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Chapter 1 

~ O D U C T I O N  

Temporary workers and temporary help services are not recent phenomena. The 

industry has long been a part of American business and has even been the subject of movies such 

as me Temp and, more recently, Clockwatchers. In recent years the temporary help industry has 

gained attention through its tremendous growth. This increased attention has come from 

economists, business, and labor organizations, and has led to a growing debate over the impact of 

ttmpomry labor. 

The debate has some familiar adversaries, management and labor. Management extols 

the virtues of using tempomy laber and praises the flexibility it offers te businesses. Labor 

warns of a movement to ultimately make all labor contingent - working solely at the discretion 

of the employer without benefits such as health insurance and pensions. The fact is that 

temporary labor still represents a relatively small portion of the total labor force, and it is neither 

the ultimate boon to business nor the death knell for regular, full-time workers. It is ,  however, a 

dynamic industry that impacts a significant number of organizations and workers, and deserves 

to be studied and understood. 

Information on the Industry 

The temporary help services industry has experienced rapid growth over the past two 

decades. A Bureau of Labor Statistics (BLS) survey revealed that about 1.2 million workers, or 

one percent of the total number of employed persans in the United States, worked for a 

temporary help agency (USDOL, t 995a, p. 1). The personnel supply services industry, which 

includes temporary help services, is expected to be the seventh fastest growing industry in 

America from 1994 to 2005, according to the BLS (ST Report, 196, p. 1 ) .  In Texas, 

employment in temporary help services has doubled in the past eight years (see Chart 1.1). 
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Source: h h r  Market Information hprhnmt, Texas Workfom Commission. 

There are a number of reasons to explain the rapid rise in the use of tempomy workers 

Perhaps the reason most often cited is that these workers offer employers a high degree of 

flexibility. The National Association of Temporary and Staffing Services (NATSS) reports that 

temporaries can be used to assist in special projscts, to smooth out fluctuations in workload, and to 

fill-in for vacationing or sick employees. Additionally, the use of temporaries can reduce 

employers' costs for recmiting workers, complying with employment laws and regulations, 

providing fringe benefits, and paying for other overhead costs (NATSS, 1998~). There are also 

long-term uses for temporaries such as providing a buffer for the regular employees during 

economic damturns. Temporary staffing levels can easily be adjusted to the economic cycle and 

prevent the need to Layoff and recall regular workers. 



One significant example of the public sectar'use of temporary workers is the large 

number of seasonal tax workers at the national and state levels. In the past, many of these 

workers were directly hired by the government agencies, but that situation may be changing as 

the percentage of temporary help agency employees who work in the pubIic sector increases, 

The BLS reported in 1995 that, depending on the definition used, anywhere from 2.2 to 3.6% of 

the total number of contingent jobs were in pub1 ic administration. This compares to 5.0% of all 

non-contingent jobs being in public administration (USDOL, 19951, p. 10). While the 

percentage of public sector temporary jobs is lower than the percentage of noncontingent jobs, 

there may be reasons to believe that the number of temporary workers in government jobs is 

increasing. 

Most of the research and literature to this point has been focused on temporary 

employment in the private sector. Perhaps one reason for this is that temporary employment has 

been touted as a necessity for American business to stay competitive in a global economy 

(Golden, 1996 & Belous, 1989). White this reason may impact business directly, i t is Iess likely 

to be a concern for the public sector. One reason that does impact business and gwernrnent, 

however, is cost reduction. Whether the objective is profit maximization or getting the most 

from availabte resources, the cost reduction aspects of using temporary workers are probably 

appealing to both sectors of the economy. 

The literature on temporary help agency workers presents many advantages and 

disadvantages of using these employees. The liter~tuse also demonstrates how these advantages 

and disadvantages exist for both client companies and For the workers themselves. It is hoped 

that by illustrating the effects of hiring temporary help agency employees, it will make state 

officials and policymakers more aware of the roles that they play as clients of temporary help 

companies. The status of the temporary workers themselves will be also illustrated so that 



oficials can begin to assess the effects of temporary employment on the individuals who do this 

work. 

Research Purpose 

The purpose of this research is to describe the Invitations for Bid (IFBs). that Texas state 

agencies issue for temporary help service contracts. The TFBs essentiafly function as a contract 

between the agency and the temporary help service, These documents specify contractor 

requirements such as types of workers to be provided, payroll procedures, reporting procedures, 

and other relevant items. 

There is a rather significant body of literature regarding the temporary help industry and 

the working conditions for temporaries. This information includes the pros and cons of using 

temporary labor for she cIient firms, how to select a temporary help agency, and the various 

facets of working as a temporay. The literature should enlighten organizations planning to 

utilize temporary help services. An aspect that is missing, however, is how to manage the 

temporary help service contract in the public sector. The literature review will present many of 

the different elements that are included in a temporary he!p services contract. The content 

analysis will show the relative importance of these elements, which ones are emphasized and 

which ones are omitted. This project is intended to describe the characteristics of temporary help 

contracts that Texas state agencies emphasize and, in the process, provide some insight into the 

elements that are important to the suc~essful management of a temporary help service contract. 

Additionally, there exists a unique opportunity to interview a few temporary workers 

who were directly hired by the Texas Workforce Commission (TWC) and swbsquently required 

to make a transition to employees o f  a temporary help company. These workers provide insight 

into the differences between a temporary worker hired directly by a Texas state agency and one 

who is an employee of a temporary help agency. Descriptions of the circumstances which led 



these workers to temporary jobs and the receptions they have experienced from their regular co- 

workers should also prove interesting. 

Organization and Chapter Descriptions 

This paper begins with a review of the literature concerning the temporary help industry 

and temporary workers in general. Much of the literature concerning the temporary help 

industry is polarized around either management's perspective or labor's perspective. NATSS 

publicizes the position of the temporary help industry and many client companies. A number of 

organizations, such as 9to5 the National Organization of Working Women, advance the position 

of Tabor. Individual authors also demonstrated a tendency to support one of the two perspectives. 

It should be noted that these two positions have a distinctly adversarial relationship, and this is 

often conveyed in the literature. 

Controversies concerning the pay and benefits offered to temporaries and the numbers of 

temporaries have been exacerbated by a lack of data peculiar to the temporary help industry. 

The Bureau of Labor Statistics, U.S. Depament of Labor, only recently began surveying what it 

termed contingent workers in 1995. The availability of government statistics concerning the 

industry will IikeIy have a dampening effect on the claims of both sides involved in the 

temporary worker issue, 

Chapter 2 presents a brief history of the temporary help industry and discusses its role in 

the economy. This discussion is important in giving depth to the subsequent chapters concerning 

the industry and its workers, It is important to understand that although the temporary help 

industry has experienced significant growth in the past two decades, it is sooted deep in the 

modern American business world. The temporary help services industry does have a profound 

role in the economy, a role that many may too easily disregard. 



Chapter 3 continues the literature review with an emphasis on the temporary help 

industry itself and how it currently functions. Many aspects of the analysis of the IFBs are taken 

from the literature in this chapter. This chapter presents some of the current managerial issues 

regarding the decision to use a temporary help service. 

Chapter 4 presents a review of the literature about temporary workers and the working 

conditions that are prevalent for these workers. Portions of this chapter are aIso relevant for the 

analysis of the Invitations for Bid and help to illustrate the present situations that temporaries 

encounter on a daily basis. This section is intended to provide a glimpse into what it might be 

like to work as an employee of a temporary help service. It should also provide a connection to 

interviews with temporary workers from a Texas state agency that are presented in Chapter 5. 

Chapter 5 describes the current setting in Texas state government. Infomation will be 

provided here about temporaries who have worked for a Texas state agency and about the use of 

temporary workers in the public sector. There is a lack of research specific to government's use 

of temporary workers, and that is a void this project is aimed at filling. 

Chapter 6 wilI present the methodology used to conduct the research associated with this 

project. Texas state agencies issue IFBs for temporary help setvices, and the research for this 

project is  a content analysis of 20 of those TFBs. A description of that analysis is provided. The 

conceptual framework is also presented and discussed in this chapter. 

Chapter 7 will present the results of the content analysis. A description of the most 

common items and the most emphasized items in ithe IFBs, and a qualitative review will be 

presented. Chapter 8 will present the conclusions and recommendations resulting from the 

research. 



Chapter 2 

THE ROLE OF THE TEMPORARY HELP INDUSTRY 

Introdmction 

The purpose of this chapter is to provide a brief history of the temporary help services 

industry and to discuss its role in the emnomy. Many peopIe believe that the industry is a recent 

phenomenon, but its roots go deep in American business history. This infomation is important 

to increase understanding of the industry and the importance of its role in the U.S. economy. 

The Beginning of the Temporary Help Industry 

The birth and growth of the temporay industry1 was prompted by the expansion of the 

clerical sector. The late nineteenth century saw the beginning of large, modern corporations 

(Henson, 1996, p. 9). These corporations, as well as the expansion in government, presented a 

tremendous demand for record-keeping, accounting, correspondence, and general 

communications workers (Henson, p. 1 0). 

Clerical work changed from a 'kelatively skilled, craftlike occupation in the nineteenth 

century to a semiskilled, proletarianized, low-status occupation in the twentieth" (Henson, 1996, 

p. 1 1). New scientific management techniques, such as detailed divisions of labor and new 

office technologies fragmented and deskilled clerica! work (Henson, 1996, p. 1 1).  Workers were 

no longer employed in a wide variety of tasks that required diverse skills and personal judgment. 

They found themselves attending to specific, isolated, and sometimes mechanically regulated 

tasks (Henson, p. 12). 

Early temporary work was assumed to be women's work. This was reflected in the 

names of the agencies, Kelly Girl, Western Girl, and Right Girl. Recruitment was targeted at 

' For additional reading concerning the history of the temporary help industry, see Just a Temw by Kevin 
D. Henson. 



women. Women temporaries were reminded that their work should be secondary to their soles as 

wives and mothers. Henson adds, "Temporary employment with its intermittent work 

availability and without a promotional track, fit well with an existing national ideology that 

assumed that women" labor activity was transitoty, impermanent, and secondary" (p. 8). 

Temporary Help Companies Mature 

The 1970s saw a profit squeeze on American businesses. GIobal competition, OPEC oil 

price hikes, government regulations, taxes, inflation, and the rising costs of wages and benefits 

cut into corporate America's bottom line. Two choices were available to increase profits: a) 

improve product quality and productivity with new technology and organizational innovation; or 

b) produce the same products at lower cost. Businesses chose to attack costs and labor costs in 

particular (Henson, 19963 p. 19). 

The 1980s saw the post-World War TI social contract around work and the American 

dream begin to come apart (see Table 2.1). Business began to define its functions as core and 

periphery. Core employees are those who are essential to the day-to-day operations of an 

organization. Peripheral workers are those who provide business and personal services to the 

core workers and act as a buffer absorbing economic fluctuations and cyclical downturns 

(Henson, 1996, p. 20). Henson adds that during the 1970s and 1980s the use of temporaries 

shifted from a fill-in, crisis management, or special projects basis to a "permanent, routinized, 

budgetary staffing option" (p. 23). 

Politics was another factor that influenced the deveIopment of the temporary help 

services industry during the same time period. Parker (1 994) states, "The deregulatory and 

privatization movements that led to increased contingent employment were powerfully shaped 

by the conservative politicnl regimes of the 1970s and 1980s. Under Ronald Reagan and George 



Bush, the nation's policies toward workers regressed" (p. 138). Parker adds that deregulation 

"heightened America's obsession with short-term, narrowly focused, economic performance" (p. 

139). 

Table 2.1 

Chronolonv of Tem~ota tv  Ern~loyment 

T 940s- 1950s Postwar employment boom gives rise to first ternporasy help agencies. 

1946 Kelly Services founded. 

1948 Manpower founded. 

1950 Olsten Corporation network of temporary agencies founded. 

195 1 Internal Revenue Service requires temporary help agencies to perform 
payroll function like employers. 

1966 Institute of Temporary Services founded. 

T 980s Rise of contingency work force. 

1985 Consultant Audrey Freeman coins term "contingency work" at 
employment conference. 

1990s Era of corporate downsizing. 

Source: From "Are Full-Time Jobs with Benefits a Vanishing Breed?." by C. S. Clark, 1997, CO Rcsearchct, 7, p. 937 
(24) EBSCO-CD. ' 

Economic conditions in the 1980s changed and expanded temporary employment by 

increasing demand and "increasing the willingness of some workers to supply temporary labor" 

(Laird and Williams, 1996, p. 663). The massive staff cuts of the early 1980s demonstrated that 

traditiona1, full-time, permanent workforces could be a management liability. Belous (1989) 

states that key changes that took place in the 1980s were a significant reduction in the number of 



core workers, "a lost paternalistic image of the employer," and an inclination to use contingent 

workers in a greater number of positions (p. 13). 

Laird and Williams (1996) report that changing economic conditions in the 1980s are 

credited with increasing the demand for temporaries (p. 666). New techniques were developed 

or copied from the Japanese, such as just-in-time production and total quality management. This 

philosophy was carried into human resources with the concept of just-in-t ime staffing and 

scheduling. Other aspects of these changing conditions included the technological advances of 

the 1980s which required fast responses to dynamic markets. Employees had to be flexible and 

well-trained to shift between product lines. Firms were attempting to cut costs at the same t ime 

they were trying 20 increase flexibility. Parker (1994) states: 

To achieve greater cost cutting, employers set upon a calculated campaign to make all 
workers more flexible. Public and private employers alike, along with their political 
allies, attempted to make nonworking alternatives to contingent jobs unbearable, to make 
workers desperate and anxious enough to lake any job, regardless of pay or workplace 
conditions. Important elements i n  this campaign in the 19813s were sustained attacks on 
the minimum wage, Social Security, public health programs, and unemployment 
insurance. Faced with a reduced safety net, part-time and temporary jobs became more 
appealing 'choicesYor workers. (p. 14 1) 

Making workers flexible is  a recent phenomenon in modern business. Most of the 

twentieth century was committed to a notion that jobs ideaIly should be more or less permanent. 

Henson (1996) states: 

American notions of what constitutes a 'real job' are based on a post-World War TI 
model of full-time employment with implied permanency, steady and predictable wages, 
internal advancement and training opportunities, and the provision of employer- 
sponsored fringe benefits. (p. 1) 

Such jobs, he adds, represent a "basis of personal identity, self-expression, and individual 

Belous (1989) notes that the reduction in the number of permanent employees has been 

more significant in recent years than in any other post-World War II period (p. 813, The 

percentage of civilian workers in the United States employed by Fortune 500 companies has 



declined from 18.9% in 1970 to 12.2% in 1986 (Belous, p. 81). Mark de Bemardo, manager of 

labor law for the U.S. Chamber sf Commerce, indicates that workforces solely composed of 

permanent employees "tend to handcuff the employer in a time when there is a revolution in the 

workplace" (ENA, 1985, p. 3). 'Fhe next section explores the characteristics of this revolution. 

Contingent and Temporary Workers Defined 

Nollen (1996) classifies temporaries in two categories: a) employees of temporary help 

agencies who take short-term assignments at client businesses where they actually work, and b) 

direct-hire employees of companies (p. 568). Polivka (1  996a) acknowledges that the term 

"contingent work" is athibuted to Audrey Freedman and was first used to describe "...a 

management technique of employing workers only when there was an immediate and direct 

demand for their services" (p. 2). Lenz (1996) considers "contingent" a pejorative tern used 

instead af "ff exible" (p. 555).  

According to Thomson ( 1  995) there are two ways to define conltingent employment: 1 )  

based on length of time in a job with no existing explicit or implicit contract for long-tern 

employment; or 2) based on hours worked with an irregular number of minimum hours worked 

(p. 451, She adds that contingent workers include part-time, self-employed (including 

independent contractors), direct-hired temporary workers, and temporary help agency workers 

(p. 45). Although Segal and Sullivan ( 1  997) note that part-time should not 'be considered as the 

same thing as temporary (p. 130). 

Polivka (1 996a) expresses the BLS definition that contingent work may be any job in 

which the worker does not have an explicit ar  implicit contract for long-tern employment (p. 43. 

She describes the conditions for a short-term or temporary job: the work will only last until the 

end of a specific project; the worker is a temporary replacement for another worker, employed 



for a limited time period, or employed in s seasonal job; or if the job is otherwise short term (p. 

43. 

Laird and Willisms (1996) note that temporary help service employment is only a 

portion of all temporary employment and temporaries are only a portion of the contingent 

workforce (p. 667). Polivka (1 996a) asserts that a firm's use of workers in alternative 

arrangements may not exactly match one for one the number of workers considemi contingent 

(p. 9). Polivka states that not all workers in alternative work arrangements were contingent, and 

not all contingent workers were in alternative work arrangements (p. 8). Laird and Williams 

state that temporary he!p sewice workers may be with a client firm for only a short time, but 

some have long-term attachments to the temporary help firm which would seem to exclude them 

from the concept of contingent workers (p, 66%). 

Bureau of Labor Statistics Estimates 

BLS makes three estimates2 of contingent workers, according to Polivka (1996% p. 4). 

The first is the narrowest, it only includes wage and salary workers who anticipate their job will 

last one year or less and have been employed in their present job for one year or less. Polivka 

asserts the criteria i s  not time on a particular jab, but time with a temporary help company (p. 6). 

Polivka ( 1  996a) stater the scond estimate is more liberal and the emphasis for 

temporaries shifts from the temporary agency to the customer (PoEivka, p. 6). The third estimate 

is the most liberal and essentially includes a11 wage and salary workers who do not expect their 

employment to last (Polivka, 1996% p. 6). These definitions are important for the Februav 1995 

supplement to the Current Population Survey (CPS), says Polivka, which was the "first 

comprehensive and unified measure of the number of contingent workers in the U.S. work force" 

For a discussion of the BLS estimates see "Contingent and Alternative Work Arrangements, Defined" by 
Anne E. Polivka in the October 1996 Monthly Labor Review. 



(p. 6). She adds that prior estimates were considered inaccurate because of probable doubfe- 

counting and triple-counting problems. 

Polivka ( 1  996a) indicates that alternative work arrangements are defined "'either as 

individuals whose employment is arranged through an employment intermediary such as a 

temporary help firm, or individuals whose place, time, and quantity of work are potentially 

unpredictable" (p. 7). Temporary help service workers are probably the best known group with 

alternative work arrangements (Polivka, p. 7). Fnterestingly, Polivka remarks that other survey 

experience alerted BLS to the fact that just over half of temporary help workers would identify 

the customer and not the temporary help fim as their employer (p- 8). 

Polivka (1996~1) reports that the February T 995 supplement to the CPS showed 1.2 

million workers as temporary help agency workers, about 1 -0% of all workers. Estimate one 

(narrow) accounted for 39,4% of total; estimate two for 48%, and estimate three for 66.5%. So 

under the broadest definition, one-third of temporary help firm employees would not be 

considered as contingent workers (Polivka, p. 8). 

The Bureau of National Affairs (1986) states that agency temporaries are defined as 

individuals employed through a temporary help agency to work for a client organization and 

accounted for onPy about a 0.75% addition to the regular employment level on average (p. 7). At 

organizations where temporary usage was the highest, it was equal to only a 6% addition to the 

regular workforce (ENA, p. 9). It was also noted that union presence did impact the use of 

flexible staffing arrangements (BNA, p. 8). 

Key Points Concerning Temporary Workers 

Belous (1989) notes these key points about contingent and temporary workers: 

1 .  Temporary empioyment is currently the fastest growing part of the contingent 
workforce. 



2. The growth rate of temporary employment should remain strong well into the 1990s. 

3. Although the majority of temporary workers still fill positions on the lower end of the 
job Iadder, a growing numlxr of temporary workers are now filling professional 
positions. 

4. Although temporary work has had the image of unskilled labor, in the microelectronics 
revolution the temporay help industy has become a key source of training and human 
resource development. 

5 .  Temporary employment has become a major part of corporate efforts to create just-in- 
time workforces. (p. 34) 

Belous (1989) adds that contingent workers, including temporary help services workers, give 

employers increased flexibility in wages, job tasks, and staff size @. 12). It also provides 

challenges such as motivation and quality of work issues, varying compensation and benefit 

packages, core worker reactions, and public relations issues ('Elelous, p. 12). 

Workforce Chsrwcteristics 

Temporary workers are part of a growing marginal workforce reports 9to5, the National 

Association of Working Women (1 986, p. I ) .  The marginal workers represent the have-nots in 

the national labor market. The increase in the marginal workforce "exacerbates an already 

declining standard of living for American working families," notes 9to5 (p. 1). According to 

9to5, by 1986 the U.S. economy had recovered only 80% of the goods producing jobs lost during 

the 198 1-82 recession (p. I), The service jobs being created repment a lowering of wages from 

the manufacturing jobs that were lost ( 9 0 5 ,  p. 1). 

Full-time work opportunities decline as employers hire temporary workers, according to 

9 0 5  (1986, p. 1: 7). Temporary help service employees no longer substitute just for permanent 

workers who are sick or on vacation. Instead, the temporary help industry has become an 

effective tool for labor cost containment (9to5, p. 17). 



Henson ( I  996) says temporaries, despite their rapidly growing numbers, are st i l l  thought 

of as being on the fringes of the labor market and society (p. 3). The categorizations of these 

workers as marginal, secondary, or peripheral are routinely used to prohibit their access to the 

social and institutional protections given to permanent workers (Henson, p. 3). 

'Cenz (1 996) indicates that the permanent work force is  not threatened by the small 

portion of flexible workers (p. 556). Lenz states, "Flexible employment arrangements in fact are 

used to supp?emen? a business's permanent work force, not replace it - and . ..me often expIicitly 

wed tofaciJitae the movement of contingent workers into permanent jobs" [author's emphasis] 

(p. 556). 

Impacts on Productivity 

The 9to5 organization argues that an excessive use of temporaries can ultimately reduce 

productivity and raise labor costs ( 1  986, p. 333. Temporaries who get fut 1-time job offers will 

likely leave, resulting in higher turnover rates and the potential loss of workers who were already 

trained at had achieved some level of skill in the task (9to5, p. 33). Temporary workers 

generally have no loyalty to one organization. T h i s  tack of cornmi tment to an organization, 

along with the lower self-esteem that comes from being a "tempomry" rather than st "regular" 

worker, can have a detrimental effect on productivity, reports 9to5 (p. 33). 

"Part of the growth of the contingent workforce is.. . due to the preferences of female 

workers and the growth and needs of the setrice economy," notes Belous (1989, p. 19). He adds 

that women's concerns and desires in the labor market are different from those of men (p. 18). 

They often still have the majority of housework to do and primary responsibility for the children, 

Belous indicates that female workers then may place a premium on job flexibility, including 

temporary and part-time arrangements (p. 18). Employers that want to retain good women 

workers should be sensitive to their needs (Belous, p. 18). 



Belous (1989) notes that customer demands in the service industries are different from 

those usually experienced in traditional manufacturing firms (p. 18). Providing services at odd 

hours and upgrading service levels plays havoc with a normal workday pattern (Belous, p. 19). 

The Bureau of National Affairs (1986) cites Daniel J.B. Mitchell, director of the Institute 

of hdustrial Relations at UCLA, who says, "High unernpIoyment has strengthened 

management's hand in the Iabot market and has tilted management's preferences toward new 

hires who entail no long-term commitment" (p. 6). He added that the guarantee of job security 

for some workers may come at the expense of job security for other workers @NA, p. 6). 

Increased flexibility in tabor is on management's terms and serves to undermine the full- 

time job base, according to 9to5 (1986, p. i i i ) .  CIark (1: 997) states, "Meaningful, available work, 

of course, has long been recognized as integral to the self-concept of most human beings" (p. 

16). 

Economic Cycles and Ternpomry Workew 

Golden (1996) states that rapid increase in the temporary help supply industry may 

constitute a response to a fundaments! change in the U.S. labor market (p. I 127). The temporary 

hefp supply sector "conjoins the labour [sic] market and services industry," says Golden (p. 

1127). He adds, 'The industry is likely to be seniitive to both cycEica1 and structural trends 

occurring in markets for labour [sic] and for products and services" (p. 1127). 

Golden (1996) notes that a significant increase in temporary employment after 1982, 

from 0.67% to almost 2% of total private non-supervisory workers, accounting for over 7% of 

the net growth in private employment from 1982 to1 992 (p. 1 128). Golden indicates that 

4L temporary help sewices industry employment is rather volatile. He adds, .. .average weekly 

hours in temporary help service jobs are significantly more unstable than hours either in the 

manufacturing or service industries" (p. T 128). 



The temporary help labor market has "some unique cyclical properties," says Golden 

(1  996, p. 1 128). He adds that real hourly earnings are significantly procyclical and are sensitive 

to cyclical movements in the labor market and in industrial output (real hourly earnings in 

manufacturing, for comparison, are countercyclical to changes in the labor market) (p. 1 128). As 

the unemployment rate goes up, temporary wages go down and as the rate goes dawn, wages for 

temporaries go up. In contrast, as unemployment in manufacturing goes up, wages go up - 

because lower-paid empIoyees are being released and higher-paid, senior workers retained. 

Temporary help service employment is slightly procyclical and average weekly hours 

are procyclical (Golden, f 966, p. 1 129). The temporary help sector shows large and significant 

cyclical adjustments in employment and average weekly hours. However, changes in hourly 

earnings dampen a large part of the industry's adjustment to cyclical changes. Golden states, 

"The temporary sector thus may ~onstitute a distinct labour [sic] market segment where real 

wages perform a market-clearing function. In contrast, manufacturing or service industry 

markets clear primarily through changes in employment" (p. 1129). Temporary help services is 

thus characterized by intermittent job opportunities and variable wages (Golden, p. 1 129). 

Flexibility in weekly hours of regular employees does not substantially affect the hiring 

or firing of temporaries, possibly because of organizational or institutional conditions that 

constrain the limits of the workweek, according to Golden (1996, p. 1 137). There i s  some 

evidence of seasonal hiring of temporaries during summer and the holiday season, but little 

support for the notion that changes in the composition of the labor force play a significant role in 

the p w t h  of temporary employment (Golden, p. 1 137). 

Larson (1996) states that despite the many advantages for employers and some 

employees, contingent employment as a business strategy may have a less certain future than its 

supporters believe (p. 5). The growth in personnel supply services may be cyclical and currently 

on an upswing. If so, then it is bound to experience fluctuations in the future (tarson, p. 5). 



Temporary services employment is  sensitive to the business cycle, which is consistent with its 

role as a buffer for firms that prefer to protect their core worker levels, according to Segal and 

Sullivan (1 997, p. T 18). They note: 

Flexibility obviously has greater value when the economic environment is more volatf le. 
But is  it? At an aggregate level, the economic recession of the earIy 1980s was quite 
deep and the recovery quite robust. Even though recent economic fluctuations have been 
Iess severe, the growth in temporary services has not declined, which suggests that 
aggregate economic volatility may not have been overly important in driving growth in 
temporary senices. (p. 128) 

Economic fltlctuat ions also influence the utilization of temporary workers, according to 

NATSS (1998c, p. 2). When the economy is  in a sIump and organizations need to reduce full- 

time employment, temporary workers allow employers to quickly take advantages of increases in 

business (NABS, p. 2). NATSS reports, "WistoticalIy, temporary employees are in great 

demand during periods of economic growth, as employers cautiously add new staff. Many 

employers value the use of temporary employees as a way to assess the staffjng needs of their 

organization [sic]" (p. 2). 

Curry (1993) afirms that companies are cautious about acting too quickly to reinstate 

downsized work forces (p. 8). Instead, many are choosing to fil l  in the gaps with workers from 

temporary services (Cuny, p. 8). Most companies today must be able to cope with a tight 

economy while still meeting demands to get the work done. 

Belous 1989) indicates that the shift to flexible labor markets has shown a substantial 

impact on labor costs (p. 102). They could also potentially influence unemployment rates over 

the course of a business cycle. The use of flexible labor supplies also has a less attractive side. 

The growth of  ont tin gents has been labeled as an era of "disposable workers" (Belous, p. 102). 

One human resource executive stated, "There are many ways to h o m e  flexible. We feel that it 

is possible to become flexible in a humane way" (Belous, p. 102). 



BeIous ( 1  989) notes that compensation patterns were substantially altered in the 1980s 

(p. 83). Compensation between 1980 and 1986 was much more directly linked to economic than 

to sociological factors. Betous declares this is the hallmark of a flexible labor market (p. 83). 

Major econometric models have also noted this shift from a rigid to a flexible labor market, 

Belous states, "Even a very conservative estimate would indicate that cornpefisation patterns for 

U.S. workers are at teast 20 percent more responsive to economic factors than they were in the 

last decade'yp, 83). 

In rigid markets, industq leaders set a pattern for decisions (Belous, 1989, p. 84). 

Belous says, ". . . it  may have been customary for an employer to grant a certain percentage of  

fixed doIlar compensation increase every year, regardless of the economic environment. This 

type of wage nonn displays the essential hallmarks of rigid labor markets" (tp, 83). In flexible 

markets, these patterns may not have a significant effect. The departure ftom foElowing patterns 

of wage increases set by industry leaders has contributed to modest labar cost advances in the 

1980s compared to the previous decade (Belous, p. 84). Belous declares, 'me main forces 

behind this increase in labor market flexibility have been the shift to  compensation spitems that 

are more flexible in responding to economic conditions, and the shift to employment systems 

that are more contingent on economic conditions" (p. 86). Belous indicates that this shift to 

flexible Labor markets may grow from increased competition for most companies, and human 

resource policies may now be driven by overall business strategies, such as profit maximization 

(Belous, p. 86). 

Care and Contingent Workers 

Belous (1  989) argues that labor markets have shown a tendency to shift away from the 

rigid version toward a more flexibIe environment in recent years (p. 8). The use of core and 

contingent workers facilitates this shift from a rigid to a flexible environment, Companies may 



use varying mixes of core and contingent workers to suit their needs, says Belous (p. 6). bbor  

markets also have a spectrum from flexible to rigid, Belous states that rigid ones are where 

"wages, benefits and work rules tend to follotv well-established patterns, norms and customs" (p. 

6). He adds that flexible ones see "wages, benefits and work rules respond swiftly to a change in 

economic forces" (p. 6). 

Belous ( 1  989) declares, "If having the support of a company's core workforce has a 

positive impact on the institution of a flexible human resource system, then it is in management's 

best interest to understand the views of the core workers" (p. 70). He remarks that companies 

can determine the attitudes of their core workers and use this to help gauge the best use of its 

contingent workers (p. 7 I). If core workers don" feel threatened, but understand management's 

objectives and the extent of the contingent worker utilization, then it may be possible to have the 

support of the core workers (Belous, p.7 1).  

When the organizational mission is short-run survival, the concomitant human resource 

strategies are cost effectiveness and flexibility, according to Nye ( I  988, p. 3). Concurrently as 

organizations cut their workforces, they state their concerns for the morale and productivity of 

the survivors. The way out of this dilemma has been to use temporaries as a buffer for the core 

empbyees to spare them from layofis (Nye, p. 3). 

Clark (1997) cites Heidi Hartmann, of the Institute for Women's p61icy Research, who 

states, "If the companies really want flexibility, they should be wif ling to pay the same for it as 

regular work, or even a premium. The fact they don't shows that what they really want is cost 

reduction" (p. 6). Nollen (1996) cites two principal economic concerns: a) temporaries are paid 

less than core employees and get fewer fringe benefits, and b) temps do not get the training, 

experience, or career development to build their human capital (p. 569). 

Temporary workers are typically given the Seas? interesting and least challenging jobs at 

the organizations where they are assigned, according to Parker (1994, p. 18). I-Te adds they are 



"disproportionately represented in dull, d i m  jobs with high turnover rates" (p. 1 8). Belous 

( 1  989) states, ''Although workers under a t i  fetime employment system tend to identify strongly 

with their company, workers under the day-laborer model tend to identify strongly with their 

occupation and no! with their employer" [author's emphasis] (p. 4). 

Two-tier system. 

Segal and Sullivan (1 997, p. 3 32) and Belous (1 989, p. 68) maintained that core and 

contingent workers form a "two-tier" system at any given organization. Segal and Sullivan 

added that many firms use permanent employees to fill positions where generous wages and 

benefits are required and temporaries in positions where generosity is  not required (p. 132). 

Emproyers who have avoided the "two-tier" system seem to have reassured their core 

workers that their jobs are secure and their wage and career prospects are better due to the 

expanded contingent workforce, according to Belous ( 1989, p+ 69). Smooth running and flexible 

human resource systems seem to have convinced the core workers that the use of contingents is 

also in the core workers' bkst interests (Belous, p. 69). 

Clark (I  997) reports that in the early 1990s, Labor Secretary Roberi B. Reich warned 

that the economy was producing a "two-tier labor force'' with the best wages and benefits clearly 

concenttated in one tier (p. 4). Golden (1  996) also indicated that labor markets may be two- 

tiered, permanent and temporary, each with its own distinct supply and demand functions 

reflecting employers' and employees' desires for flexibility (p. 1 13 E ), 

Golden added, "Many jobs may be judged by workers as superior alternatives to 

unemployment or labour [sic] force withdrawal'"(p. 1 13 I). Temporary labor supply may shift 

outward with worker preferences for temporary work or shift inward with fewer permanent job 

opportunities. Employer demand for permanent workers depends on greater productivi~y and the 

certainty of keeping a trained and committed core of employees (Golden, p. 3 13 23. 



Summary 

This chapter presented a g!obal view of the temporary help industry's role and its effects 

on the economy. The information provided is useful as s setting for the following two chapters, 

which describe how the temporary help industry operates and the various aspects of working as a 

temporary worker. 



Chapter 3 

THE TEIMPOR4RY HELP tNDWSTRY 

Introduction 

This chapter presents information concerning the temporary help services industv and 

how it functions. Every category in the coding scheme for the analysis of the Invitations for Bid 

included at least one element taken from topics in this chapter. Categories which were more 

heavily influenced by the literature on the temporary help industry included Types of Workers 

Required, Pre-Placement Personnel Activities, Invoicing and Payment, and Contractor 

Performance. 

The Business of Temporary Help Firms 

Temporary help services are in the business of providing workers to client organizations. 

They are selling labor on a temporary basis. Henson (1996) notes that the work assignments for 

temporaries may be as short as half a day or may last for several months. The temporary help 

agencies hire people after skills testing and individual interviews. Once registered, their 

personal information is filed by skills and availability. Contacts are made with client companies 

and orders taken for workers. These orders detail the tasks, duration, working hours, and 

location of the job. Henson states, "Agency 'counselors' fill these orders by matching client 

company requests with an available and appropriately 'skilled' temporary'' (p. 5). The assigned. 

temporary worker is given a job number, a contact name, and the name and address of the client. 

He or she reports to the client on the date and time specified and undertakes the work for a 

prearranged hourly wage rate (Henson, p. 5 ) .  

"Temporary help companies are not employment agencies," says Samuel R. Sacco, 

executive vice president of National Association of Temporary and Staffing Services (NATSS, 

1998~). Nye (1  988) says that temporary help firms are commonly referred to as agencies, but 



they are not actually agencies (p. 7). An agency would represent, but not employ the people it 

refers to clients (Nye, p. 7). Temporary workers are actually employees of the temporary help 

company and are recruited, trained, assigned, and paid by the temporary help service. The 

temporary help company pays all payroll taxes and for any benefits that are extended to its 

temporary workers (NATSS, 1998~). 

Thomson (1995) indicates that there are over 3,500 temporary help agencies operating 

more than 10,000 offices in the U.S. (p. 45). Some specialize in providing workers for specific 

occupations, such as bookkeepers. Temporary help firms must keep a large pool of workers to 

remain competitive (Thomson, p. 45). 

The Temporary Help Services Bureaucracy 

Laird and Williams (1996) report that the temporary help agency is the employer of 

record and responsible for typical personnel department duties such as hiring and terminating 

employees, issuing paychecks, and withholding taxes (p. 665). Parker (1994) states: 

Temporary firms are fundamentally private-sector enterprises organized, justified, and 
driven by the profit-maximization goal they share with other private businesses. The 
suggestion that temporary companies exist mainly to serve the needs of workers - 
whether they are workforce reentrants or hard-core unemployed youth - appears 
disingenuous and inconsistent with the enthnographic research findings underlying this 
account of temporary work, including the testimony offered by managers of temporary 
help firms and temporary employees. (p. 24) 

He adds that temporary help companies are not in the business of helping unemployed workers 

find jobs, they are businesses that lend their employees to other organizations for a profit 

(Parker, p.24). The workers' transformation from regular job seekers into mass-commodi fred 

temporaries is facilitated by the bureaucratic nature of many temporary help companies asserts 

Parker (1994, p. 43). Temporary help companies display common bureaucratic tendencies, such 

as specialization, a hierarchy of authority, a delineated division of labor, and a heavy reliance on 

written rules and regulations (Parker, p. 43). Workers who decline an offer of employment may 



be relegated to the bottom of the occupational hierarchy for future assignments, according to 

Parker (p. 11 1). 

Henson ( I  996) reports the temporary help industry is dominated by three large 

companies: Manpower, Kelly Services, and Olsten (p. 6). The industry, unlike its employees, is 

organized politically. NATSS and its affiliated state associations monitor legislation that could 

possibly curtail its growth and profitability (Henson, p. 6).  

Selecting a Temporary Help Service 

NATSS (1 998a) reports that employers seeking temporary workers should first decide 

what type of staffing help is needed. Firms should keep in mind that the staffing company is the 

employer, and the management practices of the staffing company have a great impact of the 

quality of the temporary workers that are referred to a business. The temporary help service 

companies recruit, hire, and train temporary workers, and it is important that the companies are 

professional, capable organizations (NATSS). Sopko ( 1  993) agrees that utilizing temporary 

employees may make financial sense because of the recruitment, payroll, paperwork, and hiring 

expenses that are handled by the temporary help agency (p. 1 18). 

Sopko (1993) also states that companies wanting to hire temporaries should inquire 

about training programs provided by the temporary help agency (p. 1 18). Some ternpokier may 

be between careers or jobs, and others may have just entered the labor market. Temporary 

employment can prepare them for finding a permanent job and offer an opportunity to expand 

their professional resumes (Sopko, p. 118). 

NATSS (1998a) and Sopko (1993) offer pointers to potential client organi~ations on 

seeking a temporary service: 



1 .  Be sure the firm matches the clients' needs with worker profiles to insure the right 
employee will be assigned (Sopko, p, 1 18). 

2. Remember that clients are utilizing workers backed by a management team. 

3. Remember to call references. 

4. Verify that potential employees are interviewed and prepared for the rigors of 
temporary employment (Sopko, p, 1 18). 

5 .  Learn how the firm recruits and retains a roster of qualified temporary employees 
who are available when you need them (Sopko, p, 1 18). 

6.  Find out how the company recruits and retains qualified workers. Often one can 
judge the quality of workers by the type of benefit package the company offers. 
Better quality workers are attracted by a more complete package. 

7. Find out how the company screens and tests potential employees and if it offers 
training. 

8. Find out if the company's workers usually complete assignments and what their 
typical turnover rate is. 

9. Find out if the company can fill last-minute requests, if there are extra fees for doing 
so, and how they handle after-hours emergencies. 

10. Find out how the company will insure that their clients are not over or underbuying 
temporary help. 

1 1 .  Determine if the company carries workers' compensation and what the policy limits 
are. 

12. Find out if the company will spend time with clients to determine actual service 
requirements. 

Sopko adds that the major factor is, of course, cost. The client organization wants a good service 

at a reasonable price (Sopko, p. 118). NATSS (1998a) maintains that the "quality" of the 

staffing help a business receives should be a critical element. 

Belous (1989) lists some key issues in human resource flexibility and contingent 

workforce areas: 

1.  Basic information. Does the employer know the demographics of the contingent 
workforce and the core workforce? Is there a human resource information system? 



2. Who makes the decisions? Within the company, who has the power to contract for 
or expand a contingent workforce? 

3. Core-contingent relationship. Does management know how these two groups relate? 

4. Motivation and quality issues. How are these characteristics insured with a flexible 
workforce? (Belous, p.57) 

Belous ( 1  989) expressed an expectation that large employers would have a basic 

empIoyee information system on their contingent workers (p. 58). Belous discovered this was 

not always the case. BeIous adds, "It is very difficult for employers to know why they are doing 

something if they are not fully aware of whai they are doing" [Author's emphasis1 (p. 58). 

Hise ( 1994) offers tips from an employer who uses temporary workers. Roger Lepley, 

CEO of Kalamazoo Banner Works, buys about 1,800 hours of temporary help each year to meet 

periods of accelerated demand. Leptey suggests that temporaries only be used to fill duties and 

not titles. For instance, hire a more expensive word-processing temp only to do that activity just 

for as long as necessary, and not to answer phones or perform other tasks that a cheaper clericaI 

temporary worker can handle (Hise, p. 149). 

Lepley advises meeting the temporary on his or her arrival and orienting the worker right 

away, thereby avoiding idle time. Line managers should be prepared for the temporary's arrival. 

His company doesn't use a lot of temporaries, but it deals wid1 the same temporary help agency 

each time. The repeat business gets the company more attention and better pricing (Hise, p. 

149). Belous aho notes that a way to help obtain quality work is to develop a long-term 

relationship with the temporary help service agency. This increases the likelihood that the 

temporary help service will provide good workers to maintain its reputation (Belous, p. 74). 

Parker (19941, however, urges caution when selecting temporary help services and 

asserts that these firms have dubious records as employers (p. 25). He goes on to note that their 

employees do not enjoy high wages, generous fringe benefits, or pleasant working conditions 

(Parker, p. 25). In spite of their shortcomings, Parker states that temporary help service 



companies attempt to become the sole contractor of temporary help for a client. Most client 

firms, however, should negotiate among several temporary help services to receive the greatest 

savings for different types of workers (Parker, p. 49). 

The hiring decision. 

Decisions to hire contingent workers are often made at the line or division level @elous, 

1989, p. 62). A corporation's policy in regard to contingent workers may vary considerably 

depending upon which division or line management area is studied. Some human resource 

executives believe that the line level is the place to make those kinds of decisions (Belous, p. 

52). Many such executives are not troubled that human resource flexibility may be a 1argeIy 

reactive response, The executives believe a line manager should be free to exercise his or her 

intuition to respond to shifting market conditions, including increased human resource flexibility 

at the line level. The lack of corporate headquarters' active involvement may boost that 

flexibility (Belous, p. 62). 

Belous ( 1  989) notes, however, that the long-term interests of the corporation may not be 

best served by the objectives of the line managers (p. 63). A line manager may improve short- 

term performance with contingent workers, but this could be a false economy from the entire 

organization's perspective. Some managers practice "skill hoarding," or retaining workers 

during slack times so that the workers will be available during boom periods (Belous, p. 62). 

At some companies, managers are not judged on financial performance alone. Managers 

may also be judged on head counts (Belous, 1989, p. 64). The head counts can be required by 

rules which limit the number of people who report to a manager. These head counts can be 

relatively simple measures of how many workers are in a division and the head counts may only 

include core workers. Belous suggests: 



Thus, a division or line manager who faces a literal head count might try to get around 
these constraints, The use of more contingent workers in certain cases might be 
motivated by the desires of divisional managers to obviate corporate head count controls. 
(P. 64) 

If temporary workers are used and not included for formal head count purposes, the division 

manager has a method for evading instructions from the corporate headquarters (Belous, p. 64). 

Belous (1989) offers three points for consideration based on his discussions with human 

resource executives: 

1 .  The primary driver for increased contingent workforces is the changing economic 
environment of recent years. 

2. A secondary factor has been the avoidance of head count controls by line managers. 

3. Some firms are looking at altering the head counts to include FTEs, or all workers in 
a division - core and contingent. 

Belous (1989) cites a corporate director of personnel who said: 

If we are using more contingents because it's the way that minimizes costs, then I'm all 
for it. But if we're doing it to get around some corporate Mickey Mouse regulations, 
then we have a problem. (p. 64) 

Recruitment of workers. 

Temporaries may find that getting work without the temporary help firm can be difficult 

(Thomson, 1995, p. 45). Temporary help firms do a lot of recruitment and test qualifications and 

skills as well. Temporary firms offer orientation and training to new hires, which also makes 

workers more marketable (Thomson, p.45). 

NATSS (1  998c) reports it is relatively easy to become a temporary worker with a help 

service. All that is required is to register with one or several temporary help services. 

Prospective workers fil l  out an application and are interviewed. Potential workers may also take 

qualifying tests and receive any necessary rraining (NATSS). 



SI (Staffing Industry) Review (1 997b) affirms that there was a recruiting crunch in the 

mid-1990s and staffing firms are shifting from a focus on sales to a focus on recruitment (p. 1).  

Firms are seeking new recruitment techniques and seeking to make their presence known 

throughout the communities in which they operate (SI Review, p. 1). Veteran staffing personnel 

report that the current recruitment problem is severe. They add that potential employees are in 

short supply because the economy is  strong and unemployment rates are low (SI Review, p. 1).  

Skill shortages exist in a number of geographic areas and industrial sectors (SI Review, 

1997b, p. 2). Information technology may be the sector most affected by a skill shortage. The 

skills and applications are very specific in information technology jobs, which makes 

recruitment much more difficult (SI  Review, p. 3). Part of the reason for the tight availability of 

workers can also be attributed to the overall tremendous growth in the use of temporary help (SI 

Review, p.3). The demand for workers has expanded faster than the supply of workers, and this 

becomes much more apparent in a tight labor market such as existed in the mid- 1990s. 

One temporary help service firm's recruiting strategy includes calling on the state 

employment commission to solicit unskilled workers. "That seems to be working really well," 

says Donna Mallard of Mallard Associates in Raleigh, North Carolina. She noted that in the 

past, state agencies would not refer qualified applicants to temporary help services, but now they 

are more willing to cooperate (SI Review, p. 3). 

Some recruiters affirm that offering a pension plan, health coverage, or other benefits 

helps attract a higher caliber of worker (SI Review, 1997b, p. 4). Most recruiters, however, do 

not see benefits as a significant draw. One reported that health insurance was not an issue for 

temporaries, because if they had to contribute to it, they would often elect not to participate (SI 

Review, p. 5). Recruiters indicated that most temporaries seem to be more interested in training 

opportunities that will lead to greater job skills (SI Review, p. 5). 



Parker (1994) states that recruiting temporary workers is similar to a sales job (p. 45). 

Parker and SI Review (1997b) indicate that referrals made by other workers are reportedly the 

most effective source for getting reliable workers. Bonuses paid to workers by the temporary 

help services for these referrals are the most frequently awarded benefit (Parker, p .45). 

Temporary help service chains, such as Kelly Services and Manpower, try to insure a 

uniform quality in their workers and attempt to screen potential employees (Parker, 1994, p. 46). 

Parker asserts, "Complaining about workplace conditions to clients or to permanent workers was 

a major issue managers identified when discussing problem employees" (p. 47). Problem 

workers may be those who fall short of the temporary help firm's expectations in regard to 

appearance or attitude. Workers identified as problems may not be told that they have fallen 

short of expectations and may spend valuable days waiting on assignments that never come 

(Parker, p. 48). 

Recruitment is an ongoing task for the temporary help companies, but that is only half of 

the placement equation. Before workers can be placed, there must be a client organization ready 

to put the temporaries to work. Locating private and public-sector organizations to hire 

temporaries absorbs most of the daily operations at a temporary help service company, according 

to Parker ( 1  994, p. SO). 

Skills and recruitment, 

Manpower has also developed a system to identify the skills of potential temporary 

workers and the positions in which they would be most productive (Belous, 1989, p. 3 I ) .  Parker 

(1994) declares, "The greater the skill level the more likely that a worker will be able to work 

reguIarly for a temporary help firm" (p. 88). He also states that the temporary help agencies try 

to keep those workers who demonstrate the greatest flexibility (p. 91). 



Recruiters tread a fine line, since exceptionally talented workers may be lured away, and 

substandard workers give the firm a bad reputation (Parker, 1994, p. 54). Flexibility is likely the 

most valued worker trait, even above being highly skilled, highIy production, or possessing some 

other trait which causes the worker to stand out. Workers who draw attention for non-work 

related reasons may never get their foot in a client's door. Clark (1997) maintains that 

temporary help agencies have been known to avoid employing potential workers considered 

political fanatics (p. 14). 

Profit margins. 

Employment growth in temporary help service companies can depend on several 

variables. These may include the composition of the temporary work market, employment 

search costs, transaction costs (such as employment taxes), and the presence and productivity of 

temporary help agencies (Barkume, 1996, p. 7). Barkume adds: 

Thus, the temporary help agency acts as a consignment retailer of labor services, with 
the unit of revenue (per hour of completed work) for the temporary help agency 
depending on the margin between what the employer is willing to pay the agency for 
providing temporary work (and associated services) and what the worker is willing to 
receive per hour for employment through the temporary help agency. (p. 9) 

The gross margin is the implicit charge for the agency's services, although it does include the 

payroll taxes that the agency must pay on behalf of its employees (Barkume, p. 9). 

One large manufacturing company examined the use of temporary workers within its 

divisions and concluded that it was paying rates to temporary help service agencies that it 

considered excessive (Belous, 1989, p. 66). The company had no formal policies toward the use 

of temporaries, and it seemed that many divisions could economize in this area. As a result, the 

company created its own in-house temporary help agency (Belous, p. 67). 

Parker (1994) states, "At the heart of the temporary help industry is cost cutting and 

profit maximization" (p. 5 1). He adds that occupational specialization provides a way to reduce 



costs for temporary help companies. Rather than pay high wages to a highly skilled individual, 

employers can save dollars by distributing the work among lower and more narrowly skilled 

employees. 

Segal and Sullivan (1 997) report that tenlporary service f irms experience a wide range of 

markups based on the nature of the workers provided and the identity of the client organization. 

The highest markups are usually for white-collar temporary workers and the lowest for blue- 

collar temporaries (p. 127). Henson (1 996) asserts that the hourly rate that the temporary help 

agency charges the client includes 40-60% for the worker; the costs of withholding taxes, social 

security, and workersy compensation; certain overhead expenses; and a substantial profit (p. 5 ) .  

Micheal Neidle, a management consultant at Optimal Management, San Mateo, 

California, offers suggestions for staffing companies (SI Review, 1997a, p. 1). Neidle maintains 

that a typical commodity market strategy is to lower prices to increase volume and beat the 

competition. The commodity market is price driven and generally includes the low end of the 

office services and I ight industrial worker markets. Specialty services have higher margins and 

lower volume since they attempt to add value to services. "They [specialty services1 have a staff 

that adds quality and believes in its benefits, and have built special customer relations," Neidle 

indicates (SI Review, p. 2). Three basic concepts are important to make sure staffing companies 

are maximizing their profits. These include: productivity, which is how hard one is working; 

eficiency, how smart one is working; and balance, how well one is coordinating activities 

among different functional areas (SI Review, p. 3). Neidle offers placement ratios (see Table 

3. I), which provide a perspective on the operations of temporary help agencies. 

The National Association of Temporary and Staffing Services (1  997) reports that third 

quarter 1997 temporary help revenues amounted to $13.03 billion, up 4.2% from the previous 

quarter and up 14.9% from a year ago. Payroll totaled $9.75 billion, an increase of 5.5% from 



the previous quarter and 18.6% over the year. Average daily employment for the third quarter 

was 2,63 1,600, a gain of 5.2% from the previous quarter and 9.3% from the previous year. 

Table 3.1 

Temporary Placement Operating Ratios of Interest 

Assignments filled ta assignments received 
New orders received per prospect sales call 
Temps interviewed per assignment filled 
Hours billed per assignment filled 

Source: Optimal Management, Foster City, California, a cited in S[ Review, Januqffebnraq 1997, p. 4. 

A Period of Rapid Growth 

Angela Clinton ( 1  997) reports that personnel supply services has expanded at more than 

five times the pace of the total economy since 1972 (p. 4). It achieved the strongest annual 

Table 3.2 

Emnloment levels in the total nonfarm econonly and selected business services, 1972-96. 

Average annual growth 

Total nonfarm 73,876 105,209 1 19,523 1,910 2.1 1,789 1.6 
Business services 1,491 4,638 7,254 240 6.9 327 5.8 
Personnel supply 214 1,350 2,646 10 1 11.4 162 9.0 
Help supply * 1,126 2,341 * * 152 9.8 

Source: Employment levels and annual average numbers for growth are in thousands. From "FlexibIe Labor: 
Restructuring the American Work Force," by A. Clinton, 1997, Bureau of Labor Statistics, Monthly Labor Review, 
121, p. 6 .  - 
*not available. 



average growth rate in business services ( I  1.4%) during the 1 972- 1996 period. By the end of 

1996, personnel supply services employed 2.6 million workers and d m  the largest segment in 

business services (see Table 3.2). Help supply services, which includes temporary help, 

comprises about 90% of the employment in personnel supply services and just about all of 

the employment gro~th (Clinton, p. 4). The grotlrth of help supply scwices in the United States 

is illustrated in Chart 3.1. 

Chart 3.1 

Source: Data G-om the B m u  of h b r  Statistics for Standard Industrial Classification 7363 from January 1 988 
through Mmch 1998. 

I 

Clinton (1997) goes on to say about one-fifth of all wage and salary workers were 

employed in administrative suppott occupations, including clerical, during 1995 (p. 6). Business 

U.S. Employment in Help Supply Services (in 000s) 
SIC 7363 

I 

5, 

Month and Year 



services was responsible for about one-fourth of the new administrative support workers and 

increased its share from 5% in 1983 to around 9% in 1995. She states, "Personnel supply 

establishments employed nearly half of the workers in administrative support occupations within 

this industry group" (Clinton, p. 6).  

Clinton (1997) indicates that the 1980s were the period of fastest growth for the industry, 

when it averaged 14% per year and had an amazing 45% increase in the first year of recovery 

from the 1982 recession. She reports, "Demand for empbyee leasing and alternative work 

arrangements helped spur output as firms responded to the Employee Retirement Income 

Security Act (ERISA) and the Tax Equity and Fiscal Responsibility Act (TEFRA)" (Cf inton, p. 

10). Clinton ~ o t e s  that industrial output is another key measure of industry growth. Personnel 

supply setvices had output of $5.6 billion in 1972 and $4 1.7 billion in 1994, measured in 1987 

dollars (Clinton, p. 10). The payroll data for the temporary help industry also indicates 

substantial growth as evident in Table 3.3. 

Explanations for growth. 

Thornson, (1995) reports that the temporary help industry has accounted for a large 

portion of employment growth in the current economic expansion (p. 45). She adds, "Worried 

that the economic situation would suddenly reverse itself, employers hired temporary workers 

instead of expanding their permanent staffs" (p. 45). According to Clark (19971, the use of 

temporaries became so routine in the 1980s that many organizations no longer bothered to keep 

centralized records of how many their various divisions were using (p. 10). 

Golden (1996) and NATSS (1996) offer explanations for growth: 

Demographic changes in the labor Force, rising participation of women, entrance of 
youths, reentrance o f  older workers, are driving the growth and employers are 
simply responding to the preferences of these (potential) workers (Golden, p. 1130). 



Employers try to get flexibility in utilizing workers while protecting "core" workers 
during business downturns, or employers try to reduce personnel costs by avoiding 
the hiring and firing of core workers (Golden, p. 1 130). 

Business organizations, in order to compete in an interconnected global economy, 
need to be flexible in all  of their company operations, and temporary help and 
staffing services offer that flexibility (NATSS). 

The social contract between the workforce and business organizations continues to 
evolve and greater numbers of people see working as a temporary as a way to gain 
more job security and better career paths (NATSS), 

All types of business organizations are having trouble anracting, evaluating, and 
recruiting employees for themselves (NATSS). 

Growth in temporary help services is reflecting a broadening of the types of staffing 
arrangements that stafing companies are offering (NATSS). 

The economy, which celebrated its fifth anniversary of growth in March 1996 
without even a minor correction, continues to grow (NATSS). 

Temporarv Help Industw Annual Paymlll 1971 - 1992 

Source: From the National Association of Temporary Services as cited in "Everyone Wins When I t  Comes to 
Temporary Hetp," by S. Sopko. 1943,- p. 28. 

Nationally, the number of jobs in manufacturing has been declining, but the proportion 

of blue-collar jobs held by temporary workers rose From 9% in T 983 to 23% in 1993 &arson, 



1996, p. 3). This demonstrates that employers in manufacturing have shified from hiring and 

laying off workers toward meeting their variable employment needs with contingent workers 

I 

Parker (1994) reports that generally the data reported on temporary help services 

employment is for a given point in time or an annual average basis, and the actual number of  

people who worked as temporary employees during the year is much higher because of the high 

turnover rates (p. 28). He adds, "In short, the temporary help industry's extraordinary growth is 

not driven entirely by supply-side factors; it is aIso attributabie to the industry's demand-side 

efforts to aggressiveIy market the advantages to employers of using temporary workers" (p. 37). 

A recent slight slowdown in growth. 

The BLS reported that the number of workers holding contingent jobs declined slightIy 

from February 1995 to February 1997 (USDOL, 1997, p. I ) .  The 1997 range for the three 

alternative estimates was 1.9 to 4.4% of total employment compared to 2.2 and 4.9% in 1995. 

There was little change in the proportions of workers who had alternative work arrangements, 

1.0% (1.3 million workers) were employed by temporary help agencies (USDOL, 1997, p. 1). 

The February 1995 suwey showed that I .2 million (1.0% ofthe total employed) were employed 

by tempomy help agencies (USDOL, 1995a, p. 1). 

Samuel R. Sacco, executive vice president of NATSS, says, "The industry is still 

growing, although at a slower pace than throughout the first half of the 1990s ..." "ATSS, 

1996). NATSS advises that since a large majority of temporary help is  used to cope with peak 

workloads and special projects, there are definite seasonal patterns. NATSS ( 1996) reports that 

there is usually a decrease En demand in the fourth or first calendar quarters. 

The Bureau of National Affairs (1986) reports that alternative staffing practices span 

industries and geographic regions (p. 1).  Innovations in staffing and scheduling are widespread, 



but they are still far from overtaking traditional employment patterns, The number of workers in 

temporary help services has grown significantly over recent years, but in 1997 it remained at 

onIy about 1 .O% of the workforce, according to BLS data. Steinberg (1997) says that furtherjob 

creation and economic growth will likely be limited by a lack of qualified workers. 

Barkume (1996) states that the use of temporary help agencies may simply point to a 

more efficient market organization (p. 12). The Study Group of the Council of Europe (1  985) 

reached the conclusion that "temporary work may boom at the expense of permanent work" (p. 

50). 

Government Regulations 

Parker (1994) states that the temporary help firms have been legally obligated to act as 

employers since a 1951 ruling by the commissioner of the Internal Revenue Service (p. 25).  This 

ruling heId that for purposes of federal unemployment tax and income tax withholding, the 

temporary help firm was the employer (Parker, p. 25). 

The Bureau of National Affairs (1 986) reports that the temporary help services industry 

has been successful at resisting efforts to regulate its practices (p. 17). Barkume (1996) adds, 

"Temporary help agencies are not subject ta state regulations; on placement fees and 

operations.. ." (p. 10). Belous (1 989) relates that Mitchell Frornstein, president and CEO of 

Manpower Inc., the largest temporary help company in the industry, obsenred that employers 

will have to show that human resource flexibility provides a real service to workers or it will be 

subject to increased government regulation (p. 11 I ) .  

Henson ( 1995) maintains: 

The associations claim to represent the interests of their "employees" by protecting the 
industry. Dubiously equating their workers' interests with those of the industry, they 
lobby against extending the benefits provide to  full-time workers to temporary workers. 
CP. 7)  



Henson adds that businesses have been successful at resisting government regulations by 

claiming undue economic hardship and ultimately a loss ofjobs (p. 170). It is unlikely 

government would sponsor needed refoms to prorate benefits or other measures. Henson states, 

"...the current deficit and budgetary problems make it doubtful that government will lead the 

way in either eliminating its own exploitative use of workers in nominally temporary positions or 

providing prorated benefits" (p, 170). Government practices today make officials highly 

vulnerable to charges of hypocrisy, according to Henson (p. 170). 

Legislative attempts at regulation. 

Golden (1 996) reports that in the 103rd Congress, HHR 3793 proposed mandated 

prorated unemployment insurance, pension, and health benefit coverage for temporaries and 

promoted pay equity with permanent workers (p. I 139). This would likely discourage temporary 

employment as a strategy to shift the burden of competition to workers. Additional refoms 

proposed include: a) eliminate the fee temporary help service agencies charge clients who want 

to hire temporaries into permanent positions; and b) use tax incentives to encourage businesses 

to target internal temporary positions to current and prospective employees who state a 

preference for this type of work (Golden, p. 1 139). 

Hylton (1996) states that the Part-Time and Temporary Worker Protection Act, 

introduced in U.S. House by Rep. Pat Schroder, seeks to offer the same benefits to contingent 

workers that are offered to core workers (p. 588). Hylton notes that a possible employer 

response to a bill like S c h d e r ' s  might; be to reduce the number of temporaries employed, "To 

come to such a conclusion would require one to accept that the current full-time employment of 

one core worker is superior to the new-found unemployed status of several formerly flexible 

ernployees'"~. 5 89). 



According to Lenz (1 996), Senator John Ashcroft (R-MO) introduced S, 1 129 in an 

attempt to amend the overtime requirements of the Fair Labor Standards Act and allow greater 

flexibility for employers to negotiate work schedules (p. 563). The bill would have erased the 

40-hour threshold and allowed workers to put in up to 160 hours in any combination over a four- 

week period before overtime would be paid (Lenz, p. 563). LRnz adds: 

Not only is there no need for laws to regulate or Iimit temporary work, consideration 
shoutd be given to providing incentives to firms [i.e., temporary herp service companies] 
that provide those services, such as tax credits based on the skilIs training provided and 
the job placements made. (p. 563) 

Hylton ( 1  996) concludes that flexible employment arrangements are not good candidates 

for across-the-board regulatory proposals (p. 590). Laird and Williams (1996) maintain that 

temporary employment is a voluntary arrangement beneficial to both parties, employers and 

workers, and to legislatively impose regulations would probably be detrimental (p. 6781, Hylton 

(1 996) says that flexible employees are still subject to regulations such as major (Federal) 

employment anti-discrimination statutes (Americans with Disabilities Act, Family Medical 

Leave Act, Fair Labor Standards Act). She notes two caveats: a) laws do not apply to anyone 

other than "employees"; and b) laws may be limited by a "trigger level," such as a minimum of 

fifteen employees (p. 589). 

Nollen (1996) asserts that workers from temporary help service companies may have an 

employment relationship with the client company, depending on the degree to which the client 

company controls the terms and conditions of employment (p, 580). Nye (1988) adds that the 

indefinite use of temporary help service workers by client firms raises a question about who the 

true employer is for legal purposes (p. 533. 



An Exemplary Nonprofit Effort 

Not a!l ternporav heIp services are conducted by profit-oriented organizations. In some 

areas nonprofit institutions have been able to I111 a void left by private and public employers. 

One such example is the St. Vincent dePauZ Rehabilitation Service (SVdP) in the Portland, 

Oregon, area. 

SVdP is  n private, nonprofit organization that provides job training, education, and 

employment for more than 800 disabled individuals annually (SVdP, 1998~).  SVdP represents 

itself as a reliable source for quality workers to perform a number of business services, including 

temporary employment sesvices, for Oregon businesses and public agencies. The organization 

expresses a comrn itment to provide opportunities for people who might otheswise be left out of 

the labor market. It provides hundreds of temporary workers each week to Oregon businesses 

and recruits, trains, and places individuals with disabilities into temporary and permanent 

positions (SVdP, 1998~) .  

The mission of the St, Vincent dePaul Rehabilitation Service is: 

. . .to provide a variety of  services for people with disabilities including, but not limited 
to, counse! ing, evaluation, training, jobs and job placement - without regard to race, 
religion, gender, or national origin. (SVdP, 1998b) 

The St. Vincent deParrl Rehabilitation Service was incorporated in 197 1 .  In 1978 three 

new programs were added, including job development and job search programs. The 

organization shifted its focus in I985 to the sale of quaZity products and services that would 

increase employment opportunities. Four years later, the organization entered the temporary 

services business and purchased APA Employment Agency (SVdP, 1998b). 

In November 199 1, SVdP opened an ofice in Salem and began filling job orders on 

contract with the State of Oregon. Soon afterwards SVdP opened a temporary services ofice 

and a skills training center in Pottland. The organization entered into a large contract in 1995 

with the Oregon Water Resources Department for document processing (SVdP, 1998b). 



In 1996 SVdP had an operating budget of $ 1  5 million and ROO employees or trainees. It 

was recognized as one of the "top ten Fastest growing" businesses by The Portland Metro Area 

Chamber of Commerce (SVdP, 1 998b). 

+ St. Vincent dePaul Rehabilitation Service (SVdP, 1998c) lists the following benefits of 

hiring workers with disabilities: 

Increases their independence, self worth and quality of life. 

Allows them to make a personal and economic contribution to society. 

Enhances diversity in the workplace, 

* Reduces the amount of public funded support needed by handicapped adults. 

Fulfills the spirit of the Americans with Disabilities Act. (SVdP, 1 9 9 8 ~ )  

The workers at SVdP perform a number ofjobs, including office, clerical support, accounting, 

data entry and processing, document imaging, security oficer services, facilities maintenance, 

product assembty, and computer skills training. Their services are used by entities such as 

Freightliner Corporation, Nike, Janhen, Safeway, and mare than 40 State of Oregon agencies 

and local governments (SVdP, 1998~). 

St. Vincent dePaul Rehabilitation Service (1998a) publicizes the benefits ~f its services 

by telling employers they can save on supervision, training, benefits, payroll, and administration 

expenses. SVdP affirms they provide temporary employees only aRer they have been 

extensively screened, tested, intewiewed, and trained. The organization notes that obtaining its 

services are easy: 

Just call and let us know what you need. We provide the qualified workers, and we 
fol!ow up to make sure you're satisfied. We take care of all the paper work, including 
paying workers' compensation, social security, state unemployment tax, and any fees 
associated with being the employer of record. We invoice you weekly. It's that simple. 
(SVdP, 1998d) 



Privatization 

The contracting for temporary rvorkers is essentially the privatization of labor. A 

private-sector employer provides workers for a public-sector organization, hopefuIly freeing the 

public-sector staff for greater achievements in service deIivery or reducing the organization's 

costs of doing business. 

Shields (1  988) states, "In a general sense, privatization rational ises government by 

introducing market models and techniques to the delivery of pub!Ic services" (p. 279). Many in 

government realize that while the private sector may see profit maximization as a goal, many in 

the public-sector may see the maximization of resources as a goal. These objectives are not that 

far removed from each other. Shields notes, "In the private sector, production efficiencies are 

stimulated by competition and the profit motive. Fims in a competitive environment tend to 

optimize" (p. 280). Privatization may allow government organizations to optimize as well. 

Government still has to make many decisions about service delivesy under privatization 

and contracting. Shields states that such specifications can be written into contract agreements 

(p. 281). 

Contracting 

Contracting can provide a very broad approach to conducting business, almost any 

activity can k contracted. Shields ( 1988) indicates that several contracting models exist, She 

notes that the entire service can be contracted or park of an organization's functions can be 

contracted out (p. 2833, She adds, "Contracting does not take away public responsibility for 

program funding and, thus, does not replace tax revenue" (p. 282). It may, however, promote 

the most efficient use of tax dollars, according to Shields (p. 283). 



Advantages of contracting. 

Contracting is  extensively used because it does offer certain advantages to organizations. 

Tt may allow organizations to bring in just the quality and quantity of labor necessary for a 

project or activiy. It may ease the paperwork burden for an organization, but mainly it all comes 

down to costs. Shields ( 1  988) states, "Contracting is popular and successful because it can 

reduce costs" (p. 283). 

Shields (1988) also indicates that proponents claim private contractors are able to find 

eGcjencies since they are not encumbered by bureaucratic controls, such as lengthy, complex 

procurement policies. She adds, "In addition, contracts can be terminated (or not renewed) for 

poor performance" (p. 283). The prospect of losing a contract can be an incentive for private 

employers to improve ot maintain a level of efficiency. 

Another advantage of contracting, Shields (1 988) reports, is that it may allow 

responsible government officials to operate differently. She states, "Their focus changes from 

administrative (sewing citizens) to management (achieving objectives given limited resources)" 

(p. 283). In a sense, achieving objectives with limited resources puts these officials in the same 

realm as a business manager trying to maximize profits. Both want to accomplish as much as 

they possibly can in terms of product or service delivery and, at the same time, expend as few 

resources as possible, 

Disadvantages of contracting, 

Among the opponents to pubSic-sector contracting are usurally public employees and 

officials who may feel, and may actualIy be, threatened by such activity. According to Shields 

(1 98&), 'Critics of contracting are unncdoortable with its growth and encroachment into public- 

sector acrivit ies" (p. 284). Oflen even those outside the public-sector are not comfortable with 



contracting of certain services because they are convinced that some services are best delivered 

by individuals who are not motivated by profits, but by some altruistic duty. 

Shields (1988) lists other disadvantages to contracting: 

* Profits are a concern since they are tax dollars. 

It is difficult to hold contractors accountable for their actions, - There is no guarantee against bankruptcy andlor service disruption. 

The administrative costs of awarding, negotiating, and monitoring contracts are 
often overlooked (p. 284). 

Conditions for successful contracting. 

Among the conditions for successful contracting, the first is that there must be 

competition (R. H. DeHoog as cited in Shields, 1988, p. 285). In order to insure a successfu1 

contracting process, complete and clear sesvice specifications are needed, as is  an impartial 

contract bid consideration (R. H. DeHoog as cited in Shields, p. 285). DeHoog indicates that the 

second condition is that government oFficiaFs strive for cost reduction and service quality 

(as cited in Shields, p. 285). 

Shields declares that the third condition "requires that government pe&m as. an 

effective watchdog. Government considers the public interest by monitoring contractor 

performance" (p. 285). 

Contract administration. 

Shields (1988) outlines three area of contract administration with which public oficials 

should be familiar. The areas include contract specification, award, and monitoring. In regard 

to contract specification, Shields states, "Service output should be clearly defined" (p. 2.86). 

The specifications should be understandable, obtainable, and inclusive. Definitions of service 

output are found in several categories of  the coding scheme for the content analysis. Examples 



include providing job specifications, testing and training workers, and providing procedures far 

the replacement or removal of workers. 

The contract award aspect i s  relatively straightforward, it should promote a competitive 

environment (Shields, 1988, p, 286). Conditions for bid requirements, the procedure in case of 

t ie  bids, and the evaluation criteria are all elements of the contract award process and should be 

easy to locate in the IFB and easy to understand. The entire bid process should be structured to 

avoid misunderstanding and favoritism. 

Contract monitoring, the third aspect, is a bit more involved. Contract monitoring is 

primarily represented in the contract performance category of the coding scheme. Other 

elements, such as the right of the agency to audit the contractor's records, are also monitoring 

devices but are found in different categories. Shields states: 

Contracd monitoring i s  a form of  auditing. This process insures that public funds are 
properly accounted for, that contracting agencies behave honestly, and that services are 
actually provided. If this role is neglecred, the groundwork is set for contract abuse, 
corruption, and collusion among competitors. Government administrators should 
regularly monitor contract compliance, cost, and performance. This will insure that 
contract specifications are adhered to. (p. 287) 

The three areas of contract administration are interrelated, as the quote above indicates. 

Successful performance in all three areas is necessary for consistent and productive contract 

administration. 



Chapter 4 

TEMPORARY WORKERS 

Introduction 

The purpose of this chapter is to present information from the literature review 

concerning temporaries and the working conditions which they encounter. Portions of this 

chapter also influenced the categories in the coding for the analysis of the Invitations for Bid. 

Among the portions represented in the categories are training, security issues, the hiring of 

temporaries as regular employees, conditions for removing temporary workers, and raises and 

promotions for temporary workers. This chapter provides an insight into what it might be like to 

work as a temporary employee. 

Reasons Employers Use Temporaries 

The National Association of Temporary and Stafing Services ( 1  998c) reports that as 

many as nine out of ten companies use temporary help. There are several reasons for the 

acceptance of temporary work by business. These include: a greater need for workforce 

flexibility; changing social attitudes concerning the employer-employee relationship; the 

increased costs of recruiting workers; compliance costs with employment Eaws and regulations; 

benefit costs; and "'other overhead costs which can actually act as. 'dis-incentives' for employers 

to create new, full-time positions" (NATSS). 

Nollen (1 996) and the Bureau for National Affairs (BNA, T 986) cite a number of 

reasons for hiring temporaries: 

Special projects 

To f i l l  in for absent regular employees 

To fill a vacancy until a regular employee can be hired 

Seasonal needs 



Idm~ty godd candidates for regular jabs 

To match work force to amount of work 

To reduce labor costs, particularly fixed costs 

To buffer core employees from job loss 

To minimize administration and papeswork 

The BNA (1986) reported that the most prevalent method surveyed organizations used to 

manage changing workloads was overtime (9 1 %) followed by agency temporaries (65%) (p. 1 0). 

Whatever the reasons for hiring temporaries, there are those who suggert that the advantages 

may be overstated. Nollen cites Delsen (19951, who remarks, "employers overestimate the 

advantages of temporary employment and underestimates the disadvantages" (p. 578). 

Costs and utilization of temporary workers. 

Parker ( 1  994) states, "Employers are not only pursuing a docile workforce willing to 

work for low wages and few, if any, benefits; they are also seeking the flexibility to retain 

workers only for the briefest periods of time when their labor is required" {p. 2). Henson (1 996) 

notes, "Ultimately, the engine driving the recent dramatic growth in temporary employment may 

be the cost differential for employers between hiring full-time and temporary workers" (p. 2 5 )  

Belous (1 989) holds that two groups of organizations use contingent workers (p. 102). 

The first group uses them far direct short-term labor cost savings. Savings have been reported in 

the 20-4094 range because of lower benefit levels, lower wage rates, and the fact that contingent 

workers are only paid for the actual work required by the organization, perhaps for one project 

or part-time work (Belous, p. 102). A second group utilized contingent workers, not because 

they were cheaper (they claimed many times contingent workers were more expensive than core 



workers), but because long-rem labor cost issues were deemed to be of greater importance. 

Long-term issues included downsizing and other nonlabor costs (Belous, p. 1 03). 

Belous (1989) states that a corporation's ability to reduce costs may give it an edge in 

the world marketplace. If so, then the savings may provide benefits for emproyers, workers, 

communities, and the entire economy (p. E 07). If flexibiIity in human resources can make a firm 

more competitive, then the jobs that firm produces may be on a more secure base (Belous, p, 

107). Belous notes that he discovered cases where the security of core employees at specific 

firms might have been enhanced by the use of contingent workers (p. 107). He adds that the 

companies' use of core workers would not necessarily have increased without the contingent 

workers. However, without the contingents, the companies might have been forced to ha1 t 

activities on a specific project or in a specific area (Belous, p. 107). 

Golden (1996) indicates that as fixed labor costs increase relative to variable costs, more 

temporaries are hired due to fewer associated fmtd costs @. 1 137). Increased skill needs may 

cause greater use of temporaries - presumably because the higher education or training 

requirements bring about lengthened periods between permanent hirings and a need for 

temporaries to f i l l  the gap (Golden, p. E 133). Discontinuity of the labor supply also increases 

temporary hires. Golden notes: 

This confirms a traditional reason that firms hire temporary agency workers that was 
present even before growth soared in temporary help service employment. Temporary 
hires create a continuity of production or service provision when the opportunity cost of 
disruption is  high. (p. 1 137) 

Shifting the uncertainty. 

Golden (1 996) says that employer demand is more important than employee preferences 

in the growth of temporary workers (p. 1 13 8). He adds that evidence indicates the increase in 

temporary jobs is  probably above the rate at which workers want those types ofjobs for more 

latitude to balance work and outside responsibilities (p. 1139). Golden suggests that policy- 



makers may need to intercede if further growth in temporary employment arrangements proves 

to be detrimental to welfare and efficiency over time (p. 1 139). 

Steinberg (1 997) declares, "Without temporary help and staffing services, production 

capacity is fixed to the current level of fulI-time ernployn~ent. Companies must carry, regardless 

if demand is present, those costs associated with their workforce."' He goes on to declare that a 

major aim of the temporary help and stafing services industry Is to assist organizations to make 

payroll costs a variable, rather than a fixed, expense. 

Golden (1996) maintains there i s  a shifting baIance of power between management and 

labor -- employers want flexibility to restore or maintain management prerogatives, increase 

their control over the work, or cut payroll costs (p. 1 1 30). He indicates that employers shift the 

burden of uncertainty towards temporary workers since their employment levels can easily be 

geared to demand (p. 1 130). Golden adds, "Thus, employers are engaged in opportunistic as 

we11 as. strategic actions by attempting to exploit the short-mn labour [sic] costs savings and 

numerical flexibility gains provided by temporary employees" {p. 1 139). 

Advantages to using temporary workers. 

The Bureau of National Affairs (1986) surveyed fims using agency temporaries, short- 

tern hires, on-call workers, and contract workers (p. 8). Agency temporaries were used by 77% 

of the responding organizations. Larger organizations (84% of firms with over 1,000 employees) 

were more likely to utilize agency temporary workers. The percentage rose to 90% for large 

firms in large urban areas (BNA, p. 8). 

Belous (1  989) indicates that human resource flexibility seems to benefit workers who 

have been displaced by enabling them to return to work much sooner (p. 109). He states: 

However, increased human resource flexibiIity could alter the shifts in the 
unemployment rate over the course of a business cycle. If added flexibility causes 
employers to be more wijling to let workers go at the first sign of a recession, then the 



level and rate at which unempIoyment rises in a business cycle slump could be much 
greater then in previous cycles. (p. 109) . 

Major benefits of using temporary workers. 

Belous (1  989), Thomson (1  9951, Hylton ( 1  9961, and BNA (I 986) describe the major 

gains to be realized by employers from increased human resource flexibility: 

Market Benefits 

4 Employers can increaserheir competitiveness in product markets due to reduced 
labor costs. 

Economic growth can be sustained without rekindling high levels of inflation. 

Job Benefits 

4 Job security for core workers and job opporhnities for temporary workers can be 
increased. 

Workers can be actEve in the world of work, their families and other areas, which 
traditional full-time employment may block. 

a Workers may find reemployment easier if they become unemployed. 

New workers can quickly be found without worry about future layoffs. 

a Replacements can be found for permanent workers who need time off. 

a Highly-skiiled temporaries can be hired for specific task or projects. 

Paperwork Benefits 

Papewark related to personnel is reduced. 

rn Payment of withholding and employment taxes is handled by the temporary 
agency. 

Payroll costs can be reduced due to lower wages and fewer benefits, since 
benefits are ofien 35% of total compensation costs, 

Other Benefits 

a Special tasks that cannot be handled by regular staff can be met. 

Opportunities to monitor the job performance of prospective regular employees. 



Policy barriers to the hiring of company retirees, relatives, and others who are 
barred from accepting regular employment can be circumvented. 

Recruitment and training involve less time and expense. 

Senz ( 1  996) notes that most businesses say flexibility is the major reason for using 

temporary workers (p. 556). Zenz cites a "Conference Board'kport which concludes that 

"controlling benefit costs appears only as a minor reason for contingent worker use'" (p. 556). 

Trying out potential employees. 

Lenz reports that stafing firms help employers to hire first-time job seekers on a trial 

basis before making a commitment and cites a study that shows "employers have lost confidence 

in the ability of the American education system to prepare young people for the  workplace'"^. 

5 5 8 )  Luciano (1993) asserts that companies that have just experienced layoffs often 

subsequently obtain workers thmugh a temporary help firm. It's cheaper than committing to a 

permanent worker and allows the company a chance to "tsy out" a prospective employee first (p. 

158). 

The fact that temporary employees can be released more easily than permanent 

employees is a primary benefit to management (9to5, 1986, p. 261, All an employer has to do 

with temporary help service workers is to teH the service not to send the person back the next 

day (9to5, p. 26). Another service ~tempraly help firms provide employers is the avoidance of 

the disagreeable task of terminating workers, according to Parker ( 1  994, p. 1 49). Employers can 

also use temporaries to divert the frustrations of unpleasant tasks. Temporaries can be given the 

least desirable jobs to avoid giving them to regular staff and perhaps increasing the client firm's 

turnover (Parker, p. 149). 

Another factor is that businesses want to reduce: 



. . .p  otmtial litigation from long-term employees stemming from the erosion of the 
employment-at-wil I concept. Employees whose jobs are explicitly temporary are 
unlikely to successfully claim that they have been promised lifetime employment. (BNA, 
1986, p. 4) 

Segal and Suilivan ( 1  997) indicate that many managers have claimed that it is increasingly 

difficult to t e r n  inate poor workers (p. 1 28). An increasingly litigious society has eroded the 

employment-at-will doctrine. 

Disadvaatagea of using temporary workers. 

Belous (1 989) and BNA (1  986) note that the major costs of increased human resource 

flexibility to employers are: 

Financial Costs 

A high level of economic insecurity for many contingent workers due to fewer 
chances of obtaining employee benefits such as health insurance and pension 
coverage. 

Potential unwiIlingness of some employers to make the same investment in human 
capital deveIopment for contingent workers as for core workers, 

Possible increased costs of temporary help service employees due to help service 
mark-ups. 

Renulatow Issues 

Potential for an increase in the level and rate of unemployment En a recession. 

* Potential for affiimative action consequences arising from the growth of contingent 
workforces. 

Work Related Issues 

A limited ability to use temporaries for jobs that are company-specific and require 
extensive training. 

a Difficulties in placing temporaries in jobs that require repeated contact between 
customers and individual employers. 

Occasional problems with the overall quality ofwork performed by temporary 
employees. 



A lack of control over or dissatisfaction with the qua1 ity of temposarieshork has led some 

employers to cut back on the use of temporaries. Thornson ( 1  995) adds to the disadvantages 

listed above that temps not inclined "to be team players or to improve quality and productivity" 

and permanent staff still have to invest time in explaining office procedures (p. 45). 

Breeding callousness. 

Some believe that mangers have become more caIlous and that employees are often are 

unaware of their precarious skitus, according to the Bureau of National Affairs (1986, p. 4). 

Companies want a commitment, but they are unwilling to give one in return. The relative ease 

with which temporaries come and go at client companies may encourage inefficiencies and even 

abuse of the system by the supervisors who hire them, according to Nye (1988, p. 50). 

Employers who attempt to use temporaries as just-in-time labor may face the problems that there 

are not always enough temporary workers readily available and there may not be sufficient 

quality (Nye, p. 35). 

Temple University labot economist Eileen AppZebaum says that business would be better 

off in the long tun by keeping experienced and loyal employees. She stated, "1 have a sense that 

businesses are using temporary workers as a bad response to a real need for [employer] 

flexibility" (BNA, 1986, p. 4). Parker ( 1  994) states, "The ability of employers to flexibly adjust 

their workforces at will: without any accountability for the associated social costs has contributed 

to the temporary help industry's rapid ascendancy in the U.S. economy" (p. 55). 

Reasons People Work as Temporaries 

Polirka (2996b) says that workers who have just lost their jobs and prospective workers 

who are entering or reentering the labor market face a less secure and different job market that 

previous workers faced (p. 56). Bureau of Labor Statistics' data show that some people were 



invo1untarily leaving permanent jobs and accepting temporary work. The BLS data also suggest 

tha& just as importantly, many people who were previously not in the Iabor force were coming 

into temporary work. Of those workers coming into temporary work from a previous job, many 

may have been as likely to be moving from one temporary job to another as from a permanent 

job to a temporary job (Polivka, p. 58). Polivka adds: 

Even among those who were dissatisfied with contingent employment, it is not 
necessarily true that the labor market led them into such an arrangement. Rather, it 
could be that their personal situations caused them to have to accept contingent work. 
Consequently, although they may not be pleased with their arrangement, it would be 
incorrect to conclude that the labor market itself forced these individuals into that 
arrangement. (p. 64) 

There is evidence to suggest that many workers choose temporary employment as a means of 

meeting the demands of work and child care. 

Henson (1996) states his belief that temporary help industry representations are often 

without basis: 

Industry claims of greater scheduling flexibility, varied and satisfying work experiences, 
skill acquisition and development, access to permanent employment opportunities, and a 
cornucopia of other supposed monetary and nonrnonetary rewards, for example, are 
often accepted as valid and compelling, if unsupported, explanations for why individuals 
seek temporary employment. (p. 4) 

Henson (1 996) indicates that most analysts appear to somewhat disregard economic 

needs and labor market constraints as explanations for working as a temporary. Instead they 

seek "preferences" and 'hmotivations" in the character of the individual. They imply that 

temporary workers are simply maximizing their personal choices and any person's choice to 

work as a temporary is "either a voluntary choice and a statement of persona1 preferences or a 

reflection of personal or characterologica! flaws" (p. 29). 



Advantages of working as a tempomry. 

Thomson (1995) and Justice (1994) provide a number of reasons that people offer for 

working as temporaries, including: 

.Tending to family responsibilities, 

.Enjoying schedule flexibility, 

.Obtaining training or work experience, 

.Getting supplemental income, 

.Enjoying "diversity and chaIlenge of working for different employers," 

*Or searching for permanent work. 

Thomson notes, however, that the chief benefit is flexibility (p. 45). Sopko (1 993) says that 

flexibility can be important for temporary employees who are between jobs or careers and need 

to make some money to sustain their search for permanent work (p. 28). The recent trend in 

corporate downsizing may have forced many to accept temporary employment while they are 

searching for another permanent job (Thomson, p. 45)- Individual job search and contracting, as 

an alternative to a temporary employment agreement, involves a substantial transaction cost., 

according to Barkume ( 1  996, p. 13). 

Higher paying work ahead. 

Justice (1994) notes that working as a temporary may lead to the ultimate attainment of a 

higher-paying job (p. 17). Workers who take transitional temporary jobs may be better off in the 

long term because those jobs relieve enough financial pressure to allow the wotkers to hold out 

for higher wages or a better job (Justice, p. 17). 

NATSS (1 998c) agrees that temporary work relieves some of the stress of a job search 

and allows an individual to expand the search process - often producing a better, higher paying 

job. Polirka (1996b) appears to agree with this assessment and adds: 



The high proportion of temporary help agency workers with relatively short tenure in 
their previous jobs, combined with the comparatively large proportion who had been 
looking for work without having been employed directly prior to starting as temporary 
help agency workers, suggests that temporary help agencies may be serving individuals 
who are having difficulties finding other jobs or who are in other, unstable labor market 
arrangements. (p. 60) 

The Council of Europe (1985) sums up the general sentiment by stating, "Temporary work is  the 

very antithesis of security, but it can also appear to unemployed people a defensible solution to 

their problems" (p. 16). 

Disadvantages of working as a temporary. 

Justice (1994) cites the biggest drawbacks to working as a temporary as a lack ofjob 

security and adequate benefits (p. 12). She notes that the disadvantages of temporary work also 

include down time between assignments and image problems (Justice, p. 13). 

Temporary work does not pay well for employees who have few skills or whose skills 

are no longer in demand, according to the Bureau of National Affairs ( I  986, p. 6). It should be 

nozed, however, that this would also likety be true for regular employees whose skills were no 

longer in demand. Temporary jobs provide few benefits, no job security, and little in the way of 

career opportunities (BNA, p. 6). 

Many temporaries may be foreclosed from secure jobs, decent pay, benefits, and career 

development opportunities. There are also concerns by pro-labor factions that temporary jobs 

are displacing some permanent jobs, particularly in low-skill occupations. This nay be 

decreasing the opportunities for some workers to establish careem and improve their skills, 

wages, and job security (BNA, 1986, p. 203. 



The Nature of Temporary Work 

Nollen (1  996) states, "Of course, the choices that people make depend on the alternatives 

they have and so different interpretations can be given to the same set of workers' responses" (p, 

576). He adds, however, that it is clear that a minority of agency temporaries choose temporary 

work as a preferred way of working, and most want regular employment. Lenz ( 1  996) agrees 

with Nollen and claims only about one-fourth of temporary workers want and need temporary 

work. He adds employees displaced by downsizing can use temporary work as "a safety net that 

offers income and other benefits, unemployment insurance, and workers' compensation 

protection." (p. 557). 

Hylton (1996) notes that, as one would expect, temporar~r workers have less job security. 

She states, "The vast majority of American workers, though, full-time or contingent are 

employed at-will and may be terminated at any time for any non-discriminatory reason or no 

reason at all" (p. 586). 

Eileen Applebaum, Temple University labor economist, states that the flexibility 

provided employers may 'be a blind alley in terns of improving productivity and competitiveness 

over an extended period (BNA, p. 16). Belous ( 1989) notes that something all contingent 

workers have in common is that they have no long-term commitments (p. 12). 

, # 

k t  A Profile of Temporary Worken 

Age, race, and gender. 

Belous (1989) notes that the temporary workforce has a higher relative rate of women 

I d  and African-Americans than the total workforce (p. 28). Belous states, "Seven out of 10 
' I 

w 
temporaries are thus being used by employers to staff positions that tend to be on the lower end 

of the corporate ladder" (p. 28). 



Polivka ( I  996c) says that a supplement to the February 1995 Current Population Survey 

(CPS) provides the first comprehensive measure of contingent workers using definitions which 

were constructed by the Bureau of Labor Statistics (p. 10). She notes that contingent workers are 

slightly more likely to be female or blacks than are noncontingent workers (Polivka, p. 1 1 ). This 

could mean that women and bIacks were more likely to be employed in industries that utilized a 

higher ratio of contingent workers. Contingents were 50% female compared to 46% for 

noncontingents, and 14% black compared to 10% for noncontingents (PoIivka, p. 1 1). tenz 

(1 996) reports that temporary help firms are especially important in giving women and 

minorities a chance to break into the work place (p. 560). 

Polivka ( 1  996c) adds that contingent workers were more than two times as likely to be 

young, between the ages of I6 and 24 (p. 1 1). PoIivka indicates that contingent workers were 

Iess likely to be married, probably due to their younger age (p. 183. Among those who were 

married, however, the majority had spouses in noncontingent jobs. Porivka declares, 

"...relatively few families are at risk of Tosing their sole means of support through the loss of a 

contingent job" (p. 1 8). Although Justice (1 994) reports a 1989 NATSS survey indicated 44% of 

temporaries said they provided the main source of income in  their household ( p. 25). Pol fvka 

and Justice both indicate the majority of temporaries are not the sole means of support or the 

main source of income for a family. The differences between Polivka" findings and Justice's 

repods likely center on the fact that many temporaries are not married. The profile of 

temporaries as predominantly younger and single indicates that families in general may not be 

dependent on them for support. 

Child care is a leading concern for women who work as temporaries, according to 

tarson (1  996, p. 41, Larson says that flexibility is  a reason to hire temporaries, but these workers 

also need flexibility from those who provide them services (p. 4). Drop-in day care would be rr 

measure of relief for parents with erratic work schedules. 



Education. 

Polivka ( 1996~ )  remarks that contingent workers were three to four times more likely to 

be students than were nonconzingent workers (p. 12). School enrollment is probably a reason so 

many young people are working as contingent employees. PoIivka adds that among contingents 

not in schml, fewer had high school diplomas than did noncantingent workers (p. 123. Farber 

(1997) concurs that workers with the lowest educational level are more likely to be working 

temporary than are workers in higher educational categories (p, 1 I,). T h i s  is not too surprising, 

since employers who could choose between a high school graduate or a dropout for regular 

employment would likely select the candidate with a high school diploma. 

Nollen (1996) notes that fewer temporaries have cornpfeted college, 20% compared to 

27% for permanent workers (p. 570). He adds that temporary jobs are "concentnted in relatively 

low-wage administrative, clerical, and laborer occupations.. ." (p. 570). Polivka states that 

contingent workers were more likely to be unskilled workers, and this could be attributed ro their 

youth and Jack of experience to some extent (p. 123. It appears that most jobs held by temporary 

workers would likely be low wage jobs with little job security anyway. 

Occupations. 

Polivka ( 1996~ )  afirms that a higher percentage of contingent workers in the 

administrative support occupations approaches the stereotypical role of contingent worker as one 

who holds a job that requires little formal training (p. 13). Above average Pates of contingency 

were evident for secretaries, stenographers, typists, and other clerical occupations (see Table 

4.1). Contingent workers were concentrated in the services industries (Polivka, p. 13). 

The part-time and temporary employment arrangements may serve as an employment 

outlet for displaced workers, according to Farber (1 997, p. 43). These arrangements may be 

easing the transition period to another regular job. Me states, ""..an appropriate goal for public 



policy would be to speed the transition to regular full-time permanent jobs. Clearly (at least 

using the evidence from the 1980>}, maintaining a tight labar market is one way to accomplish 

this goal" (p. 43). 

Table 4.1 

Percent of Organizations Usinc! Flexible Staffers in Particular Twes of Jobs 

umber of Firms 

anageriaVAdministrative 

Source: From The Chan~inn Workplace: New Directions in Staffin4 and Schtdulinq (A DNA Special Report) by the 
Plureau oENational Affairs, Inc., 1986, p. 5 .  

Parker ( 1994), who relied on reports and his own field work (including participant- 

observer research in Austin), says that temporaries are often unable to get as much work as they 

want or, in many instances, need to subsist (p. 3). The inability to get work leads to a large 

turnover rate. The temporary help services industry's turnover rate is 'between 600 and 700% 

annually and ""the average employee only works for five to six weeks" (Parker, p. 30). 

Labor force attachment. 

Farber ( I  997) remarks: 

...j ob losers are clearly more likely than non-losers to be in temporary jobs.. . There i s  
also preliminary evidence that the likelihood of temporary employment falls with time 
since job loss while the likelihood of 'regular* employment increases with time since job 
!ass. (p. 3) 



Farber (1997) found strong evidence of state dependence, (p. 40). His interpretation of 

state dependence suggests that workers who were displaced from regular jobs were substantially 

more likely to be in regular jobs at the survey period than were workers who were part-time or 

temporary. Workers who were displaced from part-time or temporary jobs were three to four 

times as likely to be working part-time or temporary at survey time than were workers displaced 

from a regular job (Farber, pp. 40). 

Segal and Sullivan (1 997) notes that temporaries are significantly less attached to the 

labor force than other workers (p. 1231.. They are twice as likely to be out of the labor force one 

year later than are permanent employees (Segal and Sullivan, p. 123). SegaI and Sullivan state: 

That temporary workers find themselves underemployed more often than other workers 
is  not surprising. Indeed the shift of risk from firm to worker that is usually inherent in 
temporary sewices work is at the heart of the worries some have over the growth of the 
temporary services industry. (p. 12 1) 

SegaI and Sullivan report that over half of those working as temporaries have permanent jobs 

one year later and less than a quarter remain as temporaries ( p. 123). They add that the number 

of transitions from ternporaty to regular employment indicate that any permanent 'undercIass' of 

temporary workess would be modest in size (p. 123). 

Henson (1996) interviewed many workers and managers in the temporary help industry 

and remarked, "The 'lifer,' a career temporary by choice.. .came up quite frequentIy in my 

interviews with both temporary counselors and workers, but 1 found little evidence of its validity 

as a significant category" (p. 39). Ilenson adds that the stories of "lifers" are used to obscure or 

justify the lower wages and lack of benefits provided temporaw workers (p. 473. Most 

temporaries prefer full-time work with permanency, predictable wages, advancement 

opportunities, and employer-provided benefits (Henson, p. 47). 

Belous ( 1989) states, "At the start of the 1980s, total compensation costs were 

increasing at almost 10 percent per year, and employee benefit costs were rising at almost I2 
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I. 9 percent per year" (p. 107). As Table 4.2 indicates, however, the rate o f  growth in compensation 

' d and benefits slowed dramatically in the 1980s (Belous, p. 108)- Belous notes that this slewdown 
I -  

@ occurred "even though the American economy experienced its longest peacetime expansion" (p. 

' - I  

Table 4.2 
I 

iY 

+ Emplwment Cost Increases in the Private Sector 

$ ~ v $ ~ ~ ~ d < d ~ i K ~ t ~ - ~ T ; ~ ; ~  -c --'-'- A''' - . --*% - ,.{ L ~ ~ . V ~ ~ C ? ~ ~ ~ ~ ' L ~ ~ ? ' . ~ - ~ ~ * - ~ - ~ ~ ~ ~ : ~ ~ ~ L ~ ~ ? * ? -  ompensatnon . I .  

~ecen l  ber Costs Wages and Salaries 3enefi't costs . 

1980 9.8% 9.0% 1 1.8% 
1981 9.8 8.8 12.2 

I 

I982 6.4 6.3 7.1 
1983 5.7 5 .O 7.4 
1984 4.9 4.1 6.6 
1985 3.9 4-1 3.5 
1986 3.2 2.1 3.4 
1987 3.3 3.3 3.5 

.d Source: From Buteau of Labor Statistics, U.S. Depamnent of t a b o r  as cited in The Contin~ent Economy by R. S. 
Belous, 1989, p. 108. 

w 

Human resource flexibility enabled the U.S. economy to generate millions ofjobs in the 

7, 

1980s. It has also helped to keep inflation levels low. Belous states, "Low inflation rates and net 
C 

job creation have provided many benefits that extend well beyond any one employer" (p. 108). 

I *  

L I 
Wages Paid Temporary Workers 

NATSS (1998~)  reports that temporary pay rates are competitive (p. 3). Samuel R, 
' *  
h #  

Sacco, executive vice president of NATSS, says that "most positions available through 

i + temporary help companies offer an hourly pay scale that is equal or higher than the same hourly 
* 

+ 
rate paid to a permanent employee in the same position" (Justice, 1994, p. 10). This is in sharp 



contrast to other sources. The reason may be that NATSS is addressing temporaries that are 

part-time or emphyed in jobs with the lowest skill or educational levels. 

Luciano (1  993) says potential workers should think in terns of pay, not perks (p, 1 58). 

Historically, many workers have come to regard certain benefits, such as heaIth and pension 

pIans, as a given. This is no longer the case at many companies. Prospective employees should 

look at total compensation, including the value of benefits, when considering a job offer 

@ciano, p. I 58). Curry ( 1993) states: 

While hourly cost for temporary help may be higher than the going rate for a particular 
job if perfamed by a company employee, mast organizations realize that important 
factors to consider are the permanent employee's fringe benefits--insurance, vacations 
and sick day aIlowances, pensions--in addition to payroll taxes and workers" 
compensation. 
IP. 8) 

NATSS ( 1  9 9 8 ~ )  declares that occasionally when a temporary and a regular employee work side- 

by-side, the temporary may earn less per hour. NATSS indicates that the pay differential could 

be due to a number of factors, such as experience and or tentire (p. 4). 

Wage differentials. 

Full-time temporary help service workers only earned about 60% of the traditional 

worker wage, according to Hipple and Stewart (1996, p. 46). Earnings for temporary help 

agency workers are compared with earnings For independent contractors and workers with 

traditional arrangements in Table 4-3. Independent eontractors are usually highly specialized 

and can demand higher earnings, The comparison between temporary help agency workers and 

the workers with traditional arrangements supports HippIe and Steward's observation. 

Temporaries earn more relative to traditional workers at Iower educational levels. Temporary 

help workers tend to be employed in Iower wage occupations as about 60% are in administrative 

support and operator, fabricator, and laborer jobs (Hipple and Stewast, p. 46). 



Farber (1997) maintains that there may be substantial penalties in earnings for being 

employed part-time or temporarily as opposed to being in a regular position (p. 1 5). These 

penalties are significant by educational attainment (Farber, p. 15). Youth and a lack of higher 

education likely explain part of the wage gap between temporary and permanent employees 

(Lamon, p. 3). Youth and a lack of education could also contribute the lower rates of 

productivity and the poorer quaIity of work which Hylton (1: 996) describes as reasons for a wage 

differential between temporasy and core workers (p. 589). 

US. Department of Labor wage data. 

Parker (1994) notes that the temporary help industry claims of well-paid temporaries is 

based on three factors: 1 )  some technical and professional temporaries are highly paid; 2) 

temporary companies practice "bait and switch" tactics; and 3) even when wages are 

comparable, the fringe benefits are not (p. 98). Nollen ( 1  996) reports that temporary wage rates 

are one-third less, in 1994 an average temporary help service employee received $7.74 per hour, 

only slightly above I989 figure of $7.56 (p. 569). 

Employees placed by temporary help service firms averaged $7.74 per hour in 

November 1994, according to the U.S. Department of Labor (1995b, p. 1). 'She earnings varied 

widely by skill level, occupation, and conditions in the local labor market (USDOL, p, 1). 

Average hourly earnings changed IittIe from a 1989 survey which indicated wages of $7.59 for 

workers placed by temporary help service firms. The five-year gain was only 15 cents per hour 

or about 2%. Average hourly rates varied by firm size as smalIet firms paid higher hourly 

wages. The smaller firms tend to provide temporary help services within a narrow niche and 

ofien in high-paying jobs WSDOL, p. 2). 



i, Table 4 3  

L 4  
Median weeklv earninns of workers bv sex. age, race. and Hispanic orinin. Februarv I 997. 

' 1 

. Tempo 
Agenc; 

Source: From Contingent and alternative employment arrangements. Februw 1997, (USDL Publication No. 97-422) 
by the U. S. Department of Labor, Dureau of Labor Statistics. 
*Data not shown whcrc base is less than 75,000. 
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Benefits Provided Temporary Workers 

NATSS ( I  998c) reports that many companies 'bffer benefits packages including paid 

lunch hours, group medical insurance, vacation days, and retirement plans" (p. 3). According to 

k n z  (1 9961, temporary workers "have shown a strong preference for cash income rather than 

benefits, most temporary employees also have access to a full range of non-wage benefits (p. 

560). 

Clark (1997) reports that people worried about the nation's move away from hIl-time 

jobs with benefits, warn that "Social Darwinism" has replace social responsibitity among 

employers (p. 937). They call for increased government action to protect temporary workers 

' C : ~ I - W W F W I : ~ W ' P ~ ~  H15~5::3 > e y r i ~ t  r -wtt ~ y c q ~ ~ * m e  ++rq-~vl. . 
. L  > .  - . .  -, , ~ ~ ~ ~ ~ & - . @ j ~ h ~ ~ - ~ '  'c' ; " 

Independent: ,ray Help' '. Traditibn~l*. . 
Contractors ' f Workers . ~ r r a ~ ~ ~ c r n e h t s  

Full-time workers 

Total, 16+ years of age $523 $329 $510 
Men 5 92 385 578 
Women 400 305 450 
White 5 74 3 24 524 
Black 3 83 332 428 
Hispanic 425 28 1 357 

Part-time workers 

Total, F 6+ years of age 1 89 148 144 
Men 227 12 1 126 
Women 163 162 151 
White I9 1 137 143 
Black 159 I81 146 
Hispanic 175 * 138 



from exploitation. Clark adds that some business people are staring to call the system of 

employee benefits an anachronism (p. 937). Henson (1 996) states, "Indeed, these benefit plans 

may be more symbolic than functional, allowing the industry to appear concerned about 

temporary workers without actually having to make a financial commitment to provide benefits 

or services" (p. 6). 

Benefits not required by law. 

Hyldon (1996) notes that many benefits workers most desire are discretionary with 

employers. These include paid vacations, heajth insurance, disability coverage, and pensions (p. 

585). Temporary help service companies may make available many benefits such as computer 

training, cash bonuses far recruiting oth'er workers, vacations, holidays, and group health plans 

as a incentive to recruit employees (9to5, 1986, p. 22). 

Hylton ( 1  996) says that the most desired benefits are usually not offered to flexible 

workers. The real loss to the flexible workers comes in two forms: a) inability to take advantage 

of favorable group rates; and b) lack of access to employer contributions to premiums (p. 566). 

She adds that even core workers may discover the "traditional employeeJemployer relationship 

does not guarantee health insurance, a pension, or any other discretionary benefit" (Hylton, p. 

586). The reason that benefits may not be offered is usually because of the cost. Henson (1 996) 

reports that, in 1992, fringe benefits accounted for more than a third of the cost of worker 

compensation {p. 22). 

A benefits threshold. 

The availability of benefits for temporary workers, however, often comes with a caveat, 

Often, notes 9to5 (1986), a required number of hours (usually 1000 hours or six months service) 

have to be logged before a worker becomes eligible for benefits (p. 22). Parker (1994) agrees 



that temporary workers do not receive the perks typically given to permanent workers, and most 

temporary firms require extensive work over a prolonged period of time to qualify for benefits 

(p. 99). Parker indicates that these requirements are simply unrealistic and often unattainable for 

temporary workers (p. 99). This does not change the advertising of the temporary help firms in 

regard to benefits, reported the BLS (USDOL, E995b): 

BCS found that many temporary help supply firms offer a package of employee benefits, 
including paid holidays, paid vacations, and health insurance, to workers who meet 
minimum qualifications. However, few temporary workers actually receive these 
benefits, either because they fail to meet the minimum qualification requirements or, as 
in the case of insurance plans, they elect not to participate. (p. P) 

Nollen ( 1  996) also reports that temporaries seldom receive fringe benefits such as paid 

vacations and health insurance (p. 572). Between 70 and 90% of full-time workers get paid 

vacations compared to 10% of temporary workers. Nollen says: 

Although three-quarters of the staffing companies make paid vacations available to their 
employees, few actually receive the benefit because of length of service eligibility 
requirements. Health insurance that is at least partially paid by the employer is received 
by few temporaries (the figure is from one ta six percent, depending on the year and 
survey used as the data source); for full-time work or non-contingent workers, the 
corresponding figure is 57 to 72 percent., . (p. 572) 

Nollen (1996) goes on to say that the lack of benefits for temporary workers may be 

problematic for many individuals: 

However, if one views fringe benefits as current compensation for work performed just 
as wages are current compensation, or if one views at least some fringe benefits as social 
protections to which all workers shouId be entitled, then the lack of benefits received by 
temporaries is an issue. (p. 574) 

Nollen adds that fringe benefits are primarily fixed costs and employers trying to 

maximize their flexibility will try to convert as many fixed costs to variable costs as they can. 

To pay temporaries benefits is not in line with this objective. At least one previous study found 

that ?he use of agency temporaries (who did not receive benefits) was greater in firms that had a 

higher fringe benefit cost structure" (Nollen, p. 574). 



accomplished "through programs such as prorated employee benefits and portable pensions" (p. 

n I 2). 

"The Employment Ret isernent Security Act (ERISA) does not require companies r~ set 

up pension plans, but where such plans exist, employers must extend those benefits to employees 

who work 1000 or more hours per year: reports 9to5 ( 1986, p. 23). Temporary workers often 

log mote than 1000 hours per year, but rarely are those hours spent with just one company. 

Some businesses even set a limit of 960 for temporary employees, just under the ERTSA- 

mandated pension protection Iaw floor for hours worked (905,  p.23). 

The Tax Equity and Fiscal Responsibility Act of 1982 (TEFM) provides some pension 

protection for a growing number of long-term (I2 months or more) temporary workers, 

according to 9te5 (1 986, p. 23). Without pension plans, temporary workers are not able to build 

economic equity and face an increased likelihood of poverty in their old age. Temporary 

workers are also often excluded from unemployment insurance compensation by minimum 

earnings requirements (9to5, p. 24). Some who are monetarily eligible, far1 to qualify because 

they are only available for part-time work (9to5, p. 24). 

Legally mandated benefits lack uniformity. 

Hylton (1996) notes that legally mandated benefits, such as social security, are generally 

available to all workers (p. 584). She, however, adds, "Federal and state labor and employment 

laws do not simply apply to everyone who happens to participate in the work force in some 

sense" (p. 584). State level programs, such as unemployment insurance, may be more uneven in 

their application due to requirements such the number of hours and weeks worked (HyIton, 1996, 

p. 585). Employers may attempt to reduce benefit costs in two ways: a) try to re-categorize 

workers as independent contractors; or b) utilize leased or temporary workers. Hylton stales, 

'Weither of these is as easy or probably as inexpensive as might first seem" (p. 585). 



No1 len (1 996) says that social protection mandated by law depends on the employment 

relationship (p. 574). Some coverages depend on length of service also and agency temporaries 

rare3y get these coverages, so their protection is decreased. The lack of protection is related to a 

short length of service rather than just their status as a temporary. Nollen asserts, "..firms were 

less likely to employ direct-hire temporaries in situations with more government oversight (e.g., 

affirmative action)" (p. 574). 

Career Advancement 

Belous (1989) states that it may be in the contingent worker's interest to perform quality 

work in the expectation of building a career (p. 73). A recommendation from an employer may 

be just as important as actual compensation. Strong recommendations are useful when seeking 

work in the externaI labor market (Belous, p. 73). Belous (1989) reports that firms that hope to 

capitalize on this career-building strategy should: 

1 .  Have a good reputation so that a recommendation from that company means 
something (p. 73). 

2. Demonstrate a consistent track record of providing recommendations for 
workers who perform quaIity jobs (p. 74). 

H e  adds that training and supervision are major factors in a human resource system (Belous, p, 

76). 

Justice (1994) maintains many temporaries can advance their careers without waiting for 

some higher-level position to open up (p. 26). A temporary worker "may spend mere months in 

increasingly advances positions and will be encouraged to climb since higher level temps earn 

more money for the temp help company" (Justice, p. 26). Although, certainly the IFBs and 

interviews f m  Texas state agencies don't suggest this. 

Justice (1 994) reports that a N A E S  survey shows 67% of the respondents indicated they 

gained new ski1 Is as a temporary employee, and 57% indicated they received higher wages for 



subsequent assignments (p. T 7). Although NolIen (1 996) reports that temporary work is adverse 

to human capital development (p. 575). 

An unfuliilled promise. 

Phil Giarizze, General Manager of SEIU Local 660 in Los Angeles, reported that nearly 

one-third of the 5,000 temporary ofice workers in Los Angefes County had worked for at least 

hvo years and many for five to ten years without accniing any benefits orjob seniority (9to5, 

1986, p. 26). Temporary workers normally have little opportunity for promotion (9to5, p. 28) 

The promise of career opportunities is largely a recruiting device for temporary help service 

companies. 

Parker (1994) asserts that the temporaq help industry is not structured to assist workers 

to move into permanent jobs (p, 102). Employers may not be greatly in favor of it either. Most 

employers are using temporaries to avoid a commitment to full-time workers (Parker, p. 102). 

The deskil ling process has been a benefit to the temporasy industry, according to Parker (1 994, p. 

150). It has served as a social force driving the use of temporary and part-time workers. 

These workers epitomize the interchangeability that deskilling fosters (Parker, p. 15 1). 

Temporary help firms capitalize on the availability of unskilled and semiskilled positions with 

high turnover rates. Average workers with little training can more easily fill in on these jabs 

(Parker, p. 15 1). Segal and Sullivan (1997) state, 'The Iess attractive is temporary services 

work, the more likely it is that temporary workers will move on to something else" (p. 135). 

Training for Ternporaq Workea 

Curry (1 993) maintains that temporary help firms provide their employees with training 

in ofice skills, computers;, word processing, data spread sheets, and light industrial skills (p. 8). 

Normally the training is free to the potential employee. The temporary agencies wi tl screen 



appIicants and pay them, saving companies valuable, time and expense (Curry, p. 8). Although, it 

should be mentioned that this infomation on testing and training was not substantiated by the 

content analysis of the Texas state agency IFBs. 

Training provided by temp agencies "often" goes to those with the greatest need and 

helps to get them off of welfare, according to Lenz (1996, p. 558). Lenz cites Richard Belous, an 

economist with the National Planning Association, as stating temporary help firms "have done 

more to train inner-city residents than all the government training programs combined" (p. 558) .  

Training programs were available to about 90% of the temporary workers (USDOL, 

1995b, p. 41, The programs were mainly voluntary, but about 40% of those receiving training 

were selected by the temporary help service firm or because of a client company request 

(USDOL, p. 4). 

Belous (1989) indicates that the temporary help industry is a source of  human resource 

development in the microelectronics era (p. 3 1). The temporary help industry is gaining 

recognition in training. Manpower has developed system to train temporaries on a variety of 

automated office equipment (Belous, p. 3 I). The firm trains workers to use personal computers 

and other microelectronic equipment. The training is free to the workers and close to 100,000 

people receive baining each year (Belous, p. 3 1). 

Training impediments. 

Most problems in flexible human resource systems come fmm an insufficient amount of 

managerial attention to training and supervision, according to Belous (1989, p. 743. They may 

feel that they only have a short-term relationship with temporary workers and ignore them to 

some extent. Training for temporaries may be different from training for permanent employees, 

but it is still: crucial. For instance, contingents may have the opportunity to talk on the telephone 



with clients and the clients have no way of knowing if the employee i s  a core or temporary 

worker (Belous, p. 74). 

Nollen (1996) asserts that costs are major impediment to training, but most temporaries 

require some kind of initial training (p. 578). Companies are not likely to recover training costs 

and if they do not, the cost effectiveness of the temporary workers declines (p. 578). Nollen 

states that since human capital development requires an initial investment followed by 

subsequent returns, client employers may not contribute to the training of temporaries beyond 

providing immediate job skills (p. 575). He adds, "The negative implication is that the jobs that 

most temporary workers do are low-skill jobs without career potential and that very little training 

that is transferable to otherjobs is given to temporary workers" (p. 575). 

Parker (1994) notes that most temporary clerical workers perform only semi-skilled 

tasks. He further declares that the training programs at firms such as Kelly Sewices and 

Manpower show only six to eight hours of training, and no more than two days at the outset, are 

required to master the new workplace technologies (p. 37). 

Opportunities to  be Hired for Regular Work 

Richard A. Wahlquist, executive vice president sf NATSS, indicates that temporary help 

services provide a bridge for millions OF people ro move into regular jobs (NATSS, 1997). 

Wahlquist adds that NATSS surveys showed that over 6 million former temporary employees 

were hired into regular jobs in 1996. 

Cnny (1 993) notes that usually after three months, n company is f e e  to hire a temporary 

worker without a fee (p. 8). Manpowefs information specialist, Barb Schryver, estimates 30 to 

35% of their employees receive permanent job offers. 

Lenz ( I  996) adds that temporary work enhances job prospects by skill training (e.g., 

computer training) and experience with a number of potential employers (p.558). Many 



employers adopt a "try and buy" approach to stafing, according to Nye (1988, p. 30). They 

offer permanent jobs to those who have proved their worth on the job as a temporary. Polivka 

(1996b) says that the higher rates ofjob search among temporaries suggests that a substantial 

portion of these workers were experiencing a raised level of anxiety with respect to future 

employment compared to other workers (p. 73). BLS data indicate that, although the hopes of 

temporary help agency workers to switch directly into permanent jobs are not completely 

unfounded, they probably exceed reality. 

Parker (1 994) indicates that the temporary help industry is not struckred to assist 

workers to move into pemanent jobs (p. 102). Employers may not be greatly in favor of it 

either. Most employers are using temporaries to avoid a commitment to full-time workers 

(Parker, p. 502). 

About 59% of tempomry help workers reported they would prefer a permanent job 

(USDOL, 1997, p. 2). The U.S. Department of Labor ( 1  995a) reports, "The majority of 

contingent workers preferred to have permanent rather than temporary jobs; only one-third 

preferred the contingent arrangement" (p. 2). Among nonstudents, this proportion dropped by as 

many as nine percentage points (USDOL, 1995a, p. 2)- 

Segal and Sullivan (1997) summarize the situation for most temporary workers. They 

state, "Working as a temporary is itself usually temporary" (p. 122). 

Socialization on the Job 

The presence of temporary workers can upset regular employees (BNA, 19861, They 

may protest that work that is  properly theirs is being taken away from them (BNA, p. 20). Often 

temporary workers are used to aIert regular employees that their jobs are not permanent (9105, 

1986, p. 26). Th is  can create resentment toward the temporaries since the regular workers may 

fear they will lose their jobs to the temporary workers (9to5, p.27). 



Dennard (1 996) notes that usua!ly if ernploy,ers get into trouble with temporay workers 

it is because the arrangements have been misused (p. 608). An example would be in situations 

where the empIoyer hires a temporaq worker and indefinitely puts him alongside regular 

employees who earn more pay and have better benefits, It i s  also a bad practice to use 

temporaries Bong-term to stay within "artificial 'full-time employment' numbers that have been 

established by downsizing," according to Dennard (p. 608). 

Dennard adds, "An employer cannot expect these temporary workers to have good 

morale and provide quality service when they are doing the same work as regular employees but 

are being paid less" (p. 608). Parker (1994) says that temporary workers have an ambiguous 

notion of their position in the organizational hierarchy at the temporary heIp service company (p. 

106). 

Nollen (1996) indicates that temporary work is not mutually beneficial to worker and 

employer, temporaries are alienated and powerIess to control their work, and are often unable to 

sustain satisfactory work relationships (p. 575). Temporaries at work may receive impersonal or 

dehumanizing treatment, may be insecure and pessimistic, may feel underutilized, and can be 

l~ostile to the political and economic system. Temporary work growth is driven by "volatile 

production and cost pressures" and "not by the availability of married women or young people" 

(Nollen, 1996, p. 576). 

Both on and off the job, temporary workers may have their qualifications, commitment, 

and integrity questioned, according to Henson (1996, p. 4). He states, "Alternately, temporaries 

are assumed to possess serious characterologicaI flaws that prevent their employment in fuI1- 

time, "eat' jobs" (p. 4). Wenson asseds that those who work as temporaries too long are at risk 

of being considered as unemployable (p. 40). In a sense, notes Henson, working as a temporary 

i s  a stigma that carries with it negative assumptions about a person" qualifications, abilities and 

character (p. 145). 



Secw rity Issues 

Security issues, such as information access and confidentiaIity guidelines, can be 

overlooked when using temporary workers. "Often nobody thought through the security issues,'" 

a senior human resource executive noted (Belous, 1989, p. 59). When a job was complete, 

temporary workers could take key information to a competitor. Temporary workers were often 

not adequately screened, and sometimes core workers who had been terminated returned as 

contingent workers. Thus, Belous reports, the presence of these contingent workers caused 

security and disciplinary problems for many employers (p. 59). It was also apparent in the 

content analysis of Texas statc agency IFBs that little attention was given to security issues. 

Nye (1 988) said that the Department of Defense had to eliminate the authority of 

contractors to give low-level security clearances to temporary help service employees. 

Government agencies using temporary heIp services should be aware and attenltive to privacy 

and confidentiality issues (Nye, p. 173). 

Temporary Worker Experiences 

NATSS (1998~) reports that temporaries have to be flexible and come into a job ready to 

"hit the ground running.'Vn familiar materials, workstyles, and ofice procedures can be 

dificult to learn, but it is critical for success as a temporary worker. There may not be time to 

get acquainted with co-workers or to be integrated into a team. The trade off is the flexibility 

and freedom of a temporary job for the personal nature of permanent work. 

Temporary workers may frequently find themselves in dependent, vulnerable, and 

manipulative relationships with the temporary help service and their cIient supervisors, 

according to Henson (1 996, p. 49). Hypothetically, temporaries retain the right to determine the 

conditions and hours of their work. Henson adds that temporary workers function in an 



uncertain environment and many believe that any transgression they made against their 

temporary help service agency work result in work deprivation (p, 54). This placed temporaries 

in a relatively powerless position in regard to their temporary help service company (Wenson, p. 

54). Henson states, "Temporaries reported that they rarely turned down, quit, or interrupted an 

assignment for fear of retribution from their agency counselors" (p. 55). Negrey (1 993) also says 

that temporaries reject offers of employment with caution so as not to convey to the temporary 

help services that they are unwilling to take an assignment (p. 61). 

Henson (1 996) notes there exists neither plentiful work or plentiful financial support for 

temporaries to exercise scheduling flexibility (p. 5 1). Negrey ( 1  993) says: 

But the temporaries also despaired of limited income. They had little discretionary 
income to spend on recreation and entertainment. Because their weekly earnings bareIy 
stretched far enough to cover necessities and long-term employment was not assured, the 
temporaries were compelled to work as many hours as were available to them to earn as 
much money as possible. (p, 67) 

Intermittently employed temporaries have little control over their work schedules. Negrey states, 

"They cannot anticipate when they will receive placement offers, nor can they anticipate the 

nature of those placements in terms of employer, location, pay, hours, and duration" (p. 73). 

Negrey (1993) indicates that variety on the job is attractive to individuals with relatively 

few skills because it relieves boredom {p. 6 1). Henson ( 1996) states, "Reintegration or 

reinvigoration of work through horizontal mobility, however, may be selativeIy supeficial" (p. 

1 08). Many routine office tasks are the same no matter what organization is the client company 

(Henson, p. 108). 

Many temporary workers had voluntariIy "disciplined themselves" to be compliant, 

persistent, and productive in hopes of securing future work, according to Henson (1996, p. 84). 

This attitude largeEy benefits the temporary help service and the client company, especially since 

loyalty is  rarely rewarded with wage increases, stability, or improved working conditions 

(Henson, p. 84). 



Temporary dissatisfaction. 

Temporaries interviewed by Henson ( 1  996) expressed a high level of dissatisfaction with 

their work (p. 85). The words they used to describe it included boring, monotonons, repetitive, 

routine, tedious, mundane, meniaI, awful, horrible, terrible, lonely, st ifling, degrading dead-end, 

and drudgery (Henson I996 and Parker 1994). Parker notes that employees may feel 

underutilized (p. F 03). He adds, "The popular phrase workers used to describe themselves and 

other temporary workers was "arm bodies.' In similar fashion the workers labeled the 

temporary companies 'flesh peddters"' (p. 1 13). 

Temporaries seek a degree of autonomy over their work, a relative degree of mental 

engagement, and some sociability on the job (Henson, 1996, p.87). Job changes hamper the 

temporary worker's chances to develop even a small degree of t rust  and autonomy, more 

interesting work, or even a stable work group, according to Henson (p. 109). 

Parker (1 994) says that employers desire flexibility, but temporary workers perceive this 

flexibility as uncertainty. Uncertainty is a distinguishing feature of temporary work. Parker 

states, ". . .for many it i s  the most salient and pervasive characteristic of temporary work" (p. 93). 

Once assigned a job, uncertainty spreads to idiosyncratic work procedures, lunch and break 

schedules, and even the location of workrooms, restrooms, and Iunchrooms (Parker, p. 95). 

These minor areas sf worklife are full of frustrating ambiguity (Parker, p. 96) 

Henson (1996) states, "..when the balance of control shifts to management, work 

becomes something to be endured. No longer capable of providing a sense of fulfillment or a 

sense of self, work becomes debilitating and a painful reminder of one's place in the worId" (p. 

112). Parker (1994) notes that assignments that may be said to last for two weeks, can be over in 

three days (p. 52). Parker asserts, 'Temps recognize that they are valued only when employers 



urgently need them" (p. 53). He adds that the temporary help services minimize individual 

differences among workers and desire those with predictable training and skill levels (p. 53). 

Many temporaries Negrey (1993) interviewed reported they had little free time, because 

they worked almost full-time, and little discretionary income because their earnings were low 

and insecure (p. 773. Temporaries whose work was intermittent reported their placements were 

unpredictable and unsteady. This situation left them with very much free time but little 

discretionary income. It also increased their social isolation as they waited for the temporary 

help service to call with m employment offer megrey, p. 77)- Negrey added that involuntary 

temporary workers view temporary employment as a last resort, they want fu2I-time work (p. 75). 

Government Employment of Temporary Workers 

Parker (1 994) affirms that temporary workers are being used in greater numbers by the 

government (p. 18). He adds that such use raises concerns about public sector human resource 

policy. Parker declares that the extensive use of expIicitty temporary workers in the public 

sector may undermine the delivery of government services (p. 193. 

Nye ( 1  988) indicates that many federal government operations are seasonal or cyclical in 

nature, such as the Internal Revenue Service's tax season (p. 26). Temporary workers are used 

to fill these peak-load staffing needs (Nye, p. 26). Public-sector employers use a significant 

number of direct hire, or in-house, temporaries, according to Parker (1994, p. 29). Parker states 

that government agencies are relying more and more on temporaries flexibility in dealing with 

workload fluctuations (p. 81). Parker notes that the federal Ofice of Personnel Management 

(OPM) oMicialIy encouraged the use of temporaries in the 1980s as a way to cut costs. 

Thousands of temporaries are directly hired by the federal government each year (9to5, 

1986, p. 13). Federal civil service regulations were relaxed in January, 1985, to permit the OPM 

to empEoy temporaries for as many as four years without offering benefits (the previous time 



limit was one year), reports 9to5 (1 986). The Washington Post reported in July 1985 that Donald 

I. Devine, director of the OPM, had advise federal agents to hire more temporaries in lieu of 

regular workers to improve management flexibility. By the end of January 1986, there were 

reportedly some 300,000 temporary workers in the executive branch alone (9to5, 1986, p. 13). 

In 1 989, OPM approved hiring temporary help service employees, according to Parker 

(1994, p. 82). The most common form of temporary employment in the federal government is 

"temporary limited employment,"' which has a "not to exceed" date. OPM must grant 

permission to f i l l  these temporary positions. The employees can be terminated at will, have no 

benefits for the first 90 days, are assigned the first step of a civil setvice grade, and have no 

upward mobility (Parker, p. 82). 

Estimates of temporary workers in government employment. 

Depending on the BLS definition used, public administration accounted for anywhere 

from 2.2 to 3.6% of the total number of contingent jobs in February 1995 and 5.0% of the 

noncontingent jobs (USDOL, 1995a, p. 10). Public administration employed T .2% of  the total 

number of temporary help agency workers in Febmary 1995 and 5.4% of the workers with 

traditional arrangements (USDOL, p. 14). Yet, Lucfano ( 1  993) says that government jobs are no 

longer a traditional safe haven, as 40% of municipalities cut their payrolls in 1992 (p. 158). 

Downsizing was by no means limited to corporate America during the early part ofthis decade, 

as government was increasingly expected to operate leaner. 

Henson (1996) declares that government at all levels should be an exemplar of rights and 

obligations concerning work (p. 168). Government could provide prorated benefits to temporary 

workers. The seIuctant of government to expjore the potential for prorated benefits is probably 

based on a consideration to keep costs at a minimum, yet it couId also be wntributing to a 



disconnect between jobs and benefits. Henson indicates there could, indeed, be a shift in the 

linkage between employment and benefits in the United States (Henson, p. 168). 



Chapter 5 

SETTING 

Introduction 

The purpose of this chapter is to describe the state of the temporaly help services 

industry in Texas and to provide some insight into the conditions for temporary workers at a 

Texas state agency, The literature on temporary workers i s  largely silent concerning 

government's use of temporary workers, and this information should partially fill that void. 

The Temporary Help Industry in Texas 

Davis and Wallis (1  997) state that Personnel Supply Services (SIC 736) in Texas is 

comprised mainIy of Temporary HeIp Services and Staff Leasing Services (p. 2). Davis and 

Wallis agree that the reasons for growth have been the increasing costs of benefits. They, 

however, add, "Personnel Supply Services have made it possible for some workers to obtain 

much needed benefits that they may otherwise not have access to, especially those working for 

smaller companies" (p. 2). 

About 190,900 workers were employed in Temporary Help Agencies in Texas during 

June 1997, according to Davis and WaIlis (1: 997, p. 2). The major firms employing temporary 

workers in Texas are highlighted in Table 5.1. This represents just over 2% of the State's 

workforce. Total employment in Texas has grown by 22% from January 1990 until June 1997, 

while Temporary Help Agencies has grown by about 84%. Statewide nonagricultural 

employment has an annual growth rate of 2.5% in June 1997, but the rate for Temporary Help 

Agencies was about 10.5% @avis and Wallis, p. 2). 



Table 5.1 

FW Services Inc. 
Interim Personnel 

Manpower International 
OIsten Home Health Care 

Source: From "Personnel Supply Services, by B. Davis and R. Wallis, June 1997, Texas Labor Market Review, 2-3, 

Employment in this industry may provide an economic indicator to analysts. Davis and 

Wallis (1 997) declare: 

If the economy begins to weaken, it is logical to assume that temporary workers will be 
the first employees to be released, thus providing a leading indicator of a general 
downturn in the economy. As conditions improve, employers are 1 ikely to turn first to 
temporary workers to help f i l l  manpower shortages, signaling a strengthening economy. 
(P. 2) 

The growth in Personnel Supply Services is cost driven (Davis and Wallis, 1997, p. 3). 

Temporary Help Services give companies the freedom to hire employees by the project without 

the administrative costs associated with hiring permanent workers. 

Temporary Help Industry Penetration Analysis 

In a 1997 size penetration analysis performed by The Ornnicorp Group of New London, 

New Hampshire, Texas ranked among the top seven states in the percentage of total nonfarm 

employment accounted for by temporary help employment (Ornnicorp, 1998). Texas' 

percentage was 2.06. Arizona was at the top with 2.3 1 %, followed by Rhode Island, 2.26; 



Delaware, 2,24; Oregon, 2.13; Florida, 2.07; and Georgia with 2.06, tied with Texas. The lowest 

percentage was 0.54% registered in AIaska and North Dakota, 

The analysis also measured the penetration of total nonfarm payroll by the temporary 

help payroll (Ornnicorp, 1998). Texas was among the top five in this analysis at 1.1 0%. The 

leader was again Arizona at 1.27, followed by Delaware, 1.16; New Hampshire, 1.14; and 

Oregon, tied with Texas at 1.10. The lowest payroll penetration was recorded in North Dakota at 

0.3 I % ,  The employment penetration is  significantly higher than the payroll penetration 

(Omnicorp). 

A growth penetration analysis showed that Texas nonfam employment rose by 2.08% 

from 1996 to B 997, but employment in the State's temporary help service industry rose 5.7 1 % 

(Qmnicorp, 1998). The penetration o f  temporary help employment growth into total nonfarm 

employment growth (temporary help service growth divided by total nonfam employment 

growth or 938611 72 100) equaled 5.45% (Omnicorp). 

A competitive analysis of temporary staffing by state for 1997 showed that Texas had 

1,287 temporary help establishments with over 173,000 workers (Omnicorp, 1998). The fim 

average was about 135 workers. The annual payroll for temporary help service f i rms was over 

$2-6 billion or about $2 million per establishment. Only California had more establishmefits, 

more employment, and a higher total payroll for 1997 (Omnicorp). 

Media Attention on State Temporary Workers 

An article about tempomry and contract workers on the state payroll was picked up by 

the Associated Press and appeared in newspapers across Texas in late December 1997. The focal 

point of the article was that a growing number of temporary and contract workers were king 

utilized by Texas state agencies, but they were not reflected on the official state payroll. 



Furthennore, state off!cials reported that they did not know exactly how many workers were 

being utilized on a contingent basis. 

While the focus of this research is not to validate or report on temporary workers who 

may or may not be reflected in agency budgets, there are some significant elements in the 

Invitations for Bid (IF"Bs) issued by Texas state agencies for temporary help services (see 

Chapter 6 for a discussion of the IFBs). An important point that the content analysis revealed 

was that state agencies often do not designate who has expenditure authority within the agency, 

and they often do not require reports by the vendors. These factors could potentially lead to a 

lack of infomatiofi about how a state agency uses temporary workers and exactly where they are 

being utilized. 

Temporary Workers in Transition 

In Februasy of 1998 the Texas Workforce Commission (TWC) required all of its directly 

hired temporary workers to become ernpioyees of a vendor, Kelly Services. The transition 

coincided with the effective date of a contract between TWC and Kelly Services. This situation 

presented a unique opportunity to interview three former stalte temporaries who went to work for 

a private contractor. The perspectives offered by these individuals are interesting and shed some 

light on what it is like to be a temporary worker, both as a directly hired state agency employee 

and as an employee of a temporary help service. 

Demographics. 

The three temporary workers interviewed did not exactly match the profile of temporary 

workers presented in the literature. Two were female and one had little previous work 

experience, but the similarities with the literature ended there, All of the three were college 

educated (one with a masters degree), and two had extensive prior work experience and were 



attempting to return to state employment foIlowing ventures in the private sector. Two had 

previous experience as temporaries, but only short-tern stints (less than one year) as directly 

hired state temporay workers. None of the three had ever been employed previously by a 

temporary help service. 

The work search. 

Two of the three were seeking permanent work when they were initially hired by the 

TWC. The third was open for permanent or temporary work. Only one was seeking work 

specifically at a state agency when hired by the TWC, but all indicated they would accept 

permanenlt work at the agency. AT! had applied for permanent work at the agency, but only one 

had applied outside the agency. This compIiments the literature which indicates most 

temporaries are seeking and prefer permanent work. White ail indicated they wanted permanent 

work, none expressed any sort of panic or apprehension about the search. Generally the feeling 

was that it might take time, but something would evenhafly become availabh. 

Benefits and pay. 

The benefits situation fit the expectations raised in the literature that as temporary heIp 

service employees they would have little or no benefits. As TWC temporaries, they received 

essentially the same benefits as regular employees, sick and vacation leave, retirement, health 

insurance, and holidays. W h e n  the temporaries began working for Kelly, the benefits they 

uniformly expressed missing the most were paid ho!idays, sick leave, and health insurance. The 

workers indicated, as the literature mentioned, that they had to work for the temporary help 

service for a certain number of hours before they would be eligible for any benefits. 



A11 noted that they were receiving the same pay from the temporary help agency that 

they had received from W C .  TWC had negotiated with the contractor to insure that workers 

who were already on TWC's payroll would be kept at the same pay level. 

The temporary help service. 

Two of the three had had at least one contact with Kefly other than an orientation. The 

two had sought additional work on a state holiday to make up lost wages. The temporary 

workers said they were oflered work that was not conveniently located and paid less than their 

W C  wage, so the workers declined. None expressed any displeasure with the temporary help 

service other than the lack of benefits. Generally, the workers were complimentary of the staff 

and the speed with which the service paid them. 

Training. 

The temporaries noted that the temporary help service had offered training, but that the 

distance to the office location and the hours were not convenient. The tempomy workers 

indicated that they could get on computers at the temporary help services from 7 to 7:30 in the 

morning. The workers indicated that most of the training they had received at TWC had been 

on-the-job training. Two of the temporaries indicated they would like to have received more 

computer training from TWC. 

Socializatiou. 

AIE of the temporaries stated that they had been received as equals by their co-workers at 

TWC. The temporaries all expressed that they had not been treated any differently than the 

regular staff by the supervisors. The units in which these temporaries worked were accustomed 

to having temporary workers and that may have contributed to the general feeling that the regular 



workers were not threatened by or unreceptive to the temporaries. This fits Belous' ( 1  989) 

description oFa smooth-running human resource system in which the core workers an: convinced 

the use of temporaries is in the core workers' best interests. 

Conclusion. 

The n V C  temporaries who were required to go to work for a temporary help service 

appeared to be v e y  understanding of their situation and the state agency's situation during the 

transitional period. The loss of benefits such as sick leave, holidays, and health insurance was 

the source of most of their displeasure. Generally, however, they were not displeased. The 

temporaries interviewed were all well educated, and two had significant prior work experience, 

In short, they were likely much more confident that they would eventually land permanent work 

than many temporaries might be. As a side note, all three secured permanent work within a short 

time after the interviews were conducted. 

Summary 

Chapter 5 indicates the growing importance of the temporary heIp indushy in Texas and 

ofless a glimpse of the experiences that temporary workers encounter. The role of the invitations 

for bid are also discussed. The research methodolow is described in the next chapter. Also 

included in Chapter 6 is  a discussion of the elements in the descriptive categories and whether 

they originated in the literatuse or in a review of the invitations far bid. 



Chapter 6 

METHODOLOGY 

Introduction 

The purpose of this chapter is to present the methodology used to conduct the research 

associated with this project. Texas state agencies issue Invitations for Bids WBs) for temporary 

help services, and the research for this project is  a content analysis of 20 of those IFBs. A 

discussion ofthe research technique and the particular aspects of this project are provided here. 

The Invitations for Rid 

An IFB is essentially a communication from a state agency to the potential vendors that 

specifies the services or commodities sought. IFBs (see Appendix D) are issued by agencies for 

the procurement of services and for the procurement o f  commodities over $10,000 in value. 

Literally hundreds of IFBs are issued annuatly by state agencies. Allan Robinson, purchasing 

manager at the Texas Workforce Commission (TWC), indicated that a large agency like the 

TWC would issue as many as 500 IFBs annually (A. Robinson, personal communication, July 1, 

1998). 

The IFBs form part of a contractual ag-reement between the agency and the vendor. The 

bid submitted by the vendor represents the other part of the agreement. Robinson ( 1  998) reports 

that the terms and conditi~ns on the IFB are those for the contractual agreement. These terms 

and conditions are binding once the document is  accepted by both the agency and the vendor (A. 

Robinson, personal communication, July 1 ,  1998). 

The IFB process is fairly straightforward. Ken Snow, a procurement officer for the 

General Services Commission (GSC), describes the process for e service contract, such as 

temporary help, as follows (K. Snow, personal communication, July 7, 1998): 

1. The state agency identifies the need for a service or product. 



2. The agency drafts an invitation for bid, which describes the service or product 
desired. 

3. If the service contract is for $100,006 or more it must be submitted to the GSC for 
pre-approval. 

4. GSC reviews the contract and delegates it back to the issuing agency. 

5 .  The agency publicizes the TFB through the central master bid list and by contacting 
potential vendors. 

--- - - 6. Bids must be received by a specified due date and are then evaluated and awarded. 
= .  - - 

- -- - 

(' lFBs for service purchases of than $100,000 can be issued directly by the state agency. The 
(\ . . - . -  - 

central master bid list is maintained by the GSC. Vendors pay to be included on the central 

master bid list and register by specific commodity or service category. The GSC defines 

services as the furnishing of skilled or unskilled labor such as temporary personnel, but does not 

include professional and consulting services (GSC, 1998). Although services up to $100,000 am 

delegated by the GSC, agencies must solicit competitive bids whenever possible. Agencies are 

also required to establish and maintain review and protest procedures consistent with those of the 
.- - -- , -.., 

,+. 
GSC (GSC). r j r  

Content Analysis 

The research question is addressed through a content analysis of the Invitations for Bid 

(FBsX and the IFB serves as the unit of analysis. Babbie (1995) states, "Content analysis 

methods can be applied to virtually any form of communication'" (p. 307). Content analysis is 

particularly weIl suited for the purpose of this research project which is to describe the JFBs 

issued by Texas state agencies for temporary help semices. Examining the various sections of 

the IFBs does appear to be the best way to approach a descriptive project such as this one. 

Content anatysis allows for a detailed examination to be conducted of the documents, which 



should be the best and most practical approach to this project among the various research 

techniques available. 

Objectivity, a Systematic Approach, and Generality 

Definitions of content analysis are plentiful, but perhaps one of rhe most concise was the 

following: 

Content anaIysis is a phase of information-processing in which communication content 
is transformed, through objective and systematic application of categorization rules, into 
data that can be summarized and compared, (Paisley, as cited in Holsti, 1969, p. 3). 

Carney ( 1  972) presents a second definition that has utility as well. He indicates that content 

analysis i s  a procedure for asking a fixed set of questions consistently of a predetermined body 

of writings, in order to produce countable results (p. 6).  

Holsti (1969) notes that content analysis shouZd incorporate objectivity, a systematic 

approach, and generality. Objectivity requires that each step in the research process has to be 

performed under explicitly stated rules and procedures. Even the simplest, most mechanical 

form of content analysis requires that the researcher use judgment in making decisions about the 

data. (Holsri, p. 3) 

Holsti (1969) adds that the researcher must be systematic. This means that the inclusion 

or exclusion of content or categories is handled by consistently applied rules (p. 4). Holsti 

states, "This requirement clearly eliminates analyses in which only materials supporting the 

investigator's hypotheses are admitted as evidence" (p. 4). It also suggests that categories be 

defined in a way that allows them to be used according to these consistently applied guidelines 

(P. 4) 



Generality, declares Holsti (19691, means that the results must have some theoretical 

relevance. He elaborates that this means content analysis must be concerned with comparison, 

and the type of comparison is driven by the investigator's theory (p. 53. 

Holsti (1969) states, "The most restrictive definitions are those which require that 

content analysis measure thekequency with which symbols or other units appear in each 

category" [author's emphasis] (p. 5). George (1959) indicates that most who write about content 

analysis make quantification a part of their definition of content analysis. As a result they often 

exclude the qualitative approach as being something rather than a part of content analysis (p. 8) 

George (1959) expresses the notion that because a content feature occurs more than once 

within a communication, it does not require that the investigator count its frequency. He states, 

"The important fact about that content feature for his inference may be merely that it occurs at 

all within a prescribed communication" (p. 1 1). Holsti ( 1  969) indicates that the researcher 

should use qualitative and quantitative approaches to content analysis in order to supplement 

each other (p. 1 I). 

Objections to Content Analysis 

Carney (1972) declares, "There is no general appreciation of the range and 

interconnectedness of the problems involved in conducting a common or garden content 

analysis'' (p. 10). He presents some of the objections to content analysis, which should be 

known to readers of research that utilizes this technique. Carney notes that one objection to 

content analysis is that certainty is not attainable any more than it is by impressionistic reading 

and the extra labor required may be pointless (p. 1 I ). Carney adds, however, that, "The content 

analyst has still to envolve [sic] and then test his analytical infrastructure, and to conduct a 

rigorous investigation of the text" (p. f 2). This would equate to developing and testing the 

conceptual framework and using it to investigate the documents in this study. 



A second objection to content analysis that Camey notes i s  that by focusing nttttention on 

a topic, content analysis restricts the researcher (p. 13). Investigators, however, should be we11 

aware of what they might be restricting, according to Carney (p. 13). While descriptive 

categories could be limiting, it remains for the individual researcher to be familiar with the 

subject to avoid restrictions. The research method is only a tool, and the product depends on the 

researcher. Finally, Carney states there i s  the criticism that subjectivity is inherent in the process 

of content analysis. (p. 14). While this argument may have some validity, Carney suggests that it 

is an overgenera1ization (p. 14). 

Carney (1 972) declares that content analysis can be performed only when a great deal is 

known about the subject and its background. Carney states, "Content analysis is an art. As such, 

it cannot be better than the craftsman who emplays it" (p. 16). 

Advantages of Content Analysis 

Carney (1972) describes some of the advantages of content analysis: 

First, you can be sure what you have been looking for and where you have been looking 
for it. Secondly, the reader can check on how the facts were obtained.. . Thus, you may 
not only see ways of posing a question which you had not been able to pose objectively 
before, you may also come upon new kinds of questions to pose. (p. 17) 

The lFBs researched are maintained by the GSC, or the documents may also be accessed at the 

individual state agencies which originally issued the IFBs. A review of the IFBs was the source 

for several of the elements in the coding scheme. Camey adds that makes it easier to take the 

logic of inference into account, along with everything else, right from the time the construction 

of analysis begins (p. 18) Carney states because of this, ''...it is far easier to assume a critical 

poshre when reading a book or listening to a talk" (p. 19). 



Coding in Content Analysis 

Babbie (1 9973 indicates that coding is important in content analysis for refining the 

conceptual framework and prescribing the methods for observation in relation to that framework 

(p. 3 1 I ) .  The coding sheet allows for the operationalization of the descriptive categories. The 

analysis focuses on what elements are present and the degree to which those eIernents are 

represented. The coding procedure is as foIlows: 

Coding Procedure for Analysis of Invitations for Bid 





The coding procedure utilizes a "yes" or "no" to indicate if a particular element is 

included or not. A coding sheet has been prepared for each IF14 and the frequency of each 

answer has been determined. The frequency indicates which elements are common to state 

agency IFBs. The degree has also been assessed and it represents the number of lines devoted to 

each element. T h i s  information was used to obtain measures of central tendency for each 

element. 

G e n m l  information concerning the IFBs has been provided in addition to the 

information from the ceding sheets. This information includes the agencies represented, the 

lengths of the IFBs (in pages), and other pertinent facts found in the documents. 

Sarnplin~ Frame 

The sampling frame is  the TFBs issued by Texas state agencies which were filed at the 

GSC. State agencies are assigned a three-digit numerical code, and this code comprises the first 

three digits of the bid numbers assigned by the GSC. A random selection of the three-digit codes 

assigned to Texas state admjnistrative agencies with more than I00 empIoyees was drawn. The 

list of agency codes was provided to the GSC with an Open Records request to provide one IF$ 



per agency (up to 25 agencies) for the current state fiscal year. More than 25 agency codes were 

provided in case some agencies had not issued an IFB during this period. 

The GSC requested that the agency codes be provided to make it easier for them to 

check on the availabiljty of an IFB by agency. The list of agencies was initially limited to onIy 

those with mom than 100 employees because the literature indicated that larger organizations 

had a higher likelihood of using temporary workers. 

The sample d m  by the GSC yielded 27 IFBs. One was not used because it was from a 

state educational institution rather than a stare administrative agency. Two agencies each had 

two FBs  selected. Cost did become a consideration since the GSC charged ten cents per page 

for copying the IFBs and an hourly rate for staff time to locate and copy the documents. The 

total cost for the documents was over % 1 10. 

Supplemental Lnfarmafion 

Since the natwre of this research is  descriptive, the results will primarily be narrative, 

Each of the categories from the coding scheme is  discussed, and comparisons are made between 

the elements and with the literature. 'Sables, graphs, and charts are used as appropriate to 

emphasize items of patlicrtlar interest. 

Information gathered from the interviews with temporary workers who were initially 

employed by the TWC and later by a temporary help service are presented in the Setting 

Chapter. These interviews are to illustrate the changes that temporary workers at Texas slate 

agencies may experience if the agencies cease direct hiring and begin contracting with temporary 

help services. A complete transcript o f  these interviews is included in Appendix C. 



Conceptual Framework 

The conceptual framework for the study of the IFBs was composed of descriptive 

categories. The categories in the coding scheme were taken from the literature and a review of 

the ZEBs, Chapter 3, Temporary Help Services, and Chapter 4, Temporary Workers, were the 

sources for many of the categories, The elements within the categories were tied to specific 

portions of the literature or to specific items which were noted in the review of the IFBs (see 

Table 6.1). The dements represent a summary of the items which one would expect to find in a 

document such as the IFB. The dements essentially represent terms and conditions for n 

contractual agreement between the successful vendor and the state agency which issued the IFB. 

Table 6.1 

Sources for the Descriptive Categories and Elements of the Coding Scheme 
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Summary 

Chapter 6 reviewed the methodology and the conceptual framework, indicating the 

sources for the elements in the coding scheme. The literature concerning the temporary heIp 

industry was a rich source for the elements within the descriptive categories. The analysis of the 

IFBs is presented in the next chapter. 



Chapter 7 

RESULTS OF ANAZYSTS 

Introduction 

The purpose of this chapter is to present the results of the content analysis. A 

description of the most common items and those eIernents emphasized in the IFBs are presented. 

The categories are discussed separately, and tabular data reflecting the results of the coding for 

each category are presented. 

The Tnvitadiona for Bid 

The 20 Invitations for Bid (IEBs) that were examined represented 1 8 different Texas 

state administrative agencies. The IFBs examined included 252 pages of text, an average length 

of 12.6 pages. The longest was 51 pages, and the shortest was 3 pages. The median number of 

pages was 8.5. Three IFBs had 7 pages and three had 12 pages, so there were two modal values. 

Only 4 of the 20 IFBs had more than 12 pages and they had 22,24,32, and 5 1 pages 

respecltively. There was then a rather wide dispersion in the lengths of the IFBs, and the 

tendency was for the documents to be a relatively modest length. 

The coding structure consisted of 10 categories and a total of 43 elements within those 

categories. The length of an IFB had a slight positive correlation with the number of individual 

elements represented in the document. The shortest documents, two had three pages, included 3 

and 19 elements, respectively. The longest document, 51 pages, had only the second most 

elements at 38. The third longest document, 24 pages, had the most elements at 48. The ovesaIl 

correlation factor was 0.645338, a value closer to one wouId represent a stronger positive 

relationship and a value closer to zero would represent a lack of a relationship. Values below 

zero would likewise represent a negative relationship. While the longer IFBs devoted more 



space to the treatment of the individual elements present, they did not necessarily represent 

more elements. 

Standardized Page 

Ten of the 20 lFBs examined included a standardized page which provided information 

in 6 of the 10 categories under review. The categories and the E 1 individual eIements within 

those categories which were affected are listed in Table 7.1. 

Table 7.1 

Contents of a Standardized Pane Found in Half of the Invitations for Bid 

P w E r n r  
. /;h 

Bid Evaluation Conditions for bidding requirements. 
Agency reserves right to reject any or all bids. 
Specified procedure to foIlow in case of tie bids. 
Affirmation that nothing of value was received for 

bid submittal, 

Contract period is specified. 

Exempt from StatelFederal excise taxes. 

Personnel ActivEt ies Pre-Placement 
Vendor to f i l l  job orders within a specified time 

Conditions for subcontracting: 
Historically Underutilized Businesses 

Work hours specified. 

Post-Placemen t 
Condition of temporary employees provided. 



This  page provides a minimal level of information on bidding requirements, but much of 

the space is dedicated to the procurement of any product, not specifically labor. The text 

includes some items such as the furnishing of samples and manufacturers' warranties, which are 

not applicable for temporary !abor procurements. 

Bid Evaluation 

The standardized page provided all of the information on conditions for bidding 

requirements among the IFBs. This efernent accounted for 37 lines in each of the 10 IFBs that 

included it, a total of 370 lines (see Table 7.2). This was the third highest number of lines 

dedicated to any one element, One agency included another 56 lines specifically on bid 

submittals, which was not reflected in the totals. Clearly the bid process was not something the 

agencies saw as requiring specific information in the IFBs. 

Qther elements from the standardized page included the agency's sight to reject any or 

all bids, a specified procedure to follow in case of tie bids, and an afimation that nothing of 

value was received for the bid submitta1. These dements were also included only on those IFBs 

which included the standardized page, although they represented only a very few lines of text. 

The mast common item in the Bid Evaluation Category was the description of the 

elements that would serve as the evaluation criteria. This item was on 60% of the IFBs. The 

weights of the elements under consideration were included on only 4 of the 20 IFBs. It was 

surprising that the evaluation criteria were not described better. There was a definite lack of 

consistency and uniformity in conveying information on the bid process. 

The designation of an agency point of contact for the bid process was the second most 

common element in this category, although it was only on 55% of the IFBs. Still it managed to 

be almost as widespread as the evaEuation criteria and more univwsal than the weights of the 

evaluation criteria under consideration. 



Table 7.2 shows the totals far the Bid Evaluation Category. IncIuded are the total 

number of lines by element, the average number of lines for only those IFBs that included the 

element, and the count of TFBs that induded the element. 

Table 7.2 

Bid Evaluation 

Total Number 
of Lines Average* Count 

Conditions for bidding requirements specified. 370 37.00 10 
Agency reserves right to reject any or at l bids. 22 2.20 10 
Agency point of contact designated. 74 6.73 1 I 
Specified procedure to follow in case of tie bids. 10 1 .OO I0 
Elements that will serve as evaluation criteria. 87 7.25 12 
Weights of the elements under consideration. 22 5.50 4 
AMirmation nothing of value received for bid submittal. 60 6.00 10 
* The average numhr of lines when element is included (linesleount). N=20 

Contract Period 

The only element to appear in all 20 IFBs was the specification of the contract period 

(see Tabte 7.3). Terms for renewing the contracts, including the length of the renewal periods 

and other conditions, were evident in 70% of the JFBs. It is logical that the contract period was 

specified in all the IFBs, it is  surprising that it was the only element common to all the IFBs. 

Relatively speaking, the contract period was the category which was best represented in 

the IFBs. The specification of the contract period is very straightforward and would be 

necessary for a vendor to know in preparing a bid. 



Table 7.3 

Contract Period 

I Total Number I 
of Lines Average* Count 

Contract period is specified. 36 1.80 20 
Renewable For how long and under what conditions, 66 4.7 1 14 

The average number of lines when element is included (linedcount). N=20 

Types of Workers 

Job titles for the types of workers required were found in almost all of the IFBs (see 

Table 7.4). Only one failed to specify job titles, making this the second most common element 

after the specification of the contract period. The IFBs included 173 total job titles (see 

Appendix B), which represented 101 different occupations. The most frequently listed job titles, 

each listed six times, were Administrative Technician I and Administrative Technician 11. Clerk 

III, Receptionist, Secretary 111, and Switchboard Operator were each listed five times. General 

ofice occupations represented 67 of the 10 1 different occupations listed and 125 of the 1 73 total 

job titles. The heavy concentration of ofice and clerical occupations is in line with the 

expectations derived from the literature concerning the occupations in which temporary 

employment is concentrated (see Table 4. I). 

Job specifications were provided for 14 of the 20 JFBs, but this element was the largest 

by far in the number of lines devoted to the subject. Job specifications accounted for 1,349 Iines 

of text, over twice as much text as was provided for the next largest item. Many of the IFBs 

included detailed job specifications, one with over 500 lines of text. The average for a11 lFBs 

was over 96 lines of text for job specifications. 

Skill levels desired was the fourth largest element in terms of lines of text at 365 lines. 

This element was indicated on just over half of aFI the IFBs, and over half of the information 



provided came from only two ofthe IFBs. Wile a few agencies did an excellent job of 

providing the desired skill levels, most provided either a limited amount or no information, 

Table 7.4 

Types of Workers Required 

Total Number 
of Lines Average* Count 

Job titles provided for a!I types of workers. 173 9.1 1 19 
Job specifications provided for all trpes of workers. 1349 96-36 
Desired skill levels are indicated. 365 33.18 
* The average number of Lines when element is included (lineslcount). 

Pricing 

The most information provided in this categov was for wage rates and specifically dealt 

with how long they were good for and whether or not they would change. Seventy percent ofthe 

ZFBs included this element (see Table 7.5). Other items that were evident in half of the lFBs 

were that the agencies were exempt from state or Federal excise taxes and the setting of a 

minimum wage rate for temporary workers by the state agencies. Almost half of the IFBs 

discussed an overtime wage rate for temporary workers. 

The remainder of the items in this category were not very well represented in the IFBs. 

Wage increases tied to economic indicators and formulas for determining increases were not 

widely used, but generally fit expectations from the literature. Most of the literature indicated 

that client companies were seeking to keep labor costs down and, in this vein, it is unlikely that 

wage rate increases would be granted over the life of what were usually annual contracts. It is 

somewhat surprising, however, that some of the IFBs included terms for renewals yet failed to 

specify how wages could or would be adjusted in the event of renewals. Only 15% of the IFBs 



made any mention of associated costs, and only one agency specifically mentioned travel costs. 

The temporary workers this agency was attempting to procure would be required to travel and 

the IFB reflected this situation. 

TabIe 7.5 

Pricing 

Total Number 
of Lines Average* Count 

Associated costs such as travel, labor, etc., included. 11 5.50 2 
Wage rate increases: 

I .  Wages good for how long and would they change. 55  3.93 14 
2. Wage increases tied to economic indicators. 14 7.00 2 
3. Formulas are provided for potential increases. 13 4.33 3 

Agencies exempt from StateRederal excise taxes. 20 2.00 10 
Minimum wage rates set for temporary workers. 47 4.70 10 
Overtime wage rat= are set. 22 2.44 9 
Profit margins must be declared. 14 4.67 3 
* The avmge number of lines when element is included (linedcount). N=20 

Another 15% of the IFBs required that the profit margins on the temporary workers be 

declared by the potential vendors. This requirement likely reflects a concern that a public sector 

agency not pay excessive rates for temporary labor, Public employment is and should be a more 

open environment, and it would seem that the profit margins would be of interest to the client 

organizations. 

Pre-Placement Personnel Activities 

The fourth most common element was in this category, and it was the specification of 

work hours, included in 90% of the IfBs (see Table 7.6). Contributing to its high presence was 

the fact that i t was included on the standardized page that was in I0 of the 20 IFBs. Other items 



from the standardized page in this category included elements that the vendor was to fill job 

orders within a specified time and the general conditions for subcontracting. These two items 

were included in only 4 and 3, respectively, of the 10 IFBs without the standardized page. 

Table 7.6 

?re-Placement Personnel Activities 

Total Number 
of Lines Average* Count 

Vendor responsible for filling orders in specified jobs. T 4 2.80 5 
1 Vendor to fill job orders within a specified time period. 134 9.57 14 
Conduct csi minal backgromd checks. 23 4.60 5 
Testing workers to insure they meet job requirements. 7 1.40 5 
Training of temporary workers. 2 1 5.25 4 
Provide agency-specific orientation training. 5 2.67 3 
Conditions for subcontracting: 

I .  General conditions. 4 1 3.15 13 
2. Texas Industries Blind & Handicapped 16 4.00 4 
3. Historically Underutilized Businesses 31 1 31.10 10 

Work hours specified. 56 3.1 1 18 
Work location specified. 4 1 3.42 12 
Right of agency to review qualifications 18 3.60 5 
References provided on request.. 69 9.86 7 

The average number of lines when element is included (lineslcount). N=20 

A surprising fact was that several items appeared in onfy 25% or less of the IFBs. These 

items included: 

rn The vendor was responsible for filling orders in specified jobs. 

Criminal background checks would be conducted. 

Woxken would be tested to insure they met the job requirement. 

Temporary workers would be trained. 

The temporary help services would provide agency-specific orientation training. 



The agency retained the right to review the quajifications of the temporary workers. 

The work location was specified. 

In an interesting aspect, only one IFB contained any infomation at ajl regarding conflicts of 

interest. The JFB that did include this information had a fairly extensive section (34 lines) on the 

topic. The literature from the temporary help industry indicated that employees were 

interviewed, tested, and trained. Information from outside the industry tended to downplay these 

aspects of temporary employment. The evidence from the IFBs shows a clear tendency to 

support the notion that adequate attention is not given to these functions by the state agencies. A 

lack of attention to these functions in the IFBs does not necessarily mean the vendors would not 

perform these tasks, but it certainly raises questions about the selection and preparation of 

temporary workers for the public sector. 

Post-Placement Personnel Activities 

The standardized elements affected only one item in this categoy, the condition of the 

temporary workers provided. This was, however, the most prevalent item of this category in the 

IFBs at 70% coverage (see Table 7.7). The replacement of tvorkers to avoid intemptions in 

senrice was noted in 1 I of the 20 IFBs, and conditions for removing workers was present in half 

of the IFBs. One IFB had an excellent section on the removal ofworkers. 

Anothet interesting note is that two of the IF3s did include sections on raises and 

promotions for the temporary workers. Although only 10% of the IFBs included this 

infomation and the total number of lines was only seven, it does show some concern far the 

industriousness of the temporary workers sought. It is not surprising that most IFBs did not 

include such provisions based on much of the literature and the nature of the temporary jobs 

being filled. 



Table 7.7 

Post-Placement Personnel Activities 

Total Number 
of Lines Average* Count 

Condition of tempomy employees provided. 131 9.36 1 4 
Punctuality and attendance of temporary workers. 7 2.33 3 
Insure compliance with security requirements. 48 9.60 5 
Replacement workers to avoid intemptions in service, 49 4.4 5 11 
Conditions for removing temporary employem. 79 7.90 10 
Provisions for raises and promotions. 7 3.50 2 
* The average number of lines when element is included (linedcount). N-20 

Invoicing and Payment 

The preparation of invoices was covered by 80% of the IFBs and in some detail, an 

average of over 1 0 lines for each IFB that included the element on invoice preparation. The 

remaining items in this category, however, did not gamer much attention (see Table 7.8). In fact, 

no other element was represented on more than 30% of the IFBs. The story here is that the IFBs 

were largely silent on invoicing and payment, other than the preparation of invoices. 

Table 7.8 

Invoicing and Payment 

Total Number 
of Lines Average* Count 

Preparation of invoices. 169 f 0.56 I 6  
Pick-up and delivery of payroll documents. 24 4.00 6 
Vendor preparation of all payroll work. 15 3.75 4 
Vendor pays all employment taxes, 50 8.33 6 
* The average number of limes when element is included flineslcount). N=20 

, 



Legal Requirements 

Certifications of compliance with a variety of state and Federal laws was the most 

prevalent element in this category. It was also the second largest of all the elements with 607 

lines, a distant runner-up to the job specifications category with 1,349 lines. Thirteen different 

compliance certifications were spread across I8 of the 20 IFBs (see Table 7.9). Only two of the 

certifications were on as many as half of the IFBs, Child Support Enforcement and Civil 

RightslEEO certifications. Nine of the compliance certifications were only on four or fewer of 

the IFBs. One agency included as many as 9 of the 13 certifications, but most (75%) included 

only four or fewer certifications. Although a high number of certifications were noted overall, 

there was littie consistency among the ones required by the different agencies. Often the 

certifications required were relevant to the mission of the agency. 

Table 7.9 

Compliance Certifications Required by Texas State Anencv Invitations for Bid 

Total Number 
of Lines Average* Count 

Compliance Certi f catf ons, Total 607 33.72 18 
1. Child Support Enforcement 146 13.27 1 1  
2. Fair Labor Standards Act 25 6.25 4 
3. Workers Compensation 109 54.50 2 
4. Clean Air and Water Certification 13 4.33 3 
5. Ene~gy %!icy and Conservation Act 7 3.50 2 
6. Immigration Reform and Control Act 23 3.29 7 
7. Open Records Act 3 1 10.33 3 
8. Non-Govmmenlal Contractor Certification 56 18.67 3 
9. Americans with Disabilitites Act 13 2.60 5 
10. Occupational Safety and Health Act 5 2.50 2 
1 1. Civil RightdEEO 6 1 6.10 10 
12. Debarment Certification 17 5.67 3 
13. Lobbying Certification 10 1 33.67 3 
The average n u m k  of lines when element is included (lineskount). N=20 

- 



The second mast common element in this category was insurance requirements, which 

was included on 75% of all the IFBs (see Table 7. t 0). ActuaIly, given the public aspect of these 

organizations, it was somewhat surprising that all of  the TFBs did not include insurance 

requirements. The fiduciary responsibilities and the: need to safeguard the public's trust would 

seem to be a strong incentive to insure proper insurance coverage by vendors. 

Table 7-10 

Lena! Requirements 

Total Number 
of Lines Average* Count 

Vendor insurance requirements. 2 10 14.00 15 
Responsibility for errors and omissions. 94 10.44 9 
Agency restrictions on nepotism. 14 3.50 4 
Compliance certifications. 607 33.72 18 
* 'Fht average number of lines w h  element is included (lines/count). N=20 

Contractor Performance 

This section was perhaps the most revealing. On!y one IFB (5%) specified the quality of 

the services to be performed by the temporary workers, and only three TFBs includqd even 

general performance criteria (see Table 7.1 1). The general criteria related to factors such as 

availability of qualified personnel, attendance, and competency levels, but they failed to set 

specific levels of achievement. Twice as many (two IFBs) had specifications on how long the 

vendor had to return phone calls. One IFB, however, had three unique elements. It required 

that: 1 )  vendors were able to submit resumes of prospective workers 90% of the time; 2) the 

workers were able to meet minimum qualifications 90% of the time; and 3) penalties would be 

assessed for failure to meet these criteria. While these elements do not demand a certain level of 



performance by the workers themselves, they at least demand a cettain level of care and 

cooperation from the vendor. They may also insure rhat the agency gets a better overall quality 

of worker. 

Table 7.1 1 

Contractor Performance 

Total Number 
I of Lines Average* Count 
General performance criteria. 29 9.67 3 
Vendor to return phone calls within specified time. 4 2.00 2 
Quality of services to be performed 17 17.00 I: 
Performance monitoring is conducted. 6 6.00 1 
Maintain reports of assignments and reqwests. 14 14.00 1 
* The avesage number of lines when element is included (linedcount). N=20 

More disturbing, only one IF13 indicated specific reports it required from the potential 

vender. These reports included monthly summav reports by division, job orders received by 

division, a summary of temporary workers by Equal Employment Opportunity (EEO) category, 

and a summary of subcontracting activity. This lack of emphasis on reporting brought to mind a 

comment in the literature that many organizations did not know how many temporary workers 

were being utilized or in what capacities. 

This category indicates that the lFBs omit a key element of contracting - demanding a 

specific level of service. It is clearly not in accord with the literature on contracting and contract 

monitoring. 



Agency Responsibilities 

Th is  is another category that was lacking. No element in this category was on more than 

35% of the TFBs (see Table 7.12). The most common element covered the hiring of temporaries 

by the agency as regular employees. Generally this element specified that temporaries could be 

hired by the client agency without the payment ofa  fee to the vendor. 

Table 7.12 

Anencv Responsibilities 

Total Number 

of Lines Average* Count 
Determine who has expenditure authority. 37 12.33 3 
Preparation of vouchers for wage payments. 6 6.00 1 
Notify contractor of improper behavior. 2 2.00 1 
Miring of temporaries as regular emptoyees. 29 4.14 7 
* The average number of lines when etemcnt is included (lincdcount). N=20 - 

OnIy three IFBs addressed the issue of who within the state agency had expenditure 

authority. This seems to connect to the statement in the literature that many organizations don't 

know how many temporary workers they have or where they might be working. It also connects 

to the lack of reports on temporary staffing by the vendors (see Invoicing and Payment). 

Only one TFB addressed notifying the vendor of improper behavior by a temporary 

worker. Generally, this category reflected a lack of emphasis on the role of the state agencies as 

responsible client organizations. 

Special Requirements 

The special requirements covered a broad range of elements from parking to tax 

delinquency. The most common item in this category was the cmcellatiodtermination 



provisions found in 75% of the IFBs (see TabIe 7.1 3). None of the other elements were found on 

more than 45% of the IFBs. In fact, parking was at 45%, and more IFBs devoted space to 

parking than to such things as who can expend money for temporary workers, whether or not the 

state agency could audit the vendor, the vendor's reporting requirements, the testing and training 

of temporary workers, the agency's right to review worker qualifications, and the weights of the 

bid elements under consideration. 

Table 7.13 

Smcial Requirements 

The right of the agency to contract with other venders was discussed on 40% of the 

IFBs, The literature indicated this would be desirable for the client organization, but would 

likefy be resisted by the contractor. Whether 60% were not included due to efforts by vendors 

does not seem likely on an IFB, but it raises an interesting question. Do the vendors exert any 

influence over the contents of the IFBs and, if so, what is the extent of the influence? 

Provisions for providing materials and equipment were included on 40% of the FBs. 

All except one of those with the provision indicated that the state agency would provide 

materials and equipment. One IFB indicated the vendor should provide materials and 

Total Number 
of Lines Average* Count 

Right of the agency to contract with others. 32 4.00 8 
Right of the agency to audit contractor's records. 38 9.50 4 
Temporaries compIiance with agency policies. 20 5.00 4 
Conrractot contacts for solicitation of business. T 0 5.00 2 
Provision for materials and equipment. 17 2.13 8 
Cancel!ationlternination provisions. 120 8.00 1 S 
Parking for ternpomiy workers. 36 4.00 9 
Certification Vendor not tax delinquent. 2 1 7.00 3 
* The average number of lines when element is included (linedcount). N=20 

~ 



equipment. This element would seem to potentially eliminate confusion over the provision of 

materials and equipment, which could be a costly item, and would be a good candidate for 

inclusion on all the IFBs. 

Once again it was disturbing that some elements in this category were not well: 

represented on the IFBs. The right to audit the vendor, the compliance of temporary workers 

with state agency policies, the ability of the vendor to make contacts within the state agency for 

the solicitation of new business, and certification that the vendor was not tax dejinquent were all 

on Iess than 25% of the IFBs. These elements are particularly important in the public sector, yet 

were definitely not emphasized in the IFBs. 



Chapter 8 

CONCLUSIONS 

The purpose of this research was to describe the Invitations for Bid (IFBs) issued by 

Texas state agencies for temporary help services. The IFBs showed high rates on inclusion on 

several issues that were necessary, but insufficient elements for a contract. These issues 

included a specified contract period, job titles, specified work hours, invoice preparation, and 

irisurance requirements. Other important elements were just as often emitted from the TFBs, 

Many other elements were often left underdeveloped, 

Category Conclusions 

The bid evaluation infomation in the lFBs was lacking. The standardized page that half 

of the IFBs used offered the bulk of the infomation provided, but even this appeared 

insufficient. In particular, more information needed to be provided concerning the evaluation 

criteria and the weights assigned to the various criteria. 

The terms for contract renewal should also be included. Generally, as evidenced in the 

contract m e w a l  element, many of the items were not as specific as one might expect. Zn fact, 

the emphasis on contract specifications in the literature was not evident in several of the 

elements in the IFBs. OnIy 7 of the 63 elements were included on as many as 75% of the WBs. 

Job specifications should be a critical element in a temporary worker contract, but again 

only 70% bad job specifications. It is  not clear how a temporary help agency could provide the 

appropriate workers without adequate job specifications. 

Pricing was another category lacking adequate information. A few IFBs tied wage 

increases to economic indicators or to specific formulas, which at least allowed for a known, 

methodical way to provide for increases. 
/> 



Many of the pre-placement activities were lacking, particularly in training, testing, 

checking qualifications, and conducting criminal background checks. As the literature indicates, 

these elements are all important items. Post-placement activities did not fare any 'better. 

The compliance certifications varied a great deal by state agency. While it may not be 

desirable, or even necessary, to include all of them, perhaps a set of basic compliance documents 

could be specified for a11 temporary help contracts, Agencies couId then pick among those 

avaiIabfe. Such a catalog of certifications could easily be made avaiiable to all state agencies on 

the Internet or by some other electronic means. Ynsumnce and liability issues were present in 

many of the IFBs, but the insurance requirements far all agencies will not likely vary greatly and 

a standardized approach might we11 serve the state agencies and protect the taxpayers' 

investment. 

The Ff3s were woefully weak in contractor performance elements. Only one IFB 

addressed the quality of services expected. Perhaps the weakest part of the IFBs was an ajmost 

complete absence of performance monitoring. This omission was made worse by a lack of 

reporting requirements, n i s  is clearly in contradiction to the literature on contracting. 

Government should, as Shields (1988) notes, serve as a watchdog (p. 285). While it may not be 

easy to hold contractors accountabIe, it is not Impossible. Contract performance and monitoring 

need to become a routine part of these documents and effective functions of the state agencies. 

A noted lack of monitoring and reporting can open the door for poor performance or 

unscnrpulous behavior, both of which cost taxpayers and h a m  the image and effectiveness of 

state agencies, 

In terns of being responsible, the IFBs should designate who at a state agency has 

expenditure authority. This simple inclusion could avoid a p a t  deal of misunderstanding and 

improve the state agencies' control aver how many temporary workers have been hired and what 



activities they are performing. This lack of authority, according to the literature, can be a 

problem in any organization. 

Among the special requirements, state agencies need to emphasize their rights to 

contract with other vendors and to audit the firms' records. Jt was a plus to see that 75% of the 

JFBs had cancellation or termination provisions, since this can be a major incentive to keep a 

vendor responsive. 

Summary 

While none of the FBs examined included more than 48 of the 63 elements from the 

descriptive categories, there were a few IFBs that stood out either for the number of elements 

included or for the way specific elements were handled. The IFB issued by the Texas Workforce 

Commission (see Appendix D) represents one of the better documents. This IFB included the 

most elements and was the only one to feature vendor reporting requirements. The addition of 

just a few elements, however, would make this a stronger document (see Table 8.1). 

Table 8.1 

Elements to Enhance W C  Invitation for Bid 

Right of the agency to review qua!ifications. 
References to be provided on request. 

Insure compliance with security requirement. 

ontract Performance Quality of service to be perfumed. 
Performance monitoring is conducted. 



A standardized IFB for the procurement of temporary workers would be appropriate. 

Such a standardized IF13 should Include a flexible section to allow each individual agency to 

specify the job titles, job specifications, and other agency-specific information required for a bid. 

The IFB should provide more infomation, for the General Services Commission, the 

agency that advertises the IFBs, and for the potential vendors. Additional information wow ld 

also be helphl for client organization staff who may have to deal with the contract, the 

prospective vendors, andlor the selected contractor. Special considerations, such as job titles, job 

specifications, and compliance certifications, could be made availabIe to participating state 

agencies over the Jnternet, by fax, or by some other electronic means to supplement the 

standardized information. The state agencies could then, for example, select those job titIes that 

pertained to their IFB. This would give the IFBs a uniform content, and vendors could also 

become familiar with the standardized dements. 

The intentiews with the temporary workers indicated several positive aspects for 

workers. In the cast of these individuals, working as a temporary eased the transition either 

from one regular job to another or from school to work. The only teal negative aspect voiced 

was the lack of benefits, particuiarly health insurance, holidays, and sick leave. Although it 

should be noted that these individuals were kept at the state pay rate and received a higher wage 

than will be available to subsequent temporaries. 

Throughout the literature there was a definite dichotomy evident in regard to temporary 

employment. The positions were essentially those of management versus those of labor and the 

tone was very adversarial. Perhaps the best description of this relationship was a conclusion 

from the study group for the Council of Europe (1985), "Some people praise temporary 

employment without really understanding it, other [sic] condemn it in equal ignorance " (p. 18). 
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Appendix A 
Coding Summary for Analysis of Invitations Tor Bid 

Agenq 
Standardized page included. 
Pages 

IFB Sections 
I .  BJJ3 EVALUATION 
Conditions for bidding requirements specified 
Agmq reswve Fight to reject any or nZ1 bids. 
Agency point of contact designated. 
Specified procedure to folloa in case OF tie bids. 
Elemenrs hat  d l  serve ns evduation criteria 
Weights of the elements under considenrim 
AfTirmation nohng of vnlue teceivd Fot bid submittal. 

IT. CONTRACT PERIOD , 

Contract period is specified. 
Renewable for how long and under \:hat conditions. 

Jn. TYPES OF WORKERS REQUIRED 
Job titles provided for dl types of workers. 
Job specifications provided for dl types of workers. 
Desired skill levels are indicated. 

IV. PRICING 
Associated costs such as travel, labor, etc., included. 
Wage rate increases: 

I .  Wages good for horv long and \vould t h e  change. 
2. Wage increases tied to economic indicators 
3. Eormulas are provided for potenlid increases. 

Agencies exempt from StatelFederal eseise rrtses 
Minimum wage rates set for temporary workers. 
Ovemme \;age rates are set. 
Profit margins must be declared. 

V. PERSONNEL A G T W t W S  
A. Pre-Placemmt: 
Vendor responsible for filling orders in specified jobs. 
Vendor to fill job orders within n specMed time period. 
Conduct criminal background checb. 
Tmting workers to insure the]; meet job requirements. 
Training of tempormy workers. 
Provide agency-specific orientation training. 
Conditions for subconlracting: 

1. General candi~ions. 
2. Tesns Tndustries Blind and Handicapped 
3. Historicdly Underutilized Businasw 

Work hours specified. 

1 2 3  4 5 6 7  8 9 1 0 1 1 1 2  
Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes No No 

4 32 4 5 7 22 12 24 14 12 3 8 



Ageng 

Work location specified. 
hght of agency to review qualifications 
References provided. 

B. Post-Placement 
Condition of temparv employees provided. 
Punctuality and attendance of ternporq workers. 
Insure compliance nith security requirements, 
Replacement worken to avoid interruptions in service. 
Conditions for remohg krnporar). employees. 
Protisions for raises and promotions. 

VI. TNVOICMGAND PAYMENT 
Preparation of invoim. 
P~ck-up and delivey of payroll documents. 
Vendor preparation of all payroll work, 
Vendor pays all employment taxes. 

W. LEGAL REQUlREMENTS 
Vendor insurance requisemen~. 
Responsibility for errors and omissions 
Agency restrictions on nepotism 
Compliance certifications. 

VIII. CONTRACTOR PERFORMANCE 
Genernl performance critena 
Vendor to rehrm phone &Is   ti thin specified time. 
Quality of services to be performed 
Performance monitoring is conducted. 
Maintain repons of assignments and requests. 

IX. AGENCY RESPONSIBILITIES 
Determine who has expenditure authoritlr.. 
Prepadon of vouchers for wage payments. 
Notifi; contractor of improper beha~ior. 
Hiring of temporaries as regular employees. 

X. SPECIAL REQWWMENTS 
Right of the agenq to contract nith others. 
Right of the agency to audit contractor's records 
Temporaries cornpIiance with agency policies. 
Contractor contacts for solicitation of business. 
Provision for materids and equipmew. 
CancelEatidterminatidn provjsions. 
Parking for temporaq ~vorkers. 
Certification Vendor not tax delinquent. 



Appendix A (continued) 
Coding Summary lor Analysis of Invitations for Bid 

Agcncy 
Smdard id  page included. 
pasm 

1FB Sections 
I. BID EVALUATION 
Conditions for bidding requirements specified. 
Agency reserve right to reject any or all bids. 
Agency pint oFcontact designated. 
Spzcificd pr-re to foflow in case of tie bids. 
EIements that will serve as evaluation criteria. 
Weigbrs of  the elements under consideration. 
Afimrion nothing of value received for bid submittal. 

n. CONTRACT PERIOD 
Contract perid is specified. 
R m a b l e  for hmv long and under \\*at conditions. 

m. TYPES OF WORKERS REQULRED 
Jot, titles pm~ided for all qpes of viirkers. 
Job spifications provided for all hpcs of workers 
Desired skill levels arc indicated. 

IV. PRICING 
Asmiam! costs such as travel, labor, ere,, included 
wage rate incram: 

1. Wages g d  for holy long and twuld ~-IW change 
2. Wage incrwtses lM to economic indicators, 
3. Fonnulas are provided for potential incrmses. 

Agencies exempt from SlatdFederal evcise byes 

Minimum \\age rates set for tempomy 15 orken 
Ovenime \age rates are set. 
Profit margins must k declared. 

V. PERSONNEL ACTIVITIES 
A. Prc-Placement: 
Vendor ~ s i b l e  for filing ordm in specified jobs. 
Vendor to f i 1 3  job orders ~ i t h i n  a specifid time petid. 
Conduct criminal hckgmund checks. 
Testing tvorkers to insure tbcy meet job rcquircments. 
Training of temporary workers. 
Provide agency-specific orientation training. 
Conditions for subcontncting: 

1. Geneml conditions. 
2. Texas Industries Blind and Hmdicappcd 
3. Historically Underutilized Businesses 

Work b u r s  specified. 

Total Avg Count 
IS 16 17 18 19 20 

No No No Ne No No 
7 12 51 10 9 7 252 12.50 20 



Agency 

Work Imt~on specified 
hght of agency to review qualifications 
R e f e r e m  prokidd. 

B Post-Phcement 
Coodmon of ternporaq employers proc~ded. 
P u n d ~ t y  and anendmce of tempotan workers. 
Insure compliance with security rquirements. 
Replacement workers to avoid interruptions in service 
Condirions for removing tempomrq. employees. 
Provisions for raises and promotions. 

W. TNVOICING AND PAYMENT 
Preparation of invoices. 
Pick-up and delivery of payroll documents. 
Vendor preparation o f  all payroll work. 
Vendor pays all employment taxes. 

VlI. LEGAL REQUIREMENTS 
Vendor insurance requirements. 
Responsibility for errors and omissions 
Agency restrictions on ncpt im.  
Compliance certifications. 

V111. CONTRACTOR PERFORMAWE 
General performance criteria. 
Vzndor to return phone calls within specified time. 
Qual i~  of services to be performed 
Performance monitoring is conducted . 
Maintain reports of a s s i p e u t s  and requests 

IX. AGENCY RESPONf BLITIES 
Determine who has cspenditure authario-. 
Preparation of vouchers for wage payents  
Notify contractor of improper behr~or 
hring of temporarks as regular cmplo>-es 

X. SPECIAL REQUIREMENTS 
hght of the agency to conlract with others 
fight of the agency to audit wn~ractor'~ rccords 
Temporaries compliance with agency policies. 
Contractor contacts for solicitation of business 
Provision for materids and equipment. 
Cmcellationltermination provisions. 
Parking for ternporaq workers. 
Certification Vendor not t a x  delinquent. 



Appeadlx B 
Job TitIes In IFBl 

Job Titb 
Amuntmt 
Accounting Clerk 
Accounting Clerk I 
Accounttmp C l d  U 
Accounting Clerk I11 
Accounts R~wivablzlPayablz Clerk 
Administrative Assistant 
Adminisvatire Wetan. 
Adminisbativc Technic~m 
Admrrustratike Technician I 
Administrative Tcchnic~an ll 
Administrative Techclan III 
Administrative Technician IV 
Child Support Ofher I 
Chlld Support Oficer Ll 
Child Supprt Officer I l l  
Child Suppwt Officer IV 
Child Support Technician I 
Child Support Technician I1 
Child Support Technician 111 
C Id 
Clerk I 
C l d  11 
C I ~  In 
C l z k  General 
C l d ,  GmlraVSmrrtap 
Clerk, Ccncral Office 

Clerk Seniur 
Clerk Typist 
C l d  Typist 11 
Clerk Typist, Stmior 
C l d  TypistReceptirmist 
Computer Oprator. Basic 
Cmputer S m i c r  T~hn ic i an  
URT Upnator/Data E n b  Clerk 
C u t d m  

Custd~tm I ,  Buldmg 
Cuslomer Senice Repmnlo l i se  
DaIa Enh-) Clrrrl 
Dsta Entry Clak 1 
Data Enw Clerk H 
Data Enq-  O p ~ ~ a l o r  
Data E n w  Opmatur I 
Data Enny Operalor I1 
Date Entry O p r r ~ l o r  111 
IhctaphondSt3tisflcal Tjylhl 
Execurlve Assistan1 1 
Euecuuvz Acistanl I1 
Filr Clprk 
Flit Clerk t 
File Clerk 11 

Number 
In IFBs 

2 
2 

Job Thle 
limeral hlam~enancz Worker 
Groundslimper 
I Iouq3rmi I 
Hurnm Rcsowce Managemmi Clerk 11 
Human Resource Mmagmrnt C l d  111 
hvenloly C lrrL 
Lahrer 
Lzborer. Grnrral 
Legal As.iinan1 1 
Legal Aslistant 11 
Legal Asaaant 111 
Legal Qcre~ary 
Legal Secrelq I 
I.egal S-relaq II 
Llghr I n d u t r i o l  W o r k  
Mail CImk 
Mam~mwct/Jwirrrr 
Microfilm L'mera Opzratar I 
Uc~ofilm Cmna C@fatcrr 11 
iMsce Asst stant 
Pamtrr Hclpm 
Payroll Clerk 
Purchaslnp hslstdnt 

R~eprionlsl 
S t c r c t q  
Stcrttary I 
Snwtan- I1 
Smrrtq III 
Sscrstaq, E~txutivc 
S ~ r e t q ,  Senior 

Smrctary/Receplionist 
Secrriqmlord P r m s o r  Operator 
Szcrrtq, Sznior~Word Processor Opastor 
Shipping a d  Receiving Clerk 
Social Serticr Technician I 
Socid Swim Tmhnic~an I1 
Sp~isllzed Secrstq 

StaristicaVAccounting Clerk 
Statistical Clerk 
S~atis~ical Clerk I 
Slatistical Clz* TI 
Stwk Clermmck Driver 
S11;LtchbOxd Operator 
Switchboard OperatorAkeptionist 
Technical Wriler 

Tranxrip tion Tj-piut 
Warehouse Clerk 
W ~ e h o u w  Laborer and Fork13 Driver 
Wurd Pmcswr Operator I 
Word Pmeswr Opsratur II 

Total Job Titkr 

Number 
In lFB9 

1 
7 - 
1 



Appendix C 

Transcripts of Interviews with TWC Temporary Workers 

1. Demographics: 
Age 47 25 40 
Sex Male Female Female 
Educational attainment Masters Bachelors Bachelors 
Usual occupation self-employed Student Sociologist 

State employee 

2. Is this your first job as a temporary? 

Response 1: No, it's not. 

Response 2: Yes. 

Response 3: I actually had another temporary job, which was with the Texas 
Employment Commission in Bryan. That was a full-time temporary, which I never 
understood. At that time we didn't get any benefits, so that's why it was a temporary 
position. I did unemployment insurance benefit claims. I did that I would say for about 
nine months until I got a probation job, that was back in the 80s. 

2a. If not, bow long have you worked as a temporary employee on all jobs 
combined? 

Response 1 : Nine month there and four or five months here, I started in November. 

Response 2: About eight months, four months with the Texas Employment 
Commission and about four months now with the TWC (Texas Workforce Commission). 

2b. Have you ever worked with anotber temporary help service, besides Kelly 
Services? 

Response I : This is the first experience with that. Kelly is my first experience. 

Response 2: No. 

2c. If so, how has your experience with Kelly been different? 

mone had ever worked for another temporary help service.] 



3. Why are you working as a temporary? 

Response I : I was offered a job as a temporary, and I was ready to get into work. I 
thought starting as a temp may enhance my chances to get a regular job. So I started at a 
TWC local office 

Response 2: I was working as a social worker and got burned out with that. I went to 
private industry. When I was private industry I was doing contract work, which was 
good, but actually the better I did my job, the less they needed me. I could tell they were 
phasing my hours out, so it was just kind of supplement. It ended up that the timing was 
just about right, they let me go in February. So it was primarily a supplement and I was 
looking a lot at the benefits, the state job had them. 

Response 3: Well, the reason I'm working here now as a temp is because I wanted to 
come back and become a regular employee with the state of Texas again. TEC is what I 
have just always considered my second home, my home away from home, so to speak. 
So I went through HR (Human Resources) with TWC and made them aware that I was 
looking for temporary work because really that's one good way to get back in as a 
reguIar employee, to start off as a temp. So 1 started back as a temp through HR with 
LMI as a TWC temporary employee. And so that's why I'm working as a temp by 
choice, to get back on as a regular state employee with TWC. I would never have gone to 
work for another government agency or private company as a temp. I'm only here as a 
temp because I hope that my three years previous experience and my masters degree in 
public administration, here I am applying for a job, that it would work out for me and I 
think it will eventually. 

4. When you were initially hired by TWC, were you applying for permanent or 
temporary work? 

Response 1 : Yes, I was applying for permanent work. 

Response 2: No, no, I had not applied for.. .well, you know I may have applied for a 
couple of regular positions because Tim Smith from HR, I would get a little letter from 
him every now and then saying that on a batch-match type of thing that my name had 
come in the computer, and I did apply I believe for a couple of regular positions, did not 
get it, then eventually I got the temporary thing. 

Response 3: No, I was looking to supplement my income. I didn't specifically ask for it. 
I was satisfied with a position I wasn't looking for anything else. It just kind of fit at the 
time. The fact that it was temporary didn't bother me because I had the other job. 

5. How did you end up at TWC? 

Response I: I was actually doing part of my job as a social worker with a contractor I 
was working with and I went by a senior activity across the street from that was an 



employment ofice. I thought I would go in and see what the postings were. Kind of a 
fluke. 

Response 2: By design, right, right. That's where I want to work. That's where I want to 
be when I'm not at home. 

Response 3: A woman wanted to hire me for her business, and my sister helped me to get 
on at TWC. So, it was sort of through another source. 

6. What caused you to seek work at a state agency? 

Response 1 : Well, back in '92 I had, my spouse and I had owned our own business. We 
had a little sandwich shop over on Wells Branch. The 15 hours, seven days a week, 1 5 
hours a day type thing finally got to us after a couple of years and she went to work in the 
high tech field. I had decided that I would pursue government employment, you know 1 
have a masters of arts degree in public administration. And so I thought I would pursue 
government employment. I went to TEC and applied, you know, did the application 
thing and all that. About a week later I got a call, there had been a disaster up in the 
Panhandle and in the ValIey, I think the Panhandle had flooded and the Valley had 
frozen. 

All of this was in '92, it was a farming disaster. And they asked me would 1 
consider working as just a temporary employee, the job would last about three or four 
months. Helping out these people with their processing of paperwork for their disaster 
assistance. I said, "God I would love it, put me on it." And that's how I went to work for 
TEC in '92 as a temp and four months later I was tapped on the shoulder and said how 
would you like to work here full-time, regular, and T said, "You got it." 

Response 2: That was not relevant for me. 

Response 3: It wasn't an attraction, believe me. I t  was just curiosity about what was out 
there. 

7. Would you accept permanent work at TWC, eitber such as your current 
work or in a different field? 

Response f : Yes. 

Response 2: Either in UI (Unemployment Insurance) or LMI (Labor Market 
Information), those are the only two places I'm applying, Here and, in fact I just sent in 
an application today for the LAUS (Local Area Unemployment Statistics) position that's 
coming open under Larry, and just sent in my application for that. And, of course, 
anything in LMI which I've got the OJT (on-the-job training) here now and I feel like I 
could fit in somewhere and be of benefit to the department. Or UI, of course, where I've 
got the three years experience previous '92 to '95. Those are really the only two places 
I'm applying, although some of the things I've applied for I'm not sure if, I think they're 



UI, but they could be in another department. But I think it's all UI and LMI. But I'm not 
applying at any other government agencies or any private companies for that matter. 

Response 3: Yes. 

8. Have you applied for permanent work at TWC? 

Response 1 : Yes. 

Response 2: Yes. 

Response 3: Oh sure, oh yeah. Gosh, I send in probably at least, on the average, three 
applications a week probably, once again UI and LMI. 

9. Have you applied elsewhere? If so, where? 

Response 1 : No sir, no sir, have not. 

Response 2: Not outside the agency. 

Response 3: Yes. I have put in with particularly the Department of Public Safety and the 
Attorney General's Office. 

10. What benefits did you receive as a TWC temporary employee? 

Response 1: As a TWC temp we had all the things that regular employees have. We had 
the sick days that we began accumulating right away. They even put me on eight hours a 
month of sick leave and vacation leave due to my prior service, and I wasn't even 
expecting that because it was no longer TEC, it was TWC. But yeah, we had the same 
benefits. We were under a very good benefits package, the same as regular employees 
are. I had the option to pick whichever health insurance I wanted, I think I went with 
Health Select Plus, I believe, Just an excellent, excellent benefits program. 

Of course that's one of the reasons a lot of people want to go to work for the State 
of Texas, or the City of Austin, or the County of Travis, or the federal government is 
because the benefits are, we know the pay is not equivalent or comparable to the private 
sector, so I think the benefit package is something to compensate for that. Government 
employees have a wonderful benefit package, and I think it is well-deserved because we 
don't get the pay that you would in the private sector, so it kind of evens that out a little 
bit. 

Response 2: Health insurance, vacation and sick leave. 

Response 3: Well, we had wonderful benefits. We had the holidays, vacation pay, sick 
leave. I think we're accruing some retirement. I think the part that's attractive about the 
benefits primarily for me was the medical coverage. You know when you have them you 



don't think they're very valuable until you don't have them, and you realize. To do the 
Cobra Insurance to keep my benefits was going to be $169 a month. 

11. How would you rate these benefits (not important, neutral, important): 

State retirement 

Response 1 : Oh gosh, very important. 

Response 2: Important. 

Response 3: It's not terribly important. 

Paid holidays 

Response 1 : Sure. 

Response 2: It's very important now. 

Response 3 : Important. 

Sick leave 

Response 1 : Very important, especia1ly at my age. 

Response 2: Important. 

Response 3: Is important. 

Health insurance 

Response 1 : Very important. 

Response 2: Yes, anythmg to do with medical or health is very important because I'm 
approaching that big five-oh and when you start approaching that you ten to think more. 
You know you're not going to live forever like you thought you were when you were 22 
to 25 or something like that. But, I'm sure, health benefits, medical, dental, vision, all 
that stuff is so important, but I think the retirement is probably the most important thing. 

Response 3: Is very important. 

Annuities (deferred compensation) 

Response 1 : I've never done those, but I'm sure there are a lot of benefits. 1 guess you 
pay less taxes possibly, or something. Or you pay taxes on what it was twenty years ago, 



I don't know how those things work. I'm not an accountant or anything. I know people 
do those and they're very wise people to do that; I've never done it, I can't really speak to 
it. It wouldn't be on my top three or four list. 

Response 2: Is not terribly important, never has been, unfortunate1 y, 

Response 3: Important. 

Other benefits (please specify) 

Response 1: I always enjoyed, when I did social work, having comp time when we did 
overtime on evenings or weekends. We had the flexibility of taking the time off on 
Monday morning or Friday. That's a kind of a little bonus you don't appreciate very 
much until you don't have that either. 

Response 2: I can't think of anything else. I mean if you've got leave, if you can take 
vacations with your family, if you've got sick leave, the medical, the dental, the vision, 
the retirement - you know you're building toward a retirement to supplement your SS. I 
don't know what else there is, I'm sure somebody else could come up with something, 
but to me that's, I'm a fairly simple guy when it comes to these matters, and that's it for 
me. 

Response 3: None. 

12. Wbat benefits do you have as a temporary with KeIIy Services? 

Response 1 : We are paid once a week. 

Response 2: With Kelly Services, if we work for them, for I don't know how many 
years, we get vacation or sick, I don't even know. It was so outrageous. We have the 
option of buying insurance through them and it just didn't seem very beneficial. I think 
the biggest problem with Kelly Services is if you, the state, have a holiday and we don't 
work, we cannot make it up. I don't have any medical coverage. 

When I left the Austin State School, I had an option of doing the Cobra thing 
again and I did for three or four months, but really right now my health is good. So really 
the only thing I was using it for was my allergies. I kind of juggled with that as far as it 
being beneficial or not being beneficial and to spend that much money on that as  opposed 
to something else. I had it for the four months, then I went on with the TWC benefits so I 
dropped them. I had the choice of picking them up again, and I though hopefully by x- 
number of months I'll have benefits again. There a risk thing. 

Response 3: Well none right now, of course I'm going through Kelly. I don't even know 
if we're considered TWC temps any more. The way I understand it, we're Kelly 
temporaries. For example, if I'm going to be sick one day I think I'm supposed to call 
Kelly, then Kelly contacts you folks. Being that I am blessed with good health, I haven't 



been through that yet but, since going over to Kelly on February second, but as far as I 
know we don't have any benefits. I think we have to work for Kelly for like 15 months 
or 1,500 hours, or I forget what it is. I don't pay much attention to those things, to be 
honest with you, before we can even take a sick day or take a vacation day from Kelly. It 
wouldn't be from TWC, it would be though Kelly. I don't know ifthat makes sense or 
not. I mean I would be taking a vacation from here, but, and I guess it would have to be 
worked with my supervisor as to when I could take that vacation. But Kelly would be the 
one that would pay me, I guess. I don't know. Because like I said we're talking, I think I 
figured it up, it would be like the end of the year, the end of '98, before I would even 
have a sick day that I could take off and actually be paid for if I were sick. Or take a 
vacation day and be paid for that. Right now if l take off anyhng I'm just not paid. I'm 
not paid at all. Which, you know, as a temp, that's the life you live and that's fine. I'm 
not upset about or have any animosity about it, that's just the way it is. 

13, What do you have to do to qualify for benefits with Kelly Services? 

Response 1: They offer an insurance program, but it would cost me $150 out of my 
pocket. It is not deducted. The insurance is actually through a contract with an insurance 
company and not through Kelly. 

Response 2: You have to accrue several thousand hours and be an employee with them 
for a lengthy time. It's in the brochure. If that's a11 you did and that's all you wanted, 
that's okay. I think we're all looking for something more permanent, so I don't anticipate 
we'll ever hit that mark. 

Response 3: Fifteen hundred hours, or 1,500 work hours, or something like that. It's an 
astronomical figure, something that I just put down so that I don't have to worry about 
that for several months. 1 did some quick calculating and I think it's like in December, or 
something like that, of '98 that if I got sick I could actually take a day off and be paid for 
it. I'm not even sure if I could get a full day. It might be like a half a day or something. 
To be honest, and maybe I'm slack in that respect that I have not looked at that, but it just 
didn't seem to be that much of a priority if it was going to be 1,500 hours. The only thing 
that would keep me from coming in here was, well a bus would have to run over me I 
guess or something. Cause if you're not here you don't get paid. 

14. What was your pay as a TWC temporary? 

Response I : $1,72 1 a month. 

Response 2:  The same as it is now. 

Response 3: $1,721 a month, same as it is now. TWC was very kind in that respect. As 
far as I am concerned TWC could have said, "Look you're going to work as a temp 
through Kelly, they're going to pay you." They could have done that as far as I'm 
concerned. Now maybe there was somebody else who might have stood up and said they 



were going to hire an attorney and said, "You can't do that!" But I'm not like that. If 
TWC had said if you're going to work here, you?re going to work here through Kelly as a 
temp and they'll tell you what you're going to be paid, I would have lived with that. But 
TWC was very kind and gracious in saying we're going to keep you on at your same 
income and I thought that was a wonderful gesture. Because TWC knew we were not 
going to have benefits and I think keeping us at that salary was a blessing to me and to 
every other temp who works here. 

15. Wbat is your pay with Kelly Services? 

Response 1: The same because TWC negotiated that for us. 

Response 2: $1721 a month, the same as it was with TWC. My take home is a little 
higher actually, because they don't take anything out. 

Response 3: I don't know exactly what my take home is, but it is more because they are 
not taking out for retirement, or for benefits. The only thing they take out for is taxes. It 
probably comes out to maybe less than $100 dollars more. We do take home more. 

16. Have you had any contact with Kelly Services? 

Response 1: Yes. 

Response 3: Not really. We do direct deposit, and they mail us our check stub and our 
time card that we turn in every week. We asked about doing some additional work that 
one or two days we had a holiday in February, but that was not to be. Just the mail 
correspondence to take care of our payroll time sheet. The work they had was handing 
out leaflets at a Petsmart for $40 in South Austin. 

Response 3: They have never called me. I did call them once because we were going to 
be off for a holiday. Now there's another difference. When the ofice is going to be 
closed for a holiday, a real holiday where everybody is off, the temps don't get paid. So I 
called Kelly to see if they might have a one-day assignment for me for that day so I could 
make up for what I lost here. They actually had a couple of things, but they were way 
down in South Austin and I live north, so I turned it down. It was only going to pay about 
$7 an hour, and by the time you pay for gas and eat lunch, it was pretty much gone. So I 
did call them for that, to see if they had a one-day assignment. But they have never 
contacted me about anything. 

16a. What have your experiences been? 

Response 1 : I will say one thing for them, they are the fastest turnaround company on 
payroll that I have ever worked for in my life. We have a timecard that we have to turn in 
to our supervisor on Friday and she returns it back to us on Friday, we put it in the mail 
and I know it doesn't leave Austin until sometime Friday night or Saturday. It has to go 



to Houston and, do you know, they have a check back to us on Tuesday. I am very 
impressed with the turnaround on the check, and it is just like clockwork. It is always 
here on Tuesday. And it's coming in regular mail to my home in a regular envelope. 

Response 2: My experience has been good. 

Response 3: 1 think it is a very professional group. They are very receptive. I don't have 
any complains about them other than we just don't have any benefits. I don't expect 
them to be my empIoyer very much longer because of that. 

17. Has Kelly offered you any training? 

Response 1 : Yes, they offered computer training. 

Response 2: WeH, they haven't given me anything in writing. When we first went to our 
changeover training, when we were going from TWC to Kelly They said that we could 
come down there any day of the week from 7 a.m. to 7:30 and get on the computers, 
practice on the computers and things like that. But as far as getting anything in the mail 
saying we were going to have a class on Saturday or have something on Wednesday 
night, no, I haven't received anything from them concerning training. 

Of course, it really doesn't apply to me because I live north. We couId go down 
there from 7 to 7:30 in the morning, there's a thirty minute window there. Their office is 
in South Austin, off Barton Springs Road. They said you could come down here, come 
in, and get on the computer, but of course I have never done it because I start here at 7 
a.m. That's the only thing I can remember they ever said anything about training, I 
haven't received anything in writing from them. 

Response 3: They have a brochure on training to increase your skills. I think I looked 
into that for computer knowledge and it was all like afternoons. It was not convenient for 
our work schedules. 

18. What training have you received from TWC? 

Response 1: Pretty much on the job training with what we do. In addition to that in OES 
we did the SIC (Standard Industrial Classification) coding training. I think that's all I've 
done. 

Response 2: A lot. Some computer training and basic work duties, it was all on the job 
training. 

Response 3: None, except for on the job training. No one has said we are going to send 
you to this class or that class, and I didn't reaIly expect it. I don't why you would want to 
train a temp because they are temps. My feeling is wait until the person gets on regular, 
lasts their probation, and gets off probation. You know they are going to do the job, then 



let's talk about training. So I haven't expected any and was not surprised no offer was 
made. 

19. What training do you feel would have helped you with your work? 

Response 1: There's nothing like on the job training with what you are doing 
specifically. I mean you can read up on manuals and that kind of thing, but unless you 
actually are applying it. I think a Iot of the training the other people are going to is very 
beneficial for their positions. We had training on our new phones. 

Response 2: Welt, of course, any computer training that you can get would help. 
Although the job that I am doing, I don't need to go into the things that the people with 
the newer computers get into. For what I am doing I can go into the employer master file, 
I can go on the screens I need to do when I am calling employers and gathering data. To 
do what I am doing, there is nothing really that could help, that could further what I am 
doing. Because I can go to the screens I need to go to, and the OJT that I have been given 
by the senior analysts and supewisors have been more than enough to allow me to do a 
job and to be of benefit to that unit. I would say that there is no training that I could get 
that would help me to do that particulnr job. Now if I were to get on regular, to where I 
was going to be involved in publications, or something more fancy on the computer, then 
definitely computer training and maybe some publication type training, putting together a 
publication, which I have never done before. 

Response 3: Probably more computer training, Excel in particular. 

20. How have you been received by your co-workers? 

Response 1 : Couldn't be better. The people here at LMI remind me so much, it's a little 
bit different personality group I guess, if you want to look at it that way, but basically 
they are so good at heart. They are the same as the UI people when I first went to work 
for TEC in 1992. People didn't seem to have any hangups or fears about giving you 
knowledge. Sometimes you m into that, people do no want to release that knowledge, 
they want to keep it to themselves. Here and all of my experience with TEC or TWC, 
people will bend over backwards to help you learn something, to give you all the 
knowledge they have, and to give it to you all at once if you want it, Not little bits and 
pieces at a time, which some people do. If you want it all, they'll give it to you dl. I have 
never been denied the answer to a question I have asked. Even my first day on the job 
here, I probably asked some questions I shouldn't have, but they got answered, I didn't 
even know what I was talking about pretty much. I have really been received very well, 1 
would be surprised if anybody ever said anything different because they are just 
wonderful people. 

Response 2: I've been treated as an equal. 



Response 3: I think the same. They are pretty receptive. The more they help us with, the 
more we are able to help them. It's a very nice group to work with, they appreciate the 
stuff you do extra for them. 

21. Do your supervisors treat you differently from the permanent employees? 

Response 1 : None, we're treated under the very same philosophy, the same management 
style. We get breaks the same as the regulars, we the lunch hour the same as the regulars. 
1 have not been treated any differently from just my observation of the way everybody is 
treated. I just feel like I'm part of the group, part of a team, that's the way I feel. 

Response 2: No. 

Response 3: No, not at all. 

22. Any additional comments? 

Response 1 : Well, the paycheck difference is due to the lack of benefits. No benefits is a 
downfall. As a temp I feel it is okay to apply for other positions. I guess one thing I can 
say for Kelly is that they are punctual, the checks are received every Wednesday. 

Response 2: No, not really. 

Response 3: It would be nice to have the benefits package. Who wouldn't want the 
benefit package, that is so obvious. I understand the reason for it. I know TWC and I 
know other government agencies well enough to know that there must have been some 
underlying factors, maybe from the legislature, or coming from somewhere, that the 
benefit package had to dropped for temporary employees. Let's look at it realistically 
here, the people that you really have to take care of first are your regular employees. A 
lot of times there is just not enough for everybody, so the first people who would be cut 
off or cut out would be the temporaries, and that makes perfect sense to me. You want to 
'take care of your people, especially those who have been around five plus years. The 
higher you go, the better they ought to be taken care of. When you have a person who 
has been here twenty years, please take care of those people. Make sure they've got 
retirement proper, make sure they've got their pay proper. Temps will taken care of 
eventually. I would love to have a benefit package, but to me you take care of the 
regulars first. If anybody has to be dropped off, let it be the temps first. I really wouldn't 
want to change anything, I do want to get on regular and I think that will happen 
eventually. But speaking to the temp situation, I think that being paid the same thing that 
I was being paid as a TWC temp is the best TWC could do. I think if they could have 
done better, they would have done better. I think there were some underlying factors, 
things that I don't even need to know about that probably caused them to do what they 
had to do. There is certainly no animosity on my part toward. There's no hard feelings. 
Life is life, you have to be realistic, I'm happy, I'm happy withthe situation 
temporarily. 



91 INVITATION FOR B1DS Appendix D 
Igr TEXAS WORKFORCE COMMlSSlON 14s 

slr OR * 
t o m n ~ s $ ~ o n  PURCHASING SECTION 

e 101 EAST 15m STREET, RM 470 

t 
AUSTIN, TEXAS 78776-0001 

Bid 1 Wihtion Opening Dale' 

1 JULY 31,1997 
I 3:OO P.M. 

Bid l Solicitation No, 

320-7-7331 8 I 
CHECK BELOW IF PREFERENCE CIAIMED UNDER RULE 1 TAC 113.8 IF BIDDING, RETURN SEALED BIDS TO THE ADDRESS ABOVE 

(J Supplier. Materials or equipment: produced In TK,o[lered by TY i d  If biiinp. eabl tid must k- p l a d  In a sepamta envelope with bid n u m k  ann&ted 
t U Historical& Undenrtillzed Buslness certllied by GSC Immediatety b low the relum address on h e  S W E O  BID ENVELOPE. 

U USA produced supplies, materials or equipment Bidder agrees (o wrnpty wilh all crmditims shown on front and back d this fwm. 
U Pmluch 01 persons wlth mental ot physlml dlsabllilie By slpn~ng th18 bid, bidder arrlili6-a that if a Texas Address is shwn as the address of lhe - 

Prducts made of recycled materials Mder, the kidder qualiries as a Texas resldent bidder as delined In Rule 1 TAC 11 1.2. 

Cr U Enem El7iWnl p d u c t s  

O E L M R Y  IN OAY S 

1 

CI* CASH DISCOUNT W - 

Provide Temporary Personnel in accordance with attached Invitation for 
Bids. 

BID 

Total Services Cost: $ 
Calculated from Attachment C. 

Be sure to return Attachment C & D with your bid. 
Be sure to provide answers to all questions in the IFB, and include an 
Implementation Plan. 

I lot 



ITEMS BELOW APPL 
ANI  

,Y TO AND BECOME A PART OF TERMS AND CON 
! EXCEFTIONS THERETO MUST BE IN WRITING 

l. BIDDING REQUIREMENTS 
1 .I. B i d d u  mvrl mmply witb dl rules, regulations and statutcr 
r c b g  to plrrhsing i n  the SWe of Texas i n  addition to the - rqvirmmb or I ~ L  lorm. B I ~  gwmntecr d u d l - c c  
o f f d  will m a t  or n& ~pccificatims identifitd in thc * ,,dm, Bib. 
13. Biddaa mwt pier p unit shown. Unit pPiccs shatI 
pv tm  in fie evmt o f m t c u i m  -. 

w 13.. Bids s b t d  be mhiotsd an f s form. Bids musl be 
rccnved a rhe TWC ORLW rn u bcfm the bmu and date 

,mod la the bid opening. 

1.1. We d m  uruigncd bids wil l  not be consided under any 
wciiuunsmcu. Permns aigning bid must have the authm-ify to 

bindthe Stm i n  a w a k t .  

1.5. Qwtr F.O.B. kstination, k i & t  prepmid and allowed. 
OlhaWis, &ow @ deli- msi and terms. 

1.6. Bid pi- me r c g u d  to be firm for TWC ac~eptancc Iw  
30 &p fmm bid rrpeaing date. '73-t fmm lid* bids src not w-IC ylcm qumtd.  Canh d i w n t  wilt not be 
c a u r k d  10 &mining he low bid. All cash discounts 
t o f f 4  will be ukm it m e d .  

1.7. Bids rhould giw Paw ID Number, full firm namc and 
of b i b  oo the face of this form. Enter in the black 

pmndd if not hm. Additionally, firm name should appear 
(n + contiauatiaa pgr ol a bid. Failurc to mmually sign bid 
w l l  Lqdify it. Thc p l y a  ID Number is the taxpayer number 
rrsi d md used the CMn l lw of Public Accounts of * T c x z .  Ifthii n u m z ~ r  .a b 2 m p l e t c  the foll-nr 

h w  Fodcnl F m p W *  Id&ficuion N u m b  

o l 3 I m n n  
Sok omcr rbarld nlw ma Social SaJriiy Numba - 

1.8. Bid cannot be altcrcd or mmdd rfter opening time. 
F A l ! a - a t i w s  made before q m i n g  time should br initialed by 

bid& a thin authorized agent. No bid wn bc uithdmwn rfter 
mopening time without mpproval by TWC M on vrincn 

requea. 
w 1 . 9 .  Purchases made for State use ut twmpt f r ~ m  rhe Shtc 

Sales Tax m d  Fsderal Excise Tax. Do nM include t p r  in bid. 
WExcise Tax hemption Certificate will k hmtshcd TWC ~n 

iqucrl. 

I.tO.The Slate reservw the right to acccpl or rtjccl m y  or ol 
any bid, waive minor t#hniditics and rwud  the bid lo m v e  

Wthc intcrcsts o f  the State. 
I. l l .Cmdstent and continued tie btdding cwld mu= rejc~tirm 

-of bids by W C  andfor investigation tor rntimst violations 

1 . 1 2 . T e l c ~ i c  bids may k aubmitkd in wmdancc with Rulc 
I t 1  TAC 113,Ya)(6). 

1.13.Fmimide scniw if offcrod for c u h  bid is prwidcd la 4 

wwnvcnimcc d y .  If off& iht phone numkr tor FAX 
mrmissision will bt included in rhc FS, l l i s  is Iht mly 

wnumbcr tbat will bc usul for the m i p t  of bi&. 'Tht Sktc shall 
not be repponsible due to Mutt or e lcmnic qu~pmmt or 

moperator crrw. Latc, ilkgiblc, ineomplt~t, or o~hcnviw non- 
rcspaDsivc bidr will not be conridcrcd. CONFIRMATION FOR 
FAXED BIDS IS NOT REQUIRED. 
2. SPECIFICATION 

(t2.1. M o p  brand namcr u r m a a i m r ' s  rc fmcu  rn 
M p t i v c  mly, m d  is u d  h indiurc typ uld quality & r i d .  

W B i &  w kwdn like nanut l a d  quality uill k omuidcrcd mlcss 
a & d d  undu Soctim 2153.061, Tillc 10, Subride D of the 

*Texas Cmmmcnt Code. If bidding cm &u lh rc fmnm,  
bid should #bow manufadum, h d  a eade name, and othcr 

ofpmduct offend. If o(ha than h q s )  e f i d  i s  
* o R r M  i l l d o n s  d -pl& depuipricm of pmduct o f f 4  

vc w a s d  ro k rn& part of tbc bid. Failure to take 
tcnccpticm m lpscifimtions or rclermcc data wilt required bjdda 

lo &tal h o d  nainm numbm. ctc. 
w I . l .  U n l a  -ifid items bid shall be new and unusd. 

2.3. O d d  items must rncd all applicable OSHA &andat& 
bmd mgulatiws, and bear the appropriate listing fmm UL 

w FMRC w NEMA. 

2.4. Samples, when quested. r n ~  be furnished hec o f  
expense Lo the Statc. If not M y t d  in examination. lhey will 
be returned to the bidder, cm rquesg at bidder's expeasc. Each 
sample should k marked mth bidder'# m e  md address md 
q u i s i t i w  aumbcr. Do not enclose in or attach bid m sample. 

2.5. Tbc Statc will not Ot be any oral s4atmcnl or 
rrprescntarion contrary m thc mitten s p c f i f i d w  o f  thi 
Invitatiou for Bids m). 
2.6. Manufaeturrr's standard warranty shall apply unless 
othcnwise rtatsd ia h e  W. 
3. BIDS PERTAINING TO SERVICE CONTRACTS * 

Thm will k NO AUIDMAnC RENEWAL of service 
agreement. R e n d  option, i f any will k bmw#l the Vmdor 
and W C .  Unless othawk slated in the Invitation for Bid, 
dhr  parly may tcrmimtc the E M I ~  by pmviding 30 days 
prior n d ~ .  howcvm, cancellation ahall be irnmcdjate if non- 
paformmice by the vendor ia  cvidcnt, This conkad is s u b j d  b 
cancellation, w i h t  pcrulty. tither in whole or i n  part, if funds 
arc not appmpriarsd by Ihc TUL~S Lrgidaturr or Ihc US 
Department of Labor, or diumisc msdc available lo TWC lor 
this use. 
4. TIE BIDS - In case or tie bids, tbc award will bc made in 
aocMdance with Rulc I TAC Sc~tion 113.6 @M3) and 113.8 
(prefmca). 
5. DELIVERY 
5.1. Show number o f  days required to place mataid in TWC's 
designatal I&on(s) undcr normal dtim. Fpilurt m state 
delivery time obligatu biddm !o complne deliwry in 14 
c a l c n b  days. URlealislically ahor( cu long delivery pmmises 
may cause bid to be dim+. 
52. If &lay i s  forcsten, venda shall give written f l ~ i C C  to 
W C .  Vador must ksep TWC advised #t dl times of status of 
order. Default in praniscd dclivcry ( w i h ~  ac~epttd r e m a )  
or failure to meet qmificatioru authorizes TWC to p u r c h  the 
produalservice c l d m  and charge full increase, if any, in 
cast md handling to defaulting vendor. 

5.3. No substitutions w cancellaions arc pcrmimd without 
minm .ppmvll OCTWC. 

1.4 Deli- &dl k made during nwmd wod(ing hours only, 
unles prim ~ p p r o n l  Tor lrla delivery has been &atned from 
W C .  
6. INSPECTlON AND TESIS - All goob md xrviccs will 
lx s u b j ~ t  10 inrpection md tcrt by the Stale. Authorized 'lWC 
-1 rhdl hDvc wuss to my ~uppliu'r  placc o f  business 
lor the purpmE of inspatiag rncrchmdiw. Tesh Shall be 
dumd m m p l t s  w h i n e d  witb the bid or on samples 
t A m  f m  rrgutlr h ipnmt.  All corn &dl k born< by the 
vtndw in tbc m t  @UCU tcned rail to m a t  or elroead all 
mditiau urd qu inmeab  of the specification. Goods 
dcl~vwul and m j d d  in whole w in pm may, at the State's 
option, k raumd to h e  w w h  or bcld for dispsition at 
v d d s  enmJe. L m t  kfocta mmy result i n  tcvocaticxl of 
-e. 
7. AWARD OF COKTRACC - A r c s p w ~ ~  to this FB i s  an 
oflcr to contnd based u p  chc terms, Eonditions and 
spccificdms contained turnin. B i b  do nor kcmnc con- 
unless md mril t b q  .re w e d  by TWC duough kunnce of a 
purchuc a&r u w n t r r t  n w b n .  The cmtrau shall k 
g o v a n 4  conobwd nd infa-petrd mda the laws o f  thc SMe 
of Teur. 
1. PAVUENT- V c n h  &dl lutwni4 hwo copies of an 
i t e rn id  cdmvoiu Bowing rbc St& adcr aumbu on all copies. 
The Stare will incur no parolty fa late *pen t  if payment is 
r n & i n M o r I m r c * ~ h o m r a r i p o l & u r c r v i c e ~ ~ d  
an uncw~cltod invmcc. For rchcrims regding p-cpayment, 
sa won 12 ,Wm. 
9. PATEKIS OR COPYRlCCrrS - Vcnba ageen to p d m t  
the Slate fmm claims involving infrinEcmmh of pat*rts cw 
W E ~ U .  
10. VENDOR ASSIGNMENTS - Vendor bcreby aPsips 
TWC any md dl claims fm orwemhargm a~w~ibtcd with this 
contract which arise undm Ihe antifirs( laws o f  Ihc United Stales 
I S  U.S.C.A. Section 1, et seq (I973), and which afiw undn the 
antitrust laws of tbc State of TCXBS. Tcx Bus & C m m  Codc 
Ann Won 15.01, et scq (1%7).. lnquiriw pertaining to lF8r  
must give requisition number, code% d opning dart. 

11. BIDDER AFFIFIMATION - Signing this bid with a false 
statement is r mataid breach of -tract and &dl void the 
submitted bid or any resulting contracts, aod tb$biddu MI bc 
rcmtrved iiwm all bid lists. By signarm h- f i x 4  the 
bi&r haeby catitics that: 
1 1.1 .me biddcr has not given, o f f d  to give, nor intends ro 
give at my trrnc hmaRm any econanic oppormaity, fwJre 
cmploymml, gift lod gmuity. w i d  dismuot, hip, fava, or 
senice to I public -t io -&on with the suhittsd bid. 

11.2.Thc biddcr ir nm avrartfy delinqumt in  rbc pnymcot of 
any fmchiw bxer omred tbr Swc of T a u  under Aupra 171 
TAX Code. 

I t.3.Ncithu the biddcr nor Ihe h. capDRtim prwnhip u 
institution reprrwntcd by Ihp biddw, w ~ y m c  &ng la wch 
firm. mpmtim cw i n s t i d m  har viotnlcd dw mtitnra law of 
this Slate. codified in W m  15.01. a 9, Tcr Bus & Ckmm 
W c .  or iht Fcdtd Anlimra Lnr. rwrr ~omrauDiFlled m y  
or indirenly Iht bid mde to my  competiror a my Dtha pawrn 
engaged in  such l in t  of h h u s .  

11 d.Thc bidder hrr M( d K d  wm-m for p.rticipotim 
i n  the p r r p d o n  of the l p s i t i u t i w  fa ht lpviutim fw Btd 
11.5.Biddcr ngma to pmtsq indrmnily md hold TWC 
harmless horn md apinst my laid dl claim, demands md 
CaUSth of mcrion or twry kind (including he o3n i d  by 
TWC in &im&ng ~gaihn m e )  offuning a abrnvLe inciht 
lo, in tonns~drm with oc a i l ing  wt of the rcnicu rn be 
peflormd by conlnctw @idder), or iu a n p l w  md agmtj 
11 6 Biddtr is no1 dtbanwl Fmm mnwctioas by my Falml 
Dtpurmtnr M ~gmcy undcr ExMltive Orda t2549. D e h m t  
and Surpenrion. 34 CFR Pm 13, kctim 85.510. 
I 1  7 Biddtr i s  in ccmplimer with Eqwl m i t y  C l w x  
(Exttutivt Or& 11246) ~ l i u h l t  10 dl a p m b u  
in ~ Y E E I ~  off t 0 . M  

II.8.Undu Secuon 131.W. Flmily Cak ,  rclmtiag to child 
w p p ~ ) .  the bidder certifim thai h indiwdurl M bushcar mtity 
namcd in his bid is not incligiblc to rrccive thc &fd 
payment and aclorowledges lhat this c o n w  may be tmnburd 
and payment may bc withbdd if this Ecrtificaliw is ifiaaurstc. 

11.9.8id must include names and Swid Security Numbera of 
each person with at leasi 25% ownership of Ihe buniruss mtity 
submitting the bid. Bidders that havc prc+rcgistmd this 
information on the GSC CPnb-dizcd Master Biddm Ljst have 
satisfitd h i s  rtquimnmt. If nM pre-rcgistcrcd, cocnptac the 
lollowing: 

Enter name abmc, and S k i  M t y  N u m k  M o w .  

Enter name above, mud Social M t y  Nuink below. 

EuHTaIm 

h t n  name a h ,  and M a 1  Smmily Numba k low.  oImEmIn 
Entu name a h .  and S k i  security Number below. 

l l Imman 
12. NOTE TO BIDDERS - Any terms and conditions altachcd 
to a l id  will not be ~onsidetcd unless the bidder spFci6dl~ 
refers to them on thc fmnt of his  bid form. 

WARNING: Such tenna and m d i t i m  may rcsull in 
d i w d i h t i m  of the bid (e .~ ,  bib with the laws or a State 
ohm t h ~  Teru,  m u i m n ~  for memymolt not d e f i d  
in M J l o m d  in rhir IFB, lirnitmlicnr 



Texas Workforce Commission 

INVITATION FOR BID 
TEMPORARY PERSONNEL SERWCES 
TEXAS WORKFORCE COMlWlSSlOlV 

I. GENERAL INSTRUCTIONS 

The purpose of this tnvitation for Bids (IFB) is to supply the temporary employment needs of the Texas 
Workforce Commission in its offices in Austin, Texas. The selected supplier will be expected to 
supply all of our needs for quality temporary employees in a timely and cost-effective manner, 
and to coordinate with other suppliers, including Texas Industries for the Blind and Handicapped 
(TIBH) and Historically Underutilized Businesses (HU8) in ordering of any temporaries not 
available from its own employee pool. 

1.1. The individual listed below may be telephoned or visited for clarification of the 
specifications only. No authority is intended or implied that the specifications may be 
amended or alternate accepted prior to bid opening without written approval of the Texas 
Workforce Commission. Any changes or interpretations made in the form of an Change 
Notice to this IFB will be mailed to all known bidders. 

Texas Workforce Commission 
Attn: Mr. Allan Robinson 
Purchasing Manager 
101 East 15th Street, Room 470 
Austin, Texas 78778-0001 
Phone: (51 2) 463-9992 
E-mail: allan.robinson@twc.state.tx.us 
FAX: (51 2) 475-3502 

1.2. Bidders should carefully read the information contained herein and submit a complete 
response to all requirements as directed. 

1.3. All bids and supporting material submitted become the property of the State. Bidders 
must clearly mark "Confidential" any portion of the IFB response considered to contain 
confidential or proprietary information. All information, documentation and other material 
submitted by bidder in response to this solicitation or under any resulting contract, may be 
subject to public disclosure under the Open Rewrds Act. 

1.4. W C  will not be responsible for any vendor expenses relating to solicited information, bid 
development, or demonstrations which may result from this procurement action. 

1.5. Bids or bidders may be disqualified for any of, but not limited to, the following reasons: 

1.5.1. Failure to attend and sign log for mandatory prebid conference. 

1.5.2. Collusion among bidders. 

1.5.3. Submission of an unbalanced bid (bids submitted with hourly rates bid which 
appear out of line with other bids submitted or with industry standard rates). 

1.5.4. Failure to comply with, or inclusion of terms and conditions in conflict with, the 
rules and statutes of the State. 

1.5.5. Bids which are qualified with conditional clauses, alterations, in terms not called 
for in the IFB documentation. 

1.6. Each bid should be responsive to this IFB providing a straight-fonrvard and concise 
description of Bidder's ability to meet the requirements of the IFB. Emphasis should be 
on completeness, clarity of content and responsiveness. 

Page I47 



Texas Workforce Commission 320-7-7331 8 

1.7. No bid may be changed, amended, modified by telegram or otherwise, after the same has 
been submitted, except for obvious errors in extension. However, a bid may be 
withdrawn upon written request and resubmitted at any time prior to the bid opening date 
and hour. No bid may be withdrawn after the bid opening without approval by W C  which 
shall be based upon bidder's submittal, in writing, of an acceptable reason. 

1.8. The TWC resenres the right to accept or reject in whole or part any bids submitted, and to 
waive minor technicalities when in the best interest of the State. TWC reserves the right 
to accept all, or any part of the Bidder's response at the quoted prices. Representations 
made within the IFB will be binding on responding bidders. TWC will not be bound to act 
by any previous communication or bid submitted by bidders other than this IFB. 

2. MANDATORY PREBID CONFERENCE: 

PREBID CONFERENCE AND INSPECTION: A MANDATORY PREBID CONFERENCE WlLL BE 
HELD AT THE - Texas Workforce Commission, 101 East 15th Street, Room 644, Austin TX, on 
Thursday July 1 7, 1 996 at 1 0:00 a.m. All bidders will be required to attend the public conference, 
All bidders attending the prebid conference will be required to sign a register. FAILURE TO 
AllEND OR SIGN THE REGISTER FOR THE PREBID CONFERENCE WlLL RESULT IN BID 
BEING DISQUALIFIED. 

3. SUBMITTAL INSTRUCTIONS 

3.1. The agency will utilize a team to evaluate bids, therefore bidders are to submit an original 
and ten (10) copies of their bid. 

3.2. Attachments C & D endosed herein must be returned with all prices provided. 

3.3. All information requested and questions asked within the tFB and listed on Attachment B 
must be answered. 

3.4. Bidder is to provide a Temporary Personnel Services Implementation Plan defining 
Biddets intended performance. Implementation Plan must include a positive statement 
defining management plans and policies, recruitment, staff testing, training and evaluation 
program, quahty control plan, methodology for ensuring performance, and plan to market 
its services to the agency department heads. 

3.5. If TWC requires additional information to clarify the bid, the Bidder must respond to the 
request within five (5) business days. Failure to respond to the request will be cause to 
disqualify the bid from further consideration. 

3.6. Bids must be signed by the Bidder's company official(s) authorized to commit such bids. 
Failure to sign the bid will automatically disqualify your bid. 

3.7. Bids shall show clearly the Bid Number and Bid Openins Date on the outside and under 
the bidder's name on the return address portion of the envelope. 

3.8. Any bid received at the designated place after the established opening date and time is a 
late bid and will not be considered under any circumstances. 

3.9. Late bids properly identified will be returned to Bidder unopened. 

4. PRICING: 

4.1. All bids, inclusive of pricing shall remain firm for acceptance for a period of 120 days from 
bid opening date. 

4.2. Bidders must provide pricing on Attachment C & D. Prices quoted shall reflect the full 
scope of work to be performed as defined in this IFB, inclusive of all associated costs for 
travel, labor, insurance, federal FICA or social security taxes, overhead, profit and 
bonding, if required and so identified. The rate quoted on Attachment D, column F must 
be the same rate indicated in Attachment C, column G. 
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4.3. Rates stated on Attachment C & D are firm for the duration of the contract, except in 
event of government mandated increase in minimum wages andlor federal FICA or social 
security tax rates, in which case, TWC may allow a proportional rate increase for 
~Iassifications affected. 

4.4. Rates for the renewal period(s) shall be for the original bid prices; however, if the option 
to renew is exercised, TWC wilt consider {not guarantee) a price adjustment upward or 
downward after the end of each contract period when correlated with the change in 
Consumer Price Index for Urban Wage Earners and Clerical Workers, all items (CPI-W, 
U.S. City Average) published by the Bureau of Labor Statistics, Washington, D.C. 2012 
(CPI-W) for the previous 12 month period. The initial rate may by adjusted by the 
announced changes in the consumer price (CPI-W) reflecting percentage increase up to a 
maximum of .5% per month (6% maximum annually) or any rate of decrease. Decision to 
allow a price increase is solely at the discretion of TWC. 

The escalation will be calculated as follows: 

Percentage increaseldecrease = (CPI-W RenewlCPI-W Base) -1. 

DEFINITIONS: 

CPI-W Renew = Latest announced CPI-W on the annual anniversary date. 

CPI-W Base = CPI-W announced for the same month in the preceding year as CPI-W 
Renew. 

5. BID EVALUATION: 

W C  feels that while cost is the major factor in determining award to this IFB, its interest in receiving the 
best quality and loyal temporary employees are best sewed by that employee being well 
compensated for hislher senrices. This is best measured by the ratio of TWC's cost for that 
temporary employee and the profit or margin the contractor charges. Completeness of response 
and Implementation Plan will also be factors in determining best bid for evaluation purposes. 

5.1. Cost to the agency as calculated from Attachment C will represent 50% of bid for 
evaluation purposes. 

5.2. Cost from Attachment C will be adjusted for bid evaluation purposes by ability of the 
contractor to provide the best quality temporary employees. TWC's evaluation team will 
rank the ratio of margin or profit to total bill rate per hour as well as the payrolling 
percentage markup, and assign proportional scores (0 to 100) based upon bid information 
submitted in Attachment D. Contractor's ability to provide quality temporary employees 
will represent 30% of the bid for evaluation purposes 

5.3.. Cost will also be adjusted by completeness of response to the IFB and Implementation 
Plan submitted with bid. This will represent 20% of the bid for evaluation purposes. 
TWC's evaluation team will assign values to the Implementation Plan and completeness 
of bid response. Some factors that will be considered are: contractor's ptans and 
policies, recruitment, plans to transition existing agency temporary staff, staff testing, 
training and evaluation program, quality control plan, methodology for ensuring 
performance, contractor's employee benefit plan, ability to provide reports, and plan to 
market its services to agency department heads. 

6. CONTRACT AWARD: 

6.1. The purchase order from this IF0 will be issued in accordance with Texas Government 
Code, Title 10, Subtitle 0, Chapters 21 51 through 21 76 and rules of the General Services 
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Commission. Award will be made by issuance of a W C  purchase order. W C  will issue 
purchase order change notice@) for all changes andlor renewals to this contract. 

6.2. The quantities 7WC has included on (Attachment C) are not firm and are not intended to 
be a guarantee of any sort. The actual number, type, and duration of temporary services 
to be contracted shall be solely at the discretion of TWC. There are no guarantees of any 
quantities to be used during the tern of this contract or any extensions thereof. 

7. INSURANCE REQUIREMENTS: 

For services provided on W C  premises, Contractor shall furnish TWC certificates of insurance as set 
forth below prior to the commencement of any work hereunder and shall maintain such 
coverage's during the full term of the Contract. The W C  shall be named as an additional 
insured on all policies of insurance. Certificates of insurance shall not be cancelable without 
thirty (30) days prior written notice. Upon request, Contractor shall furnish complete sets of its 
insurance policies to TWC for review. 

Workers Compensation And Employers Liability Insurance 

Contractor agrees to comply with all Workers Compensation laws of the State of Texas and to maintain 
a Workers Compensation and Employer's Liability policy. 

Commercial General Liability Insurance: Minimum insurance coverage is required as follows: 

General Aggregate $1,000,000 Each Occurrence 
ProdlComp. Oper Aggregate $1,000,000 Each Occurrence 
Personal & Adv. Injury $1,000,000 Each Occurrence 
Each Occurrence $1,000,000 Each Occurrence 
Fire Damage $500,000 Each Occurrence 

Comprehensive Automobile Liabilitv Insurance: Automobile Liability insurance shall be included for all 
owned, non-owned and hired vehicles. 

Bodily Injury & Property Damage $500,000 Combined Single Limit 

8. CONTRACT PERIOD: 

8.1. This contract shall be for a two year period beginning on date of award by TWC. 

8.2. This contract shall be renewable for up to three (3) additional one (1) year periods upon 
mutual written agreement by both parties. 

9. PROJECT COORDINATOR: 

9.1. lWC will exercise its rights and obligations under the Contract througtml the Deputy 
Director of Human Resources, or designee who shall serve as Project Coordinator. 

9.2. AH work performed shall be subject to review, coordination and approval by the project 
coordinator. The project coordinator will in all cases, determine the amount, quality, 
acceptability, and appropriateness of the work which is to be paid. The project 
coordinator will resolve all questions which may arise as to the fulfillment of the Contract 
by the Contractor. The project coordinator's determination and decision will be final and 
conclusive. 

9.3. In the event work performed by the Contractor does not conform to the requirements of 
the contract as determined by the project coordinator, TWC, at its option, may request the 
Contractor to re-perform such work at no additional charge to TWC or request a 
deduction from the contract price. 
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10. ASSIGNMENT: 

No rights and privileges granted to Contractor may be transferred or assigned without obtaining the 
written consent of TWC prior to such transfer or assignment. Any attempt to transfer or assign 
any rights or privileges under this Contract without having first obtained written consent of lWC 
will render the Contract null and void and shall be sufficient cause to immediately terminate this 
Contract. 

In case one or more of the provisions contained in this Contract will for any reason be held to be invalid, 
illegal, or unenforceable in any respect, such invalidity, illegality, or unenforceability shall not 
affect any other provision and this Contract will be construed as if the invalid, illegal, or 
unenforceable provision had never been contained. 

12. INDEMNIFICATION: 

Contractor agrees to protect, indemnify, and hold the Texas Workforce Commission harmless from and 
against any and all claims, demands, and causes of any action of every kind (including the costs 
incurred by the TWC in defending against same), occurring or otherwise incident to, in 
connection with, or arising out of the services to be performed by contractor, its employees and 
agents. 

13.1. The f W C  has the right to cancel for default all or part of the undelivered portion of this 
Contact, without prior notice, if Contractor breaches any of the terms including warranties 
of Contractor or if the Contractor becomes insolvent or commits acts of bankruptcy. Such 
right of cancellation is in addition to and not in lieu of any other remedies which TWC may 
have in law or equity. 

13.2. Performance of work under this Contract may be terminated in whole or in part by TWC in 
accordance with this provision. Termination of work shall be effected by the delivery to 
the Contractor of a "Notice of Termination" specifying the extent to which performance of 
work under the order is terminated and the date upon which such termination becomes 
effective. Such right of termination is in addition to and not in lieu of rights of TWC set 
forth herein. TWC will make no payment of services beyond termination effective date. 

13.3. This contract or any renewal may be canceled in whole or in part for any reason by either 
party by giving thirty (30) days prior written notice. 

13.4. This contract is made and entered into contingent upon the continuation of funds being 
available to cover the full term indicated herein. This contract is subject to cancellation at 
any time without prior notice, without penalty, either in whole or in part, if funds are not 
appropriated by the Texas Legislature or United States Department of Labor, or otherwise 
made available to the using agency. Under no circumstances will the Contractor tw 
entitled to payment for anticipated profits, unabsorbed overhead, or interest on borrowing 
by reason of cancellation. 

14. DESCRIPTION OF SERVICES: 

lWC seeks to implement a temporary employment program which provides optimum service and cost 
effectiveness to all divisions and departments of the W C  offices located in Austin. 

14.1. Contractor Prolect Coordinator: 

The Contractor must designate an employee of its agency as project coordinator to oversee job 
orders and placement and to monitor quality of temporary employees at the TWC. The 
performance of the project coordinator is extremely important to the success of the 
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program. The bidder must identify for our evaluation two or more individuals from your 
agency as candidates to serve as project coordinator of W C  services. 

14.2. Types of Temporaw Personnel: 

The Contractor must have a full temporary employee service providing clerical and 
administrative, light industrial and service classifications or establish subcontracting 
relationships with other employment service providers to supply requested classifications. 
Contractor will be responsible for filling all temporary orders. 

14.3. Sewices to be Performed: 

Contractor will handle all local service requirements, including: 

Fill Job Orders with temporary employees ordered via telephone or fax (agency 
choice). 

Advise requesting W C  office within two (2) hours of request for temporary personnel, 
of the non-availability of personnel or the name of each person who will be reporting 
to work. 

Test personnel to ensure that minimum requirements and suitability for the position 
are met; 

Provide temporary employees' nnJC orientation training. 

Check and compute time sheets monthly. 

Monitor performance, including the issuance of performance reports at the end of 
each temporary employee's assignment. 

Prepare and code invoices for payment. 

Pick-up and delivery of time sheets and payroll checks for the temporary employees. 

Train and replace temporary employees so that continuous requirements are not 
interrupted and the quality of staffing is maintained. 

Establish and maintain records for all temporary requests and invoices sent to TWC. 

Provide monthly reports and ad hoc reports as specified herein. 

Conduct criminal background checks through Texas Department of Public Safety 
records on all temporary employees provided. 

14.4. TWC Responsibilities: 

The TWC cost center managers with delegated expenditure authority for processing expenditure 
documents related to that cost center will direct requests for temporary services to the 
contractor. TWC cost center managers will provide the contractor with cost distribution 
codes for the temporary employee including cost center, project and function code@) and 
percentage(s). Any orders accepted from TWC personnel other than those cost center 
managers with delegated expenditure authority will not be honored by TWC. Contractor 
will invoice each cost center manager directly. The cost distribution information must be 
included on all invoices. The cost center manager will verify accuracy of the invoice 
before releasing it for payment to the TWC Accounting Department. The Contractor will 
provide the Accounting Department a summary copy of invoices for the Accounting 
Department to utilize in follow-up and coordination of invoice processing. 
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Contractor recognizes and agrees that in the performance of this agreement, Contractor's 
success in providing services is dependent on several factors which include: (a) 
availability of qualified personnel; (b) time and attendance; (c) ability to work within a state 
government environment (d) competency and skill; and (e) compliance with appropriate 
professional standards. 

14.6. Invoicing and Payment: 

W C  will be responsible for payment for only those services specifically requested and 
authorized by cost center managers with delegated expenditure authority. The following 
outlines the primary invoicing and payment requirements for W C .  Additional invoicing 
requirements may be required during the term of the contract and determined by agency 
reporting requirements and generally accepted auditing standards. Contractor's failure to 
comply with the invoicing and reporting requirements will be considered just cause for 
lWC to discontinue use of the Contractor's services. 

14.6.1. On a monthly basis contractor will prepare invoices. One invoice will be prepared 
for each cost center, referencing that cost center% work order number(s) and 
represent an itemization of hours worked for each temporary. Copies of signed 
time sheets must be attached to each invoice. Invoices will be in a format 
approved by lWC Project Coordinator. 

14.6.2. Contractor will prepare reports for each temporary assignment for each cost 
center showing the cost center, and distribution of costs by projectlfunction codes 
to be charged. Reports will be on a TWC created form for this purpose. 

14.6.3. Assignment Reports must be approved by the cost center manager with delegated 
expenditure authority. 

14.6.4. Contractor must accept payment by electronic fund transfer direct deposit. 

14.7. Personnel: 

14.7.1. Contractor agrees at all times to maintain an adequate staff of experienced and 
qualified employees to ensure efficient performance under this Contract. Bidders 
response should consider three (3) kinds of orders: same day orders, orders 
received on 24-hour notice, and orders received more that 24 hours in advance. 

14.7.2. Temporary personnel are expected to report to work in a fit and alert condition. 

14.7.3. Temporary personnel are expected to report to work on time and inform the 
immediate supervisor of any absence or tardiness. 

14.7.4. Temporary personnel are expected to adhere to the W C  work rules. 

14.7.5. Contractor agrees that at all times its employees will perform required services in 
a professional manner and agrees that lWC may request the removal of any 
temporary employee for good cause. 

14.7.6. TWC will not pay for any hours worked by any unqualified temporary employee. 
Contractor must be contacted by the end of the first working day (500 p.m.) for 
the fee to be waived for an unqualified temporary. 

14.8. Payrolllng: 

Contractor agrees to allow lWC to payroll qualified temporary employees for any reason or 
length of time. Contractor will prepare payroll checks, make all necessary deductions, 
and pay all taxes and insurance required by Federal, State or local taws. W C  will be 
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billed for the applicable direct labor rate plus a mark-up not to exceed 25%. Indicate on 
Attachment D the percentage markup to be charged. 

14.9. Payment of Labor: 

Contractor agrees to promptly pay all labor used by him. Contractor will assume full liability for 
the payment andlor collection of all present and future social security, unemployment 
insurance andlor other payroll and employment taxes or assessments imposed by 
governmental authority, and arising from the employment of any person by the 
Contractor. 

14.10. Reports: 

Contractor must provide TWC monthly management reports which include: 

Summary of total dollar volume and hour usage by cost center 

Breakdown of skill classifications 

rn Reason for TWC order (i.e. vacation or illness fill-in, project activity, etc.) 

Reports shall contain the cost center name, department name, distribution of cost by 
projectlfunction code(s), temporary employee name, job title, regular and overtime 
hours, regular and overtime pay rates, and total charged for that temporary employee. 

Summary of temporary personnel working by racelsexlEEO category 

Subcontractor participation status report, 

Contractor will provide semi-annual reports on its measurement in reaching its goal of 
subcontracting with TI BH. 

Contractor will provide semi-annual reports on its utilization of Historically Underutilized Business 
subcontractors in a format acceptable to the agency. All subcontracting with TlBH will be 
discounted before calculating the contractors percentage usage with HUBS. 

Contractor will demonstrate the ability to customize reports and adapt to changing or ad hoc 
reporting requirements. Samples of reports that you supply on a weekly, monthly, or 
annual basis should be attached to your bid. 

14.1 1. Lena1 Requirements: 

Contractor must comply with all applicable permits and licenses and all requirements of 
appticable laws, regulations, and standards including but not limited to the provisions of a 
(a) Executive Order 11246, as amended, of the President of the United States and Rules 
and Regulations pursuant thereto pertaining to Equal Employment Opportunity; (b) the 
Fair Labor Standards Act of 1938 of the United States, as amended with respect to 
WAGES AND HOURS; (c) the Occupational Safety and Health Act of 1 970 (OSHA), as 
amended; Americans with Disabilities Act, and (d) Immigration Reform and Control Act of 
1986. 

14.12. Texas Industries for the Blind and Handicapaed: The awarded contractor will be 
required to make a good faith effort to obtain at least 30% of the value of this contract by 
subcontracting with the Texas Industries for the Blind and Handicapped or its workshops 
in the Austin area. 

14.13, TWC Existinn Pool of Temaorarv Emelovees: At the beginning of the contract, the 
awarded contractor will be required to make a good faith effort to utilize 100% of W C ' s  
existing pool of temporary employees which TWC regularly uses to staff its requirements 
when employers file their lWC quarterly reports along with submission of unemployment 
taxes to the Agency. 
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14.14. Historicatlv Underutilized Businesses: Per Texas Civil Statutes Art. 6.01 b Secs. 3.1 0 
and 5.36, state agencies are required to make a good faith effort to assist Historically 
Underutilized Businesses (HUBS) in receiving at least 30% of the total value of all contract 
awards issued by the State. "Historically Underutilized Business" is defined in Texas Civil 
Statutes Art. 6.01b Sec. 1.02(3). 'Total value of all contract awards" includes the value of 
subcontracts. Therefore, any business that contracts with the State (Contracting Party) 
shall be required to make a good faith effort to assist HU8s in receiving at least 30% of 
the total value of subcontracts that the Contracting party awards on State contracts. A 
subcontractor is an entity that enters into a contract with a vendor to provide a portion of 
the goods or services for which the vendor is responsible under the terms of its contact 
with the State. To make such a good faith effort, the Contracting Party must comply with 
the criteria set forth below: For the purposes the amount which the contractor 
subcontracts with the Texas Industries for the Blind & Handicapped (TIBH) will not be 
included in the total measure in determining good faith effort. 

14.14. I .To the extent consistent with prudent industry practice, divide the contract work 
into the smallest feasible portions. 

14.14.2.Notify HUBs of the work that the Contracting Party intends to subcontract. The 
notice shall include a copy of the specifications, adequate information about the 
plans, scope of the work, and requirements of the work to be subcontracted in 
order to allow all interested parties the opportunity to participate effectively. The 
Contracting Party shall provide written notice with sufficient time to allow all 
interested parties the opportunity to participate effectively. The Contracting Party 
shall send such notice to at least 5 businesses listed in the current General 
Services Commission (GSC) directory that perform the type of work required. If 
the GSC HUB directory does not have at least 5 businesses, the Contracting Party 
shall send the required notice to HUBs on other government agency listings or 
other organizations that provide assistance in identifying minority and women 
owned businesses. If a Contracting Party uses sources other than GSC , the 
selected HUB subcontractor must become certified by GSC or must provide proof 
of certification from the federal Government SBA 8a Program defined in Federal 
Regulation 15 USC 637(a) and 6364). 

14.14.3.1n certain instances the Contracting Party will be required to explain why a HUB 
was not hired for specific work. This shall include a.) Instances where the 
Contracting Party selects a subcontractor through means other than accepting 
bids; b.) Instances where, after soliciting bids, the low responsive bidder was a 
HUB and was not awarded the subcontract. 

14.14.4.Maintain records of all of the foregoing activity and report quarterly to the 
Contracting Agency in the format required by TWC. 

14.14.5.When the Contracting Party is a HUB, it may satisfy the good faith effort 
requirement by performing at least 30% of the contract work in-house. Any 
Contracting Party that seeks to satisfy the good faith effort requirement in this 
manner shall report quarterly the volume of work performed under the contract to 
the contracting agency in the form required by the contracting agency. If a HUB 
Contracting Party performs less that 30% of the contract work in-house, the HUB 
Contracting Party shall report its subcontracts in the same format as non-HUB 
Contracting Parties. 

14.14.6.Any entity that leases space to the State shall be required to follow the foregoing 
steps with regard to all goods and services provided for the leased space after 
commencement date of the lease. 
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14.14.7.Bidders must include in their bid response the answer to the following questions: 

If an award is issued, do you plan to utilize a subcontractor or supplier for all or 
part of the contract? 

Are you certified with the Federal Government SBA 8a Program or as a Texas 
Historically Underutilized Business (HUB)? 

14,14.8.Upon the request, the contractor will be required to detail the amount of 
subcontracting awards. The Contracting Party will be required to prepare and 
submit this information on forms required by TWC. 

14.14.9.F ailure of the Contracting Party to meet the good faith effort criteria set forth 
above may constitute default of the contract. 

14.15. Purchase from Other Sources: 

lWC reserves the right and may from time to time as required by TWC's operational needs, 
obtain temporary personnel services of equal type and kind from other sources during the 
term of this Contract without invalidating in whole or in part this Contract or any rights or 
remedies lWC may have. 

14.16. Riaht to Hire: 

TWC reserves the right to extend a job offer to temporary personnel furnished by Contractor 
without a fee requirement, provided thirty (30) calendar days of service has elapsed 
since the beginning of the temporary's initial assignment date wifhin the contract term. 

14.17. Riaht to Audit: 

Any time during the term of this contract, and for a period of two (2) years thereafter, TWC or a 
duly authorized audit representative of TWC, or the State of Texas or U. S. Department of 
Labor, at its expense and at reasonable times, reserves the right to audit Contractor's 
records and books relevant to all services provided under this contract. In the event such 
an audit by TWC reveals any errorsloverpayment by TWC, contractor will refund the 
amount of such overpayment; however, should such audit reveal any errors or 
overpayment in excess of 3%, Contractor will in addition to referenced reimburse lWC for 
the cost of such audit. 

14.1 8. Observance of lWC Policies and Renulations: 

Contractor agrees that at all times its temporary employees will observe and comply with all 
policies, regulations, and work rules of lWC, including but not limited to parking, safety, 
and security regulations. 

14.19. Parking: 

Temporary employees are responsible for obtaining their own parking and the cost associated 
with parking, where applicable. lWC has no parking available in the Capitol Complex 
area. 

14.20. S~ecial  Reauirements: 

Contractor is not to contact individual TWC cost center managers or TWC employees to solicit 
business. Contractor must wait for cost center managers to institute a business 
transaction. Contractor is not to supply any temporary staff that is not specifically named 
in the contract. If Contractor receives a request for such personnel, contractor is to 
decline the request and refer the requesting cost center manager to TWC Human 
Resources Department for assistance. If Contractor does place temporary staff with 
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TWC in activities which are not listed in the contact without appropriate approval from 
W C ' s  Project Coordinator, Contractor will not be paid for such services. 

' 5. NEW SERVICE CLASSIFICATIONS (POST AWARD1 
Temporary service classifications that were not initially included in the IFB may be added to this contract 

at any time during its term with pr ies  correlated to bid pricing of this contract for covered 
classifications when compared to existing state classification plan and pay scale. The price 
approved by TWC for new classifications will be effective for the remaining term of the contract 
and subject to the provisions detailed in this IFB. 
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ATTACHMENT A: 
TEMPORARY EMPLOYEE SPECIFICATIONS 

CLERICAL AND ADMlNlSTRATIVE 

Job Title Job Specifications 

Accounting Cleirk: I: Under immediate supervision, perfoms simple repetitive tasks and basic bookkeeping 
and accounting work. Posts journal entries, procksses payments, verifies information, maintains 
filesxand assists in preparation of reports. Uses perso?al computer inVperforming assigned tasks, 
including data entry into automated system. Requires some knowledge of 'bookkeeping and 
accounting procedures. Abilitymto use a calculator andlor adding machine. 

Accounting Clerk 11: Under general supenrislon, performs a variety of routine accounting functions in 
accordance with standard procedures. Reconciles accounts, posts to and balances A general and 
subsidiary. ledgers, processes payments and compiles segments of monthly closings, etc. ~ a y  
conhct other departments or agencies. May ;use persona[ computer In performing assrgned tasks, 
such as data entry utilizing MS Excel, Word, e s s ,  Lotus 1-23, etc. Requirks knowledge of 
bookkeeping and accounting procedures. Ability. to post entries and to make quick and accurate 
mathematical computations. 

Administrative Assistant: Provides administrative support for a top executive officer which may include 
some secretarial duties. Independently handles a wide variety of situations involving clerical or 

I administrative functions of the office. Routinely ̂ exercises own discretion in decision making. lsl 
responsible for high degree of proficiency in all administrative support areas and for initiating these 
activities with little or no supervision. Requires excellent organizational and communication skills. 
Minimum of 60 wpm typing speed, Must be proficient in spelling, grammar, and bastc math, 

Clerk Typist: Performs a variety of routine vping and clerical duties using electric or electronic typewriters. 
May involve receptionist duties, maklng photocopies, filing, and other clerical duties as assigned. 
May use computer terminal for information retrieval and occasional or incidental data entry. 
Requires ability to type accurately from plain copy at a minimum of 3540 wpm. May use Word for 
windows or Word for Mac, or most commonly used clerical application software. Must be proficient 
in spelling; grammar, and basic math. 

Customer Service Representative: Examines routine asmts of - various services and related 
documents;analyzing them within established guidelines. Ensures that'customers d i e  the best 
senrice posdble through processing dmurnents,'preparing general correspondence, and 
coordinating wlth other functions as required. Responsible for direct customer contact in all areas 

+ relating to Inquiries, entries, scheduling, customer complaints and questions. Customer contact Is 
by phone andlor by mail. May use computer terminal for Information retrieval and data entry. Work 
is performed under close supervision and Is subject to review in progress for conformance tb 
standard procedures. Requires organizational, communication, and excellent customer service 
skills, Must be proficient in spelling, grammar, and basic math. 
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Attachment A: CLERICAL AND ADMINISTRATIVE (Continued1 

Job Title Job Specifications 

Senior Clerk Typist: Wdrks independently with limited supervision. Proficient clerical skills including 
understanding of ng systems -and ,abitty: to schedule and organize standard oflice 
functions such as upplies and sch$dullng appointments. Requires ability to type 
accurately af 45-55 wpm. May transcribe-bdictation from dictaphone or hard copy, type 
correspondence, articles, reports, specifications, payrolls, manuals, legal documents, 
tableslgraphs, etc. May plan itineraries and coordinate travel arrangements. May serve as 
mpt[onist which requires knowledge of telephone protocol and systems. Ability to estabtish and 
maintain effective working relationships with supervisor and employees, May use Word for 
Wndows or Word for Mac, or most &mmonly used c lerbl  application software. Must be proficient 
in spelling, gammarhXand bask math. 

General Clerk: Performs varied routine clerical tasks which include .mail handling and distribution, mass rnail- 
out, copying, and stuffing envelopes. May also include responding to requests for data by collecting 
and disseminating data. Some typing may be required. Must be proficient in spelling, grammar, 
and basic math. Must be able to lollow oral and written instructions. 

Senior Clerk: Functions to include those of a general clerk. Provides skilled clerical support in the processing 
and preparation of forms, documents, and records. Examines and prepares invoices, requisitions, 
forms, reports or other similar documents for accuracy. Some typing may be required. Must be 
proficient in spelling, grammar, and basic math. Must be able to follow oral and written instructions. 

Data Entry Clerk' 1: Enters data through an electronic keyboad to record and verify a variety of mutine source 
data under immediate supervision. Requires minimum 6,000 keystrokes per hour. Ability to verify 
and proof data for accuracy. 

Data Entry Clerk II: Enters data through an electronic keyboard to p r e s s  a variety of business and statistical I 
source data, ~ollows standard p m d u r e s ,  with allowance for some level of independent judgment 
and verities input. Performs with mderate speed and~accuracy. Requires minimum 8,000 
keystrokes per hour. Ability to verify and proof data for accuracy. 

File Clerk I: Maintains alphdnumeric filing system of mrrespondence, cards, invoices, or other classified or' 
indexed m a d s  arranged systematically in a file according to an established system. Follows 
general instructions, inserts and removes material u p n  request, and notes disposition. May 
perform related routine clerical duties. Requires ability to alphabetize documents and to pay 
attention to detail. 
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C Attachment A: CLERICAL AND ADMINISTRA TlVE (Continued) 

b 

b Job Title Job Specifications 

b 

File Clerk .I!: ln-additioiAto'the duties of File Clerk I, may perfom considerable scleri&l -work ,in searching and 
investigating the-information contained in the files, inGrting gdditional 'a&, preparing repdrts, ahd 
supplying .written infomation on request. Requires ability r to -alphabetize docuknts; to pay 
attention to' deta.11;-and .to cbm park information for akuraky. . 

Mail Clerk: Performs a variety of routine activities including r-ivlng and opening incoming mail, :sofling for 
distribution, and wllecting and delivering mail, messages, and repqrkthroughout the stab office. 
May Idad and u'nload -hampers of mail; manually sorting buckets-and trfys linb. blns. ,May ,load 
sorted mall onto carts for delivery; pick up outgoing mail and take to mailroom. 'uay operitema letter 
opener, postage meter, mailing machines, electronic scales. May require lifting af~boxes'weighing 
20 to 25 Ibs. Requires ability to follow instructions and to pay attention to detail. 

Offlee Assistant: ~erfo'rms work that is varied and that may be someiihat difficult, but usually involving limited 
responsibility. Answers routine inquiries and sets upcand merges files. Takes phone meisages, 
schedules appointments, types correspondence, and prepares documents for distribution. May 
perform data entry. May use personal computer software, such as Microsoft Word, Professional 
File and spreadsheet applications. Requires ability to follow detailed instnrctions; organize work; 
pay attention to detail; and communicate effectively. 

Receptionist: Performs varied clerical tasks to include message taking and appointment scheduling. Must 
have the ability to use various office machines as required by various departments. Good diction 
and phone voice mandatory. Requires ability to work with minimat supenrislon and to perfom 
duties in a professional manner. 

Secretary I: Entry level secretarial p s i t i n .  Requires some experiencexand knowledge of word ,processing 
applications. Will have the'ability to produce material In typewritten format fiom longhand notes or 
machine dictation through the use of word processing equipment, prwfreads and edits materials. 
May answer and scrGnxphone calls. Spends majorlty of time performing standard secretarial 
duties and minor administrative duties. May work for more than one !ndividual. A minlmum of 55 
wpm typing required. 

Secretary I I: Requires seweta rial experience and w mplete working knowledge of word prassing applications. 
The -me basic duties and requirements as a Secretary I with the addition of advance appliptions,, 
i.e, spreadsheet+ Caqies o$ recurring offw procedures such as receiving 'visitdrs, routes 
incoming mail, sends out f o b  letters and sets appointments. Maintains recurri~g internal rekrts; 
May' make travel arrangements and'kservations. A minimum of 60 wpm typing required. 
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b 
b Attachment A: n. 
e 
b Job Title Job Specifications 

b 

Statistical Clerk 1: Perfoms under supervision, one or more mutine operations which require close attention to 
detail and mathematical or numerical aptitude. . buties may include verifying reports, checking 
figures, postlng data, CRT input, statistical probfing, preparing statistical reports, graphic 
presentation such as graphs, charts and maps, and verifying the accuracy of presentations, 
Knowledge of Lotus 1-2-3 andlor Excel, or most commonly used ,statistical applikation somare, 
helpful. 

Statistical Clerk 11: Performs complex clerical and technical work,in compiling and presenting data. R e q u i p  
knowledge df accounting principles, Involves gaikering aha 'compiling data',for use; in planning knd 
canying out "progmms. Gathers information frdm &rts andxother sou&; combines, tabulates 
and edits for accuracy. Makes computations of percentage comparisons or contrasts as 
necessary. Requires knowledge of standard statistical pmedures and techniques. Knowledge of 
Lotus 1-2-3 andlor Excel, or most commonly used stalis%l application software, helpful. Ability to 
follow instructions and work with minimal supervision. 

Switchboard Operator: Operates a push button phone system making proper telephone connections for 
incoming and outgoing calls, supplying information to callers, recording messages and keeping 
record of calls. Duties may include light clerical tasks. Must have good customer service skills and 
some experience operating a multi-line telephone switchhard console. 

Transcription Typist: Operate voica reproducing machine to transcribe letters, reports and other dictated 
material into typewritten form. Duties include typing the dictation into final form with correct 
punctuation and spelling. Type a minimum of 60 wpm. Proficient in use of Word for Windows or 
Word for Mac, or commonly used clerical application software. 

Word Processor Operator I: Must have the ability to produce material in typewritten format on personal 
computer from longhand notes or machine dictation, Proofreads and edits materials. May answer 
and screen phone calls. Equipmentlsoftware and hardware used may include IBM compatible or 
Macintosh. Requires proficiency in use of personal computers and software applfcations. Ability 
may also include record processing,glossary creations, &mmunications, systems library andlor file 
maintenance. Operators should 6ave job experience on the designated software, or related 
system. Must be able to type 40-50 wpm. 

Word Processor Operator II Possesses all the skills of Word Processor Operator I. Must be able to type a 
minimum of 70 wpm. Ability to perform complex word prmssing assignments with minimal 
supervision. Some positions may also require use of Lotus 1-2-3 or Excel, or commonly used 
statistical application software. 
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LIGHT INDUSTRIAL AND SERVICE 

Job Title Job Specifications 

Custodian: Keeps offick,' bhildings, or faciiitie3clean and orderly. Sweeps, mops, polishes floors; removes 
trash and litter; deans furniture. May make minor maintenance repairs. Must have ability to follow 
Instructions. 

General Maintenance Worker: Under immediate supervision, performs general mainten<nce and rqpirs 
within a facility which may involve two or more of the following: plumbing, caentry, -painting and 
plastering, service of machinery, electrical repairs or installations, ,or seArvking ofx:automobiles or 
trucks. Performs all*work with adherence to safety procedures. Requires a bask-hovhedge;of 
several rnalntenance trades Must have ability to follow instructions. 

Grounds keeper: Under general supenrision, cuts grass, repairs damaged lawns, prunes trees and shrubs. 
Removes debris and maintains driveways and parking lots. May lay out and tendxflower beds or 
other decorative vegetation. Perforbs routine cleaning and maintenance on gardening and 
grounds equipment, Must have ability to follow instructions. 

I ~a borer: Performs unskilled and semi-skilled work in pel-formance of tasks which may be physically demanding, 1 
can be learned readily, and does not require formal training or specialized experience. May-move 
equipment and furniture. May assist maintenance workers and crakmen. Other duties as 
assigned; may include answering phones, checking incoming and outgoing warehouselstores 
goods, and other related duties as assigned. Must have ability to follow instnrctjons. 

Shipping and Receiving Clerk: Participates In the assembling and shipping of outgoing merchandise or 
material. Prepares and maintains shipping records, makes up bills of lading and posts weight and 
shipping charges. Verifies,arrectness of incoming shipments against, bills of "lading; mairitains 
records of goods received. Rejects damaged gods or materials and corresponds with7shlpper to 
adjust damages or shortages. May route incoming goods to the proper depahents. Must have 
ability to follow instructions. 
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ATTACHMENT B: 

1. GENERAL INFORMATION QUESTIONNAIRE: 

Please answer the following questions as part of your bid response. (Type the question and answer on 
a separate sheet of paper.) in answering, you may refer to other sections or exhibits of your bid 
by reference to the page where the information may be found. If the answer to one question 
appears in the answer to another, you may refer to your other answer. Answers should be 
sufficiently detailed to make unnecessary any further inquiries by W C .  

Failure to respond comoletelv to any of these questions mav result in the entire bid being 
rejected. 

1.1. General: 

1.1.1. Please state the name of your company, home office address, local business 
address, and the name, address, telephone number, and title of the person(s) 
whom TWC may contact about your bid response. 

1.1.2. Is your company 'affiliated" with another company? If so, describe these affiliate 
relationships. 'Affiliated" means owned by another company; owned by a 
common controlling shareholder or interest, or inter-tied by contract as to be under 
the dominion or influence of another. Please state the name and address of 
current affiliated company. 

1.1.3. Describe the details of any reorganization, acquisition or merger regarding your 
company in the past two (2) years. 

1.1.4. Is your company currently for sale or involved in any transactions to expand or 
become acquired by another organization? If yes, please explain. 

1 . I  .5. Please provide the names and job title for each corporate officer, partner or 
owner. 

1.1.6. List all individuals, groups, corporations, etc. that hold 10% or greater equity in the 
company. Please state name, address and telephone number for each. 

1 .I .7. Please identify below all agreements or contracts your company has had which 
were terminated before completion within the last three(3) years, if any, including 
the circumstances surrounding such early termination. 

1.1.8. Provide any details of all past or pending litigation or insurance claims arising from 
your company furnishing an item or service similar to that described in these 
invitation for bids. 

1.1.9. Please provide a statement showing that your business is responsible for and will 
comply with the Immigration Reform and Control Act of 1986 and according to the 
Act, verifies employability and has all the required documentation available for 
inspection. Your statement should also include the information that all 
temporaries provided to TWC are in compliance with the Act. 

I .1 . lo .  If an award is issued, do you plan to utilize a subcontractor or supptier for all or 
part of the contract7 

1 .I .1 I. Are you certified with the Federal Government S8A 8a Program or as a Texas 
Historically Underutilized Business (HUB)? 
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1.2. Financial Status: 

1.2.1. Has your company, or any of its parents or subsidiaries, ever had a bankruptcy 
petition filed in its name, voluntarily or involuntarily? If yes, specify date, 
circumstances and resolution. 

1.2.2. Is your company currently in default on any loan agreement or financing 
agreement with any bank, financial institution, or other entity? If yes, specify 
details, circumstances and prospects for resolution. 

1.2.3. Financial references - Provide on an attachment at least two financial references 
(one trade reference and one financial institutionlbank reference). List should 
include company name, mailing address, telephone number, contact person and 
length of financial relationship. 

1.2.4. Client references - Provide on an attached page a client reference list of 
organizations for whom your company has provided similar services. Said list 
should include not less than three organizations with whom it currently has 
contracts or has completed contracts within the past two years for which services 
of equal type and scope have been performed for a period of not less than one 
year. Your client reference list must include a contact name and telephone 
number at each reference company who can provide performance history. 

1.3. Personnel: 

1.3.1. Please provide an EEO breakdown of your regular staff. 

1.3.2. Please provide an EEO breakdown of your temporary workforce that may be 
provided to TWC and the number of individuals you have in your files. Do not use 
percentages--use actual numbers. 

1.3.3. Have you provided the names for lWC to evaluate of two or more individuals from 
your agency that are candidates to serve as project coordinator? 
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ATTACHMENT D: 

RATE SCHEDULE 

Please complete this rate schedule enabling the Texas Workforce Commission to evaluate 
price considerations, Prices quoted must reflect the full scope of work as defined per the IFB, 
inclusive of all associated costs for insurance, taxes, overhead, profit and bonding, if required 
and so identified. All rates quoted on the Rate Schedule must remain f7rm for the duration of 
the contract, except in event of government-mandated increase in minimum wages andlor 
employer-paid taxes. All rates indicated below are to be in Dollars and Cents, DO NOT USE 
Percents. 

"Direct Expenses includes FICA, UEC, Liability, and Workers Compensation, 

**indirect Expenses includes operating and administrative costs other than margin or profit. 

***Payrolling Markup (Refer to paragraph 14.8) 

Total Bill RatelHour (Column F below) must be the same rate used in Attachment C, Column G. 
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Senior Clerk 

Data Entry Clerk t 

Data Entry Clerk II 
-- 

File Clerk II 

Mail Clerk 
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,ffice Assistant 

Seceptionist 

Sewetary I 

Secretary ll 

Statistical Clerk I 

Statistical Clerk II 

Switchboard Operator 

----- 
Transcription Typist 

Word Processor Operator I 

Word Processor II 

Custodian 

General Maintenance Worker 

Groundskeeper 

,ab>orer 

Shipping & Receiving Clerk 
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