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Abstract

The Policy Research Working Paper Series disseminates the findings of work in progress to encourage the exchange of ideas about development 
issues. An objective of the series is to get the findings out quickly, even if the presentations are less than fully polished. The papers carry the 
names of the authors and should be cited accordingly. The findings, interpretations, and conclusions expressed in this paper are entirely those 
of the authors. They do not necessarily represent the views of the International Bank for Reconstruction and Development/World Bank and 
its affiliated organizations, or those of the Executive Directors of the World Bank or the governments they represent.

Policy Research Working Paper 10206

This paper uses labor force survey data for 1995–2020 to 
analyze the dynamics of job tenure in seven transition econ-
omies of Europe and a comparator country (Türkiye). The 
country-specific age-period-cohort decomposition demon-
strates that, except in Albania, the job tenure of the cohort 
of workers entering the labor market in the 2000s is four to 
nine years shorter than that of workers who started working 
in the 1970s. This difference is at least twice as large as the 
difference in job tenure observed among workers from the 

same cohorts in European Union countries. These trends 
in tenure persist after accounting for changes in cohort 
composition, but they are significantly attenuated by con-
trolling for differences in individual worker characteristics. 
These results suggest that the evolution of tenure in the 
transition economies of Europe is still driven mainly by 
the transition-induced structural change processes in the 
labor market.

This paper is a product of the Office of the Chief Economist, Europe and Central Asia Region. It is part of a larger effort by 
the World Bank to provide open access to its research and make a contribution to development policy discussions around 
the world. Policy Research Working Papers are also posted on the Web at http://www.worldbank.org/prwp. The authors 
may be contacted at mbussolo@worldbank.org, mlokshin@worldbank.org, and itorre@worldbank.org.
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1. Introduction 

This paper investigates the long-term evolution of job tenure for six transition economies –

Albania, Bosnia and Herzegovina, Kosovo, North Macedonia, the Russian Federation, and Serbia– 

and, a comparator, the non-transition country in the region – Türkiye. Some partial (due to data 

limitations) evidence on the job tenure dynamics in Moldova is also discussed. Except for Türkiye, 

all these countries transitioned from planned to market economies during the early 1990s. In 

countries of the Western Balkans, the transition also coincided with armed conflict and the 

displacement of a large number of refugees.  

These post-communist countries that transitioned to the market economy in the 1990s endured 

massive economic restructuring and labor reallocation across occupations and industries. To 

survive in the new environment and raise productivity, state and private enterprises had to 

modernize their production processes and become more efficient in their use of labor resources. 

The experiences and skills accumulated before the transition became obsolete, exposing many 

workers to greater risks of job loss. The dramatic depreciation of firm-specific human capital 

resulted in separations, resignations, and layoffs that had a much stronger effect on workers with 

long job tenure than on workers with similar tenure duration from Western economies (Lehman 

and Wadsworth 2000). Societies that, for decades, had relied on state provision of basic services 

and government-guaranteed jobs-for-life faced a dramatic drop in real wages, a sharp decline in 

living standards, and heightened income and job insecurity.  

Thirty years later, despite broad and costly adjustment efforts, labor productivity, wages, and 

returns to work experience and education in these countries still lag those of Western Europe 

(Orlovski and Riphahn 2008;  Watchtel 2021). State-owned enterprises dominate these economies, 

and their private sectors are much less dynamic than private sectors in developed countries (EBRD 

2021). 

By focusing on the long-term evolution of tenure, this paper aims to shed light on several key 

aspects, and changes of labor markets in transition countries. The paper is motivated by three broad 

arguments. Firstly, an analysis of job tenure would inform policy makers about the efficiency of 

the job search and matching process in these countries (Molloy, Smith, and Wozniak 2021, Pries 

and Rogerson 2022). In developing countries, the correlation between labor market flows and 

development is driven by high rates of exits from employment and job-to-job transitions for 
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workers with low levels of job tenure (Donovan, Lu, and Scho 2020). These tenure trends reflect 

mechanisms that determine the quality of workers’ matches in the labor market and, ultimately, 

their productivity. The relationship between tenure and productivity tends to be nonlinear, with 

productivity leveling off for workers with long tenure (Gagliardi, Grinza, and Rycx 2022).  

Secondly, changes in job tenure affect wealth accumulation. Households with stable, longer-

tenured jobs accumulate more wealth than households at the same income levels with less stable 

jobs (Kuhn and Ploj 2020). This effect grows with age;  everything else equal, workers who start 

their careers in unstable jobs have lower lifetime wealth accumulation. Analyzing the evolution of 

job tenure can thus provide insights into not only changes in the labor market but also the expected 

evolution of household welfare.  

Lastly, changes in job tenure may also affect perceptions of job insecurity, which have been shown 

to have a profound effect on employee well-being (Keim et al. 2014; Gallie et al. 2017). Across 

the globe, job stability is one of the main drivers of job satisfaction and worker well-being (Clark, 

Knabe, and Rätzel 2010; Origo and Pagani 2009). The length of job tenure can be interpreted as a 

critical measure of job stability (Neumark 2000), although the relationship may not necessarily be 

linear: Subjective perceptions of job stability can be more aligned with changes in short-tenure 

than long-tenured jobs (Molloy, Smith, and Wozniak 2021). Shorter job tenures could be 

contributing to social and political tensions in Central and Eastern European (Bussolo et al. 2018), 

where the right to employment was the central feature of the communist economic system 

(Heumos 2010). 

To address these questions, our empirical analysis proceeds in two stages. First, we apply a 

descriptive age-period-cohort (APC) decomposition to reveal stylized facts about the evolution of 

job tenure in the sample countries. Second, we carry out an individual-level analysis of tenure, 

which allows us to control for compositional changes in individual and employment characteristics 

across different birth cohorts and estimate long-term trends in job tenure.  

We show that most transition countries and Türkiye have age and cohort tenure profiles suggesting 

a delayed or incomplete process of structural transformation. Older generations of workers stay in 

the traditional sector, while younger generations are employed in the more dynamic modern sector, 

with high job turnover. In all countries except Albania, workers who entered the labor market in 

the 2000s have average job tenures that are up to nine years shorter than the tenures of workers 
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who entered the labor market in the 1970s. This reduction is significantly larger than the three-

year reduction of job tenure in the European Union (EU) when comparing the corresponding 

cohorts of workers. This pattern is observed across educational groups and genders. Once changes 

in individual and employment characteristics are accounted for, however, the remaining long-term 

trends in job tenure exhibit substantial cross-country heterogeneity. 

Despite the importance and political relevance of studies of job tenure dynamics, the literature on 

it in post-transition countries is sparse. Most of this research focuses on the early post-transition 

period of the 1990s, is dominated by single-country studies, and examines tenure only as a side 

result of the analysis. To our knowledge, no study analyzes recent trends in job tenure in post-

communist countries, even though the labor market dynamics in transition economies are still very 

different from those in the countries of the European Union.  

This paper analyzes the recent evolution of job tenure in seven transition economies, which 

constitute a representative sample of various types of transition economies in Europe. By focusing 

on job tenure, the paper aims to provide evidence on the degree of efficiency of labor markets in 

these countries. The paper’s empirical strategy relies on a combination of descriptive and modeling 

approaches that is unique for this type of analysis. The paper also relates changes in job tenure to 

the process of structural transformation and identifies differences and similarities in job tenure 

trends and profiles between the transitional economies and neighboring countries in the European 

Union. 

This paper is organized as follows. Section 2 reviews the literature on job tenure in post-communist 

economies. Section 3 describes the data and presents descriptive statistics on the evolution of job 

tenure in the countries in our sample over the last two decades. Section 4 outlines the theoretical 

framework that motivates our empirical analysis, which is discussed in Section 5. Section 6 

presents the main results, and Section 7 presents some concluding remarks. 

2. Research on tenure trends in post-communist economies 

The literature on job tenure in developed countries is extensive and covers a range of countries in 

Europe and North America (see, for example, Bachmann and Felder 2018). In contrast, few studies 

investigate the evolution of job tenure in post-communist transition economies. Among papers that 

focus on the early stages of transition, Lehmann and Wadsworth (2000) study the dynamics of job 
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tenure in Poland, Russia, and the United Kingdom in the 1990s. They develop a model that 

describes the process of labor mobility in a transition economy that yields testable hypotheses 

about the differences in tenure and wage profiles between labor markets in transition and 

developed economies. They report that tenure-turnover rates were higher in Russia and lower in 

Poland than in the United Kingdom. 

Orazem, Vodopivec, and Wu (2005) analyze the process of job displacement in Slovenia during 

the 1990s. They find that the probability of job displacement and quitting decreased with job 

tenure.  

Using longitudinal data from Poland, Jackson and Mach (2009) examine the labor transition from 

the state to the private sector in the late 1990s. They show that many workers went through spells 

of unemployment or exited the labor force before obtaining private sector jobs. Newell and Socha 

(2007) show that the returns to years of tenure rose and steepened in Poland between 1998 and 

2002, increasing wage inequality and reducing relative wages for younger workers. Labor mobility 

declined with job tenure in Poland, as it did in Slovenia. 

Noorkôiv et al. (1998) and Lehmann, Philips, and Wadsworth (2005) investigate wage and 

employment dynamics during Estonia’s transition to a market economy (1989–95). They 

document a significant redeployment of labor from traditional manufacturing and agriculture to 

modern private sectors. The wage-job tenure profiles did not change significantly over the period 

analyzed. Returns to experience increased for most cohorts; they grew rapidly for the youngest 

groups of workers.  

Analyzing longitudinal data from Russia and Ukraine, Gordnichenko and Sebirianova-Peters 

(2005) and Lehmann, Pignatti, and Wadsworth (2005) find no significant increase in returns to job 

tenure between 1998 and 2002. Lehmann, Pignatti, and Wadsworth report the heightened risks of 

job displacement for workers with either low or high job tenure. Linz and Semykina (2008) find 

that Russian workers with very long or very short job tenure felt more insecure about their job 

situation than workers with average tenures did during the period of economic transition. Earle 

and Sabirianova (2002) report a positive correlation between the probability of having wage 

arrears and job tenure in Russia. Rutkowski (2013)  shows that job tenure in informal jobs tends 

to be low in Kazakhstan. 
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Among papers that analyze recent changes in the labor market conditions in post-communist 

countries, Privalko (2020) evaluates the effects of age, gender, and tenure on the labor market 

trajectories of Russian workers, finding a negative correlation between tenure and job 

mobility. Grotkowska, Wincenciak, and Gajderowicz (2018) estimate the long-term public sector 

wage premium in Poland, using job tenure as a measure of human capital. They document a 

positive selection into both public and private employment, even though employees earned more 

in the public sector, which might be an indication of efficient job markets. Generally, the more job 

experience a worker had, the smaller the public sector wage premium was for each additional year 

of tenure. Kupets (2015) studies the efficiency of job matching in Armenia, Georgia, Macedonia, 

and Ukraine in 2012–13. He shows that many workers with long tenure appear to be overeducated, 

implying that workers with long tenure may be trapped in jobs with low educational requirements 

because of the high tenure premium in post-communist countries.  

3. Data and descriptive statistics 

The data from this study come primarily from labor force surveys of Albania, Bosnia and 

Herzegovina, Kosovo, Moldova, North Macedonia, Türkiye, and Serbia and from the Russian 

Longitudinal Mobility Survey (RLMS). The pooled data set consists of 4.4 million individual-

level observations across 7 countries and 26 years (1994–2020). Of these observations, about 2.3 

million contain information on job tenure. Table 1 summarizes the data coverage for the sample 

with full data on job tenure.  

To achieve intertemporal and cross-country comparability, we harmonized variables across yearly 

vintages of labor surveys. The years of coverage differ by country, with data from Russia spanning 

25 years (1994–2020, with gaps) and data for Moldova covering just 7 years (2003–09). The period 

2008–18 has the most extensive country coverage. Our analysis focuses on the working-age 

population (people 20–65). 

The main variable of analysis—the number of years in the current job or job tenure—is available 

for Albania, Bosnia and Herzegovina, Kosovo, North Macedonia, Russia, Türkiye, and Serbia. For 

Moldova, the tenure variable is available in categories, which we classified as short (less than 1 

year), medium (5–10 years), and long (more than 10 years). The data set also contains variables 
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capturing personal (age, gender, education, marital status) and employment (full or part-time,1 

contract duration, type of occupation,2 and firm size) characteristics. Table 2 reports summary 

statistics for the sample, aggregated over all countries.  

Average tenure varies significantly across countries, ranging from about 7.4 years in Russia to 

about 13.1 years in Serbia (Figure 1). This span of tenure durations is not very different from that 

observed in the European Union, where it ranges from 7.4 years in Latvia to 12.7 years in Greece 

(Bussolo et al. 2022). There is no common trend in tenure for all seven countries: Average tenure 

increased in Albania, declined in Türkiye, and remained relatively stable in the rest of the countries 

over the period covered by the surveys. The stability of tenure duration in Bosnia and Herzegovina, 

Kosovo, North Macedonia, Russia, and Serbia is similar to the relatively stable tenure trends 

observed in EU countries and the United States (Molloy, Smith and Wozniak 2021).  

Average tenure varies by population subgroup (Table 3). Women have longer tenure than men in 

all countries except Kosovo and North Macedonia, where the difference is small. This pattern is 

different from the pattern in EU countries, where men have longer tenure (Bussolo et al. 2022). As 

expected, older cohorts have longer tenure than younger ones,  although the difference varies 

across countries. In Serbia, for example, workers older than 50 years spent 21 years in their current 

job; in Russia, the average tenure for workers in this age group is about 13 years. As in EU 

countries, less-educated workers enjoy longer tenure than more-educated workers, except in 

Kosovo and Russia, where the average tenure is higher for workers with more education. Workers 

on permanent contracts keep the same job longer than temporary workers do. The patterns of job 

tenure by employer size vary across countries. In Albania, Serbia, and Türkiye, tenure is longest 

among people who work in small firms (firms with ten or fewer employees); in the remaining 

countries, the longest tenure is among people who work in large firms (firms with more than 50 

employees). In terms of occupational groups, people who work in routine jobs have shorter tenure 

than people who work in non-routine jobs in five of the seven countries.  

 
1 Whenever possible, we maintain the codification presented in each labor force survey. When this variable 
is not reported, we consider a worker to hold a part-time job if he or she works fewer than 30 hours per 
week. 
2 We distinguish three occupational groups based on their task content: routine occupations, non-routine 
cognitive occupations, and non-routine manual occupations. See the appendix in Bussolo, Torre, and 
Winkler (2018).  
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These average figures may obscure the heterogeneity of tenure trajectories for different 

socioeconomic groups of workers and workers from different age cohorts. To uncover these trends, 

we develop a simple theoretical model to guide our empirical analysis.  

4. Theoretical framework 

Our theoretical framework follows the two-sector model with on-the-job search of Pissarides 

(1994). An economy consists of the modern (m) and traditional (t) sectors. In transition economies, 

the traditional sector could be viewed as having a larger share of state-owned enterprises. The 

modern sector is characterized by high penetration of new technologies and management practices, 

whereas the traditional sector relies on often obsolete processes. The average productivity is higher 

in the modern sector 𝑓𝑓 than in the traditional sector 𝜆𝜆𝑓𝑓, where 0 < 𝜆𝜆 ≤ 1 . The productivity of a 

worker in either sector is augmented by the worker’s firm-specific human capital ℎ𝑖𝑖(𝜏𝜏), 𝑖𝑖 = 𝑚𝑚, 𝑡𝑡, 

which is an increasing function of job tenure 𝜏𝜏, ℎ𝑖𝑖(𝜏𝜏)′ ≥ 0,ℎ𝑖𝑖(0) = 1. We assume that none of the 

accumulated skills is transferable when a worker moves to a new job, implying no advantage of 

being previously employed when accepting a new job. Under these assumptions, the wage paid by 

the firm to the worker is 

𝑊𝑊𝑖𝑖 = 𝑊𝑊𝑎𝑎 + 𝜗𝜗𝑖𝑖ℎ𝑖𝑖(𝜏𝜏)𝜆𝜆𝑓𝑓 𝑖𝑖 = 𝑚𝑚, 𝑡𝑡,    (1) 

where 𝜗𝜗𝑖𝑖 is the worker’s share of the job match and 𝑊𝑊𝑎𝑎  represents the best alternative wage 

available to that worker. That wage can be interpreted as the value of the workers’ general skills 

in the labor market.  

Workers in both sectors continue searching for a better one until some finite value of 𝜏𝜏∗. They quit 

the traditional sector before 𝜏𝜏∗ and take a job in the modern sector if the wage in the modern sector 

(where tenure will be 0) is higher than their current wage in the traditional sector: 

𝜗𝜗𝑡𝑡ℎ𝑡𝑡(𝜏𝜏)𝜆𝜆𝑓𝑓 < 𝜗𝜗𝑚𝑚ℎ𝑚𝑚(0)𝑓𝑓.    (2) 

Differences in intersectoral productivity ensure that workers can change jobs at any tenure. Quit 

rates in the traditional sector decline for longer tenure, as the rewards for seniority grow. The larger 

the differences in productivity between the two sectors and the lower the rate of firm-specific skill 

accumulation in the traditional sector, the larger is the share of workers that will move from the 

traditional to the modern sector for a given 𝜏𝜏. The rapid depreciation of firm- and sector-specific 
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skills after the transition would result in workers quitting jobs in the traditional sector and taking 

jobs in the modern sectors at longer tenures than workers in developed economies. 

A firm adjusts the number of its employees in response to (positive or negative) productivity 

shocks. If we define the total value of job match in each sector as 

𝑀𝑀𝑖𝑖 = 𝑊𝑊𝑎𝑎 + ℎ𝑡𝑡(𝜏𝜏),      (3) 

then the firm’s profit is 

Π𝑖𝑖 = 𝑀𝑀𝑖𝑖 −𝑊𝑊𝑖𝑖 = (1 − 𝜗𝜗𝑖𝑖)ℎ𝑖𝑖(𝜏𝜏)𝜆𝜆𝑓𝑓.    (4) 

A firm lays off a worker after the negative shock when its profit falls by 𝜑𝜑 and becomes negative 

so that 

|𝜑𝜑| > (1 − 𝜃𝜃𝑖𝑖)ℎ𝑖𝑖(𝜏𝜏)𝜆𝜆𝑓𝑓.     (5) 

As (1 − 𝜃𝜃𝑡𝑡)ℎ𝑡𝑡(𝜏𝜏)𝜆𝜆𝑓𝑓<(1 − 𝜃𝜃𝑚𝑚)ℎ𝑚𝑚(𝜏𝜏)𝑓𝑓, there will be more layoffs in the traditional sector than in 

the modern sector, and layoffs will occur for higher values of tenure distribution in the traditional 

sector. The model predicts that because of differences in the relation between productivity and 

tenure in the traditional and modern sectors, the tenure profile observed in transition economies 

will be higher and flatter than it is in developed economies. A different profile would suggest 

inefficiencies in the labor market, which would prevent labor from moving from the traditional to 

the modern sector.  

5. Empirical strategy 

Our empirical analysis proceeds in two stages. First, we provide a descriptive age-period-cohort 

(APC) decomposition of job tenure to produce some stylized facts about its evolution in the sample 

countries. Second, to control for compositional changes in different birth cohorts, we carry out an 

individual-level analysis that allows us to estimate long-term job tenure trends.  

5.1 Age-period-cohort decomposition 

We model the job tenure Tiapc of individual i as a linear function of the individual’s age (ai), period 

(pi), and cohort (ci ) effects. Let the average tenure of individuals who were age a in survey year p 

and cohort c be 𝑇𝑇𝑎𝑎𝑎𝑎𝑎𝑎 =
∑ 𝑇𝑇𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖
𝑛𝑛𝑖𝑖𝑖𝑖𝑖𝑖
𝑖𝑖=1
𝑛𝑛𝑖𝑖𝑖𝑖𝑖𝑖

, where 𝑛𝑛𝑎𝑎𝑎𝑎𝑎𝑎 is the number of individuals in the corresponding 
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APC cell. We define vectors of age, period, and cohort dummies as follows: 𝑨𝑨𝑘𝑘 = 𝕝𝕝[𝑘𝑘 = 𝑎𝑎],𝑘𝑘 =

1, … ,𝐾𝐾, 𝑷𝑷𝑙𝑙 = 𝕝𝕝[𝑙𝑙 = 𝑝𝑝], 𝑙𝑙 = 1, … , 𝐿𝐿, and 𝑪𝑪𝑚𝑚 = 𝕝𝕝[𝑚𝑚 = 𝑐𝑐],𝑚𝑚 = 1, … ,𝑀𝑀, where K is the number of 

age categories, L is the number of survey rounds, M is the number of generational cohorts, and 𝕝𝕝 

is an indicator function. Then 

𝑇𝑇𝑎𝑎𝑎𝑎𝑎𝑎 = ∑ 𝛼𝛼𝑘𝑘𝑨𝑨𝑘𝑘𝐾𝐾
𝑘𝑘=1 + ∑ 𝜋𝜋𝑙𝑙𝑷𝑷𝑙𝑙𝐿𝐿

𝑙𝑙=1 + ∑ 𝛾𝛾𝑚𝑚𝑪𝑪𝑚𝑚𝑀𝑀
𝑚𝑚=1 + 𝜀𝜀𝑎𝑎𝑎𝑎𝑎𝑎,  (1) 

where 𝜀𝜀𝑎𝑎𝑎𝑎𝑎𝑎 denotes the error term.  

To estimate model (1) using the APC method, we construct a panel of individuals by their APC 

identifiers. The linear relation between age, period, and cohort requires us to impose two 

constraints on the model parameters to achieve identification. A popular approach introduced by 

Deaton and Paxson (1994) requires that the period effects be orthogonal to the age and cohort 

effects, implicitly assuming that structural trends in the period effects are absorbed by the age and 

cohort effects.3 This approach has been criticized for its arbitrariness.4 The maximum entropy 

(ME) estimator generates a distribution of estimates that satisfies the linear constraints of the 

standard APC models and produces estimates of the expected values of parameters corresponding 

to the ME probability distribution (Browning, Crawford, and Knoef 2012).  

The maximum entropy (ME) estimator generates a distribution of estimates that satisfies the linear 

constraints of the standard APC models and produces estimates of the expected values of 

parameters corresponding to the ME probability distribution (Browning, Crawford, and Knoef 

2012). The criterion function used to select the probabilities corresponding the coefficients of APC 

model is the entropy measure by Shannon (1948) that is identified by requirements that any 

measure of uncertainty should be continuous, symmetric with respect to reordering of the 

outcomes, and additively decomposable, and bounded (which is the case for most demographic 

 
3 Hanoch and Honing (1985) specify linear trends for age, cohort, and period and define the parameters of 
the APC model as deviations from the trends. They also assume no linear trend in the period effect. These 
restrictions have been shown to be equivalent to those made by Deaton and Paxson (1994).  
4 The APC under-identification problem is an instance of a large class of structural under-identification 
problems that occur when conceptualization of the effects of structural arrangements leads to an exact 
linear dependency among the effects (see, for example, Duncan 1966).  
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and economic data). An appealing feature of the APC ME method is that it overcomes the potential 

arbitrariness of identification restrictions.5 We limit our analysis to workers ages 20–65.  

5.2 Analysis of long-term trends in job tenure 

The APC decomposition focuses on the evolution of job tenure over time and age cohorts. But the 

characteristics of the members of cohorts could change over time. For example, individuals within 

a group may change their family or fertility status, type of employment, occupation, industry, 

and/or mobility preferences. If such characteristics affect job tenure, compositional changes will 

partly explain the cohort effects estimated by the APC approach. 

This section discusses our empirical strategy for an individual-level analysis of the evolution of 

job tenure conditional on workers’ and employers’ characteristics that can change over time. The 

primary objective of this analysis is to understand whether changes in individual and employment 

characteristics of the labor force might explain long-term trends in job tenure. The persistence of 

a trend in tenure after controlling for these characteristics would imply that other factors, probably 

operating at the economy-wide level, may drive the evolution of job tenure.  

Our estimation strategy is based on the two-stage approach proposed by Jager and Huff Stevens 

(1999) for the United States and Gregg and Wadsworth (2002) for the United Kingdom.6 In the 

first stage, we estimate the separate probabilities of a worker having short (less than 1 year), 

medium (5–10 years), or long (more than 10 years) tenure as a function of X, a vector of individual 

characteristics, and E, a vector of job characteristics, separately for each country in our sample: 

𝑃𝑃𝑃𝑃𝑃𝑃𝑃𝑃(𝑇𝑇𝑖𝑖 < 𝑇𝑇∗) = 𝑓𝑓(∑ 𝛼𝛼𝑘𝑘𝑿𝑿𝑖𝑖𝑘𝑘𝐾𝐾
𝑘𝑘=1 + ∑ 𝛼𝛼𝑗𝑗𝑬𝑬𝑖𝑖

𝑗𝑗𝐽𝐽
𝑗𝑗=1 + ∑ 𝜋𝜋𝑡𝑡𝑌𝑌𝑌𝑌𝑎𝑎𝑃𝑃𝑖𝑖2020

𝑡𝑡=1995 + 𝜀𝜀𝑖𝑖) . (2) 

We use a binary probit model to estimate equation (2) separately for the three durations of tenure.7 

Consistent with previous studies, we estimate the probability of being on the job for less than 1 

 
5 The least squares estimator proposed by Deaton and Paxson (1994) remains popular and widely used in 
economic analysis, despite its deficiencies. 
6 Bratberg, Salvanes, and Vaage (2010) use a similar methodology to analyze changes in job stability in 
Norway. 
7 The duration of tenure is derived differently in the data from the countries in our sample. The majority 
of surveys asked a question about the number of years in the current job (as discussed in the Data 
section). The answers to such questions are subject to bunching and recall errors that could be correlated 
with the duration of tenure and thus bias our estimations (Duncan and Hill 1985, Bollinger et al. 2019). 
However, typically these errors could lead to a slight overestimation of the longer-term tenure, which, 
qualitatively, should not affect the main conclusions of our analysis.     
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year on the sample of individuals 20 and older, the probability of being on the job 5–10 years on 

the sample of individuals 25 and older, and the probability of being on the job more than 10 years 

on the sample of individuals 30 and older. 

To account for the effect of individual characteristics on job tenure, we include in X a dummy for 

gender, age and age squared, education-level dummies, a dummy if a worker is married, the share 

of children, and household size. Regarding job characteristics, we include a dummy for the nature 

of the job contract (temporary or permanent) and whether the job is full-time or part-time. A 

temporary job could capture the differential ability of firms to release workers (Gregg and 

Wadsworth 2002). Part-time or self-employed workers are more likely to break their tenure than 

full-time workers (Garcia-Cabo and Mudero 2019). We control for occupations by a set of 

dummies based on the two-digit International Standard Classification of Occupations (ISCO) 

classification (ILO 2021) and use five dummies corresponding to different firm sizes (Bryson, 

Erhel, and Salibekyan 2021).8 We also include a series of year dummies to capture the time trend. 

To identify the time effects in equation (2), we assume that the coefficients of our control variables 

are constant over time. Burgess and Rees (1998) find little evidence of significant changes in the 

effects of the main control variables over time. We derive the marginal effects of the year dummies 

(πt) estimated at the sample means. These marginal effects could be interpreted as conditional 

sample-year average proportions of each tenure duration.9  

To investigate the presence of a secular trend in the probability of having each tenure duration, we 

proceed to the second-stage estimation, which consists of linear regression with the marginal 

effects of each year dummy (πt) as a dependent variable and a linear time trend as the single 

independent variable (equation 3). We bootstrap the standard errors of the second-stage 

estimations to account for the small sample error heteroskedasticity:10  

 
8 We use the two-digit occupation classification because in 2010, the labor force surveys transitioned 
from the ISCO 88 classification to the ISCO 08 classification. A correspondence between both 
classifications is possible only at the two-digit level. 
9 For the second-stage regression, we could also use the probit estimated coefficients (πt). However, using 
the marginal effect simplifies the interpretation of our results.  
10 We estimate the standard errors of the second-stage regression using 500 bootstrapped sample draws 
(Imbens and Kolesar 2016).  
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𝜕𝜕𝑌𝑌𝑌𝑌𝑎𝑎𝑌𝑌𝑡𝑡,𝑖𝑖

�
�
𝑋𝑋�𝑖𝑖,𝐸𝐸�𝑖𝑖

= 𝛼𝛼 + 𝛽𝛽𝑇𝑇𝑖𝑖𝑚𝑚𝑌𝑌 + 𝑢𝑢𝑡𝑡  .   (3) 

These marginal effects can be interpreted as country-year average conditional proportions of each 

type of job tenure. The statistical significance of coefficient β in equation (3) would suggest the 

presence of trends in job tenure that cannot be explained by the intertemporal changes in workers’ 

individual and employment characteristics. 

6. Results 

6.1 Age and cohort profiles of job tenure 

The results of the APC decomposition show that, as expected, job tenure increases with age (Figure 

2). However, there is substantial heterogeneity across countries: The steepest age profile is in 

Albania, where the average job tenure is 2.2 years at age 30 and 11.0 years at age 50, a difference 

of almost 9 years.11 The flattest profile is in Russia, where the average job tenure is about 2.1 years 

at age 30 and 6.2 years at age 50, a difference of about 4 years. A “plateau” in job tenure is observed 

after age 55 in Russia, after which average tenure remains stable, at around 8 years. This “plateau” 

is observed when controlling for cohort effects, which would capture one-off generational changes. 

As described in the theoretical framework, this result could indicate an ongoing process of 

structural change in Russia in which the traditional sector sheds labor at long tenure lengths.  

A useful benchmark for cross-country comparisons of age-tenure profiles are the countries of the 

European Union, where the values for job tenure obtained from a similar decomposition for 

workers are 2.3 years of tenure at age 30 and 10.1 years at age 50 (Bussolo et al. 2022). All 

countries except Albania have tenure age profiles that are lower than that of the EU countries, 

although this pattern is reversed by the last years of professional life. These results suggest that, 

except in Russia, the process of structural change in the transition economies in our sample and 

Türkiye may be delayed, as the age profile does not exhibit the expected profile flattening.  

Figure 3 presents the cohort profile of job tenure. For all countries except Albania, average job 

tenure has been decreasing across generations. This pattern is also evident in EU countries, 

 
11 Given the unusual trend of tenure in Albania, where it strongly increased throughout the sample period, 
we rely on estimates using the Deaton-Paxson method, which better controls for this trend, in Albania. For 
the remaining countries we use the maximum entropy method. 
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although the magnitude of the change there is smaller. People born in 1980 have average tenure 

that is shorter than that of people born in 1950 by 8.8 years in Serbia, 7.7 years in Türkiye, 7.5 

years in North Macedonia, 7.1 years in Kosovo, 6.2 years in Bosnia and Herzegovina, and 4 years 

in Russia. In the European Union, this difference is just 3.3 years. Strongly decreasing cohort-

tenure profiles may indicate a situation in which structural change may be incomplete, as older 

generations of workers remain permanently employed in the traditional sector and younger 

generations of workers are employed in a relatively unstable modern sector, with high turnover. 

A second striking result is the positive and concave profile of job tenure across generations in 

Albania, which is very different from that of other countries. The peak of Albania’s cohort profile 

is observed for people born in the early 1970s, who entered the labor market in the early 1990s, 

when Albania started to transition from a planned to a market economy. Labor shedding may have 

been particularly strong in the early years of the transition (Çuka et al. 2003). Albania is the only 

country in our sample where average job tenure has increased consistently over the last two 

decades. This unusual trend may be a statistical reflection of the retirement of workers who had 

been forced to leave the traditional sector during the early years of the transition: Being laid off 

from their jobs in the middle of their professional lives, they had unusually short job tenures for 

their age in the post-transition years.  

Compositional changes within these groups could partially explain the tenure dynamics observed 

across birth cohorts. As educational attainment is correlated with average tenure (Bussolo et al. 

2022), changes in educational attainment across cohorts may explain differences in average tenure. 

Figure 4 and Figure 5 show the age and cohort profiles by educational attainment (the results of 

the APC decompositions carried out on subsamples of workers with different levels of education). 

The general patterns are similar: Workers from most countries in the sample have age-cohort 

profiles that are similar to or flatter than those of workers from EU countries for all educational 

groups. The notable exception is Albania, where workers with lower-secondary education have a 

significantly steeper age-tenure profile than other workers; upper-secondary and tertiary graduates 

there have age-tenure profiles that are similar to those of the other countries in our sample. Russia 

exhibits one of the flattest age profiles, particularly for upper-secondary graduates.  

The cohort profiles of tenure across educational groups repeat the patterns observed in the 

aggregate picture: Younger cohorts have lower average job tenure than older cohorts for workers 
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in all educational groups. In all countries except Albania, the cohort profiles are below those 

observed in EU countries. In Albania, the positive and concave profile of job tenure is observed 

only among lower-secondary graduates; upper-secondary and tertiary graduates have a stable or 

slightly decreasing cohort profile of job tenure. The reversal in the cohort profile observed for 

cohorts born after 1970 in the aggregate picture in Albania can thus be partly attributed to the 

increased educational attainment of those cohorts. These results suggest that the strong labor 

shedding in Albania had a particularly strong effect on people with less education. The substantial 

decrease in job tenure across birth cohorts cannot be explained solely by differences in educational 

attainments, as the negative trend persists for every educational group. 

Another source of compositional change across birth cohorts could be gender differences in labor 

force participation. However, transition economies have smaller gender gaps than developed 

market economies (Pignatti 2020). Moreover, the gender gap did not change substantially over 

time, except in Türkiye, the nontransition comparator in the sample, where female labor 

participation rose from less than 25 percent in 2004–08 to 34 percent in 2018 (Tunali, Kirdar, and 

Dayiogl 2021). 

Figures 6 and 7 present the age and cohort profile of average tenure by gender. They show that job 

tenure decreased for the younger cohorts of men and women in all countries except Albania. This 

finding suggests that compositional changes in labor force participation by gender cannot fully 

account for the aggregate negative tenure trend observed across birth cohorts. It is noteworthy, 

however, that the age profile of EU countries is almost always above that of transition economies 

for men and mostly below it for women. Women in transition economies tend to have full-time, 

permanent jobs; in richer EU countries, the prevalence of part-time (and thus, more unstable) jobs 

for women is greater (EuroStat 2020). This difference may explain why, on average, women in 

transition countries have longer average job tenure than women in EU countries throughout their 

lifetimes.  

6.2 Long-term trends in job tenure 

The APC decomposition reveals a strong negative trend in average job tenure across generations 

in the transition economies of Europe. Given that these countries are undergoing a process of 

structural change with significant labor reallocation, it may be that changes in employment 

characteristics, such as occupational composition or the prevalence of different contract types, 



16 
 

which cannot be controlled for in an APC decomposition, account for the trend.12 If the trend 

persists once this change is accounted for, factors other than the transition itself may be at play. 

Bussolo et al. (2022) find that individual and employment characteristics cannot entirely explain 

the long-term decrease in job tenure in the European Union. They show that changes in 

employment protection legislation, trade openness, and technological change by information and 

communications technology (ICT) may contribute to that dynamic. 

After controlling for individual and employment characteristics, the long-term trends in job tenure 

are very heterogeneous across the sample countries. Table 4 presents the coefficient β on the time 

trend in the estimation of the second-stage regression as in equation (3). Panel a shows the 

estimated coefficient for the specification with a simple time trend; panel b reports that coefficient 

after controlling for the cyclical effect of economic activity on tenure. The probability of having a 

short-tenure job (less than one year) exhibits no significant time trend except for a positive one in 

Albania and a negative one in Russia. The probability of having a medium-tenure job (5–10 years) 

increased over time in North Macedonia, Russia, and Türkiye; decreased in Kosovo; and shows 

no trend in Albania, Bosnia and Herzegovina, and Moldova. The probability of holding a long 

tenure job (more than 10 years) decreased in Moldova, North Macedonia, and Türkiye; increased 

in Kosovo; and shows no trend in Albania, Bosnia and Herzegovina, and Russia.  

Some countries, like Kosovo, North Macedonia, and Türkiye, experienced an increase in the 

probability of holding medium-tenure jobs that was mirrored by a decrease in the probability of 

holding long-tenure jobs. In Russia, the probability of having a medium-tenure job also increased 

over time, but it appears to be related to a decreasing probability of having a short-tenure job. This 

pattern is similar to the one observed in Central European countries that also transitioned from a 

planned to a market economy (Bussolo et al.,2022), suggesting some degree of commonality in 

the long-term evolution of job tenure in Russia and the countries that are more advanced in 

transitioning to the market economy. 

Can we qualify the effects of changes in job tenure and job stability on workers in transition 

economies?  On the one hand, good job matches should last longer, and then declining job stability 

 
12 As discussed in section 5.2, the APC approach allows one to control indirectly for compositional 
changes in characteristics that are fixed over the course of an individual’s professional life, such as 
educational attainment, but not for characteristics that may change repeatedly over time. 



17 
 

could mean deteriorating job match quality (e.g., Altonji and Williams 2005). On the other hand, 

some evidence indicates that job reallocation can be productive (Newmark 2002). Linking the 

results of this paper with the analysis of changes in earnings might help understand of effects 

tenure trends on the well-being of workers in transition economies in Europe.   

The lack of a common pattern in the long-term trends of job tenure among the countries in our 

sample suggests that idiosyncratic factors may drive cross-country differences once individual and 

employment characteristics are controlled for. These factors merit further country-specific analysis 

that is beyond the scope of this paper.  

7. Concluding remarks  

The countries that transitioned from planned to market economies in the early 1990s underwent 

significant labor reallocation. More than 30 years on, the job tenure dynamics in transition 

countries remain relatively under-researched. In this paper, we are the first to study the evolution 

of job tenure in six transition countries and Türkiye, a characteristic that allows us to gauge the 

efficiency of labor markets in these countries. Our analysis shows that for all the transition 

economies in our sample, except Russia, the age-tenure profiles fail to exhibit the flattening pattern 

that is expected from an efficient process of structural transformation. Younger generations can 

expect to spend significantly less time in their jobs than older generations—four to eight fewer 

years fewer on average, an intergenerational difference in tenure that is more than twice that 

observed in EU countries. This trend is common for all educational groups and both genders, 

suggesting a delayed or incomplete structural change, in which older generations of workers 

remain employed in a traditional sector dominated by state-owned enterprises and younger 

generations of workers are employed in a more unstable modern sector with high turnover. Given 

that wealth accumulation is correlated with average tenure (Kuhn and Ploj 2020), these results 

suggest that long-term welfare may be compromised for younger cohorts in many transition 

economies.  

Our results also show that once changes in occupation, contract type, and other employment 

characteristics are accounted for, the remaining long-term trend in job tenure is very heterogeneous 

across countries, suggesting that idiosyncratic factors may explain any differences that are not 

related to the transition-induced structural change process. Further country-specific research will 

be needed to illuminate these idiosyncratic factors.  

https://usc-word-edit.officeapps.live.com/we/wordeditorframe.aspx?ui=en%2DUS&rs=en%2DUS&wopisrc=https%3A%2F%2Fworldbankgroup-my.sharepoint.com%2Fpersonal%2Fitorre_worldbank_org%2F_vti_bin%2Fwopi.ashx%2Ffiles%2F84eb9a772f67449abe579496d1c2212e&wdlor=cFDAC941F-D141-4253-96E9-B68EF9566ABD&wdenableroaming=1&mscc=1&wdodb=1&hid=9DA87714-C6C8-4B3B-9EE4-625B6F68063A&wdorigin=Outlook-Body&wdhostclicktime=1652308761819&jsapi=1&jsapiver=v1&newsession=1&corrid=6581b821-572a-4809-83e7-58b08caf7d61&usid=6581b821-572a-4809-83e7-58b08caf7d61&sftc=1&cac=1&mtf=1&sfp=1&instantedit=1&wopicomplete=1&wdredirectionreason=Unified_SingleFlush&rct=Medium&ctp=LeastProtected#KuhnPloj2020
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Figure 1: Average tenure by country, 1994–2020   

  
Note: Sample includes workers 20–65. Figure includes only countries for which data on 
the number of years of job tenure were available. 
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Figure 2: Age profile of job tenure 

  
Note:  Estimates are based on sample of workers 20–65 from each country. They are derived from 
an APC decomposition using the maximum entropy method (except for Albania, for which the 
Deaton-Paxson method was used). The values for EU countries correspond to an APC 
decomposition using the maximum entropy method; they are reproduced from Bussolo et al. (2022). 
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Figure 3: Job tenure profiles, by birth cohort  

  
Note: Estimates are based on sample of workers 20–65 from each country; they are derived from an 
APC decomposition using the maximum entropy method (except for Albania, for which the Deaton-
Paxson method was used). The values for EU countries correspond to an APC decomposition using 
the maximum entropy method; they are reproduced from Bussolo et al. (2022). 

 



 

Figure 4: Age profile of job tenure by educational attainment 

   

 
Note: Estimates are based on sample of workers 20–65 from each country. They are derived from 
an APC decomposition using the maximum entropy method (except for Albania, for which the 
Deaton-Paxson method was used). The values for EU countries correspond to an APC 
decomposition using the maximum entropy method; they are reproduced from Bussolo et al. (2022). 
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Figure 5: Birth cohort profile of job tenure by educational attainment 

  

 
Note: Estimates are based on sample of workers 20–65 from each country. They are derived from 
an APC decomposition using the maximum entropy method (except for Albania, for which the 
Deaton-Paxson method was used). The values for EU countries correspond to an APC 
decomposition using the maximum entropy method; they are reproduced from Bussolo et al. (2022).  
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Figure 6: Age profile of job tenure by gender 

 

 
 

Note: Estimates are based on sample of workers 20–65 from each country. They are derived from an APC 
decomposition using the maximum entropy method (except for Albania, for which the Deaton-Paxson 
method was used). The values for EU countries correspond to an APC decomposition using the maximum 
entropy method; they are reproduced from Bussolo et al. (2022).  
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Figure 7 Birth cohort profile of job tenure by gender 

   

Note: Estimates are based on sample of workers 20–65 (22–-65 for tertiary graduates) from each country. 
They are derived from an APC decomposition using the maximum entropy method (except for Albania, for 
which the Deaton-Paxson method was used). The values for EU countries correspond to an APC 
decomposition using the maximum entropy method; they are reproduced from Bussolo et al. (2022).  
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Table 1 Coverage of job tenure sample  

Country Sample size 
Start 
year 

End 
year 

Number of 
years with 
tenure data 

Average 
tenure 
(years) 

Percent of workers with tenure 

< 1 year 
5–10 
years 

> 10 
years 

Albania  125,926 2002 2020 15 11.47 13.56 40.68 45.75 
Bosnia and 
Herzegovina 

91,629 2006 2019 14 11.02 11.1 34.66 54.24 

Kosovo 115,752 2003 2019 11 9.77 8.12 36.73 55.15 
Moldova 194,780 2003 2009 7 n.a.a 13.64 25.11 61.25 
North Macedonia 260,171 2005 2020 16 11.37 10.76 35.22 54.02 
Russian 
Federation 

166,580 1994 2020 25 7.35 22.39 36.96 40.64 

Serbia 110,261 2008 2018 9 13.09 11.13 32.03 56.84 
Türkiye 1,381,171 2011 2019 9 9.42 37.18 30.45 32.37 

Note: Start and end years denote the first and last year for which data were available. Data are missing for Albania for 
2004, 2006, 2010, and 2019; Kosovo for 2004–07 and 2010–11); for Russia for 1997 and 1999; and for Serbia for 
2012 and 2015.  

a. Moldova reports job tenure only as a categorical variable.  
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Table 2 Summary statistics for whole sample  

Variable Mean Standard deviation Minimum Maximum 
Tenure (years) 9.73 10.26 0 63 
Gender, age, and marital status     
Male 0.65 0.48 0 1 
Age (years) 40.53 11.41 20 65 
     

Married 0.77 0.42 0 1 
Education         
Lower-secondary 0.44 0.50 0 1 
Upper-secondary 0.35 0.48 0 1 
Tertiary 0.21 0.41 0 1 
     

Type of contract     
Permanent work 0.83 0.38 0 1 
Full-time work 0.89 0.31 0 1 
     

Firm size (number of employees)         
1–10 0.54 0.50 0 1 
11–19 0.07 0.26 0 1 
20–49 0.13 0.33 0 1 
50 or more 0.26 0.44 0 1 

     

Occupation     
Non-routine, cognitive 0.21 0.41 0 1 
Non-routine, manual 0.53 0.50 0 1 
Routine 0.26 0.44 0 1 
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Table 3 Average tenure in sample, by subgroup and country (years) 

Variable  Albania 
Bosnia and 

Herzegovina Kosovo 
North 

Macedonia Russia Serbia Türkiye 
Country 
average 

Total 11.47 11.02 9.77 11.37 7.35 13.09 9.42 10.50 
Gender         
Male 10.72 10.78 9.75 11.43 6.56 12.91 9.26 10.20 
Female 12.36 11.44 9.83 11.28 8.05 13.34 9.77 10.87 
Education         
Lower-secondary 13.2 13.03 9.60 14.38 6.48 14.36 10.53 11.65 
Upper-secondary 10.32 10.39 9.65 10.19 7.31 11.52 6.95 9.48 
Tertiary 9.03 10.08 10.23 10.99 7.71 11.17 9.18 9.77 
Age         
25–29 3.36 2.05 2.65 2.25 1.36 2.18 1.74 2.23 
30–39 8.49 7.04 7.29 6.93 5.74 7.57 6.39 7.06 
40–49 8.58 7.62 7.07 7.54 5.63 8.62 6.81 7.41 
50+ 16.1 18.14 16.73 18.82 12.8 20.87 18.21 17.38 
Type of contract         
Permanent 8.76 11.57 11.84 11.69 7.84 12.86 7.08 10.23 
Temporary 4.23 2.44 8.47 5.1 2.53 2.91 0.25 3.70 
Firm size (number of 
employees) 

        

Small (1–10) 12.59 9.01 8.59 9.73 5.45 13.64 10.73 9.96 
Medium (11–49) 9.07 10.55 10.69 10.21 6.94 11.81 6.52 9.40 
Large (50+) 9.58 13.13 12.54 12.94 9.01 12.85 8.2 11.18 
Occupation         
Non-routine, cognitive 11.27 12.63 10.92 12.12 8.74 13.2 10.24 11.30 
Non-routine, manual 12.49 10.93 8.70 11.54 5.04 14.34 10.69 10.53 
Routine 7.96 10.49 9.33 10.24 7.28 11.02 6.29 8.94 
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Table 4 Estimated annual probability of having a job with for short, medium, and long tenures 

 Years of tenure 
 Less than 1 5–10 More than 10 
Variable and 
country Coefficient Standard error Coefficient Standard error Coefficient Standard error 
Time trend 
Albania 0.235* 0.111 0.071 0.151 –0.882* 0.417 
Bosnia and 
Herzegovina 

–0.049 0.089 0.068 0.106 0.043 0.087 

Kosovo 0.026 0.387 –0.981* 0.483 1.192** 0.388 
Moldova –0.027 0.465 0.386 0.278 –0.328 0.455 
North 
Macedonia 

–0.137* 0.067 0.744*** 0.094 –0.58*** 0.115 

Russian 
Federation 

–0.388*** 0.052 0.338*** 0.043 0.090 0.054 

Serbia 0.022 0.256 0.153 0.123 –0.201 0.150 
Türkiye 0.096 0.172 0.787*** 0.126 –0.895*** 0.161 
Time trend controlling for GDP 
Albania 0.429** 0.131 –0.153 0.194 –1.083 0.633 
Bosnia and 
Herzegovina 

–0.044 0.090 0.074 0.108 0.029 0.072 

Kosovo 0.424 0.369 –1.363** 0.519 1.200** 0.478 
Moldova 0.315 0.592 0.560 0.396 –0.810** 0.041 
North 
Macedonia 

–0.054 0.054 0.767*** 0.109 –0.682*** 0.114 

Russia –0.347*** 0.050 0.323*** 0.047 0.061 0.057 
Serbia –0.062 0.240 0.193 0.115 –0.142 0.126 
Türkiye 0.041 0.270 0.740*** 0.198 –0.797** 0.248 
Note: *** indicates that the coefficient is significant at 1% level, ** - at 5% level, * - at 10% level. 
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