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I
Executive Summary 

'I·In July and August of 1996 the W.E. Upjohn Institute for Employment Research 

sponsored a nationwide survey of employers on their use of flexible staffmg.arrangements: I! 
workers from temporary help agencies, short-tl:?rm hires, regular part-time workers, on-call 'I 
workers, and independent contractors. In this report we summarize the findings from this .,
survey and compare our results to those of government surveys. and other private surveys. 

We surveyed a stratified random sample of all private sector establishments in the . . f 
continental United States with five or more employees. Ours is the first employer survey on I, 
flexible staffmg arrangements to be representative of private sector practices in our country. 

Interviews were conducted over the telephone at the·Kercher Center at Western Michigan I, 
University. We took great care to identify the person most knowledgeable of employment in ;1, 
the establishment and sent a letter describing the types .of information we would be collecting 

to that person prior to making the phone call. Our sample includes 550 completed surveys. I 
The following are highlights of the findings from our survey: 11 

1. The' use of flexible staftlng arrangements is widespread among establishments of all I,
. sizes and in all industries. 


In our sample, 
 I, 
• 46 percent of establishments use workers from temporary help agencies 
• 38 percent of establishments use short-term hires ,I
• . 72 percent of establishments use part-time workers 
• 27 percent of establishments use on-call workers I,• 44 percent of establishments use independent contract workers. 

I: 
v I 



I 

I .. ' ; 

I 
, . 

. , . , , \/'t, , . ! '. . . 

Excluding ,pa11:-time :workers (which the :vast~jority of establi~hmeritsJ.ise), 78 percent of 
: • • ,. • • j • L , , , I" ' 

'establishment~ in,our survey use at.ieast.one~i:th~ ~thei:·types',offlexibie ~taffing 
, ::.' " "';" ,.:';',',' ': ',I ' .' ,I' .;\ 

"", ' . t:', ',", ,", ;" 
',,'r:'! , ",. " ',.. '~.' .. ;.','. arrangements. ',.' !Ii 

" 
.' , . . 

, '.(' ',I, ; ',J, r ' 

II 
, , 

. 

. 2. Estimates of the magnitude of employliient In flexible siafrmg arrangements from 


'our survey are very similar to officialBLS estimates, where' comparisons are 

, possibl~. . ., .' , 


..I, . ." ' !. • , 

According to our estimates among private sector establishInents with five or more'" 
, , . ,. , 

, •. '1 • I',. .. J' 

, empioyees'" age~cy tempo;aries added:'~.5 percent t~'reguiar e~ploynieltlt'in' 1995; sh~rt-term 
.~, " 

, : " '~I "j ..,' ". ", .'.', , ' ,"I,' ,',.,;.:,'., ;1: " I' 

hires ,added 2.'3 pe,r,cent to regular employment., Eightee~ percent ofregular workers '.Worked 
. , ~'!" 

" ' '. ,'1<
~. '\ part-time. These figures are in line with available' estii.ruites from government data, which 

.. ';; .-; 
. ;'... . . 

,suggests that the information ~,our·survey is quite representative of employment and flexible "II':' 
0,staffmg.practices mthe' United States. , r', . 

I 

r' . 
! '. • " 

. ",\ 
,.; \. r" I .. 

<', 

" "., "'." ',)":1 "t,'!.'" ,:,.< _)J., '," " ·f ' r '. 

I' 

' I "''',. \, , I ' • 


': 3.:, . . The flow of 'temporary jobs during the year is, much greater than the number of 'I ' 


temporary'jobs that exist at any point: in tinie .. Many more individuals are likely.to 

experienCe spells.oftemporary employment during the year th3n are captured in


Ir point in time surveys such as the CPS or' CES•. : . 

.' ,j • 

: ,f 

By their very na~e, temporary jobs are short-lived .. Our. data s~ggest that over the 

. ~ourse of the\year, c~mpaniescr~~te seye~'toeight times the'number ofJobs for teniporaIy ,'I .' , ' ,",',.'", ':', . ". :" , '. "';;' . :."::, >,' , '. '." 

, agency workers :ancl five to' six times: the ninnber ,of jobs f?f short-t~rm hires. as' would exist at II',,· 

.. I ", , 

il 
 any point in time. Although individuals:may Ilold multiple temporary jobs, it is likely that' 

'.' ,.: ' . .,. ,~ , \ :, : ' 

, many more individuals,experie~ce a sp~lt' o,f temporaryetriploYmeni.duiing the year than are 

,I 
" ' i ' • : ­. :." 

captured in BLS establishment,and.Qouseholcrsunieys, which measure temporary age:Qcy 
" . ,.' . , . 

" , . ' J,', 
~ I : 

, ~:employment at,a'.poiDtin tim~..' 
, I • i.·· ..• " 

" ':1
:1;''­

~, : ' 

, vi 
, " 

I'" 
I' 

" " 

", 

; r ' 
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4. . 	 Employers report using flexible workers for 'a variety of reasolis, the most common 
being to accommodate workload fluctuations and to fill pOsitions that are 


. temporarily open due to permanent employees' short-term absences. 
 I·
. . 

Employers most often use flexible work arrangements in order to accommodate \1. 
fluctuations in their workload over the day, week or year and to fIll positions for regular 

employees that are temporarily absent. Over half also indicated thai. accommodating . I· 
employees' wishes for part-time hours was important in their use of part-time workers, :1, 
suggesting that in many cases employers offer part-time hours to hold ontovalued employees. 

I.Employers sometimes use flexible staffmg arrangements to sCreen workers for regular 

positions or to save on wage and benefit costs. These factors were most often cited as f'. 
~"important reasons for using agency temporaries and part-time workers. 

I I 

5. 	 Companies often save on hourly labor costs by hiring flexible workers.' These 
savings occur primarily because of lower fringe benefits costs associated with II 
workers in flexible stafflng arrangements. Companies that offer generous benefits 
to regular workers are more inclined to use workers in flexible staff"mg 
arrangements and/or to use these workers m9re intensively.. ·1 
Respondents were asked to compare the hourly wage cost and the hourly wage plus the I 

hourly benefit cost of short-term hires, part-time workers, and on-call workers with those of ,I,
regular workers in similar positions. For workers from temporary help agencies, respondents 

were asked to compare the billed hourly rate of agency temporaries. with the hourly wage cost I, 
and the hourly wage plus the hourly benefit cost of regular workers' in similar positions. I: 

While only a small percentage'ofestablishments indicated that the hourly wage cost (or 

hourly billed rate) of workers' in flexible staffmg arrangements are lower than the hourly wage I. 
cost of regular workers in similar positions, a large percentage responded that the total of the 'I' 

vu· I: 
~I' 



II ,to' 

,,' 

, ~I , 

h~urly ~age'plus benefit cost is lower for:'workers ~ flexible staffmg arrangements ,tha~' for
" i . ' 

regular wQrk~rs ll,1 s~ar positions. ' About38 pe~cent.~iesiablishme.n~,;ith.agency,.;',1'
_,Ir \,' 

'('" '!' 

temporaries, indicated their billed hourly rate is less-:than.the hourlyw~ge and benefit co~tof, ;,,'1, 
regular workers in sImilar positions. Fifty~nineperCent ~f establishments using short-term 

: ,.:"'j' '. ~ , 

hires, 63',percent ofe~tablishments with regular'part-time worker$,and .73'percent of"1, ': . ," . 

establishments·with on-call,workers resp6ndedthat the hourly wage and benefit cost of thes~ 
'> • I 'I:' 

flexible worke~s is lower than 'that of regular work~fs in similar (!Qsitions ... 
,I Thi'ee of the five categories of flex~ble workers are direct employees .of the '.' , ... ' .... 

1\ .' establishment: short-term liires,parf.tiin~ workers, iandon-call workers. Fo~ these ,categories "': 
,. \' ' " 

~. 

and forregular full-time employees, we'coliected ir¢orriia:tion'~n benefits'offered by'the,: 
I " .,' ' , '. ' .;" .' • ,:'. :';,. \' '.' , '! ", ,~ .,' I '" ':.' .,,,,' '~ j " , •'I employer.., Short-term.hires·,p~~time .wo~kers, anq. o~-call workers·are much less likcHyto , 

,. 'j" 'I .' • .' ',: . "'.' . ,. 
, ,;II' receive ~gebenefits such 'as paid vacations and holidays, paid sick leave: Pensions, 'and 

, '. ,; , " ' j '. " , 

, . ,',I"" . . ' . ". :,' . 

" health insurance than'are regular, full-time workers. ,The large gap in benefits occurs not" , .' , . " ' . ' . \ " .. . , ." ~ , . , 

becauseflexible'';''orke~;''ar~ conc~nt;~ted in fi~ p;Qviding jew benefits, bu; ratherbeca~se'
Il " ' > , ' • , ' , , ,~." " • 

, \-' . ", , "..... r· ,.~,,: . , 
firms distinguish be~eenflexibleworkers. q:ndr.egu.la,r, full-time workers in deteT1flining 

, ," 

, benefits eligibility. '1, 
·:fl, ' 

, Our analysis of data from theJ:ebruary 1995 CPS ,confmnsthes~ fmdings. Even after·': 
'·'d' I' .;\ \",. , .,_',,I: controlling·for individuai and worIqJlace'characteristics, individuals in allflexiblestaffmg . ' 

I, , . .. 

arrangements are much less likely to be eIigible·to.,receivehealth insurance or pension benefits.' 
" '. I, ,,' '., 

", ,I, 

11 
, . , 

from their employer than are wOfkersln regular, full-time jobs. Moreover, they are,much less, , 

. " 
likely to h,ave health insurance from any' source; workers 'in. flexible staffing arrangemen~' 

, , ,,'ii, account for over 40 percent of w~g~.and salary workers with no health insurance. 
" ,- ,', 

,"', . viii . " .. 'I: 
", 

:' '. 

, ." , 



Statistical analysis shows that establishments in our survey offering good benefits to 

regular, full':'time workers are more likely to use various flexible staffmg arrangements and/or :1, 
are more likely to use flexible staffmgarrangements more intensively. One possible 

\1,
explanation for this phenomenon is that employers wish to offer costly benefits only to a 

1\certain segment of their workforce, but cannot legally <:iiscriminate among regular full-time . , 

workers in the benefits package they offer. Employers can circumvent this restriction by I 
hiring some as part-time, temporary or contract workers. Alternatively, employers may be 

particularly concerned about screening workers for.positions that come with costly benefits. I 
The use of flexible staffmg arrangements is one way employers screen workers for these jobs. '­
6. We fmd evidence of mobility of workers in flexible statrmg arrangements into I,

. regular positions, .although relatively few employers report "often" promoting these 
workers. ' . 

I 
For most types of flexible workers, a majority of employers report seldom or never 

moving them into regular positions and relatively few report often promoting them. Still, 43 I 
percent of employers using agency temporaries, 43 percent of employers using short-term II 
hires, 54 percent of employers with regular part-time workers, and 46 percent of employers 

,I:
with on-call workers report often, occasionally, or sometimes moving these workers into 

regular positions. Moreover, there is a positive, statistically significant correlation between ,I, 
the degree to which employers promote agency temporaries into regular positions and the 

I
intensity of their use of these workers. 

,I, 


I' 

ix ,I 

'I 
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10' t. 
': . 

il 
I ,7. Our sl:lfvey provides evidence that uSe of sOnle types' of flexible starrmg , 

arrangements has groWn in the 1990's.' , 
',,'.," ,'i" ": 

Survey respondents were asked' if the use of a: particular type 'of flexible worker had 
I~..• 

increased, decreased o~ remained the same ,relative, t~ their regular', workforce since 1990. For 
',' I . " _' , • • " '\ ~ , , ~ .' , " ' ~,I" 

, temporary agency workers, short-;term hires, andon-call,wqrkers somewhat more r~sp~ndents
.. . . . , ", 	 "'I' 
stated~t their, use had increased than staiedthat their use had decreased.'.A much larger 

.," 'I number of establishments 'increased th~ir ~se of part-time workers',relative'to fuli~fune 'workers' 

I than decreased, their, use. 

A substantially greater number of establishments reported contracting out work' . . .~. " \ .. 
,. ,'..,,', 	

'.,.. 

previously done in house than reported bring~g back work in-hotise since 1990. Seventeen' 
• 	 , " . I, • 

I' , , percent of al1establis~~nts in oursample have co~~~cted work 9ufpreviously done in-hou~e 
)' L" 

since 1990. Another 10 percent of all 'establishments in our sampie brought work back in­
, • 	 I',,I,' 	

,. . 

house that was previously cq~tracted out. ,The very large number of respondents indicating 
. .' , 

, "I some change fu the use of contract workers just since 1990 '~uggests substantial restructuring of 
,.' 	 '. 

production and employni~nt relations in oUr'corintry~ Together with fmdings from earlier 'I' 
. ,\' i' • " " ' '. '" .,' '0,' " , .', ;. ," 1,: ".' , •. J 

surveys, ,our data s~ggest that there has been a trend toward contracting out at least since 1980.

,', 
,I 

,'" ',." 

8.' 	 Most businesses fo~esee an 'increase in the Use of flexible staffmgarrangements in 
their industry. " " " ' ' ' I, , " , ' :',' , " , ' 

1. .,'.' ,I, 	 ' 

About nvo-thirds of the survey ~esp~:mde;nts ,predicted that businesses in ~eir industry,II 
, will increase'their ~se'offlexible workers-such as'workers'from temporary'belp agencies, I 

shortAerm hires~ part-time workers; on-call ~orkers, arid contract workers-in the next five 
, .,' 	 ',' , 

, " 
, ,,I' years. 

I" 	
, x., 

I 
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I 
\1Policy Issues, 

The fact that a large and growing number of workers are employed in flexible staffing I' 
arrangements raises many important policy issues. Workers in flexible ~taffing arrangements ,,I, 
typically do not receive basic workplace benefits and employers sometimes appear to hire these 

workers in order to avoid paying benefits. This raises the issue of the adequacy of a system in 'I, 
whic~ health insurance and pensions are acquired primarily as fringe benefits of full-time, 'I 
permanent jobs. In addition, workers in flexible staffmg arrangements typically have little job " 

, ' ,I,
security, and thus are likely to experience spells of unemployment. Yet, part-time workers and 

' 

workers tn temporary jobs often are not eligible to receive unemployment insurance when their 'I'. 

jobs end. Thus, our social safety net may be inadequate to protect the large and growing ',I 
, 

number in alternative work 3!1'angements. Like unemployment insurance, many labor laws a;re 

written with the traditional model of employment in mind, and workers in flexible staffmg I 
arrangements may not be covered by laws guarding against discrimination, sexual harassment, ,I 
and the like. Finally, workers in flexible staffing arrangements are less likely to receive 

'I'training from an employer, raising concerns about future productivity and living'standards of 

the American workforce. ,I 

I, 

11 

I, 
I: 
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TemPorary, Part-Time, and Contract Employment in the United 'States: 
A,Report on the W.E. UpjohnInstitute's Employer Survey on Flexible SU;dTmg Policies

,I 
, .J~ July a~d August 'of 1996, theUpjomi Institut~ for 'Employ~eIit Re~eaich sponsored a 

. 	 .: ',I,' 
nationwide telephone survey of 55Q e~ployers'on th~iruse of five flexible staffmg , , 	 , 

arrang~menis: 	teJj1porary agency'~orkers,.short-tern} hlres, regular part-tilne workers, on-call "I . . , 	 ' " 

," , 

. 

'J", workers, and contract workers. 'In.this report,the key' ,fmdings'of,oursurvey are summarized 

'I 
and, 'wher~ po~sible" c~mpared to ,the .fmdings from go~ernm~nt and 'othe~ pri~ate surveys on " 

I'
' ' 

" '. ":' 	 , , ' ", ", . I ' " , 

, iflexible staffmg'arrangements. 

It -is widely believed~and available, e:Vidence generally sugg~'sts, tkt use of flexible 
.".' , " , " ';'" ,", "':, ,"',' ,". 

staffmg arrangerrients has grown in recent years; Many have r~gardedthis development-as ",I, 
troubling, pointingout:that wo~kers in these arrang~ments often receive'low-wages, few 

• , 	 , " I ., ,,i, '. 	 " ,- ! '. , ".! 

benefits, and little job security. ' The growth in these forms Qiemployment, it is ,'argued,has', 

,co~tributed to the ~o~ ineapriilgs inequality and,is evideIlge of a ,growth ,in labor market 
.~ '::­I, 	

, " 
'r. 	 i,I'segmentation in th.e; Uriited States. 	 " , , 

I'Ii 	
I " 

, "Others conterid,that the development has potentiaibeneflts. Jncreased:flexibility of the ' , 
',; 

,I, 	 workforce, it is argUed, is nece&sary for companies to maintain,~e,ir'competitiveness' andifor :' 

the econoIIly'tQ sustain healthy job growth. : The growth'in flexible Staffmg arrangements may i , 
, 	 ' ~ , " , 

" be relatf!d to the growth'in f~male labor participation'and ~~, pref~rence of~y workers for 

I, 
 't' 'f 
 ,"" ' 

'these types ,of jabs. M:oreover; alternativ¢,work arrangeme~ts.may be paths for workers.to : 
, •• .",' 	'j, ',', '. . ' ., , ,,' 

,I, 
i' 	 , 

secure'regular:' full-time jobs. ,For example, many temporary he,ip agencies offer I!temp..:to-' 


perm" placements in wpich the company,hire~/the',\gency temporary on a perman~nt basis if 


I the ;orker perfo~ . satisfactorily whi{e ontempo~cuy, assigninent. If these temp-to-perm 

, 	 'I' ' 

" t" 

-"'1" 'place~ents facilitate 'good job. matches; b~th workers arid 'f1I"IIls stand to benefic 

<'.' r ':. 

I ',' .,J,' " ,,.,.' 

I 
I 
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I 

I
Yet, the debate. over the costs and. benefits of flexible staffmg arrangementS is occurring 

in a partial vacuum of infonnation. Basic data on the magnitudes of and trends in various I· 
types "of flexible staffmg arrangements ,are spotty. Our understanding of why employers use I. 
these.types of arrangements and why they may have been increasing their use in recent years is 


incomplete. Filling these information gaps is critical for understanding the implications of the ~I' 


phenomenon for America's workforce and what the appropriate policy response should be. ' ' 
 'I 
Ouremployer survey was designed to be representative of employm~nt in private sector 

Iestablishments with five or more employees in the United States. Our survey yields 

information on 1) what employers use flexible staffmg arrangements, 2) how much these 

employers use them, 3) why they use them, 4) how the wages and benefits of flexible workers '" ,I, 
compare to those of regular workers, and 5) whether employers have increased or decreased 

their relative use of these arrangements since 1990 and if so why. 

The report is organized as follows: In section I, we discuss the kinds of information " .,1
. ~ · . about flexible staffmg arrangements contained in previous household and employer. surveys and 

'I •Ihow our survey supplements the infonnation from earlier sUrveys. In section II, we discuss 

our survey questionnaire and salnple in greater detail. We exa:mine what types of employers 'I 
use flexible staffmg arrangements and tlie magnitude of their use in section m; evidence on ,I, 
why employers use various types of flexible staffmg arrangements ,in section IV; the wages and 

benefits of workers in. flexible staffmg arrangements compared to those in regular positions in I 
section V; the mobility of flexible workers into regular positions in section VI; and trends in 

·1 
the use of flexible workers in section VII. The information presented in'sections mto VII of 

the report 'come primarily from simple tabulations of the data from our survey. 'In section I 
2 ,I. 

I. 



I 

I 
I· VITI, we use statistic~l ~lysis to provide a' better understanding of'the tYPes of employers that 

t.i~ flexible ~u.:ff,iIig arrangements and the reasons th~y use' them.We,.corlclude in section IX 

wi~ a s~ary of ~ur fmdings and'a djscusslon' of their implications for"policy. 

·1,· 
I 

"" 

I' 

I.'" Household'and Employer Surveys on Flexible Stafrmg Arr'angements', 


',' Most avail~ble"information on vari~~s types qf flexible staffmg arrang~me~~ comes. 
. ' ',' " 

, ; , 


I 
" from governnient household and esta.blislunent surveys.' The Current Population Survey 

(CPS), the Bureau of Labor Statistics' monthly survey of 60,000 households, includes' 

questions on the hours that'individuals work and their industry of employment.. The ,questions 
.,! • , • , '-" , ' •'I' 

, , 

.': 
on pours worked provide the ,basis for statistics. on.part-time· employment ,in the.United States, 

. ~ '. ' . ."',\ ,.' , 

' ,I defmed as working less , than 35 hoUrs, per.wee~. In addi~on,:data ,on employment in SIC Code 

'I 

'; ". " •• ' ',' j' ... :' " 'I,' "" .>' ' 


736, which is primarily comprised qftemporary help agencies, has been used as an indicator,'of , ' 
I • ".' .,' " 1 " i,." ',' ,", , 

employment and ,employment trends in the temporary help 'industry. ,A spe~ial supplement to 
, '.j " , 'I:, 

, . 

the,May 1985 CPS was conducted to identify individuals who v~ew theiretnploymeIitas . 

I' . temporary and whoare paid by a ,temporary help. agency. 1: The micro data,from these surveys " 

.. ",! 

,I mayalso be "u.sed to look at the wages"benefits, and:othet characteristics ofworkers in paIt-,; . 

. ' • , . -" .! ;; " 


J, 
 timeemploYmen!and in temporary'help agency employment. . ' ." '~', .,:, 


Several, BLS ',establishment surveys provide huormation 011 aspects· of employment in ' ' 

t temporary help agencies. BLS's monthly establishment sutvey (CES) provides information on " 

employment in 1hehelp supply services industrY, SIC 7363, and is the data soUrce usually cited 
. , ,,',1'­

, " 

I 
! ' 

" I, ,;-; 

. , ' : " 

iFor a SllIlllD.llIy of the results from this survey see Howe (1986). 
• • ,.,.,'. , '. • " '. . I,. ..', .':' ", ';: 

'" '!

3,I, '. , 
. " 

I 
 , ',,: ' 


I:' ' 

j 



I 
I 

for em~loyment statistics in the temporary help industry. Interestingly, employment in the .­
I 

tempork help -industry as measured in the CES is about two times greater than temporary . 
I . , . I 

help industry employment figures coming from the CPS. Some of the difference in the two 
I I

surveyslstems from the fact that the CPS measUres individuals and the CES measures jobs: one 

person by work for two temporary employment agencies in a single week. In addition, the 
I I' 

. CPS suklement only contains inforination about an individual's main job; individuals with , 'I., j, ­
second ~obs in the temporary help industry would not be counted. It is also believed that many 

individJalS who, in fact, are paid by a temporary help agency report working for the employer I
, 

with w~om they are placed. Neither the regular CPS nor the CES provide information on the 

industril. in which individuals who work for temporary help agencies are placed. 

I il 
.,.I 

In addition to the regular CES, some Industry Wage Surveys conducted by BLS provide 

infOrmalion'on workers in flexible staffing arrangements. An Industry Wage Survey on the 11 
'" I" , 

temporary help supply services industry in September 1987 provides' information on pay and . , i·1 
benefits of workers in that'industry.2 Questions on contractiilg'out were included in the 

'IIndustryl Wage Surveys ,of thirteen manufacturing industries 'and utilities in 1986' and 1987. 

Abr~ and Taylor (1996) use the information from these surveys to.examine frrms' , :1. 
I 

motivations for contracting out. 
I 


I 
 ,I
While the CPS, CES, and Industry Wage Surveys provide some information on 

workers in part-time employment and employment in temporary help agencies, until recently I 
there-wi!s no -government survey designed to provide a comprehensive picture of employment :1. 

I 

I .'


2See Williams (1989) and U.S. Department of Labor, Bureau of Labor Statistics (1988) for summaries of 
the resultsiof that survey. I 

l 4 ,I 
I 

I\ 

I 



, 

,I 
, .

I·.,,' in flexible stiff1Pgarr~lngements..The February 1995 SUPPleme~'to'the CPS was intended to' " . ',' , ".: " 

I help fill this void. In the supplement; information o~ employment in four types of flexible or' 
, ' 

,I 
 , "alternative'! work arrangements was col1~cted: workers in temporar)r'helpagencies, on-call 


, ,", " " '" ' ,J,,' : , . . 
workers, independent contract workers, and workers in contractcompanies.lndividuals'were 

, . . 

'I . aiso asIced questions to reveal' whether' theyconsiderect their job temporary. Although no 


:1 
 information ",as collected directly on whether ~e iridividual was it. short-term, hire; this 


, :, " .' • , •• ' f , , '; , " 

infoimation has been . inferred by taking the numbe(of individuals who consider their job to be " 

'I, temporary and netting out the 'number who say they are'paid by tedtporary lielp agencies.3 In 

.theory, ,one can get'the distribution,of employment by occupation and by industryfo(each type' 
., , : '.,. " "'1'·' 

- ,'I, ,!' 
• " '. • J 

of flexible work arrarigement,but the small number ofworkers .iJ? ~e sample in such , ' 

I arrangements is likely tom,ake these estimates imprecise. ,The supplement on contingent ~d 

" 

alternative work arrapgements was repeattrd in FebruarylQ97, and this ,new survey should 
,I' '. ' ' ,J 

I 
 provide valuable informa~ion on trend~ in these tYPes of employnlent. . , 


Several privately spOnsored surveys on emp16yers' use of flexible staffmg arrangements' 

I' 

, . " 


have been 'conducted:, Two early ap.d widely cited studies :were ,conducted, by Gartii' Mangum: " " , 
• ' I ·.t . '. 

I, Donald Mayall, . and Kristin Nelson in 1981""82 and by Katharine Abraham in cooperation with 

the Bureau of National Affairs in 1986. The Mangum et al. study wa:s a nationwide mail 

I
if ' s~ey of employers on their us~ of tem~9rary helpagen~Y"work~:rs; 'shortfterm hires and on­

I call wQrkers. ' The s~ey, ~hich netted a saIp,ple o( 882 returns,':'wa:s restricted to employers 

in six sectors, In addition to the mail survey, the authors conduc~ed persorial interviews 'with .',', ",'I
, 
. , ~ I 

il ., , 

lSee Polivka (1996)' for such an estimate. , 

I '5 
, " 

,.
'. 



I 
I 
I ,I

80 employers in the San Francisco area. The Abraham survey was a mail survey of BNA 

I 

Imembers, which are usually large companies, on their use of workers from temporary help 
I . 


i 

agencies, short-term hires, on-call workers and contract workers. The results from this. 

'I. 
survey ,I which yielded.442 responses, are reported in Abraham (1988, 1990), .. . 

!several surveys on employers' use of flexible staffmg arrangements have been I 
coriducted in recent years. The Bureau of National Affairs conducted another member survey :1. 
on the ~e of flexible staffing arrangements in 1994, thOugh the survey was not made 

'Icompar:able to the earlier one. The Conference Board also conducted surveys of members in 

1988 Jd in 1995 on their use of "contingent" workers such as temporary agency workf;rs, 'I' 
short-tjrm hires, part-time workers, on-call workers, leased employees,andindependent 

I • . 
contractors. A major drawback of these surveys is that the Conference Board membership is ·a 
compJed of very large companies, many of which are foreign. For example, about one-third ,I' 
of the 1102 respondents to the 1995 survey are foreign companies, Slrulamit Kahn (1996) 

I ,I 
conducted a telephone survey of human resource executives in 35 large U.S. companies on 

Itheir usl of temporary workers. Additional information on workers in the temporary help 

indusJ comes from periodic surveys by the National 'Association of Temporary Staffmg· ,I 
servicel (NATSS). 

I . I. 

I 
'I 

""~.l'he information in the Upjohn Institute's survey supplements that in other surveys in 

severallimportant ways, Earlier establishment surveys were either restricted in terms of the 

industribs that were interviewed or in terms of the size of the company or establishment ., 
surveyJd. Ours is the frrstsuch survey designed to be representative of private sector' 


emPloybent in the Untied States .. In addition, the most widely cited (and arguably most I· 

I 

6 il 



I 
I 

;." 
.; ;. 

, " ," I , 

representative) employer surveys on fiexiblestaffing; arrangements are now, at'least 10 years 
" " .. " .' 

!, I' 

I 

-\i 

old, ,and the information in these s~rveys needs, to be 'updated' given the widespread changes in ' 


staffmg arrang~ments believed to' have taken place in recent years. Our, survey also pr~vides

I , " 1 1\, " " ' " • 

"'.' 

comprehensive coverage of staffmg 'arrangements within the' organization,m:cluding part-~ime 
. , ,," " 

,::1' employIrient." '1?art-time,employpten{ is ,typically;im imp~rtant,part of an ~mployer'~ flexible 
" 

,'. , "", '. • '. " " ,";~";' _ ' " I ..' . '. ':" . 

'h I,' ". , 

. ' staffmg strategy; but has been largely ignored in earlier employer'surveys. ' Finally, O,ur
.>: • ,," .' ".',' , , . 

" employer survey, co~p~enieI\ts'the}~ormation pr:<?vi4~d ~ J:iou~ehold surveys such as the' 
',! "':,' .' ,' ..,'" ". '. " t 

February 1995 CPS supplement by providing better information on what employers use these 
, ',',' '," ", ",' ":1,,',, ' ,,' ' 

> 
, arrarigem~nts and ~hy they use ,them. 

" , ',,' , 

, • . ..~ 'r 

" ' 
'j, \ ,"J .,,'. , 

II. Survey 'Questionnaire, and Sample ,,:.; 
" , 

~. 

We surVeyed a stratified'randoIfl sample or all private sectqr <:!stabli~~ents w~Ul fiv~, or 
f ", '-, , ' ",'.• ' I, ',I " I' f. • '" ",' • , 

I, 
 , 'm~re employees iIi the ~ontinental United States ontheir use of flexible staff~g arrangements. 


:' All interviews were, ,conducted ,6verthe 'tel~pho~e,~t!ili~ K~rcherGe,n~erfor Social R~~earchat;' 

'I 

, , " ", ' . . . ' " 


, ' I , ' " ;" ' , 

, Western Michig~ UniversitY: The, definitions of tile five types of flexible staffmg 

,', ' 'arrangements; co.v~red in the 'sUf.vey are found fuTalJ'le 1. 
, , ,I.' 

Most previous employer, surv~ys on flexible staffmg ari~g;~ments ,excluded part-time' 

...: " . .';"; - ,', ,.:,' '."" <"~':;',t" '. ,; :, ~!:" "",,'~:. ':;., : " ,', '" ",'" '.'.' .,'1"',, 

.-~< , workers.' 'We included questIons on ~mployers.' use; of part-tune' workers m our sp.r'Vey because,I" 
. .' , ' - '; ,. 

many believe that'they are used t~ increase stafftng flexibility, screen workers for regular full­,I ' 
" , 

" ", ' " " ' ,', ''':, ,,' '" ,: ,'""', "'" ' '. , ' , ' , ,," 

time jobs, and pay loweiwages and ftjilge' be~efits. Yet,tpere is little hard ~taon why "\ 
" , ' . ' 

employ<:!rs,hire .so many part~time workers (Bla:nk, ,1990). 
., \, .'~ j • , ./' "," 

" ~,I ., ,:1''" 
, '~., , ,',.;,'::,.;7 

, q, 
; ." 

1 

.: 'f',I 
, ," 

','1 

:'. ", , 
"" 't''I' ". 'I' ".,':. 



I 
,I

Table 1 

DefInitions of Flt~xible Staffmg Arra~gements Used in Survey 

I,
Temporqry help agency workers 	 Individuals who work at the establishment but who are paid through an 

employment agency and are not on the organization's payroll 
IShort-Term Hires 	 Individuals who are employed directly by the organization for a limited and 
! 	 specific period of time. Short-term hires include workers hired for the 

December holiday Season or during the summer and they may work part-time I 
hours. 

Regular!part-Time Workers: 	 Individuals on the organization's payroll who work less than a full work week Iand who. are not short-term hires. "On-call ft workers who are used only on 
an as-needed basis are also excluded from this defmition. ' 

On-Call Workers 	 Individuals, who are often part of an on-call worker pool, who are called in to , I 	 I 
work only as needed. They can be scheduled for several days or weeks in a 
row. Regular workers who are "on c.all" for possible work during unusual . 
hours are not included. ' ' I'I 

t 

Independent Contract Workers Individuals who are employed by another organization to perform tasks or 
I duties as specifically contracted by the organization. Independent contract 

workers may be used for carrying out adm.ilpstrative duties or providing " 

I business support such as security, engineering, maintenance, sales, data 
I processing, and food service. Independent contractors may also be used to 

perform activities that are core to the business's operations. I 'I 
I 
I 

A.ppendix I to this report contains' a copy of the questionnaire used in the survey. I ' ' 	 .' , " , , ., . 

AlthouJh the specifIc questions varied ~light1y by type of worker, the following kinds of 
I " 	 . . 

info~tion were collected for workers from temporary help agencies, short-term hires, part­
\ ' 	 " . ,,' .,,' 

time workers, and on-ca11 worke~s: 

• 	 How many work~rs of each type: the establishment used in 1995, and for 

temporary agency workers and short-term hires, the average duration of 

employment; 


• 	 The main reasons why establishments hire ~ch type ofworker; , 

8 ,I 
I 



I 
, ," 

" " '\ , " 

I" • 	 Howtbe hourly pay cost and'theho~lypay,plus ,benefit cost Of flexible wo~kers' 

compare with those of regular workers in siInilar positions;4, 


, ',',' 	 '" , ',I' The benefits6ff~~d to short-term hi~s', parHiIn~'~orke~s~ ,ahd on~all workers:,' ,: 
'"who ~e direct e~ployees of the esiablishme~t; ::",'

I • ... ; HOW,l)fien the establishment moves yariou~types offlexible workers, into 
, regUlar, ,pennanentjobs; , , :,' ,,',' '1' ' ','

'I 	 .' 

,I 
., Whether the establishment's use ofeach type of flexible :wo~ker has increased, 

decreased, or remained about,the, same relative to the size of the'establishment"s 
, I,.regUI~ workfbrce ~lnce 1990, and if it has, increased or decrease4,' w~y. " 

"', 

, 	 ". '.,'. , I " " ,', 

, ,', , , 

,I 
 Questions itithe section of the surVey on contract workers are more, limited.. Because, 

, , 

of the diversity of functioni'that may be contra~ed out f~r any givenorgani.?:ation, we 'felt it, : ' 
'", • " \" " "I" '. " " 	 " ' 

, ..' 	 , '~ • ;.::: .; ':,. ., , I, '7 '. 

would be difficult to g~t accurate data on the extent to which ,each es~blishinent contracts out 
• '\ . 1 I" • 

. ',"" 

work without gre~tly lengthening the survey. Instead, we asked questions in tIu:ee' areas: ' '1)',J 
, ': '" :,: ,"<';.1.':''', " :: :" /"", ('.', :/ ,,;; :"'" ''''', ,', ,',j", , , ' ".'''' 	

" . 

I 
,whether the establishment· used any independent contract wor~ers since 1990; 2) whether the 

," ' .. 

, establishment contracted work out previously done in-house since 1990, and if S9 what type of 

'I ,~ WO~k w~scontracted 'out and ~hY i~ was~onti~ted'~ut~, ~d~; Wh~~erthe'eS~~lis~~nt has' 
.. ",: ' .' 

, , "" 

I 
 , ,brought wo~k b~ck in-house ,that was previouslyco~tracted out since 1990, aDdjf.s,~, what type 

• ,J 	 J' , 

'of work w~s brought backin':house and why i~ was brought back in~house. 'We1Jelieve the . 	 .'. .'}' 

~, .,,I, focus of the survey Qn trends in ~~ntracting out in recent years captures what is of greatest 
',': ' \.' 'I.'. ' ",. , ) ~,. .' . 


,'" . , '. : ",' ''.(: ". " 'I;, 


"interest to' policy makers. , '".,
,I, 	
"" 

r 
''. .. 

, •• ,; • ,1 ,,' , 

In addition to questions on the establishment:s use of flexible w?rkers, aseries of 
: • ' .:" t' " .'". " • .'", l,., • , .... :.: ': I " I " .. ',••t,." ' .. '." '. ,"questions about the establishment' s,tegular workers land general bus~ess operations: w~re , 

, 	 , 
". >,

J , :.,'., fo 

,II'. ,., 	 ,,. 

4F~r~orker~ fromJempor~help agencies, respond.~~~s ~e;e.d'to co~pare th~ bill,ed hourly "rate with, 
iheaverage hourly pay cost and with the average hourly pay plus benefit cost of regular wo~kers in similar positions. '. " 	 . . .' .,.. ..' 

9' 
'" .;,!

'.! "i 	 '" :,.'" , 

" ' 
",. 

'," j' 

I 1. "Il, 



I 
· ; ·1asked. Specifically, information on the product produced or service provided at the facility, 

whether the establishment is part ofa larger organization, the hours of operation at the facility, 

the number of full-time, regular workers in the establishment, ~e fringe benefits offered to 

these full-time, regular workers, the percent of the workforce unionized~ the employee 
, ' . 

turnover rate, the ratio of fringe benefit costs to total payroll costs, and the importance of 

various methods of workforce and hours reduction in absorbing fluctuatio~ in the 

organization's workload was collected. Finally, respondents were asked whether they felt that 

companies or organizations in their industry would use more flexible staffmg arrangements 

such as temporary employment agency workers, short-term hires, part-time workers, on-call 

workers and independent contractors in the next five years. 

Our sample was drawn from a comprehensive list of establishments in the continental 

United States maintained by American,Business Information, Inc. (ABn. Establishments in 

public administration, SIC code 9, were excluded from the sample. Thus, the sample excludes 
I: • 

all government organizations except public schools, which are classified as educational 

services. ABI provided us with a random sample of establishments within each of seven strata 

as defmed by the establishments' employment size: 5-9 employees, 10-19 employees, 20-49 

employees, 50-99 employees, 100-249 employees, 250-499 employees, and 500 or more, 

,employees. The number of establishments samp~ed within each strata was in proportion to its 

share of private sector employment in the economy. Thus, our sample is representative of 
, , 

private sector employment in establishments with five or more employees in the country. The 

fIrst column of Table 2 shows the distribution of private sector employment in the United 

States by establishment size among establishments with five or more employees; the second 

10 




,', 

;" 

,Table.2 , 
,'I, 

. ,',' 

Distribution of Employment Among' ~tablishments'with ~ive or More, Empioyees ' 
and Distribution of Establishments mSurvey, by Establishment Size l 

, . " ' 

, : 
Establishment Si~ , Private Sector Employment' , Establishments in Survey 

5-9 employees ',9.6% 11.5% 
10-19, ",12.0, ,'j12.2 
20-49', 17:4 " 17.1 
50-99 13.5 14.2 
100-249 16.6 15.8 
250-499 , ,:9.6 9.3 "'I, ,'~ , 

500+ ' ,,21.4 20.0 , 

I I Statistics on the distrlbutionof U.S. employment by establishment size come from U.S. Bureau of Census, 
County BTisiness,Patterns.Tb'ese data are for ,1993,. : ' " 

I., , .\ : 

. 
column shows ,the distribution "of establisfun,ents i]] our slli."'v,ey.sTables 3 'and 

" 

4report the 
, , . '<:,,' ". '" , " , " "\',I" 

distribution of. establishments' in our sample by: industry and by region. 

'I , We took many steps' in developing and" administermg the survey to increase the 

accuracy of the responses.' We worked quite closely: with several Kalamazoo,a~ea employers' in " 
. "'. ," :,:,,' t, " F '. : "J ": '. """ ,.' ,; I,ll, " ••'I, 

,developing the survey instrument to'make, sure that the language used in the' survey was clear ' 
, 

and that respondentSco:uld' reasonably be expeCted to provide the infbrmatioD"';'e sought over, I' 
.. 

" . "" ' ,; ':; " . 

I, the p,hone. We also pretested our survey, over the phone, fifst,wit;h area employers and then 

with:'a national sample of employers. ~~, survey ~tIumt:mt underWent my revisions and ' 

I , ' , 

reflects abalance between our desire to co~lectquite detailed quantitative info~tion on 
" . . " ' , 

I 
, ,

,,' 

establishments ,and theiruse of flexible staffmg arr~gements, on the one hand, and the need to 
" ' 

I 
\' 

I' " " ./" '". 

, ' " sIn the course of the telephone interviews" we ,discovered that ~evera1 employers in our sample had less than 
five employees., We included those withthIee or four employees in the final sa!nPle.: ' , 

I ,''''. ',. 

I 



I 

I
Table 3 

, 

IDistribution of Establishments in Survey, by Industry 

Agriculture 
Mining and Construction 
Manufacturing 
Transportation, Utilities, Communication 
Trade 
Service 
Not Available 

Sample Size 

,Number 

8 
18 
78 
28 

164 
225 

29 

550 

Table 4 


Geographic Distribution ~f Surveyed EstablisImients 


Number 

New England 19 
Middle Atlantic 77 
East North Central 100 
West'North Central 51 
Mountain 45 
Pacific 63 
East South Central 39 

. West South Central ' 40 
South Atlantic 81 
Not Available 35 

Sample Size 550 

Percent, 

I1.5 
3.3 

14.2 I5.1 
29.8 
40.9 
5.3 

Percent 

3:5 
14.0 
18.2 
9.3 
8.2, 

11.5 
7.1 
7.3 

14.7 
6.4 

I 
keep the instrument,relatively simple and short to ensure reasonable response rates and I' 
accurate answers, on the other hand. 6 From our results, we believe our efforts were fairly 

<I 
6Por example, we wanted to collect information on the exact breakdowns 9f employment by occupation for 

each type of worker, but our pretest results suggested that many employers would find this information difficult to Iprovide over the phone, and if they could, it would greatly lengthen the survey,' 
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I ~.. :, ' 

. " 'J 

'I . ': ..:1. ". . 
successful. The typical telepho.ne interview 'lasted 15 to. 20 minutes, and the'number o.f , . " . . , " . ~ . . . 

I .: resPo.ndents unable, o.r .unwilling; to. provide ailS,wers W,!lS very . small fo.rall- but o.ne questio.n.7 

Fifty-o.n,e percent o.f the establishn:ients co.ntacted, c<?~pleted the survey, . 

·1 ":B~f6re'administering the·telepho.ne iIiterview; surveyectestablishinents were c,o.ntacted" 
, " ," : , ' ", ,,' '. - I, I, • ,', , 

I ',atleast'twice. First,,:a pho.ne ca11 was made to' identify ,the perSo.n'in'the es~blishme~t'mo.'st 

... ":.,, 

I kno.wledgeable ~bo.ut its emplo.ymentpractices. This ,~as,typically a' human reso.urces directo.r 

I 

at large establishments and the'~wner o.r'manager at ismall establishments .. If hiring decisio.ns . 

I .. were made o.ff-site, w~interviewed the appropriate.per~o.n at the establishment's regio.nal o.r 

co.rpo.rate headquatJers;, inthes~ cases; ho.wever, the info.nnatio.n~o.llected only pertains to. the 
.1 ",: I 

. "jl , .' • , " 

. establishIilent o.rigina~ly s~pled. Once the appropriate person was -idep.ti:fied, we mailed.a , . 

I " ,I 
l' " 

l~tter to,that perso.nexplaining t:p.e purpo.se o.f the s~rvey, ,describing the o/Pes o.f info.npatio.n 

I that Wo.uld be co.lled~in, th6 survey, and carefully defIning the types o.f flexible workers . ,. ' . '. . . ... " : . ," '.,.' " 

I co.vered in the survey. 

. .' ( ''; . /. . 
. During tlle co.urse o.f,the telepho.ne interviews,' interviewers ~de, no.te o.f a.p.y questio.n 

I resPo.ndents were.unable tb answer o.ver ihe;pho.ne. If ~~sPo.nde~tsagreed, theyWere'the~, 
• ' • '," ., I,. ' ~. 

I faxed tho.se questio.ns 'iind asked fo.r.written resPo.nses.'· As no.ted above, ho.wever, the percent 
I' ' • ,.,' '. ' ' ':, . 

o.f resPo.ndents unable to' answer a paiticul~ questio.~ was generally ~IDilll. '. 

". t.:I :' '\ ::'.) .. ;~: I. 

I 
 . -: 


I 
,', 

"'.:\ 

" ,'.I . 7Many responden~ did not know their fringe benefit:costs as ~ percent of payroll cost, 

"1"I '13 

, , ',.I , 
.; , 

http:questio.ns
http:ihe;pho.ne
http:telepho.ne
http:purpo.se
http:decisio.ns
http:the�telepho.ne
http:telepho.ne


I 
'. 

ill.' 	 The Use of Flexible Stafrmg Arrangements I 
Survey respondents were asked whether their establishIDent had used each type of flexible I 

worker covered in the survey since 1990. Table 5 shows the percent of establishments in our 

I
survey using each type of worker. Particularly in light of the fact that our survey included many, 

small and medium sized establishments, the percent of establishments using each type ,of flexible I 
staffing arrangement is quite high. Excluding part-time workers, which are used by about I 

Table 5 ,I 
Percentage of Establishments Using Flexible Staffmg Arrangements 

I
Use Don't Use Don't Know Sample Size 

Temporary Help Agency Workers, 46.0 53.5 0.5 550 

Short-Term Hires 38.2 61.5 0.4 550 
 I 
Part-Time Workers 71.6 28.4 0 550 

On-Call Workers 27.3 72.4 0.4 550 

Contract Workers 43.5 54.7 1.8 550 
 I 


I'
72 percent of the establishments in our survey, 78 percent of the establishments used at least 

one of the other types of flexible workers. I 
Although the incidence of flexible staffmg arrangements tends to increase with I 

establishment size, a supstantial percentage of small establishments also use the various types 

of flexible staffing arrangements. For example, among establishments with 5-9 employees 15 I 
percent use temporary help agency workers, 26 percent use short-term hires, 70 percent use I 
part-time workers, 17 percent use on-call workers, and 33 percent use contract workers. 

ITable 6 reports the percent of establishments using each type of fleXible worker by 

industry. The incidence of agency temporarie.s is particularly hig~ in manufacturing relative to I 
14 I 
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" ' 

other industries ': whereas ~e' incidence of short~term 'hire~ and part -thne workers' is relatively 

low in manufacturing; J'he use of on-call workers is particularly high in services. '.,,' 

Fo~ four out of the ,five categories 'offl~xible', workers---:workers"from tempor;.ryhelp " 
.' 

• • • ' '. I 

agencies, sliorHerm hires, pah-tinle workers"cind oh-call workers-\V~6'ollecied, data'on the' , 

, extent of the 'establishment's use, of these types of workers' ih 1995. For workers' from, : " . ........, " ' . .,' 


temporary help agencies and,short-termhires, responden~ were asked 1) how nianyof each, 
, "',' . 

type of worker were'hir,ed by their establishment iri:1995 (exdudingindividuals who had to be 

,1 

Table 6 
:... "-', " 

, Use of Flexible Workers,by Industry 
,','" . 

Percent of Survey Establishments that Use: 

',' 
TemporarY 

, 

Help Agency Short-Term Part-Time On-Call Contract Number of 
' ''Workers Hires Workers Workers Workers" , Observations Industry 

Agriculture 50 
L,' . 

63 ' 38 13 25 8 

Mining/Construction ' 56 ,,33 33 11 61 ' ',' 18 

, " Manufacturing 72 23 41 13' " ,054 " 78 

Transportation, ' 50 
, 

39 79 21 ,54 28 
Public Utilities and '.",

" 

, Cortununications 
' " 

Trade 
, , 

37 38 78 16 34 164 

Services 44 42 82 44 47 225 

, r~~laced'prior to fue termination of the~' contract) kC(2) wha~~as the average duration of 
, .. ' ..,' -, . 

"," 

employment for each type ofworker. (Respondents in some cases provided 'a range for the 

latter que~tioil.) "Because the use of agency temporaries and ,short-term hires is likely to be 
.' . . " .' ' . 

, seasonal,we wanted to get a c'ount of the n~ber ~f each typ~' that the establi~hment used over 

." 

,15
.' ..;" 

',', 

; .. , i 

." 



I 

I
the course of an entire year, rather than at a single point in time. The data obtained in the CPS 

supplement, for instance, measures the number of workers, in temporary help agencies at a I 
single point ~ time, and thus may understate (overstate) their importance if seasonal use of 

I
temporary workers is particularly low (high) in February. Moreover, these point in time 

estimates do not provide a sense of the number of temporary jobs created and ended during, the I 
course of the year. 'I 

With data on the. number of temporary agency workers and short-term hires used over 

Ithe course of the year and the average duration of employment of each type of worker, we can 

estimate temporary agency workers and short-term hires as a percent of the establishment's I 
regular workforce, on average, at a point in lime. 'Specifically, we calculated an adjusted 

I
number defmed as the number of temporary agency workers or short.:term hires used in 19~5 

multiplied by the average duration of employment in weeks divided by 52. Table 7 shows the 'I 
ratio of adjusted temporary agency employment and adjusted short-term hires to regular I 
employment (defmed as regular full-time and regular part-time employment) among the 

establishments using these types of flexible workers. For the majority of establishments using I 
agency temporaries and short-term hires, these workers represent less 'than a one percent I 
addition to their regular workforce. A significant minority, however, make quite extensive use 

Iof temporary agency workers and short-term hires. The ratio of agency temporaries to regular " 

workers exceeds five percent among eight percent of the establishments using this type of I 
flexible staffmg arrangement. The ratio of short-term hires to regular workers exceeds five I 
percent among sixteen percent ~f establishments using this type of flexible worker. 

I 
16 I 


I 




I c, . 

I Abraham (1988) reported a similar measure of intenSity ofyse of agency t~mporaries 

I . and sh()rt-terni hires from her 1986 survey. of BNA membeis~ . Interestingly , the intensityof.· 

use of both agency temporaries' and short:-term hires was considerably less. in that survey, than 

I .':. ". 

". Table 7,

I 
, 'Adj~sted Temporary Agency Employ'ment and Adjusted Short-Term Hir~s 

'as a Percent of Part-Time Plus'Pull-Time' ~nipl6yment in· Establishinents .... " . 
Using Temporary Agency Workers or Short-Term Hires l 

\ .'.' . .. . 

'/. Establishments Using 

. Short-Term.Hires Temporary Agency Workers. 

Nmi:tber . Percent

I 
Number Percent ," , .,

< '1%' 142 59 
.,;, 

'106' 53 
'1 - 4.9% 54 . 22 

I 
49 25 

5 - 9.9% . 10 4 12 6 
10% + 10 4 19 10 
Don't Know 25 . 10'· 14 ,7'. 
TOTAL 241 100 200 ,'100

I . 'ITemporary agency employment and short-te~ hires figures wer~}~djusted for the average duration of: 

I 
". employment. Specifically, adjusted temporary agency employment (short-tenrt hires) equals the nUmber of 

temporary agency workers (short-term hires) the establishment,used in 1995 multiplied by the,average duration of 
their employment in weeks divided by 52 .. This adjusted temporary agency employment (short-term hires) figure, 
which indicates the average number of temporary agency workers (short-term hires) used at any point in time in 
199?, waS then expressed as a percent of part-time. and full-time employment.: ' 

I , 
'.' 

. in our sUrvey. Sp~cifically, the proportion ot' eSUtbilshments for which 'agency temporarie~ and' ,

I. " . " ' ',' f , " I~' I .' I' . '. . 

, . 
short-term hires represented less than a one percent , addition to the regular workforce was 

, .' . . '. " ." :I~" I', ' , ' ',' I 

I considerably higher in the Abraham survey than in our survey, and the proportion .of 
• .' '," • ',' I '. 

I establishments for \Vhich .agency temporaries and ~hort-term hires represented between aone 
, ! .', . 

percent to five percent addition to the regular workforce was considerably lower in the ' 

I 

\ ' ",' , 1 . I"., . , ' 


Abraham survey than in our survey. The samples in the two surveys 'are quite different, ,.,: . 
'" ": • "1 ".", ".' :,' . I', ',.',. "" . ,:' 1 .,,",' ", 

I making comparisons of the figures difficult. In particular, our survey, included many small 
. . , -' . .' ". I '. ' .. ' • ~ I " • , . 

,". 

I 
\' , 

I 
" , 



II 
Ies~blishments, whereas the Abraham survey included only large establishments.and 

companies. Regression results reported below show no evidence, however, that establishment I 
size affects intensity of use of either agency temporaries or short-term hires. Although this 

I
comparison suggests that the intensity of use of agency temporaries and short-term hires has 

increased over the last decade, it would be necessary to more carefully compare the samples in I 
the two surveys before drawing such a conclusion. I 

We also used our data to estimate the ratio of temporary agency workers to regular 

workers and the ratio of short-term hires to regular workers for the private sector economy as I 
a whole. Specifically, we estimated these ratios within each of eight establishment size classes, I 
and then took'a weighted average of these ratios where the weights were each establishment 

I
size class;s share of private sector employment in the U.S. economy in 1995. Our estimate of 

this ratio is 1.5 percent for temporary agency workers:and 2.3 percent for short-term hires. I 
Although a·somewhat greater percentage of establishments in our sample use agency I 
temporaries than use short-term hires, short-term hires are more numerous than agency 

temporaries in the private sector, according to our survey. This occurs because, among I 
establishments with these types of workers, use of short-term hires tends to be more iIltensive I 
than use of agency temporaries. 

IImportant caveats should be attached to these estimates. Our sample is relatively small, 

and respondents were asked for approximate numbers: Still, our estimate for temporary agency ,I 
workers falls well within the range of official BLS estimates: according to the February 1995 I 
CPS supplement,O.9 percent of all employees were temporary help agency workers in that 

month; according to figures from the CES, about 1.8 percent of non-farm wage and salary I 
·18 	 I 
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I 
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'i, 

I 
I employment was in, the helps~pply services industI1drt 1'995" which is'dominated by, 


, ,', . -'. . ~ ., ., ~. ( . . 

t~mp~r~ help agenCies, Ii This fact makes us confident of the' overall reasonableness of. the 


. " ~' Iestimates, we'received., 

,I , 


. There ¥e no ,official est~tes o(thenumber ~f short-t~ml1ili~s m th~ ect,~omy> 

'" • , - "'.' '. I' • 


I 
 Public 'discussion of temix>rary workers has largely Ignored workers hired direci}y'"by 
" 


companies on a temporary basis., Even the FebruarY' 1995 ~pplement to'the CPS does ,not I , " . '.', ,.!' , 


yield. direct information on the number of short-tennhires..Polivka (1996),.,however, > . 

,I ",' , 

I 
 taking the number ofwotkers reporting that their job w~s.temporaryand subtracting out th~ 


number report~g that th~y were pai~by temporary :hell{agencies. Accordmg to her estimates. 

I " " • ,".: ,'., ,', , ' 't", \{ ':" .,;1 I. 

, 3.1 percent of wage and salary workers were sh6rt~tenn hires in: February 1995. Our da~ 
. t," . , . t.~, ' , . ,,' , ,.1 

I along with Polivka I s estimate sugge~t 'that these workersare,mo~e numerous than temporiUy 
," 

" ' 

.agency workers' and' arguably shoul~ rec~ivemore attentiqg. 
"\ ' ,. 

'* " 

Although the'num~t of agencytemptiranes:and short-tenn"hiresmay seem small. these 
,,' 

.,'1, .' " t't i,' , ",;', ""1," " .' '. 

point-in-timetrstimates mask much larger flows'in and out <;>f temporaiyjobs: W.e collecreg,,: ' 
,I,' ., '; , 

data in our suivey on the n~ber~f agency tempor3ries'~d the'~umbet,ofshort-tein1'hires the 
, ,''''d'' j , 

establishment used during the coUrse of1995 and the average duration of emploYment of each 
, ',,' ,'. I ' II 

type of~ork~i.' "Th~s, 'we ~e able to look ~t the flows in thes~tWo"types of jobs during a: 
, . " .' , 

ye~. Oui da~ suggest t:rutt the numb~r ~f positio~:fo~ 'ag~ii~y temporaries created durilig a 
, 1 " .', , 

I 

,,' 

'.' .' 
, "t' 

':,t' ,",1 ',_:.:" 

,. 80fficial BLS fj.gur~s include the gqveI11plent sec;~r, w~ereas our s~ple excludes al~ governinent operations, I" . ex~ept public schools.' "" .. '. . " ." ,. . . ,_ . 

I 
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I
number of"short-term hires made during a year is five to six times greater than the number at 

any point in time, according to our data. "We do not know the extent to which the same I 

individuals experience multiple spells of teinporary employment. Nevertheless, while 4 to 5 


percent of the workforce is in a tempo~ary job at any point in time, a much larger percentage is 


likely to exp~rience a spell of temporary employment· during the year. 

. . . 

Table 8 shows part-time and on-call employme~t as a percent of regular employment I 

among establishments using part-time or on-call workers. The extent of the use of part-time . 

I
and on:..call workers varies tremendously in our sample. Among establishments using part-time 


workers , part-time workers make up less than ten percent of the regular workforce in 31 . 
 I 

Table 8 
 I 


Part-Time and On-Call Workersas.a Percent ofPcut-Time Plus Full-Time 
Employment in Establishments with Part-Time or On-Call Workers I 


Among EstablishmentS Using: I 

Part-Time On-Call 

< 10% 31% 43% 

10 - 24% 22% . ·24% 
 I 

25 - 49% 20% 11% 

50 -74% 10% 5% 

75% + 8% 17% 
 I

Don't Know 8% 

,: \~ 

Sample Size 394 76 
 I 

percent of the establishments; in ten percent of the establis~ents, they make up between 50 
 I' 

. and 75 percent .of the. regular ~orkf~rce; and in eight percent of the ~stablishments, they make 

I
up over 75 percent of the regular workforce. Thus, for a large minority of establishments, the 
. ,. \ 

. use of part-time employees isa key part of the organization's·staffmg" strategy. Most I 
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-,.,.1' 
I' establi~tllnen~ that iIltens~velyuse'IPart-time workers ar~ in th~ tradeand,sery~cesseCto,rs. We " 

I, 
" '. 

,also. ~sed the responses to our survey to estimate 'regular part-timeemploymerit asa percent of 
, . ",' , 

the workforce for the pri~ate sect9~jn the, ecopoiny as a whole".' Our-estimate, 18 percent~ is in ' 

'I "" • e' 


line'~ith estiinates of part-tiine employmen~ from thb CPS, although our defmitiOIi"'of part-time ':', 


I , ' 
\,' " ,1,, 'employment differi; from, that u~ed intJie'CPS. " , 

, Becau~e of a programming 'err~r',most users of oil-call workers were not asked how I " "" j", 

many on-call worke~s were ,in therr,establislunertt's pool iIl,Dec~mber 1995 as part~fthe ' 
. "'. .t':, " :,,' j ,: i', ..: . ',: " ,,', .

·1 orig~ s~i:vey. Through'follow-up calls~ ,we were able to ,obrn:m' us~ble responses to tins . .. ",., 

I 
 question from abo~t half of the applicable respondentS.' With:"tlrls caveat'm mind~.'ilie panefu: 

.,'.1".' .' 

':of use of on~al1 workers' is quite ~lmilar' to,. that ofpart-time w9rkers. For,43 percent of 

I 
 , ': ':'. 

",' , ~. ') '.': , 


establishments using them, th~se workers, repres~nt l~ss than a ten percent ~d~ip.on to regular , 

I 

" , \ ' ,1,',·""", '. ,,' ",' , 


.' .", 


employment. However ~ (OJ;'five percent ,of establis~ents using'thein~ on-call' workers', 
, '.' ... " ' ' • , ~',' • • :,.1 '. , '. 

represent ov.er:':a 50 percent :addition to' regular empioyn;tent~" ~ for, 17. percent.'they represent 

'I " 


'" ' , ,!, , ', "I" ,. • '.' ." , •• ,',

" , 

. over a75 percent,' addition to regular employment. Thtis'~, it appears that on-call, workers are a 

I , , ~jor part of InaIiy o~ganizati6~" sUiffmg 'strategy.; " 
,', I 

I 
, " 
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, ' IV. ' Why Do Employers, Use Flexible St3trmg Arr3JlgelDeIi1l:s? J, 
, , I, ',' ,

'I A:major reason for ~nduct~g;our survey was to det¢rminewhY' employers use, flexible' 

I 
 .. staffmg arrangements: Respondents in e~tabll~hiri~nts 'using workers from tetriporaIy help 

,',' ,:: 1', "1" 

I' 
 agencies~ short-te~ hires, regul~ parktiIile workers" andon~all workers w~re asked ,which ' 

" ' 

I' :; 

arn~ng ,,:iist·of.possibl~Jeasons ,ar,e importan'tfor ~eirestabl~,slunent's,us,e of the P~i~UI~ , 
',' . .I type ,of fl.exible worker.' After going through ~e preset' listof ,reasons', respondents were 3$ked ' 

, ." .'" , 

',,' .; 21 . " , , .. , 
• I .'I +: 

. ',,' " ~: 

I 

, , 


". \ 

, " .' 
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I 
Iwhether there is any other important reason for using that type of flexible· workef~ as an open 

ended question. These open ended questions did not yield any other particularly significant I 
. reasons for using flexible workers, however. The list of reasons varied somewhat by type of 

I
worker.. 


Table 9 shows the percent of establishmerits mdicating that a particular reason was 
 I 
important for their establishment's use of each of the four types of flexible workers .. One set I 
of reasons concerns the need to accommodate fluctuations in their workload or in their regular 

Istaff. For example, rather than over staffmg in the event that some employees.are absent, an 


employer can use workers from agency temporaries, short-term hires, or on-call workers when 
 I . 
regular staff are sick, on vacation, or on family medical leave; Similarly. rather than staffmg 

. 

I
to peak, an employer may use agency temporaries, short-term hires, part-time workers, or on­

. call workers to accomm~te fluctuations in workload over the day, week, or year~ In these . I 
ways, employers reduce labor costs by reducing the overall amount of labor input they use. I 

. The most frequently cited reasons for why employers use flexible staffmg 


arrangements are these traditional reasons. The three most frequently giyen reasons· for hiring . 
 I 
workers from temporary help agencies were providing needed assistance during peak-time I 
hours of the day or :w~ek, cited by 52 percent; filling a vacancy until a regular employee is 

Ihired, cited by 47 percent; ,and fuling in for an absent regular employee who is sick, on 


vacation, or on family medical leave, cited by 47 percent. Seasonal needs, cited by 55 percent 
 I 
of employers using short~term hires, appear particularly important in the use of that type of I 
flexible staffmg arrangement. Among those using part-time workers, 62 percent use them to 

provide assistanCe' during peak-time hours of the day or· week and 49 percent use them to I 
22 
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'I 
t,. 

I . Table 9 
'I' , 

I Reaso~ for Using Flexible' Wor;k Arrangcrments . 

,I Temporary Short-Term Part-Time . On-Calf . 
Help Ag~ncy Hires '. Workers Workers 

" . 
Reasons Concerhlng Staffmg Levels' . 

I Fill vacancy until regular employee is hir~d : 46.6 

Fill in for absent regular employee who is sick, 47.0 
. ~n vacation, or on fainily ~edicalleave 

I Seasonal n~eds 28.1 

I 
Provide needed assistance during peak-time hours' 14.2 

of the day or week ' , 

Provide needed assistance at times of unexpected 52.2' 
increases iIi b~iness " . ' 

I 'Special projects .,' 36.d 

Provide needed assistance during hours not 
covered by full-time shifts 

I 
Other ReasonS 

" " 

I , 21.3 Screen job 'candidates for regular ~~bs 
" 

. Save ,on wage and/or benefit costs 11.5 

Provide needed assistance during company 7.5 
.restructuring or'merger 'I' 

I 

Fill positions witl} tempOrary agency:.w.:~rkers for 5.1 
more than one year ,,'. ' 

I " l' Save on training costs 5.1 

I 
Special expertise possessed by this type of 10.3 

worker ' : " ,: 
" ! 

Accommodate employees' wishes for part-time 
houts ." .. 'f 

I Unable to fwd qualified full-time workers 
, " 

I Sample Size 253 

.,49··5 
30.0 

54.8 

31.0. 

, 37.6 

9.0 

8.1 

6.2 

15.7 
L., 

210 

,. 26.0, 

69.3 
'Y '.', , 

2Q.3 
.. ' . 
. ' 

62.4 37.3 

50.7 

20.8 " 26.0 

48.7 

14.7 ,8.0 

21.3 6.0 
, 

6.0 

I' 
,·'1' 

; 'I 

: ,',"I ' .. 

I :'." 

I 
,~. \. 



I 
Iprovide needed assistance during hours not covered by full-time shifts.9 Among employers 

using on-call workers, 69 percent use them to cover for absent regular empl~yees and 51 I 
percent use them to provide needed assistance at times of unexpected increases in business. 

IIn addition to lowering labor costs by reducing the amount of labor input hired, an 

employer may lower labor costs by reducing the compensation offered to some employees. I 
Discriminating among regular, full-time workers in the pay and benefits packages offered may I 
have adverse repercussions on employee morale. Moreover, employers cannot legally offer 

different groups of full-time workers different benefits packages. 10 It has been a,rgued that one I 
reason employers use flexible staffmg arrangements is to low~r wages and/or avoid providing I 
costly benefits, stich as pensions or health insurance, for certain groups of workers. -Twelve 

Ipercent of ~mployers using agency temporaries and 21 percent of employers using part-time 

workers indicated that savings on wage and benefit costs is an important reason for hiring'these I 
workers. I 

Employers may also raise productivity and thus lower labor costs by more effectively 

scree:qing the workers they hire into regular positions. As the number of lawsuits brought by I 
dismissed employees has increased in recent years, employers may have found itmore I 
attractive to screen workers through temporary help agencies, which are the official employer 

Iduring the probationary period. Screening candidates for regular jobs was cited as important 

I 
9Por example, a bank might hire extra tellers for the increase in business at lunch-time. A retail store open 

for 12 hours a day might hire full-time workers to cover the first eight hours and part-time workers to cover the last 
four hours. I 

lo-rbe value of fringe benefits such as health and life insurance is exempt from income tax only if all full-time 
workers are offered the benefits. In the case of pensions, if a company offers pension benefits to any employee, it 
must offer it to all employees working 1000 'or more hours per year. _ ' I 

24 I 
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" , 

I by 21 percent of employers using agenciteniporarie~.;, It w~s als~ dted"~s important by 15 

't;:1 ~¢rcent'of enipIOyers'~sing parHime workers>" In tti~se ~i~ations': part-time', workers, who 

generally do not reCeive benefi~s, are likely to leave ,if not promoted into, a full-time position. ' 
• • • • j ',',' ":1 

.' ,Inter~stiIigly, acco~Odating,em~l()yees' wishes forpart~time hours 'was citect as 

,I important by ,54 percent using Part~time workers. nus fmding suggests that employers often 
, , 

offer, p,art~time ,hours to retain valued employees. ' ,;

I , , 

• • I • 

Other reasoruiincluded in our survey wer~ cited as important by only ,a' small number of" 
. ',' •• ' I' 

.,' ,

I respondents., For ~xample/there are anecdotes, thatmanycompanies~'in their rush to 
J' 

I restnlcture, layoff toq ,many regular employees and :the,n hire these same or other employees 'as 
, , . , ',' , 

,:'teml'0rary workers. Between'six and'eight percent of e~tablishments using agency 

I temporaries"short-ter.Q1: hires ,qr on-call worke~s cited,restructuring' or mergers' ~s a reasql1for, 
,'t- ,'I 

I using these flexible workers:, ,Although there are also many reports of companies that use 

'~tempOJ;ary il workers on a rath(!r permauept basis" oply five percent of the employers with ' I , , . ,- '. '.' ' ',' ,,: ~ ..•.. ;. t {. ' " ',' . . '" ' . 

agency ~n:iporaries report ~siI;lg them for more than: a' year. 1,1 Temporary help ~gencies often 
. \~I ad vertisethe tr,ainin,g that ~ey provide to their \Vprkers;" however, 6Dly five percent Of ' 

I, 
, , 

companies using temporary agency workers cited ,savings on trainfug costs as important. 

, 
f~ " • 

I '. 
" 

I , , 
'1 " 

I 
IlWe did not specifically ask about leased employees, who.like temporary agency workers are,not hired 


directly by the employer but rather, through a leasing agency.:TIie cOntract for leaSed employees is likely'lo be of 

indefinite duration or for an extended period of time, though the distinction between leased and .temporary agenCy 

workers is un~lear. Employers.in our survey may have counted'any leased employees as temporary agency workers. 

,This question was designed. to get some sense of the number ,of establishments using leased or temporary' workers on' 
I , a fairly permanent b~is.',"" , ' :.;,' 

, ' , !' ' 

,', "'. ' 

'I 
""', 

"", '. '. 
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I 
v. 	 The Wages and Benefits of Flexible Workers I 

One reason for the considerable interest in the large and growing number of workers in I 
flexible staffmg arrangements is concern that these workers receive lower wages and, in 

I 
particular,' fewer benefits than'do comparable workers· in regular jobs. Respondents in our 

survey were asked to compare the hourly labor cost of workers in flexible staffmg I 
arrangements with those of regular workers in similar positions. Respondents fIrst were asked I 
to compare the hourly wage cost ·of a particular type of flexible worker with the hourly wage 

Icost of regular workers in similar positions. For agency temporaries, they were asked to 

compare the billed hourly ,rate with the hourly wage cost of regular workers in similar I 
positions. Next, they were asked to compare the total of the hourly wage plus the hourly, 

I 
benefit cost of a particular type of flexible worker with the total of the hourly wage plus the 

hourly benefit cost of regular workers in similar positions. Again, for temporary help agency I 
workers~ respondents were asked to compare the billed hourly rate with the total of the hourly I 
wage and benefit cost for regular workers in similar positions. Although we are particularly 

I, interested in the response to the latter question, we believe that by fIrst asking for an hourly 

wage comparison and then by asking for a comparison of hourly wages plus benefits, I 
respondents were more 'likely to understand and accurately report comparisons for the second 

I
question. 

Tables 10 and 11 report the results of these two sets of questions. 12 Although few I 
employers stated that savings on wage and benefit costs were important in their use of flexible I 

12Because of a programming error most applicable respondents were not asked to compare the wages and 

benefits of short-term hires with those of regular workers. These respondents were called back and asked these 
 Iquestions two months later J but not all respondents were reached. 
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I ':,:' Table 10 

I 
 , Percent of Establishments Responding that the ;Houtly Pay Cost of Flexible Workers 

is Generally Higher, Generally Lower, or About the Same as the Hourly , 

Pay Cost ofRegular Employees iIi Similar Positions, by Type <?fFlexibleWorker· 

I ,d, 

,Sample Size Higher:' ' Lower About the Same DOn't KDow 

I TelllPorary Help Agency Workers! 253 ',,62.1 13.4, 21.7 ' 2.8 
\1 

Short-Term Hires2 138 18.7 21:.7 66.7"., 2.9 

I 
":. 

' ,'. J: 
Part-Time Workers 394 4.6 19.8 74.6, 1.0 

,Qn-Call Workers 150,' ' 16.7 18.7 61.3 3.3 

I 

'I , 1 FOr' temporary help woike~s, the comp~i~~n was bei:wee~the ho~ly ~il1ed 'rate for ,teJnporaiy,help 
agency workers and the hourly pay cost of regular employees iIi comparable positions. " " , 

" 2 Because of an error in the CATI program, most applicable respondents were not asked'this question' 
during the original telephone survey. ' See text for explanation. ' , 

, " .'.;:I,i' 
;,' 

f, " 

I Table II' 
, " 

I 
, ',Pereeniof Establishments Resp~>nding that. the 'Ho~ly Pay Plus Be,nefit Cost of Fiexible 
Workers is Generally 'Higher, Generally LOwer, 'or About the Same as the HoUrly , 

Pay Plus Benefit Cost of Regular Employees in Similar Positions, 
" 'by Type qf F~exible Worker 

I ..,.::. 
I! ". : ! . 

.,-;, 

Sample Size Higher Lower , About the Same Don't Know, 

I Temporary Help Agency Workers1 253 19.4 ' 38.3 38.3 4.0 

Short-Tenn Hires2 
, 138, , 2.9 ~9:4 29.7 8.0 , . ,') ': "t' .'. 

I Part-Time Workers 394 2.8 ' '62.9' 31.5 2.8 

On-Call Workers 
' , 

150 5.3 ,72.7 19.3 2.7 

I 
'1 1 ,Fo~ temporary help agency' workers; 'the comparison w~ between the hourly billed rate f~r temporary' . 

help agency workers and the hourly'pay plus benefit cost of regular,eJDployees in comparable positioru;. 
" ,2 Because of an error in the CATI program, most applicable respondents w~re not asked this ,question 

during the original telephone survey: ,See text for expl~tion. ' , 
r :~ 

I 
'1 ......
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I
workers, their responses to these pay and benefit comparison questions show that they often 


save on hourly wage and benefit costs by using flexible workers. Savings on benefit costs 
 I 

appears to be particularly important. For all four types of flexible workers, less that 20 


I 

percent of employers reported that the houriy wage cost is lower than that of regular workers 


in similar positions. For short-term hires, part-time workers, and on-call workers, a majority 
 I 

indicated that the hourly wage cost is about the same as that of regular workers, and for agency I 

temporaries, a majority ~dicated that the hourly billed rate is higher than the hOurly wage rate 


for regular workers. 
 I 

The pattern is quite different, however, when the comparison is betwe~n the hourly I 


wage plus the hourly benefit costs of flexible and regular workers. For agency temporaries, 

I

only 19 percent indicated that their billed hourly rate is higher than the. hourly wage and 

benefit cost of regular workers and 38 percent indicated that it is lower. A negligibie percent I 

. 	 .., 

.... of employers reported that the hourly wage and benefit cost of short-term hires, part-time I 

workers and on-call workers is higher than that of regular w~rkers, while 59 percent of 


employers of short-term hires, 63 percent of employers of part-time workers, and 73 percent of 
 I 

employers of on-call workers indicated that it is lower. I 


Information was also collected on the benefits employers provide to their short-term 

I
hires, regular part-time workers, on-call workers, and regular full-time workers. Because· 

temporary agency workers and conn:act workers are not employees of the establishment I 

interviewed, we could not collect benefits information for these types of workers. Table 12 
 I 

shows the percent of establishments with a particular type of worker that offer paid vacations 

and holidays, paid sick leave, pension benefits, participation in a profit or gain sharing plan, I 

28 	 I 
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I 
I . anq health iIisurance to' that type of-worker. Because' our survey pretest showed that employers 

sometimes distinguish between types of part-time workers, usually-based on the number of 

hour;s they work, indetennining benefits eligibility, employers were asked if any of their part-· 

I 
time workers are eligible for a particular benefit and, if so, approximately what percentage of 

I part-time workers' are eligible. Table 12 reports the ;percent of empl0y,erswith' part-time 

. .'.',,' :.
workers that. offer any of their part~titrie workers the. particular benefit and the percent tha~ 
." "\'" i " 

qffer 50 percent or more of the~:Part-tiffie w~rkers the p~icularbe~efit.13 . I , 

Table 12 
!. ~ .• ' .I'· 

Percent of Employers Offering Benefits to Flexible' and Regular, Full-Time Workers 

I Part-Time' 
Workers 

Short-Term To Any 
Hires Part-Time 

I 
.Paid Vacation and Holidays 11.05.3~1, I 

Paid Sick Leave . 5.7 35:8' 
Pension Benefits 3.8 37:6 
Profit or Gain"Sharing , .' , ,. N~' . ,J6.0

'1 Health Insurance:. .'. .9.5 3'8.9 
'Any of Above BenefitS· 16.2 .: . .... ;, 66.7 ',j , 

, ,. I,. 

I 
.... Our.~ta show that flexible ~orkers.aremud.i less likely than re~lar, full-ti:ple workers 

. " ., ' . " . . .' 'I t9 be offered these be~e.fit~., For'example, 79 percent of the employer~' in our. survey offer 
, ,.' ' ; ", t ~ 

I pension benefi~ to their regular, full-time wo~kers, but only four percent offer th~m t6 short-' 
4 • • • • ' , 

term hires, 30 percent to at least half of their part-time workers, ,and 14 percent to their.o~-call 

I . ' . ., . ,', ' . 

, '3Employers were asked whether each type of~nefit was'offe~ed":"'not wh~~r employ~es'elected to receive. 

1 . . it. Many employees eligible' to participate in health insurance plans may; fC?rexample, elect ,not to participate, 
particularly. if the co-payment is high and they have coverage' from another source. " , . 

I :, 
" . ;. , 

.1 •I ,'29 
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.1 
Iworkers. While' 90 percent of employers offer health insurance benefits to regular, full-time 

workers, only ten percent offer them to short~term hires, 34 percent to at least half of their I 
part-time workers, and 13 percent to on-call workers. One might speculate that the reason for 

I
the difference in benefits eligibility is because flexible workers are concentrated in firms that 

tend to provide all of their workers, including their regular full-time workers, few benefits. I 
However, within establishment comparisons of benefits to flexible and 'regular' workers show I 
that the pattern of benefits provision is virtually identical to that presented in Table 12. Thus, 

flexible workers are much less likely to receive benefits from their employer not because they I 
are concentrated in firms offering few benefits, but rather because employers distinguish 'I 
between flexible workers and regular workers in determining benefits eligibility. 

I
Data on wages and benefits of workers in flexible or alternative staffing arrangements 

were also collected as part of the Supplement tQ the February 1995 CPS. Our analysis of these I 
data supports the fmdings on wages and benefits from our survey. We classified workers in I 
the February 1995 CPS Supplement into categories that correspond as closely as poSSible to the 

categories used in our survey ... The methodology for assigning workers is described in . I 
, " " 

Appendix II. Data from the CPS show, that workers in flexible staffmg arrangements are much 
, I 
more likely to receive low wages, live in poverty, and have no benefits, than are workers in 

Iregular, full-time jobs. Although those in flexibie stafffug arrangements account for about a 

quarter ofwage and salary workers, according to our tabulations of these CPS dati, they' I 
" 

account for 57 percent of those in the bottom ten percent of the wage distribution, 56 percent I 
of those not eligible to receive health insurance coverage from their employer, and 42 percent 

of the working poor (Table 13). I 
30 I 
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. 	 ....,.1, 	 " , \i~' , 1·.. ". Table 13', •. 1', , ' 

.',:j,. 

I 
 .' Incid~n~~ of.Low Wages, He'althinsurance and 'PenSion'.Benefits , and Poverty, 

by Type of Employment Arrangement' . 

1. , . " t. 

Perce*t ,,'I 	
• 

'L,. Ineligible to :.:.... ,". I' 

, '. 	
'.;" 

I 
Percent in Recei~e "., . Percent With 

As Percent of Bottom 10% ,Health '.': No He~th . Percent 

I 
All Wage of Hourly 1 Insufli.n:ce , Insurance . Without Percent 
and Salary' , Wage from" froril any Pension Below the 

Worker Type Workers' . . Distribution Erilployet', ,SoUrce .Benefits' . Poverty Line' 

Agency temporaries 1.1. . 19,0. , !, ,80.1 ',·'i,,, .. 54.0 .' . 88.'6 25'.3 
• ' . I' 	 1\ ·;k , 

... 	 '[1.7l. . . [3.1] . [3.7] [2.9] [2.9] . 

~I On-call or day 1.9· ,25.0 , 74.0 .33.5 47.7. . 17.0· 
laborers [3.4] [5.i] [4.1] [2.7]. . [3.5] 

. '. 
, Contract workers 1.3 .' 5.6 33.i. 1, 21:1"" ": '44:0.';",:. 9.1' .. 1 ';,,' " [0~8] .,[1.~]::.· '[1.7] '. ,,, ".:': [1. 7] [1.3]'I. 

• ,1 I 

I Independent 1.0 13.7 69.6 26~7 • 71.6 9.8 
. contractors . [1.4], .. [2.6] [1.8] [2.3] [1.1] 

. Short-term hires 3.4 19.5 .59.8 27.4 . 37.6 16.9 

I 
 [6.1] F.3] .,' '[5.9] [3.8] 
 ...: [6.1],;\!
::i ,J t', 	 '. '.' , ~. I ., :' \ '. , "'~' , , . " .. 	 I.; .,. 

,.Regular part-time 15.2 31.9 67.6'" 24.1. ,. 52:0' 16.9 
,workers . ,,[44.1] , ,; [36.9] [23.4] [23'.9] ,"[27.4]', . 

I 	 . ';, " " 

Regular full-time. 76.1 " ,5.7 15.9 12:2 ". 27.3 7.1 

_w_o_rk_e_rs....;....____---,,.,...-___[4_2_.5_],....-__[4_3_.5.;..-]___[...;5...;9._3]__---.;[_62_.7...;.]_·_._._.·...;.[5_7_.7]__ 

Source: Author's tabulations from theFebruary 1995 CPS .. The self-employed were excluded from all '. 
. . 	ta~ulations. Workers.reportingeainirigsofless than·$2 per hour w~re exCluded fr,om,the tabulations'ot;l hourly'.·,'.;., 

earnings. Numbers in brackets are as a percentof all wage and salary workers. The '.classification of \Vorkers into 
worker types is detailed in the appendix. , :' ,,' .:,.' .. , . '., 

. 	 , 

.We also estimated stan~ard wage models to t~st fordi~erencesm the wages of those)n 

,'. fle~ibl~' staff~garrangementsand thosem regular'.fldHnne positionS j The dependent' :~ariable 
1 	 ".' '., • • " , ' 

", ,.,' oF 

in the model is the logarithm ofthe hourly wage" which' was conStructed by dividin~ieported' 

I 
. 	 ," 

usual weekly earnings byus~al weekly hours. DWIiIily variables 'for· whether or not ~e worker 
, • 	 ,I . . '. 

, ,'" 	 ;' ' 

isa temporary agency worker, short-term',.hire, on-c~l1 o~ day laborer .. independent contractor, 

I 	 ',' .. I 
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I
'contract worker or regular part-time worker were 'included as explanatory variables. Other' 

control variables include dunnily variables measuring the level ofeducation attained, age and I 
age-squared, race, occupational and industry dummy variables, union status, and regional 

I 
dummy variables. Separate equations were estimated for men and women. The coefficients on 


the agency temporary, short-term hire, on-call, and regular part-tnne wQrker dummy 'variables 
 I 
are negative and statistically signific~t, ,indicating that these workers earn significantly less I 

, than regular, full-time workers, even' controlltD.g for individual and'workplace characteristics. 

IThe coefficients on the contract worker and independent contractor dummy variables are 


insignificantly different from zero. The ~d:fic;ients and standard errors on the flexible staffmg 
 I 
dummy variables are reported in Table 14. 

I
To study the determinants of whether or not individual wage and salary workers are 

e~igible to receive health insurance benefits from their employer, have health insurance from I 
, , 

any source, or participate in an employer pension plan, probit models were estimated. In these I 
models the dependent variable equals one if the worker is eligible 'to partic~pate in an employer 

sponsored health insurance plan, has health insurance from any source, or participates in an, I 
employer pension plan and zero otherwise. The explanatory variables are' the same as those I 
~sed in the wage models. The coefficients and st:a.Ddard errors on ,the flexible staffmg dummy 

I
variables in these benefit.models are reported in Table 14. Because the coefficients on the 

explanatory variables in probit models are difficult to in~rpret, the implied marginal effects of I 
changes, in the explanatory variables,on the probability that the individual can participate in an I 
employer health insurance plan, has health insurance: from any source, or participates in an 

employer pension plan, evaluated at the mean probability of such participation, are also I 
'32' ' I 
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. Table 14' . 

,I. ., . . Goefflcient Es~tes OD' FlexibleStaffmg . 
. '.,' 

Dummy Variables iri Wage and BenefitS MoclebP . . 

I .," 
,. 

I 
.. 

" 

.In(hourly wage) 

Men I Women. 

I 
Age~cy Temporary -O.11J8 -0.158 

.. ., ::,(0.033) (0.030).. , ".. ' 

I 
On-Call Worlcer .' -0.050 -Q~099 

.' .(0.027) (0.026) 
'., ", , 

" " , 

Independent -0.017 0.011

I . Contractor ····(O.Q~2) , (0.0~3) 

' .....Contract Worker 0.Q22· ;'-O:()(j.ij. ,.

I . (0.024) :. (0.034) 

II Short-term Hire -0.103 -O.~57 
(0.020), (0.018) 

I Regular Part-Time . -0.114 -0.098 
Worker .' (0.022) (0.015) 

. ' 
; , 

. " 

Dependent Variable:' . 

'.' " rHealth 'Insurance Health 1ns1.,1f~ce 
from Employer from Any Source Pension'lnsurance 


M~n. . I Women 
 Men·. I Women, Men I Women 

-1.945 -1.775 ... -1.321 -1.157 -1.751 -1.778 

(0~.l06)·· . (0.091)' , (0.093)~ .. (0.084) . " (0.125)' , '(0.113) . 


[-0.603] [-O.6~3] . [-0.310] [-0.264]' H).625] [-0.640] 


-L341 -1.917' -0.680 .,0.657 -0.569 . '-0.335 . 
(0.070) (0.070) , (0.070) '(O.Q?6) (0.074) (0.072) 


[-00416]'., [-0 ..973] : [-0.1601. . [-O.l?9] , -[0.203] .. [-0.120] 

, ",' . .',', 

. -1.711 .-1.369 -0.636 ' -0.546 , -1.028 -1.127 

(0.0~6) (0.103) . " (0.094) '-(0.095) (0.092) (0.106) 


[-0.424] [-0.601] [-0.149] [-0.125] . [-0.367] .. [-O.406J 

, '<, 

-0.523 ';~.. -0.682 -0':344; , -0.481. -0.384 -0.572 
(0:069) . (0.100) (0.075)' (0.111) '. '.(0.069) (0.105) 


. [-0.162] [-0.240] [-0.081) [-0.110] [-0.137]' [-0.206] 


-1.152 -1.416 -0.523 -0.524 -0.398 -0.425 

(0.052)., (0.049) (0.056)' .. (0.05~) (0,P56) . '(0.054) 


[-0.357] [-0.497] . [-0. 123L [-0.120] . [~.142] .. H). 153]. 

.. 

-L168 -1.131 .. -0.205 -0.230 -0.292 -0.377 
(0:038) (0.024) (0.039) . (0.027) (0.039) (0.025) 
[-03,~fl , [-0.397] [-O~048] . '[-0.052] , [-0.104] [~0.136] .,. ,. 

"

I IStandard errors are in parentheses. The marginal effect of be~g a particular type of flexible worker on the 
probabilIty of receiving a particular benefit is reported in br'ac;kets;.An intercept term, age; education, race, 
geographic region, umon status, industry, and,occupation control v3.rlables were included in ail models .. 

, • ' .' " • ' -.• '1 ':', • ! ',. ':: • ~ .'" " 'I .' ':, ,:,' 

.,1'. 

reported.' Evenafter eontr~lling:for age. education.: oeeupa~ion.· industry.,Uriio~'status·: 'arid'
.', ' , . . 

I. to be offered health'insurance or pension 'benefits by their employer or to have health 
I' \ , .."I:! 

, ,'iiis~an~efrom an; soutee 'thaD are.regular, full~t~e·~orkdis;l~'·.',:· . >,I , .:. .",.' " '. " , .' ..:.' ;" .'., ", '. . 

I 

, , 

,,' . . l"The results from the wage and benefits ~quati~rui may'. be,'con!~ted by sample selectiop ·bi~. The large . . 1 . .number ot' work categories ~ the small sarp.ple s~em many categories ~~e ~t. difficult' to,.model·the. decisi9n. ~o '. 
. . '. ,',: ' ,',>, 
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I 
. VI. 	 Mobility of Flexible Workers into Regular Positions I 

Employers were asked to evaluate the extent to which they hire or move flexible I 
workers into regular positions. Specifically, for those using workers from temporary help 

I 
agencies, short-term hires, regular part-time workers, and on-call workers, respondents were 

asked if their organization hired. or moved each type of worker into regular positions often, I 
occasionally or.sometimes, seldom, or never. This set of questions complements the questions I 
on whether screening workers for regular positions is an important reason for using the 

Iparticular type of flexible worker. Understanding the extent to which workers in these flexible 

staffmg arrangements have the opportunity to move into permanent positions with the I 
possibility of stable employment and good benefits is important for developing an appropriate 

I 
policy response to the widespread use of flexible· staffmg~ arrangements. 


Table 15 reports the responses to this set of questions on the mobility of flexible 
 I 
workers into regular permanent positions. Employers are most likely to move part-time I 
workers and least likely to move on-callworkers into regular positions, but the difference in 

, " 	 , Imobility across groups is not large. Although for each type of flexible worker, only a small 

minority of employers stated~t they often move flexible workers into regular positions, a I 
much larger fraction reported occasionally or sometimes moving flexible workers into regular 

I
positions. 	 About43 percent of employers using temporary help agency workers, 43 percent of , 	 . 

I 
work in various flexible staffmg arrangements, and thus to do a standard correction for sample selection bias in the 
wage models. It is not possible to include the inverse mills ratio in a probit model, and thus to do a standard 
Correction for sample selection bias in the benefits equations. In ongoing work I am experimenting with instrumental 
variables and with a more complicated modeling of the decision to work, the choice of type of work, and the 
determinants. of wages, health insurance and pension benefits. In an examination of the determinants of health 
insurance and pension benefits eligibility among part':time and full-time workers, however, Blank(1990) found that 
modeling the labor SUPPly decisions had little effect on the coefficierits in the benefits eciuations.· . 
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I 

I those using short-term hires, 54 percentof those usiDgpart?time workers, and46 percent of 

I those using on-call workers indicated that they often, occasiorially or sometimes move these 

',,' ' 
, " 

, "," l' 

'I 
, ,I .'workers into regular'positions. 

"'. 

. 'I::~' . " ", 

, Table 15, ,. , , 

I "Mobility of Ftexible Workers into Regular Positions, 
,by Type 9f Flexi~leWorker 

I 

, " 


,OccaSioDallyI " "Don't Sample 
Often Sometimes Seldom Never Kilow Size 

I : 

Temporary Help Agency Workers 11.5 31.3 19.0 "36.8.: 1.6 253: 
Short-Term Hires 9.0 '34:3 ,17.1 '38.6 ' 1.0 210 " 
Pan-Time Workers 14.7 '39.6 16.0 28.9 0.8 394 

I On-Call Workers 9.3 ' , 26.7 27.3, 32.7 4.0 150 
, . 

I 
 To get a better sense of the quantitativeimporiance of mobility into regD;lar positions, 

" I. 

~e ran 'simple correlations between: whether ~r not an'employer often moves ~mporary agency

I workers, short~term ~es or part-time workers into regulai positionsanq our'measure ofthe 
. .',' ' '. '. 

I 
 intensity of the employer's use of eac1i'type of worker,. We also hill the simple correlation 


I between w~ether the employer often, occasionally,or' ~ometirries :rp.ove each of these types of 

workers witIi the . trieasur~of intensity of use.' rhe~ correlations 'are positive (.16 and .14) and 
j ", , 

I ", ' 

statistically significant in the case of agency tempOranes,' but hlsignificant for short-term hires 
, " 

'I and part-time Wo~kers.' :This fmding is consistent willi that of'a survey of temporary agency 
.'. " I·. , 

.' '" ' 

,J ' , '. .,',' , ' . , 

workers by the National Association of Temporary Staffmg Services in which more than one-

I ,', 
third of responde~ts reporredbeing offered a job by the'organizat~on to :whlch they had been on 

I assignment. 15 
.\ ' 

" p 

I ISNationai Association ofTei:npo~ary Staffmg Services, "Temporary help/staffmg services industry continues 
to create employment opportunities," press release, April 1, 1994. " " 

. . .~j,. . . 
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I
VII. 	 Trends in the Use of Flexible Workers 

A final purpose of our survey was to identify any maj~r trends in employers' use of I 
flexible staffmg arrangements in recent years. Much press coverage has been given to the 

I 
growth in employment in temporary help agencies. Figures widely cited come from the BLS 

monthly establishment survey (CES) and refer to employment in the help supply services I 
industry, which is largely comprised of employment in temporary help agencies. According to I 
figures from the CES, employment in help supply services increased from 1.2 percent to 2.0 

percent of nonfarm payroll employment between 1990 and 1996. I 
" Data on part-time employment for the United States come from the CPS. These data I 

shoW a large increase in part-tiffie employment in the early 1990's, though this is generally 

I 
attributed to the recession and the fact that the share of employment in part-time work 

historically moves counter cyclically. Because of a major revision to the CPS in 1994 more I' 
recent data on part-time employment are not comparable to earlier figures, and thus it is I 
impossible to determine trends in part-time emplo~ent in the 1990's. 

IThere is little information on the levels, let alone the trends, in employment in the other 

types of flexible staffmg arrangements covered in this survey: short-term hires, on-call I 
workers, and contract workers. The supplement to the CPS on contingent and alternative work 

I
arrangements in 1995 and 1997 will help to fill in this information gap on trends for on-call 

" ' 

and contract workers. 16 I 

I 

I
16Data from the February 1997 CPS had not been released at the time of this writing. 
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"',''I' In our survey, ,employers that hadl:lsedagency;teniporaries, 'sllort-term'hires, part-time 
," ~ . 

I workers, or on-call work.ers were asked whether sinCe, 1990 thdr ~se ofeach type of flexible ' 

I 
" 'worker had increased;" decreased ,or remained about the same'relativeto:the size oftheir 

, ., • ' , • " j, • 

" regular :workforce. ,r.I:able 16 smpmarlzeg, the responses to these q~estions. The percentof 

'I ',' establis,hmentsincreasingtheir use of agency temporaries, short-tfmll,hires, and on-call 

"I workers, r~lative to"therr use of regular workers since ,1990 was slightly' higher than the percent 

1 

decreasip,g their use. Employers were not asked how much their use of these flexible workers, ' ' 

I h~dchanged. "Thes~tiguies areconsisteilt with some: trend incre~se in'the useof these types of 

, w~rkers; but' there' is ceitainIy' nothing, fu'lo~r 'data to suggestth~re has, been a strong trepd 

increase in the 1990',s. 

I 
";,", 

Table 16

I 
I 


"Percent of Establishments Responding that Their Use of Flexible Workers Has 

Increased, Decreased, or Remained About the Same Relative to Their Use 


, of Regular Workers Sin~}990, by TyPe of Flexible Worker 

," 

I Relnained' 
AbOut the, Don~t Sample 

Increased ' ' Decreased Same ~ow Size 

I 
I Temporary Help Agency Workers 

Short-Term Hires 
Part,-Time Workers 
On:':Call Workers 

24.3 23.9 , :47.8 4.0 2~n 
14.3, , lZ.4" ,72.4 1.0 210 
24.9 ",8.9 64.7 ',1.6 394 
17.3 , 15.3 , 64.7 2·7 ,', 150 

1 
: '! 

In contrast, two to thr~e times as many employers fuclieated' that therr use'of regUI~ 

I part~time workers' ~ad increaSed relative to their use ~f regular full-time, workers' ~,'lndicated, ' 

.'. " 

.... ' 

, " 
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.1
their relative use of regular part-time worker had decreased. As noted above, one cannot 

cleanly look at trends in part-tinte employment in the 1990's using the CPS. .' I 
It is possible that the share of part-time jobs in the economy could'be increasing even if 

I 
. the share of workers with part-time hours is not. This is because many individuals who work 

full-time hours hold multiple jobs, combining a full-time job with a part-time job or combining' 1\ 
two or more part-time jobs to work a full-time schedule. The redesign of the CPS allows one I 
to look at the number of workers working full-.time hours who 'hold part-time jobs. In 1995, 

Ian estimated 6.5 million workers held.one or more part-time jobs. Between 1994 and 1995 the 


number of full-time workers holding part-time jobs increased by six percent, while the number 
 I· 
working less than 35 hours a week at all jobs (the official defInition of part-time employment) 

I 
remained about the same (Gardner, 1996). Thus recent data provide support for our findings 

on trends in part-time jobs. However, we would need a larger sample to know if our fmdings I 
on part-time trends are valid or an anomaly. I 

Tables 17 and 18 report factors importarit in the decision to increase or decrease, 

Irespectively, the use of a particUlar type of flexible worker relative to the regular workforce. 

Among those increasing their relative use of flexible workers, the most commonly cited I 
reasons were the rieed to increase workforce flexibility to accommodate fluctuations in 

I
workload and business expansion. The fIrst suggests businesses have been under greater 

competitive pressure to increase productivity and lower labor costs in recent years. The latter 'I 
suggests that management may fmd it easier to increase its relative use of flexible workers I 


I 
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I Table 17 


I Reasons for increased Use df Flexible Worlcers . 


I' 
, Temporary Help . Short-Term Part-Time On-Call 

Agency W~rkers .: Hires . Wt;lrkers . Workers 

Percent, Responding the Increase w~ 'Partly' Due to: 


I .' . Greater use of flexible workers to " 24.2 3.3,. 


.1 

screen candidates, for permanent jobs I.," 


Need to increase workforce 37.1 40.0 ... 52.0 57.7,' 

flexibility to better accommodate 

fluctuations ~ w,orkload 


'1 Competitive pressure to reduce labor 3.2 16.7 15.3 : 11.5 

I 
costs 

Corporate restructuring or merger' 4..8 13.3. ., ",'3.1 ·.7.7 ' 

Increase in benefits or social 1.6 , 6.7 12.2 3.9 
insurance costs for regular 

1 emplor~es J:;' 

I 
Greater use of family medical leave 9.7 6:7 

by regular employees 


Difficulty fmding qualified workers 37.1 
.; ',' .. on oWn 

1 Business expansl~n 25.8 50.0 48.0 50.0 

Business contraction 4.8 , '13.3 6.1 " 3:9 

I ". 


Ctiange in the hours of operation 9.2 0.0 


1 

. Introduction of new machinery or 2.0 7.,7 

equipment 


62 30 26 
.Sample Size 

. , ~,,I 
t 

'",','. 

when employmen~, is expanding. Ifmanagem~nt ~creases the relative use ~f flexible workers 

I , ~ , , ' : ­

when employment is stagnant or falling, it,will have~o cut the number of regu1ar'pos.itions, .... 

'I 

• '11 "'. I " ,. '. 


which is likely to harm workplace morale. It can increase the proportion of its workforce in 
1 "., !' . ". 

flexible staffmg arrangerrumts without reducing the' number of regular workers during an 1 
r, 

I 
 '. ,,1,
, 39 .,", , 
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Table 18 

Reasons for Decreased the Use of Flexible Workers I 
Temporary Help 

Agency Workers 


Percent Responding the Decrease was Partly Due to: 

Difficulty in maintaining product or service 
quality when using flexible workers 

22.0 

Better able to fmd qualified workers on your 
own 

27.1 

High turnover of this type of worker 11.9 

Tension between temporary and regular 
workers or union opposition 

5.1 

Corporate restructuring or merger 5.1 

Business expansion 0.0 

Business contraction 20.3 . 

High fees; labor and/or administrative costs 
associated with this type of worker 

18.6 

Introduction of new machinery or equipment 

Change in hours of operation 

Sample Size 59 

Short-Term 
. Hires 

7.7 

19.2 

7.7 

7.7 

42.3 

15.4 

26 

Part-Time 

Workers 


8.6 

11.4 

5.7 

37.1 

2.9 

2.9 

8.6 

35 

On-Call 
Workers I 

17.4 I 

I 


13.0 I 
I 

13.0 

17.4 I 
4.4 

I 
8.7 

8.7 I 
23 

I 
. expansion. Management also may choose to increase the relative use of flexible workers I 
during an expansion if it is concerned that the increase in business is temporary. Among those 


increasing their relative use of agency temporaries, 24 percent cited screening workers for 
 I 
permanent positions and 37 percent cited difficulty in fmding qualified workers on their own as I 

, reasons for the increase. Together, these answers. suggest that a large share of the increase in 

Iagency temporaries occurred in fmns seeking to fill permanent positions. 

I 
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I 
I Among those decreasing their relative use of flexible workers, business 'contractio~ was 

cited b):' many·as a reason; 'suggesting that flexible w,orkers are sometimes'used to ,buffer ' ' 

regular workers from busines,s fluctuations. Thos~ decreasing their use of age~cy temporaries


I '.. 

also often cited difficulty in maintairiing product or service quality, ability to. fmd qualified 

I workers on their own, and high fees as reasons for the decrease: 

,I 
',' 

Questions concerning trends in contracting .out were phras~d differently than were the.' ' 
, , 

, ., ' " .' " ' . .J,:', 

questions on trends forthe o~er types ,of flexible wor~ers. Employers indicating tnatthey had,' 

I' 
I 

used contract workers in the ,last six years were asked if they had contracted out work, 

previously done in house, since 1990.and if they had brought anycontrac~ed work back in 

house since 1990. It is possible that aD. establishment could have contracted out some tasks and 

I 
brought other taskS back in house. The results of this pair of questions are reported in Table 

I 19. The number of employers indicating that tlley had contracted work ont previously'done in . 

house since 1990 was almost twice as high as the number indica~ing'that they had brought 
" • ,,' I " '. 

contracted work back in house. Ariiong es~blistiments that had contracted ,some workov~~' the 

,', 

Table 19' 

'P~rcentof-Es~bliShments that Co~tracted"Work Out Previously Done In-:Hou~e or 
that Brought Contracted Out Work Back In-House Since 1990,' 

I' 

I 

I 


, As a Percent of Establishments Using Any" 
Independent Contract Workers Since 1990 ' 

'. As a Percent of All Surveyed' 
, Establishments ' 

Contracted Out Work ' 
Since 1990 

Brought Work Back In-, . 
House Since 1990 

Contracted' Out Work' 
Since 1990 

'Brought Work Back In­
House Since 1990 

37.8 , 20.9 

n = 249 

, " 

17.1 9.5 

,n =:550 

I 
I .'.'. 41 
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I 

I
last six years, 38 percent contracted.out work previously done in house since 1990 compared 

to 21 percent that brought work back in house since 1990. This implies that 17 percen~ of all I 
establishments in our sample had contracted out some work previously done in house just in 

I 
the last six years. 

Similar findings are evident in earlier'employer surveys. Abraham (1990, p. 92), I 
describing the results of a 1986 survey of Bureau of National Affairs members, reported that I 
from 1980 to 1985 the number 'of firms with an increase in contracting out (13'percent) was 

Iabout double the number with a decrease in contracting out (6 percent). The Bureau of Labor 

Statistics Industry Wage Survey in 1986 and 1987 included a special set 'of questions on I 
contracting out in 13 manufacturing industries. Abraham and Taylor (1996) reported increases 

I 
in the use of five contracting services among establishments in these 13 manufacturing 

industries over the 1979-1986/87 period. Although the samples in these two surveys and ours I 
are quite different, together they suggest that there has been substantial and steady growth in I 
contracting out at least since 1980. 

ITable 20 provides information on why businesses contracted out work previously done 

in house. Businesses often reported that they contracted out work previously done in house I 
because of competitive pressure to reduce costs (40 percent) or the inability to compete with 

I 
contractors on price, 'quality, or market position (26 percent). In addition, business expansion 

was 'cited by 31 percent, suggesting that businesses contract out work when an expansion I 
Inakes it difficult for their own staff to handle the extra workload or when the increase may be I 
temporary. Interestingly, contracting out work previously done in house is rarely associated 

with corporate restructuring or merger. I 
42 I 
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Table 21 proyides. information on why ,bus~esses bring worJc previously contract¢d"out. :, 
• " . , , " .1, ,', . • ; • " : <,' , ',If 

.i' 

I ,back,in,:hollse: ,Not'surPrisingly, many,'~mployers'bringing work back in house express 
• ,', • 1 -,',i " "1 • , ' • , 

l 

dissatisfaction with the Qtl3lity of the product or serVice ,provided,by outside contractors' (31 
",: • j , - -, ",', ' .' , " ,I , " 

,percent).· Justas is the casewith,contracting'out wqr~', bringmg work back in house.is·!als9 ,'" 

I 
" " . ','

: ': j '," 

, ". • • J 

,Table 20. 
I ''. '.', . ,I Reasons' Businesses Contracted, Out Work ;PreviouslY,Done' by Regular Staff 

, ! >'1 

I 
 Percent'responding that it was partly dueto: 


, . 40.0Coin~titive px:essure to re<fuce costS" 

Cox:porate restructuring or merger, , " , , . ' ~.,3


I ','1 '.' ,Inability to compete with contractors on pr:ic;:e: quality, orfuarket:position ' ',' " ""26:3 
, 30.5 B:usiness expansion 

Busfuess contraction ,.5.3 

I 

,~. I: ' . 


t· .. , .I, 

Sample Size, ' '. 95, 

I " , 
. ,I' " ' 

Table 21., 

I '. ' ':, 

"Reasons Businesses Brought Work Pr¢viously ContrC!.c:~ed Out Back In-House.' 
,: " I , i , I ••. ,. :'. ' •• ,' 

, "I Percent,x:esponding that I~ w~, partly due to: 
.- ',:- ~ l .,~'. I ,I' " 

I 
Inability, to maintain product or service quality using outside (;Ontractors" .30.8 

,; Cox:porate restructilri.D.g or merger " ,,' , '::', ',.:; , ,,,' " ,,', ':'. " 1:9 
UIrion or employee resistance to outSide contracting 0.0 ' 
,B1¥iiness expanSion ' . ;. 

,,',. 28.8',' I 

BUsiness contraction 5.8I 
, 

"~ISample siZe ,,' :52 

,'j', ' 

, " 

commonly associated with a business exp~ion. Although union or employee resistance may . 
• ' ' '... • ,J:, , , ', , .; • '. " , , ,.~: '.::. _ 1 " , t • , ,',. ,,: ' 

often keep employers from contracting out in th~ f~st place, our data suggest it i~ rar:e~y.a 
. " ~' ',' " , \" .' I.! .': ' ',:' I: ..' '..... ," . 'f' ! " : " ' ,,"f' , .';, ,'.' 

reason to bring work back in' house onCe it has been contr~cted:out., 
• ,', • • J . ' , .: ", .': 'c !;i ' \' , : I,' .: '- ,;', . J j '" •• ,\. '\ \~ " • 
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I
, In addition to asking, questions about trends in the use of flexible staffmg arrangements 

since 1990 within th~ establishment, we asked respondents their opinion about likely future I 
trends 'in, flexible staffmg arrangements in their industry. Specifically" respondents were asked 

I
whether they agreed or disagreed with the 'following statement: "In the next five years; 

companies/organizations in our indl'!-stry will use more flexible staffmg arrangements, such as I 
temporary employment agency workers, short-term hires, part-timers, on-call workers, and 
", , \ ' ' I 

,contract workers. ", The overwhelming majority, ,65 percent, agreed with that statement. 

I 
VllI. The Determinants of Employer Use of Flexible Workers I 

Above, we examined the types of employers thatuse flexible workers and the reasons 

I
they give for-using these types of workers through simple tabulations of our survey data. ' In 

this section we report the results of regression analysis, which provide further insights ,into I, .~ . 

who uses flexible workers, the extent of their use, and why they use them. I 
We'first modeled the employer's decision whether or not to use a particular type of 

flexible staffmg arrangement. To' do, this, we estimated probit models, in which the dependent I 
variable equals one if a particular type of flexible worker is used in the establishment and zero ,I 
if it is not. We estimated separate probit equations for each of the five types of flexible 

I
staffmg arrangements in our survey. 

'As explanatory variables we included the logarithm of employment in the I 
: , . 

establiShment; dummy variables to control for region in which the establishment is located; the I 
share of employment in each of nine occupations in the establishment's industry; the percent of 


unionization; a dummy variable indicating whether the establishment is in a rural location; the 
 I 
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I 
.. \.' 

:,", 

.' . 

1 ,,' 

'I I ''-,!' 

", 

average unemployment rate1in 1995 in the establishmeqt's iocality;, measures of seasonality and, 
. ", , '..-' 

,', 

I cyclicalityin the establishinent's iIidustryi ~d a dummy. v'ariable, set equal to 'one if the: " 

I 
establishment.~ffers bothpensiona~d hea1thJnsurance benefits tor~gu1~, full-time workerS,; 

, . , ., '. , , ;; 

, , ! 

In addition, iIi the models for part-time and ori;.call,workers, we included a dummy variable 
" ' ! ' 

I " , 

equal'to one if ,th~,esta'blishment's houi:s:~fope,ratiort could' be easily covered by full-iline 
, " .:" 

I 
I' 

shifts. ", ",I, 

, We expect the ~i~on'the IOgariilimofeni~IOymen~'V~riable to be positive; 'all else the 
" ,I. 

same; -we '~ould expect that larger ~stabli~hments~ould be more likely to have'used at least 
, ,,,I " ' , .'~. " • • ,. .t! . "',' . ' 

.1 one flexible'worker~A1thorighwe:have no'a prici'ri:reasci~ to believe that usage of flexible' 
'" ", , , ·1' , ' 

I 
workers would differ a~~Qss ~gioris of the countrY '~fter"controlling i6r occupational stnicture, 

, ,'.' '-, " : .' 
"j, .,', ' .;' . ".\;,1. 

given the dynamic nature of flexible staffm,g, arrangements,; it is possible that .certain , 

I employment practices hav~""ciiughton'~ morequicItly msome regions of.the country than in 
- " " , 

1 others. ...~' , , ," 

i :. ' 
"', 

W,e would expect that usage of flexible workers would be highl.y,correlat~d with the., " 

1 •• ' '(, ' , " '1" 

()ccupational disir'ibution ofthe 'establisnment's 'employment,. We 'constrUcted oc~~pational 
1:. 

I share variabl~s bY",taking the, share'ofemployment~ the'~~tablishmeD.~'sindustry in 1995 in, " 
,',' " " , ,',' 

I· 
" each of the f~lio'wingoccupations: executive~ ~c1milristfative,cand 'managerial; professio'naland, . " ~ . . . . . 

, I, • 'I '", ' 

specialty; technical and related support; adIDinistrative suppOrt and,clerical; service; marketing 
.> • ,I, , ' ", "', j • ,'. " I', ".,,',. I " ,,' ,:' . . 

I 'and sales; agricultural, forestry, and fishing; precision production, craft, ,and ,repair; and 

I operators, fabricators, and labor~rs:. The data on 6ccup~tiona1 share by' nidustIy come from 
. ,; 

, the Bureau'of Labor Statistics and,are jirimarily based on BLS Occupational Employment 
, ,,' ',' , " • .' < " .", I • , , , ,~" .' '. ' '. ' ~ 

I 'Statistics surVeys; which'ar~ employer:'surveys~ondu~t~d e~~ry three years,,~We have 1103-' 

I 

, " ,'"t'>
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I
digit SIC code' industries represented in our sample .. For 83 of these industries, occupational 

share data are available at the 3-digit SIC code level; for 74 they are only available at the 2­ I 
digit level; and for 13 they are only available atthe 1-digit level. We also included industry I 
dummy variables at the ,1-digit SIC code level mpreliminary regressions. However, these 

industrY dummy. variables are never,significant. Probably because of the high degree of ~I 

collinearity between industry and occupation, the main effect of omitting them is to lower the 'I 
standard errors on the occupational share variables. 

IThe predicted effect of percent unionized on the use of flexible workers is ambiguous. 
. ' 

On the one hand, unions are likely to oppose employers' use of certain types offlexible ,I 
staffmg arrangements. On,the other hand, unions typically raise wages and benefits of 

I 
workers, giving employers an incentive to use flexi:t>l~ staffmg arrangements. ' .. 

We included.a dummy variable indicating that the establishment is located outside a I 
metropolitan are~ as an explanatory variable, because it is possible that labor markets for I 
flexible workers are less developed in rural areas. This is particularly likely to be the case for 

temporary help agencies, which exist only in places with sufficient demand for their services. I 
For establishments located in metropolitan areas, we used the average unemployment I

;;: 

rate for 1995 of that metropolitan area as our measure of local unemployment. For 

I
establishments in rural areas, we used the state unemployment rate. 17 The unemployment rate 

is intended to capture the degree of slack in the local labor market; Companies may be better 'I 
·1 

,I


17Unemployment rates for nonmetropolitan areas are not published. 
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I 
I able to fmd qualified workers on their own when labor markets are slack and thus be less 

,inclined to use temporary help agencies. ' ' , 

, \V~also incl~ded m~sure's of seasonali~"and cyclieality of'the establishment's 

I 
 , , , 


, industry. To ~o~troct.a measure of, seasonality' we :regfess~d tlielog~itmn ~f ~onthly: 
" 

employm~nt in th~ establishment's 3~digit SIC cOde'indu'stry on 12 month dummies, and 

,I 
I , " , " ~ . , , . . " 

, "" 
'. 

restricted the sum ofth~ coefficients' on those dummy variables to equal zero . 'Our measure of 
, ' .,.,.' , -. 

seasonality is the standard d~~,iation of the coefficie~~ on the, inonth dummy variables. 'In ' 

I 
 .' I.,' 

I I"" 


I' 
constructing our measure of cyclicality" we, regressed the change "in the logarithm of ,~onthly 

employment in the"establishmerit's 3-digit SIC ,code industry .on the monthly change in the 

logru::iimn ~f non~farm payroll' employr,nent'pl~s month dummy ,varia~les. Ourtyciicality

I ,.', . .. " 

measure is the coefficient on the change in non-f~ payroll employment from'that regression. 
" .., 

,I FinallY,' we wanted to.iliclude a control for ~hether 'the etriployer offers good benefits 
. ' • "', I , ',' " " 

to i~ full-time regular workforce., It has, been alleged that some firms hire workers under ' I ,"" 

alternative' work ,arrang~eniS' to "avoid providing costly benefits to ~ ,certain portion of the ' 
I , ' "",.' 

I 'workforce~ It may 'al~ob~ the case ~t:elllpl0y~~s"offering good be~efits ~re, mQre. concerned.' . ' . 

,I about screening 'workers, andthatthey hire workers for re~lru::positions from the pool of 

I, 
:', 

workers in alternative work arrangements. Our pr()xy for "good ',ibenefits is ,whether the 
J "".1' ," ' '. ".'" .' "". I 

employer provides both p~~ionand;hyalth,insUrance benefits to:'its regularfull-tinle 

.. 1,:­ " J'workforce. " ,e',' 

',I' • 

. . ; 
'Table 22 presents the coefficIent'estimates and associated standard errors from the 

• . f • .' 

probit models. The implied marginal effects of the explanatory:yariables em the probability 

, . , 47; 
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I
Table 22 

The Determinants of Whether an Employer Uses Flexible Workers:· Probit Modell I 
Mean . Agency Short-Term Part-Time :On-Call Contract 

(std deviation) Temporaries Hires Workers . Workers Workers 

.In{employment) . 4.382 0.246 *** 0.114 *** 0.041 0.133 *** 0.151 *** 
(2.374) 	 (0.042) (0.040) (0.044) (0.044) (0.040) 

[0.098] 	 [0.043] [0.016] [0.045] [0.060] ~I. 
Industry-Occupation 
Share: 

managerial 	 0.090 4.885** 0.373 -2.435 -1.864 2.046 I 
(0.476) 	 (1.928) (1.780) (2.061) (1.913) (1.825) 

[1.93.9] 	 [0.141] [-0.921] . [-0.636] [0.808] I 
professional 0.149 -0.489 -0.380 0.585 . 0.567 0.654 

(0.180) 	 (0.561) (0.516) (0.657) (O.574) (0.518) 
[-0.194] [-0.144] [0.221] [0:193] . 0.258 -I 

technical 	 . 0.041 6.479 *** 0.261 . 0.433 2.620 * 2.943·** 

. (0.056) (1.548) (1.386) (1.700) (1.447) (1.413) 
 I

[2.572] 	 [0.099] [0.164] . [0.893] . [1.162] 

marketing/sales 0.112 0.553 .0.025 0.934 -0.915 :.Q.OO2 I
(0.159) 	 (0.539) (0.508) (0.644) (0.574) (0.517) 

[0.220] 	 [0~009] [0.353] . [-0.312] [-0.001] 

I
clerical 	 0.189 0.163 0.435 -0.808 0.503 . -0.475 

(0.119) 	 (0.738) (0.686) (0.800) (0.726) (0.7oo) 
[0.065] 	 [0.165] [-0.306] [0.171] [-0.188] I 

agr~cu1tural/related 0.014 1.920* 1.912 . -1.110 -0.073 1.286 
(0.073) 	 {I.077) . (1.231) (0.987) (1.098) (1.110) I,[0.762] 	 [0.725] [-0.420] [-0.025] [0.508] 

precision production 0.088 1.405 * 0.197 -1.488 * . -1.921 ** 1.664 ** I(0.115) 	 (0.770) (0.739) (0.777) (0.983) (0.729) 
[0.558] 	 [0.075] [-0.562] [-0.655] [0.657] 

'Ilaborers 	 0.136 0.943 * -1.321 *** -1.746*** -0.467 0.385 
(0.179) 	 (0.512) . (0.516) (0.542) (0.576) (0.484) 

. {0.374] [-0.501] [-0.660] [-0;159] {0.152] II 

fl. 
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I r,'. Table "22 " 1 

II 
(Continued)' 

\,I l ,. ',', 

.1 Mean AgencY' Short-Temi Pait-Time On-Call Contract 
'(std deviation) Temporaries Hires Workers Workers Workers 

" 

,I , percent ~on2 11.670 -O~561 ** -.392 ~.71O*** -.424 .189 
'(28.238) , (.261) (246) (.267) (-.267) .: (.240) 

.. r: ' [-0.223] [-0.148]' [-0268] , ,:' [-0.144] [0.075] 

I 
" , : 

rural 0.225. -0.415 ** .' 0.242 -0.052 -0.144, 0.118 ' 
' (0.41~) .. ,: (0.173), (0.159) " (0.1~0) (0.,181) ,(0.160) , 

,I 
" 

[0:,i65] [-0.092] " [-0.019] [-O.04Q] [0.047], 

, ; 

area unemployment 5'~082 -'.076' ' '.008 ,', -:015 . " -:'075 .off· 
rate . (l~640) <.056) .... ,'(.048) (.'052) (.059) (.049)

I "' t :" •• ~' "I. . i' ;;' [-0.030] " [0.003] [-0.006] ;,' [-0.026] [0.004] 

, industry seasonality " ' '" 0.032" .... 4.382 ** 5.912 ***" "1:774- 1.622 -6.994***

I . (0.038), (2.1,81) (1.998) .. ,' (2~201),' (2.312) . (2.351) 
. [1.7~0] .. .', , [2.240] ,[-0.6701 [0.553] [-2.763]' , 

',," 

'., 

industry cyclicality 1.533 -0.025 0.027 0.003 . 0.0:f6 ,0.072 ,',,I, 
" ' 

,I 

(1.423) :(0.059) . (0.056) (0.065)" (0.061) (0.056) 


, (-:0.010] , [0.010]' "[0.001]' [0.009] [0.028]" 

""'.< 

good'henefits 0.655 0.544*** 0.228 '0.300* 0.351 ** . -0.031 
. " (0.476) '. , (0.156) (0.153): (0.167), ' (0.168)' (0.150) 

[0~216]' [0.086]" [0.114] [0.120] '[-0.012] 
" 

,t .... , , • 

" 
'. full-time shift .428 -0.376 ** -0.213 

'\" '. ;.' 

(.495) ~0.1?5) , . (0.158) 
[-0.142] [-0.073] 

'lStandclrd errors are in parentheses. Three aSterisks indicate sigD.ificanc::~ at the 1 percent level of ' 
confidence; tWo asterisks at the 5 percent level; and one asterisk at the 10 percent leveL The marginal effect of 
. the change in a variable on the probability of using a particular type of flexible worker is shown in brackets. 

2Coefficients and standard errors have'been multiplied by 100. . 

,! ',,1, 

$it tQe establishment will use the particular type of flexible worker, evaluated at the mean 
( , I .• " " ' • 

, probability that an establishment uses that 'type of ~orker, is also reported. As expected, the .. 
. ' . I , 

.,',
'. , 

establis~ent's employment size is positively relat~ to the,probability ttmt it uses flexible 
. ." ..",,' . . 

""> 



I 

I
workers, with. the exception of part-time workers, which are used by most establishments, 


large and small. The coefficients.on the geographic dummy variables, not shown in the table, 
 I 
suggest that there are not large ,differences in the usage of flexible workers across regions of 

I 
the country. 


The coefficients on the occupati?nal share of employment in the establishment's 
 II, 
industry reveal some interesting differences in the use of flexible workers across occupations. :1 
The omitted occupational category is serv~ce. The coefficients on the bccupational share 

I,
variables in the .agency temporaries equation are generally positive, significantly so for the . 

share of executive, administrative, and managerial workers; technical workers; agricultural I 
workers; precision production, craft and repair workers; and fabricators, operators and 

I 
. laborers. The positive coefficients on the occupational share variables indicate that, all else 

" 

-
held constant, the use of temporary agency workers is less common in establishments with a 

high share of service workers. The use o'f short-term hires is negatively associated with the 

share.of fabric8:tors,. operators and laborers relative to the share in service occupations. Not 

Isurprisingly, in the part-time worker probit model the coefficients on the precision production, 


craft, and repair share variable and the fabricators, operators, and laborers share variable are 
 \1 
. , :r 

negative and statistically significant. The shares in these two occupational,categories are 

I 
p~icularly high in manufacturing, in which there are few part-time workers. The coefficient 

II,on the share of technical workers is positive and, significant in the on-call worker probit., The 

coefficients on the share in technical occupations and the share in precision production, craft, I, 
and repair occupations are positive and significant in the independent contract worker equation. 

I, 
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I 

I As 'noted above, unions are opposed to the use of most types of flexible workers, . while 

• , I· 

II the presence of unions 'is likely to give management a stronger incentive to-use flexible ; 
j " ',' I 

workers to circumvent restrictive. work practices and to pay lower wages . and benefits. Except

I 
 . '. , ' 


.1 
~I I 

for contracting out,thepercent of the workforce unionized is nega.tively,related to the u~e of 
• t, • , , '. '". ' , 

I flexible workers, significantiyso. fo~ agency temporaries and part-time ~orl~~rs.18 Co~tracting

• 'I " .' 


. ' ­

I 
 , 'out has be~n a particularly contentious issue"between unions and lnanagement in recent years, 


,I 
~'- ,and it is noteworthy that' unionization is not associated ,with 'tess outsourcing.. "" " 

'The degree of ~easonality and cyclicality w~uld' also be,expected to 'affect the 

I 
." 


probability that an establishment uses certain types of flexible workers. Not'surprisingly, the .' 

," ." ' 

measute of seasonality has a large; significant ~ositive effect onthe probability that an:

I 
employer uses agency temporaries and short-term hires." ,The degree:of seasonality has a' 

I . 1:' . ,

ii, 

I 
significant negative e~ect 011 the probability that establishme~ts contract out some functions. 

Finally, onc'.ofthe,mostinteresting f~dmgs'in,th~se regressions, we: believe,' is the 
, " 

positive, significant cbeffiCielll on the "go<XI benefits" dummy, vanable, which is set equal to 

,I 

. , . 


. . , 


I' 

: one if the. employer provides its regular, ,full-time. workers witli' both ,pension and health ' 


htsurarice benefits .. 'This variable'ispositive and' stltistically'sig~ficantinthe temporary"help . 


agency worker, part-time worker. and on.:call worker'equations." One possible expl~tion for .­I: this flndrng is that employers ~ant to offer different.benefit levels to' different groups of. 

'. ' ' 

workers, but cannot legally discriminate among re~lar full-t~e work~rs in benefits provision. ii' 
. . 

I 
 Thus,the firm may use altermtive,work arrangements to fill certain positions in order to avoid' 

. . " ' 

18The latter, inparticular, though may refiect,a reversecausatio~. Workplaces with a high proportion of part­,I: 

I 
tim~ workers are gener~ly thought to be hard to'unioDize. ' ' " ' . 
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'I 
Iproviding certain workers with costly benefits. Alternatively, if employers choose to provide 

costly benefits for regular workers, they may wish to screen these workers especially carefully I" 

to ensure high productivity.' Hiring workers into alternative work arrangements is one way to 
;I~ 

screen workers for regular positions. 

For agency temporaries, short-term hires, and part-time workers, we also have I 
information on the magnitude of the employer's use. We used our measures of intensity of the ' I 
employers' use of these workers, as reported in Tables 7 and 8 above, as the dependent ..­

"1variables in regression models with the sam~ set of explanatory variables as were used in the 

probit models. Because these measures of intensity are censored'at zero, we estimated these I 
. equations using tobit models; 19 The results from these tobit models are reported in Table 23. 

I 
The intensity of the use of temporary workers varies with the occupational composition 

of the establishment's workforce. The ratio of adjusted agency temporaries to regular workers I· 
is negatively associated with the share of employment in professional occupations and . . I 
positively associated with the share in clerical and technical occupations. As in the probit 

model, the sign on the industry seasonality measure is positive and significant. Perhaps most. I' 
interesting is the positive and highly significant coefficient on the "good benefits It variable, ,Ii 
implying that employers that provide both pension and health iilsurance benefits to their regular 

I,
workers use agency temporaries more intensively than employers who do not provide these 

benefits. I, 

,I, 


I~ecause information on the number of on-call workers was not collected from many respondents, we did :1not run a tobit model for this group. 


52 
 I 

I 




I 
I· 
I The Dete~ts of the Magnitude of Employers' Use of Flexible Workers: Tobit·Model l · 

Ii '" " . Mean .' Teiripc,rliry Help ..' Short-Term Part-Time 
"~,I 

(std deviation) Agency Workers Hires Workers· 

I' 

.. In (employment) ',4.382 -O~014 . 0.030' i . ' 0:028 ** 


· (2.374) (0.012)' (0.021} . (0.013) 


Industry-Occupation Sh3re: .'. 
'.

·~gerial. 0.090 -0.003 1.145 * , ·-{).384 
(0.4.76) . (0.448) .. (0.656) (0.421)I· professional 0.149 -0.318 ** • -0.269, .. ,', , 

. -0.140 
(0.180) ,.<0.153) (0.195) (0.122)

.1 technical. 0.041 1.181 *** 0.303 -0 . .180". i ' 
· (0.056) ..·.· ' (0.374) . .' '(0.513) (0.324) 

I' 
., , 

marketing/sales 0:112 0.025 ..:.().098 0~'079: 
, .,'" 

(0.159) (q~141) (0.'192) (0.117) , 

clerical ' 
I. · '0.189 0.549*** -0.196 -0.502 *** . 

. ,
(0;119) . (0.181) ,', '. (0.261) .. '(0.'164),. " 

agricultural/related' 0.014 . -0.027 .0.334 -{).428 * .. 
': " (0.073) . (0.262) (0.322)'. (0.241) 

I 
 precision prOduction 0.088 0.170 0.425. -0.607 *** , 

(0.115) . (0.194) , .:;' (0,263) . (0.182) 

,I 

laborers 0.136 '. 0.191 -0.513 ** ..-0.354 *** 


. (0.179) (0.146) (0~229) (0.138)' . 
',' >, 
,. 1 

percent union2 1~.670 -0,087 ,0.023 . -0.080 
(~8.238) 

" 

(p:065) (0.090) (0.060) 

rural 0.225 -0.071 * . 0.050 0.021 
(0.418) (0.043) . (0.058) (0.038) . 'I' 

,I' 
.. ' area Unemployment. rate ..' 5.082· -0;015 -0.017 -0.043 ** 

',:,'.,(1.640). (0;019) (0.028) (0.018) 

mdus~ seasonillity 0.032 1~387 *** . 1:840*** -{).178 

I' 

(0.038) i (0.525) . " •• " (0.707) . (0.5Q3) 


. ' . 

industry cyclicality 1.533' . , .0;020" -0.008 0.002 

• ! . (1.423) , . . (0~014) . (0.022) . ,~I . (0~0.13)· 

good benefits , 0.655: . ",0.128 *** ,0.108 ** . ,.0.040 
(0.476)' ,) (O~041), . ,(0;056). (0.036) 

full-time shift , '..428 -0.031 ** 
;(.495) (0.010) 

·1··.· 
, 

I . I Standard errors are in parentheses. Three asteriSks inQi,cate ~ignificance at the i ,percent le~l of cOnfidence; ,. 
tWo asterisks at the 5 percent.level; and one asterisk at the 1 0 percen~ level. ", ,'. "...

I: 2Coefficients and standard errors have been multiplied by 100.. 
, :". '. , . " . ,. " , 

" 
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I
Seasonal fluctuations are particularly important for explaining how,much an employer 

uses short-term hires. ' The ratio of short term hires to regular workers is negatively associated I 
with the share of operators, fabricators and laborers and positively associated with the share of 

i
employment in managerial occupations. In addition, the coefficient on the good benefits 

dummy variable is positive and significant, suggesting that establishments offering both :1.' 
pensions and health insurance to regular workers use short-term hires more intensively, ,all else ',I 
held' constant. 

I,
The intensity of the use of part-time workers is positively related to establishment size. 

The sign on the coefficientS for the occupational share variables is negative in all cases, I 
reflectmg the high proportion of part-time employment in service occupations. the omitted 

I 
occupational share variable.' The sign on the good benefits variable is positive, but no longer 

significant in the part-time worker tobit model. The coefficient on the full-time shift dUmmy 'I 
variable is negative and significant as expected, showing that an establishment's hours of I 
operation greatly affect its use of part-time workers. 

It is interesting to compare the results of our analysis with similar analyses of employer I 
surveys conducted in the early and mid-1980's. Abraham (1990) reports the results of tobit 'I 
models on the intensity of an establishment's use of temporary workers, using data from the 

'I1986 BNA survey. The dependent variable'in her model is the sum of the intensity of use of 

agency temporaries and the intensity of use of short-term hires, although our regression models I, 
suggest that the deter:rQinants of use of these two types of temporary workers are quite 

t

,I, 
different. Abraham included as dummy variables' in her model a measure of seasonality, which 

equals one if the business reports its demand as highly seasonal, and a measure, of cyclicality, I 
54 I 
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'.' 

,I which equals one if the bus~ss reports its de~dt(j be highly variable from'yeartoyear. ' 
" "" I . 

Ii 
',' 

'" '. 

She r~poited pos~tiye significant coefficients, on both, the, seasonal and cyclica,l. dummy 

v~qaples. We we found a positive signific~~ ~ffecfof.,seas.onality onth~"intensity'ofuse of 
, • '. '.' ': I : • :' ." :: ,:,1 , , " 

both agency'tempora:ri~~aD.9 sl;tort-term hire~,'we found no effect'fropit'he degree of ::, 
,.)1 ..,' I'·.· . . . I" " '. 

cyclicality. However, oUr measures, which we~e derived from,'the seasonality, andcyclicality of·'1: 
", 

~, , the'establishmen~'s three digit ind1lstry, aiequitedi~erent. She also found' a"significant 

I !'. .',I" 
, negativ~ effectof·the percent ~onized'on the,intensity ofuse,of,temporary,workers and a . 

,I 
 '. I'", ' ' '. . .' • , ' 


.' , j':1 ,:,t' 

positive, significant effect of percent unionized on the probabijity that, a frrmuses independent 
".' , . " , , ' , . " 

contractors. Although we found no significant imion effect in ,the tobit ~odels, the coefficient 
, , . ,', \',I' 

on the percent umon. variable is negative arid significaht' in the temporary agency worker probit 
• • " , •• ',' 1 ' 

, .'"I' 
; , 

'I'. , niodel.' , ,', 

I, , One of the most interesting results from our models is the fact ;that the coefficients on ' 

,I 
" , 

. the "good" benefits variable,is positive and.often significarii~ the probit and tobit models. In . . . ' ",:; . 

her e~uatlo~, Abraham tried to capture asiniilar effect by in~luding a dwimiy variable eqUal to', 
.':1 . one if the, busiIles~' reported its compensatIon in the. top 19 percent of the distribution. ,The 

, ' , . 

coefficient on thi,~ vanable was insignificant: Although they did 'not use ,formal regression \1, 
, " 

analysi~, Mangum; Mayall and Nelson (1985) ,noted a positive relationship between firms' ,u~e

I of agencytempor~ies, short-term hires, and ori-call workers and the level of fring~'benefits 
. . ' " " " ", : 

provided, based on data from their nationwide mail survey 'of businesses in, selected industries. 'I 
'I' ' ',' , 

,',' ", 
. ",II 

.',,' 'I'" . ". .;•• 1 ",... :' 

I: 
"'. " 

,,'" j. " ': 

; ; 
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IX. 	 Conclusion 

The use of flexible staffmg arrangements is' widespread. even among small . il 
establishments. Seventy-two percent of the establishments in our survey use part-time workers ,I.
and seventy-eight percent use some form of flexible staffmg arrangement besides part-time 


workers. Studies of flexible staffmg arrangements that include only large corporations may :1' 

miss an important part of the picture. . . 
 ,I. 

Part-time and on-call workers often account for a large share of an organization's 

workforce. In contrast. agency temporaries and short-term hires represent a relatively small I 
addition to regular employment for most organizations. According to our estimates, although !I. 	 . . 

use of-agency temporaries and short-term hires is widespread, they represent just 1.5 percent 

I
and 2.3 percent additions, respectively, to regular employment in the private sector. These 

figures are consistent wi~ available government statistics. :1 
One might conclude that the magnitude of temporary employment is relatively small I, 

and not worth much policy attention. However. the data from our survey show that many, . 

,I:more temporary·jobs are created.in the economy over the course of a year than are captured In 

surveys such as the CPS or CES which measure employment at a point in time. The number ,I, 
of jobs created during the year for agency temporaries is seven to eight times larger and the 

·1number of jobs created during the year for short-term hires five to six times larger over the 

course of the year than exist. on average, at any point in time. We do not know the extent to ·1 
which the same individuals experience multiple spells of temporary employment. 

·,1 
Nevertheless. it is likely that the share of workers experiencing some spell of.temporary 

,:1employment over the course of the year is much greater than four or five percent. 
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'I' . 

" " q ",I, 
Why do employers use flexiblestaffmg arrarigements?, 'Employers most often say they 

. ~ , 

I' uSe these arrangements to accommodate fluctuations ,in their..worldoad.'or to fill in for absent, ",' 

regular employees. Employers also use, agency temporaries and part-time workers to screen ' 

"I . .',' ,,".' . 
':. 

• I" 

workers for regular positions. InJa4dition,'savings on labor costs, especially onfringe benefit 

'I' costs,are animporta,nt fac,tor spurring~mployers to;use ,flexible s~mg arrangements. 
. ' .' , ,', ' ,,:' ; ~'.' . . :' 

Employe'is ,rarely ,provide flexible workers with key:benefits like, health ihsurance aDd, ' 
, 'I,' , " 

pensions. ',WQen aSked to compare t;hetotal hourly cost ,Qf flexiblt:!'workers witll,':thatof regular 

,I workers ,in similar positions, employers seldomreportedth~tthe total hourly cost'Yas higher, 
'l '" "j • 

and'38 percent of those usingageri~y temporaries"59 percentusiIig shQrt-teQIl hires; 63 ' :.',,I' . , " 

I, percent using part-time workers, and 73 percent using' on-call workers rePQrtedthat the total: 
. . ' , ,,' 1.' ' 

hourly cost of these flexible workers is'lower than ,that qf regplar, workers in s~ar positions.
• ..~, ' " . , I '\: 

I 
-,. 

'Our s~ey data provide s~me evidence, that'i~e ,use of flexible staffmg' a.rtange~nts ' 
" ., . "',. . 't: , . 

II has growIj. ,in the 1990' s. Slightly moterespondentk reported tIiat their relative ~se of agency 
T 'I •• ' 

I' I. ,1. \ '" ," 

temporaries, short-term hires, and on-eall workers ~d in!=reased than reported their relative' 
• • .,-, ',' • " ,J 

' ",'I use had'declined since 1990:, A much iarger,numbti:t~ repo~d increasmg their'relative use of 
, '" . '.,' ,

.,1"" 

part-time workers than ~eporteddecreasing their relative use or:p~rt..time workers., 
, ",II 't'l 

:',1, .... , 

, 'Many more companies also reporte(lcontracting':out work previousiy done in house

,I , ',,' . , ' 
",> 

,thari reported bringing wo~k back ,in houSe since',1~90. In a survey ofBNJ:.. members, 

,I employer~ reported a',s~~ increase in contractmg out o,ver the 1980-85period'(Ahrahan'l. 
• • • ' ,.' ., , , • . .' ,.. ..< - " ","I, • , ~' " .' 

" 'I _ •. . 

1990). Abraham and Tayior (1996) also reported'·an,~~re.ase 'in the use of contracting, out • I, ,,-~ , " " 

,', among 13 manufacturing industries over the 1979-1986/87 period using data.fr~~ fueBLS's 

,I 
, , . " ' '" . 

Industry Wage Surveys. 'These findings, eoupledwith'oUis. suggest that cQntractlng out has, 
, . .!. ' ;'\':'.. .< 
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,I,


grown steadily since the 1980's. Further study to more precisely monitor trends in contracting 

. out and to understand its implications for workers is needed. :1 
Should we be concerned if a large and possibly growing number of workers in the ,I 

United States are working in these flexible staffmg arrangements? Our survey results clearly 

point to benefits as one issue of concern. . We were able to collect benefits' infonnation on 'I 
empioyees of the establishmentS surveyed: short-term hires, regular part-time workers, and on­ ',I 
call workers in· addition to regular.full-time workers. Employers are much less likely to offer 


paid holiday and vacation ,benefits. paid sick leave, pension benefits, profit or gain sharing ". 


!I,benefits, or health insurance to workers in 'these flexible staffmg. arrangements than to regular 

full-time workers. Our analysis of data from the February 1995 CPS Supplement shows that 
" 

workers in all 'flexible staffmg arrangements are less likely to receive health insurance or 

pension benefits from their employer or to have health insurance from any source, even after 'I 
controlling for individual and workplace characteristics. This analysis reinforces the fmdings' 

. " I, 
from our survey. 

Results from our survey suggest that employers' total hourly costs are typically lower I 
for workers in flexible staffing arrangements than for regular workers ,in similar positions ,I, 
largely because of the higher cost of fringe benefits for regular workers.' We also fmd that, 

,contronulg for other factors, employers offering pension and health insur~ benefits are I 
much more inclined to use various'types of flexible workers and/or to use them more, I, 
intensively than are employers not offering these benefits to regular full-time workers. ,I, 
Anecdotal evidence suggests that employers use flexible staffmg arrangements·because they 

I,wish to avoid offering benefits to certain groups of workers, effectively segmenting the labor 
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\: ,,, 

, ,'.",,"I 
" 

" 

I force, or because ,they wishto~ore carefully screen work:ersthat re~ive good benefi~ and ' 
," , ' ',' , ' , ' :. ,.,' ,,' " \ 

I 
 presumably' go,od wages'. Our 'analysis sh~~s thattrus, phenomenon is statistically quite, " 


I, "important.. ' If"

I oUr, fmdings reinforce' tlle wid~pread percepti~n that the way to access key benefits ,,' 

I, 

',' "" 


such as a ,pension an4, he~th insurance' is;byholding a' regular, full-time job. :The fact that the 

'I 
 large and growing nUmber, of workers inflexible, staffmg arrangements typically.:,do, not 'receive 

, '\ . , " '. ,.', t' . .' , "" , " ' 

,basic work,place benefits and that employers often ap~ 'to hire these workers in ,order to ' . , . ,~..' ,

,I' , avoid providing ,benefits ,raises the questi?n ofthe adequacy of a,systemm,which health ." 

I 
 , " insurance and private pension income are ~btalnedprimarily through employers; 

.' ,. ,." .". '", 

Another reason forconcem is that worker~;m 'flexible staffmgatrangements often have 

I little job securjty. Thi~ is espec~ally true foragencytemporafies.and short-term hires, whose" 


• jobs are intrinsicallY'temporary. Segal and Sullivan {1995) show:thatworkers in the temporary 

" . , 

I"~, 

h~lp industry'are more'ljkely.to'experien:ce!'unemploymentthan other worker~~,'Yei, the ;,,', 

, ,.. :r, '.' i " . " :' . . "'.

" 
unemployment insurance system is ,designed' with, the, traditional model of employment~a full­

. ,'. , '. " .' . u:·'·

'I tiJD.e job of indefinite dtftatio~in mind.; Individuals must meetcertain ~iDjmuin earnings and 
. ',' , 

,I , work hours 'requirements,Which vary fr9m state, to state;: in order to qualify for unemployment 
t,' " 

" insurance b~nefits. 'Several states place additional'restrictions on the abilitY of those, deemed 
, 'I, .' " '

I "seasonal" workers from collecting benefits.20 ,Thus,part-time workers and workers in ' .' 
, ':', 

" ',' , 

temporary jobs often are iIleligibleto receive Wleniploymentinsurance when their jobs ~nd.-I' 
I! 
 " I 


20A'recent rePort by the Ad~Ory COUn~il on U~mploy~ent, ComPe~ation (l996) 'recommended that

I , additional restrictions on the benefits eligibility ,for seasonal workers be eli.mi.nilted in states having such restrictions. 
, , 

",,( 
'-'.':.' ' 

I 
, " 
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Furthermore, workers may become disqualified to receive benefits for refusing a job 

offer, under certain conditions. These requ'irements tend to be particularly stringent for part­ I 
time and temporary workers. 'For example, in most states, even if those formerly employed ' 

I 
p3rt-time qualify for benefits by meeting the minimum earnings and hours requh-ements, they 

become disqualified if they refuse a job offer entailing full-time hours. In many states, I 
unemployed individuals become disqualified for unemployment insurance benefits if they I 
refuse a temporary job; but only if they have a history of such work. This condition may make 


it difficult for agency' temporaries to fmd permanent jobs," While various eligibility restrictions ' 


affeCting part-time and temporary workers are understandable attempts to limit abuse of the "I, 

'system-,they nonetheless represent a growing hole in our social safety net. 
 ,I 

Some labor laws are also written with the traditional model of employment in mind. 

For . example , there is co~cern that those working as independent contractors and agency '. 
temporaries are, inadequately covered by laws prohibiting discrimination and sexual harassment I, 
in the workplace. Unions have been concerned that employers are using contract and 

I'temporary workers to avoid organized labor. Ongoing cases before the National Labor 

Relations Board are examining whether agency temporaries have "joint" employer'status and I 
thus must be covered by the terms of a union contract in the organization in which they are 

I
placed. 

Although temporary workers are covered by workers compensation laws;· there is 'I· 
concern about fraud by some temporary help agencies; which are required to pay the premiums I 
for agency temporaries. Some "less'reputable" temporary help agencies allegedly misreport 

the occupations in which their agency temporaries ~e placed in order to pay lower workers' , I 
60 'I 
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compensatio~ premiums. A.s their'preImums ~crease'~ith;'experi~nce rating, they ~lose and :, 


reopen as a new: company ~ ; 

,r; ;' ," 

, Workplace training is ano.ther 'a~eaof conc~m. Workersin~J;IlPorary, contract, and " 
,'. " ,,", ' 

":part-time jobs are Jess likely to receive on-the-job training'than reguhrr, full~time workers:' 
. , ' ., '.-;' 

The 'amount of training workers iIi flexible staffing' a.rrangements acquire has important 

, implications' fo~ futUre productivity and living stand~dsof the world,orce. Although some • 
'. ,. " '" 

temporary help agencies promote the trai¢ng th~y provide to'their temporary staff; 'little, is ',,' 

, known about the training, workers'jnth~se positions receive relative,'to those in permanent jobs. 
"~ .', " . 

The 'growfuin flexible 'staffmgarrangements, may ~ean; ho~~ver, that workers increasingly 
" " ", ;:' I " • \ • '," , ", 

will have to provide their own training. • ."i 

· One,rrnght be less concem~ about thebe~efits, job '~c~ity, ~d training of work~rs in 

',flexibl~ staffmg arrangements if these jobs were typically vehicles:k, re$Ular, permanent 

, positions for those';desiringthem.,,'Indeed some have even argued tfult temporary and part-time' ' 

jobs sho~ld be selectivelY,promoted asa means oi'getting,disadva:ntaged workers, including 
• .,' " , I

'. '. ," . 

those on weifare, into~mploYDieni. ,For exairiple~ Freedman (1996) arguesthat because 
" . - . ' , , 

i'temporary ,employment agencies'are employer oriented, have extensive knowledge of local 

labor'markets, often' provide so~e, training:to workers they piace, arid are already' widely used" 
, ," 

'by employers thr~ughout the country, 'they'"should"be enlisted to help run the public 

'einployment service. 

Acc~rdtng to'data fromtlieFebruarY 1995 CPS, a majoritY of those"who ,regard their 
'. " .. 

job as temporary, want permanent ~i:nployment, ,and a significant minority of part-tim~'workers 
, ," 

. , . . 
wa:Qt and are abl¢to work full ,time. For these workers, do flexible staffmg arrangements serve 

'. ' 'J. , • • 

"
',' 
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. . 
as bridges to r~gular employment or as traps in low-:wage, unstable work? The limited 

evidence from our survey ontlle mobility of workers in flexible staffrDg arrangements into' 

regular positions is· mixed. A . large number of employers-ranging from 45 percent of 

employers of part-time workers to 60 percent of employers of on-call workers--report that they' 

seldom or never move workers in these flexible staffIng arrangements into regular positions. 

Yet, many employers report that they at least sometimes or occasionally promote workers into I 
regular positions. Interestingly, among employers using workers from temporary help 

I.agencies, there is a signifIcant positive correlation between the propensity to hire agency 

temporaries into regular positions and the intensity with which employers use these workers . I 
. More research is needed on what happens to individuals in flexible staffing arrangements, 

I 
ideally by constructing a longitudinal data base on individuals by employment status that would 

be linked to· data ,on the~ employers' use of flexible staffmg arrangements. 'I 
Our survey clearly shows, however, that employers. are using flexible staffmg I 

arrangements primarily to adjust workforce levels to fluctuations in their workload, not to 

Iscreen workers for regular positions. While many fmdpermanent; full-time employment 

through temporary, part-time or contract jobs, this does not obviate the need to address policy I 
issues related to benefIts, job security, workplace regulation, and the training of workers in 

flexible staffing arrangements. 

". 

I 

I 
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APPENDIX I
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·1 Survey of Flexible Staffmg Policies 
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I 
I ,SuRvEYOF FLEXIBLE STAFFING POLICIES' 

,for 
, Upjohn Institute for, EmpJoyment Research' 

" , 

I 	 , .1., " 'Hello isthi~? 	 [name of cO,mpany] 

I 	
, " 

My naine is 

.! I,"" 

I 

May 1 speak with? , [title, 'name] " [phone ancI/or extension nU1Ilber if needed] , 


':1 
, I 

Phone and/or extension number 	 :" , ' , , '"," 

" , ,.,0"I 	 [If-the respondent is not available try to sch¢ule an appointme~t o~ fmd out the best time, ,and 
·day to call that person,.l ' : '' " 

I 	 [If the respondent is available, continue.] 

I Hello. My name is ' and lam callnlgfrom the Kerche~ Center for Social Research 

I 

in Kalainazoo, Michigm., 6n behalf of the Upjohn Institute 'for Employment Research, which is ' 

conductmg a nationwide study of flexible staffmg policies; , ' 


,I 
'I' 

I 

i hope you received our letter'mailed to you last week. As,we indicated in the letter, this 

, survey is a study about flexible staffmg practices iIi your establishment. This study includes 


I: 

, use of workers from temporary employment agencies, short-term hires, regular part-time' 


workers, on-call workers, 'and Independent contractors by your estab~isbnient.' 1 ,would l~e to 

ask you some questions about your staffmg policies. The sUrvey will take anywhere from 5' ' 

minutes to 25 minutes to complete depending on the complexities an~ scope ofyour flexible 
staffmg practices. A summary of the survey will be sent to all partipipating estab.tishments. ,',

I ':1, ,I'" ',~ .' , ,1'. 

~ the .information' that you give us will remain strictly confidential . 
. .,', 

I'
I May 1 proceed? [IF NO, ASK TO SCFn~DULEANINTERVrnW AT ATIME 

,CONVENIENT TO HIMIHER.,] 

I 	 ", 

I 
I 
 1.:.1' 


r', 

I 



I 

I
ORGANIZATIONAL IDENTIFICATION AND'DEFINITIONS 

1. 	 What is the name of your establishment? . I 
What is your name and title? 'I 

, 3. What is the primary product made or service provided at this facility? I 
4. 	 What is the primary SIC code (standard industrial classification code) for your . I 

establishment? 

I, 
Is your establishment part of a company with facilities of other sites? 

I1 Yes' 
2 No 	

I 
5. 	 Are the hiring decisions and policies for this establishment made on site or elsewhere? I 

1. On site 	 GO TO #7 
2. Elsewhere I 


I 

3. Don't Know/No Response 

6. 	 Where are the establishment's hiring decisions made and who is in charge of thes~ 


policies? 


I. Name of contact: 

What is your work phone number? [AREA CODE, THEN ENTER] I 
[ENTER 7 DIGIT PHONE NUMBER,WITHOUT SPACES] 

I 
What is the address of your business? 

[AFTER GETTING THE ADDRESS] I 
Thank you for your time. [HANG UP] I 

1-2 I 
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THE USE OF W0RKERS FROM TElVIPORARYEMPLOYMENT AGENCIES' .
. . 	 . . . , 
, . . , , 

• 	 "~I"~ " 

.The follqwing questions pertainortIy to employment at your estab'lishm~nt at [CHECK' .'
I CALL SHEET]. " . ",;" '\ '" ' , . , . '. 

" 	 , , '~ 

I 
 Now,Hun 'going to ask you questions abortt your use of workers from temporary 


I. 

employ~ent agencies. ,That is: IndividUals who work'at your establishnient, but who are: ' 

paid ttU:0ugh anemploymentagency.a;oo are not on your organization':s payrolL 


" 	 1 I;, '" ":,, 'I;' '. " . ' 

7. 	 Since 1990, has yoUr establishm~nt used Workers from Temporary Employme:p.t 
Agencies?:, .,., ',' .. , ... . .• ",,' . '. ': .' ." ",

I 	 •. t:, 

1. Yes 

I 
 2. No" 	 . GO TO'SECTIONB ,. < " ,', 


3. [DON,'T KNOW/NORESPQNSEF .'·I~ GQ.TO'SECTIONB 

, "j • 	 I "', 'j ,. , .,I 8. Approxr(nately how many wor~ers fr~m teinpoiaryeiIiployment agencies were used at 
your establishment in 1995? (Don't include anYonewq.o left or had to be replaced before 

'I the end' of their contraCt period. If the saJ#e person was assigned to your estabiishment 
more thaD. olice, they should be'counted:,{oreach aSsiginnent~). " .': 

" ~ .' 
, ! I .' , ~'I 	

, ," 

1. None ·{io TO Q #11 : 

I 
2. DON~T KNOW/NO RESPQNSE .' .', 


, ..' .3. Number· '~' .' <. :': .' GOTOQ #10 
"', 

. 
 "f 

" 	 '., " 

I 

,- .


9. 	 Can you tell ~s approximately'how Irufuy wotk~rs frbrtl tellip agencies y6u:r establishment 
, , uses' ina typical month? . ., :; , ' 

I, ~ \,' , ~ 
,::f' , 	 . ',I:. 

""j. 
',' ".1, 

1,_ . 1\, .,' .~'. (' , [' 

" 

I 

10.What was.the average dw:ation of,employment (?f.temp9rary help. agency wprkers.in your' 

" . establishment.in.l995? [ENTERTHE NUMBER AND',l, IF DAYS, I.E. 23 : ", 


, . ,'.' '., .. '. , . , "I··.··. ,·',.1 	 :, 

DAYS=231. ENTER THE NUMBER AND 2,.IF.WEEKS, I.E., 2 WEEKS =22; . 
ENTER TilE NUMBER AND3,"W MONtHS~ ENTER 4, IF DON'TKNOW.. IF THE

I· EXACT NUMBER IS 'KNOWN~ ENTER THE SAME NUMBER FOR BOTH LOW 
AND'HIGH RANGE.] . , 

. "', "" 
i:I .[RANGE] ; 	

. " 
,. ",' 

I 
, " 

,Low 
I. ' 	 I 

I 
 ,.'" " 
" 


I 

"I : 

http:wprkers.in


I 
Enter High Range' 	 [ENTER THE NUMBER AND 1, IF DAYS, I.E., 23 I 

DAYS=231; ENTER THE NUMBER AND 2, IF WEEKS, I.E. 
23 WEEKS=232. ENTER THE NUMBER AND 3, IF IMONTHS; ENTER 4 IF DON'T KNOW/NO RESPONSE.] 

'I 
11. 	In general, which of the following reasons are important for your establishment's use of 

temp agency workers? [MARK ALL THA T APPLy] I 
1. 	 Fill vacancy until regular employee is hired 
2. 	 Fill in for absent regular employee on vacation, sick or on family medical leave 
3. 	 Fill positions with temporary agency workers for more than one year. I 
4. 	 Screen job candidates for regular jobs 
5. 	 Seasonal needs ' 
6. 	 Provide needed assistance at times of unexpected increases in workload I· 
7. 	 Provide needed assistance during peak-time hours of the day or week 
8. 	 Special projects I9. 	 Save on wage andlorbenefits costs . 
A. ,Special expertise possessed by temporary worker 
B. 	 Save on training costs I 
C. 	 Provide needed assistance during corporate restructuring or mergers " 
D. 	 [NO MORE APPLY/DON'T KNOWINO RESPONSE] I 

12. Are there any other important reasons for your establishment's use of workers from temp 

agencies? 
 I 


I 

The next question deals with a comparison oithe Billed Rate for temp workers with pay 

for regular workers. The Billed Rate is the rate your organization pays the temp agency, 
 INOT the rate the temp agency pays the temporary worker. 

·13. Is the BILLED RATE for temp workers generally higher, lower, or about the same as the I
'hourly pay costs for regular employees in similar positions?· 

.' "1 

1. 	 Higher ',I
2. Lower 

3., About the same 

4. 	 [DON'T KNOW/NO RESPONSE] I 


I 

II 


I 



, , 

I 
,1, 

. ," . 

I 
I The n~xt9.uestion compares,~e Billed Rate {orte~pworke~s,witil tl,l~' total regular, ,}lay 

plus Benefit, costs for regular workers. (The bille.d rate is the, rate your organization pays 
'the temp agency, NOT .the rate the temp ,agency pays the temporary worker~)' ,", '" 

. \ ';, ,',":; '" , " ., , '. "': ,: '"j , 

'.j, • I 5' ,'~' :11 ,,, .' 

I 14. IS;':theBILLED RATE for temp workers gener~lly higher~ 10'~er, or about the same as the 
, total of both ,hourly pay and 'benefit cos~ for, regular employees in similar positions?,' " 

I 
'" 

"" ' 

'!' II1. ' Higher i. 

2. Lower 
3. 'About the 'same' , 1 ':"~"". . t, /. i' "'.

I 4. [DON'T KNOW/~O RESPoNSE] " )", 

I is. How"often'would you say that your establishment moved temp agency workers into 
, regular, permanent jobs in i'995?' , , ,: ' , " ' 

1\ 1. Often ,e' 

:1 
I·,, 2. ' Occasionally 

3. ,Sometimes ','1 .',.' . ,<, 

,4. 'Seldom 
..:.'

5. Never'" " 
6. DON'T KNOWINO RESPONSEI 

. ~.. , " , 

t 'I ',' ",

I 18. Has y~ur establishment's :use of.workers fi:omtemp agen~i~s'increased,',4ecreased, or, 
remained about the sarP.e relative to the size ofyoUr f(!gular'workforce since 1990? ' . ' " ,', 

j ," ' 

" ;1\,I ,1. 'INCREASED' GO TO Q# 19 ' 

" 

'I 
2. DECREASED ,'GOTO Q# 20: 

;, 3. SAME . GO TO SEGTION B 
4. Not in business in. 1990/not,applicable 

'I 
, " .,";ggig~~~i~g~ :,:5. Don't know 

6. Refused ~~O ,rO S~CTION B 
'" 

I 
';" 

I', . 

I: .'! 

f,! . 

I 
I 

'" 
, ,:' 
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I 
I'19. Was the increase, at least in pan, due to: . [MARK ALL THAT APPLy] 

. . 

1. 	 Greater use of temporary agencies to screen candidates for permanent jqbs I2. 	 Need to increase workforce flexibility to better accommodate fluctuations in your 
organization's workload· 


. 3. Competitive pressure to reduce labor costs 
 I
4. 	 Corporate restructuring or merger 
5. 	 Increase in the benefits or social insurance costs for regular workers 
6. 	 Greater use of family medical Jeave by regular employees I 
7. 	 Difficult)' in fmding qualified workers on your own 
8. 	 Business expansion (such as increase in orders, starting a new product or service line, 


or entering a new market area) 
 I 
9. 	 Business contraction (such as decrease in sales, orders, profits or discontinuation of 


'products) 
 I10. [NO MORE APPLY/DON'T KNOWINO RESPONSE] 

GO TO SECTION B II 
20. Was the decrease, at leastin part, due to: LM;ARK ALL THAT APPLy] I, 

1. 	 Difficulty in maintaining produ<;:t or service quality when using workers from 

temporary help agencies 
 I 

2. 	 Better able to fmd qualified workers on your own 
3. 	 High turnover of temporary agency workers 
4. 	 Tension between temporary and regular workers or union opposition I 
5. 	 Corporate restructuring or merger 
6. 	 Business ·expansion (such as increase in orders, starting a new product or se:.;vice line, 


or entering a new market area) 
 I 
7.' 	Business contraction (such as decrease in sales, orders, profits or discontinuation of 


products) 

8. 	 High fees charged by temporary employment agencies. 
9. 	 [NO MORE APPLYIDON'T KNOW/NO RESPONSE] 
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, ' 
<I,' .I 

" 

I ,'.1." _B. ' THE USE OF, SHORT-TERM HIRES .. , .. 
.... '. 

, ,I;..I, " 
This set of questions is about the use of Short-term Hires myourestablishment. That is: 

, Individuals wh~ are hired by your organization for ,a limited and'speclfic'period oftime.•

I Short-term hires, for example, include workers hired for the December holiday season or 
,', ':

" during'the summer andtbey'may'workpart-time hours; " 

I " , 

21. Since 1990, has your establishment use4 Short-term Hires? . , . , 

I 1. YES 

I 
'2. NO GO'TO SECTION C 
'3. [DON'T KNOWINORESP~NSE] ,GO TO SECTION C 

I, 22,Approx~telY 'how ~y individuals 'on short-term ~ontractdid your organization have iti ' 
, ',19957 Please exclude individuals who left or h~d to be replaced prior to the completion of 

, their contract. ," " , ' 

I" ,; , ',I" 
, (',' " 

1. 'None GO TO Q #25 
2. DON'T KNOWINO RESPONSE,'

I 3. Number "GOTO Q '24 

I 23. If your use of short-term hires is, seasonal, can you tell me approiimately how·.manY short-
term hires' your establishment rrnlde for each season in 19957." ", ", 

'.' ,\I [ENTER ENTER" IF DON'T KNOW INO RESPONSE] 
I' ~,[HIT ENTER; IF NO 'MORE HIRING SEASONS] '.' ' 

I Season 1 'Season'2, ' Ol,,' "Season 3 ' Season 4 

If 
"", . 

o 

, ,.'I ...' 

I '.' 

'I' 
 . ,\ 
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I 

I
24 .. 	 What was the average duratian .of emplayment .of shart-term hires inyaur establishment in· 

1995? [ENTER THE NUMBER AND 1, IF DAYS, I.E., 23 DAYS=231. ENTER THE 
NUMBER AND 2, IF WEEKS, I.E. 2 WEEKS=22. ENTER THE NUMBER AND 3 IF I
MONTHS. ENTER 4 FOR DON'T KNOW/NO RESPONSE. IF THE EXACT 
NUMBER IS KNOWN, ENTER IT FOR BOTH THE HIGH AND LOW RANGE.] 

I 
[RANGE] 

Law ___ I 
IEnter High Range 

[ENTER THE NUMBER AND 1, IF DAYS. I.E., 23 DAYS=231. ENTER THE INUMBER AND 2, IF WEEKS, I.E., 23 WEEKS=232. ENTER THE NUMBER AND· 
3, IF MONTHS; ENTER 4 IF DON'T KNOW/NO RESPONSE.] ,I 

25. 	In general, are any .of the fallawing reasans important in the use .of shart-termhires by 
yaur establishment? [MARK ALL THAT APPLy] ,I 
1. 	 Fill vacancy until regular emplayee is hired 
2. 	 Fill in far absent regular emplayee wha is sick, an vacatian, .or an family medical I 

leave 	 . 
3. 	 Screen jab candidates far regular jabs 
4. 	 Seasanal nee4s . I 
5. Pravide needed assistance at times .of unexpected increases In business activity 

6 ..Special projects 
 I7. 	 Save an wage and/ar benefits casts 
8. 	 Special expertise passessed by the shart -tenn waiker 
9. 	 Pravide needed assistance during carparate restructuring .or merger IA. 	 [NO MORE APPLY/DON'T KNOW/NO RESPONSE] 

\1 
26. Are there any ather important reasans far yaur establishment's use .of shart-tenn hires? 

I 
27. Da yau pay any benefits ta shart-term hires? I 

1. 	 Yes 
2. 	 Na GOTOQ#29 I3. 	 [DON'T KNOW/NO RESPONSE] GOTOQ#29 
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I 
I 

, i 

0':. 

'. ' • 	 t"28. Which oftbe following benefits do youprovide)osnort-terinhires? :', 
, [MARK ALL 'THAT APPLY]' ,'", ,',' "" 


I 1. Paid vacat~ons 9r holidays 
, ~ ". 

2. 	 Sickpay

I 3. , Pension benefits 

,4. Health insurance benefits ',; , 

.'.' 


5. [NO MORE APPLY/DON'T KNOW/NO RESPONSE],." ' 


I , " 

, " 
'. " : .", "' ,'f' ,.' , . _ 

The f<?l1owing question deals with a comparison of pay costs 'of short-term hires with I regular pay in your company." .,', 
,.1, ','. 

'I 	
, , 

29. 	Is the hourly pay for short-term hires gerieral1yhlghe~, lower, or aboudhe same as the 
hourly pay for regular empl,oyees in similar positions? ' 

.', .1. Higher 
,,' .I 	 . ., ,2. Lower 


'3. About the same 


I 

, "f, 


4. '[DQN'T KNOW/NO REsPONSE] ':.';,,' 

I 
I The next,questiop deals with acomparlsonofthe total:h~urly c~stofpa;; plus benefits of 

short term hires with the total hourly cOst of pay plus benefits for ,regular employees 'in 
your establishment. ' . . ' '.. " " , 

.,' \ ' 'I"" .: .,', 

" , . • .' :., ,:' ,: ',,!' , ' j ',-	 ' ' 

I 
30. Is the hourly pay andberiefits cost for short-term hires 'generally higher, lower,of about 

the same as the' h01ll'ly pay and benefit costs for regular employees in similar positions? 
,f , • ',. -'. 	 '. 

, , !'" I
>,' f 

1. Higher 

I 
 2. Lower , 

3.' About the same 

I' ~ 

. 

,4. ,[DON'T KNOW/NO RESPONSE]'


I 	 .; 

I 
, I ,"'" ' 	 . 

I 

,'.' ',1,
" 'I 

., . ;: 1 '. .';, " 

I 

, ;,: I' . '" ! 
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I 

I
31. How often would you ,sayiliat your establishment moved short-term hires into regular, 

permanent jobs in 1995? . 

I1. 	 Often 
2. 	 Occasionally 
3. 	 Sometimes I 
4. 	 Seldqm 
5. 	 Never 
6. 	 [DON'T KNOW/NO RESPONSE] I 

I34. Has your establishment's use of short-term hires increased, decreased, or remained about 
the same relative to the size of your regular workforce since 1990? 

1. 	 Increased 
2. Decreased 
3~ Same 
4. 	 [NOT IN BUSINESS IN 1990/NOT APPLICABLE] 
5. 	 [DON'T KNOW] 
6. 	 [REFUSED] 

I 
GO TO Q # 36 
GO TO SECTION C IGO TO SECTION C 
GO TO SECTION C 
GO TO SECTIONC I 

35~ 	Was the increase, atleast in part, due to: [MARK ALL THA T APPLy]' . I 
1. 	 Greater use of short-term hires to screen candidates for regular positions 
2. 	 Competitive pressure to reduce labor costs I 
3. 	 Need to increase workforce flexibility to better accommodate fluctuations in your 


organization's workload 

4. 	 Corporate restructuring or merger I5. 	 Increase in the benefits or social insutance costs for regular workers 
6. 	 Greater use of family medical leave by regular employees 
7. Business expansion (such as increase in orders, starting a new product or service line, Ior entering a new market area) 
8. 	 Business contraction (Such as decrease in sales, ,orders, profits or discontinuation of 


products) 
 I9. 	 [NO MORE APPLY/DON'T KNOW/NO RESPONSE] 

GO TO SECTION C I 

I 

I 
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, 
, ' 

I , " 

I 36. Was the decrease,. at least in part, due to: [MARK ALL THAT APPLy]' 

1. Difficulty in IIlflintaining product or service quality wlu~n using short-term hires 
I 2. High tumove(of short-term,hires,,' " ' ' , 

3. CorPorate restructuring or merger ' , , , 

I 4. Business expansion (such as increase in orders"starting a new product or service line, 
or entering a new market area), ,,',~\"'" 

I 
5. ' Business contraction (such as decrease in sales"orders, profits ordiscontiriuation of 

products)", " " ' 
6. High labor and/or administrative costs, associated with short -term hires 

'7. [NO MORE APPLY/DON'T KNOW/NO RESPONSE] 
" " • , t , 

I ", .' 
, -,: , " 

I 

"'1"-'• it. ," :,1 " 

I 
,,' 

I 
, . 

, " 

\,:1 . 

I "; 
" '. '. 

, I 

,:1 
',' 

'I 
" " 

'I ...•. 

I " '. 

I 
, ' 

I 

I 
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I 

I
C. 	 THE USE OF REGULAR PART-TIME WORKERs 

I
The following set of questions deal with the Regular Part-time Workers in your 
establishment. That is: Individuals on the organization's payroll who work less than a full 

work week and who are not short-term hires. 
 I 


37. 	Since 1990, has your establishment used Regular Part-time Workers? Pleaseexclude 
any "on-call" workers who are used only on an as-needed basis. I 

1. 	 YES 
2. 	 NO GO TO SECTION D . I 

3. [DON'T KNOWINO RESPONSE] GO TO SECTION D 

I 

38. Approximately how many regular part-time workers did your establishment have on its 

payroll in December 1995? 

I
·1. None GOTOQ#40 

2.. DON'T KNOWINO RESPONSE GOTOQ#40. 

3. 	 Number I 


39. Approximately how many hours per week on average do your part-time employees work? I 

[IF EXACT NUMBER, ENTER THE NUMBER FOR BOTH THE HIGH AND LOW 
RANGE] I 

[ENTER 0 FOR BOTH IF DON'T KNOWINO RESPONSE] 

[RANGE] I 

Low __ I 

High Range 

[HOURS PER WEEK] I 

[0 IF DON'T KNOWINO RESPONSE]· 

I 

I 

I 
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'I 40. ,fugeneral, are any of the following reaSons;importantfor yohr esublis~ent's 'use of . 
regular part-time workers? [MARK' ALL THAT APPLy] " 

" ,I 1. Screen job candidates for regular job " 

,2. Provide needed assistance during peak-timeho~s of the day or'week 


:1 " ,3. ,Ac:commodateemployee's wishes for part-time'hours ,', ". 

4. Unable to flnd qualifled full-time workers 

.. , . , ~. Special projects, . ~" 

6. Save on wage and/or benefltscosts' , ", 
7. ,Provide needed assistance during hours notcovered by full-time shiftsI 

" 

8.,[NQ MORE APPLY(DON'T ~o.W/NO RESPONSEl ' ' '''';'', 

I 
'4L Are there any other iinportant reasons for your establishment's use of regular part-time 

I workers? , ', ' 

I d, 

42. Next, 1 am going to ask you about the beneflts yoUr orgairization offers itS part..:tlme 
employees.

I , 

I 
Are any of the' part-time employees in your establishment offered paid holidays and'paid 
vacations? ' " 

I 
, ;"1. Yes 

.: ; I,2.' No " ", GO' T0Q '#',44" 
3. [DON'TKNOW/NO RESPONSE] , GO TO Q#44 

• "',II"I 43. Approximatdy what percentage of your establisbment'~ part-tmle c::mployees are ~ffered 
paid holidays and, paid vacations? , 

, i', " 

I 

, ' 


[ENTER 101, FOR DON'T'KNOW/NO RESPONSE] 
[pERCENTAGE] 

I ~"l • : 


44. ~e any of the part-time e~ployees ,in your est,lblishment ott:ered sick pay?' 


'I L 'Yes 
2. No ';"" "GO TO Q # 46'" 
3. [DON'T KNOW/NO RESPONSE]' , 'GOTOQ#46

I 
I • I " 

I' 
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I 

I
45. 	App!oximately. w~at percentage of your establishment's part-time workers are eligible for 

sick pay? . . ' 

I[ENTER 101, FOR DON'T KNOW INO RESPONSE] 
[pERCENTAGE] 

I 
46. Are any of the part-time employees at your establishment eligible to participate in p~nsion 

plans? I 
1. 	 Yes· 
2. 	 No GOTOQ#48 
3. 	 [DON'T KNOWINO RESPONSE] GOTOQ#48 I 

47. Approximately what percentage of the part-time employees at your establishment are I 
el~gible to participate in pension plans? 

[ENTER 101, FOR DON'T KNOW INO RESPONSE] I[pERCENTAGE] 

I48. 	Are any of the part-time employees at your establishment eligible to participate in a profit 
or gain sharing plan? 

I. : 1.. Yes 
2. No GOTOQ#50' 


. 3. [DON'T KNOW INO RESPONSE] GOTOQ# 50 
 I 
49. Approximately what percentage of the part-time employees at your establishment are 

eligible to participate in a profit or gain sharing plan? . I 
[ENTER 101, FOR DON'T KNOW INO RESPONSE] 

[pERCENTAGE] 
 I 

50. 	Does your organiZation offer health insurance benefits to any of its part-time employees? " 

1. 	 Yes 
2. 	 No GOTOQ#52 I3. 	 [DON'T KNOWINO RESPONSE].' GOTOQ#52 

I 

I 
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I 
" ... .:.. 

'", ". 
", ' 

.' 'I 51. Approximately what perc~ntageof the.' part-time employees ~t yO~"establishment are 

eligible for health insurance:beriefits?'" ,;,,", ' "" ' 


I 
, '. ' • " '. ' ,I' 	 "I .' " . 

" ' 

"'.[ENTER 101', FOR DON'T KNOW/NO RESPONSE] 

I , , (Note: A part-ti.trt~:emploYee who is eligible fot: h~~th insurance benefits may choose not' 
to receive them.) "'.' .' ":.. ',' " ", ,'," .. ,', ' 
-	 ."." 

,.1 	
,.,'

~ ,'" 

, [pEl{CENTAGE] 
" ' , ,~. 	 : " 

,',' , 
, .. 	 '.' 

, 'The follqwiIig question deals with a compariso~ of wage cOsts ~f part:'time workers with , ' 

I 'regular wages ,of fi,lll-time workers in your, establishment.: " " " ' ", 
" ",. ': ' 	 , : ,: \ '; ~.' t .. 'I~ . ') • ' ',', 

","01;: • 

52. 'Are the hourly wages ofpart-tiine workers'gene~ally higher,'lower, or about the same as 
the, hourly wages of' full,-time .workers in comparable positions? ' 

'Ij .,1,.,,', I,: ,\1 " •I 	
.'\,' , " ~;,' 

1. 'Higher,' ':" " .;,' "" 'I"

'I 	 2: Lower 
3. About the same 	

',' 

, .... 
',Ij,,-41'.':' [DON'T KNOW/NO RESPONSE] 	 , ,

I 
The ne~t'question deals with a comparison of Ute 'total cos~ 'Qf wages plus benefits of , 
regular part-time workers with the 'total cost of'wages plus b~nefit for full-tiine employees 

I 
I , in your establishment. 

... 
' ' , 

'" 

53. Ale the total hourly wage and,penefitscosts 'of part-time workers generally higher, lower, : 
"or about the same as the totar hourly wage and benefits costs of full-tiine workers in' ',', ' 

comparable positio~? ' , , ' 

I 	 ,', :1. Higher 	
" , 

, 2., ,Lpwer, ", 

I 	 3: About the same 
4. [DON'T KNOW/NO RESPONSE] " , ' 

,,1 '.: ,,' ','; "",
':"1 

I 54.' How often did your establishment move part-time workers into regular, full-timepositions 
in 1995? ' 


, .:1 
 ,"', '~', " 1 ' 

I 	
'. '. " 

1. Often 	 ". " 

';I"2. Occasionally 
3. Sometimes,

I 	 4. Seldom', 
5., Never' 	 , '" 
6. [DON'T KNOW/NO RESPONSE] 

'I 
'1-15. 
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I 


I
57. Has your establishment's use of part-time workers increased, decreased, or remained 
about the same, relative to the size of your workforce since 1990? 

, 	 , 

1. 	 Increased 
2. 	 Decreased 
3. 	 Same 
4. 	 NOT IN BUSINESS IN 1990/NOT APPUCABLE] 
5. 	 [DON'T KNOW/NO RESPONSE] 
6. 	 [REFUSED] 

I 
GOTOQ#59 
GO TO SECTION D 
GO TO SECTION D I 
GO TO SECTION D 
GO TO SECTION D I 

58. Was the increase, at least in part, due to: [MARK ALL THAT APPLy] , 

I
1. 	 Competitive pressure to reduce labor costs 
2. 	 Need to achieve greater workforce flexibility· to accommodate fluctuations in workload 


during the day, week, or season 
 I
3. 	 Change in the hours of operation of your .business 
4. 	 Increase in the benefits or social insurance costs of full-time workers 
5. 	 Corporate restructuring or merger I6. 	 Introduction of new machinery or equipment (such as new computer technology) 
7.. Business expansion (such as increase in orders, starting a new product or service line, 


or entering a new market area) 
 I8. 	 Contraction of business (such as decrease in sales, orders, profits or discontinuation of 

products) 


9. 	 [NO MORE APPLY/DON'T KNOW/NO RESPONSE]' ,I 
GO TO SECTION D 

I 
59. Was the decrease, at least in part due to: [MARK ALL THAT APPLy] 

1. 	 Inability to maintain product or service quality using part-tilne workers I 
2. 	 Introduction of new machinery or equipment (such as new computer technology) 
3. 	 Desire to reduce high turnover associated with part-time workers I 
4. 	 Change in the hours of operation of your business 
5. 	 Business expansion (such as increase ,in orders, starting a new product or service line, 


or entering a new market area) , 
 I 
6. 	 Business contraction (such as decrease in sales, orders, profits, or discontinuation of ' _ 

products) 
7. 	 High labor and/or administrative costs associated with part-time workers I 
8. 	 [NO MORE APPLY/DON'T KNOW/NO RESPONSE] . 

I 

I 
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, '" .'•. , ¥' • " . ';:1 
" ,D. 'THE USE OF,ON-:-CALL,WORKERS':' 

, ; r·,> ,'.' 

I' 	 This set of questions is abOut On-Call workers in your establishnient. Ttuit is: Workers ' 

who are called into wOt;'k:oIily as needed, They CaIl be ,scheduled for several days or 


I weeks in a row. ' .,', 	 ',' 

. ',. 
, ' 	 ", .", I , ' ," 

6O."SinceJ990, has your establishment,used On-Call Workers?', Please Do Not incl~de yoUr'I , regular :workers who are "lton call" for possible work during unusUal hours. ' 
. , 	 " 

~.' .; ,,1, 1. ' Yes, .. , ,',', 	
, , 

'I 	
,',1< 

" 2. No 	 ".:' '~O TO SECTION E, ' 
3. [DON'TKNOW/NO :R;ESPONSE] GO TQ SECTION E 

I 	 " "" ,,' '" ,I 

62. What is the averag~nuinber of hours pef'week:o~ ~onth'ihat yburestablishment's on:"call 
workers worked during 1995? [IF PER WEEK, ENTER NUMBER AND 1, I.E: 40' 

"I . HOURSIWEEK AS 401. IF PER ,MONTH, ENTER NUMBER AND 2, I.E;', 170 " 
" "'HOURS/MONTH,AS 1702~lF DON'T KNOW,ENTER 3:}' ... ', '" .' , 

'I '63. How many on-callworkers did your establishm,e,rit have in its pqolin December 19951. 
. • " " 'r ' " • • , 

; ,I I' 

". ' ,I "65. In general, are any of the foll~wing:reasons important for your establishment's use of on- , 

call workers? '[MARKA.1L THAT APPLy] :" ",,' ' , 

.• ~. . , 	 , " '>': '. 1"" ' , ..I 	 ,'1., Fill vacancy until regular employee is hired ":, , ' 

I 
2. Fill in for absent regular e~ployee who is'sick, on vacation,. or on f~ly medica.! 

leave' ",,' ,," ",":,,' ,:"" , ",", 
, 3. Screen job candidates for regular jobs ,', 
4. Seasonal needs 

I 	
. , 
.' 

, " 	

5. ' Provide n~ed~d assistance. during peak-time' hours of the day. or week 
6. Provide needed.assistance,at times of unexpected increases in business 
7. Special projects" 	 " ' 
8. Save on wage and/or benefits costs ,

I 	 " ..,' ,
9.', ':Special 'expertise possessed by the on-call worker " "" " , 

' 

,A. Provide needed assistance puring companY1restructuring or merger 

I, B. [NO MORE APPLY/DON'T KNOWINO RESPONSE] '" 
, 	 , 

" ,'. 
,',e' 

';,1 

I , 66. Are there, any othe{iinportant,reasons for, your establishment's use of on-call~or:kers? 

I 	 .'.•..!.'. , 
'f',' 	 .:',.,' 

I 	
, ", 
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I
67. Are your establishment's on-call workers offered any of the following benefits? 

[MARK ALL THAT APPLY] . 

I1. Paid holidays and vacations 
2. Sick pay 
3. Company pensions I4. Participation in profit or gain sharing plans 
5. Health insurance 
6. [NO MORE APPLY/DON'T KNOW/NO RESPONSE] . I 
The following question deals with a comparison of pay costs of On-call Workers with the 


, cost of pay for regular employees in your company', 
 I 
68. IS'the hourly pay cost for On-cal1 Workers generally higher, lower, or about the same as 

the hourly pay cost for regular employees in similar positions? I 
" . 

1. Higher 
2. Lower' I3. About the same 

4.' [DON'T KNOW/NO RESPONSE] 


I 
The next question deals with a comparison of the total cost of pay and benefits of On-call 

Workers with·the total cost of pay and benefits for regular employees in your 
 II 
establishment" ' 

69. Is the total hourly pay ,and benefit cost for On-call Workers generally higher, lower, or 
about the same as the total hourly pay and· benefit cost for regular employees in similar I 
positions? . 

1. Higher I 
2. Lower 
3. About the same 

,4. [DON'T KNOW/NO RESPONSE] 
 I 

70. How often would you say that your establishment moved On-Call workers into regular I 
jobs in 1995? 

1. Often I2. Occasionally 
3. Sometimes 
4. Seldom I5. Never 
6. [DON'T KNOW/NO RESPONSE] 

I 
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I 	
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. 'I' 

I, 
'73;' • Hasyour establishment's use of oh-call work~rs'iricrt!as~d;'decreased, or remained ~bout 

-. ,. the,same relative to the size of your regular workforce since 19901 'c, ' 

I ,1. Increased 	 ','I ,:'. 

',: 2. Decreas~' ," ... GO TO Q # 75 ,'" 
3 Same . , GO'TO'SECTION E ,I 4: ' [NOT IN BUSINESS iN 1990/NO't' APPLICABLEl' . ' GO TO SECTION E ' 

"5. . [DON'T KNOW] '" ;. GO TO'SECTION E 
,6. [NO RESPONSE] , GO TO SECTIONE .,I 	

".' 
74. Was the increase, ,~t leastin part, due,to: ',[MARK ALL THAT APPLY], ' 

I 
',1. 'Competitive pressure' to reduce labor costs 1', " 

'2. Need to achieve greater workforce flexibility to'accommOdate fluctu~tions in workload 

I over the day, week, or season ' " ' 
'3. Change in the hours of-operation of your'establishment'· 

I, 
 4., Increase inthe benefits or social insurance costs of full-time workers 

5. 	 Corporate or organizatio,nal restructuring or merger " ,,' 
6. 	 Introduction of new machinery or equipment (such as new computer,technology) 

I 

7. Business expansion (suchasinc~ease ,in orders, starting a new product or service line" ' ' 


or entering a new market area) ,'" " " 

8. 	 Business contraction (Such as decrease in sales, orders, profits, or discontinua~ion of ' 

products) ,: , ' 

I 
 9. [NO MORE APPLY/DON'T KNOW/NO RESPONSE] 

: ". ' ",' 	 ' 

GO rO SECTION E 
,I 75 .. Was the decrease, at leastin part, due to;' , [M,ARK AL~"THAT APPLy]' 

:' '. 

I 
 1. 'Inability to maintain produc.t or service qualitY using on-call workers, 

,2. ,Introduction of new machinery Qr equipment (such as new computer technology) 

3. 	 Desire to reduce 'hlgh nirnover associated 'with on..call workers" , 

I 
 4. Change in the hours of operation of your business "" ,,' , 

.s. Business expansion (sucpas increase inorders, starting ~ neW product or service line, 


or entering a new market area) , 	 '" 
6. Contraction of business (such as decrease in sales, orders, profits, or discontinuation 

I , , ' of products) . " ,,' "'," , ' ',' , \, " " , 
7.. High labor and/or administrative costs associated with usingon~call-workers 

I, 
 8. [NO MORE APPLY/DON'T KNOW/NO RESPON~E] , ' 

. '1' ,,"-'

.~ , 

I 
, , , 

. ',' 

I 
I 
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I
E. 	 THE USE OF INDEPENDENT CONTRACTORS 

INext, I am going to ask you a few questions about your establishment's use of independent 
contract workers: Independent contract workers may be used for carrying out 
administrative duties or providing business support such as security, engineering; I 
maintenance, sales, data processing, and food service. Independent contractors may 'also 
be used to perform activities that are core to your business' operations. I 

76. Since 1990, has your establishment used independent contract workers? I 
1. 	 YES 
2. 	 NO' GO TO'SECTION F 
3. 	 [DON'T KNOW/NO RESPONSE] GO TO SECTION F I 

II 
77. Since 1990, has your establishment ever contracted out work previously done by regular 

staff.? 

I 
I.' 	 YES 
2. 	 NO GOTOQ#81 
3. [DON'T KNOWINO RESPONSE] GO TO Q,# 81 	 I 

78. What type of function or functions previously done by regular staff have been contracted I 
out since 1990? 

I 
79. Were any of the following reasons important in your establishment's decision to contract 

, out work previously done by ~egular staff.? [MARK ALL THAT APPLy] " I 
" 

1. 	 Competitive pressure to reduce costs I
2. 	 Corporate restructuring or merger 
3. 	 Inability to compete with contractors on price, qwl1ity, or market position 
4. 	 Business expansion (such as increase in orders, st¥ting a new product or service line, I 

or entering a new market area) , 
5. 	 Business contraction (such as decrease in sales, orders, profits; or discontinuation of 

products) , I 
6. 	 [NO MORE APPLY/DON'T KNOW/NO RESPONSE], 

I 
1-20 I 

I 
" 



.j-' ,',.:1 

"I 	 . 
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. _' . t, 	 • ,.. •I '80~' Were there any, othe~ importantteasohs' f~r your estab~iShment, s.de~ision to contract out :', ' 
, work previously done by regular staff? ' , " ' " ' " " 

I 
I, 

,j, I, 

' •• 1 

81.' Since 1990, bas your o'rganizationever brought contract work back in house for regular ' 

I 'staff? ' 
, ,; 

. ,,'. 
L ~ , " 

,1. 'Yes:'" 	 ": ' . ,'1

I 2. No , GO TO SECTION F 
3. [DON'T KNOW/NO RESPONSE] GO TO SECTIQN F' 

• • t. lot' : ." , ..•,1I 
82. What type of function or functiombas your organization brought back in-house for regUlar 

, " , ' staff in the last five years?' " :' ,'I' 
";,, 

I 
 83. Were'any of the following impOrt3nt in your organization's decision to' brulg work 

previously contracted out backiIi-house?', '" [MARK, ALL THAT'APPl.;y] 

.. ,I: 	 I,. " Inability tOIDaintain productor serVice quality llsing9utside contractors , ",' 

,2. Corporate restrUcturing or merger ," " ' , ' ' .. 


I 
3. Union or employee resistance to outside contracting 

, ,4. Business expansion (such as increase in ord~rs, starting a new pro.duct or 'service line, 
or entering a new market area) ',' , I ",,' , , , 

'I 5. ,Busi:Q.esscontraction ( such as direase in,s~e,s, orders, profits, or ,discontinuation of 
,products),'" "," , ' " ' ' ',"' 

6.,' [No. MORE APPLY/DON'T KNOW/NO RESPONSE] 
, , ,"', 	 . 

I , . 	 '. . ' . , . 

I 

84. Were ther~ any other important reasons for yo~ establishment's decisio.n to bring back iri, 


house work previously contracted out? ' , ',,;' " ;, ' " 

,,\,' ' :, " " , 

',i'I 	
" 

t, .'I ..,". 

<" "I 
I 

,I 	 " ' , '. 

'I 

. <',; 


,I 



I 

I
F~ ,GENERAL OPERATIONS 

INow we are on the last section which has a few questions on your general operations. 

I
85. Approximately how many full-time payroll employees were employed at your 

'establishment in December 1995? ' 

I 
96. Do the regular, full-time workers in your establishment receive any of the following I 

'benefits? [MARK ALL THAT APPLy] , 

I1. Paid holidays and vacations 
2. Sick pay 
3. Company pensions I4. Participation in profit or gain sharing plans 
5. Health insurance 
6. [NO MORE APPLY/DON'T KNOW/NO RESPONSE]' I 

. . Are the following very important, somewhat important, or not important for absorbing I 
fluctuations in your establishment's workload? 

86., Overtime or comp time, I 
1. Very Important I2. SomewhmImportant 
3. ',Not Important 
4. [DON'T KNOW/NO RESPONSE] I 

87. Reduced Work Weeks (Are reduced work weeks, important for absorbing fluctuations in I
your establishment's workload?) 

1. Very Important I 
2. Somewhat Important 
3. Not Important 
4. [DON'T KNOW/NO RESPONSE] I 


I 
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I 
I 88. Te,mpotary Layoffs (Are.tempo~ary layoffs important for absorbing flu'ctuati~nsin your 

establishment's workload?) . ' 

I , \1'. 

1. Very Important " .. 
2; Somewhat Important, 

I . I,' ", ' 3. ~o~ Important,,' " 
4. [pON'T KNOWINO RESPONSE] .. 

I ,', " ..,";" " 

I 
89~' Contract Worke~s (Are contract workers important for absorbing fluctuations in your ' 

establishment's workload?) '. ' , .. ' 
'·"L 

, " 

1. , Very lIrii>ortant 
2. Some,,,,h3.t, Important 

,< ,,' ' 
,I ,3. Not IInportant ' . 

4. [DON'T KNOWINO RESPONSE]

I 
90. How many or what percentage of your establishment's workers were covered' by ~ " ' 

I ," collective agreement in 1995? [ENTER PERCENT AND 1, IF PERCENT. I.E., 
1%=11. ENTER NuMBER AND 2, IF NUMBER, I.E., 1 WORKER =If "ENTER 1, 

,', IF NONE. ENTER 3, IF. DON'T KNOW INO RESPONSE.]

I , \.' 

93, What we~e the regular number of days of oper~tiop. per week for your esta:blis~ent in'I 1995?' 
t I " 

,.' , ' 

I " . . 

94.' What were·the regular number of pours per day that your establjshment was in operation 
in 1995? 

I 
'".' 'J 

I . :."'" 
" ,..,.\ 

'to 

I 
" ,:. 

'I 
I 

, " 
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I
95. Approximately what was, the employee turnover rate at your establishment in 1995? That 

is approximately what percentage of the workforce does your establishment need to 
replace each year because of quits, retirements, or fIrings. (Note that the turnover rate will I
exceed 100% if the average employee's tenure with you is less than one year.) 

[IF EXACT NUMBER, ENTER THE NUMBER FOR BOTH THE HIGH AND LOW I 

RANGE] 

[ENTER 0 FOR BOTH IF DON'T KNOW/NO RESPONSE] I 

[RANGE] 

Low 

[INTERVIEWER, PROMPT ONLY IF NEEDED] 

0-10% 
·11 - 25% 
26 - 50% 
51-75% 
76 - 100% 
Over 100% 

High Range 

I 

I
Would you say it was: 

I 

I 

I 

I 


97. Approximately what were the fringe benefIts costs, as a percent, of payroll costs in your 
establishment in 1995? I 

98. Do you agree or disagree with the following statement? I 


In the next 5 years, companies/organizations in our industry will use more flexible staffmg 

arrangements, such as temporary employment agency workers, short-term hires, part­
 I

timers, on-call workers and contract workers. 

1. Agree I 

2. Disagree 
3. [DON'T KNOW/NO RESPONSE] I 


Thank you for sharing your time with us. I 
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.,1 

I 

I 

I 
I 
I 
I 
I 
I 

OPTIONAL (if needed.)l~ We will be faxing or ~iling you today the questions 'you needed. 
OPTIONAL (if needed): ,We will be calling you later .............{time)..... :... (day) . 
,.............(date) about the questions we discus~ed. . 

OPTIONAL (if needed): Thank you' for taking tUne to send us theadditiorial information 
about the questions we discussed. 'Our Fax address. is Kercher Centerfor.Social Research 
616/387-2882. ',.', : . . . 

End of Survey 

_. i < 

"I, 

" . \ 

. ".' 
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I' APPENDIX II " 

'I ''': 

. Methodology for Assigning Employment Categdries in'Pebruary 1995 CPS 
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, .. 

for Assignfug;ElnJ~~~t c~ories ;';F~bl'Ullry 1995(;1'8 	

" 

'. :, ,': . ·t,· '... '·.f ,j,., '."",," "':tl,,' ~ .,';' '. "",fj.(' , ",: ' 

, ;,' '.
": . 	 . I .,' ." ~ 

, , 	 , ' I.", (,) ," 

',',,' ',' :;J, ... , ;' ., '"' ", • ., I , .. "j' ',t" , ,I ,'J 

We plassified wage and salary'employees''in the'Fe6i11ary 1995 Supplement of the CPS 
l' ,L \ ,,,. • ' ~i, '.' " ' 	 " 

. ,.', ":,, r ,", " <':," .,:, :~!,';A·,,':.,<,~, ':1"' (' ,,'~,'; " :.,.,,1', ,,', I "::', 

into one of six,mu~allyexdusive c~~gpri~s 6femplo~e;n{ ·In;~~,S.upple~eni to ~~'.",,' 
0;." , " I rl'~ ': 't: 

. , " ' " ' "7.. I ,,'"". ~ ,., .I:, I: ,';' " ...: {.,', r' '. '~'i, ", ." ,', " '" ' :," ,'j ,.' 

: February 1995 CPS~:,~orkerswer~aske~whethet,~ey w~re paid,by'a tempor~"help' agency, 
• '.,.,' • ;, ;" '. '.: "" ,", ,(~ , 'I . -I, 1 ,', . 

.,' .' "0:,,, '.", '., ",' .... ,'o,..• ~p'~,;~'\','.,:... .1:' ,: .," "I , , " '. ',' \ ,. 
, .,' 

' " were, on~call 'or day laborers, 'were independent ~bntractors"or ,workep. for a, rmp. that, " 
, l " , ~ ". ' " i " " . ," . ''::'A' . '1, I. ' ' '; "',; , :,\:';,', ;':; .':' . , ,.' II:" "::,:' ; • , ,: 'I. ',"" \:' . ,,,.' , '.' '. . r~ , ,I,' 

I' 
" 	

',' "':" 

co~tiacted Ollt,their labor. ,Although resp6~dentswet~not'specifically:asked Whether they were' 
',\"\ 	 " , ' '.. 

,,;,,' " ',:," , , " " "," '".',;::, , ",":;' " ',:' ':"", ,'," """ '",,'; , " 

a short-term hire, ,they were asked, whether they conside~ed their'job temporary and -if so they 
, ", '",':I,', ,j , ': ~ ,! " " , 1 I," 	 , 

I' ',~ere asked a senes6f questions todeWrI$e'~hy th~y:~onsidered their job ~mporary.. To 
•. " ", '\" L ,<', 'l-' " ,",' ", ,'" ", \ 

, "'. "f' /' ,I" ',: ",I'" " , ,,' " ' ", " , , • , , ',~, ,.", ,.' ,.,,' , ! '" " '" '(., 

'construct :a' category 'of:,sh,ort7term hires; 'VJ~ included workers whose job was temporary for" 

I 
 , .' . , " ' '\ ,; ~ , '~ ',; 	 , " ',' . 

, ',' 

" • , ",4".', ::,. , " ~::' ':, < ' , ',' :', ,. ' " '. "ji, " '. :,' " , ., , ~ , ,: : ": ""\,,, " 'I , ,0 	 ' 

:- economic reasons'net~qfthose ~ho:said'they'were pa~d by.atemporary help ageI;1cy;' were'an 
, 'I', > , " ' " , ; " ' ,. ,.' !~.' ',' c.', '. ' •. ; , " " ' 

':, ," ':,;"': _","'" l'. ',':.. ,' " ',;Ji,,':,'," " . .' ,:~ , ". ,:, ,j ,:" " 

qn'::Call worker'or day laborer, were ingependent cOIltnictors,or'worked for ~'company that , 
~ 	 , , ' ,I , , " V!' • • '.,I 	 " , 

.. ' l '"",.,' 	 ;""', 

contracted out th~ir ,~e~lce~,.A:"s.imilar;pr6cedrirew~,USed l>Y' Pol~v1Gl, (~9,96) to c,onstruct'3n ;11>

I' 
" 

, ::",',' ',', " ,,:'., ",: ;' ':. 'r: ';,:.;, "" , ,,:,', ,: ",,' , " . .', , ' "',.. 
" estiIbale<;)fwha{'she called dir~tlili:e temponmes. :Weclassifieq.' those' working less than 35 

, " '"' ., '-:' ,~; , ' ," .. < ' ., 4;, " ,'.' : "', 'f \ - , "I,. ' : ' 

I , " ' ,I _, ""', ' ; '" '",\ ' ,,' :, fl;',I:, ,,,":,, ,.' ,.,' t' 

hours per week who'did not'faIl int(j'one of the othet:ftexible siaffmgi categories as regular
,',,,, ," ,1, , 	 ,,', 

part-ti,me ~qrkers. Finally, we ciasSifit!4'th~se.working 35 hour Per week' or more and who did 
, ~ \ 1 " I ' '. • \ -. , '. ' •." I' ,"',I 	

:' 

",.' 	 \- ", . 

no~.faJl hiio OI~e of the, flexible s~mg categories'as:'teglllai,ful1:.time e~ployees.', " ,,' , 

, , ' ' '~" " ", ',~ f 1 , 't ", t' , ' " ' , , ; '( I' , 

.', • 	 ' \.i <r" ", ,":" 
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