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FOREWORD

The substantial increase in the number of womer par-
ticipating in the labor force has prompted the research
community to focus on the successes and problems women
encounter in adjusting to the world of work. iany women
tend to exit and ieenter the labor force on the basis of
changing family responsibilities. Since the problems
associated wi*h reentry are different from those confronting
women when they first entered the work force, an understand-
irg of the labor market institutions which facilitate this
reentry can assist policymakers. This study looks at the
role played by the Temporary Help Service (THS) in facili-
tating the reentry of women into the world of work.

A large body of reseazrch has analyzed whether govern-
ment sponsored programs and institutions have contributed
to the efficient utilization of the nation's labor force.
Private-sector lahor market institutions such as employment
and career planning agencies have been reluctant to provide
information to outside researchers. The TES £irm cooperating
in this study preferred to remain anonymous, yet its par-
ticipation enables us better to understand how private labor
market agents match workers and jobs. The company under
study did not request, nor was it granted the opportunity
to review this report before publication. I am grateful to
all those members of the yHS firm who made this study
possible.

Four colleagues offered incisive comments and helpful
sriticism throughout the unfolding of this study: Paul
Andrisani, Bernard Donahue, Stuart Garfinkel, and Bernard
Siskin. Despite other obligations, they graciously consented
to give of theiy time.

Deborah Lurie, on the staff of the Scientific and
Academic Systems Department of the Temple University Computer
Center, vas not an original member of the research team.

Her help, however, was unmeasurable. She provided cumputer-
related technical assistance with an ease which belied her
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ability. Although at times she had good reason to say "that's
enough,' she remained committed until the fial draft of
this report was completed.

Mary McCutcbeon typed this repert. The final product
is indicative of her abhility, but her patient manner and
dedication to excellence are non-tangibles which only a
project director can truly appreciate. Evonne Kruger,

Adm nistrative Assistant, was responsitle for monitoring
grant expenditures, shared ir coding and data preparation
decisions, and served as liaison between the staff and inter-
viewers in the field. Nancy Sendzick typed the many pre-
liminary draft: of this report, but her responsibilities
encompassed much more. The unanticipated and unwanted
problems were usually left on her desk. Lavern Butzbach
supervised and coordinated the work of the interviewers.

She and her extremely competent team are commended for their
perseverance in tracing respondents. The coding staff
consisted of Mary Catanzaro, Robert Conway, Eugene DiSalvator,
Mary Sciole and Damiennc¢ Sena. To all the aforementioned

1 can but cxpress my debt of gratitude.

Karen Greene represented th= Employment and Training
Administration in the implementation of this gwant. She
was always understanding and 1 appreciate her advice and
counsel.

The joint efforts of meny persons made this study pos-
sible. But Donald Burke, our coauthor, shared equally in
the work attendant on the completion of this project. His
participation in this study necessitated his making many
family, professional and personal sacrifices. The moral
support provided and rontributions made were so extensive
tha” it is impossible to enumerate them fully. For all
that he brought to this endeavor, I am indeed grateful.

Richard D. Leone
Project Director
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- 1. INTRODUCTION

In marked contrast to the role assumed by lier grand-
mother, today's woman is more likely to seek gainful
employment outside the home. Approximately 45 percent of
working age women are presently employed oOr seeking work,
while in 1920 only 23 percent were in the labor force.

The women's liberation movement, a declining birth rate,
labor-saving devices in the home, and the lowering of
discriminatory employment barriers, are but a few of the
changes contributing to this increase in female labor force
activity. Within this context of change, however, the labor
force participation of women continues largely to follow

a life-work cycle of entrance, exit and reentrance. Women
usually enter the labor force in their late teens or early
twenties, tend to withdraw until their late twenties and
then reenter in their early thirties. Approximating an
economic law yet to be repealed, this suggests that a
woman will travel the path of entrance, exit and reentrance
as family responsibilities change.

The successful accommodation of women to the work
force after an absence is sometimes inhibited by such
special labor market problems as limited labor market
information, skill obsolescence, and work demands which
conflict with responsibilities at home. Because of her
absence from the work force a reentrant may have to adjust,
moreover, to problems not encountered when she entered
initially. Consequently, many women move back into the
labor force gradually, and facilitate their adjustment by
working part time (i.e., less than 35 hours per week).

lB.N. Seer, Reentry of Women t¢ the Labour Market After
an Interruption in Employment (Paris: Organisation for
Economic Cooperation and Development, 1971), p. 18; Linda
Bell, Women Returning to the Labour Force: A First Report
(Torento, Canada: Ontario Department of Labor, Women's
Bureau, 1969), p. 6.
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Part-time employment helps rec.ncile family and occupational
roles and allows the reentrant to gain knowledge of the labor
market while she relearns old skills or acquires new ones .2

One labor market institution within the private sector
which is relied upon, especially by female labor force partici-
pants, is a Temporary Help Service (THS).3 This service
provides employers (THS customers) with temporary personnel
(THS employees) on the basis of the former's day-by-day needs
and the latter's desire to work. The primary purpose of this
research is to study women returning to work and their inter-
action with a THS.

Over 300,000 women a year return to work through the
THS industry: a labor market institution facilitating working
part time. Although THS employees may work for one THS
customer full time and for a long duration, THSs permit women
to be more selective as to where, when and how many days they
work any given week. A THS principally functions as a clearing

2Jean Hallaire, Part-Time Employment: Its Extent and
Its Problems (Paris: Organisation for Economic Cooperation
and Development, 1968), p. 89.

3Mack Arthur Moore, "The Role of Temporary Help Services
in the Clerical Market," (unpublished doctoral dissertation,
University of Wisconsin, 1963); Robert Stewart Smith, Analysis
of Lab. r Market Adjustments in the Clerical Help Market:
1953-1960 (Springfield, Virginia: National Technical Informa-
tion Service, 1971); Martin J. Gannon and Uri Brainin,
"Employee Tenure in the Temporary Help Industry," Industrial
Relations (May 1971), pp. 168-175; Paul A. Joray, 'The Tempor-
ary Industrial Labor Service Market in the Chicago and
St. Louis Metropolitan Areas) (unpublished doctoral disserta-
tion, University of Illinois at Urbana-Champaign, 1972);
Martin J. Gannon, "A Profile of the Temporary Help Industry and
Its Workers," Monthly Labor Review, No. 5 (May 1974), pp. 44-
49; Paul A. Joray and Charles Hulin, '"The Temporary Help
Industry: Customers, Workers and Firms'" (unpublished report
prepared for the National Association of Temporary Services,
August 1974).
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house, matching the abilities of applicants--predominantly
female~-with tbe day-to-day needs of its customers. Serving
also as a ''search specialist" it reduces the costs of search
which would otherwise accrue to THS employees and customers
alike were they to seek out one another directly.

Because a THS enables its employees to work part
time and allows its employees greater choice as to the schedul-
ing of work and for whom they work, women returning to work
may be encouraged to select a THS. Moreover, a THS may
reduce the economic and psychological costs associated with
a lengthy job search, provide exposure to a variety of
employers and job functions, and allow reentrants to test
their skills and abilities in real job situations. Should
a more permanent employment position eventually be desired,
it is likelwv that such labor market information would
facilitate a successful transition from temporary to full-
time work. Moreover, the acquisition of useful labor market
information through THS may also allow reentrants to assess
more thoroughly the impact of work on their fami ly/household
obligations.

Besides providing reentrants with useful labor market
information, a THS may also enable a woman to develop
marketable skills which may have become deficient or obso-
lete due to absence fro:y the work force. Furthermore, the
THS may provide a degree of flexibility in work arrangements
seldom found if the women were to interact directly in the
labor market cr through other labor market institutioms,
such as public or private employment services. Since its
jobs are temporary,a THS allows reentrants to accept or
reject jobs on a day-to-day basis, thus enabling women to
adjust to the world of work at their own pace, and more
readily reconcile conflicting demands which may exist between
responsibilities at home and at work.

An analysis of the process of labor market reentry
through the portals of the THS can provide a better under-
standing of the dynamics of female labor market accommodation
and an insight into the role played by a THS as a labor
market institution, especially as it facilitates the success-
ful reentrance of women into the work force.
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OBJECTIVES OF STUDY

Although there is considerable reason to suspect that
the THS plays a significant role in the reentry process,
there is in fact very limited empirical evidence assessing
this role, particularly from the perspective of those women
who select a THS when they return to the labo~ force. Such
an insight should be of value to policymakers in designing
strategies whereby sociai and economic institutions may
better serve the needs of working women. In addition to
their importance from the standpoint of individual welfare,
policies designed to improve labor market institutions are
no less important from the vantage point of employers and
the larger society, as well as upon the individuals whose
productive capacities are underutilized. Finally, such
insights as are developed may also be useful to the Temporary
Help Service in assisting it to serve more thoroughly the
needs of women reentering the work force through its doors.

The principal purpose of this study is to examine the
role of the Temporary Help Service as a labor market insti-
tution, particularly as it facilitates the reentry of women
into the work force. In this study there are six specific
objectives, each of which entails an empirical analysis of
research questions addressing themselves to the role of the
THS in facilitating the labor market reentry of women.
These research questions are:

1. For those women reentering the work force through
THS: What were their work histories in the five-
year period prior to applying at THS? Further-
more, what factors explain their differences in
labor market experience prior to application at
THS?

I11. Among women reentering the work force through
THS: What factors influenced their decision to
return to work? Were these women more inter-
ested in "earning money," "gaining experience,"
"breaking household monotony," and/or "meeting
people?" What was the relative importance of
these reasons for women when they returned to
work? Moreover, what factors differentiate
women returning to work for different reasons?




III. Among women reentering the work force through
THS: Why did women select a THS when they
decided to return to work? Furthermore, what
factors differentiate women selecting a THS
for one particular reason from those returning
via THZ for another reason?

IV. After reentering the work force through THS:
What types of work-related experiences transpired
during their affiliation with THS? Also, what
variables explain why some reentrants had 2if-
ferent labor market experiences at THS than others?

V. After reentering the work force through THS:
What were the personal evaluations of the THS
experience’ Also, what factors differentiate
those women with favorable evaluations of the
THS experience from those with unfavorable
evaluations?

VI. 1In terms of subsequent labor force participation:
Did the women work after leaving THS? Further-
more, what factors explain why some women spent
more months in the labor force than others leaving
THS? Other things being equal, how did the THS
experience influence labor force participation
in the post-THS period? Also, are the factors
which influence posit-THS experience the same as
those which influenced work experience »>rior to
applying at THS and while affiliated with THS?

In addition to addressing each of these research ques-
tions, the study also presents profiles describing both the
customers who use THS employees and the women constituting
a THS's labor supply. The latter profile also permits us to
compare women who rely on a THS to other female labor force
participants. In both instances, however, our intent is to
provide a perspective of both the supply and the demand sides
of the THS industry, and to provide further background infor-
mation on those women who choose a THS as a vehicle to reenter
the labor force. It is hoped that these descriptive data
will be useful as a frame of reference for interpreting the
empirical results generated in answering the six Tesearch
questions.



SOURCE OF DATA

The application forms of 4,123 women were selected at
random from the files of persons who applied for THS employ-
ment between 1667 and 1973 at five different offices of a
large tcmporary help service company located in the thla-
delphia Standard Metropolitan Statistical Area (SMSA).

These offices were located in either central business
districts or suburban residential areas. We were assured by
company representatives that they were not substantially
different from THS offices throughout the country. Each
aprlication form detailed the woman's work experience prior
to application and the file contained her work experience
while she was affiliated with the THS, thus providing both
biographic and demographic information. Some of this
information was coded tor each of the 4,129 women.

On the basis of information .available from the appli-
cation forms, reentrants were idertified as those women who
at the time of application: (1) had some prior work

%In cases where the file of a male THS applicant was
selected at random, it was deleted and the next female
file was selected.

SFifteen items from the form were coded for each woman:
date of application, age at application, gap in months
between last job worked and application at THS, date of last
job at THS, marital status, number of children, ages of
children, child care information, days available for work,
time during day available for work, education, location of
high schocl at:ended, availability of a car, and whether the
woman subsequently worked for a THS. Lastly, the appli-
cant's work status prior to application was coded on the
basis of whether the woman: (1) had left school within the
last yvear znd had not worked during that period; (2) was
still a student; (3) was presently working, or had last
worked either full or part time at a job other than at a
tempcrary help service; (4) was presently on strike and
therefore not technically unemployed; or (5) was seeking
temporary werk in addition to a presently held permanent job.
Unfortunately, the application forms did not report the
women's race.
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experience, but none during the six months prior to date of
application;6 (2) were 22 to 55 years of age; (3) did not
have a THS firm as their iast emplcver;’/ (4) were not on
strike; (5) were not coming directly from school; and (6)
accepted at least one THS assignment.8

Of the 917 women who met thecze criteria, 492 were %ater
interviewed in the field between March and June of 1974.
The personal interviews were conducted by a professional
interview company; however, the development of the question-
naire,l0 training of the interviewers, correspondence with

6Unfortunately, it was not possible to incorporate a
dimension of job search into the criteria for determining
whether a woman was a reentrant. Consequently, the concept
of reentry used in this study is not the same as that used
by the Department of Labor (DOL) to analyze Current Popula-
tion Survey data. The DOL's definition stipulates that people
are identified as entrants if they never worked full tiwe
for two weeks or longer prior to the period used to determine
labor market activity. Reentrants are those people ''who
previously worked at a full-time job lasting two weeks or
longer but who later dropped out of the labor force for a
period of time before locking again for work." Curtis L.
Gilroy, "Job Losers, lLeavers, and Entrants: Traits and
Trends," Monthly Labor Review (August 1973), p. 15.

"We excluded this group because we felt they might con-
fuse ancther THS experience with the specific THS relation-
ship of interest in this study.

8There was no significant difference at a .0l level
between those women who applied and did mot work as compared
to those who actually worked; the comparison was on the basis
of age, marital status, number of children, education, and
duration of time between the women's last job and their
application.

9For more details and information about ncn-response
bias, see Appendix A.

105ee Appendix B for a copy of the questionnaire.



potential respondents, and coding of the questionnaires were
the research staff's responsibilities.

The questionnaire was designed to obtain information
beyond what was available from the application form about
the women's wcrk histories prior to applying at THS.
Respondents were asked to evaluate their THS experience and
to provide information about their post-THS experience.
Also, supplementary data were taken from the application
forms for the 492 women interviewed in the field.ll Thus,
the study involves the analysis of data obtained from per-
sonal interviews, as well as from application forms. These
data allow us both to perform an extensive analysis of
reentrants based on the sample of 492 women interviewed in
the field, and also to provide a profile of THS employees
in gencrai on the basis of information obtained from *he
application forms of the random sample of 4,129 women.

In addition, a profile of THS customers was developed
from the random sample of 4,129 application forms of all
women who worked in 1972 or 1973 by coding the name of each
customer and the dates it employed a THS employee. State
and Philadelphia SMSA industrial directories were used to
determine the customers' appropriate Standard Industrial
Classification (SIC) :ode.

ANMALYSIS OF THE DATA: A LONGITUDINAL APPROACH

In the six research questions described are a number
of issues relating to the labor market experience of women
who reenter the work force by way of the Temporary Help
Service. Tor purposes cf this study these issues can be
categorized chronologically according to one of three time
periods:

l50bs held by the respondents were coded on the basis
of job classification, number of days worked, and beginning
and ending dates: if the woman had less than 10 jobs, all
were coded; if she held more than 10 jobs while affiliated
with THS, a random sample of 10 were selected. Moreover,
since the women were administered skill tests when they
applied at THS, the test results recorded on the application
forms were coded for the 492 respondents.
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1. The Pre-THS Period - the five years immediately
preceding application to the THS.

2. The During Period - the period when the reentrant
was affiliated with the THS.

3. The Post-THS Per_.od - the period after the
reentrant terminated her affiliation with the
THS.

In the five-vear period prior fo applying at THS (the
pre-THS period), we are concerned mainly with three specific
issues. First, we are interested in the relative importance
of several factors in explaining the work experience of
women prior to their reentry into the labor market and their
application to the Temporary Help Service (Research Ques-
tion I). Second, we are also concerned with the factors
which influence their decision to return to work (Research
Question II), and third, we are interested in the factors
which influence their decision to return to work via the
Temporary Help Service (Research Question III). We also
prooed whether their decision to return to work is related
to the choice of THS as the vehicle for reentry.

In the period they are affiliated with THS (the during
period), we are principally concerned with the work experi-
ence of reentrants and with their personal evaluations of
the THS experience (Research Questions IV and V). Several
dimensions of labor market experience which occurred while
the women were affiliated with THS are examined in an
effort to ascertain some of the factors which influence the
labor force participation of reentrant women during their
stay with the THS. Additionally, we also attempt to
distinguish between those women most satisfied with the THS
experience and those who found the experience less satis-
factory (Research Questions IV and V).

Finally, in the period after leaving THS (the post-
THS period) we are concerned with the labor market experience
of these women in terwms of total months worked, and with the
degree to which the THS experience influenced their work
activity subsequent to their tenure at THS (Research
Questicn VI).



For analvtic purposes, cach research question can be
c~ecified in terms of an additive model in which the experi-
ence or decision to be analyzed is treated as the dependent
variable, and the factors influencing the experience or
decision are treated as independent (explanatory) variables.
An additive model assumes that the average score of the
dependent variable for a set of individuals can be explained
by adding the c¢ffects of several independent variables.

In the case of the first research question, for example,
the percent of time a woman worked in the pre-THS period (the
operational measure cf pre-TH5 work history) is the dependent
variable which can be viewed as a function of a woman's

age, marital status, the number and age of her children,
curriculum-training, education, her ability measured by

test scores, and the year she applied. Figure 1 illustrates
the translation of each recsezarch question into a set of
analytic models, each consisting of a dependent variable

and a set of explanatory variasbles. Careful inspection of
Figure 1 will clarify the relationship between the three

time periods encompassed by the study, the research questions,
and the specific models used to answer these questions.

11

The chronolochal ordering also displayed in Figure 1
highlights this study's longitudinal nature. Since events
uhlch took place in the pre-THS period may influence a
woman's work experience while at THS and after she leaves,
it is necessarv to include pre-THS related experiences in
the model to explain subsequent work-related phenomena.
Hence, what is considered a dependent variablel? in one time
seriod is treated as an independent or an explanatory vari-
able in subsequent periods. Figure 1 shows the gradual
buildup of the models, as once-dependent variables are
added as explanatory variables. For example, the percent
time worked in the five years prior to applying is treated
initially as a dependent variable, but because this can be
viewed as a proxy mecasure of on-the- job training and thus
indicative of different cdegrees of one's investment in human
capital, it is usad as an explanatory variable in the two

llgee Appendix C for a description of the source and
measurement of all variables and a rationale for their
inclusion in the models.

2

~See Appencix C.
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subsequent time periods.

The statistical technique used to examine the relation-
ship between the explanatory variables and each dependent
variable is Multiple Classification Analysis (McA), 13 a
version of multiple regression analysis with dummy vari-
ables.l4 The principal advantage of this approach is that
it takes full account of the intercorrelations among the
explanatory variables, while not requiring the typical
assumption of linear relationships between explanatory and
dependent variables. In addition, MCA always treats the
explanatory variables as sets of classes or categories.

Thus, it is of little concern whether an explanatory .vari-
able represents a nominal, ordinal, or inlerval scale, or
whether relationships between explanatory and dependent
variables are linear or nonlinear. MCA only requires that
the explanatory variab.es be grouped into exhaustive and
mutually exclusive categories and that the dependent variable

3for a complete description of multiple classifica-
tion analysis, see Frank M. Andrews, James A. Morgan,
John A. Sonquist, and Laura Klein, Multiple Classification
Analvsis--A Report on a Computer Program for Multiple
Regression Using Categorical Indicators, II (Ann Arbor,
Michigan: Institute for Social Research, University of
Michigan, 1973).

14Multiple regression analysis with dummy variables is
a technique which allows use of the usual multiple regression
technique when explanatory variables are nominal scale
classifications. Each classification becomes a ''dummy"
variable which is coded as one or zero. A one indicates a
person belongs to the classification; a zero indicates she
does not. Thus, a variable such as marital status (married,
single or once marcied--widowed, separated or divorced)
would be recoded ir*to a set of three dummy variables.
Inclusion of the whole set of dummy variables in the regres-
sion equation would make it unsolvable. Hence, one of the
dummy variables must be omitted from each set. Regression
coefficients thus obtained represer.t the deviation of each
classification from the classification omitted.
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be either in continuous or dichotomous form.

In addition, MCA has the following improvements over
multiple regressicn analysis with dummy vaviables:

1. Ease of in,.ut and use - Since MCA expects the
explanatory variables to be in nominal or ordinal
scale, no manipulation of the data is required
by the researcher. Standard regression programs
require that the data be recoded into dummy
variables.

2. Ease of interpretability - The regressicun ccef-
ficients generated by MCA are expressed in terms
of deviations to the grand mean, rather than
deviations from the single dummy wvariable
excluded from the set. This leads to ease of
interpretation and presentaticn since all classes
of a variable can be reported and compared to
the grand mean. We are also able to better
assess the significance of the entire variable
as opposed to its individval sub-classifications.

151¢ should be noted that in most cases, the dependent
variables in this study are measured in dichotomous form
(as in '"'the percentage of reentrants highly satisfied with
THS). Whether the use of dichotomous dependent variables
violates the econometric assumption of homoscedasticity
in the error term, the violation oy this assumption does
not result in biased ordinary least squares estimates
(such as those obtained through MCA). Also, where the
depende:ut variable is not highly skewed, violation of this
assumption does not generally change the substantive con-
clusions obtained through such ordinary least squares
regression techniques as MCA, and regular regression tech-
niques may be safelv used rather than more costly minimum
likelihood approaches such as probit-logit analysis. Thus,
where dichotomous dependent variables are used in this
study, thev have been categorized in such a way as to avoid
skewness.
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3. Facilitation cf the illustration of empirical
results - A complete analysis of the model requires
not only the investigation of the relationship
between the dependent variables and the set of
explanatory variables considered simultaneously,
but also the investigation of the relationship
of the dependent variable to each explanatory
variable both neglecting (gross effect) and
controlling for (net effect) all other variables
in the model. The gross and net effects can be
assessed by examining the unadjusted and adjusted
means calculated by MCA, respectively. The
unadjusted means describe the relationship between
the dependent and each independent variable,
neglecting all other variables in the model.

Thus, the unadjusted means of the dependent vari-
ables for each classification of age would allow
us to compare the average value of women aged
22-29 to those aged 30-44, etc. The adjusted
means allow us to examine the relationship beiween
the dependent variable and each explanatoury varu-
able after controlling for ali other variables im
the model. Thus, the adjusted means of the
dependent variables for each classification of

age would allow us to see if the same trend

holds, once we control for a woman's marital status,
children, education, etc. These differences
between unadjusted and adjusted means are an
indication of the amount of intercorrelations the
analysis adjusted for. The presentation of both
of these values in one table facilitates the
illustration and interpretation of the results.

LIMITATIONS

The researchers realize that certain limjitations exist
in the design, sampling and data used in this study. As we
proceed to explain these limitations we caution the reader
to keep them in mind, as we have hopefully done, in inter-
preting the empirical results.

To properly assess the impact of THS as a vehicle of

reentry, a control group consisting of women reentering tie
labor market directly or through another labor market

27 15




institution, such as the Employment Service, would have added
to this study. The cost involved in identification and
establishment of a control group precluded its use in this
study. Hence, the impact of THS as a '"treatment effect"

upon their adjustment to work was assessed through the use

of a longitudinal approach. An in-depth study of the
reentrant returning to work via a THS is a valuable step in
observing the problems and adjustments rade by reentrants.

The reader is alerted to the fact that we relied on
data from the offices of a THS firm located in the Phila-
delphia Standard Metropolitan Statistical Area (SMSA). As
to confining the analyses to one firm and one SMSA, we were
advised by indastry representatives that it was reasonable
to assume: (1) that the firm we studied attracted the
same type of applicant and served the same mix of customers
as the industry in general, and (2) that with rare excep-
tions, the Philadelphia SMSA is similar to other SMSA's
where the industry operates. Moreover, since the cooperat-
ing firm maintained offices in suburban areas as well as
center city Philadelphia, our findings should be repre-
sentative of the Philadelphia SMSA and not just the city
itself. Because we studied one firm in one SMSA, however,
it is inappropriate to infer that this study is "'truly"
representative of the nation at large.

It must be noted that this study is concentrated on
a very homogeneous set of women, namely, reentrants aged
22-55, all doing clerical work in a local labor market.
Analysis w.thin such a homogeneous group is limited due to
the relatively small amount of variance to be analyzed, and
this no doubt tends to magnify differences which arise due
to chance. Hence, one might expect that differences in
labor market experience would reflect a considerable degree
of randomness, and that models attempting to explain such
differences would be characterized by rather low explanatory
powers. Little variance in the dependent variable also
arises because we are relying on micro rather than macro
data. This problem especially arises in cases where the
dependent variable is not continuous, but our results are
in keeping with other researchers who have used micro
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data.16

In addition to the explanatory variables which are basic
to our models, other variables which are related to work
experience have been omitted. These include such things
as a woman's perception of work job satisfaction measures
and a health profile, to mention only a few which may influ-
ence the behavior of labor supply. On the demand side, age
discrimination may exist for women in our sample. Younger
women may have more favorable work experience than older
women, but we do not have a measure for discrimination.

It should be noted that while the chronological order-
ing of the issues addressed in this study highlights its
longitudinal nature, it may tend to obscure the fact that
much of the longitudinal information was obtained retro-
spectively through a single personal interview conducted in
16747 Thus, to the extent that responses to questions are
influenced by farlity recall, our empirical analyses may
suffer somewviat. Moreover, since much of the information
referring to different time periods was obtained at the same
point in time, it is possible that intervening events may
have colored their responses concerning events which took
place earlier. Nevertheless, there is considerable evidence
from the National Longitudinal Surveys which suggests that
similar questions going back even farther in time provide
useful and reliable information regarding the labor market

oyerbert S. Parnes, Arvil V. Adams, Paul Andrisani,
Andrew I. Kohen, Gilbert Nestel, The Pre-Retirement Years:
Five Years in the Work Lives cf Middle-Aged Men, IV
(Columbus, Ohio: The Ohio State University, Center for
Human Resource Research), December 1974; Greg J. Duncan and
James N. Morgan (eds.), Five Thousand American Families--
Patterns of Economic Progress, III (Ann Arbor, Michigan:
Survey Research Center, Institute for Social Research, The
University of Michigan), 1975.

l'7E:'cceptiom:‘» to this include information gathered from
the personnel records maintained by the THS: total affili-
ation with the THS, number of days worked at THS, average
number of days per job, number of jobs, and number of job
classifications.
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activity of women.lo

The specific goals of this study precluded assessing
the full range of functions performed by the THS industry
as a private sector labor market institution. Consequently,
our analyses and perceptions are the outgrowth of the scope
and research design of this study only, and on no account
did we judge aspects of the industry's mode of operation
which we did not investigate. Given the ''private' nature
of these enterprises, it is highly unlikely that these firms
are going to make public those private z2ttributes consti-
tuting their '"'competitive edge." ‘

PLAN OF ANALYSIS

Chapter 1I provides a discussion of some descriptive
data concerning the demand and supply of temporary help.
Customers of the THE firm are examined in terms of major
industrial classifications, number of jobs contracted per
firm, and average number of days THS employees are used per
customer. The supply of labor affiliated with the THS is
then examined on the basis of such democgraphics as age,
marital status, number of children and education. This
profile of the THS's labor supply is compared with the local
and national female labor force.

Chapter 111 concerns the reentrants' behavior prior
to applying at THS. More specifically, it reports the data
addressing the first research question. The type of jobs
held and whether the jobs were full-time, part-time, or
THS are described by examining the reentrants' prior work
histories. Also, a multivariate statistical model is
analyzed in an attempt to explain differences in labor force
activity.

Chapter 1V analyzes why a woman returned to work and
concerns itself with the second research question. Multi-
variate models are analyzed to understand wha? factors are
associated with different reasons.

184erbert s. Parnes, et _a}l., Dual Careers: Study of
Labor Market Experience of Women, Monograph No. 21, Vols. I,
I1, 111 (1970), U.S. Department of Labor (Washington, D.C.:
U.S. Government Printing Office).
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Chapter V adcresces the issues raised in the third
research questior,, namely, why a womar. selected a THS to
return to work.

Chapter VI deals with the time period in which the
reentrants were affiliated with THS, i.e., research question
four. The actual labor market experiences of the reentrants
while at THS are assessed by means of multivariate analysis.
Herein we seek not only to ascertain what the experiences
were but also to understand the factors associated with more
favorable work experiences.

Chapter VII discusses the personal evaluations of the
reentrants concerning the value of their THS experiences.
This chapter addresses research question five. Multivariate
models are analyzed in an attempt to identify factors
associated with these evaluations.

Chapter VIII follows the reentraats after leaving THS
in an effort to address the sixth research question.
Specifically, we seek to examine the influence of the THS
experience on the labor force participation of these
women Subsequent to their departure from THS.

The finaal chapter, Chapter IX, offers some concluding
observations and the implications of our analyses.
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11. TEMPORARY HELP SERVICES: INDUSTRY,
CUSTOMERS , EMPLOYEES

As background on the origins and operations of the THS
industry, this chester views the role of THS as a Labor
Market Inst .tution. It examines the development of the
industry and the supply and demand for temporary help
services, concluding with an examination of one particular
subset of the labor supply--women returning to work through
a THS.

TEMPORARY HELP SERVICE (THS): THE INDUSTRY

Temporary Help Servicc firms (THSs) are defined within
the Standard Industrial Classification System as:

. establishments primarily engaged in supply-
ing temporary help, except agricultural, on a
contract pasis to other businesses. The help
supplied is under the direct or general super-
vision of the business to whom the help is
furnished; however, the help is always on the
payroll of the supplying establishments.!

Although personnel furnished by THS are generally con-
sidered its employees, the U.S. Department of Labor in the
administration of the Fair Labor Standards Act, defines such
individuals as being employed jointly by the supplying firm
(THS) and the busincss to whom the help is furnished
(customer). The firm which actually compensates the
employees ‘THS) has primary responsibility for compliance with

1The SIC for Temporary Help Supply Services is 7362.
Standard Industrial Classification Manual, Executive Office
of the President, UOffice of Management and Budget
(Washington: U.S. Government Printing Office, 1972), p. 304.
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the Act,2 and zlso with such laws governing workmen's and/
or unemployment compensation "unless there is evidence that
the customer is u51ng the THS rlmarllx to evade coverage
of his own employees.’

The idea of 'renting' temporary help {at least in the
United States) apparently began with Samuel L. Workman in
the 1920s.® While Workman wes employed by a calculating
machine manufacturer, he began hiring fellow salesmen to
take inventories in the evening; later he recruited women
to do calculating work. By the early 1930s he established
Workman Diversified Enterprises, sending women out to do
typing and other clerical services.

Several other THS firms were also founded prior to
World War II but the majority of today's companies were
started in the post-war period. Elmer Winter, for example,
one of the founders of the largest THS, Manpower, Inc.,
entered the temporary help field in 1948. Unable to get
an important brief typed by the regular secretarial force,
he turred to a former secretary who was at home taking care
of her young child. The mother adjusted her family
responsibilities and succeeded in completing the assignment
on time. Discussing the crisis with his partner, Aaron
Scheinfeld, led them to conclude that many businesses must
experience the same need and that a 'temporary help"
organization might fill it.

We investigated all types of businesses and dis-
covered that in most there was a real need for
temporary help when employees were on vacation

2U.S. Department of Labor, Employment Standards Adminis-
tration, Wage and Hour Division, 'Temporary Help Companies
Under the Fair Labor Standards Act,' White House Publication
1356, December 1971, p. 3.

3Mack Arthur Moore, "Ine Legal Status of Temporary
Help Services,'" Labor lLaw Journal (October 1965), p. 663.

4Mack Arthur Moore, '"The Temporary Help Service Indus-
try: Historical Development, Operation and Scope,' Indus-
trial and Labor Relations Review (July 1965), p. 556. Moocre
also notes that temporary help services may have existed in
Europe prior to their development in the United States.
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or sick lzave. Accounting firms were always short
of help at tax time; insurance companies had peak
periods for the typing of policies; banks never
had enough pcople when the time came to calculate
interest and dividends. It seemed obvious that

as long as such needs existed, an organization to
supply temporary or part-time help would be bound
to succeed.

' Shortly therecafter, Winter and Scheinfeld opened
Manpower offices in Milwaukee and Chicago, the forerunners
of today's worldwide organization.

The other giant of the industry, Kelly Girl Services,
Inc., started in Detroit primarily as a calculating service
and began operating as a THS in 1947.% Other THS firms
came into existence abcut the same time: Employer's Over-
load in 1947, Western Girl in 1948, Olsten, Inc. in 1950,
and Office Overload in 1951.7

The THS industry can be divided into three broad seg-
ments: temporary office help firms, temporary technical
help firms and temporary industrial help firms. Although
some firms specialize in one area, the larger operations
offer a full range of temporary help services. Manpower,
Inc. has listed as services: office--accountants, book-
keepers, clerical workers, typists, etc.; industrial--
drivers, general laborers, maintenance help, machine opera-
tors, etc.; data processing--computer programrers, keypunch
and verifier operators, system analysts, etc.; technical--
designers, draftsmen, technical writers, etc.; salespower--

%L lmer L. Winter, Women at Work (New York: Simon and
Schuster, 1967), pp. 13-14.

®Mack Arthur Moore, "The Role of Temporary Help
Services in the Clerical Labor Market," unpublished doctoral
dissertation, University of Wisconsin, 1963, p. 18.

/paul A. Joray, "The Temporary Industrial Labor Service
Mar et in the Chicago and St. Louis Metropolitan Areas,"
unptblished doctoral dissertation, University of Illinois
at Urbana-Champaign, 1972, p. 26.
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convention personnel, product demonstrators, survey inter-
viewers, etc.; and medical-dental--medical-dental tech-
nicians, nurse's aides, registered nurses, etc. Available
also are inventory services, keypunch service bureaus,
food service personnel, company relocation services and
service station operators.8 To capture this wide variety
a Fortune Magazine article on THS firms noted: "For Rent;
Secretaries, Salesmen, Physicists and Human Guinea Pigs."g

The intense competition in the industry has resulted
in a vast array of specialized job opportunities. As
recently noted by Gannon:

International Temporaries hires clerical employees
who are bilingual and places them in organizations
where the use of two languages is essential.
Mature Temps originally marketed its products by
hiring only ''responsible'" and "mature" workers,
that is, 55 years of age or older. Challoner
Service, a London agency, operates a bus equipped
with telephone, radio and portable typewriters
which cruises the financial district and drops off
workers at a moment's notice after a call from a
business firm.l

DEMAND FOR THS SERVICES: CUSTOMERS

A number of factors have contributed to the post-
world War II development of the THS industry. Moore cites
the increascd need for and the resulting scarcity of clerical
personncl, the trend toward contracting specialized functions

8Manpower, Inc., "A Guide to Manpower Temporary Help
Services,'" an advertising brochure published by Manpower,
Inc., 1972.

Irwin Ross, "For Rent: Secretaries, Salesmen,
Physicists, and Human Guinea Pigs,'" Fortune (October 1968),
pp. 164-165.

10Martin J. Gannon, '"A Profile of the Ters -ary Help
Industry and Its Workers," Monthly Labor Review {(May 9741},
p. 44.
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to outside firms, higner costs of help hired directly and
the entreprencurial spirit of such pioneers as Workman and
Winter.ll Although the growth of THS firms is due in some
degree to the scarcity of clerical personnel, the THS
industry is in the paradoxical position of being both helped
and hurt bv tight labor markets. The shortage of clerical
workers results in new customers for the THS as well as
greater usage of its services by present customers; however,
the THS is limited in the number of personnel it can
furnish because, like its customers, it faces a limited
supply of labor.

Basically, the demand for THS personnel derives from
certain advantages accruing to the customer. Some degree
of flexibility in cmployment is gained through staffing by
THS rather than employing permanent workers to £ill the
requirements of peak operations. Customers use THS employees,
for example, mostly to replace full-time employees for
temporary periods. A study by the Administrative Management
Sccicty reported that close to 40 percent of its member firms
used THS help to fill in during periods of illness, vaca-
tions or position vacancies.l2 Joray and Hulin later found
that almost 60 percent of THS customers used temporary
workers in this manner.l3 Firms also tend to rely on
temporary help during peak work periods, or for special jobs
and projects of a relatively short duration.

Another advantage of staffing through THS is that it
frees the customer {rom responsibilicy for fringe benefits
normally given to permanent employees. Also, as a side

11Moorc, '"The Temporary Help Service Industry: His-
torical Development, Operation and Scope,' op. cit., p. 569.

1240w Offices Use Temporary Help,'" Office (January
1971), p. 89.

I3paul A. Joray and Charles Hulin, "The Temporary Help
Industry: Customers, Workers and Firms,'" unpublished report
preparcd for the National Association of Temporary Services,
August 1974.

Lavyow Offices U, Temporary Help," op. cit., p. 89.
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benefit, a firm might subsequently employ a worker who has
proven herself while on the THS assignment. While a fee
paid to the THS may be necessary to hire this employee,
costs savings associated with recruitment, selection and
training are often realized.

Table 112 presents data on use of THS workers by major
industry s.oups, as well as for all female clerical workers
in the Philadelphia SMSA. These data show that firms rely-
ing on THS help are in every major Standard Industrial
Classification. In terms of the number of jobs, i.e.,
orders filled by THS firms, manufacturing firms were the
highest users with 4.1 jobs per firm. Firms in transporta-
tion and public utilities, finance, insurance and real
estate ranked just below manufacturing firms as measured by
the average number of jobs per firm. Firms within the
agriculture, mining and construction category averaged only
1.6 jobs per firm. That this occupies the lowest of any
category is not surprising, given the nature of the work
performed in their industries.

Another measure of the demand for temporary help
services in Table 1 is length of the job--i.e., the average
number of days worked per job. Again, manufacturing indus-
tries--with an average of 6.8 days per job--are the heaviest
users of THS help. On the other hand, transportation and
public utilities use THS help for an average of 3.6 days.

Of all orders filled by THS firms, more than 60 percent
come from the manufacturing and service industries. At the
other extreme, agriculture/mining/construction and public
administration together account for less than 3 percent of
THS orders.

Due to the difference in length of jobs, the usage
distribution changes somewhat when based on the percentage
of total days worked by THS employees in the various

>pata were derived from the application forms of all
of the reference population who worked for the THS f£irm
during 1972 and 1973. The employment records of these women
included the name of each customer to whom she was assigned.

e
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industrial categories. Manufacturing firms again rank high-
est with almost 39 percent, while the service industry having
a lower average number of days per job accounts for 24.3
percent of the total days used.

Table 1 also presents female clerical and kindred
employees in thc Philadelphia SMSA by industry. The great-
est employer of female clerical labor is the service
industxry (27 percent), a percent comparable to THS use by
this industry. Female clerical employment in finance/
insurance/real estate is also comparable to THS usage.
However, manufacturing firms account for only 19 percent
of the female clerical force in the Philadelphia SMSA, but
use some 39 percent of the total demand for THS help (based
on total days). On the other hand, tra“e (wholesale and
retail) has close to 20 percent of the female clerical
employment, but uses less than 6 percent of THS work days.
In wholesale and retail trade, the need for temporary help
on a seasonal basis is more predictable. It may well be
these employers maintain a relatively permanent staff
whose workloads can be scheduled tc even out th: peaks and
troughs of sales. On the other hand, firms in this
industry are accustomed to hiring temporary sales help
directly and if they need temporary clerical help, they may
hire directly.

SUPPLY OF TH5S LABOR: EMPLOYEES

A temporary help firm requires little in the way of
capital investment, maintaining no physical inventories and
selling a service rather than a product. Its major asset
is a stock of human resources. A key element in its opera-
tion is the ability of a THS to continuously attract quali-
fied workers. This need has existed since the industry
began. Manpower, Inc.'s first advertisement, WOMEN--WORK
WHEN YOU WANT--AS LONG AS YOU WANT--WHENEVER YOU WANT,16
brought a flood of applicants and was designed in large
measure to entice women to reenter the work force. For
women who cannot or do not wish to work at regular employment,
such an arrangement may be just the opportunity they seek.

16Ross, op. cit., p. 166.
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In addition to the effect of marketing efforts designed to
attract potential reentrants, increasing numbers of women
have corme into temporary help services in conjunction with
the trend toward higher female labor force participation
rates over the past several decades. Before focusing
exclusively on reentrants, the primary concern of this study,
an overall view of the supply of THS help can be derived
from the information provided on the application forms of
our entire random sample of 4,129 THS applicants 17

The THS Applicant. Table 2 presents fil.e ape distwribu-
tion of applicants for temporary help employment between
1967 and 1973. During this time, the largest number of
women were between 20 and 24 years of age, acoounting for
about 32 percent of all applicants. The second largest
group wer-e women between 25 and 34, who constitited close
to 21 percent of the applicants. The yearly data indicate
a strong trend toward a younger THS applicant. In 1967 the
dominant age group was between 35 and 44, although none of
the other age categories (up to age 55) were more than 10
percent 2ge points below this category. In 1973 women aged
20 to 24 constituted the highest percentage of applicants
(about 37 percent); the remaining age categories (up to 55)
ranged from 14 to 29 percentage points below this figure.
The most significan%t decrease over the 7-year period occurred
among women between 35 and 54. While in 1967 they accounted
for almost 38 percent of the applicants, by 1973 women
35-54 -ere less than 18 percent cf the females applying to
the THS. Women 24 years of age and younger now constitute
over half of THS applicants.

The marital status of THS applicants between 1967 and
1973 is also presented in Table 2. On the basis of averages
calculated for this period, single and married women were
cqually represented, each accounting for about 43 percent
of total applicants. As shown above, there has been a marked
increase in the number of younger applicants. Consequently,
in 1967 mariried women outnumbered single applicants b»7 about
2 to 1 (58 percent vs. 28 percent); in 1973 the percentages
were almost reversed (33 percent vs. 56 percent). The
participation in THS of women in other marital categories--

l7See Chapter I for a discussion of the sample.
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TABLE 2. PERCENT DISTRIBUTION OF THE APPLICANTS BY YEAR OF
APPLICATION, 1967-1973, ON BASIS OF AGE AND MARITAL
STATUS

w
Age at Year of Application Average
Application 1967 1968 1969 1970 1971 1972 1973 1967-73

16 tc 19 15.2 14.1 14.7 15.2 17.7 15.2 19.3 16.0
20 to 24 22.4 26.8 31.7 35.1 34.7 35.9 36.8 31.9
25 . 34 18.6 20.5 20.7 16.9 20.0 22.9 22.9 20.7
35 to 44 24,0 17.7 15.0 14.6 12.9 8.0 9.5 14.3

45 to 54 14.0 15.7 13.0 14.6 9.8 13.0 80 12.5

55 to 64 4.7 4.7 4.4 2.5 4.2 3.6 2.8 3.9
65+ 1.3 ) .5 1.0 .6 1.4 .7 .9
100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0
N 559 616 546 396 479 660 685 3941
Marital Year of Application Average
Status 1967 1968 1969 1970 1971 1972 1973 1967-73
Single 28.90 37.4 43.1 41.5 45.2 50.5 56.2 43.7

Married 57.6 47.9 44.8 46.1 42.3 34.6 33.2 43.1

Jeparated 5.7 5.0 3.5 4.3 4.0 7.0 5.0 5.1
Divorced 4.7 5.4 5.2 4.6 5.9 3.5 3.7 4.6
Widowed 3.9 4.3 3.5_3.5_2.7__4.4 1.9 3.5
100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0
N 557 626 543 395 478 683 696 3978
41
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separated, divorced and widowed--decreased during the seven
years.

THS applicants can also be compared to the national and
local femule labor force in terms of several demographic
characteristics. A comparison of the three groups on the
basis of age, marital status, age of children, and
educational attainment is shown in Tatle 3. Of the national
female labor force, women in the '"25 to 44 years" age group
comprise 35 percent of the total force, comparable to the
percentages shown for the Philadelphia SMSA and for THS
applicants. For the other two age categories, the percentages
are almost reversed: women under 25 years of age dominate
the THS force (almost 48 percent), while workers 45 years of
age and over comprise the largest segments of both the
national and Philadelphia labor forces. It appears that
older women who have fewer home responsibilities are more
likely to accept direct employment (full or part-time) than
go to a THS firm.

Because most THS employees work in clerical positions,
THS applicants can be compared also to the female 'clerical
and kindred workers'" in the Philadelphia area. Clerical
workers in the Philadelphia SMSA are almost equally dis-
tributed among the under 25, 25-44, and 45 and over a§e
categories, i.e., each constitutes about 33 percent.l® On
the other nhand, only 23 percent of the Philadelphia female
civilian labor force is 24 years of age or under (Table 3).
Clerical workers are typically a younger group than women
workers in general. This partially explains the high rate
in the 24 and under age category of THS applicants, the vast
majority of whom work in clerical occupations.

In terms of marital status, Table 3 also indicates
that the percentage of single THS applicants (44 percent)
is well above that shown for the Philadelphia SMSA (28 per-
cent) and is double the national figure (22 percent). The
high percentage of single THS women is correspondingly
reflected in the two remaining categories--married and
separated, divorced or widowed--which are both below the
national and Philadelphia SMSA figures.

18;.S. Bureau of the Census, Census of Population: 1970
Detailed Characteristics, Firal Report PC (1)-D40, Pennsyl-
vania, p. 1109.
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TABLE 3. PERCENT DISTRIBULION OF THS APPLICANTS CGMPARED
TO THE NATIONAL AND PHILADELPHIA SMSA FEMALE LABOR
FORCES, ON THE BASIS OF AGE, MARITAL STATUS,
NUMBER OF CHILDREN, AND EDUCATION

National Phila.
Female SMSA Female THS
Labor Force Labor Force Applicants
(1970) _(1970) (Avg. 1967-73)
AGE
Under 25 25.72 23.2P 47.9
25 to 44 37.0 35.3 35.0
45 and over 37.2 41.4 17.3
MARITAL STATUS
Single 22.3€ 28.04 43.7
Married 58.8 50.5 43.1
Separated, Divorced
or Widowed 18.9 21.4 13.2
CHILDREN
No Children under 18  44.5° 50.54 38.4
With Children under 6 21.3 15.8 22.7
With Children 6-17
years of age only 34.2 33.7 38.9
EDUCATION
Less than 12 years 50.6f 17.18 6.4
12 Years 45.5 68.9 48.9
More than 12 years 23.9 14.0 44.6

Manpower Report of the President, 1974, Tabie A-3, p. 255.

by.S. Bureau of the Census, Censuvs of Population: 1970
Detailed Characteristics, Pennsylvania, Final Report PC (1)-
D40, p. 1109.

CManpower, op. cit., Table B-1, pp. 287-288.

d1970 Detailed Characteristics, Pennsylvania, op. cit.
Table 165, p. 907. ’ ’ ’

©Manpower, op. cit., Table B-4, p. 291.

fManpower, op. cit., Table B-9, p. 300.

8Data are for female clerical workers, State of Pennsyl-
vania, 1970 Detailed Characteristics, op. cit., p. 1186.
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Being younger on the average, it is not unexpected chat
THS applicants are generally better educated than efither the
Pennsvlvania female clerical labor force or that of the
nation as shown in Table 3. What is surprising is the degree
to which they exceed the state and national labor force in
educational attainment, being one-third to one-fifth less
likely to be a high school dropout and two to three times
more likely to have had some college training. Over 44 per-
cent of the applicants have completed more than 12 years of
school, while comparable data for Pennsylvania female workers
show that only 14 percent have more than a high school
degree and that only 24 percent of the national female labor
force have more than 12 years of s~hooling.

Although not shown in the table, among THS women 24
years of age or younger, approximately 60 percent havz had
some college education, avd over 0 percent have an associ-
ate degree or more. In cou:rast, only 30 percent of THS
applicants 45 vears of age and over have ever attended college.

Although comparatively younger, THS applicants are more
likely to have children than either the women in the national
labor force or those in the Philadelphia SMSA force (Table 3).
Moreover, with respect to the ages of the children, almost
23 percent of the THS women had children under six years of
age, comparable to the national figure, but well above the
Philadelphia data.

In respect to when women apply for employment, Figure 2
presents a diagram of the seasonal indices of THS applica-
tions. Two peak periods for application are apparent--early
fall and late spring. September and October applications
are, respectively, 43 and 18 percent above the year's average,
doubtless reflecting the return of women to work as their
children resume school. The May and June figures most likely
show the impact of the termination of school/graduation on
THS applicaticns. Similarly, the July-August indices are
low, reflecting family and schcel vacations and the assump-
tion of greater responsibility for children by mothers.

Somewhat surprisingly, the low poinc in applications
cccurs during December. One might have hypothesized that
the pre-Christmas holiday period would bring a flood of
applicants seeking to earn additional income. Yet, given the
nature of the pre-holiday demand for additional help
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(primarily in wholesale and retail firms), it is probable

that most women bypass THS and seek cmployment directly.
Further support for this line of thought was shown in Table 1,
where the demand for THS enplovees by wholesale and retail
firms was relatively low, as compared to female employment in
such firms.

Figure 2 also presents the seasonal indices by age
groups. For the voungest ag. group (24 years and under),
applications peak during May and June, indicating a high
number of applicants are coming directly from school. For
boti: older groups (25 through 44 and 45 and cver), however,
applications are at their highest levels during the months of
September and October when schcol reopens. Hence, on the
basis of age, there appears to be two distinct groups who
relv on THS: older women who are probably married and who
tend to remain home in the sumwer and younger, probably
single women who seek employment when school is out.

The THS Reentrant.l9 The major concern of this research
is women who return to work via a THS. Based on the defini-
tion of a reentrant used in this study, approximately one-
fifth of the 4,129 women profiled above were reentering the
labor force at the time of their application at THS; thus,
reentrants constitute a significant component of the THS
labor supply. Since industry sources estimate that for the
nation as a whole, 1.5 million women per year apply for jobs
through THSs, it is pecssible chat 300,000 women a year return
to work through the THS industry. From the sample of 492
recntrants who were paersconaliv interviawed in the field, the
following socicecononic characteristics are presented.

The twvpical TH: rcencrant interviewed was 42 years old
and marrie¢ with two <hildren, the youngest of which was ten
vears old. As such, =he was somewhat similar to her Canadian
counterpart profiled »v Beli. In Bell's study, the typical
reentrant was -1 vears old and married with three children,
the vcungest again being ten vears 01d.20 Since many women

for the definition of reentrant and
develop this sample.

i . . - v e . Y

<Yiinda 3ell, Wemen Returning to the Labor Force: A
First Report (Torento., Canaca: Oataric Department of Labor,
women's 3ureau Carcers Centre, 1969).
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who return to work prefer part-time or temporary work, it is
not surprising that 81.5 percent of the reentrants applying
to THS had children,2! or trat 29.3 percent had children
uncer six years of age.

The vast majority (91.4 percent) of the respondents
had completed high school, 21.1 percent having attended
college (see Table 4), and 7.3 percent having completed
four vears of college. These findings are consistent with
Bell's22 and show that the THS reentrants in this study were
better educated than the average female clerical worker in
Pennsylvania.23 Nonetheless, being somewhat older than the
average THS applicant, reentrants were less than half as
likely as the typical THS applicant to have attended college
(Table 3). 1In comparison to the female labor force of the
nation, however, reentrants were virtually identical to the
national average in terms of college attendance, but con-
siderably more likely to have completed high school (91.4
percent vs. 69.4 percent).

In addition to becing well educated on the average,
155 (31.5 percent) of the reentrants reported they had
attended at least one clerical program outside their formal
education (respondents were asked to list up to three such
courses). Table 5 shows the distribution of enrollment
in several types of training programs. In addition to
clerical programs, the respondents also listed managerial
programs and training leading to licenses or certificates in
other vocational areas (i.e., beauty school, LPN, etc.).
Significantly, 41.3 percent had sought some form of career
training outside of high s ool or college.

2lIn marked contrast, osnlyv 55.5 percent of all married
female labor force participants have children. See Manpower
Repcrt of the President, tr-nsmitted to Congress in April
1974 (Washington, D.C.: U.3. Government Printing Office),
Table B-4, p. 291.
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TABLE 4. NUMBER AND PERCENT OF REENTRANTS BY HIGHEST YEARS
OF SCHOOL COMPLETED

Highest Year »f School Cumpleted Number Percent
Less than 10 ye.rs 13 2.6

10 - 11 vears 29 5.8
12 Years 345 70.3
8

13 - 15 vears 68 3,
16 Years or more 36 7.3
TOTAL 491 99.8

TABLE 5. NUMBER AND PERCENT OF REENTRANTS WITH CLERICAL
RELATED TRAINING BY TYPE OF TRAINING

Percent of Women

Tvpe of Reporting This
> . . . . v a Al B : 3
Clerical Related Training Number Type Trezining
General, Commercial, Business
Ccurse 58 11.8
Shorthand 47 9.6
Tvping 44 8.9
Kevpunch 21 4.3
pookkeening, Accounting 15 3.7
Office Machines 16 3.3
Stentvoc : & 1.2
PE ~itvenboare 5 1.0
cla: Taninz 4 .8
i G i“: i L i Lt Z _"“
10TAL 221
“Numher o: times mentioned {(reentrant could indicate =z
maxizum of three tvpes of training).

~I
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Although respondents followed different education-
training paths, eventually thev all sought positions through
THS. Of interest are the specific clerical skills the
respondents c¢laimed they had when they applied at *he THS.

Of the 82.7 perceant who claimed during the field 1inier-
view that thev had a manual skill at the time of application,
78.3 percent actually took a test; of 76.3 percent who
claimed they had an academic skill, 75.2 Bzrcent were given
at least one test in this classification. Table 6 pre-
sents the distribution of test scores obtained by women who
took at least one test in either a manual or academic area.
Of the 385 women, 74.5 percent scored average or above on
at least one manual test, indicating that slightly more
than one-half of all reentrants (58.3 percent) possessed one
readily marketable manual skill.

TABLE 6. NUMBER AND PERCENT OF REENTRANTS ON BASIS OF HIGH-
EST MANUAL AND ACADEMIC TEST SCORES

Manual Scores Nat'l Academic Scores Nat'l

Score Number Percent? Norm  Number Percent2 ‘.rrr
High 44 11.4 10.0 271 73.2 10.0
Above Averaye 134 4.8 20.0 64 17.3 20.0
Average 109 28.3 40.0 30 8.1 40.0
3el  Average 56 14.5 20.0 2 .5 20.0
Low 42 10.9 10.0 3 8 16.0

TOTAL 385 99.9 100.0 370 99.9 100.90

dColumns may not add to 100 percent due to rounding.

’

24The raw scores from nationally standardized t=sts
were converted to qualitative measures along a five--.2int
scale: (1) high, (2) above average, (3) zv.-rage, (4) below
average, and (5) low. The tests are classified as me-->uring
ranual skills (electric, statistical or manual typing. also,
stenography, adding machine, calculator/comptometer, book-
keeping, and keypunch), or academic .bilities associated
with clerical occupations (number accuracy, word segienc2
speiling, erithmetic, vocabulary).
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Since the THS reentrants were women who had not worked
for six months or more and since over one-third had not
worked for five vears before going to a THS, it is interest-
ing that they did not scorc disproportionately below average.
Analysis of academic test scores also indicates that
reentrants scored superior to the nat‘onal norm (see Table 6),
cven though the THS reentrants were .:der and had been out
of school longer. In sum, the THS reentrants in this study
appear t) be better educated than the average clevical
worker in the nation.

SUMMARY AND CONCLUSIONS

Today, the THS industry em.ioys approximately 1.5 million
women per vyear, of whom an estimated 300,000 are returning
to work. With offices in all of the nation's major labor
markets, the industry's numerous portals are open to women
who want temporary work. Because its e¢mployees are given
greater freedom to select where and when they work, and
because THS customers are able to rely on it to provide per-
sonnel on short-term notice and for varying durations of
time, the THS constitutes a unique labor market institution.

We found that the THS customers are representative of
all segments of the economy, but manufacturing and service
industries rely more on THS firms than do otlier employers in
either the public or private sector. Ccmpavred to other
industries, retail and wholesale trade tend not to rely on
THS for its clerical needs. Yet, firms in the trade sector
directly hire a large number of temporary sales personnel,
especially during peak sales periods such as Christmas.

Most seasonal sales peaks and troughs are highly predictable
and perhaps efficient management procedures enable tradesmen
to schedule a permanent clerical staff with changed tasks
prompted by variations in sales. Arother possible explanation
may be that the trade industry has a mechanism for hiriug
temporary sales personnel which they use to hire temporary
clerical employees. This common and widely known search

for tempcrary sales help during the Christmas season may also
explai- why there is & decline in THS applicants at the end
of the vear. The THS finds it difficult to compete for
emnlovees who carn Iind temporarv werk on their own.

50
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Although THS customers may utilize a THS employee foir
an indefinite period of time, most assignments are of shorc
duration, averaging five or six days. The short duration
of the average THS job suggests that most customers use THS
clerical help for routine tasks which require little or no
training in company procedures.

In examining the women who use a THS, it appears that
there are two distinct populations. One is a younger,
single population, which typically applies in May and June
directly from school. These women seem to be using THS
primarily as a means to obtain summer employment during
school recess. The second population is older, married with
children, and is most likely to apply in September or October
when children return to school. Both groups tend to be
better educated than the general female labor supply.

Women who did use THS to return to wcrk were typicaliy
married, 42 years of age and had two children. Over 90 per-
cent had attended high school and over one-fifth had attended
college, although less than this number completed college.
On the basis of scores received from tests administered by
THS, most reentrants scored above average. Similar to the
THS population as a whole, it seemsthat reentrants could
have found employment had they interacted with employers
directly; they selected a THS because they preferred tempor-
ary employment and they thought a THS would permit them to
reconcile working with other obligations, preferences and
needs. In the absence of other labor market institutioms
which can provide women this flexibility, overqualified
women may rely on THS, recognizing the cost attendant to
flexibility is underemployment.

The remaining chapters in this study will focus on
these women who reenter the labor market through a THS. We
shall explore why they return to work, and why they choose
a THS. Further, we shall examine what happens to them at
THS and whether their needs were met. Finally, their post-
THS work experience will be analyzed to see what effect the
THS experience has on their labor market behavior. Before
doing this, however, we focus on their pre-THS labor market
experience.

<0



I11. REENTRANTS' WORK EXPERIENCE IN THE PRE-THS PERIOD

This study principally assesses the interrelationship
of women with a THS. However, since their prior labor market
experiences affect this interrelationship, herein we will
view these experiences during the five-year pre-THS period.

REENTRANT'S PRE-THS LAROR MARKET EXPERIENCE

Percent Time Worked. The primary measure used to
analyze the reentrants' pre-THS labor market activities is the
percent of time they worked during the five-year period
preceding their application to the THS.

Based on this measure, the data in Table 7 indicate
that 37.8 percent of the women worked less than 1) percent
of the time. Approximately 58 percent worked less than half
the time. These data are indicative of the rather limited
work experience of most reentrants during the_five-year
period prior to their applying at THS.

lStarting with the date of application at THS, each
respondent was asked about her labor force activity during
the preceding five years (or since she graduated from high
school if she was still in school during the five-year
period). Since the voungest reentrant interviewed was 22
years old at the time of her application, few work histories
covered a period of less than five years. If a woman was
employed on a job which started before the five-year cut-
off date, the work history covered a period exceeding five
vears. The presence and age of children was reflective of
their status when the women applied. Hence, two years were
subtracted from each child's age to obtain a better esti-
mate of the woman's family responsibilities during the five-
vear period prior to applying.

(W) ]
twv
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TABLE 7. NUMBER AND PERCENT OF REENTRANTS, AND PERCENT TIME
WORKED DURING FIVE-YEAR PERIOD PRIOR TO APPLYING

AT THS
Percent Time Number of Percent of
Worked Women Women
0- 9 186 37.8
10 - 19 28 5.7
20 - 29 22 4.5
30 - 39 32 6.5
40 - 49 19 3.9
50 - 59 24 4.9
60 - 69 27 5.5
70 - 79 24 4.9
80 - 89 40 8.1
902 _9 18.3
TOTAL _ 492 99.1b

dsince all respondents were out of the labor force at
least six months, and since the pre-~THS work history covered
a period of five years, the maximum amount of time one could
have worked was 90 percent.

PColumn does not add to 100 percent due to rounding.

To determine why some women worked more than others in
the pre-THS period, we performed a multiple classification
analysis. Prior research findings suggested that a woman's
labor market experience may be a function of her age, her
marital status and the presence and age of children. More-
over, the greater her ability (investmenc in human capital),
the more likely she is to work. This is accoiunted for in
this model by relying on three fact.x3: a reentrant's
curriculum-training, the highest vzar of school completed and
test scores. To capture differences in the demand for labor,
which may influence a woman's decision to work, the year
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a woman applied2 at THS is incorporated in the model.3

As noted in the Introduction, we deemed it appropriate
to use the Multiple Classification Analysis (MCA) to analyze
the models constructed to answer the six research questions.
Table 8 displays not only the results of this multivariate
technique, but also cross-tabular or bivariate relationships.
Since Table 8 is a prototype of the format used in the
remainder of the study, it is advisable to explain in some
detail how this table was constructed and how it can be
interpreted.

As is readily observable in Table 8, the dependent
variable in the model is clearly defined in the table's
heading: Percent time worked prior to application at THS.
Given that all women in our sample did nnt work the same
amount of time, we are interested in knowing what factors
explain these differences. The column lateled 'explanatory
variables'" lists the factcrs (independent variables) which
might influence a woman's decision to work. Below the
generic title of each explanatory variable is a listing of
the mutually exclusive categories into which the broad-titled

Although the year a woman applied is included as an
explanatory variable in this and all subsequent models, it
serves different purposes. In this model it i1s meant to
caoture different demand conditions during the five-year
period prior to application. Since reentrants could have
applied any one of seven years, 1967 to 1973, the five-year
period pre-THS did not encompass the same years for each
woman in ocur sample. Since all women worked in the same
local labor market, the Philadelphia SMSA, and since all
were competing for clerical-type jobs, it is unlikely that
differences in demand conditions across local labor markets
or among occupations or industries seriously influenced the
work experience of women in our sample. Moreover, given
that all members of the sample are women, differences in
demand conditions attributable tc sex, i.e., sex discrimina-
tion against females, are no more likely to affect ome
woman than another.

35ee Appendix L for the source, measuremew:c and reasons
why these explanatory variables are included in the model.

£~
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TABLE 8. RESULTS OF MULTIPLE CLASSIFICATION ANALYSIS TO
EXPLAIN PERCENT TIME WORKED PRIOR TO APPLICATION

AT THS
Numrber
Explanatory of Unadjusted Datab Adjusted Data®
Variables Cases? Mean F-Ratin Mean F-Ratio
TOTAL 478 40.1 40.1
RZ .21 7.2%%
AGE 18.6%%* 5.9%%
22-29 110 57.2 50.1
30-44 221 30.6 37.3
45 and above 147 41.6 36.8
MARITAL STATUS 13.3%% 3.6%
Married 387 3€.0 38.6
Separated, Divorced
Widowed 48 52.3 52.8
Single 43  63.9 39.9
CHILDREN 55.6%% 48.6%%
No Children under
184 151 64.4 61.8
At Least One Child
less than 6 136 23.7 22.8
Children but none
less than 6 191 32.6 35.3
CURRICULUM~-TRAINING 1.0 2.1
Commercial 330 38.5 40.0
Commercial to Aca-
demic 25 44 .2 35.2
Academic 68 40.3 34.9
Academic to Com-
merical 55 47.7 49.6
EDUCATION 2.1 .1
Less than 12 40 48.9 41.6
12 Years of School 337 37.9 40.3
More than 12 101 44,0 39.0

(Continued on next page)
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TABLE 8 -- Continued

——— -

Number
Explanatory of Unadjusted DataP® Adjusted Data®
Variables Cases? Mean F-Ratio Mean F-Ratio
HIGHEST MANUAL-CLERICAL
SCORE 1.5 1.7
Above Average 172 &3.2 43.2
Average 105 36.6 34.0
Below Average S>3 34.8 38.8
Did not Take Manual
Test(s) 106 43.3 42.4
YEAR OF APPLICATION 1.7 4
1967 80 21.6 36.6
1968 71 36.2 38.3
1969 31 +40.8 41.5
1970 54 36.6 39.4
1971 .. 47 43.4 4.5
1972 58 49.4 42.3
1973 87 44.7 40.1
Kp ¢.05.
**p ¢.0l.

’

8rourteen cases are deleted from the analysis because of
missing data.

bThe unadjusted means presented in the tables can be used
to analyze the bivariate relationship between each explanatory
variable and the dependent variable. These unadjusted means
are simply descriptive statistics which allow us to present the
average value of the dependent variable for each classification
of the explamacory variable.

CThe adjusted means presented in the tables can be used
to analyze the multivariate relationship between the explana-
tory variables and the dependent variable. The mean of the
dependent variable in each classification is adjusted for the
effects of all other variables in the model. In this model
we control for age, marital status, children, curriculum-
training, education, highest manual-clerical score and year of
application.

din this and subsequent chapters the category will be
referred to as '"no children."
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or explanatory variable has been divided. The first explana-
tory variable in Table 8, for example, is labeled "age,"
which will be analyzed on the bases of three mutually
exclusive categories: 22-:9, 30-44, and 45 and above.

The column designated ''mumber of cases' includes the
total number of cases in the model and *he number of cases
in each mutually exclusive category. We interviewed 492
reentrants, but the first entry under this column in Table 8
indicates that we are analyzing the pre-THS work experience
of 478 women. In this particular model it was necessary to
delete 14 cases because information associated with at least
one explanatory variable was missing. Because the tot=2l
number of cases in the first model is 478, the total number
of women in all categories for each generically labeled
explanatory variable must equal the total number of cases in
the model.

The last two columns are labeled '"unadjusted data' and
"aajusted data" and under each we find "mean' and ''F-ratio."
ihe first entry und<r '"mean" tells us that the women worked
an average of 40.1 percent of the time during the five-year
period prior to applying at THS. The simple cross tabular
or bivariate results indicate that age is statistically
significant and that women aged 22-29 worked more than any
other age group. This F-ratio is the same statistic
obtained by a classical one-way analysis of variance.
Essentially it answers the question: does this explanatory vari-
able, namely, a woman's age, explain a significant portion of
the variancc of the dependent variable? Although the
"unadjusted" results permit us to assess the importance of
age regarding a reentrant's pre-THS labor market experience,
the ihterpretation of the gross effect will be misleading
if the intercorrelations of other variables have not been
taken into account, e.g., the apparent power of the age
variable might be attributable to a woman's marital status,
which is correlated to age. The last column, namely, the one
labeled "adjusted data," reports the results of the effects
of other explanatory variables. When other variables in the
model are controlled for, age is still significant and
younger women are represented as working more than those in
other age groups. This F-ratio tests the significeace of
a variable after controlling for all other variables in the
model. Essentially it answers the question: does this
explanatory variable explain a significant portion of the
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variance of the dependent variable after the effects of the
other variables in the model have been removed? When we
compare the results of the bivariate (gross effect) with

the multivariate (net effect) we note, however, the decline
in the amount of time younger women on average worked.
Hence, we can compare the results with the grand mean (40.1
percent) or compare the "unadjusted'" with the "adjusted"
results. In the example we selected, namely, the age vari-
able, we note that it is significant when both its gross

and net effects are taken into account, but it is possible
that a particular variable in other models will be signifi-
cant at the unadjusted level and nonsignificant when adjusted.
Throughout our analyses of the remaining models, we will
focus first on the significant "unadjusted' or bivariate
results and then proceed to analyze the '"'adjusted'" or multi-
variate onmnes.

The second entry in the first column is labeled Rz.
Always a percentage (.21 in Table 8), it is indicative of
the degree to which the independent variables explain_the
variance in the dependent variable. The higher the R“, the
greater the explanatory power of the independent variables.

The mean time worked by all women was 40.1 percent
(Table 8). Women aged 22-29, however, worked 57.2 percent
of the time during the five-year period prior to applying
at THS. Not only did the youngest group work approximately
17 percentage points more than the grand mean, they also
worked about 27 percentage points more than women aged 30-
44, and 16 percentage points more than women 45-54. These
differences, moreover, are highly significant in statistical
terms, as are the differences with respect to marital status
and the presence and age of children.

With reference to the marital status factor, our data
indicate that the pre-THS work experience of single women
was about 12 percentage points greater than that of separated,
divorced or widowed women (once married) and nearly 28 per-
centage points above that of married women. Women without
children worked approximately 64 percent of the time prior
to applying at THS, while women with older children worked
one-third of the time. Those with at least one child younger
than age 6 averaged the least work experience (23.7 percent).
The difference (more than 40 percentage points) between
women without children and women with young children is
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clearly the largest of any observed in Table 8. Thus, on
the basis of the unadjusted means, it appears that the
youngest women, single women, and especially women without
children worked more during the pre-THS period than did any
other groups.

The use of the Multiple Classification Analysis (MCA)
makes it possible to ascertain whether the patterns noted
above still prevail when all other variables in the model
are statistically controlled for. In this model the same
variables--age, marital status, and the presence and age of
children--are also significant when the data are adjusted
for the effects of other variables. However, while age
differences and marital status differences diminish consid-
erably when statistical controls are applied, the presence
and age of children remains as powerful a predictor of pre-
THS work experience as in the bivariate analysis. Other
things equal, women with children less than 6 years of age
worked 40 percentage points less than women without children.
This evidence clearly establishes the presence and age of
children as the most important factors influencing the pre-
THS work experience of reentrant women in our sample.

Apart from these patterns which emerge from the
unadjusted and adjusted data, unexpected implications also
arise when some nonsignificant factors are considered. In
both the unadjusted and adjusted data, for example, women
with more education did not work more than those with less
education. These data run counter to the well established
relationship between investment in human capital and work
experience. It is possiblie that our results are attributable
to the homogeneity of our sample, and to the fact that we
are examining tli effect of human capital within rather than
across occupations. Also, it is possible that clerically-
related skills improve more from on-the-job experience than
from formal education.

In keeping with other research findings, we conclude
that family-related obligations tended to influence the
reentrants’' work experience prior to applying at a THS.

This conclusion received further support from another data
source. All respondents unemployed six months or more dur-
ing the five-year period prior to applying were asked why
they were not working during each period. Responses pertain-
ing to family responsibilities were mentioned nearly
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70 percent of * ic time a. reasons why women absented them-
velves IZrom . work force.%

Number .ud Type of Jobs Held. The more often a woman
chose market work over housework or leisure, the greater
was her opportunity to learn about the effect work had on
her family or, in cases of women without families, on her
personal life. This does not imply that by holding diverse
jobs a woman was actually able to reconcile work with her
other obligations. Rather, it means that the more numerous
her work-related experiences, the greater was the feedback
on what work implied for her. Only after actually working
can women experience the trade-offs and adjustments that
have to be made to reconcile market work, leisure and house-
work.

When THS jobs are excluded from the analysis, the data
for our sample indicate that 37.2 percent of the reentrants
never held a job during the five-year period prior to
applying at the THS (see Table 9). Of those who did work,
only 27 percent held more than one job, and most of these
held only two jobs.

Differentiating the jobs according to full-time, part-
time or THS, 46.6 percent worked full time only; 19.4 percent
worked part time only, and 4.6 percent held THS jobs only
(see Table 10). Thus, 70.6 percent of the women who worked
held only one type of job. This indicates that prior to
applying at the THS, reentrants did not have multiple job
experiences and were probably somewhat limited in learning
experientially what an affirmative decision to work implies
regarding nonwork adjustments.

4since respondents could give more than one reason
for each six-month period, the reasons provided by the
reentrants were tabulated on the basis of number of times
they were mentioned. The similarity between these results
and the MCA is encouraging, because retrospective longitudi-
nal studies such as this often ask respondents to recall
events well after they have taken place. The data used in
the MCA, however, were less dependent upon recall.
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TABLE 9. NUMBER AND PERCENT OF FULL- CR PART-TIME .JOBS HELD
BY REENTRANTS IN FIVE-YEAR FERIOD PRIOR TC APPLICA-
TION (EXCLUDING THS JOBS)2

Number of Full- or Number of Percent of

Part-Time Jobs Reentrants Reentrants

None 183 37.2

1 176 35.8

2 78 15.9

3 32 6.5

4 16 3.2

5 or more 1 1.4
TOTAL 92 160.0

4Full-time jobs are those where the women worked 35 hours
a weeck or more and part-time are those where the women worked
34 hours a week or less. THS jobs are excluded due to diffi-
culty in ascertaining the exact number of jobs through the
field interview.

TABLE 10. PERCENT DISTRIBUTION OF WOMEN WHO HELD JOBS ON
BASIS OF WHETHER JOB WAS FULL-TIME, PART-TIME, OR
REFERRED THRCUGH THS DURING FIVE-YEAR PERIOD PRIOR
TO APPLICATION

Percent of Percent
Women Who of All

Types of Jobs Held Worked Retpondents
HELD SOME FULL-TIME JOBS

Held full-time jobs only 46.6 30.7

Held full-time and part-time jobs 9.3 6.1

Held full-time and THS jobs 12.9 8.5

deld full-time, part-~time & THS jobs 3.6 2.4

WEVLER HEILD A FULL-TIME JOB

Held part-time jobs only 19.4 12.8
field THS jobs only 4.6 3.0
Held part-time and THS jobs 3.3 2.2
NEVER WORKED PRE-THS 34.18
TOTAL 99.7b 99.8P

" .aThg difference between ''never worked'" in Table 10 and
no jobs" in Table 9 is that women who worked only at the THS
were excluded from Table

bColumn does not add to 100 percent due to rounding.
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SUMMARY

By focusing on the percent of time a reentrant worked,
we found that most women had limited work experience during
the five years prior to applying at THS. Reasons associated
with household and family responsibilities were the primary
factors influencing a woman's decision to refrain from work.
A greater proportion of the reentrants are married, yet among
all THS applicants we find the proportion of single women
almost equal to married. Given that a woman chooses a THS,
it can be hypothesized that many reentrants select this
institutional arrangement because it better enables them to
reconcile the demands of work with family-related responsi-
bilities. Compared to female labor force participants
residing in the Philadelphia SMSA, we find a greater propor-
tion of married women in our sample. Although we do not
have any evidence of the number of women who were out of the
labor force for five years and who may likewise have returned
to work without relying on a THS, the large percent of
married women returning through a THS suggests that this
labor market institution provides married women with a
degree of flexibility they might desire.

Compared to female labor force participants residing
in the Philadelphia SMSA or in the nation at large, we find
that a greater percentage of the reentrants had children.
Hence, it may well be that women with children select a THS
because it permits them to work and still fulfill family-
related obligations.

On the basis of number of years of school completed,
THS reentrants had more schooling than Pennsylvania female
labor force participants. Yet neither years of school com-
pleted nor other measures of ability explain why a woman
worked before applying at THS. Thus, it seems that THS
reentrants should have been able to find employment if they
chose to search for a job directly. This corroborates what
was noted previously, that subjective preferences associ-
ated with other obligations tended to prompt women to
eschew the labor force.

Since variations in the demand for labor did not have
a significant impact on thec rcentrants' pre-THS labor market
experience, it is not likely that this factor is as important
as the subjective preferences and tastes of the reentrants.

51



These preliminary findings, moreove:r, Zu:ewu ™7 refrie
added worker hypothesis that wives feid {2 ¢ 2t e o7 77
force when unemployment increases 2arz the prirar: rge <2 . T

is laid off.

Of those women who worked befcic waotyir: .. TdS, over
one-third held only one job, while ovc: ire-ho- held a
part-time or THS-referred jokb. This cagposte that the
reentrants had little experience conceuvsing the adjustments
they would have to make if they worked full time for an
extended period. Their selecting a THS may have been
prompted by an awareness that they were relatively unfamiliar
with the dynamics of the labor market and their inability
to reconcile work with their other obligations.

As noted previously, this study assumes that a woman's
work experience is cumulative, and that her labor market
experiences during one period of time influence her subse-
quent labor market decisions. Hence, the more a woman
worked during the five-year pericd before applying at THS,
the greater the likelihood that she increased her stock of
human capital by acquiring on-the-job training. At very
least, we expect less skill obsolescence among the women
who worked more during the period than among those who worked
less. Since some of the reasons why a woman may return to
work car be influenced by her former work experience, we
treat percent time worked as a dependent variable in this
chapter but as an explanatory variable in the next chapter.
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IV. WHY WOMEN RETURN TO WORK

Having analyzed the prior work history of the women,
we now ask why they returned to work. We asked them to rank
cacy of four reasons on the basis of: very important, some-
what important, not very important, or not important at all.
These ressons were: (1) to earn money, (2) to break house-
holu monotony, (3) to gain experience or improve skills,

a:d (4) to meet people. The results presented in Table 11
st ~w that '"'to earn woney'' was the primary reason why women
returned tc work, designated as ver¥ or somewhat important
by 33 9 percent of all respondents. Over 50 percent
considered "to gain experience,'" 'to break household
monotony' and 'to meet people' as important reasons.

To determine what type of woman gave more weight to a
pa: -icular rezason, each reason for returning to work was
use.i as a dependent variable in a multiple classification
analysis. This permits eliciting from the data the charac-
teristics of women who gave greater weight to a specific
reason.

1ReSpondents who selected '"to earn money' as very
or somewhat important were asked why they wanted to earn
money when they returned to work. The majority of these
women (73.2 percent) wanted to maintain or imprcve their
standard of living (relatively few wished to save for
future needs or to purchase special non-luxury goods).
Although it is impossible to &nalyze these results rigor-
ously in a "permanent' versus 'transitory' income context,
it seems that women who are returning to work to earn
income are contributing to ''permanent' income needs.

Yesterday's transitory needs may be today's permanent
needs.
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Characteristics of Women Who Ranked Returning to Work
"To Earn Money'" As Very Important.4 When 'to earn money' 1is
used as the dependent variable the bivariate results show
that age, msrital status, number and age of children, year
of app’ 'ation,3 and percent time worked pre-THS are sta-
tisticatly significant. These results are presented in
Table 12.

The younger the woman, the more important it was "to
earn money.' While Oppenheimer's contention that older
women return to work for financial reasons is supported by
our dataf‘the findings of this study suggest that financial
reasons are comparatively more important to younger reen-
trants who apply at a THS.

Concerning marital status, single women, as well as
separated and widowed, said returning to work ''to earn mor.iey"
was very important about 82 percent of the time. Married
women said this reason was very important approximately
50 percent of the time.

Women with no children under six were less inclined
to return to work 'to earn money" (47.4 percent) than either
women without children (63.6 percent) or women wWith children
of whom at least one was of pre-school age (64.7 percent).

2The responses were collapsed into two categories:
very important vs. 'all others." The number and percentage
of women in each category can be found in Table 11, p. 54.

3The year of application is used in this and other
models in this chapter to capture whether a woman's motiva-
tions for returning to work are conditioned by societal-
attitudinal changes concerning the role of women. In other
words, women applying in the 1970's may be more inclined
to select a reason associated with personal fulfillment
needs than those who applied earlier because of society's
increased acceptance of women working to meet personal needs.

4yalerie Kincaid Oppenheimer, '"The Life-Cycle Squeeze:
i Interaction of Men's Occupational and Family Life
Cycles," Demography (May 1974), pp. 227-245.
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TABLE 12. RESULTS OF THE MULTIPLE CLASSIFICATION ANALYSIS TO
EXPLAIN REASON FOR RETURNING T¢ WORK--'"TO EARN

MONEY"'
Number
Explanatory of Unadjusted Datab Adjusted Data®
Variables Cases? Mean *-Ratio Mean F-Ratio
TOTAL 477 57.4 57.4
RZ 11 3. 6%%
ACGE 14, 2%* 6.7%%
22-29 110 77.3 71.0
30-44 221 55.7 55.8
45 and above 146 45.2 49.8
MARITAL STATUS 15.2%% 12.8%%
Married 386 RS 52.2
Separated, Divcrced,
Widowed 48 85. - 81.3
Single 43  8l.4 77.8
CHILDREN 6.7%% 3.0%
No Children 151 63.6 52.1
At Least One Child
Less than 6 136 64.7 65.3
Children but None
Less than 6 190 47.4 56.0
CURRICULUM-TRAINING 1.1 1.6
Commercial 329 59.9 60.6
Commercial to Aca-
demic 25 60.0 52.3
Acadenic 68 51.5 48.8
Academic to Com-
mercial 55 49.1 51.8
EDUCATION A .2
Less than 12 40 60.0 62.2
12 Years of School 336 58.3 57.1
More than 12 101 53.5 56.5

(Concinued on next page)




TABLE 12 -- Continued

Number
Explanatory of Unadjusted DataP Adjusted Data®
Variables Cases? Mean F-Ratio Mean T-Ratio

HIGHEST MANUAL-CLERICAL

SCORE .6 1.2
Above Average 172  58.7 56.4
Average 105 60.0 63.3
Below Average 94 58.5 59.5

Did Not Take Manual

Test(s) 106 51.9 51.6

YEAR OF APPLICATION 2.6% 2.1%
1967 80 55.0 58.2
1968 70 50.0 50.7
1969 8l 53.1 55.6
1970 54 46.3 48.5
1971 47 76.6 76.1
1972 58 56.9 53.2
1973 87 66.7 62.2

PERCENT TIME WORKED

PRE -THS 4.2%*% 2.9%
0 - 10 182  48.4 51.3
11 - 50 102 56.9 54.0
51 - 80 7 64.9 65.7
8l - 90 116 67.2 64.6

¥p ¢ .05.
'n(p(,Ol.

dFifteen cascs are deleted from the analysis because of
missing data.

bThe unadjusted means presented in the tables can be used
to analyze the bivariate relationship between each explanatory
variable and the dependent variable. These unadjusted means
are simply descriptive statistics which allow us to present
the average value of the dependent variabl- for each classifi-
cation of the explanatory variable.

¢The adjusted means presented in the tables can be used
to analyze the multivariate relationship between the explana-
tory variables and the dependent variable. The mean of the
dependent variable in each classification is adjusted for the
cffects of all other variables in the model. In this model

we control for age, marital status, children, curriculum-
training, eduvcation, highest manual-clerical scove, year of

apPlication and percent time worked pre-THS.
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On the basis of amount of time a woman worked prior
to applying at THS, we find a monotonic relationship: the
more a woman worked in the previous five years the more
important it was to her '"to earn money" wher she returned
to work. Among women who worked 0-10 percent of the time,
approximately one-half said '"'to earn money' was very
important. Of those working 81-90 percent; slightly aver
two-thirds said it was very important.

When the intercorrelations among all explanatory vari-
ables in the model are controlled for, each of the variables
found significant .through a bivariate analysis is still
significant. Women in the youngest age classification, for
example, are still 15 percentage points more likely than
their older counterparts to state that money was a very
impertant consideration in their decision to return to work.

Based on the adjusted data, married womer: are still
25-30 percentage points less likely than single or all other
women to respond tnat money was a major factor in their
decision to return to work. Since married wcmen are least
likely to be the so’e support of their household, they may
better afford to return to work for reasons other than
money.

Women with no children found money less important.
Women with a child under six attached greater importance to
earning money than did women with older children or ncne at
all. :

Womer. who applied in 1971 also selected '"to earn money"
as very important moxe often than did women applying in any
other year between 1967 and 1973. Since the national
unemployment rate was relatively higher that year, it is
possible that economic conditions influenced women to return
to work.

When other factors are controlled for, the percent of
time a woman worked prior to applyi.ag at THS is also related
to the woman's saying ''to earn money'" was important at the
tirme she returned to work. The less time worked, ceteris
paribus, the less important money seems to be. This may be
because women who had more recent work experience cultivated
preferences to which they had become accustomed, and thus
were inclined to return in order to maintzin their standard
of living.
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Separated, divorced or widowed women more often said
"to earn money' was very important. It is likely that work
is more of a necessity for these women than for those who are
single or married. Single women ranked second in stating
that woney was important in their decision to return to
work. Since they, like the once-married, are more dependent
upon self-generated income, the importance of earning money
for these two groups is perhaps more critical than for
marriea women with a spouse preseut.

It is not surprising ’hat women with children of any
age consider earning money more important than do women
without children. The presencc of more mouths to feed and
bodies to clothe loubtless generates its own economic neces-
sities. Economic pressures may also account for the data
contained in the factor of year of application. During the
latter years of the periud covered by this study, rising
inflation coincides with an increased importance ot ''to earn
money." It may well be that the youngest reentrants attached
great importance to earning money because of their tendency
to be self-sufficient.

Characteristics of Women Who Ranked Returning to Work
"To Gain Experience or Improve Skills' as Iamportant.? By
4ssessing the bivariate relationship between the importance
of "to gain experience or improve skills" and the classified
factors, “:veral patterns emerge in Table 13.

Overall, 51.8 percent of the reentrants stated that
gaining experience or improving skills was an important
reascn for returning to work. Of the three age groups,

>The responses were coliapsed into two categories:
very impor:2nt and somewhat important vs. all others. The
number ard mercent of each original classification can be
found it Table 11, p. 54.

Sas previcusly noted, we had anticipated relatively
low explanatory power to result from some of our models.
Table 13 shows the results of an MCA with an R2 of .08.
The reader should interprvet these findings and those in
later mocdels with care, as hopefully the researchers have
done. See Chapter 1 for a fuil explanation of the limita-
tions of this study.
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TAPLE 13. RESULTS OF THE MULTIPLE CLASSIFICATION ANALYSIS TO
EXPLAIN REASON FOR RETURNING TO WORK--'"TO GAIN
EXPERIENCE OR IMPROVE SKILLS"

N —— 4 —X

Number
Explanatory of Unadjusted DataP Adjusted Data®
Variables Cases@ Mean F-Ratio Mean F-Ratio
TOTAL 477 51.8 51.8
R? .08 2.7%%
AGE 4.2% 2.0
22-29 110 44.5 54.1
30-44 221 58.8 55.0
45 and above 1448 46.6 45.2
MARITAL STATUS 2.0 A
Married 386 53.1 51.0
Separated, Divorced,
Widowed 48 54.2 57.8
Single 43 37.2 52.2
CHILDREN 9,3%% 6.6%%
No Children 151 37.7 41.2
At Least One Child
Less than 6 136 55.9 51.7
Children but Nocne
Less than 6 190 60.0 60.2
CURRICULUM-TRAINING 1.6 5
Commercial 329 53.8 52.7
Commercial to Aca-
demic 25 32.0 40.2
Academic 68 48.5 51.1
Academic to Com-
mercial 55 52.7 52.3
EDUCATION 1.7 .6
Less than 12 40 52.5 56.8
.12 Years of School 336 54.2 51.0
More than 12 101 43.6 51.1

{Continued on mnext page)
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TABLE 13 -- Continued

Number
Explanatory of Unadjusted DataP Adjusted Data®
Variables Cases? Mean F-Ratio Mean F-Ratio

HIGHEST MANUAL-CLERICAL

SCORE 6.3%% S oo
Above Average 172 41.3 42.2
Average 105 64.8 65.2
Below Average 94 60.6 57.8
Did Not Take Manua.
Test(s) 106 48.1 48.6
YEAR OF APPLICAT.1ON 1.0 1.7
1967 80 47.5 43.4
1968 70  47.1 46.1
1969 81 49.4 48.1
1970 54 55.6 51.9
1971 47 66.0 67.4
1972 59 51.7 56.8
1973 87 51.7 55.7
PERCENT TIME WORKED
PRE-THS 6.6%x% &4, 0%*
0 - 10 182 63.7 61l.1
11 - 50 102 50.0 48.3
51 - 80 77 44.2 47.8
81 - 90 116 39.7 42.8
*p ¢ .05.
7:7’:p ¢ -Ol.

drifteen cases are deleted from the analysis because of
missing data.

Ssee footnote b, Table 12, p. 57.

©See footnote c, Table 12, p. 57.
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only women in the 30-44 year old group were more likely than
average to cite this reason as important. Since women in
the 30-44 age group worked relatively less time than others
(Table 8, pp. 44-45), it is quite conceivable that their
concern to improve skills is related to their lack of prior
work experience.

With reference to the presence and age of children,
we find that women without children ranked as lowest (37.7
percent) the reason 'to gain experience or improve skills,"
relative to women having at least one child under 6 (55.9
percent), and women with children of whom none are under 6
(60.0 percent). Women with children worked less before
applying and their returning 'to improve skills" is what
might be expected (Table 8, pp. 44-453).

Women with the highest manual-clerical score ranked
"to gain experience" as least important (41.3 percent).
Of the women attaining an average test score, 64.8 percent
ranked '"to gain experience or improve skills" as important,
ard 60.6 percent of those scoring below average considered
this an important reason for returning to work.

The data indicate that the more a woman worked, the
less important was ''to gain experience or improve skills"
in her decision to return to work. Thus, 63.7 percent of
the women who worked 0-10 percent of the time prior to
application were concerned with gaining experience, while
only 39.7 percent of those who worked the greatest amount
of time pre-THS ranked gaining experience as important.

Hence, the assessment of these factors on the basis
of the unadjusted means indicates that women in the 30-44
age group, these with no ~hildren under six, those who
scored average on manual-clerical tests, and those who
worked the least prior to applying at THS were most likely
to cite "to gain experience or imp.ove skills" as important
reasons for returning to work.

Bv relying on an MCA we are able to ascertain whether
the configuration noted above still prevails when all other
variables in the model are controlled. With the exception
of the age factor, the explanatory variables found signifi-
cant in the bivariate znalvsis are significant when multi-
variate analvsis is used.
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For respondents without children, ''to gain experience
or improve skills'" was least important, while those with
children but none under 6 found it to be most important.
Those with yourg children were in between the other two
groups in citing this factor as an important reason for
returning to work. Although we cannot be sure, it seems
reasonable that the ''children' variable is capturing dif-
ferences in work experience above and beyond those captured
by the measure for the five years prior to applying at THS.
Other things equal, those without childr~n may be least
likely to have obsolete skills. Those with young children
may be more likely and those with older children most
likely to neced improvement of skills.

Women who scored above average on a manual-clerical
test were less likely to feel that their return to work was
prompted by a desire ''to gain experience or improve skills."
Also, the multivariate analysis shows that the greater the
amount of time worked pre-THS, the less were resncndents
likely to state that '"to gain experience" was an important
factor in deciding to return to work. Thus, time out of the
labor force, other things equal, explains why scme wouen
wanted to gain experience.

Characteristics of Women Who Ranked Returning to Work
"to Break Household Monotony" as Important.’/ The proportion
of women responding that "to break household monotony" was
important and the relationship between these results and
a number of explanatory variables are presented in Table 14.

The unadjusted results indicate that women in thu
second age group (30-44) ranked 'to break household mox =
tony" as important more often than did women 22-29 yea:ix
of age or women 45 and above. Our data also indics e that
rarried women wanted to break household monotony mo:-: thum
the single or separated, divorced or widowed wowen.

With reference to the number and age of childi:n. =
results show that women with older childrern only wex- = .
likely to assert that ''to break household menotony' - - an

/The responses were collapsed into two ~itegories: very
~d somewhat impcrtant vs. ~'1 others. The numbar anc percent
of women in each original <lassification can be round in
able 11, n. 54.
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TABLE 14. RESULTS OF THE MULTIPLE CLASSIFICATION ANALYSIS TO
EXPLAIN REASON FOR RETURNING TO WORK--''TO BREAX
HOUSEHOLD MONOTONY"

— ————— :‘:.mf:wm
Number
Explanatory of Unadjusted DataP Adjusted Nata®
Variables Cases? Mean F-Ratio Mean  *-fizkio

TOTAL 477 51.4 51.4

R? .07 2.6%%

AGE 5.4%% 1.0
22-29 110 38.2 47 . %

30-44 221 57.0 54 .t
45 and above 146 52.7 49. .

MARITAL STATUS 15.0%* 8. 8%
Married 386 57.3 55.%
Separated, Divorced,

Widowed 48 29.2 32.9
Single 43 23.3 13

CHILDREN 7. 4%% 2,07
No Children 151 40.4 47.4
At Least One Child

Less than 6 136 50.6 40 9
Children but None
Less than 6 190 €l.1 58.0

CURRICTLUM=-TRAINIMNG 3.1% 2.2
Commeicial 329 55.0 4
Tommercial to Aca-

dexic 25 28.0 4.6
Academic 68 42.6 42.6
Academic to Com-

mercial 52 50.9 £1.3

EDUCATION 1.7 2.3
iess than 12 g 62.5 £3.9
12 Yeszrs of Schoot 336 51.8 48.6
More than 12 101 45.5 55.8

(Lontinuee on next :
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TABLE 14 -- Continued

Number b
Explanatory of Unadjusted Data” Adjusted Data®
Variables Cases@ Mean F-Ratio Mean F-Ratio

HIGHEST MANUAL-CLERICAL

SCORE 2.0 .7
Above Average 172 45.9 48.3
Average 105 54.3 54.5
Below Average 94  60.6 55.5
Did Not Take Manual
Test(s) 106 49.1 49.5
YEAR OF APPLICATION .7 1.1
1967 80 56.3 51.4
1968 70 48.6 48.2
1969 81 45.7 44,2
1970 54 53.7 50.0
1971 47  48.9 48.7
1972 58 46.6 52.5
1973 87 57.5 62.0
PERCENT TIME WORKED
PRE-THS 3.8%* 1.4
¢ - 10 182 58.2 54.6
11 - 50 102 55.9 55.4
51 - 80 77 46.8 49.0
81 - 90 116 39.7 44.3
*p < -05.
*:‘rp( -01.

2rifteen cases are deleted from the analysis because of
missing data.

bsee fnotnote b, Table 12, p. 57.

CSee footnote ¢, Table 12, p. 57.
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important reason for their returning to work (61 percent).
Women without children were least likely to consider this
reason as important.

With reference to the percent of time worked pre-THS,
an inverse relationship emerges: the less time a woman
worked before applying at THS the more likely she was to
reply that she wanted '"to break household monotony.'" The
group working least said this was an important reason
approximately 60 percent of the time, while those who worked
the most during the five years prior to applying at THS
chose it as important only 39.7 percent of the time.

While four factors are significant when viewed from
a bivariate perspective, the adjusted data indicate that
only two factors are significant: marital status and the
age and number of children. Married women are sctill above
those without spouses in responding that breaking househcld
monotony was an important reason for returning to work.
While married women were the least likely to return to work
"to earn money," breaking household monotony was consider-
ably more important to them. It seems, therefore, that
married women want psychic income from a work situation.

The unadjusted data indicated that women with older
children only ranked '"'to break household monotony'" as
important more often than did women without children, or
those with at least one child under 6. When other factors
are controlled for, this relationship is still obtained,
but the difference between women with no children and those
with at least one child under 6 disappears. It would appear
that womer: with at least one pre-school child, irrespective
of the ages of their other children, are less bocred. They
are probably somewhat more cccupied at home with the
responsibilities associated with caring for a pre-school
child than are women with only older children.

Several concluding observations can be made about women
who stipulated that '"to break hcusehold monotony' was an
important reason for their returning to work. First, age
and work experience are symptoms of boredom, but apparently
not sources of it; that is, each is a significant factor
only before other explanatory variables are controlled.

The greater prerportion of women 30-44 years old who were
interested in breaking household boredom appears to reiiect
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the fact that these women tend to be married and have older
children. Married women were quite interested in breaking
the monotony of their lives and saw wcrk as one means of
accomplishing this goal. Hence, it seems that the married
women in this study generally find the attendant responsi-
bilities of this life situation boring. Consequently, they
may tend to accommodate their psychological needs by return-
ing to work.

Regardless of the way the respon.ents are categorized
in the analysis, single women constitute the group for
whom the reason 'to break household monotony' was the least
important in their returning to work. Single women tend to
have fewer unousehold obligations relative to married, and
once married, women (especially if the latter have children),
and so it is not sucprising thev were least disposed to
view a return to the labor force as a way to overcome house-
hold boredom. Also, having children is not as important as
the age of children in explaining the importance women
place on "to break household monotony' when returning to
the labor force. It can be conjectured that womzn find
rearing children more challenging or satisfying if the
children are pre-school rather than older.

Characteristics of Women Who Ranked Returning to Work
"to Meet People' as Important.® The data addressing the
characteristics of women who ranked returning to work "to
meet people" as imporiznt are presented in Table 15.
According to the urnz.ijusted means, only manual-clerical
test sccres are significantly related to the likelihood
that "to mecet people" was an important dimension of reen-
trants' decision to return to work. Respondents scoring
below average were most inclined to state "to meet peoplc"
as important, while those who scored above average were less
likely to consider this important.

Although only one factor is significant when the
unadjusted data are analyzed, the adjusted data indicate

8The responses were collapsed into two categories:
very important and somewhat important vs. all others. The
number and percent of women in each original classification
can be found in Table 11, p. 54.
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TABIE 15. RESULTS OF THE MULTIPLE CLASSIFICATION ANALYSIS TO
EXPLAIN REASON FOR RETURNING TO WORK--"TO MEET

PEOPLE"
p— - —t e —— ————————
Number
Explanatory of Unadjusted DatzP Adjusted Data®
Variables Cases?® Mean F-Ratic Mean F-Ratio
TOTAL 476 50.8 50.8
RZ .03 1.7%
AGE 1.6 5.F%%
22-29 110 55.5 58.7
30-44 221 52.5 54.2
45 and above 145 44 .8 39.7
MARITAL STATUS B 1.7
Married 385 51.9 52.7
Separated, Divorced,
Wwidowed 48 45.8 46.9
Single 43 46.5 38.9
CHILDREN A 2.1
No Children 151 £2.3 53.7
At Least One Child
Less than 6 136 47.8 43.5
Children but None
Less than 6 189 51.9 53.8
CURRICULUM-TRAINING 1.5 .G
Commercial 329 53.8 53.?
Commercial to Aca-
demic 25 36.0 42.8
Academic 68 45.6 45.0
Academic (o Com-
mercial 5% 46 .3 47.1
EDUCATION 2.4 1.0
Less than 12 40 63.C 61.5
12 Years of School 335 31.0 49.9
Mcre than 12 icl1 L4 .6 49.8




TABLE 15 -- Continued

Number
Explanatory of Unadjusted DataP Adjusted Data®
Variables Cases? Mean F-Ratio Mean F-Ratio

HIGHEST MANUAL-CLERICAL

SCORE 4, L% 3.2%*
Above Average 172 41.3 42.8 °
Average 105 50.5 49.1
Below Average 94 59.6 58.3
Did Not Take Manual
Test(s) 105 59.0 59.0
YEAR OF APPLICATION 1.8 2.2%
1967 80 45.0 42.8
1968 63 50.7 51.2
1969 51 49.4 49.0
1970 54 53.7 52.5
1971 47 34.0 34.6
1972 58 58.6 61.1
1973 87 59.8 60.7
PERCENT TIME WORKED
PRE-THS 0 1.7
0 - 10 182 51.1 53.0
11 - 50 102 50.0 49.3
51 - &0 77 51.9 47.9
81 - 90 115 50.4 50.8
T%;)(.05.
‘:“\?(.Ol'

@Qi{xteen cases are deleted from the analvsis because of
missing data.

PSee foctnote b, Terle 12, p. 57
“See fcotnote c, Tarle 12, n. 57.



that three factors are statistically significant: age,
manual-clerical score, and year of application. With refer-
ence to the age factor, younger women were apparently more
interested in meceting people (58.7 percent), while those

45 and over were least interested (29.7 percent). The multi-
variate analysis also indicates that a lincar relacionship
exists between test scores and a respondert's returrning to
work "to meet people'; the lower the score the more impor-
tant was this reason. For this relationship and that
obtaining for the year of application variable, no ready
explanation is apparent.

STMMARY

Having presented detailed models to show why women
returned to work, let us summarize these models in conjunc-
tion with the implications derived by analyzing the descrip-
tive statistics.

The descriptive statistics indicate that money is the
predominant force motivating women to return .o work. We
anticipated this because other research has documented that
a husband's income and/or occupation, and a woman's income
influence the degree to which females participate in the
labor force. Our results indicate that women selected
money almost twice as cften as breaking household monotony,
meeting people, or gaining experience or improving skills.
The preponderance ascribed to the financial motive indicates
that the majority of women in our sample are interested in
monev-income rather than psvchic-income.

The model addressing itself to the "earn money" motive
indicates that married women are not s interested im this
as are the single and the once-mzcvriecd. These results
permit us to surmise that vhen s woeman is the sole source
of income ske is '"'pushed" intc the labor force by necessity.
On the other hand. women with children place greater weight
on the fipancial motive. By definition, the more people
residing vwithin a household, the greater the need for money.
17 & woman had at least cne child under 6, she was even more
llkelv to be motivated by monmey in returming to work.
Several interpretations can be drawn from these results.
First, nusbands of wermen ltavinsg at least one child under 6

Y
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have probably not yet reached their full earning potential,
although the presence of a young child increases the family's
need ror income¢. Sccond, it is likely that an income motive
i3 a more socially acceptable reason for women with young
children to leave the home.

Women between ages 22-29 were likewise more interested
in money than were those in other age classifications.
Perhaps the desire to be financially self-sufficient is
more pronounced among younger women. Irrespective of a
woman's traits, we find that a direct relationship exists
between the amount of time she worked before applying and
her desire to earn money. Since most women desiring to
earn money indicated that they were using this money tc
maintain or improve th2ir standard of living, rather than
save for future needs or purchase special nornluxury goods,
it can be concluded that previous income from working
defined the standard they were interested in maintaining.
It seems that the more a woman worked befcre she applied,
the higher was her standard of living. Consequently, the
"need" for mcney motivated her return to work.

We find an inverse relatiouship exists between the
amount of time a woman worked prior to applying at THS and
her desire to '"brush up'" on her skills. A woman working
less was more interested in improving her skills. This
tends to strengthen our claim that on-the-job training
improves one's ability. Although disparity in the number of
vears of schocl . mpleted does not emerge as a significant
variable in explaining the relative importance given to
improving skills, test scores are statistically significant.
It appears that those who had an above average score were
not interested in improving skills.

Compared to women with no children, those with children
were more interested in 1mprovinr:y their skills. Since women
with children worked half as rnuch as did those witnout
children, it seems that not working made the former's skills
hocome rustv.

Women who gave greater weight to "break household
oenctonv' as a motive for returring to work were either

married ¢r were mothers of children over 6 vears 2I age.
Since married women ~orked less before th v azpplied at THS
than did single or cnce-married wowen, it can be assumed that

IS
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married women give more time to household tasks. The con-
ventional alternative of work or leisure is not quite the
same for married women as it is f¢., men. When married
women decide to seek gainful empicvment they reject the
socially-defined role of ho'¥“4r-r. Our analysis suggests
that married women find tha: wark outside the home provides
thenn with challenging altcrnuxluum to tneir socially-
defined roles. Perhans the =e¢petitious performance of home-
making tasks, coupled with mitimal measures of homemaker
success, prompt married women to view their Dart1c1pat10n
in the labor force as a way ''to get away from it all.

Women with children alco wanted to return tc work to
break the boredom associated with being a mother and house-
keeper. But women with children under 6 were not as inter-
ested in breaking household monotony as were other women
with children. We surmise that as children get older and
become more self-sufficiert their mothers feel less reeded
at home. In addition, boredom may arise because child-
rearing responsibilities tend to be rountinized and repeti-
tive. 1In sum, once children enter school mothers become
restless and perceive outside work as a challenging option.

Younger women wanted to meet people wh 1 they returned
to work. But of greater interest is the fact that the more
recent the woman applied (1967-1973), the morz interested
she was in the sociological aspects of work Coupled with
the more recer.t societal changes concerning the role of
females in the labor force, women themselves are increas-
ingly interested in some of the nonmon: ary, but psychic,
benefits working provides.

In this summary we first focused on the descriptive
statistics, and then treated each reason as a dependent
variable in four separate regression models. If we look
across the models, rather than within, we find that vari-
ables associated with what might be generically labeled
"family responsibilities'" tead to influence the weight a
woman gives to each reason. Although previous work experi-
ence, which is a proxy measure for on-the-job training,
also appears as a significant explanatory factor, the other
measures of human capital are less likely to appear as
significant. Hence, work not only improves skills, but
also influences what motivates a woman to return to work,
irrespective of the motive she posits.
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Throughout this chapter, the reasons a woman indicated
why she returned to work were treated as dependent variatles
in our regression models. The choice of aTHS and the decis-
ion to return to work are interrelated. To determine the
degree to which the decision to return to work is related
to the choice of a THS, we will treat the reasons for
returning to work as explanatory variables in the next
chapter, in which we focus on why a woman selected a THS.



V. WHY WOMEN SELECTED A THS WHEN THEY RETURNED TO WORK

Since we wanted to lcarn why a woman chose a THS, we
asked respondents to rank twelve possible reasons for their
choice of a THS as a vehicle for reentry. Each reason was
described on a scparate card. The women separated the
cards into two piles: one consisted of reasons deemed
important and the other included those reasons perceived as
unimportant. The former were ranked from most to least signifi-
cant.l As shown in Table 16, three main reasons stand out.

By order of preference they are: (1) prefer temporary
employment because of the freedom and flexibility the THS
provides; (2) was available for a temporary period only,

was reluctant .- take a permanent job; and (3) opportunity
to evaluate my sxill potential. These re¢asons are indicated
in the table Ly the percent of time they were chosen first,
the percent of time mentioned, and as a weighted index.

The first two responses as shown by the weighted index
indicate that women value a THS precisely for the flexi-
bility and freedom which the THS arrangement can uniquely
provide. Moreover, the choices give evidence that the women
wanted temporary employment because they were either avail-
able for only a temporary period or unwilling to make a
permanent commitment to the labor force. The third reason
selected, "opportunity to evaluate my skill potential,"
may be interpreted as a corollary of the first two because
skill potential can be better evaluated if a woman works for
several employers and is called upon to use varying talents
and skills. This opportunity to assess one's skills is made

lTwo reasons: ''I did not want anyone to know I was
working' and ''change of marital status' were rarely selected
as important and therefore were excluded from the analysis.

2 . . . .
~The index was computed by assigning weights to the

ranked values (i.e., the first choice weighted by 10, the
second by 9, ctc.) and then averaging the totals.
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TACLE 16, KEASCNS FOR CHOOSING A THS ON THE BASIS OF PERCENT
TIME CHGSEXN TIRST, PERCENT TIME MENTIONED, AND A

WEIGHTED INOLX

Percent Time Percent Time Weighted
Reasons Chosen First Mentioned Index

"prefer temporary cemploy-
‘ment because of i{reedom and
flexibility it provides"

o
Y
-
[Wal
w
oc

6.7

"Was available ior a tem-

porary period enly, was

reluctant to take a

sermanent  job" 23.4 57.9 6.1

"Opportuaity to cvaluate
my skill potential" il.s 52.0 5.1

"Opportunity to lcearn
new jobs" 3.6 49.2 4.6

"Opportunity to work wvari-
ous places--for varicty" 2.0 43.1 4.0

"Opportunity to mect a
varietv of people 4.3 42.1 1.9

"Opportunity to determine
if working was compatible
with my other obligations" 10.9 3678 3.8

"Upportunity to discover
what jobs are available 2.4 38.46 3.6

"Was sceking jull-time
¢mployment but could not
find any" 11.9 17.1 1.9

"Wanted to sece it I would
like working' 3.9 18.3 1.8
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especially available through a THS which can offer its
employees a choice among employers and jobs.

Recognizingz that the rcasons were re.ated and over-
lapped, a factor analysis was performed to uncover unique
dimensions of motives for choosing a THS, thus giving us a
smaller, more compact, and more informative set of motives
to analyze. As a result of the factor analysis,3 as shown
in Table 17, three generic motives were uncovered:

FACTOR l: Kespondent interested in labor market
information (LML)

FACTOR 2: Woman prefers temporary work

FACTOR 3: Woman interested in variety vs.
compatibility,

Each factor score was computed by tas<ing a weightea

surm of the scores assigned to the original - reasons. By
using the factor scores obtained from the fa-.:.n analysis,
it is possible to measure the woman's ranking - factor.
Thus, we are able to zssess a woman's motivatlv» Inr
selecting a THS by analyzing the score she rece?.2c Ha each
of the three factors. A high score on Factor L. tor
example, would mean a woman selected a THS beca. » "he

wanted to acquire labor market information.

A multiple classification analysis was perforned on
the factor scores for cach factor to elicit what relation-
ships exist between why a woman chose the THS, her reasons
for returning to work, her personal characteristics, and
the year she applied.4 As a recualt of this analysis, it is
possible to provide a thumbnail skcceh of the women who
chose THS for cach of the generic rea: ons elicited from the
factor analysis.

3atter using multiple 7 commonalitics, factors were
selected 1f they had an eige .volue of 1.0 or greater. The
factor matrix was rotated v; r. 1 var max rotation. See
Appendix D for detailed results of the factor analysis.

4The year of application is used in thic and other

models in this chapter to capture whetter women's reasons
for sclecting a THS changed over time.
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TABLE 17. ~\0R0KS TNFIUENCING DECISION FOZ. CHOCSING A THS

Factor
Factour Item Loading?
Factor ! intercst in Labor Market Information (LMT)
"Opportunity to evaluate my skill poten-
Lial” +.58189
“Gpportunity to learn new jobs" ~.67371
"Opportunity to discover what jobs are
available" +.30479

Factor 2 Preference for Temporary Work

"was available for a temporary period only,
was reluctant to take a permznent job' +.48216

“"prefer temporary employment because of
freedom and flexibility it provides" — +.56249
"Was seeking full-time employment but
could not find any" -.59927

Faccor 3 Intcvested in Variety vs. Compatibility

"Opportunity to determine if workirg is
compatible with my other obligatiors" -.49214

mianced to see if I would like workin " - 40302

"Oppertunity to work various places--
for varicty" +.53683

"Opportunity to meet a variety of people  +.33431

ap yariaple was coasid red to load highly or .. factor
if the factor loading was at "east .3 in absolute value.
A plus (+) implies a positive velationship wit a fector,
a minus (-) implics a negative or inverse relationship with
a factor.
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Characteristics of Women Who Choose THS Because of
Intercast in Labor Market Information (LMI). The results of
this MCA presented in Table 18 indicate, among other things,
that the grand mean is 4.8%. The higher a particular unad-
justed or adjusi~d mean, the greater the interest in IMI cn
the part ¢ a woman of given characteristics or experiences.
Th.. significant bivariate results indicate that women wi.th
children, regardless of age, were more interested in LMI
thasn these wichout children. On the basis of curriculum-
training, women who originally pursued an academic program
and then late: turned to some type of commercial training
tended to scect a THS because they were interested in
labor market information. Women who scored ''average' in a
manualerierical test were interested in LMI, as were those
who worted ieast before applying at THS. Absence from the
lator force seems to be a natural signal, alerting women
that they arc unfamiliar with the current demand for labor.
Those women returning to work to break household uwonotony,
tc gain experience, or to meet people likewice selected a
TH: because they expected this laber institution to provide
them with LMI.

The adjusted means indicate that women who followed
an academic to commercial training scheme were more inter-
ested in LMI than women with other backgrounds, as were
women with more than twelve years of school. The latter
a*: :nded college, majored in a curriculum that was not
readily marketable, and then decided to take some clerically-
related training programs. They typify the underutilized
female labor force participant who accepts a clerical job
bscause it permits her to meet her other obligations, or
hecause her husband's career precludes her embarking upon
a job providing opportuaity for advancement. She probably
married after college, withdrew from the labor market if
employed at all, raised a family, and then returned to the
labor force. On the other hand, it may be that the better
educated used the THS experience as a further investment in
human capital, as an investment to improve their knowledge
of the labor market.

Women wilio return to work to break household monotony
are interested in obtaining IMI when they return to THS as
a means of reentering the labor force. One way of breaking
monotony is to work in various jobs and at various firms.
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TABLE 15. RESULTS OF THE MULTIPLE CLASSIFICATINN ANALYSIS TO
EXPLAIN FACTOR 1--INTEREST IN LABOR !AARKET INFOR-
MATION (LMI)

Numbav
Explanatory of Unadjusted DataP Adjusted Data®
Variables Cases® Mean F-Ratio Mean F-Ratio
TOTAL 578 4.8 4.8
R2 .32 9, F
AGE 1.4 1.0
22-29 110 4.3 4.6
30-44 221 5.0 4.7
45 and above 147 4.8 5.1
MARITAL STATUS .7 1.3
Married 387 4.9 4.7
Separated, Divorced,
Widowed 48 4.5 4.7
Single 43 4.2 5.5
CHILDREN 5.0%% .9
N~ Children 151 4.0 4.5
At Least One Child
Less than 6 136 4.9 5.0
Children but None
Less than 6 191 5.3 4.8
CURKICULUM-TRAINING 5.1%%* 5.7%%
Commercial 330 4.9 4.9
Cormmercial to Aca-
demic 25 2.0 2.4
Academic 68 4.6 4.4
Academic teo Com-
mercial 55 5.5 5.3
EDUCATION 8 4,3
Less than 12 40 4.4 3.9
12 Years of School 337 4.9 .7
More than 12 101 4.4 3.5

(Continued on next page)




TABLE 18 -- Continued

Number
Explanatory of Unadjusted DataP Adjusted Data®
Varizbies Cases? Mean F-Ratio Mean F-Ratio

HIGHEST MANUAL-CLZRICAL

SCORE 3.4 .6
Above Average 172 4.1 4.5
Average 105 5.4 5.0
Below Average 95 5.2 4.7
Did Not Takc Manual
Test(s) 106 4.9 5.0
YEAR OF APPLICATION 1.3 1.1
1967 80 4.3 4.5
196& 71 4.4 4.5
1964 &1 4.4 4.5
1970 54 5.2 4.9
1971 47 5.5 5.5
1972 58 5.6 5.4
1973 87 4.7 4.6
PERCENT T1ME WORKED
PRE -THS 3.5% .6
0 - 10 183 5.5 5.0
11 - 50 102 4.6 4.6
51 - 80 77 4.1 4.4
&l - 90 116 4.3 4.8
RETURNED TO WORK TO
EARN MONEY 1.7 A
Very Important 274 4.6 4.
Not Very Important 204 5.0 4.9

RETURNED TO WORF. TO
GAIN EXPERIENCE OR

IMPROVE SKILLS 182 .8%* 136.6%%
Important 247 6.8 6.4
Not Important 231 2.7 3.0

RETURNED TO WORK TO
BREAK HOUSEHOLD

MONOTONY 26, 5%* 4,0%*
Important 245 5.6 5.1
Not Important 233 3.9 4.5

(Continued on next page)
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TABLE 18 -- Continued

Number
Explanatory of Unadjusted DataP Adjusted DataC
Variables Cases@ Mean F-Ratio Mean F-Ratio
RETURNED TO WORK TO
MEET PEOPLE LR Tw* 21.8%%
Important 242 5.9 5.5
Net Importaut 236 3.6 4.1

~"‘p < .05.
b ¢ .0L.

aFourteen cases are deleted from the analysis becaus=z
of missing data.

bThe unadjusted means presented in the tables can be
used to analyze the bivariate relationship between each
explanatory variable and the dependent variable. These
unadjusted means are simply descriptive statistics which
allow us to present the average value of the dependent
variable for each classification of the explanatory variable.

CThe adjusted means presented in the tables can be
used to analyze the multivariate relationship between the
cxplanatory variables and the dependent variable. The mean
of the dependent variable in each classification is adjusted
for the effects of all other variables in the model. In
this model we control for age, marital statu:. children,
curriculum-training, education, highest manual-clerical
score, year of applicatio., percent time worked pre-THS,
returned to work to: earn ‘noney, gain experience or improve
skills, break household monctony, or meet people.
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The greater IMI a woman has, the higher the probability
that she will be able to overcome boredom. The same raticnale
seems to apply regarding those who return to work to gain
experience or improve skillis. Those returning tc work to
meet people are also interested in LMI. A THS facilitates
their meeting people because it provides a variety of jobs,
employers, and work settings. It can also be hypothesized
that if they were meeting more people at work, there is
greater likelihood that through these new relationships

the pros and cons of different employers and jobs are dis-
cussed.

Characteristics of Women Who Chose THS Because of
Prceference for Temporary Work. The results of the MCA of
the characteristics of women who chose THS because they
preferred temporary work (Factor 2) are presented in
Table 19. Since the dependent variable is a measure of a
vwoman's preference for temporary work, a relatively low
score is indicative of preference for full-time employment .
Throughout this model we stress the higher results, especi-
ally where the statistically significant findings are above
3.9, the overall mean.

In the bivariate analysis of the respondents' prefer-
ence for temporary work, women aged 30-44 manifest this
choice more so than women in other age categories, as do
marriced women relative to those in cother marital status
classifications. Those having at least one pre-school
child likewise selected a THS because they preferred temporary
work. Of the human capital measures usec¢ in the model,
education and test score results are significant at the
bivariate level. Women who completed more than 12 years of
school and those scoring highest in a manual-clerical test
were more interested in temporary employment. Finally,
reentrants who wanted to break household monotony, or who
returned to work to carn money preferred temporary work.

The adjusted data indicate that married women prefer
temporary work more so than single cr once-married women.
It secems that a married woman's household responsibilities
limit her availability for full-time employment. Conversely,
single, separated, divorced and widowed women need full-time
employment because they are more dependent on work for their
income. T'n the adjusted data, curriculum-training now
appears a significant variable for those having academic

- 81
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TABLE 13. RESULTS OF THE MULTIPLE CLASSIFICATION ANALYSIS TO
EXPLAIN FACTOR 2--PREFERENCE FOR TEMPORARY WORK

Number
Explanatory of Unadjusted DataP Adjusted Data“
Variables Cases® Mean F-Ratio Mean F-Ratio
TOTAL 478 3.9 3.9
R2 14 4. 0%
AGE 4, 1% 9
22-29 110 3.2 3.7
30-44 221 4.4 4.1
45 and above 147 3.7 3.7
MARITAL STATLUS 27. 3%% 22 .5%%
Married 387 4.5 4.4
Separated, Divorced,
Widowed 48 1.6 1.7
Single 43 1.2 1.7
CHILDREN 5.6%% 2.1
No Children 151 3.1 3.5
At Least One Child
LLess than 6 136 4.4 4.4
Children but None
Less than 6 191 4.2 3.9
CURRICULUM-TRAINING 1.0 5.0%%
Commercial 330 3.7 3.5
Commercial to Aca-
deric 25 4.6 5.8
Academic 68 4.2 4.6
Academic to Com-
mercial 55 4.3 4.4
EDUCAT LON 4, 1% 2.1
l.ess than 12 40 2.3 3.3
12 Years of School 337 4.0 4.1
Mor¢ than 12 101 4.2 3.5

(Continued on next page)
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TABLE 19 -- Continued

Number
Explanatory ctf Unad jus ted Datab Adijusted Data®
Variables Cases? Mean F-Ratio Mean T[-Ratio

HIGHEST MANUAL-CLERICAL

SCORE 3.8%% 4, 3%*

Above Average 172 4.4 L.5

Average 105 4.2 4.1

Below Average 95 3.8 3.6

Did Not Take Manual

Test(s) 106 2.9 3.0

YEAR OF ATLPLICATION 1.0 .8

1967 80 4.0 3.6

1963 71 4.3 4.2

1969 81 4.2 4.1

1970 54 4.5 4.4

1971 47 3.6 3.5

1972 58 3.7 4.k

1973 87 3.2 3.5
PERCENT TIME WORKED

PRE-THS 1.5 1.1

0 - 10 183 4.1 3.6

11 - 50 102 4.2 4.1

510 - 80 77 4.1 4.3

81 - 90 116 3.3 3.9
RETURNED TO WORK TO

EARN MONEY 15,7%% L, %

Viery Important 274 3.3 3.6

Not Very Important 204 4.7 4.3
RETURNED TO WORK TO

GAIN EXPERIENCE OR

IMPROVE SKILLS .9 2.6

Important 247 3.8 3.7

Not Important 231 4.1 4.2

{Continved on next page)




TABLE 19 -- Continued

Numher
Euxplarnatory of Unadiusted DataP Adjusted Data®
. Varizbles Cases? Mean F-Ratin Mean F-Ratio
RETURNED TO WORK TO
BREAK HOUSEHOLD
MONOTONY 11.9%% 6.8%%
Important 245 4.5 4.3
Not Important 233 3.3 3.5
RETURNED TO WORK TO
MELET PEOPLE 0 0
important 242 3.9 3.9
Not Important 236 3.9 3.9
“b ¢ .05.
‘,':‘,‘cp <. 0l.

dfourteer cases are deleted from the -nalysis because
of missirg data.

Psee footnote b, Table 18, p. 80.

“See Footnote c, Table 18, p. 80.
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training. Thus suggests that the academically-trained respon-
ent is aware that her abilities and talents permit her tc
find empleyment in better than the clerically-related jobs

and that full-time employment in these occupations would
extend her underutilizaticn in the labor markets.

Under the category of manual-clerical scores, those
who have average or above average test results have a stronger
pteference for temporary work than do those less skilled.
This suggests that these women are aware of their marketable
skills and probably do not want to maintain clerical-type
jobs. The strong preference for temporary work among those
returning to work to break household monotony is what one
might expect, since temporary work at a THS provides diverse
work scttings, which are less likely to become monotonous.
Finally, those who regard earning money as not very impor-
tant prefer temporary work over full-time employment.

Since income is not a primary concern for them, full-time
employment is apparently neither desirable nor important.

Characteristics of Women Who Choose THS Because of
Interest in Variety vs. Compatibility.”? The results of this
MCA are presented in Table 20. The dependent variable in
this model conveys two notions: the higher the number
associated with a classification, the greater the interest
in variety; the lower the number, the greater the interest
in compatibility.

wWith reference to age, the youngest age group exhibited
the strongest interest in variety when choosing THS, while
the other age groups manifested an interest in wanting com-
patibility. Single women were more interested in variety
than were those in any other classification. Although women
in the other two marital classifications expressed some
interest in variety, the interest was less than half as
strong as among single women. With reference to the presence
and age of children, women with no children were decidedly
interested in variety, being two to three times as interested
as women with children of any age. With reference to
education, those women with more than 12 years school were
intevested in variety slightly more than those with less
than 12. Those with 12 years schooling had the least interest

>See Table 17 to identify the reasons included in this
factor.
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TARLE 20. RESULTS OF THE MULTIPLE CILASSIFICATION ANALYSIS TO
EYPLAIN FACTOR 3--INTERESTED IN VARIETY VS.

COMPATIBILITY
Number
Explanatory of Unadjusted DataP Adjusted Data®
Variables Cases? Mean F-Ratio Mean F-Ratio
TOTAL 478 2.0 2.0
R2 .17 e
AGE 7 .9%% .3
22-2% 110 3.2 2.0
10-44 221 1.8 2.2
45 and above 147 1.6 1.9
MARITAL STATLUS 11.1%% 4 2%%
Married 387 1.8 1.9
Separarced, Divorcea,
Widowed 48 2.1 2.2
Single K3 4.4 3.4
CHT*DREN 20.9%% 7. 3%k
No Children 151 3.5 2.8
At Least (me Child
Less than § 136 1.6 2.0
Children but None
Less than 6 191 1.2 1.5
CURRICULUM-TRAINING 1.2 .2
Commercial 330 1.9 2.1
Commercial to Aca-
demic 25 2.7 1.7
Academic 68 2.6 2.1
Academic to Com-
mercial 55 1.8 1.8
EDUCATION 4 Bk 3.0%
Leoss than 12 40 2.5 1.8
12 Years of School 337 1.7 1.9
More than 12 101 2.9 2.7

(Continued on next page)
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TABLE 20 -- Continued.

Number
Explanatory of Unadjusted DataP Adjusted Data®
Variables Cases@ Mean F-Ratio Mean _ F-Ratio
HIGHEST MANUAL-CLERICAL
SCORE .2 .3
Above Average 172 2.0 2.0
Average 105 2.3 2.3
Below Average 95 2.0 1.9
Did Kot Take Manual
Test(s) 106 2.0 1.9
YEAR OF APPLICATION 2.7% 1.5
1967 80 1.3 1.9
1968 71 1.7 1.9
1969 81 2.5 2.7
1970 54 2.1 2.2
1971 47 .9 1.1
1972 58 2.4 1.8
1973 87 2.9 2.2
PERCENT TIME WORKED
PRE -THS 11.5%% 7.0Q%%
0 - 10 183 1.0 1.3
11 - 50 102 2.2 2.1
51 - 80 77 3.1 2.9
8l - 90 116 2.9 2.7
RETURNED TO WORK TO
EARN MONEY 1.7 .6
Very Important 274 2.2 2.1

Not Very Important 204 1.8 1.9

RETURNED TO WORK TO
GAIN —“XPERIENCE OR

IMPROVE SKILLS .3 .6
Important 247 2.1 2.2
Not Important 231 2.0 1.9

(Continued on next page)
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TABLE 20 -- Continued

Number
Explanatory of Unadjusted DataP Adjusted Data€
Variables Cases? Mean F-Ratio Mean F-Ratio
RETURNED TO WORK TO
BREAK HOUSEHOLD
MONOTONY 3.0% 4, 3%
Important 245 2.3 2.3
Not Important 233 1.8 1.7
RETURNED TO WORK TO
MEET PEOPLE 37.3%% 31.7%%
Important 242 3.0 2.9
Not Important 236 1.1 1.2

"o €.05.
-.':;':p < .0l.

AFourteen cases are deleted from the analysis because
or missing data.

bsee footnote b, Table 18, p. 80.

CSee footnote c, Table 18, p. 80.
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ERIC

Aruitoxt provided by Eic:

in varictv., Interest in varictv shows a wide variation over
the wears covered by the study, as indicated by the year of
application.

Witk reference to percent time worked pre-THS, the data
indicate that the more a woman worked pre-THS, the greater
was her incerest in variety; the less she worked pre-THS,
the less was her interest in variety. The interest in
varicty «as also strong among those who wanted to meet pcople
when theyv returned to work.

When multivariate analysis is used, age and year of
applicotion are no longer significant cexplanatory variables.
According to the adjusted data, single women had the strong-
¢st intercst in varicty, srobably less encumbered by other
obligations and more flexible as to where and when they work.
Women without children were also greatly interested in
varicty, morc than women with children. Women who have
fewer family responsibilities than those with children are
possibly bettrr able to asccept jobs wherc the hours are more
flexible and to accommodaro more readily their household
oblications to varicd work expericnces.

Womea with more than 12 years of education expressed
greater interest in varicty than those with less eaucatiorn.
This mayv be because the more education a woman has, the more
likely she is to have been exposed te different situations
throughout her life. Also, she is probably less afraid of
moving into unfamiliar settings, as might be the case w~ith
those having, less education.

Additionaily, the more a woman worked before applying
at THS, the greater her interest in variety when she szlected
a THS to return to work. This previous work experience
possibly disposces such women toward variety in work settings,
since they may view a single job sctting as boring or
unchallenging. This scems plausible because most of the
women who worked during the pre-THS period held only one job.

Those women who maintained that ''to break household
monotony' and 'to meet people' were important reasons why
they returned to work also sclected a THS because they were
interested in variety. Since THS is capable of providing
its employees with varied work expericence, it scems reason-
able that such women chose a THS when they returned to work.
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Factor III also permits us to determine which women
chose a THS because they were interested in determining if
work was compatible with their other obligations. Three
significant variables are of particular interest when ¢om-
pativility is censidered: marital status, children and
percent time worked pre-THS. Married women with children
over 6 years of age were more inclined to view THS as a way
to determine if work was compatible with other obligations.
This would imply that these women have reservations whether
they are able to return to the labor force full time. More
than other women who return to work by means of a THS, these
women selected a THS to weigh the pros and cons of ¢ perma-
nent labor market commitment. Moreover, those who vorked
least prior to applying chose a THS because they wanted to
determine if they could reconcile working with other
responsibilities. It scems that the less the labor market
experience, the more a woman ineeds a half-way house arrange-
ment to experiment with the demands of maintaining a home
and working.

bwhile it is impossible to determine if a woman first
decides to return to work and then concludes the appropriate
vehicle is a THS or vice versa, it seems logical that these
decisions influence one another. To capture whether there
is ar interrelationship betwcen these decisions, the reasons
why respondents returned to work were included as explana-
tory variables in three nultiple classification analyses
where the reasons for choosing THS (the factors) were
treated as dependent variables. The multiple classification
analysis was run both with and without the reasons for
returning to work as explanatory variables. When they were
added to the model, after controlling for all other indepen-
dent varisbles, the increase in R2 was .2966, .0389 and
.1051 for Factors 1, 2 and 3, respectively. Thus, while
significant in all three cases, the reasons for returning
to work are considerably more important in explaining the
choice of THS to gain labor market information than the
choice of THS for other reasons.
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ERIC

Aruitoxt provided by Eic:

Cor C e ~ - .o .n o =elected a THS because
ETER D S S S s wwrk.  There were two major
T U U P . .. cumer obligations,
' t period of time and
S wore vt oot oo v o onmuic to find a permanent
Godsociniis o tole tine oo orrnint. in oadeltion, a number of
iUl e U Lo o toroooopry help arrangement
Dot U DU C, crere and how long they
wiied b T 0 e o noaoure ol the THS arrangement
S Lod it vt o0 i aornits cmplovees to reject
R R TS S S N P S A B SN PETR SR o S long-term commit-
BT S SN LEIN SR TP CoveL L i U aedent more permanent
Deasil i, Lo » oo e Gooan opportunity to be
painruily croa oo T r s e T e TOTe likely than the
sinpgle or cnoosroorn vt s Lo prefer LCmporAary wWork.
With the Lra . t. ne. -4 0t omarried woman as a home-
maker, it is oot suroriogac oo rind uwane of them attempting
Lo bilene their fovmel o o o ok cohedules through temporary
work. ThoSe w o wia c.oo e Loowerk to break the
tedium associated witi horeraniing also wanted temporary
emplovment . It wizht He sestulaled that these reentrents
were not so hored as to pursue permanent full-time eanploy-
ment; in short, temporary work -5 enough to break the
monotony.  However, the woren whose primary motivation in
returning to work was money wantod permanent employment .
These reentrants probable secepted temporary work through
detaule.

e . . S Lo

Anothcr roason tor selocting o THS as a recatry vehicle
was the desire to wvain userul labor market information.
The reentrants olaced great emphasis on such labor market
considerations as cvaluating their skills, learning new
jobs and determining, what jobs were available. Thus, it
might be suggested that despite cheir relatively limited
priov work expericace, these women were ''labor market-vise'
in seeing the THS as an opportunity to overcome their infor-
mation deficiencies. Of course, some women were more
interested than others in acquiring labor market information;
for example, those with the highest education were more
likely to scek job-related information. We will be able to
asscss how well the THS met the uceds of these reentrants
with respect to skitls and jobs when we examine in a later
chapter their cvaluations ot the THS in terms of labor market
information acquired.
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Women returning tc work to gain experience manifest
interest in acquiring labor market informaticn through their
association with THS. We surmise that women interested in
IMI realize that information of this type is of little
advantage unless thev simultaneously improve their skills.
Reentrants are aware that the more their skills improve,
the greater their options relative to the infcrmation they
may acquire about job vacancies, hiring requirements and
wages.

Finaliv, the women indicated an interest in the variety
afforded by temporary work or in testing work against their
other obiigations. Some of them assumed, or knew of, one
attribute of the THS arrangement--working in a variety of
settings and meeting various people--and saw this as a
positive feature of the THS. J{ther reentrants, however, were
more desirous of testing werk versus their other responsi-
bilities. Thus, "variety' was of greazer interest to thosa
wiith the least encumbrances (single and those with no
children), those with the greatest iuvestment in human
capital (level of education and percent time worked previ-
ously), and those who returned to work to break monotony or
to meet people. Those who can best "afford" variety place
greater emphasis on this veason. Married women and those
with children, on the othev hand, face the more practical
difficulties of meshing work and household responsibilities
and the—efore tend to deemphasize the variety aspect of THS.

The incorporation of the reasons for returning to work
as cxplanatory variables added to our analysis since one or
more reasons was shown to be statistically significant in
all three models in this chapter. 1In :hort, the prior
assumption that therc was a relationship between why the
women returned to work and their choice of a THS appears
justified.

Now that we bave examined the choice of a THS, our
interest turns to what occurred in the way of work experi-
ences while the reentrants were there. Since the decision
to return to work is related to the decision to choose a
THS, we will include only the taste variable 'Why Choose THS"
in subsequent models, beginniag with an analysis of the THS
cxperience in the following chapter.
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VI. REENTRANTS' THS EXPERIENCE

The previous chapter focused on the reentrants' labor
market behavior prior to their THS application and on why
they chose to return to work by way of - THS. This chapter
examines the work experiences of the women while at the THS.

Seven measures have been developed to describe the
THS work experience. The total length of affiliation, number
of days worked, number of jobs, average number of days per
job, number of companies to which assigned, number of job
classifications, and number of job refusals per month account
for the variety and extent of the work performed through
the THS. Each of these seven measures is used as a depen-
dent variable in our analysis in which we relied on all the
explanatory variables used in the previous chapter.l 1In
addition, reasons why a woman selected a THS, p2rcent house-
hold income earmed by the reencrant while at the THSZ and
availability of a card were incorporated as explanatory
variables into the mrodels in this chapter.

lsince the cecision to return to work is related to the
decision to choose a THS, we “zlt that it was sufficient to
include only the choice variat'le '"Why Choose THS" in the during
models. See Appendix D for an explanation of these variables.

21t was assumed that the greater the dependence of the
household on the woman's income, the greater her commitment
to work. Many researchers have noted that wives are less
inclined to work as their husbands' income rises. See
Juanita Kreps, Sex in the Market Place: American Women at
Work (Baltimore: Johns Hopkins Press, 1971), p. 30; and
Herbert S. Parnes et al., Dual Careers: Study of Labor Market
Experience of Women, Monograph No. 21  Vol. 1 (1970). U.S.
Department of Labor (Washington, D.C.: U.S. Government Print-
ing Office}, p. 91. The measurement of this variable is
described in Appendix C.

3We felt that the availability of a car would be impor-
tant, as THS assignments are generally located throughout the
metropolitan area and employees may be sent to a different
geographical area for each new job.
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THS WORK EXPERIENCE

Total Affiiliation with the THS. The first measure of
interest with respect to the women's labor market experience
is the length of time they were associated with a THS. This
can be considered as a measurc of employee tenure; within
this period the women were not necessarily working but were
"on call" to the extent they had informed the THS they were
available. They were free, however, to refuse specific
assignments.

On the average, the women remained affiliated with the
THS for &.5 months ‘<ee Table 21), somewhat above Moore's
finiing of an average tenure of 7.5 months.% The average
length of affiliation is somewhat misleading because a few
employces were affiliated for a relatively long period of
time. The median %.0 months indicates that there is only
an even chance that a weman will remain more than four
months.

Pased on the unadjusted data shown in Table 21, the
age of a woman is significantly related to how long she
remains atfiliated with the THS. Women 30 years of age and
over stay with the temporary help service at least 50 percent
longer than the 22 to 29 year olds. The year of applica-
tion? affects affiliation in the expected way: generally,

“Mack Arthur Moore, "The Pole of Temporary Help Ser-
vices in the Clerical Labor Market,'" unpublished doctoral
disscrtation, University of Wisconsin, 1963, p. 75.

SAS noted earlier, the ycar of application is used as
an explanatory variable to control for various factors, con-
ting(nt upon the dependent variable that is being analyzed.
In this chapter the year of application is used to control
for the varying lengths of time the reentrants were exposed
to the THS. This possible exposure ranges from the time of
application to the date of the interview. The use of this
variable as a control is necessary because one unique aspect
of the THS arrangement is the ease with which a woman can
switch from an active to an inactive status and back again.
That is, a4 woman can inform the temporary help service that
she no longer desires assignments, at which point she is
considered inactive. If later she decides to accept THS
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TABLE 21. RESULTS UF THE MULTIPLE CLASSIFICATION ANALYSIS TO
CXPLAIN TOTAL AFFILIATION WITH THS (IN MONTHS)

Number
Explanatory of Unadjusted DataP Adjusted Data®
Variables Cases@ Mean F-Ratio Mean F-Ratio
TOTAL 477 8.5 8.5
R2 .05 1. 9%
AGE 3.6% 3.9%
22-29 110 6.0 6.3
30-44 221 9.0 8.5
45 and above 146 9.7 10.2
MARITAL STATUS ) 1.1
Married 386 8.7 8.2
Separated, Divorced,
Widowed 48 8.3 9.8
Single 43 6.9 10.4
CHILDREN 0 0
No Children 140 7.9 .6 8.6
At Least One Child
Less than 6 115 8.0 8.6
Children but None
Less than 6 222 9.2 8.5
CURRICULUM-TRAINING o7 .8
Commercial 329 9.0 9.0
Commercial to Aca-
demic 25 8.0 7.5
Academic 68 7.2 8.2
Academic to Com-~
mercial 55 7.4 6.7
EDUCATION 1.2 A
Less than 12 40 10.5 9.9
12 Years of School 336 3.7 8.5
More than 12 101 7.3 8.1

(Continuced on next page)
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TABLE 21 -- Continued

umber
Explanatory ol inadjusted DataP Adjusted Data‘
Variahles Cases? Mean F-Ratio Mean _ F-Ratio

HIGHEST MANUAL-CLERICAL

SCORE A A
Above Average 172 8.8 8.8
Average 105 9.3 9.1
Below Average 95 8.0 8.5
Did Not Take Manual
Test(s) 105 7.9 7.5
YEAR OF APPLICATLION 5.57%% 5.6%%
1967 30 12,15 12.3
1968 71 10.5 10.6
1969 81 5.9 9.8
1970 54 10.5 9.9
1971 47 5.8 5.9
1672 37 7.1 7.3
1973 87 3.7 3.6
FERCENT TIME WORKED
PRE -THS e .5
0 - 10 Lol 9.0 8.1
1 - 50 102 8.8 9.5
51 - 89 77 8.6 9.1
%l - 90 115 7.5 8.0
FACTOR 1 - INTEREST IN
LABOPR. MARKET INFOR-
MATION (LMI) 0 .5
Hiech Interest in LMI 119 8.4 9.2
Average Interest in
LMI 244 8.6 8.6
Low Interest in LMI 118 8.5 7.7
FACTOR 2 - PREFERENCE
FOR TEMPORARY WORK 6,5%% 7.8%%
Preference for Tcin-
porary Work 120 11.4 11.6
Prefer Temporary or
Full-Time Work 238 8.4 8.3
Preference for Full-
Time Work 119 6.1 6.0
(Continuerd on next page)
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TABLE 21 -- Continued

Number
Explanatory of Unadjusted Datab Adjusted Data®
Variables Cases? Mean F-Ratio Mean F-Ratio
FACTOR 3 - INTERESTED
IN VARIETY VS.
COMPATIBILITY .1 A
Interested in Vari-
ety 117 8.4 8.4
Moderate Interest in
Both 245 8.8 9.0
Interested in Com-
patibility 115 8.2 7.8
PERCENT HOUSEHOLD
INCOME .6 1.4
1 - 5 250 8.2 7.7
6 - 50 153 9.4 9.6
51 -100 74 7.9 9.2
CAR AVAILABLE .7 .1
Yes 356 8.8 8.5
No 121 7.8 8.8
“p ¢ -05.
7\".¢p ( ‘01‘

arifteen cases are deleted from the analysis because of
missing data.

bThe unadjusted means presented in the tables can be used
to analyze the bivariate relationship between each explanatory
variable and the dependent variaile. These unadjusted means
are simply descriptive statistics which allow us to present

the average value of the dependen: variable for each classifi-
cation of the explanatory variable.

CThe adjusted means presented in the tables can be used
to analyze the multivariate relationship between the explana-
tory variables and the dependent variable. The mean of the
dependent variable in each classification is adjusted for the
effects of all other variables in the model. In this model
we contrcl for age, marital status, children, curriculum-
training, education, highest manual-clerical score, year of
application, percent time worked pre-THS, Factor 1, Factor 2,
Factor 3, percent household income and car available.

a7
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those who applied earlier and had the greatest possible
exposure to THS were affiliated the longest. Those who
preferred temporary work remained with THS for almost a year,
nearly twice as long as those who wanted full-time work.

Holding other things equal in the MCA, the three vari-
ables of age, year of application, and preference for
temporary work remain statistically significant.6 Thus,
age, in and of itself, is apparently a determining factor
in how long a woman stays with the THS. Women 45 and above
tend to remain affiliated about two-thirds longer than
reentrants in the 22-29 age group (10.2 months vs. 6.3
months). The older women may have seen their job opportuni-
ties elsewhere as much more limited than those of the younger
reentrants and consequently stayed longer at THS. Moreover,
they may necd more time to adjust to work after their
reentry.

(footnote 5 continued)

assignments, she need only notify the THS in order to regain
active status. This in-out-in-again nature of the arrange-
ment makes the determination of when a woman actually leaves
the THS extremely difficult. It is known that a number of
women do return to the THS at a later date. Thus, those

who applied earliest have had the greatest possible period
in which to become active again. The year of application

is therefore used to control for these differences in
exposure to the THS. We anticipate that this variable will
be significantly related to many of the THS work experi-
ences, such as total months affiliated, total number of days
worked, etc., since those who applied to the THS in later
vears obviously did not have as long a period in which to
drop out and then become active again. Having controlled
for the time differential, it is possible to examine the
relationships between the other explanatory variables and
the dependent variable.

5The reader is cautioned to interpret this result
with care, as well as others in this chapter, because of the
low explanatoryv power of the models. See Chapter 1 on the
limitations of the study.
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The year of application, as noted carlier, is used as
a contrcl variable in these models. As was anticipated,
the women who had the greatest possible exposure to the
THS (date of application to time of interview) generally
showed the longest affiliation.

With both the unadjusted and adjusted data, preference
for temporary work is statistically significant with respect
to length of affiliation. For those who liked temporary
work, it is not surprising to find that they stayed longer
than those who wanted full-time employment. Although the
latter might be expected to have a lower tenure with the
THS, they remained an average of six months.

Interestingly, the presence of children had no impact
on total affiliation when the other variables in the model
are considered. Women with children, regardless of the
latter's ages, staved about 8.5 months, the same as those
with no children. Apparently, these mother’'s were able to
mak satisfactorv child-care arrangements or schedule work
around school hours.’/ THS employment would appear to mini-
mize the competitive disadvantages of women with children.

Number of Davs Worked at THS. Ar: additional measure
of labor market experience is the number of days a wor~n
worked while affiliated with the THS. This measure can be
considered as indicative of a woman's commitment to work and
supplements the previous measure--total length of affili-
ation--in that it shows the time worked by a reentrant as a
temporary help employvee.

As shown in Table 22, the women averaged almost 40 days
of work while at the THS. Based on the normal 8-hour day,
this suggests that each employee worked about 320 hours
during her stay at the THS. As was the case in measuring

'When asked on the THS appiication form the type of
child care arrangement generally used when they worked,
17.3 percent of the women with children under 18 reported
outside child care service; 32.4 percent family and rela-
tives: 14.2 percent arranged their work schedules to coincide
with their children's school dayv; 31.4 percent made no
arrangezents, anc 4.7 percent did not respond. Thus, the
majority of the women had arranged for some form of child
care as of their application date.
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total affiliation, the average is somewhat above Moore's
finding of 261 hours per employee.8

Since the data on number of days werked at THS were
highly skewed (i.e., a large number of employees worked only
a few days), the data were transformed into logarithms before
using them in a multiple classification analysis.

The unadjusted da-za in Table 22 show six variables to
be statistically related to the number of days worked:
highest manual-clerical score, year of application, percent
of household income ecarned by the woman, preference for tem-

porary work, interest in variety vs. compatibility, and availa-
bility of a car.

8Moore, op. cit., p. 80.

9The labor market experience variables measured during
THS and analyzed using MCA are either dichotomous variables
(whether a woman worked less than five jobs versus five or
more, whether a woman worked for one ccmpany versus those
who were assigned to more than one firm) or variables measured
on a continuous interval scale (affiliation, days worked,
refusals per mcnth, average days per job). The distributions
of the dichotomous variables were fairly symmetric, hence
avoiding the statistical problems of skewness and hetero-
scedasticity. However, the distributions of the continuous-
variables were at times skewed, which creates a problem
since it reduces the usefulness of the mean as a measure of
central tendency and violates the assumption of a symmetric
distribution made by MCA. One solution to this problem is
to transform the data by taking the logarithm, thus creating
a new variable whose distribution is symmetric. The MCA
performed on each of the continuous labor market experiences
was run on both the original and transformed data. When
the results were the same, it can be assumed that the
statistical method worked as well on the original data as on
the transformed, and the analysis of the data in their
original form was presented because of greater ease of inter-
pretation. If the results were not the same, the transformed
data were analyzed to better satisfy th. requirements of MCA.
On this basis, transformed data are presented for the number
of davs worked at TES and the average number of days per

jeb. .
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Women who scored average on a manual-clerical test were
more likely to work a greater number of days at the THS than
those who scored higher or lower or never took a test.

Women furnishing 5 percent or less of the household's income
wece likely tc work fewer days than other reentrants. In
addition, women who preferred temporary work were likely to
work more days than were those who were indifferent to
temporary work or who wanted full-time employment. Factor 3--
interest in varicty vs. compatibility--is also significant
in the unadjusted data. Those interested in variety were
inclined to work more days than the women who were testing
the compatibility of work. In addition, the number of days
worked is related tc the transportation a woman can provide:
if she had a car, she was likely to work a greater number

of Jayvs.

The results of the MCA reveal that, controlling simil-
taneously for all variables in the model, five of the above
variables are significantly related to this experience
measure. Women with average manual-clerical scores tend to
work more than those whose skill is rated above average.

One possible reason is that the higher-skilled women were
more inclined to refuse jobs offered by THS or to get better
jobs outside of the temporary help service. Women with an
average score on this test were also likely to work more
than those below average or those who did not take the test.

Reentrants who app.ied to the THS in 1973 worked less
than the earlier applicants. The fact that they did not
have as great a time exposure to the THS at¢ least partially
explains the difference; these late applicants were indi-
vicuals who had little chance to drop out and then become
active again with the THS and thus accumulate more days.
Other factors might also be operating here, since those who
applied in 1972 tendec to work more than any other group.

Based on the adjusted data, the higher the dependence

of the household cn & woman's income, the greater the number
of days she worked. It can be inferred that she had to work
longer out of economic necessity.

As noted previously, women who selected THS because
v preferred temporary jobs were more likely to remain
iliated for a longer period of time. These same women
ded also to work mere davs during their relationship
2
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Those who wanted to work various places and meet a
variety of people worked more days than those who wished to
determine if they liked wcrk and if work was compatible
with their other obligations. Women who wanted to avoid a
9 to 5 job in a single setting might choose to work more
days at the THS in a greater variety of jobs. On the other
hand, t hose interested in "testing the waters' of the world
of work (Will I like work? Is work compatible with my other
obligations?) were apparently able to answer these questions
by working fewer days at the THS.

Nunsber of Jobs. Another measure of employment experi-
ence at vhe THS is the number of jobs a woman worked. Such
a measure reflects another dimension of the variety aspect
of THS since each job was different in some way. The physi-
cal setting of the jrb, the personnel with whom she worked,
and the nature of the firm's business, amorng other factors,
varied from job to job. The number of jobs variable is an

attempt to capture this variety.

While at the THS, 30.2 percent of the reentrants had
only one job, 35.2 had from 2 to 4 assignments, and 34.6
worked on 5 or more assignments. To analyze the data,
the number of categories was collapsed into two: less than
5 jobs and 5 jobs or more. The data shown in Table 23
represent the percent of women who worked 5 or more jobs.

The unadjusted data show that six variables are
significantly related to working 5 or more jobs: children,
highest manual-clerical score, year of application, percent
of houschold income, preference for temporary work, and
availability of a car. Women with no children or none less
than 6 years of age were about 50 percent more likely to
work 5 or more jobs than were reentrants with children under
6. Similarly, those with average or above manual-clerical
scores were more inclined to work the greatest number of
jobs, as opposed to those with below average skills or those
who never took a manual test. Furthermore, only 16.1 percent
of the women who applied in 1973 had 5 or more jobs, well
below the mean of 34%.0 percent. With respect to household

10pata in text differ from that shown in Table 23,
since 15 cases were omitted in the MCA because of missing
data.
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TABLE 23. RESULTS OF TH& MULTIPLE CLASSIFICATION ANALYSIS TO
EXPLAIN THE PERCENTAGE OF REENTRANTS WHO WORKED
FIVE OR MORE JOBS

Number
Explanatory of Unadjusted Datab Adjusted Data®
Variables Cases@ Mean F-Ratio Mean _ F-Ratio
TOTAL 477 34.0 34.0
R2 .07 2. 1%%
AGE 1.7 2.3
22-29 110 27.3 28.5
30-44 221 34.3 32.5
45 and above 146 38.4 40.3
MARITAL STATUS .3 .5
Married 386 34.7 33.7
Separated, Divorced,
Widowed 48 29.2 31.0
Single 43 32.6 39.9
CHILDREN 3.3% 2.3
No Children 140 35.7 35.5
At Least One Child
Less than 6 115 24.3 26.1
Children but None
Less than 6 222 27.8 37.1
CURRICULIM-TRAINING .3 .6
Commercial 329 32.8 35.0
Commercial to Aca-
demic 25 32.0 22.9
Academnic 68 36.8 34.5
acadenic to Com-
mercial 55 38.2 31.8
EDUCATION .9 1.1
Less than 12 40 27.5 27.9
12 Years of School 336 33.3 33.1
More than 12 101 38.6 39.3
(Continued on next page)
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TABLE 23 -- Continued

Number
Explanatory of Unadjusted Data® Adjusted Data®
Variables Cases? Mean F-Ratio Mean F-Ratio

HIGHEST MANUAL-CLERICAL

SCORE 3.4% 1.5

Above Average 172 38.4 36.6

Average 105 41.9 39.2

Below Average 95 26.3 30.9

Did Not Take Manual
Test(s) 105  25.7 27.2

YEAR OF APPLICATION 2.7%* 2.5%

1967 80 35.0 37.5

1968 71 36.6 37.0

1969 81 38.3 35.9

1970 54  40.7 37.3

1971 47 38.3 39.2

1972 57 40.4 41.0

1973 87 16.1 16.9

PERCENT TIME WORKED

PRE -THS .5 .1
0 - 10 183  34.4 3.2

11 - 50 102 29.4 32.9

51 - 80 7o 37.7 36.4

&1 - 90 115 34.8 34.5

FACTOR 1 - INTEREST IN
LABOR MARKET INFOR-

MATION (LMI) .5 .5
High Interest in LMI 119 30.3 30.5
Average Interest in

LMI 240 35.4 35.2
Low Interest in LMI 118 34.7 35.0

FACTOR 2 - PREFERENCE

FOR TEMPORARY WORK 5.8%% 4. 7%
Preference for Tem-

poraryv Work 120 41.7 40.6
Prefer Temporary or

Full-Time Work 238 36.1 35.9
Preference for Full-

Time Work 11¢ Z1.8 23.4

(Continued on next page)
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TAKLE 23 -- Continucd

Number
Explanatory of Unad justed DataP Adjusted Data®
Variables Casesd Mean F-Ratio Mean F-Ratio
FACTOR 3 - INTERESTED
{N VARIETY VS.
COMPATIBILITY 1.5 2.9
Interested in Vari-
cty 117 38.5 38.2
Moderate Interest
in Both 245 34.7 36.0
Interested in
Compatibility 115 27.8 25.2
PERCENT HOUSEHOLD
INCOME 3.4% 5.7%
1 - 5 250 29.2 27.2
6 - 50 153 41.8 41.8
5L - 100 74 33.8 40.5
CAR AVAILABLE 10.0%%* 6.4%
Yes 356 37.9 37.0
Ne 121 22.3 24.9
::;) g -95.
e L0l

arifteen cases avne deleted from the analysis because
of missing data.
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“See Zootnote ¢, Table 21, p. 97.
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earnings, women furnishing between 6 and 50 percent of the
household income were more likely to work more than 5 jobs.
Almost 42 percent of the reentrants who preferred temporary
work had 5 or more jobs, versus only 22 percent of those who
warter. full-time work. Transportation is also related to
having worked 2 greater number of jobs, in that the availa-
bility of a car means a woman is much more likely to accept
more jobs than if she must rely on some cther means to get
to the place of assignment.

The results of the MCA show that, controlling for the
other variables in the model, only four variables remain
statistically significant: year of applicution, percent
of household income, preference for temporary work and
availability of a car. The relationship between year of
application and number of jobs reflects the exposure of the
women to the THS. Of the women who applied in 1973, only
about 16 percent worked 5 or more jobs, less than half the
percent shkown for anv other year's applicants. These late
applicants may not have been associated with the THS lcng
enougn to reflect the active-inactive-active pattern of many
of the women; because of this, they show fewer jobs.

As was the case with the number of days worked, a woman
whose household was more dependecat on her income was also
more inclined to work at least five jobs. Not unexpectedly,
those who preferred temporary work were much more likely
to work more jobs than those who wanted full-time employment.
Having a car also had a significant impact on the number of
jobs worked at the THS. A higher nercentage of the women
with a car available reported at least five jobs than did
those without their own transportation. Finally, children
210 longer affected the number of jobs to the extent they
appeared to have in the unadjusted data. However, those
women with children under 6 tended to work fewer jobs than
reentrants with no children or older children only. Since
the differences between the unadjusted and adjusted data on
children are so slight--although the former are statistically
significant and the latter are not--the data suggest that
these adjusted means would be significantly different if
obtained for a larger sample.

Average Number of Davs per Job. When a woman was
cffered & job by a THS, she was generallyv informed of the
approximate length of time her services would be required,

110



and she may have made her decision to accept a job on this
basis. In fact, many reentrants notified the THS of the
ideal job length for their schedules, i.e., a woman may have
said she would be available for no more than three consecu-
tive days. The average number of days worked per job,
therefore, became a function of the jobs the THS had to offer
and the working days the reentrants could fit into their
schedules.

On the average, the respondents worked 7.5 days per
job (Table 24). Specifically, 24 percent of the women
averaged one to two days per job; 23 percent averaged three
to five days, 29 percent averaged five to seven days, and
24 percent averaged over seven days per job.

Because the data on average number of days per job are
highly skewed, it was necessary to transform the data for
use in an MCA. Therefore, the logarithm of the average
number of days per job was taken and uscd as the dependent
variable in the multiple classification analyais.ll

An examination of the unadjusted transformed data
reveals that the highest manual-clerical score and the per-
cent of houschold income contributed by the reentrants were
significantly related to the average number of days worked
per job. Women with average or above skills and those who
earned more than 5 percent of their household's income tended
to work longer jobs.

When the other variables in the model are controlled
for, the percent of household income earned remains statis-
tically significant in predicting job length. The adjusted
transformed data show that as the percent of household
carnings provided by the woman rises, the average length of
the job increases monotonically. It is possible that jobs
of longer duration approximated full-time work for these
women and thus assured a steadier stream of earnings on
which the houschold was dependent.

llgee footnote 8 in this chapter.
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The marital status ci the rcentrant has a significant
impact on the average number of days per job when the effects
sf the other variables are removed. Single women are more
likely tc work shorter assignments than are the ever-married
reentrants.

Even though not statistically significant, some vari-
ables show interesting relationships. The presence of chil-
dren does not affect the average number of days per job--
tF ce is no difference in job lerngth between women with
cuildren and those without children. This same relationship
was noted previously for the length of affiliation. In
addition, the vear of application, which has been statis-
tically significant in predicting most of the other THS werk
experiences, does not have major impact on the average
number of dave per job. This was not unexpected, as the
average number of days per job should vary little over time.
Furthermore, the length of the woman's possible exposure to
the THS should not have a bearing on the length of the jobs
she accepts.

Number of Companies to Whiech Assigned. Another measure
of employment experience--and, in particular, the variety
of this experience--is the number of different companies to
which the respondents were assigned while employed at the
THS. It can be assumed that by working for more than one
THS customer, an employce was exposed to more types of jobs,
supervisors, office routines, hours, etc., than if she worked
for only one; she thus experienced more variety and diver-
sity. The rcspondents were asked if they worked for only
one company, a few companies, or many companies while at
the THS. Over one-third of the women said they were assigned
to only ore company, while one-fourth said thev worked for
many Jiffcrent companies.

In order to analyze the data on the number of commpanies
to which the women were assipned, the categories were col-
lapscd into two: those who worked for only one company and
those who were assigned to more than one firm. The mean
shown in Table 25 is the percentage of those who wers assignec
to more than one company. Almost 65 percent of the reentrants
were exposed to two or more firms while they were associated
with the THS.

%
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TABLE 25. RESULTS OF THE MULTIPLE CLASSIFICATION ANALYSIS
TO EXPLAIN THE PERCENTAGE OF REENTRANTS ASSIGNED
TO MORE THAN ONE COMPANY

Number
Explanatory of Unad justed DataP Adjusted Data®
Variables Cases? Mean F-Ratio Mean F-Ratio
TOTAL 477 64.6 64.6
rZ .07 2.0%*
AGE .3 .1
22-29 110 62.7 62.7
30-44 221 66.5 65.1
45 and above 146 63.0 65.2
MARITAL STATUS .3 1.6
Married 386 64.2 63.0
Separated, Divorced,
Widowed 48 62.5 66.7
Single 43 ;.8 76.2
CHILDREN .5 .6
No Children 140 55.0 67.9
At Least One Child
Less than 6 115 60.9 61.8
Children but Ncne
Less than 6 222 66.2 63.9
CURRICULUM-TRAINING .7 .5
Cummercial 3129 63.8 5.6
Commercial to Aca-
demic 25 72.0 64.0
Academic 68 6¢0.3 58.1
Academic to Com-
mercial 55 70.9 66.7
EDUCATION 1.6 1.0
Less than 12 40 52.5 57.2
12 Years of School 336 64.9 64.1
More than 12 101 68.3 69.1

(Continued on next page)
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TABLE 25 -- Continued

Number
Explanatory of Unadjusted DataP Adjusted Data®
Variables Cases? Mean F-Ratio Mean F-Ratio

HIGHEST MANUAL-CLERICAL

SCORE 5.0%% 2.9+

Above Average 172 68.0 65.6

Average 105 76.2 74.5

Below Average 95 56.8 60.8

Did Not Take Manual
Test(s) 105 54.3 56.5

YEAR OF APPLICATION 2.7 3.5%%

1967 80 63.8 63.3

1968 71  63.4 63.5

1969 81 67.9 67.4

1970 54 61l.1 58.4

1971 47 80.8 85.1

1972 57 73.7 73.9

1973 87 50.6 50.6

PERCENT TIMZE WORKED

PRE -THS 3.0% 4 B*x%
0 - 10 183 72.1 74 .6

11 - 50 102 56.9 58.8

51 - 80 17 64.9 61.4

81 - 90 115 59.1 55.9

FACTOR 1 - INTEREST IN
LABOR MARKET INFOR-

MATION (LMI) .6 0
High Interest in LMI 119 62.9 64.3
Average Interest in

LMI 240 66.7 64 .4
Low Interest in LMI 118 61.0 65.2

FACTOR 2 - PREFERENCE

FOR TEMPORARY WORK 5.3% 6.2%
Preference for Tem-

porary Work 120 75.8 77.0
Prefer Temporary or

Full-Time Work 238 63.0 62.0
Preference for Full-

Time Work 119 56.3 57.2

‘Continued on next page)
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TARLE 25 -- Continued

Number
Explanatory of Unadjusted DataP Adjusted Data®
Variables Cases@ Mean F-Ratio Mean F-Ratio
FACTOR 3 - INTERESTED
IN VARIETY VS.
COMFPATIBILITY 1.1 1.3
Interested in Vari-
ety 117 70.1 70.6
Moderate Interest
in Both 245 62.0 63.0
Interested in Com-
patibility 115 64.3 6l1.7
PERCENT HOUSEHOLD
INCOME 2.5 3.3%
1 - 5 250 60.4 59.8
6 - 50 153 71.2 71.8
51 - 100 74 64.9 65.8
CAR AVAILABLE .5 )
Yes 356 65.4 63.9
No 121 62.0 66.5
“p ¢ -00.
o L0l

iFifteen cases are deleted from the analysis because
of missing data.

bsee footnote b, Table 21, p. 97.

¢gee footnote ¢, Table 21, p. 97.
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The unadjusted data reveal that women who scored aver-
age or above on a manual test were more likeiy to be
assigned to more than one firm. The year of application is
also significantly related to working at more than one firm;
the women who had the least exposure to the THS--those who
applied in 1973--tended to work at fewer companies than did
the earlier applicants. Women who worked least in the pre-
THS period (10 percent or less of the time) were more in-
clined to accept assignments at more than ore firm.
Reentrants with a preference for temporary work were more
likely to work at more than one firm than were those who
wanted full-Zime enployment (75.8 percent vs. 56.3 percent).

The same significant variables noted above for the
unadjusted data are also significant when the data are
adjusted for the effects of the other variables in the
model. In addition, the percent of the household income a
woman earned while at the THS has a major impact on working
at more than one firm. Reentrants who provided between
6 and 50 percent of the household income were more inclined
to work at two or more firms. However, the reason for this
is not readily apparent.

The higher-skilled women, as measured by the manual-
clerical test, were more inclined to work at more than one
firm. This probably reflects the fact that being highly
skilled, they were offered more assignments by the THS.
Also, the year of application affects the number of companies
assigned to in the expected manner. As was the case with
affiliation and number of days worked, reentrants who
applied to the THS in 1973 did not have as much possible
exposure to the THS at the time of the interview and con-
sequently showed a relatively low 50.6 percent working at
more than one firm.

Women who had the least work experience before the
THS were more likely to work at more than one firm than
were those who were employed a greater percent of the time
in the pre-THS period. The lack of a car apparently did
not hinder a woman's ability to work a: more than one
company. Since such a reentrant did not have an above-
average refusal rate on THS jobs, the data suggest that
companies usiug the THS service were readily accessible
through pub.ic transportation or similar arrangements.
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Women who preferred temporary employment (Factor 2)
tended to work for more companies than those who wanted full-
time employment. This may have been the case because women
who desire part-time wcrk generally know the assignments
are of relatively short duration. Given this preference and
the fact that they stayed longer at THS as measured by total
affiliation and averaged a higher number of assignments,
their .:xposure to more companies appears quite plausible.

Although we had hypothesized that women seeking labor
market information (Factor 1) would work for a greater
number of companies, the adjusted data indicate no signifi-
cant differences between those with an interest in labor
market information and those with a low interest in this
area. Similarly, if a woman chose a THS for variety
(Factor 3), we cxpected her to have more assignments to
different companies. Although women interested in variety
were more likely to work at more than one company, as
opposed to reentrants testing the compatibility of work
with their other obligations, the difference is not statis-
tically significant. At best, it might be inferred that
their needs changed once they began working or that they
were able to satisfy their needs by working for relatively
few companies.

Job Classifications. In addition to working several
assignments, at least some of the reentrants were able to
work in more than one job classification. For example, one
assignment could be as a typist, while another could be
strictly filing work or the operation of office machines.
Obviously, the possibility of working in more than one job
classification is conditional upon the skills which the
woman brings to the THS. It is also dependent upon the
types of assignments offered the reentrants by the THS.
Nonethcless, to the extent the THS is able to provide an
outlet for their employees, the greater is the variety of
werk experiences at the THS and the resultant possibility
of women learning of those types of jobs which they enjoy
the most. Women who previcusly had never worked in these
job classifications may be able to learn new skills in the
process. Experiences in more than one job classification
could help a woman decide what type of job she would like
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after the THS period.12

- In working in these classifications, the most frequently
utilized skill was typing, as almost 66 percent of the
reentrants reported using this skill at the THS. Next came
general office skills {principally filing), which were
mentioned by 58 percent of the women. Shorthand (23 percent),
operation of office machines (20 percent) and bookkeeping/
accounting (15 percent) were the other frequently mentioned
skills.

The data on job classifications were compiled into
the dichotomous variable of one job classification or more
than one. The figures in Table 26 show the percent of the
rcentrants who worked in more than one job classification.
Overall, 43.4 percent of the women had such experience.

Based on the unadjusted data, four variables are
significantly related to having worked in more than one job
classification: education, highest manual-clerical score,
year of application and availability of a car. About
45 percent of those with 12 years or more of schooling
worked in more than one classification, versus only 25 per-
cent of those who did not finish high school. Women with
average clerical-manual scores were more likely to work in
more than one job classification at THS than were reentrants
who scored above or below average or never took the tests.
The relationship between year of application and working
in more than one job classification is not clear. About
one-third of the women who applied in 1970 and 1973 worked
in only one job classification. Of reentrants who applied
to the THS in 1971, however, 63.8 percent had experience
in more than one classification. Women with a car available
were more likely to report working in multiple job classifi-
cations than were those without a car.

When the effects of the other variables in the mod 1
are controlled for, four variables are statistically
significant in predicting work in more than one job classi-
fication. They are: presence and age of children, scores

12This is not to imply that all women who usc the THS
leave after a short period of time. Some women make a career
choice of employment with the THS.
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TABLE 2b. RESULTS OF THE MULTIPLE CLASSIFICATION ANALYSIS
TO EXPLAIN THE PERCENTAGE OF REENTRANTS WHO WORKED
IN MORE THAN ONE JOB CLASSIFICATION

Number
Explanatory of Unadjusted DataP Adjusted Data®
Variables Cases@ Mean F-Ratio Mean F-Ratio
TOTAL 477 43.4 43.4
R2 .05 1.8%
AGE .2 .5
22-29 110 44.5 47.5
30-44 221 44 .3 41.8
45 and above 146 41.1 42.7
MARITAL STATUS .2 .8
Married 386 42.7 42.2
Separated, Divorced,
Widowed 48 47.9 50.8
Single 43  44.2 46.2
CHILDREN 1.2 3.4%
No Children 140 46 .4 50.7
At Least One Child
Less than 6 115 37.4 34.8
Children but None
Less than 6 222 44 .6 43.2
CURRICULUM-TRAINING .6 .3
Commercial 329 42.2 43.8
Commercial to Aca-
demic 25 48.0 43.6
Academic 68 41.2 38.9
Academic to Com-
mercial 55 51.0 . 46.6
EDUCATION 3.0% 2.0
Less than 12 40 25.0 28.9
12 Years of School 336 45.2 45.2
More than 12 101 L4 .6 43.0

(Continued on next page)
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TABLE 26 -- Continued

Number

Explanatory of Unadjusted DataP Adjusted DataC
Variables Cases® Mean F-Ratio Mean F-Ratio
HIGHEST MANUAL-CLERICAL
SCORE £ 3% 4, 3k%
Above Average 172 45.3 43.8
Average 105 58.1 55.7
Below Average 95 38.9 41.7
Did Not Take Manual
Test(s) 105 29.5 31.9
YEAR OF APPLICATION 2. 1= 2.3%
1947 80 42.5 44,7
1968 71  46.5 46.6
1969 31  44.4 42.0
1970 54 37.0 35.0
1971 47 63.8 65.3
1972 57 42.1 41.0
1673 87 34.5 35.7
PERCENT TIME WORKED
PRE-~THE 1.2 1.1
0 - 10 183 46.4 47.7
11 - 50 102 36.3 39.0
51 - 80 77 48.1 45.4
81 - 90 115 41.7 39.1
FACTOR 1 - INTEREST 1N
LABOR MARKET INFOR-
MATION (LMI) .8 .2
High Interest in IMI 119 41.2 41.7
Average Interest in
LMI 240 46.3 44.9
Low Interest in LMI 118 39.8 42.0
FACTOR 2 - PREFERENCE
FOR TEMPORARY WORK 2.6 3.0
Preference for Tem-
porary Work 120 50.8 51.4
Prefer Temporary or
Full-Time Work 238 43.3 43.0
Preference for Full-
Time Work 119 36.1 36.1

(Continued on next page)
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TABLE 26 -- Continued

Number
Explanatory of Unadjusted DataP Adjusted Data®
Variables Cases? Mean F-Ratio Mean F-Ratio
FACTOR 3 - INTERESTED
IN VARIETY VS.
COMPATIBILITY .8 1.9
Interested in Vari-
ety 117 44 .4 43.7
“oderate Interest
in Both 245 45.3 46.8
Interested in Com-
patibility 115 38.3 36.0
PERCENT HOUSEHOLD
INCOME .5 )
1 - 5 - 250 51.2 41.3
6 - 50 153 45.8 45.3
51 - 100 74 45.9 46.6
CAR AVAILABLE 6.0% 3.7
Yes 356 46.6 45.9
No 121 33.9 36.1
“p ¢ .05,
‘”})<.Ol.

dFifteen cases are deleted from the analysis because
of missing data.

bSee footnote b, Table 21, p. 97.

€See footnote ¢, Table 21, p. 97.
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on the manual-clerical test, year of application, and prefer-
ence for temporary work. Slightly over 50 percent of the
women without children, for example, had experience in more
than one classification. About 43 percent of the mothers
with children over 6 also reported work in various classifi-
cations. In contrast, only about 35 percent of women with
young children had the same experience.

Reentrants who scored average in the manual-clerical
test were more likely to work in more than one job classi-
fication; 55.7 percent of these women had experience in
more than one job classification vs. 43.8 percent of the
above average, 41.7 percent of the below average, and 31.9
percent of those who did not take a manual-clerical test.
Since the above-average group tended to refuse more jobs
than did the others (Table 27), they too might have shown
a larger percentage working in more than one classification
had they not been so selective.

The absence of a clear relationship between year of
application and work in more than one classification is
again evidenced in the data when adjusted for the other
variables in the model. Over half the reentrants who
preferred temporary work, however, were employed in more
than one classification while at the THS. The same women
also tended to remain affiliated for a longer period of
time and to have more jobs (Tables 21 and 23).

Number of Refusals per Month. As discussed previously,
THS employees were free to refuse jobs for any reason.
They recognized, however, that after a number of refusals
the THS might be less inclined to offer them work. We
assume, therefore, that among comparable women those who had
the greatest desire to work would refuse fewer jobs. More-
over, the number of refusals is, other things equal, a
negative measure of experience; it indicates the additional
assignments the reentrants might have had but did not accept
(regardless of the reason).

One job refusal per month was reported by 35.0 percent
of the women; 18.7 percent said they refused more than one
job per month; and 46.3 percent did not refuse any jobs.
Overall, the women refused an average of cne job per month.
If this is multiplied by the mean days per job (7.5), the
average days of work refused each month may be estimated at
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TABLE 27. RESULTS OF THE MULTIPLE CLASSIFICATION ANALYSIS
TO EXPLAIN AVERAGE NUMBER OF REFUSALS PER MONTH

Number
Explanatory of Unadiusted Datab Adjusted Data®
Variables Cases? Mean F-Ratio Mean F=-Ratio
TOTAL 477 1.0 1.0
2 .02 .8
ACGE 2.1 2.3
22-29 110 1.1 1.0
30-44 221 1.1 1.1
45 and above 146 .7 .7
MARITAL STATUS .3 1.0
Married 386 1.0 1.0
Separated, Divorced,
Widowed 48 .8 .7
Singie 43 .9 6
CHILDREN 2 0
No Children 140 i.0 1.0
At Least One Child
Less than 6 115 1.0 .9
Children but None
Less than 6 222 .9 .9
“URRICULUM-TRAINING .6 .3
Commercial 329 1.0 1.0
Commercial to Ace-
demic 25 , 8 .8
Academic 68 1.2 1.1
Academic to Com-
nercial 35 7 .8
EDUCATION .3 .1
Less than 12 40 .8 1.1
12 Years of School 336 .9 .9
More than 12 101 1.1 1.0

{(Continued on next page)
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TABLE 27 -- Continued

e

Number

Explanatory of Unadjusted DataP Adjusted Data®
Variables Cases? Mean F-Ratio Mean F-Ratio
HIGHEST MANUAL-CLERICAL
SCORE 2.0 2.6%
s Abave A rape 172 1.3 1.3
Average 105 .8 .8
Below Average 95 .8 .7
Did Not Take Manua!
Test(s) 10: 7 .8
YEAR OF APPLICATION 1.0 .9
1967 80 .8 .8
1968 71 .9 1.0
19649 81 .7 .8
L9970 54 .8 .8
1971 47 1.1 1.1
1972 57 .9 .9
1973 87 1.4 1.4
PERCENT TIME WORKED
PRE-THS .6 .3
0 - 10 183 .8 .9
11 - 50 102 1.1 1.1
51 - 8C 77 1.1 1.1
81 - 90 115 .9 .9
FACTOR 1 - INTEREST IN
LABOR MARKET INFOR-
MATION (LMI) 1.2 1.1
High Interest in LMI 119 .9 .7
Average Interest in
LMI 240 1.1 1.1
Low Interest in LMI 118 7 1.0
FACTOR 2 - PREFERENCE
FOR TEMPORARY WORK 4 .4

Preference for Tem-

porary Work 120 1.1 1.1
Prefer Temporary or

Full-Time Wocrk 238 .9 .9
Preference for Full-

Time Work 119 1.0 1.1

(Ccntinued on next page)
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TABLE 27 -- Continued

Number
Explanatory of Unadjustec DataP Adjusted DataC
Variables Cases® Mean F-Ratio Mean Fr-Ratio
FACTOR 3 - INTERESTED
IN VARIETY VS.
COMPATIBILITY 1.5 .9
Interested in Vari-
ety 117 1.2 1.2
Moderate lnterest
in Both 245 .8 .9
Interested in Cor-
patibility 115 .9 .9
PERCENT HOUSEHOLD
INCOME .1 4
1 - 5 250 .0 1.0
6 - 50 153 1.0 .9
51 - 100 74 .9 .8
CAR AVAILABLE 0 .1
Yes 356 .9 .9
No 121 1.0 1.0
"o ¢ .05.
ﬂ:v:p L .0l.

3Fifteen cases are deleted from the analysis becausc
of missing data.

PSee footnote b, Table 21, p. 97.

Sce foutnote ¢, Table 21, p. 97.
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7.5, or about 38 percent of the working month. Thus, the
women apparently had the opportunity te work much more than
they actually did.

An examination of the unadjusted means (Table 27)
reveals no variables which are statistically significant in
determining the number ot refusals per month.13 When the
means are adjusted for the effects of the other variables
in the model, the nighest manual-clerical score is shown
to be significantly related to the average number of refusals
per month. Those who were above average in manual-clerical
skill refused an average of 1.3 jobs per month, more than
50 percent above the refusals reported by those with average
or below skills or women who never took a test. As was
shown above (Table 22), women with the highest manual scores
also worked the greatest number of days. With their skill
level and the dominance of manual skill jobs at the THS
(typist, keypuncher, bookkeeper, etc.), these women could
perhaps better afford to be selective in accepting assign-
ments since they were in such demand.

Age, though not statistically significant in either
the adjustea or unadjusted data, bears a systematic relation-
ship to job refusals: the younger a woman, the more likely
she is to decline assignments. Younger women may feel they
can rather easily get work elsewhere (e.g., other THSs,
direct empioymernt). Older women may see their opportunities
as much more limited.

Marital status and children, while not statistically
significant, are also of some interest in analyzing refusals
per month. Married women tend to refuse about two-thirds
more jobs on average than single women. Sirce the data are
controlled fer children, this high rate of refusals appears
indicative of household responsibilities other than rearing
of children. Although it was felt that children would affect

Lithe 1ack of explanatory power in this model may be
partially attributable to a problem cf recall. During the
perscnal interviews, the women were asked about their
refusals cf THS assignments; this required them to recall
events which took place possibly six years previously.

All of the other THS experience measures, however, were
develcoped from the records of the THS.
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the number of refusals per month--i.e., women with children,
particularly those with pre-schoolers, would refuse more
jobs--the dcta indicate no difference in refusals because

of children. Women without children and women with older
children refuse just about the same number of jobs per month
as do reentrants with younger children. It may be that
women witi child-care resnonsibilities had made satisfac~
tory arrangements to deal with these obligations prior to
registering at the THS or that the flexibility of the TH®
arrangement doe¢s not place women with children at a compara-
tive disadvantage.

SIMMARY

Through the measures analyzed in this chapter, we are
able to develop a profile of the reentrants' work experi-
ences while at the THS. The women were on the THS list of
active employees for an average of eight and one-half months;
during this period the typical reentrant worked a total of
forty days, the equivalent of two months of full-time
employment. Close to 70 percent of the women accepted more
than one assignment from the THS; the average job (i.e.,
assignment) lasted between 7 and 8 days. In terms of variety
in firms and work performed, about two out of every three
women worked at more than one company, and close to half
the reentrants toiled in more than one job classification.
Not surprisingly, typing and general office duties were the
most frequently mentioned classifications. On the average,
the women declined one assignment for each month they were
associated with the THo.

Two major inferences can be drawn from the above data.
Although the term "Temporary Help Services' is derived from
the demand by firms for temporary assistance, the temporary
nature of the arrangeme. : is equally apparent on the supply
side. That is, womern are temporary employees in that they
tend to use the TH3 for a relatively short period of time.
Moreover, the 'variety" --<pects of THS employment are
evident from ik precesing statistics. Within a relatively
short period, tha T. .1 woman had at least two different
assignments, wcoked in & minimum of two company settings
and had a gocd chance of working in more than one job
classification. It is doubrful that such varied experiences,
within the given time frame, could be gained anywhere but
through a THS.

14 131



Overall, three explanatory variables emerged most
frequently in predicting work erperience at the THS. Women
who chose a THS because they preferred tewporary work
tended to stay the longest, work more days, be assigned to
more companies, have a greater number of jobs, and work in
more job classifications. Those who were unable or unwilling
to accept full-time employment did well by our measures of
success. This suggests that women who are predisposed to
intermittent or short-term work periods, regardless of the
reason, tend to be successful at a THS.

The year a woman applied at the THS was also related
to four of her work experience measures. Hcwever, the
relationship between year of application and subsequent THS
experience is not always clear. Only in the case of length
of a woman's stay with the THS is the relationship obvious:
the earlier a woman applied, the longer she was likely to
remain associated with the THS. No doubt this is partly a
function of the operation of a THS, which permits a woman
to become an active employee again simply by notifying the
THS of her availability.

The third explanatory variable which was prominent
in our analysis of the THS experience was the percent of
household income earned by the women, a completely new
variable in this chapter. The addition of this explanatory
variable proved justified in that it contributed to the
analysis of four work experience measures. Women who
contributed more than 5 but not over 50 percent of their
household's income worked a greater number of days, had more
jobs, averaged more days on each job, and worked at more
firms. It may be that those women whose households were
somewhat (but not completely) dependent on their earnings
were required to work more as temporary employees--more
days, more jobs,etc. Reentrants who furnished over half
the family income, on the other hand, were more likely to
be interested in permanent employment. These women tended
to remain at the THS a shorter time, and consequently showed
fewer days worked and jobs accepted.

it is notewcrthy that two variables which normally
rostrict work activities were of little importance in pre-
dictinz the THS work experiences. Marriage and the presence
of children often inhibit a woman's labor market activities;
with a THS, however, these potentially restrictive influences
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are minimized. In fact, there are no real dificrences among
the various marital categories with respect to number of
days worked and other experience measures. The same holds
true for children; that is, women with children_ even those
with pre-school«rs, were as successful at the THS as weTe
reentrants with no children. This suggests that the THS
arrangements, with provisions for flexible schedules &nd

the opportunity to refuse assignments, allow women with
greater household responsibilities to successfully mesh work
with their other commitments.

In addition to determining what the women did while
at the THS, we were interested in their evaluations of the
THS experiences, the subject of the next chapter. Rather
than incorporate all of the seven highly correlated THS
experience measures as Separate explanatory variables in
analyzing the evaluations, we have chosen to use the number
of days worked as a comprchensive measure of the experience
obtained at the THS.
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VII. REENTRANTS' ASSESSMENT OF THE THS

The previous chapter examined the THS period in terms
of seven work experience variables. Of interest now is the
reentrants' assessment of the THS arrangement.

Several questicns were posed conccurning the women's
evaluations of the THS. These questions concerned the labor
market information acquired during the period, the degree
to which their skills improved while at the THS, how the
women felt their wages compared tc earnings on a permanernt
job, extent to which their needs were met, and if they would
return to the THS.

In this section we use the same explanatory variables
employed in analyzing the THS work experience.1 The number
of days worked at the THS is added to the model to examine
whether the reentrants' work experience influenced their
evaluation of the THS. Due to the inevitable multicolline-
arity which would result if a number of THS work experiences
were included ac separate explanatory variables, the model
includes only one comprehensive measure of experience--
number of days worked at THS--rather than a number of highly
correlated ones.

EVALUATION OF THE THS

1abor Market Information Acquired While at THS. One
of the special characteristics of the temporary help industry
is that it serves as an information clearing house for its
employees, in pursuance of its primary intent which is to
match employees with employers. On the very day she applies,
a woman acquires some information about the types of jobs

lThe interpretation cof the year of application variable
is the same in this chapter as it was for the analysis of
the women's THS experienczs. See footnote 5, pp. 94-95 for
a full explanation of the interpretation.
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available through a THS and the wage rates paid by the THS.
When a woman accepts a THS assignment, she comes in contact
with the regular employees who perform a wide variety of
jobs, and she may acquire some information about salaries
and job vacancies. The more THS offerings she accepts and
the more diverse the assignments, the higher the prcbability
she will be exposed to a broad range of job opportunities.
It is safe to assume that labor market information of this
nature has a carry-over value when she terminates her
affiliation with the THS. A series of questions asked
respondents if they acquired specific pieces of labor market
information and if this proved useful in the post-THS period.

One aspect of labor market information which would bve
most useful to the reentrant is current salaries paid for
various clerical jobs. Because most reentrants had not
worked for some time, it may be assumed that when they
applied at the THS they had little knowledge of salaries.

The pay scales of the THS thus provided the first concrete
indication of what they might receive by way of a

salary. In terms of opportunity costs, salary information

is important to the women who must weight income to be
received versus the costs of employment (e.g., transportation,
chiid care arrangements, etc.). Since associations with the
THS are generally of relatively short duration and since

manv women are interested in going on to other full- or
part-time work elsewhere, a knowledge of the salaries paid

for non-THS work may be particularly important in their
ultimate decision to remain in or leave the labor force. It
is reasonable to assume, therefore, that in working an assign-
ment for the THS, the women would attempt to gain some
information on clerical salaries paid to the regular employees
of the THS customers.

The THS experience could also enable reentrants to
obtain information on kinds of jobs for which they might
qualify. During their time at the THS many «f the women
had the opportunity to work in more than one job classifica-
tion. Additionally, when on assignment for the THS the
women are exposed to a variety of jobs being performed by
the customer's regular personnel. From both these aspects
of the THS experience, the women should be able to broaden
their perspectives on the jobs they might be able to obtain
once thev leave the THS.
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Through their assignments with tne THS, the reentrants
had the potential to identify companies which were hiring
persons with skills similar to theirs. The fact that almost
65 percent of the women worked at more than one company
indicates that many reentrants were exposed to a variety of
possible employers. Because the THS affiliation is 12t a
permanent one for most women, Ssome knowledge of prosgective
employers might prove helpful in the post-THS period.

In order to ascertain whether THS actually provided
reentrants with valuable labor market information, the
respondents were asked three questions relative to labor
market information: if the THS experience helped in under-
standing salary ranges, if they obtained information on
tte kinds of jobs for which they might qualify, and if the
experience enabled them to identify potential employers.

The four possible responses were assigned values of 4 (very
helpful), 3 (moderately helpful), 2 (little help), or 1 {(no
help). A composite labor market information variable,

with a range of 12 to 3, was derived by combining the scores
from the three questions for each reentrant. A value of 7
or above meant that a woman found the THS to be helpful in
learning about the labor market. The results shown in
Table 28 are the percent of the women who indicated that the
THS was helpful in acquiring labor market information.

Overall, two out of every five reentrants found the
THS experience to be of some aid in acquiring labor market
information. The unadjusted data show three variables to
be statistically significant relative to acquisition of
useful labor market information. Women who war%ted temporary
work were over 50 percent more likely to have found the THS
of help in learning about salaries, jobs, and potential
employers than reentrants who wanted full-time work (45.8
percent vs. 31.1 percent). Moreover, about 48 percent of
the women who wanted variety in people and places rated the
THS as helpful in acquiring labor market information, while
only about 35 percent of those interested in testing work
found the THS experience bereficial. Reentrants who worked

2The reader is cautioned to interpret these results,
< well as most of the cthers in this chapter, with care
because of the low explanatory power of the models. See
Chapter I on the limitations of the study.
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TABLE 28. RESULTS OF THE MULTIPLE CLASSIFICATION ANALYSIS TO
EXPLAIN PERCENTAGE OF REENTRANTS WHO REPORTED THS
HELPFUL IN ACQUIRING LABOR MARKET INFORMATION

‘ Number
Explanatory of Unadjusted Datab Adjusted Data®
Variables Cases? Mean F-Ratio Mean F-Ratio
TOTAL 477 38.6 38.6
R2 .07 2. 0%*
AGE .2 A
22-29 110 36.4 37.3
30-44 221 38.9 37.2
45 and above 146 39.7 41.6
MARITAL STATLUS 0 .8
Married 386 38.9 37.4
Se¢parated, Divorced,
Wwidowed L8 37.5 40.9
Single &3 37.2 46.6
CHILDREN 1.8 4 .5%
No Cnildren 140 32.1 28.6
At Least One Child
Less than ( 115 40.0 42.9
Children but None
Less than 6 222 41.9 42.6
CURRICULUM-TRAINING .4 0
Commercial 329 40.1 38.7
Comercial to Aca-
demic 25 36.0 40.5
Academic 68 33.6 38.4
Academic to Com-
mercial 55 36.4 36.9
EDUCATION .5 2.1
Less than 12 4 42.5 51.6
12 Years of School 336 39.3 38.6
More than 12 101 34.7 33.5

Continved con next page)
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TABLE 28 -- Continued

Number
Explanatory of Unadjusted DataP Adjusted Data®
Veriables Cases® Mean F-Ratio Mean F-Ratio

HIGHEST MANUAL-CLERICAL

SCORE .9 .5
Above Average 172 40.7 41.0
Average 102 42.9 37.5
Below Average 95 3A.8 40.3
Did Not Take Manual
Test(s) 105 32.4 34,1
YEAR OF APPLICATION .7 .6
1967 80 42.5 41.9
1968 71 42.3 42.0
1969 &1 38.3 38.3
1870 54 44.4 43.1
1971 47 27.7 30.0
1972 57 35.1 32.9
1973 &7 36.8 38.5
PERCENT TIME WORKED
PRE-THS 1.3 .7
0 - 10 183  42.6 40.5
11 - 50 102 39.2 39.3
51 - 80 77 29.9 31.8
§1 - 90 115 37.4 39.4

FACTOR 1 - INTIEREST 1IN
LABOR MARKET INFOR-

MATION (LMI) 1.3 1.3
High Interest in LMI 119 42.9 43.8
Average Interest in

LMI 240 39,2 38.2
Low Interest in LMI 118 33.1 34.1

FACTOR 2 - PREFERENCE
FOR TEMPORARY WORK
Preference for Tem-

porary Work 120 45.8 44.3
Prefer Tempo.arv or

Full-Time werk 238 38.7 38.3
Preference for rull-

Time Work 119 3i.1 33.4

(Continued on next page)
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Table 28 -- Continued

Number
Explanatcry of Unadjusted DataP Adjusted Data€
Variable Cases? Mean F-Ratio Mean F-Ratio
FACTOR 3 - INTERESTED
IN VARIETY VS.
COMPATIBILITY 2.9~ 2.9%
Interested in Vari-
ety 117 47.9 47.5
Moderate Interest
in Both 245 35.9 36.3
Interested in Com-
patibility 115 34.8 34.3
PERCENT HOUSEHOLD
INCOME 2.5 .9
1 - 5 250 34.8 36.9
6 - 50 153 45.8 42.6
51 - 100 74 36.5 35.7
CAR AVAILABLE 1.9 5.8%
Yes 356 36.8 35.6
No 121  43.8 47.4
NUMBER OF DAYS WORKED
AT THS 12 .8%% 11.6%%
I - 5 99 22.2 21.5
6 - 20 190 34.2 35.2
21 - 40 74 37.8 39.4
More than 40 114 60.5 58.6
*p ¢ .05.
b ¢ .01,

dFifteen cases are deleted from the analysis because
of missing data.

(Continued on next page)
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TABLE 28 -- footnotc continued

PThe unadjusted means presented in the tables can be
used to analyze the bivariate relationship between each
explanatory variable and the dependent variable. These
unadjusted means are simply descriptive statistics which
allow us to present the average value of the dependent
variable for each classification of the explanatory variable.

CThe adjusted means presented in the tables can be
used to analyze the multivariate relationship between the
explanatory variables and the dependent variable. The mean
of the dependent variable in each classification is adjusted
for the efiects of all other variables in the model. In
this model we -ontrol for age, marital status, children,
curriculum-training, education, highest manual-clerical
score, year of zpplica‘ion, percent time worked pre-THS,
Factor 1, Factcr 2, Facter 3, percent household income,
car available, znd number of days worked at THS.
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the greatest number of days at the THS also were much more
positive in their evaluation of the THS experience as a
labor market informa<tion source than were those who worked
the least.

The adjusted results show a somewhat different picture,
however. Controlling for the other variables in the model,
interest in variety and number of days worked at THS are
again significant. 1In addition, children and availability
of a car are also shown to be significantly related to
evaluating the THS experience as helpful in gaining labor
market information.

Women with children were 50 percent more likely to
rate the THS as helpful in the labor market information area
than were those withuut children. The mode’. incorporates
percent time worked pre-THS; however, this covers only a
five-year pertod. It is possible that the reentrants with
children were sut of the labor force much longer than five
years and therefore were in a position to learn the most
about salaries, jobs, and possible employers.

The women who scored high on Factor 3 (those interested
in variety) tended to see the THS more favorably in terms
of labor market information than did those whose interest
was compatibility of work with their other obligations.
Those women who did not have a car available saw the THS
experience in a more favorable light than did those with
their own transportation. It might be suggested that
reentrants without cars were able to acquire information
on firms which could be reached via public transportation
or through other arrangements, e.g., a ride with someone in
her neighborhood.

It is not surprising that the longer a woman worked
at the THS, the more likely she was to see the experience
as helpful in learning about certain aspects of the labor
market. One would expect that, other things being equal,
the more a reentrant worked for the THS, the greater would
be her accumulation of labor market knowledge.

Improvement of Skills. As reported in the Bell study,
the typical reentrant has "some rusty and out-of-date office
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skills'" upon her return to the labor force.2 For such a
woman, THS employment offers the possibility not only of
testing but also of 'brushing up' or "updating' these skills
in preparation for work with a conventional emplover. The
reentrants in this study were not gainfully employed

for at least six months prior to registering at the THS

and many appeared to be concerned with their "rusty/unused"
skills. In fact, as was noted in Chapter IV, over 50 per--
cent of the women rated '"to gain experience or improve
skills" as very or somewhat important in their decision to
return to work.

When the reentrants were asked if their skills improved
while at the THS, 19.3 percent felt they had improved a great
deal, 22.6 percent moderately, 11.2 percent little improve-
ment, and 44.7 percent none at all.# In the MCA, the
categories were collapsed into a dichotomous variable:
improved skills (including great deal and moderately) or
did not improve skills (little or no improvement). The data
shown in Table 29 are percentages ot women who reported an
improvement in skills.

In all, nine variables are significantly related to
a perceived improvement in skills. Mothers with older chil-
dren only were from one-fourth to one-half more likely to
feel their skills improved than were women with pre-schoolers
and those with no children. Also, over 47 percent of the
reentrants with 12 years of school reported an increase in
skills, versus 39.8 percent of those with some college and
18.4 percent of the women without a high school diploma.
Within the manual-clerical test score variable, women who
scored average on the test were much more likely to see an
improvement in skills. Reentrants who earned between 6 and
50 percent of the household's income had more of a tendency
to note increased skill levels than did those earning less
than 6 percent or more than 50 percent of the household's
income.

3Linda Bell, Women Returning to the Labour Force: A
First Report (Toronto, Canada: Ontario Department of Labor,
Women's Bureau, 1969), p. 6.

4No response was received from 2.2 percent of the women.
Text data differ from those shown in Table 29, since these
nonrespondents and others with missing data are not included
in the MCA.
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TABLE 29. RESULTS OF THE MULTIPLE CLASSIFICATION ANALYSIS
TO EXPLAIN PERCENTAGE OF REENTRANTS WHO REPORTED
IMPROVED SKILLS WHILE AT THE THS.

Number
Explanatory of Unadjusted DataP Adjusted Data®
Variables Cases? Mean F-Ratio Mean F-Ratio
TOTAL 466 43.3 43.3
R2 .24 5. 2%%
AGE .8 .1
22-29 107 41.1 43.2
30-44 217 46.5 42.7
45 and above o142 40.1 44 .4
MARITAL STATUS A 0
Married 378 44 .2 43.3
Separated, Divorced,
Widowed . 47 42.6 43.3
Single 41 36.6 44.0
CHILDREN 4 L¥* 3.9%
No Children 136 34.6 35.9
At Least One Child
Less than 6 113 40.7 41.6
Children but None
Less than 6 217 50.2 48.9
CURRICULUM-TRAINING A .8
Commerc * al 322 42.9 41.3
Commerc .4l to Aca-
demic 24 37.5 49.9
Academic 65 43.0 48.2
Academic to Com-
mercial 55 49.1 47.0
EDUCATION 6.2%% 5.0%%
Less than 12 38 18.4 32.6
2 Years of School 330 47.3 47 .4
Mure than 12 98 39.8 33.8

(Continued on next page)

ol 159



TABLE "¢ - Conti .ed

————

Number
Explanatory of Unadjusted DataP Adjusted Data®
Variables Cases? Mean F-Ratio Mean F-Ratio
HIGHEST MANUAL-CLERICAL
SCORE 10.9%* 4, 5%
Above Average 167  45.5 43.2
Average 103 63.1 55.5
Below Average 93 36.6 40.6
Did Not Take Manual
Test(s) 103 26.2 33.9
YEAR OF APPLICATION ) .9
1967 79  43.0 43.4
196& 6. 35.¢8 34.5
1969 79  46.8 44.5
1970 53  49.1 46.6
1971 47 38.3 39.5
1972 55 43.6 42.0
1973 86  45.3 50.2
PERCENT TIME WORKED
PRE-THS 4, 8%* 5.3%%
0 - 10 180 53.9 53.1
1L - 50 99 39.4 41.0
51 - 80 76 32.9 35.5
81 - 90 111 36.9 35.1
FACTOR 1 - INTEREST IN
[LABOR MARKET INFOR-
MATION (ILMI) 2.5% 1.7
High Interest in LMI 116 49.1 49.8
Average Interest in
LMI 233 44.6 41.0
Low Interest in LMl 117 35.0 41.6
FACTOR 2 - PREFERENCE
FOR TEMPORARY WORK 7. 4% 4, 5%
Preference for Tem-
porary Work 119 56.3 53.4
Prefer Temporary or
Full-Time Work 231 42.4 40.7
Preference for Full-
Time Work 116 31.9 38.2

(Continued on next page)
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TABLE 29 -- Continued

Number
Explanatory of Unadjusted Data? Adjusted Data‘
Variables Cases@ Mean F-Ratio Mean F-Ratio
FACTOR 3 - INTERESTED
IN VARIETY VS.
COMPATIBILITY 4, 3%% 6.,2%%
Interested in Vari-
ety 113 54.9 55.7
Moderate Iinterest
in Both 240 8.3 38.8
Interested in Com-
patibility 113 42.5 40.7
PEPCENT HOUSEHOLD
INCOME 10, 6%% 7.8%%
1 - 5 244 34.4 35.9
6 - 50 151 57.6 52.6
51 - 109 71 43.7 49.3
CAR AVAILABLE 0 2.6
Yes 348 43.4 41.5
No 118 43.2 48.9
NUMBER OF DAYS WORKED
AT THS 27.6%% 18. 8%
1 - 5 98 19.4 22.7
6 - 20 183 33.9 37.1
21 - 40 72 55.6 55.6
More than 40 113 71.7 63.5
“p < .05.
e 0l

aTwenty-six cases are deleted from the analysis because
of missing data.

bsee footncte b, Table 28, p. 141.
Cgee footnote ¢, Table 28, p. 141,
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Generaliy, women who worked the least in the pre-THS
period were more likely to see their skills improved as a
result of the THS. In addition, women who preferred tempor-
ary work were significantly above those who wanted full-
time work in their feeling of skill improvement. Reentrants
interested in variety were also more likely to conclude that
they had bettered their skills. Not surprisingly, there
is a direct relationship between number of days worked and
improved skills; the more the reentrant worked at THS, the
more she was inclined to report improvement in this area.

Even when the data are adjusted for the effects of
intercorrelations among the explanatory variables, children
are still significantly related to an improvement in skills.
More mothers with children over 6 tended to see an improve-
ment in skills than women with younger children or none at
all. It could be that these were the women out of work the
longest (that is, beyond the five-year period included in
the model) and were thus in a position to see their "rusty"
skills improve the most.

Reentrants with 12 years of school were more inclined
to see an improvement in skills than those with either
more or less education. This was somewhat surprising, as
we had expected those with the least educatinn--high school
dropouts--to be in a position to receive the greatest
benefit by way of improvement in skills. Those with an
average score on the manual-clerical test were more likely
to see their skills improve through THS. This result can
be attributed, at least in part, to the fact that they
tended to work in more job classifications.

Over 52 percent of the women who earned 6-50 percent
of the houschold income and 49.3 percent of those earning
over half the houschold income felt their skills improved.
By contrast, only 36.3 percent of those furnishing a small

amount of the earninge (1-5 percent) noted increased skill
levels.

The percent time worked pre-THS is also related to an
improvement in skills; those who workud the least in the
five years before the THS tended to see the greatest change
in skills. For those women who were out of work the most,
the THS experience was apparently more beneficial in
increasing skill levels.
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Once again, a high pre cv: - : T.S-ty. . e L

'
related to a favorable evaluzt o.. In lerss of -, .. pent

in skills. The women interec-ed - wory .+ let «.> 2.2 and
places) also tended to report >p ~"py~ s o7t woR T DET 20L
of these reentrants saw their -x71lls % . r..ze as - result

of the THS. Not surprisingly. 7 ~oven:. . @ skills is

directly related to the amount .+ .im. 2 . r2n worked at
the THS. Those who worked mor: c:znt 40 days were about
thrce times more likely to report an increased skill level
than were the women who worked five or fewer days.

Comparison of Wages. In Chapter IV it was shcwn that
the majority of the women returned to work to earn money.
In their choice of a THS, however, the women may have been
willing to trade off some of the financial gain in order
to take advantage of other aspacts of the THS arrangement,
e.g., the ability to refuse jobs. We felt we could obtain
some indication of this tradeoff by asking the reentrants to
compare their wages at THS with what they thought they could
carn on a permanent job. The results were as follows:
1.4 percent said their THS wages were much higher, 6.3 percent
slightly higher, and 19.7 percent felt their wages were
about the same; 3l.1 percent said they were slightly lower
at the THS, while 35.6 percent stated THS wages were much
lower.? For analytical purposes these categories were
ccllapsed into a dichotomous variable: THS wages were much
iower versus all the other replies. The data shown in
Table 30 thus describe the proportions who felt THS wages
were much lower than what they thought they could get on a
permianent job.

From the unadjusted data, only manual-clerical score
and preference for temporary work (Factor 2) are significantly
related to a reply of "much lower'" wi*h respect to THS wages.
Reentrants with an above average clerical test score tended
to sece THS wages as much lower. Women who wanted full-time
work were more likely to feel that THS wages were lower than
what they could earn on a permancnt job than those whe

SNo response was received from 5.9 percent of the
women. Text data differ from these shown in Table 30, since
these nonrespondents and others with missing data ave not
included in the MCA.
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TAELE 30. RESULTS OF THE MULTIPLE CLASSIFICATION ANALYSIS
TO EXPLAIN PERCENTAGE OF REENTRANTS WHO FELT THS
WAGES WERE MUCH I.OWER THAN A PERMANENT JOB

Ndﬁber
Explanatory of Unadjusted Datab Adjusted Data“
Variabiles Cases? Mean F-Ratio Mean F-Ratio
TOTAL 448 37.5 37.5
R2 .02 1.2
ACGE .8 .6
22-29 104 43.4 40.4
30-44 212 34.4 34.93
45 and above 132 40.2 39.5
MARITAL STATUS A 2.3
Married 363 38.3 39.6
Separated, Divorced,
Widowed 46 37.0 33.1
Single 39 30.8 23.1
CHILDREN 1.0 1.3
vo Children 130 42.3 42.2
At Least One Child
Less than 6 107 33.6 32.1
Children but None
Less than 6 211 36.5 37.3
CURRICULUM-TRAINING 1.3 2.4
Commercial 309 37.2 39.5
Commercial to Ace-
demic 24 33.3 22.8
Academic 64 46.9 43,2
Academic to Com-
mercial 51 29.4 25.1
EDUCATION 1.7 3. 5%
Less than 12 36 30.6 26.7
12 Years of School 317 36.0 35.5
More than 12 95 45.3 48.2
(Continucd on next page)
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TABLE 30 -- Continuced

Number
Explanatory of Unadjusted DataP Adjusted Data“
Variables Cases? Mean F-Ratio Mean F-Ratio

HIGHEST MANUAL-CLERICAL

SCORE 2.8% 2.1
Above Average 163  46.0 44 .6
Average 102 34.3 36.2
Below Average 86  30.2 30.6
Did Not Take Manual
Test(s) 97 33.0 33.1
YEAR OF APPLICATION .1 .1
1967 78  39.7 41.1
1968 66 34.8 26.9
1969 71 38.0 38.5
1970 51 35.3 34.9
1971 47 38.3 35.7
1972 52  36.5 36.2
1973 83 38.6 37.2
PERCENT TIME WORKED
PRE-THS 1.5 1.2
0 - 10 171  33.9 33.4
It - 50 95  32.6 35.0
51 - 80 76  43.4 42.8
gL - 90 106 43.4 42.7

FACTOR 1 - INTZREST IN
LABOR MARKET INFOR-

MATION (LMI) 1.1 .3
High Intcrest in LML 110 32.7 34.6
Average Interest in

LMI 227 37.4 37.7
Low Interest in LMI 111 42.3 40.0

FACTOR 2 - PREFERENCE

FOR TEMPORARY WORK 2.7 3., 8%%
Preference for Tem-

porary Work 117 39.3 37.8
Prefer Temporary or

Full-Time Work 221 32.6 32.2
Preference for Full-

Time Work 110 45.5 47 .7

(Continued on next page)
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TABLE 30 -- Continued

Number
.planatory of Unadjusted DataP Adjusted Data‘
Variables Cases@ Mean F-Ratio Mean F-Ratio
FACTOR 3 - INTERESTED
IN VARIETY VS.
COMPATIBILITY .8 2.0
Inierested in Vari-
ety 111 35.3 31.3
Moderate Tnterest
in Both 229 37.6 37.3
Interested in Com-
patibi. ity 108 44.7 44.3
PERCENT HOUSEHOLD
INCOME A .3
1 - 5 223 35.9 35.8
6 - 50 153 37.9 38.6
51 - 100 72 41.7 40.4
CAaR AVAILABLE 1.1 3.6
Yes 337 38.9 40.0
No 111 33.3 30.0
NUMBER OF DAYS WORKED
- AT THS 1.2 1.4
1 - S 93 33.3 33.0
6 - 20 170 a0.6 41.2
21 - 40 71 43.7 43.1
More than 40 114 32.5 32.1
7"-p < -05.
he L0l

aTwenty-four cases are deleted from the analysis because
of missing data.

bsee footnote b, Table 28, p. 141.

Csee footnote ¢, Table 28, p. 1l4l.
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preferred temporary work cr these who were indifferent to
this type of work (45.5 percent, 39.3 percent, and 32.6
nerecent, respectively). When we control for the other vari-
ables involved in the model, Factor 2 remains statistically
significant. Those¢ vho warted full-time employment appar-
ent'y did not place a high value on the nonmonetary aspects
of the THS, irrespective of their age, marital status,
cducation, children, etc. Rather, they were more likely to
see the THS as paying lower wages then a permanent job.

in addition, education is statistically significant
in the adjusted data. Almost twice as many women with some
college education felt THS wages were much lower than did
those with less than a high schiool diploma. It might be
inferred that the better-educated women were more attuned
to prevailing wage rates than were those less well educated.
On the other hand, those with less thar twelve years of
schooling may reasonabl: r-ve considered THS vages to be
c¢loser to what they wou .d normally earn.

Degrec to winich Recntrants' Needs Are Met. Obviously,
4 womun returning tc work through a THS has various needs.
Rather than ask the respondents whether any specific need
was met, we asked them to evaluate the THS in light of the
totality of their neceds; 42.5 percent of the women said they
were very well satisfied, 27.4 percent fairly well satisfied,
and 12.2 percent felt their needs were moderately met.,
Also, 5.7 percent reported their needs were only slightly
satisficd, while 8.3 pcrcent noted no satisfaction. For
analvtical purposes the categories were collapsed into the
dichotomous variable: very well satisfied vs. all other
replies. The data shown in Table 31 thus represent the pro-
portions of the women who indicated thoir needs were very
weil satisficd through the THS.®

The unadjusted data reveal three variables to be
significantly related to perceptions of need satisfaction
through THS: preference for temporary werk (Factor 2),
interest in variety vs. compatibility (Factor 3), and number

bNo response was received from 3.9 percent of the women.
Text data differ from those shown in Table 31, since these
nonrespondents and others with missing data are not include
in the MCA.,
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TABLE 31. RESULTIS OF THE MULTIPLE CLASSIFICATION ANALYSIS
TO EXPLAIN PERCENTAGE OF REENTRANTS WHO FELT NEEDS
WERE VERY WELL SATISFIED THROUGH THE THS

Number
Explanatory of lnadjusted Data® Adjusted Data®
Variables Cases® Mean F-Ratio Mean F-Ratio
TOTAL 458 44 .1 44,1
R~ .07 2.0%%
VGl & 1.3
22-01 106 39,6 40.0
30-44 216 44.9 42.9
47 and above 136 46.% 49.2
MARTLAL STATES 1.1 .2
Married 369 45.8 44.7
Sceparated, Divorced,
widowed 47 38.3 %0.9
Single 42 35.7 42.5
CHILDREN 1.1 3.5%
No Children 1734 38.8 35.2
At Least One Child
less than 6 110 47.3 50.5
hildron but None
[.ess than 6 214 44 .3 46 .4
CURRICULUM-TRALNING ) 1.7
Commercial 313 45.7 47.5
Commercial to Aca-
demic 25 48.0 39.0
Acadenic 66 40.9 37.5
Academic to Com-
mercial 54 37.0 34,7
EDUCATION .6 2.6
Less than 12 37 40.5 42.9
12 vears of School 323 43.0 41.3
More than 12 98 49.0 53.8

(Continued on next page)
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TABLE 31 -- Continued

Number
Explanatory of Unadjusted DataP Adjusted Data“
Yariables Cases? Mean F-Ratio Mean F-Ratio

HIGHEST MANUAL-CLERICAL

SCORE 1.4 .7
Above Averayge 163 42.9 44.9
Average . 105 41.0 28.7
e low Average 91 50.3 47.3
Did Not Take Manual
Test(s) 99 38.4 43.8
YEAR Gi° APPLICATION 1.4 1.2
1967 76 48.7 47.8
1963 66 30.3 31.9
1969 79 46.9 43.4
1970 50 54.0 53.6
1971 47 40.4 42.4
1972 54 46.3 46.9
1973 86 43.0 44.6
PERCENT 1IME WORKED
PRE -THS 2.2 2.4
0 - 10 178 44.9 44 .8
11 - 50 97 43.3 41.4
51 - 80 74 32.4 33.6
8> - 90 109 51.4 52 1
FACTHOR 1 - INTEREST IN
LABOR MARKET INFOR-
MATION (LMI) 1.1 1.4
High Interest in LMI 111  43.7 44.6
average Interest in
LML 233 41.6 40.9
Low Interest in LMI 114 50.0 50.2
FACTOR 2 - PREFERENCE
FOR TEMFORARY WORK 7.8%% 5.3%=
Preference for Tem-
poraryv wWerk 116 57.8 54.9
Prefer Temporary or
Full-Time Work 228 43.0 43.5
Preference for Full-
Time Work l14 32.5 34.3

(Continued on mext page)
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Table 31 -- Continued

Number
Explanatory of Lnadjusted Datab Adjusted Data®
Variables Cascs® Mean F-Ratic Mean F-Ratio
FACTOR 3 - INTERESTED
IN VARIETY VS,
COMPATIBILITY 3.0% 4.1%
Interested in Vari-
ety 113 54.0 55.1
Moderate interest
in Bot" 236 40.3 39.6
Interested in Com-
patibility 109 42.2Z 42.4
PERCENT HOUSEHOLD
INCOME .7 A
1 - 5 234 41.9 42.4
6 - 50 152 48.0 44.9
51 - 1090 72 43.1 47.9
CAR AVAILABLE .8 A
Yes 342 45.3 44.5
No 11 40.5 42.9
NiTOOWEROOF DAYS WORKED
THS 6. 6% 5.4%:
1 - 5 94 33.0 34.3
H - 20 177 37.3 38.2
21 - 40 7% 57.5 56.1
Yore than 490 1 55.3 52.5
T g L0,
‘,'::'::_) < 01.
AFortv-four cascs arce deleted from the analysis because
of missing data.
beee footnote b, Table 28, p. 141.
CSev footnote ¢, Tahle 28, p. 14l
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of days worked at the THS. Not unexpectedly, reentrants who
nreferred temporary work were aluost twice as likely t<
report a high degree of need satisfaction as were women who
wanted full-time employment (57.8 percent vs. 32.5 percent).
Somewhat unexpectedly, however, those looking for variety
apparently felt that the THS met their needs to a greater
degree than those interested in compatibility with other
obligations. Given the flexible arrangements provided by
THS, it is curious that only 40 percent of those preferring
compatibility were highly satisfied with the THS arrangement.
Also, reentrants who worked longest at THS (as measured by
number of days) were more inclined to see the THS arrange-
ment as highly satisfying than were women who worked less.

When the othar factors in the model are controlled
for, children, as well as the three variables noted above,
are significantly related to the degree of need satisfaction
reported by the reentrants. That the THS arrangement pro-
vides flexibility in when and how long a woman works 1is
suggested by the results of the MCA: married women with
children, particularly those with pre-schcolers, were more
apt to have their needs met through the THS than reentrants
with no children. Of those with at least one child under 6,
for instance, 50.5 percent felt their needs were well
satisfied. Of the mothers with older cnildren, 46.6 percent
felt the same. In sharp contrast. only 35.2 percent of the
women without children saw their needs well satisfied.
Apparently, women with children are better able to mesh THS
work with their household obligations.

Women who preferred temporary work were nearly twice
as likely to report satisfaction with the THS than were
reentrants who wanted full-time work (58 perc nt vs. 32 per-
cent). As was the case with most of the lator market
experiences discussed in Chapter VI, those who started at
the THS with a preference for this kind of work had the best
THS experienccs. 1t is thus perfectly consistent that they
tended to be more pleased than those who wanted full-tine
explovment.

* - it

Over 53 percent of reentrants interested in working
at various places and meeting different people rated THS
favorably, 12-15 percentage points more likely to do so
shan those less interested in these factors. Furthermore,

a creater percent of those whe worked from 21-40 days felt
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the THS highly satisfying, as compared with those who worked
either more or less days. Why the highest degree of satis-
faction occurs within this group, however, is not clear.

We had expected those who worked the longest (over 40 days)
to report the greatest satisfaction. That some women
remained with THS while not well satisfied with the overall
arrangement suggests that their alternatives, including not
working, must not have been particularly att - -zuctive.

Would Reentrants Return to the THS? The favorable
asscssment of the THS in terms of needs was corroborated
when the following question was answered: 'If in the future
vou found yourself in circumstances similar to those when
vou registered at the THS, would you go back to a THS?"
Nearly 70 percent of the reentrants reported they would
return to the THS (sce Table 32).

Based on the unadjusted data, three variables--educa-
tion, the vear of application, and the number of days worked
at the THS--arc significantly related to a willingness to
return to the THS. The better educated the woman, the more
likely she was to sav she would go back. The year of
application also affects the respondents' answer: those who
applied in later vears tended to respond affirmatively to
the question of returning. Finally, the number of days
worked at the THS is related to an inclination to return:
women who worked the most were more likelv to feel positive
about returning.

When the effects of the other variables are taken into
account, education is not significantly related to a willing-
ness to return teo the THS. However, women with some college
e¢ducation were more likelyv to say they would use the THS
again than were those with 12 vears of schooling or those
who were high schecol dropouts (74.0, 68.9 and 61.6 percent,
respectively).,

The vear of application continued to be significant
when the data were adjusted for the effects of intercorrelated
explanatcory variables. The more recent the application date,
generally, the more likelv & woman was to return to the THS.
The fact that the interviews were conducted in 1974 may have
influenced these results. By this time, the earlier appli-
cants had been awav Irom the THS for up to seven vears and
mav nave been so established in their current work that thev
ciscounted the pcssibility of going back to 2z THS.
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TABLE 32. RESULTS OF THE MULTIPLE CLASSIFICATION ANALYSIS
TO EXPLAIN PERCENTAGE OF REENTRANTS WHO WOULD
RETURN TO THE THS

Number
Explanatory of Unadjusted Data® Adjusted Data®
Variables Casesd Mean F-Ratio Mean F-Ratio
TOTAL 474 69.4 69.4
R2 .08 2, 3%
1“.(;}‘; . ]. 1 . 0
22-29 109 67.9 64.2
30-44 221 70.1 71.2
45 and above 144 69.4 70.6
MARITAL STATUS .2 .2
Married 385 69.1 68.8
Separated, Divorced,
Widowed 47 68.1 70.5
Single 42 73.8 73.5
CHILDREN .1 .2
No Children 139 70.95 67.4
At Least One Child
Less than 6 114 67.5 71.0
Children but XNone
Less than € 221 69.7 59,9
CURRICULM-TRAINING 2.5 1.7
Commercial 326 66.3 67.3
Commercial to Aca-
demic 25 80.0 75.0
Academic 68 72.1 67.9
Acadenic to Com-
mercial 35 £0.0 §1.0
EDUCATION 4.2% 1.2
Less than 12 3< 53.8 61.6
12 Years of School 334 68.6 68.9
More than 12 101 78.2 74.0




TABLE 32 -- Continued

Number
Explanatory of Unadjusted Datab Adjusted Data®
Variables Cases? Mean F-Ratio Mean F-Ratio
HIGHEST MANUAL-CLERICAL '
SCORE 1.3 .6
Above Average 170 73.% 71.1
Average 105 68.0 65.0
Below Average 95 70.5 72.1
Did Not Take Manual
Test (s) 104 62.5 68.6
YEAR OF APPLICATION 2.3% 2.6%
1967 80 63.8 63.9
1968 70 54.3 54.7
1969 81 70.4 08.3
1970 54 72.2 75.1
1971 47 72.3 73.3
1972 55 76 .4 72.0
1973 &7 78.2 8C.0
PERCENT TIME WORKED
PRE -THS .5 .6
0 - 10 152 67.6 68.7
Iy - 50 101 74.3 73.4
51 - 80 77 70.1 71.5
1 - 90 114 57.5 65.7
FACTOR | - INTEREST IN
LABOR MARKET INFOR-
MATION (LML) .1 .3
High Interest i LMI 118 5.6 272
Averagze Interest in
LMl 234 67.0 “3. %
Low Interest in LMI 117 709 3.7
FACTOR 2 - PREFERENCE
FOR TEMPORARY WOREK .8 .8
Preterence for Tem~
porarv Work 129 7C.G 6%.3
Prefer Temporarv or
Fuil-Time Worx 237 71.3 7e.5
Sreverencys for Fuoll -
Time Work Li7 £5.0 69.1
(C ntinued 20 next ngaao)
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TABIE 32 -- Continucd

Number
Explanatory of Unaidjusted DataP Adjusted Data®
Variables Cascs® Mean F-Ratio M«<aa F-Ratio
FACTOR 3 - INTERESTED
IN VARIETY VS.
COMPATIBILITY 2.2 1.6
Interested in Vari-
ety 117 76.6 75.6
Moderate interest
in Both 24% 67.6 06
Interested in Com-
patibility 113 65.5 68.9
PERCENT HOUSEHOLD
INCOME 1.0 .3
b - 5 2547 66 .8 69.5
no- 50 153 73.9 7G.9
1o~ 100 74 68.9 66.2
CAR AVALLABLE ! .6
Yes 355 69.0 68.%
NO 116 70.6 Y
NUMBER OF DAYS WORKED
AL THS 14, 33e 16.0%%
-5 Qa9 50.> 49.1
th - .0 187 64.2 64.3
2 - 30 74 82,4 82.2
Yors than =0 1id 86.0 37.1
VR
5 £ -
PEighteen ca es arc deloted from the analysis because
{ nissing data .
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Once again, the number of days worked at the temporary
help service is directly related to a favorable response to
an vvaluative-type question. Indeed, the difference in
percents between those who worked less than six days and
thosc whose experience numbered over 40 days is quite pro-
nounced. Of the former, only 49.1 percent indicated a
willingness to return to the THS, while 87.1 percent of the
latter would go back under circumstances similar to those
at the time of registration.

To measure the capacity of the THS to meet reentrants'
necds, respondents were askec¢ .hv (hey would or would nct
return to the THS (a maximum .f three responses were recorded
for cach woman). The respous«: t. this question are shown
in Table 33.

TABLE 33. PERCENT DISTRIBUTION OF REASONS WHY RESPONDENTS
WOULD OR WOULD NOT RETURN TO THE THS

Why Women Why Women
Would Would Not
Reasons Return to THS2 Return to THS?2
Ease of obtaining jobs 31.0 -
attitudes and atmosphere of
TES/customers 19.9 20.7
Jobs themselves 15.5 18.9
Hours 8.9 3.6
Mone v 7.9 24.3
Arount of work 1.6 11.8
QOrher 15.2 20.7
TOTAL 100.0 100.0
N = 329 145




Those who indicated they would return to the THS
greatly stressed the case of obtaining work through the THS
(31.0 percent). The attitudes arnd atmosphere prevailing
at the THS andé in those firms where the women actually
worked (19.9 percent) were alsc often cited zs positive
reasons for returning to the THS. Conversely, those who
would not return to the THS mentioned with equal frequenc,
the attitude and atmosphere prevailing at the THS/customers.
A similar situation obtained with respect to the nature of
the jobs. Sixteen percent of those who would return cited
this as a positive aspect of the THS, while 19 percent cf
those indicating they would not return cited this same
reason. The reason mentioned most often tor not returning,
however, was dissatisfaction with the salavies paid by the
THS .

SUMMARY

wWhen we examined the reasons for choosing a THS in
Chapter V, the possibility of acquiring labor market infor-
mation was shown to be of concern to the reentrants. Now,
in assessing their THS experience, we found that close to
40 percent of the women saw the THS as helpful in learning
about jobs for which they might qualify, in becoming aware
of current salaries paid for various positions, and/or in
locating potential employers. An even higher percent of
the reentrants noted an improvement of skills as a result
of THS assignments. Seven out of ten women reported that
their needs were at least "fairly well satisfied" while at
the THS. The same number indicated they would return to
the THS under the same circumstances as when they first
applied. On the other hand, about two-thirds of the women
felt their THS wages were lower than what they could earn
on a permanent job.

1he reentrants who had children were particularly
favorable in their assessment of the THS. Women with fami-
lies were more likelv to acquire a greater amount of labor
market information and, especially if they had children over
six, to see an improvement in their skills while working on
THS assignments. While cur analysis had centrolled for the
amount of time worked before ccming to the THS, it is pos-
cihle that 2 numbher of these mcthers were away from non-
thousehold work for a much longer time and thus were in a
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position to lecarn more about the labor market and to update
their skills. Overall, as compared to the childless women,
the reentrants with children, especially those with pre-

schoolers, were wmore likely to approve of the THS arrangemer
in terms of their needs. Once again this suggests that the
non-rigid work schedules of temporary work are most attrac-
tive to those with the greatest family responsibilities.

The women who selected a THS because of an interest
in variety of work and settings also were incliaed to evalu-
ate the experience favorably. These reentrants tended to
acquire more labor market information, see greater improve-
mert in their skills, and feel their needs were met. As
described in the previous chapter, THS work is characterized
by short assignments in more than one job classification
and with a number of firns. We are nct surprised, then,
to find that women who were predisposed to changiig settings
and somewhat different kinds of work reported favorably on
the THS experierce.

The variables which relate to an investment in human
capital were significant in only two of our evaluation
measures: improvement in skills and wage levelis at the THS.
The women who worked the least before coming to the THS were
more likely to feel their skills improved as a result of their
assignments. Of course, it is difficult to attribute this
improvement strictly to a THS. That is, possibly any work
cxperience aff2., an extended absence from the job is likely
to result in a claim of increased skill levels. Those with
"average' credentials--a high school diploma and an average
score on their highest manual-clerical test--reported the
greatest improvement in skills. However, the reentrants with
an average manual-clerical score tinded to work in more job
classifications, a fact which could explain their reported
improvement in skills. In addition to skills, the educational
level of a woman was an important determinant of her percep-
tion of THS wages vs. what she felt she could earn cn a
permanent job. The better educated women felt that the wages
paid for clerical jobs were less than what they could earn
in permanent, possiblv non-clerical, jobs.

The more davs a woman worked at the THS, the more
favorable was her assessment of the experience. That is,
she was more likels to report acquisition cf labor market
infoermation, to see her skills improved through the
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assignment, to feel her needs were met, and to be ready to
return to the THS in the future. However, she was just as
likely to believe her wages at the THS were low as was the
woman who worked i{or only a few days. It might b~ inferred
that although she was not completely satisfied with her
wages, the noneconomic aspects of the arrangement were
attractive enough to entice her to remain with the THS. 1In
short, she appears willing to trade wages for some degree
of flexibilitv in when, how long, and where she works.

The last two chapters have examined the reentrants'
work experiences at the THS and their evaluations of the
THS veriod. Our interest now turns to the types ard amount
of work experience women had once they left the THS. In
order to analyze the post-THS work experience we will add
the women's evaluations of the THS as explanatory variables.
Their inclus®on is based on the assumption that, other things
being equal, the more favorable the THS experience, the more
likely the women were to work in the post-THS period.
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VI1I. POST-THS LABOR MARKET EXPERIENCE

The labor market experiunce acquired by a woman while
affiliated with THS is a function of pre-THS work-related
activities and her interactions with the THS itself, as
well as of her preferences and abilities. Theoretically,
her post-THS labor market activity is Influenced by events
which transpired before she applied anat while she was
affiliated with THS.

To understand better the labor market activity of
women after they left THS,l we will examine the attributes
of the first job the women held after leaving THS Iran
we will consider two issucs of greater interest. Tic types
of jobs theyv held and the occupational status of (¢ women
throughout the post-THS period will be compared with pre-
THS measures. Finallv, we will conduct a multiple classi-
fication analvsis using the total months worked post-THS
as the dependent variable with the independent variables
used 1n previous models.2  In addition, the women's evalu-
ations of thcir THS cexperiences arc incorporated into this
rodel.

lthe field interview sample included women who regis-
tered at THS between 1667 and 1973, and accepted a THS-
referred job. Since all respondents were interviewed during
the Spring of 1974, the post-THS period ranged from less
tkan one vear for some women, to ds manv as seven years for
others. The period began for each respondent when she was
no longer available for THS assignments and ended cn the
date of the interview. The average post-THS work history
covered a period of 39.4 months, or slightly over three years.
o]
~“We were not a>le to develop a reliable transportation
reasure for the 7211 length of the post-THS pericd, hence
the "car availabie" wvariadle is not included in this model.
Tn additicn, the marital status and children variables were
modified in the post-TES model. From information obtained
in the interview, the woman's €
necessary, and the addition of
children she a :

[4

d ¢nd che ages of the
d accordingly.
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In their first post-THS job, approximately 70 percent
of the women were emploved in clerical and kindred occupa-
tions. Yet over one-half maintained that this job required
more skill than they used while affiliated with THS,
Approximately 60 percent worked in full-iime jobs,3 and most
of those whose first job was part time maintained that
family-i1elated responsibilities prevented them from accepting
a full-time job. Since a greater proportion worked in full-
time jobs when they first left THS, it c¢e2ems that they
preferred THS-tvpe jobs in the short-run or.ly.

It is also intceresting to ncte that although each THS
emplovee agreed in writing not to accept a position with
a THS customer until six months after she left the THS,
17 percent of the women accepted jobs with a THS customer,
either before or after the six-month period. While a THS
is not an employment agency per se, it inadvertently func-
tions as such for some of its emplovees and custowers.

COMPARISON OF PRI-THS AND POST-THS WORK EXPERIENCES

Amongz other things, Table 34 indicates that more women
held jobs in the post-period (62.8 percent) than in the pre-
period (65.7). Thus, if work is viewed as a positive
measure of success, the reentrants were more successful in
the post-pcriod. On the basis of the type(s) cf jobs held,
we find that in the post-period a greater proportion of women
reld @ full-time jcb, but the greatest increase between “he
neriods was among those women who held jobs that were not
fuil time. Before coming to the THS, 18 percent oi the
women werked onlv in jobs requiring less than 35 hours per
week; in the post-THS period, this percentzge increasec to
30.5. During their stay with [HS women thecretically may
accept or refuse jobs on a Jddv-by-day basis, permittinrg them
to test working full time vz, part time. Through their
interaction with a YHS, som reentrants may have conciuded
that thev preierred other tihan fuil-time jobs, or that full-
time jobs were i mpatible with cther obligations, and thus
accented non-THS jobs of a part-time pature zfter leaving
THS.

O
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TABLE 34. PERCENT ©F WOMEN WHO HELD JOBS ON BASIS OF WHETHER
JOB WAS FULL TIME, PART TIME, OR A THS ONE, PRE-
\ AND POST-"HDS

Percent of All Respondents
Tynes of Jobs lield Pre-THS Post-THS

Held at lLeast Some Full-Time Jobs
Held full-time jobs only 30.7
Held full-time and part-time jobs 6.1
Held full-time and THS jobs 3.5
Held full-time, part-time and

THS jobs 2

47.7 52.0

[
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O e W
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-
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Never Held a Full-=Time Job

Held part-time jobs only 12.8
eld THS jobs onlv 3.0
Held part-time anc THS jobs 2.2

N
w e
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0w O

!.

-
o
o
(o)
o
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Never Worked Pro- or Post-

34.1 17.3

The slizht increase between periods (pre vs. post)
among those holding THY jobs exclusively confirms the earlier
observatio: that most reentrants view their affiliation with
THs as a short-ters commitment. Ia the long run these
women rely on other labor market institutions or interact
divectlv with emplewvers. By working through a THS, a woman
could learn zhout the full range of services and options it
srevides, but it s.ers wozen did not want THS jobs for a
long period of time.

frevicusls wo not hat approximately 60U percenc of
women accepted full-time cmp

the molovment in their fivst post-
<3 job. P i i, however, the e mumber of

women boeldis : tol ines (32.5 percent).

it seems, . that omen initially leave THS

they have a tendencw to try fuvil-time work, find it unaccept-

able. and ther revert . lcss than “ull-time jobs. Perhaps

thev TooR L D uniguere. s ol the THS arrengement

and azssumed . accommodace their personal schedules
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to the demands of work. This prcempted them to accept full-
time work when they initiallv left THS but they were uanable
to remain in full-timce jobhs.

Most women were copicved in cierical and similar occu-
paticns before they #pnlicd at THS and remained in these
cccupations when they lefr (HS (see Table 35). They were
underemployed before thov azplied at THS and remained con-
fined to clerically-relaicd jobs when they left THS. This
lack of occupational mobility, when viewed in conjunction
with the shift toward more pact-time-type iobs in the post-
period, seems to imply that these women are not career-
oriented and/or remain in clerical occupations because it is
casier to find part-time work in these type jobs. Their
stay with THS does not expose them to nonclerical jobs, and
the need to fit work in with other obligations causes them
to keep accepting part-time jobs. On the other hand, it
may be that discriminatory hiring and promotion practices
have closed employment doors. A change in these practices
might encourage these women to accept full-time nonclerical
jobs.

TABLE 35. PERCENT OF JOB CLASSIFICATIC. i, PRE- AND POST-THS

bl

Job Classifications Pre-ThS Post-THS
Clerical 68.7 70.3
Professional 3.8 3.9
Paraprofessional 3.2 4.2
Managerial/Administration 1.8 2.6
Sales 11.2 6.4
Skilled Labor 1 4 1.1
Services/Unskilled 9.9 8.4
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NUMBER OF MONTHS WORKED POST-THS

The longitudinal thrust of tnis study naintains that
one's work experience during any time period is best under-
stood in terms of explanatory variables relevant to the
past, as well as the present. Consonant with this majo:
premisc, the number of months worked post-THS is used as the
dependent variable in a multiple classification analysis,
in conjunction with c¢xplanatory variables which are related
to the pre- and during periods. The year the women left
THS% is also added to the model.

In presenting the MCA results in previous models, we
alwavs focuscd first on the bivariate statistics. In pre-
senting the results of this model, however, we bypass its
bivariate aspects. Since the amount of time a woman could
have worked was a function of when she left THS (1967-1974)
relative to when she was interviewed ir the field (1974),
the "potential' working time was not the same for all women.
women who applied at THS earlier generally had more time
during which they might work. The bivariate results do not
control for the varying amounts a woman could have worked,
so we focus on the multivariate results where ''the year the
woman left THS'" variable permits us to control for the
different "potential' work periods in which the woman could

“In the previous models we sometimes used the year of
application as a control variable, but in this model the
vear woman left THS is relied upon for thig purpose.
Whercas the pre-THS period was of uniform duration for all
women (five years), the length of the work history in the
post~THS period could vary because the amount of time
between when a woman left THS and when she was interviewed
in the field could differ. All women were interviewed in
the Spring of 1974, but they could have applied between
1967 and 1973. The post-TidS period ranged from less than
one year for some women to as many as seven for others.
Hence, by using the vear a woman left THS as a control vari-
able, we can contrul for the varying amounts of time the
THS period encompasses.
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find e¢mployment.” The average pust-1hHS work history period
covered 39.4 months, but the average woman worked 29.3
morths.

The rultivariate zualysis shows that the presence of
voung children is a significant factor in explaining a
woman's post-THS work experience. Women with at least one
child under six worked fewer months (20.1) than women with
older children (32.1 months), or women who had no children
(31.2 months). Thus, when other factors are controlled,
the presence of pre-school children influences a woman's
decision not to work,

The multivariate results also show that the perceut
contribution of a woman's wages to household income bear a
statisticallyv significant relationship with months worked
post-THS. Not only is this factor significant, but also
there s a monotonic relationship between it and the number
of nouths a woman worked post-THS: the more she contributed
to houschold income, the leonger she worked. 1t seems that
this confirms what has been well documented in other research,
that the relative contribution a woman makes to household
income is a positive influence on her labor force participa-
tion. Morcover, Factor 2 (preference for temporary work) is
significant when the adjusted results are analyzed. A
monotonic relationship emnerges here also: the more a woman
sreferred full-time employment when she applied at THS, the
longer was her labor market experience in the post-THS
period.

Another factor which is significant as a result of
multivariate analysis is whether a woman's necds were met
at THS. If a woman's nceds were met, then she worked longer
in the post=THS period (31.3 months). The neceds met factor,
it should be recalled, is a generic evaluation of THS. Since
those who claimed their needs were met worked longer in the
post-THS period, it scems that the THS experience had a
positive influence on the post-THS period.

’This wery strong relationship between the number of
months worked post-THS and the_year a weman left THS accounts
for the substantially larger R2 attained for this model as
compared to the others previously analyzed. When we ran

the MCA without the control variable (ycar woman left THS)
the Re was .09,
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TABLE 36. RESULTS ©F THE MULTIPLE CLASSIFICATION ANALYSIS
TO EXPLALl- NUMBER CF MONTHS WORKED POST-THS

sumber
Explanatory of Unadjusted DataP Adjusted Data€
Variables Cases? Mecan F-Ratio Mean F-Ratio
~. TOTAT. 445 29.3 29.3
R2 .50 12 .4
AGE 6.6 1.4
22-2% 95 2i.6 28.6
30 -44 211 33.6 30.7
49 and above 136 25.2 27.7
MARITAL STATUS 2.8 .2
Married 348 29.6 29.2
Separated, Divorced,
Widowed 65 32.4 30.3
Single .32 29.2 28.1
CHILDREN 11 7% 17 . 1=
No Childrer 143 25.5 31.2
At Least One Child
lLess than 6 94 22.5 20.1
Children but None
Less than 6 208 35.0 32.1
CURRICULIM-TRATNINCG .9 .8
Cummercial 313 28 .4 28.8
Commercial to Aca-
demic 22 31.7 30.9
Academic 60 29.4% 32.2
Academic to Com-
mercial 50 34,1 28.4
EDUCATION L 2.3
l.ess than 12 40 26.8 24 .7
12 Years ot Scnool 118 29.9 30.3
8

More than 12 87 28.3 27.

(Cont inued on next pajge)
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TABLE 36 -- Continued

Number
Explanatory ot Unadjusted Datab Adjusted Data®
Variables Cases? Mean F-Ratio Mean F-Ratio
HIGHEST MANUAL-CLERICAL
SCORE .3 1.4
Above Averagce 165 28.4% 28.7
Average 97 30.5 3C.9
j0low Average 85 30.9 1.4
Did Not Take Marual
Test(s) 98 2.3 26.9
YEAR WOMAN LEIT THS 58 . Lo 70, 2%
1967 46 57.1 58.2
1968 59 45.1 46.1
1969 73 40.% 49.2
1970 59 31.8 32.1
1971 6l 23.6 21.9
1972 59 14.8 15.2
1973 88 7.2 6.6
PERCENT T (M. WORKED
PRE-THS S, AW O
0 - 10 177 34.2 29.5
1t - 50 88 19.4 25.0
51 - 80 6Y 25.1 27.7
81 - 90 112 31.8 33.3
FACTOR 1 - INTEREST IN
LABOR MARKET INFOR-
MATION (LMI) 1 2.4
High Interest in LML i1l 30.0 3z.1
Average Intercst in
IMI 224 2.2 29.0
Low Interest in LMI 110 28.& 27.1
FACTOR Z - PREFEREL. .
FOR TEMPORARY WO <X 1.5 3.0
Preference for Ten-
porary Work 108 25.9 26.0
Prefer Temporary or
Full-Time Work 226 30.6 29.8
vreference for Full-
Time Work 111 30.0 31.5

(Continued on next page)
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TABLE 36 -~ Zontiirue.

Number
Explanatory of LUnadjusted DataP Adjusted Date
Variables Cases@ Mean F-Ratio Mean F-Ratio
FACTOR 3 - IXTERZISTED
I VARZETY VS,
COMPATIBILIIY A .1
Interested in Vari-
ety iil 27.06 29.4
Moderate Interest
in Both 225 30.0 29.5
Interested in Com-
patibility 1G9 29.6 28.8
PERCENT HGUSEHOLD
INCOME 1.4 3.5%
L - 5 238 28.2 27.%
6 - 50 136 32.2 30.9
51 - 100 71 27.5 2.7
NUMBER OF DAYS WORKED
AT THS .5 1.0
1 - 5 93  30.3 31.1
o - 20 177 30.2 29.8
21 - 40 68 26.7 20.3
Mcre than %40 107 28.5 27.1
WHETHER THS HELPED
WOMAN ACQUIRE LABOR
MARKET INFORMATION 1.7 .2
Helpful 173 31.2 2.7
Not Helpful 272 28.1 29.1
SKILLS IMPROVL WHILE
AT THS 0 0
Improved 180 29.4 29.5
Not Improved 265 29.2 29.2
THS WAGES COMPARED TO
WHAT WOMAN THOUGHT
SHE COULD EARN
ELSEWHERE A .3
Much Lower 155 30.3 28.7
Not Much Lower 290 28.8 29.6

(Continued on next page)
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TABLE 36 -- Countinued

Number
Pxplanzory or Unadjusted Datab Adjusted Data®
_ariables Cases? Mean F-Ratio Mean F-Ratio

NEEDS MET WHILE AT

THS 1.2 4, 3%
Needas Met 187 30.8 31.3
weods Not Mot 258 28.73 27.9

WL WOMAL RETEHRN
T THS .1 2.1
FYEE 301 29,95 30.1
NCE! 144 28.9 27.6

a,. .
Forty-seven casces are deleted from the analys:s because
ot omlssing data.

OThe unadjusted means presented in the tables can be
usced to analyze the bivariate relationship between each
caplanatory variable and the dependent variable. These
unadjusted means are simply descriptive statistics which
allow us to present the average value of the dependent vari-
able for cach classification of the explanatory variable.

“The adjusted means presented in the tables can be
uced to analyze the multivariate relationship between the
cxplanatory variables and the dependent variable. The mean
ot the dependent variable in cach classification is adjusted
for the ceffects of all other variables in the model. 1In
this model we control for age, marital status, children,
curriculum-training, c¢ducation, highest manual-clerical
score, year wowman left THS, percent time worked pre-THS,
Factor 1, Factor 2, Factor 3, percent household income,
number of days worked at THS, whether THS helped woman acquire
Labor market information, skills improve while at THS, TH3
wages compared to what woman thought she could earn elsewhere,
needs met while at THS, and would woman return to THS.
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The adjusted data indicate that the peccent time a
woman worked pre-THS is also a significant factor in explain-
ing her post-THS labor market experience. There is no
systematic relationship, however, between the percent Cime
worked pre-THS and the numbzr of months worked post-THS.

SUMMARY

The descriptive statistics and the MCA results not
only enable us to focus on the highlights of the womer's
labor market experierices after they left THS, b.t also per-
mit us to draw some inferences about the effect of their stay
with THS on their post-THS labor market success.

1{ one assumes that amount of work is a measure of
labor market success, we find that the reentrants were mcre
successful after leaving the THS than they were in the pre-
period. Since more women worked in tne post-period (com-
pared to the pre-period), it seems that THS affiliation
helped them in one way or another. Yet, on the basis of
ability, as measured by the number of years of school com-
pleted, it seems that many of the women should have been
able to find employment in nonclerical occupations, which
are more challenging and rewarding. But throughout the post-
period we find approximately three-fourths of the women
working in clerical and kindred occupations. Hence, their
affiliation with THS did not help them move into more
promising occupations; they remained underemployed in the
post-THS period, as they did in the pre-period.

Most of the women held a full-time job when first
_mployed ~fter leaving THS. Throughout the post-period,
howcver, the percent of women holding only full-time jobs
declined. 1t seems, therefore, that th .y preferred and
tried to work full-time, but found working 35 hours a week
or more incompatible with their cther obligations.

The presence of children, aspecially if one of tnea
was under six, deterred women from working when cney left
THS, as was the case before they applied. 1=t we found
that mothers were as capable as others of working while
they were affiliated with TH5. We surmise that the THS
arrangement, with its unique flexibility and the freedom to
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rcfuse jobs on a day-to-day basis, permitted the mothers in
our samrnle tou structure their work scnedules in accordance
with c¢hild care arrangements.,

In the period after leaving THS, mothers with only
school-age children worked almost as much as women who had
no children. Yet in the pre-THS period these mothers worked
relatively less than women without children. Perhaps some
women with no pre-school-age children tried THS because they
wanted to discover what work schedules would best fit in
with daily school schedules. On the basis of their THS
czpericences, they concluded they could work and maintain a
houscho!ld at the same time; thus, they continucd to work
arfter leaving THS as much as those women with no children.

As anticipated, another factor which had a positive
intflucnce on post-THS labor market experience was the degrec
te which wages contributed to household income: the greater
a woman's contribution to total household carrings, the
rore she wanted to work. We noted earlier that the princi-
nal motive why women returned to work was to earn money,

a motive which scems to be sustained over time. To the
¢xtent that the family was dependent on these earnings, it
appears these women had little choice except to work.

Those women preferring to work full-time when they
applicd at THS worked more after they left THS. It scems
thiat these women sclested a THS by default, or as a last
resort.  As we noted in the previous chapter, their THS
crperivnce was shorter and less intensive (e.g., they worked
fewer davs at the THS). This orientation to full-time work
carriced over into the post-THS period when they tended to
work o greater amount of time.

Finally, we tind that women who perceived that THS
met their needs tended to work more when they left THS.
Whatever positive THS-related experiences there were may
have encouraged these women to continue working.
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IX. CONCLUSIONS

The substantial increase in the number of women in the
labor force has prompted the research community to focus on
the successes and problems women encounter in adjusting to
the world »f work. Many women tend to exit and reenter the
labor force on the basis of changing needs, preferences,
and responsibilities. Since the problems associated with
reentcy are different from those that confronted women when
they entcred the work force initially, many of these women
accept part-time jobs when they return to work. Reentrants
are somewhat unwilling to commit themselves to a full-time
job because they question their abilities, confront unfamiliar
labor market conditions, and attempt to reconcile the demands
of work with other obligations. They may interface directly
with employers in their quest for part-time jobs, or they
may interact with an intermediary institution in thke private
sector, a temporary help service (THS).

The THS has the potential of allowing women to readjust
gradually to the world of work. To parapnrase an advertise-
ment used by one firm: women can work when they want, as
long as they want, and whenever they want. Customers in
need of temporary help can submit requests for a temporary
employee on a day-by-day basis. Since new employees cross
its threshold every working day, THS must constantly array
its labor supply on the basis of ability and availability
in order to meet these requests. The demavd for labor on
any given day determines which women, so avcraved, will be
offered a job. These a«sessing and matching processes allow
a THS to function as a clearing house. Hence, reentrants
relying on THS are provided with a greater degree of flexi-
bility as to when they work and how long they work.

The purpose of this research was to study women return-
ing to work and their interaction with a THS. To meet this
gocl, we raised questions concerning their prior work his-
tories, why they returned to work, why they selected a THS,
their work experiences at 1d4S and afterward, and their evalu-
ations of THS. The questions were analyzed within the
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context of a longitudinal perspective. Before focusing on

tne reentrants, we examined trhe demand for THS services and
the supply of women who apply at THS. In chis chapter, wc

nizhlight our {indings and offer policy suggestions.

On the demand side we found that THS customers are
representative of all segments of the economy, but that
manufacturing and service industries rely more on THS than
do other employers ia either the public or private sector.
Although THS customers may utilize a THS employee for an
indefinite period, most assignments are relatively short,
averaging five or six days.

We found that the THS population as a whole can be
divided into two broad groups. One younger, never married
group tends to apply during May and June when sciiools close.
These women are primarily interested in temporary employment
during the summer months. The second group is older, married
wi‘h children, and most likely to apply in Septimber or
Oc¢nber when their chiidren have returned to school. Since
both of these groups are better educated than the general
female labor force, it is not because of individual deficien-
cies that they chose a THS, but rather because of a prefer-
ence for temporarvy work arrangements.

The average reentrant was slightly over 40 years of
age and had two children, the youngest of whom was 10 years
old; over one-fifth attended college and scored above
average on tects administered by THS. On the basis of their
abilities, the reentrants are similar to other THS appli-
cants, and probably could have found employment by applying
for work directly. Most wcecmen returned to work to earn
moncey and selected a THS because they preferred temporary
cooployment that fitted in with their other obligations,
preferences, and/or needs. Since all these women accepied
THS-reterred clerical jobs, it may well be that they recog-
nizced that underutilization is the price of flexibility.
Occupational discrimination prevalent throughout the economy
is another factor keeping these women from using their
talents fully.

The reentrants were affiliated with THS for an averag-
of eight and one-half months. This is a measure of the timo
a woman needs to readjust to the world of work. She requires
this time in order te assess her skills, familiarize herself
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with the demands of work, and graduzlly evaluate the trade-
offs between houscwork, leisure, and work outside the home.

Close to 70 percent of the women accepted more than
onc assignment from the ThS, the average job lasting between
seven and eight days. Within a relatively short periocd ct
time the typical reentrant worked in a mininum of two
company secttings and had a good chance of working in more
than one job classification. It is doubtful that such varied
experiences, within the given time frame, could be gained
anywhere but through a THS.

To the degree that amount of time worked is a measure
of labor market success, women returning to work through a
THS were more successful post-THS than they were pre-THS.
ln the five-year pre-period, less than twc-thirds of the
women worked, but in the post-period 83 percent held a job.
In isolation, this comparative assessment of pre- and post-
labor market experience does not tell us if or how their
relationship with THS contributed to their post-THS success.
Almost one out of every five women, however, ultimately
accepted jobs with employers for whom they had worked while
affiliated with THS. For thesc women THS served not only
as a clearing house but also as a conduit with employers.
THS reduces appreciably the costs associated with job search
and the discouragement arising from dependence on traditional
labor market information sources. On the other hand, THS
redvces a firm's costs of recruiting, selecting, and training
new hircs. Since there are no comparable labor market
institutionrs, it is reasonable to conclude that, without THS,
some women would fare less well in their scarch for employ-
ment,

On leaving THS many women accepted full-time jobs.
As the post-THS period unfolded, lovever, there was a
gravitation toward part-time employment more than in the pre-
THS period. Perhaps the women discounted the positive
aspects of the TH3 arrangement 'hen they attempted to work
full time, assuming thev no longer needed THS-type support.

The dominant forcc¢ tending to inhibit the work activi-
ties of women in bcth the pre- and post-THS periods is the
presence and age of children. While at THS, women with
children, 2specially one under six, had work related experi-
ences equal to women without children. For women with
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children, therefore, THS affiliaticn helps them by enabling
them to reconcile the demands of work with child care
responsibilities. This may explain whv we find a higher
percentage of THS applicants with yourg children when com-
pared to the labor force in the Philadelphia SMSA. Whereas
few other labor market instjtutions ailow women to make

daily decisions whether to work and how long to work eacnh
dav, THS enables mothers to work without concern over a
child's unexpected illness, etc. Furthermore, an alterndative
work schedule allows women to be present when their children
leave for aad return from schooi. Interestingly enough,

a lawyer whe subscquently became a pionecr in the industry
was in nced of bhaving a brief typed immediately. He was
furced to turn to one of his former secretavies whe had left
his c¢mploy to raise a family. Through this experience he
realized that many mothers would be willing to work if
tlexible arrangements were made available to them.

When they decided to return to work, women with younger
children were in greater nced of money than were most other
reentrants. Througa their relationshin with THS, they were
able not only to hold jobs they might otherwise have been
unable to accept, but also to earn wages which contributed
tc neceded family income. The pre-THS work experience for
these mothers wos negligible, and their on-the-job training
added little to their human capital. Their evaluation of
THS indicated that it enablied them to improve their skills.
For women with young children we found that THS enabled them
to adjust more gradvallwv to a job as they assessed the
practicality and efficacy o: child care arrangements,
permitted them to contribute to houschold income, and
upgraded their skills.

As noted previously, older, mostly married women with
children ten: to apply in September and October when school
rcopens.  This corroborates our contention that family-related
responsibilities prevent women from accepting jobs, and that
a THS helps reconcile work with houschold obligations.

We found that the reentrants had completed more years
of school compared to other female labor force participants,
and that they scored above average in application tests.
Traditional theory sugsests that given their educationad
level and test scores they would be inclined to accept gainful
cmployment, but onl!y their test scores had any bearing on the
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amount of work they did and this only while they were affili-
ated with THS. These results give rise to two interpretations.
First, in the pre- and post-THS periods, family-related
respongibilities prompted the women to stay home, and thus
nverrode the influence of their investment in human capital.
Sezond, since test scores were positvively related to labor
narket experience only during the THS period, it seems that
THS is net a victim of credentialism, but rather assigns its
emplovees on the basis of measured ability. As a -rofit-
oriented institution, THS operates rationally and in a non-
discriminatory fashion because women with ability had
gpredater labor market success through their aifiliation with
THS.

On the basis of our measurement of their ability, it
is reasonabie to conclude that the women were underemployed
before, during, and after their affiliation with THS. They
were probably aware that clerical-type jobs did not enable
them to use all their talents, and this awareness partially
explains their intermittent work patterns. Although this
confinenent to "female occupations' is a stark reality
confronting many female labor force participants, the brief-
ness of their stay with THS may stem from the fact that THS
concentrates on clerical jobs. On the ciher hand, the
reentrants may not have been career-oriented and were thus
unwiiling to commit themselves to a proionged period of
e¢mployment.  The latter interpretation is plausible because
v found that most of the reentrants selected a THS because
sacev nreferred temporary work.

In order to asscss how well the women's needs and
preferences are met at THS, we rely on number of days worked
as the most comprebensive measure of success. This measure
is indicative of the matching function performed by THS--
meshing the needs of empleyers and employees. Principally,
women wanted temporary jobs to acquire knowledge about jobs
and employers and/or to work with a variety of people and in
different zectings.

Based cn number of days worked, the study showed that
women who preferred temporary work did best at THS. This
means that the reentrants who wanted freedow and flexibility
in their work schedules or who were available for relatively
short periods of time worked the greatest number of days.
The IHS met the needs of these women by allowing them, in
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c¢ifect, to checose their assignments and by using women who
were available for a limited time. Women who wanted variety
in their work settings also did well at THS as to the number
of days they worked. With relatively short job assignments
and with demand for THS services originating from many
employers in all areas of the economy, these women were able
to satisfy their ''variety' need through the THS. On the
other hand, reentrants who needed labor market information
did not work appr.ciably more than those with little interest
in learning about jobs and employers. Given that these
women had specific needs when they chose a THS to return to
work, THS implicitly met most of their needs.

Approximately 70 percent of the reentrants claimed
they would use THS again under circumstances similar to those
when they applied. Hence, it is reasonable to conclude that
a large number view THS in a positive light. Had THS failed
to meet their nceds, it is not likely they would have
recourse to it in the future.

Approximately 40 percent of the respondents evaluated
THS as enabling them to improve their skills or acquire
labor market information. We found that those with average
test scores and education were more likely to improve their
skills ti.an were those at either end of the educational or
test result spectrum. Women with children also enhanced
their skills through THS. For the most part, these were
women who had greater need to improve their skills because
of relatively less work experience hefore applying at THS.
The upgrading poteatial of THS should not be discounted.

Not only did women with children improve their skills,
they also acquired more labor market information than did
women without children. Since mothers did not work more
after leaving THS, their improved skill status had little
impact on their post-THS labor market experience. It seems
that chi'd-rearing commitments hindered them from working,
despite their improved skills. These findings emphasize the
positive contribution THS makes to women with children bv
c¢nabling them to work more while affiliated with THS. But
other positive contributions THS makes to a woman's employa-
bility have litt'e carryover effect in the post-period.
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The women in our study evaluated their THS experience
as generally favorable. The major exception was the reen-
trants' opinion that THS wages were low compared to what
thev thought they could earn if they bypassed THS. This
seems to be one cf the reasons why they remained with THS a
relatively short time, since most of the women returned to
work to eu:n money, Women with twelve or more years educa-
tion or women preferring full-time work were more inclined
to contend that their wages et THS were much lower than if
they held a permanznt job. In rhe short run, however, it
seems that reeantrants are willing to trade off dollars for
the positive features of tie THS airangement, such as the
ability to move in and out of the labor force.

On the basis of our findings we are able to conclude
that the THS contributes positively to a woman's adjustment
to the labor force after an extended absence, althcugh it
does not serve all female iabor force participants equally
well. Because THS alliows a reentrent to accept or reject
jobs on a daily basis and generally offers a degree of
flexibility not found in other labor market institutions,
its social contribution should not be discounted.

On balance, THS met the needs of womon, particularly
those with children. It enabled women wiio otherwise might
not have been able to find acceptapie emplovment to con-
tribute to their household income, even if only in the short
run. Of greater significance, however, were the contacts
made with potential employers originelly referred by THS.
Thesc contacts had a positive influence on long run adjust-
ments to the world of work. In effect, the THS is a '"half
way house'" where women can fulfill their immediste employment
needs, whether to acquire needed experience in order to
secure a better permanent position, or to reconcile family
commitments with work.

Our findings suggest that agencies presently dissemi-
nating labor market information, such as the Employment
Service, schools, and manpower training programs, should be
alerted to the range of opportunities provided by THS--
particularly for women returning to work. In addirion,
employers should be made aware of the fact that the THS
industry can provide competently qualified employees to
meet temporary needs.
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The THE Industry, while acting as an intermediary for
numercus firms, has the image of being predominantly an
iutermediary for female clerical personmnel. This image is
truc to the extent that the bulk of THS placements is in
these areas, and most THS advertising is for employees with
these skills. Yet THS emplecyees tend to be overqualified,
probably capable of meeting the job requirements of other
than clerical occupations Since many women return to work
by initially accepting a less than full-time job, if more
than clerical occupations were available on a "temporary"
basis, many women would be able more fully to utilize their
talents. At the present time, however, there are few
alternate institutions capable of providing women with the
unique advantages of a THS. There are significant social
bencefits to be derived should THS emphasize occupations
other than clerical, or should new institutions be created
to mceet this need.

It is advisable to experiment in one labor market area
to determine the degree to which other public and private
labor market institutions can interface with THS. An experi-
ment such as this holds promise as the werlds of work
and education are beginning to be viewed as a continuum and
not as two distinct sequential segments of a person's life.
Many educational institutions will have to alter their
traditional scheduling practices, since it is unlikely that
the vast majority of firms will revise normal work schedules
to accomrodate the continuing education needs of their
employees. Hence, women wanting to continue their educa-
tion, especially after an absence from the labor force, may
fird that the flexibility provided by THS permits them to
work and learn simultaneously.

During the next decade, female labor force participa-
tion rates are expected to increase, especially among women
aged 22 to 44, the group most likely to be returning to work.
Family tinancial needs, as well as subjective personal
preferences, will promp. these women to choose market work.
Some of these women will migrate to temporary employment in
order to '"test the waters'" of the world of work. Other women
will want intermictent periods of temporary employment
because they prefer this type of arrangement or are unable
to accept a permanent job. Regardless of why they want
temporary employment, they can find work more rewarding if
jobs other than clerical are open to them. It is advisable
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to identify nonclerical, challenging occupations which lend
themselves to a temporary arrdangement. Our findings cug-
gest that this would help make better use of the nation's
labor supply, as well as better meet the needs and aspira-
tions of fermale reentrants.

Emplovers will be closing their doors to many quali-
fied women unless they are willing to consider hiring on a
temporary basis in other than clerical occupations. As
more women attend coliege, the investment in human capital
by female labor participants will continue to increase.
Moreover,as the labor force participation rates increase for
women in those age groups most likely to be returning to
work, employers will be able to hire more qualified women,
and more women will be seeking temporary employment.
Although this may necessitate restructuring some occupations
which heretofore have been reserved for males, the benefits
to be derived by employers are appreciable. As pullic
policies regarding discrimiration are refined, companies
will f£ind equal c¢mployment compliance more readily attainable
if they are willing to hire women ''temporarily' in all
occupations.

In the last few years, some employers have abandoned
the traditional rfive-day work week and have adopted flexi-
work schedules. Perhaps nonstandard work schedules are
unacceptable to many employers, but the pros and cons of
alternate work schedules are being considered by public
policymakers. We advise assessing the potential of temporary
arrangements in conjunction with efforts to develop strate-
gies to implemert work schedules of a nontraditional nature.
Similarly, as the costs and benefits of day care centers ave
merged, it would be practical to consider the role of
temporary type arrangements as part of such assessments.
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APPENDIX A

INFORMATION Ol NON-RESPONSE BIAS

After a sample of 917 potential raspondents was selec-
ted, a letter was mailed to cach woman c¢xplaining the nature
ot the study and requesting her cooperation. Of the 908
potential respondents, .87 women were not assigned to
interviewers because the letter was nonforwardable or
because the woman was deceased. Of the 721 cases ultimately
assigned to the interviewers, 492 women were interviewed;

46 women could not be located, 34 had moved out of the
Philadelphia SMSA, and¢ 149 were contacted but refused to
participate in the study. This gave rise to three distinct
groups: (1) those interviewed (492); (2) those who could
not be located (267); and (3) those women contacted in the
field but who refused to cooperate (149). As shown in
Table 37, the percent of womnen falling into cre of three
groups is presented on the basis of work-related and demo-
graphic variables.

The data in Table 37 allowv us to conclude that there
are no differences between the women interviewed and those
who refused to be interviz>wed when they are compared on
the work-related and demographic variables mentioned.
Yowever, there arce some differences among those interviewed
and ttose we were not able to contact. The latter group
tended to be younger, more often single or separated, and
have no or very few children. This might explain their
greater mobility and hence our inability to contact them.
Also, these women tended to apply in the earliest years.

As expected, they were harder to locate. Because of these
differences we cannot conclude that our sample is repre-
sentative of all women who apply at THS. However, our
sample does cover married women who tended to be out of work
for a longer duration pre-THS, the prime candidates for
reentrants.
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TABLE FIELD INTERVIEW RESULTS ON THE EASIS OF WORK-

RELATED AND DEMOGRAPHIC VARIABLES

Lo
~I

Not
Variables Interviewed Refusals Contacted
WORK-RETLATED VARIABLES
Year of Application at THS
1967 47.7 16.6 35.5
1968 47.7 14.6 37.7
1969 57.6 18.7 23.6
1970 50.0 20.2 29.8
1971 52.2 13.0 34.8
1972 56.7 18.3 25.0
19773 71.7 13.3 15.0
Duration between Last Job and
Application at the THS
6 - 11 months 44.6 18.3 37.5
12 - 23 months 52.3 13.4 34.3
24 - 35 months 47.7 14 8 37.5
36 - 59 months 57.7 15.5 26.8
60 cr more months 61.5 17.3 21.2
DEMOGRAPHIC VARIABLES
Marital Status
Single 46.6 11.7 41.7
Married 57.2 17.1 25.7
Scparated 34.1 11.4 54.5
Divorced 43.9 19.5 36.6
Widowed 46.2 19.2 34.6
Number of Children
No children 40.1 11.3 48.6
1 child 48.3 25.2 26.6
2 ¢hildren 60.1 17.3 22.6
3 c¢hildren 58.8 15.0 26.3
4 children 65.8 17.1 17.1
5 or more children 71.7 6.5 21.7

(Continucd on next page)
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TABLE 37 -- Continued

Not
Variables Interviewed Refusals Contacted
Age at Application
20 - 24 48.8 9.9 41.3
25 - 34 3.7 17.7 38.3
35 - 44 58.3 18.1 23.6
45 - 54 63.2 17.5 19.3
55 and over 69.2 - 30.4
Education
12 years or less 58.2 16.2 25.6
13 or more years 50.6 16.5 32.9
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APPENDIX B _
A CTUDY OF WOMEN IN THE LABOR MARKET UUESTIONNAIRE 4

r—-«

FelponLonL T Lare
Hello., "Mizs,/Mrz. A from the School of
b . b
cusinens Adminiztration at Temple University. We are interviewing woman in this

area as part ¢f a research project., Our study is concerned with temporary help
cempanles suthoas T 2nd other similar agencies who
;1nd terprary employment for women in jobs as secretaries, clerks, salespeople,
and rvoy ounch coperatcrs, etn, There 15 a great deal of interest in knowing more
about the gspeclal prodblems assorclated with women's efforts at getting and Ecfsping
a Job. Hepefully. ycur ccoperation in this ctudy will ched some light wn =W o
help wormen who worx, You were selected by chance from amnng a group of wiwern who
us*d a temporary help service, My records indicate that you registered with

L/ ( K20 and we would like to ask you a few questions.

This study '3 cpenscred by Temple University, not by MR ¢r any other tempor-
ary holp company. The information yocu give will be held in strict confidence and
uned enly In the form cf ztatistics atter your ancwers have been combined with

trinne U e ber women belng Interviewed.
TIME INTERVIEW BEGAN

A. EDUCATION AND TRAINING

wirst, I would like to ack come questions abcut you.

e - w many years have you lived in the Philadelphia-Camden Metropolitan Area? (1)

Al ot my 1ife o« ¢ o ¢ ¢« o o o o o o o « 1
Number of years

"o wnat do o the hignest year of cschouel you completed:
High School . . .9 . . . 10 . . .11 . . .12 (2)
College. « 13 . . W . .15 . .16 . . 17. . 18+

Q
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Ze ADF EVEEYILNE f2ize frem regular schecl, have you ever tacen any cxher lcb (9
sraining Flean- 10 T ooount cne-tlhe-Jcb t‘raining given informally.
YES v v w4 JTASK ALELC,R D 4 e e e e .l
B0 4 e e et e e e e e e et e e e

e 'C.- Lo
i
: HZow many hours
per weer did yocu
spend on this
ATIngE wnat How leng 314 training includ-
. £ 32 ~rainirn noluds |
PNYars was thiz training irg study time?
! rat las*’
-1
!
‘ —
- ;
f -~ ™ .
] i !
. i
[} i
1 .
1. iw Iownula Life oo calr *o you abeut all of “he full and part-time jobs (10)
far ytu have had Irn the lact few years. As I 1ist each Job I will be
acding yeou some ailiticnal Informaticn about yrur wore and your place of

S, are you praezently working?

e 2GRD WORe HIZTORY ON WORK HISTORY SUPPLEMENT

B TtMFORAKY HELF SERVICE EXPERIENCE 11)
11, cw I wculd like <o have you think hack over all your work experience and
1

i

“e1]1 me all the <emporary help companies ycu ever registered with, If you
revlscerad for the same company in more than one place, piease include the differ-
et L

catlrrs. What 1s the first company you ever registered with? PLEASE

Il JH®ONOLOGICAL ORDER INCLUDING W R-CISTRATION ON FACE SHEET.
RECORD L¥LCW UNDESR A, THEN ASK B,C, & D.

e
T e
—aeda

N v
! e 4

wha. city was
rthat in?

Corrany

. L. when dId you

register?
(RECORD YEAR
AND MONTH)

D.Did you ever
work for that
company?

INTERVIEWER:
CFOINFORMATION GIVEN
WORK HIST

YO @ o o o o o o o o

NO e e e e e e e e

[ 29

1
e o .
o o o2

wiHEBRL ANY CHANGES MADE

REVIEW WORX HINTCRY AND MAKE ANY CHANGES NECESSARY AS A RESULT
I QUESTICN 11,
STCKY AS A RESULT OF THIS REVIEJ

Iu

14

e

O
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; SOME TEMPCXARY HZIL: CCOMELITY
LADELFREIA-CAMIEN METROFCLITAN
‘; 4
2. WL, L rrnlliser weur ot oreeds, lfx the tevpcrary help 1z
ovLany arrangoenent ) would you iv very well, fairly well,
- BRIy MR - . f.llr;,‘.1-, B
derats 1 hely
® 4 4 4 4 s e e o o 4 o o . W1
Sl Well 4 e i e e e e e e e e e . .j
B T
L )
e Hra b otrdng e s rury help companios ceuld e /have been o more (13)
/_;. ./ ‘J")
Pee Unitor e care circumcianves weuld you gc back to a tenporary help (14)
TNy wemalin
L 150 - 1) T |
MO e e e e e W BSKAY L L . e e e . LD
Ao owrd wolibrwnuldnt g o o bace
IMNORe S i Whes REVIEW WORY MINTONY TO CSEE IF RESFONDENT WAS WORKING FOR AN
quH',T AP ORARY HELP COMPANY WHILE WORKING FOK
o RedISTRATIGON DATE GIVEN YCOU ON FACE SHEET).
Wil REZDCNDENT WORKING FOR ANY CTHER AGENCY AT THAT TIME®
Tl e e e e e e e e o ALK LUESTION 15 « 16 . . L1
NOU s e e e e e e e &GO TO QUESTION 1T . . . W2
Saa T rave Juses Irddloated shat while you were with Manpower sctarting (15)
n y9U wore alco working for at least one other tempcrary
oo oreepany, DIl oyou wore tor the other -gency more, Lle¢ss, or about
che za~e amecunt. as you did for
Al wny was it that you worred  More than . J(ASKA; o ... L]
trr the Ghher :u1p1ny des, +ss than e J(ASK A o« o o .. .2
~ore/iess, than youa did About the same . . . + + . & ¢« ¢« ¢ ¢« o o« « 3
itve Would you pleace %ell me why you worzed for nore than cne LOMpoOrary (16)

Felp e mparny oat thee same fiinev
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e
Voely Lo U T hrat ~he word hlistory ycu Just gave me, 1317
IS SRS a0 TOANY yuu tetame awars of because you
imd ey oreerle, evperary help company?

e U

e e e e e e e « e o e & o o o
.ownl : SR A SN ATE A i WlRY RICTORY
VIRR UL WE - UL Wl HIoIoRT.
3 viLmm HIUTUOEY PRICKE TO RREGISTRATION,CIRCLE THE JOZ 1IN JCOB DEIIRIMTION

CCOLUMN BELOW DCUtLr LINE THAY ‘“D D BEFORE RESPONDZI

~
v e

22610TEReED AT SN C REG. TATE GIVEKR YOU & CHECY. HE

EEE
TC IHD;CA.E YOU HAVE DONE THIS % ASY¥ QUESTIONS IN SECTICN

o TmRTe LU N WLEZ MTUTORY BELOW THE DOUBLE LINE THAT ENDED BEFORE RESPONDINT -
mr,zk,*;n::n AT SRR O REGI"M FATICN DATE GIVEN YCU,
CHECK HERE AND GO TO SECLION D.

C. Las7 Jos EEFCRE Gcounic TO NN

as¥ a few questions about the last job you had that (18)
Lo vistered at NN o I mean the Job
;AU,PT 730N CTRCLED ON JOR HISTORY SHREET S . Lhdt Jjob was cne

re.

Al o) ownrded nours per weex, Is all that c-rrect’
T RIS (60 ¢ ¢ e o & o e & o 8 6 e © & 8 e w e e @ 1
Ny e o o o o o o o o s o o o o o o o o o « 7

TORRECT WCRY. HISTORY OUPFLEMENT AND
SPAC

mEPLAIN 10 O £ Al LEFT.

DRIV IR w RN VULE GNE: Job less than 3% hours por week (ASK A) . .3
Job 3 hours Or mOTe per wWeekK o o o e 6 e o4

S owrs alb v wore leoss than 5 hrurs poer weexk !

9« w-re oo n2ills used orn that job cimilar to the ones you used later (19)
wroern vl Aerded for RSIEER?

bﬂ . . - . . . . . . . - - . . . . . . . ol
[0 e e h e e e «{ASK Ale v v 4 0 o o o o o2
A D B STt 1l Ai0fery
Yoo How st Lidoyeu unually earn at that job hefore dedulticns? (20)

CIRCLE APFRUPKIADE TIME FPERICD % per (L)

TR LR AMCUNT GIVEN I L
AR P DEDUCT IONG DBY v v o o o o o 3 o o o o e s o o o & o3
TRCLE IMMEER WEEK & 0 4 4 e o o o o o s o o o s o o o o 4
b [J’.‘k’ - MOn th - - - - - - - . - - - - - . - - - - » l‘?

Year . . e o o o o o o o 2 e e < o o
Cther (GPECIFY) . e e e e v e e e s
hMoUN AFMER DEDUCTIO“ e o ¢ o o * o e

-3 C
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D. I FXFERIENCE
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?l. Now, I wceuld like to ask you some questions about when you went to
for temporary jobs, and also what happened while you were associated with
them. First, I am going to read you some items which may have influenced
your decision to apply for work in {(REGIT "RATION DATE GIVEN
ON FACE SHEET). As I read each item will you please tell ne if it was very
impcrtant, scmewhat important, not very important, or not at all important
in your decision to apply ror work: First, to break monotony of my house-
hold. How important was that in your decision. READ EACH ITEM REPEATING
CODE CATEGORIES AS NECESSARY. , .
P very Somewhat ! Not Very INot at AlJ]
_ Important Important Important|Important
To breax monotony ot my 1 . 2 3 '
’ household |
{
!To <arn money 5 ASK Aj 6 ASK i 8
] . A
| To sain experience or oA | 10 11 iz
) improve my skills
Tc met people i i3 l 14 15 16 ]

Ae Wil was the main reason you had for wanting to earn money at that time?
was 1% Yo maintaln your standard cof living or was il to improve your
standard of living, or was it to provide for some future want cr need, or
wruld you say it was for scme other reason®

Maintain standard of living . « « o« « « . . 17
Impreve standard of living « + + ¢ o . . . 18
ruture need . . . . e e e s s« . . 49
Other (SiECIFY) * e s e s s o e e s s o & & 20
?2.  Here ars seme cards which have reasons on them that people have given for 122)
choosinsg a temporary help service, Please separate these into two piles:
tlaze In cne pile those reazcns which were important to you in choosing a
1p agency, and in the other pile those unimgertant to you.
ESTONDENT SCRTE INTO TwO PILES.) Now please take the pile of
§ irmportant <o you and place them in order of impcrtance, from
G3t important to the least important.
"IOT IMPORTANTT A.Crpertunity to work various places - for
VATICLY & ¢ ¢ 6 i 4 4 e e e e o o o JA
| Z.lpportunity to meet a variety of
QROER CF ! P2ODI€ ¢ ¢ ¢ ¢« ¢« o ¢ o - o« o« o« o o « B
+ ZMFORT FCR CARDC ! Z.lpportunity to evaluate my skill
MECTE IOFILE BY POLANLIAL 4 4 4 ¢ o o ¢ o o o« o o o & C
SRING 1.7,2, =TI,
1IN COLUMN I, C.lpportunity to learm new Joks ¢ 4 4 . o WD
— L
Z.C0pportunity to discover what jobs are
2vailable « ¢ 4 4 4 4 4 e o o o o s o &
F.Oppertunity to determine if working is
compatible with my cther obligations .F
3.¥as available for a temporary periogd
cnly, was reluctant tc take a
CEYTANENY JOD ¢ ¢ o o o o o o o« o « « G
te2 114 not want anycne? L0 Encw I was
WOT-ITiE 4 o o o o o P
v.wanial to see i I weuld iike working . .J
<.Change in marizal StatlS « « + o o o « o ¥
.rrefer tempcrary employmen: becauss cf
- freedoz & flexibility it provides . . =
200 V.Was seeking full-time exployment but
196 Couldnotmda-ny.oo.oooool{




23.
How did you first find out about IR’
advertisement, or what '
Advertisement . . (ASK A). . .
Friends « o o ¢ o o o o ¢ o o &
Relative « o o« o o ¢ o o o o
Cther (SPECIFY) v o ¢ o o o o «
A.

what kind o! advertisewent was that?

Was it through a friend, a relative,

(23)

o4, Why did you
company?

cheose I, rzther than another temporary help

-
(S}
.

when yocu registered at IR what was your marital status?
Married . ¢« . ¢ ¢« ¢« v o ¢ o o &«
Separated « « ¢« ¢« o o o ¢ o o
Divorced « ¢« o« ¢« ¢« ¢ o ¢ &« o &
Widowed o o o o ¢ o o o o o o &
SiNZle ¢ o o o o o o o o o o =

.
U &)

?6. 3ince ycu applied at{ B ras your marital status changed?®
Yes5 o o o« o« ‘ASKAYe o o o . .

et
NO o o o o o o s o o o o o o

A. Hew 21d It rchange, and in what year(s'?

.
ny -

(26)

27e woen wou recistered a* A, did you have childrent
Yoes o o o o ASK ALB,C 'e o ¢ ¢ o o o & .1
» :ivo - s e e @ ® & ® ¢ ° @ = . * e e . e . 2
Ae Hiw many children Zid you have? Jumber
o Hew o1 were Lney? Ages
Ages
Ze Wha' arrangements 2Id you usually make for child care while you were
wCreing a* Manpcwer.
23, Iirmze you arplied at (N hz:v: you had any (more' children?
Y25 o o o ¢« ASH A X Z2'c o o o o o o o o o1
DC 4 e o s e s o e o s e s s e s s o . ?
Ae HOW many more’ shillirem nave you had? Nxnter
Z. Whon were they term? Years
o 197
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“.

e HTIT VO Yt iate
'or o oLt

: * for o 'erperary Job, were ycu alsc looxing
Adre Job elsewhiore?

O o o o o o o« LAIE Al v ¢ o o o o o o o« .1

e e e e e AU BV e e e e e e e e e Wl

'

S Werh YU LOGr Ltet oo Sleady part-=sive job oeloewhre!

Lt L] . . L] . . . . . L] L] . . . . » L] . . . 3

. A e )

e e o o o o o t0f. Ula e e e 8 o o & e R
e HIIAT Lo AN e Vel L CATT

sy, pid owven ctay wish R cor ore time, less tinme, or about the length
o i oven orlsinally antlcipateds

C ADK A v i s e e e e e W ]
W ASE A L e e e e e e e o 2
L] - - L] . - L] . . . - . . . 3
e aiy i ouw oty Wieni R 0 o 1oos tivee chan you originally
P S

(30)

(31)

1.0 W wOa oreslrtore boAn o R v lcns didé you intend
T e
S e i n

wonn o . what =ind of wors did you

————————— .
po-

La
TR 1LY RATHER TEAN JCB TITLES .Y

(32)

‘2
Ll
.

3y

b -~ - = - - - sy -~ - - - - - - - - 3 v
3. amd salents you possessed at that time, walch
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35.

wnile you were atq, to what degree 4o you feel you improved ycur

srills &% abilitie
moderately, only a little, or not at all?

Would you say you improved them a great deal,

.35)

Great deal . . . . J{(ASKA) . . . ¢ v o« « o1
Mecderately . . . . . gASK Ale o o o o o o o2
Little . . o . o & ¢« (ASKA) v v v ¢« v « . 3
Net at all @ 0 6 o v o e s s e e e s ok
A. which skills % abilities were improved?
36. Trinking of your tctal household earning at that time, approximately what
¥ were your earningst
37. @while 2, did you ever refuse any jobs?
Yes o o ¢« o o «{ASK A & 3B) v v v ¢ o ¢« o o1
NO - - - - . . - - - - . - . - L] L] L] . . 2
A. Abcut how many Jobs did you usually refuse? Number per

B, why 4i1d you refuse [that/those’ jobs:

(36)

(37

IS

while at [N dic ycu worx for many different companies, a few companies,

(38)

or for cnly one ccrmpary”
Many different companies . . . . &« . « « . 1
Afew companies v v« o « o s « o o s o o o 2
Only one company . . . . c s s s s s s o« 2
39, New I would like tc asx you some questions about what you observed abcut
the companyiies’ ycu werzed for while at 2
A« Tc what degree do ycu feel ycur experience with I has helped
ycu tc understand the types of jobs for which you might gualify:
Do you feel it was very helpful, moderately helpful, of little helr,
or cf nc help? Very helpful . . . . . . c e e e e e s e =
Mcderately helpful . . . e e e o o o s & 2
Little help v v v v o 4 o ¢ o o =« = o o o &3
NC NEID v 4 o v o o o o o o o o o o v o o s
Z. Tc what degree do you feel your experience with has helped
yeu ¢ understand the range ¢f salaries available to you? Do you feel
it was very helpful, moderately helpful, of little help, or of no help?
Very helpful . « « . . . st e e e e . e 5
Moderately helpful . . . O o)
Little helP o o o o o o o o o = o o o o = o
NO NBIE ¢ 6 4 4 2 o o o o o o o o o o o o o5
e To what degres 3¢ you fe2l ycur sxperience with IS has helped
you e Identify the types of ccrpanies who were hiring esplcyees
with s«21ls sizllar to yours? Dc you feel It was very helpful,
mtlerately halzful, of 1little help, cr of r- help”
Very helpful . . . . . . .
Moderately heigful . . . e e s e o o « 10
Zittle HeID ¢ o o o o = o o o w o =« o o o 11
No hel: . * s s e e e o s e s e e s 12 s
Q B
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Pl *z-':m ANY PHILALE .".‘*‘IA-CA“DE‘I_ EXPERIENCE,

IPTICN COLUMN ABOVE WAVY LINE
Fr I . CicK
% ASK QUESTICNS In

Wl i i ARUUVE . wWAVT L fﬁ HAT REGAD AFTER REISPCHRDENI
: s CERCH EY?RfGS STATEMENLT
OF THANKS AND f”“FL:TF ’W TR tCRT CN LAST FPAGH,

EXPERIENCE

-, questions about the firnt Job you had that a7
in the rhiladelph @-Ua“u'n areza. 1 mean the
CIRCLED Cl JTB HISTORY CHEET'. That Job was cne
hours ver weed, 1o all that ceorrect?
e o v s s e o & s s e o o o & &1
- - - -~
-.N e e e & e ®© e ® @ & ® © e e ® e .
WIRX JAT37TCRY SUPPLEMENT ALD
Tl JYACE AT LEFT.
: z i5 haeurs per weed CASK A . 003
Ty STOMTPC PRY WECH 4 4 e e o« e o B
SaoWo RID oot oo ra Loos o touan s o
S Tivat arc- I Tihn ~n. now ruch ; earn bafcre deduc- BV
el 1
e & e o s s & e o o o e« & o o & o & 2
-.------tb.----.-h
w
« ® @ e 86 @& 8 e @€ € s e & & @ e« o & _
-
L] « & e @€ @« & ¢ ¢ -~
- sy .
-y \“9'
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IS

in terms of how much you ecarued per hour, kow did that job compare with what

LR
MRS T

thican you could earn as that “ime. Would you cay that job which followed
4T Thru raid vou much mcre, slightly more, about the same,

teby

BRI

b

N

Lens, or mucn leos chars you thougnh, you could earn at that tire,

FUCH PICTE 4 4« o o o o o s o o o o o o o« o1
SLIFHt1lY IMCre 6 6 6 6 o o o o @ o« o o o o o)
Abcut the 2870 L 6 4 6 v e o « o o o « « o
Slichtly 1€58e o o o o o o o o s o s o o L

5

MUCH 1€55 4 o o o o o o o o o ¢ o o o o o oF

tur o+ill, when you first began that job, how did it
e lp chru BB ? wWould you say you were atle to
wach more, somewhat more, about the same, somewhat less,
rad oal R ?
Much more .
Somewhat mor
Abcut the ¢
les
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APPENDIX C

THE MEASUREMENT AND SOURCE OF THE DEPENDENT
AND EXPLANATORY VARIABLES

THE MEASUREMENT OF DEPENDENT VARIABLES

That portion of each research question focusing on a
dependent variable is set forth below and the source and
measurement of the dependent variable is then explained.

The sequencing of the questions is in keeping with the evolu-
tion of the women's work-related experiences and the longi-
tudinal design of the study.

QUESTION 1 -~ For those women reentering the
work force through THS: What were their
work histories in a five-year period prior
to apriying at THS?

Our major concern here is with the reentrant's work
experience during the five years prior to her applying at
THS. The measure used is "percent time worked" in the pre-
THS period. The information used to construct this measure
was obtained from the work history section of the question-
naire (Item 10),l where, among other things, women were
asked to reconstruct their employment history in terms of
the actual time they worked. Since each woman was idle for
at least six months prior to her application at THS--out
of the possible 60 months encompassed in the pre-THS period--
this variable can range from 0 to S0 percent only.

QUESTION II - Among women reentering the work
force through THS: What factors influenced the
decision to return to work? Were these women
more interested in "earning money,'" ''gaining
experience,' "breaking household monotony,"
and/or '"meeting people"? -

lsee Appendix B for a copy of the questionnaire.
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To address the issues raised in Research Question II,
the women we:e asked to rank the importance cf each of four
reasons for returning to work (Item 2). These reasons were:
(1) to earn money; (2) to gain experience or improve skills;
(3) to break household monotony; and (4) to meet people.

For each reason, respondents were asked to rank it from
"very important' to ''mot important at all." Thus, it is
possible to compare the relative importance given for each
of the four reasons and to examine the characteristics of
those women who ranked each particular reason accordingly.

QUESTION III - Among women reentering the work
force through THS: Why did women select a
THS when they decided to return to work?

In order to ascertain why reentrants selected a THS
as a vehicle to return to work, the women were asked to
rank order among tw2lve possible reasons for applying at a
THS (Item 22) those they considered important. Because two
were so infrequently mentioned, they were deleted from the
analysis. Each remaining reason was thus assigned a score
from 1 to 10 in terms of its importance in the decision to
choose a THS. Scores on the 10 reasons were then factor
analyzed to determine whether women ranking one particular
reason as important (unimportant) also tended to rank any
other reasons as important (unimportant).2 That is, scores
on the 10 reasons were factor analyzed to determine the number
of distinct dimensions underlying the reasons for choosing
a THS. The factor analysis indicated that the 10 reasons
might be more easily subsumed under three broad headings:
(1) chose THS to gain labor market information; (2) chose
THS because temporary jobs were preferred, and (3) chose THS
because variety was preferred or to determine whether work
was compatible with one's life style.

On each of the three factors derived from the analysis,
the factor scores for the women are used as dependent vari-
ables. For each factor the scores are continuous measures

rating the degree to which a woman considered that factor to
be important in choosing a THS as the vehicle for reentry into
the labor market.

2The factor analysis 1s discussed further in Harry H.
Haiman, Modern Factor Anmalysis (Chicago, I1l.: University
of Chicazo Press, 1957).
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QUESTION 1V - After reentering the work force
through THS: What types of work-related
experiences transpired during their affili-
ation with THS?

During the period while reentraats were affiliated
with THS, the particular labor market experiences of interest
include: (1) length of affiliation with THS; (2) the number
of days worked at THS; (3) tiic number of jobs held while
with THS; (4) the number of different job classifications
worked; (5) the average number of days wcrked per job;

(6) the number of different companies to which assigned; and
(7) the average number of refusals per woman per month.

The measurement and source of each of these variables are
described below:

The length of affiliation with THS - Affiliation means
that a woman was ''on call' with the THS. Women did, how-
ever, reserve the right to refuse specific assignments. To
determine the length of a reentrant's affiliation with THS,
the date of her application was used in conjunction with the
date she no longer accepted assignments. Each of these
dates was available from the personnel files maintained
by the THS, and the length of affiliation was measured in
terms of the actual number of months between the two dates.

The number of days worked for THS - The actual number
of days working for THS customers was calculated from the
personnel files maintained by THS. Adjustments were made
for those jobs having beginning or ending dates that encom-
passed weekends or holidays.

The number of jobs held while with THS - The actual
number of jobs held while affiliated with THS was made
available through the THS perscrnel files.

The number of different job classifications worked
while at THS - The number of different job ciassificatioms
in which a respondent worked while with THS was obtained
from the personnel files maintained by the THS. This measure
serves as one indication of the variety and diversity of a
woman's labor market experience.
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The average number of days worked per job - To deter-
mine the average length of a job held while at THS, the total
number of days a woman worked was divided by the total num-
ber of jobs held. This information was also developed from
the personnel files maintained by the THS.

The number of different companies to which assigned -
During the course of the personal interviews, each woman was
asked if she worked for only one company, a few companies,
or many companies while at the THS (Item 38). As was also
the case with a number of other dimensions of work experience
during the period affiliated with THS, this measure provides
an indication of the exposure to the world of work made
available through THS.

The average number of refusals per woman per month -
To determine the average number of times per month a woman
refused a job offered by THS, the number of times a job was
refused was divided by the number of months affiliated with
THS. Although technically free to refuse jobs for any
reason, THS employees understood that after a certain number
of refusals the THS was less likely to offer them jobs.
Tc a certain exteant, therefore, this measure serves as an
indication of a woman's availability for work during the
period in which she was affiliated with THS. Information
concerning jot refusals was obtained from the persomal
interview (Item 37).

QUESTION V - After reentering the work force
through THS: What were the personal evalu-
ations of the T S experience?

In order to address reentrants' evaluation of the THS
experience--five specific measures obtained through the
personal interviews were utilized. Each of the five evalu-
ations of the THS experience is described briefly below:

The value of the THS experience in gaining labor market
informatio.: - Each reentrant was asked to evaluate the
degree to which the THS experience enabled her to understand
the following items of labor market information: {a) salary
ranges available to her; (b) jobs for which she might
qualify; and (c) the types of companies hiring women with
her skills. Each item was rated from "very helpful" to "no
halp." A composite score was derived by summing the responses
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to each item, thus providing an overall measure of the degree
co which the THS experience helped her gain labor market
information. This information was made available through
Item 39 of the personal interview instrument.

The value of THS experience for improving skills -
Each reentrant was asked to evaluate the degree to which her
skills improved while affiliated with the THS (Item 35),
thus providing a measure of the on-the-job training gained
by working for the THS. This asgessment was rated from "a
great deal" to 'mot at all."

The value of THS experience in meeting employment
needs - Each reentrant was asked to assess the degree to
which the THS met her job needs (Item 44). The assessment
was in terms of meeting her needs ''very well," to '"nmot at
all."” :

The value of THS in terms of wages - Each reentrant was
asked during the personal interview to compare the wages she
carned while at THS to those she might have earned if she
had a permanent job (Item 43). The comparison was made in
terms of the degree to which TRS wages were '"'much higher"
to "much lower."

The overall value of THS: would the woman return? -
Each worman was also asked during the personal interview if
she "woulcd" or "would not" return to a THS urnder circum-
stances similar to those when she applied (Item 46).

QUESTION IV - In terms of subsequent labor
tforce participation in particular: Wwhat
tvpes of laber market experience transpired
subsequent to leaving THS?

In order to address this issue, information was
obtained during the personal interview pertaining to the
nurber of ronths a woman worked from the time she left THS
up to the time of the interview (Item 47).
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THE RATIONALE, SOURCE AND MEASUREMENT OF EXPLANATORY
VARIABLES

In deciding whether to work a woman will weigh numerous
subjective preferences and obligations in addition to assess-
ing the demand for labor. The ucterminants influencing
this decision differ from one woman to another, but research
findings indicate that certain determinants are more
important than others. Before indicating the source and
measurement of the explanatory variables relied on in this
study, a brief summary of other research findings is pre-
sented. These findings constitute the rationale which

prompted us to include certain explanatcry variables in the
regression models.

The age of a woman is one important factor in deter-
mining her labor force activity. Obviously, the physical
capacity to work is a function of an individual's age.
Moreover, in analyzing the amount of labor market experience,
age is important since it reflects the amoun% of time a
woman could possibly work. Especially in the case cf
married women, age also indicates where the woman is on the
life-work cycle. Female labor force participation rates
increase until the late teens or early twenties, decline
over the next eight to ten years, and then begin to rise
again. "For married women, the explanation for entry,
withdrawal, and reentry to the labor force liez, of course,
in their need to time their work activity to coincide with
marriage, child-bearing and child-rearing."3 Thus, inter-
related variables affect the relationship between agc and
labor force activity. Age differences may also reflect
differences in the value of a given stock of human capital.4

According to Kreps, ''The probability of a woman's
working is influenced first and foremcst by her marital

3Juniata Kreps, Sex in the Market Place: American
Women at Work (Baitimore and London: Johns Hopkins Press,
1971), p. 28.

’
*William G. Bowen and T. Aldrich Finegan, The Economics

of Labor Force Participztion (Primceton, N.J.: Princeton
tniversity Press, 1969), p». 1G8.
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status.'? Single, divorced and separated women have tra-
ditionally been more inclined to work than married women.
This is not surprising, given that most of the former are
probably the sole wage earners in the household and generally
have fewer household obligations. A key determinant of a
married woman's labor force activity is her children, par-
ticularly pre-school youngsters. Bowen and Finegan found
that children under six take precedence over -any other age
category of children in determining the labor force status

of women.® Their influence on a mother's labor force par-
ticipation is evident in a number of ways: children increase
the amount of work to be done in the home; they increase

the family's need for income, and older children provide a
possible source of assistance with home chores. While the
first has a negative influence upon a mother workin;, the
latter two increase the probability of her working. For
children between the ages of 6 and 17, the nation's educa-
tional system assumes responsibility for the children for

a large part of the day. With respect to pre-schoolers

and other children when not in school, alternative arrange-
ments must be found--relatives or friends, other household
members (e.g, older brothers or sisters), or formal day care
centers.

The more human capitzl possessed by an individual,
other things equal, the more rewarding we generally expect
labor market expcrience to be. An individual's human
capital can be viewed as a reflection of one's skills,
abilities, and knowledge. This is usually considered to be
the case for reentrant women as well as all others since
the greater their human capital, the greater the incentive
to participate in the labor market.

The relationship between education and labor force
participation has been considered in exploring the theory of
wage differences among individuals. In sum, this theory
argues that better-paying jobs are available to those who
have more education and training (greater investment in

5Kreps, op. cit., p. 18.
6pcwen and Finegan, op. cit., p. 98.

71bid., p. 96.

211
219



human capital), and because they can command high wages they
are more inclined to choose work over leisure.8

Many researchers’ have noted that wives are less
inclined to work as their husbands' incomes rise. Mincer,
and later Cain,11 examined not only the current level but
also the stability of the family's income. Distinguishing
between permanent and transitory income,12 Mincer concluded
that a wife's labor force participation is responsive to
declines in transitory income. On the other hand, Cain foun
that his measure of transitory income had a smaller negative
effect than permanent income on the wife's employment.

10

Closely tied to the notion of a wife contributing
financially to her family is the related possibility of a
wife working to insure a financial future apart from her

8T .W. Schultz, "Investment in Human Capital," America
Economic Review, Vol. 51 (1961), pp. l-17.

9Joan E. Crowley, et al., Facts and Fiction about the
American Working Woman, ERIC (Ann Arbor, Mich.: Michigan
University Institute for Social Research, January 1973),
pp. 12-13; Marion Gross Sobol, "A Dynamic Analysis of Labor
Force Participation of Married Women of Child-Bearing Age,"
The Journal of Human Resources, VIII (Fall 1973), p. 502;

Kreps, op. cit., p. 30.

103acob Mincer, 'Labor Supply, Family Income, and Con-
sumption,' American Economic Review (May 1960), pp. 574-583.

llglenn G. Cain, Married Women in the Labor Force: Ar
Economic Analysis (Chicago: University of Chicago Press,
1966).

12This distinction is based on the work of Milton
Friedman, A Theory of the Consumption Function (Princeton,
N.J.: Princeton University Press, 1957). Penwanent or
predicted income is inccme over the long run, based on the
husband's age, education, etc. The husband's transitory
income is the difference between the actual income and the
permanent (expected) incoue.
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: L ieimzrnt? commented, ". . . In this
day of unstable marrizgcs -_nan who refrains from working
during marriage is tz.aii risky position with her own
financial future and that of her children."

husband. As Bergman =i

(o

Obviously, anot .cr Izctor influencing a woman's decis-
ion to accept or rejec:t & job is the location of the job
relative to transportation. Using commuting time as a
measure of transportaticn, Parnes found an inverse relation-
ship between the tim¢ required to get to the job and the
degree a woman was attached to the labor market . 14

wWhile the detcrminants roted above may be important,
a woman's decision to work may also be influenced by

sociological and psychoingical factors:
They (women) worik not only to contribute to
the family's fundin;, [or gcods and services,
but for greater jcrsomal autonomy in spending,
for status insidc and outside the family, to

occupy themselves in an interesting way, to
meet people, to huve the excitement of being
in a contest for advancement, to reduce the
amount of houscwork tney do and to get awa{
from spending all day with their children. 5

Depending upon thv stage in a woman's life, other fac-
tors may prompt her to scek cutside employment: the frus-
trations of child-rearing or, conversely, the joys and
subsequent feelings ot loss once the children are no longer
dependent upon her way move a woman into the labor market.
Hoffman,l for example, has discussed the psychological needs

13garbara R. Berpuan and Irma Adelman, "The 1973 Report
of the President's Council of Economic Advisors: The Eco-

nomic Role of Women,'" American Economic Review (September
1973), p. 512.

Wparnes et al., op. cit., pp. 116-121.

lSBergman and Adelman, op. cit., p. 312.

161, w. Hoffman, "The Decision to Work,'" in The Employed
Mother in America, F.I. Nve and L.W. Hoffman (eds.)
(Chicago: Rand McNallw, 1963), pp. 29-30.
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of two types of younger married women which influence their
decisions to return to work after their youngest child enters
school. One type of woman was satisfied with her role in
the household as long as her children were at home, demand-
ing almost constant attention. This woman feels no longer
needed, dissatisfied, and afraid of growing old. A dif-
ferent type of woman felt continual frustration when her
children were at home. The pre-school years were marked

by deferred gratifications, restrained impulses, and force
role behaviors. The entrance of the youngest child into
school may provide a sense of release for this woman.

While theories have been developed to explain why a
woman participates in the labor market, no accepted theory
has been advanced to explain why a woman selects a THS.
Logically, a woman chooses a THS in relation to the unique
opportunities it offers: to work various places, evaluate
her skill potential, discover the availability of jcbs and
to determine if work is compatible with other obligations.
She might satisfy work-related needs by direct participation
in the labor market. But, through a THS she may satisfy
these needs more readily because of its transactional func-
tions. Her work experience with a THS, in turn, is likely
to be influenced by the reasons that prompted her to select
it in the first place.

The factors described above relate to the supply
aspects of women's labor force activity, but the probability
of a woman getting a job is conditioned by a host of vari-
ables on the demand side. The unemployment level plays a
major role, particularly to the extent that the discoura%ed
worker effect dominates the additional worker hypothesis 7
in female labor force participation. Size of the female
laber force, as well as the prevailing wage rates for women
workers, are two additional labor market variables which

17w .W. Woytinsky, Additional Worker and the Volume of
Unemplo,ment in the Depression (New York: Social Science
Research Council, 1940); Kenneth Strand and Thomas Dernburg,
"Cyclical Variation in Civilian Labor Force Participation,”
Review of Economics and Statistics (November 196%), pp. 378-
391; Alfred Tella, ''The Relation of Labor Force to Employ-
ment, Industrial and Labor Relations Review (April 1964),
pp. 454-469.
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interact with individual characteristics and conditions to
determine the labor force activity of women. Although such
demand determinants are important, the emphasis in this
study is on the supply side, i.e., the THS employee.

Given these findings, certain explanatory variables
were used in this study. Below is the source of each
varisble and the manner in which it was measured. Unless
otherwise notel, these variables are used in each of the
regression models.

Age - In this study, age is measured by three categori-
cal variables which classify reentrants as either 22-29,
30-44, or 45-54 years of age. The age of each woman was
obtaired from THS personnel files.

Marital Status - Marital status is defined in terms
of three mutually exclusive categorical variables: uwarried,
spcuse present; single; or separated, divorced or widowed.
This information was obtained from THS personnel files and

updated during the course of the personal interviews (Item
26).

Children - The prasence and age distribution of children
are encompassed within three categorical variables: those
without children, those with at least one child under six,
and those with children but none less than six. As was the
case with marital status, this information was updated at
the time of the personal interview (Item 28).

Crrriculum-Training - Curriculum-training is measured
by four categorical variables classifying respondents as
having followed one of four training paths: (a) commercial
only; (b) commercial to academic; (c) academic only; and
(d) academic tc commercial. Three items were used to con-
struct this variable: high school curriculum (Item &),
type of college (Item 7), and clerical training teken apart
from high school and college before THS application (Item 9).

Education - Education is also =easured in terms of
three categorical variables. In this case, reentrants are
classified as having: less than 12, 12, or more than 12
years of formal schooling (Item 2).
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Highest Manual-Clerical Score - The highest test scores
received on any manual-clerical exam (typing, shorthand,
etc.) are categorized as: (a) above average, (b) average;
(z) below average; or (d) did not take test. These data
were obtained from the personnel files maintained by the
THS.

Percent Household Incomel8 - The proportion of total
household income attributahle to the reentrant while affili-
ated with the THS i‘ actually deiined in terms of a continu-
ous measure. During the personal interview each reentrant
was asked to approximate the actual percent of total house-
hold income their THS wages represented (Item 36). For
purposes of this analysis, however, this variable has been
categorized as follows: (a) 1-5 percent; (b) 6-50 percent;
or (c) 51-100 percent.

Car Availablel? - On the application form each woman
was asked if she had 2 car avzilable for transpcrtation to
and from THS jobs. This information is simply classified
as a "yes" or "no" response.

Year of Application20 - It may be that those women
who applied to THS in different years had different work
experience because of year-to-vear differences in the demand
for labor within the local labour market. Hence, the year
a woman applied, which was obtained from personnel files,
was used as an explanatory variable essentially to opera-
tionalize the demand for labor.

18This variable is included in the models which per-
tain to the THS period and the post-THS period.

19This variable is inciuded in the models which per-
tain to the THS period only since the availability of a car
in the pre-THS and post-THS periods was not ascertained.

2OAlthough the primary purpose of this variable is
to capturc changes in the demand for labor, where it is used

to account for other phenomena its alternate use will be
explained.
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In addition to the above explanatory variables, some
of the dependent variables mentioned in this appendix
previously were used as explanatory variables. This is in
keezping with the longitudinal design of the study. We
assumed that a reentrant's work experience which transpired
in an earlier time period would influence her labor marke:t
behavior in future time periods. Where a once-dependent
variable is used subsequently as an explanatory variable is
clearly indicated in Figure 1, pp. 12-13.
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APPENDIX D

FACTOR ANALYSIS--REASONS FOR RETURNING TO WORK
THROUGH A TEMPOKARY HELP SERVICE

Reason Possible Reasons Chosen by Responcents

1 Opportunity to work various places--£for variety

2 Opportunity to meet a variety of people

3 Opportunity to evaluate my skill potential

4 Opportunity to learn mew jobs

5 Opportunity to discover what jobs are available

6 Opportunity to determine if working is compatible
with my other obligations

7 Was available for a temporary period only, was
reluctant to take a permanent job

8 Wanted to see if I would like working

9 Prefer temporary employment because of freedom
and flexibility it provides

10

Was seeking full-time employment but couid not
find any "
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BASIS FOR EXTRACTION OF FACTORS

Eigen- Percent cf Cumulative
Reason Value Variance Percent
1 1.87005 18.7 18.7
2 1.67115 16.7 35.4
3 1.53881 15.4 50.8
4 .97536 9.8 60.6
5 .83671 8.4 68.9
6 .72626 7.3 76.2
7 .70038 7.0 83.2
8 .63662 6.4 89.6
9 .55973 5.6 95.2
10 .48493 4.8 100.0

FINAL COMMUNALITY ESTIMATES

Reason Communality

.35757
.17603
.36519
.48958
. 14190
.30280
.26726
.19680
.38799
.39231
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UNROTATED FACTOR MATRIX

Reason Factor - Factor 2 Factor 3

1 .06060 .58236 .12146
2 .133*7 .38295 .10788
3 44253 -.09904 .39944
4 .55178 .22652 .36580
5 .37014 -.03826 .05852
6 -.D4613 -.41296 .36076
7 -.46184 .03924 .22896
8 .00192 -.34661 .27688
9 -.44509 .35611 .25113
10 .37633 .01315 -.50052

VARIMAX ROTATED FACTOR MATRIX AFTER ROTATION WITH KAISER NOR-

MALIZATION
Reason Factor 1 Factor 2 Factor 3

1 .18925 .18322 .53683
2 21132 .07637 .35431
3 .58189 -.04855 -.15567
4 .67371 -.06768 .17638
5 30479 -.22057 -.01865
6 .16632 .18149 -.49214
7 -.17658 .48216 -.06007
8 .15160 .10675 -.40302
9 -.11517 .56249 24152
10 -.06398 -.59927 .17058
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TRANSFORMATION MATRIX FOR THE ROTATION

Factor Factor 1 Factor 2 Factor 3
1 .72745 -.68041 .08866
2 .10794 .24108 . 96448
3 .67762 .69204 -.24882

FACTOR SCORE COEFFICIENTS

Reason Factor 1 Factor 2 Factor 3
1 11441 .11581 .34322
2 .08804 .04259 17422
3 .3255¢ -.00250 -.11635
4 46574 -.00564 .12750
5 .11814 -.08922 -.01447
6 .11651 .11130 -.29851
7 -.07690 .24436 -.03602
8 .07838 .05978 -.21370
9 -.04557 .34667 .16419

10 -.07737 -.38286 .11883
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