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Abstract

The paper shows that for severe enough search frictions, a market for employed
workers with wage gains emerges despite the presence of adverse selection.
Asymmetric information about a worker's productivity between the worker's cur-
rent employer and the outside market enables the current employer to keep its best
employees from joining the outside market by promoting them or by making them
counter offers. Since outside wage offers are uncertain, firms promote or make
counter offers only to their best workers. The resulting adverse selection, though,
leads to an initial breakdown of the market for employed workers. As low-
productivity workers are laid off over time, tenure serves as a positive signal
about a worker's productivity. After enough badly performing workers were laid
off, the signal is strong enough to counteract the negative effect of adverse selec-
tion and a market for employed workers emerges.

Keywords: Adverse selection, wage gains, on-the-job search.

JEL Classification: D82, D83, J41, J63.

                                           
* I wish to thank the seminar participants at Munich University, and in particular Klaus Schmidt, for

their useful comments. The usual disclaimer applies.



1 Introduction

Since the current employer is better informed about a worker’s productivity than the

outside market, he can prevent that his best employees quit by making them a counter

o;er. The resulting adverse selection can lead to a breakdown of the market along the

lines of Akerlof (1970). Greenwald (1986), Gibbons and Katz (1994), and Acemoglu and

Pischke (1998), among others, circumvented this problem by introducing an exogenous

reason to quit in order to ensure that the market does not break down. The wage in

the outside market, though, is lower than the wage at the current employer, because of

the persisting adverse selection. Empirically, however, we observe not only wage cuts

but also wage gains if workers move to another employer.

This paper explains both wage cuts and wage gains in the presence of adverse

selection. The assumption that makes the di;erence is that outside wage o;ers are

uncertain and not observed by a worker’s current employer. This implies that the firm

will promote or make counter o;ers only to its best-performing workers but not to

workers with average productivity, if the probability is large enough that a worker will

not get an outside o;er, i.e. stay with the firm at the old wage. The non-promoted

workers are available to the outside market. Initially, though, the market for employed

workers breaks down. The reason for this is that nobody will search since the potential

outside wage o;er is — due to the presence of adverse selection — below the worker’s

current wage. The negative e;ect of adverse selection on the average productivity

of workers available to the outside market can, however, be overcome as more and

more badly performing workers are laid o; over time. The fact that these layo;s are

publicly observable enables outside firms to use the also observable tenure of a worker

as a positive productivity signal on which they can base their wage o;er. Workers

getting such an outside wage o;er experience a wage gain whereas workers who are

laid o; experience a wage cut.
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The model can also explain an empirical finding by Farber (1994), namely that

the hazard of job termination increases up to a maximum at 3 months of employment

and declines thereafter. The literature so far (see Jovanovic 1979 and Pissarides 1994)

can only explain a declining hazard. The explanation given in this paper is as follows.

Initially, the hazard is zero, because the cost of recruitment implies that a firm will

wait some time before laying o; a worker. During that time tenure will not carry

any information about a worker’s productivity, implying that the market for employed

workers breaks down. The hazard becomes positive as the first workers are laid o;.

After the first layo;s, the market for employed workers generally does not resume

immediately, since it takes some time to ensure that enough badly performing workers

are laid o; such that the pool of searching workers has a su>ciently high productivity

to enable outside firms to o;er wages above the worker’s current wage. The point

where the on-the-job market emerges coincides with the maximum of the hazard of job

ending. Thereafter, the hazard declines, not because the probability of finding a job

declines, but because the likelihood that an employed worker is of the bad type and

hence is laid o; declines.

As mentioned above, the best-performing workers are promoted or get counter o;ers

by their current employer in order to prevent them from searching or quitting. Thus,

for high productivity workers the option to get an outside wage o;er is enough to

induce their current firm to increase their wage. Furthermore, since more and more

badly performing workers are laid o; over time, it follows that the productivity of the

pool of employed workers and of the pool of searching workers increases over time.

With an increase in the productivity of searching workers over time the outside wage

o;er increases, too. The consequent promotion of the best-performing workers then

implies that wages increase with tenure. A similar explanation for the wage-tenure

e;ect is given by Jovanovic (1979), who assumed that productivity is match-specific
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and revealed to the worker and the firm over time.

While the explanation based on the theory of firm-specific human capital developed

by Becker (1964) and Hashimoto (1981) is seen by many empirical researchers as the

key source for why wages increase with tenure, there are also empirical studies by

Abraham and Farber (1987), Altonji and Shakotko (1987) and more recently Altonji

and Williams (1997) supporting Jovanovic and my explanation based on the revelation

of productivity over time. They show that the measured positive cross-sectional return

to seniority found in studies of Mincer and Jovanovic (1981) and Bartel and Borjas

(1981) among others is largely a statistical artifact due to the correlation of high

seniority with an omitted variable representing the quality of the worker, job or worker-

employer match.

The search literature so far does not distinguish between the temporary breakdown

of the market for employed workers and generic search frictions, although the sources

are very di;erent. A temporary breakdown of the on-the-job market is the consequence

of adverse selection caused by the promotion strategy of the current employer who tries

to prevent its most productive workers from quitting. Search frictions are, however,

usually explained by the uncoordinated application decision of workers (see Moen 1997,

Acemoglu and Shimer 1999, Burdett, Shi and Wright 2001).

Furthermore, I provide conditions under which it is optimal for the current employer

to make a counter o;er. This is important because the early on-the-job search models

by Burdett (1978), Jovanovic (1984), Pissarides (1994) and Burdett and Mortensen

(1998) assume that the current employer does not react to outside wage o;ers. Thus,

workers receiving higher outside wage o;ers climb up the wage ladder. Postel-Vinay

and Robin (2002) assume the opposite, namely that the current employer observes

and reacts to an outside wage o;er by making a counter o;er. The resulting Bertand

competition between firms drives the wage up so that the firm with the highest produc-
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tivity wins the bidding game. While these models assume how the current employer

reacts to an outside o;er, I explicitly model it by taking adverse selection into account.

Although it is quite obvious that making a counter o;er to all employees is optimal

if outside wage o;ers are observable, it turns out that if outside wage o;ers are not

observable, it is optimal that average-productivity workers are never given a counter

o;er. Furthermore, if search frictions are large enough, then it is optimal to ignore any

outside wage o;er.

The outline of the paper is as follows. The next section presents the basic model

and derives the main results. Section 3 shows that promoting is equivalent to making

counter o;ers and that the results hold if I allow for performance-related contracts

and an environment where workers know more about their type than their current

employer.

2 Adverse Selection and Wage Gains

A large number of new market entrants enter the labor market every period and with

some probability survive until the next period. They di;er in the probability ± to

produce output º, where the distribution of types is given by an arbitrary density

function § (±) on the support [0[ 1]. New market entrants do not know their type. In

section 3, I allow for workers to have a better signal about their type than the employing

firm has. In the basic model new market entrants have the same prior belief about

their type as firms have. The prior belief equals the average production probability of

all new market entrants, i.e.

£0 =

Z
±§ (±) ¥±.

The beliefs are updated by Bayes’ rule. Since updating can only take place after an

production period, denote £µ the belief after µ periods of employment.
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Workers maximize their life-time utility when they trade o; a higher wage with

a lower matching probability as well as with an increased layo; probability in the

future. Although not explicitly modelled I assume that an evolutionary game has taken

place that guarantees that only the market that maximizes workers’ life-time utility

survives (see Moen 1997, Acemoglu and Shimer 1999). In other words, firms post wages

anticipating the expected queue length of workers applying for that vacancy and their

expected layo; probability. The evolutionary game ensures that firms make zero profit

and maximize the workers’ life-time utility. The outcome of such a directed search

model is a fixed probability (1 ´µ) with which a worker employed for µ periods gets

an outside wage o;er, where ´µ R {´[ 1}. The probability of getting a wage o;er (1 ´µ)

is only zero if no labor market for workers employed for µ periods exists. If, however,

a labor market exists, then the probability of getting a wage o;er is (1 ´) R (0[ 1).

Search frictions are essential for a market with wage gains to emerge. If workers

had an outside wage o;er with certainty, then the current employers would promote

all workers whose expected current and continuation productivity exceeds the outside

wage o;er. The resulting adverse selection makes an outside wage o;er that exceeds

the initial wage impossible. Thus, without search frictions, the market for employed

workers would break down forever.

Firms exist forever and discount future payments with a factor , R (0[ 1), which

includes the exit probability of a worker. They have to pay an advertisement cost ¢ for

posting a vacancy. With probability ® per period a firm meets a worker, where ® is

linked to the matching probability (1 ´) of the evolutionary game mentioned above.

For such an equilibrium to exist I assume that the advertisement cost of a vacancy

is below the average productivity of new market entrants, i.e. ¢ \ e (º|£0), which is

assumed to hold for the remainder of the paper.

Firms o;er fixed wages that cannot be negotiated downward.1 If wages could be
1A good literature review justifying downward wage rigidity is given in Weiss (1991) and Bewley
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negotiated downward, then nobody would be laid o; and tenure could not be used as a

positive production signal. Adverse selection caused by the promotion strategy of the

current firm then implies that only a market for the least productive workers exists.

Wage gains would not occur. The assumption of downward wage rigidity seems more

restrictive then it actually is, as I discuss in section 3.

Finally, free entry of firms in the evolutionary game mentioned above ensures that

the value of a vacancy is driven down to zero implying that the expected profit of a

match equals the cost of a vacancy, i.e.

®< (£µ[ ¸µ) = ¢, (1)

where < (£µ[ ¸µ) denotes the expected value of employing a worker with belief £µ. I

further assume that firms can condition their wage o;ers on the periods µ an applicant

has been employed for. This assumption can be justified by the common practice of

recruiting firms to ask for references from past employers. Firms, thus, post a menu

of wages, one for each class of workers, where the classes di;er in the periods µ that

workers have been employed for. These wage o;ers are not observed by the worker’s

current employer until they are accepted. This assumption can be justified by the

interest of outside firms to conceal their outside o;ers, since making them observable

would trigger a counter o;er of the current employer, leading to a break down of the

market.

The value of employing a worker with belief £µ is given by the worker’s expected pro-

ductivity e (º|£µ) minus his current wage ¸µ plus the expected discounted continuation

payo; ,e [< (£µ[ ¸µ)].

< (£µ[ ¸µ) = max

4
max
¸µ

[e (º|£µ) ¸µ + ,e [< (£µ[ ¸µ)]] [ 0

¸
.

After each production period, the following sequential game between the worker and

(1999).
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his current firm starts:

1. A firm decides whether or not to lay o; a worker. The firm cannot recall a worker.

2. If a worker was not laid o;, the firm decides whether or not to promote him, i.e.

chooses ¸µ.

3. The employed worker decides whether or not to search.

4. Outside firms observe the labor market status of all workers and decide on the

wage o;ers for those laid o; and for those still employed.

5. Workers with an outside wage o;er decide whether or not to leave the current

employer.

The sequential game is solved by backward induction. A worker will leave his current

firm if and only if his outside wage o;er ¸°µ is higher than his current wage ¸µ, where

the current wage is either the promotion wage ¸±µ or the last period’s wage ¸µP1, if a

worker was not promoted. If the worker does not stay with the firm, then the firm will

open a new vacancy next period.

If the expected productivity e (º|£®µ ) of those workers searching is su>ciently high

to ensure that outside firms can make an outside wage o;er that exceeds the workers’

current wage, then they will o;er the following outside wage,

¸°µ = e (º|£®µ ) + ,e [< (£®µ [ ¸
°
µ )] ¢]® ^ ¸µ, (2)

where free entry ensures that firms make zero profit. Employed workers will start to

search if and only if the expected outside wage o;er ¸°µ is above their current wage ¸µ.

Firms will promote a worker, i.e. pay him the potential outside o;er ¸±µ = ¸°µ , if

and only if the payo; of a promoted workers is higher than the payo; of paying him the
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last period’s wage ¸µP1 and taking into account that he will get and accept an outside

o;er with probability 1 ´µ, i.e. stay with probability ´µ.

e (º|£µ) ¸°µ + ,e [< (£µ[ ¸
°
µ )] ^ ´µ [e (º|£µ) ¸µP1 + ,e [< (£µ[ ¸µP1)]] (3)

Note that it is optimal for the firm to pay a promotion wage equal to the outside wage

o;er, since ¸±µ = ¸°µ just prevents a worker from searching for an outside job. Thus,

promotion is used to ensure that the most productive workers do not search.

The promotion-threshold productivitye (º|£± (¸µP1)), given the worker earned wage

¸µP1 last period is defined such that the current firm is exactly indi;erent between

promoting the worker or paying him the last period’s wage, i.e.

e (º|£± (¸µP1)) ¸°µ + ,e [< (£± (¸µP1) [ ¸
°
µ )] (4)

= ´µ [e (º|£± (¸µP1)) ¸µP1 + ,e [< (£± (¸µP1) [ ¸µP1)]] ,

where £± (¸µP1) is the promotion-threshold belief. Promotion leads to adverse selection

on the market for employed workers, since the very best workers are promoted and

kept o; the labor market, whereas the average productive workers are not promoted

and therefore search.

Finally, the least productive workers are laid o; if and only if their expected current

payo; plus their continuation payo; is negative. The timing of the game implies that

a worker is not promoted and laid o; at the same time, hence the layo; decision is

based on the wage of the last period ¸µP1, i.e.

e (º|£µ) ¸µP1 + ,e [< (£µ[ ¸µP1)] \ 0. (5)

The layo;-threshold productivity e
¡
º|£ (¸µP1)

¢
, given the worker earned wage ¸µP1

last period, is defined such that the worker’s believed productivity makes the current

firm just indi;erent between continuing employing this worker or laying him o; and

searching for a new worker which has a value of zero, i.e.

e
¡
º|£ (¸µP1)

¢
 ¸µP1 + ,e

£
<

¡
£ (¸µP1) [ ¸µP1

¢¤
= 0, (6)
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where £ (¸µP1) is the corresponding layo;-threshold belief.

Note that the fact that a firm can always layo; a worker and open a new vacancy

with a value of zero implies that the continuation payo; ,e [< (£µ[ ¸µP1)] cannot be

negative. It follows that the layo;-threshold productivity is below or just equal to the

last period’s wage.

A laid o; worker starts to search as unemployed for a new job. Given his employ-

ment history, outside firms form a new belief about him. Thus, the laid o; worker can

be treated as a new market entrant with a di;erent prior belief. I therefore focus in the

following analysis on workers who are not laid o; but remain with their first employer

or move directly from one job to another.

In order to prove under which conditions a market for employed workers with wage

gains emerges, consider first the following lemmas.

Lemma 1 The market for employed workers breaks down as long as nobody is laid o;.

Proof: If nobody has been laid o; so far, then the market belief about the employed

workers’ productivity equals the initial belief £0. A potential outside wage o;er ¸°µ

could therefore be no higher than the initial wage ¸0. Since due to the downward wage

rigidity the employed workers earn at least their initial wage, they would not start

to search for an outside job. Thus, no market for employed workers exists as long as

nobody is laid o;. ¤

It immediately follows that the probability 1 ´µ of getting an outside wage o;er is

zero if nobody was laid o; until µ. Consequently, the current employer will not promote

anyone up until µ, as can be seen by looking at the promotion condition (3).

Lemma 2 From some point 0 \ < \Q onward, badly performing workers will be laid

o;.
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Proof: e (º|£0) ^ ¢, which was assumed to guarantee existence, implies together with

the free entry condition (1) for the market for new entrants that the initial wage is

positive, i.e. ¸0 ^ 0.

Lemma 1 implies that workers earn the initial wage ¸0 as long as nobody is laid

o;, especially that ¸<P1 = ¸0. The timing of the game further implies that nobody is

promoted and laid o; at the same time. Hence, the layo; decision (5) at < is based on

the initial wage ¸0, i.e. e (º|£<) ¸0 + ,e [< (£< [ ¸0)] W 0.

The costly search process implies that there is an option value for the current

employer to wait before laying o; a worker, i.e. 0 \ < . This can be seen by looking at

workers earning the initial wage. The free entry condition (1) for new market entrants

together with the definition of the layo;-threshold productivity imply

¸0 = e (º|£0) + ,e [< (£0[ ¸0)] ¢]® = e
¡
º|£ (¸0)

¢
+ ,e

£
<

¡
£ (¸0) [ ¸0

¢¤
.

This holds only for £0 ^ £ (¸0), implying that nobody is laid o; at µ = 0.

¸0 ^ 0 implies that £ (¸0) ^ 0. Furthermore, there are some unlucky workers

who never produce. The belief of these workers approaches zero as µ A Q , i.e.

lim
µY?
£min
µ A 0, because the density function § (±) has its support on [0[ 1]. Given

£ (¸0) ^ 0, it follows that as µ A Q a point in time < \ Q exists with such a low

belief £min
< \ £ (¸0). Thus, workers with belief £min

< are laid o; at < . ¤

This is shown in figure 1, where workers at nods that can only be reached with

dashed lines are laid o;. Note that nobody who was employed and produced something

at µ 1 is laid o; at µ, because his expected productivity went up and he need not be

promoted. Therefore, employing him further is at least as profitable as employing him

at µ 1. The fact that the continuation payo; cannot be negative implies that nobody

is laid o; whose believed productivity is above his current wage.
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Figure 1: Low productivity workers are laid o;.

Figure 1 also illustrates that their are periods besides the initial period where nobody

is laid o;. In the shown example the first workers are fired at µ = 2. At µ = 3, however,

nobody is laid o;, since the continuation payo; of the workers with the lowest expected

productivity is large enough to outweigh the negative current payo;.

Lemma 3 “Average”-productivity workers are never promoted.

Proof: Assume for the moment that an outside wage o;er exceeding the initial wage

exists. Given this outside wage o;er, workers are not promoted according to condition

(3) if and only if

e (º|£µ) ¸°µ + ,e [< (£µ[ ¸
°
µ )] 6 ´µ [e (º|£µ) ¸0 + ,e [< (£µ[ ¸0)]] .

This condition holds with strict inequality for the layo;-threshold belief £µ = £ (¸0).

Thus, a promotion-threshold £± (¸0) ^ £
 (¸0) exists such that this condition holds with

equality. Workers with belief £µ R
£
£ (¸0) [ £

± (¸0)
¤

are not promoted. I define these

workers as being of “average” productivity. If no wage o;er exceeding the initial wage

exists, then Lemma 1 implies that nobody is promoted. ¤
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If an outside wage o;er exceeding the initial wage emerges at some point, then

Lemma 3 implies that the current employer does not promote workers with an expected

productivity e (º|£± (¸0)) or below. These “average”-productivity workers will start

to search if an outside wage o;er exceeding the initial wage exists. Thus, the last part

needed to establish the existence of an on-the-job market with wage gains is to show

under which conditions a wage o;er greater than the initial wage can exist for some

t R [< [Q).

Theorem 1: If search frictions, i.e. ´, are large enough, then at some t R [< [Q) a

market for employed workers with wage gains emerges and continues to work forever.

Proof: In order to ensure that the outside wage o;er exceeds the initial wage, i.e.

¸°t ^ ¸0, it has to be the case that the average productivity of those employed workers

who are not promoted, i.e. workers with belief £ (¸0) 6 £t 6 £± (¸0), exceeds the

average productivity of the new market entrants, i.e.

£®t =

Z £±(¸0)

£(¸0)

£t¨ (£t ) ¥£t ^ £0, (7)

where ¨ (£t ) is the density function of the beliefs of workers employed for t periods

that is derived from the underlying productivity type distribution § (±) by Bayes’ rule.

Thus, a market for employed workers exists if the promotion-threshold condition (4)

together with inequality (7) are fulfilled for some ´µ R (0[ 1).

Note first, if no worker is promoted, i.e. £± (¸0) = 1, the outside wage o;er exceeds

the initial wage, i.e. ¸°< ^ ¸0, because the average productivity of the pool of workers

still employed has increased after some worker were laid o;. Formally,

£®< =

Z 1

£(¸0)j(0[£0)

£<¨ (£<) ¥£< ^

Z 1

0

£<¨ (£<) ¥£< = £0 for µ = < .

£ (¸0) R (0[ £0) was proven in Lemma 2. Furthmore, Bayes’ rule guarantees that the

intregral over
£
£ (¸0) [ 1

¤
is not empty since the belief of workers who always produced

lies above £0.
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Secondly, the profit generated from a worker with belief £± (¸0) = 1 is certain,

implying that ,< (1[ ¸<) = ,
1P, (º  ¸<). Thus, the promotion threshold condition (4)

simplifies to

º  ¸°< = ´< [º  ¸0] .

Since ¸°< ^ ¸0, this equality defines a staying probability ´< R (0[ 1) for which a market

for employed workers emerges as soon as the first workers are laid o;, i.e. t = < . The

same holds for ´ > ´< .

For 0 \ ´t \ ´< the market for employed workers can (but need not) emerge after

enough badly performing workers were laid o; such that the searching workers have,

on average, a su>ciently high productivity to enable outside firms to o;er wages above

the initial wage despite the presence of adverse selection, i.e. £± (¸0) \ 1. Formally,

the following can be trueZ £±(¸0)j(£0[1)

£(¸0)j(0[£0)

£t¨ (£t ) ¥£t ^

Z 1

£(¸0)j(0[£0)

£<¨ (£< ) ¥£< for t ^ < .

This would imply an outside wage o;er ¸°t ^ ¸
°
< ^ ¸0 such that the promotion-

threshold condition (4) holds for some ´t R (0[ ´<).

Since, according to Lemma 3, workers with belief £µ R
£
£ (¸0) [ 1

¤
are not promoted

and since not all of them find a job because of the existing search frictions, it follows

that the market continues to work next period. Even more so because the average

productivity of the employed workers improves further over time as more and more

workers with bad performance are laid o;. ¤

The intuition behind Theorem 1 is simply that large search frictions decrease the

firm’s willingness to promote, because it is harder for non-promoted workers to get an

outside wage o;er. Thus, less high-performance workers are promoted and start to

search. The fact that more high-performance workers search increases the average pro-

ductivity of the searching workers and enables outside firms to o;er a market emerging

wage.
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The model can also explain an empirical finding by Farber (1994), namely that the

hazard of job termination increases up to a maximum at 3 months of employment and

declines thereafter. Initially, the hazard is zero, because the cost of recruitment ¢]®

implies that a firm will wait some time before laying o; a worker. The hazard becomes

positive as the first workers are laid o;. After the first layo;s, the market for employed

workers generally does not resume immediately, since it takes some time to ensure that

enough badly performing workers are laid o; such that the searching workers have on

average a su>ciently high productivity to enable outside firms to o;er wages above

the worker’s current wage. The point where the on-the-job market emerges coincides

with the maximum of the hazard of job ending. Thereafter, the hazard declines, not

because the probability (1 ´) of finding a job declines, but because the likelihood that

an employed worker is of a bad type and hence is laid o; declines. The later follows

from the property of Bayes’ rule, namely that a worker’s belief converges asymptotically

to its true value.

As mentioned above, the best-performing workers are promoted by their current

employer in order to prevent them from searching or quitting. Thus, for high pro-

ductivity workers the option to get an outside wage o;er is enough to induce firms

to increase their wage. Furthermore, since more and more badly performing workers

are laid o; over time, it follows that the productivity of the pool of employed work-

ers and of the pool of searching workers increases over time. With an increase in the

productivity of searching workers over time, the outside wage o;er increases, too. The

subsequent promotion of the best-performing workers then implies that wages increase

with tenure.

Corollary 1: Wages weakly increase with age as long as workers are not laid o;.

Besides the workers that are promoted, there are workers of “average” productivity

whose wages increase if they change to another employer. The assumption of downward
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wage rigidity ensures that workers experience wage cuts only after layo;s.

It is also worth mentioning that higher search frictions, i.e. a higher ´, lead to a

higher initial wage ¸0. To see this, note that workers with an expected productivity

e (º|£± (¸0)) or below are not promoted. Since these workers remain with their em-

ployer with probability ´. It follows that the value of employing such a worker increases

if search frictions are higher. Thus, the expected continuation payo; ,e [< (£0[ ¸0)]

of a new market entrant increases with ´. The zero profit condition implies that the

initial wage increases by the same amount as the continuation payo;.

3 Extensions

Counter o;ers instead of promotion

In the basic model described above, firms sit down with their workers after each pro-

duction period and decide whether or not to promote the worker. The current employer

decides on the promotion, taking into account that a searching worker receives an out-

side wage o;er with probability 1 ´µ. The model can also be rewritten such that firms

react to workers claiming to have an outside wage o;er. The timing of the game after

each production period is then as follows:

1. A firm decides whether or not to lay o; a worker. The firm cannot recall a worker.

2. Outside firms observe the labor market status of all workers and decide on the

wage o;ers for those laid o; and for those still employed.

3. Employed workers — with and without outside o;ers — decide whether or not to

ask for a counter o;er. And if they ask, they decide which wage to ask for.

4. The current employer decides on whether to make a counter o;er or not.
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5. Workers with an outside wage o;er decide whether or not to leave the current

employer.

If workers with an outside o;er are distinguishable, then firms make counter o;ers only

to those workers that have an outside o;er. It follows that workers without an outside

o;er would be better o; if they pretended to have one. Thus, the employed workers

without an outside o;er will mimic workers with outside o;ers and ask for a counter

o;er equivalent to the outside o;er. Since the current employers cannot distinguish

between workers with and without outside wage o;ers, they base their decision of

whether to make a counter o;er or not on the same trade o; as a firm that decides

ex-ante which workers to promote. Thus, the counter o;er strategy is identical to the

promotion strategy described in the basic model above. This implies the following

corollary.

Corollary 2: “Average”-productivity workers never get a counter o;er. If search

frictions are large enough, then nobody gets a counter o;er.

The way a current employer reacts to outside wage o;ers is crucial. If the current

employer does not react to outside wage o;ers as assumed in the early on-the-job search

literature (see Burdett 1978, Jovanovic 1984, Pissarides 1994, Burdett and Mortensen

1998), then all workers receiving higher wage o;ers from outside will quit. These high

quit rates are ine>cient and it is irrational of the current employer not to react to

outside wage o;ers, except if outside wage o;ers are not verifiable and search frictions

are so high that it pays not to promote at all.

Wage-tenure contracts

In order to reduce the ine>cient high quit rate in Burdett and Mortensen (1998),

Coles and Burdett (2003) allow firms to react to the excessive quitting behavior by

posting flexible wage contracts. They show that firms will post wage contracts that
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increase with tenure in order to minimize the number of quits. Firms do, however,

not directly react to outside wage o;ers. Since all workers are homogenous it makes

no di;erence whether the firm promotes workers not knowing if they have an outside

o;er or commits to a promotion strategy up-front by posting an increasing wage-tenure

contract. However, if workers di;er in their productivity, then committing ex-ante to

an increasing wage-tenure contract cannot be e>cient. The reason is that the current

employer would like to renegotiate the contract downward with workers who performed

badly instead of laying them o;. Workers would also like to renegotiate the contract

before becoming unemployed. This can be avoided by promoting on a case-by-case

basis.

Piece-rate contracts

If workers are risk neutral, they could be paid the output they produce. If workers

additionally pay an entry fee equivalent to the recruitment cost, firms would make zero

profit. This would be nothing else than allowing wages to be negotiated downward.

Subsequently, nobody would be laid o; and no market for employed worker with wage

gains would emerge.

If workers are risk averse, they might be o;ered a contract which combines a fixed

payment with piece-rates instead of a fixed wage. The reason why risk-averse workers

might prefer such a contract is that it provides a partial insurance against early layo;s.

To see this, note that a performance-related contract ensures that a badly performing

new market entrant is less costly to the firm than the same workers with a fixed wage

contract, which pays the corresponding certainty equivalent. Thus, a worker with a

performance-related contract expects to be laid o; later in his working life.

Since there are only two possible outcomes per production period, i.e. º R {0[ º}, I

can assume without loss of generality that the output-related contract that maximizes a
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risk averse worker’s utility is linear in output, i.e. ¤ (£µ) = + (£µ) º+¸ (£µ). The optimal

performance relation depends, of course, on the worker’s belief about his expected

productivity. If a worker knows as much about his type as his future employer, then

the question of using performance-related contracts as a sorting device does not arise.

The case that workers have a better signal about their type is discussed below.

The assumption that the fixed part ¸ (£0) of the performance-related contract can-

not be negotiated downward is still necessary in order to ensure that workers who

performed badly are eventually laid o;. Given that a worker is paid according to the

initial contract ¤ (£0), he is laid o; if and only if

e [(1 + (£0)) º|£µ] ¸ (£0) + ,e [< (£µ[ ¸ (£0))] \ 0,

which resembles the layo; decision (5) in the basic model.

Workers will search for a new job if the certainty equivalent of the outside o;er

exceeds the certainty equivalent of the current wage. Thus, the outside o;er need

not be more expensive than the initial wage. It could just be that the contract is

more appropriate for these workers, since they know now more about their type. It

could also be that the outside market is able to sort employed workers with more

type-specific contracts and is thus able to counteract the adverse selection caused by

the promotion strategy of the current employer. This implies that a market with

performance-related contracts might even emerge sooner than one with fixed-wage

contracts, although workers are laid o; later.

Workers have a better signal about their type

In the basic model, I assumed that new market entrants have the same information

about their type than the market in whole. This simplification allowed me to focus

solely on the asymmetric information between the current employer and the market

and to abstract from any screening firms might engage in. With risk-averse workers
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who have a better signal about their type than firms have, screening can work via two

channels. The first channel is via performance-related wage contracts where high type

workers can be separated from low type workers by o;ering contracts that are highly

performance-related. The second channel uses the risk associated with being fired.

Higher earnings — whether in form of a fixed wage or in form of a performance-related

contract — make it more likely to be laid o; in the future, implying that risk averse

workers who belief that they are less productive prefer lower earnings.

If the new market entrants cannot be separated, then the resulting pooling equi-

librium of the evolutionary game will maximize the utility of the highest productivity

type workers in order to ensure that they stay in this market. For the first employer

the analysis is then generally the same as in the basic model above, with one exception.

The second employer might be able to separate the searching workers. If outside wage

o;ers are, therefore, di;erent for di;erent types, then the promotion decision the cur-

rent employer faces is more complicated. Given the firm’s own belief about its worker’s

productivity it has to form expectations about where, i.e. in which of the di;erent

markets the worker will search in, if he does not get promoted. The current firm can

only be sure not to lose a worker if it o;ers him a contract equivalent to the highest

outside o;er. The promotion decision has to trade o; all possible outside o;ers and

the probability 5® that the worker is searching in a market that o;ers a contract worth

the same or more than ¤0 (£µ). The current firm chooses the promotion contract ¤± (£µ)

such that,

¤± (£µ) = arg max

R

VVVVVVVVVVT

e (º|£µ) ¤̄0 (£µ) + ,e [< (£µ[ ¤̄
0 (£µ))] [

...

5®´µ [e (º|£µ) ¤0 (£µ) + ,e [< (£µ[ ¤
0 (£µ))]] [

...

´µ [e (º|£µ) ¤ (£µP1) + ,e [< (£µ[ ¤ (£µP1))]] [

S

WWWWWWWWWWU

.
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The worker is not searching at all if he is promoted and paid the highest outside o;er

¤̄0 (£µ). And he is searching with certainty if he is not promoted and paid according

to his last period contract ¤ (£µP1). If he is o;ered a contract worth between ¤ (£µP1)

and ¤̄0 (£µ) he will search with probability 5® and get an outside o;er with probability

´µ. As in the basic model, for large enough search frictions an on-the-job market with

wage gains emerges. If the new market entrants can be separated, then the resulting

separating equilibria can be treated as single pooling equilibria.

As mentioned above, self-selection can be induced by using a high layo; probability

implied by a high wage to deter low type workers from applying. Thus, the self-selection

constraint can be a su>cient condition for firms not to adjust their wage downward, a

point already mentioned by Weiss (1991, p. 2) where he writes: “If lowering the wage

they [firms] o;er significantly lowers the average ability of the job applicants they face,

firms may find that lowering their wage makes them worse o;.”

4 Conclusion

This paper focuses on the asymmetric information that exists between the current

employer and the outside market regarding a worker’s productivity. In a competitive

market with downward wage rigidity, adverse selection induced by the promotion or

counter-o;er strategy of the current employer would imply a breakdown of the on-

the-job market. The literature so far assumed this problem away by introducing an

exogenous reason to quit, which implies that outside wage o;ers are lower than the wage

at the current employer. The empirical observation, however, is that many workers gain

by moving to another employer.

The explanation for wage gains given in this paper is that tenure serves as a positive

signal about a worker’s productivity, since workers who are believed to be less produc-

tive are laid o; over time. The assumption that enables the emergence of a market
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for employed workers is that outside wage o;ers are uncertain and not observed by a

worker’s current employer. This implies that the firm will promote or make counter

o;ers only to its best-performing workers but not to workers with average productivity,

given the probability that a worker will not get an outside o;er is large enough.

Furthermore, I provide conditions under which it is optimal for the current employer

to make a counter o;er. This is important because the early on-the-job search models

assume that the current employer does not react to outside wage o;ers. Thus, workers

receiving higher outside wage o;ers climb up the wage ladder. Or they assume the

opposite, namely that the current employer observes and reacts to an outside wage

o;er by making a counter o;er. While these models assume how the current employer

reacts to an outside o;er, I explicitly model it by taking adverse selection into account.

Although it is quite obvious that making a counter o;er to all employees is optimal

if outside wage o;ers are observable, it turns out that if outside wage o;ers are not

observable, it is optimal that average-productivity workers are never given a counter

o;er. Furthermore, if search frictions are large enough, then it is optimal to ignore any

outside wage o;er.

The model can also explain that the hazard of job ending is increasing up to a

maximum at 3 months and declines thereafter. Initially, the hazard is zero, because

the cost of recruitment implies that a firm will wait some time before laying o; a

worker. The hazard becomes positive as the first workers are laid o;. The point where

the on-the-job market emerges coincides with the maximum of the hazard of job ending.

Thereafter, the hazard declines because the likelihood that an employed worker is of

bad type and hence is laid o; declines.

The results derived are very general and hold for performance-related contracts as

well as in an environment where a worker has a better signal about his type than his

current employer has.

23



References

Abraham K. G. and H. S. Farber, (1987), ‘Job duration, seniority, and earnings’, Amer-

ican Economic Review 77 (3), 278-297.

Acemoglu D. and S.-J. Pischke, (1999), ‘Why do firms train? Theory and evidence’,

Quarterly Journal of Economics 113 (1), 79-119.

Acemoglu D. and R. Shimer, (1999), ‘E>cient unemployment insurance’, Journal of

Political Economy 107 (5), 893-928.

Akerlof G., (1970), ‘The market for lemons: Quality uncertainty and the market mech-

anism.’, Quarterly Journal of Economics 89, 488-500.

Altonji J. G. and R. A. Shakotko, (1987), ‘Do wages rise with job seniority?’, Review

of Economic Studies 54 (3), 437-459.

Altonji J. G. and N. Williams, (1997), ‘Do wages rise with job seniority? A reassess-

ment’, NBER Working Paper, No. 6010.

Bartel A.P. and G.J. Borjas, (1981), ‘Wage growth and job turnover: An empiri-

cal analysis’, in Sherwin Rosen, ed., Studies in Labor Markets. NBER Universities-

National Bureau Conference Series, No. 31, Chicago: University of Chicago Press.

Becker G., (1993), Human Capital - A theoretical and empirical analysis, with special

reference to education, 3rd edition, University of Chicago Press, Chicago (1st edition

1964).

Bewley T. F., (1999), Why wages don’t fall during recession, Harvard University Press,

Cambridge, Massachusetts.

Burdett K., (1978), ‘A theory of employee job search and quit rates’, American Eco-

nomic Review 68 (1), 212-220.

Burdett K. and M. Coles, (2003), ‘Equilibrium wage-tenure contracts’, Econometrica

71 (5), 1377-1404.

Burdett K. and D. Mortensen, (1998), ‘Wage di;erentials, employer size and unem-

24



ployment’, International Economic Review 39 (2), 257-273.

Burdett K., S. Shi and R. Wright, (2001), ‘Pricing and Matching with Frictions’, Jour-

nal of Political Economy 109 (5), 1060-1085.

Farber H. S., (1994), ‘The analysis of interfirm worker mobility’, Journal of Labor Eco-

nomics 12 (4), 554-593.

Gibbons R., and L. F., Katz, (1994), ‘Layo;s and Lemons’, Journal of Labor Economics

9 (4), 351-380.

Greenwald B. C., (1986), ‘Adverse Selection in the Labour Market’, Review of Eco-

nomic Studies 53 (3), 325-347.

Hashimoto M., (1981), ‘Firm-specific human capital as a shared investment’, American

Economic Review 71 (3), 475-482.

Jovanovic B., (1979), ‘Job matching and the theory of turnover’, Journal of Political

Economy 87 (5), 972-990.

Jovanovic B., (1984), ‘Matching, turnover, and unemployment’, Journal of Political

Economy 92 (1), 108-122.

Mincer J. and B. Jovanovic, (1981), ‘Labor mobility and wages’, , in Sherwin Rosen,

ed., Studies in Labor Markets. NBER Universities-National Bureau Conference Series,

No. 31, Chicago: University of Chicago Press.

Moen E. R., (1997), ‘Competitive search equilibrium’, Journal of Political Economy

105 (2), 385-411.

Pissarides C. A., (1994), ‘Search unemployment and on-the-job search’, Review of Eco-

nomic Studies 61 (3), 457-475.

Postel-Vinay F. and J.-M. Robin, (2002), ‘Equilibrium wage dispersion with worker

and employer heterogeneity’, Econometrica 70 (6), 2295-2350.

Weiss A., (1991), E>ciency Wages, Models of Unemployment, Layo;s and Wage Dis-

persion., Clarendon Press, Oxford.

25





ifo Diskussionsbeiträge

Nr. 1 Thanner, B., Nationale Währungspolitik der sowjetischen Republiken. Ausweg aus der

Transformationskrise oder neue Komplikationen?, Oktober 1991.

Nr. 2 Stock, W.G., Wirtschaftsinformationen aus Online-Datenbanken, Dezember 1991.

Nr. 3 Oppenländer, K.H., Erfahrungen in Westdeutschland beim Übergang zur Marktwirt-

schaft in den Jahren 1947 bis 1960, Januar 1992.

Nr. 4 Mathes-Hofmann, J. und W.G. Stock, Die ifo Bibliothek. Elektronische Bibliotheksver-

waltung in einer wirtschaftswissenschaftlichen Spezialbibliothek, Mai 1992.

Nr. 5 Sherman, H., W. Leibfritz, E. Mohr, und B. Thanner, Economic Reforms in the Former

Soviet Union, July 1992.

Nr. 6 Adler, U., Technikfolgenabschätzung, August 1992.

Nr. 7 Scholz, L., Technikfolgenabschätzung aus der Sicht der empirischen Wirtschaftsfor-

schung, September 1992.

Nr. 8 Hartmann, M., Zur ordnungspolitischen Kontroverse: Wettbewerbspolitik - Industriepo-

litik, April 1993. (vergriffen)

Nr. 9 Goldrian, G., Zwei Beispiele für Frühindikatoren auf der Basis von qualitativen Daten,

Mai 1993.

Nr. 10 Goldrian, G., Erweiterungen und Verbesserungen des Saisonbereinigungsverfahrens

ASA-II, Juni 1993.

Nr. 11 Nam, Ch.W., Can the True Expenditure Needs of a Local Government Be Measured?,

October 1993.



Nr. 12 Langmantel, E., LFS.MOD - Ein makroökonomisches Modell zur langfristigen Analyse

der deutschen Wirtschaft, Dezember 1993.

Nr. 13 Immenga, U., Mergers and Acquisitions between Germany and the United Kingdom:

Legal Framework, Ways and Barriers, December 1993.

Nr. 14 Sauer, T., D. Brand, J. Conrad und E. Mohr, Stellungnahme zum Reform- und Stabilisie-

rungsprogramm der russischen Regierung für 1993-1995, Dezember 1993.

Nr. 15 Herrmann, A. and H. Laumer, Internationalization of Competition Policies: Problems

and Chances - A German View, January 1994.

Nr. 16 Lehmann, H. and M.E. Schaffer, Productivity, Employment and Labor Demand in Polish

Industry in the 1980s: Some Preliminary Results from Enterprise-level Data, June 1994.

Nr. 17 Stock, W., Wissenschaftsevaluation, Die Bewertung wissenschaftlicher Forschung und

Lehre, November 1994. (vergriffen)

Nr. 18 Bellmann, L., S. Estrin, H. Lehmann and J. Wadsworth, The Eastern German Labor

Market in Transition: Gross Flow Estimates from Panel Data, August 1994.

Nr. 19 Ochel, W., Economic Policy and International Competition in High-Tech Industries -

The Case of the Semiconductor Industry, September 1994.

Nr. 20 Ochel, W., Wirtschafts- und Technologiepolitik in High-Tech-Industrien, Februar 1995.

Nr. 21 Lehmann, H. and M. Góra, How Divergent is Regional Labour Market Adjustment in

Poland?, February 1995.

Nr. 22 Konings, J., H. Lehmann and M.E. Schaffer, Employment Growth, Job Creation and Job

Destruction in Polish Industry: 1988-91, February 1995.

Nr. 23 Schalk, H.J. und G. Untiedt, Unterschiedliche regionale Technologien und Konvergenz-

geschwindigkeit im neoklassischen Wachstumsmodell, Empirische Befunde für die Ver-

arbeitende Industrie Westdeutschlands 1978 -1989, Juni 1995.



Nr. 24 Nam, Ch.W., Selected Problems of Large German Cities in an Enlarged Europe, July

1995.

Nr. 25 Krylov, D.A., Auswirkungen der Energiewirtschaft auf Umwelt und Gesundheit in Ruß-

land, Oktober 1995.

Nr. 26 Oppenländer, K.H., Hat die empirische Wirtschaftsforschung eine Zukunft?, Oktober

1995.

Nr. 27 Nam, Ch.W., China's Recent Economic Growth and Major Spatial Problems Revealed in

Its Marketization Process, November 1995.

Nr. 28 Rottmann, H., Innovationsaktivitäten und Unternehmensgröße in Ost- und Westdeutsch-

land, Februar 1996.

Nr. 29 Adler, U., Welchen Nutzen könnte eine weltweite Harmonisierung der sozialen Stan-

dards stiften? Towards a global network for social security and mutual partnership, März

1996.

Nr. 30 Rottmann, H. und M. Ruschinski, Beschäftigungswirkungen des technischen Fortschritts.

Eine Paneldaten-Analyse für Unternehmen des Verarbeitenden Gewerbes in Deutsch-

land, Mai 1996.

Nr. 31 Goldrian, G. und B. Lehne, Frühzeitige Erkennung eines Wendepunkts in der konjunktu-

rellen Bewegung einer saisonbereinigten Zeitreihe, November 1996.

Nr. 32 Poser, J.A., A Microeconomic Explanation for the Macroeconomic Effects of Inter-

Enterprise Arrears in Post-Soviet Economies, November 1996.

Nr. 33 Nam, Ch.W. and K.Y. Nam, Recent Industrial Growth and Specialization in Selected

Asian Countries, December 1996.

Nr. 34 Paasi, M., Innovation Systems of the Transition Countries - further Restructuring in fa-

vour of the Business Sector is necessary, December 1996.

Nr. 35 Scholz, L., The Think Tank Landscape in Germany: A Look Behind the Mirror, January

1997.



Nr. 36 Goldrian, G. und B. Lehne, Ein Vergleich der direkten Schätzung der Konjunkturent-

wicklung mit einem Verfahren zur Erkennung von Wendepunkten, März 1997.

Nr. 37 Leiprecht, I., Who leaves the agricultural sector? Uncovering hidden flows in agricul-

tural employment in the process of transition in Poland, March 1997.

Nr. 38 Tewari, M., The Role of the State in Shaping the Conditions of Accumulation in India's

Industrial Regime: The case of Ludhiana's metal manufacturing sector, May 1997. (ver-

griffen)

Nr. 39 Tewari, M., Subcontracting Relations and the Geography of Production: a comparative

study of four large assemblers in an emerging market, July 1997. (vergriffen)

Nr. 40 Rottmann, H. and M. Ruschinski, The Labour Demand and the Innovation Behaviour of

Firms. An Empirical Investigation for West-German Manufacturing Firms, May 1997.

Nr. 41 Poser, J.A., Monetary Disruptions and the Emergence of Barter in FSU Economies, July

1997.

Nr. 42 Poser, J.A., Modelling Barter and Demonetisation in FSU Economies, August 1997.

Nr. 43 Ochel, W., European Economic and Monetary Union and Employment, September 1997.

Nr. 44 Notkin, M., Ausländische Direktinvestitionen in der Russischen Föderation unter beson-

derer Berücksichtigung des regionalen Aspekts, Oktober 1997.

Nr. 45 Fóti, K., On the Roots of Regional Labour Diversification in Hungary and its Manifesta-

tion in the Example of two Hungarian Regions, December 1997.

Nr. 46 Leiprecht, I., Labour Market Adjustment of Agricultural Employment with Special Ref-

erence to Regional Diversity, December 1997.

Nr. 47 Köllö, J. and K. Fazekas, Regional Wage Curves in the Quasi-Experimental Stetting of

Transition - The Case of Hungary 1986-95, December 1997.



Nr. 48 Góra, M. and U. Sztanderska, Regional Differences in Labour Market Adjustment in

Poland: Earrings, Unemployment Flows and Rates, December 1997.

Nr. 49 Klein, Ph.A., Recent U.S. Work in Cyclical Indicators: An Assessment, December 1997.

Nr. 50 Hoesch, D., Foreign Direct Investment in Central and Eastern Europe: Do Mainly Small

Firms Invest?, February 1998.

Nr. 51 Plötscher, C., Credit Availability and the Role of Relationship Lending, March 1998.

Nr. 52 Juchems, A., Dollarkurs: Schätzung und Prognose, April 1998.

Nr. 53 Plötscher, C. and H. Rottmann:, Investment Behavior and Financing Constraints in Ger-

man Manufacturing and Construction Firms. A Bivariate Ordered Probit Estimation,

May 1998.

Nr. 54 Leiprecht, I., Poverty and Income Adjustment in the Russian Federation, May 1998.

Nr. 55 Starodubrovsky, V.G., The Labour Market and State and Private Enterprises in Russia's

Regions, June 1998.

Nr. 56 Lehmann, H., J. Wadsworth, and A. Acquisti, Grime and Punishment: Job Insecurity and

Wage Arrears in the Russian Federation, June 1998.

Nr. 57 Adler, U., Social Innovation in the Economic Context: From Evaluation to the Develop-

ment of Criteria and Models of Good Practise of Healthy Companies, July 1998.

Nr. 58 Goldrian, G., Zur Verdeutlichung der aktuellen konjunkturellen Aussage einer wirt-

schaftlichen Zeitreihe, Juli 1998.

Nr. 59 Flaig, G. und H. Rottmann, Faktorpreise, technischer Fortschritt und Beschäftigung. Eine

empirische Analyse für das westdeutsche Verarbeitende Gewerbe, August 1998.

Nr. 60 Clostermann, J. und F. Seitz, Der Zusammenhang zwischen Geldmenge, Output und

Preisen in Deutschland - ein modifizierter P-Star-Ansatz, Februar 1999.



Nr. 61 Flaig, G. und H. Rottmann, Direkte und indirekte Beschäftigungseffekte von Innovatio-

nen. Eine empirische Paneldatenanalyse für Unternehmen des westdeutschen Verarbei-

tenden Gewerbes, Februar 1999.

Nr. 62 Sinn, H.-W. und M. Thum, Gesetzliche Rentenversicherung: Prognosen im Vergleich,

Juni 1999.

Nr. 63 Goldrian, G. und B. Lehne, ASA-II im empirischen Vergleich mit anderen Saisonberei-

nigungsverfahren, Oktober 1999.

Nr. 64 Thum, M. und J. von Weizsäcker, Implizite Einkommensteuer als Meßlatte für die aktu-

ellen Rentenreformvorschläge, Dezember 1999.

Nr. 65 Gerstenberger, W., Sectoral Structures and Labour Productivity by Region, December

1999.

Nr. 66 Sinn, H.-W., EU Enlargement and the Future of the Welfare State, March 2000.

Nr. 67 Möschel, W., Megafusionen ohne Ende – besteht ordnungspolitischer Handlungsbedarf?,

Juli 2000.

Nr. 68 Nam, Ch.W., R. Parsche, and M. Steinherr, The Principles of Parallel Development of

Fiscal Capacity between State and Municipalities as Useful Benchmarks for the Deter-

mination of the Intergovernmental Grants in Germany, August 2000.

Nr. 69 Nam, Ch.W., R. Parsche und B. Reichl, Mehrwertsteuer-Clearing in der EU auf Basis der

Volkswirtschaftlichen Gesamtrechnungen – Modellrechnung anhand der Länder Frank-

reich, Italien und Vereinigtes Königreich, August 2000.

Nr. 70 Adler, U., Costs and Benefits in Occupational Health and Safety, September 2000.

Nr. 71 Langmantel, E., The Impact of Foreign Trade on the German Business Cycle. An Em-

pirical Investigation, January 2001.

Nr. 72 Nam, Ch.W., R. Parsche, and B. Reichl, Municipal Finance and Governance in Poland,

the Slovak Republic, the Czech Republic and Hungary, January 2001.



Nr. 73 Nam, Ch.W., R. Parsche, and B. Schaden, Measurement of Value Added Tax Evasion in

Selected EU Countries on the Basic of National Accounts Data, February 2001.

Nr. 74 Raabe, K., Assessment of the Leading Indicator Properties of Economic Variables for

France, Germany, and Italy, April 2002.

Nr. 75 Radulescu, D.M., Assessment of Fiscal Sustainability in Romania, May 2002.

Nr. 76 Raabe, K., Out-of-Sample Forecast Performance of Economic Variables for France,

Germany, and Italy, August 2002.

Nr. 77 Gebauer, A., Ch.W. Nam, and R. Parsche, Lessons of the 1999 Abolition of Intra-EU

Duty Free Sales for Eastern European Candidates, December 2002.

Nr. 78 Nam, Ch.W. and D.M. Radulescu, The Role of Tax Depreciation for Investment Deci-

sions: A Comparison of European Transition Countries, December 2002.

Nr. 79 Osterkamp, R., German Public Health Insurance: Higher Co-payments and Everybody Is

Better off – the Case for Differentiated Co-payment Rates, January 2003.

Nr. 80 Kunkel, A., Zur Prognosefähigkeit des ifo Geschäftsklimas und seiner Komponenten

sowie die Überprüfung der „Dreimal-Regel“, März 2003.

Nr. 81 Fehn, R., Strukturwandel und europäische Wirtschaftsverfassung: Gibt es einen Ziel-

konflikt zwischen Effizienz und Sicherheit?, April 2003.

Nr. 82 Gebauer, A, Ch.W. Nam and R. Parsche, Is the Completion of EU Single Market Hin-

dered by VAT Evasion?, June 2003.

Nr. 83 Meurers, M. Incomplete pass-through in import markets and permanent versus transitory

exchange-rate shocks, December 2003.

Nr. 84 Gebauer, A., Ch.W. Nam and R. Parsche, Regional Technology Policy and Factors

Shaping Local Innovation Networks in Small German Cities, January 2004.



Nr. 85 Nam, Ch.W. and D.M.. Radulescu, Does Debt Maturity Matter for Investment Deci-

sions?, February 2004.

Nr. 86 Beck, D., Algorithmus zur Zerlegung von gewissen Fragebögen in Komponenten, Febru-

ar 2004.

Nr. 87 Pohl, C., Makroökonomische Auswirkungen der EU-Osterweiterung, Februar 2004.

Nr. 88 Holzner, C., Search and the Positive Wage Correlation across Occupations, March 2004.

Nr. 89 Holzner, C., General Training and Credit Constraints, March 2004.






