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ABSTRACT 

One segment of the Temporary Help Services (THS) 

industry which has not been well researched is that of the 

Professional temporary employee. The career THS professional 

employee is an employee who categorically refuses permanent 

employment. There is no research which compares the 

professional career THS employee with the traditional 

employee. 

This study examines the work values and expectations of 

technical writers within one company and compares responses 

of career THS employees and incidental THS employees with 

those of permanent employees in that same company. The 

Campbell Organizational Survey and the Work Values Survey were 

administered and the results were analyzed. 

Except for the perception of "Benefits" work cluster 

there were no significant differences between the groups. It 

was then possible to assume that perception of the 

organization was held constant. Differences in work values 

among groups were found. Results were discussed. 
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FORWARD 

That there is a professional "career temporary" employee 

I have no doubt since I have had the privilege of working 

with, and training several of them. And, I am married to a 

man who has been a professional career Temporary Help Services 

(THS) employee for over ten years and is considered a "star" 

in his profession by his THS company and by their clients. 

I had worked as a permanent employee, quit, and returned 

a year later as a temporary employee for a Southern California 

Aerospace company. Therefore, I was in a unique position to 

recognize the potential for research. Both temporary 

employees and permanent employees considered me to be one of 

"them". As a result both groups invited me to become a 

participant in discussions about the company, its policies, 

working conditions and career/life priorities. 

The study came about because of a remark by one of the 

THS employees I worked with. When he was offered a permanent 

(real) position he turned down the offer. A few days later 

he was called into the manager's office and a "better" offer 

was made—along with hints of quick promotion, extra 

perquisites and choice assignments. When he turned that offer 

down, the manager and the manager's superior continued to try 

to persuade him to become permanent. This "persuasion" 

continued until the employee told the supervisor, "Look, I'll 
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stay with you and write the book and then 11m gone. I do not 

want any more pressure or I will start looking for another 

job now." Afterwards, both the manager and the employee told 

me their versions of what was said, and their reactions. The 

manager could not understand how anyone could refuse the offer 

of a "real job" while the employee made a call to his THS 

consultant and suggested that he was about ready to leave. 

The issues raised in conversations with these permanent 

and THS employees resulted in the work value survey which, in 

light of information received after the survey, (1989 

citations) omitted some values (ethics) and preferences 

(flexibility and variety of work) that had not been raised as 

issues by the population studied. 

One of the projects had approximately 50 writers, 

(population changed almost weekly as people left and others 

took their place) of which 16 to 20 were THS employees. I saw 

an opportunity to test my belief that there were measurable 

differences in the importance attached to the different work 

values (issues) raised by the career temps and by the 

traditional employees. To account for those who were 

temporary but really preferred to be permanent employees (with 

real jobs), I invented the term "incidental THS employees". 

Here then, is the study and its results. Please remember 

that the sample is very small and results can only indicate 

areas worthy of future research. 
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CHAPTER 1 

INTRODUCTION 

The Temporary Help Services (THS) industry plays a vital 

role in the labor market where firms act as intermediaries 

between their customers (companies who need short term, 

usually immediate, help) and their own employees (who perform 

their duties under the supervision of the customer but who 

remain employees of the THS firm) (Fromstein, 1987). 

Most often, the THS employee remains an employee of the 

THS firm. When the assignment ends, the THS employee either 

moves to another THS firm that has an assignment available, 

or takes another assignment from the current THS company. 

Sometimes, usually by prior arrangement, managers will use a 

THS firm as a "screening agency" for engineers and other 

technical people. If the temporary worker sent by the THS 

firm has shown proficiency in the task at hand, the manager 

may offer him/her a permanent position with the company. In 

some cases an extremely productive worker will not only refuse 

such an offer but will start looking for another temporary 

position, especially if pressured to accept the permanent 

position. The departure of the THS employee may cause the 
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completion of the assigned work to fall (further) behind 

schedule. 

In other cases a THS company may have need of a person 

for several short-term assignments. The THS staff will screen 

as many as 50 people1 to select one "super star" only to have 

him/her solicit a permanent position within the client company 

at the first opportunity (Halcrow, 1988; Freedman, 1989; 

Gannon, 1975). This leaves the temporary services firm with 

the advertising and selection expense but without the person 

needed to complete the remaining assignments. "How to get 

them and how to keep them" (Minton, 1985) is a subject of 

concern and discussion in THS firms. 

TYPES OF EMPLOYEES 

Traditional employees, career THS employees and 

incidental THS employees are the three groups which will be 

referred to throughout the following literature review. If 

no distinction is made between the career and incidental THS 

employees, they will be called THS employees. 

1From a conversation with Dan Kittrell, Metro Information 
Services, Ft. Lauderdale, Florida office. 
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TRADITIONAL EMPLOYEES Traditionally a person went to work for 

a company with the expectation the s/he would remain with the 

company for his/her entire career life. If s/he performed 

his/her tasks well, s/he was rewarded with job security, 

promotions and raises. The company provided economic benefits 

such as health insurance, retirement, and, sometimes, gain-

sharing or other profit sharing benefits (Kaufman, 1982,; 

Leventman, 1981: Mindell, 1981). This type of employee will 

be referred to as a "traditional employee" throughout the 

study. 

CAREER THS VS. INCIDENTAL THS EMPLOYEES 

Temporary Help Services employees will be referred to as 

THS employees and will encompass all subcategories of the THS 

workforce. Two subcategories of THS employees, Career THS and 

incidental THS, will also be referred to throughout this 

study. 

INCIDENTAL THS EMPLOYEES "In general, THS workers are those 

seeking intermittent work due to some transitory and/or 

uncertain circumstances, rather than those seeking steady 

part-time employment" according to Mack A. Moore (1965). 

Subsequent studies noted that people entered the THS workforce 

because they prefer flexible work schedules, variety of work, 
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or they are searching for a permanent position (Braudy, 1989; 

Hallett, 1988; Minton, 1985; Gannon, 1984; Fraze, 1988). 

According to Gannon (1986), circumstances are more important 

than personal characteristics in choosing temporary 

employment. While some of these employees are not able to 

accept permanent employment because they are in transition or 

have other circumstances which could interfere with 

traditional employment, others can not find suitable permanent 

employment and use THS as a way to become known to prospective 

traditional employers. These people will be referred to as 

Incidental THS employees for this study. For purposes of this 

study, it will be assumed that they have values closer to and 

will join traditional employees as soon as they have the 

opportunity to do so (Broudy, 1989). 

CAREER THS EMPLOYEES Recently, mention has been made of the 

"Career Temporary" (Lewis and Schuman, 1988; Broudy, 1989). 

This person, described as wanting to work full time at a 

series of temporary positions, is not looking for a permanent 

position, and will turn down offers of traditional permanent 

employment (Kanter, 1989). This hypothetical group will be 

referred to as Career THS employees. 
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IMPORTANCE OF THE STUDY 

The THS firms would like to know if there are people who 

do prefer the THS alternative style of working, and who would 

remain with the THS firm for an extended period of time ( 

NATS P.R. OVERVIEW, 1988; Smith, 1982). Mangum, et.al.(1985) 

stated that much more needs to be known about the THS workers, 

"...who they are, and whether they prefer this type of work 

to other alternatives" (Mangum et al., 1985). 

Traditional companies attempt to recruit the type of 

employee who will, like Gouldner's (1957) Local, embrace the 

traditional work values (Mindell, 1981) and make a strong 

commitment to the company and its strategic goals, blending 

his/her future with that of the company (Blau, 1989; Cornwall, 

1987; Smith, 1982, Lee and Litschert, 1975). 

Career planning is being called a "random crapshoot" 

(Hirsch, 1989) and employees at all levels are being told to 

remain emotionally separate and not get drawn into a corporate 

surrogate family. Individual needs and values must be taken 

into account when planning a career (Zunker, 1990) and 

selecting a company. With the employment alternatives 

available today, the employee can select the alternative in 

which s/he can be most productive. 

If there was a way to predict with some certainty which 

person would prefer to work in the corporate environment 
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(traditional employee) and which would prefer the Temporary 

Help Services environment (as a career Temporary) all parties 

would benefit. The company would know not to extend an offer 

to a person who would probably leave if so approached. The 

Temporary Help Service firm would be able to recruit people 

who would become career temps, thus reducing staffing costs 

(Gannon and Brainin, 1971). THS firms would also be able to 

work more closely with corporations by recommending (for 

permanent employment) those people among its ranks who would 

benefit more and be more productive in the corporate 

environment. If the person fits the profile, career 

counselors/planners could recommend a career as a temporary 

employee. Finally, the employee (traditional or career temp) 

would benefit because s/he will be able to search for a work 

environment which would provide the opportunity to feel 

appreciated and productive (Zunger, 1990, Broudy, 1989). 

BACKGROUND 

This section includes information on the traditional 

workforce and the professional employee (professional 

employees are part of both the traditional workforce and the 

contingency work force); the contingency workforce and 

Temporary Help Services (THS) industry. THS information 

includes: THS history and development, segmentation, size and 
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importance of the industry, and predictions for the future; 

the professional/technical (high-tech) temporary-employee; and 

finally, the popular literature which suggests a possible 

subgroup of temporary employees (the professional career THS 

employee). 

TRADITIONAL WORKFORCE 

Traditional employment is based on a mutual commitment 

between the company and its employees. The company will 

provide gainful employment, payment in return for services, 

and some types of benefits to its direct employee as long as 

the employee follows company rules and policies. The company 

expects the employee to perform at, or above, some minimal 

level, and expects economic conditions to remain favorable 

enough to permit continued operation. In return, the employee 

makes a commitment of time, performance and loyalty to the 

company (Mindell, 1981). 

Employees who are job sharing, working flexible hours or 

shifts, or who work at home, yet are direct employees of the 

traditional company, are not considered traditional employees 

in the strictest sense of the word. However, they are 

considered by the Bureau of Labor to be part of the 

traditional workforce and will be considered traditional 

employees for this study (Fromstein, 1978). 
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PROFESSIONAL EMPLOYEE 
DEFINITION AND CHARACTERISTICS 

Who are today's professional employees? Making up the 

second largest group of the entire (including traditional and 

contingency workers) 1987 United States workforce (Naisbitt, 

1982), they have been called experts and specialists, 

knowledge workers, (Von Glinow, 1988; Kelley, 1984) and 

technocrats (Kelley, 1984; Von Glinow, 1988). There have been 

attempts to distinguish professionals from non-professionals 

(Hamel, 1986; Mathieu and Hamel, 1989; Benveniste, 1987); 

categorize them (Gouldner, 1957; Hall, 1968; Morrow, 1988; 

LeBell, Nadler, 1971; Gannon, 1987) commit them (Von Glinow, 

1986); predict them (Super et.al., 1981,); recruit and manage 

them (Martin 1988; Von Glinow, 1988; Derr, 1986); all with 

inconsistent results, possibly because each researcher 

operationally defined "the professional employee" differently. 

A professional has been defined as "one who maintains a 

loyalty to a code of ethics that transcends his or her loyalty 

to the rest of the organization" (Von Glinow, 1988) ; "one who 

creates, processes and distributes as his or her primary job" 

(Naisbitt, 1982) ; "one who belongs to one of the learned 

professions or is in an occupation requiring a high level of 

training and proficiency" (Webster Dictionary); or "one who 
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participates for gain or livelihood in an activity of field 

or endeavor often engaged in by amateurs" Goodman (1986). 

Segments of the professional workforce have been more 

narrowly defined and studied. Nadler (1971) described the 

professional, who grew up in the 1950's NOW generation, in 

terms of his/her attitude toward society and work. Von Glinow 

(1988, p.10) attempted to define high-technology professionals 

by using a combination of Miller's synopsis: 

* They seek intellectual and technical challenges 
in the work they perform. 

* They see the potential to improve the quality 
of life. 

* They strive for technological cycles of the 
field; some individuals are attracted to short 
life cycles, and others are attracted to longer 
ones. 

* They join a firm because they can relate to 
the management's beliefs and policies. 

* They are rewarded with emotional and financial 
connections to the firm., 

and the Kerr, Von Glinow and Schriesheim consensual 

definition of professionalism: 

* Expertise-normally gained from prolonged 
specialized training-in a body of abstract 
knowledge 

* Autonomy-a perceived right to make choices that 
concern both means and ends 

* Commitment to the work and the profession-in 
short, the "calling" 

* Identification with the profession and other 
professionals 

* Ethics- a felt obligation to render service 
without concern for self interest and without 
becoming emotionally involved with clients 
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* Collegial maintenance of standards-a perceived 
commitment to police the conduct of other 
professionals2. 

With so many descriptions of the professional worker, it 

is not surprising to encounter difficulty when trying to 

understand this large segment of the workforce. 

For purposes of this study the professional employee 

will be defined as a person who is a college graduate, has 

worked in his or her field for more than two years, aspires 

to become involved in increasingly more challenging work 

within one or more organizations (Morrow and Wirth, 1989) , 

and adheres to a code of ethics and has some degree of pride 

in his or her status within his/her field. 

CONTINGENCY WORKFORCE 

The contingency workforce consists of a population as 

diverse as the traditional workforce. It contains 

independent contractors and consultants, leased employees, 

temporary employees, and part-time employees. Two of these 

representative groups, leased employees and temporary 

employees, are supported by companies which act on their 

behalf as formal intermediaries in the labor market. At 

times people in each of the categories above may be part of 

2For further discussion of these attributes see THE NEW 
PROFESSIONALS, Chapter 3 pp. 31-55. 
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the temporary workforce while formal intermittent, limited 

duration hires, and casual labor are always part of the 

temporary workforce. This section will briefly define each 

category and then concentrate on the research about the 

Temporary Employee and Temporary Help Industry. 

Independent contractors and consultants are individuals 

who are usually self employed or employed by a very small 

firm (10 or fewer employees) and who negotiate directly with 

a company to perform a service or deliver a product. 

Independent contractors may, on occasion, become employees of 

temporary help agencies while they are building their own 

client base. They may be truck drivers, or plumbers, 

doctors, bookkeepers, secretaries, or transcribers. They work 

for themselves, and provide a service for one or more 

companies. Usually they provide their own health insurance 

and other benefits (Mangum, 1985; Broudy, 1989). 

Part time employees can be in one of three categories: 

1. part time employees who work directly for a company on a 

permanent basis, 2. intermittent employees, and 3. THS 

employees. Any and all of these categories can include 

students, homemakers, retirees, professionals, non

professionals, and any other category of worker (except 

permanent-full-time) one can name. All categories are 

considered part time if the employee works less than 35 hours 
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a week. Some part timers work directly for a company on a 

permanent basis. Generally, they work from a minimum of four 

hours to ten hours per day, one to five days a week (but less 

than 35 total hours in a given week). They are often thought 

of as temporary employees but are direct employees of the 

company and sometimes have pro-rated benefits. Students with 

internships, summer hires, and people who job-share are in 

this category of worker (Mangum 1985). 

The second category of part-time workers is that of 

intermittent employment, either on a project or seasonal 

basis for a single employer. These employees are considered 

temporary hires and usually are not provided with company 

benefits. They may find their jobs by applying directly to 

the company, or through the services of an intermediary such 

as a public employment agency, THS firm or employee leasing 

firm (Mangum, 1985; Broudy, 1989). 

Part time temporary employees who work for a THS firm 

make up the third segment of the part-time workforce. The 

people in this segment may work for more than one employer in 

a week. They may be permanent part timers for the THS firm, 

working up to 40 to 50 weeks a year, but always less than 35 

hour per week, or they may be available only during a 

specified amount of time during the year. An example of this 

type of worker (which used to be the average temp worker) is 
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the part-time mom who wants to work while her children are in 

classes and to be home when they arrive from school (Moore, 

1964) . 

Formal intermittents are workers, often former 

employees, whose names are kept on an organization's payroll 

but are called in and paid only as needed. Informal 

intermittents differ from formal intermittent in that their 

names are on informal lists, usually kept by the supervisor 

for whom the intermittent is willing to work (Magnum et al., 

1985). 

A limited duration contract, as the name implies, allows 

the company to hire people for a time, usually less than six 

months, specified in a verbal or written contract. The best 

known example of this is the retail industry's Christmas 

hiring program. Limited duration contract hires, like one 

segment of the part-timers, are hired for full-time work 

directly by the company, sometimes with the help of a public 

employment agency (Fromstein, 1978; Belous, 1989). 

The casual labor force includes people who are employed 

for one or two days and are typically paid at the end of the 

day. Of all the categories listed, this category is most 

homogeneous usually consisting of low or unskilled blue 

collar or industrial workers (Fromstein, 1978; Belous, 1989). 
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The two remaining segments, employee leasing and 

temporary help firms, function as intermediaries in the labor 

market. Employees of both the employee leasing and THS firms 

report to and perform work for a client company but are paid 

by the Employee leasing or THS firm. Employee leasing firms, 

while often confused with THS firms, often act as a personnel 

department for the client, handling both their permanent and 

temporary employees (Nye, 1988) . 

TEMPORARY HELP SERVICES INDUSTRY 

The temporary help company is a unique 
institution, functioning as both a labor market 
intermediary and as a private sector business. As 
an intermediary, the temporary help company brings 
together workers and work assignments. These 
temporary assignments are with any employer that 
has a temporary work need and that has contracted 
with the temporary help company to provide them with 
temporary workers. The temporary workers are on the 
payroll of the temporary help company. As a private 
sector business, the temporary help company is an 
employer of workers sent out on temporary 
assignments to meet the labor needs of other 
employers. The temporary help company is 
responsible for compliance with all laws and 
regulations affecting the employment relation.3 

Like the contingency workforce, the THS industry can be 

divided into many segments; part-time or full-time, non-

Samuel R. Sacco, "The Temporary Help Service Industry" 
National Association of Temporary Services. (Samuel R. Sacco is 
Executive Vice President of the National Association of Temporary 
Services.), Time Talk, Nov. 1988. 
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professional or professional, by industry, or by category of 

employee (managerial, professional, licensed professional, 

technical, clerical, industrial, skilled or unskilled, etc.) 

(Williams, 1989). One problem which arises when attempting to 

quantify and classify the industry or its workers is that some 

of the classifications overlap (Williams, 1989). So, 

researchers too have found the industry (THS workers comprise 

a cross section of the workforce) confusing. 

HISTORY 

In his history of the temporary industry Mack A. Moore 

(1963), noted that the modern temporary help services industry 

began in the 1920's. It was then when Sam Workman began 

hiring women, "many of whom had been discharged because of 

marriage" (Moore, 1963, p. 556). They were sent out to do 

"calculating work", typing, and other general clerical work. 

In 1945, Golla Calculating and Typing Service was established 

and "claims to be the first to adopt the system of a permanent 

crew of workers" (Moore, 1963, p. 556). This means that the 

company hired a worker, sent her to client companies for her 

duties and kept her on the payroll, if necessary, between 

assignments. Some companies, such as ComptoHelp, began by 

providing a referral service for both temporary and 

traditional direct employment and evolved into a THS firm. 
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Some THS firms began as sidelines to other businesses. 

Manpower, long associated with temporary industrial labor, 

was begun as a sideline to fill a need, when they discovered 

they could not find a secretary to help with a temporary 

overload, in their own office (Moore, 1965). They went on to 

become the first integrated service and probably the first 

national service as well. 

For a long while the temporary employee had an image of 

being either a woman searching for "mother's hours" or a 

person who was under-educated, unskilled, and unemployable 

(The Temporary Services, 1988). The average temp was paid less 

than her traditional counterpart, received no benefits, and 

usually did the work that no one else wanted to do. 

THS grew when employers requested a wider variety of 

skills and has rapidly evolved into placement services for 

professionals and even executives for projects of varying 

duration. BLS economist Harry Williams (1989), reported on 

forty-four occupational categories of temporary workers 

including executives, computer systems analysts and 

engineers. From 1982 to 1986 the Temporary workforce doubled 

in workforce size and payroll. 

As requests for temporary workers increased, the 

competition for people to fill these positions grew. THS firms 

began offering incentives for becoming a temp and providing 
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benefits to those who remained with them (Minton, 1985). Many 

of the temporary workers receive vacations and other benefits 

the same as traditional employees. "As in other industries, 

workers had to meet a variety of requirements to become 

eligible for paid leave, health care and other benefits" 

(Industry Wage Survey, 1988). Temp wage rates equalled or 

excelled those of traditional workers in 14% of the 

observations with secretaries receiving 60 to 80% of a 

traditional employees salary and word processors receiving at 

least 90% and often over 100% of a comparable traditional 

employee's salary (Industry Wage Survey).4 

Except for the 1981 recession, when the size of the THS 

workforce declined in direct relation to the total workforce 

(Cantor, 1988), the temporary workforce has had a growth rate 

of 17 to 23% in the 1980-87 period (Howe, 1986, Belous, 1989) , 

nearly twice that of the total civilian labor force of 12% 

(Belous, 1989) . Between 24 and 29% of the American labor 

force (6.5 million workers in 1988 according to National 

Association of Temporary Services) (Fact Sheet, 1989) are 

temporary workers. Between now and the year 2000, there will 

be a shrinking of the labor pool as the "baby boomers" get 

older (Emery, 1988) . Retired people will come back to the 

This study included THS firms with 50 or more temporary help 
employees or more but did not include firms where confidentiality 
could not be assured. 
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workplace with new requirements and demands for temporary and 

part time work (Dychwald, 1989) . With a just-in-time 

philosophy being embraced by an increasingly large segment of 

industry, many executives are looking to the THS firms to 

supply a just-in-time workforce (Kanter, 1989). 

THS INDUSTRY SEGMENTS 

The THS industry is generally divided into four segments 

according to the type of worker supplied; clerical, 

industrial, (unskilled, blue collar, drivers, production 

workers, etc.)/ medical, and professional/technical. (Gannon, 

1978) . While researchers have divided the THS industry into 

as few as three (Moore, 1965) , or as many as eight, (BLS, 

1988) segments, Carey and Hazelbaker's (1986) definitions were 

used in most of the research encountered. Therefore, this 

study will address the four segments. However, appropriate 

notes will accompany references to those studies which use a 

different reporting basis. 

In 1987, the office segment accounted for 63.5% of the 

temporary workforce (BLS, 1987; Fleisher, 1988; Lewis and 

Schuman, 1988), and includes occupations such as secretaries, 

clerks, data entry personnel, receptionists, typists and word 

processors.(Williams, 1989) Accountant and bookkeeping 

occupations, with THS firms such as Accountemps and Accountant 
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Overload specializing in only these occupations, are included 

in the office segment but are large enough to form their own 

subsegment. Manpower, Kelly Girls (now Kelly Services), 

Snelling and Snelling, Norrell, and Olston are national firms 

specializing in providing temporary office workers. 

This segment relies heavily on re-entry women (Lewis 

and Schuman, 1988), homemakers, retirees, or students (NATS 

P.R. Overview, 1988). Its participants are often paid at a 

lower rate than the prevailing wages for comparable permanent 

positions (Williams, 1989). 

The medical segment. 9.9% of the temporary services 

industry payroll (BLS, 1987), exploded onto the scene in the 

1960"s, by providing an alternative to Nurses Registries. 

THS firms in this segment specialize in temporary positions 

for Registered Nurses, Licensed Practical Nurses, nurses aides 

and attendants (Gannon, 1984). Registered nurses averaged 

$14.99 per hour with some earning $25.00 or more, more than 

their traditional counterparts (Industry Wage Survey, 1988). 

The industrial segment accounts for 15.4% of the 

temporary services industry payroll (BLS, 1987) . This includes 

blue collar workers, drivers, and low or nonskilled labor who 

are often the undereducated and otherwise unemployable. The 

normal operating procedure in this segment is different from 

the other segments. As in the clerical and medical segments, 
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customers contract with the THS firm for several workers. 

However, jobs in this segment are usually very short in 

duration, often only one day. Usually, the THS firm provides 

day laborer transportation to and from the client facility. 

The day laborer is often paid the same day. 

Fourth is the professional/technical segment which 

accounts for 11.2% (and growing) of the temporary services 

industry payroll (BLS, 1987). This segment includes engineers 

and technical professionals, systems analysts, computer 

programmers, technical writers, etc., and recently, medical 

doctors and lawyers. Yet, it is in some ways the least well 

known of the THS segments. 

PROFESSIONAL/TECHNICAL TEMPORARY EMPLOYEE 

The professional/technical segment is not well documented 

because many of the firms that specialize in this category of 

professional/technical employee are not listed in SIC 7389 

(temporary services industry). They refuse to be considered 

as such because, as an officer in one of the THS firms stated, 

"Customers tend to associate temps with office personnel. We 

provide highly skilled and dedicated professionals for longer 

term assignments"5. Therefore, any statistics referring to 

5From an interview with Bruce Eckhoff, Regional Director, 
TELOS Consulting Services. 
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this segment, although the best available, are probably not 

correct (Carey and Hazelbaker 1986) . 

Like the other segments, professional/technical workers 

are employees of the temporary agency. However, in this 

segment the THS firm is more likely to send a prospective 

customer several resumes and facilitate a face to face 

interview between the prospective customer and the temporary 

worker. Because these professionals are often considered to 

be the stars of their professions, THS firms will frequently 

carry them on their payrolls between assignments, at least for 

a limited amount of time,6 and even search out prospective 

customers for their services. Assignments in this segment are 

often longer than assignment in the other THS segments, and 

will run from six months to more than two years. This 

researcher knows of one defense project where THS workers have 

been employed continuously for seven years. 

CAREER THS EMPLOYEES 

THS employees fall into five categories: can't accept 

permanent work, can't find permanent work, can't handle 

permanent work, don't need permanent work, or don't want 

permanent work; according to Fromstein (1978) , and are used 

6 From interviews with representatives of THS firms and with 
computer programmer and technical writers who are THS employees. 
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by organizations during emergencies, for skill shortages or 

special projects, during seasonal fluctuations or workflow 

variations. 

Because the entire THS workforce is much too broad a 

scope for this study, this research focuses on one small but 

growing segment- that of the temporary professional employee-

and looks at what makes him/her different from the traditional 

employee. 

Most of the research conducted with temporary employees 

focused on quantification (who hires temps, how many, for how 

long, and at what wages) (Williams, 1987; Industry Wage 

Survey, 1987; Fromstein, 1978), classification (what skills, 

demographics, benefits, etc.) (Williams, 1987; Industry Wage 

Survey, 1987; Fromstein, 1978), or strategies for use 

(Alternative Staffing Strategies, Core and Ring Organizational 

design) (Belous, 1989; Nye, 1988), and how terminations of 

temporary employees may impact measured layoffs (Marwick, 

1981) . Currently, research is being done on wages, flex time 

and other benefits available in the Temporary Help Services 

Industry7. 

The little research done with the temps themselves has 

been concentrated in the medical and office segments of the 

7For further information contact Barbara Fetter, Equiflex 
Project, c/o New Ways to Work, Career Action Center, 149 9th St., 
San Francisco, Ca., 94103. 
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THS industry (Smith, 1982; Gannon, 1984; Parker, 1986;). This 

research focused on why THS employees withdraw from temporary 

work (but not why they chose temporary work) (Smith, 1982) ; 

how they are treated (Parker, 1986), and why they remain as 

THS employees (Gannon, 1984), but no research has been found 

on how they differ from traditional employees. 

Professionals, many victims of the 1974 recession, began 

turning to temping in greater numbers (Kelley, 1985) but the 

trend was not generally recognized. Harold Kaufman (1982) 

researched Professionals in Search of Work, but did not once 

mention Temporary Help Service firms as an alternative source 

of traditional permanent employment. Still, as customers 

requested different types of temporary professional services 

(Lewis and Schuman, 1988; Licht, 1988) and more companies 

discovered the benefits of using temporary help (Nye, 1988), 

the ranks of the professional temporary worker grew (NATS P.R. 

Overview, 1988). When the NOW workforce, defined as the baby 

boomers by Nadler (1971), who had little desire to stay in one 

job for 20 or 30 years, saw their parents being laid off after 

15 or more years of service, they decided not to place loyalty 

and trust of their future to any organization (Fraze, 1988) . 

Some of them joined the ranks of the professional temporary 

worker. Others used the THS services as an effective means of 

forging career transitions (Broudy, 1989). 
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Sixty-one percent of companies who use temporary services 

will extend offers to the temporary worker if they like what 

they see (Gannon, 1984; Fromstein, 1984). Since most of the 

companies perceive the temporary worker to be "better than 

average", temporary workers are often offered traditional 

positions (Broudy, 1989). However, with greater frequency the 

temps, especially among the professional/technical (and the 

executive/managerial subsegment), are turning down these 

offers. Gannon and Brainin (1971) asked 299 people who applied 

to a THS firm for employment if they would accept a permanent 

job as a temporary employee. 144 responded "yes" while 153 

said "no" (Gannon and Brainin, 1971). Lewis and Schuman 

(1986), who advocate temporary employment as an attractive 

alternative to the individual who would "balance career and 

private life without the struggles of self employment" (Lewis 

and Schuman, 1988, p. 89) , coined the term "Career Temps" 

(Lewis and Schuman, 1988, p. 10). While contemporary popular 

literature cites examples of professionals who remain THS 

employees for many years (Broudy, 1989; Lewis and Schuman, 

1988; Carey and Hazelbaker, 1986; Candland, 1988; NATS 1989) 

there appears to be no research which has been conducted on 

this subgroup of temporary employees. Therefore, this 

research will explore the area by first attempting to 

establish that this type of temporary worker exists, then 
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posing the following question: Are there values and 

characteristics which would help to differentiate between a 

traditional professional employee and a professional career 

THS employee? 

SUMMARY 

The THS help services industry plays a vital and growing 

role in the labor market where firms act as intermediaries 

between their customers and their own employees. The 

workforce consists of traditional employees, incidental THS 

employees, and career THS employees. Traditional employees, 

are defined as the direct employees of companies who hold more 

traditional work values. Incidental THS employees are defined 

as temporary employees who would prefer to be traditional 

employees. Career THS employees are those who want to work 

full time at a series of temporary positions, but are not 

looking for permanent positions, and will turn down offers of 

traditional permanent employment. 

The traditional workforce includes a mutual commitment 

between the company and its employees. Segments include 

employees who job share, work various shifts, or work at home. 

Professional employees are defined, for this study, as 

those who are college graduates, and have worked in their 

fields for more than two years. They aspire to become 
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involved in increasingly more challenging work, adhere to a 

code of ethics, and have some degree of pride in their status 

within their fields. 

The contingency workforce includes independent 

contractors and consultants, part time employees, formal and 

informal intermittents, limited duration contractors, casual 

labor, leased employees and the temporary help services 

industry employees. 

The THS industry started in the 192O's when women were 

sent on "computing" assignments and grew to incorporate casual 

labor, medical professions and Professional/technical 

employees. The Professional/technical segment of the THS 

industry is the least known and least researched. This 

segment differs from the other segments because the 

assignments are usually longer, and the THS firm will send 

resumes of its currently available employees to the customer 

for review instead of sending any qualified employee who is 

avaliable. 

The ranks of professional temporary employees are 

growing. A professional "career THS employee" is emerging. 

This career professional as been tentatively identified but 

not researched. This study attempts to establish that the 

Career THS employee does exist then poses the following 

question: Are there values and characteristics which would 
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help to differentiate a traditional employee from a 

professional career THS employee? 
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CHAPTER 2 

REVIEW OF THE LITERATURE 

Based on the previous chapter, one question which arises 

is, what are the differences in commitment between the 

traditional and the career THS employee both to and from the 

organization. Therefore, .this review of the literature 

encompassed research on professional versus organizational 

commitment and factors affecting organizational commitment. 

The influence that an individual1s needs and values have in 

guiding occupational behavior and decisions is explored. In 

an attempt to understand these needs and values the next 

section explores research about temporary employees. Noted 

is the absence of research comparing characteristics of the 

temporary employee with those of the traditional employee. 

Finally, the last section suggests a set of values which, 

based on the literature, seems to be important to traditional 

employees; a set of values which seems to be important to 

career temporary employees; and several values which seem to 

be important to both groups. 

COMMITMENT 

It is widely recognized that these experts are 
not given the "real promotions." The expert is 
under pressure to forgo the active pursuit of his 
specialty if he wishes to ascend in the company 
hierarchy. Among the reasons for the experts' 
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subordination may be the fact that they are less 
frequently identified as "company men" than others 
in the executive group. The "company man," a 
pervasive category for the informal classification 
of industrial personnel, is one who is regarded as 
having totally committed his career aspirations to 
his employing company and as having indicated that 
he wishes to remain with it indefinitely.8 

One assumption made about professional employees is that 

in their value systems professional commitment and 

organizational commitment are conflicting and contrary values 

(Gouldner, 1957). That professional commitment is 

distinguishable from organizational commitment is supported 

by Hall (1970), Morrow & Wirth (1989) and Arenya et.al. 

(1981). Gouldner suggested that company personnel used 

company loyalty as a way to differentiate between professional 

employees. He classified professional employees within an 

organization as either: (1) locals, who bend their goals and 

aspirations to mesh with the organizational goals and 

aspirations, or (2) cosmopolitans, who, committed to the 

profession, seek to make significant contributions to that 

profession, have varying degrees of integration within an 

organization and may reflect the tension between the 

organization's simultaneous need for both loyalty and 

expertise (Gouldner, 1957). 

8 • 
Gouldner, Alvin W., "Cosmopolitans and Locals: Toward an 

Analysis of Latent Social Roles—I" Administrative Science 
Quarterly. 1957, Vol 2, page 288. 
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Gouldner suggested that commitment to professional 

(cosmopolitan) standards precludes organizational (local) 

commitment. His conclusions are supported by: Martin and 

Shell (1988), "a professional maintains a loyalty to a code 

of ethics that transcends his or her loyalty to the rest of 

the organization"; Nadler (1971), "Strong identification 

exists with his peer group —(which) leaves little room for 

an unthinking or blindly emotional allegiance to anything 

else."; and Von Glinow (1988), the professional has strong 

"identification with the profession and other professionals." 

Another body of research suggests that the two 

commitments are not conflicting and can even be consistent 

(eg. Bennis, et.al., 1957; Bartol, 1979; Frese, 1982). The 

contention is that organizations which help professionals 

maintain and meet realistic work expectations induce 

organizational commitment in their professional employees as 

well, leading to congruence in commitment (Bartol, 1979; 

Freedlander, 1971; Flango and Brumbly, 1974) . Freese, 

Mortimer and Lorance, (1979) suggested that the closer the 

professional-employee/organizational fit the stronger the 

organizational commitment by the professional employee, while 

Lee and Litschert (1975) found that managers, who stressed the 

role and value of the professional in the organization, helped 
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professionals develop an identity within the organization 

thereby reducing or eliminating commitment conflict. 

In a study testing these two assumptions Lachman & Aranya 

(1985) concluded that organizational commitment is congruent 

with, and affected by, the professional commitment. They also 

suggested that the inconsistent results, as indicated by 

studies in which the professional-organizational commitments 

were opposing, could indicate that the commitments may be 

related under some conditions and unrelated (opposing) in 

others. It is likely, however, that Gouldner's Local would 

value job security and the benefits expected through his/her 

commitment to the organization more highly than would the 

Cosmopolitan. 

This inconsistency of results suggests that other 

factors, not addressed in this body of commitment research 

may be influencing the professional's degree of organizational 

commitment (Mottaz, 1988; Raelin, 1986). 

NEEDS 

Maslow (1943) developed a model of man's needs and 

postulated that as the lower needs, physiological and safety, 

were met, the next higher level became the primary motivator. 

Although there are modifications of the theory (eg. Aldefer's 

ERG hypothesis, 1969), and some questions about the validity 
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of his theory (eg. Korman, 1977), opportunity for meeting the 

individual1s needs in a work setting are important 

considerations in a career search (Zunker, 1989; Rosenberg, 

1957), job satisfaction (eg. Bartol, 1979, Betz, 1969; 

Khaleque and Rahman, 1987) and the degree of commitment to an 

organization (eg. Jans, 1989; Lachman and Aranya, 1986; 

Mortimer, 1979, Nadler, 1971). 

Herzberg (1966) found some job variables to be motivators 

while others were demotivators (or hygienes as Herzberg called 

them) if they were absent. Building on this theory, Dunnette, 

Campbell and Hakel (1967) suggested that both content and 

context contribute to job satisfaction or dissatisfaction. 

Korman (1977) suggested that Herzberg*s motivators had greater 

influence on satisfaction than did the hygienes. Other 

evidence demonstrates that pay and other extrinsic concerns 

are of major importance (Locke, 1976; Tannenbaum et al. 

1974). Further questioning of Herzberg's theory comes from 

the congruence or "fit" hypothesis that job satisfaction is 

a function of fit between the worker and the job (Newman, 

1975; Seashore and Taber, 1975). There is support in the 

literature for the "fit" hypothesis (Locke, 1976; Betz, 1969; 

Koch, 1974). 

McClelland, Atkinson, Clark and Lowell (1953) found that 

some people strive for accomplishment because they value 
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achievement. Their satisfaction comes from the intrinsic 

rewards associated with the achievement itself. Rosenberg 

(1957) added that this need for achievement (nAch) will be 

taken into account when choosing an occupation. They 

developed the concept of the high nAch man who derives his 

greatest pleasure from the intrinsic rewards associated with 

the achievement. Monetary gains are considered secondary 

(McCelland et al., 1953). Individuals with high nAch seem to 

have a greater frequency of attraction to the entrepreneurial 

way of life than do individuals with lower nAch. (Korman, 

1977) . 

Roe (1972) suggested that combinations of early parent-

child relations, environmental experiences and genetic 

features determine the development of the individual's need 

structure. The Occupational Preference Inventory (Knapp & 

Knapp, 1977) and the Vocational Interest Inventory (Lunneborg, 

1984) are based on her postulation that the individual's needs 

are satisfied through work activities they choose. Zaccarea 

(1970) found that the intensity of those needs is the major 

determinant which motivates that individual to the level of 

hierarchy within the occupational structure which best 

satisfies those needs. Thus needs are an important 

consideration in the choice of occupation, work setting, level 
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to which the individual raises, and the type of organization 

in which the individual will fit and thrive. 

While needs are defined as "preferences for reinforcers 

expressed in terms of relative importance of each reinforcer 

to the individual"(Rounds et al., 1981), they are more global 

aspects of behavior which can be satisfied in many ways by the 

attainment of different values (Macnab and Fitzsimmons, 1987) . 

VALUES 

Lunneborg (1984) and Roe (1972) use the term "needs" to 

describe the basic reference which consist of objectives one 

seeks to attain satisfaction while other researchers describe 

"values" as the basic reference dimension, culturally induced, 

which underlay needs (eg. Lofquist and Dawis, 1978) and 

consist of objectives that one seeks to attain to satisfaction 

(Super, 1973; Macnab and Fitzsimmons, 1987). The degree to 

which the objectives are reached indicate the amount of 

satisfaction one has with a given activity (Super, 1973? 

Zunker, 1990). Whether needs drive values or values drive 

needs, the result is a set of preferences which the individual 

uses as a frame of reference when s/he makes life, career, and 

employment choices (Super, 1973; Zunker, 1990). 

The body of career counseling literature defines work 

values as preferences people have for the type of environment 
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in which to work, and the rewards expected as a result of 

their effort (Zunker, 1990; Knowdell, 1989). Knowdell's work 

values instrument asks the respondent to rank order "values" 

according to importance s/he attaches to such values. The 

choices include values such as: ADVANCEMENT (Be able to get 

ahead rapidly, gaining opportunities for growth and seniority 

from work well done) ; and, AFFILIATION (Be recognized as a 

member of a particular organization) . The objective of the 

value sort instrument, and other instruments like them, is to 

define factors affecting a person's career satisfaction and 

to define the importance attached to the values (Knowdell, 

1989). For this study, "work values" will be operationally 

defined as the factors affecting career satisfaction. 

Research into personal, societal and organizational 

values abound (Mortimer, 1979). Personal, ethical, moral, and 

religious values are incorporated into an individual's value 

structure, and influence each decision (including career 

decisions) (DeGreen, 1978) an individual makes. However, the 

main influences on an individual's career and employment 

decisions are work related values (Zunker, 1990) . Therefore, 

the search of the literature was limited to work values and 

their changes over time and through generations. The work 

values of traditional employees, THS employees, and 

professional employees are discussed. Discussion of 
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instruments which measure values will be forthcoming in 

Chapter 3. 

Occupational choice is not a value itself but is made on 

the basis of values (Rosenberg, 1957). These values are 

culturally induced (Pine and Innis, 1987). But they change as 

society changes (Mindell, 1981; Yanklovitch, 1979) and the 

values themselves loose their ability to meet the individual's 

needs (Mindell, 1981; Yanklovitch, 1979; Nadler, 1981). Work 

(career or occupational) values describe an individual's 

belief about conduct (instrumental values) and end state of 

existence (terminal values, goals or satisfaction) (Rokeach, 

1968). Zytowski (1970) cautioned that the concept of work 

values is more viable for describing vocational behavior than 

it is for describing interest or satisfactions. 

HISTORY OF THE WORK ETHIC 

"What You Are is What You Were When" (a Morris 
Massey film), presents the thesis that each 
generation is different because it carries the 
imprint of values that were dominant during the 
decade of its youth."9 

As each generation enters adulthood it causes society's 

values to change. As the individuals grow older, values of 

the times impact the individuals and affect them differently 

'Mindell, Mark G., EMPLOYEE VALUES IN A CHANGING SOCIETY, 
AMACOM, N.Y., 1981, p 19. 
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at different stages of life and career (Levinson, 1978). 

While several studies detected no consistent pattern of change 

over years (Katzell,1979; Quinn, 1974; Strauss, 1973), or 

between generations (Wright and Hamilton, 1978; Gollieb, 

1973) , pervasive and consistent change in worker attitudes 

affected a wide range of occupational groups. However, the 

changes were most pronounced among workers aged 21-44 and 

those with college degrees (Quinn and Slaines, 1979). The 

following discussion cites research into changing employee 

work values with emphasis on the traditional employee, the 

"NOW" employee, (Nadler,1971) and the professional employee. 

The values a society places on hard work and achievement 

are influenced by many factors including geography, climate, 

religion, technology, and urbanization (Mindell, 1981). 

McClelland and Weber (quoted in Mindell, 1981) argue that the 

work ethic is rooted in religious teaching while Herzberg 

(1966) reasoned that the "Economic man [who] replaced the 

spiritual man", was willing to trade loyalty for job security, 

placing work before family and leisure. 

Mindell (1981, p. 10) stated that the workforce 

traditionally held the following values: 

* Strong loyalty to company. 
* Strong desire for money and status. 
* Strong desire for promotions up the management 

hierarchy. 
* Critical concerns about job security and 

stability. 
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* Strong identification with work roles rather 
than personal roles. 

The organization in which this professional was employed 

reflected the professional's values. Employees learned their 

skills at the employer's expense and believed that good work 

would be rewarded by promotion10 and pay (Licht, 1988). They 

expected to work the traditional 40 hours a week, or more, 

and used the weekends to prepare for the coming week. Any 

strong personal attachment outside of work was considered a 

distraction, although identification with the co-workers (or 

developing a sense of belonging) was encouraged (Hackman and 

Oldham, 1981; Hall, 1975), and the employee was told to leave 

his/her personal life out of his/her work life (Kanter, 

1989). In return, the organization was to provide him/her 

with continued employment, tenure and seniority status, and 

the traditional promotion and pay rewards. 

Thus the literature seems to indicate that the 

traditional employee identified him/herself with his/her 

profession (work) role more strongly than with his personal 

or family roles, and traded loyalty to family for loyalty 

(commitment) to the company and identification (belonging) 

with the co-workers. S/he valued job security, opportunity 

10For the purposes of this study, the words "Advancement" and 
"Promotion" will be synomous as will "Pay" and "Wages". 
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for advancement (promotions), and the monetary (wages) and 

status (recognition) rewards his/her work could bring. 

When the traditional employee, contrary to his/her 

belief and expectation, did not advance in the organization 

or receive recognition in the form of pay increases, and was 

sometimes even laid off, s/he became disillusioned and bitter 

(Leventman, 1981). Even those who remained were emotionally 

affected by the way in which their colleagues were treated 

(Bridges, 1988). Circumstances required the professionals in 

the workforce to realize that their values did not reflect 

reality, thus setting the stage for a reevaluation of their 

work values (Bridges, 1980). Remembering what it was like to 

be without employment, professionals began to attach less 

self esteem to a job and became more mobile and self reliant, 

while organizations lost the skilled professionals whose 

talents were necessary to compete in the marketplace (Von 

Glinow, 1988; Kelley, 1985). 

A more contemporary set of work values (named the 

"opportunity" ethic) developed which, according to Mindell 

(1981, p.25), included: 

* Lower commitment to the organization. 
* Rewards geared to accomplishments. 
* Organizational recognition for contributions. 
* Decreasing concern for job security and 

stability. 
* View of leisure as being more important 

than work. 
* Participation in decisions that 

ultimately affect them. 
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* Increased communication from all levels 
of management regarding company policies, 
positions and decisions. 

* Rrising above the routine, and 
approaching tasks creatively. 

* Personal growth opportunities on the job. 

The generation which grew up in the 50's and 60's made 

these values their own (Nadler, 1971; Mindell, 1981). 

Nadler's professional values mobility, innovation, honesty, 

recognition, immediate gratification (hence the term NOW 

employee), has a strong self image and weak company 

allegiance and identifies him/herself as a change agent (not 

a "company man")(Nadler, 1971). His/her greatest fear is 

being swallowed up by the organization and losing his/her 

identity as an individual (Nadler, 1971). In other words the 

professional employee no longer values belonging to a 

corporate family. 

When 80% of the people today work with their minds and 

many of them use computers to communicate with one another, 

why do we still act as if we are required to be at work at 

specific times to tend the machinery is a question posed by 

Jeff Hallett (1988). More and more professionals are 

demanding flexible hours and the right to work at home, 

letting the computer tie them into the office via modem 

(Hallett, 1988; Fraze, 1988). 
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PROFESSIONAL TEMPORARY EMPLOYEE 

Professional temporary employees are high level workers 

who have left the safety of steady jobs for the freer 

lifestyle (Lewis and Schuman, 1988). They represent a small 

but significant arrival of new attitudes (Lewis and Schuman, 

1988; Broudy, 1989), values (Zunger, 1990; Mindell, 1981: 

Nadler, 1971), and social change (Kanter, 1989; Broudy, 1989; 

Tannenbaum, 1988) . The statement they make is that it is 

okay to make your career fit around your life rather than 

your life around your career (Lewis and Schuman, 1988). The 

little research done on their characteristics is discussed 

below. Smith (1982) noted that while higher paid and 

married employees in the medical segment of the THS industry 

had fewer days of availability, there was some evidence to 

suggest that affective reactions to the job could be 

important predictors of a temp's participation or exit from 

the temp labor market (Smith, 1982). He also noted that 

there is a lack of significant difference.between permanent 

employees and temporary employees for marital status and 

number of dependents. This finding is surprising since the 

need for flexibility was one of the major reasons for 

entering the field according to nearly every researcher and 

commentator in the field (Gannon, 1986; Parker, 1983;, Lewis 

and Schuman, 1981; Broudy, 1989; NATS, 1989). In the same 
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segment (medical), Gannon (1986) noted that the lower the 

skill level the greater importance the temporary worker 

attached to schedule flexibility variable. So it is possible 

that the professional THS employees would not place as strong 

a value on flexible hours as would the less professional THS 

employees. 

Wyatt (1983) noted that among retail clerks the older 

career employee had higher job satisfaction than did the 

younger temporary employee. He also noted that attitudinal 

variables were more effective than demographic variables as 

predictors of job satisfaction. However Smith (1982) notes 

that while satisfaction may be an important predictor of 

turnover and absenteeism, greater understanding can be gained 

by considering specific facets of job satisfaction. Neither 

of these investigated the "career" temporary as a subsegment 

of the temporary labor pool. 

Indeed the researchers (Gannon, 1988; Moore 1984) state 

that temporary employees choose THS employment because of the 

transitory circumstances they find themselves in rather than 

as a preferred work style. Others are beginning to note that 

a "career" temporary, who chooses temporary assignments over 

a long period of time, is beginning to emerge (Beers, 1986;). 

There is little research on the characteristics of this 

person. 
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Gannon and Brainin (1971) hypothesized that a study of 

personal characteristics might be useful in determining the 

type of individual who would be attracted to permanent 

temporary work. They surveyed 299 people who had been 

accepted as potential employees by a northeast temporary 

agency. Of these potential employees 149 accepted at least 

one assignment with the • agency during the year and 150 

refused all assignments during that year. Those employees who 

accepted assignments tended to be those who had the least 

amount of experience (less than 60 months) or the most (over 

100 months). One-hundred percent of the most experienced (22 

people) accepted at least one assignment and were available 

three days or fewer per week. All of the subjects had office 

skills, the highest being keypunch operator. No similar 

research has been done with the professional segment of the 

THS workforce. 

With better education, higher expectations, and more 

emphasis on the rewards received from doing meaningful work, 

today's professionals are finding less job satisfaction (Von 

Glinow, 1988; Kaufman 1982; Leventson, 1983 Mowday, Porter 

and Steers, 1988). While some of the professionals do find 

satisfaction in an organization, an increasing number have 

become consultants or have begun their own firms (Kanter, 

1989; Bridges, 1988; Hirsch, 1987). Others turn to temporary 
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work for varying reasons (Broudy, 1989; NATS, 1989; Carey and 

Hazelbaker, 1986; Mangum, 1985, Gannon, 1981). Of those 

professionals who become temporary workers an unknown (but 

growing?) percentage elect to make temporary work their life 

and work style. The one study (Gannon, 1971) which attempted 

to differentiate between those who would stay as career temps 

and those who would not, did not differentiate between 

workers in the various THS workforce segments leaving one to 

wonder if, holding the organization, professional occupation, 

and rank constant, there are detectable differences in work 

values between temporary help employees and traditional 

employees. 

Lewis and Schuman, owners of Career Blazers, and authors 

of TEMP WORKER'S HAND BOOK (1988), conducted a survey of 

temporary agencies throughout the United States. They asked 

representatives from those firms what characteristics make a 

good THS employee. The overwhelming response was flexibility. 

Other important characteristics were: "Likes autonomy in 

work", and has "a desire to continually learn and improve 

skills". Broudy, in her book PROFESSIONAL TEMPING (1989), 

warns prospective temps not to enter the THS workforce if 

they have an "attachment to an illusory job security," or 

have a need for a professional family. She suggests that 

they will succeed if they attach importance to independence 

mobility, flexibility, and willingness to take risks. 
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RESEARCH QUESTIONS 

Based on the information presented in Chapter 1 and from 

the review of the literature, it seems that a professional 

"career THS employee" is emerging. This career professional 

as been tentatively identified but not researched. 

Therefore, this study attempts to establish that the 

Career THS employee does exist then poses the following 

question: Are there values and characteristics which would 

help to differentiate a traditional employee from a 

professional career THS employee? 

SUMMARY 

The professional workforce, encompassing nearly one half 

of the entire non-agricultural workforce, is a heterogenous 

group who, depending on the importance they place different 

work values, make commitments to their profession or their 

organization (Von Glinow, 1988), and, depending on their 

needs and values, make career and employment decisions 

(Zunker, 1990; Rosenberg, 1957). Based on the literature it 

would seem that: 

A. Traditional employees will find the following values 

important: job security, employer paid benefits, a sense of 
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belonging, and opportunity for advancement (Mindell, 1981; 

Fraze, 1988) . 

B. Career THS employees would be expected to place 

importance on the following values: variety in the job, time 

considerations (flexible hours, time off between assignments 

or vacation) and autonomy (Gannon, 1986; Smith, 1982). 

C. Incidental THS employees, who prefer to become 

traditional employees (Broudy, 1989; Gannon, 1986; Moore, 

1965), would be expected to attach more importance to the 

values of job security and a sense of identifying (or 

belonging) with a group more highly than the career THS 

employees and about the same as traditional employees 

(Broudy, 1989). 

D. Professional employees value recognition, professional 

growth, autonomy, and pay (Von Glinow, 1988; Lachman and 

Aranya, 1986). It would be expected that there would be 

little difference in the way traditional employees and career 

THS employees rate these items. 

No research was found which examined the differences 

between traditional employees and career THS employees, 

therefore, this study will attempt to identify values and 

characteristics which could differentiate the traditional 

employee from the career THS employee. 
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CHAPTER 3 

SAMPLE, INSTRUMENTS, AND PROCEDURE 

This section describes the sample, instruments, 

procedure, and data analysis methods used in this study. The 

organizational climate and its possible effect on the 

experiment is also discussed. 

SAMPLE 

The sample population was a group of technical writers 

who all held the same job classification within one large 

Southern California aerospace company. The technical writers 

were responsible for developing maintenance manuals for both 

military and commercial aircraft. Of the 50 technical writers 

assigned to the commercial aircraft manuals,18 were temporary 

employees,all from the same THS firm, and 32 were traditional 

employees. Sixty traditional employees of the aerospace 

company were assigned to military aircraft manuals. 

I worked with all of the technical writers in the sample 

population, instructing them in the technical language they 

were required to use in writing the manuals. The technical 

writers were physically segregated according to the type of 

manual and the type of aircraft they were working on. They 

had previous experience in writing both military and 
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commercial aircraft manuals. While this research was 

underway, several writers were transferred either from the 

commercial to the military or from military to commercial 

projects. 

One temporary employee was hired (as a traditional 

employee) from the commercial side of the house for the 

military side of the house and three THS employees were hired 

(as traditional) for the commercial side. While all of the 

temporary employees were employed by the commercial side of 

the house, the traditional employee sample included both 

military and commercial writers. 

It was assumed that all of the writers, would be 

considered "professional employees" within the constraints 

of the definition in Chapter 2. According to the Society for 

Technical Communicators, the average technical writer has a 

four year college degree, works in the computer industry, has 

worked for the same company for over four years, and has a 

median salary of $34,000 (Cooke, 1989). In this sample, the 

assumption is made that, since the company job description 

listed a college degree as one of the requirements for the 

position of technical writer, the technical writers all had 

college degrees. In fact, several were multi-degreed and one 

of the respondents was a Ph.D. The average length of 

employment at the company was close to eight years while the 
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traditional employee sample had an average of eleven years of 

employment with this company. Information on the length of 

time THS employees were employed by the THS company was not 

available. Information on the hourly rate of the THS writers 

was readily available while information on traditional 

employee salary was not. 

ORGANIZATIONAL CLIMATE 

A short explanation of the climate in which the 

technical writers worked is important. The organization was 

in the midst of reorganization. Four months prior to this 

study the company was restructured from functional divisions 

of responsibility to division along product lines. Two 

months prior to the study all of the managers (over two 

thousand) were called to a meeting where it was announced 

they were relieved of their duties and were to participate in 

a reorganization effort which included removing two levels of 

management, redefining the organization, and rewriting 

internal charters. At the time of this study only the top 

level of the organization had been redefined and the second 

level was in the process of being defined. 

There was confusion among the technical writers about 

deadlines, procedures, and policies for the new manuals. 

Management expected the technical manuals for the new 
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commercial aircraft to be over 100,000 pages and the project 

was estimated to be from six months to a year behind 

schedule. 

INSTRUMENTS 

To eliminate organizational influences as an extraneous 

variable on the technical writers1 responses, an instrument 

was needed to identify organizational influences (working 

conditions, supervision, co-workers). Another instrument was 

needed to measure work value differences. 

Among the known instruments which can be used to measure 

organizational influences two, the Job Description Index 

(JDI), and Porter's Need Satisfaction Questionnaire are often 

mentioned in the literature. However, there has been a 

potential over-reliance on these two popular and widely 

accepted instruments (Raelin, 1985). 

A new instrument, the Campbell Organizational Survey (COS) 

was also available. This instrument was designed to be used 

within an organization to examine employees1 perceptions of 

the organization. In addition, the author and publishers of 

the instrument provided researcher training in the form of a 

prepublication workshop. Subsequent reliability information 

was made available. 
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Even though there was sketchy reliability data available 

at the time of the study, the decision to use the COS was 

made based on the instrument itself, its availability, 

researcher training, cost, and cooperation from the author 

and publisher. 

Many instruments measure work values. Macnab and 

Fitzsimmons compared and contrasted four of the popular work 

value inventories, the Minnesota Importance Questionnaire 

(MIQ), Work Values Inventory(WVI), Values Scale (VS), and 

Work Aspect Preference Scale (WAPS). They found the 

instruments to be similar in the values measured, and the 

manner in which information was gathered by each of the 

inventories. The variables measured, however, were not the 

ten values identified in the literature research for this 

study. Another instrument examined Knowdell's Career Value 

Sort which measured all of the values identified in the 

literature research for this study. However, the instrument 

is intended to be given under the guidance of a trained 

career counselor. This was not feasible for this study. The 

Minnesota Temperament and Values instrument measures both the 

temperament of the individual and his or her values but not 

all the values relevant to this study. Since none of the 

instruments available to the researcher measure the ten 
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values identified (cf. p,58) a questionnaire was developed 

specifically for this study. 

The two instruments used in this study were the Campbell 

Organizational Survey (COS)11, to determine whether there was 

a difference in perception of the organization between the 

traditional employees and the THS employees, and the work 

value survey developed by the researcher specifically for 

this study to measure work value differences between the 

traditional employees and the THS employees. 

CAMPBELL ORGANIZATIONAL SURVEY (COS) 

The Campbell Organizational Survey (COS) was a new, 

unpublished instrument which Dr. Campbell was using within 

organizations to "Take the organization's temperature"12. At 

the pre-publication workshop it was suggested that responses 

from various groups within an organization could be examined 

for constancy of answers among the groups. Campbell stated 

that consistently high scores in any area should raise a 

warning flag for the organization while consistently low 

scores should indicate areas of organizational strength. 

Inconsistent scores should point to group strengths and 

11Campbell, David, CAMPBELL ORGANIZATIONAL SURVEY, Professional 
Assessment Services, Division of National Computer Systems, P.O. 
Box 129, Minneapolis, Mn., 55440. 

12From Dr. Campbell's Prepublication workshop. 



65 

limitations. Following this logic, if the responses from 

sub-populations within one group were compared and found to 

be consistent within categories, it would seem that the 

responses reflected the sub-populations' perception of the 

organization, its strengths and limitations. The COS was 

used to determine the technical writers1 perception of the 

organization. 

The instrument, used with permission of David Campbell 

and NCS prior to formal publication, is a 44 item 

questionnaire. A Likert 6-point scale is used by respondents 

to rate each item. Each answer was assigned a weighted value 

for analysis purposes. Respondents could choose from the 

following responses (weighted value assigned to the response 

shown in parentheses): Strongly agree (9), Agree (8), 

Slightly agree (6) Slightly disagree (4), Disagree (2) and 

Strongly disagree (1) . The weights were used to correct 

responders' tendencies to differentiate to a lesser degree 

among choices at the edges of the scale than among those 

answers in the center of the scale (Campbell, 1989). From 

one to five questions were used as the basis for determining 

the respondent's perception of the organization each work 

cluster. The lower scores detected areas in which the 

organization was perceived as not living up to the 

respondent's expectations. The higher scores detected areas 
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where the respondent perceived the organization as meeting or 

beating his/her expectations. 

Items are combined into 13 clusters measuring: the work 

itself, working conditions, freedom from job stress, co

workers, supervision, top leadership, pay, fringe benefits, 

job security, promotions, feedback/communications, 

organizational planning, and freedom to innovate. There is 

also an overall index which includes all items and reflects 

the overall satisfaction of the individual's or group's 

working life. Appendix A shows the COS Scale 

Intercorrelations (Pearson Correlation Coefficients, N = 

886), as of October 1989. In tests of the instrument no 

significant differences detected in any of the thirteen work 

clusters either over time or within levels of management. 

However, there were differences noted in the way newly 

appointed managers perceived the working conditions of the 

federal government and experienced managers (Campbell, 1989) . 

WORK VALUES SURVEY 

The questionnaire developed for this study, Appendix B, 

consisted of three parts. Part 1 established whether the 

respondent was a temporary or a traditional employee and 

indicated length of employment with this employer. 
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Part two was a set of ten values, identified from the 

literature, which the respondent was asked to rank order. 

Using the numbers one through ten with one (1) being greatest 

importance and ten (10) being least important, respondents 

were asked to use each number only once thereby forcing 

prioritization of the list. The ten values included in the 

work values survey are discussed below: 

Job security, has been studied as a variable of 

organizational commitment (Hulin, 1978; Mowday, 1978; 

Hollenbeck, 1986; Harpez, 1986; cf. p. 43) and identified as 

a value which could determine whether a person would remain 

committed to an organization or begin searching for other 

employment. Since one of the traditional rewards given to 

employees is job security (Nadler, 1971; Leventman, 1981; 

Kaufman, 1982) and temporary employees do not usually have 

job security (Lewis and Schuman,1988), it is expected that 

the stronger the need for job security the more likely it is 

that the person is a traditional or incidental THS employee 

(Mindell, 1981; cf p. 49) . Career THS employees would not be 

expected to attach as much importance to the value of job 

security as traditional or incidental THS employees. (Broudy, 

1989). 

Benefits were split into two parts, time benefits 

(vacation, holidays, sabbaticals, etc.), and economic 
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benefits (health insurance, profit sharing, etc.) and treated 

as separate entities. 

That career THS employees value time away from work more 

highly than their traditional counterparts is highly 

documented (Broudy, 1989; Gannon, 1986; Harriman, 1982; Lewis 

and Schuman, 1981) . Traditional employees were expected to 

use weekends to prepare for the coming week (licht, 1988) 

while THS employees value leisure more than work (Mindell, 

1981; Gannon, 1986). Therefore, Time benefits could be 

expected to be valued more highly by career THS employees 

than by traditional employees. It could be expected that the 

need for extended periods away from work will be less valued 

by the incidental THS employee than by either the career THS 

employee or the traditional employee (Yanklovich, 1981; 

Mindell, 1981; Nye, 1971). 

Gannon (1986), Morrow and Goetz (1987), Morrow and 

Wirth (1980), Lewis and Schuman (1987), Williams (1989), and 

Broudy (1989) all comment on the unavailability of Economic 

benefits while Sacco (1988) noted that health and life 

insurance, sick leave holiday pay, child care allowances, and 

transportation allowances are all becoming more common. If 

the THS employees did not have any economic benefits it would 

be expected that they would place greater importance on these 

benefits than would their traditional counterparts. However, 
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the temporary writers did have health insurance available 

through the THS company. Therefore, the importance attached 

to Economic benefits were not expected to be different among 

the groups in this sample. 

Flexible hours on the job was treated as a separate 

entity because so many of the studies (Gannon, 1984; Morrow, 

1974; Gannon, 1979; Lewis and Schuman, 1988) reported that 

the ability to schedule their hours of work (make your career 

fit around your life) was a top priority to temporary 

employees (cf. p.52). Career THS employees would be expected 

to rate "Flexible hours" higher than either incidental THS or 

traditional employees. 

Wages and salary, as a measure of recognition, would be 

expected to be valued similarly by all three groups (Mindell, 

1981; cf. p.49). In this sample the traditional technical 

writers had a median salary estimated to be at or slightly 

below the industry median (as reported by the Technical 

Writers Professional organization) while the temporary 

writers had a salary approximately 10% above the industry 

average (industry sources indicated that the salary for temps 

on this assignment was lower than expected for the area) 

(Carey and Hazelbaker, 1988; BLS Temporary Help Industry, 

1987) . 
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Recognition from peers, superiors and the company is 

reported to be a powerful reward for professionals and highly 

valued (Nadler, 1971; Peters, 1982, Von Glinow, 1988) by all 

professionals. It could be expected that traditional 

employees will value recognition more highly than will career 

THS employees. Incidental THS are expected to value 

recognition more like the traditional employees than like 

career THS employees. 

Another value often cited in research about 

professionals is Autonomy (Von Glinow, 1988; cf. pp 8 and 

21) . Studies indicate that professionals demand autonomy in 

their work (Koch, 1978; Lachman and Arayna, 1986; Martin, 

1988) . THS employees have a great deal of autonomy in the 

acceptance or rejection of specific assignments (Lewis and 

Schuman, 1988) but may not have much autonomy within that 

assignment (Smith, 1982). Since technical writers are 

considered professionals it is expected that the importance 

attached to the value of autonomy (freedom to make job-

related decisions, set own course and have responsibility for 

results) would be similar between career THS and traditional 

employees (cf. pp. 21 and 56) . Incidental THS would be 

expected to attach less importance to autonomy than either 

career THS or traditional employees. 
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Literature, which gives advice to those who would 

reorganize companies, emphasizes team building and developing 

a sense of Belonging (sense of working with a team, being 

part of an organization) among employees (Koch, 78; Naisbitt, 

1982; Ackoff, 1983; Martin, 1988). Importance placed on 

Belonging is expected to be higher for traditional employees 

who are rewarded with emotional ties to the organization (Von 

Glinow, 1988 cf. p. 21) and for incidental THS employees than 

for career THS employees (Broudy, 1989; Hackman and Oldham, 

1981). 

Since Professional growth is a value which varies widely 

within professions (Goodman, 1981; Von Glinow, 1988; cf. p. 

21) it was unclear what the results would be. However, 

because Yanklovitch (1981) suggests that personal and 

professional growth is more highly valued now, than it used 

to be, by the traditional workforce it is an important value 

to examine. 

Finally, Opportunities for advancement is expected to 

differentiate between the career THS employee, the incidental 

employee and the traditional employee. Traditional workers 

believe that if one works hard one will be rewarded by 

promotions up the corporate ladder (Mindell, 1981; Morrow and 

Wirth, 1989; Leventman, 1981; Kaufman, 1982; cf. p. 49) while 

THS employees tend to value the work and freedom to 
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promotions (Lewis and Schuman, 1988; Johnson, 1983; Hallett, 

1988; Fraze, 1988; Gannon, 1984). Incidental THS employees 

are more likely to have views similar to the traditional 

employees than to Career THS employees. 

Part three of the survey was addressed to THS employees 

only. They were asked if they were looking for a permanent 

position when they accepted the temporary assignment. If 

they were not looking for permanent work, THS employees were 

asked if, when pressured to accept a permanent position with 

the aerospace company would they: look for other work, or 

accept the position but start looking for other employment. 

Some of the THS employees were offered permanent 

positions, and turned the offers down. Sometimes their 

decisions were accepted by the supervisor. However, there 

were cases where the employee's rejection of the offer was 

not accepted. 

"Pressured to accept a permanent position" for this 

study means that, after an offer was extended and refused by 

a THS employee a supervisor would call the employee into 

his/her office and extend an offer which could include a 

higher rate of pay, more perquisites, and the implication 

that the employee would be in line for quick advancement. If 

this was offer was turned down, the supervisor, and often his 

superior would begin a "hard sell" in an attempt to persuade 
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the employee to accept the offer. This "hard sell" would 

continue at intervals over a period of several weeks. 

All THS people were asked whether or not they would 

accept a comparable position with comparable benefits at 

another company. A respondent was classified as a career THS 

employee if s/he answered that s/he was not looking for a 

position when s/he found this one, and would not accept a 

comparable position in a different company. 

An incidental THS employee was so classified if s/he 

responded that s/he was looking for a traditional position, 

would accept if pressured and would accept a comparable 

position if it were offered. 

PROCEDURE 

Packets, which included two survey forms and a cover 

letter, were distributed to 17 THS writers and 83 traditional 

writers. One THS employee was out sick for several days. Ten 

traditional employees were either on . assignment with 

engineers, on vacation or out sick. Twenty-six packets were 

returned. The researcher followed up by approaching each of 

the remaining writers and requesting that they complete and 

return the forms. A total of 16 THS writers (94%) responded 

with 16 usable Campbell (described later in this chapter) and 

14 Work Value (also described in this chapter) surveys. One 
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THS writer refused to take part in the survey. Twenty-five 

traditional writers (30%) responded with 21 usable Campbell 

and 21 usable Work Value surveys (25%). 

DATA ANALYSIS13 

The Campbell Organizational Surveys were coded as either 

traditional or temporary employees and sent to NCS in 

Minneapolis for scoring. The responses were sorted by 

employee type (Traditional, or Incidental THS and Career THS) 

A one-way ANOVA was used to identify differences in the means 

of the responses to each of the work clusters. Data from the 

14 THS and the 21 traditional employee responses were used. 

The data were then broken into Group 1 (traditional 

employees), Group 2 (incidental THS employees), and 3 (career 

THS employees) and re-examined. A one-way ANOVA was used to 

compute the means and analyze the variances of the responses 

from Group 5 (traditional employees and incidental THS 

employees) and Group 3. Differences in perception between the 

groups were identifed. Finally, a one-way ANOVA was used to 

compute the means of the reponses from Group 6 (traditional 

employees and career THS employees) and Group 2 to identify 

13The SPSSX computer program was used for analysis of data from 
both the Campbell Organizational Survey and the Work Values Survey. 
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differences in perception of each work cluster between these 

groups. 

Responses from the sample were divided into the same 

three groups as above, and ANOVAs were done on the same 

combinations of groups as were run for the COS data. 
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CHAPTER 4 

RESULTS 

This chapter includes the results from the Campbell 

Organizational Survey, work values survey, and the analysis 

of the data. Several employee groupings and combinations 

were examined. Table 1 identifies the employee groupings. 

TABLE 1 

SUB-POPULATION COMBINATIONS 

TRADITIONAL EMPLOYEES 

INCIDENTAL THS EMPLOYEES 

CAREER THS EMPLOYEES 

INCIDENTAL THS AND CAREER THS EMPLOYEES 

TRADITIONAL AND INCIDENTAL THS EMPLOYEES 

TRADITIONAL AND CAREER THS EMPLOYEES 

Group 1 

GROUP 2 

GROUP 3 

GROUP 4 

GROUP 5 

GROUP 6 

The means for each group are displayed in the tables. 

No individual scores are shown. For the COS data, the higher 

the mean score, the more favorable the response. For 

example, A group which has a mean of seven (7) will indicate 

a more favorable perception the organization than will a 

score of three (3). 
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In the work values survey, however, the LOWER the mean 

score, the greater the importance attached to the value. For 

example, a score of one (1) would indicate that the group 

attached the highest importance to that value, while ten (10) 

would indicate that the group attached the least amount of 

imortance to that value. 

CAMPBELL ORGANIZATION SURVEY 

Sixteen temporary and 21 traditional employees returned 

Campbell survey forms. When the work values survey was 

analyzed, it was found that two of the temporary employees 

did not complete part 3 of the survey and could not be 

classified as career or incidental THS employees. These two 

responses were discarded and analyses on the work values 

survey used the remaining 14 responses as the THS population. 

The 14 responses yielded seven people who were classified as 

Incidental THS employees and seven who were classified as 

Career THS employees. 

In the Campbell Organizational Survey results, one 

significant difference (P<.05) was detected in the work 

clusters. Traditional employees (Group 1, mean=2.0909) 

perceived "Benefits" more favorably than did either the 

incidental THS employees (Group 2, mean=3.8571) or the career 

THS employees (Group 3, mean=6.8333) (TABLE 2). When all THS 
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responses (Group 4, mean=5.2304) (TABLE 3) were combined and 

the data reanalyzed, the THS employees had a more favorable 

perception of fringe benefits offered by the organization 

than did the traditional employees. This difference held 

true through the analysis of other combinations of groups 

until the incidental THS employee responses were segregated 

from the career THS and traditional employees. The data were 

reanalyzed, but no significant difference was detected (TABLE 

5) . THS employees may have ben comparing benefits provided 

by this company with benefits provided by other companies 

they at which they had assignments. The traditional employees 

may have compared the current benefits with the benefits 

provided by the same company before cutbacks were instituted. 

When responses from Group 6 (traditional employees and 

career THS employees, mean=3.4069) were compared with 

responses from Group 2 (incidental THS employees, 

mean=2.1714) (TABLE 5), a difference in perception of the 

"Work Itself" cluster which approached significance at the 

.10 level was detected. This may be indicative of a trend 

which shows that incidental THS employees perceive the job 

satisfaction the organization can provide more favorably than 

career THS or traditional employees. 

No other significant differences (at the .05 level) 

between the groups were detected. 



TABLE 2 
"CAMPBELL SURVEY MEANS AND SIGNIFICANCE** 

CLUSTERS GROUP 1 GROUP 2 GROUP 3 
STANDARD STANDARD STANDARD 

MEAN DEVIATION MEAN DEVIATION MEAN DEVIATION F-SCORE SIGNIFICANCE 
f+++++++++++++++++++++++++++++++++ 

WORK ITSELF 3.3727 1.8333 2.1714 1.5553 3.5143 1.8434 1.3630 0.2699 

WORK CONDITIONS 6.0606 2.1347 5.6667 3.0429 6.0000 3.0185 0.0666 0.9357 

FREEDOM FROM STRESS 5.2273 1.9851 4.9524 1.9760 5.5238 2.2922 0.1371 0.8724 

COWORKERS 5.0758 1.8966 4.0952 2.6085 5.4762 2.4180 0.8056 0.4554 

SUPERVISION 3.7013 1.5208 2.8571 1.3299 3.5102 2.2555 0.6962 0.5056 

TOP LEADERSHIP 5.8523 1.7722 5.6429 3.0030 5.9643 2.4471 0.0404 0.9605 

WAGES 6.0758 2.2157 6.0952 3.1840 7.6667 2.0000 1.2459 0.3009 

BENEFITS 2.0909 1.9001 3.8571 2.9681 6.8333 3.1885 9.7312 0.0005 •• 

JOB SECURITY 4.9394 2.2078 5.2857 1.7892 5.3810 1.4836 0.1664 0.8474 

OPPORTUNITY 4.9432 1.6216 4.4286 1.1789 5.3214 1.4268 0.5640 0.5743 
ADVANCEMENT 

COMMUNICATIONS AND 5.6932 1.6219 5.0000 2.7310 5.6310 1.9861 0.3184 0.7295 
FEEDBACK 

ORGANIZATIONAL 6.6705 2.1177 5.5357 2.8978 5.7857 2.9454 0.7624 0.4746 
PLANNING 

FREEDOM TO INNOVATE 6.2841 1.6408 5.3571 1.9940 5.9643 1.8676 0.7515 0.4796 

++•++++++++++++++++++++++++++ +++++++++++++ +•»++• 
df - 2 
M - 35 
•• (K.OS 
* (K.IO 
++ approaching .10 level of significance 
A high sean score (range 1-9) indicates a favorable perception 
of the organization. 

vo 



TABLE 3 
"CAMPBELL SURVEY MEANS AND SIGNIFICANCE** 

CLUSTERS GROUP 1 GROUP 4 
STANDARD STANDARD 

MEAN DEVIATION MEAN DEVIATION F-SCORE SIGNIFICANCE 
+++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++ 
WORK ITSELF 3.3727 1.8333 2.6429 1.6993 0.7305 0.3987 

WORK CONDITIONS 6.0606 2.1347 5.8333 3.0306 0.0728 0.7889 

FREEDOM FROM STRESS 5.2273 1.9851 5.2381 2.1341 0.0002 0.9876 

COWORKERS 5.0758 1.8966 4.7857 2.5132 0.1548 0.6965 

SUPERVISION 3.7013 1.5208 3.1837 2.7927 0.8546 0.3618 

TOP LEADERSHIP 5.8523 1.7722 5.8036 2.7250 0.0044 0.9474 

WAGES 6.0758 2.2157 6.8810 2.5920 0.9595 0.3342 

BENEFITS 2.0909 1.9001 5.2308 3.0783 12.7734 0.0011 * 

JOB SECURITY 4.9394 2.2078 5.3333 2.6364 0.3349 0.5666 

OPPORTUNITY 
ADVANCEMENT 

COMMUNICATIONS AND 
FEEDBACK 

ORGANIZATIONAL 
PLANNING 

FREEDOM TO INNOVATE 

4.9432 

5.6932 

6.6705 

6.2841 

1.6216 

1.6219 

2.1177 

1.6408 

4.8750 

5.3155 

5.6607 

5.6607 

1.3028 

2.3585 

2.9216 

1.9308 

0.0158 

0.3033 

1.5308 

1.1016 

0.9007 

0.5854 

0.2245 

0.3013 

+++++++++++++++++++ ++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++ 
df - 1 
N - 35 
** p<.05 
* pc.10 
++ approaching .10 level of significance 
A high aean score (range 1-9) indicates a favorable perception of the organization. 
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++++++++++++++++++++*-++++++++++++++++++++ 
TABLE < 5 

••CAMPBELL SURVEY MEANS AND SIGNIFICANCE** 
CLUSTERS GROUP 2 GROUP 6 

STANDARD STANDARD 
MEAN DEVIATION MEAN DEVIATION F-SCORE SIGNIFICANCE 

WORK ITSELF 2.1714 1.5553 3.4069 1.8036 2.7714 0.1052 ++ 

WORK CONDITIONS 5.6667 3.0429 6.0460 2.3175 0.1339 0.7166 

FREEDOM FROM STRESS 4.9524 1.9760 5.2989 2.0243 0.1666 0.6857 

COWORKERS 4.0952 2.6085 5.1724 1.9953 1.4607 0.2352 

SUPERVISION 2.8571 1.3299 3.6552 1.6828 1.3582 0.2620 

TOP LEADERSHIP 5.6429 3.0030 5.8793 1.9082 0.0687 0.7948 

MAGES 6.0952 3.1840 6.4598 2.2403 0.1265 0.7243 

BENEFITS 3.8571 2.9681 3.1071 2.9356 0.3641 0.5504 

JOB SECURITY 5.2857 1.7892 5.0460 2.0407 0.0811 0.7775 

OPPORTUNITY 4.4286 1.1789 5.0345 1.6390 0.8424 0.3652 
ADVANCEMENT 

COMMUNICATIONS AND 5.0000 2.7310 5.6782 1.8000 0.6509 0.4254 
FEEDBACK 

ORGANIZATIONAL 5.5357 2.8978 6.4569 2.3175 0.8230 0.3707 
PLANNING 

FREEDOM TO INNOVATE 5.3571 1.9940 6.2069 1.6691 1.3590 0.2518 

»++•<•f+•»+++++++++ df - 1 •V++++++++++ 
N « 35 
** p<.05 
* p<.10 
++ approaching .10 level of significance 
A high aean score (range 1-9) indicates a favorable perception, 
of the organization. 
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WORK VALUES SURVEY 

The question about length of employment, included in the 

work values survey was poorly phrased and was not used in the 

data analysis. In all of the work values survey tables the 

lower number indicates a greater importance placed on the 

item. Thus, a score of one (1) would indicate that a group 

placed the highest value on that item. 

A significant difference in responses between the three 

groups was detected at the P<.05 level of confidence (TABLE 

6). Career THS employees (Group 3, mean=6.4286) placed 

significantly less importance on "Job Security" than did 

either incidental THS employees (Group 2, mean=1.7143) or 

traditional employees (Group 1, mean=3.4762) . Incidental 

THS employees (Group 2) had the lowest mean (greatest 

importance on the value) for "Job Security". The significant 

difference held (p<.05) when either the career THS employee 

responses were segregated from Group 5 (TABLE 8) , or the 

incidental employee responses were segregated. However, when 

the traditional employee responses (Group 1) were segregated 

from Group 4, no significant difference was detected (TABLE 

7) . These results appear to confirm the difference between 

the career THS and the incidental THS employees and to 

indicate that incidental THS employees have preferences which 
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are more similiar traditional employees than to career THS 

employees. 

With the traditional employee (Group 1, mean=5.6667) 

responses segregated from the THS employee responses (Group 

4, mean=7.8571) (TABLE 7), a significant difference (p<.05) 

in the importance attached to the value of "Belonging" was 

detected. The difference diminished when the groups were 

analyzed separately (TABLE 6) and disappeared when either of 

the THS employee groups was separated from the other two 

groups. These results appear to indicate that traditional 

employees have bent their goals and aspirations to mesh with 

the organizational goals and organizations of the company 

(cf. p. 41) than either of the THS groups. 

When the Career THS employee responses (mean=9.5714) 

were segregated from group 5 responses (mean=7.3214), a 

significant difference (P<.05) was detected in the importance 

attached to the value of "Opportunity for Advancement" (TABLE 

8) . This difference did not appear in any other of the 

analyses. It appears, from these results, that the career 

THS employees do not want managerial responsibilities while 

the incidental THS employees, like Mindell's (1981, cf. p. 

49) traditional employees, would be more likely to want some 

opportunity to advance in the organization. 
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When traditional employees (mean=4.2381) were segregated 

from the THS employees (Group 4, mean=2.6141), analysis of 

the data suggested a difference approaching significance 

(p<.10) in the "Wages or Salary" work value (TABLE 7). No 

other differences were detected. 



TABLE 6 
WORK VALUES SURVEY RESULTS 

WORK VALUES GROUP 1 GROUP 2 GROUP 3 
STANDARD STANDARD STANDARD 

MEAN DEVIATION MEAN DEVIATION MEAN DEVIATION F-SCORE SIGNIFICANCE 
+++++++++++++++++++ +++++++++++++++++++++++++++++++++++++++•»++++++++++ +++++++++++++++++++ +++++++++ 
JOB SECURITY 3. 4762 2. 8393 1. 7143 0. 9512 6. 4286 2.8785 5.9718 0.0063 

FLEXIBLE HOURS 6. 0095 2. 8039 6. 0000 3. 0000 6. 8571 2.7946 0.2350 0.7919 

TIME BENEFITS 5. 2857 2. 7045 4. 8571 1. 5736 6. 2857 2.3604 0.6438 0.5320 

AUTONOMY 5. 4762 2. 8217 5. 0000 2. 9439 4. 0000 3.4641 0.6499 0.5289 

ECONOMIC BENEFITS 4. 6667 2. 9721 4. 2857 1. 7043 5. 5714 2.6992 0.4280 0.6555 

BELONGING S. 6667 2. 9721 7. 8571 2. 1157 7. 8571 1.9518 2.8486 0.0727 

PROFESSIONAL GROWTH 5. 5714 2. 6376 6. 0000 3. 0000 4. 2857 3.0938 0.7553 0.4781 

MAGES OR SALARY 4. 2381 3. 0316 3. 0000 2. 3805 2. 2857 2.2147 1.4989 0.2386 

RECOGNITION 6. 1905 2. 6762 5. 7143 2. 4300 7. 0000 2.7689 0.4287 0.6551 

ADVANCEMENT OPPORTUN 7. 3333 2. 6141 7. 2857 3. 1472 9. 5714 0.7868 2.2700 0.1196 
+»++«••+•• MM MM • < ++++-M-++++++++++++++++++++++++++++++++++++++++++++++++ 

•• Indicates signifi 
* Indicates significance at p<.l0. 
++ Indicates values approaching the .10 significance level 
df -2 
N - 35 
A low aean score (range 1-10) indicates higher 
importance attached to the work value. 

00 



TABLE 7 
WORK VALUES SURVEY RESULTS 

WORK VALUES GROUP 1 GROUP 4 
STANDARD STANDARD 

MEAN DEVIATION MEAN DEVIATION F-SCORE SIGNIFICANCE 
++++++++++++++++++++++++++++++++++++++++++++++ ++++++++++ 

JOB SECURITY 3.4762 2.8393 4.0714 3.1977 0.3339 0.5673 

FLEXIBLE HOURS 6.8095 2.8039 6.4860 2.8206 0.1543 0.6970 

TIME BENEFITS 5.2857 2.7045 5.5714 2.0649 0.1122 0.7398 

AUTONOMY 5.4762 2.8217 4.5000 3.1317 0.9212 0.3441 

ECONOMIC BENEFITS 4.6667 2.9721 4.9286 2.2690 0.0781 0.7817 

BELONGING 5.6667 2.9721 7.8571 1.9556 0.5875 0.0210 ** 

PROFESSIONAL GROWTH 5.5714 2.6376 5.1429 3.0598 0.1952 0.6615 

WAGES OR SALARY 4.2381 3.0316 2.6429 2.2398 2.8327 0.1018 ++ 

RECOGNITION 6.1905 2.6762 6.3571 2.5901 0.0334 0.8561 

ADVANCEMENT OPPORTUN7.3333 2.6141 8.4286 2.5027 1.5246 0.2256 
+++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++H++++++++++ 
** Indicates significance at p<.05. 
* Indicates significance at pc.io. 
++ Indicates values approaching the .10 significance level 
df -1 
N - 35 
A low aean score (range 1-10) indicates higher 
importance attached to the work value. 



TABLE 8 
WORK VALUES SURVEY RESULTS 

WORK VALUES GROUP 3 
STANDARD 

GROUP 5 
STANDARD 

MEAN DEVIATION MEAN DEVIATION F--SCORE SIGNIFICANCE 
+++++++++++++++++++++++++++++++++++++++++++++++++++++++++++ 

JOB SECURITY 6.4286 2.8785 3.0357 2.6032 9.1427 0.0048 ** 

FLEXIBLE HOURS 6.8571 2.7946 6.6071 2.8198 0.0442 0.8348 

TINE BENEFITS 6.2857 2.3604 5.1786 2.4503 1.1585 0.2896 

AUTONOMY 4.0000 3.4641 5.3571 2.8049 1.1967 0.2819 

ECONOMIC BENEFITS 5.5714 2.6992 4.5714 2.6864 0.7746 0.3852 

BELONGING 7.8571 1.9518 6.2143 2.9105 1.9826 0.1685 

PROFESSIONAL GROWTH 4.2857 3.0938 5.6786 2.6813 1.4253 0.2410 

WAGES OR SALARY 2.2857 2.2147 3.9286 2.8922 1.9538 0.1715 

RECOGNITION 7.0000 2.7689 6.0714 2.5810 0.7055 0.4070 

ADVANCEMENT OPPORTUN9.5714 0.7868 7.3214 2.6950 4.6819 0.0378 ** 
++++++++++++++++++++++++++++++ 
** Indicates significance at p<.05. 
* Indicates significance at pc.10. 
++ Indicates values approaching the .10 significance level 
df =1 
N « 35 
A low aean score (range 1-10) indicates higher 
inportance attached to the work value. 



TABLE 9 
WORK VALUES SURVEY RESULTS 

WORK VALUES 

SIGNIFICANCE 

GROUP 2 GROUP 6 
STANDARD STANDARD 

MEAN DEVIATION MEAN DEVIATION F-SCORE 
+++++++++++++++++++++++++++++++++++++++++++++++++++++++++ 

JOB SECURITY 1.7143 0.9512 4.2143 3.0835 4.4060 0.0435 ** 

FLEXIBLE HOURS 6.0000 3.0000 6.8214 2.7495 0.4831 0.4919 

TIKE BENEFITS 4.8571 1.5736 5.5357 2.6174 0.4258 0.5186 

AUTONOMY 5.0000 2.9439 5.1071 2.9980 0.0072 0.9329 

ECONOMIC BENEFITS 4.2857 1.7043 4.8929 2.8847 0.2814 0.5994 

BELONGING 7.8571 2.1157 6.2143 2.8849 1.9826 0.1685 

PROFESSIONAL GROWTH 6.0000 3.0000 2.7571 5.2500 0.4010 0.5310 

WAGES OR SALARY 3.0000 2.3805 3.7500 2.9392 0.3890 0.5371 

RECOGNITION 5.7143 2.4300 6.3929 2.6714 0.3730 0.5455 

ADVANCEMENT OPPORTUN7.2857 3.1472 7.8929 2.4846 0.3013 0.5868 
+++++++++++++++++++++++++++++++ 

** Indicates significance at p<.05. 
* Indicates significance at pc.io. 
++ Indicates values approaching the .10 significance level 
df =1 
N - 35 
A low Bean score (range 1-10) indicates higher 
importance attached to the work value. 
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SUMMARY 

Data used in the study included responses from 14 

temporary and 21 traditional technical writers employed in a 

Southern California Aerospace firm. Of the 14 temporary 

technical writers, seven were classified as Career THS 

employees and seven were classified as Incidental THS 

employees. 

In the Campbell Organizational Survey the following 

differences were detected: 

1. in the perception of "Benefits" provided by the 

organization between THS employees and traditional employees, 

at the P<.05 level of confidence, but not between Incidental 

THS employees and Group 6 (Traditional and Career THS) 

employees. 

2. approaching significance at the P<.10 level of confidence, 

in the perception of the "Work Itself" cluster between Group 

6 (Traditional and Career THS) employees and Incidental THS 

employees. 

In analysis of the Work Values Survey data, significant 

differences (Pc.05) were detected in the importance placed 

on: 
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1. "Job Security" between THS employees and traditional 

employees, career THS employees and Group 5 (traditional 

employees and incidental THS employees). 

2. "Opportunity for Advancement" between career THS employees 

and Group 5 (traditional and incidental THS employees). 

3. "Belonging" between traditional employees and THS 

employees. 
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CHAPTER 5 

DISCUSSION, LIMITATIONS, AND IMPLICATIONS 

SUMMARY OF THE STUDY 

Historically, an employee accepted traditional 

employment and expected to remain with his/her company as 

long as s/he performed well. However, it has been suggested 

that a new type of employee, who will not accept traditional 

employment when it is offered, is emerging. No research on 

this type of employee has been found. This study attempted 

to identify the values and characteristics which would 

identify the "career THS employee" from the traditional 

employee. 

The sample population was a group of technical writers, 

14 THS and 21 traditional employees, who all had the same job 

classification within one large Southern California Aerospace 

company. Packets were distributed to 100 technical writers. 

94% of the THS employees and 30% of the traditional employees 

responded. 

Two instruments were used in this study. The Campbell 

Organizational Survey (COS) was used to determine whether 

there was a difference in perception of the organization 

between the traditional employees, the incidental THS 

employees and the career THS employees and the work values 
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survey was used to determine differences in work values 

between the sub-populations of technical writers. 

The COS responses were coded as either traditional or 

temporary employees. Additionally, temporary employee 

responses were re-coded as either incidental THS or career 

THS employees. Using the SPSSX computer program, Anovas were 

computed on the data. 

The work values survey responses were coded as either 

traditional or temporary employees. Additionally, temporary 

employee responses were re-coded as either incidental THS or 

career THS employees. Using the SPSSX computer program, 

Anovas were run on the data. 

In the Campbell Organizational Survey the following 

differences were detected: 

1. in the perception of "Benefits" provided by the 

organization between THS employees and traditional employees, 

at the P<.05 level of confidence, but not between Incidental 

THS employees and Group 6 (Traditional • and Career THS) 

employees. 

2. approaching significance at the P<.10 level of confidence, 

in the perception of the "Work Itself" cluster between Group 

6 (Traditional and Career THS) employees and Incidental THS 

employees. 



94 

In analysis of the Work Values Survey data, significant 

differences (P<.05) were detected in the importance placed 

on: 

1. "Job Security" between THS employees and traditional 

employees, career THS employees and Group 5 (traditional 

employees and incidental THS employees). 

2. "Opportunity for Advancement" between career THS employees 

and Group 5 (traditional and incidental THS employees). 

3. "Belonging" between traditional employees and THS 

employees. 

No other differences were found. 

DISCUSSION 

The majority of the research literature indicated that 

the incidental THS employees were THS employees because of 

personal situations rather than preferences (Gannon, 1978; 

Moore, 1965; Smith, 1982) and even books and articles 

addressed to potential and current THS employees acknowledge 

that there are career THS employees but do not pursue the 

issue. So I expected only the two technical writers, known 

to me as examples, would be identified as career THS 

employees. The results identified a much greater 

subpopulation of career temporaries (50% of those completing 

the "Temporary Employee Supplement") than was expected. 
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While this sample is very small, it suggests that there may 

be a much greater population of career THS employees than has 

been generally recognized. 

In the Campbell Survey the only cluster which 

yielded significant differences among the respondents was 

their perceptions of benefits provided by organization to 

their employees. Career- THS employees agreed that the 

organization provided good benefits while both the Incidental 

THS employees and the traditional employees disagreed with 

the statement. Both incidental and career THS employees had 

very limited benefits provided by the temporary help firm. 

Maslow (1957) noted that once a need was met it was no 

longer a high priority. In this case, however, the 

explanation seems a little more straight forward. Many of 

the Career THS employees had assignments at a variety of 

companies and knew what the other companies, including their 

own THS company, provided their traditional employees in 

terms of benefits. This aerospace company provided a solid 

program of both economic and time benefit programs, however, 

nine months prior to the study, the employees were told that 

they would be required to begin co-paying the premium on 

their health insurance policy. So it is possible that the 

data from the traditional employees reflected the reduction 

of benefits. 
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Another result which may become significant as more 

studies provide better data is that of the "Work Itself". 

When Group 2 (incidental THS employees) responses were 

compared with Group 6 (traditional and career THS employees) 

responses, Group 2 seemed to be less positive about the work 

provided by the organization than were those in Group 6. 

However, none of the three groups agreed that the 

organization provided challenging, satisfying work. It is 

again possible that the upheaval the organization itself was 

going through had a direct bearing on this result. The 

writers were unable to get documents and engineering drawings 

they required in order to complete their own work. And, when 

the documents and drawings were obtained, it was often with 

verbal warning that the documents and drawings were not 

finalized. If a drawing was changed, the section of the 

manual the writer was creating had to be changed. An 

incidental THS employee who hoped to become a traditional 

employee in this organization, seeing the lack of 

communication, could have a more pessimistic perception of 

the work than either the traditional employees, who learned 

how to get around the system, or the career THS employees who 

expected no better. No conclusions or inferences can be 

drawn from this small sample but the results suggests that 
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the importance placed on the work itself should be researched 

further. 

Since all three groups, traditional, incidental THS and 

career THS employees perceived the other eleven work clusters 

in the same manner, the assumption is made that 

organizational influences are held constant in this study. 

Traditional employees and incidental THS employees were 

expected to place a greater priority on "Job security" than 

career THS employees. The results of the study tended to 

support this conclusion. 

Traditional employees and incidental THS employees were 

expected to attach more importance to "Belonging" than would 

the career THS employee. In the initial analysis importance 

placed on the "Belonging" work value by the traditional 

employee was not significantly different from the THS 

employees. However when responses from traditional employees 

were compared with responses from the THS employees, the 

results indicated that traditional employees did attach 

greater importance to the "Belonging" value than did the THS 

employees. Referring back to Maslow (1956), the lower needs, 

including the need for security, take precedence. Alderfer 

(1969) foretold this situation when he postulated that when 

satisfaction of the lower needs are removed, a person will 

reorder his/her needs and values priorities. So it may be 
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that economic considerations (Job Security, Wages, Economic 

Benefits) distort values based on the higher needs. This 

idea will require further research. 

The traditional employee expected that by working hard 

and being loyal, one of his/her rewards would be promotion up 

the organizational ladder (Nadler, 1971; Mindell, 1981; 

Mortimer, 1979). The professional employee, however, found 

more value in the work itself and often did not want to 

advance (Von Glinow, 1988). This study expected the 

traditional employee to value the "Opportunity for 

Advancement" significantly higher than the career THS 

employee. In the initial analysis no significant differences 

were found among the groups. However, when the career THS 

employees' results were compared with the combined results of 

the traditional employees and the incidental employees a 

significant difference (P<.05) was detected and tends to 

support the expectation that career THS employees are not 

very interested in management and promotion. Organizational 

climate may have diminished the differences between the 

traditional employees and the career THS employees since the 

traditional employees may have believed that, as technical 

people, their jobs were more secure than those of the 

managers in that company. Still, the expectations of 

"Opportunity for Advancement" is a discriminating value 
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between career THS employees and the others seems to have 

some basis for support. 

Career THS employees were expected to place importance 

on the values of time considerations (flexible hours, time 

off between assignments or vacation) and autonomy (Gannon, 

1986; Smith, 1982). However, there was no significant 

difference between career THS employees and either incidental 

THS employees or traditional employees in the importance 

placed on the values of "Flexible Hours" or "Time Benefits", 

which were used to measure time considerations. Nearly 

every reference to the THS employee included the importance 

of time (Gannon, 1986, Smith, 1982, Moore, 1965) to the THS 

employee. Smith (1982) noted that "the need for flexibility 

(in work schedules) apparently does not influence the pattern 

of subsequent participation in the THS workforce (Smith, 

1982, p. 34). This sample of THS employees were told that 

the project was behind schedule and that they were expected 

to work 40 hours a week, at a minimum, and put in overtime 

hours as required. Those people to whom these terms were not 

acceptable were not hired so the population may have been 

biased toward the traditional 40-hour a week work-ethic. 

Further research needs to be done with both the professional 

and non-professional career THS employees in this area. 
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No significant difference was expected in the importance 

attached to the "Autonomy" work value. Much of the 

literature from and about the Temporary Help Industry 

stresses that the THS worker can dictate the kind of industry 

or firm s/he will work with, decide on the length of 

assignment s/he will consider, and ultimately has the right 

to accept or reject any • assignment. While the THS job 

setting seems to be an ideal situation for those who place a 

high value on "Autonomy" this effect is blunted by the 

professionalism of the workers (Von Glinow, 1988) . 

All people in the sample were professionals. The body 

of literature (Von Glinow, 1988? Morrow and Mc Elroy, 1987; 

Morrow and Wirth, 1989; Mindell, 1981) suggests that one 

value many professionals have is that of autonomy in the work 

place. Because all of the technical writers were 

professionals, it is possible that the work value "Autonomy" 

was more a measure of the professional than it was THS 

employee or the traditional employee. That the priority 

placed on "Autonomy" by incidental THS employees is similar 

to both career THS and traditional employees tends to confirm 

that "Autonomy" measured a professional value. 

Incidental THS employees, since they would become 

traditional employees if possible (Broudy, 1989; Gannon, 

1986; Moore, 1965) would be expected to value "Job Security" 
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and "Belonging" more highly than the career THS employees and 

about the same as traditional employees (Broudy, 1989). 

These expectations have been discussed above and tend to be 

supported by the study. 

Professional employees value recognition, professional 

growth, autonomy, and pay (Von Glinow, 1988; Lachman and 

Arayna,1986). It would be expected that there would be 

little difference in the way traditional employees and career 

THS employees rate these items. 

There was no significant difference in the importance 

placed on the value of "Recognition, "Professional Growth" or 

"Autonomy" by any of the groups in the study. These 

expectations tend to be supported. 

In the initial analysis of the data, no significant 

differences were found in the importance attached to the 

"Wages and Salary" value among the groups. However, when the 

THS employees' (Group 4) responses were compared with the 

traditional employees* responses a difference approaching 

significance at the P<.10 confidence level was detected. 

There is evidence that professionals expect to be paid what 

they are worth and sometime measure that worth in the amount 

of money they receive (Leventson, 1981; Kaufman,1982). 

However, more recent studies found that the professionals are 

attaching less importance to money and more to interesting 
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work and more leisure time (Harriman, 1982; Hallett, 1988; 

Fraze, 1988) . More research needs to be done to determine 

whether the importance attached to money can help to 

differentiate between career THS employees and traditional 

employees. 

LIMITATIONS 

There are both strengths and limitations in this study. 

Limitations include inability to generalize results due to 

population size, and the use of new instruments. 

One of the major limitations of the study is the small 

number of respondents. There is not enough power in the 

sample to produce strong results. This study can not be 

generalized to other populations because of the small sample 

size and the homogeneity of the sample (all technical 

writers). Other professions, with both employees and self 

employed professionals, should be surveyed. Additional 

research should include much larger populations, not only 

from one company and occupation as this study was, but across 

organizations, professions, and professional levels. 

With larger numbers of respondents it will be possible 

to identify the importance attached to values and categorize 

responses according to age and gender (Smith, 1982; Wyatt, 

1983) career stage (Blau, 1988; Jans, 1989), life stage 
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(Levinson, 1985), culture (Mindell, 1981), education (Smith, 

1983, Wyatt, 1983), professionalism (Morrow, 1987; Von 

Glinow, 1988), and situational or personal situations 

(Broudy, 1989; Colarelli, 1988; Gannon, 1971). 

The Campbell Organizational Survey (COS) used in the 

study is new and lacks the body of research and information 

available on other instruments. As it is used in other 

studies, more information will become available. Perhaps 

other studies similar to Macnab and Fitzsimmons' (1987) 

examination of work value instruments would be designed to 

use both the COS and the Job Description Index (JDI) to 

determine their similarities and differences. 

Even though the values included in the work values 

survey were based upon current literature, the instrument was 

researcher designed and inherently flawed. Variety of the 

work was not included although research indicates its 

importance (Gannon 1971). Other researchers interested in 

this topic might consider including this value in their 

studies. 

Future researchers may also want to consider the 

following changes: 

The THS employees were given a choice between: not 

accept an offered position, and accept the position but look 

for other work. This choice did not include another obvious 
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choice, "Accept the position and become a 'traditional 

employee1". The traditional employee could have been asked 

if s/he was currently planning or actively searching for 

other employment. Determination of length of employment with 

the current company and average length of employment with one 

company could give additional important information. 

The value "Belonging" needs to be renamed and defined as 

"being acknowledged as a central member of a team or team 

effort." to better measure the importance attached to the 

social aspects of work. 

The basic design of the study controlled for several 

variables, including organization differences, and 

occupational differences. If the study were to be repeated 

this design is a good start. Other variables that should 

have been controlled for in the population are career and 

life stage as well as age. There is much research literature 

discussing the effect career and life stages have on one's 

commitment to an organization (Morrow, 1987; Blau, 1989; 

Jans,1989) without clearcut results. It may be that the 

difference between professional temporary employees and 

traditional employees is a partial cause of the inconclusive 

results from prior studies. 

The study design controls for the possibility that there 

could be two categories of THS employees, those looking for 
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traditional work and those not looking for traditional work 

(preferring to remain with the THS company). However, an 

uncontrolled variable in this study was the traditional 

employee who was looking for another position. It is 

possible that a traditional employee has all the values and 

other attributes of a self realized temporary but does not 

recognize that fact. This type of employee can bias the 

results so researchers might consider controlling this 

variable in future studies. 

Professional, non-professional attitudes may play a part 

in the inconsistency of results when professionals are 

studied. A person may be in a professional occupation but 

have an unprofessional attitude (Von Glinow, 1986) or believe 

that they have very little chance for employment outside 

their current organization (Mathieu and Hamel, 1989), believe 

their skills are obsolete (Stumpf and Lockhart, 1987), or 

feel trapped by salary or benefits [four weeks of vacation is 

sometimes hard to give up!] (Leventman, 1988, Harriman, 

1982) . In this study it was assumed that all those who took 

part in the study had professional attitudes. In future 

studies this variable needs to be controlled. 

Leventman (1988) suggests that the professional, who 

feels trapped by salary or other considerations, in a job 

s/he thoroughly dislikes has no sense of accomplishment, is 
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often disillusioned and demoralized. S/He gives up 

professional autonomy, social responsibility and considers 

professional societies useless, feels oppressed by the 

system, and does the minimum to keep the job which gives 

him/her social and economic status (Leventman, 1981). There 

were no questions in this study which could uncover 

disillusionment or the feeling of being trapped. In future 

studies, these questions need to be raised with both 

temporary and traditional employees since both may feel 

trapped by their circumstances. 

McGregor noted that an employee who has greater 

dependence on an organization will more readily accept the 

authority, rules and regulations of the organization than 

will an employee who can easily find other equally desirable 

work (Nadler, 1971, p. 69). Is it possible that it is the 

more independent employees who find their way into the 

contingency workforce of which the THS industry is a 

significant part? 

IMPLICATIONS FOR FUTURE RESEARCH 

This study seems to raise more questions than it 

answered. There were really no strong conclusions reached in 

this study because the sample was so small and there were 

some flaws in the design. However there was some evidence 

that there does exist a permanent career temporary employee, 
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who prefers to be a THS employee, and who will turn down 

"permanent" employment when it is offered. Followup research 

should be done with a larger population and with a wider 

segment of the professional workforce. If this study were to 

be done again other values to be included in a questionnaire 

are questions such as: How important is it for you to work on 

a variety of projects?; Are you willing to relocate to 

another company, city, state or country as often as every six 

months? 

FINAL THOUGHTS 

As the need for "leaner and meaner" companies became 

apparent managers began turning to temporary employment 

agencies for more and more help, especially at the onset of 

a major economic upturn, when they needed help to get 

projects under way but did not want to hire permanent 

employees. World wide competition is forcing those who would 

remain strong to use sophisticated planning. Companies began 

scheduling everything from materials and facilities, to 

deliveries and major marketing efforts. MRPII and Just-In-

Time became the big buzz words for everything except 

personnel and manpower planning. 

Now, however, companies are putting more resources into 

careful manpower planning. -They have evolved from hire-

layoff cycles to lifetime employment to a core and ring 
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design (Magnum et al., 1985; Nye, 1988). In the core and 

ring design the company makes a commitment to keep the core 

employees employed for life, and a lesser commitment to the 

ring employees, a fact noted by Paul Hirsch in his book Pack 

your Own Parachute (1987). The ring concept encompasses both 

the Just-in-time philosophy of having highly skilled people 

at the job site exactly when the project needs them (Flexible 

Workstyles, 1988, p.12), and the temporary help industry 

philosophy of having highly skilled workers available for 

long or short term projects. It is hard to know whether the 

core and ring organizational design grew because of the 

availability of temporary workers, or the THS industry grew 

because companies were moving into a new way of doing 

business. One fact is clear, the THS industry is growing 

rapidly. It is possible that firms, such as TELOS and Metro 

Information Services, specializing in supplying manpower will 

be as common in the future as the companies which specialize 

in supplying other industrial needs such as equipment, 

materials and supplies are today. 

Career planners and counselors will do well to develop 

and add to their inventory the profile of a professional 

career temporary employee who will be most fulfilled moving 

from project to project, company to company and even country 

to country if needed. 
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The professional career of the 1990's is based on a 

blend of professional and entrepreneurial principles with the 

premise that contingent jobs will become even more 

commonplace (Kanter, 1989) in the future. An employee will 

take more responsibility for his/her own career, retirement 

resources and employability. S/he will accept or reject 

assignments according to how the experience will look on the 

resume (Kanter, 1989). The new employee will be responsible 

for his/her own retirement and other benefits. Those who 

have already made that choice can serve as models for the 

rest provided we can learn just what it is that sets them 

apart. Because the employment contract is changing and 

employers are becoming less loyal to their employees, today's 

employee is being advised to remain aloof from the 

organization (Hirsch, 1987), take assignments which will make 

them more employable (Hirsch, *1987), and become more 

responsible for his/her own career and retirement (Kanter, 

1988). In short, the employee is being advised to develop 

skills and responsibilities which are similar to skills and 

values THS firms look for in their career temporary employees 

(Broudy, 1989)!! 
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CAMPBELL ORGANIZATIONAL SURVEY 

RELIABILITY DATA 



COS Scale Interrorrelations 
October 1989 

Mean SO TWI WC FFS CW SUP TL P B JS PO PC OP SI OS! 
THE WORK ITSELF 7.6 1.25 1.00 .35 .35 32 .20 .29 .10 .34 -.0* .10 .ir .2i M ' "Ji 
WORKING CONDITIONS 7.0 1.75 1.00 .30 .25 .16 .30 .26 26 -.01 .12 .29 32 .34 .50 
FREEDOM FROM STRESS 4.8 1.56 1.00 .42 .21 .30 .20 .16 .14 .11 .34 33 .45 .56 
CO-WORKERS 6.2 1.60 1.00 .30 .40 .27 .12 .13 31 .42 .40 .40 .62 
SUPERVISION 6.7 1.68 1.00 .28 .20 .15 .21 .42 .51 .34 XL .56 
TOP LEADERSHIP 5.9 1.83 1.00 .36 .19 .18 .41 .54 .71 .65 .73 
PAY 5.7 1.71 1.00 .18 .16 .42 .36 33 .36 35 
BENEFTTS 6.5 2.52 1.00 -.09 .01 .18 .17 .24 3\ 
JOB SECURrTY 6.5 1.83 1.00 35 23 .27 .03 M 
PROMOTIONAL OPPORTUNITIES 6.6 1.48 1.00 .50 .44 .27 .60 
FEEDBACK/COMMUNICATIONS 5.7 1.64 1.00 .59 .45 .76 
ORGANIZATIONAL PLANNING 5.6 1.70 1.00 .48 .74 
SUPPORT FOR INNOVATION 5.2 1.74 1.00 .71 
OVERALL SATISFACTION INDEX 6.2 0.99 1.00 

* Pearson Correlation Coefficients (N=886) 
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QUESTIONNAIRE FOR TECHNICAL WRITERS 

I am a Temporary Employee (I receive a paycheck from someone 
other than ******************* Company). 
I am a Permanent Employee with ***************** Company ( I 
receive my paycheck from ***************** Company). 
I would like to go over the results of my profile on off-work 
hours. Please contact me at (phone number) . 

How long have you been with your current employer: 

Less than one year 
1 to 2 years, 11 months 
3 to 4 years, 11 months 

5 to 10 years 
10 to 2 0 years 
longer 

2. Please rate from 1( most important) to 10 (least important) 
the items that follow when you are considering new employment. 
Please use each number only once. 

Job Security 

Flexible Hours 

Time Benefits 

Autonomy 

Economic Benefits 

Belonging 

Professional Growth 

Wages or Salary 

Recognition 

(As long as I perform acceptably I 
will have a job.) 
(As long as I put in 40 hours a week, 
I can work whenever I choose.) 
(The company provides paid vacation, 
holidays, compensation (green or 
personal) time, sabbaticals etc.) 
(Freedom to make job-related 
decisions, set own course had have 
responsibility for results.) 
(The company provides paid or 
subsidized Medical insurance, life 
insurance, profit sharing, etc.) 
(Sense of working with a team, being 
part of an organization.) 
(Opportunities to increase 
professional standing.) 
(Hourly or monthly rate of pay that 
does not vary from week to week.) 
(From peers, Superiors, Company.) 

Opportunities to advance into management. 
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TEMPORARY EMPLOYEE SUPPLEMENT 

Were you looking for a permanent position with this company, when 
you accepted this position? 

Yes No 

If you answered NO, what would you do if you were pressured to 
become a direct hire? 

Look for other employment. Accept the offer and keep 
looking. 

If you were offered a comparable position with comparable benefits 
at another company would you be: 

Likely to accept the offer. Likely to reject the offer. 

What do you like most about this job: 

What do you like least about this job? 

How long do you expect to stay in this position? 

If you expect to change positions in the next year do you plan to: 

Stay with this company. Move to another company. 

At what age do you expect to retire? 

55 or before Between 55 and 65 

Between 65 and 70 After 70 

What is your prior writing experience? 

What is your prior aircraft maintenance experience? 
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