in a way so that no unauthorized people are able to access it. Quotes and results will 

also be presented in a way so that they cannot be derived to a specific person. The ethical 

aspects regarding protection of the individual can be summarized in four main categories 

(Vetenskapsrådet, 2002: 6). They concern information to the participants, consent, 

confidentiality and the use of collected data (Vetenskapsrådet, 2002: 6). The project for which 

the interviews were conducted has been reviewed ethically and approved. 

Limitations 

Important to keep in mind is that the interviewees’ answers might be highly dependent on 

how they are doing with finding a job that they want. At the time for the interviews they had 

been in the outplacement program for approximately 6 months and some had found a job 

already and some were still looking.  Another important factor to remember is that the 
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interviewees were in the program together and talked a lot to each other during that time. By 

discussing their situation with each other they might have affected one another in how they 

viewed different aspects of their situation.  

 

As described previously, deductive method was used. One downside with starting out with a 

deductive method to analyze the material is that the analysis might be colored to a greater 

extent by the researchers pre-understanding. To be able to analyze the qualitative data I have 

tried to put preconceived experiences aside as far as possible (Creswell, 2007: 59-60, see 

Moustakas, 1994), my pre-understanding for the subject is very limited. By doing so the 

researcher can understand the experiences of the participants better (Creswell, 2007: 235, see 

Moustakas, 1994). There is always a risk that the interviewer affects the interviewees for 

example by how the actual questions are formulates. As previously mentioned the interviews 

were held by a research assistant (for a project investigating organizational change and 

transfer of knowledge), therefore the author of this study has little control over this.  

 

One negative aspect when the interviews are conducted over phone is that the interviewer 

lacks a bit in the control over the interview (Denscombe, 2009: 29). The interviewee might be 

at a place where they can be disturbed by things in the surrounding or feel uncomfortable to 

speak freely about thoughts, views and feelings.  

Result and Analysis 

In this chapter the result of the conducted interviews will be presented and analyzed together 

with the previous research presented earlier in the study. The chapter will start with some 

background information of the case and the interviewees. Then the respondents’ goals and 

expectations on the outplacement program and on their future on the labor market will be 

presented. After this the interviewees’ thoughts on their employability will be accounted for. 

All interviews were held in Swedish and therefore all quotes from interviewees presented here 

have been translated by the author. The interviewees will be referred to as interviewee 1-10. 

The company that the interviewees’ worked for when taking the offer with outplacement help 

and severance pay will be referred to as “the company”. 
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Background Information 

This qualitative study is performed by interviewing individuals from the same company who 

have all chosen to quit their job upon receiving an offer from the company they worked at. 

More information regarding the offer and reasons for it will follow further down in this 

section. The company is active in the bank and insurance business and all of the participants 

in this study worked as claim adjusters when employed there. They were between 41 and 50 

years of age. Five of the interviewees’ had worked for the company for nine years, three of 

the interviewees for 10 years and two of the interviewees for more than 10 years. All of the 

interviewees’ have children; four of them are single parents and the others being either 

married or cohabiting. None of the participants has changed work previously involuntarily. 

No education was needed for the role as claim adjuster and most of the participants had no 

education directly related to the work they performed for the company. Their level of 

education varied from high school education to some kind of university degree or single 

courses. Half had some kind of university degree.  

 

The company had identified a redundancy of employees and a voluntary offer was given to all 

of the employees. The offer included outplacement help and salary during a certain number of 

months if they choose to accept the offer and quit their job. How long they were to receive 

salary was depending on length of service. All who accepted the offer to leave the company 

received 6 months with pay that could be extended with three months at a time if they had not 

received a job after 6 months. The offer was capped at 12 months (if they had less than 10 

years of service at the company) or 15 months (if they had at least 10 years of service at the 

company). If receiving a job after 6 months with a lower wage than before, compensation for 

the difference could be given up to one year.  

 

The company who provided the outplacement help acts in the business of career transition 

management and help organizations both with development and settlement of employees. In 

the studied case the employees were offered outplacement help, which meant that they got to 

meet with a coach. Together with the coach a number of topics were discussed such as: 

personal marketing, inventory of possessed skills, profiled application documents, project 

plan and goals. 
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Reasons for Making a Job Transition 

When asked whether they had considered leaving the company before the offer all but one of 

the participants in the study said yes. The amount of time thinking about leaving the company 

varied from three months up to several years, though only a few of them reported to have 

been applying for jobs during that time. According to March and Simon (1958: 83:111) 

theory, the perceived ease of movement is one factor that can explain why people choose to 

stay or leave an organization. When considering to quit prior to the offer, the perceived ease 

of movement would not have been perceived strong enough or they simply did not receive a 

new job, hence they stayed. Arguably the perceived ease of movement would have increased 

for the interviewees after receiving the offer since it included severance pay and help from an 

outplacement coach.  

 

Something that was consistent in all of the respondents’ answers regarding their reasons to 

resign voluntarily was an urge to develop or a lack of opportunities to develop within the 

company. One of the interviewees who felt that she was done with her job at the company and 

felt a lack of development put it like this: 

 

I felt that I have to do something else, I have to take the chance […] come to 

something new, a new place of work, it was not that I knew discomfort; it was more 

that I wanted development. I wanted to learn new things and develop […] the 

development potential was not very big and the possibility to get new tasks at the 

company is not very big either. (I 4) 

 

A few of the interviewees also said that downsizing and reorganizations in the company was 

the reason for the lack of possibilities to develop. They felt that there was no movement of 

staff between departments and there was no staff turnover making it difficult to seek out new 

positions within the company. The mobility seems to have been low, leading to few openings 

and “vacancy chains” allowing a transfer within the company (von Otter, 2003: Introduction). 

In line with this, to be “locked-in” is associated with feelings of considerably reduced 

opportunities to develop and learn new things (Aronsson el al, 2000: 23). 

 

One thing that was common among the respondents who had a university degree was that they 

wanted to find a job where their degree was relevant. They did not see that possibility at the 
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company they worked for. As Aronsson et al. (2000: 23) found in their study, to be both in a 

non-preferred occupation and in a non-preferred working place is associated with a perception 

of considerably reduced opportunities to develop and learn new things.  

 

Most of the interviewees claim to get on well at the company, being happy with most parts of 

the job except for the lack of possibilities to develop. Only one of the interviewees’ expressed 

dissatisfaction with the working climate at the company. Advantages with the job that were 

mentioned was for example that it was fun, interesting, had good working hours, good 

location, good working climate and a good team of colleagues. As March and Simon (1958: 

83-111) mentioned, factors, or as they call it inducements, that can make employees stay in an 

organization are wage, identification with group members, satisfaction from work tasks etc. It 

seems though, since the interviewees actually quit their job, that the negative aspects of the 

job weighed over – the lack of development within the company mentioned as the main 

reason.  Dissatisfaction with salary and salary trends at the company was also mentioned by a 

few as a reason to quit. 

 

Employability could also be used as a tool to understand the interviewee’s decisions. As 

Cuyper et al. (2011: 262) concluded, perceived employability does not cause turnover 

intention directly but the combination of high employability and poor job resources (lack of 

control) might make employees more prone to quit. As expressed by some of the interviewees 

they felt that it was difficult to affect their situation at the company and they wanted more 

development, but saw little possibility to get it at the company. This could be viewed as poor 

job resources and lack of control. A few examples:  

 

“…I tried to see if there were some internal solutions to get a little more 

stimulation but there were none and I also looked a little halfheartedly on what 

there was on the side, on the labor market in hole but I didn’t make any huge efforts 

really…”(I 3) 

“I thought that I was satisfied with what I was doing, I was done with it. I got no 

development anymore…the feeling that I have done what I can here now, I have to 

move on to something else.”(I 4) 
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 “I didn’t think that I was developing there anymore…I thought how big is the 

chance that I get a new job? Of course and then I thought that with my background 

with what I have worked with I think that I have a pretty big chance… I didn’t fell 

at home there anymore and I sort of felt like I was not seen for who I am” (I 5) 

“No, there was not many career paths there actually… It was hard to see how you 

could develop the operation we had so that it could be more varied or giving in 

some way at least the organization that existed at that time.”(I 6) 

 

When considering the downsides of quitting, the most recurrent response was that it meant 

leaving a safe employment. A few of the interviewees also expressed thoughts regarding their 

age in relation to having worked at the company for a long time. They did not want to stay 

there until they retired, believing that it might be difficult if waiting much longer. Employees 

with long period of employment might be less prone to quit their job because of the safety the 

priority rules in the employment act gives them (Furåker, 2010: 60). But as Benson (2008: 

345) brings up, a way to increase this safety could be for example outplacement agreements. 

The various advantages with getting help in the outplacement program was also commonly 

discussed by the interviewees as a reason for taking the offer and quitting their job. The 

following advantages with the outplacement program were mentioned: to receive help from a 

coach, someone to discuss opportunities with, get suggestions on jobs and to get help with 

resume and cover letter.  

 

When considering the downsides of quitting some more reasons were mentioned apart from 

leaving a safe employment. For instance to leave the community with colleagues, to leave a 

fun job and good working hours. Though when talking about pros and cons with leaving the 

company, the interviewees’ focused most on that they wanted to move on to a new company 

and wanting to develop and learn new things which they felt that they could not do at the 

company.  

Expectations 

Some of the participants went into the outplacement program without preconditions and were 

not that dependent upon help from it since they received a new job quite fast. One of them 

mentioned that the severance pay was a more important part, i.e. to have the money during the 
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transition period, rather than to have help from a coach. Expectations of the program that 

many of the interviewees had in common was that they wanted coaching and help to sort out 

what they wanted to do, someone to discuss with, support, feedback and help with a broader 

perspective on the job search. Other quite common responses were guidance in writing a 

resume and cover letter. The need for an update on how the current labor market and job 

search process works was also mentioned by some of the respondents since they had not been 

looking for a job for a long time.  

 

Most of the interviewees found that the outplacement program filled their need and 

expectations. Just like in the study by Butterfield and Borgen (2005) an important element in 

the program seems to have been help with tasks like writing CV and cover letter. Butterfield 

and Borgen further describe that it was common among the interviewees in their study to lack 

counselling services which could help them to deal with feelings regarding the transition. This 

does not seem to be the case in the current study; the interviewees expected coaching in some 

areas and were mostly happy with the help they received. Those who lacked something in the 

program mentioned more help with contacts from the coach and more concrete suggestions on 

possible branches or specific jobs to look at.  

 

Something that they however mentioned as an improvement area was the information given 

before they entered the program. A few of the interviewees expressed disappointment 

regarding the information they had been given beforehand. They were disappointed due to 

their expectations being set to high; in one case in terms of the amount of time it would take 

to find a new job and in the other in terms of which jobs it was possible to get with her 

background. No one could know for certain when taking the offer from the company exactly 

where they would end up and what jobs they would be able to get. As March and Simon 

(1958: 136-142) state, there are cognitive limits to rationality. No one of the interviewees had 

perfect information on their alternatives and for some the outcomes from the decision were 

closer to what they expected the others. Some of the  participants expected to get help from 

the coach to think in new ways and to be able to find out what they wanted to do in the future 

in terms of work.  
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“My goal was to get help from a career coach who can look at it from a wider 

angle so to say, to maybe apply for other kinds of jobs, another line of business 

etc.” (I 7). 

Most of the participants in the study had the common goal when entering the outplacement 

program to end up in a job with different tasks or in another industry than before. Goals to 

achieve with the transfer, mentioned by the interviewees, were among others more 

stimulation, more variation in work tasks, work with relation to interests more contact with 

clients, work with relation to education, learning new things. Only a few of the interviewees 

were specifically looking for jobs that were similar to what they had done before.  

 

Some of the respondents mentioned that low salaries and negative salary trends at the 

company was one of the downsides when considering whether to stay at the company or not. 

This became a reason to take the offer and look for a new job with higher salary. One of the 

respondents expressed that the salary trend was what made the interviewee make the final 

decision. One of the interviewees had taken a job with a lower wage, the interviewee had 

another goal with the outplacement. His/her goal was to find his/her way back in to the 

industry that the interviewee had an education for. At first going after an executive position, 

but realized that he or she might have to start out with a lower wage and learn the basics first, 

being able to get a higher position later. The interviewee still has the same goal, having an 

executive position in a specialist organization but is ready to work his or her way up. 

 

“…at first I started out with applying for manager positions but no one got back to 

me, the I applied through a staffing agency and then I was turned down since I had 

so many years that I had been out of the business and they thought that it had 

changed so much…(interviewee finally got first an internship and then a temporary 

employment within the business) It was really to take several steps back and not to 

feel put down by that… But then it’s the salary part, I have lowered my wage for 

example, I had to be ready to do that.” (I 7) 

Perceptions of Employability  

When asked about their employability, most of the interviewees thought that it was good. 

Some of them enhancing the statement with saying that they believe their employability were 
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good because they had received a new job. One interviewee pointed out that the employability 

was positively improved by participating in the outplacement program, finding a new 

employment despite having a previous long period of employment. A few of the interviewees 

expressed that they had higher believes on their employability before entering the 

outplacement program then after participating in it. They felt that they had been led to believe 

by the outplacement firm that they could get jobs that they really could not because of for 

example lack of formal competence. Since individuals usually do not have full information 

when making a decision it is not unexpected that the outcome of a transfer is not always 

satisfying or according to expectations (Avner et al. 1982). Among the factors that affect a 

person’s employability and job seeking, McQuaid and Lindsey (2004: 209-210) also include 

awareness of strengths and weaknesses and a realistic approach on which jobs to target. As 

one interviewee describes in the quote below her perception of employability changed during 

the outplacement program, the beliefs on which jobs that was possible to get was not realistic 

from the beginning. “[…] one thing that I believe several of us feel is that they maybe thought 

or made us believe that we could apply for jobs that we could not get in the beginning.” (I 3)  

It could be assumed that this individual’s perception of his or her employability became more 

realistic during the course of the program.  

 

Berntson (2008: 49) found in his study regarding predictors of perceived employability that an  

important factor on the individual level was formal education. Half of the interviewees had a 

higher education but as also mentioned no one of these educations were directly relevant for 

their previous jobs as claim adjustors. As all of the interviewees also had quite long tenure at 

the company this means that they have not actively used their education for many years. One 

of the interviewees also said that her possibility to get the jobs she wants is fairly low, her 

employability being a lot higher if applying for jobs similar to the one she had before. This 

made her lowering the requirements for which jobs to apply for.  

 

According to the above some of the interviewees in the study had experienced a discrepancy 

between what jobs they expected to be able to get and what they actually could get. As 

described by Mclean et al. (1998: 697-698); it is not the “objective reality” but the perception 

people have of reality that shapes their expectations, behaviours and actions. For example age 

was one thing that was viewed as something negative by some and positive by others when 
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discussing if it affects employability. Or as March and Simon (1958: 136-142) put it; the 

individual is only limitedly rational and does not always have perfect information on all 

available options and therefore cannot make perfect choices. 

 

A quite common view among the interviewees is a distinction between employability in 

regards to getting a job that is similar to the one they had before or just generally getting a 

new job and to get a new kind of job/the job they want. They estimated their employability 

significantly higher to get a job in general or in the same industry. If we look at the definition 

by Berntson (2008: Abstract) he includes the parameter to find a new equal or better 

employment. Most of the interviewees seem to have had high belief in being able to find a 

new equally good employment (if looking for a similar position in the same industry) as the 

one they had before even if that was not what they wanted primarily.  

 

The interviewees had mixed thoughts on whether their age affected their employability. Some 

of the respondents thought that their age might affect their employability in a bad way and 

others in a positive way, but the majority did not believe that it had any effect. This was either 

because of experience or because they did not have small children to take care of any more. 

One of the interviewees also expressed a change of view on how age would affect 

employability when speaking with the coach on the outplacement firm. Before the 

outplacement he/she thought that age might have a negative affect when trying to find new 

employment but that view changed in a positive direction after talking to the coach. 

 

Finally, it can be concluded that the interviewees’ were generally happy with their decision to 

quit their job and enter the outplacement program and all experiences that was brought with it.   

Discussion 

The purpose of this study is to analyze the participants’ choice to voluntarily enter an 

outplacement program and their experience of participating in that program. In this chapter 
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the results of the study will be discussed and presented according to the research questions. 

This will be followed by suggestions for continued research. 

Reasons for Making a Job Transition 

 Why did they take the decision to quit their job?  

Almost all of the participants in this study had considered to quit their job before they 

received the offer from the company. Many of the interviewees expressed that they did not get 

enough development at the company and they saw little chance to find a new position within 

the company. This suggests that the job satisfaction was low which would have increase the 

“perceived desirability of leaving the job” according to the theory by March and Simon. The 

theory contributes in the understanding of why the interviewees took the offer and why they 

did not quit prior to the offer despite considering doing so.  When they received the offer with 

outplacement help and severance pay for up to 12 or 15 months the “perceived ease of 

movement” increased since they would receive help to find a new job. As described by March 

and Simon, the perceived ease of movement depends on how you perceive the possibility of 

other options on the labor market.  

 

Many people want to loosen up the strict rules in LAS, in hope to increase mobility. The 

argument being that it limits movement by making it expensive for the employer to terminate 

employees and the priority rules makes people less prone to change jobs.  This study argues 

that outplacement can achieve the same effect, especially the economic aspect of the LAS 

limitation can be solved more beneficially for both the employer and the employee involved. 

Despite the feelings of having a secure employment, social aspects etc. the program made the 

interviewees feel secure enough to quit their job and start a transition to a new employment. 

Especially positive aspects mentioned by the interviewees in this study were receiving 

monetary and advisory support during the transition.  

Expectations 

 What expectations did the employees entering the outplacement program have?  

The expectations among the interviewees varied. Generally, the interviewees in this study 

were quite satisfied with the services provided to them. Important though is to remember that 

they had no previous experience of outplacement programs to compare with. The decision to 
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quit their job and look for a new one was made voluntarily. This might have had the effect 

that they did not feel the same need for counselling and emotional support as many of the 

participants in the study by Butterfield and Borgen (2005). Feelings of distress would 

probably be higher for someone who is involuntarily terminated compared to someone who 

makes the decision themselves. Arguably the expectations and needs will be highly affected 

by if the transition was voluntary or if it was something that was forced upon you. One aspect 

to consider is also that the interviewees might have rationalized and justified their decisions 

afterwards. It is hard to know if the interviewees really entered the outplacement program 

because of the reasons stated in the interviews, or simply because of strategic reasons. For 

example if they knew that their colleagues had worked longer then themselves, the priority 

rules of LAS would have forced them out of the company under possibly less favorable 

conditions. 

 

Feelings of disappointment were expressed by a few of the interviewees in the study. They 

felt that their expectations had been set to high by the outplacement consultant. This clearly 

shows that as March and Simon (1958: 136-142) suggests; individuals cannot be fully rational 

when making a decision since they are limited in their knowledge and do not have perfect 

information about all options they have.  On the same subject Avner et al. (1982) mentions 

that individuals can misjudge their own abilities. It is possible that by entering the job search 

market again, the participants’ perceived ease of finding a new job moved closer to reality and 

actual possibilities. 

Perceptions of Employability 

 How do the participants in the study view their employability? 

Most of the interviewees thought that their employability was good after participating in the 

program. Though as mentioned some also distinguished between getting a similar job to the 

one they had before or to get a new kind of job. They estimated their employability higher if 

applying for similar jobs as the one they had before. Following Berntson’s (2008: Abstract) 

definition of employability where he includes to find a “new equal or better employment”, 

this is in line with the interviewees own views of their employability. For some, the perceived 

employability seems to have changed during the course of the transition. It either improved 

since finding a new employment, or decreased when finding out that some jobs were harder to 

get than they first thought. As stated by McQuaid and Lindsey (2004: 209-210), employability 
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and job seeking is also affected by whether you have a realistic approach on which jobs to 

target. Sometimes people misjudge their own abilities (Avner et al., 1982). As concluded 

regarding the expectations, by entering the job search market and testing out their abilities to 

find a job that they want, their perceptions of employability could be moving closer to their 

actual possibilities. Most of the interviewees seemed fairly confident on their possibilities to 

get a new job. This seems natural since they actually took the decision to quit their job and to 

search for a new one. 

 

Based on the above, a suggestion for further research could be a deeper comparison between 

the participation in an outplacement program for individuals who were terminated and 

individuals who got a voluntary offer such as the one in this study. Organizations will most 

likely continue to reorganize and downsize and therefore have to reduce the number of 

employees. Such a study could be useful going forward in deciding how to form these 

programs and whether to terminate employees or to give them a voluntary offer.  

 

Another suggestion would be a study from a company’s point of view. Who are the people 

accepting this offer? Which employee profile is really targeted? Is it the people they actually 

want to stay or the ones less productive that are hard to get rid of due to LAS? How does the 

company view these peoples employability compared to the employees own view? 
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