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There is a widespread perception that employment in what has variously been called
“contingent,” “flexible,” “alternative,” or “nonstandard” staffing arrangements is large and
growing. Many regard such a development as troubling, in part because workers in these
arrangements typically receive few benefits. Moreover, some firms allegedly use these
arrangements to circumvent laws governing benefits and other labor standards. This situation
has raised concerns that existing employment and labor laws are inadequate to protect workers in
these arrangements.

Others, citing recent BLS statistics on “contingent” employment, counter that the
phenomenon is small, and consequently does not merit major policy changes.

Confusion over whether the phenomenon of contingent employment is large or small
arises not so much over disagreements about what the data say but rather over what the word
contingent means. I will begin my presentation by discussing the various uses of the term
“contingent,” and will argue that the scope of employment arrangements covered by this working
group is considerably greater than that measured in the BLS figures on contingent employment.

In the remainder of my presentation, I will draw upon BLS data and data from a
nationwide employer survey conducted by the Upjohn Institute for Employment Research to
discuss employment levels, employment trends, and the incidence of benefits among workers in
a wide range of employment arrangements, including temporary help, direct-hire temporary, on-
call, contract company, independent contractor, and regular part-time jobs. I also will discuss
evidence that employers use these arrangements, in part, to save on benefits costs.

What is Contingent Work?

The term "contingent work" was coined by Audrey Freedman in 1985 to describe
"conditional and transitory employment arrangements as initiated by a need for labor--usually
because a company has an increased demand for a particular service or a product or technology,
at a particular place, at a particular time."" Since then the term has been used in various ways.
Richard Belous and others, who popularized the term in the late 1980s, used it to refer to all
employment arrangements besides traditional full-time, employment. Thus, “contingent”
workers by this definition include all part-time and self-employed workers, in addition to
temporary and on-call workers. In a recent book, Kathleen Barker and Kathleen Christensen
note that the term contingent employment is "generally thought to include those jobs that are
done on temporary, self-employed contract, or involuntary part-time bases."?

!Audrey Freedman, "The New Look in Wage Policy and Emiployee Relations,” Conference Board Report
No. 865, New York: The Conference Board, 1985.

2Kathleen Barker and Kathleen Christensen, Contingent Work: American Employment Relations in
Transition, Tthaca, NY: ILR Press, 1998.




Beginning with the February 1995 Supplement to the CPS, BLS sought to collect data on
the number of "contingent” workers, and, by implication, provide a more precise definition for
the term. In an article published prior to the design of the February 1995 Supplement, BLS
economists Anne Polivka and Thomas Nardone sharply criticized the common usage of the term
contingent worker as being too broad and discussed how it should be defined and measured.’
They proposed that, based on Freedman's original concept of contingent employment, two key
criteria be used in classifying a worker as contingent: 1) a low degree of job security, in
particular the amount of job security embodied in the employment arrangement and 2) variability
in hours worked. However, in designing the Contingent and Alternative Worker Supplement,
BLS only incorporated the first criterion into its definition of contingent workers. In addition,
the classification.is based on workers' perceptions of job security, rather than on the actual
contractual nature of the employment relationship. Specifically, only workers who do not expect
their jobs to last for economic reasons are classified as contingent workers in the BLS data.

Using Freedman's original concept of contingent worker, it is clear that while some
researchers have over counted the number of contingent workers, the BLS definition undercounts
them. For instance, on-call workers are intrinsically contingent, because their hours of work
vary. In fact, in their 1989 article Polivka and Nardone cited on-call workers like substitute
teachers as examples of workers who should be classified as contingent. However, this aspect of
contingency--hours variability--is not measured in the BLS concept. In 1997, only 28 percent of
on-call workers were classified as contingent under the broadest BLS definition of contingency.
The problem is not limited to on-call workers. For instance, temporary help agency workers are
also intrinsically contingent. While agency temporaries may establish a long term relationship
with the staffing agency, their employment, hours, and pay will vary with the availability of
assignments. However, only 57 percent of agency temporaries are classified as contingent in the
1997 BLS survey. The surprisingly low percentage of agency temporaries who are classified as
contingent in the BLS survey suggests a problem with the way the concept of temporary is being
measured in the survey or with respondents' understanding of the questions being asked.
Similarly, because independent contractors and other self-employed workers are classified as
contingent by BLS only if they expect that they will not be self-employed in the near future, very
few in these arrangements are counted as contingent. Yet, their assignments with clients may be
temporary in nature and it is this contingent use of workers by businesses that Audrey Freedman
was referring to in her original article. Consequently, in its statistics on contingent employment,
the BLS—probably unwittingly--introduced yet another definition of the term contingent, which
does not correspond very closely to and is considerably narrower than any prior usage of the
term.

By covering in its hearings a broad set of employment relationships that go well beyond
the concept of contingency captured in BLS statistics or even in Audrey Freedman’s original use

3Anne E. Polivka and Thomas Nardone, "On the Definition of 'Contingent Work," Monthly Labor Review,
December 1989, pp. 9-16.




of the term, this working group implicitly has been using the more popular concepts of
contingent work. Consequently, BLS's statistics on the "contingent" workforce, which have been
discussed in detail by several previous witnesses, are not relevant for this working group.

I would agree with BLS economists and many others who object to the use of the term
“contingent” to refer to most workers who are not traditional full-time employees. If I-had
named this working group, I would have substituted the term “nonstandard work arrangements”
or “flexible staffing arrangements” for “contingent workforce.” Nevertheless, examining such a
broad set of employment relationships is an appropriate scope for this working group for two
reasons. First, workers who are not in regular, full-time employment relationships are much less
likely to receive benefits than those who are. Second, ERISA and other regulations governing
benefits primarily protect full-time employees, and thus firms often can use other employment
arrangements to avoid providing benefits to certain groups of workers.

The Number of Workers in “Contingent” or “Flexible Staffing” Arrangements

In addition to generating the first official statistics on “contingent workers,”” the February
1995 Supplement to the CPS represented the first attempt in government statistics to count the
number of workers in a wide variety of "alternative" or--the term I prefer--"flexible" staffing
arrangements. The Supplement on Contingent and Alternative Work Arrangements was repeated
in February 1997 and February 1999. Table 1 presents the distribution of the workforce by
staffing arrangement in 1997.*

In the survey, individuals were directly asked whether they were paid by a temporary help
agency, whether they were an on-call or day laborer, or whether they were an independent
contractor, independent consultant, or free lance worker. Those answering in the affirmative
were classified as agency temporaries, on-call or day laborers, and independent contractors,
respectively. The category agency temporaries includes the permanent staff of these agencies,
though they represent a small percentage of those employed in that industry.> Under the legal
definition, independent contractors are self-employed. However, about 12 percent of those
calling themselves independent contractors, independent consultants, or free lancers, also stated
that they were wage and salary workers. Workers were classified as contract company workers if
they responded that they worked for a company that contracted out their services, that they
worked at the client's site, and that they primarily worked for one client. The category “other
self-employed” comprise self-employed workers who are not classified as independent
contractors. Regular part-time employees work fewer than 35 hours per week and are not
classified in another flexible staffing arrangement.

“The 1999 data were not publicly available at the time of this writing.

5A 1989 Industry Wage Survey indicated that permanent full-time staff constituted just 3.2 percent of
employment in the industry Help Supply Services, which is primarily made up of temporary help agencies.

3




Although the CPS does not include a specific question classifying individuals as direct- |
hire temporaries, I constructed this category from questions in the February Supplement.
Specifically, individuals were classified as direct-hire temporaries if they indicated that their job
was temporary or they could not stay in their job as long as they wish for any of the following
reasons: they were working only until a specific project was completed, they were temporarily
replacing another worker, they were hired for a fixed period of time, their job was seasonal, or
they expected to work for less than a year because their job was temporary.

To avoid double counting, the categories of employment in Table 1 are constructed to be
mutually exclusive. The main overlap across categories occurs with direct-hire temporaries; a
number of on-call workers, wage and salary independent contractor workers, and contract
company workers are hired on a short-term basis. The proportion of workers in these categories
who are also direct-hire temporaries is indicated in Table 1. The category “other direct-hire
temporaries” are those short-term hires not classified in another flexible staffing arrangement.
Including the on-call, independent contract, and contract company workers who are also direct-
hire temporaries, 3.2 percent of the workforce are direct-hire temporaries. In addition, a small
number of workers work on an on-call basis or for a contract company. They are classified as
on-call workers in the table.®

Independent contractors comprise the largest category of flexible staffing arrangements.
In fact, over half of all the self-employed call themselves independent contractors, independent
consultants, or free lancers. Collectively, agency temporaries, on-call workers, independent
contractors, contract company workers, and direct-hire temporaries comprise 12.5 percent of the
workforce. Another 5.1 percent are other self-employed and another 13.6 percent are regular
part-time employees.

It is noteworthy that agency temporaries account for only one percent of total
employment in the CPS Supplement, whereas they account for about 2 percent of employment in
the Current Employment Statistics (CES), the Bureau of Labor Statistics's establishment survey.
Data from the National Association of Temporary Services Staffing suggests employment in
temporary services is slightly less than that reported in the CES, but is much higher than that
reported in the CPS, and it is generally presumed that the CPS understates employment in
temporary help agencies.’

_ SThe classification scheme used in this table follows that used in my paper with Anne Polivka: "The
Implications of Flexible Staffing Arrangements for Job Stability," in On the Job: Is Long-Term Employment a Thing
of the Past? edited by David Neumark, New York: Russell Sage Foundation, forthcoming.

"Some of the difference in the CPS and CES figures on temporary agency employment stems from
differences in the type of data collected in the two surveys. Specifically, the CES counts jobs in the temporary help
services industry, while the CPS counts workers whose main jobs are in this industry. Consequently, individuals
registered with more than one temporary agency would show up once in the CPS, but would show up more than
once in the CES, if they worked two or more jobs for two or more temporary help agencies during the survey week.
Also, multiple job holders with secondary jobs in the temporary help industry would not be counted in the CPS as
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Table 1 also shows that those in flexible staffing arrangements are more likely to work
part time than workers in regular wage and salary positions. This is particularly true for on-call
workers and direct-hire temporaries.

Data on the number of workers hired by employee leasing companies are not currently
available. In the February 1995 CPS Supplement, respondents were asked 1f they were paid by
an employee leasing agency. A very small percentage (0.3 percent) responded in the affirmative.
Subsequent field tests by BLS showed considerable confusion among respondents over that
question and so it was omitted from the 1997 and 1999 Contingent and Alternative Work
Arrangement Supplements. A report on employee leasing prepared for the Department of Labor
estimated there were 608,198 leased employees in 24 states in 1993. At the time, other states
collected no data on the number of leased employees, and the report cast doubt on the accuracy
of the figures from many of the states that did report data.® It is believed that many leased
employees are classified in the help supply services sector along with temporary help agency
workers in the CES. In an ongoing project, the BLS is attempting to provide separate estimates
for leased employees and agency temporaries.

Trends in Flexible Staffing Arrangements

Very little is known about trends in most flexible staffing arrangements. As noted above,
the CES provides information on employment in the help supply services industry, SIC 7363,
which is comprised primarily of temporary help agencies. According to this source, employment
in the temporary help industry grew dramatically in the 1980s and 1990s. From 1982 (the first
year for which data on this industry are available) to 1997, the share of non-farm payroll
employment in help supply services grew from 0.5 percent to 2.3 percent. The share in self-
employment and in part-time employment has not grown in recent years.

Statistics for on-call, independent contractor, contract company, and direct-hire
temporary workers were first collected in the February 1995 Supplement to the CPS. Between
1995 and 1997, the percent of employment in these categories was stable, but this two year time
period, during which the economy was in rapid expansion, is too short to determine any trend.
Future CPS Supplements on Contingent and Alternative Work Arrangements will provide

agency temporaries, whereas those workers' secondary jobs would be counted in the CES. Another possible
explanation for the differences is that, in spite of questions in the CPS designed to avoid this problem, some
respondents may still view the client to whom they are assigned as their employer and thus fail to report that they
are paid by a temporary help service. The widespread confusion over who is their employer is evidenced by the fact
that among those identified as agency temporaries in the CPS, over half at first incorrectly named their client, rather
than the temporary help agency, as their employer. Finally, many establishments classified as temporary help
agencies in the CES may also provide contract company workers or leased employees.

SKRA Corporation, Employee Leasing: Implications for State Unemployment Insurance Programs. Final
Report, submitted to the Unemployment Insurance Service, U.S. Department of Labor, contract no. K-4280-3-00-
80-30, 1996.




valuable evidence on trends in these work arrangements.

In the absence of employment data on specific flexible staffing arrangements, some
researchers have looked at the growth in business services employment. In addition to including
agency temporaries within help supply services, business services is thought to include many
employed as contract company workers. Figure 1 plots indexes of employment in help supply
services, business services, and the aggregate non-farm payroll sector over the 1982-98 period.
Help supply services grew more rapidly than aggregate business services, which, in turn, grew
more rapidly than aggregate employment over the period. Within the business services sector,
help supply services was the fastest growing component. However, each component of the
business services sector also increased faster than aggregate employment over the period.

Evidence from various employer surveys points to growth in other types of flexible
staffing arrangements. For instance, in a 1995 survey of Conference Board members, 34 percent
of companies reported sizable growth in their use of direct-hire temporaries in the preceding five
years and 24 percent expected sizable growth in the coming five years. Thirty-one percent
reported sizable growth in their use of independent contractors and 28 percent expected sizable
growth in their use of independent contractors in the next 5 years.” Data from BLS Industry
Wage Surveys in 1986 and 1987 show growth in contracting out of services in thirteen
manufacturing industries between 1979 and 1986/1987."° In a survey of members of the Bureau
of National Affairs, a larger percentage of employers reported an increase than reported a
decrease between 1980 and 1985 in their use of direct-hire temporaries, on-call workers,
administrative or business support contracts, and production subcontracting relative to regular
workers.!! In an Upjohn Institute survey of a nationally representative sample of 550 employers,
a much larger percentage reported contracting out work previously done in house than reported
bringing work back in house since 1990. Moreover, two-thirds of respondents to the Upjohn
Institute survey predicted that organizations in their industry would increase their use of flexible
staffing arrangements in the coming five years.!? Thus, it is reasonable to assume that there has

The Conference Board, "Contingent Employment," HR Executive Review, 3 (2), 1995.

%K atharine G. Abraham, and Susan K. Taylor, “Firms’ Use of Outside Contractors: Theory and
Evidence,” Journal of Labor Economics, 14(3): 394-424, 1996.

"Katharine G. Abraham, “Restructuring the Employment Relationship: The Growth of Market-Mediated
Work Arrangements,” In Katherine Abraham and Robert McKersie, eds., New Developments in the Labor Market:
Toward a New Institutional Paradigm, Cambridge, MA: MIT Press, 1990.

"2Susan N. Houseman, “Temporary, Part-Time, and Contract Employment in the United States: A Report
on the W.E. Upjohn Institute’s Employer Survey on Flexible Staffing Policies.” Report to the U.S. Department of
Labor, Kalamazoo, MI: W.E. Upjohn Institute for Employment Research, 1997.




been some growth recently in other types of flexible staffing arrangements, though the amount
they have grown is unknown.

Benefits

Lack of benefits is an important issue facing workers in all flexible staffing arrangements.
Table 2 shows the incidence of health insurance and retirement benefits by work arrangement.
Those in flexible staffing arrangements are far less likely to receive benefits such as health
insurance or a retirement plan from their employers than are regular full-time workers. Because
many employees who are eligible to participate in an employer provided health insurance or
retirement plan decline to do so, it is interesting to look at not only the fraction of workers who
receive these benefits from their employer, but also the fraction that are eligible to receive them.
Among wage and salary employees, those in flexible staffing arrangements are much less likely
than regular full-time employees to participate in and be eligible to participate in a health
insurance and retirement benefit plan. The incidence of these benefits is particularly low among
agency temporaries. Whereas 73 percent of regular full-time workers receive health insurance
through their employer and 84 percent are eligible to participate in an employer health insurance
plan, just 7 percent of agency temporaries receive health insurance through their employer and
only 24 percent are eligible to participate in an employer health insurance plan. Only 4 percent
of agency temporaries participate in an employer retirement plan and only 10 percent are eligible
to do so, compared to 63 percent and 67 percent of regular full-time employees who participate
or are eligible to participate, respectively, in an employer retirement plan.

This lack of benefits would be of less concern if those in flexible staffing arrangements
generally had health insurance from other sources or saved for retirement through a tax deferred
retirement account. However, agency temporaries, on-call workers, independent contractors,
direct-hire temporaries and regular part-time workers are much less likely to have health
insurance coverage from any source compared to regular full-time employees. Over half of
agency temporaries have no health insurance from any source. Similarly, workers in all types of
flexible staffing arrangements are much less likely than regular employees to have some type of
retirement plan. As shown in Table 3, while workers who are not in regular full-time
employment arrangements account for slightly over 30 percent of the workforce, they account for
almost half of all workers with no health insurance and almost half of those with no retirement
plan.

One might speculate that the reason workers in flexible staffing arrangements are less apt
to receive benefits is because they are, on average, less productive workers employed in lower
paying jobs, who probably would not receive benefits even if they were regular full-time
employees. However, demographic and job characteristics cannot explain why workers in
flexible staffing arrangements are much less likely to receive benefits than those in regular full-
time positions. Using data from the February 1995 Supplement to the CPS, I have estimated
models of the probability a worker is eligible to participate in an employer-sponsored health
insurance plan, has health insurance from any source, or is eligible to participate in an employer-
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sponsored retirement plan. The results show that even controlling for age, education, race,
geographic region, union status, industry and occupation, workers in all flexible staffing
arrangements are significantly less likely to be eligible to participate in an employer-sponsored
health insurance or pension plan or to have health insurance from any source. 4

One might also speculate that an important reason why workers in flexible staffing
arrangements are much less likely to receive health insurance and pension benefits from their
employer is because they are more likely to work for employers who do not offer benefits to any
workers—including regular full-time employees. However, evidence from the Upjohn Institute
employer survey suggests otherwise. Specifically, within establishment comparisons shows that
employers are much more likely to offer regular full-time employees these benefits than they are
to offer employees in flexible arrangements (Table 4). This finding is important, for it implies
that employers are using these employment arrangements to determine benefits eligibility.
ERISA and non-discrimination clauses in the IRS tax code make it difficult for employers to
offer pension and health insurance benefits just to selected groups of regular full-time workers.
However, hiring workers on a part-time or temporary basis may be one way for an employer to
avoid offering these benefits to certain groups of workers.

Data from the Upjohn Institute employer survey also show that employers typically offer
benefits like paid vacations and holidays and paid sick leave, in addition to health insurance and
a retirement plan, to their regular full-time employees. However, they are much less likely to
offer these benefits to regular part-time employees and they rarely offer these benefits to
employees who work on an on-call or temporary basis.

Using Flexible Staffing Arrangements to Reduce Benefits Costs

Many have hypothesized that employers use various flexible staffing arrangements in
order to reduce fringe benefits costs of their workforce and that this practice has become more
important with the growth of fringe benefits costs. As already noted, restrictions in ERISA and
non-discrimination clauses in the IRS tax code make it legally difficult to limit fringe benefits to
certain groups of workers. For example, under ERISA, employers must cover 70 percent of their
non-highly compensated workforce in any pension plan they offer in order for that plan to
receive favorable tax treatment. However, employers may circumvent ERISA, which applies
only to employees working 1000 hours per year or more, by hiring low-hours part-time, on-call,
or temporary workers. In addition, ERISA restrictions do not apply to independent contractors,
who are self-employed, and to agency temporaries and contract company workers, who are
deemed another company's employees.

Although the IRS has cracked down on the misclassification of employees as independent
contractors and Congress passed legislation to limit companies' ability to avoid pension
obligations by "leasing" its workers from another company, some evidence suggests that the use
of flexible staffing arrangements to lower wage and benefits costs is still an important motivation
for using many types of flexible staffing arrangements. For instance, in her survey of 21 large
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companies, Kathleen Christensen found that 38 percent of companies using direct-hire
temporaries, 19 percent using agency temporaries, and 29 percent using independent contractors
did so, in part, to reduce health care costs.”® In their survey of 1000 organizations, Arne
Kalleberg, Jeremy Reynolds, and Peter Marsden report that 16 percent of businesses say that
avoiding fringe benefits costs is a very important reason they use agency temporaries or contract
company workers and another 22 percent say this factor is moderately important.'

When directly asked why they use workers in various flexible staffing arrangements, less
than 12 percent of employers in the Upjohn Institute survey indicated savings on wage and
benefits costs are important. Nevertheless, in a separate set of questions, many indicated that
they do, in fact, save on hourly wage and benefit costs by using these arrangements.
Specifically, employers were first asked to compare the hourly pay cost of workers in various
flexible staffing arrangements to the hourly pay cost of regular workers in similar positions.
Next, employers were asked to compare the hourly pay plus hourly benefit costs of workers in
flexible staffing arrangements and those of regular workers in similar positions. (In the case of
agency temporaries the comparison was between the billed hourly rate of the agency temps and
the hourly pay cost or the hourly pay plus benefits cost of regular workers. ) Savings on benefits
costs appeared to be particularly important.

As shown in Table 5, among employers using agency temporaries, only 19 percent stated
that the billed hourly rate is higher than the hourly wage and benefit cost of regular workers in
similar positions and 38 percent indicated that it is lower. A negligible percent of employers
reported that the hourly wage and benefit cost of direct-hire temporaries, regular part-time
employees, and on-call workers is higher than that of regular workers in similar positions, while
59 percent of those using direct-hire temporaries, 63 percent using regular part-time workers, and
73 percent using on-call workers indicated that it is lower.

Statistical analysis of the Upjohn survey data also shows that employers who offered both
pension and health insurance to their regular, full-time workforce were more likely to use agency
temporaries, direct-hire temporaries, regular part-time workers, and on-call workers and/or to use
them more intensively than were employers providing less generous benefits. Similarly, in an
early employer survey on the subject, Garth Mangum, Donald Mayall, and Kristen Nelson found
that the higher the level of fringe benefits, the more likely the firm was to use agency temporaries

13K athleen Christensen, Contingent Work Arrangemenis in Family-Sensitive Corporations, Boston: Center
on Work and Family, Boston University, 1995.

'“Arne L. Kalleberg, Jeremy Reynolds, and Peter V. Marsden, “Externalizing Employment: Flexible
Staffing Arrangements in U.S. Organizations,” Unpublished paper, University of North Carolina at Chapel Hill,
1999.




or on-call workers."> These findings provide indirect evidence that employers are motivated to
use flexible staffing arrangements to avoid benefits costs.

It would be misleading to suggest that reducing fringe benefits costs is the only reason, or
even the most important reason, businesses use various types of flexible staffing arrangements.
For instance, firms traditionally have used all types of flexible staffing arrangements to
accommodate fluctuations in their workload or to fill in for absences or vacancies in their regular
staff. Firms use flexible staffing arrangements, especially temporary help agencies, to screen
workers for regular positions. Additionally, firms use flexible staffing arrangements, especially
contract company workers and independent contractors to access special skills. Nevertheless,
even if it is not their principal motivation for using workers in these arrangement, evidence
suggests that firms often save on benefits costs. The growth in benefits costs has likely made use
of these arrangements more attractive.

BGarth Mangum, Donald Mayall, and Kristen Nelson. “The Temporary Help Industry: A Response to the
Dual Internal Labor Market.” Industrial and Labor Relations Review, 38 (4) 1985, pp. 599-611.
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Figure 1. Employment Indexes
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Table 1. Distribution of Employment by Work Arrangement, 1997

Employment As a Percent

Arrangement of Workforce
Agency Temporaries 1.0
On-call or Day Laborers 1.6
Independent Contractors 6.7
Contract Company Workers ‘ 0.6
Other Direct-hire Temporaries 2.6
Other Self-employed | 5.1
Regular Part-time Employees 13.6
Regular Full-time Employees | 68.8

Source: Author’s tabulations from the February 1997 CPS. Supplement on Contingent and Alternative
Work Arrangements. -




Table 2. Percent of Workers with Health Insurance and Retirement Plan, by Work Arrangement

Health Insurance

Health Insurance Health Insurance Eligible for Health Insurance

through Employer from Employer
Agency Temporaries 48.1 7.3. 23.8
On-call or Day Laborers 68.5 20.0 29.6
Independent Contractors 74.6 NA NA
Contract Company Workers 83.1 51.3 68.8
Other Direct-hire Temporaries 74.1 27.1 35.9
Other Self-employed 82.3 NA NA
Regular Part-time Employees 77.1 17.7 31.1
Regular Full-time Employees 87.6 73.1 83.8

Retirement Plan

Covered by Employer Pension
" Plan or has Tax Deferred
Retirement Account

Participates in Employer
Pension Plan

Eligible to Participate in

"~ Employer Pension Plan

Agency Temporaries 18.3 43 9.5
On-call or Day Laborers 37.0 22.2 25.9
Independent Contractors 39.8 NA NA
Contract Company Workers 50.7 39.2 46.3
Other Direct-hire Temporaries 30.4 19.8 233
Other Self-employed 44.9 NA NA
Regular Part-time Employees 30.6 20.4 24.9
Regular Full-time Employees 68.6 62.6 67.1

Source: Author’s tabulations from the February 1997 Supplement on Contingent and Alternative Work Arrangemenfs.




Table 3. Distribution of Workers with No Health and No Retirement Plan

Distribution (in percent)

All . With No With No
Frequency Workers Health Insurance ~ Retirement Plan
Agency Temporaries 1.0 ‘ 33 2.0
On-call or Day Laborers 1.6 3.1 2.6
Independent Contractors 6.7 10.6 9.8
Contract Company Workers 0.6 0.6 0.7
Direct-hire Temporaries 2.6 4.2 4.4
Other Self-employed 5.1 5.6 6.6
Regular Part-time Employees 13.6 ' 19.5 | 21.6
Regular Full-time Employees 68.8 | 53.0 52.4
Total 100.0 100.0 100.0

Source: Author’s tabulations from the February 1997 CPS Supplement.




Table 4. Provision of Benefits, by Type of Worker

Among Employers with: Direct-hire Temporaries Part-time Employees On-call Workers Full-time

Employees

The Percent Offering Direct-hire Full-time To Any To 50% Full-time | On-Call Full Time Full-time

Benefits to: Temporaries  Employees | Part-time or More Employees | Workers Employees | Employees

Employees  Part-time
Employees

Paid Vacation and Holidays 11.0 95.7 53.7 48.3 . 94.9 15.3 98.7 95.8
Paid Sick Leave 5.7 82.4 35.8 32.0 79.2 11.3 88.0 83.5
Pension Benefits 3.8 71.4 37.6 30.2 67.3 14.0 78.7 78.5
Profit or Gain Sharing NA 37.1 16.0 13.1 345 6.0 36.7 37.6
Health Insurance 9.5 93.8 38.9 34.2 88.8 13.3 96.0 89.8
Any of Above Benefits 162 97.6 667 60.2 - 96.2 24.7 99.3 96.5

Source: Upjohn Institute 1996 Employer Survey on Flexible Staffing Arrangements.




Table S. Comparison of Wage and Benefit Costs

About the
Sample Size Higher Lower Same Don’t Know

Percent of Establishments Responding that the Hourly Pay Cost of Workers in Flexible Arrangements
is Generally Higher, Generally Lower, or About the Same as the Hourly Pay Cost of Regular
Employees in Similar Positions

Agency Temporaries' 253 62.1 13.4 21.7 2.8
Short-Term Hires? 138 8.7 21.7 66.7 2.9
Part-Time Workers 394 4.6 19.8 74.6 1.0
On-Call Workers 150 16.7 18.7 61.3 33

Percent of Establishments Responding that the Hourly Pay Plus Benefits Costs of Workers in Flexible
Arrangements is Generally Higher, Generally Lower, or About the Same as the Hourly Pay Plus
Benefits Costs of Regular Employees in Similar Positions

Agency Temporaries' 253 194 38.3 38.3 4.0
Short-Term Hires? 138 29 : 59.4 29.7 8.0
Part-Time Workers 394 2.8 62.9 315 2.8
On-Call Workers 150 5.3 72.7 19.3 2.7

'For agency temporaries, the comparison was between the hourly billed rate for temporary help
agency workers and the hourly pay or hourly pay plus benefits cost of regular employees in comparable
positions.

“Because of an error in the CATI program, some applicable respondents were not asked this
question,

Source: The Upjohn Institute 1996 Employer Survey on Flexible Staffing Arrrangements.
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Executive Summary

In July and August of 1996 the W E. Upjohn Institute for Employment Résearch
sponsored a nationﬁriéle ‘survey of employer§ on their use of flexible s;taffmg;arrangeménts: |
‘workers from ternporary help agencies, shoft-term hires, regular paft-timc workers, on-call
workers, and independent contractors. In this report ;v.ve summarize the findings from this
survey and compare our results to ﬁhose of government surveys.and other private surveys.

We surveyed a stratified random sample of all pr_ivate sector establishments in the
coﬁtinental United States with five or more employees. Ours is the first employer survey on
flexible staffing arrangements to i)e representative of private sector practices in our country. -
Interviews Qefe conducted over the telephone at the Kercher Center at Western Michigan
University. We took‘ great care to identify the person most knowledg"eaﬁle of employment in
the establishment and sent a letter describing the types of information we would be collecting A
té that person prior to making the phone call. Ogr saniple includés 556 completed surveys.

The following ére highlights of the findings from oﬁr survey: o
1. - Theuse of ﬂéxible staffing arrangements is widespread aiﬂong establishments of all

. sizes and in all industries. :

In our sample,

. 46 percent of establishments use workers from temporary help agencies
. 38 percent of establishments use short-term hires
. - 72 percent of establishments use part-time workers
. 27 percent of establishments use on-call workers
. " 44 percent of establishments use independent contract workers.
v
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} Excludmg part—trme Workers (whlch the vast majorrty of estahhshments use) 78 percent of
‘ establlshments in our survey use at least one of the other types of ﬂex1b1e stafﬁng

: ,;arrangements Co Ty - : J -

-2. " Estimates of the magnitude of employmient in flexible staffing arrangements from

’our survey are very similar to officnal BLS estlmates, where comparlsons are -
' possrhle. : o . , .

Accordmg to our estunates among prlvate sector establlshments wrth ﬁve or more

't - . . ar
i

,{,employees agency temporartes added 1 5 percent to regular employment in 1995 short-termc :

EA

hires added 2 3 percent to regular employment Erghteen percent of regular workers worked D

part—tlme These ﬁgures are in lme wrth avallable estrmates from government data, whrch

suggests that the mformatron in our survey is qulte representatrve of employment and ﬂexlble .

H
o

staffing ,.practrcesv in the-vated States. .

) 3 v
N

£ ‘_ 3. - . The ﬂow of temporary jObS durmg the year is much greater than the number of e
’ temporary jobs that exist at any pomt in time.. Many more individuals are hkely to_ o
experience spells of temporary employment dunng the year than are captured in -

g pomt in time surveys such as the CPS or CES

{

'By therr very nature temporary _]ObS are short-llved Our data suggest that over the

. course of the year compames create seven io elght tunes the number 01' _]ObS for temporary

agency workers and ﬁve to 51x trmes the number of ]ObS for short-term hrres as would ex1st at

any pomt in tune Although mdmduals may hold multrple temporary jObS 1t is hkely that

' ‘many more mdrvrduals experlence a spell of temporary: employment durmg the year than are

captured in BLS establiShmentandhousehOld ‘surveys, which measure Atemporary }agency
employment at a:pointin time. . .- . 0 e T g
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4. ° Employers report using flexible workers for a variety of reasons, the most common
being to accommodate workload fluctuations and to fill positions that are ‘
.temporarily open due to permanent employees' short-term absences.

Employers most‘ often use flexible work arrangements in order to accomniodate

fluctuations in thelr workload over the day, week or year and to fill posmons for regular

employees that are temporanly absent. Over half also indicated that. accommodatmg

-

employees' wishes for part-time hours was important in their use of part-time workers,

l\ .

suggesting that in many cases employers offer part-time hours to hold onto valued employees.

Employers sometimes use flexible staffing arrangements to screen workers for regular

positions or to save on wage and benefit costs. These factors were most often cited as

important reasons for using agency temporaries and part-time workers.

¥
¥

5.  Companies often save on hourly labor costs by hiring flexible workers.' These
- savings occur primarily because of lower fringe benefits costs associated with
workers in flexible staffing arrangements. Companies that offer generous benefits
to regular workers are more inclined to use workers in fiex1ble staff‘mg
arrangements and/or to use these workers more mtenswely

Respondents were asked to compare the hourly wage cost and the hourly wage plus the
hourly benefit cost of short-term hires, part-time workers, and on-call workers with those of
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 |

N \ 5
3

and the hourly wage plus the hourly benefit cost of regular workers in similar positions.

While only a small percentage of establishments indicated that the hourly wage cost (or
hourly billed rate) of workers in flexible staffing arrangements are lower than the hourly wage

cost of regular wbrkers in similar positions, a large percentage responded that the total of the

—1 —

vii.
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hourly wage plus beneﬁt cost is lower for workers 1n ﬂex1ble stafﬁng arrangements than for '
regular workers m snmlar posmons About 38 percent of estabhshments .wrth agency

temporarles mdrcated the1r billed hourly rate is less than the hourly wage and beneﬁt cost of w

regular workers in snmlar posrnons Flfty-nme percent of estabhshments usmg short—term -

hrres 63 percent of establlshments wrth regular part-tnne worker and 73 percent of

- estabhshments wrth on—call workers responded that the hourly wage and beneﬁt cost of these

ﬂexrble workers is lower than that of regular workers m snmlar posmons
Three of the ﬁve categones of ﬂextble workers are direct employees of the -

estabhshment short—term lnres part-nrne Workers and on—call workers For these categones

| ‘_ and for regular full-tlme employees we: collected mformauon on beneﬂts offereti by the i

employer Short-term lnres part-ttme workers and on-call workers are much less lrkely to

receive frmge beneﬁts such as pard vacatrons and hohdays pard sick leave pensrons and

o 'health msurance than are regular ﬁrll-tlme workers The large gap in beneﬁrs occurs not -

.| o ot

because ﬂexzble workers are concentrated in ﬁrms provzdzng few beneﬁts but rather beeause

- ﬁrms dzstmguzsh benveen ﬂexzble workers and regular full—tzme workers in determzmng

Our analysrs of data from the February 1995 CPS conﬁrms these ﬁndmgs Even after-": |

eontrollmg for mdmdual and workplaee charactensncs, mdlvrduals n all ﬂex1ble stafﬁng

9 B «.-

arrangements are much less 11ker to be elrglble to recelve health insurance or. pensron benefits

from thelr employer than are workers m regular full—trme Jobs Moreover -they are much less

hkely to have health msurance from any source; workers in flexrble stafﬁng arrangements

account for over 40 percent of wage and salary workers wrth 00 health msurance

viii
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Statistical @lysis shows that estébliéhménts* in ouf survey offering good benefits to
‘ regulé.r, full’-tixhe workers are more likel§ to use various flexible staffing arréng‘éments and/or'
are inote likely tb use ﬂeiible stafﬁné arrangements more intensively. One i)ossible
explanation vf(;r this phenomenon is that emﬁloyers wish to offer co‘stly benéﬁts onlytoa
certain segmént. of their workforce, but cannot legally c'_iiscriminate among regular fuil-time
worker‘s in the benefits package they offer. Employers can éircumvent this restriction b};
hiring some as part-time, femborary of contract workers. Alterna_tively, employers may be
particularly concerned about screening workers for.-positions that‘come with costly benefits. .
The use of ﬂexii)lé staffing arrangefneﬂts is one way employérs screen workers for these jobs.

!
\

6. We find evidence of mobility of workers in flexible staffiﬁg arrangements into

. regular positioqs, although relatively few employers report "(_)ften" promoting these

workers.

'For most types of flexible workers, a majority Qf employers report seldom or never
moving them into regﬁlar positions and relatively few rcpoft Ioftenn promoting them. Still, 43 |
| percent of employers using agénéy temporaries, '4‘13 perceht of employers using short-term
hires, 54 percent of empl(;yérs w1th reg.ulé.r.part-time workers, and 46 percent of employers
_with on—c'all workers report often, occ‘:asionally, or sometimes moving these v?orkerS into
reghlar‘ positiohs. Méreox)er, tﬁefe is a positive, statisticélly sigrﬁﬁcant qorrelati\qn'between
the degree to which employers pfémote agency teri)porafies into reguié.r pbsitions and the

intensity of their use of these workers.
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_ than decreased thetr.use.

years.

e

1. ‘_ Our survey prondes endence that use of ¢ some types of ﬂexnble stafﬁng

farrangements has grown in the 1990'8.
Survey respondents were asked 1f the use of a partrcular type of ﬂex1ble worker had -

[
[ . .N,.

mcreased decreased or remalned the same relattve to therr regular workforce smce 1990 For

it

, temporary ageney workers short—term htres, and on—call workers somewhat more respondents
- stated that thetr use had mcreased than stated that thelr use had decreased A much larger

. number of establrshments mcreased therr use of part—tnne workers relatxve to full-trme workers o

X . S . e
1’ 4 i .. I B ot

A substanttally greater number of estabhshments reported contractmg out work

i

prev1ously done in house than reported brmgmg back work m-house since 1990 Seventeen A

: percent of all estabhshments in our sample have contracted work out prev1ous1y done m-house

since 1990 Another 10 percent of all establtshments 1n our sample brought work back in-

house that ‘was prevxously contracted out. The very large number of- respondents tndtcatmg

!

some change in the use of contraet workers Just since 1990 suggests substantlal restructurmg of

i

productlon and employment relatlons in our countty Together wrth ﬁndmgs from earher

oA

» surveys our data suggest that there has been a trend toward contractmg out at Ieast since 1980

;

8. Most businesses foresee an mcrease m the use of ﬂexnb]e stafﬁng arrangements in
their mdustry :

]
HA

About two—thirds of the survey respondents .predicted that huSinesses in their’ industry

’ w111 increase: thelr use of ﬂexrble workers—such as workers from temporary help agencies,

. short-term htres part—tune workers on—call workers and contract workers—m the next five




Policy Issues.

The fact that a large and growing number of workers are employed in flexible staffing

¥

arrangements raises many important pohey issues. Workers in ﬂexrble staffing arrangements

o £
L

typreally do not receive basrc workplace beneﬁts and employers sometlmes appear to hrre these
workers in order to avord paymg benefits. Tlns rarses the issue of the adequacy of a system in

which health insurance and pensions are acquired pnmanly as frmge beneﬁts of full—txme

permanent jobs. In addrtron workers in ﬂexxble stafﬁng arrangements typtcally have little job
security, and thus are likely to experience spells of unemployment Yet, part-trme workers and

workers in temporary jobs often are not elrgrble to receive unemployment insurance when their

JObS end Thus our socral safety net may be madequate to protect the large and growmg

number in alternatrve work arrangements lee unemployment insurance, many labor laws are

. \"

written with the traditional model of employment in mind, anrl workers in flexible staffing
arrangements may not be covered by laws guarding against discriminatlon, sexual harassment,
" and the like. Fmally worke_rs_ ‘inf ﬂexible staffing arrangements are lessl likely. to receive
training from an employer, raising concerns about future «productivity and living standards of

- the American workforce.

’ ' — ‘ -, —‘
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- Temporary, Part-Time, and ContractEmpltoymmt in'the United States: -

A‘;Report on the W.E. Upjohn‘lnstitute's Emplo‘yer,Sur_'vey on Flexible Staff‘mg Policies -

In July and August of 1996 the UpJohn Instltute for Employment Research sponsored a
nat10nw1de telephone survey of 550 employers on thelr use of ﬁve ﬂexrble stafﬁng

arrangements temporary agency workers, short-term hlres regular part-ttme workers, on-call

workers, and contract. workers. In tlns report the key ﬁndmgs of our- survey are summanzed ‘

and where possrble compared to the ﬁndmgs from government and other pnvate surveys on .

flexible: stafﬁng arrangemems R i

Itis wrdely beheved and avarlable ev1dence generally suggests that use of ﬂex1ble

staft”mg arrangements has grown in recent’ years Many have regarded thls development as o
troubhng pomtmg out that workers in these arrangements often recelve low wages few -
beneﬁts and 11tt1e _]Ob secunty The growth in these forms of employment it is argued has

- ,contrtbuted to the growth in. earmngs mequahty and is evrdence of a growth in labor market

54_

,segmentatlonmthe Umted States e T e

|- A
Others contend that the development has potentlal beneﬁts Increased ﬂexrbtllty of the

workforce 1t 1s argued is necessary for compames to mamtam thetr competmveness and for *

the economy to sustam healthy }ob growth ’I‘he growth in ﬂexrble stafﬁng arrangements may

be related to the growth in female labor part1c1patron and the preference of many workers for

4

- these types.of Jobs Moreover alternatlve work arrangements may be paths for workers to .

_ (secure regular full—tlme ]ObS For example many temporary help agencres offer temp-to-'

perm" placements in whtch the company hnes the agency temporary ona permanent bas1s 1f

the worker performs satlsfactonly whrle on temporary assrgnment If these temp-to-perm

o !,,

W *placements facrhtate good ]ob matches both workers and ﬁnns ctand to beneﬁt
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Yet, the debate ow;rer the cost; andbeneﬁts"of flexible staffing arrangements is‘oécurrmg
in a partial vacuum‘of informatién. Easic dété on the magnitudes of ’and trend§ in vapioﬁs
types of flexible §taffmg arrangements are spotty. Our understanding of why employers use
these types of "arrangements and why they ‘may have been ihcreasing their use in recent years is
incomplete. Filling these informatioﬁ gaﬁé is critical for undersfanding the implications of the
phenomenon for America's workforce and what the appropriate policy response should be. *

| Our employer survey was designed to be representative of employment in brivate s;:ctor
éswblis@em with five or mére empioyees in the United States. Our éurvey‘ yields

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

employers use them, 3) why they use them, 4) how the wages and benefits of flexible workers ‘

compare to those of regular workers, and 5) whether employeré have iﬁcre‘ased or decreased
their relative use of these arrangements since 1990 and if so why.

The report ié organizéd as follows: In séction I, we discuss the kinds of information
about flexible staffing arrangements contained in previous household and émployer. surveys and
| how oﬁr survey supplemer;ﬁ the information from earlier surveys. In section II, we discuss
our survey questionnaire and sample in greater detail. We exa’ﬁﬁne what types of employers |
use flexible staffing arrangements and the magnitude of their use in section III; evidence on
why employers use various types of ﬂexible staffing arrangements in section IV; the wages and
béneﬁts of ;vorkers i'n.ﬂe;xible staffing arrangements compared to those in fégular positidns in
section V; the mobility of flexible ;vorkers» into regular positions in section VI, and trends in
~ the use of flexible workers in section VII. The inforfngtion presented in sections III to VII of
thé Teport come primérily ’frém simple tabulations of the data from our survey. ' In section

2
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vii, vve use statistic'al anal‘ysis to provide a better unders’tandiné of the types of employers that _ |

‘ use flexible staff'mg arrangements and the reasons they use them We conclude in section IX

w1th a summary of our ﬁndmgs and a dlscussron of their 1mplreatlons for pohey

L Household and Employer Surveys on Flexrble Staff'mg Arrangements

" Most avarlable mformatlon on vanous types of flex1ble staffmg arrangements comes.

1

| from government household and estabhshment surveys The Current Populatlon Survey o

(CPS) the Bureau of Labor Statrstrcs monthly survey of 60 000 households mcludes o

questrons on the hours that mdrvrduals work and thelr mdustry of employment The quesuons

on hours worked provrde the basrs for statlstlcs» on. part—trme employment in the Umted States

defined as workmg less than 35 hours per week In addmon ‘data on employment in SIC Code -

736, whrch is prlmarlly comprrsed of temporary help agencres has been used as an mdrcator of . '

Vemployment and employment trends in the temporary help mdustry A spec1al supplement to

the May 1985 CPS was conducted to identify mdlvrduals \vho view thelr vemployment as -

' temporary and who are paid by, a temporary help.agéncy.’: The micro data from these ’surveys
‘may also be,used to look at the;wages\:,::beneﬁts, and: other characteristics of workers in part- -

time employr'nen't and in temporary'help agenc'y'em'ployment. \

Several BLS estabhshment surveys provrde mformatlon on aspeets of employment in -

temporary help ageneres BLS s monthly- estabhshment survey ((,ES) provrdes mformatlon on -

employment in the help supply services mdustry, SIC 7363, and i is. the data source usually mted ;

3 .
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.- 'Fora summary of the results from this survey see Howe (1»986}.‘:’ : .
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for employment statistics in the temporary help industry. Interestingly, emplo?ment in the
temporary help industry as measured in the CES is about two times greater than temporary -
help inqustry employment figures coming from thé CPS. 'Some' of thé difference in the two

- surveys| stems from the fact that the CPS measures individuals and the CES measures jobs: one

person may work for two temporary employment agencies in a single week. In additioﬂ, the

- CPS supp.lement only contains information about an~ individual's main job; individuals with
'second jl‘obs' in the temporary help industry would not be counted. It is also believed that many
individqals who, in fact, are paid by a temporary help agency réport working for the employer
with w'h%om they are placed. Neither the regular éPS nor the CES provide hlforination on the

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

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

vinform.ation‘on workers in flexible staffing arrangements. An Industry Wage Survey on the
temporary help sui)ply services industry in September 1987 provides information on pay aﬁd
~ benefits [of workers in that industry.? Questions on contracting out were included in the
Industry| Wage Surveys of thirteen manufacturing industries -émd utilities in 1986 and 1987.
Abraham and Taylor (1996) use the information from these surveys to.examine firms'
motivatigns for contracting out.

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

workers|in part-time employment and employment in temporary help agencies, until recently

mere'wafs no -government survey designed to provide a comprehensive picture of employment

2See Williams (1989) and U.S. Department of Labor, Bureau of Labor Statistics (1983) for summaries of
the results of that survey.
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in flexible staffmg*arrangements. 'The February1995 Supplemenr to "the CPS was intendéd to

help fill this v01d In the supplement mformatlon on employment in four types of flexible or’

. "alternative" work arrangements was collected workers in temporary help agencres on—call

workers, i‘nclependent contract workers, and 'w'orkers in contractcOmpanies. I‘ndividuals‘were '

i

‘also asked queStions to revealrwhether'they' .considered their job temporary;- Although no

mformatton was collected dlrectly on Whether the md1v1dua1 was a short—-term hire, thxs

: tnformauon has been. mferred by takmg the number of mdmduals who conmder thexr JOb tobe
temporary and netting out the number who say they are pald by ternporary help agencres In

o .theory, one can get the dtstrtbutlon of employment by occupatlon and by mdustry for each type

- ,w_

of ﬂexrble work arrangement ‘but the small number of workers in the sample in such

' arrangements is hkely to make these estimates unprecrse The supplement on contingent and

, alternatlve work arrangements was repeated m February 1997 and thxs new survey should

. [
provrde valuable mformatlon on trends in- these types of employment

Several pnvately sponsored surveys on employers use of ﬂex1ble staffmg arrangements'

have been conducted Two early and wrdely crted studles were conducted by Garth Mangum '

: Donald Mayall, and Krlstm Nelson in 1981-82 and by Katharine Abraham in eooperatron with

the Bureau of Natlonal Affairs in 1986 The Mangum et al study was a natlonw1de mall

- survey of employers on thelr use of temporary help agency worke IS, short-term h1res and on-

call workers. -The suryey, wluch netted a sample oﬁ 882 returns, ‘was restrlcted to employers

in six sectors.. In addition to the mail survey; the authors conducted personal interviews with .

3See Polivka (1996)‘ for such an estimate.




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

membelrs, which are usually large companies, on their use of workers from temporary help
; ‘ '

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

survéy, which yielded 442 responses,y are reported m Abraham (1988, 1990).

Several éurveys on employers' use of flexible staffing arrangexﬁents have been

conducted in recent years. The Bureau of National Affairs conducted another member survey

“on the use of flexible ‘stafﬁng arrangements in 1994, though the survey was not made

comparable to the earlier one. The Conference Board also conducted surveys of members‘ n
1988 and in 1995 on their use of "contingent" workers such as temporary agency workers,
short-telrm hires, parf~tirne Workers, on-call workers, leased employées, -and independent
contractors. A major drawbackv of these surveys is that the Conference Board membership is
. composed of very large companies, many of which are foreigﬁ. For example, about one-third
of the 102 respondents to thé 1995 survey are foreign companies. Shul%lﬁait Kahn (1956)
conducted a telephone survey of human resource executives in 35 large U.S. companies on
their use of temporary workers. Additional information on workers in the temporary help
industry comes from periodic surveys by the National 4As‘s‘ociati0n Qf Temporary Staffing
Services (NATSS).

The information in the Upjohn Institute's survey supplements that in other suf‘veys in
Asev¢ra1 important ways. Earlier estai)lishment survéys were either‘ restricted m terms of the .

industriies that were interviewed or in terms of the size of the company or establishment

surveyed. Ours is the first such survey designed to be ‘representative of private sector
employment in the Untied States. 'In addition, the most widely cited (and arguably most
| , ; .
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| arrangements and why they use them . '

representatlve) employer surveys on ﬂemble stafﬁng arrangements are now, at least 10 years
old .and the mformatron in these surveys needs to be updated given the wrdespread changes in

staff’mg arrangements belreved to have taken place in recent years Our survey also prov1des N

comprehensrve coverage of stafﬁng arrangements wrthm the orgamzatron mcludmg part-trme
o employment Part-tlme employment 1s typlcally an nnportant part of an employer ) ﬂexrble
- stafﬁng strategy, but has been largely 1gnored in earlter employer surveys Fmally, our

L employer survey complements the mformatton provrded in household surveys such as the -

February 1995 CPS supplement by prov1dmg better mformatron on what employers use: these

50

IL | Survey Questmnnan'e and Sample e

Q We surveyed a strattﬁed random sarnple of all prtvate sector estabhshments w1th ﬁve or

o

' ‘more ernployees in the contmental United States on the1r use of flex1ble stafﬁng arrangements
7 All mterv1ews were conducted over the telephone at the Kercher Center for Socral Research at;
E Western Mlchrgan Umversﬁy The deﬁmtlons of the ﬁve types of ﬂex1b1e stafﬁng

‘»'arrangements covered in. the survey are found in Table 1.

- Most prev1ous employer surveys on ﬂexrble stafﬁng arrangements excluded part—tune

rrrrrr

. many bel1eve that they are used to mcrease staff‘mg ﬂexrbrhty, screen workers for regular full- .
 time JObS and pay lower Wages and frmge beneﬁts Yet there is lrttle hard data on why

, employers hrre so many part-trme workers (Blank 1990)

CH




é - z Table 1

Definitions of Fléxiblé Staffing Arrahgeménts Used in Survey

Temporary 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

Short-Term Hires = Individuals who are enipléyed directly by the organization for a limited and
specific period of time. Short-term hires include workers hired for the
Deécember holiday season or during the summer and they may work part-time
hours.

Regular Part-Time Workérs: - Individuals on the organization's payroll who work less than a full work iveek'
and who.are not short-term hires. "On-call" workers who are used only on
an as-needed basis ‘are also exc]uded from this deﬁmtlon

On-Call Workers Individuals, who are often part of an on-call worker pool, who are called in to

‘ ' work only as needed. They can be scheduled for several days or weeks in a
row. Regular workers who are "on call” for possible work durmg upusual
hours are not included. .

Independent Contract Workers Individuals who are employed by another organization to perform tasks or
' duties as specifically contracted by the organization. Independent contract
workers may be used for carrying out administrative duties or providing
business support such as security, engineering, maintenance, sales, data

, processing, and food service. Independent contractors may also be used to
 perform activities that are core to the business's operations.

N
!

%i\ppendix I to this repor’;‘contains a copy of ;he queéti_onnaire used in the survey.

Althou;,lh the specific questions varied élightly by type of worker, the following kihds of

informa'ition were collected for workers from temporary help agencies, short-term hires, part-

time workers, and on-call workers:
- | How many workers of each type the establishment used in 1995; and for .
temporary agency workers and short—term hires, the average duration of .
employment; l
e The main reasons why establishments hire each type of worker; l
8.
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‘ "mterest to pohcy makers

s . . Howthe hourly pay cost and the hourly pay. plus benefit cost of flex1ble workers
‘ compare wrth those of regular workers in snmlar posmons
e f""‘ - The beneﬁts offered to short term h1res part-ttme workers and on-call workers
" .who are direct employees of the establlshment ' : :

. B How often the establishment moves vanous types of ﬂex1ble workers into -
L _regular permanent jObS oo 4:;“. oo :

. Whether the estabhshment s use of each type of ﬂex1b1e worker has mcreased
* decreased, or remained about-the same relative to the size of the estabhshment s

regular workforce smce 1990 and if i 1t has mcreased or decreased why

.]t«

! ?'t B

Questions in the section of the sur\}'ey on contract workers are more limited. Because

.

of the dlversrty of functtons that may be contracted out for any gtven orgamzanon we: felt 1t

"would be dtfﬁcult to get accurate data on the extent to whrch each estabhshment contracts out

work w1thout greatly lengthenmg the survey Instead we' asked questtons m three areas: 1)

e ovgd I I8 R . : vr
r‘ t"

‘ whether the establrshment~ used any mdependent contract workers since 1990 2) Whether the :

. estahhshment contracted work out prevrously done m—house smce 1990 and 1f $0 what type of

md

iwork was contracted out and why it was'contracted out and 3) whether the establtshment has )

o

h ;brought work back m-house that was prevrously contracted out since 1990 and lf so what type
'of work was brought back m—house and why 1t was brought back m-house We belteve the

focus of the survey on trends in conn'actmg out in recent years captures what is of greatest

e P . [ R .
A I" . -" . l’l . e i Lo

In addition to questions on the eStablishmentjs use of flexible workers, a series of

. AN

questions about the establishment's fegular workersiand general business operations were

i
L

i
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“For workers from temporary help agencies, respondents were asked to cotilpare the billed hourly Tate with

the average hourly pay cost and with the average hourly pay plus benefit cost of regular workers in similar positions.
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asked.v Specifically, information on the produet produced or serviee pm\';ided at the facility,
‘ whether the estabhshment 1s part ofa larger orgamzatton the hours of operation at the facility,
| the number of full-ttme regular Workers in the estabhshment the fringe benefits offered to
these full-time, regular yvorkers, thepereent of the workforce unionized, the employee
turnover rate, the rhtio of frlnge beneﬁt costs to totztl payroll costs, and‘ th‘eimportance of
varions methocls of workforce and hours reduction in absorhing fluctuations in the
organization‘s ‘yvorkload was collected. Finally, respondents were asked Whether they felt that
| companies or orgalnizations in their inrlustry would use more ﬂexible staffing arrangernents
such as temporary 'employment agency workers,’ .short-tverm hires, part»-timeworkers, on-call
workers and independent contraetors in the next five years. |
Our sample was drawn from a comprehensive list of establishments in the eontinental

United States maintained by Arnericaanusiness Information, Inc. (ABI). Establishments in

| ~public administration, SIC code 9, were excluded from the sample. Thus, the sample excludes

all government orgztnizations except public' schools which are classified as edueatlonal
| services. ABI provrded us with a random sample of estztbhshments within each of seven strata
as defined 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 Asampled within ‘each strata was in proportion to its
share of private sector employment n the economy Thus our sample is representatlve of
' private sector employment in estabhshments with five or more employees in the eountry 'I‘he
first column of Table 2 shows the distribution of private sector employment in the United
Stetes by establishment S1ze among establishments yvlth five or more. employees; the second -

10
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Table2
DlStI‘lbuUOIl of Employment Among Estabhshments w1th Ftve or More Employees
and Dlstrlbu’non of Establishments in Survey, by Estabhshment Stze

Establishment Size o Private Sector Emgleymeﬁt‘ ; Estabhshments in Survey
. 5-9 employees : ' e, 6% .- - o A 11 5%
1019 e T 12,0 .. R 122 7,
20-49 . “ R 174 . ' BESUA!
50-99 L oo 1Bs 142
100-249 L 166 RN 158 - .
250499 T w96 i s 93

50+ T T SRR U 20

! Stanstms on the dtstnbutton of U.S. employment by estabhshment sxze come from uU. S Bureau of Census
Coumy Business ; Pattems These data are for 1993 R "

column shoWs the distribution of establishm_ents in' our su‘r\e'ey.S Tahles 3'and 4 report the
dlstnbunon of. estabhshments in our sample hy mdustry and by regton

We took many steps in developmg and admmlstermg the survey to increase the

Vaccuracy of the responses We worked qu1te closely w1th several Kalamazoo area employers in

‘ ,developmg the survey mstrument to make sure that the language used in the survey was clear

and that respondents could reasonably be expected to provrde the mfonnatton we sought over .
the phone We also pretested our survey over the phone ﬁrst with area employers and then
with'a natlonal sample of employers Our survey mstmment underwent many rev151ons and

reﬂects a balance between our deStre to collect qu1te detatled quantltattve mformatron on

establtshments and thelr use of ﬂexrble stafﬁng arrangements on the one hand and the need to

ot

‘4."

51n the course of the telephone mtervzews we dtscovered that several employers in our sample had less than

o five employees We' included those with: three or four employees in the final sample )

w11




Table 3

Distribﬁtion of Establishments in Survey, by Industry

L Number . Percent .
Agriculture o » « R 8 . . 1.5
Mining and Construction ' 18 . 33
Manufacturing 78 14.2
Transportation, Utilities, Commumcanon S 28 - : 5.1
Trade , 164 ‘ . 29.8
Service o 225 40.9
Not Available S 29 5.3
Sample Size - i 550

Table 4

 Geographic Distribution of Surveyed Establishments

Number Percent
" New England ' ' LT : 19 - 35
Middle Atlantic 77 ‘ 14.0
_ East North Central A : S 100 18.2
West'North Central : : 51 - 9.3
Mountain o o ' 45 8.2 .
Pacific ‘ 63 11.5
East South Central o ‘ 39 - ‘ 7.1
.West South Central : ‘ : 40 , 7.3
South Atlantic o 81 14.7
Not Available o - . 35 6.4

Sample Size | A o . - 5350

keep the instrument relatively simple and short to ensure reasonable response rates and

accurate answers, on the other hand.® From our results, we believe our efforts were fairly

SFor example, we wanted to collect information on the exact breakdowns of employment by occupation for
each type of worker, but our pretest results suggested that many employers would find this mformauon difficult to
provide over the phone, and if they could, it would greatly lengthen the survey.”

12
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_ of respondents unable to answer a particular question was generally small.’

successful. The typical telephone interview 'lasted‘ :_15'] to ~_20 minutes,"'and the‘number of
E respondents unable, or unw1llmg, to prov1de answers was very’ small for all but one questlon

,Fifty one percent of the establishments contacted completed the . survey

Before admunstermg the: telephone mterv1ew surveyed establlshments were contacted

l‘

' »at‘leaSt"twrce. F1rst,-?a phone' call was made to '1dent1fy,the perSon. in'the establishment-‘most

Yo knowledgeable about its employment pract1ces Th1s was typically a human resources d1rector

at large estab11shments and the owner or manager at’small establishments. - If hirmg dec1s1ons

- - were made off-site, we-intervieWed the appropriate,.pers,on at the establishment's regional or

corporate headquarjters;, in these cases; however, the inforrnation,collected only pertains to the

. o Wt
. b . v '
Y

-' establishrttent originally sampled. : ane the appropriate person was ide,nti:fied, we mailed a -

letter to.-that person explaining the purpose of the survey, describing the_types of information

* that would be collected mthe sur\{ey, and careﬁilly.fdefining the types of flexible workers

~ covered in the survey.

- During the course of 't.lie'telephone intewie“és;' interviewers m'adevnote of any 'cjuestion
respondents wereunable Eo answer over the ‘:phone. If respondents /‘ag‘reed‘, they were' 'thenl'
faxed those questions and asked for written responses.” As noted above, however, the percent

) o
R

' "Many respondents did n_ot know their frin_ge beneﬁt:costs‘ as a percent of payroll cost.
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II.  The Use of Flexible Staffing Arrangements

Survey respondents were asked whether their establishment had' used each type of flexible |

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

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

staffing arrangement is quite high. Excluding part-time workers, which are used by about

Table 5

Percentage of Establishments Using Flexible Staffing Arrangements

Use Don’t Use Don’t Know  Sample Size
Temporary Help Agency Workers Do 46.0 53.5 ' 0.5 550
Short-Term Hires , 38.2 61.5 - 0.4 } 550
Part-Time Workers Co 716 284 0 550
On-Call Workers C 27.3 72.4 04 . 550

Contract Workers 435 54.7 - 1.8 550

72 percént of the esmblisMents in our survey, 78 percent of the establishmen;; used at _ieast |
one of the other tyi:es of flexible workers. |
}Alth‘ough the incidence’ of ﬂexible staff'mg arrangemeﬁts tends to increase with
establishment size, a substantial percentage of small estgins'hments also uée the various types
of flexible staffing arrangements. For eﬁamplg, ‘among establishments with 5-9 employees 15
percent use tempérary help agency workers, 26 percent use short-tenh hires, 70 percent use
'pér;-time workers, 17 percent use on;call workers, and 33 percent use contract workeré.
) Table 6 reports the perceﬁ; of establishments using each type of flexible ‘\'Norker by
| industry. The incidenc; of agency temporarqu is particularly high in“ma;nufat:tqring relative to
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other industries, whereas _the incidence of ‘shortfterm: hires and part-time workerfs'.is, relatively

low in manufacturing - The use of ion-call'workers is particularly high in services. -
;:For four out of the':ﬁve catego'ries' 'of..ﬂexible: workers—_.workers':l‘from temporary 'help

agencies, short-term hires, part-tim¢ workers,.and on-call workers—we collected data‘on the

. extent of the 'establishment;s use of these‘ ztyp.es of workersi‘ in 1‘995. .For‘workersv'from ,’ g

temporary help agenc1es and short-term hlres respondents were asked 1) how many of each-

type of worker were h1red by their estabhshment in 1995 (excludmg md1v1dua1s who had to be -

. L
Table 6
Use of Flex1ble Workers by Industry _
: Percent of Survey‘ Establishments _that Use:
Temporary ' : . " ‘ ,
o : Help Agency Short-Term Part-Time On-Call Contract || Number of
Industry . ‘Workers lees . Workers Workers Workers~ | Observations -
 Agriculture o0 - e . 38 13- .25 .8
Mining/Construction© 56 .33 3% 1 . 6. |7 18
.. Manufacturing - 72 . 23 e < I A SR I -
Transportation,. ' . 50 ° 39 v s s | 28
Public Utilities and S e e : e
- - Communications R C L - , .
Trade - . " .0, 37 . . 38 18 16 o 34 164
Services . . - 44" 42 8 - S § 225

’ ‘replaced pnor to the termmatlon of thelr contract) and 2) what was the average duratlon of

employment for each type of worker (Respondents in some cases prov1ded a range for the

latter questlon ) Because the use of agency temporanes and short-term h1res is 11ke1y to be

' seasonal we wanted to get a count of the number of each type that the estabhshment used over

Goas




tﬁe course 6f an entire year, rather than at a single poin; in time. The data obtained in th¢ CPS
supplement, for instance, measures the number of workers. in temporary help ageﬁcies ata
single point in time, and thus may understate (éverstate) their importance if seasonél use of
temporary workers is particularly low (high) in February. Moreover, these point in time
esthnatés do not provide a sense of the number of temporary jobs created and ended during the
course of the year. ‘ | |
With data on the. number of temporary agency workers and short-term hires used over
the course of the year an& the average duration of employment of each type of worker, we can
estimate temporary agency workers and short—t;rm hires as a percent of the establishment's
regular workforce, on average, at a pqint in ﬁme. “Speciﬁcally, we calculated an adjusted
number defined as the number of tempbrary'agency workers or shoﬁiwrm hires used‘in 1995
multiplied by the éw}erage duration of employ;meﬁt in weeks divided by 52. Table 7 shows the
ratio 'of adjusteé temporary agency employmenf and adjusted short-term hifes té regular
employment (defined as regu.laf full-time and regular part-time employment)‘ among the
establishments usmg these types of flexible workers. For the majority of establ,ishménts using
agency teméoraries and short-term hires, these workers represent lcss'than aone \;kaercent
addition to their regular workforce. A signiﬁcant minority, however, make quite extensive use
of temporary agenéy workers and short-term hires. Thé ratio of agenéy temporaries to regular
workers exceeds five percent among eight i)ercent of the establishments using this type of
flexible staffing arrangement. The ratio of short-term hires to regular worké;s exceeds five

percent among sixteen percent of establishments using this type of flexible worker.

16
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Abraham (1988) reported a s1rmlar measure of mten51ty of use of agency temporarles

‘and short-term hires from her 1986 survey of BNA members Interestmgly, the 1ntens1ty of

use of both agency temporariesand short-term hires _was considerably less in that survey.than

Table 7

AdJusted Temporary Agency Employment and AdJusted Short—Term Hires
as a Percent of Part-Time Plus Full-Time' Employment in- Establishments .,
Usmg Temporary Agency Workers or Short—Term HlI'CS

<1%
1-49%
5- 99%
10% +

. Don’t Know
TOTAL

Establishments Usmg

Temporary Agency Workersv .- Short-Term HII'CS '
Number " Percent Number Percent
142 59." U106 ' 53
.54 S22 .49 25
10 4 - 12 C 6.
‘10 B - 19 10 .
25 .10 S 14 T
241 100 . 200 100 .

lTemporary agency employment and short-term hires ﬁgures were adjusted for the average duranon of:

L "‘employment Specifically, adjusted temporary agency employment (short-term 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 hrres) used at any pomt in time in
1995, was then expressed as a percent of part- nme and full- trme employment S :

'l

m our survey. Speciﬁcally, the proportion of estab'lishnwnts.for_ which‘agency temporaries and

' short-term hires represented less than a one percent additlon to the regular worlcforce was

con51derab1y h1gher in the Abraham survey than in our survey, and the proportion of

establis_hments for wh1ch“agency temporarles and. short-terrn hires represented between a one

percent to five percent_ addition to the reg'ular Worlcforce w'as.considerably lovver' in the '4 o

i,

Abraham survey than in our survey The samples in the two surveys are qu1te dlfferent

making comparlsons of thé figures difﬁcult In particular our survey 1nc1uded many small
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establishments, whereas the .Abraham survey iﬁcludcd only large establishments and

companies. Régression results reported below show no evidence, however, that establishment

size affects intensity of use of either agency temporaries or shor;—term hires. Although this

' comparison suggests that the intensity of use of agency temporaries and short-term hires has
increased over the last decade, it}would be necéssziry to more carefully compare the saml;les in
the two surveys before drawing such a conclusion. | |

We also used our data to estimate the ratio of te;:npcrary agency workers to régular
worker; and the ratio of short-term hires to regular workers fop fhe private séctor economy as
a whole. Specifically, we éstimated these rat_ios within each of eight establishment size classes,
and then took a weighted average of these ratios where the weights were each establishment
size class’s share of private‘ sector employment in the U.S. econémy in 1995. Our estimate ‘of
this fétio is 1.5 pefcent for tempprary agency vyorkers;and 2.3 peréent for short-term hires.
Alﬂlough a.somewhat greater perceniagé of establishments in our sample use agency |
temporaries than use Short—term hires; short-term hires are more numerous than agency
temporaries in the pri.\‘faté sector, according to our survey. This occurs Secause, among

| establishments with these types of wcrk'efs, use of short-term hires tends to be more intensive
than use of agency temporaries.

Impoi*tant caveats should be attached to these estimates. Qur sample is relatively smaﬁ,
and respondeﬁts were asked for appreximaté ‘numbers: Still, our estimate for temporaiy agency
-workers falls well within the range of official BLS estimates: accordiﬁg to the February 1995
CPS supplement, 0.9 percent of all employees were tempora;ry help agency workers in that
month; according to figures from the CES about 1.8 percent of non-farm wage and salary
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' employment was in. the help supply services mdustry in 1995 whtch is: dormnated by

I .
¢

temporary help agenmes Thrs fact makes us conﬁdent of the overall reasonableness of. the ‘
estimates;we‘r.received.. e e SRR ;f\ AN Y
There are no ofﬁcral estrmates of the number of short-term htres in the economy

Pubhc dtseussron of temporary workers has largely 1gnored workers hired dtrectly by S

compames ona temporary basrs Even the February 1995 Supplement to the CPS does not.

»\‘YIeld direct mformatton on the number of short-term lures Pohvka (1 996),,however

esttmated the number of short—term htres in the economy from the February 1995 CPS by
takmg the number of workers reporttng that theu' jOb was temporary and subtractmg out the '

number repomng that they were pa1d by temporary help agencres Accordmg to her estx.mates

: 3 1 percent of wage and salary workers were short-terrn hlres in February 1995 Our data

along with Pohvka s estlmate suggest that these workers are. more fiumerous than temporary :
. . ; . ‘?A ot . K

PRI

Although the number of agency temporanes ‘and short-term hrres _may seem small these '

“ pomt—ln-ttme estunates mask much larger ﬂows in and out of temporary jObS We collected

L data in our survey on the number of agency temporarles and the number of short-term hu'es the

l_)

establishment used during the course of "1995“ and the average duratlon of emploYment of each

type of worker.  Thus, we are able to look at the flows in these‘twoﬁ types of jobs during a -

year. Our data suggest that the number of pOsitionsSfor'agency temporaries' created during a

year ié-"i‘é;:vcﬁ’ to eight times greater than the number that exists at any point in time. The

BT SO Lo . . N

t

. 8()fﬁcral BLS figures ir mclude the governmeut sector whereas our sample excludes all government operatrons

, ) except public schools

g ’ - . - R L
Ve s - . g Ve g K :
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number of short-term ﬁkeé mad¢ during a year is five to six times greater than the number at
any point ig tiﬁle, acéording to our data. - We do not kilow the eJ;tent' to vvvhich‘ the same
individuals experience multii)le gpells of temborary employment. Nevertheless, while 4 to 5
percent of the workforce is in a temporary job at any‘poiﬁt in time, a ‘much larger percentage is
likely to équrience a spell of temporary. eﬁployment‘duriﬂg the year. |
Table 8 shows part-time and on~ca_11‘ employniei;t as a percent of reguiar employment
among estabii'shments ﬁsing part-time or on-call wOrkérs.‘ The extent Qf the use of part-time
- and on-call workers varies tremendously in our sample. Amggg egtabiishmeﬁts using part-time
workers, part-time workers make up less thanien percent of the regular workforce in 31.

1

Table 8

Part-Time and On-Call Workers as a Percent of Part-Time Plus Full-Time
Employment in Establishments with Part-Time or On-Call Workers

Among Establishments Using:

Part-Time S On-Call
< 10% o ~ 31% o 3%
10 - 24% s 2% o u%
25 - 49% : g 20% 1%
50 -74% R 10% 5%
5% + ' : 8% | | 17%
Don’t Know ' 8% ' ‘ -
'Sample Size | B 394 | %

percent of the establishments; in te'n: percent of the establishments, they make up between 50
~and 75 percent of the regular Worqurde; and in eight percent of the establishments, they make
up over 75 percent of the regular workforce. Thus, for a large minority of establishments, the

» use of part-fime employees is a key part of the orgaxiiZatibn_'S‘staffmg‘ strategy. Most
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| major part of many orgamzatlons ‘stafﬁng strategy.. R " B

establi‘s,hrnents th_at intensively use-‘part-tim‘e workers are in the t'radeand. ser\}ices sectOrs. Wel -

also used the responses to our survey to est1mate regular part-tnne employment asa percent of

‘ lme w1th estunates of part-tnne employment from the CPS although our deﬁmtlon ‘of part-trme

| 'employment dtffers from that used in the CPS Lo

Because of a prograrmnmg error most users of on-call workers were: not asked how

many on-call workers were ,”in_ the‘i‘r‘establiShment'ﬂs poo‘l ingDecember 1995“ as partfof vthe ;

«orig'inal'survey. Through”follow-up calls" .we were able to .obtaln usable responses 10 this ”.‘

questlon from about half of the apphcable respondents Wlth tlns caveat m mind, the pattem

r ~:of use of on»call workers is qulte snmlar to that of part—tune workers For 43 percent of

3

estabhshments usmg them these workers represent less than a ten percent addmon to regular

employment However for five percent of estabhshments usmg them on-call workers
' .represent over a 50 percent addition- to regular employment and for 17. percent they represent

"over a 75 pereent addltlon to regular employment Thus it appears that on—call workers are a

o

,-‘,

) IV Why Do Employers Use Flernble Stafﬁng Arrangements" B : :

A’‘major reason for conductmg our survey was to determme why employers use flex1ble

' staffing arrangements Respondents in estabhshments usmg workers from temporary help

agenoles short~term hires, regular part-ttme workers and on—call work:ers were asked wlnch

arnong a llst of. possrble reasons are nnportant for therr estabhshment s.use of the parttcular

) S

't

‘the workforce for the pnvate sector m the economy as a whole Our estimate, 18 percent isin -

o type rof flexrble worke_r. ‘, After .gom,g through the preset list of .reasons, respondents were asked




whethe; there is any othér important re~ason.for’using' that type of ﬂ¢xiblev workei;-, as an open
ended question. These open ehded questions did not yield any dther panicﬁlarly significant
- reasons for using flexible workers, hqwever. The list of reasons varied somewhat by' type of
worker. |
Table 9 shows the i)erc‘:ent of esfablishmeﬁts indicating that a particular reason was
importaht for their establishment's use of each ('>f the four types of flexible workers. -One set
of reaséns concerns the need to accommodate flucniations in.tl}eir workload or in their regular

- staff. For example, rather than over staffing in the event that some employees are absent, an

employer can use workers from agency temporaries, short-term hires, or on-call workers when -

regular stziff are sick, on vacation, or on family medical leave. Simﬂarly, rather than stafﬁng |
to peak, an eﬁlployer xﬁay ﬁ'se agency témporaries, short-term hires, part.—timc workeré; or on-
" call workers to aécoﬁlmodgte ﬂuc;tuationslin workload oifer the day, week, or year. In these‘ :
ways, employe;s reduce labor costs by' reducing the overall amount of' labor input they use.. |

The most frequently cited reasbns for why employers use flexible staffing

arrangements are these traditional reasons. The three most frequently. giyen reasons. for hiring -

workers froﬁi temporary help“agencies wére providing ﬁeeded assistance during peak-time
hours éf the day or .weék, cited by 52:percént; filling ’a vacancy until a regular employee is
hired, cited by 47 ‘peré:ent; and ﬁlliné in for an absent regular employee who is sick, on
vacation, or.on family medical leave, cited by 47 percent. zSeasdpal needs, cited by 55 percent
of e@pldyers using short-term hires, appear i)arﬁcularly important in the use of that type of
flexible staffing arrangement. Ambng those using' part-‘time workers, 62 pefcent use them to

* provide assistance during‘ peak-time hours of the day or. we\;:k and 49 percent use them to |
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Reasons for Usmg Flex1ble Work Arrangements

Table 9

P Temporary Stort-Term - Part-Time ° On-Call * -
. Help Agency . Hires " Workers Workers
 Reasons Conterning Staffing Lévels | ‘ f ‘
-Fill vacancy until regula; employee is hired, . 46 6 20.5: T 26.0-
Fill in for absent regular employee who is sick, N .47 0, 30.0 - 69.3
- on vacauon or on famﬂy medxcal leave " ' '
Seasonal needs 28.1 54.8 - 29.3
Provide needed assistance durmg peak~t1me hours‘ 142 - 62.4 37.3 -
of the day or week - Co ’ .
_ Provide needed assistance at times of unexpected .. 522 310, - 50.7
increases in busmess ‘ : - o
‘Special projects . N ;. 36.0 .. 316 20.8" 26.0 .
Provide needed assistance durmg hours mot ‘ _ - 48.7 -
covered by full- tune shifts - ‘ ‘ _ o
" Other Reasons ] ' . v . ‘ o
Screen job ‘candidates for regular jobs ‘:' 213 o907 14.7 80
- Save on wage and/or benefit costs 11:5: ' -8l 21.3 6.0
Provide needed assistance during company 7.5, ' 6.2 . - 6.0
-Testructuring or merger A, o o
Fill positions with temporaty ageney workers for “ 5.1 - - -
" . more than one year o '
~ -Save on training costs . ; . 5."1_ - = Lo
Special expertise possessed by thts type of 10.3 15.7 - 160
worker R . o T -
‘Accommodate employees wv;hes for part-tlme - - 54.1 --
., hours . - o '
: Unable to find quahﬁed full-time workers - - 11.4 -
' Sample Size 253 . 210 394 150
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provide needed assistance during ﬁours not cbi*eré'd by full-time shiﬁ§.9 Among employers
using on-cail workers, 69. percent use them to cover for absent regular empryee_s and 51
pércent use therh to providé needéd assistance af times of ﬁnexpected increa‘ses'in busihess.

In addition to low¢riﬁg labor costs by reducing the amount of labor input hired, an
employer may lower labor costs by reducing the compensation offered to some employees.
Discriminating amoﬁg regular, full-time wquers in the pay and l.)eneﬁts.paékages offered may
have; adverse repercussions on emploYee morale. Moreover, employers cannot legally offer
different groups of full-time workers dlfferem benefits packages.® It has been argued that one
reason cmployers use flex1b1e staffing arrangements is to lower wages and/or avo1d prov1d1ng
costly benefits, smich as pensions or health insurance, for certain groups of workers. ‘Twelve
'percent of employers using agency temporaries and 21 pércent of employers using part-time
workers indicatgd that savings on wage and benefit costs is an important reason for hirinéihese
wquers. \

»Em&ploye‘rs ﬁzay also raise productivity and thus lower'llabor costs By' moré effectively
screening the workéré they hire into regular positions. As the number of léwsuits brought by
dismissed employ;ees has increased in recent years, employers may have foﬁnd it,moré
attractive to screen workers through temporary help agencies, which are the ofﬁc1a1 employer

during the probatlonary perlod Screening candldates for regular jobs was c1ted as important

For 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-nme workers to cover the first eight hours and part-time workers to cover the last
four hours. :

1The 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 1t
must offer it to all employees working 1000 ‘or more hours per year.
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by 21 percent of employers usmg agency temporarles It was also crted as nnportant by 15

percent of employers usmg part—tlme workers In these srtuatlons part-tnne workers who

generally do not receive beneﬂts are hkely to leave 1f not promoted into.a full-trme posmon

Interestmgly, aeeommodatmg employees wtshes for part-tlme hours was erted as -

‘ lmportant by 54 percent usmg part-trme workers Thrs ﬁndmg suggests that employers often

D

offer part-ttme hours to retam valued employees

Other reasons mcluded in our survey were c1ted as nnportant by only a small number of : ‘

' respondents For example there are anecdotes, that many compames in thetr rush to

i

‘ restructure lay off too many regular employees and then htre these same or other employees as -

‘.t

5"temporary workers Between s1x and erght percent of estabhshments usmg agency

temporaries, Short-term hjres or on-call workers cite’drestructuring‘ or. mergers- asa reasofn,for_.

usmg these ﬂexrble workers Although there are also ma.ny reports of compames that use
,temporary workers ona rather permanent basrs only five pereent of the employers wrth

agency temporanes report usmg them for rnore than a year Temporaty help agencies often

' advertlse the trarmng that they prov1de to thetr workers however only ﬁve percent of

companies usmg temporary agency workers crted .savmgs on trammg costs as nnportant.

“We did not specrﬁcally ask about leased employees, who. like temporary agency workers are: not lured
directly by the employer but rather through a leasing agency. The contract. for leased employees is likely to be of
indefinite duration or for an extended period of time, though the distinction between leased and temporary agency
workers is unclear. 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 establtshments usmg leased or temporary workers on’
afau'ly permanent basis. - : : A : " ;

[ N
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V. | .' The Wages‘and Benefits of ﬂé;xible Waorkers
One reason for the considerable interest in the 1arge and growing ﬁumber of workers in
flexible staffiné arrangements is concern that these workers receive lowef wages and, in
particular, fewer benefits than'do cofnpﬁrable workers. in regular jobs. Respondents in our
survey s&ere asked to compare th¢ houﬂy labor cost ;)f workers in flexible staffing
arrangements with those of régular workers in siniila'r positions. Respondénts first were asked
to compare the hourly wage cost of a particular type of flexible worker Wiﬂl the hourly wage
cosf of regulér workers in similér positions. For agency temporéries, they were asked to
compare the billed hourly rate with the _hourly wage cost of regular workers in similar
positions. Next, they were asked to compare the total of the houiiy wage plus; fhe hourly .
benefit cost of a particulaf type of ﬂexible worker with the total of the hourly wage pl_t;é the
houriy benefit cost of regular workers in similar positions. Again, for temporary heli) agency
| workers, respondents were asked to compare the billed- hourly rate with the total of the hourly
wage aﬁd beneﬁt cost for regular ‘workérs in similar pc;sitions. Although we are particularly
_interested in the response to the' latter question, we believe that by first asking for an hourly
wage comparison and then byr asking for a comparison of hourly wages plus benefits,
respondents were mbre'likely to understand and accurately report comparisbns for the second
questioﬁ.
Tables 10 and 11 report the résults of thes; two sets of questions.™ Alfchough few

employers stated that savings on wage and benefit costs were important in their use of flexible

"?Because of a programming error most applicdble 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
questions two months later, but not all respondents were reached.
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. Table 10 .

o Percent of Establishments Responding that the Hourly Pay Cost of Flexible Workers
- is Generally Higher, Generally Lower, or About the Same as the Hourly
* Pay Cost of Regular Employees m Snmlar Posmons by ’Iype of Flexrble Worker

Sample Size - Higher:s' ‘Lower About the Same Don’t Know ‘

Temporary Help Agency Workers' ... 253 L6210 134, .’,"f" 21.7 B 2.8
Short-Term Hires® R " s '-8? | 21? 67. ' 29
Part-Time Workers = 04 14'6‘;.-5-‘.. 198" f"f_"74rsr _ 10
»Qn—CaHWorkers o . 150, - 16.7";‘ 187 . 613 3.3

! For temporary help workers the comparlson was between the hourly brlled rate for temporary Thelp
© agency workers and the hourly pay cost of regular employees in comparable positions.

? Because of an error in the CATI program, most applicable respondents were not asked this questton ‘
' dunng the ongmal telephone survey. See text for’ explananou

Tt

o .;’ A . LN

Table 11

Percent of Estabhshments Respondmg that the Hourly Pay Plus Beneﬁt Cost of Flex1ble
Workers is Generally Higher, Generally Lower, or About the Same as the Hourly
Pay Plus Beneﬁt Cost of Regular Employees in Similar Posrtrons
' - by Type of Flex1ble Worker L

Sdmple Size Higher I.ower  About the Same ~ Don’t Know,

| Temporary Help Agency Workers' - 253 .0 194 383 33 . 40
' Short-Term Hires’. 18 29 ‘»59;"4 RRY 8.0
Part:_-’fi_melwo'rkers S S M 28 629 T sls . 28
On-Call Workers = - 150 53 127 T 193 '. 27

! For temporary help agency- workers ‘the comparisori was between the hourly billed rate for temporary ' . -
help agency workers and the hourly pay plus benefit cost of regular. employees in comparable positions.
" 2 Because of an error in the CATI program, most applicable’ respondents were not asked this question
’ dunng the ongmal telephone survey See text for explananon ’
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workers, their responses to ihese pay and beheﬁt coniparison questions show that they 'often '
save on hourly wage and benefit costs by uéing flexible workers. Savings on benefit costs
appears to i)e particulaﬂy ixﬁportant. For all four types of flexible workers, less that 20
percent of employers feported that the houriy \ifage cost is lower than that of regular workers

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

indicated that the h()urly wage cost is about the same as that of regular workers, and for agency |

temporaries, a majority ix}dicated that the hourly biiled rate is higher than the hourly wage rate
“for regular workers. |
The pattern is quite different, ﬁowevet, when‘ the éomparison is between the hourly

vvs'zage plus the hourly benefit costs‘of fle;xible and regular workers. For agency temporaries,
| only 19 percent indicated that théir billed hourly rate is higher than the: hourly wage and |
benefit cost of regular workers and 38 percent indicated that it is lower. A negligible percent
= of _émployers reported that the hourly wage and béneﬁt cost of short-term hires, part-time
workers and .on—cuail workers is higher than that of regﬁlar workers, while 59 percent of
employers of short-term hires, 63 peréent of employers of part-time'workers, and 73 percent of
employers of on-call worke_rs indicated that it is lower. |

" Information was also collected on the benefits employers provide to their short-term
hires, regular part-tnnc workers, on-call workers and regular full-time workers. Because -
temporary agency workers and contract workers are not employees of the establishment
interviewed, we could not collect benefits information for these types of wprkers. Table 12
shows the percent of establishments with a particular type of worker that offer paid vacations
and holidays, Vpaid sick leave, pension Abene.ﬁts, pa;ticipation in a profit or gain sharing plan,
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and health insurance 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

‘hours they work, in determining beneﬁts eligihility,-»ernployers were asked if any of their pnrt- :
" time workers are ehglble for a particular beneﬁt and‘ if so, approxunately what percentage of
part-ttme workers are ehgtble Table 12 reports the percent of employers w1th part-tlme )
‘ i\as,rorkers that offer any of their part~tnne workers the partrcular benefit and the percent that -

offer 50 percent or more of theu' part—t1me workers the parttcular beneﬁt o o -

EEEET

Table 12

Percent of Employers Offermg Beneﬁts to FIexrble and Regular Full-Tlme Workers

Part-Time .
T Workers
o : ) Regular
Short-Term To Any To 50% ' On-Call ~ Full-Time
4 . Hires . Part-Time _or More:n‘ ~ Workers - Workers
Paid Vacation and Holidays ~~ 11.0 . .. 53,7« . 483 o153 . - 95.8
- Paid Sick Leave . ' 5.7 358 320 113 o .. 835
Pension Benefits , .38 . 376 0302 . 140 785 . -
Profit or Gain'Sharing . - . NA . ¢ 160 . 131 - . 60 7376
Health Insurance - .- S 9s 38 9 r 342 133 - 898 -
'Any of Above Benefits' - - - " 16.2 66.7.% 60.2 - . 247 - 965

B (R
4 L A o
. t

* Our data show that flexible w{orl.ters“_are rnu'ch' les_s rlikely than regnlar, ﬁlll—time workers

to be offered these heneﬁts'., For example, 79 percent of the employers in our survey offer -

pension benefits to their regular, full-time Workeré, but only four percent offer them t0 short--

term hires, 30 percent to at least half of their part-time workers ,'end 14 percent to their on-call

i

‘3Employers were asked whether each type of beneﬁt was offered—not whether employees elected to receive -

Lt Many employees eligible' to participate in health insurance plans may; for. example elect not to partlcrpate
particularly. 1f the co-payment is lugh and they have coverage from another source. ’ .o
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workers. While 90 percent of employers offer health insurance benefits to regular, full-time

- workers, only ten percent offer them to short-term hires, 34 percént to at least half of their
'part~time workers, and 13 percent to on-call workers. One might speculate that the reason for
the difference in benefits eligibility is because flexible workers are concentrated in firms that
tend to pmvide all of their workers, including their regular full-time workers, few benefits.
However, within establishment c.:omparisonvs'of benefits to flexible and‘regular'workér§ show
that the battem of benefits provision is virtdally identical to that presented in Table 12. Th‘us;',‘
flexible workers are much less likely to receive benefits from their employer not because they
are concem:ratéd in firms offeﬁng few benefits, but rather because employers distinguish
between flexible workeré aﬁd regular workers in determining benefits eligibility.

Data on wages and benefits of workers in flexible or alternative staffing arrangements
were also collected as pai‘t of the Supplement to the February 1995 CPS. Our analysis of these
data supports the findings on wages and benefits from our survey. We claséiﬁed workers in
the Fébruary 1995 CPS Supplemeﬁt into categories that correspond as closely as possible to the
categories used in our survey...The methodology for assigning workers is described m
{\ppendix O. Data fr§m the CPS show that workérs in ﬂe;(ible st;'xfﬁng arrangements afe mﬁch
more likely to receive low wages, live in'.p'overty, and have no benefits, than are Qorkérs in
regular, full-time jobs. ‘Although thoée in ﬂexibie stafﬁhg arrangemgnts account for about a
quarter of wage and salary workers, according to our tabulations of these CPS data, they
account for 57 percent of those in the bottom ten .percént of the wage distribution, 56 Aper(:ént
of thgse not eligible to receive health insurance coverage from their employer, aﬁd 42 percent
of the workiﬁg poor (Table 13).! | |
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Inc1dence of Low Wages Health Insurance and Pensron Beneﬁts and Poverty,
: by Type of Employment Arrangement .

l.
. “'y'
, Percent ot

Son e T meligible to e L
" Percentin - Recen}e ‘Percent With -
As Percent of Bottom 10% Health -.. No Health - Percent -
' AllWage  of Hourly . Insurance Insurance ' Without . Percent
: : and Salary - Wage . from ' fromany '  Pension  Below the
Worker Type . Workers” _ Distribution ~ Employef . - ‘Source . Benefits.: Poverty Line"

\

'Age:ncy temporaries .. ‘1.1 . 190 . '.80.1 540 S 886 25.3

) | B ’, 371 RS .. 29
Oncallorday - 19 . ° 250 . 740 . . 335 . 417. . " 170

laborers . SRR 7 I 7 5| I % | 27 [3.5]
‘Contract workers ' 13 5.6 33.'1_:b v 21'1';, - - 440, L9 |
. .} L ' R ()
Independent 1o 7187 . e 267 0 7116 98 -
_contractors . Lo ne e e 23 . L
Stortermhires - 3.4 . 195 598 274 36 . 169
A L N R X I & P
Regular part-time 152 .0 318 616 1 50, . 169
Cwoikers oo M40 [369) @A B e
. Regular full-time 761 .57 o 159 - 122 ¢ 213 7.1
" workers . . . .. 425  © [435] - . [593] . [627] - .. [51.7]

Source: Author’s tabulations from the February 1995 CPS. The self-employed were excluded from all -

: tabulatrons Workers reporting earnirigs of less than- $2 per hour were excluded from the tabulations'on hourly

earmngs Numbers in brackets are as a percent of all wage and salary workers The! clas51ﬁcat10n of workers into

worker types is detarled in the appendlx oL .

' We also estirnated st'andard wage models"to te'st fOr.difference's 'in t.he wages"of those in

[‘;ﬂex1ble staffmg arrangements and t.hose in regular full-tlme posltlons The dependent varlable

l t

in t.he model is the logarlt.hm of t.he hourly wage wh1ch was constructed by d1v1dmg reported

N

usual weekly earmngs by usual weekly hours Dummy varlables for whether or not the worker L

is a temporary agency worker short-term h1re on—call or day laborer, mdependent contractor

ol




-coniréct worker or regular part-time Worker were included as explanatory variables. Other
control variables include dummy variables measuring the level of education attained, age and
age—squared, race, occupational and industry durﬁmy variables, union status, aﬁd regional
dummy variablesA. Separate equations were estimated for men and women. The coefficients on
the agency temporary, short-term hire, on-call, and regular part-tixhe wque; dummy ‘variables
are negative and statistically sigﬁiﬁcgmt, 1indicating that fhese workers earn significantly less

. than régular, full-time workers, even controlling ;for individuai and'W‘orkpl@ce characteristics.
The coefﬁcient; on the coﬂfrapt worker and independent cont;actOI dummy variabies are
insignificantly différent frém zero. The coefficients and standard errors on the flexible staffing
dmﬁmy i'ariable's’ are reported in Taﬁl‘e 14,

o To study the determinants of whether of not iﬁdividual wage and salary workers are
eligible to recei\;e liealth irlsurance beneﬁts from their employef, 'ha\?e health insurance from
any source, or barticipate in an ep:;ployerlpension plém, probit rhbdéls were estimated. In tﬁese
modéls the dependent variable equals one if the worker is eligible to participate in an ;minloyer
sgonsore_d, health insurance i)lﬁn, has health ins;.urance from ény source, or part.icipates in an:
employer Ip‘ension plan and zero otherwiSe, The expianatory vaﬁables are'thé vs‘;ame as those
used in the wage models. The coefficients and standard errors on the flexible staffing dummy
variables in these beheﬁtmodels are reported in Table 14. Because the coefficients on thé
explanatory variables in probit models are difficult tc ‘int‘erpret, the implied m;u‘ginal effects of
changes in the explanatory variables on the probability 'thai the individual can participate in an
employer health insurance plan, has health insurance:from any source, or participaies in an
émployer pension plan, evaluated at the mean probabﬂi& of such participation, afg also
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" Table 14

Coeff‘icient Estimza_;;es on Flexible'-Staffmg O
- Dummy Variables in-Wage and Benefits Models' .

Dependent Variable: | |
N T Health Insurance | Health Insurance |+ . % :
‘In(hourly wage) " from Employer from Any Source Pensron Insurance

Men Women | .Men Women Men: | Women: Men- Women

Agency Temporary  0.188  0.158 | -1.945 ' -L775. . -1.321 © -L157 . -L751  -L778

0.033)  (0.030) | (0.106) (0.091) (0.093):.  (0.084) .* (0.125)  (0.113)
S [0.603] [0.623] [0.310] = [0.264] [-0.625] [-0.640]

OnCall Worker .~ 0.050  -0.099 | -1:341 = -1.917° ~ -0.680 ~ 0.657 . -0.569  -0.335.
| T 0027 0.026) | 0.070) (0.070)° (0.070) (0.066) (0.074)  (0.072)
oo .| 10.416]. [0.673] ¢ [0.160]. . [-0.150], -[0.203] = [-0.120]

 Independent 0017 0011 | -1369 - -1711° 0.636 0546 . -1.028  -1.127
.Comractor  © -(0.032) (0.033) | (0.08) (0.103) . (0.094) ~(0.095) - (0.092)  (0.106)

[0.424] [0.601] [0.149] [0.125] = [-0.367] - [-0.406]

Contract Worker - ™ 0.022 + -0:004 -| 0.523 7.:0.682 = 03447 -0481 ." 0384 0572
T 0.024) ¢ (0.034) | (0.069) (0:100)  (0.075)  (0.111) " (0.069)  (0.105)
. oo | '[0.162] [0.240] [0.081] [0.110] [0.137] [-0.206]

‘Shortterm Hire »  0.103 . 0157 | -L152  -1.416  -0.523 -0.524 0398 = 0.425

- (0.020)% . (0.018) | (0.052).« (0.049)  (0.056)¢ .(0.053) ' (0:056) . (0.054) .
: C .| [0357) T [0:497] [:0.123]] [-0.120] © [-0.142] - [-0.153]

Regular Part-Time ~ -0.114  0.098 | -1168 = -L131' » 0205 = -0.230 0292 0377 -
Worker (0.022) (0.015) (0.038) (0.024)  (0.039) (0.027) (0.039)  (0.025)
‘ _ o [0362) . [0397] [0.048] '[0052] [0.104] [0.136]

_

'Standard errors are in parentheses The marginal effect of bemg a pamcular type of ﬂemble worker on the .v

probability of reeewmg a particular benefit is teported in brackets. An intercept term, age, educatron race,
geographrc regren union status mdustry, and oceupanon comrol vanables were mcluded in a]l models :

ot o
O

LN

reported Even after eontrollmg for age educauon occupanon mdustry, umon stams and

§ geographrc locanon workers m all types of ﬂexrble stafﬁng arrangements are mucb less hkely

to be offered health msurance or pensmn beneﬁts by thexr employer or to have health

’ "msurance frorn any source than aré regular full-trme workers

- "The results from the wage and benefits equauons may be contammated by sample selectron bras The la.rge

i A' number of work categoriés and the- small sample size: m many categones make it difficult to model ‘the decrslon to’ .
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VL. Mobility of Flexible Workers into Regular Positions

Employers were asked to evaluate the extent to which they hire or move ﬂexible '
workers into regular positions. Specrﬁcally; for those using Workers from temporary help
agencies, short-term Irires, reglilar part-time "workers,‘ and on-call workers, resporrdents were
asked if their organization hired or nroved each type of worker inre regular positions often,
occasionally or sometimes, seldom, or never. This set 6f qhesﬁans complements the questions
on whether screemng workers for regular positions is an important reason for using the
particular type of ﬂex1ble worker Understandmg the extent to which workers in these ﬂexrble
staffing arrangements have the opportunity to move into permanent positions with the
possibility Qf stable employment anrl good benefits is important for developing an appropriate
policy response to Athe widespread use of flexible‘ staffing arrangements.

- Table 15 reports the resporis_es to this set of questions on the rrrobility of flexible
werlrers into regular permanent r)esiﬁom. Employers are most likely ro move part-time
woricers and least likely to nreve,on-call workers intér‘eg“ular positiens, but the difference in
moi)ilify across‘ groupé‘ is not large. ‘Although for each type of flexible worker, only Aa small
rn'mqrity of emplo;ers stated ﬁrat they oftenfmove ﬂexiele workers into regular .positions', a
much larger fraction reported occasionally or sometimes moving ﬂexible workers into regular

positions. About 43 percent of employers using temporary help agency)workers, 43 percent of

work in various flexible staffing 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 coefficients in the benefits equations. -
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those usmg short~term hrres 54 percent of those usmg part-tlme workers, and 46 percent of

those using on-eall workers mdrcated that they often, occasmnally or someumes move these

i

workers into regular-posmons.' EUTEE I A O oot

“ Table 15, e

MOblllty of Flexrble Workers into Regular Posmons
‘ by Type of Flexible Worker
: | Occasiomally/ -~ Dot  Sample
s+ . Often . Sometimes . Seldom Never  Kmow .  Size
‘ Temporary Help Agency Workers ll.S . _1'31.3 coo 190 7"36.8 ) 1.6 253
Short-Term Hires . 9.0 . 343 . 171 -386° 1.0 - 210"
Part-Time Workers , - 147 0 39.6 ;160 289 0.8 394

On-Call Workers =~ - ' 93 0267 . 213 0 327 . 40 150

To get a better sense of the quantitative importance of mobility into regnlar positions,
we ran simplefcorrelations between whether or not an-employer often moves temporary agency
workers short term h1res or part-tlme workers mto regular pOSlthnS and our’ measure of the '

mtensrty of the employer s use of each type of worker We also ran the srmple correlatlon

between whether the employer often, occasionally :or sometim‘es moveeach of these types of

workers with the measure of mtensuy of use.’ These correlatrons are posrttve ( 16 and .14) and

' statlsttcally s1gmﬁcant in the case of agency temporanes but msrgmﬁcant for short—term hlres

i

and part~t1me workers :Thrs finding is consrstent w1th that of a survey of temporary agency

workers by the N ational Assocratron of Temporary Staffmg Servrces in whrch more than one—

third: of respondents reported bemg offered a JOb by the orgamzatton to’ whrch they had been on

N

‘sNattonal Association of Temporary Stafﬁng Services, "Temporary help/stafﬁng servrees mdustry continues
to créate employment opportumttes, press release, Aprrl 1, 1994. o
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VIIL. | Trequ in the Use of Flexible Workers

A final purpose of our survey was to identify. any major trends in employers; use of
flexible staffing arrangements in recent years. Much press coverage has been given to the
growth in employment in temporary help agencies. Figures widely cited come from the BLS
monthly estatélishment survey (CES) and re‘fer'to employment in the help supply services
industry, whjph is largely comprised of employmeni m temporary help agencies. According to
figures from the CES, employment in help supply vser;"icesv increased from 1.2 percent to 2.0
percent of nonfarm payroll employment between 1990 and 1996.

 Data on part-time emi)loymf;nt for the United States come from ﬁhe CPS. These daté
| show a large increase in pan;tixhe émployment in tﬁe early 1_990'5, though this is génchIy
atu'ibqted to thé recession 4an(i the fact that tﬁe share of employment in part-time work |
hisiérically moves counter cyclically. Because of aAmajor re\fision to the CPS m 1994 more
recent‘;iata on part-time empléyment are not comparable to earlier figures, and thus it is
imppssible to determine trends in part-time employmént in the 19§Ofs.

There is little informaﬁon 01; the; levels, let alone the trends,‘incmployment in thé other
types of flexible staffing arrangements covered in this survey: short—tefm Ijlires, on-call
wo;kers,_ and contract workers. The sppplement to the CPS on contingent and alternative work
arrangements in 1995 and 1997 will help to fill in this information gap on trends .for bn—call |

and contract workers.'®

' Data from the February 1997 CPS had not been released at the ;ime of this writing.
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In our survey, employers that had used agency.temporaries, ‘short-term hires, part-time

workers ,‘ or on-call workers were asked whether since. 1990 their )use of each type» of flexible . -

e worker‘ had increasedl‘ . 'décreased.or- remaihed about the same' relative'tdthe size of their
e regular workforce Table 16 summarizes- the responses to these quesnons The percent of
estabhshments mereasmg ‘their use of agency temporanes short-term hn'es and on-call

o workers«r_elative to their use of regular workers since 1990 was slightly higher than the pereen't

decreasing their use. Employers were not asked'how muéh their use of these flexible workers'- .

L had changed These ﬁgures are- con51stent w1th some- trend mcrease in the use of these types of
| workers but there is certamly nothmg in'our data to suggest there has. been a strong trend

increase in the 1990f,s.‘ |

Table 16

-Percent of Establrshments Respondmg that Therr Use of Flexrble Workers Has
Increased, Decreased, or Remained About the Same Relative to Their Use
- of Regular Workers Since 1990, by Type of Flexible Worker. . .

.

Remained*

T , Aboutthe.  Dom’t | . Sample
S ' Increased = Decreased - Same = Kmow = - Size
Temporary Help Agency Workers - - 243 .. 239 . ;57.8 40 251
Stort-Term Hires . . . 143, 124 724" 1.0 . 210 -
. Part-Time Workers - - 249 0. ..89 647 - 16 - 394

On-Call Workers S T 113 153 . 0 647 277 150

SIS

In contrast two to three trmes as many employers mdrcated that then‘ use of regular ’

. 'part—ume Workers had mcreased relatrve to thelr use of regular full-tlme workers than indicated.

-
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their relative use of regular pari—time worker had decreased. As noted above, one cannot
cleanly look at trends in part-time employment in the 1990's using the CPS.
It is possible that the share of part-time jobs in the economy could be increasing even if

~ 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'

two or more part~tiine jobs to work a full-time schedule. Thc redesign of the{CPSrallows one
to look at the number of workers working full-time hours who hold part-time jobs. In 1995,
an estimated 6.5 millién workers héld»one or more part-tim.e jobs. Be;ween 1994 and 1995 thé
number of full-time workers holding part-time jobs increased by six pel;cént, while the number
working less than 35 ﬁours a week at all jobs (the official definition of part—tﬁne employmeht)
remained about the same (Gardner, 1996). Thus recent data provide support for our findings
on ﬁends in part-time jobs. Howevef, we would need a larger sample to know if our findings
on part-time trendsl are valid or an aﬁémaly. ' | |

Tables 17 and 18 report factors impértan’t in the decision to increase or decrease,
: reSf}ectiveiy, the use of a partiéular type of flexible worker relgti?é fo the regular .\x{orkforcé.
Among those in;reasing thei;‘relativé ﬁée of flexible workers, thé most commonly cited )
reasons were the nec;d to inéréase workfbrce flexibility to accommodate ﬂuctuatioﬁs in
workload and business expénsion. The first suggests businesses have been under greater |
‘competitive pressure to increase prbductivity and lower labor costs in reéent years. The latter

suggests that management may find it easier to increase its relativé use of flexible workers
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Table 17;

B R,e;is‘ons for Increased Use of Flexible Workefs .

Tempofery Help - - Shorf—Term Part-Time - 3 On-Call -

Agency Workers - : Hires . ‘Workers " Workers

Percent Respondmg the Increase was Partly Due to

‘Sample Size

" Greater use of ﬂemble workersto . . - 24.2 - e 33, R N -
scréen candidates.for permanent jobs S B
Need to increase workforce - 371 . 400 . . 0 - 511

flexibility to better accommodate

~ fluctuations in worklo'ad

Compennve pressure to reduce labor 3.2 *‘ . 16.7 o 153 a f\ll.S
_costs . : : . : , : C ae
~Corporate restructuring or merger ‘ ‘ 4.8 ‘ SR 13.3,.;"'{’ - 31 1T
Increase in benefits or social - 1.6 .‘.,_' 67 122 7 39

" insurance costs for regular
) employees o

Greater use of family medlcal leave 9.7 ' 6.7 4 - -
by regular employees A '

Difficulty t'mdmg quahﬁedworkers : 37,1 e | o L =
on own - , : o B S A P .

Business expansion k : - 258 . 500 . 48.0 . 500

Business contraction - . . 48 . 133 . 61. 39
Change in the hours of operation - o — - A 972 0.0
 Introduction of new machmery or - » __ . 200 77 .
equipment ' ’ : o e T .

62 - - ,30 .. .. .98 - 26

P oy
RN b

when employment is expanding. If ,management increases the relative use of flexible workers

1

when employment is .stagham or falling, it will have to cut the number of regulai'positions,

which is likely to harm workplace morale. It can increase the proportion of its workforce in

flexible staffing arrangéiﬁents without reduciné the:number' 6f"fegulaf workers during an
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Table 18

Reasons for Decreased the Use of Flexible Workers

Temporary Help  Short-Term Part-Time . On-Call
Agency Workers " Hires Workers Workers

Percent Responding the Decrease was Partly Due to:

Difficulty in maintaining product or service - 22.0 7.7 8.6 17.4 |
quality when using flexible workers ' ~

" Better able to find qualified workers on your 27.1 - - -
own ‘ :
High turnover of this type of worker 11.9 19.2 114 13.0
Tension between temporary and regular 5.1 ’ - - .-
workers or union opposition
Corporate restructuring or merger v o510 7.7 t e -
Business expansion 0.0 1.3 5.7 13.0
Business contraction 20.3 23 . 37.1 174
High fees; labor and/or administrative costs 18.6 154 29 4.4
associated with this type of worker
Introduction of new machinery or equipment - - , - 29 8.7
Change in hours of operation . . - - 8.6 ‘ 8.7
Sample Size 59 26 35 23

- expansion. Management also may choose to increase the relative use of flexible workers
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 scfe,exﬁng workers for
permanent positions and 37 percent cited difficulty in finding qﬁaliﬁed workers on their own as
" reasons for the increase. Together, these answers suggest that a large share of the increase in

agency temporaries occurred in firms seeking to fill permanéht positions.
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Among those decreasing their relative use of flexible workers, business contractionyyas

cited by many as a reason, suggesting that flexible workers are sometimes used to buffer -

- regular workers from business ﬂuctuations‘ Those decreasing their use of agency temporaries

also often cited dlfﬁculty in maintaining product or service quahty ab111ty to. t'md quahﬁed
workers on their own, and high fees as reasons for the decrease ‘

. Questions concermng trends in conttactmg out were phrased dlfferently than were the.

v questtons on trends for the other types of ﬂex1ble workers Employers mdtcatmg that they had : |

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

previously done in hoiise since 199_0 and if they had hrdught any ‘contracted WOI‘k back in
house since 1990. It is possible that an es_tahlishment could have contracted out some tasks and
brought other tasks bac‘k in house. The results of this pair of questions are reported in Table

19. The number of employer‘s' indicating that they had contracted work out previously done in |

house smce 1990 was almost twrce as htgh as the number mdlcatmg that they had brought

contracted work back in house. Atnong estabhshments that had contracted some work over the'
. Table19
Percent of Estabhshments that Contracted Work Out Prevrously Done In-House or

that Brought Contracted Out Work Back In-House Smce 1990

o

[

- As a Percent of Estabtishments Using Any T j Asa Percent of All Surveyed
Independent Contract Workers Since 1990 | - o Establishments .
Contracted Out Work : Brought Work Back In- ' Contracted' Out Work' ~~ ‘Brought Work Back"tn- :
Since 1990 - House Since 1990 Since 1990 - House Since 1990 .
318 209 T s e
- n=249 - N ) " A .«n =550 '4
+ ‘ 4 1 )




last six years, 38 percent contracted out work previously done in house Vsince 1990 compared
to 21 §ercent that brought work back in house since 1990. This implies that 17 percent of all
establishments in our saxﬁple had contracted out some work previously done in house just in
the last six years.

Similar findings are evident in earlier employer surveys. Abraham (1990, p. 92),
describing the results of a 1986 survey of Bureau of National Affairs members, reported that
from’ 1980'to 1985 the number-of fm with an inc;rease in contracting out (13'percenf) was
about double the number with a decreése in contrz;cting out (6 percént). The Bureau of Labor |
Statistics Industry Wage Survéy in 1986 and 1987 included a special set of questions on
contracting out in 13 manufacturing industries. Abraham and Taylor (1996) reported incréases
in the use of five contracting services among establishments in thésc 134manufacturing
industries over the ;979-1986/87 period. Although the samples in these two sufveys and ours
are quite different, together they suggest that there has been substantial aﬁd steady growth in
| contracting out at least since 1980. |

Table 20 provides information on why businesses contracted out work previously done
in house. Businesses often reported that they contracted out work pre;viously done in house
because of corr‘xpetiti\.'e pressure to reduce costs (40' percent) of the inability to c‘ompete with
contractors on price, ‘qpé'lity, ér marKet position (26 percent). In addition, business éxpansién
was cited by 31 percent, suggesting that buéinésseé contract 6ut work when an expansion :
makes it difficult for their own s;aff to handle the extra w;::rkload or when the increase may be
temporary. Interestingly, contracting out work previousiy done in house is rarely associated
with corporate resmcmmg Or merger.
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, ,Table 21 pr;'oyides infortnation on 'why‘businesses bring, work' previously contractedfout:

4

. back mhhouse Not surprlsmgly, many employers brmglng work back in house express

‘t; X ‘i

dtssatlsfactlon with the quahty of the product or serv1ce prov1ded by outsule contractors (31

' .percent): Just_. as is the case withocontracting ‘out w’orlg bringing work back in house .isvalso s

Table 20

i ' o

Reasons Busmesses Contracted Out Work Prev1ously Done by Regular Staff

i [

Percent'responding that _it was partly due to:

. ‘Compe.titivepressureto reduce costs - © ;. St 400

Corporate restructuring or merger . S . ... 53
Inability to compete with contractors on prlce quahty, or ‘inarket posmon T R 3
Business expansion - . ‘ ‘ . . 305
Busmess, contraction P NS - b T ,5‘3

Sample Size. . .. o " N o ST : 95 ol

s Loy \ - o ! . oty TN
bt o . L K S TP , s

Table 21,

"Rea'sons Businesses Brought Work Previously Contracted Out Back In-House

. Percent responding that it wag partly due to: 'z N ,' L '

Ay 4 . ) L , bt

Inability. to maintain product or service quahty usmg out51de contractors o AR 30.8

f~Corporaterestructurmgormerger S e T e 19

'.Umon or employee resrstance 0 outsxde contracung Coo T 0.0 -
Business expansion Coe T e e o - 288

v . - i

Business contraction I PR S X

commonly assocrated wuh a busmess expansmn Although umon or employee resrstance may

1

often keep employers from contractmg out in the ﬁrst place our data suggest it 1s rarely a

re_ason to bring work back in' house once it has been‘contracted ‘out..

I
i .

: . , s .
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. In addition to asking questions about trends in the use of ﬂexible staffing arrangements

since 1990 within the establishment, we asked respondents their opinion about likely future

. trends in flexible staffing arrangements in their industry. Specifically, respondents were asked

whether they agreed or disagreed with the following statement: "In the next five years,
7 companies/organizations in our industry will use more flexible staffing arrangements, such as
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.

VIII. The Determinants of Empioyer Use of Flexible Workers

'A;boye, we eiamined the types of employeré that use flexible .workers ’and-the‘reasons
tﬁey give for using these types of workers through simple tabﬁlations of our survey data. In
this sectioﬁ we report th¢ results‘ of regression analysis,A which provide further insights ‘into_
who uses flexible workers, the extent of their use, and why they use them.

We first modeled the employer’s decision whether or not to use a particular type of
flexible ISNtafﬁng' arrangement. To do this, we estimated_ probit models, in which the dependent
variable equals one if a particular &pe of ﬂexible worker is used in the e‘stablishmcnt and ~z_ero
if it is not. We estimated separate ;Srobit equations for each of the five typés of ﬂexible‘
staffing arrangements in our sufvey,

'As explanatory variables we included the logarithm of employment in the
establishment; dummy variablesA to cofxtroi for ;egion in which the eétablishxﬁent is located; the
SHare of employment in each of nine Omﬁpations inthe. establishmenf'ts industry; the percent of
A unionization; a~duxﬁmy variable'indicating whether the establishment ié in a rural locétion; the
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average unemployment rate in- 1995 in'the establrshment s locahty, measures of seasonahty and

‘cychcahty in the estabhshment s mdustry, and a dummy varrable set equal to one if the

v

establishment, offers both pensron and health Jinsurance beneﬁts to regular full—tlme workers

In add1t1on in the models for part—tlme and on-call workers we mcluded a dummy variable

equal to one if the estabhshment s hours of operatlon could be easﬂy covered by full—trme E

?

shifs. . SR U AP T

- We expect the srgn on the logarrthm of employment vartable to be pos1t1ve all else the
same, we would expect that larger estabhshments would be more hkely to have used at least

one ﬂex1ble worker Although we: have no-a prtorr reason to beheve that usage of ﬂexrble

a.

| workers would dlffer across reg1ons of the country after controllmg for oceupatlonal structure

e s ,.t%:‘;

.+ given the dynarmc nature of ﬂex1ble staffmg arrangements 1t is possrble that certam |

’ employment practie"es_ have; "ciught on” more qUickly in some regions of the country than in

others

[
=

We would expect t.hat ‘usage of ﬂexrble workers would be htghly correlated w1th the

,(‘

: occupattonal dlstrrbutron of the establrshment s employment We construeted occupatronal

‘rt N

share vartables by takmg the share of employment 1n the estabhshment s mdustry in 1995 in.

'- each of the followmg occupattons executrve admnnstratrve and managerral professronal and-.

specralty, techmcal and related support admrmstratrve support and elerlcal servrce marketmg. ‘

“and sales agrrcultural forestry and ﬁshmg, precrsron productron craft and repaxr and

operators fabrrcators and laborers The data on occupatronal share by mdustry come from

' the Bureau of Labor Statrsttcs and are pnmanly based on BLS Occupatlonal Employment

v;Statlstrcs surveys whlch are employer Surveys conducted every three years We have 170 3.

|
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digit SIC code industries represented inq our sample. For 83 of these industries, occupaﬁonal'
share data are available at the 3~digit SIC code ie\(el; for 74 they are only availéble at the 2-
digit ,le\{el;. and for 13 they are only available at.fhe i4digit level. We also included industry
dummy variables at the 1-digit SIC code level in preliminary regressions. -However, these
industrjé dummy variables ére nevénsigniﬁcam. | Probably because of the high degree of
collinearitylbetween industry and occupatioﬁ, the main effect of omitting them is to lower the
standard érroré on the occupational share variables. |

The predicted effect of percent'u;‘nionizea on the use of ﬂexible workers is ambiguous.
On4 the one hand, unions are likely to oppose employers' use of certain types of flexible
st:ifﬁng' arrangements. On the other hand, unions typically raise wages 'and benefits of
workeré, ‘giviﬁg employers an inéentive,to usé ﬂexiblé_ staffing arrangemé'nts. o

We includéda dummy variable indicating that the establishment is located outside a
metropolitan area as an explanatqry varjable, because it is possible that labor markets for
flc;:xible workers are 1§ss developed in rural areas. This is particularly likely to be the case for
temporary help agencies, which exist only in placeé with sufﬁcieﬁt demand foftheir services.

For éstablishmenté ldcated in mc;répolitan areas, we uséd the average unemployment
rate for 1995 of that metropolitan area as our measure of local unemploymént. For
| establishfncnts in rural areas, we used the state unemployment rate."’ 'fhe unemployment rate

is intended to capture the degree of slack in the local labor market. Companies may be better

"Unemployment rates for nonmetropolitan areas are not published.
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able to find qualified workers on their own when labor markets are slack and thus be less

‘inclined to use: temporary help 'agencies. - h ) B

We also mcluded measures of seasonahty and cychcahty of the estabhshment s

‘ mdustry To construct a measure of seasonahty we regressed the loganthm of monthly

employment in the estabhshment S 3-d1g1t SIC code mdustry on 12 month dummxes and .. -
restncted the sum of the coefﬁcrents on those dummy vartables to equal zero Our measure of '

seasonalrty is the standard dev1at10n of the coefﬁcxents on the month dummy varrables In

constructing our measure of cychcahty, we regressed the change in the logartthm of monthly

employment in the estabhshment $ 3—dlg1t SIC code mdustry on the monthly change in the

logarlthm of non-farm payroll employment plus month dummy varlables Our cyehcallty

" measure is the coefﬁment on ;the change m‘non-farna payroll employment from that regression. |

’ Finally,' '\s{e wanted -_tofi'r'tclude a'control for'\‘i{hether the employer nffers good benefits
to ‘its full-time .regular workforce.~ It has.been alleged that some ’firms hire workers under '

alternatlve work. arrangements to-avoid prov1d1ng costly beneﬁts to'a certain portlon of the

| worlcforce It may also be the case that employers offermg good beneﬁts are more concerned

| about screemng workers and that they hxre workers for regular posmnns from the peol of

I

. workers in alternatlve work arrangements Our proxy for "good y beneﬁts is whether the

employer provrdes both penston and health', msuran_ce beneﬁts to._ its regular full-tlme;
workforce

”!t« .

Table 22 presents the coefficrent estlmates and assoctated standard errors from the -

' problt models The 1mphed margmai effects of the explanatory vanables on the probabrhty

s"t.47{v.




Table 22

The Determinants of Whether an Employer Us_es Flexible Workers: Probit Model!

Mean - Agency  Short-Term Part-Timé On-Call  Contract
(std deviation) Temporaries Hires Workers  Workers Workers
. In-(employment) . 4382 0.246 *+*  (.114 ***  0.041 0.133 #%%  (,]15] ***
(2.374) - (0.042) (0.040) (0.044) (0.044) (0.040)
- : . [0.098] [0.043] [0.016] . [0.045]) [0.060]
Industry-Occupation
Share: » _ ' . . .
‘managerial 0.090 4.885%* 0373 ' 2435  -1.864 2.046
. (0.476) (1.928) (1.780) (2.061) (1.913) (1.825)
- [1.939] [0.141] [0.921] [-0.636] [0.808]
professional 0.149 0489 038 058 0567 0.654
' (0.180) - (0.561) (0.516) (0.657) 0.574)  (0.518)
C [-0.194] [-0.144] [0.221] [0.193]  ~ 0.258
technical " 0.041 6.479 ¥+x ' 0.261 10.433 2.620% 2,943 %
(0.056) (1.548) (1.386) (1.700) (1.447) (1.413)
[2.572)] [0.099] [0.164] - [0.893] . [1.162]
marketing/sales 0.112 0.553 0.025 . 0934 0.915 20.002
. (0.159) " (0.539) (0.508) (0.644) 0.574) 0.517)
[0.220] [0.009] [0.353] . [0.312] . [-0.001]
clerical 0.189 0.163 0.435 -0.808 0.503 . -0.475
: 0.119) - (0.738) (0.686) (0.800) (0.726) (0.700)
[0.065] [0.165] [-0.306) [0.171] [-0.188]
agricultural/related 0.014 1.920* - 1.912 - -1.110 0.073 1.286
o 0.073)  (1.077) (1.231) (0.987) (1.098) (1.110)
 [0.762] [0.725] [-0.420] [-0.025] [0.508]
precision production 0.088 1.405% © © 0.197 -1.488 %  ©-1.921 *=* 1.664 **
: (0.115) (0.770) 0.739).  (0.777) (0.983) 0.729)
g g [0.558] [0.075] [-0.562] [-0.655] [0.657]
laborers 0.136 0.943 * -1.321 +*% _1746%%*  0.467 0.385
(0.179) 0.512) (0.516)  (0.542) (0.576) (0.484)
, 1[0.374] [-0.501] [-0.660] - [0:159]  [0.152]
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 Taben
. (Continued)
Mean Agencyj'_‘ . Short-Term: Pat-Time  On-Call Contract
B ‘(std deviation) Temporaries . Hires &~ Workers =~ Workers Workers
‘percent union® . 11.670 0.561 %% 302 LTI0ME  _424 189
R L @8.238) - . (261) .. (246)  (26T) . (-26T) i (.240)
RS © - [-0.223] [-0.148] [0.268] -, [-0.144] [0. 075]
Comeal v 02250 0415% -'.4'0.242 - 0.052 0144 " . 0118 .
[ (0.418) .0 (0.173). (0.159) - (0.180)  (0.181) (©.160 .
S “10. 165] ' [-0.092] - [_-0.'01'9,] ' ~. [0. 049] _ .[0'047] o

area unemployment . 5.082° © -0%6 " 008~ -0i5 .05 - oif

ate . (L640) (056) . " (.048) (052) (059 - (1049)
CUeens b T [0.030] ¢ [0.003] . [0.006] ¥ [-0.026] . [0.004] -
industry seasomality : . 0.032 . ' 4382%F . S012%k. 1774 - 1.622 - -6.994%kk
o 0.038). (.81 (1.998) ... (2:201) .~ (2312). . (2.351)
e 1740 [2240] | [0670)  [0553]  [-2.763]
industry cyclicality .. 1.533 005 0m7 0003 006 0072
’ L a 423)  0.059) 0.056)  (0.065. = (0.061) " (0.056)
' © . [0010]  [0.010] ‘- [0.001  [0.009] .  [0.028]
‘good'bemefits  © . 0.655 - 0.544%* - 0208 " 0300 . 0351*  .0.031
AR . (0476). i 0.156) . (0.153)  (0.167).. (0.168) - (0.150) ..
0216] . [0.08] [0.114]  [0.120] - [-0.012]
. full-time shift . 428 IS -0376 0213, -
: 95 o T oass) 0 0.158) |

'[-0.142] [-0.073]

"IStandard errors are in parentheses. Three astensks indicate s1gn1ﬁcance at t.he 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 i is shown in- brackets

“

2Coefﬁments and standard errors have-been multiplied by 100. . .~

‘t.hat t.he estabhshment will use the partlcular type of ﬂex1ble worker evaluated at the mean

| , probablhty that an estabhshment uses that type of worker is also reported As expected the *

estabhshment s employment size is posmvely related to the- probablhty that it uses flexible

C e

g |




workers, with the exception of part-time workers, which are used by most establishments,

large and small. Thevcoefﬁcients,on the geographic dummy variables, not shdwn in the table, |

suggest that there are not large @ifferences in the usage of flexible workers across regions of
:the coimtry. :

Thé coefficients on thé‘ 6ccupaﬁ9nal share of. employment in the‘ establishmént's
ihciustry reveal some interesting differences in the use of flexible workers across occupations.
| The omitted occupational category is service. The coefficients on the &cupational share
variablcs in tﬁe agency teniporaries equation are generally positive, significantly so for the -
- share of executive, administrétive, and I;1anageriai wc;rkers; technical workers; agricultural
workers; precision production, craft and repair workers; and fabricators, operators and
. laborers. The positive ébefﬁéiehts on the dccupational share variables indicate tha;, all éise
held constant, the use of te;npdrary agency workers is less common in establishments with a
High éhare of §efirice wovr‘kers.~ The use of short-term hires is negatively associated with the
share of fabricators,_opefators and laborers relative to the share in service occupations.l Not
surprisingly, in the part-timea\éorker probit model fhe ;:oefﬁcients on the precision production,
craft',v and repéir Shafe vari#blc; and the fabricators,‘ operators, and laborers share variable are

negative and statistically significant. The shares in these two occupational categories are

particularly high' in manufacturing, in which there are few part-time workers. The coefficient

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,

and repair occupations are positive and significant in the independent contract worker equation.
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 time workers are generally thought to be hard to’ umomze

- -’}

R

“As noted above,’ unio‘ns are Opposed to the us‘e of most types of ﬂexible‘w()rkers, ‘while
the presence of unions is hkely to grve management a stronger incentive to-use ﬂex1ble :

WOI’kCI‘S to circumvent restnctlve work practices and to pay lower wages and beneﬁts Except

1, “

.for contraeting out,:the’percent of the workforce unionized_ is negatively. .relatcd to the use of_

-, flexible workers, signiﬁcantly S0, for agency temporaries and part-'timew’c.)rkers.18 Contra_eting

e

out has been a particularly contentious issue between unions and inanagement in recent years,

and it is notev(rorthy' that unionization is not as"sociated With less outsourcing‘.

‘The degree of seasonahty and cyclicality would also be’ expected to affect the "

¥

probability that an estabhshment uses certain types of ﬂex1ble workers Not surprismgly, the :

‘measure of seasonahty has a large srgmﬁcant posrtive effect on the probablhty that an

employer uses agency temporaries and short-term hires... The degree of seasonality has a
srgmﬁcant negative effect on the probahiltty that estabhshments contract out some functrons

Finally, one of‘the most mterestmg t’mdmgs‘m,t_hese regressions, nze believe, is the

) positive, signiﬁcant coefﬁcient on the "good beneﬁts " durnmy_izariable, which is ”set equal;to

| .one 1f the employer prov1des its regular full-time. workers wrth both pensron and health

msuranee beneﬁts Thts varrableus posmve and statistlcally srgmﬁcant in the temporary help :

\agency worker part-trme worker and on-call worker equatlons One possxble explanation for .

this findmg is that employers want to offer drfferent beneﬁt levels to different groups of

- workers, but cannot legally discriminate among regular full—time workers in beneﬁts provrsron.'

Thus, the firm may use alternativetwork arrangements to fill cer'tain positions in order to avoid ~

”’The latter, in particular though may reflect a reverse. causanon Workplaces with a high propomon of part-
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providing 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
to ensure high productivity. Hiring workers into alternative work arrangements is one way to

screen workers for regular positions.

For agency temporaries, short-term hires, and part-time workers, we also have

information on the magnitude of the employer's use. We used our measures of intensity of the -

employérs‘ use of these workefs, as reported in Tables 7 and 8 above, as the dependent

variables in regression models with the same set of explanatory variables as were used in the
probit models. Because these measures of intensity are censored at zero, we estimated- these
_equations using tobit models.* 'Thé results from these tobit models are kported in Tabie 23.

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

is negatively associated with the share of employment in profeésional @upations and
positively associated with the share in clerical and technical occupations. As in the probit -
model, thé sign on the industry seasonality measure is positive and significant. Perhaps most .
interesting is the positive and highly significant coefficient on the "good benefits" variable,
irhplying thét employers that provide both pension and health insurance benéﬁts to their regular
“Azorkcrs.use agency terﬁporaries more intensively than employers who do not provide these

benefits.

‘9Because information on the number of on-call workers was not collected from many respondems we did
not run a tobit model for this group.
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Table 23

1

The Determmants of thc Magmtude of Employers Usc of Flexxble Workers Toblt Modcl1 '

" Mean '

Tehipbrafty Help

" Part-Time

' Short-Term
o (std deviation) ‘Agency. Workers - Hires - .+ Workers.
. In (employment) 4382 0014 ©0.030: 1 T 0028
C L2374 (0.012) 0.021y * - ... (0.013)
Industry-Occupation Share: - S o o . P
‘managerial v 0.090 -0.003 1145+ 0.384
3 - (0.476) . (0.448) - (0.656) . 421)
professional 0.149 0318 % 0269, - 0.140
o 0.180) . . (0.153) 0.193) L0122
technical ) 0041 - LIBI*M 0303 . 0.180
et 1 (0.056).. ' (0.374) ".(0.513) T (0.324)
marketing/sales 0112 0.025 0.098 0079
' " (0.159). (0.141) (0.192) ©.117)
clerical 1 0.189 0.549 *x* -0.196 -0.502 o
‘ ‘ R T119) - (0181 - (0.261) ©(0.164)
agricultural/related * - © 0014 0.027 .0.334 0428 %
o 3 (0.073) 0.262) . (0.322) " (0.241)
precision production 0.088 0.170° - 0.425. -0.607 *¥* |
: _ © (0.115) (0.194) i (0.263) (0.182) -
laborers 0.136 . 0.191 0.513 ** 0354 *x.
_ : 0.179) . (0.146) 0229 © . (0.138)
percent union’ 11.670 0,087 0023 ' 0.080
‘ (28.238) (0:065) (0.090) - (0.060)
rural - 0.225 0.071* +0.050 0.021
‘ o (0.418) . (0.043) (0.058) (0.038)-
area unemployment rate v 5.082. - 0.015 0017 0.043 **
T C o (1.640) 0:019) 0.028) . - »n (0.018)
industry seasonality 0.032 1:387 **x " 1.840 *x* - 0.178
0.038) 0.525) .+~ ' (0.707) . (0.503)
'mdustry cychcamy 1.533 -, . 0020 0008 .- . 0002
‘ C(1423) . (0.014) - L0022) - (0:013)
goodbeneﬁts : 0655 L 0,128 v 0.108* 0,040
. (0.476) ., (0.041) . (0.056) " . 0.036)
fuﬂ-time shifp ..428 - L 0.031 **
o - (495) . 010)

*Coefficients ayd standard errors have been multlphegi by 100, -
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_ 'Standard errors are in paremheses Three astensks indicate mgmﬁcance at the 1 percent Ievel of conﬁdence
two asterisks at the 5 percent level; and one asterisk at the 10 percent level. -




Seasonal fluctuations are particularly important for explaining how_much an employer
uses short-term hires. - Toe ratio of short term hires to regular workers} is negatively associated
with the share of operators, fabricotors and laborors and positively associated with the share of
employrnent in _managerialoccupations. In addftion, the coefficient on the good benefits
dummy variable is positive and significant, suggesting tﬁat establishments offering both
pensioﬁé and health insurance to regular.workers use short;term hires more i;ltensively, all else
held constant.

"The intensity of Athe use of part-time. workers is positiveljz related to establishment size.
.The’ sign on the coefficients for thé occupagional sharo variables is negative in all cases,
reﬂeotihgv the high proportion of part-time employment in sorvice occupations, the omitted
occupational share variable. The sign on the good benefits variable is positive, but no longer
signiﬁcaxit in the part-time worker tobit model. The coefﬁcient on the full-time shift dummy
variable is negative and signiﬁcant as expected, shoiviné that an cstaolishment's hours of
operation greatly affect its use of part-time workers.

CItis mterestmg to compare the results of our analyms with similar analyses of employer
surveys conducted in the early and mid- 1980 s. Abraham (1990) reporrs the results of tobit
models on the mtenmty of an establishment's use of temporary workers, usmg data from the
1986 BNA survey. The dependent variable in her model is the sum of the mtensxty of use of
agency temporanes and the intensity of use of short-term hn'es, although‘our regression models
suggest that the detorminants of use of these two types of temporary workers are qoite _
different. Aoraham included as dummy variables'in her model a measure of seasonality, which
equals one if the business reports its demahd as highly seasonél, and a measure. of> oyclicality,
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" which equals one if the business reports its demhnd-to be highly variable from'year to year. -

She reported positive slgrriﬁ'cant coefﬁcients- on both the seesonal and cycllcel dtnnmy '

vanables Whlle we found a posmve sxgmﬁcant effect of seasonahty on’ the mtensrty of use of

. both agency temporanes and short-terrn htres we found no effect from the degree of

cycllcahty However our measures whlch were derlved from: the seasonaltty and cychcahty of

| the estabhshment s three dlglt mdustry, are qu1te dlfferent She also found a s1gmﬁcant

. negative effect’ of the percent umomzed on the mten51ty of use, of temporary workers and a -

pos1t1ve 51gmﬁcant effect of percent umomzed on the probabthty that a ﬁrm uses: mdependent ‘
contractors. Althou'gh we found no signiﬁcarit Union effect inthe tobit models, the coefﬁeient '

on the percent union varlable is negatlve and s1gmﬁcant in the temporary agency worker problt '

'model S T T T I RERRTIS S

_ One of the most interesting results from ourimodels is the fact that the coefﬁcients on -

_ the " good" benefits variabletis positive andfoften' signiﬁcant-in the 'prohit’ an& tobit inodels. In

| her equatton Abraham trted to capture a srmﬂar effect by mcludtng a dummy varlable equal fo’ ‘

- one if the busmess reported its compensatton in the top 10 percent of the dlstnbutlon The

coefﬁcrent on thrs variable was mlgmﬁcant Although they dtd not use. formal regressron

. analysis, Mangum Mayall and Nelson (1985) noted a posxttve relattenshtp between firms' use
“ of agency temporanes short-term hires, and on-call workers and the level of frmge benefits

B provrded based on data from thelr natlonw1de ma11 survey of busmesses in selected mdustrtes |




IX. Conclusion
'fhe use of flexible staffing aﬁangements is ’widespread, even among small -
establishments. Seventy-two percent of the establishments in our suﬁey use i)#ﬂ-time workers
and seventy-eight percent use some form of flexible staffing arrangement besides part-time
workers. - Studies of ﬂeﬁble staffing arrangements that include only large corporations may
miss an important part of the picture.
 Part-time and on-call workers often account for a large share of an oijganization's
workforce. In conﬁast, agency temporaries and ’short-term hires represent a relati§ely small
addition to regular empl&jment for most organizations. According to our estimates, although
use of. égen‘cy temporaries and short-term hirés is widespread, they represent just i.S percent
and 2.3 percent additions, respectively, to regular employment in the private sector. These
’ﬁgures are consistent with available government*statistics.
One might conclude tha‘t thé magnitude of temporary employment is relatively small
‘ aﬁd not worth much policy attention. quever, the data from our sui'vey show that many
more temporary jobs are created‘in‘thc economy over the course of a year than are caﬁturcd in
surveys such as the CPS or CES which measure employment at a point in time.‘ The number
of jobs created during the yéar for agency teinporaries 1s seven to eight times larger and the

number 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

which the same individuals experience multiple spells of temporary employment.
Nevertheless, it is likely that the share of workers éxperiencing some spell of.teniporary
employment over the course of the year is much greater than four or five percent.
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Why do employers use ﬂexrble stafﬁng arrangements? Employers most often say they

use these arrangements to accommodate ﬂuctuatlons in their workload or to ﬁll in for absent

'»regular employees Employers also use agency temporanes and part-trme workers to screen

workers for regular posmons In: addltlon savmgs on labor ‘costs, especrally on frmge beneﬁt oo

costs -are an 1mportant factor spumng employers to use ﬂexrble stafﬁng arrangements

’Employers rarely provrde ﬂexrble workers w1th key beneﬁts like: health msuranee and

pensions. - When asked to compare the total hourly cost of ﬂex1b1e workers wnh- that of regular -

workers in srrmlar posrtrons employers seldom reported that the total hourly cost.was hrgher R

A_ and 38 percent of those usmg agency temporarles 59 percent usmg short-term hxres 63

percent usmg part-trme workers and 73 percent usmg on-call workers reported that the total o .

hourly cost of these flexible workers 1s‘nlower than ﬂrat- of regnlar.t.workers in srmrlar~ positions.
Ou'r survey dataprovide some evidence that-lthe use of: ﬂexible stafﬁng arrangements' '

has grown in the 1990 s. Slightly rnore respondents reported that their relatlve use of agency

l i

: temporarles short-term hlres and on-call workers had mcreased than reported then' relatlve

use had dechned since 1990 A much larger number reported mcreasmg thelr relatlve use of
part-tlme workers than reported decreasmg therr relatlve use of part—tune workers

*Many more compames also reported contractmg out work prev1ously done in house

than reported brmgmg work back in house‘ smce‘ 1990. In a survey of BNA members
Aemployers reported a srmrlar mcrease m contractmg out over the 1980—85 perlod (Abraham
"~ 1990). Abraham and Taylor (1996) also reported an.increase in the use of contractmg out
'among 13 manufacturmg mdustrles over the 1979 1986/87 penod usmg data from the BLS s

Industry Wage Surveys. “These ﬁndmg_s, eoupled -w1thfours, suggest that contractmg out has.
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grown steadily since the 1980’s. Further study to more i)reciseiy monitor trends in contracting
‘out and to understand its implications for Workers is needed. |
Should we be concerned if a large and possibly grow_ihg number éf workers in the
United .States are working in tixc;se‘ ﬂgxible stafﬁng arrangements? Our survey results clearly
.point‘ to benefits as oﬁ_e issue of concefn. We ‘were able to collect benefits information on
employees of the. estéblishment’s surve}?ed: éhbft-term hires, regular part-time workers, and on-
céll workers in addition to regular full-time workers. Employers are much less likély to offer
paid holiday and‘vacation ‘benefits, pai& sick leave, pension benefits, profit or gain sharing
benefits, or health insurance to. workers: in these flexible staffing arrangements than to regular
full—timej workers. Our analysis of data from the February 1995 CPS Supblement shows that
\t;orkers in all flexible staffing arrangements are less likely to receive health insurance or
penSibn bgneﬁts from their employer or to have health insurance from any source, even after
controlling for individual and workplace 'characteri'stics‘. This analysis reinforces the findings
from oﬁr survey. | |
Results from our survey suggest that einployersf total 'houfly costs are typically lower
for workers'in flexible staffing arrangerﬁents than for regular workers in similar positions
| largely because of the higher cost of fringe _beneﬁts.' for'regular workers. - We also find that,
‘controllirig for éther,f:ictors, emplqye;s offering pension and health insurance benefits are
mﬁch more inclined to use various types of ﬂexible workers and/or to us¢ tﬁem more -
intensively than are employers not offering these benefits to régular full-time workers.
Anecdotal evidence suggests that employers use ﬂexiﬁle staff‘mg arrangementé‘because they
wish to avoid offering benefits tQ certain groups of workers, effe;tively segmenting the labor
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force, or because they wrsh to more carefully screen workers that receive. good benefits and o

presumably good wages Our analysrs shows that th13 phenomenon is statlstteally quite : e
unportant

e
¥

Our findmgs remforee the w1despread pereeptlon that the way to access key beneﬁts -

. suchasa pensron and health insurance is. by holdmg a regular full—trme Job The fact that the

large and growmg number of workers in ﬂex1ble stafﬁng arrangements typrcally do not receive

tba81c Workplace beneﬁts and that employers often appear to h1re these workers in order to-
) avold provrdmg benefits raises the questron of the adequacy of a system 1n ‘which health
insurance and prrvate, pensron mcome are obtamed'pnmanly .-through,: Iemployers.'

Another reason forconcern is that workersrin'ﬂexible staffing ‘arrang‘em'ents often have'

»

little job securtty Tlus 1s espemally true for agency temporarles and short-term hires, whose

_]ObS are mtrlnsrcally temporary -Segal and Sulhvan (1995) show that workers in the temporary |

help mdustry are more’ hkely to experrence unemployment than other workers Yet the

. N
o

unemployment insurance system 1s desrgned wrth the tradltronal model of employment——a full—

trme ]Ob of mdeﬁmte duratton—m mmd Indrvrduals must meet certam mmm:mm earmngs and
: work hours requrrements ‘which vary from state to state ‘in order to quahfy for unemployment

N . lnsurance beneﬁts Several states place addltrortal restrlcnons on | the abrhty of those deemed

" seasonal " workers from eolleetmg beneﬁts Thus part-tlme workers and workers 1n

y temporary _]ObS often are mehglble to reeerve unemployment insurance when the1r jObS end

2°A recent report by the Advrsory Councﬂ on Unemployment Compensatton (1996) recommended that

: addmonal restncuons on the beneﬁts ehgrbrlaty for seasonal workers be ehrmnated in states havmg such restnctrons
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Furthermore, workers may become djsqualiﬁed_ to receive benefits fof refusing a job
offer, under certain conditions. These réquirements tend to be particularly stringent for part-
time and temporary workers. For example, in most states, even if thése formerly employed
part-time qualify for benefits by meeting the minimum earnings and hours requifements, tﬁey
become disqualified if fhey refuse ;1 job offer entailing full-time hours. In many states,
ﬁnemployed individuals become disqualiﬁed for unemployment insﬁrance benefits if they

refuse a tempéraly job, but only if they have a history of such work. This condition may make

it difficult for agency temporaries to find permanent jobs.. While various eligibility restrictions

affecting pm-;hne and temporary workers are> understandable attempté to limit ébuée of the =
"System; they nonetheless represent a grdwing hole in our social safety net.

Some labor laws are also written wnth the traditional model of employment in mind. -
For example, there is concern that those working as independent contractors and agency
temporaries are inadequately covered by laws prohibiting discﬁmination and sexual harassmént

in ‘thcf wdrkplacé. Unibns have been. con&md that erﬁployers are using contract and

temporary workers to avoid organized labor. Ongoing cases before the Naﬁ(;nal Labor
Rélations Board are examining whether agency tempdraries have "joint" employer status and
thus mﬁst be covered by the temis of a unién coﬁfrlaét in the organization :in‘which\ they are
placed. | | |

Although temporary workers are covered by workers compensation laws;-there is

concern about fraud by some temporary help agencies; which are réquired to pay the premiums

for agency temporaries. Some "less reputable” temporary help agencies allegedly misreport
the occupations in which their agency temporaries are piéced in order to pay lower workers' .
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: posmons for those’ deslrmg them Indeed some have even argued that temporary and part-time ' - .

| compensation premiums. As their premiums increase 'with experience rating, they close and ~

reopen as a new company

Workplace trammg is another area: of concern Workers in temporary, contract and |

A;part-tune ]ObS are less likely to receive on—the—;ob trarmng than regular full-ttrne workers
3 The -amount of tratmng workers in ﬂexrble stafﬁng arrangements aequrre has nnportant

o nnphcatrons for future productmty and lmng standards of the workforce Although some

temporary help ageneres promote the trammg they provrde to therr temporary staff; little is

\ known about the trammg workers in these posmons receive relatrve to those in permanent ]ObS
- The growth m ﬂexrble stafﬁng arrangements may mean however that workers mcreasmgly ‘,
Awrll have to prov1de thelr own trammg , '. : L |

. One ;mrght be less concerned about the beneﬁts job securlty ; and trarrring ‘Of work‘ersin. o

}ﬂexrble stafﬁng arrangements 1f these }obs were typ1cally vehleles to regular permanent o

| jobs should be selectrvely promoted as a means of gettmg dlsadvantaged workers mcludmg

| those on welfare mto employment For example Freedman (1996) argues that because

‘-.temporary employment agencres are employer orlented have extensrve knowledge of local -
B labor markets often provrde some trarmng to workers they plaee and are already w1dely used"
‘by employers throughout the country they should ‘be enlisted to help run the pubhe

~-employment serv1ce

Accordmg to data from the February 1995 CPS a majonty of those who regard their

[

» jOb as temporary want permanent employment and a srgmﬁcant mmorrty of part-tlme workers :

" 'want and are able to work full tune For these workers do flex1ble stafﬁng arrangements serve
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as bridges to regular employment or as traps in low-wage, unstable work? The limited
evidence from our survey on the mobility of workers in flexible staffing arrangements into

regular positions is mixed. A;large number of employers—ranging from 45 percent of

employers of part-time workers to 60 'percén; of employers of on-call workers—repbrt that they

seldom or never move Warkefs in these flexible staffing arrangements into regular positions.
Yet, many employers repbrt th§t they at least sometimés or occasionally promote Qorkers into
regular positions. Interestingly, among employers using workers from‘ temporary hélp
agencies, thére is a significant positive correlation between the propensity to hire agency -
temporaries into regular positions‘agd the intensity with whjcl} emplbyérs use the;sé workers.

: More research is needed on what happens to individuals 111 flexible staffing arrangements,
ideally by constructing a lonéitudinal data base on individuals by employment status that would
be linked todata_on their employers' use of flexible staffing arr;ingements.

Our survey clearly shows, however, that employers are using flexible staffing
arrangements primarily to adjust workférce levels to fluctuations in their workload, ‘nét to
screen workers for regular pés’itions. While maﬁy ﬁnd.permanent,- full-time employmem‘. |
through témporary, pan;time or coﬁtract jobs, this 'doés not §bviétc the need to address policy
issues related to benefits, job security, workplace regulation, ahd the training of wofkers in

flexible stafﬁng arrangements.
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SURVEY OF FLEXIBLE STAFFING POLICIES o
for . o
. Upjohn Institute for, Employment Research Coa oo

“Hello is this? o ©  [name of company]
My'name is | , P
* May I speak with?  [title, name] \ ‘[‘ph&mev and/or extension number if needed].

[ L

Phone %md/or extension number ST ot

[If the resmndent is not avallable try to schedule an appomtuwnt or ﬁnd out the best time and
’ day to call that person ] : ; {

[If the r65pondent is avadable, continue.] -

. Hello. My name is _ - and I am callmg from the Kercher Center for Social Research o
in Kalamazoo Michigan, on behalf of the Upjohn Institute for Employment Research, which is ’
conductmg a natlonw1de study of flexible stafﬁng p011c1es Lo .o .

i

* T hope you received our letter mailed to you last week. As we indicated in the letter, this -
‘survey is a study about flexible staffing practices in your establishment. This study mcludes
- . use of workers from temporary employment agencies, short-term hires, regular part-time
- workers, on-call workers, and mdependent contractors by your estabhshment I would like to

ask you some questions about your staffing policies. The survey will take anywhere from 5

- minutes to 25 minutes to complete depending on the complexities and scope of your. ﬂex1ble |
 staffing pracuces A summary of the survey will be sent to all pammpatmg estabhshments

All the. mformatlon that you glve us wﬂl remam strlctly confidentlal

May I proceed?  [IF NO, ASK TO SCHEDULE AN INTERVIEW AT A TIME
R CONVENIENT TO HIM/HER. ] : . -




ORGANIZATIONAL IDENTIFICATION AND DEFINITIONS

1.

What is the name of your establishment?
What is your name and title?
What is the primary product made or service provided at this facility?

What is the primary SIC code (standard industrial classification code) for your
establishment? ,

Is your establishment part of a company with facilities of other sites?

1 Yes

2 No

Are the hiring decisions and policies for this establishment made on site or elsewhere?

1. On site : : GO TO #7

2. Elsewhere

3. Don’t Know/No Response'

Where are the establishment's hiring decisions made and who is in charge of these
policies? - , :

.Name of contact:

What iS your work phone nﬁmber? [AREA CODE, THEN ENTER] vi
[ENTER 7 DIGIT PHO_NE NUMBERW‘"ITHOUT SPACES]
What is the address of your business? S

[AFTER GETTING THE ADDRESS]

Thank you for your time. [HANG UP]

I-2
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THE USE OF WORKERS FROM TEMPORARY EMPLOYMENT AGENCIES

- The followmg questlons pertam only to employment at your estabhshment at [CHECK

CALL SHEET]

, Now I am gomg to ask you questions about your use of workers from temporary

B employment agencies. That is: Individuals who work at your establishment, but who are:

, pald through an: employment -agency and are not on your orgamzanon 's payroll..

- 10.

Smee 1990 has your establlshment used Workers from Temporary Employment
Agencnes‘? : e .

1 YesA : ' 4 oL S
2. No . ° o GO TOSECTIONB - -
3. [DON T KNOWfNO RESPONSE] -, GO-TO SECTION B

' Approx1mate1y how many workers from temporary employment agencres were used at

your estabhshment in 1995? (Don’t mclude anyone who left or had to be replaeed before
the end of therr contract period. If the same person was asmgned to your estabhshment
more than once they should be counted for each a551gnment ) o *

1. Nome = . i “i . GO TOQ#ll
2. DON'T KNOW/NO RESPONSE -

3. Number. =~ ..o oy GOTOQ#IG

Can you tell us approx1mately how many workers from temp agenc1es your estabhshment .
uses ina typxcal month'? : :

.
‘l,lt'

What was. the average duratlon of employment of temporary help agency workers in your‘

DAYS 231. ENTER THE NUMBER AND 2 IF WEEKS ILE., 2 WEEKS 22

' ENTER THE NUMBER AND 3, IF MONTHS. ENTER 4, IF DON’T KNOW. IF THE

' [RANGE]

EXACT NUMBER IS KNOWN, ENTER THE SAME NUMBER FOR BOTH LOW
AND HIGH RANGE ] ‘

K 1-3‘5~.A“ . ‘
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12.

-13.

DOW»> 0RO Un AW~

Enter High Range’ [ENTER THE NUMBER AND 1, IF DAYS, L.E., 23

_ DAYS=231; ENTER THE NUMBER AND 2, IF WEEKS, LE.
23 WEEKS=232. ENTER THE NUMBER AND 3, IF
MONTHS; ENTER 4 IF DON’T KNOW/NO RESPONSE.]

In general, which of the followmg reasons are important for your estabhshment s use of
temp agency workers? - [MARK ALL THAT APPLY]

Fill vacancy untﬂ regular employee is hned

Fill in for absent regular employee on vacation, sick or on family . medlcal leave
Fill positions with temporary agency workers for more than one year.
Screen job candidates for regular jobs

Seasonal needs

Provide needed assistance at times of unexpected increases in workload
Provide needed assistance during peak-time hours of the day or week
Special projects

Save on wage and/or benefits costs -

Special expertise possessed by temporary worker

Save on training costs :

Provide needed assistance during corporate restructuring or mergers .

. [NO MORE APPLY/DON'T KNOW/NO RESPONSE]

Are there any other important reasons for your establishment's use of workers from temp
agencies?

The next question deals with a comparison of the Billed Rate for temp"workers with pay
for regular workers. The Billed Rate is the rate your organization pays the temp agency,
NOT the rate the temp agency pays the temporary worker.

Is the BILLED RATE for temp workers generally hlgher lower or about the same as the

’hourly pay costs for regular employees in s1m11ar posmons?

1. ngher

2. Lower

3.. About the same
4.

[DON'T KNOW/NO RESPONSE]

I4
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18,

R

The next questron compares the Bllled Rate for temp workers ‘with the total regular Pay

Pplus Benefit costs for regular workers (The bllled rate is the rate your orgamzatron pays

the temp agency, NOT the rate the temp agency pays the temporary worker )

OE
T - -',' ;‘I,'
IS P
o

Is i'the' BILLED RATE for temp workers generally higher; lower, or 51)011* the same as the -

14
- total of both hourly pay and benefit costs for regular employees in similar positions?."
T Higher .o 0
2. Lower T N
'3, ' About the same ¢ B PR
- 4. [DON'T KNOW/NO RESPONSE] el et
- 15. How often would you say that your estabhshment moved temp agency Workers mto
o regular permanent jobs 1 in 1995‘? ; : v
1. _Ofterr R o o
- 2. Occasiopally .-~~~ B e ] v o
3. .Sometimes . - T L L
- 4. Seldom IRE ‘ L
5. Never -~ . g h ‘
6. DON T KNOW/NO RESPONSE ,
T R . .a(, o
Has your estabhshment s use of. workers from temp agencres mcreased decreased or-

remained about the same relatrve to the size of your regular worlcforce smce 1990"

INCREASED -~ - - GOTOQ#19

DECREASED | ,’ I "GO TO Q # 20
SAME S . -+ GOTOSECTIONB
Not in business in. 1990/not apphcable - GO TO SECTIONB.. - .;
Don't know - o e "GO TO SECTION B
. Refused . . . .. " GOTOSECTIONB -
IS5




19. Was the increase, at least in part due to: . [MARK ALL THAT APPLY]

(3™ I

e A

10.

Greater use of temporary agencies to screen candldates for permanent jobs

Need to increase workforce flexibility to better accommodate fluctuations in your
organization's workload -

Competitive pressure to reduce labor costs

Corporate restructuring or merger . :

Increase in the benefits or social insurance costs for regular workers

Greater use of family medical leave by regular employees ‘

Difficulty in finding qualified workers on your own

Business expansion (such as increase in orders starting a new product or service lme,
or entering a new market area) S

Business contraction (such as decrease in sales, orders, proﬁts or discontinuation of
products)

[NO MORB APPLY/DON T KNOW/NO RESPONSE]

GO TO SECTION B

20. Was the decrease, at least in part, due to: [MARK ALL THAT APPLY]

1.

SRV NS

oo

Difficulty. in maintaining produet or service quality when using workers from
temporary help agencies

Better able to find qualified workers on your own

High turnover of temporary agency workers

Tension between temporary and regular workers or union opposition

Corporate restructuring or merger

Business expansion (such as increase in orders, starting a new product or service line,
or entering a new market area)

" Business contraction (such as decrease in sales orders, proﬁts or d1scont1nuauon of

products)
High fees charged by temporary employment agencies.
[NO MORE APPLY/DON'T KNOW/NO RESPONSE]




21.

_THE USE OF SHORT-TERM HIRES.

o

This set of questions is about the use of Short-term Hires in your establishment. That is:

- Individuals who are hired by your organization for a limited and ‘specific'period of time. -
* Short-term hires, for example, include workers hired for the December hohday season or
" during the summer and they may work part-nme hours:. ‘

Since i990; has your establishmeni ueed Short-t'enn Hires?

© 2. NO o R "~ GO TO SECTION C

Y [DON T KNOW/NO RESPONSE] GO TO SECTION C

2.

Approximately how many individuals on éhbﬁ-ﬁerm contract did your otganization have in

- 1995? Please exclude md1v1duals who left or had to be replaced pnor to the compleuon of

23.

'thelrcontract I

"1.'Noe .. GOTOQ#25

-

2. DON'T KNOW/NO RESPONSE . . IR
3. Number o ‘ ~-‘,GOTOQ#24‘

If your use of short-term hires is seasonal, can you tell me approx1mately how many short-
term hn‘es your estabhshment made for each season in 19957 ‘

" [ENTER ENTER IF DON T KNOW/NO RESPONSE]

[HIT ENTER IF NO MORE HIRING SEASONS]

. Season 1 Season 2 e ‘Season 3 : Se‘asen 4

R/




24. What was the average duration of employment of short-term hires in your establishment in
19957 [ENTER THE NUMBER AND 1, IF DAYS, 1.E., 23 DAYS=231. ENTER THE
NUMBER AND 2, IF WEEKS, 1.E. 2 WEEKS=22. ENTER THE NUMBER AND 3 IF

- MONTHS. ENTER 4 FOR DON’T KNOW/NO RESPONSE. IF THE EXACT
- NUMBER IS KNOWN, ENTER IT FOR BOTH THE HIGH AND LOW RANGE.]

[RANGE]

nme——————

Low

. Enter ngh Range

| [ENTER THE NUMBER AND 1 IF DAYS. L.E., 23 DAYS=231. ENTER THE -
NUMBER AND 2, IF WEEKS, L.E., 23 WEEKS=232. ENTER THE NUMBER AND
3, IF MONTHS; ENTER 4 IF DON ’T KNOW/NO RESPONSE.]

25. In general, are any of the following reasons important in the use of short-term hires by' B
your establishment? \ [MARK ALL THAT APPLY]

1. Fill vacancy until regular employee is hired : ,
Fill in for absent regular emplcyee who is sick, on vacation, or on famlly medical
leave
Screen job candidates for regular JObS
Seasonal needs -
Provide needed assistance at times of unexpected increases in business activity

‘Special projects

. Save on wage and/or benefits costs
Special expertise possessed by the short-term worker

Provide needed assistance during corporate restructuring or merger

. [NO MORE APPLY/DON'T KNOW/NO RESPONSE]

o

P 0 00 N Oy kW

26. Are there any other important reasons for your establishment's use of short-term hires?

27. Do you pay any benefits to short-term hires?

1‘. Yes

2. No = - GOTOQ#29

3. [DON'T KNOW/NO RESPONSE] GOTOQ#29




28

TR SN TUN G R

Which of the following benefits do you prowde to short—term hlres‘?
[MARK ALL THAT APPLY] '

Paid vacations or holldays

Slck pay .

. Pension benefits

Health insurance benefits . : ~
[NO MORE APPLY/DON T KNOW/NO RESPONSE]

The followmg quesnon deals w1th a companson of pay costs of short—term lnres w1th -

" regular pay:in your company

29,

30.
‘ the same as the hourly pay and beneﬁt costs for regular employees in similar posnlons‘T'

Ll

Is the hourly pay for short~term hlres generally lngher lower or about the same as the

hourly pay for regular employees in similar positions?

1. H1gher
2. Lower .

3. About the same
4. [DON T KNOW/NO RESPONSE]

The next questlon deals wnh a comparlson of the total: hourly cost of pay plus beneﬁts of
short term hires with the total hourly cost of pay plus beneﬁts for regular employees in
your estabhshment ’ v .

Is the hourly pay and beneﬁts cost for short—term hires- generally higher, lower, or about

P kS
L
b

ngher

Lower

About the same Lo o
r[DON T KN()W!NO RESPONSE]

19




31. How often would you say that your estabhshment moved short—term hires mto regular
permanent jobs in 1995?

34.

- 35.

N N

Often

Occasionally v
Sometimes

Seldom

Never

[DON’T KNOW/NO RESPONSE]

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 19907

SN

Increased : ' ‘

Decreased \ ‘ ‘ GOTOQ#36

Same GO TO SECTION C.
[NOT IN BUSINESS IN 1990/NOT APPLICABLE] GO TO SECTION C
[DON'T KNOW] A . GO TO SECTION C

[REFUSED] S N GO TO SECTION C

Was the increase, at least in part, due to: [MARK ALL THAT APPLY]

W ko =

o ® NoUnk

Greater use of short-term hlres to screen candldates for regular positions
Compentwe pressure to reduce labor costs

Need to increase workforce flexibility to better acconnnodate fluctuations in your
organization's workload '

- Corporate restructuring or merger

Increase in the benefits or social insurance costs for regular workers

Greater use of famlly medical leave by regular employees

Business expansion (such as increase in orders, starting a new product or service line,
or entering a new market area)

Business contraction (Such as decrease in sales, orders, proﬁts or dlscontmuanon of
products) -

[NO MORE APPLY/DON'T KNOW/NO RESPONSE}

GO TO SECTION C

1-10



36. Was the decrease : at least in part, due to: IRR [MARKALL THAT APPLY]

1. leﬁculty in mamtalmng product or service quahty when usmg short-term hlI'CS

2. High turnover of short-term hires. = - , :

3. Corporate restructuring or merger : ’ o

4. Business expansion (such as increase in orders startmg a new prcduct or service line,
' - or entering a new market area)

5. Business contractlon (such as decrease in sales orders proﬁts or dlsconUnuanon of

. products) . _
6. High labor andlor adrmmstratlve casts assocrated with short—term hlres ‘

. [NO MORE APPLY/DQN T KNOW/NO RESPONSE]

I-11 -




C.

. 37.

38.

39,

THE USE OF REGULAR PART-TIME WORKERS

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.

Since 1990, has your estabhshment used Regular Part-time Workers? Please exclude
any "on-call" workers who are used only on an as-needed basis.

1. YES ‘ .
2. NO GO TO SECTION D -
3. [DON'T KNOW/NO RESPONSE] GO TO SECTION D

Approxnnately how many regular part-time workers did your estabhshment have on its

payroll in December 1995‘?

‘1. None “ . GOTOQ#40
2. DON’T KNOW/NORESPONSE ~ GO TO Q #40 .
3. Number

Approximately how many hours per week on average do your part-time employees work?

[IF EXACT NUMBER, ENTER THE NUMBER FOR BOTH THE HIGH AND LOW
RANGE] -

[ENTER 0 FOR BOTH IF DON’T KNOW/NO RESPONSE]
[RANGE] |

Low

High Range

[HOURS PER WEEK]

[0 IF DON’T KNOW/NO RESPONSE]

I-12



40.

41,

a2.
employees

43.

44.

mﬂm@e@we

Tn general, are any of the following reaSons:important for yotr establishment's use of -

regular part-trme workers? [MARK ALL THAT APPLY]
Screen ]ob candldates for regular _]Ob
. Provide needed assistance during peak-tlme hours of the day or: week
- Accommodate employee's wishes for part-time hours :
Unableé to find qualified full—trme workers :
- Special projects. . o
.. Save on wage and/or beneﬁts costs ; o ‘
Provide needed assistance during hours not. covered by full—tlme shifts .
.~[NO MORE APPLY/DON T KNOW/NO RESPONSE] R

Are there any other unportant reasons for your estabhshment s use of regular part-nme
workers? R o . Lo

Next Iam gomg to ask you about the beneﬁts your orgamzatlon offers its part—-tlme

Are any of the part txme employees in your estabhshment offered pa1d hohdays and pa1d
vacations? . _ Lo

1. Yes 3 S I
2. No ~ GOTOQ#44 inl:

3. [DON'T KNOW/NO RESPONSE] GO TO Q #44

Approxmately what percentage of your estabhshment s part-tlme employees are offered
pald holidays and pa:td vacatlons? ‘ Co
[ENTER 101, FOR DON'T KNOW/NO RESPONSE] |
[PERCENTAGE] .

Are' any of the part-rime employees in your establishnrent offered sick oay‘?' o

1. 'Yes - . I R :
2. No. ! -~ ‘GOTOQ#46 "

- 3. [DON'T KNOW/NO RESPONSE] -~ GOTOQ#46

M3

cray
0




45.

46.

47.

48.

Approxnnately what percentage of your estabhshment s part-time workers are eligible for
sick pay?

[ENTER 101, FOR DON'T KNOW/NO RESPONSE]
[PERCENTAGE]

Are any of the part-time employees at your estabhshment ehgxble to pamalpate in pension
plans? ‘ .

1. Yes. o _ ‘ .
2. No GOTOQ#48
3. [DON'T KNOW/NO RESPONSE] GOTOQ #48

Approximately what percentage of the part-time employees at your establishment are
eligible to-participate in pension plans?

[ENTER 101, FOR DON’T KNOW/NO RESPONSE]
[PERCENTAGE]

Are any of the part-time employees at your establishment ehglble to pamc1pate in a profit
or gain sharing plan? ‘

1., Yes » : : '
2. No GOTOQ#50 -
3. [DON'T KNOW/NO RESPONSE] GOTOQ#50 -

49.

50.

Approximately what percentage of the part-time employees at your establishment are
eligible to participate in a profit or gain sharing plan? .

[ENTER 101, FOR DON’T KNOW/NO RESPONSE]
[PERCENTAGE]

Does your organizatiori offer health insurance benefits to any of its part-time employees?

1. Yes
2. No GOTOQ#52
3. [DON'T KNOW/NO RESPONSE] ' GOTOQ#352

I-14
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51

eligible for health Insurance: ‘benefits? ..

Approxrmately what percentage of the- part-trme employees at your estabhshment are

|
i

[ENTER 101 FOR DON T KNOW/NO RESPONSE]

oYy

(Note A part-tlme employee who is ehglble for health msuranee beneﬁts may choose not

to recelve them. )

f[?ERCENTAGE]’il;:

The followmg quesnon deals w1th a companson of wage costs of pa.rt-ume workers w1th e

5 fregular wages. of ﬁﬂl-nme workers in your estabhshment

52.

AW N'-* f

Are the hourly wages of part-time workers generally lngher, lower or about the same as

the hourly wages of full-time workers in comparable posmons‘7 :

A ngher e . SRR o s
Lower ' 3 D o

~ About the same . ‘ I SRV R

[DON T KNOW/NO RESPONSE] C - EPRRTI T

The next questlon deals w1th a eompanson of the total cost of wages plus beneﬁts of o
‘ regular part-time workers' with the total eost of '‘wages plus benefit for full-tune employees

in your establishment.

53.

Aré the total hourly wage and beneﬁts costs of part-ttme workers generally higher, lower, :

~‘or about the same as the total hourly wage and beneﬁts costs of full-time workers in -

RN

54.

comparable positions? .

Higher
. Lower .- )
“ About the same’ .
[DON T KNOW!NO RESPONSE]

Sy
. Sl

'How often d1d your estabhshment move part—trme workers mto regular full time posmons -

in19957

1

2
3. Some
4. Seldom
5

6

B ’ '."' . C e '. o ' .":i ‘ w _-1,;?’ A S ’ v ""‘ v;r,. .“(“" aE
Often I ) Tt o o
Occasionally . : o DU : '
Sometimes . .. - S |

5.. Never ‘
. [DON T KNOW/NO RESPONSE]

-
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57. Has your establishment's use of part-time workers increased, decreased, or remamed
about the same, relative to the size of your workforce smce 19907

58.

59.

o= o

Was the increase, at least in part due to:

DI s

© © Nouew

Was the decrease, at least in part due to:

bl el e

aLbh b=

Increased \ , s ‘ ' o
Decreased : GOTOQ#59
Same GO TO SECTION D
NOT IN BUSINESS IN 1990/NOT APPLICABLE] GO TO SECTION D
[DON'T KNOW/NO RESPONSE] » GO TO SECTION D

[REFUSED] | ‘ GO TO SECTION D

[MARK ALL THAT APPLY]
Competitive pressure to reduce labor costs '

Need to achieve greater workforce ﬂex1b111ty to accommodate ﬂuctuanons in workload
during the day, week, or season , :

Change in the hours of operation of your busmess

Increase in the benefits or social insurance costs of full-time workers

Corporate restructuring or merger

Introduction of new machinery or equipment (such as new computer technology)

. Business expansion (such as increase in orders, starting a new product or service line,

or entering a new market area)

Contraction of busmess (such as decrease in sales, orders profits or dlscontmuatlon of

products) -

.. [NO MORE APPLY/DON T KNOW/NO RESPONSE]

GO TO SECTION D

[MARK ALL THAT APPLY]
Inability to maintain product or service quality using part-time workers

Introduction of new machinery or equipment (such as new computer technology)
Desire to reduce high turnover associated with part-time workers

Change in the hours of operation of your business ‘

Business expansion (such as increase in orders, starting a new product or service line,
or entering a new market area)

Business contraction (such as decrease in sales, orders, profits, or d1scontmuat10n of
products)

High labor and/or adrmmstratwe costs associated with part-time workers
[NO MORE APPLY/DON'T KNOW/NO RESPONSE]
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| THE USE OF ON-CALL WORKERS- .~ % .

This set of questrons is about On-Call workers Am your esrabhshment Th:‘itt is: Workers

- who are called in to work. only as needed They can be scheduled for several days or

" 1. Yes .

- 62

. j_»weeksmarow

.”Smce 1990 has your establlshment used On—Call Workers‘? Please Do Not mclude your

regular workers who are’ on call ! for possible work durmg unusual hours.

oy

2 Ne | e ':“g}OT(‘)‘SECTIONEN

3 [DON T KNOW/NO RESPONSE] GO TO SECTION E

What isrthe averagéhur‘hber of hours loer'week or month that your establishment's on-call
workers worked during 1995? [IF PER WEEK, ENTER NUMBER AND 1, 1.LE. 40

3 . HOURS/WEEK AS 401. IF PER MONTH, ENTER NUMBER AND 2,1LE:, 1‘30 .
o HOURSIMONTH AS 1702 TF DON T KNOW ENTER 3. ] v "

63,

65.

Wp 0oL

How 'rnany on—eall lW‘orkers did your establishment liave in its pool.'in Deee‘mber' 1995?"‘

In general are any of the followmg réeasons 1mportant for your estabhshment ] use of on- N
call workers? [MARK ALL THAT APPLY] c .

- Flll vacancy untll regular employee is hn'ed :

Fill in for absent regular employee who is s1ck on vacanon or on fanuly medlcal
leave -
Screen job candidates for regular JObS
Seasonal needs .
. Provide needed assistance during peak—tlme hours of the day. or week '
Provide needed. assistance at t1mes of unexpected mereases in business -
Special projects
Save on wage and/or benefits costs ‘
.- ‘Special expertise possessed by the on-call worker ‘ ,
. Provide needed assistance during company. restrucmrmg or merger
[NO MORE APPLY/DON'T KNOW/NO RESPONSE]

.‘;. B

' 66. Are there any other:important reasons for, your establishment's use of on—eall‘ixnor'keris?

M7
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67. Are your estabhshment s on-call workers offered any of the followmg benefits?

68.

[MARK ALL THAT APPLY]

1. Paid holidays and vacations

2. Sick pay

3. Company pensions ‘

4. Participation in profit or gain sharing plans

5. Health insurance ‘

6. [NO MORE APPLY/DON'T KNOW/NO RESPONSE]

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.

Is the hourly pay cost for On-call Workers generally higher, lower or about the same as
the hourly pay cost for regular employees in similar posmons‘?

1. ngher , T ’
2. Lower- T :

3. About the same

4. [DON'T KNOW/NO RESPONSE]

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

. establishment.

69.

70.

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
positions? . . : :

1. Higher

2. Lower

3. .About the same -

4. [DON'T KNOW/NO RESPONSE]

How often would you say that your establishment moved On—Call workers mto regular
jobs in 1995? '

Often

Occasionally

Sometimes

Seldom

Never

[DON T KNOW/NO RESPONSE]

kb=
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74.

7s.

- 73 Has your estabhshment s use of on-call workers mereased -decreased, or remained about

the .same relative to the size of your regular workforce since £990‘?

LW

Increased ' o CLo e ‘
.. Decreased -~ *. -‘"; S : ."GO TO Q #75 S
.Same - ' ~GO'TO SECTIONE
[NOT IN BUSINESS IN 1990/NOT APPLICABLE] "GO TO SECTIONE ' -
“[DON'TKNOW] =~ - . GO TO SECTIONE

[NORESPONSE]" . & - . ‘=‘ - GOTO SECTION'E -

Was the increase, at least in part, due to: [MARK ALL THAT APPLY]

Sewew NP

f“éwﬁh

LN o

' Competmve pressure to reduce labor costs 5'

Need to achieve greater workforce ﬂexrblhty to accommodate ﬂuctuatlons in workload

. over the day, week, or season

Change in the hours of operation of your establlshment

. Increase in the bénefits or'social insurance costs of full-trme workers

Corporate or organizational restructuring or merger
Introduction of new machmery or equxpment (such as new computer technology)

Business expansion (such as increase in orders _starting a new product or service line, . -
.or entermg a new market area) :

Business contraction (Such as decrease in sales orders proﬁts or dlscontmuatlon of '
products) :

. [NO MORE APPLY/DON T KNOW/NO RESPONSE]

GO TO SECTION E

',Was the decrease at least in part due to [MARK ALL THAT APPLY]

'Inablhty to maintain product or service quahty usmg on—call workers ’
.Introduction of new machinery or equipment (such as new computer technology)

Desire to reduce high turnover associated with on-call workers
Change in the hours of- operanon of your business

. Business expansion (such as mcrease in orders startmg a new produet or serv1ee lme

or entering a new market area)
Contraction of business (such as decrease in sales orders proﬁts ‘or dlscontmuatlon )

. ".of products)

High labor and/or administrative costs assoc1ated wrth usmg on—call workers

o [NO MORE APPLY/DON T KNOW/NO RESPONSE]

’ I8
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E.

76.

T1.

78.

.

THE USE OF INDEPENDENT CONTRACTORS

Next, 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;
maintenance, sales, data processing, and food service. Independent contractors may also
be used to perform activities that are core to your business' operations.

Since 1990, has your establishment used independent contract workers?

1. YES

2. NO© . " GOTOSECTION F

3. [DON'T KNOW/NO RESPONSE] . GOTO SECTION F

Since 1990, has your estabhshment ever contracted out work prev1ously dene by regular
staff? .

1. YES | | o
2. NO . GOTOQ#81
3. [DON'T KNOW/NO RESPONSE] GO TO Q# 81

What type of funetlon or funcuons prev1ously done by regular staff have been contracted
out since 1990‘7 ‘

Were any of the followmg reasons 1mportant in your establishment's decision to contract
out work: prev10usly done by regular staff? [MARK ALL THAT APPLY]

Competitive pressure to reduce costs
Corporate restructuring or merger
Inability to compete with contractors on price, quahty, or market posmon

e

or entering a new market area)

5. Business contraction (such as decrease in sales orders, profits; or drseontmuatron of
products)
6. [NO MORE APPLY/DON T KNOW/NO RESPONSE]

120

Business expansion (such as increase in orders, starting a new product or service line,



81.

.,.

80 Were there any. other mtportant reasons for your estabhshment $ decrslon to contract out
‘work previously done by regular staff‘? ' e

Smce 1990 has your orgamz.auen ever brought contract work back in house for regular

M‘staff"
2 No - . GOTO SECTION F

83.
- previ'ouély contraéted out back in-house‘?~ -..[MARK ALL: THAT APPLY]

‘.es».w-e

3. [DON'T KN()W/NO RESPONSE]  GOTOSECTIONF =

i

82. What type of functlon or functions has your orgamzatlon brought back m—house for regular : oo

staff in the last ﬁve years? o
Were'arry' of the following xmportant in ﬁrour organization's decision to bririg' work -

. Inablllty to. mamtam product or sérvice quahty usmg outsrde contractors
Corporate restructuring or merger :
Union or employee resistance to outside contractmg

- Business expansron (such as increase in orders starting a new product or ‘service line,
or entering a new market area) < R .

5. Business contractlon ( such as decrease in sales orders proﬁts or drscontmuatlon of

+*, products) . - S -

" 6. [NO, MORE APPLY/DON T KNOW/NO RESPONSE]

Were there any other important reasons for your estabhshment s dCCISIOH to bring baek in.
house work prevrously contracted out" ! :




F.

85.

96.

GENERAL OPERATIONS

Now we are on the last section which has a few questions on your general operations.

Approximately how many full-time payroll employees were ernployed at your

'estabhshment in December 1995? -

Do the regular, full-time workers in your establishment receive any of the followmg

~ benefits? [MARK ALL THAT APPLY]

Paid holidays and vacations

Sick pay

Company pensions

Participation in profit or gain sharmg plans

Health insurance

[NO MORE APPLY/DON’T KNOW/NO RESPONSE] "

Al

" . Are the following very important, somewhat important, or not important for absoibing

86.

87.

fluctuations in your establishment’s workload?

.Overtime or comp time

1. Very Important

2. Somewhat Important
3. . Not Important

4.

[DON'T KNOW/NO RESPONSE]

Reduced Work Weeks (Are reduced work weeks 1mportant for absorbing ﬂuctuatlons in
your establishment’s workload?)

1. Very Important

2. Somewhat Important

3. Not Important ‘

4. [DON'T KNOW/NO RESPONSE]

122




88.

89.

90.
- collective agreement in 1995? [ENTER PERCENT AND 1, IF PERCENT. LE.,

Temporary Layoffs (Are temporary layoffs nnportant for absorbmg ﬂuctuauons in your |
establlshment s workload‘?) .

Very Important

." Somewhat Important .

Not Important ' P e , IR
[DON'T KNOW/NO RESPONSE] S A

:pwms—-

Contract Workers (Are contract workers 1mportam for absorbmg ﬂucmatlons in your
establishment’s workload‘?) 4

- Very Important '

Somewhat. Important o !
Not Important - - - : oo
[DON T KNOW/NO RESPONSE]

BESR o N

How many or what percentage of your estabhshment S workers were covered by a

1% =11. ENTER NUMBER AND 2, IF NUMBER, LE., | WORKER=12. ENTER 1' '

IF NONE ENTER 3, IF.DON’T KNOW/NO RESPONSE 1

93.

o4

What were the regular number of days of operauon per week for your estabhshment in
1995" ' :

What were the regular number of hours per day that your estabhshment was in operatron |
in I995‘7 : .

v
¢
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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
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
RANGE]

[ENTER 0 FOR BOTH IF DON’T KNOW/NO RESPONSE]
[RANGE]
Low
[INTERVIEWER, PROMPT ONLY IF NEEDED] Would you éay it was:
0-10%
11-25%
26 - 50%
51-75%
76 - 100%
Over 100%
High Range
97. Approximately what were the fringe benefits costs, as a percent, of payroll costs in your
establishment in 1995?
98. Do yéu agree or disagree with the following statement?
In the next 5 years, companies/organizations in our industry will use more flexible staffing
arrangements, such as temporary employment agency workers, short-term hires, part-
timers, on-call workers and contract workers.
1. Agree

2. Disagree
3. [DON'T KNOW/NO RESPONSE]

Thank you for sharing your time with us.




OPTIONAL (if needed): We will be faxing or mailing you today the questions you needed.

OPTIONAL (if needed): We will be calling you later ............. (time). ..... 1.(day)

rveenenannn...(date) about the questions we discussed. -

OPTIONAL (if needed): Thank you for taking time to send us the additional information
about the questions we discussed. ' Our Fax address is Kercher Center for Social Resesarch
616/387-2882. i . I '

End of Survey
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contracted out therr labor Although respondents were not spemﬁcally asked whether they were
- " -,were asked a serles of questlons to deterrmne why they consxdered thelr jOb temporary To

'construct a category of short—term hrres we mcluded workers whose Job was temporary for

S .
" . . . t

N economlc reasons net of those who sald they were paid by a temporary help agency, were an

R

' on-call worker or day laborer were mdependent contraetors or worked for a eompany that

Tt o ue “ w»

. ‘eontracted out thelr servrces A sumlar procedure was used by Pohvka (1996) to construct ‘an

hours per week who dld not fall mto one of the other ﬂex1b1e staff”mg categones as regular

‘part-tlme workers Fmally, we elasmﬁed those workmg 35 hour per week or more and who drd

[ .
' ‘,\,

‘ - mot. fall mto one of the ﬂemble staffing categones as regular full-trme employees:,. S
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