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Preretirenent Work Options:
Evaluation of a Part-time Employment
Experiment

ABSTRACT

» The evaluation of the Preretirement Work Options Project had two X
objectives. First we determined the extent to which older full-time
Wisconsin State employees are interested in reducing hours of work before
retirement. Second, for 30 workers who actually reduced their hours of
work, we measured the impact of that reduction on jcb satisfaction, productivity,
job tenure and on the attitudes of their supervisors towards older workers.

Approximately five percent of workers indicated interest in reducing
their houis of work within the next year. Another two percent indicated they
would work part-time if given assurance they could return to full-time work.
Whether others would also be interested in such work options depends upon the
strength of their concern about changes in fringe benefits that might follow
from a reduction in hours of work. There appears to be some.misinformation
about the effect of changing work hours on health and life insurance benefits.
With correct information another small percentage would work part-time. The
majority of workers interested in part-time work, would actually reduce their
hours: of work, only if there were some sort of financial, offset to the loss in
retirement benefits (including social security) that would result. The vast
majority of respondents cite loss in future retirement income as a major
concern in altering their current work and retirement plans.

Looking at the reasons why some workers are interested in reducing their
hours of work, we find that part-time work may be an avenue to address growing job
dissatisfaction and declining health. Thus broader work options would permit
the continued employment 5f employees who might otherwise retire because of
growing dissatisfaction or i1l health.

-

The major impact of an alternative work options program would probably
be to allow workers to extend work beyond their expected retirement age. Our
data indicate a desire on the part of the majority of workers to work longer
than they nbw expect to. That these wishes are not idle dreams is suggested
by information on changes in retirement age that actually occurred when the
state's mandatory retirement age was raised from 65 to 70 and on the large
number of retirees who have actually worked in non-state jobs following their

retirement from state employment, -

We found that actual reductions in hours of‘work-broduced few changes in
job satisfaction, job performance or supervisors’ attitudes during the

demonstration project, There is some indication that participaat workers were «
‘a special group whose work attitudes might have both enabled them to arrange

for a reduction in hours of work and determined their rather high job satisfaction
both before and during the evaluation period. The maintenance of job .
sutisfaction and job performance .for both project participants and the control
group of workers may indicate that workers adjust to the work situation in

which they are likely to remain. At the same time, there are no major costs

in terms of job performance if the reduction in hours of wotk is granted and
supervisors who are willing to allow changes in work schedules are not
disillusioned by their experience with older workers working part-time.

U'lf 1
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We conclude that a phased retirement program would benefit about
five percent of older state workers by allowing them to reduce their hours
of work prior.to retirement. Such a program would be particularly attractive
to workers seeking ways to combat deteriorating health and adjust their
working lives to growing job dissatisfaction. It is clear that the
retirement system is a major barrier to more interested workers reducing
their hours of work. If the double penalty imposed by the state retirement
system against workers choosing to reduce their hours of work prior to
retirement were eliminated, more workers who are interested in part-time
work might consider this option seriously. It is clear from our data that no .
change in job satisfaction, performance or supervisors' attitudes stemmed from
older workers reducing work hours. Finally there is no indication that supervisors
represent a major stumbling block to workers reducing their work hours, though ¥
it may be that barriers exist for individual workers or jobs and that state
.policies limit the willingness or ability of workers and supervisers to
introduce part-time work scheduses.

¢
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Prefdce

)

Tht?‘report details the results of an evaluation of the Pre-retirement
Work Options Project (PRWO) developed by the Alternative WOrk Patterns Undit
(AWP) of the Department of Employment ReLations\of the. Wisconsin State
Department of Employee Relations (DER). Tm}eipprect'was designed to
evaluate the interest” of older state workers. in reducing their hours of
work prior to retirement and the effect on job satisfaction and performamce '
of a group of workers who reduced from full time to part time work. The
AWP-DER unit was responsible for recruiting workers into che project and
for orienting workers and their supervisors to the requirements of
participation. The evaluation of the project was undertaken by a §taff
at the Univers;ty of Wisconsin headed by Dr. Karen C. Holden, Department of
Economics and Dr. Timothy W. Bosworth, Industrial Relations Research Institute.

The evaluation was conducted in two stages, First,we surveyed all
Wisconsin state workers age 55 or older to ascertain their interest in
reducing hours of work and to obtain demographic and economic data that
would enable us to explain why some workers were interested in part
time work options while others were not. Second, we were responsible for
evaluating the experiences of 30 workers who were part of the demonstration
project to measure the impact of reducing hours of work on job satis-
faction, job performance and attitudes of their supervisors towards older
workers.

During the first two years of the projent we developed the required
survey instrumemts and analyzed the data we collected from these surveys
on older Wisconsin state workers and the 30 pr;ject participants. Only
after all participante were on board were we.able to identify the control
groups of workers and supervisors and begin the analysis of the effects *

of part time work on job satisfaction and performance. Thig effort

occupied the final stage of the project.

vt '19
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In addition, at ygrgous stages of the-proje&t the AWP-DER unit re-

quested that we assist them in developing surveys and analyzing data on

.
.

other worker groups. The largest of these was a survey of
recipients of Wisconsin State Retirement Fund annuities. We also advised
on a survey of full-time workers over 65 and coded and tabulated these

data.

»

Dr. Bosworth had overall responsibility for the administration
of the project. He was also primarily responsible for the research design for the
demonstration project anq the development of all re&uired surveys. Dr.

Holden's major responsibility was the development oflthe older worker
survey and the analysis of that data. Thomas Mattern and later Stephaaie
Green were in charge of interviewing participants, coétrol group workers,
and their supervisors, and Ms. Green participated in the final analysis

and writing of the final report.

This report ;s divided into four sections. In Section I we describe
the origin of“the project and Fhe issués addressed, and we discuss the
literature on part-time work. In Section II we analyze the interest of
older workers in part-time work ana the reasons why some are not willing
to reduce hours of work wiile others are. At the end of this section we
also provide some information on the willingness g? retirees to work
part time. In Section III we presenqldata on prcject participants, their
supervisors and the control groups of workers and supervisors. In this
section we attempt to answer the questions of whether the reductioh in
hours of work alone Qgs a measurable effect on job satisfaction and
performance. Section IV presenté our conclusions and recommendations.

Several people have assisted in the project and for their time and

insights we are grateful. Susan Meives, now Senior Staff Associate,

4
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University of Wisconsin System, advisad us at the very early stages,
sharing with Us her experiences gvaluqting an earlig£ Job-sharing

- demonstration project for DER. Randy Dunham, School of Busina2ss, helped
develop the job performancelmelsures. David Zimmerman, Mathematics
Policy Research, Madison, advigsed us at several stages during the first
£WO years of the project. Finally we wish to thank the AWP-DER unit
staff, specifically Mary Cirilli, and Diane Lindner for their work in
developing the idea for this project, ﬁary Mullen for her work in keeping
track of project details, and Wanda Duborg, Dorothy Schmidt, and Kath-

_ ryn Moore for their work with participant~recruitﬁent.
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Is Introductjon
A, Background‘

Within the past few years iﬁterest has grown in the‘econ;mic and
social advantages 9f part-time work and in programs that would increase
part-time work opportunities. Iqtroduction of part-time work on a broader
scale could have important public policy implications. Some observers
argue that increased use of p;rt-time employment could reduce the number
of persons unemployed and the costs of periods of unemployment to the
individual and to society. For example, Levitan and Belous (1977) argue

\

that if only ten percent of a11\fu117time workers reduced their work week
to four eighé-hour days,. up to two millionr new people could be put to work.
Other proponents maintair that widespread use of part-time employment

vould increase employment among individuals whose physical disabilities,
home and child-care obligations or inadequate job skills limit their
ability to finé full-time émployment. Groups thgt would be most advantaged
by an increase in part-time worK opportunities include workers near retire-
‘meng age, already retired workers‘who wish to supplément pension income,
women with young children and teen agers. Advocates of part-time work also
argue that, in general, p;rtrtime workers sre more productive and satisfied
with their jobs than are full-éime workers (Foegen, 1976; Nollen et al.,
1976). Part-time wofkers are also less likely to Au}t, be late or be
absent from work (Greenwald & Liss, 1973; Hallaire, 1968; Olmstead, 1977;
Werther, 1975),

Other adyéntages attributed by various gsources to part-time employment
include éhe more efficient coverage for periods of peak workléih (Nollen
,and Eddy, 1975; Nollen et al.., 1976: Olmstead, 1977: Stewart et al.,

1975; Werther, 1975), better utilization o} capital equipment (Nollen
and Eddy, 1975; Nollgn et al., '1975; Werthe;, 1975), better public

image (Foegen, 1976), aid in meeting affirmative action requirements ~

oo 1
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(Martiq, 1974§ Nollen et al., 1976; Olmstead, 1877), and the ability

to empioy a higher quality Qork force at lower labor costs (Schwartz, \
1974; Owen, 1977).

. Thus, contrary to the expres;ed concerns of employers about the higher
labor costs of hiring more part-time workers, it is argued that allowing
‘wo;kers to work part-time Aight actually improve worker productivity and
reduce per unit\éutput costs. The reluctéﬁce of employers to experiment with
part-time work on a wider scale than sucﬁ jobs are now offered stéms in part
from t@e lack of rigorous empirical rgsearch to support the aréument of

cost advantages to hiring mofe part-time workers. Many firms; in fact,
anticipate that increased use of part-time workers }dll ne;essitate more

time devoted fo recruitment end training, more supervisory time, greater
employee compensatioﬁ, higher facilities costs, anh more comaunication
problems between part-time ;orkers and their supervisors or full-time workers.
Again, little empirical evidence exiéts with which to calculate the magnitude
of these cost increases. Meives (1979a), however, points out tﬁat without

any contradicting evidence it 1is these expected costs that will act as con-
straints to the increase in part-time worg, even though for some firms these
costs may ingfact be small or non-existent,
" 1t is also argugd that part-time employment is now more feagible btecause

a number of labor ma;ket developments, particularly since World War II, have
. i . v .
increased the potentiial for greater job flexibility. One such trend has been

a shift in employment towards service work, notably the rising demand for
clerical and repair service workers. According to this view, service work

can more easily be divided among several part-time workers than is feasible

)

in other occupaf:ions (Cohen and Gadon, 1978).

"

The entry of women into paid work may also have forced a shitt towards

greater qymbers of part-time, jobs. Betweéé 1947 and 1976, the percentage

of women in the labor force more than doubled with women workers accounting -

w5 . 1;3
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for sixty percent of the total labor force growth during this period
(Clark, 1977). Work by mothers of young children has recentiy grown

most rapidly with 50.2% of wives with children under 18 working in

1978 compared to only 39.7 1; 1970. 1In part, the }harp increase in the
number of women working part time was a response of employers to the grow-
ing demand of women workers who wished, or were able, to work paft—time.
It may also be that increases in part-time work opportunities, a result of
occupational shifts in the supply of jobs, induced women who otherwise

would not have done so to seek paid employment (Meives, 1979b).

Other economic changes have also been asaocil}ed<wi£h thé obsecrved
increase in part-time employmept. Higher educational attainment levels
may have resulted in a more mobile labor force, with workers demanding
greater job flexibility and less physically demanding job options .

é

Finally, the growth in government and private income security

programs has increased the number of persons subject to the earnings limits

of these programs. Such provieiong limit the earned income that benef@c}aries
can receive without finding their benefits reduced, thus encouraging some

to work limited hours in order to retain benefits. The sharp decline in the
percentage of older men at work has been attributed in part tc the earnings

| limit on social security beneficiaries (Burkhauser & Turner, 1980; Clark & Barker, |
1981)., "Hcdepartureofmenfromworkhasbothincreaseﬁthecostsofthe social
security program while reducing the inflow of revenues to support benefits

to retirees and their families. Part-time work 1s seen as a method of
satisfying the demand for part-time'work by retired beneficiaries, while
continuing to utilize valuable worker skills and increasing social security

revenues,

Together these demographic and economic developments have encouraged
~

4
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the spread of permanent part-time work. A better educated population,
buffered by more effective social security mechanisms have demanded more
flexible job options that meet their desires not to compromise health,
family‘and non-work goals to full~time employment. At the same time,
higher unemployment among some populgtion groups, the sharp rise in the
costs of income support programs, and the rapid growth in the percentagg
of workers retiring early has led to the search for ways of enéouraging v
the employment of more workers. At a time of limited growth in jobs, part-
time work is one solution to this dilemma.

Some workers have always worked part-time. In 1965, 16.4 percent of
workers worked less than full-time. This percentage was higher in 1974
when 18.3% worked part-time, 15.5% for noneconomic reasons. In 1980
18.7 of all workers worked part time (14.4%‘for noneconomic rcasons.) The
unique element in the current debate over part-time work is the emphasis
on providing part~-time work opportunities éo all types oi workers, and on
the success of public programs that would encourage part-tiuve work options
as a path to accomplishing desired social goals. While statistics are sparse,
it is clear that many firms have introduced flexible work schedules for their
employees, though it is equally clear that only a small percent of ;ll workers are
affected. While only a portion of the alternative scheduling arrangements
are part-time, most flexible work programs include the possibility of
reducing total weekly hours of work (Clark, 1977).

Despite the growing interest in part-time work programs, there are
few data with which to evaluate whether government programs that either encour-

age or mandate greater part-time work options would actually incrgase the

13
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number of persons who would chooge part-time over full-time work. 1In an
attempt to evalu#te the attractiveness of part-~time work options for em~
ployees approaching the retirement age, the Wiscon;in Department of Employment
Relations undertook the Pre—ketirement Work Options (PRWO) project. This
project set up a demons;ration pProject and measureh the impact of redﬁcing
hours upon tﬂe 3ob satisfaction and performance of workers who actually
reduced from full-time to par%-time work. The PRWO project grew out of
an earlier effort, Project JOIN (Job Options and Innovations), which Greated

»~

117 new part-time, job-sharing positions. Contrary to the expectations

of JOIN researchers, the{e was little interest on the part of older workers
in part-time work. A desire to discover the reasons for this low response
by older workers and a suspicion that workers of diffent ages .might react
differently to alternative job options,\léd to the funding of the PRWO
Project, targeted specifically on workers fifty-five years of aée or older.

. i ‘
B, Literature Review

Interest in Part-Time Work

While many sgudiea of part-time émpléyment asser;‘that part-time work
would be attractive to workers hear retirement age as well as to already
retired workérs, few provide any empirical evidence by which to evaluate
these claims, There are only a limited number of ﬁtgdies that specifically
focus on the interest of older workers and retiree; in part-time work. At
the same time, studies of part-time workers in generai do provide gome in-
sights into the variables that may affect the interest of older age workers
in part-time work, particularly in the option of reducing ho;ra from full-time
work, and these studies we also review.

In evaluating Project JOIN, Meives compared the responses to a question-
naire of project participants ({.e., shared job holders) to those. not hired
by the project and to those who ;ontinued to work fulletime. The que;tion~

naire was deliined to obtain data by which to evaluate the kind of person-

-
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most likely to be interested in pert-time work and to £ind out whether
those who preferred part-time work could be differentiated from those who
preferéed full-time work. Meives concluded that people with ; preference
for part-time work form a separaée group in the labor market, a group that
{s distinct from workers preferring to work full-time (Meives, 197%a).
Although she was unabie to specify differences among age groups in their
response to part-time work options, it is clear from her results that
non-workers are more likely to respond to such opportunities than are
workers currently employed full time.

Anschell (1980) examined the retirement plans and behavior of a
sample randomly chosen from 607 Unifersity of Washington staff members
56 years of age or older and of 352 retirees. ‘The study focused on atti-
tudes, interests, and work-related characteristics and behavior of workers
approaching retirement. Persons who had at some time considered working
part-time as a step toward retirement were more likely to have a strong
job orientation (as defined by Anschel], and based bn‘responses}x>questions
concerning the importance of thé job in meeting psychic needs.) These
with higher job classifications expresaéd more interest in working part
tige. Many, however, were deterred from reducing their hours of work

because they did not want to sacrifice retirement service credits. -Respon-

dents who indicated interest in changiné to a part-time schedule "at this

time" were by and large professibnals and were more likely to be married.
As did pefsona who had at some time considered reducing hours of work, . .
persons interéated iq making the change 'now" pl;nned to retire at a younger

age; however, they also thouéht that working part-time would enable them

to continue working for a longer time. Anschell also found thaé those

{nterested in reducing hours "now'", reported problems on the job in dis-

proportionate mumbers, particularly problems with their supervisors. Con-

rtionate desire of professionals to reduce their

sistent with the dispropo
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hours of work, workers currently on part-time schedules tended to be in

higher level jobs. These part-time workers also tended to see their jobs

as less ﬁmportint inmeeting their needs, obtained less satisfaction from

their work, but also experienced fewer work-related problems that did others.

Finally, Usher, from a survey of 333 older public and private sector

employees in Los Angeles County, concluded that there was a strong interest

in alternative work options as a means of extending their working lives.

About 53 percent indicated an interest in delaying retirement if attrac-

tive part-time options wire available. Although this study dealt pri-

marily with interest in delayed rotirement, Usher discovered that interest

in part-time work was quite high though conditional upon. specific wage

and pension policies associated with each employment option (Usher,

1981).
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Job Satisfaction of Part-Time Employees

When one searches for data on the effect of part-time work by older
employees on job performance, attendance, records, job ;ltisfaction, and
on firm costs, one finds that virtually every study conducted to date
has dealt with part-time ;orkers in general. Hence there is virtually
no information on retirement-aged workers. Nevertheless, because demon-
stration project dé:a bear directly upon performance and job satisfaction
issues, we will briefly review some of these studies.

Logan et -:al., 1973) compared the job satisfaction of part- and full-
time nurses, aides, ;nd clerical workers in a weat(coast hospital. This
study found no significant differences between part-time and full-time
workers in overall job satisfaction though there did seem to be differ-
ences in the way part-time and full-time workers defined the determinants
of job satisfaction. Part-timers viewed their jobs in terms of what they
could expect‘from other part-time jobs; full-time workers compared their

jobs to other full-time jobs. Also, full-timers expected much more from

.

" their jobs than part-timers. . \

Hall and Gordon (1973) examined job satisfaction for a sample of women
on mailing lists of various women's organizations, college alumni clubs, and

in various college graduating classes. The researchers hypothesized that

. women who are doing tasks they prefer would be more satisfied than those

women who wére involved in jobs they did not grefér. Hall and Gordon
classified occupations as part-time or full-time housewife, volunteer worker,
or paid employee. Though fewer than half of the questionnaires were returned,
the analysis of the useable responses supported the original hypothesis in all
four non-employment categories, but not innthe employed categories. Women
working part-time for pay had the lowest level of job satisfaction, even when
they were doing tasks they preferred, and the job satisfaction of women who pre-

ferred not to be doing.what they were doing was the lowest among part-time

1y
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workers, Hall and Gardner speculated that part-time employment represented
only a p;rtial resolution of the woman's conflict between home 1life and a
career., The low ;;aponse rate is only one problem which limits the useful-
ness of this study for comparing the role of part-time work as a means of
increasing job satigfaction among workers who would voluntarily choose
part-time over full-time work, Many of the female respondents in the Hsll .
and Cardnerstuiywere clearly not voluntary part-time workers. Thus,.

while part-time work may have been preferred over the most likely alter-

native (e.g., not working), many would have chosen a differeng job 1if

-

given the cpportunity.
In her F;aluation of project JOIN, Meives (1979 a) comp%red the effect
of voluntary part-time work on job satisfaction. She found that JbiN
participants were much more highly satisfied witﬁ their jobs fhan were
persons who applied for ahared’jobl but were subsequently hired into full-
time positions. However, JOIN workers were also more satisfied than we;e
those ‘who wére subsequently hiréd into other part-time gobs,'as they
preferred to be but were not included in the JOiN demonstration project.
This suggests that there may have been something unique to participation
in project JOIN jobs which were more satisfying or that an ability or taste

for work factor not taken into account by the research may have led both to

being hired into a JOIN position and to subsequent greater job satisfaction

»

on the part of participants.
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Productivity of Part-time Fmployees

As ih the case of the job satisfaction literature, the material on
productivity is rich {n essertion (Nollen et. al., 1976). Most writers
maintain that part-time workers are at least as productive ss full-time-
vorkers, and to Justify those judguents they bring to bear 3 number of
entirely plausible reasons. Among them are the following: & person can

_work ‘harder for four hours & day than for eight (Greenwald and Liss, 1973;
Werther, 1976); part-timers don't get as tired, spend less time socializingt
and have broader life experiencesa(uartin, 1974); 'less time is wasted on the
Job (Stevart et. al., 1969), and part-time workers have higher morale which
leads to higher productivity (Foegen, 1976; Olmstead, 1977). As is also the
case witﬁ the Job satisfaction literature,'most of it is short on dats.
Nevertheless several studies are based on empirical research. ‘

The first of these revi;ved here is an evaluation of an expeer;nt%j’
carried out in the Boston Public Wblfa?e Department in vhich fifty parﬁé;l;e
social workers were hired to f£ill twenty-five full-time slots. Each pprtftime
worker received a case-load and full responsidility for that caseload. The -

research concluded that part-time social vorkers vwere more productive than

Part-tire workers
{ .

carried forty-two cases per worker compared'with seventy-eight cases per

tuil-time workers when compared on & work per hour basio.

vorker for 364 full-time vorkers. In sddition, part-timers had eighty-nine
percent the full-time face-to~face cpntact rate. While this at;dy seems to
show that part-time vorkers are gcre productive than full-time workers vhen
m?asured in terms of cases carried per workers and the number of face-to-face
éontcctl, the reasons for this ars not clear because the number of hours
worked and the quality of work was ignored. (Part-Time Social Workers in

Public Welfare, 1971).

21
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A second experiment was undertaken by the/Department of Eeal‘h. Education,

and Welfare, 'In 1967, HEW established the profellional and executive corps,
& group of "highly qpuliried individuals" who wighed to work less than full-
time. Productivity mealureu_ror corps personnel, dased upon supervisory
ratings and corps members' opinions Vere compared with those of full-time
employess working in comparable grades and occupations, Corps' members
productivity w;l fifty-five percent higher, on a work Per hour basis, than
comparable full-time employees, s finding that seems té shovw that part-timers
are more productive than full-timers, waever, the productivity of corps
nmembers vas forty-two percent higher thun non-corps partntime wvorkers, & fact
which lugsest: that corps members may have been atypical.- Thus, this study
does not provide clear-cut evidence ir support of increased productivity for
lggrt-time employees (Howell and Ginsburg, 1973).
Meives (19793) addressed the productivity claims in some detail. Meives
used four sets of data to evaluate the efrects of plrt-time work upon
L productivity: the opinions of supervisors. who had actually supervised Jéb
sharers on both full- and part-time Jobs, the perceptions of the euployees
thenselves, comparisons of JOIi vorkers with full-time workers in comparable
Jobs, and performance evaluations or'lupeégigofs of job sharers and full-time
incumbants. Meives found no support in h;é’d;ta £or the claim that part-time
vorkers were more productive than ru;;-time workers, but she did find that
both supervisors of Job sharers and employees themsel%es thought there was
an improvement in performance when full-time workers reduced their hours,
Meivcl' study differs slightly from most job satisfaction studies because
zhe went beyond simple comparisons between full-and pari-time workerl'
productivity and examined the impact of the actual reduction of hours upon

productivity .

v )




Supervisors' Attitudes

Little attention has been given in the literature to the attitudes
of'supervisors,and,employerl to part-time employment. Greater knowledge
about these attitudes could provide some insight iﬁto the principal

barriers to increased part-time work, and the potential role of researchers

in providing'data by which to support or refute the claims of employers -

about the effect of increased part-time jobs on exployees and firm per-
formance.

Anschell interviewed 69 supervisors for their views on employment of
older workers., Supervisors felt older workers tended to be motivated,
stable, reliable, and diligent, In addition they felt that older workers
had greater skill and were more familiar with the work than were younger
workers. A principal shortcoming of older workers according to supervisors
was their rigidity of attitude and intclerance of new ways of doing things,
Supervisors disagreed about whether or not older workers took more sick
leave than younger workers; however, the aﬁthor found that sick leave records

of older workers were not notably different from those of their younger counter-
parts.

Evaluaticon of the Literature

While many claims are made about the advantages and the higher

costs of hiring part-time workers in place of full-time workers, there has
been little empirical research undertaken to support or refute these claims. 4
Second, what literature there is is not consistent {and often not even ex-
plicit) in defining the standards against which the pérformance of part-time
workers is being compared. Some compare it with the performance of other
workers, either full or part time; a few look at the performance of workers
in full~time jobs versus the performance of thoseé same workers in part-time

jobs, and still others compare the worker's current part-time job with some

) | 23
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preferred jobs, that may be different among the studied individuals.

Whila each comparison might have its rationale, it is clzar that the

contradictory conclusions of the few empirical studies available arise

in part becguce~of the differént questions being asked. Finally, there

has been inadequate attention given to fhe 1mportance'9f type of job and v
worker in detefmining employer attitudes towards part-time work and em- ‘

ployee performance in part-time versus full-time jobs. Meives' study s

suggests thaf type of workers, particularly age and family status, may

have been aK important variable determining the outcome of part-time

work projects such as JOIN. Some of the studies reviewed above also suggest

Ehat occupation may have some influence.

Because older workers did not respond to project JgIN as had been
anticipated and 1little literature existed to tell us vhy, a follow-up
study (PRWO) was designed by thg,Departmént of Employee Relations to
examine the interest of older employees in part-time jobs, and as was
done with project JOIN, the effect of reducing hours of work on job satis-
faction and performance. This project attempts to evalLate the interest
of older workers @n reducing hours of work from fuli- to part-time, and to.
compare job satisfaction and productivity of each worker on their former
full-time and current part-time job., It is important to emphasize that
the questions posed by the PRWO project are not aiways c;mparable to thoce
of the studies cited above, Even though the PRWO project grew out of
,project JOIN, the yuestions asked by JOIN and this project are not the same.
While reading the research results reported in the remainder of the report,

-

the reader is cautioned to hold in mind the particular comparison being

»

made. While we were often tempted to make sweeping statements about the
results of part-time work in general, we felt it important to limit our
conclusions to those based on our data about the effects of part-time work on

the group being studied, Thus, our goal, which is not consistent with all

- 2
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the literature on part-time work, is to compare the effect on workers

and the work-place of having older workers reduce hours of work from

" fell to part time.

C. The Preretirement Work Options Project (PRWO): An. Overview
The Evaluation of the PRWO has two purposes. First, based on data
from a sample of older workers in Wi;gonsin State service, it estimates
the level o? interest among Wisconeiﬁ,stafe eméloyees in reducing from .
full-time to part-time work, and tries to explain why some older workers
are interested in reducing their hou;s or work, while others are not. !
Secoiid, we eva}gate the experience of a group of workers who elected to
take part in the demonstration project in order to measure the effects of
reducing work hours on the satisfaction and.productivity of older workers.
The questionnaire sent to all workers over 54 who were employed in November,
1980 by the State of Wisconsin and the demonstration project were designed

to test the following hypotheses.

1. Many older workers are interested in reducing from full to part
time work.i
2. 'Interest on the part of older workers in“réducing their hours of
work varies inversely with the loss in retirement benefits that would result
from the decision to reduce hours of work prior to retirement. In addition,
health conditions, job satisfaction, and type of job held affect their willing-
ness to alter their hours of work.
3. Job satisfaction will increase for workers choosing to reduce to 4

part-time work, compared to their job satisfaction prior to this reduction

in hours of work.
: <
4. Job satisfaction will be higher for workers who were able to reduce

their hours of work than for those workers who expressed interest in doing

so but did not reduce hours,




- 15 - ‘
5. Workers who reduce their hours 5f work will continue on their
jobs for a longer period of time than will workers who wanf;d to shift from
part~time work but did né%.
6. The productivity of older workers who re?uced their hours will
stay the same or increase compared with their gfoductivity prior to re-

e

ducing their hours of work, N

X

7. As their experience with supervising older workers in part-time
positions increases, supervisors will become more favorably disposed towards

\

older employees reducing their working hgurs.

A questionraire mailed to 6,700 workers aged 55+ (hereafter, the older
worker survey) supplied the data needed to test hypotheses 1 and 2. The
remaining hypotheses were tested with data collected on ;roject participanfl
and a controllgtoup of non-participants. Hypotheses 3 and 4 were tested
using job satisfaction éata cbtained for project-parti;ipantl and the controls
from the older worker survey at the beginnin§ of the project and a follo;-pp
survey administered at the end‘of the‘yroject. We tested hypothesis 5 by
observing both participants and control group workers during the life of the
project, and noted any changes in actual or projected quits and retirements
by the members of each group. H;pothesis 6 was tested with data from two
performance appraisals by supervisors for each project pafticipan}; the first
complefed for'eachApéfticipm t prior to the reducgion in work hours and the
second done six months i;ter.‘ Wé discuss all surveys and interviews

in the appropriate section of this report, and copies of each instrument

&
have been placed in appendix A.

o}
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II. Determinants of Interest in Part-Time Work

A, Interest in Reducing Hours of Work Before Retirement

Because”the Department of Employee Relations of the State of Wisconsin
(DER) was interested in estimating thq‘relponae by older workers to a pro-
gram encouraging state employees to seek a reductign in hours of work, the
older worker surveijas designed to ascertain whether current full-time workers
wou%d reduce hours of work on their current jobs if given the option to do so,
and the characteristics of workers who would and would not respond to such
an épportunity. The older worker survey was mailed in late December 1979 and
January 19380 to 6,700 employees 55 years of age or older. With one follow-
up of non-respondents, a 62.5 percent response rate was obtained. The question-
naire, which also collected data on expected retirement age, previous work
experience, current job élassification, present income and health, and oﬁ the
bost-retirement work and expected income of each respondent, is reproduced
in Appendix A,

While there are no measurable differeécel between the mean characteristics
of respondents and population surveyed, it mﬁy be that those workers who were
more'interested in reducing their hours of work were more likely to respond.
This potential source of bias cannot be measured, but may bias our results
such that we overestimate interest in part-time work. Response rates and
response bias are discussed more fully in Appendix B,

Table 1 gives the mean value for some of the salient characteristics
of respondents, In general, théy are a relatively young and healthy groun

of workers., They have worked close to 16 years for-the state and plan to

retire in 5 1/2 years. It is important to note the high percentage of female
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Table 1

' 1
Respondents' Profile

Characteristic

P

Mean Age
Mean Income

Gender
Percent Male
Percent Female

Marital Status
Percent Married
Single, Widowed, Divorced

Mean Number of Years Worked for Stqpe

Mean Number of Years Before Planned
Retirement Age :

Occupational Distribution
Percent Administrators
Percent Professionals
Percent Technicians
Percent Protective Service
Percent Para~Professionals
Percent Office-Clericals
Percent Skills Craft
Percent Service-Maintenance

Residences of Respondents
Percent Madison or Milwaukee
Percent Rest' of State

Health Level
Percent Excellent Health

Percent Good Health
Percent Fair Health
Percent Poor Health

Mean Education

1 Profile for 3691 full time workets who responded to the
_ Older Worker Survev Numhars mav he different from those
given in Appendix B since the latter includes respondents
working less than full time who.were included in the

?opulation surveyed.

~

28

58.78

$17,500

58.1
41.9

74.1
25.9

15.88
5.53

5.54
26.60
4.32
5.62
10.49
15.73
3.68~
17.66

'32.70

67.30

33.90
57.10
8.30
0.70

12.25

o>
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workers (42 parcent are women) and the fact that retirement is expected
2

to occur at a mean age of cfole to 64 (although 16.5 percent of respondents

expect to work beyond 65.) A more detailed profile of the respondents is <rk7
v

-

included_in Appendix C. .

Est;matec'of the }evel of interest in part-time work were d;rived
from the responses to three questions on the older worker survey (Qu;stionu
16, %], 33 (see Appendix A))?‘ We obtained a rough indication of the number
of full-time workers interested in reduhing hours of work from their answer
to tgf first of these ("If you could choose would you, within the next year,
reduce the number of hours you work in a week?"). Table 2 glves the number
and percent of full-time workers responding positively and negatively to

this question. Slightly over 21 percent indicate they would reduce their

hours of work in the near future if given the opportunity to do so.

Table 2

Regponses to Question #16

Response ﬁ ’ Percent
Yes “ ! 711 20,8 <
no 2701 4 79.2
total 3412 ! 100,0

From the answers of respondents to Question 17, however, it is apparent
that interest in part-time work cannot be accurately meéoured by a simple
yes/no answer and tpat many workers would reduce their hours of work only
under certain circumstances. The conditions that would have to prevail in
order for workers to find a reduction in hours of work attractive were indi-
cated in Question 17 and permit us to refine our estimates of the number of
workers who might reduce hours of work if. the opportunity were offere&, but

other things did not changef Table 3 shows how workers were classified by

IOf approximately 4100 respondents, about 17 percent were excluded because they were

already part-time workers, limited term employees or acted as consultants or
because they did not answer the question indicag}ng their interest in part-time

. work, ' <4 .




- 19 -

iatcrest group,‘based on the combination of their answers to

Dutsfions.16 and 17. The latter question listed several options
' f‘uriudigg an” "other" category) that workers were asked to

check 1f guch a change wéuld cause them to change from full- to part-
’ ¢ {me work.® These options were (1) under no circumstances; (2) if there
Tige no logg in health or life insurance benefits; (3) if there were no
Teadoin sick leave or vaca%ion time; (4) if they could collect full retire-
. “enefits while working reduced hours; (5) if they could return 4o their

r.vent hours during the first year; (6) if they could train for another

e oF job at the same time. We assumed that workere who answered "no'
) Q;rntlon 16 but checked one or more circumstances in Question 17 wd;ld
¢t Lo interested in reducing hours under current conditions, but might be

tntereated 1if one or more of those circumstances changed.

. Table 3.~

Jlassificatien ef Respondents by Answers to Questions 16 and 17
Response Whether or not Whether or not '
2w o Question checked "under no checked a circum- Manner
Mo $16 circumstances" in #17 stancé in #17 interpreted
) yes - no no absolute yes
‘ s no no/yes " no absolute no
» } yes no yes .qualified yes
4 no no yes . qualified no
% yes yes no inconsistent
b yes . yes yes inconsistent
’ no yeos yes inconsistent

#-spondents fall into seven groups. Groups 5, 6, and 7 k10.1 percent of
a4 ;cap;nding to Ql6i gave inconsistent answers and thereforz were eliminated
* ar. the analysis. -Group 1 consists of workers who gave an unqualified "yeat%

un,tion 16, indicating their interest in Eeducing hours of work given‘
i elz.aumstances under which tﬁ?y wo?ked. At the other extreme are wotrkers

Suraup 2) who gavetan unqualified "no" response to Question 16. These workers

wnld be uninterestad in reducing hours of work even if present conditions

Jy
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changed.* 1In between are two groups of workers who would under some-cir-
cumstances reduce their hours of work. While it could be argued that the
two groups should be combined, it is important to note that they gave dif-

ferent responses to Question 16. While workers in group 4 answered "no"

.
-~

to Question 16, they checked at least one circumstance in Question 17.
These workers gave a quélified "no" response, meaning that under present
.circumstances they would be uninte?ested in reducing hours but might be
more interested if one or more of the present conditions which governed
' their working lives were chanéed. Group 3 wprkgrs gave seemingiy'ambig;ous-
answers which we intsrpreted as reflecting some ambivalence. Since they
answered 'yes" to Question 16, but also checked at least one circumstance
in Question 17,‘we,¥pte§preted their response as a qualified "§es,"
indicating a greater willingness to reduce hours of work than are the
qualified no's of group 4,

Classifying workers in this way highlights the dependence o£ a worker's
interest in reducing hours of work to. part—time on the circumstances
under which reduction would occur (Table 4). Only 5 percent of respondents
indicate interesfinre@ucingtheirhours under any circumstances, Aﬁout
38 percent would no;“reduce their hours under any cifcumstances.\ The remain-

ing 57 percent would do so if certain benefit or employment conditions changed.
— .

*The relevant changes are those specified on the questionnaire.
These are not exhaustive. Although respondents were asked to write down
any other circumstances under which they would reduce hours of work,

few in fact did. Thus, there may be other benefit or job changes which
would induce the "no's" to work part time.

-

34
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Table 4 .

Interest in Reducing Hours of Work: By Answers to Questions 16 and 17
Interest Level ) N Percent -~
absolute yes ‘ 154 5.0
qualified yes ' 502 ‘ 16.3
qualified no 1252 40.7
absolute no 1165 h 37.9

-

Question 33 serves as a check on answers to 16 ‘and 17. About 20 percent

of the respondents agreed or strongly agreed with the statement in Question i

¥ »

33 that "if given the chance now, I would reduce my hours of work" and about -
70 percent of those who answered this question disagreed with the statement.
This means that when we exclude the group with no opinion (neither agree or

disagree) about 21.3 percent were interested and about 78.7 peréent were not

interested,
While the conclusions drawn from responses to Question 33 (Table 5) are

almost identical to those descrited in Table 4, some respondents gave answers

to 33 that conflicted with their answer to questions 16 and 17.

|
|
|
total 3073 100.0
Tatle 3

Interest in Reducing Hours on Question #33
. ¥ of Those
Interest Level N _ % of Total Expressing Opinion
(N = 3073) . (N..3073-603=2470)
Strongly Agree 178 5.8 : 21.3
- Agree L48 1.6 * '
’l\ Neither Agree nor : .

Disagree 603 19.6 - _
Disagree 1331 h3.3 78.7 '
Strongly Disagree 513 16.7 } * '

Total ’ 3073 300.0 100.0

About 90 percent of those respondents who answered "yes" to Question 16 also

) "agree" or "strongly agree'" with Question 33, but about 11 percent of all

respondents disagreed, an answer that contradicts their "yes" to Question l6. )

Q ‘ ' 3}3 - )
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These workers, willing to reduce hours now (Question 16) but not within a

i

year (Question 33) or willing to reduce hours in the next year (Question 33)
but not now (Question 16), wera eliminated from the analysis., Thus, checking
the responses to these two queltiOnl allows us to gain a more reliable
estimate of the interest among respondents in reducing hours of work before

retirement, while this procedure alterl the sample size, by refining our

<

-

estimates of who is in fact interested in reduction of hours of work, it

[

increases our ability to analyze the behavioral response of workers .

to part-time work opportunities. )

When inconsistent answers are excluded, we find .that 4.6 percent of T
atate.employeeg would reduce hours of work if given the opportunity to do
- 80 (Tablé‘G); Another 54,6 percent would do‘so if some benefit or job

condition changed. Only 41 percent appear to be absolutely opposed to a

reduction in hours of work, Thus while many older workers are interested in
part-time work, a simple bpportunity‘to alter hours of work would have limited
response, since the majority of state workers would only gonsider a reduction
in hours of work if other things changed as well which would make the reduction

in hours ﬁbre attractive, If all these conditions were met, the interest in

part-time opportunities would be impressive.

Table 6

Interest of Older Workers in Part-Time Work
(all inconsistent responses removed)

<

Interest Level N Percent
Unqualified yes 1&6 4.6
Qualified yes 402 14.7
Qualified no 1074 39.3

Absolute no 1130 © 41.4
Total 2732 100.0
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B. Cenditional Responses
\ The previous section ﬁ;owed§;hat for almost 55 percent of full-time

workers some change in fringe benefit or work conditions would be neces-
sary before they would reduce their hours of work prior to retirement.
Examining in greater detail the conditions checked b; these respondents
(the w?rk%rs giving conditional yes and no answers to Questions-16 and
17) allows us to identify the barriers to part-time work and the policy
chanées :;;t would be required if the atate Niched to make part-time work
attréctive for a large percentage of workers near retirement age. It is
important to notemggﬁt the answers given by respondents represent their
perceptions about the disadvantages of reducing hours of work and as will
be noted below, often indicate some misinformation about benefit programs.
Thus in some cases, a leck of information on benefit programs may be as
serious, though more easily correceable a barrier to workers reducing their
heers of work than are the actual chanées iﬁ benefits that would occur.

Simple tabulation. of circumstances checked in Question 17 indicates
that the greatest concern to these workers was the fringe benefit loegec
that might arise from not working full-time. Table "7 shows circumstances
checked by workers.who indicated that seme change in benefit or job condi-
tions would be required before they would consider a reduction in their work
hours. Forty-four percent indicated their concern.about the "loss of future
social security or atake retirement benefits." About’&Z percent of the
workers were also concerned about changes in health and 1ifas insurance
benefits, even‘thOugh most would not experience any reduction in coverage
if hours of werk were reduced (See Section IT.C.) The other benefit related
circumstances were each éhecked by far fewer relpondente.

Combined with infotmet}on from Section II.A, these data suggest that

vhile under present circumstances only a small percentage of older workers

[:R\ﬂ: would reduce their hour. of work, many more gfuld do so if their concerns

3

wll Toxt Provided by ERIC
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Table 7

Number of Respondents
Checking Each Circumstance (Q17) ’

% of all
Circumstances Chosen “ N Responsible
1. "if there were no decrease in fringe 1055 38.6
. benefits."
2. "if there were no loss of future social 1211 44.3
security or state retirement benefits." .
3. "if theére were no loss in health or life 1156 42.3
insurance benefits." . : ) .
4. "if there were no loss in zick leave or 1053 38.5
vacation time." .
5. "if I could collect full ret{rement 1043 38.2
benefits while working reduced hcurs."
6. "if I could return to my present hours if 733 26.8 .
I changed my mind during the first year." ™
7. "if I could train for another type of job 149 5.5
at the same time," :
Total (number of respondents checking at least 14762 54.0

one circumstance)

%

ngrcentages add up to more than 100 percent because respondents were
instructed to choose all those circumstancss which applied.

NOTE: . -

v

21476 workers chose at least cne circumstance and did not give inconsistent
responses to questions 16, 17, and 33.
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+ about fringe benefit losses could be assuaged either through more accurate

»

information or actual changes in benefit programs. However, bec;ﬁle many
respondents checked more th;n one circumstance under which they might switch }
to part-time work--the mean was 4.1--it is not readily apparent what role each

concern plays in liniting the willingness of respondents to change work hours. in

other words, it is not c%ear whether each circumstance listed would alone

cause the respondent to want to work part-time or whether it is the combination

of circumstances that together would have to change to make part-time work 4

more attractive.

il

To isolate those changes that workers indicsted were important we took
three approaches in analyzing the combinationl of circumsfancga checked,
First, we examined the responses of only those workers who checked-only one
circumstance. We then grouped the responses of the entire group of conditional
yes and no's and analyzed“ them £irst as if each circumstance alone were sufficient
to induce an hours change, and then as if all circ&mltanceu checked were critical
and had to be met at the same time.

Table 8 indicates the circumstances chosen by thosze workers who chose
only one circumstance (9;6 percent of the 1476 workers choosing at least
one coéndition.) ‘For about one~quarter of these worker;, an irreversible
decision to work part time is not attractive. They might try working part
time if they knew they could later .return to full-time work if they wished to. ,
Other than the small percentage of workers who would view part-time work as
an opportunity to increase théir job mobility, all remaining workers in this

group would reduce their hours only if some fringe benefit condition were to

change. Close to half (42.6 percent) apparently would 1like to work part time

as an early retiremeat opportunity, working while collecting full retirement\

: benefits.

To estimate the priority all respondents put on benefit and job condition

b . )2 -
o - changes, the seven circumstances were grouped 16‘B!threé groups. Conditions

i
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Table 8

Circumstances Checked- by Respondents
Checking Only One Condition

* Numper Choosing
Only This

Circumstances Chosen Circumstance 4

1. "if there were no ‘decrease in fringe 12 8.5
benefits."

2, "if there were no loss of future social 23 16.3

- security benefits." . '

3. "if there were no loss in health or life 4 2.8
insurance benefits,"

4. "if there were no loss in sick leave or .1 - 7
bacation time," . , .

5. "if I could collect full retirement bene- 60 42.6
fits while working reduced hours."

6. "if I could return to my present hours if 33 23.4
I changed my mind during the first year."

7. "if I éould train for another type of job 8 5.7

~ at the same time."
Number Choosing only one ¢ircumstance. . 141 100.0
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(L), (2), and (5)1were grouéed together as reasons’ that denote workers'
concerns over possible losses in retirement benefits. For thete conditions
to be met, workers would have to ;ontinue accumulating service credit at
their full-time salary rate or collect full benefits now without an early
retirement penalty. Conditions (3) and (4) are those relating to non-
retirement benefits, Finally (6) and (7) are those that could be met by
the paft-time work progfama without affecting benefit calculations. These

merely insure greater flexibility in workers' commitment to part-time work. p;

Because respondents were not asked to indicate the relative importance of
thes; circumstances, we had go do it ourselves. Two methods of ranking
circumstances we?e tested, ‘
First, assuming that the combination of circumstances checked was
important; i.e., that only if all the checked conditions changed would a
worker then feel it worthwhile to work part time, we classified the entire
group of workers giving conditional yes and no answers according to ‘the
most restrictive condition checked. For example, workers who checked that
¢ they would work part-time if they could train for another job and if they
would lose no sick leave, were classified as checking the latter reason.

o~

Likewise, a person concerned about losses in social security benefits would

be listed as picking a circumstance in group (2), regardless of othe;

circumstances checked. ' ‘ ,
| Classifying workers in this way (Table 9), we find that 1.9 percent

of all workers would be interested in part-time work if they

could return to their present hours or if they could be retrained while

E

| working part time. A very small fraction (.5 perg&nt) would find part-time
|

| work attractive if non-retirement benefit conditfions were changed. On the

|

|

:' other hand, ;1303t 50 percent wo@ld reduce hours only if they lost no retire-
ment benefits. Clearly, without changes in retirenént benefits, this method

Elii(i of classifying workers indicates that most workers would contirue to work
e 1Case numbers conform to ‘those used in Tables 7 and 8. Egd{
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Table 9
Conditions Reqaired for Change
to Part-Time Work; More Restrictive Method
(Workers :lassified by last reason in lilt)1
' X of all
VConsistent
Conditions Number  Respondents
Would now change hours 126 4.6
Would never change hours 1130 41.4
Require:
1. A return to present hours or 52 1.9
retraining
2. No loss in sick leave, vacatién, 13 0.5
health, 1ife insurance
3. No loss in retirement benefits 1356 49.6
4. Other? . 55 2.0
Total 2732 100.00 -

1Wb;k¢rl were classified if they gave a circumstance in groups 1 through 3
by the highest number of the groups in which circumstances checked fall.

ZThete respondents checked no other reason than the "other" category.
Most listed loss in salary or retirement benefits as impediments to their
reducing hours of work. They are thus largely a group that if reclassified
would fall into the "would never change hours" group or would require no
loss in retirement benefits. :




-~ S e e wwbsbe

full-time.
It may be, however, that respondents checked each circumstance that
alone would be sufficient to induce them to change hours of work. For
example, it may be that while most workers would clearly find part—time‘
work more attractive if they lost no retirement benefit;, they might also
be willing to work part time if they lost no vacation time. They might
even settle for part-timé work with a guaranteed return to full-time work, i
even though they indicated that they would prefe an alternative guarantee
of receiving retirement benefits at the full-time work rate. 3
Thgreforé, we assumed that each circumsta;ée checked was sufficient
for a worker to reduce hours and then ranked workers in Table 10 in such
a manner that the least restrictive condition checked determined the group
into which they were classified (thus we reverse the ordef from Table 9)11
About 30 percent cf respondents checked a grdﬁp (3) reason. Another 19
percent of workers would require a change in ﬁOn-retirgyent benefits and -
4.7 percent would reduce hours only if rqtirement benefits were not reduced
by their choice. Ia contrast to the approach taken in Table 9, this
last classification suggests that a stéie program could substantially in-
crease iaterest in parﬂ-time work by making reiatively sasy ,olicy changes.
Though Ehree-quarters of workers would probably reméin uninterested in |
working’reduced hours befofe regirement, the level.oé interest might.be
increased by another 292 megély }f workers could returnrfé full time or
train for another job even 1if éhere were no changes in social‘security or .
state retirement payments.’ Furthef, interest might rise by another 19

~

percent 1f the state eliminated reductions in sick leave, vacation time,

<

or provided more iccuréte information on health and 1ife insurance benefit

changes as 2 result of part-time reductions. 3

These three methods of trying to gauée the relative importance of the

structure of the part-time work program itself on workers' decisions to

< -4y
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Table 10
Conditions Required for Change
to Part~Time-Wbrk;Leal Restrictive Method
(Workers classified by last reason in list)l
X of all
,Consistent
Conditiona - Number Respondents
Would now change hours . 126 4.6 »
' Would never Ehénge hours . 1130 41.4 .o
Require: .
1. No loss in retirenent benefits ) 129 4,7
2. No loss in sick leave, vacation, 510 18.7
health, life insurance ’
: A 3. Return to present hours or ‘ 782 28.6
retraining
4. Other? 55 2.0
“ Total - 2732 100.0
' *
' 3
v i
‘ 1Workera were classified if they gave 2 circumstance in groups 1 through 3 ,
by the highest number of the group in which the circumstance checked fall.
) 2Thele respondents checked no other reason than the "other" category.
: Most listed loss in salary or retirement benefits as impediments to their
. reducing hours of work. They are thus largely a group that if reclassified
. would fall into the "would never change hoyrs" group -or would require no
’ Q. loss in retirement bLenefits. '

J 41
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redudq their hours of work rgsult_}n a wide range in estimates. Our.data
show that only 5 percent of workers would work ggrt time if simply offered
;he option to do so (see SectionlII A.) If workers were gua;;nteed the

n

chance to return to their prelené job or training, between 2 and 29 percent
of workers might shift to part-time work. This range results from problems
of identifying the particular combination of circumstances that

~

would have to change in order to induce workers to shift to part~-time work.

We feel, however, that the assumption upderlying Table 9 1s closer to
reality. Mcut respondents appeared to choose carefully among the various

" circumstances given in Question 17. In addition, the large number of workers

who did not check the social security and WSRF benefit-related contitions \\\

indicate to us that most respondents checked the combination of circumstances

AN

that would be necessary to cause them to consider a reduction in hours of
work., They did not check only those that would be merely sufficient to
cause them to change. Because BD many appeared to be willing to undergo

. considerable losses in retirement benefits to work part time, we feel the

circumstances actually checked represent real demands that would have to

be satisfied by any part-time work program to attract a large percentage

of state workers, .
These findings have important implications for the success of a part-time

jobe program. Table 8, 9, and 10 show that the greatest concern among ]

workers is the decline in retirement benefits that would result from their .

decision to reduce their hours of work before retirement. This indicates

that for the majority of interested older workers, part-time work opportunities
T |

are not attractive because of the known losses in retirement benefits

These workers would consider part-~time

incurred by workers who reduce hours,

work if changes were made in the retirement program or a supplemenﬁal program

were introduced and targeted on workers who choose to reduce their hours of work
h ’ ;

1.
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time work program, structured to insure job flexibility and provide accurate

some years prior to normal retirament age. Our data suggest that a part-

information on benefit changes would encourage & small percentage of workers
(at least another 2% of all wérkers)toreduce their hours of work. Omly
rather major changes in retirement benefit programs, or state supplemental
programs to counteract losses in retirement benefits Qould induce the
majority of workers to alter their hours of work. Thus, a small ac&le
pért-fime program would meet with some success, providing'attractive work
options for some 7 percent of state employees. Wnd these employees might

be and what ‘determines whether or not they would respond to a part-time

’

work opportunity is addressed in the next skction. .

©
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C. The Effect of Part-time Work on Retirement, Health, andlLife Insurance Benefits

]

" Because such a high percentage of Wisconsin State workers cite fringe
"benefit reductions as major barriers to their reducing from full-time to part-
time work prior to retirement, weiwil} review the relationship between hodrs
of work and the major fringe benefit programs. Thére; is also a compelling
theoretical reason for looking at how frinmge benefité&change with hours of
work. \

We know~that hourly compensation, including boggkwgges and fringe bene-
fits,lil a major determinant of th? hours of ;ork decisi;h (Cain, 1966;
Mincer, 1962; Mincer &-Polachek 1974; Sandell & Shapiro, 1978) and that,
in general higher hourly compensation increasel the number o} hours worked.
In addition, the literature on part-time employment shows thidt lower,gggen .

from part-time work, fewer fringe benefits, and fewer promotional opportunities
are major deterrents to workers' choosing part;time over full-time employme;:’—\\n
(See Meives, 1979a for a reviewof this literature.) Even if hourlj wages are
constant for arpéfs;n reducing hours of work on a given jcb, hourly compensa-
tion will change if/friﬂée benefits are noﬁLﬁro-rated by time Qorked. The
direction of this change explains why a full-time worker may or may not be
willing to work part time 1if offered tbaﬁropportunity. .

Benefits from each of the major benefit programs covering full-time
state workers change with hours of work. It is impoé;ant to emphasize,
however, that we are unable to measure differences in future wage {ncreases,
differonces in job promotion opportuniéiel, and differences in on-the-job
relationships with supervisors and co-workers between part- and full-time
workers., These may in fact be "fringe benefits" whose importance to workers
near retirement are at least equal to those discussed in thil.section. éart- :

time workers who expect lower merit increases and fewer job promotion oppor-

tunities suffer a real compensation loss which will not be picked up by

1The distinction between wages and total compensation as usod in this report is
important. Wages refers to pre~tax earnings of workers, excluding employer
contributions for pension, health or life insurance and the value of vacation & sick
léave. Compensation includes the value of these eaployer provided benefits.
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measures of current compensation, but will elicit responses identical
to those occasioned by lower hourly pay for part-time work.

Wisconsin State Retirement Fund Benefits (WSRF)

For workers near retirement, the change in WSRF benefits for which
they will be'eligible at retirement is a major concern. The benefit for
which viorkers are eligible at age 65 equals yéarl of creditable service

times the average of the three highest &earl of earnings all ﬁultiplied

by .013. Receipt of benefits between 55 and 65 results in an actuarial

reduction in the full benefit~calcu1atedlby this formula. Thus, a worker
reducing to part-time work ‘may fin& that at retirement benefits will be

lower than they could have received if they had continued working full

time to.an unchang;d retirement age, The most obvious reason f;r this

reduction 1s that the creditable service is lower; a half-t;me worker

will regeive a half year of service per calendar year, while a full—fime worker
1s credited with a full year. The earnings average is of the three highest years
'of earnings, For a person reducing to part ~time these atg likely to be an
average of their earlier, ‘full-time years (ironically a long-term part- time
worker will have thelr earningq averaged over their full-time equivalent salary).
Such a perso; will be doubly penalized: both their service credits will be

’

fewer and their earnings aQéfage smaller than will be true if they had continued
full-time, ‘ .

Table 11 illustrates the effect of part-time work on WSRF benefits for three
hypothetical workers with a service and earnings history drawn from data on older
workers in our sample, These workers are assumed to shift to half-time work at
one (worker A), three (worker B) and five years (worker C) prior to their
retirement at 65. The annual annuity at age 65 following a full time career

would have been $3308 (item 10) for all three workers., For each worker we

calculated the accrued benefit at the time they reduced their hours of work

(item 7). This benefit would not be payabledyntil age 65 but represents the benefit
. . ¥ fed v
v Y]

.
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payable at that age based on earnings and service accrued up éa the age the
worker reduced hours of work. Beéause each ﬁypothetical worker chose part-time
work at a different age, each will have g’££§5§gg and earnings record at 65:

(item 11 and 12) and therefore a diéferent annuity at age 65. The last 1temsl
. .

in the table compare the gains in the annuity if the worker had continued’
full-time (item 14) with the actual gain realized following the specified years
" of pwmk (item 15). . '

Clearly a worker can expect to forego retirement bénefit; upon reducing X
hours of work. This is reasonable in a system that rewards retirees on the
basis of prior earnings and service. However note that while each worker foregoes
only half of their fqll—tiﬁe salary (i.e. they reduce their service to the state
'by only one half) they forego two-thirds 6f their potential annuity gains. The
disproportionate loss in benefits arises because forthe part-time workers both

service credits and aQerage salary are lower. The part-time worker is unable to

benefit in terms of retirement income from salary increases during their final

Xy ’

pyears of'earni;gs as a full-time worker is able to do.l The fﬁrther from their
actugl retirement age a worker chooses to reduce to half time work, the greater
is the absolute and relative loss in size of foregone benefits. While this will
be true even'if a double penalty were not imposed on the worker reducing hours,

this loss is increased because the worker is also unable to benefit from salary

increases. ;

P

lThe‘percentages 4n item 18 would be even larger if salary increases duriag the
workers final earnings years were greater than the approximately 2 percent assumed.
Assuming an 8 percent increase in full-time salary aftexr'age 60 benefit gains
foregone (item 18) rises to 81 to 82,2 percent for these three examples.
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Table 11

- Effect of Part-Time Work on . -
Wisconsin State Retirement Benefits for Three Hypothetical Workers

i

Worker Worker . Worker
: A B .- C
1, Total Years of Work 21 21 21
2. Age Going Half-Time 64 62 60
3. Retirement Age 65 . 65 _ 65
4. Years of Part-Time Work 1 3 5
BENEFIT ACCRUED AT TIME HOURS REDUCEDa .

" 5. Years of Creditable Service , 20 18 16
6. 3-Year Earnings Average -~ 11928 11528 11128
7. Accrued Benefit 3101 2698 2315
BENEFIT AT 65 IF CONTINUED FULL-TIME : -
8. Years of Creditable Service 21 21 21
9, 3-Year Earnings Average 12119 , 12119 12119
10. Benefit 3308 3308 3308
BENEFIT AT 65 WITH HALF-TIME WORK -

11, Years of Creditable Service 20.5 19.5 18.5
12, 3-Year Earnings Average 11928 11528 11128.
13, Benefit i 3179 2922 2676
COMPARISON .OF BENEFITS
14. Benefit Change From Full-Time Work (10-7) +207 +610 +993
15, Benefit Change from Part-Time Work (13-7) 47§ +224 +361
16. Benefits Foregone for Part-Time .

Work (15-14) ' -129 ~386 -632
17. Percent Full-Timé Benefits Foregone

(16/10) 3.9 11.7 19.1
18. Percent Full-Time Gain Foregone (16/14) 62.3 63.3 63.6
3This benefit is not payable if the worker is less than 65, but represents .

the amount that would be payable at 65 based on years of service and earnings
up to that time at which the hours of work are reduced. ‘




- 37 -

- Because the reduction in pension benefits: is not proportional, hourly
compensation will fall for part-t;me workers when hours of work are reduced.
This fall is somewhat 1arge£ the further from age 65 is the wSrker when hours
are reduced: Thus two changes occur wheﬁ‘wofkers reduce to part-time work.

Clearly retirement income is foregone, thus discouraging full-time workers from ,
working part-time. In additicn, hourly compensation falls for part-time ;orkers,

which will aggravate the negative income effect of an absolute change in future ‘"
retirement‘income. The absolute .loss is less for workers closest to retirement,
suggesting that all else equal, the closer to retirement is a worker the more

b

attractive will be part-time work. Not only is the negative effect of a future

loss in income less, but the fall in hourly e:?Pensation is smaller.

Health and Life Insurance

X

Workers reducing hours of work, but continuing to work at least one-half
time (1044 hours per year) will suffer no feduceion in health coverage.
Under the State Comprehensive Health Insurance program the state continues
to pay all premiums for all workers working at least half-time, thus insuring
that half-time workers will receive identical coverage as do full~-time workers.
_This means that for full-time workers considering reduction in hours to no

less than half-time, hourly compensation will actually rise.

-~

Life insurance coverage at the prior, full-time level may also be continued
for workefs teducing their hours of work. Thus -no loss in grotection need

result. Most workers participating in the demonstration project chose to

continue~full-coverage. Through a curious, .though not often elected feature

of the program, coverage for part-time workers may actually be cheaper. A "basic"

amount of insurance is available and equal to gross state earnings. The employee

pays a fixed premium per $1,000 in basic coverage. In addition, a supplemental

=*

plan will double the value of life insurance %{E?O or 100 percent above the basic
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amount. The premium for this supplement is lower than for the basic insurance

Thus, a worker insured at only the basic value (i.e.
. ; :

M

for persons over age 30.

gross full-timeé salary) could receive the same total protection on a half-time
/ .
job by choosing t%e 100 percent supplement, but would pay a lower premium.
i .
Of course, if the Basic Coverage had been supplemented while working full-time,

a reduction in hours would mean a reduction in 1ife insurance coverage,

Sick ﬁeere J ) . '\

Sick Ie;Ve is prorated by hours of work. Stdte workers may accumulete '
sick leave throughout their employment period and at retirement exercise
the option of redeeming accumulated sick leave tredit for payment of part
. of _the health inaurancé“pre;ium. The sick leave credit is converted into
a dollar credit amount based on the number of accumulated ﬂours of sick
leave. Clearly a part-time worker will accumulate fewer hours of sick leave
than will a full-time worker‘ After these credits are exhausted, health
insprance premiumsfare‘deducted from the retifeee' WSSP annuity,. Thus, even
though health insurance coverage is identicel for full-time and part-time
workers prior to retirement, the accumulation of fewer hours of sick leave
by part-time workers means that health insurance coverage is mére costly
,following retirement to the worker who reduced hours sometime prior to
retirement. The fewer ;umber of years worked part time, the less will be

the difference between full- and part-time workers in the number of years

over which post-retireme:t ‘premiums are paid by ‘the State.

-

Other Benefit Programs ’ .

Several other benefit programs may be marginally important in a worker's

~

decision to work part time. Income continuatfon is ap elective program which is designed




-39 -

k]

to replace up to 75 percent of a worker's gross saiary, but may be off-set_
by other disability income. Thus, a part~time\worker will receive less
prétection from this program and will be more 1ike1§ gt have benefits off-set
by social security disabilit& income based on life time. income averages.
Holidays and vacations are received based on days of work. Thus, a
part-time employee will receive an equal number of drys off as wi11 a
full-time worker although the actual number of hours of vacation time are

prorated.

D. Who Is Interested in Part-Time Work?

Measures of Interested Respondencs

We have estimated the number of respondents among older state employees
who would immediately reduce their hours of work if given the opportunity
to, do so, and,discuesed reasons given by others for their reluctance to’
do so under current‘bénefit and job conditions. From this information it

is not clear why some older workers worry about potential losses in future

retirement income ahd other benefits while others do not, even though all

fu11-time workers. are covered by the same benefit programs. 1 In order to

AY

understand differences among workers in their current interest in part-time
? employment and the characteristics of.those who would be responsive to changes
in state policies concerning part-time work, it is necessary to analyze more

closely the responses of workers who expressed interest in a reduction in

hours of work., In order to do this we first discuss two measures of the

interested in part-tiﬁe work" group that we use to isolate those who might

be responsive to a part-time work program‘from those who would not be, Next

we discuss key variables that we expect to affect which group a given indi-

~ -

vidual will fall into. In the final part of this section, we discuss the

A}

results of our multivariate analysis of worker interest in part- -time work.

Section A discussed the responses of workers to part-time work option;

) ‘ lwhile this is ‘true, not all workers participate in all fringe benefit
) IERJ!: programs. We have: no information on partdcipg;érn by Older Worker Respondents.
. 5 \

e <

»

~




ST f

some would definitelﬂ be interested in reducing their hours of work while
others would only do so if certain Job or benefit conditions were to change.-
Likewise, some said they were definitely not interested in reducing their
hours of work, while others indicated chanéea in some job and benefit
changes might cause them toyreconsider their negatiﬁe response. Thus we
. look at two groups of respondents, those who would respond to a part-time
Job option under current conditions and a second group igcluding these and

N others who would do so only if benefit or Job conditions were to change.

The first measure, MEASURE 1, includes only those respondents who said f
that eithefAthey would definitely reduce their hours' of work now or they' ' \
. definitely would not (gropps 1 and 2 in Table 3). Thus this measuée enables |
us to anal;ze why those workers with definite 1dea§ about a change in their !
hours of work might choose to do so under current circumstances. The
second measure, MEASURE 2 expands the sample by including the qualified v

_ yes and ho respondents (g:oups 3 and 4 in'Table 3) . \

How Fringe Benefits Enter Into the Analysis

Fl

The two major programs in which State employees participate are the

WSRF and Group Health Insurance. We have ezplained how part-time work may

result in losses in retirement benefits from the former but, except- for feverifﬁ
accumulated sick leave credits at retirement, will not lead to any change in health

’ ' insurance coverage. Although some respondents viewed potential losses in health -

|

|

insurance as a concern if they reduced their hours of woxrk, such a loss is dnlikely }

to occur. Health insurance coverage is unchanged if hours are reduced to no less- j

- than half-time. There 1343n apparent information gap about health insurance :
-coverage and its relationship to hours of work which should be addressed by any

'part-time work prograp; However, this difference across people in information

|
f
3 . j
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and its effect on iﬁterest in part-time work cannot be measured.,

The effect of changed hours of work on WSRF benefits can be measured and
is included in our ;nalysis: We calculate for each person in our sample. the
be;efit they could geceive at thei} gxpected retirement age if the& cong}nued to
work full time at their current sglary. Years of service are calculated as the ‘

sum of years of service to date, plus years to their expected retirement age. We

also calculate what would be their benefit at that age if they were to reduce

" their hours of work within the next year, working half-time tntil retirement.

The retirement income lost as a result of a decision to work part time is the
difference betwee.. their pension as a full-time and as a part-time worker. We

also include a variable measuring their accumulated pension to date, calculated

from information given on years worked for che gtate to date and the average‘of

cheir three highest years of earnings. _ These lllt two ‘variables are calcu-

lated as are ftems j and e in Table 1l:

In our analysis we use two pension variables: accumulated pension to date

(PVAL) and the change 1d9;he pension that would result irp& working part time
until their expected retirement age .(PLnSSS...These measures are used to test

two different hypotheses about the effect of pension on work behavior. According

o one view the absolute level of income is important, with workers already
assured of high pensions being able to afford and therefore more willing to reduce

their hours of work. For high pensioners further increases in pensions are not

important; it is‘the absclute income' levels that are critical, Conversely,

workers with low benefits akcumulations will be unable to afford a reduction in

hours of work. The opposing view argues that because pensions are directly ﬁied

to wages and income, workers have adjusted ourrent and future standards of living to

-

absélute income levels. Low- and high-income earners will be equally willing -

~

to change hours of work. What is important is the gain in future pension income

that follows from a change in hours of work. Regardless of the absolute level

of 1ncome;'a sharp drop in retirement benefics due to a change in hours of work

&

1In this case, however, we assume a constant salary until retirement. Thus we
undcrostilnte the absolute losn in bentfits by reducing hours of work.
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will discourage a worker from doing so. For example, consider the case of two
full-time workers each of whom expect to retire at age 65. Bo;h‘consider
reducing .their hours of ﬁorg p;iof to‘retirenent.‘ If one worke£ does 80 three
years prior fb,retirement, the annual annuity at 65 will fall from $506g%o $450,
for a monthly income loss of $50. For the other, a reduction in earni.gs will also
result in a lower annuity; from $600 to $500. Because the second person w%ll
lose twice as much as the first from reducing to part time, s/he will g; less
) likely to do so. Thus, this second view of retirement behavior argues that‘workers .
whose retirement b;néfits will change iess wiil_be more willing to change their

hours of work, regardless of.the initial size of their benefits., The inclusion

of these two pension variables tests the relative importance of pension levels

versus pension changes to workers considering part-time work options.

il

Data provided by workers on years worked for the State and average income

*

during'thg three highest paid years of employment enabled us to estimate the

hppropriate'pension variables. Table 12, which&giveé the mean benefits and !
medan benefits foregone by reducing now to part time for the two groups of
respondents, indicates a significant and negative relationship between

both benefit measures and interest in part-time work. On both measures the

.

F statistics were larée and suggests that both the level and change in

[} -

pension income foregone by reducing hours of work is regatively associated

3 s
; LY

with interest in reducing hotrs of work. The higher the pension and the

! higher the loss in benefits, the less likely {s the wquer to be interested

in reducing hours of work. ,
. ! -

Job Satisfaction - j

! As wé.did with retirement benefits we dévelop two different measures

“of job satisfaction ttat attempt to iloiate the level from the change in job.,

' satisfaction.

1]

‘ To examine the felationship between job. satisfaction and interest in nductioh in

l{[lc hours of work, we analyzed questions 18 through 33. (See AppendixA) Four variable? were

E ‘ ?
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. b Table 12

Mean Yglue of Pension Vafiables aad Interest in
Reducing Hours . .

.

Measure$ ME;ASUREAII ] . MEASURE 21
Interest " Mean’ ‘ Mean

y Category ot A N $§'s . N $'s

pvAL? ' ' _ .
Uninterested 026 4,5% | 2349 3,913 ¢
Interested~- . 97 . 3,828 ° i_ 500 ‘3,529i ‘ -
F 1 ‘ 4.68 6.44 o
Sig. .03 C .01 a

PLOSS? ’ _ ' .
Uninterested ' 857 . . 660 T 21917 606
Inteffsted 91 . 545 ’ 462 434 -
P - 408y ¢ . 57.02 o :
sig. A o5 L . <01 - -

Note: ‘

1MEASUBE 1: Equals 1 {f respondent indicated would reduce now. Equals
0-if respondent indicated would not under any circumstance. MEASURE 2:
Equals 1 if respondent indicates would now or might reduce hours 'of work.
Equals 0 if respondent indicated would never or probably would not.

° 2

Zgee text and Table 15 fo£ definition of variables.

.

3See Technical Appendix (Appendix E) for brief discussion of F- -
statistics and level of significapnce.

HE
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created. First a general job satisfaction index measures general satis-

. faction wifa current job, salary and coworker relationships. The next two

variables indicaté recent changes in satisfaction with galary and with job

tasks. Finally a fourth measure indicates each resgondent's desire for

more control over setting their own.yorking hours and defining what they do each

day. Appendix D gives gre\ter detail on how these various neasureswerecreated.
We hypothesize that workers who are morxe satisfied _.with job conditions

are least likely to want to work fewer hours per week. For highly satis-

fied workers, longer work hours will be accompanied by greater satisfaction

and therefore there will be little desire to reduce overall satisfacticn

by working fewer hours. On the other hand, less satisfied workers will be

more likely to want_to reduce their hours of work in order to avoid the

distasteful rewards of full-time work. \?owever, we argue’'that as in the

case of pension income, workers have already adjusted working nours to

accomodate to the satisfaction derived from.their jobs. The key variable

in determining whether they now might want to'change earlier decisions

about workiné hours 1s whether their satisfaction has recently changed.

Thus, we hypotheeize that it is .the variables reflecting recent changks ! .

that are key to determining whether orkers will be.attracted by part~ ’

time work options. The two change variables, less satisfaction with

salary and less gatisfaction with job tasks during the past year, are

expected to be negatively and positively related,'respectively, to whether

a person views part-time work options favorably. Persons less satisfied

with their current salary will be more hesitant than others in suffering_

the income los#s associated with a reduction in hours of work. On the ~

other hand those less satisfied during the past year with their jobs will

Sy
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seek to reduce hours of work. Finally, the fourth variable measu}ing what
- ) .
they want in terms of personal autonomy to determine hours and tasks,

should be negatively related ta 1h§erest inipart-time work. Because part-

time work is é;;;ciated with somewhat less involvement in"the workplace,
“ B - -

the desire for greater contrel over decisions, affecting one's own work en-
vironment should be associeted with desire to continue as a key worker .

in the workplace, i.e., as a full-time worker.

Table 13 shows the association between these four meaSures of job

- -

satisfaction with the desire to‘reduce hours of work. All job satisfaction

)

measures are significantly associated with whether a person is interested

. - \ \
in redﬁc&ng thefr work hours, with the exceptioﬁ of the CHSATS variable,
\‘l
\ which indicates whethe: or.mot a person is now less satisfied with their
v-ﬁ‘“‘ o -

sarﬁfy than they were in the recent past. Differences betWeen the two
interest groups “in level of job satisfaction (JOBSAT varied between -1
ang 1 with a positive value showing higher job satisfactio?) are small,
but significant. Difference in the mean vaiees of CHSATT (a’value closer
to +1 indicates the respondent wes less satisfied with job tasks dur;ng
the past year) and of the WANTMORE variable (a value closer to +1 indi-
cates a person wants more control over work hours and job tasks) between

Fhe two* groups are larger and significant. While tﬁere is a significant
relationship between job satisfaction variables and interest in part-
time work, this simple test for differences feils to indicate whether
there ;s a causal relationship betwee? the two variables. For example,
it may be that the demonstrated relationship‘is due to a ﬂigh
correlation between job satisfaction aid anotherlvariable (for exémple

health), the latter which is the cause of a person's interest in working

part-time,

st

ey
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Table 13 °

N
Job Satigfaction Measures:
Their Relationship to Interest in Part-Time Work

Measure and . Definition of Interest

I:terest Group ‘ and Mean Valus of Job Sgtisfaction Measures
“IMEASURE 11 MEASURE 21

JOBSAT?

Interest in Part-Time

Uninterested
Interested | .
F

Level of Significance

fCHSAT$2
T 3
Interest in Part~Time

-

‘Uninterested
Interested

F

Level of Significance

CHSATT2

Interest in Part-Time

Uninterested
Interested

F

Level of Significance

W'ANTMORE2

Interest in Part-Time

Uninterested
Interested

F

Level of Significance

.89

279
1270
< .01

.50

.58
1.4

.41

9.3
< .01

J4%
-.18
59.7
< .01

,Z
.
“

.85
.81

rs - 8.9

< .01

.50
.50
.07

A4
«50
3.7
" .05

.05
-.15
103.6
< .01

Note:
1

MEASURE1: Equals 1 1if respondent indicated would reduce noy. Equals

0 1f respondent indicated would not under any circumstance. MEASURE 2:
Equals 1 if respondent indicates would now or might reduce hours of work.
Equals 0 if respondent indicated would never or probably would not.

%Yalues for variable range from -1 to +1."/




Health

] Table 14 shows the rélationship between the three meaeures;9f health

and interest in reducing hours of work.’ HEAL&H is a dumm§ variable which is equal

to 1 if a person's health was rated poor. Persons interested in part time work

are significantly more likgly to have poor health. CHHEALTH and FATIGUE ate‘two
measures_of health change, the former equaling.l if the workers indjicated that health
status was worse thaﬁ a year ago and the latter equaling 1 is he or she felt \
more fatigue at the end of the working day compared with a year ago. Workers
interested in a change in hours of work were significantly more likely to indicate
worsening health or growing fatigue.

From these simpie tabulations it is clear that the interest of older workers
in reducing their hours of work is significantly ,related to their pensions, job
satisfaction and heayth. This does not tell the full story, since we cannot
yet tell how these measures relate to each other or to other variables affecting
a workers' interest in a reduction in work thours, and therefore are not yet able
to understand the complex relationship among the characteristics of the worker

and the job that determine whether or not a reduction from full~time to part-time

work is an appealing options. For example, if a high percentage of workers who have

always been dissatisfied with their job also have become less satisfied with their
job tasks in the past year both the JOBSAT and CHSATT will be highly correlated

with interest in part-time work, even though only the latter has caused the

worker to look for ways to reduce hours of work. In the next section we try to

x
control for the effects of other variables in explaining the relationship

between interest in reducing work hours and variables we hypothesize to affect

interest in part~-time work.

E. The Decision to Reduce Hours of Work

The importance of level versus changes in three key variables is predicated
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Table 14

Health Measures and Their Relationship
to Part-Time Work

Measure and Definition of Interest
Interest Group and Mean Value of Health Measure

MEASURE 11 MEASURE 21
HEALTH?

Interest in Part-Time

Uninterested .08 .09
Interested .13 .14
F 4.1 . 14.9
Level of Significance - .04 "< ,01
FATIGUE2 . - r

Interest in Part-Time

Uninterested .18 .24
Interested .46 47 -
F 48.5 116.3
Level of Significance < .01 < .01
CHHEALTH? ' . ' :

Interest in Part-Time

Uninterested .03 .04
Interested .13 .07
F 19.8 9.9

Level of Significance < .01 < ,01

Notea:

¥EMSURE l: Equals 1 if respondent indicated would reduce now. Equals
0 if respondent indiicated would not under any circumstances. MEASURE 2:
Equals 1 if respondent indicates would now or might reduce hours of work.
Equals 0 if respondent indicated would never or probably would not.

2Values for variable range from ~1 to +1. See Table 15 for description
of variables, '
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\?n the assumption that workers have chosen working hours rationally and

those workers who work full-time have chosen to do so as a way of maximizing

the gatisfaction derived from job and non work activities. In addition,

-

\

the jby they have chosen represents the best solution to meeting their

\ 4
financial and other needs within the context of labor market and family

\
' obligations. Thus, unless full-time workers were originally severely

constrained\in the number of hours they could work, an increase in part~time

work options alone will not alter their current hours of work. It is likely that
any particular job is offered with a éixed numbe; of hours. However, because there
are opportunities for part time work in state employment (about 5 percent of

older permanent employees work part-time; a higher percentage of all stdte employees
including limited term employees do so) as well as in non~state work, there is (
considerable choice of jobs with varying salaries, working hours and other
attributes, Thus we h&pothesize that when the job was chosen, it represented the

best choice of work hours, salary and job tasks.

Despite workers' original satisfaction with theix job choice, it is clear
that unexpected changes in job or health conditions could disrupt this
equiiibrium, leading a worker to seek a different combination of working conditions,

~

one of which might be part-time work at current hourly earnings. Part-time
work, howev;r, is one which necessitates considerable loss in salary and in
participation in the wockplace. Therefore only those workers who are willing and
r/able to suffer income loss as well as disengagement from work will be willing to
/ do so. Changes in working conditions and in future income résult;ng from changes
in workiné hours are therefore key variables that workers will consider in
determining whether or not to reduce hours of work on their current job. We

develop two sets of variables, those measuring levels and those measuring changes

in those levels. We have already discussed in some detail three of these

meagures; .those 1ndicéting levels and changes in futurée retirement income that

)
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result from reducing from full- to part-time work, those indicating level and

' /

recent chaﬁges with job satisfaction and those meaigring levels and changes in
health. Other variables are\algo hypothesized to affect current interest in
part-time work and are includeéxin our analysis.
Income other than that from‘their state job is expected to have a positive

’influence on interest in part-time work; workers with other income -

are better able to withstand the income loss associated with a reduction in hours

of work. The airecfion of the effect of current hourly earnings1 from their

state job is ambiguous. Two opposing effects determine the net effect of this
variable. A reduction in part-time working hours means an absolute loss in income.
The higher is the current hourly salary the more able will be the employee to
withstand this loss, implying that the income effect of this variable will be to
encourage a reduction in working hours. On the other hand, if part-time work changes
the per hour value of fringe benefits and the probability of future wage increases,
a reduction in hours of work also changes the relative cost of non-working hours.

Tf high wage earners expect higﬁer salary ihc}easés in the future fhat might be
threatened by a reduction in hours, and lose more in fringe benefits (e.g. lose more
life insurance coverage) part—timeéhork will be mean a reduction in per hour
earnings. Thus the hours of léis;;e "bought" with part time work will be more
expensive and will be less likely to be purchased.by high salary earners. Thus,

the wage effect is expected to discourage p;rt-time employment., The effect of the

earnings variable is the net effect of tHepositive income and negative wage effects

and cannot be determined a-priori.

2

Several contrdl variables attempt to capture the effect of non-economic
characteristics of workers on the hours of work decision. Sex and marital status

measure the influence of social pressures on males and married persons, especially

181nce all workers are full-time, salary was converted to hour ly earnings by
assuning 2080 hours worked pét yeat.

61 ‘
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those w;th other dependents, to continue full-time work prior to reaching
retirement age. These variables may also reflect the effect of other family
members' work behavior which cannot be measured by our data on the work behavior
of the state worker. Occupational characteristics not associated with earnings“
are measured by the inclusion of selecfed occupational variables.

Table 15 presents the regression results for‘our two samples of fesPondents;
those who gave definite answers to the question on interest in working part-time
(MEASURE}) and the larger group of those whé gave consistent answers indicating

- either definite or conditional interest (MEASUREZ}.

Looking first at respondents who indfcated a definite ye; or no response to

the question of whether they would reduce their hou;s of work within the next

o

year if given the opportunity (MEASUREl) we find our hypotheses about differences
in the effect of level versus changes in key conditions supported by the results.
The level of penéion benefits for which a worker would be eligible at retirement

(PVAL) has no significant effect, but the absolute reduction in benefits that

would result from the decision to reduce tﬂeir years of work (PLOSS) is important.

The higher is this reduction, the less likely is a person to want to reduce hours
of workl The coefficients on hourly wage (WAGE) and other income (OTHERS) are
positive, indicating that the income effect of wages predomiﬁates and that the
higher the non-wage income the more likely is a person to want to reduce to
part-time work. Interestingly, the more one has considered and plannéd for
retirement (PLANS), the more likely is one to want to reduce hours of work. It
may be that insufficient inforaation about retirement leads to greater caution
absut changing hours of work prior to retirement. On the other hand, the PLANS
variable may be acting as aproxy for the value of nori-income producing assets
(e.g. house, pension funds) which have been accumulated by those who have given
grégter thoughtignd attention to the necessity of accumulatiﬁg assets for

retirement purposes. If the first interpretation is‘correct, a pre-retirement

lCoefficients measure the change in the probability of being interested in
part-time work that would result from a unit change iq the independent variable.
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program providing accurate informifion on fringe bénefits may encourage some to
consider part-time work. The second 1nterpfetatioﬂ, however, suggests that
a pre-retirement program wiil have limited impact, if any at ali. The
accumulation oftasse;s occh?s over a working life and may have more to do with
attitudes towards work and savings acquired early in one's working career than
with specific information on retirement acquired a few years prior to
retirement, v

The job satisfaction-variables have the expected role in explaining the
probability of wanting to reduce hours of work. The actual level (JOBSAT) has
no éignificant effect on the probability of a worker's being inteéested in part-
time work, while two of the'change variables do. If the level of worker
satisfaction w;th the tasks performed on the job has recently changed (CHSATT)
they arée more likely to want to reduce hours of work (i.e. the érdbability
rises by ,22 percent). However, if they want more decision making power ‘on
their job (WANTMORE) they are less likely (be 13.5 percent) to want to relinquish
control through working part-time. A recent change in satisfaction with salary
(CHSAT$) -has no signiiicant effect although the sign is correct. It may be that
recent high rates of inflation have made dissatisfaction with salaries widespread
(note the higher mean forthis variable than for CHSATT) among state employees
and therefore this variable is less likely to expléin differences among employees
in hours of work than it might have some years earlier.

The health variables indicate that/recent changes in health might be more
important than is the level of health i; explaining worker's interest in part-time
work. If workers are less healthy than they were one year earlier (CHAEALTH), or
experience more fatigue at the end of a work day (FATIQUEi, part-time work is of
greater interest (the probability of wanting to work part-time rises by 18 and
9 percent, respectively), - )

Few of the control variables are significant explanatory variables. While

N 56%3

-2;.
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the older is the worker the le?s likely are they to be interested in ~
partftime work options, $be AGE variable is only significnat at the 10 percent
level. Five dummy variables were included, each indiéating whether or not
the respondent was classified in a particular job category: clericel
(OFFCLER),‘protective service (BRROTSRV), craft (SKLCRFT), technicians
(TECHS) and senbice-maintenance_workers (SVCMNT). The categories are

not exhaustive. Professional workers are the major excluded category.
Coefficients for the included occupational groups indiéate the degree

to which the probabilities of being interested in part-time work diverge

for thebarticular group ftom that for professionals. Two additional

groups were excluded (paraprofessicnals and office administrative workers)
since there was no a-priori reason to expect their behavior to diverge

from the professional workers and becau;e their inclusion in eariier
equations showed their behavior was not different. The groups included

are thosejob categories which are often thought most amenable to shared

job or part-time work schedules, since responsibility for §pecific tasks

can be assigned among Qorkers. While the positive signs on the coefficients
for clerical, craft and technical workers indicate that these workers are
somewhat more likely to be interested in part-tipe work, the coefficiéhts
are insignificant for the first two categories. In additionm, service
maintenance workers are somewhat less likely to be interested, although
again the coefficient is not significant, indicating that its divergence
from zero could be due merely to chance variations in the sample. Only

technicians (TECHS) are significantly more likely than are professionals

and all other groups to be * . interested in part-time work.

. 8‘;
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Looking at the results using MEASURE2 as the dependent variable we see !
‘ |

only slight changes in our results, Recall that this group of workers includes
those who have given a conditional "yes" response to the question on whether they
I

are interested in reducing hours of work in the next year. Thus differences between/
r/

L]

these results and those for MEASUREL are due to the inclusion of workers who might

Recall that these conditions are most likgly
R [

be interested under some conditions.

Kl

to include no reductinns in retirement benefits.

The results for the two pension and the PLANS variables are similar. to those

-

for the equation using MEASUREl. For this group hourly earnings and other income

have no significant effect. It may be that since’ the condition given bf most

workers is that retirement income not change as a result of part- time

-

woTrk, most respondents see little need to "finance" a reduction in hours of work

from other income. The results on the job satisfaction variables are slightly
/

3

altered from MEASUREL. While CHSATS is now. signfficant, it is so only at tﬁe 10

/
percent level. Likewise, CHSATT is no longer significant, although even i' the
gn y alt g 1
i

MEASUREL equation the level of significance was not higﬁc The group of health

;
variables again show that changes in health rather than its level are important

\
although in this equation the CHHEALTH variable is.no longer significant, ,though
- . I

of the correct sign. Among the control variables, males are significantly less

likely to consider a change in hours of work in the near future and TECHS are
significantly more likely to be conditionally interested.

These two regressions indicate that there are significant differences
between workers who might reduce to part-time work and those who would not.

Workers are strongly influenced by the losses in retirement benefits that would

arise from their decision to work part~time, Thus workers not covered by a pension

plan, those whose benefits would change only slightly because of long years of
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service, or those very close to retirement are more likely to be interested in
a part-time work program. On the other hand, this is counter-balanced by the
greater ability of high wage earners or those with substantial non-state income

or assets to afford the loss in income that comes from working fewer hours per

Pl

»
week .

The profile of a typical part time worker is not immediately apparent, although
these results suggest that high wage earners, near their expected retirement age
who have been covered by the WSRF for many years as well as accumulating other
assets and income sonces may be most interested in reducing hours of work on

. their current job.l This is consistent with the findings of Anschell (1980). It
is clear that change in health or job satisfaction has an effect on interest in
part time work. Thus for some employees, paft-time work options may permit

. them to continue working in the face of unexepcted declines in health or changes

in assigned work and satisfaction with that work. .
Decomposing the WANTMORE variable gives u-s added insight into the inter-
relationship between job dissatisfaction and i)art-time work. When the two 'c_:omponenta of
this variable are examined; it appears that the desire for greater contxol over ‘
one's working hours is the controlling in?iuence. The other component, the desire

for greater control over tasks performed, alone has an insignificant effect on

interest in part-time work. Workers who want more control over settiné their

-

working hours may
- » l

lAn alternative interpretation is possible. Such a worker may be a highly skilled
employee working long hours in a high pressure position. They may be attracted by
the possibility of working part time on théir current job, in hopes that this would
more, equally balance actual hours worked with salary paid, since another person
might be hired to share responsibilities and over-time work. It may also be that
the question was not interpreted as requiring pérmanent part-time work. Persons

in high administrative positions might be attracted by part-time employment for a
1imited period of time, knowing that they could easily returnm to full-time work

when they so wished.

wish to do so for two opposihg reasons. Those who are increasingly

~

™
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dissatisfied with their job may see in part-time work or more flexible full~

"

‘time hours a way of compensating in part for job dissatisfact on by adjusting

their hours to accomodate more satisfying non-work activities. There is anotherx

group, however, who are satisfied with their johs and see more flexible hours
as a way of satisfying their wish to meet the demands of both a satisfying full~time

job ‘and their non—work obligations. The latter group dominates in the relationship

between the WANTMORE variable and interest ia part-time work. This indicates that

many state workers would/welcome greater flexibility fﬁ setting their full-time

»

work hours, However, some respondents do want to set their own Eart—time working

hours to accomodate their lessening interest in their job, and when the WANTMORE
- variable is excluded from the MEASURE2 regression (not shown) the effect of the
NEGTSAT variable increases and become highly significant. This strengtﬂens our
conclusions that if other means of dealiﬁg with reduced job satisfaction are not
forthcom@ng (e.g. by dealing with the scurce oflfhﬁs dissatisfattion itself}

P

Rfvvididg opportunities for reduced worginghours is one method of accomodating

\

These reduced work hours
¥

workers who migh; othervsise resign from state employment.
will be most attractive to workers experiencing growing job dissatisfaction;
more satisfied workers are likely to wish to continue working at their full time
rate although they may prefer some flexibility in deciding when this work is

performed. In general, part-time work opportunities are -a method by which the

.

State can retain the services of workers who might otherwise choose to retire

or resign earlier due to ill health or growing job dissatisfaction.

Logit Analiysis

The dependent variable for the OLS regressions described in the previous

section is a dummy which equals 1 if the person would reduce their hours of work
G

and 0 otherwise. Thus the coefficients in the regression are interpreted as

A -

wmeasuring the effect of an independent variable on the probability of a person

being willing to reduce hours of work. However, a serious problem exists in

ERIC Y -
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' Tabie 15 - -~

QLS Estimates of Determinants

+ MEASURE 1 °

of Interest ianeducing Hours. of Work i

' MEASURE 2

e

+ PINANCIAL VARIABLES

Coefficient (Standard Error)

PVAL .0012" (.004) _ .

PLOSS -.0875 (.03)**kx

WAGE - L0166  {.004) *kkk

OTHERS . L0022 (.001)* .

PLANS L0811  (.022) kkkk . =
JOB SATISFACTION

JOBSAT .0248  (,040)

, CHSATS -~.0050 (.009)

CHSATT L0216  (.010) **
HEALTE

HEALTH -.0175 (.036)

CHHEALTH .1825 (.051) k& .

FATIGUE L0905  (.024)**kk
CONTROL ‘

GENDER .0035 (.026)

AGE -.0077 (.004)*

MARSTAT -.0256 (.025)

DEPS .0063 (.010)

OFF~CLER .0044 (.032)

PROTSR'V ' ".0386 - ( .nl‘ 2) '

SKLCRFT 20035  (.049)

TECHS .1021  (.051)**

SVCMNT ~.0014 (.029)

COLLGRAD .0038° (.029)

‘Constant ) , .4191

R2 h RS V) |

F 7.76 ,

N 848 | ,

Coefficient {Standard Error)

I

,0010, (.003)

=.1099  (.02)k¥kk
L0041 (.004)
0003 (.001)
L0813 (.016)*xk*
0416 (.031)
.0093  (.008) ,

~.1536  (.019)***x °
0338 (.027)
.0380  (.038)
1081 (.0172)*k&k

~.0838  (.020)k***
.0018. (.019)
.0104  (.008)
.0160  (.025)

-.0276 ‘(.033)
.0134  (.038)
1247 (.039)kkkk
0038 (.023) .

~.0091- (.023)
.3777
.107

12.89

2383

>

*kkx Significant at .01 level

*kx%x Significant at .025 level
*k Significant at .05 level ) -
* Significant at .10 level . -




Means and Standard vaiationll

MEASRE: 1
MEASURE 2
PVAL ($1,000)
PLOSS
WAGE -
OTHER$ ($1,000)
PLANS
JOBSAT
CHSAT$
CHSATT
WANTMORE
HEALTH
CHHEALTH
FATIGUE
GENDER
AGE
MARSTAT
DEPS
OFFCLER

PROTSRV

SKLCRFT

TECHS

SVCMNT

COLLGRAD

3
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MEASURE 1 - MEASURE 2 _
10932 (.29) - =
. 1716 . (.38)
3.986  (3.18) 31909 f’ (3i12)
.658  (.52) - .584 (45) "
8.45  (3.42) 831  (3.23)
6.008  (7.08) < 6414 - (7.35)
281 (.45) 326 . '(L47)
8769  (.27) 8484 ~\ (.27)
. =.0330 (1.18) 0428 (1.14)
-.5035 "(1.06) . -.3416  (1.07)
0981 (.41) . 0133 ,  (.41)
.0849 (.éS)J#}fp‘%} i09;4= . (.353
.0401  (.20) " .0449 (.;1)'
.0225  (.40) 900 (.45)
665 (.47 .6253 ©  (.48),
58.56  (2.7G) 58.66  (2.72)
7500 (.43) .7655  (.43)
4021 (.99) 23642 (1.0)
1344 (.34) J431 (.35)
0637  (.24) .0613 = (.24)
0401 (.20) 0426 (.20)
0377 (.19) 0407 (.20)
.1686  (.38) 1733 (.38)
133 (.34) 1347 (.34)

lStandard deviations in parentheses.




Definitions of Variables

PVAL The annual benefit from the Wisconsin State Retirement Fund for which
an individual will be eligible if s/he continues to work full time at the
current full-time salary until stated age of expected retirement.

PLbSS The difference between PVAL calcﬁiated'for the individual and the WSRF
benefit that would result if the worker immediately reduced to part-time
and worked until the stated age of expected retirsment,

WAGE The hourly wage of the individual. Calculated as the full~time amnual
earnings on the persons state job divided by 2080 hours.

OTHER$ The individuals total inccme for 1979 minus earnings from their state job.

PLANS A dummy variable equal to 1 if the person has given a great deal or some

thought to retirement.

,JOBSAT An index ranging from -1 to 1, measuring a person's general satisfaction

-

with éalary, benefits, relaticuships with co-workers and with what they

do on the job.

QHSAT$ A dummy variable which equals 1 if the person agreed or strongly agreed
with the statement that "Within the past year, I have become less
satisfied with my salary and benefits."”

CHSATT A dummy variable that equalslif the person agreed or strongly agreed

‘ with the statement that '"Within the past year, ;pa&é found the things I

do on my joB less satisfying."

#

WANTMORE An index that varies between -1 and +1. A positive value on WANTMORE
indicates™that the worker wants more control over tasks.

HEALTH A durmy variable that equals 1 if the respondent rated his/her health as

"poor. n-

CHHEALTH A dummy variable that equals 1 if the worker indicated that the health

A\

status was worse than a year ago.
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FATIGUE A cummy variable which is coded 1 if the worker indicated he/she felt
more fatigue at the end of the working day compared with a year ago.

GENDER A dummy variable that equals 1 if male.

AGE Age of individual in 1980,

MARSTAT A dummy variable that equals 1 if currently married.

DEPS Number of dependents excluding spouse,

OFFCLER A dummy varidble that equals 1 if the respondent was & clerical worker.
PROTSRV A dummy variable that equéls 1 if the respondent's job classification
was included uner the "Protective Service" E.E.O. category.

SKLCRFT A dummyuvariable tha& equals 1 if the respondent's job classification

was skilled craft.
TECHS A dummy variable that equals‘l if the respondent's job classification
fell into thi,tecﬁnician category.
SVCMNT A dummy variable that equals 1 if the respondent's position was included
under the service maintenance category.
COLLGRAD A dumny variable that equals 1 if the worker finished college.
MEASURE 1 Equals 1 if the respondent would reduce hours now, and equals 0
if the respondent would under no circumstance reduce hours of
, work. All other cases are excluded.
MEASURE' 2 Equals 1 if the respondent would reduce hours now or under some

circumstances and equals 0 otherwise.

P13
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using OLS to estimate probabilities since although a probability camot in

fact exceed 1 or be less than 0, the predicted probabilities from a regression
are not bounded. Thus a transform;tion is necessary in order to estimate &
function that i3 bounded and confoims to the ligely real-world case that
marginal changes in the dependent variable due to a change in an independent
variable diminish as the bounds are approachad. A logit function which conforms
to these specifications was estimated including the ;ariables already described.
Since the coefficients are not as easily interpreted as in the case’ of the
regression and because the logit results conform to thdyse for the regress;on we
dv not disc;ss the logit results in detail here. It is important to note that
the difference betéeen the effects of level and changes in variables hold up in
the logit estimates with one possible exception. In the logit estimates the
coefficient on NEWSAT is significant at the 10% level. However the coefficient
on NEGTSAT remains highly significant indicating that persons recently less
satisfied with their jobs are more likely than others to be interested in reducing
their hours of work. As in the regression results recent ‘changes in health and
pensiqﬁ/loss that would result from reducing hours of work prior to retirément
are §égnificant variables in determining a person's interest in part time work

/
prior to retirement while current health and pension accumulation levels are not.
/

/
i

e
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F. Part-Time Employment After Retirement

While few fuli~time workers are willing to reduce to part-time work !
prior to retirement, a larger percentage would consider working part-time
after the age at whi:h they currently expect to retire. The willingness of
workers to work part-time after retirement is not unexpected and is not in-

consistent with their reluctance to consider part-time work now. It is con~

sistent with Mieves' conclusion that part~time workers are a different labor

market than are part-time workers. In the case of retirees, retirement is E

that ‘age at nhich full~time. work is rejected. At that time part-time work
may be an attractive alterndtive to total retirement, even though it earlier
was a less appeeling alternative to full~time work. This finding also
indicates that the major effect of a part-time work program would be to in—
crease the work options of retirees, rather than of workers during their
pre-retirement years.

Delayed Retirement

N

Current Wisconsin State employees were asked about their interest in continuing :

/

their current job beyond the age at which they now expect to retire.completely
/

from state employment. It is important to understand the decision each respondent

was being asked to consider. The hypothetical case posed was an Opportunity to

- continue workifg later than now planned; in short the option of increasing their

hours of work from the expected zero hours of work upon reaching thefr expected

The worker was asked to state a preference for retirement from

«°

retirement age.

state employment, and the opportunity to continue working at their current job,

In contrast to the hypothetical situation for a worker considering an immediate

reduction in hours of ‘work, there could be a net financial gain to workers in

delaying retirement. Full-time work would‘mean continued coverage by WSRF and with

longer service years and, perhaps, annual earnings gains, a higher retirément benefit

when retirement was chosen at a later age. For a part-time worker, as long as

earnings remained below half the thres year final average used to calculate WSRF

73
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(in effect below half-time employment for recent retirees) a worker could receive

both WSRF benefits and their part-time earnings. Above this limit the worker

N ' ‘would lose WSRF bnegfits, but as is true for the full time worker, would find
future benefits increased due to longer service. ‘
If workers were offered some type of Opportunity)to continue working for the
state‘87 percént would do so. We do not know for how long these workers
would be willing to delay %ull retirement. Because the questionnaire asked workers
to irdicate all circumstances under which they would be willing to work past
their expected age of retirement we are able to estimate the degree to which part-time

work would be necessary for an older worker to delay retirement and what other

type of work opportunities might be attractive. Using he same method we

adopted in describing the conditions under which workers would reduce from full-time
to part-time work, we looked at the circumstances under which workers would delay
retirement. Table 16 indicates the number of workers checking each of the
circumstances under which they would be willing to continue working. Over half

might delay retiremen; if they were able to work part-time. However, it'is important
to note that a large percentage (33.3 percent) also indicated that they might
continue working full-time if they were able to do so. Nine percent would do so-”
with a switch to a four, ten hour days sc;edule but 27.8 percent would do so

on the current job schedule. The three remaining conditions do not specif& a

.particular job schedule, although the majority of workers checking these three .

ol

conditions also checked a part-time option; a minority.checked one of the full-time

cates that

1

options. The large percentage checking the inflation condition, indi
older workers may i; the future be more interested in post-retirement work .
opportunities than fhey have been during past periods of low price inflatio?.
Table [¥ looks at the answers given in a somewhat diffe;ent way. This table
. evaluates the extent to which part-tim; as well as full;time work options would

£y

be successful in permitting workers who wishgd to to delay retirement. The two
. C g

, |




Table 16
: Circumstances Under Which Workers Would Delay Retirement:
Number Checkirg Circumstance
Circumstances : Nl 2 »
Would Never Delay 373 12.9
' Would Deiay 2522 87.1
‘ A. If Present Job Continued 961 33.2
As Is 804 27.8 ;
For 4, 10 hour days 264 9.1 ‘
B. If Could Work Part Time 1545 53.4
Shortef Day . 617 21.3
Shorter Week 1304 45.0
Share Job 512 17.6
C. Other Conditions N 2125 73.4
If Inflation Continues . . 1916 66.2
If Job Made Less Stressful . 538 18.6
If More Flexible Hours ) 581 20.1
TOTAL ; 2895 100.0

lNumbe_rs in this column add up to more than total number of respondents
since many checked more than one circumstance.

70
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panels only differ in the way workers who stated a willingness to work both

full and part-~time are classified. In Panel A they are described as part-time
workers, in Panel B as full-time. This exercise is important since allowing
workers to work part-time at a given job if they so wished, would probably

lead to pressure from those whé wish to do so to continue working fuil-time or to
rear.ange their full-time working hours. Although we can't tell whether ; person
would prefer part-or full-time work afte¥ retirement, the two panels give a

sense of how many workers wouldﬁbenefit from a part-time work option compared

to one that merely allowed them to continue working full-time beyond their
expected retirement age. Circumstances given by each respondent are grouped as
in Table 16.1 (_ /

Table 17, Panel A shows that up to 53.4% of workers ﬁight work past their
current expected age of retirement if only part time hours were available. The
remaining workers indicated no willingness to work at any of ;hé part-time schedules.
Almost 18 percent would apparently Qork only full-time; another 13 percent would
not work at all. The remaining 16 percent are a curious group. Since they checked
none of the full-time or part-time schedules, it is difficult to know what kind
of job schedule they would prefer after retirement.

The second panel shows that up to_33.2% might alter their expected Qqe of
retirement if full-time work were the only option available by which workers
could delay retirement. In this case, réspondents who indicated that they would
éither work part-time or full-time were classified as willing to work full-time
(in panel A they were classified as willing to work part-time).

These two tables indicate a strong desire to continue working beyond the

respondents' current expected ages of retirement. Part-time work options would

cléarly be popular, permitting up to 53 percent of current full-time workers to

lSee Appendix A for questions used in this analysis. (Question 12 of

Older Worker Survey)




Table 17

Circumstances Under Which Workers Would Delay Their Retirement:
’ Circumstances Grouped and Ranked

N 2
- re
Would Never Delay - 373 12.9
Other Circumstances , 459 15.9
If Présent Job Continued ’ 518 17.9
If Could Work Part-time _;éﬁé_ 93.4
TQTAL | 2895 100.
B
Would Never Delay - 373 12.9
Other Circumstances 459 15.9
If Could Work Part-time | 1162 38.1
If Present Job Continued 961 33.2
" TOTAL ' 2895 ©100.0

., y 7
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delay retirement. However, it is not clear thst this is what workers prefer.

For whatever reason one-third of workers would like to continue working full-time

but do not expect <~ do so. Only 38 percent of workers (Tablel7, Panel B)

feel that they would return to work only on a part-time schedule. Thus, greater

part-time work options would permit half of current workers to extend theip
4

lives. But for almost one-third other reasons prohibit them from continuing

at their current full-time job, even though they express a desire to do so. .

Post- Retirement Work Behavior

_who have actually delayed retirement or have sought post-retirement work

Given the strong desire to continue working on the part of the majority of
older workers in our sample, it wouls\pe useful if we could test to see whether
workers would actually delay retirement\if given the ooportunity to do so., In
other words, would workers in fact work as <r1ey now say they would if given greater
post-retirement employment opportunities? Ugfortunately, there is no data on
what our respondents would actually do if faced\>1{h the job options they now
claim they would find most attractive. We do, howeber, have some data on workers

opportunities elseﬁhere. These we feel provide some confirmation of the desire

of current full-time workers to continue working at their current jobs.
~
’

First we asked workers about their response to the increase in “he age of

mandatory retirement from age 65 to 70, effective January 1, 1980for¥HsconsinState

’

employees. About one-quarter (24.5 percent) of those who had heard of the changed

state requirement, delayed their expected retirement age by an average of about
four years. If we look only at those who had previously expected to retire at

age 65 (the earlier mandatory retirement age), over one~-third (35 percent) delayed
their planned age of retirement by about 3 1/2 years. This suggests that indeed

our respondents would delay retirement if given the opportunity to continue working

at their current job. A large percentage had done so when the restrictions on

working beyond age 65 was raised. -
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Another piece of evidence about the desire of workers to icontinue

i

working past the the retirement age comes from the number of respondents

who indicate they plan to work in a non-state job after retirement. One-thir&
of all respondents indicated they were planning to do so. Hégt of these would
be willing to continue working for the State if their Job so permitted. Among

workers whe expect to leave state employment at 62 or later 32 percent expect to

work elsewhere, but 83 percent of these would also be williﬂg to work full~time

for the state. This indicates not only a potential loss of/labor talent from
- {
state employment, but also that a high proportion of thoseibho want to extend their
i
work life will search for altermmative ways ofsdoing so. / .
/

{
A final piece of evidence comes from data on the 'recent retirees from

[ g

Wisconsin State Emﬁ&\zment Looking at only those who haJe retired between 1975
and 1980 and are now €5-75 years of age,.we find that whi;e 31 percent have

worked since retirement, only 12 did so in state government. While this may have ;

'

as much to do with the limit on earnings for WSRF annuiténts as it does with limited;

employment opportunities, it is interesting to note tha§}32 percent of this group

would be interested in returning to work for thesrate, énd that among those who (-

have worked since retirement 91 percent did so part-time. . |

3 ® ' : ,{




G. Conclusions

This section h;s attempted to measure the interest of full-time
workérs in tegucing hours of‘work prior to retirement. We found that
about 5 percent of workerg would be willing to do so within the next
year. If in addition, workers were assured that they could return to
full-tiq; hours if thgy so wished, at least another 2 percent would re-

duce their hours of work. If the égoup of consistent respondents analyzed

here are representative of all full-time Wisconsin state workers 55 years or

older (a total of 6238 in 1980), this would mean that 287 woriers would be
willzag to immediatély reduce their working hours. Another 118 would be
willing to‘do so if the decision to reducé their hours would ngt commit
them to doing so indefinitely. These are the minimum numbers who would
wiliingly change their hours of work. Whether others would do so depends
upon the strength of their conéérns about changes in fringe benefits that
might follow %rop a reduction in hours of wark. An additional 31 workers
migh; switch if they were given better information on health and life in~-
surance éolicies. For other interested workers to switch thére would
have Eg be a significant change i; retirement pragram§ (including the
Federai social security pFogram) or a supplemental benéfit program that
would offset the loss in retirement benefits resulting from workers reduc-
ing their hours of work prior to retirement.

Further analysis has shown that for many older workers, part-time

work may be an avenue to reduce job dissatisfaction or to continue

“working in the face of declining health. The importance of retirement

benefit considerations is shown by the strong influence of the foregohe
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pension amounts ir determining whethe: workers are interested in part-time

-~

work. .

It is difficult vo conciude on whether the numbervof workers that
would reduce their hours of work would make financing a part-time jobs
program "worth it." It is clear that for some workers such an option would
be attractive and that it might permit the continued employment of highly
;killed state employeéﬁ who mignt otherwise retire because of grrwing
job dissitisfaction or ill health. Note that workers most likely to be
interested in part-time work are those who will lose less-by this change in
hours of work. These are also the workers who will lose the least by
« retiring now, and are therefore most, 1ikely to choose early retirement
(see Burkhauser and Quinn, 1980; Hansen and Hol&en, 1981).

We also presented some information suggesting that the major impact
of a program opening up part-time jobs to older workers would be to permit
workers to extend work beyond their expected retirement age. Our data
indicate a desire on the part of the majority of workers to work longer
than they now expect to. It may be that part-time work would permit them
to receive both their social security and WSRF benefits while workingz
If they were to continue at their full~time hours of work they would most
likely lose all retirement benefits for the period éuring which they
worked. At the same time, a large proportion of workers would 1ike to
continue working full time beyond the age at which the; currently expect
to retire. That these wishes are not idle dreams is suggested by in-~
formation on changes in retirement age that actually occurred when the

séate': mandatory age of retirement was raised from 65 tc 70 and on the

large number of retirces who have worked in non-state jobs following.their )

retirement from state employment.

] ﬁgil

X
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III. The Demonstration Project

- A. Introduction. ‘ ’ .

- -

The Older Worker Survey:analyzed in Section II allowed us to estimate
the level of interest among oider workers in reducing hOurs‘of work‘prior .
to retirement. ?rom it we were able to estimat{ ghat‘about 5 percent of
workers would now reduce hours of work §€ ;iven tﬁe opportunity to do so
and that others would do so if only céstain job or benefit conditions were
to change. For the workers who are interested in reéuciqg their hours of
work, part-time work would clearly be beneficial in that it would allow
them to work their preferred number of hours; for some this migh; provide
some adjustment to growing job dissatisfaction or 11l health. It is not
clear, however, whether the exééctation of these full—time workers would
be realized if they were to reduce their hours of work or if employers

and co-workers would gain or lose by having hours of work change for some

workers. To answer these issues we need longitudinal data on workers who

have reduced f;om full-time to_part-time work. .We have ;lready cited
Qritgrs who argue that permitting mcre qgrkers to work part-time results

~in increased productivity (Nollen et. al., 1975; Greenwald and Liss, 1973;
Martin, 197A; Stewart ég. al., 1975; Foegen, 1976; and Olmstead, 1977) .
and improved job satisfaction (Logan, et. al., 1973; Hall and Gardiner,

1973). The demonstration component of the PRWO project was set up to

-

* evaluate some of these claims by analyzing changes in job performance,

job satisfaction and supervisors' attitudes for thirt& workers who actually

reduced their hours of work during the life of the project. 1In this

section we iook at the data from this part of the PRWO project.




As initially designqﬁ, thg demonstrgtion project was to include 30
workers who were working full-time at the beginning of Fhe project but who
reduced their hour§ of work at some tiﬁé during the projeci period but no
later than six months from th; end éf the evaluation period. The desfgn
specified that we ask questions about workers" job. satisfagtion Eefore
they reduced tﬂeir hours of work. At that time we would also survey each
participant's supervisor to gauge the supervisor's aititudes towards
older w?rkers and also to have the-supervisér rate the performance of the
full-time worker. Sometime after the worker had entered the project
ﬁy reducihg his or her hours of work, we would again collect information
on job satisfaction, job performance and supervisor attitudes for the part-
time job. By comparing the information at two points in time, we hoped
to detect shifts in worker performance, jgb satisfaction and in supervisor's
at;itudes vhich could. be attributed to the chargze }n hours of work. To
control for other factors that could cause these shifts we planned to
select a control grgyp, matched by key characteristics including the

. initial desire to reduce hburs of work. This control group would be
workers who continued as full-time workers, i.e. they were not able to
reduce their hours‘of work .as they had wished to. The control group would
also be surveyed at the beéinning and end of the project period and these
data would b; compared with those for the partiéipant workers.

However, unforeseen factors'over which neithér we nor the staff of

the Alternative Work Patterns unit of the Department of Employment Re-

"lations (AWP-DER) had any control altered the way the project worked out

!
in ﬁctual practice. These alterations reduce our ability to come to fimm
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conclusions about the effect of workers' reducing their hours of work and
therefore need to be discussed prior ‘to the presentation of the demonstra-

tion project results.

In planning the demonstration project it was impossible to predict
the ease with which thﬁ fequi;ed number oflworkers could be identified,
arrangéments fogvpapt—time\w?rk could be made with supervisors and partici;
pants, they could be interviewed as full-time workérs and then entered into the

}

demonstration project. While 30 participants was an arbitrarily chosen
t v

number, it was selected as a reasonable numbet of workers;;hat.could be .
recruited during the project period and be analyzeh with some statisticQ}
confidence. However, the small number meant that comparability among
participants had to be attained as far as possible. - .

The difficulty in recruiting 30 workers was far greater than anticipated.
This is not entirely surprising given our subsequent finding that this
number is 10 percent of all state employees who were potential project
participants (i.e. all those might be interested in reducing hours now)
and the well known difficulty of reclassifying state jobs and obtaining
supervisor coopefation in changing hours of .work. We had hoped that all
project participants would conform to the pattern of hours change originally
specified and described above. In fact the project participants are a
far more heterogenous group'than we had originally planned. Some partici-
pants we excluded from the analysis because their situation was so unique
they could'not be compared with other participants or of any control

workers we could identify. Others however, we were forced to dnclude,

and therefore our findings are weakened by the aggregation of fairly

84
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diverse cases. (Sce Valume | - 1.opiomentation). .

Difficulty in recruiting workers was aggravated by the fact that

neither we nor the staff of APJ-D3R had final control over whether and

when a person who wished to do so «ruld in fact reduce their hours of

‘

¢ .
work. The decision whether or nouc to.allow an interested worker to partici-

pate had to be negotiated, sometiaes over a period of months, and J=layed

.

entry into the project reant 'that research-ends necessarily suffereca.

-

In addition participatiuvn reguired the agreement of workers and sufer-
visors to ancwer the ne.vesary surveys during the participation perind.

Oft.n this agreement ¢ig rot come until after the worker had in fa.t

redueed their hours of work. 1In some cases the "before" data coull i,
be collected retrospectively which®jeopardized the accuracy of the in- .

formstion. .

Because AwP -DER had little control over the process of who would

.

fedive hours to part-tine, they were often not inf rred zb.utl certsin

aspects of their ‘participzats’ working lives which, though trivial to
supervisors and workers, were of great impovtance ia teore of the re-

T search. i !

For example, some participants arc Department af Re mawe erple e

who were allowed to reduce their hours «f work teporarily in the

1980 c¢n the conditdion thit tlwav return to their full-t're s hedvle 0 on
the first of the year. Thus {(15€s in job satisfaction and perfor:an- e
for this group of workers must be vnderstecd as a change that yresulis®

if workers know that the switch in hcurs of workﬂis temporary. It i¢ not

t

a permanent change in hours of wark and is not strictly comparable to

ERIC

FA 70 Provided by ERiC:
-
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changes that result from permanent parf-time employment. While we would
argue th;t such flexibility in setting job schedules is-of some benefit
to both employers and employees, the inclusion of these workers means
thet we are able to say less about the effects on key variables of a perman~
ent shift to part-time work. _ . .
In addition, it was not always made clear to AWP-DER staff which

. s?pervisor was actually appraising the performance of a given participant.
Oz, often supervisors would team up and do them in a‘way wlich was impos-
sible to determine. In other cases, workers retired without informing DER,
or there would be a change in supervisors which went unnoticeﬂ until much

later in time. Taus changes in svpervisors' attitudes in some cases could

be due to chkanges in supervisors rather than dn the attitudes of either

supervisor.

The separation of recruiting functions and project evaluation between
AWP ~-DER staff and our own staff meant that the evaluation does not reflect
some information that may have been usgeful in evaluating the strerg .hs

)

and weaknesses of the data. This division of taSkérwgs agreed to siice
DER staff has mucn greater acc;ss to personnel records and expected ;o
maintain contact with participants'and supervisors. It was natural that
they would handle the orientatioﬁ of each worker and supervisor as each
began participation in th; project. 1In retrospect, however, it is clear
that the evaluation staff was not sufficiently_aware of the recruiting and
'orfentaq;on probl;ms that might have had an important impact on the
establishing’the comparability of the participant group and the validity

of the‘data collected. Greater sharing of the responsibilities would

{
have b?en desirable-although its value was not anticipated when the

|
|




- 76 -

division of responsibilities was established.

Finally, two difficulties were anticipate& and were taken into
account in designing the evalpation, but at the szme time limit our
ability to draw firm cone}usions on some aspects of'part—time work.

First, we realized tﬁat there was no way to predict in advance who might
participate in ;he demonstration project. Thus, no specific job analysis,
the cornerstone of performance analysis, could be done. Instead we had

to design a gen;ral performance appraisal process which could be used
regardless of job. This means that the appraisal method used is identical
across all jobs, thus increasing our apility to compare answers atross
pénticipants and time, but may fail_to pick up importart effects of part-
time work‘that are specific to certain jobs. Secondly, we kne# that
participants would enter the project at different times during the two-

1

year project period. The first participant entered in June, 1979, and the

last participant entered in December, 1980. This means that each partici~
pant was "on board" for a different length of- time and compariscns among

¥

them are therefore-difficult. For examplg, six participants were in the
project for less than six months; two %articipants were in the project for
between six and ten months; six in for between ten and fifteen montns;
seven were in for between 15.and 20 months, and nine were in for the entire
27 months.

The demonstration project, therefore, procee&ed within the limits
of severe constraints both because of the way the administration of the
project was structured and because of constraints which naturally occur

when research attempts to evaluate, but cannot contrcl real-world events.

Some problems of -the data resulted inevitably because we were askinr busy

' . 8 / R
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people to cooperate in a venture from which they would receive only marginal
reward. In this sectioﬁ, we will examine several issues related to pért-
time work for the older State workers nearing retirement,

B. Project Participants: An Overview

"

As Chapter II (Participarts Job and Demographic Characteristics)

of the Alternative Work Patterns Unit r

eport indicates, the participant

group was a heterogenecus group of workers. This‘variety makes them an

rd

intetesting group to'study, yet the diversity of participant, makes geperal-

izations about their experiences difficult. For example, of the thirty

- N ’

participantsirecruited, four (or 13.3%) were reinstated into half-time

Jobs from full-time jobs. after a short "period of retirement. Further,

of the remaining twenty-six people, not.all viewed part-time positions

as a permanent shift from full-time work. One participant reduces hours
eve}y summer and arranged for a leave of absence to fill the other half

of her position. Another went on half-time after surgery and then returned
to full-time when his health improved. . Moresver, three workers from the
Department of Revenue reduced hours temporarily in the fall on the con-
dition that they réturn to full-time work around the first of the year

’

when the Department's workload increased. Thus, at least five (16.7%)

LA

. -of-the participants viewed their part-time positions as temporary and

.

therefore are not ideal subjects in a demonstration project intended to

¢

study the impact of permanent reductions upon performance and job satis-

- B

faction. For a description of each participant, the job held and their
reasons for reducing their hours of work is included in the AWP-DER final
report,

The participant group differed in important ways from the group

]

of respondents to the older Worker Survey (see Table 1). They were older

s

-




certain jobs are more amenable to part-time work than are others. But,
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‘

than respondents (61.4 versus 58.8 years), the ratio of men to women waé
lower (.38 compared to 1.25) and they held jobs at 1owe; occupationél
categories. Twelve participants (41.4%Z) filied clerical positions and
nine (31.0) had service and mainténance positions compared to the 16 and
18% respectively of respondent group in”these two occupatioﬂal groups.
One quarter of the respondents were professioﬂal while only three (10.3%)
of the project participants were in this category.

These age and occupational diffe.ences resulted in a lower mean
educational level for the participant group, and‘a higher proportion
divorced or widowed .compared to respondents. It is also worth noting
that the two largest employing agencies among the respondent group (the
Iniversity of Wisconsin System and the Department of Health and Social
Services (57%)) employed only 36% of project participants. A far larger
progortgon of participants than respondents were employed by the Depart-

ment of Administration.

We suspect that many of these differences arose in part because

in addition, participants were able to obtain rather speedy permission

from supervisors to participate-in the project. Even though age and sex

were not significant predictors of interest in part-time work and occu-

;4
pational differences were not those predicted (See Table 15}, supervisors
seemed to be mcre willing to adjust working hours of older females in the

lower occupational categories. Thus, we ‘suspect that the make-up of the .

demonstration project participants may largely be a reflection more of

supervisors who are more willing to use part-time workers than of workers

who would work part-time if given complete freedom to do so.
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We intefviewed each participant as he or she entered the project.

1)

During éhé interview we asked participants to explain why they were re-
@ucing their hours. Inspection of their responses indicated that their
major concerns were for more letsure time (53.3%), a desire to work less
hard (30.0%), famili obligations (26.7%), and poor health. Some viewed

part-time work as a chance to "do other things," and many participants

, saw part-time work as a means of "easing into retirement" or as a middle

ground between abrupt retirement and full-time work,
° \

When we re-interviewed participants at the end of the project we .
asKed them to give us their opinions about the adéantages ané disadvantages

© of part-time work for older workers., Participants were almost uniformly

’
-

enthusiastic. Advantages most frequently cited were better health ("not

as tired" and "feel better"), social ("lets you talk to people," and "gets

you ou* of tne house"), aconomic ("like the money," and "can have an income
&

of one's own"), family reasons (such as having more time to be with spcuse),

and moTe time for various leisure time activities such as volunteer work,

hobbies, an§ general recreation.

Wotkers felt their partic{patioﬁ in the project had been a sﬁccessful
experience, but some pointed to possible problems for others. These
included fewer benefits (suchas vacation days, holiaays and sick lesve),
not*as much money, and less social security. One person mentioned that
they were less satisfied with their working hours because they had to
* work evenings because only these shifts were available to part~timers,

A number of participants retired early.‘ Economic and family'réhsons
seem to have hqd the largest fmpact hegg;__q?e participant reported that a

- i
son had graduated from_ school and thus no 102ger needed support; another

participant remarked that she wished to spend more time with her spouse

who was also retiring.
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C. Reducing Hours of Work and Job Satisfaction

’ ngstions 18 through 30 on the older worker survey' (See Appendix A)

. also ;erved as the primary source of information on the job satisfaction
;f project participants at the beginning of the project period. These
questions were designed to probe a number of facets of job satisfaction.
Specifically, we tried to identify tﬁe separate components of job satis-
faction and changes iﬁ job satisfaction. Our first fi?e measures, combine
the answers on these questions to obtain indices of 1) satisféct;on'with
jéb tasks (questions 18, 23, 25), .2) satisfaction with financiéi aspects
of their jobs (questions 19 and 22), 3) satisfaction with the ﬁegree of
autonomy their jobs offer (questions 24, 26, and 27), 4) satisfaction with
co—&orker relationsﬁips (questions 28{ 29, 30), and 5) general job satis-
faction (questions 18; 19, 28 and 29). The final three measures attenpt

[

‘to-capture changes in job satisfaction and the importance of job versus
+ non-job activities: #) wh;théf workers have become less satisfied with
various aspects of'their 30b over the past yeaf (questions 2Z and 23),
7) whether workers want more control over their jobs .(question 26 and 27)
and 8) the degree to which the job 1s central to a'worker's’life (questions

20 and 21). Note that there 1s considerable duplication among these measures

in Questions inciuded. Each reflects a somewhat different, but not unique,

aspect of job satisfaction. These measures are not the same as those
used in Section I1. - In that section we fd¢Ts on levels and changes in
general job satisfaction as determinants of interest in part-time work.
Here we look in detail at various aspects of job satisfaction for workers

who are clearly interested in part-time work and have acted on this interest

o
’

TN
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would show job satisfaction index of close to +1. If the worker disagreed _
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by reducing their work hours, It is much more important that we isolate

the components of job satisfaction in greater detail than we did in

Section II. .

Combining responses to these questions in various ways, we were able

to create indices which would allow us to estimate the level of job

satisfaction of workéré and to detect shifts in different job satisfaction

.

dimensions. Each index va;jes from ~I to +1. An "0" response on any given
question indicates that the respénéent neither agreed nor disagreed (i.e.
was neutral) with the stétement présent. A "0" score on an index could
indicate indifference for ail respéndents or an equal number agreeing and
disagreeing. For examﬁle, if a worker strongiy agreed with the statement
in question 18 that "in general I am satisfied vith what I do on my job,"
agreed with the sta;eéént in question 1) that "in general I am satisfied
with my salary, benefité: and other financial aspects of my job," agreed
with tﬁg statement in question 28 that "in general I get along with my co~

workers," but disagreed with the statement in question 29 to the effect

that "most of my co-workers think I am tdo old to be working," that worker.

with the first three statements, but ggreed with'the statement in 29, the
worker would be ;iven an ind;x of close to -1 on the satisfaction dimension.
(See Appendix D for a more detailed description of the indices used.),

As Table 18 shows, participants were in general, fairly satisfied
with ;ll aspects of their.full-time jobs. Participants were quite likely to say
Ehattheywere generally sétisfiedwith;heiljobs(-.538). They tend to see their

job as central to their lives (.508) » and are satisfied with their relationships with

.

32
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Table 18

" Yob Satisfaction.Indices !

for Participants Prior to Entry into Project

Dimension - N Mear
1) Task Satisfaction 25 447
é) Financial Satisfaction 29‘ .388
3) (A;tonomy Satisfaction 26 .026
4)  Co-Worker Satisfaction 30 .289
5) General Job Satisfaction 30 .538
°
6) Less Satisfied Since 1 Year Ago 28 219
7)' Want More from Job 28 .0?3
8) Centrality of Job 30 .508 '
) i
Note ‘

See Appendix D for detailed description of how indices were constructed.

"~ A1l indices range between -1 and +1.

I
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their co-workers (.289). Participants were not as likely to say that they

were satisfied\with the amount of control they had on their jobs (.026).
Almost ZL many of them disagfeed with the autonomy statements as agreed
with them.' The variables entitled "less satisfied than one year ago" and
"want more fror job" require further explanation. The n~gative sign before
tﬂé "less satisfied" dimension (i.e. -.219), indicates that é9fe workers
disagreed with the statement (i.e. they were no less satisfied than a
year ago.) thanvagreed. A positive sign would have signified that a
majority of respondents were less satisfied. Hence, it is clear that
the majority of participants were_Pot less satisfied than a year before.
?imilarly, participants were mixed on whether or not they quteh more
control over their jobs. The mean figure of .063 indicates that only
élightly more participants agreed than disagreed.
?articipants filled out the joB satisfaction { *estions for ;he first
time when they en;ered the project. 1In some cases, this was at the same
time as éhe»general older worker population completeﬁ Ehé‘questionnaire
(in Spring, 1980). In oth;r‘cages, however, if that worker héd not answéred
them at the fi@e of cthe gene}alvmailing, the participant completed the
first set of job satisfaction questions upon entering the project. In
order to isolate shifts in job satisfaction stemminé from reductions in
hours of work, we asked participants to answer all of th; job satisfaction

questions again when the project ended. We then compared the scores on

§
the job satisfact‘on indices between the two times the participant completed

- the surveys.
7 -

Table 19 compares the mean scores c¢n the indexes at these two points
in time. Scores on all job satisfaction dimensions but one improved

?
slightly. General job satisfaction’ increased from .538 to .543; task

-

. ’ 5)4
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| : Table 19 o

Participants' and Control Group Workers'
Job Satisfaction at Time 1 and Timg 2

Participants' Job Control\z;bu Workers'
Satisfaction Job Satisfaction
i 4
Dimension N Timel Time 2 +/- N Time 1 Time 2 +/-
Task Satisfaction 25 447 464 +.017 28 .107 - .320- +.213

‘Financial Satisfaction 29 .388  .490 +.112 27 .019  .038 +.019

s,

-

" Autonomy Satisfaction 26 ' .026  .071 +.045 27 .068 -.179 -.247 "

: Co-Worker Satisfaction 30 .289  .302 +.013 27 .364  .360 +.006

General Job )
Satisfaction 30 .538 .543 +.005 27 .463 470  +.007

Less Sétisfied Than -
1 Year Ago 28 -.219 -.356 +.137 28 .018 -.067 +.085

)

Want More From the Job 28 .063  .148 +.065 25 .019 -.250 ~.269

Centrality of the Job 30 .508  .519 +.011 26 .315  .308 =-.007

-

Note$

See Appendix D for construction of Job Satisfaction Indices

Time 1: mean for all pfoject participants based on answers given prior to
entry into demonstration project.

Time 2: mean for all project participants based on answers given at end
i of project.,

3
+/-: change in means between times 1 and 2. o

J.




-8 -~ i

satisfaction increased moderately from .447 to 464, and satisfaction

s

with financial aspects of the iob increased from .388 to .490, In ad-
' dition autonomy satisfact;on improved modestly, co-worker satisfaction
‘f%c:eased, and participants bacame less likely to say they'were less

satisfied on their jobs compared with a year ago. Partiﬁipan;s were

slightly more likely, however, to want moré out of their jobs when they

”

were part-time than previously. Most interesting is the apparent large

1

shift in financial satisfaction among participants which appears to have

accompanied the switch in work hours from full to part time. For some

Y

workers, part-time work may have meant a more satisfactory balancing of

» -

work effort and take-home pay.

-

While project participants experienced some increase in job satis-

faction, however, defined, we do not know whether this change can be at-

tributed solely to their change in hours of work. Other factors such as
new employment policies and general attitudinal shifts among society in

general, which would affect the job satisfaction of all workers may also
have caused such an increase. To separate changes in hours of work from

these changes caused by other factors, we compare data for participants

with daca for a control group of full-time workers matched with each

__participant by age, job classification, sex, departﬁent and interest in

. . part-time work. ‘ \\\\\\\ L 3

Table 19 gives mean job safisfgption indices for participants and
the control group at both the initial time period and at the end of the
project period. Although we focus our discussion on changes in job

satisfaction for individual workers and have much less confidence in the

validity of using these measures to compare across individuals, it is




interesting to note that participants score higher on almost all job

satisfaction measures than do the control groﬁp workers. Since the control

groué\also expressed interest in reducing their hours of work now, we would

expect tﬁe\gwo’groﬁps to have similar scores. This suggests that, as

Meives (1979a3 found for job-sharers;’ that workers willing to participate

in a demonstrat;on projec; may bevéomewhat different from non-participants.

F;r example, it may be that while PRWO participants were less satisfied *
with their jobs than are persons who éid not want to fedu;e their hours .
of work (sez Section 1I), ;hat workers who could &uickly and smoothly
arrange a part-time schedule and who were Yillihg to participate In a
project such as this one were those workers who got along well Yith

-

supexvisors and ‘co-workers and whose jobs were particularly suited to .

’

part-time work. Those in the control group were workers who although interested
in an immediaté reduction in hours of work did not pursue this option. These

workers may have jobs that are not easily adaprable to part-time schedules or

supervisors who are less willing to approve a change.lThus, the group of participants

may not be typical of all workers who want to reduce their hours of work

T~—~and the experience of this demonstracion‘project might not be duplicated

by a breader part-time wcrk program. Table 19 suggests that increases in

job satisfaction among participant workers cannot be attributed solely

.

¢o a change in hours worked. Similar and sometimes greater absolute -
increases in the mean value of these indices were observed for the control
group. General joé satisfaction increased a similar amount for both

groups. JZhe task satisfaction index increased .017 points for participants,
but by .213 points for the control group. On the other hand, the autonomy

index fell for control workers as did the last two measures listed in

IWe have no way of knowing why control workers did not move to a part-time schedule.
Participant workers had often given considerable prior thought to working part-time.
Thus control workers simply may not have had sufficlent time to consider the implication
of part-time work and to work out with their supervisors a mutually aggreable schedule.

I




Table 19; the indices.for all three of these measures increased for
participant workers. It may be that this difference is due to the fact

that control group’sorkers cams to realize the inflexibility of their job
schedules. &his may have been taken as proof that they had less autonomy

than they had originallx thought. If this is true the deéline in the

index indicating wish for more control over tasks for the con~

trol group is curious. It may b; that this group, noting that adjustments in
work hours would be difficvlt{subsequently adjusted to the realities of

their job and ceased this quest for further flexibility. This process

has interesting implicatioﬁn. While the control group may have preferred
part~time work, our data suggest that workers adjust expectations to

the job they currently hold. Thus while the difficulty in arranging part~time
work may mean an adjustment in how they evaluate the degree of control

they have in their job, it appears to have no effect on worker jeb satis-
faction.

The data in Table 19 irdicate that increases in job satisfaction
occured among participants and control group werkers alike. It ma§ be
that some change in financial satisféction can be attributed to part-time
work since for this index the difference between the two groups of
workers in the change over time is large. Again, as mentioned earlier,
it may be ghat the participant group saw part-~time work as a means of
combininé part~-time salary with income from otﬂer sour;es and felt that

"the part-time salary received was sufficient compensation for part-time
work. ihis is unlikely, however, because participants ghowed no change

in social security or other pension income. Any such changes therefore

would have to occur in sources other than these two.
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In conclusion, our data indicate some increase in job satisfaction

among participant workars, but they also show that similar changes occured
among the control group. These changes cannot be attributed to the change
in hours of work. ,jurther{ the higher value for the indices of participants
suggests that this’group of workers may have been unique. If this is true

]

thése results might not be dupl}gafed by a larger state program. If the
porticipant group is unique,?it is immossible tc know merely by iooking at control
group what might have happened to the job sa;isfacgion of the former group

if they nad not been granted the opportunity to work part time. Thus, we

really don't know what the result for job satisfaction m;ght be for

workers who are permitted to reduce hours of work prior to retirement.

Our findings suggest little effect although it is difficult to know what

might otherwise have happened to participants.

D. Reduction of Hours of Work and Work Longevity

We expected that workers who reduced their hours of work would con-
tinue on their jobs for a longer time than would workers who remained -
full time until retirement. We anticipated that workers who might otherwise
retire because of demands of full-time employment would be attracted to
jobs which offer greater flexibility in terms of hours of work or task
definition.

To test this hypothesis we observed the behavior of demonstration
project participénts over the life of the project and compared them with

- the control group workers. We examined the proportion of participants who

retired before the end of the project and compared that percentage with

the proportion of controls who had retired.
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of 27 éontrol group workers who returned our survey, 25 (92.6%) were
still on their jobs at the end of thg pfoject. Because control group
workers were chosen in December, 1980, we compared this persiétence rate
with those partiéipants who came on board January 1, 1981 or later. Of
23 participants in this grohp, six had retired before the project ended.
This meuns that only 17, or 73.9% of the participants worked nine or more
months after reducing their hours of work. These data suggest that -
workers who. reduce their hours are more likely to retire eariy than those

who do not reduce their hours, when interest in reducing hours of work is

controlled. -
{
This finding is con@mary to our expectations. We theorized that

workers who reduced their hours of work would work longer'because they
‘ 1
_would have reduced the stress which was ciusing them to desire such an

hours redaction. We reasoned, therefore, fhat/ workers who actually reduced

their hours of work would be less likely to retire. It may be that the

’

participant group would have retired much sooner if they had not been able
to reduce their hours of work, and that because we did not identify factors
contributing to early retirement: we did not obtain a control group matched
to participants by this imporéant characteristic. This also indicates

that the participant group was different in important ways from the control
group of workers anq that these differences both enabled them to arrange
part-time schedules while the control group could not and caused them to
behave in different ways from the controls. But these differences, includ-

ing differences in retention rates, cannot be attributed to the reduction

in work hours.
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E. "Reducing Hours of Work and Productivity

We hypothesized that the productivity of older workers would remain
the same or increase compared with their producti?ity before they reduced
their hours of werk. This expected increase could arise for several
reasons. First, we hypothesiied that for workers of all ages more work
per hour can be performed during a 4-hour feriod than during an 8-hour day
when fatigue at the end.of the work day might reduce work effort and output.
We hypothesized that this would be especially true for clder workers 1if
job fatigue were associaté& with age. Finally, we expected that if the
wish to reduce hours of work was associated wifh recent increases in job
dissatisfaction that reduced h;urs of work would encourage a worker to
do a job well dgring a shorter period of time, reducing the lost work
hours that might result as workers try to avoid unpleasant job tasks dur-
ing a full eight-hour day.

As discussed earlier we were limited by the design of the demonstra-
tion project to analyzing performance rather than productivity (which
would require a specific and comparablemeasure of output.) We looked at job
per formance prior to the reduction in work hours and then six months
later. Thus, the performance of all workers)are compared over a time period
of the same length, although the six-month period could occur at different
points in time for each participant.

We asked the supervisor of each participant to list and rank between
four and seven tasks that the supervisor felt were important to the
successful completion of the job (See appendixA for performance appraisal
forms). Then, we asﬁed the supervisor to rank each worker on each task

along a seven-point scale which ran from below minimum standard to

excellent. We asked supervisors to rate their employees before they

1y,
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reduced hours of work and then six months after the reduction. Changes
in ratings would reflect changes in performance.

Analysis of performance data indicated that the impact of job re- "
ductions on performance was nixed. AOf the twenty-six participants who
were rated twice, the performance of eight improved; twelve stayed the
same, and six went down.

. We expected that changes }n performance of participants would mirror
supervisors' predicéions about whether partici;ants' performance would
improve or diminish. .Speéifically, we~gxpected that supervisors who
thought that their employee's performance would increase would rate that
employee higher on the second rating, and conversely, that supervisors who
thought that their supervisee's performance would diminish would so rate
them on‘their performance appraisals. Contrary to our expectations,
the performance of employees did not necessarily mirror their supervisor's
stated expectation. Of three supervisors who expected their employee's
performance to increase, two employees reémained the same, and only one im~
proved. Of the three supervisors who said they thought their employee's
performance woula decrease, one remained the same and two went down.

Because we were unable to obtain performance data from supervisors of
the control group workers, it is impossible to know.how these performagce
appraisal changes compare with changes that might have been observed for
other workers. Our data indicate no uni.form effect of a change in hours
of work on performance. Performance was almost as likely to be rated
lower as higher at the end of the six-month period. It should be noted,
however, that these ratings are from performance appraisals of supervisors

and may be as nuch affected by supervisor's attitudes as by the actual

El

102 .
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productivity of the worker. At the same time the affect of attitudes on
the job performance data do not support the original hypothesis that a
reduction in hours of work will increase productivity. While we only

" have data on performance, we find that performance ratings fell between
the two ratings almost as often as they rose. We guess this is fairly
typic;l of allﬂworkers, and represents little change from the situation
zhat would have been found if the performance of the control group could

have been evaluated.

F. Reduction of Hours of Work and Supervisors' Attitudes

One purpose of the demonstration project was to measure the’impact
of having olde% workers reduce their work hours upon supervisors' attitudes
tow;rds older &Prkers and part-time work. This is an important issue
since the coope;ation of supervisors is requiredeefore a wquer can either

v

reduce his or her hours to part-time or return to work part-time after
y

retirement. In aé?ition, suggrvisors' attitudes are important because
emplgyees' gkrform;;ge lévels will ?e affectgd by the way supervisots feel
about both the older‘§9rker‘and about thé fact that he or she 1s working
part time. For an oldéﬁ worker t; be willing to work part time and to

1)

.perform well on that jobf\ynbiased supervision is required.

» %
We obtained data on suggrvisors' attitudes through both a mailed

: \
survey and telephone interview\<:th p#rticipant supervisors as each

participant entered the project ‘SSe égggndixl\). In the guestionnaire
we asked each supervisor to agree, :?!state no opinion regarding whether
older workers were more desirable than younger workers with respect to
health, mental concentration, training, motivation, performance, and

number of mistakes made on the job, and asked supervisors their probable

position, shouid a hypothetical older vorker approach them with requests

Ly
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to reduce his or her hours, return to work after a short period of retire-
ment, or delay retirement past the normal retiremen:t age. By examining
the distribution of responses, we hoped to gain some idea of supervisors'
opinions about older workers and their productivity compared to younger
workers. During the telephone interview, we asked supervisors about their
experience with older workers, opinions about the effect of aging upon
performance, and expectations they had regard;ng the future performance.
of the participant each'supervised.

In responding to thé questione on attitudes towards older workers

supervisors frequently checked the '"neither agree nor disagree' response.

Whether this response means real neutrality or simply reluctance to state

5

an opinion is not clear. Better than 37% of all responses on the question-

naire were no opinion responses. On some questions, no opinion responses

[

amounted to far more than half the number of responses. For example,

eighteen{of the thirty of supervisors (60%) neither agreed nor disaéreed‘

EY

with the statement that "if I could choose, I would rether hire a younger
worker than an older worker. Twenty of twenty-nine who answered question

' #21 (See appendix A) néither agreed nor disagreed.

A number of factors may account for the high proportion of neutral

responses. First of all, in conversations with supervisors, it became

[

apparent that supervisors were used to and preferred to deal with their

-

employees on a '"one-to-one' basis and found it difficult to make general-
izations. Supervisors were relJ;tant to take a controvers}al and sometimes
illegal stand on a single issue. 'For example, few expressed a dqfﬁnite
opinion on question 8, "If I could choose, I would rather hire a youngegl,
Vorker than an older worker," when agreeing with such a statement could

be viewed as discriminatory. Finally, supervisors may not have been

< 1y

L
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sufficiently informed or convinced about the importance of their responses.

L

For a bDusy supervisor, filling out what may have seemed a rather meaning-

less questionnaire may have been dene most quickly by giving the least
controversial ;esponse. While we analyzed the responses of supervisors,
the reader should keep in mind that any generaliza?ions made in this
section concerning responses on the questionnaire by both participant
supervigofs and a control group of supervisors should be seen as highly

tentative and based only on the responses of a small number of super-

'

visors. y

Because of the large number of supervisors who refused to give a’
definite opinion on many of the attitudinal statements, it is impossible B
to statistically test for the association between these statements and

characterfcs statistically of/supervisors and workers. We can only

briefly describe the answers ‘that were given.

In general, supervisors of participant workers have a fairly posi-

tive opinion of older workers. Questions 3 and 7 reveal with some degree

of reliability the views of supervisors. Fifty percent of the supervisors

did not think that older workers have more health problems than younger

workers (Q. 3); 56.7% disagree with the statement in question 7 that workers

should be required to retire at the age of 65. Responses to other questions

on opinions of older workers confirm this positive image. Most supervisors

who expressed an opinion think that, compared with younger workers, older

-

workers keep their minds on their work better, are not harder to trainm

into.a new job, work harder, are more interested in their job performance,

make fewer mistakés on the job, and most supervisors would not hire a

r than an older worker.

younger worker rathe
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Supervisors also appcafed favoé;bly disposed toward allowing a worker
to.reduce their hours of work or return to work after having retired, and
would allow a worker to work past the normal retirement age. This finding
‘is to be expected since participants' supervisors had already agreed to
allowing a supervised employee to reduce hours of work as a part of the
demonstration project. This suggests that supervisors of project partici-
paqts may be a group biased in favor of flexible job schedules for older
workers, if not for -11 age groups. To estimate the degree of this bias, .
we administered the same survey and interview to the supervisors of the
matched control group workers. These supervisors oversee the same types
of employees as participant supervisors; the only difference is that
control group supervisors have no workers in the demonstration project.

For control supervisors as well, comparisons are difficult. Control
group supervisors also appear to be quite positive about older workers

/f and alternative work options for older workers. On question 7, approx~
im;tely the same percentage (60.6;) of control groups superviéors also
disagree that workers should be forced to retire at the age of 65, and
those control group supervisors who expressed an opinion, responded the
game way to othetr quesfions as did participant supervisors. The only
difference lies in responses to question 6 ("Compar;d to younger workers
who do the same kind of work, older workers make fewer mistakes on the jJob.").
Seven of eleven control group supervisors who expressed an opinion believed

that older workers make more mistakes than younger workers, but only

lwhile the control workers are full-time, it may be that their super-
visors also supervise some older workers working part time. If so, the
control group i$ not controlled by type of worker supervised. This may
account for the similarity in experience and attitudes between the two.

-

supervisor groups. ) . ( P
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sevep of fifteen participant supervisors thought older workers nade fewer

mistakes than younger cnes.

While there are severe shortcomings in the data, the general picture
seems to be that participant supervisors are not necessarily more favorabiy
disposed toward older workers or toward the feasibility of alternative
work options for older workers than are other supervisors. We have al-

ready given some of the reasons why supervisors may not have been willing
,

to reveal their true opinions. In addition, it may be that general at-
; .

titude;vamong state government employees are such that a climat; of opinion
in favor of alternative work options, as an idea, is widespread. Or, the
answer may lie in the way ggntrol group supervisors were selected. Be-
cause there is no roster of supervisors in State government, we used the
control group workers as a way of identifying control group supervisors)

Thus supervisors in both groups have had some experience supervising older

workers.. The control group may be different from other supervisors

because they supervise at least one worker over 55 and who

.

wanted to work part-time, and be.more like the participigts' super-

£
visors.

At the same time, because one group of supervisors did permit workers
to immediately reduce their hours of work we expected that supervisors'

attitudes toward older workers working in alternative employment options

course of the project. Thus, we surveyed partici-

would‘imprOQe over the

-

pant supervisors éga;n at the end of the project to detect any shifts

in opinions about these subjects. Again, the high number of no opinion

responses made comparisons difficult.

¢

1y,

Y’
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One easily measured difference does exist between the two groups.

The mean age of control group supervisors was 55.9, compared to only 48.9
for participant supervisors. Unfortuqately, the small sample size and
frequency of missing data make it imp;ssible to control for the effect

of age on responses. More control supervisors were "older workers' them-
selves. Thus, they may naturally be more favorably disposed to;aards
older workers and flexible schedules than younger supervisors.

There were no obvioue attitudinal shifts on the part of participant
supervisors 1is a result of their experience with older workers working part
time. Participant supervisors were still favorably disposed toward
older workers and alternative work options but not notably more s.. The
same was true of ;he control group supervisors. .

The conclusions drawn based on the ﬁailed survey”data were confirmed
with additional data from a telephone interview (See Appendix A). This
interview obtained information on the number of older workers (55+)
supervised, opinions on age-related perform;nce declines, and on the ad-
vantages and disadvantages of employing older workers.

In general, both participant and control group supervisors have had
considerable experience with older workers both as co-workers and as super-
visors. Twenty-three of the former (76.6%) and 22 of the latter {88.0%)
have supervised older workers before.

Supervisors in general were reluctant to generalize about the ability
of particular groups of employees, and a common response was that they
couldn't make general statements because their employees varied so much. _
Almost all of the participant supervisors (73.7Z) believed that there was.

n~ exact age at which performance begins to decline. Of seven participant

. L]

1y3 ,
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supervisors who did feel that older workers' performance declined after a
specified age, three believed that that age was after.33, and two said
performance began to decline aftec the age of 65. Only three of the con-

trol group supervisors felt that performance of older workets declines
- with 5%!. ) ‘ ™~
4

When asked about the advantages and disadvantages of having older
workers on .ae job, supervisors were generally sanguine regarding older

. é
workers. When asked to list advantages and disadvantages, they listed

N\ -~y
far more advantages, and we grouped them together to bridg out the most

¢tommonly mentioned traits. : oo .
) 7

The most common traits listed as advantages were 'experience,"

checRed by 20 participant supervisors (68.9%), and "dependability,”

chacked by 21 supervisors (72L4Z). (Table 20.) Over 92% of participant
N »

supervisors listed one of these two as the,most impertant advantage of

. 14

employing older workers. A’ third group of advantages was cited less
often. These advantages included conscientiousness, pride in work,

. < .
greater wisdom, greater care copcerning work, greater satisfaction, tact,

knowledge of the field, pOSitivE attitudes toward work, common sense, and

I

lesser degree of absenteeism arid sickness. _ - \
. ‘é’Fewer supervisors listed disadvantages of hiring older workers; 11

participant supervisors listed none at all. The most common disadvantages

-

A ‘
s listed that were associated with hiring older workers related to in-

>

TN

flexibility, tecﬁnical obsplescence, reluctance to innovate, and "nega-

tive artitudes due to failure to advance.” ‘These accounted for 19 of the 29

separate-disadvantagés (65.5%) given by supervisors. Another eight super-

visors listed poor health as a major disadvantage of hiring older workers.

-
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Teble 20

Participant and Control Group Supervisors'
Opinions of Advantages(of Employing Older Workers

“Advantages Initial Follow-up
Cited Participant Control Group Participant Control Group
N ¥ N % N % H %

Experience 20 68.9 13 48,1 .15 55.6 11  47.9
Dependability’ s 724 9 333 10 37.3 10 43.5
Positive Work

Attitude? 10 34.5 22 8.5 15 55.6 16  69.6
Thoroughness of Work> 6 18.5 3 14.8 6 22.2 0 0.0
Interpersonal Skills® 3 13.8 4 148 2 7.4 3 13.0
Other” 5 17.2 4 18.5 3 5 . 21.7
None ‘ : 3 10,3 _5 3.3 _2 1
N 29 27 27 23

Notes:
ldependable, reliable, stable, stead, responsible

2dedicated, pride in work, hard work, better attendance, positive
attitude, stronger incentive, more satisfied, punctual, calmer approach, try
to do good job, higher productivity, fewer distractions, take less sick
zime, more interested, conscientious, serious, less time wasted reading, more

concerned with performance

3éaring’abouc work, workers, thoroughness, knowledgeable

qtact, teaching younger workers, sociable, easy to get along with,
experienced with people

’

5common sense, wisdom, less excitable, mature, deliberate, competent,
savvy, well-rounded

* .
percentages”add up to more than 100 because supervisors often listed

more than one advantage .

11,
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These eight supervisors accounted for 26.7% of the supervisors. Other
characteristics noted were alienation from younger workers, greater

v

forgetfulness, and grumpinéss.

Thus, participant supervisors see older workers as mature, dependable «f
and experienced, yet reluctant to innovate. While on the surface this
combination of traits may seem self-contradictory, the greater experience .
of older workers may have taught them that new solutions may Qot be as
effecatious as younger workers may think.‘ They have seen new solutions
tried and fail, and may therefore be more, cautious in their approach to
problems. This, then, may bLe interpreted as reluctance to innovate by‘

t

participant supervisors who are generally younger than the participants

supervised. Whatever tbe specific advantages or disadvantages listed,

however, interviews confirm the generally positive attitude toward older
workers given by the surveys.

Experience with the project did not result in much change in super~
visors' opinions of older workers. They listed roughly the same advantages
and disadvantages at the end of the project as they had at the beginning.
Supervisors still saw older workers as experienced, dependable, mature,
reliable, and“knowledgeable®about their field, although fewer cited depegahb
bility as a major advantage. At the same time more‘participant supervisors
listed disadvantages of hiring older workerf than had done during :he
follow-up interview as at the first interview. There were no changes over .
time in advantages cited by control group sﬁpervisors.

The major disadvahtages cited were the same as earlier -~ inflexi-

o

bility, lack of desire to inmnovate, slowness, lack of willingness to take
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on new tasks, and professional obsolescence. Twenty-three out of forty
responses (57.5%) by participant supervisors were in these groups. Another
seven participant supervisors (29.2%) gave poor health as a major dis-
advantage of employing older workers. Nevertheless, 9upe;visors listed,,

overall, five more traits as disadvantages, and only three supervisors

gave no disadvantages, compared with nine supervisors on the initial
interview. Moreover, 3uperv%§ors cited a number of disadvantages which

differed from those given early in the project. Here, supervisors included

personality problems, difficulty relating to younger workers, and decline
in attention ;hen closevto retirement. Hence, direct experienge with
part-time workers in the project, may have caused supervisors to be some-
what more negative toward older workep&.’ The extent to which this is
true, however, is not clear because of the small number of supervisors
i;cluded in the project. Overall, however, the project apparenély had .an
impact upon superviscrs' attitudes, probably because of supervisors'
prior experience with older workers as co-workers and as supervisors.,

Thus, they probably had a fairly solid base of experience upon which to

lowered productivity, reluctance to work over-time, more physical problems,
|
base judgments about older workers.
In conclusion, a comparison of opinions of participant and control

group s;pervisors indicate few differences between the two groups.
Experience, dependability, and a positive work attitude prove to be those
characteristics which supe}visors see as advantages, while poor health,
inflexibil;ty and & }ower-learning rate headed the list of disadvantages.

There were only glight changes over time in the attitudes and opinions

11.;
o PP
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of participant supervisors; fewer cited dependability as a major advantage,
and more listed some disadvantages.

G. Conclusion -

It is difficult to know what effect participation in the demonstratcion
project had on participants' job satisfaction.job performance or on the
étcitudes of their supervisors. %éw changes were in fact recorded and the
observations are too few to make these changes statistically significant.
While we tried to control for factors other than change in gours of work
that could cause the recorded changes, it ﬁés difficult to identify a true
control group of workers or of supervisors against which to compare
participant workers anq their supervisors. First there is some indication
that participant workers were a special group whose work attitudes might
have both enabled them to arrange for a reduction in hours of work and
determined their rather bigh job satisfaction both before and during the
evaluation period. Thus the control group may have differed from the
participant group in attitudes towards work and in their relationship
with their supervisors, i.e. in key wayé Lhat we could not identify but
are important in cauk%ng differences between the two groups of workers.

The control group of su;ervisors was particularly difficult to idéntify
correctly, and in retrospect we were probably not successful in doing so.
Because we were unable to identify the population of supervisors from which
to choose a matched group, we were restricted to choosing supervisors of
the control worker groups. Indeed they were matched on one variable they
probably should not Lave been -- their supervision of older workers.

Thus experience with older workers did not differ for the two supervisor
groups and therefore it is not surprising that their attitudes towards

older workers were very much the same. Hogeyer, we did find a majo
}
-
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difference in age. Con.rol group supervisors were much older than were
participant ;upervisors: Thus similarities between the two groups in views
about older workers and schedulé flexibility may be caused by different
factors. The participant s;pervisors may have indeed been more open to
schedule changes for older workers (and perhaps for others as well) wh¥1e
the control group supervisors were biased towards older workers because
they were themselves in that category. In practice the latter group may
not have been as flexible since the control ;orkers were unable to arrange
for a reduction in part-time work while the participant group was. While

we do not conclude that there is a definite age-related difference in

supervisors'wgllingness to experiment with flexible schedules, our data

suggest that this might be so.

There were no major changes in job satisfaction, job performance or
supervisors' attitudes measured by the demonstration project. Thus the
change in Sours of work maintained the level of job satisfaction and job
performance that had been reported for th; full-time job. This may
indicate th;t workers in general adjust to the work situation in which
they are likely to remain. While some adjustment might occur in how
they view the amount of control they have over their own job when they
are denied the chance to reduce hours of work, job ;atisfaction and
performance does not decline. Likewise, however, there are no major
costs in terms of job performance if the reduction in hours of work is
granted and supervisors who are willing to allow changes in work schedules

are not disillusioned by their experience with older workers working

part-time.
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IV. Epilogue

This report has looked at two aspects of part~time work. First, through
the_answers to a survey cn‘part-time work, we examined the number and
characteristics of older state employees who would be interested in reducing
their hours of work within the next year. Next we looked at the effects on ‘
job satisfaction and performance of a grouf of workers who did reduce their work
hours betw;én June 1979 and December 1980. It is important to recognize that
the fi?st part of the report analyzes interest in part~time work, while the
second looks at the results of actually doing so. While many workers might
express interest in a change in work hours, it may be that their job
characteristics, job responsibilities, family obligations and relationships
with supervisors and co-workers make such a change difficult. In addition,
rules sometimes constraiﬁ the ability of departments to quickly

state employment

approve a change in work hours. Demonstration project participants were workers

who were able to arrange a part-time work schedule within the short period of
time required by the grant period. They may have already put a considerable
amount of thought and effort into the decision, might have had jobs particularly'
suited to part-time work or have had supervisors especially willing to accomodate
the desires of their older employees. Thus differences in the results of the

two parts of this report probably arise from their focus on different aspects

of job choice (i.e. wishes and actual behavior) and from the time constraints
imposed by the project (i.e. project participants had to arrange for part~time
work within a very short time period).

Readers may« have already noted that the characteristics of workers

-

interested in part-time work (1.e. respondents to the Older Worker Survey) and

demonstration project participasts differed in important ways. We found that

full-time workers more likely to be interested in part-time work were those

115
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with high wages, who had given considerable thought to retirement (or
alternatively, have other job opportunities or assets) and workers who were
classified as technicians. Oﬁ the other hand, demonstration project ?articipants
were largely in clerical and service jobs and had below average (for ;ll
respondents) 2ducational and salary levels. We do not believe that these
differences cast doubt on our conclusions in Sections II and III. From these
differences we conclude that the interest of state workers in part-time work

extends far beyond those occupations that traditiornally have been 337umed most

amenable to part-time work or job sharing. Because worker interest in part-time

" work must surely be influenced by the type of job held, we feel that workers and

jobs are probably mor; adjustable to flexible work schedules than 1s generally
r§9ognized or demonstrated by the characteristics of jobs actually héld
part-time, and that workers themselves might more clearly see the possibility
of adjusting their jobs to part-time schedules than do their employers. Because
the demonstration project was known to be short lived, and no changes in state
policies on promotion opportunities, retirement benefits or job classifications
couldvbe promised, it was clear that fhere was neither time nor institutional
support for workers and their supervisors who wished to explore somewhat
different work options. In short, we feel that differences batween the
characteristics of workers who expressed interest iﬁ part-time woré and
demonstration project workers poiﬁt to a need for and the probable success of a
program exploring and encouraging part-timé work optioﬁs.

Further, our research found no predictable effect of actual reductions upon
job satisfaction, job performance, or supervisors' attitudes. Whereas much of.
thé literature contains sweeping statements concerning the great a&vantages of
pért—time wor; for employees, we found no dramatic changes for most workers who

actually reduce their hours. The lack of changes in job satisfaction after

reduction in hours suggests that workers adjust in terms of job satisfaction to

»

e

e
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the characteristics of the jbbs they hold. It is also possible that the increase ‘
in satisfaction that workers seek by reducing hours of work cannot be measured

well by traditional measures of job satisfaction. For example, werkers in ill

health who want to work fewer hours may not be dissatisfied with their job per

se, but with the match between their job demands and physical strength. Their

answeﬁ% to questions on job satisfaction are not likely to reflect the latter

aspect of theilr dissatisfaction if they would in healthier times wish for no

changes in jéb tasks, earnings or control over job decisions. Thus we Suspect -
that the lack of change in job satiefaction for participant worker does not mean

that workers wish to reduce their hours of work for reasons entirely unrelated

to thelr jobs or that the inability to change working hours would not at some point

|
|
|
\
\
|
|
\
|
result in growing dissatisfaction with their job. This study was unable to identify
long run ch;nges in job satiii}ction or adjustments other than in work hours

that might be made by workers énd their supervisors (including retiring completely).

It is clear from our study that changes in hours of work is an attractive means

for adjusti;g to change, that a fair number of workers are interested in part-time
work ofportuhities and that né major 111 effects arise from a reduction in hours
of work. .In addition, both participant and control group worker supervisors were
generally favorable toward older workers and alternative employment options, and
our perfé*mance appraisal data shows that workers pérform at roughly the same
level whether or not they reduce their hours.

From the demonstration project results it is difficult to predict the likely
results of large number of workers reducing their hours of work. The participant
group may be a unique group of workers since they were able to arrange part-time
work schedules rather quickly, as required by the grant fcriod limit. In additionm,

for real effeéts‘of hours reductions to show up, one would have to examine job

performance over a longer period of time and job performance criteria would have

11,
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to be grounded on job analysis. But it is clear from our data that reducing hours
of work will cause little harm. Whereas there were no dramatic changes in job
satisfaction, performance, or supervisor's attitude, older workers reduced their
hours, there'were no ill consequences either.

A program that examined the conégraints on the ability of workers and their
supervisors to arrange part-time work and the loosening up of these constraints
would be advantageous to many older workers. It is clear that a fair number of
. older workers and their supetvisorg are open td phased retirement or flexible
work schedules. A state program thaL assisted them in arranging alterrative
work options for older workers would not only be to the benefit of older wquers,

but might increase the ability of the state to retain workers who would otherwise

retire from state work due to growing job dissatisfaction or declining health.

~
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APPENDIX A

Appendix A contains all the surveys and interview schedules we
designed during the life of the project: the older worker survey, in-
itial and follow-up participant interview schedules, performance appraisal
forms, initial and follow-up supervisor surveys and interview schedules.
State personnel fiies provided a list of all older workers currently
employed by the State and gave data on address, place of residence, employ-
ing department, job classification, E.E.O. category, and year of birth.

The Older Worker Survey collected data on gender, marital status,
health, education, number aof years worked for the State, extent of retire-
ment planning, circumstancés under which respondents would delay retirement,
intérest in working for pay after retirement, current work status, inter-
est in reducing hours of work before retirement, job satisfaction, feelings
about retirement, “‘current benefits, expectations about post-retirement
income and Igyelc of 1living, current salary, total family income, average
annual salary before taxes during the three highest-paid years of State

employment, and number of dependents.

A
.~ During the initial and termination participant interviews, we asked

r.”barti&ipantl why they entered the project, what benefits, if any, they

were currently receiving, and income both before and after entering the
project. On the termination interview, we asked participants why they
were ending their participation in the project, income .from social security
and Wisconsin State Retirement Fund, if any, and earnings upon withdrawal
from the project, and specific questions about their work or retirement
situation. Those who were continuing to work part-time but not in the
project, we asked about their new supervisor, position, and employing
agency. Those who were retiring, we asked about their expectations of
post-retirement levels of living plans about post-retirement employment.
Those who will leave State service, we asked the name of the firm for
which they would be working, the title of the new job, and whether

or not that job would be ful. or part-time. Finally, for those returning
to full-time State jobs, we asked about the position, the job and agency.
It should be noted that not every participant fit these categories.

¥hen we designed the questionnaire, we expected that some participants
would leave the project early, and we were not confident that we could get
to interview each participant before he or she left the project. Therefore,
we designed the interview schedule in such a way thi. there would be an
appropriate set of questions for each group.

The performance appraisal process has been explained in the text, and
therefore requires little further explanation here.

Supervisor surveys asked supervisors their opinions about the char-
acteristics of older workers compared with younger workers, whether
workers should be required to retire at age 65, and about the feasibility
of various work options for older workers. .




. . A

Supervisor interViews asked a number of questions which sem to
be better suited to a personal interview. These included questions
ebout the supervisor's experience with older workers in the past, about .
the performance of older workers, the advantages and disadvantages of
_employing older workers, age of th&,supervisor, and expectations about
each participant's performance. This question was omitted from interviews
of control group supervisors.' .

At the end of the proiect, we administered an abbreviated form of
the supervisor interview, specifically questions #1, #2, #5, #6, #7, #8,
and ¥9. .




12.

APPENDIX A.l.

ALTERNATE WORK OPTIONS SURVEY

-

.-Aﬂ$~you e+ o« __male _ female?
Are you . . . __ single _ married _ _divorced ___separated __ widowed?
In general, is your health . . . ___excellent good‘ fair . _poor?
Compared with one year égo,_is your health . . . ___ better ___ same ___ worse?

Please circle the highest year you completed in school.

Elementary High School College Graduate School
- \
12345678 9 10 11 12 1231 123k or more

How many years have you worked for the State of Wizconsin? #

In general, how much have you thought about your-retirement plans?

a great deal " _some very little not ~at all

[N

What is your best estimate of the age at which you will retire from Wisconsin
state employment?

Because of a federal law effective January 1, 1979, it is now possible for
state employees to work past the age of 65. Are you awafe of this change?

no yes =—»10. Has your aware..ess of this new law changed your
retirement plans?

no yes —» 11. At what age had you previously
l . planned to retire?

Check all those circumstances under which you would work for the state past
the age at which you presently plan to retire.

___under no circumstances would I work for the state past the age I presently
Plan to rétire. «

__if I could continue my present job as it 1s now.

__if inflation were to continue at a high rate;

__Af the work were made less stressful.

__if I could work =a shofter day.

__if I could work fewer days in a week.

___3f I could work four, ten-hour days a week.

) if I could share my job with another worker.

> 4if I could work more flexible hours.

" other. Please explain:

Do you intend to work after retirement in a non-state job? yes no

"
b
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1k. Do you presently work . . . 1/3 1/2 2/3 Full-
. time time time time

15. In total, sbout how many employees do you supervise on your Job? # ‘

16.~ Many workers are exploring new work options that entail reducing the
* number of hours they work. If you could choose, would you, within the
next year, reduce the number of hours you work in a week?

___Yyes ___no<l7. Many workers, however, might choose to reduce their
hours of work under certain conditions. Under which of
the following circumstances would you reduce the number of
hours you work in & week? Please check all that epply.

under no circumstances.

if there were no loss of future social security or
state retirement benefits.

|

—_1if there were no decrease in fringe benefits. : l
|

if there were no loss in health or life insurance benefits.

if there were nc loss in sick leave or vacation time.

~

‘ if T could collect full retirement benefits while
working reduced hours.

i{f I could return to my present hours if I changed my
mind during the first year.

if I could train for another type of job at the same time.

other. Please explain:

v l'
Ttems 18 through 33 are statements you might make about your satisfaction with
various aspects of your job. By circling the appropriate number to the right of

each statement, please indicate whether you strongly agree, agree, neither agree
nor disagree, disagree, or strongly disagree with these statements.

+

Neither
Strongly A- Agree nor Dis- Strongly
Agree gree Disagree Agree Disagree v
18. In general, I am satisfied with what
, I do on my Jjob. 1 2 3 L 5 .
9. In general, I am satisfied with my
salary, benefits and other financial
‘ . aspects of my Job. 1 2 3 4 5
//ﬂ 20. My opinion of myself goes up when I
do my Job well. 1 2 3 4 5
21. In general, I would work even if I Ce e
did not need the money. 1 2 3 4 .5
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Neither
! Strongly A- Agree nor Dis- Strongly
Agree gree Disagree Agree Disagree

22, Within the past year, I have become
less satisfied with my salary and

_ benefits. 1 2 3 L 5
23. .Withir the padt year, I have found
the things I do on my job less
satisfying. 1 2 3 L 5
2k, I make most of the important decisions
on my job. 1 2 3 i 5
25. I want just as much control over
deciding what I do each day as I
have now. 1 2 3 L 5
26. I want more control over deciding what
I do each day. 1 2 3 L 5
27. I want more control over setting my . o
working hours on my job than I have
nowv. 1 2 3 i 5
28, In general, I get along well with my
co-workers. 1 2 3 L 5
29. Most of my co-workers think I am too -
old to be working. 1 2 3 4 5
30, Few of my co-workers understand what
growing old is like. 1 2 3 L 5
31. Within the past year, the amount of
fatigue I feel at the end of my day
has increased. 1 2 3 L 5
32, I am looking forward to retirement. 1 2 3 L 5
33, If given the chance now, I would
2 3 4 5

reduce my hours of work. 1

The remaining questions ask about your income. We wish to reassure you that any
information you provide will be held strictly confidential. No one outside of owr
staff at the University of Wisconsin-Madison will be given access to it.

34, Are you nov receiving retirement benefits from . . .
Wis. State Retirement Social Security Other Pensions None

35, If you had to guess now, how do you think your total family income after
retirement from your state job will compare with your total family income
Just before retirement from your state Job?

___more than 2/3 about 2/3 about 1/2 about 1/3 ___less than 1/3
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36. After retirement what proportion of your total family income will be provided
by your Wisconsin state retirement? Your best estimate will do.

___more than 2/3 about 2/3 about 1/2 gbout 1/3 __less than 1/3

37. After retirement, what proportion of your total family incom: will be provided
by social security? Your best estimate will do.

more then 2/3 abou: 2/3 about 1/2 about 1/3 less than 1/3

38. Do you think that you will be able to live confortably after retirement without
accepting post-retirement employment?

definitely yes probably yes probably not definitely not
39. What is your current salary from the State of Wisconsin before taxes?

$ per year/month/week/hour.

40. During calendar year 1979, what was the income of you and your spouse from all
sources before taxes and deductions? An estimate will do.

___0-k,99% __10,000-14,999 __20,000-29,999 ___40,000-49,999
__5,000-5,999 ___15,000-19,999 __30,000-39,999 - __50,000 and up

41. 'Have you worked for the State of Wisconsin for at least three years?

: No Yes.-» 42. What were your average annual earnings before taxes
.during the three highest-paid years of state
_ employment. Your best estimste will do.
'0-4,999 _ 15,000-19,000 40,000-49,999
5,000-9,999 20,000-29,999 50,000 and up
" 10,000-14,999 30,000-39,999

~

43. How many people, other thaﬁ yourself are dependent upon your income? #

Date Completed 3

THANK YOU VERY MUCH




APPENDIX A.2.
. DEFIH(TION OF

PERFORMANCE APPRAISAL CATEGORIES

—~—

Comnletelv unacceotable. This decribes a level of performance vhich is

. elearly and completely below minimum standards. Normally, this level of
performance indicates that an employee should not remain on the job unless
improvements are made quiclkly.

Herginally unaccentable. This describes a level of performance which is
partially or occasionally below minimum standards. Normally, this level °*
of performance, if maintained consistently over time, indicates that an
enrloyee should‘nqt remain on the job.

Fercinally accectable. This describes a level of performance which is Just
‘barely below minimum standards. Normally, this level of performance jindicates
that an employee could remain on the job but that the employee is not
consistently performing &t the minimum standard.

Minimum Standard. This describes a level of performance which is regularly
good enoush to neet the normal requirements of the job. UNormally, this level
of performance indicates that an employee should remain on the job but that
performance is no better than the’minlmum standard.

Cood. This describes a level of performance which is usually at the minimum
standard and i5 occasionally atove that required to meet the basic requirements
of the Job. liormally, this level of performance indicates that an employee
should remain on the job and that performance is better than the minimum

standard on occasion.

Vary food., This describes a level of performance which, on a regular basis
is clearly above the minimum standard. Normelly, this level of performance
identifies an employece who does mors than that which is required and vho can
serve as an example of a distinguished employee, .

Excap Lonmllv food. This describes a level of performance which is ﬁfthout
excertion distinfuished. HNormally, this level of performance idantifies an
amnloyae whoce performance is consictently far above the minimum standard and

J-..
who performa at a level vwhich ;s above the capabilities of most employees.

-




PERFORMANCE OBJECTIVES

, Job: . ‘ . Employee Rated:

Rated DPy: ' Date:

\ .

i Relow are the performance objectives you previously listed along vith the ninimum standards you used. Flease
describe the employee's sccomplishments and circle the number below vwhich test describes the Job rerformance of
the employee named above on each of the objectives listed. The mid-point on each performance scale is the minimim
standard. Under "Accomplishment," state how the employee actually performéd, compared to the mininum standards
required for the job. An example of an "accomplishment” for the worker who conducts workshops might be "excellent”

" ratings from all those in attendence.

- v 0 =
528 %8 he- 9
AW A% e o S
v P 'd 2 rd Q o 0 o
PEaN ] [<]] ] g a 8 el
Ce o =Y gt
. H0o o0 o Hd o .
ag g we «g o o o g ) .
E® 43 g v 2B 8 h ¢ ¢ Minimum Accom-
Performance Objectives 85 £ =3 < =uw O £ A8 - standerd plishment S
1. 1 2 3 h 5 6 7
2. 1 2 3 b 5 6 1
3. S | 2 3 - & 5 6 7
i, 1 2 3 L 5 6 7
5. 1 2 3 L 5 6 7
6. 1 2 3 L 5 6 7
. 1 2 3 L 5 6 7 ~ >
12 777 ) - . - N 1 9 ‘,;J
{u Overall Performance (with ‘ ‘ '“
creater emphasis on the 1l 2 3 L] 5 -~ 6 7

most important.objectives)




APPENDIX A.3

'ALTERNATE WORK OPTIONS

SUPERVISOR SURVEY
AND INTERVIEW FORMS

This questionnaire consists of a series of statements some people might make about
workers who are 60 years of age or older.
you strongly agree, agree, neither agree nor disagree, disagree, or strongly dis-
agree with each statement.

Compared with younger workers, c.der
workers are better able to keep their
minds on their work.

Compared with younger worLers, older
workers are harder to train into a
new Job.

vompared with younger workers, older
workers have more health problems.

Compared with younger workers, older
workers work harder. ‘

Compared with younger wérkers, older
wvorkers are more interested in their
Job- performance.

Compared with younger workers who do
the same kind of work, older workers
make fewer mistakes on the job.

Workers should be required to retire
at the age of 65.

If I could choose, I would rather
hire a younger worker than an older
worker.

Compared‘#ith younger supervisors,
older supervisors are better able to
direct the work of older workers.

Compared with older workers who work
full time, older workers who work
part time perform better.

I would like you to indicate whether

Neither
Strongly Agree or Dis- Strongly
_Agree  Agree Disagree Agree Disagree
1 2 3 L 5
1 2 3 L 5
1 2 3 L '5
1 2 3 N %‘E
1 2 3 L 5
1 2 3 i 5"
1 2 3 b 5
1 2 3 i 5
1 2 3 L 5"
3 N 5




11.

-2,

130

1k,

15.

18

if an older worker under my supérvision
asked to reduce the number of hours he
or she worked in a week, I would agree
if I thought ‘there would be no decline in
the quality of work my unit produced.

If an older worker under my supervision
asked to reduce the numbers of hours he
or she vorked 'in a week, I would-agree if
I thought there would be no decrease in
the Quantity of work my unit produced.

If an older worker under my supervision
asked to reduce the number of hours he or
she worked in & week, I would agree if I
thought this were the only way I could
keep a qualified worker.

If an older worker under my supervision
asked to reduce the number of hours he
or she worked in a week, I would agree
if the worker had health problems. .

If sn older worker uvnder my supervision
esked to reduce the number of hours he or

she worked in a week, I would agree if
the worker's co-workers didn't object.

If an older worker under my supervision
asked to reduce the mumber of hours he

or she worked in a week, I would agree if
my supervisor didn't object. ’

If an older worker under my supervision

asked to reduce the number of hours he or -

she worked in a week, I would refuse.

If a person who had retired within the
past year asked to return to work under
my supervision, I would agree if it did |
not diminish)the quallty of the work my
unit produced.

If a person who had retired within the

past year asked to return to work under
my supervision, I would agree if 1t aid
not decrease the quantity of the work my

unit produced.

Neither
Strongly Agree or Dis- Strongly
Agree Agree Disagree Agree Disagree
1 2 3 L 5
1 2 3 L 3
1 2 3 L 5
1 2 3 T 5
1 2" 3 b 5
1 2 3 4 5 )
1 2 3 L 5
[
1
4
1 2 3 L 5
1 J
12 3 b 5




20. If a person vho had retired within the
past year asked to return to work under
my supervision, I would agree if the
worker's co-workers did not object.

21. If a person who had retired within the
rast year asked to return to work under
my supervision, I would agree if the
person had performed well before retire-
nent.

22. If a person wvho had retired within the
past year asked to return to work under
" my supervisjon, I would agree although
the person had performed poorly before
- retirerent, if he/she now needed the

money .

23. If a person who had retired within the
past year asked to return to work under
my supervision, I would agree if my -
*supervisor didn't object.

24, If a person who had retired within the
past year asked to return to work under
my supervision, I would agree if the
person were planning to return to work
part time.

25. If a person who had retired within the
past year asked to return to work under
my supervision, I would agree if the

. person were dplanning to work full time.

26. If a person who had retired within the
past year asked to return to work under
my supervision, I would refuse.

3 27. If an older worker under my supervigion
aksed to work past the normal age of
retirement, I would agree if I thought

s there wvould be no d@cline in the quality

of work my unit produced.

28. If an older worker under my supervision
asked to work past the normal age of
retirement, I would agree if I thought
there would be no decrease in the
quantity of work my unit produced.

1)

A.3o, 3

Neither

Strongly Agree or Dis- Strongly
Agree . Agree Disagree Agree Disagree

AN

1 2 3 L 5

1 2 3 b 5

1 2 3 L 5

1 2 3 A 5

C1 2 3 L 5

1 , 2 3 L 5

LN
)‘-

1 2 3 L 5

1 2 3 L 5

1 2 3 L 5




29.

30.

33.

3h,

If an older worker under my supervision
asked to work past the normal retire-
ment age, I would agree if I thought

this was the only way to keep a qualified
worker,

If an older worker under my supervision
asked to work past the normal retirement
age, I would agree if my supervisor didn't
object. " . .

If an older worker under my supervision
asked to work past the normal retirement
age, I would agree if the worker's co- )
workers didn't object.

If an older worker under my supervision
asked to work past the normal retirement
age, I would agree if the worker wanted
to work full time.

If an older worker under my supervision

asked to work past thé normal retirement

age, I would agree if the worker wanted
Fa

. to work pArt time.

If an older worker under my superxvision

_asked to work past the normal retirement

age, I would oppose the request.

A3, 4

Neither ////
Strongly Agree or Dis- Strongly//
Agree  Agree Disagree Agree Disagree
\
e .
///
1 2 3 " 5
/
///
=
1 2 ) 4 3 4 p) ’
. l///
1 2 3 L 5 .
1 2 3 4 5
1 2 3 L 5
-1 2 3 4 5

Thank you in advancé for your cooperation. I will be calling you in the near future
for a brief, five-minute interview.

—

—




/ o APPENDIX A.4.

///// , SUPERVISOR INTERVIEWS

gg'vould like to find out a few things about you and &our experience with older
orkers. We consider an older worker to be one who is at least sixty years old.

1. - Have you supervised older workers in the past?
yes no

2, Have you worked with older workers as co-workers in the past?

yes no

«

3. How many older workers do you supervise?
(£

4, In total, how many workers do you supervise?
(#)

5. How much experience have you had with glderhvorkers? Would you say you have
had a great deal, some, or’'very little?
a great deal ~ some very little
»”

P

Next, I would like to ask you a few more questions about older workers.

[
A
6. In general, do you think a person's performance declines after a certain age?

No (omit #7) Yes

7. In general, after about vhat age does a person's performance begin to decline?
L5 50 ¢ 55 60 6 70

8. Generally speaking, what special advantages do older workers bring to their jobs

1.
24
3.

¥ [}

9. GCenerally speaking, what disadvantages do older workers display on their Jobs?

l.’

2.
3.

9’.‘




10.

&. What is your aée?

b. Are you _____under 55
o _55-59 ~ -
____60-63 " . ;
6465

over 65

¢
i
-

ASK_QUESTION #11 ONLY OF SUPERVISORS WHOSE EMPLOYEES ARE PARTICIPATING IN THE PROJECT.

v Lo
11. Your employee, , 18 participating in our project. T
Do you expect his/aner performance to improve, stay about the same, or decline
over.the course of this study? ’ :

improve stay the same decline

12. Do you have any further comments to maske, or are there any questions you have
about this survey?

’ ’ | J\ '
THANK YOU VERY MUCH FOR YOUR TIME. YOUR RESPONSES WILL BE VERY HELPFUL TO US.

~
-

Q

‘ |

i
| : ! . .
‘ i

i

1
\ v




APPENDIX A.5. -
Supervisor's Termination Interview

]

The following information is important for an evaluation of any asttitude
changes among supervisors of project participantl.

1) How meny older warkers-do you presently supervise?
2) In total, how many workers do you presently supervise?
#
3)How much experience do you have in dealing w;lth older workeﬁs? s.g
. -8 great deal —__some ___ very little . .

4) In general .do you think that a person' performance declines after a
certain age?

yes No (Omit #5)

-

.5) In general, at what age does a person's performance begin to decline\

- 45 50 55 60 65 70 - - ‘

L]
6) Generally.speaking, what advantages does an older worker bring to
his/her job?

o A, 1 , ~
B. -
C.

7) Generally speaking, what disadvantages does an older: worker bri:.g
to his/herj Jjob? -

A

’ -
<

A.
B.
C.
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APPENDIX A.6.

INITIAL PARTICIPANT INTERVIEW

ASK QﬁESTIONS 1 THRU 8 ONLY OF THOSE RETURNING TO WORK AFTER RETIREMENT

}. Briefly, why did you decide to return to werk after you had retired?

1

inappropriate

2. Were there any osher reasons?

*
3

inappropriate

-

3. pid any of the following factors enter into your decision?
- pneeded something to do with my tiwe

needed money
needed to, be with my old co-workersl

M\,
needed sense of doing something worthwhile

needed sense of security

““ d ____ _inflation made it hard to live

needed.the respect of ‘others

needed 1ife and health. insurance benefits

&£

- -




IMTLAL PARILICLPANL INLERVIEW. (&)

, Aa6o,‘2

4. Are you receiving any social security benefits now that you have
returned to work?

yes no don't know {nappropriate
e
. 5. What is the amount of social security benefits you are receiving?
per year/month
’ . don't know .
inappropriate
¢
6. Are you receiviﬂg incomé from the Wisconsin Retirement Fund now that
you have returned to work? .
. kol
yes no don't know inappropriate
7. wﬂat {s the amount of Wisconsin Retirement Fund benefits you dre
receiving? :
per year/month
don't know
inappropriate
!
s ‘ 8. What are your estimated earnings, before taxes, on your current job?

__per year/month/week/hour

"ERIC B | 133




InGRIAL PaRLIGLIPALDL INIRL. Loy
A.6., 3

~

ASK QUESTIONS 9 THRU 16 OF ALL PARTICIPANTS WHO HAVE DECIDED TO REDUCE HOURS

9. Briefly, why did you decide to reduce the hours you have to work in a
week?

-

inappropriate

-

10. Were there any other reasons?

¥
» »

.

inappropriate

%
.

11. Did any of the following factors play a role in your decision?

more leisure time

health reasons
didn't want to work as hard
wanted more time to consult

wanted more time to attend classes

family obligations .

wanted more time for church or community affairs




%

INITIAL PARILCIPANS lNTLKGlEW (4)

A.6., 4
| «
12. Are you receiving any social security benefits now that you have
reduced hours?
yes __no inappropriate
13. What is the amount of social security benefits you receive?

per year/month

El

don't know

inappropriate
14. Are you recieving income from the Wisconsin Retirement Fund?
' ,ygs. no inappropriate
15. What is the amount of income from the Wisconsin Retirement Fund you
receive? \ : .

don't know

inappropriate

16. . What were your earnings, before taxes, on the job you held before you
reduced your hours? ’

-~

_per year/month/week/houx

-

inappropriate )

17. What are your earnings, before taxes, on your present job?

inappropriate

14;




S 1el1IAL PARGICIEAGL BhaLRolle ()

»

-

ASK QUESTION 18 OF ALL PARTICIPANTS

18. Do you have any additionll comments you would like to make or any
questions about this survey?

~

THANK YOU VERY MUCH. YOUR RESPONSES HAVE BEEN VERY HELPFUL.
"t ’ Pl
Q . o w

L]
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APPENDIX A.7.
EARLY TERMINATION INTERVIEW

' : .

1. Briefly, why did you decide to end your perticipation in the project?

" inappropriate
2. VWere there any other reasons?

inappropriate

L

3. Did any of the following factors play a role in your decision?

Zg supervisory pressure - -

.

dissatisfaction with the project
vther

inappropriate

4y, Areyou. . .

____ continuing to work part-time but not in the project (Go to #5)
already withdrawn (Go to #9)
not yet withdrawn (Go to #19)

retiring (Go to #29)
____already retired (Go to #38)
not yet retired (Go to I33)

going to work in a non-state job (Go to 45

alreldy started (Go to #57)
T not yet lturted.(Go to #49)

returning to work full-time for the state (Go to #65)

slready gone back ¢to work (Go to #78).
T T not yet gone back to vork (Go to l72)




ASK THESE QﬁESTIONS OF THOSE WHOAHAVE DECIDED TO WITHDRAW FROM THE PROJECT BUT TO
* CONTINUE WORKING FART-TIME

<& [

\

5. Briefly, why 4id you decide to continue working part-time but to withdraw
from the ‘project?

inappropriate

(3

6. Were there any other reasons?

4nappropriate . l ///_

7. Did any of the fbllowing factors ;uhy a role in’your’decision? ‘
supervisory pressure

digsatisfaction with the project

too much interviewing

8. Have you already withdrawn from the project?

yes




ASK THESE QUESTIONS OF THOSE WHO HAVE DECIDED TO WITHDRAW BUT HAVE NOT YET DONE SOI

We would like to ask you about your income. I realize that this may be a very
sensitive area for you, but it is important for us to assess the impact of alternative
employment options on participants' earning power. I assure you that any information
you give us will be held strictly confidential, but please feel free to avoid
ansvering any Questions if you feel the least bit uncomfortable about doing so.

9. Will you be receiving any social security benefits when you are no longer in
the project?

yes no don't know inappropriate

10. What will be the amount of social security benefits you will receive?
™\,  per year/month

- . . ~3

__ don‘t know R
inappropriate

11. Will you be receiving behefits from the Wisconsin Retirement Fund when you are
"no longer in the projéct? ’ ‘

yes no “ don't know inappropriate

12. What will be amount of benefits you will
receive from the Wisconsin Retirement Fund?

per Year/month.

don't know

inappropriate

13. What will be your estimated .earnings, before taxes, wbza you are no longer a
project participant?

 per year/month/week/hour

* don't know

’ inappropriate L}
14, Will you be working for the same supervisor as you are now?

yes no don't know inappropriate

15. Will you be working in the seme position as you are now?

yes no . don't know inappropriate

——— ———

16. What will be the Job classification of
your new position?

don't know
inappropriate 1 4 :)




17. Will you be working in the same agency as you are now?

_yes no don't know inappropriate

] —ec——

18. In whet agency will you be working?

don't know

ineppropriate




‘ ' / A.7., 5
ASK THESE QUESIIONS OF THOSE WHO HAVE ALREADY WITﬂﬁﬁhHN FROM THE PROJECTl
'  We would like to ask you about your income. I realize that this may be a very scnsitive
area for you, dut it is important for us to assess the impact of alternative employment
options on plrticipuntl';$urning pover. I assure you that any information you give us
will be held strictly confidential, but please feel free to avoid answering any questions
i1f you feel the least bit uncomfortable about doing se.
19. Are you receiving any social security benefits?
yes no . don't know -~ inappropriate
~ 20. What is the amount of social security benefits you are receiving?
L 4 -
_ per year/month ) y
B \\
v don't know \
© inappropriate ‘\
21. Are you receiving benefits from the Wisconsin Retirement Fund?
a4
_yes<, . no Y
22, VWhat il the amount of Wisconsin Retirement‘Fund benefits you afe receiving? )
per year/month
don't know
inappropriate : (
23: VWhat are estimated earnings, before taxes?
. 1
, per year/month/week/hour
__don't know
inappropriste %
24, Are you working for the same supervisor you vorked for before you withdrew from
" the project?
N
: yes no inappropriate
? 25. Are you working in the same job you vorked be?ore you withdrew from the project?
yes no inappropriate Y
® — — e A
26. What is the Job classification of your present Jjob?

inappropriate

27. Are you working in the same lgency.as you were before you withdrew from the project?

Yes no inappropriate

28. In what agency are you presently working?
1 ‘4 .“

inappropriate _ 'ﬂl




A.7., 6

ASK THESE QUESTIONS OF THOSE WHO HAVE DECIDED 'ro/nm'mr: I

29. Briefly, why did you decide to retire?

i

inappropriate

30. Were there any other reasons? .

Y

" inappropriate
./

: {
31. Did any of the following' factors enter into your decision?

poor health
vanted more leisu;e time
didn't want to work as hard

-~

vanted more time to pursue hobbies, community or church-related activities

lost too maﬁy benefits
‘ inappropriate
other

32, Have you already retired?

yes no * inappropriate

¥

e

,
/




A.7., 7

~

ASK THESE OF THOSE WHO HAVE DECIDED TO RETIRE BUT HAVE NOT YET DONE SO I

-

Now vwe would like to ask you about your income. I realize that this may be a very
sensitive area for you, dbut it is important for us to assess the impact ol alter-
pative employment options on participants' earnings. I assure you that any
information you should give us vill be held strictly confidential, but please feel
free not to ansver should you feel the least bit uncomfortable about doing so.

33. When you retire, will you receive any social security benefits? N

no yes don't know inappropriate

34. What is the amount of social security you
will receive?

per year/month

Y

—_ don't know

Lot i inappropriate

35. After you retire, will you receive any beﬁefita from the Wisconsin Retirement
Fund? )

-

no yes don't know inappropriate

eavmt—— —n

14

36. What is the amount of Wisconsin Retirement
Fund benefits you will receive? .

*

“per year/month

don't know

¢ __ inappropriate . s

37. After you retire, how comfortably do you think you vﬁll be able to live with-
out accepting post-retirement employment? | :

very somewhat not very . not at all . )
comfortably comfortably comfortably comfortably

inappropfyate

wm
-

‘ .

s




’ . . A.7., 8

ASK THESE QUECTIONS OF THOSE WHO HAVE ALREADY RETIRED

We would like to ask yo: about your income. I realize that this may be a very
sensitive area for you, but it is important for us to assess the impact of
alternative employment options on participants! earning power. I assure you that.
any iaformation you give us will be held strictly confidentiel, but please feel
free not to answer should you fsel tne least bit uncomfortable about doing so.

38. Nowv that you have retired, are you receiving sny social security benefits?
A .

no . yes jinapproprigpe : v

39. What: is the amount of social security
benefits that you receive?

 per year/month

inappropriate

L0. Now that you have retired, are you receiving any benefits from the Wisconsin
Retirement Fund? ¢ _ .

$ .

no yes : inappropriate

e tmr— it pte

b1, Wwhat is the amount of social security benefits
that you receive? ’

U per year/month

¢ inappropriate

—

k2. Have you accepted post-ret.irement employment? ;::>
nappropriaste

yes no

A3, Why did you accept post retirement L4, FNow that you have retired, how

employmernt? comfortably are you able to live
) without acceptipng post~retirement
inflation made it hard to live. employmept?
_L__fneeded senge of self-worth _____very comfortably
_____éat bored ‘ ____‘;omewhat confortabiy
. . other \ . _~___nof very comfortably
' éﬁ___ inappropriate ‘ —_not &t all confortably
{ rd —___ inappropriate
- ‘ .
15, )




.

5.

k6.

uT.

8.

¥

N

A7., 9

o ¥

ASX THESE QUESTIONS OF THOSE WHO HAVE DECIDED TO LEAVE STATE SERVICE

Briefly, vhy did you decide to work in a non~state job?

insppropriate

:

-

Were there‘any other reasons?

inappropriate
4

Did any of the following factors play a part in your decision?

inadequate benefits

inadequate pay

- dissatisfection with what you did on your Jjob

dissatisfection with state government

better opportunities in the private sector

other

inappropriste

Have you already begun working in a non~state job? -

m——

yes

——

no’

inappropriate

3




i : A.7., 10

THESE QUESTIONS ARE FOR THOSE WHO WILL LEAVE STATE SERVICE BUT WHO HAVE NOT STARTED
WORKING IN THEIR NON-STATE JOB

-

\

k9. For vhat firm or company ¥ill you be working? // |
_ don't know, N -

) inappropriate

50. What'¥ill your new Job title be?

doa't know .
o0 N {
inappropriate ) . v
e T , ' = ‘ .
51. Will yq};/& b be part-time or full-time?
~ " -
paf%ﬁtime full-time don't know inappropriate
. e ‘s -
Fow we would like to ask you about your incomé. I realize thet this mey be a very
sensitive issue for you, but it is lmportant for us to assess the impact of alter-
native employment options on participants' earning power. I assure you that the
information you give us will be held strictly confidential, but pleare feel free not
to ansver should you feel the least bit uncomfortable about answering them.
52. Will you be receiving social secuflty benefits while working in your new Job?
no yes _don't know inappropriste
53. What will the amount of Your benefits be after
you begin your new Jjob?
per year/month )
don't know -
inappropriate
Sk, Will you be receivinéfbenefits from the Wisconsin Retirement Fund after you
begin your new Job? ’ .
( .
no yes . _ don't know . inappropriate "
55. What vill bé the amount of your benefits after ®
you begin your new job?~ ’
A per year/month .
don't know . .
‘inappropriate '

56. What will be your estimated earnings, before taxes, on your new Job?

per year/month/veek/hour

~.gon't Knov 15

inappropriate




A -4 A.7., 11
ASK THESE QUESTIONS OF THOSE WHO ALREADY ARE WORKING IN A NON-STATE JOB

§7. For what firm or company do you work?

‘ inappropriate

58. What is your present Job titla?

inappropriate

55. Are yoﬁ'vorking e oo part-time . full-time

3

) We would like to ask you about Your income. We realize that this may be a very
sensitive area for you, but it is important for us to zssess the impact of alternative
employment options on participsnts' earning pover. I assure you th&t any informatioa

.. you give us will be held strictly confidential, but please feel fres not to answer
should you feel the least bit uncomfortable about answering.

-

60. Afé you presently receiving socisl security benefits?

- no " ‘yes . inappropriste

————— -

. %
. 61. Vhat is the amount you presently receive
from sccial security?

per year/month

don't know

inappropriate

* 62. Are you presently receiving benefits froh Wisconria Retirement Fund?
no - yes inappropriate
° -~ - 63. What is the amount you presently receive
~ . ¢ from the Wisconsin Retirement Fund?
- fi .“

' ‘ _per year/month

)

- ____don't know

inappropriate

——

-

6h. . What are your estimated earnings, before texes, on your new job?

per year/month/week/hour

I inappropriate
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ASK THESE QUESTIONS OF THOSE WHO HAVE DECIDED TO RETURN TO WORK FULL-TIME FOR THE STATE

65.. Briefly, why did you decide to work full-time for the state?

inappropriate

Were there any other reasons?

inappropriate

Did any of the following factors enter into your decision?

_____ supervisory pressure

_____difficult to live comfortably on a part~-time saiary
_____needed sense of esteem which flows only from full-time work
_____can't do all the work I have to on part-time status

other. Please explain. .

inappropriate

*

Are you going to gork full-time in the position you have now, or in a different
position? v

same position different position inappropriate

69. In what agency will you be working?

inappropriate
70. What will your new Job classification be?
inappropriete
Have you already begun working full-time?

yes no inappropriate

—
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.

THESE ARE FOR THOSE WHO HAVE NOT YE?' STARTED WORKING FULL-TIME ¥OR THE STATE

We would like to ask you about your income. I realize this may be a very sensitive
area for you, but it is important for us to assess the impact of alternative .
employment options on participsnts' earning power. I assure you that any information .
you give us will be held strictly confidential, but please feel free not to answer
should you fesl the least bit uncomfortable with answering these questions.

T2. Will you be receiving any social security benefits after you go to work fﬁll-
time for the state? ‘

no . yes don't . inappropriate
know -
v
T73. Whet will be your estimated amount of
social security benefits after you go
- to work full-time? '

_per year/month

[y
I

don't know '

inappropriate

T4. Will you be receiving ahy benefits from the Wisconsin Retirement Fund after you
go to work full-time? .
no yes don't . inappropriate

know v
'

75. What will be the estimated amount of
Wisconsin Retirement Fund benerits
after you go to work full-t;me?

%

per year/month

——-den T XITV

7€. What will be youf estimated earnings, before taxes, on your full-time job?

. per year/month/week/hour

inappropriate
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\

l ASK THESE QUESTIONS OF THOSE WHO HAVE ALREADY BEGUN WORKING FULL-TIME FOR THE STATE

We would like to ash you .about your income. I realize that this may be a very
sensitive &rea for you, but it is important for us to assess the impact of al-
ternative employment options on participants' earning power. I assure you that
any information you give us will be held strictly confidential, but please feel
free not to anawég should you feel the least bit uncomfortable about answering.

~

7P. Now that you are working full-time for the state, are yéu receiving social
security benefits? . .

no yes h inappropriate ¢

< m———— ——

78. What is the amount of benefits you are -
earning from social security?

per year/month -

inappropriate

}v. Now that you are working full-time, are you receiving benefits from the
Wisconsin Retirement Fund?

no yéﬁ inappropriate

a—

88. What is the amount of benefits you are
earning from the Wisconsin Retirement
Fund?

per year/month

inappropriate

81. What are your estimated earnings, before taxes, on your full-time job?
per year/month/week/hour ¢

inappropriate




Ttems 1 through 16 are statements you ®

aspects of your job.
please {ndicate whether you strongly agree, agree,

or strongly disagree with these statements. '

9.

lo.

11,

12.

13.

14.

13.

APPLNDIN A8,
ht make about your sétisfaction with various

number to the right of each statement,
neither agree nor disagree, disagree,

8
By circling the apﬁ\gpriatc

/s

hours of work.

’
Neither
. . Strongly Agree nor Dis- Strongly
. . Agree _Agree Disagree Agree Disagree

In general, I am satisfied with what I ’

do on my job. 1 2 3 4 5

In general, I am satisfied with my salary,

benefits, and other financial aspects of

ny job. - 1 2 3 4 5

My opinion of wmyself goes up.when I do my

job well, T 1 2 3 4 ¢ 5

In general, I would work even if I did not

need the money. 1 2 3 4 5
Within the past year, I have become less

satisfied vith my salary and benefits. 1 2 3 4 5
Within the past year, I have found the

thinge I do cn my job léss satisfying. 1 2 3 4 5

I make most of the important decisions on ‘
ay job. ' 1 2 3 4 5

I want just as much control over deciding

vhat I do each day as 1 have now. 1 2 3 . S

I want more control over deciding what I
. do each day. 1 2 3 4 5

I want more control over setting my working

hours on my job than I have now, 1 2 3 - & 5

In general, I get along well with ay co- ’

workers. 1 2 3 4 5
Mcst of my co-workers think I am too old

to be working. . 1 2 3 4 5
Fev of my co-workers understand what grow- i

ing old is like. . | § 2 3 4 5
Within the past year, the amount of fatigue

I feel at the end of my day has increased. 1 2 3 4 5

I as looking forward to retirement. 1 2 3 4 5

1f given the chance now, I would reduce my

1 2 3 & 5 |
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" APPENDIX B -

Older Worker Survey: Response Rates and Response Biases

Questionnaires were mailed out in- late December, 1979 and January,
1980. Those sent by the postal service contained a stamped, self-addressed
envelope, and all questionnaires were accompanied by a letter which assured
the recipients that their responses would be confidential. On each survey
was a number which enabled us to follow-up non-respondents, and which
allowed us to identify control group workers.

From the first mailing we achieved a response rate of 52.5%. Late

in Match, 1980, we contacted those by mail who had not yet returned their
questionnaires. The follow-up procedure paralleled the initial mailing.
Those whom we had vriginally tried to reach through interdepartmental mail
were contacted again through interdepartmental mail; we mailed post cards
. to those to whom questionnaires had first been sent by U.W. mail. Those
who had lost the original questionnaige were asked to contact us for,
another copy. After compléting the follow-up procedure, the response rate
had increased by about 10% to 62.5%.

The response rate varied considerably by means sent. Over 73% of
those who received the questionnaire through interdepartmental mail returped
them, but only 51X of those who were reached through the postal service
completed their surveys. People seem much more likely to have completed
and returned their surveys if they filled them out as part of their work
than if they got them at home.

Five pieces of data were used to compare respondents with non-
respondents: year of birth, employing agency, E.E.0. Category, gender,
and place of residence. Comparison between respondents and non-respondents
in terms of these variables reveals no substantial difference.

Year of Birth

dber eighty percent of both groups were born between 1916 and 1925,
Table B.1.

Year of Birth‘of Respondents and.Non-Respondents

Year Total ‘Non-Rggpondents Respondents

o N z Ll z N z
1901-1905 19 .03 15 .7 4 .1
1906-1910 51 .08 34 1.5 17 A
1911-1915 571 9.25 266 11.7 305 7.8
1916-1920 2605- 42.20 965 = 42.6 1640 42.0
1921-1925 2927 47 .42 987 43.5 1940 49.7
Total 6173 100.00 2267 100.0 3906 100.0
Missing 82 - - - 82° -

TOTAL 6255 , o 2267 3988




though respondents had a greater percentage who were born between 1901

and 1915.. Non-respondents were’ therefore slightly younger, though not

greatly so. Non-respondents were on average 59.6 years old, and respond-
_ents averaged 58.8 years old. ,

Employing Department

Non-respondents and respondents were also quite similar when compared
in terms of the agencies which employed them. The University of Wisconsin
System and the State Department of Health and Social Services employed
well over half of each group. About 32.4%Z and 26.5% of the respondents
and 30.4% and 28.7% of the non-respondents respectively worked for these
two agenciea.

‘ %able B.2.

Employing Departments of Respondents‘and Non-Respondents

Department (State Code) Total . Respondents Non-Respondents
: S S S S S S |
University of Wisconsin ! ) 7 .
(100) . 1996 32.4 1305 33.5 691 30.4
Agriculture (115) 183 3.0 143 3.7 40 1.8
Regulation and Licensing :
(165) . 96 1.6 14 b4, 82 3.6
State. Fair (195) ’ 46 .7 1 . .3 35 - 1.5
Historical Society (245) 84 1.4 54 1.4 30 1.3
Public Instruction {253) 173 2.8 103 2.6 70 3.1
Natural Resources (370) . 266 4.3 171 4.4 95 4.2
Transportation (395) 'S44 8.8 382 9.8 162 7.1
Health and Social Services
(435) 1630 26.5 979 25.1 651 28.7
Industry, Human
Relations (44 334 5.4 217 5.6 117 5.2
.. Military Affairs \(465) 61 -~ 9.9 38 1.0 23 1.0
Veterans Affairs (485) 165 2.7 89 2.3 76 3.3
®  Administration (505 183 3.0 127 3.3 56° 2.5
Revenue (566) 179 2.9 119 3.1 60 2.6
All Employees except nissing 6160 100.0 3823 100.0 2267 100.0
Missing 95 95 -
TOTAL 6255 3988 2267

E.E.0. Category

Comparisom between the two groups also reveals a closce similarity
E.E.07 category of respondents and non-respondents. Though'a slightly
higher proportion of .para-professionals than other groups responded,

there was very little difference between the two groups. With both groups,
professionals predominated, followed by service maintenance, office cler-
ical and para-professional workers. . :

- . .
’ .

>




Table B.3.

E.E.0., Category of Respondentl\and Non-Respondents

Category : Total Respondents Non-Respondents

g N 2 N X L |
Officials-Administrators 290}/’§*5&A . 194 5.5 96 6.2
Professionals 1413 27.8 998 28.2 415 26,8
Technicians 246 4.8 177 » 5.0 69 4.4
. Protectivée Service 307 © 6.3 219 6.2 | 88 5.7
% Para-Professionals 728 14.3 443 12:5 | 285  18.4
Office-Clerical T 898 17.6 637 18.0 261 16.8
. _ Skilled Craft 171 3.4 138 3.9 . 33 2.1
~ Service Maintenance . 1035 .20.3 731 20,7 304 19.6
Total (without missing) 5088 3537 1551 .

‘ Missing 1167 T, 451 ;716

TOTAL (including missing) 6255 3988 ' 2267

LY

*

Place of Residence

i

’

’ * 'Fourth, respondents and non-respondents were compared according to
where they lived. About one-quarter of both .groups live in Madison or
Milwaukee,-19.7% and 17.9% respectively in Madison and 6.3% and 7.3%
respectively in Milwaukee. .The remainder of both groups were spread
across the state. Other than Madison and Milwaukee the highest proportion
of workers live in Eau Claire, Oshkosh, Chippewa Falls, Lacrosse, and
elsewhere. This comparison probably understates the dominance of'Mad;son

vand Milwaukee residence, because it probably ignored a large number of
workers living pear these two cities. Nevertheless, a majority of both
respondents and non-respondents live in smaller communities. Residential

patterns seem to make little difference. -

. Table B.4.

N Places of Residence for Reépoqdents and ‘Non-Respondents

l ' Place of Residence Total Re&pggéggts Non-Respondents
.y N .8y -z N 2
- Madidon .. 1162 18.6 770 19.7 392 17.9°

3 Milvaukee 412 6.6 7 6.3 165 7.3°
TOTAL . 6255 100.0 .3988 101.0 2267 100.0
Zl, Gender and.Response Bias ,

’ . «  There was no clear response pattern by gender. Men made up 56.5% of the

re;pondent group and 51.7% of the non=respondent group, but these differences

were not large emnough to indicate any significant bias.




Table B.S. ‘
6

Gender of Respondents and Non-—Respondents

Gender Total Respondénts Non-Respondents
N 2. N X N~ x

Male 3420 54,7 2249 ~ 56.5 1171 51.7

Female 2829 : 45,2 1733 - - 43.5 1096. 48.3

Missing 6 .1 6 .2 -

TOTAL 6255 100.0° 3983 100.0 2267 100.0

£




APPENDIX C

Demographic Characteristics of Respondents

The first set of questions' in the survey asked workers %o report
their age, sex, marital status, and highest year completed in school.
Responses indicated that 56X were male. The average age of respondents
was 58.8 years, but almost sixty percent of the respondents were younger
than 60. Another third were aged between sixty and sixty-four years.
Almost three-fourths (74.1%) of those who answered our questionnaire
were married; another 8.5% were divorced; ten percent were widowed, and
about six percent were single. Slightly fewer than half had finished
high school; another third had finished college, and just under twelve .
percent had completed some graduate school. About eight percent had only
an elementary school education. = ;

Characteristics of Emplo&ees' Work

Almost all of those who sent in their surveys worked full~time; only
six porcent of them worked less than full-time. In general, those who
answered the survey had on average worked slightly under sixteen years for
the State, but over half worked fifteen or more years. Somerhad worked
as many as forty years. '"Professional" occupations predominated as might
be expected for civil service workers; one out of every four respondents
held a job classified as "profcasional." Slightly under eighteen Percent
of jobs held were classified as "service/maintenance;" sixteen percent
vere identified as "clerical," and about eleven percent of the occupafions
held were para~professional. About one-third of the workers worked in
Madison or Milwaukee; two~-thirds outside of the two cities. About one-
third of the respondents (32.7%) were University employees, and close to
one quarter (24.52) worked for the Department of Health and Social Services.
Together, these two agencies accounted for over half (57.2%) of all the
agencies which employed respondents. )

N

Health Q

Virtually all reported that they were in at least "good" health.
Over half the employees surveyed stated that their healthéwas "good," and
about one-third (33.9%) indicated that their health was "excellent." Less
than one percent described their health as "poor." Virtually all (95%)
said their health was the same or better than it was one year ago. Despite
the general level of good health, a fairly large proportion®indicated
that they felt more fatigue at the end of a working day compared with a
year ago. More than thirty-five percent of those who stated an opinion -
either agreed with or strongly agreed with a statement that they felt more
fatigue at the end of a working day. .

Attitudes Toward Retirement and Altered Work Patterns '

-

Most of those who reSpdnded to the questionnaire indicated that they |
had given at least some thought to their retirement plans. Almost one- ‘

.

s
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third had given "a great.deal" of thought to rézifement; and slightly
more than, one-half (50.4%) had given "some" thought to it. At the outset
of the study, we were curious about how many State workz2rs knew about the
new federal legislation changing the mandatory age of retirement from 65 -
to 70. It turned out that almost all workers (94.4%) knew of the change,

but that in more than three cases out of four (76.7%) the change in the law

had made no difference in the age at which workers plannad to retire. Most

workers stated that they did not plan to work after retirement. A large

proportion, however, indicated that they might under certain circumstances

delay retirement and work beyond the age théy presently plan’to cetire.

' Job Satisfaction \\\“\ O
‘ - .

An important part of our questionnaire was designed to estimate the
level of job satisfaction of older State workers in order to test the ‘a -
relationship between worker satisfaction and interest in alternative work

options. .From many of the open-ended responser attached to the end of the

older worker survey, we expected to find the job satisfaction of many older

workers to be low. We did not find this to .be the case. Most of the

respondents indicated that they were either satisfied or very satisfied

with various aspects of their jobs. More than eighty-five percent of ]
these workers stated that they were generally satisfied with what they

did on their jobs (85.7%), and almost sixty percent indicated they were

satisfied with their salaries (59.72).‘ Workers were probably the least

satisfied with the amount of autonomy given them by their jobs and with

the relationships with the’r co-workers.

Ve Income, Post-Retirement Benefits, and Expected Levels of-Living
_About ninety percent of those who filled out the survey supplied

income information. Average annual income was spread over a wide range;

three-quarters of these workers reported that they enjoyed a family )
income of between 10,000 and 29,000 per year, but the modal category,
shared by some thirty percent of the respondents was 20,000-29,000.
Average yearly full-time salary of these workers was about 17,000, but
some twenty-two percent of the workers fell into the 103000-14,999 category. B -

As expected, most of the older State workers (88.0%) who 1esponded
to the questionnaire are not receiving any type of retirement income. The
small number that receives such income do so from the Wisconsin State
Retirement system or federal Social Security. In predicting their post- ¢ '
retirement income, most respondents expect a considerable decline in their
income, to about one-half their 1979 income with Wisconsin State retire- .
ment bénefits and federal Social Security providing most of their post- ' ]
retirement income (about one-third and one-third to one-half respectively).
Although only about forty percent anticipate living comfortably on ex-
pected income in retirement without working for pay, there appears to be
l1ittle interest in working after expected age of retirement. Response
to questions concerning the circumstances under which retirement may be
delayed, however, indicdte that this situation may be altered by economic

conditions.

ls‘)
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Summary ' -~
< .

The general picture of older State workers that emerges is that
most are between the ages of 55 and 59, have: worked for the State tor
about fifteeén years and earn about $17,000 per yeaT. Most are married,
and most have graduated from collega. In general they are professionals
who work outside Madisbn, primarily for the University of Wisconsin
System or for the Dapartment of Health apd Social Services, and view -
themselves to be in good health. Thqz,ﬂagc given some thought to their .
retirement plans but might reduce their hours of work * fore retirement
under certain circumstances. They are not particularly eager to work
for-pay after they retire, but at the same time, they are not particularly
optimistic over the extent:to which they can support themselves on their
expected retirement income from the State Retirement fund, or Social
Security.

~
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APPENDIX D

Construction of Job Satisfaction Indices used in
the Evaluation of the Demonstration Project S

In general, responses to the job satisfaction questions on the Older
Worker Survey were coded so that a "strongly agree" rc.:ponse was.equal to
+1, an "agree" was +0.5, a "neither agree nor disagree" was equal to O, a
"disagree response" coded -0.5 and a "strongly disagree" response coded
=1. All ccdes were done to make responses to questions 18 through 30 con-
sistent. The indices are -equal to the gum of the codes reccrded for the
appropriate question, divided by the number of questions in each index.
ha Thus each job satisfaction index varies between -1 and +1. For example,

2 score of +1 on the LESSAT index means that the respondents were less

satisfied with their job and salary than they were one year earlier. .A

- score of -1 indicates that they were definitely rot less satisfied. The -
- table below describes the questions used in constructing each index.

!

Table D.1.

) ?
Questions Included: ¢

Variable
Task Satisfaction Q. #18: 1In genersl, I am satisfied
(Q. #18 - Q. #23 + Q. #25)/3 with what I do on my job.
Q. #23: Within the past year, I have
become less satisfied with .
the things I do on my job. o
Q. #25: I want just as much control - )
over deciding what I do each
day ag I have now.
Finarncial Satisfactiou Q. #19: 1In general I am satisfied with ‘ :
(Q. #19 - Q. #22)/2 my salary, benefits, and other

financial aspects of my iob. >
Q. #22: Within the past year, I have
“  become less satisfied with my
salary and fringe benefits.

Autonomy Satisfaction ~ Q. #24: I make most of the important
(Q. #24 - Q. #26 - Q. #27)/3 decisions on my job.
Q. #26: I want more control over de-
ciding what I do each day.
Q. #27: I uant more control over .set-
ting my working hours on'my job
than I have now.

Co-worker Satisfaction Q. #28: In general, I get along with my
(Q. #28 - Q. #29 - Q. #30)/3 . co~workers.
Q. #29: Most of my co-workers think I
am too old to be working
Q. #30: Few of my co-workers understand
what growing old is like.
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Table D.1, (continued)

Variable

Qpebtions Included:

General Job Satisfaction
(Q. #18 + Q. #19 + Q. #28
- Q. #29)/4

Less Satisfied than one
year ago

Q. #22 + Q. #23)/2

MWant More from job

(Q. #26 + Q. #27)/2

Centrality of the job
(Q. #206 + Q. #21)/2

Q. #18:
Q. #19:

Q. #28:
Q. #29:

Q. #22:
Q. #23:
Q. #26:
Q. #27:

Q. #20:
Q. #21:

In general, I am satisfied with
what I do on my job.

In general, I am satisfied with
my salary, benefits, and other
financial aspects of my job.

In general, I get along with my
co~workers.

Most of my co-workers think I am
too old to be working.

Within the past year, I have be-
come less satisfied with my
salary and benefits.

Within the past year, I have be- -

come less satisfied w@th the
things I do on my job.

7 .want more control over. decid-
ing what I do each day.
T want more-control over setting

my working hours than'Il have now.

My opinion of myself goes up
when I do my job well.

In general, I would work even if
I didn't need money.
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APPENDIX E

W o

_Ou the Interpretation of F Statistics

;¥e used the F statistic to test the "mull hypothesis" that the
means of two populations are the same. The F statistic can be expressed

as: . ’ ¥
| i N
y b
X S
“tw

-

where SS_ 1is the sum-of squares-:(or variance) between groups and S§

is the suﬁ of squares (or variance) within groups. Since each sample
variance is an unbiased estimator of the population variance, the long-
run expected value of the above ratio is about 1.0. However, for any
given pair of samples, the sample variances are not 1ilély to be.identical
in value, even though the null hypothesis is true. Since this gétio

is knowd) to follow an F distribution, this probability distribution can

‘be used in conjunction with testing the difference between two variances

or for the equality of two population means. ,

An F statistic that is much greater than 1 generally indicates that
the null hypothesis can safely be rejected. In other words, the variation
between groups should bg, larger than the variation within groups. But how
much greater does it have to be? Given a significance level (for example,
.05) and the degree of freedom for both sameples (df = n-1) the critical
F can be found from an F statistical table and compared with the observed
F statistic. If the observed F is larger than the critical F, the null

hypothesis can be rejected. /

.

The F test can be applied in regression analysis to test the null
hypothesis that the multiple correlation is zero in the population from
which the sample was drawn, or to determine whether an independent variable
or the addition of a particular independent variable, results in a signif-
icant reduction in the variance associated with the dependent variable.

The test statistic employed for the overall test for goodness of fit of

the regression equation is:

ss._ /k
F= - TC€B _
88  /n-k-1
reg

t

where SS is the sum of squares explained by the entire regression
equation,rezss is the residual variance, k is the number of independent
variables in tﬁggequntion, and n is the sample size. In this context,

the sum of sguares attributed to the regression is the gum of the squared
deviationa between each predicted regression line value and the overall

mean of the dependent variable. The residual sum of squares is the sum

of the squared deviation between each observed value of the dependent
variable and the regr.ssion line value. On iune basis of these two types
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of sum of squares, the significa;:;‘of the regression coefficient {and of
the correlation coefficient). can be determined by comparing the mean square
attributable to the regression with the mean square attributable to the
residual. " . -t

Again, in order to reject the riyll hypothesis, the ratjio of variance
explained by the regression equation (the numerato to the unexplained
variance (or the rgsidual sum of squares) “should 2qual to or greater
than the critical level of F. For more information on the F statistic,

" see Norman H. Nie et. al., SPSS: Statistical Package for the Social

Sciences (New York: 2nd ed., 1975), p. 335. »
.
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