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Abstract

This thesis aims to investigate the client orgaiong perspective regarding agency work in
terms of offered inducements and expected agenakewccontributions. By using the
employee-organization relationship framework asppsed by Tsui, Pearce, Porter and
Tripoli (1997), the assumption by Tsui and Wu (200fhat agency workers are either
approached under the quasi-spot contract or therumestment approach and not under the
mutual investment and overinvestment approachmrgcally investigated.

By conducting semi-structured interviews and a jaesaire information is obtained
by a sample of 8 direct supervisors and manageits@e client organizations. The results of
the performed analysis leads to a twofold conclusidient organizations in this sample
indeed handle the quasi-spot contract or the umdestment approach for their agency
workers. But the interviews also show that cliergamizations do not simply replace the
traditional, commitment and loyalty based employtretationship with a purely economic
exchange relationship. Instead, tenure and vodtigmalification clearly affects the offered
investments in and the expectations about agenckens Agency workers are therefore not

perceived and treated as a homogenous group.
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Samenvatting
Deze these heeft het doel de perspectieve vareirdéen aanzien van uitzendwerk in termen
van investeringen en verwachtingen te bestuderaarli wordt gebruik gemaakt van het
“employee-organization relationship” raamwerk vasuil Pearce, Porter en Tripoli (1997).
Met dit raamwerk worden de verwachtingen en desterengen van inleners gecategoriseerd.
Daarbij wordt de assumptie van Tsui en Wu (2008),imleners uitzendkrachten alleen onder
de quasi-spot contract of de underinvestment beimgpdbehandelen en niet onder de mutual
investment of overinvestment benadering, empir@gulterzocht.
Door gebruik te maken van semi-gestructureerdevie®s en een vragenlijst, is informatie
van een steekproef van 8 directe leidinggevendenanagers in drie inlenersbedrijven
verkregen. De resultaten van de analyses leidezetotweevoudige conclusie: inleners in dit
steekproef gebruiken inderdaad de quasi-spot adrdfale underinvestment benadering voor
hun uitzendkrachten. Maar de interviews maken ao#elijk, dat inleners de traditionele, op
betrokkenheid en loyaliteit gebaseerde relatie dair een puur economische ruil relatie
vervangen. In plaats daarvanjrbdoed het verblijf van uitzendkrachten in de bpemn en
hun beroepsmatige qualificatie het aanbieden vaesiteringen en de verwachtingen in
uitzendkrachten. Uitzendkrachten worden daaromalgeeen homogene groep waargenomen

en behandeld.
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1. I ntroduction

11 Problem specification

Generally, the world of work becomes more compl&aced with increased global
competitive pressure, organizations try to seekgaale ways in maintaining flexibility to
remain successful. Achieving flexibility can havamy facets (see for example Reilly, 1998),
but all forms are established with the general go&nable efficient and effective responding
in times of changing circumstances. A frequentliated response in those times is the
implementation of numerical flexibility, in whicthé numbers of employees remain elastic.
Elasticity can thereby realized with differentiamployment contracts, such as agency work
(Reilly, 1998). Agency work is in this respect aique work arrangement, because the
organization at hand is not the employer of thenagevorker. Instead, the agency worker is
employed by the agency, which deploys the agenakevs to the client organizations. In the
client organizations the agency workers work urttier premises and direction of the client
(Coyle-Shapiro et al., 2006b). This so-called wmaar employment allows the client
organization to externalize some administrativetimyrand responsibility to the agency, while
maximizing the flexible usage of agency workersi{iReL998).

The uniqueness of triangular employment stimulaaeiuge amount of scientific
interest (see for examples: Connelly et. al 2008yl€Shapiro et. al, 2006a; Gallagher &
McLean Parks, 2001; Koene et al., 2005; Torka, 2008e main body of research takes the
perspective of the agency worker, in order to desdheir perception about agency work as
well as the reasons to engage in this form of eympémt. The results indicate, that preference
of agency work is explained with a better life-wdyélance (Casey & Alach, 2004; Reilly,
1998), acquisition of additional skills, and maxaing of earnings (Reilly, 1998). In contrast,
other research findings show (see for examples Mangt al., 1985 and Segal et al., 1997)
that agency work leads to labour market segmemtatito low wage and less stable agency
jobs with little opportunities for career advanceine

Although these research findings are useful in ewstdnding the employment
relationship from the agency workers perspectimettzer important perspective seems to be
largely ignored: the perspective of the client migation. What are the expectations of client
organizations regarding agency work? Are the exbects based upon concepts like
commitment and loyalty? Or are the expectationgdithin a way of getting the job done and
not more? And in order to fulfill those expectasprwhat kinds of investments do client

organizations offer for agency workers?



Unfinished Sympathy:
Inducements and Expectations of client organizati@garding agency work

This investigation focuses therefore on the cliemanization perspective regarding
agency work and uses the employee-organizatioriioethip framework as proposed by
Tsui, Pearce, Porter and Tripoli (1997) and Tsul\& (2005). In her initial work about
employment approaches, Tsui et al. (1997) diststges four different employee-organization
relationship approaches: mutual investment, quasi-scontract, underinvestment and
overinvestment. As has been stated by Tsui and2005), client organization handles either
a quasi-spot contract or an underinvestment appré@mcagency workers. Both approaches
may be characterized as involving short-term irstste restricted investments and
expectations by the client organizations (Tsuiletl®97). This investigation tries to test the
assumption of Tsui and Wu (2005) by investigating émployee-organization relationship
approaches of client organizations regarding agewoyk. Therefore, human resource
managers and direct supervisors as representativtbs client organization are participating
in this investigation and their expectations akagency work and their investments in agency
work are assessed via semi-structured interviewss aashort questionnaire aiming to map

their expectations.

12  Scientific relevance
As has been proposed in the introduction, the petsf@ of client organizations regarding
agency work is not heavily assessed in past rdsestivities. Investigating on this topic
might therefore extend scientifically the knowledg®ut agency work, and enables a more
general understanding of the concept agency woik it implementation in different
organizational contexts. In addition, the statem@nTsui and Wu (2005) is tested, which
allows to proof if the traditional, loyalty and camtment-based employment relationship is
indeed replaced by a purely economic and short-imployment relationship for agency
workers. Investigating on this topic might resauliai description of what people within agency
work indeed receive by their client organizationsl avhat they are expected to contribute in
return.

In order to complete the picture about the tridag@employment relationship, the

perspective of the agencies should be taken irdouaat in future research activities

1.3  Social Relevance
The federal government of Germany introduced tlggsllative amendment respectively
agency work (Hartz-proposals) in order to makedpetisage of the German employment

potential and to increase the chances of unempl@emple to find a new job. As a
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consequence, at the end of 2008, 637 000 people employed as agency workers in
Germany (Statistics of the employment office, 200#)ich is an increase of 405 000 agency
workers compared to 1998. In opposition to the fadgovernment of Germany, trade unions
are sceptical about agency work and report the fiear previously negotiated work is

replaced by cheap and less secure workplaces (@wut&sewerkschaftsbund, 2003). This
different interpretation of the concept agency wimidicates that its image depends clearly on
the kind of perspective someone has. In analysiegperspective of client organizations in
terms of expectations and investments regarding@geork, this investigation may create a
more general understanding about the concept agemidyand may allow a correction of the

held fears by trade unions. Additionally, the positof the single agency worker may be

strengthened more generally.

14  Composition

In the second chapter the theoretical backgroundhefinvestigation is specified. After
shortly introducing the concept of psychologicainttact and the mechanism of social
exchange theory, the employee-organization relatignapproaches as proposed by Tsui et
al. (1997) are described in detail. In the follogvirthe relationship between employee-
organization relationship framework and agency wisrkpecified as indicated by Tsui and
Wu (2005). Finally, the employee-organization rielaship approaches are defined in terms
of offered human resource (HR) practices and kineikpectations.

In the third chapter, the used methods, semitired interviews and the
questionnaire are described. Additionally, the u#nrent of participants, the procedure of
data collection and the data analysis are specified

In the fourth chapter, the analysis of the intews and the questionnaire are presented
for Organization A, B and C, which results in treegorization of each organization within
the employee-organization relationship framework.

In the fifth chapter, the discussion of the obgdimesults, the limitations of the study

and suggestions for future research activitiepezsented.
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2 Theoretical Background

2.1 Introduction
In order to categorize the client organization pecsive regarding agency work within the

employee-organization relationship framework (Tsti al., 1997) necessary theoretical
concepts are introduced in this chapter. Firstllptlae concept of psychological contract and
the mechanism of social exchange theory are shdegribed. This enables an overview of
the nature of exchange relationships and the imeblexpectations within the employment
relationship and builds the connection with the IEype-organization relationship
framework as proposed by Tsui et al. (1997) and &sd Wu (2005). By describing the
conceptualization of the framework and the four kEyge-organization relationship
approaches in detail, this chapter finally est&lglésa classification scheme for investigating
the client organization perspective regarding agemark within the employee-organization

relationship framework.

2.2  Psychological contract theory and social exchange theory

Following Rousseau (1990a, page 390), psychologiocatracts are “an individual's beliefs
regarding reciprocal obligations. Beliefs becometactual when the individual believes that
he or she owes the employer certain contributi@ng. (hard work, loyalty, sacrifices) in

return for certain inducements (e.g. high pay,geburity).”

Thereby, a distinction between relational and w@atienal obligations is established
(Rousseau, 1990b): Transactional obligations as¢ dbescribed as economic in which short
term inducements are exchanged for well specife@dributions by the employee. Relational
obligations are more social, in which long termuoements are exchanged for broad and
open-ended contributions on sides of both emplayeeemployer. Thereby, time frame and
tangibility of the obligations (Rousseau & McLeararls, 1993) are the defining
characteristics of the established psychologicatreat.

Although psychological contract theory enables wtmderstand employment
relationships by examining the types of obligaticimat organizations and employees
promised each other (Janssens, 2003), psycholagpodéiact theory is clearly restricted upon
the perception of the obligations in taking thespective of the individual employee. On the
contrary, this investigation takes the perspectif/€lient organizations in investigating the
investments in and the expectations about agenciens In order to analyze the perspective

of client organizations, the mechanism of socialh@xage theory are taken into account. By
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identically distinguishing between economic (trantemal) and social (relational) resources
as kind of exchanges within the employment relaimn (Blau, 1964), the norm of
reciprocity (Gouldner, 1960) explains the developtra the exchange relationship for both
employee and employer. The norm of reciprocity eireed by Robinson et al. (1994, page
139) as “one party’s receipt of a benefit obligeaesther party to pay a cost.” Thereby, the
involved parties try to reach a balance betweenaathents offered and inducement received
(Blau, 1964). As a consequence, the exchangeiom$aip between organization and
employee becomes more extensive over time, in wiiemumber of obligations, as well as
the diversity of the obligations exchanged increa@gobinson et al., 1994, as referring to
Blau, 1964; Homans, 1961; Thibaut & Kelley, 195%his clearly indicates the effect of
tenure on the employment relationship. Both typéexxhange relationships are further

clarified in the following paragraphs.

2.3  Employee-organization relationship strategy (Tsui et al., 1997)

The term employee-organization-relationship stnaiegised by Tsui et al. (1997) to “capture
the employer’'s perspective on the employment wiatiip” and “includes the employer’'s
expectations about specific contributions thatessicks from employees and the inducements
that it uses to effect the desired contribution&Suj et. al 1997, page 1091). As indicated by
Tsui et al. (1997) an underlying mechanism of thipleyment relationship is the previously
introduced social exchange framework (Blau, 196#) the norm of reciprocity (Gouldner,
1960). In connecting the kind of exchanges (indwm@sh and expected employee
contributions as being either economic or socidig established employee-organization
relationship strategy of the employer can be catego within four approaches: the mutual
investment, the quasi-spot contract, the underinveist and the overinvestment approach
(Tsui et al., 1997). The defining characteristiceath single approach is thereby the relative
balance or imbalance between expected employeeilmaticin and offered inducements of
the employer.

The mutual investment approach and the quasi-spiract approach are balanced
approaches. The quasi-spot contract is a highlgugiscribed employee-organization
relationship approach relying on economic exchatige:employer offers short-term, purely
economic inducements in exchange for well-specifedtributions by the employee (Tsui et
al. 1997). On the contrary, the mutual investmeamireach relies on social exchange, in
which the employer offers unspecified, broad andgneended inducements, including

considerations of the employees’ well being anditng and expects reciprocity on the side
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of the employee in terms of loyalty and commitm@rgui et al. 1997). Balance within both
approaches is reached through the matching of e/@@lexpected contributions and offered
inducements by the employer.

In contrast to the quasi-spot contract and theualuinvestment approaches, the
underinvestment and the overinvestment approaches uabalanced approaches. The
underinvestment approach is best described as d@ngabroad and open-ended obligations
from the employee, while the employer offers omsgtricted inducements (Tsui et al. 1997).
Within the overinvestment approach, the employérefunspecified, broad and open ended
inducements, without expecting broad and open-endl@ithations on the side of the
employee (Tsui et al., 1997).

By testing the effect of the distinct employeeaonigation relationship approaches
upon employee attitudes and performance, Tsui et(18197) indicates that the mutual
investment approach achieves the best outcomesmstof core task performance, affective
commitment and organizational citizenship behavig@CB). The level of affective
commitment and OCB is similar in employees whoapproached under the overinvestment
approach, but their performance on core tasksviedovhen compared to the performance
levels within the mutual investment approach (Tetual., 1997). In contrast, the quasi-spot
contract approach is associated with lower perfocealevels, lower OCB and lower
affective commitment (Tsui et al. 1997) and the armyestment approaches is associated
with even poorer outcomes on both performance #itdde measures. The research results
by Tsui et al. (1997) indicate therefore clear emck in establishing the effect of the
employee-organization relationship approaches eoformance and attitudes in employees.

In order to establish a relationship between timpleyee-organization relationship
approaches of client organizations and agency wibek,article of Tsui and Wu (2005) is

introduced in the following paragraph.

24  Employee-organization relationship strategy and agency work

Tsui and Wu (2005) investigate the effect of th&tidct employee-organization relationship
approaches on the efficacy and effectiveness adrozgtions. Within their article, Tsui and
Wu (2005) report that the goal of organizationgdmain flexible leads them to develop a
new employment relationship, in which loyalty andmenitment based employment is
replaced by an economic relationship involving tre@dy well defined duties. The
investments an employer offers within this new ewplent relationship are indicated in

terms of challenging jobs and fixed compensatiotkpges (Tsui and Wu, 2005, page 115)
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while expecting high levels of job performance dre tside of employees. This new
employment relationship is categorized by Tsui Whd(2005) as belonging to the quasi-spot
contract and the underinvestment approach and mypertantly for this investigation, Tsui
and Wu (2005) state that the new employment reiakip is used for agency workers.
Stated within the context of this investigation,uifend Wu (2005) indicate that client
organizations handle either the quasi-spot contrathe underinvestment approach for their
agency workers.

The statement by Tsui and Wu (2005) about the eyeptorganization relationship
approaches of client organizations regarding agevark can be challenged because of two
reasons. First of all, the investigation of Tsud &fu (2005) is based upon a Chinese sample
and their findings might therefore not be trandfégato another context due to cultural
differences. Secondly, the assumption that agermkevs are either approached under the
quasi-spot contract or the underinvestment approachains untested by Tsui and Wu
(2005). Instead, Tsui and Wu (2005) merely dedat agency workers are subjected under
the quasi-spot contract or the underinvestmentagmbr based on the fact that employers
want to maintain a high amount of flexibility. Iromtrast to their assumption, Torka and
Schyns (2009) report that agency workers tenurdinvid client organization affects the
offering of HR-practices and consequently, the llexfeagency workers commitment. This
finding is clearly in contradiction with the uniflequasi-spot contract and underinvestment
approaches for agency workers as indicated by disdiiWu (2005), because commitment as
an attitude outcome is only to be expected withie tmutual investment and the
overinvestment approaches (Tsui et al. 1997). lalyang the investments of client
organizations regarding their agency workers thexefore additionally important to include
tenure of agency workers within the client orgatiwg because tenure might affect the
offered inducements of client organizations towagency workers. To investigate the effect
of tenure a distinction is made between short temmadium term and long term usage of

agency workers within a client organization.

25  Expectations and inducements of Client organizations

In order to categorize the perspective of cliegaoization regarding agency work within the
employee-organization relationship framework (Tsuial., 1997) the inducements a client
organization offers toward agency workers and tkgeetations a client organization has

about its agency workers need to be specified.
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The expectations of client organizations can beddd into transactional and
relational expectations (Janssen, 1997; Oudeho2@03). Transactional expectations are
economic and focused on the fulfillment of narrowdgscribed tasks, while relational
expectations include the exchange of social-emaliactors, such as loyalty, commitment
and organizational citizenship behavior (OCB).

The inducements a client organization is willingutdize toward agency workers are
reflected by offered human resource (HR) practie#R-practices are defined by Rousseau
(1995, page 36) as “structural signals regardirg dlganizations intentions towards their
employees” and can be considered as sending messageding the skills and competencies
that the organization is expecting from its empés/eThese HR-practices include aspects
such as salary, financial benefits, performanceieveyv training (Rousseau, 1995),
development and promotion (Benson, 2006) as welthaspermission in participating in
decision-making (Lincoln & Kalleberg, 1985).

Therefore, if client organizations offer more thi@mancial compensation and well-
defined tasks but offer inducements that poinotggtterm investments such as development
and promotion opportunities and expected agencykavocontributions are focused upon
relational expectations such as commitment anditigythe mutual investment approach is
assumed. If client organizations offer investmesmksch in contrast are focused upon well-
defined tasks, fixed compensation packages andxpected agency worker contributions are
focused upon transactional expectations, the pasi- contract is assumed. If client
organizations offer the same investments as withéxmutual investment approach, while
expected agency worker contributions are focusednufpansactional expectations the
overinvestment approach is assumed. If client orgdions offer the same investments as
within the quasi-spot contract, while expected agemorkers contribution are focused upon

relational expectations, the underinvestment agbramassumed.

Expectations
Transactional Relational
| nducements High Overinvestment approach Mutual investment approach
Low Quasi-spot contract approach Underinvestment approa

Table 1: Categorization of the employee-organirataationship approaches according to Tsui et al.
(2997)

-13 -
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3 M ethod

3.1 Introduction

In order to analyze the perspective of client oizmtions, information is obtained via
interviews and a short questionnaire. The combonatif qualitative and quantitative methods
is known as methodical triangulation and enablebalance out the weaknesses of a single
method by drawing on the strength of both (Bryn2006). Using the interview as qualitative
component to gain in-depth information of a phenoeome(Schwab, 2005), the questionnaire
as quantitative component is used to verify theaioled information by assessing more
specified indicators of the phenomenon (Blumer, 499n addition, methodological
triangulation enables the comparison of differeatcpptions of the same subject (Mayring,
2001). Both methods and their development are destrin detail in the following

paragraphs.

3.2  Qualitative method: Thelnterview

Generally, a distinction can be made between uctsired, semi-structured and structured
interviews. Unstructured interviews are associatéd a high amount of flexibility (Schwab,
2005). Flexibility is important in the assessmentamplex phenomena but increases the risk
to obtain a huge amount of information which is dioéctly related to the topic of interest. In
contrast, structured interviews restrict the ranfgesponses by maintaining the kind and
sequence of questions. This avoids the problemecéiving non-related information, but
increases the risk to miss important aspects. Tmdathese threats and to combine the
strengths of both, this investigation performs setmictured interviews. An interview
protocol is used, in which the general structur¢hefinterview is outlined to ensure that all
guestions of interest are asked. The structure irenféexible, so that the interviewer can
switch ordering of question if a topic of interemtises spontaneously from the answer
received from participants (Shaw et al., 2005) tlkemrensures the interview protocol that all
participants are exposed to the same kind of questiwhich is essential for the comparison
among interviews.

The interview protocol was developed in cooperatwith the tutor of this
investigation and a group of students who also dtigate on the topic “Unfinished
Sympathy” as part of their Bachelor thesis. Afeading related literature, a group discussion
leads to the formulation of the content of the mvigw protocol. In a role-play the
applicability and the implementation of the intemwi was tested. Within a group discussion,

-14 -



Unfinished Sympathy:
Inducements and Expectations of client organizati@garding agency work

certain alliteration of the interview protocol wareade, which leads to the final version of the
interview.

Basically, the interview consists of four parts:nmagraphic characteristics of the
participant (e.g. function, age, and tenure), cdantd organizational factors, investments and
expectations of client organizations. Within thetextual organizational factors, participants
are asked to indicate the predominant duratiorhefagency work relationships, in which a
distinction is made between short (some hours,,dageks), medium (weeks, or months) and
long (six months and longer, or repeated usagthefsame agency worker). Agency workers
are grouped within these different time frame categ (if applying to the organization) and
participants are asked to indicate their investsemd expectations regarding category of
agency worker. The investments of client organizettiin agency workers are investigated
among seven HR-practices: 1) Selection, 2) SaBr¥inancial benefits, 4) Work content, 5)
Work environment, 6) Development and promotion, &hdndustrial relations. Investments
in regular employees are likewise investigated amdused as control group. In the fourth and
last part of the interview, participants are askedndicate their expectations about regular

employees and category of agency workers withoetigpng any response category.

3.3  Quantitative method: the Questionnaire

The questionnaire consists of statements regattimgxpectations a client organization has
about regular employees and its agency workererder to categorize the expectations of
client organizations within the employee-organi@atrelationship framework (Tsui et al.,
1997) three different expectation-scales are asdesgmnsactional expectations, relational,
task-related expectations and relational, non-teslated expectations. The items for
measuring transactional expectations are retriefreth the “Conscientiousness Scale*
(Zorgvuldigheidsschaal) from Van Oudehoven (2008)ile the items relating to relational,
task-related expectation are retrieved from Jani($847). The items measuring relational,
non-task related expectations were developed bylotar. Participants are asked to indicate
per category of agency worker (short, medium, lothgir degree of agreement with the
statements. The response scale ranges from 1ghktrdisagree to 5= strongly agree.

Both the interview and the questionnaire were oatly formulated in Dutch. In order
to analyse the investments and expectations oftcbeganizations in Germany, both were
translated into German. To maintain reliability amdlidity of both versions, a back
translation was performed (Greco et al., 1987)fuFther increase the accuracy of the results,

a member check was performed. Respondents werd &slkaheck their answers by reading
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the interview protocol, in order to avoid misintexfations and to enable adaptations of the
answers.
Both interview protocol and questionnaire can bantb in the appendix of this

investigation.

34  Participants
Participating client organizations were obtained &iseries of steps. First of all, the target
group of the investigation was focused to the M8&ttor. The Federation of Metalworking
industry in Dortmund and Mdinsterland was contadtedrder to obtain names of client
organizations. Due to the economic crisis, bothefations were not able to provide
information. Therefore, internet-databases wered,useith the result that 70 client
organizations received a letter, in which the stathhand was introduced and the offer to
participate was made. A week later the organizatiorere called and their interest in
participating was evaluated. Most organizationdciaigd that due to lack of time and the
economic crisis they are not able to take parthi dtudy, but two organizations agreed to
take part and appointments were scheduled. Thetimjerate of 98% made it necessary to
extent the target group of client organizationseréfore, the requirements to take part in this
study were minimized upon “having experience wiglerecy workers” and “belonging to the
region Mulnsterland”. Based on personal contactsyas possible to find a third client
organization.

In total, 8 interviews in three client organizasomvere conducted. In all three
organizations the perspectives of at least onetdsgpervisor and one manager are assessed.
Organization C additionally provided the perspextiv a second manager and the perspective

of the head of the production department.

3.5  Procedure of Data collection

In order to obtain the information from direct snpgors and managers, appointments were
scheduled to perform face-to-face interviews. Thierviews were conducted during the
regular working time of the participants and tod&ce in the offices of the participants or in
conference rooms. An exception was made for thecdirsupervisor belonging to
Organization C, who was interviewed at home. Thastipipant was retrieved via private
contacts. All interviews were audio-taped and tcabed literally. At the beginning of each
interview, anonymity and confidentiality of the abted information was assured, so that

neither the participant, nor the client organizatioecomes identifiable based upon the
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retrieved information. After conducting the intexw and the questionnaires it was possible
to make guiding tours in two of the three cliengamizations, in which different working
floors and the general organization of work becamible. The expressions of these tours are
incorporated in the description of the organization Chapter 4. Only in Organization A the

guiding tour was due to lack of time impossible.

3.6 DataAnalysis

In order to assess the investments and expectatifocigent organizations regarding agency
work the analysis of responses includes a seriestegps, which finally leads to a
categorization within the employee-organizatioratiehship approaches as proposed by Tsui
et al. (1997).

First of all, the investments of client organizasoare assessed. Among the seven HR-
practices, differences between agency workers eguaar employees are described.

As a second step, the expectations of participentegular employees and agency
workers are compared as indicated during the i@ervThe assessment of expectations is
completed by analysing the scores on the questiemath the help of tables (table 2 and
table 3 in the appendix). In this analysis a conspar between type of expectation and type
of employee (regular employees and category of @gemrkers) was performed. This leads
to a within and between participant analysis ofestations in agency workers and enables a
comparison among client organization. Further snilyzed if the expectations as indicated

during the interview are related to the responsesngn the questionnaire.
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4 Results

4.1 Introduction

This chapter presents the results. After brieftyaducing each participating organization, the
investments and expectations of client organization agency workers are described in
detail. Based on the results of the qualitative gudntitative analysis, each organization is
categorized within the employee-organization relahip framework as proposed by Tsui et
al. (1997).

4.2  Organization A:

Organization A is active in the sector of struckigzel engineering and was established in
1973. Organization A can be categorized as a siaatlily-owned company. In 2008, the
firm employed 30 employees, from which 6 up to feva@gency workers. In 2009, due to the
economic crisis, no agency workers were employexhe@lly, agency workers are used as
fitters and welders for handling peaks in produttioads. The interviewees indicate that
agency workers are used only short-term (a dayp Boweeks).

Interviews were conducted with the company managére organization and a direct
supervisor of agency workers. The company managé6 iyears old and has 5 years tenure,
the direct supervisor is 60 years old with 25 yetmsure. Both interviewees gathered
experience with agency workers (company managersape@rvisor: both 12 years). Both

interviewees indicated that they personally hacen&worked as agency workers.

4.3  Investments of Organization A

The interviewees indicate that the organizatioreed in the past 4 agency workers to
become regular members of the staff. The critesrastlectionare described in terms of
personal qualifications, know-how and impressiorthgeed during the agency work
relationship. The company manager explains wittspatcifying a firm related example, that
agency work is a stepping-stone only for high diealiagency workers, while agency work
in low qualified positions can be regarded as “&avthe curriculum vitae”. The following
statement reflects this:

“Some of them are doing temporary agency work sthgears. Then you ask yourself: Why?

Yes, because they do not find any employment newher
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In terms of salary, the company manager explains that agency workera ea
significantly less than regular employees. Althotiglhh company manager states that agency
work can be seen as a form of modern slavery as®sacivith price dumping and decreased
quality standard, the organization never contaeigehcies to adjust salary levels of agency
workers. Instead, both participants state thatniured obligations toward agency workers are
per definition obligations of the agencies, therebfusing responsibility. Within the same
line of reasoning, agency workers receivefinancial benefitfrom the organizations. While
regular employees receive financial benefits, sashChristmas bonus, holiday pay and
subsidies for buying working clothes, agency woskare not subjected by these policies. As
the company manager explains it:

“The only things we are offering are the materialdathe equipment.”

In order to ensure security at the workplace, ttragany manager indicates that, if necessary,
required work clothes are provided by the orgammatalthough this is an obligation of the
agency.

Both interviewees state, that theork contentof agency workers and regular
employees is identical, that is, both are usedttess and welders. The only difference exists
in terms of personal responsibility. While reguéanployees are capable to fulfil a function
on their own, agency workers work always in a teaith regular employees. Agency
workers have therefore a supportive function ingrexess of fitting and welding.

Thereby, no differences exist between regular eyg@s and agency workers in terms
of physical and social working condition¥he direct supervisor states additionally that th
integration in the team depends individually upbe tagency worker. But generally, no
distinction is made based on contract.

In terms ofdevelopmental opportunitieboth interviewees report that agency workers
are expected to own relevant vocational qualifaradito fulfil obligated tasks, which makes
training unnecessary. Training on-the-job is onfier®d, if new processes or projects are
introduced. In contrast, regular employees receieeelopmental practices to extend their
vocational qualifications, such as payments to naak# truck license. Promotion within the
hierarchy of the organization is indicated by botterviewees as restricted, because of the
flat hierarchy of the organization more general.t Bommitted and motivated regular
employees are supported to extend their respoitigbiband are entrusted with new projects.

In contrast, agency workers can not promote withehierarchy of the organization. Instead,
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the company manager highlights that he is contadigtwobligated to ensure that agency
workers are merely used as fitter and welder. Assalt, agency workers remain in the same
position, independent of personal possibilities amdbition.

In terms ofindustrial relationsthe manager states that group discussions areldeded
once a week but its realization depends on the faealtion. In these group discussions the
procedures of future projects are developed andlaeg@mployees in executive position are
participating and express their ideas and opinigigency workers do not participate in these
discussions, but are briefed about the developedegure to maintain work-flow. Further,
the direct supervisor explains, that agency workegage in less idea generation than regular
employees during regular working time and are tesserned with the general production-

process:

“Agency workers are concentrated on the things thaye to do, and it is important that they
make those things right.”

Organization A has no works council due to thetnegasmall size of the organization and the
company manager additionally indicates, that a wodbuncil is unnecessary because

consensus is reached between management and eegloye

4.4. Expectationsof Organization A

In the following paragraph, the expectations of ithterviewees about agency workers and
regular employees are presented as indicated dthengnterview and on the questionnaire.
The scores of the questionnaire can be found impipendix of this investigation (table 2 and
table 3).

Both Interviewees report that they expect a fudktéulfilment in technical and social
manners from regular employees. This includes mghess to work hard, high self-
motivation and adaptation with organizational maanés the direct supervisor highlights,
regular employees are expected to work overtimedessary.

The company manager indicates during the interti@whe has identical expectations
about regular employees and agency workers. Inrasinto his statement, scores on the
guestionnaire indicate, that he has lower relati@xgectations (task and non-task related)
and even higher transactional expectations aboen@g workers than about regular

employees (see table 2 in the appendix).
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In contrast to the company manager, the direct reigoe differentiates between
expectations: he expects from regular employeas@erased engagement and commitment,
while expecting from agency workers the fulfilmeot their tasks. This statement is
confirmed by the responses on the questionnairac€aing all three scales, he expects less
from agency workers than regular employees and aapens are foremost transactional,
while relational expectations (task and non-taskied) are less important.

45  Conclusion for Organization A

Based on the analysis of the investments and thgeotations in agency workers,
Organization A is categorized within the employegamization relationship framework (Tsui
et al. 1997).

Agency workers in Organization A receive less salap financial benefits, are used
only in supportive functions, receive no developtakand promotional opportunities and are
not participating in group discussions. Expectaticabout agency workers are thereby
predominately transactional. Therefore, it is cadeld that Organization A approaches
agency workers under the underinvestment approaatirtg toward a quasi-spot contract
approach. Investments in agency workers are cleasdiricted and especially in terms of
salary, the organization takes no initiative to pdgquate salaries toward its agency workers.

4.6  Organization B
Organization B was established in 2000 and is &rnational operating manufacturer of
high-tech investments goods and special machimetigd field of building materials, forging
industry, process automation and special machinéhe manufacturing of the special
machinery involves the development of innovativedorcts, which are designed in the
construction department and then manufactured a®-pypes. During the guiding-tour, it
was possible to take a look into the working halls the organization. An internal
communication system is installed to ensure efficend effective cooperation between work
groups. The development of innovative productsiltesalso in an increased cooperation
between white-collar and blue-collar workers. Thesigners of new products follow the
manufacturing process, in order to detect problemsonstruction faults and to re-ask the
experience made with the new machinery.

Organization B employs 170 regular employees atb#gnning of 2009. Due to the
economic crisis and the decrease in order posittoa$irm introduced short-time work for its

employees and fixed-term contracts were not renewed a consequence, 20 regular
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employees with a fixed-term contract and all agemwoykers had to leave the firm. In 2008,
up to 12 agency workers worked in the organizatmnmedium or long term duration and
were used as support for regular employees in tohexreased production loads and for the
completion of projects.

One direct supervisor and one manager were intgede The direct supervisor is the
head of the construction department and has regalaact with agency workers who belong
to the vocational group of engineers. These agermrkers are obtained via agencies, which
are specialized in engineers. The direct superisdR years old and has 3 years tenure and
two years experience with agency workers. He usdxktan agency worker for two month, in
the field of machinery operator.

The second interview was conducted with the orgditmal coordinator. This
manager is responsible for the successful andtafecoordination of all departments. Based
on his personal history as blue-collar worker, hi# feels connected to the blue-collar
employees, and his experience with agency workerdased on this time. The manager has
9 years tenure and has experience with agency wosiece 5 years. He indicated that he
never had worked as agency worker.

Different to Organization A, Organization B usesiagy workers for medium and
long durations and the agency workers differ inatmnal qualification (engineers and blue-
collar workers). This allows the evaluation of thessible effect of tenure and vocational
qualification on the investments and expectationagency workers. Therefore the answers

from both interviewees are compared.

4.7  Investments of Organization B
Both Interviewees indicated that three to four agyeworkers were selected to become
regular employees of the organization. The critenaelectionare stated in terms of personal
engagement and qualification as well as the expegiegathered during the agency work
period.

In terms ofsalary, the direct supervisor states that the hourly ratemyency workers
are on a similar level to those of regular emplgyed¢though differences exists in the quality

of the offered agency workers:

“Sometimes it looks like as someone (temporary e@gananaging clerk) stands directly
behind the university and picks out all the pedpl@lace them somewhere. Other agencies

have their staff since 10 or 15 years and thosereadly able to do their jobs. The expenses
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are about the same, may be 2 Euros more per haurtig quality of the employee is quite
different.”

The manager reports that the salaries between aovptogees and agency workers differ, but
that this difference declines with increasing vawadl qualification. The paid hourly rate is
thereby not affected by the duration of the agemask relationship.

Both Interviewees indicate that re-negotiationsutibe salaries of agency workers
never occurred, because salary is an internal gfathe contract between agency and its

workers:

“In principle, we are just the client organizatio®o stupid this sounds, in principle we rent

human labour, for which we have to pay salary tare agency.(Manager)

Likewise, agency workers receive financial benefitdfrom the organization. Only regular
employees receive holiday pay, Christmas bonusash donuses for the successful
completion of projects and subsidies for buying kirg clothes. But, long term agency
workers in blue-collar functions are invited to anggational events, such as Christmas
celebrations or barbecue evenings and white catlency workers are allowed to make use
of company cars. Medium term agency workers in {ololéar jobs are not invited to
organizational celebrations because of their lichggy within the firm.
Concerningvork contentboth interviewees report that agency workers hitavcollar

jobs are predominantly used as support for regalaployees and hold no supervising

positions:

“The organization has its own specialists and thepecialists would work in charge, while

agency workers would work more supportivESupervisor)

The manager additionally indicates that the assainof agency workers in supportive
functions is based upon the uncertainty about tmatwn of the agency workFor blue-
collar jobs, no distinction is made between regalaployees and agency workers in terms of
work content, nor does medium or long term duraéiffect the work content.

Thework environmenis indicated as identical for both regular empl®yaad agency

workers in terms of physical and social working d@itions:
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“Not in my department. That are all office workpésg and everybody has a chair and a

table.” (Direct supervisor)

“No. We do not get agency workers in for the balolsj They have the same rights and they

have to do the same work as our regular employdd4ahager)

Both interviewees report that agency workers rec@iodevelopmental opportunitiebased
on the fact that they are merely used as supporefpular employees and the limited duration
of the work relationship. Instead, agency workeaes expected to hold required vocational
qualification to fulfil tasks. In contrast, regulamployees receive training-on-the-job and
internal and external courses to extend their foalions (such as English-courses,
supervising seminars).
Both Interviewees report that it is generally pbksifor agency workers to be

promoted within the hierarchy of the organizatibased upon personal qualifications. But

this promotion depends on the selection of agermkevs to become regular employees:

“If we have an agency worker, who is exceptionabdjothen we make him the head of the
team. ... And this kind of workers are then selec@ed employed directly by the

organization.” (Manager)

Referring toindustrial relationsthe supervisor states that both regular employeesgency
workers are participating in group discussions @&ad report their ideas and opinions.
Thereby, the kind of contributions seem not toatiffalthough the supervisor explains that
agency workers, based on their constantly changimixk contexts, might be able to review
processes differently than regular employees.

In contrast to the supervisor, the manager aimg #gency workers are not
participating in group meetings, but can reporirtiteas and opinions during regular work
time. Thereby, the amount of contributions betwesgular employees and agency workers
differ, although this difference becomes smallghé tenure of the latter increases. Generally,
the manager regards regular employees as being pnoractive in taking initiatives than

agency workers:

“Agency workers frequently resign themselves irtteirt fate. They do not want to be

unemployed and choose therefore for agency wordn Tiey are passed around like Gypsies
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and as a consequence they aren’t highly motivaiéds is included in the whole story (of

agency work).”

“Those people (agency workers) who are here for oagér time period contribute
correspondingly more, because they do not feeldtdgency worker, but almost like regular

employees.”

4.8 Expectationsof Organization B
The direct supervisor indicates that he expects fesm medium and long term agency
workers than from regular employees because foareused only for supportive functions.
Regular employees are expected to be committezktemd vocational qualifications, to guide
agency workers, and to think in a business-like meanin contrast, he expects from agency
workers an adequate tasks performance and integrati the team. Thereby, the direct
supervisor expects more from long term agency werkkan from medium term agency
workers, because long term agency workers are remeliar with the processes. In
accordance with this statement, the scores for teng agency workers on the questionnaire
are higher on all three expectation scales thamfmtium-term agency workers (see table 2 in
the appendix). But when compared to regular emg®yexpectations in long-term agency
workers score even higher for relational non-tasllated expectations and score equal for
transactional and relational task-related expemtati The expectation about medium-term
agency workers are equally focused upon transadtiand relational non-task related
expectations, while relational task-related expemta are less important.

The manager states during the interview that hee@spthe same from long term
agency workers and regular employees. He expeota fioth that they do a good job.

Further, the manager explains that he expectsr@ssmedium term agency workers:

“l grant every agency worker a certain introductgspase, in which | do not directly expect a
100% performance level. Instead | am satisfied 8@P6 performance, because they have to

become familiar with everything new.”

In line with this statement, the manager expectsenimm long term agency workers among
all three expectation scales than from medium temmporary agency workers (see table 2 in
the appendix). In contradiction with his statemehg expectations about long term agency

workers and regular employees are only equal &rstactional and relational non-task related
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expectations, while relational task-related expemta are lower for long term agency
workers. The expectations about medium term agerarkers are focused on transactional
expectations, while relational expectations (tasl @on-task related) are less important.

The vocational qualification affects the expectasian agency workers only for
relational expectations (task and non-task relatedpccordance, both interviewees expect
more from long term agency workers than from mediamm agency workers. Expectations
about medium term agency workers in blue-collarcfioms are focused on transactional
expectations, while expectations in medium terrmagevorkers in white-collar functions are
equally focused on transactional and relational-task related expectations. Expectations
about long term agency workers in blue-collar fiolg are focused on transactional and
relational non-task related expectations, whileeexations in long term agency workers in

white-collar functions are equally focused on hiee expectation scales.

4.9  Conclusion Organization B

Given the fact that medium term agency workersliredzollar functions receive less salary,
no financial benefits, no developmental practicas, promotion possibilities and are not
participating in group discussions, it is concludadrelationship with the predominately
transactional expectations that medium term agerarkers are approached under the quasi-
spot contract.

Long term agency workers in blue-collar functioesaive the same investments than
medium-term agency workers. In the relationshiphwite predominant relational non-task
related and transactional expectations, it is aafed that long term agency workers in blue-
collar functions are subjected under the underimvest approach.

The investments in medium term and long term agemoykers in white-collar
functions are identical to those of agency workerslue-collar functions, except that agency
workers in white-collar functions receive similalaries, are participating in group discussion
and employ only supportive functions. In relatiapskith the predominant transactional and
relational expectations (task and non-task relaied§ concluded that medium term and long
term agency workers in white-collar functions aréjscted under the underinvestment

approach.

4.10. Organization C
Organization C was established in 1974 and bougtd Binish holding in 1998. Since then
the firm is a legal unit within this group and hggecialized in systems for high surface
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regulation, radiator connections, drinking watestaflation and plastic pipes. Organization C
employs 440 regular employees and uses agency gakkely in the production department,
in which 150 regular employees are employed. Inpiteeluction department, assembly lines
are installed to finish the end-products. Workiegrhs are assigned per assembly line, in
which the machine operator is in charge and is eupg@ by a team of employees. In times of
increased production loads and in holiday seasbesnumber of regular employees is
extended by 40 agency workers. Agency workers nmenraithe organization for short or
medium term duration. At the time of conducting theerviews, no agency workers were
employed, which was attributed by all interviewassa consequence of the general economic
crisis and the decrease in production orders.

In Organization C four interviews are conductede Tist interviewee is the plant
manager. In this function he is responsible forviwle production area including personnel
development. He is 42 years old and has 4 yeawden which he gathered experiences with
agency workers. He previously worked in the Neteds and gathered experience with
agency workers in this context too, which he intlisawvith the duration of 4 up to 5 years.

The second interviewee is the project manager, wghoesponsible for technical
development and implementation. He is 53 years ad works since 25 years for
Organization C and has experience with agency wsrgmce 15 years. He is also a works
council member.

The third interviewee is the head of the productiepartment. He is 44 years old and
works since 22 years for Organization C and hases@#® years experience with agency
workers.

The fourth interviewee is the process techniciathefproduction department and can
be regarded as direct supervisor of agency workggsis 32 years old and works since 10
years for Organization C and has 3 years experieitbeagency workers.

All interviewees indicated that they personally meder worked as agency workers.

4.11. Investments of Organization C

All four interviewees state that agency workers endeen selected in the past to become
regular employees. The criteria feelectionare personal impression, high motivation, good
perception of work, high qualifications, potentifar development and a generally good
performance level. The direct supervisor additigna&xplains that the stable economic
situation enabled the selection of agency worlkieusther, the project manager states that an

agreement between works council and managemestablished, in which the agency work
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employment is not allowed to exceed the duratiothafe months. Therefore, if production
loads are increasing or stable for a time perio@jéo than three month, the jobs of agency
workers have to become regular contracted.

All four interviewees told that agency workers rigeeless salary than regular
employees. This difference is estimated by the tplaanager with 30 up to 40 % and is
explained with the agreements between agenciegsheidagency workers. Organization C,
under pressure from the works council, takes itivigaand signs only contracts with agencies,
which pay a minimum hourly rate of 9 Euro towalworkers. The reasons behind this firm
policy are indicated by the direct supervisor inme of preventing salary dumping and the
exploitation of agency workers, while the projecamager states that qualified agency
workers are only attracted by agencies that paguwte hourly rates. Therefore, ensuring that
agency workers receive this minimum hourly ratpasceived as an organizational benefit in
the long-run.

Although adequate salary levels are indicated g®itant, agency workers receive no
financial benefits.While regular employees receive holiday pay, a €hmas bonus and
annual royalties, agency workers are not subjebtethese internal bonus policies. As the

head of the production department explains it:

“This means, the one for whom the organization péngs social security payments gets it
(financial bonuses). For the agency workers, theiadcsecurity payments are paid by their

agencies.”

The only exception is made if agency workers suggiess that get implemented. In those
instances, agency workers receive a financial holmuaddition, agency workers receive no
financial benefits for working clothes, because sbhpply of equipment is a responsibility of
their agencies. While regular employees receivemeays to buy working shoes and are
equipped with clothes containing the organizationa§o, the interviewees explain
additionally that the limited duration, the frequehange of agency workers and associated
costs are reasons in not paying financial subsutiegfering working clothes. Organization C
only offers required working tools, ear protectarsd gloves which are necessary for task
fulfilment.

Work content and work environmetd not differ for agency workers and regular
employees, because both are used for supportivaidns. Likewise, all interviewees state

that social and physical working conditions arentd=l.
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In terms ofdevelopmental opportunitiesall interviewees indicate that agency workers
receive no formal training: they are expected tliilfthe obtained tasks after a one day
training-on-the-job. In contrast, the abilities regular employees are extended via internal
and external courses (such as English-courses,rnasipg seminars, truck license) and
organized within a quality matrix to ensure thagular employees possess the abilities to
perform all tasks within the production departménirther, agency workers can not promote

within the hierarchy of the organization. As thati®f the production department explains it:

“But if you know that they remain here only forglarmonths, then you prefer to leave them in
the positions they are already familiar with. Ofucge they would be potential machinery

operators and they would own those positions, ifwsald use them longer.”

In contrast, the mobility of regular employees iganized via internally published job
advertisements and regular employees are prefeusdexternal applicants. Agency workers
are allowed to apply for the published jobs toot they are only considered as externals
applicants who hold relevant job experience.

In terms ofindustrial relations all interviewees’ state that group discussions ar
regular scheduled in order to evaluate problemstarfdrmulate solutions and performance
goals. Regular employees are actively participaing this is additionally encouraged to
reach improvements. Agency workers are not pa#gioig within the group discussions, but
can report their ideas and opinions during regwlarking time. Thereby, the plant manager
states that they contribute less and are more vedethan regular employees, but this

behaviour changes when tenure of the agency wonkensases:

“Agency workers, who are here longer, feel more wutted with the organization, than those

who remain only for two weeks.”

The direct supervisor explains that the contrimgiof agency workers and regular employees
differ in quality. Agency workers do not have algdboverview of the production process and
are more concerned with the tasks at hand. Being mxireme, the project manager reports

that agency workers contribute nothing in termsrgfrovements:

“They contribute aspects in terms of restructuriidut not for improvements, that's more

quite the reserve. The competitive think basederpbssible loss of the own workplace that |
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experience by the people (regular employees) isemsm and gets bigger by the economical

pressure. And that's not an advantage for the oizggtion.”

As has been already indicated under the headingalafy and selection, Organization C has
a powerful works council, which represents the redes of regular employees. Agency
workers are not members of the works council duaécfact that they remain only for short
of medium term duration in the organization. Buemgy work is a subject within the
meetings of the works council, in which the houdses of agency workers and the maximum
duration of their stay within the organization aiscussed. The reasons to engage in those
topics are explained in terms of preventing sathnnping and to ensure that agency workers
are only used to handle peaks in production andfaroteplacement of regular contracted

jobs.

4.12. Expectationsof Organization C
As a general remark, only the project manager aedhtead of the production department
completed the questionnaire separately for shattraedium term agency workers. Although
all interviewees indicated that agency workersadse used short term, the plant manager and
the direct supervisor stated that the predominaage of agency workers is for a medium
duration. Therefore both completed the questioenamly for medium term agency workers.

During the interview the plant manager reports tleaexpects less from medium term
agency workers than from regular employees, becagesecy workers receive less salary and
are not used for a replacement of regular employBesrefore expectations about medium
term agency workers are that they are qualifiefiilfd their tasks, familiar with the required
working tools and perform in correspondence with guidelines. Regular employees are
expected to own sufficient qualifications to prodwnd evaluate products, delivering on time
and with high quality, to show initiative, and tce kchangeable and adaptable. The
differentiation between expectations is confirmed the responses on the questionnaire:
expectations about medium term agency workers awerl on all expectation scales when
compared to regular employees. Thereby, the exj@mtsaabout medium term agency
workers are not purely transactional. Instead, tineplve equally high relational non-task
related expectations, while relational task-relaepectations are less important.

The project manager states that he expects less sbort term than from medium
term agency workers and regular employees, becslisg term agency workers are not

familiar with the processes. Expectations in mediterm agency workers and regular
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employees are indicated in terms of engagemendjtigyimaginativeness and assertiveness.
This statement is not confirmed by the responseshenguestionnaire: expectations about
short and medium term agency workers are similasrgyrall expectation scales. In addition,

medium term agency workers score lower on the ioglak-task related expectation scale

when compared to regular employees, while expectatare only equal for transactional and
relational non-task related expectations. Expemtatiin short term agency workers are
focused on transactional expectations, while m@hati expectations (task and non-task
related) are less important.

The head of the production department explaing,iea@xpects the same from agency
workers (short and medium term) and regular em@sy&hese expectations include the
identification with the workplace, flexibility, irovativeness, imaginativeness, goal-oriented
behaviour, leadership taking, social cooperatiba,ability to criticize, and consciousness. In
contrast to this statement, short term agency werkeore lower for relational task-related
and relational non-task related expectations wioampared to regular employees. In addition,
medium term agency workers score even lower thart $&rm agency workers on relational
task-related expectations. Only transactional etgbenis are identical for short, medium term
agency workers and regular employees, while medem agency worker score also equal
for relational non-task related expectations whempgared to regular employees. In sum,
expectations in short term agency workers are ftum transactional expectations, while
expectations in medium term agency workers aresiegwn transactional and relational non-
task related expectations.

The direct supervisor expects less from medium tegaency workers than from
regular employees, because regular employees halebal overview of work and a self-
interest in the fulfilment of high expectations. ekxgy workers are expected to fulfil their
task, while regular employees are expected todebile, willing and following. In line with
this statement, expectations about regular empfogee higher among all three expectation
scales when compared to medium term agency worReatsexpectations about medium term
agency workers are not focused on transactionataapons. Instead, relational non-task
related expectation score highest, while both tetienal and relational task-related

expectations are less important.

4.13. Conclusion Organization C
Given that short term agency workers in Organirat® receive less salary, restricted

financial benefits, no developmental practices, aot allowed to promote within the
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hierarchy and are not participating in group discwss it is concluded with the
predominantly transactional expectations that shemn agency workers are approached
under the quasi-spot contract tending toward tlerinvestment approach.

Medium term agency workers receive the same invassnthan short term agency
workers but expectations are involving similar hiyansactional and relational non-task
related expectations. Therefore it is concludedt thedium term agency workers are clearly

subjected under the underinvestment approach.
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5 Discussion, Limitations and Suggestions
The aim of this investigation was to find eviderioe the statement of Tsui and Wu (2005)
that agency workers are approached with a quasi-spotract or an underinvestment
approach.

In terms of investments, the interviews show thatk content and work environment
is identical for agency workers and regular empésyeddditionally, it is shown that agency
workers are selected to become regular employe#iseobrganizations. Thereby criteria for
selection are indicated in terms of personal gualifon, engagement and good performance
levels. These investments are found in any cliegamization, which was interviewed. In
contrast, among all three client organization thterviews show that investments in agency
workers are restricted in terms of financial betsefdevelopment and promotion: agency
workers receive no financial benefits, are notnedi, and can not promote within the
hierarchy of the organization. Differences betwekant organizations exist in terms of salary
levels and industrial relations. While Organizati@rand Organization C report that agency
workers receive less salary and are not particigaitn group discussions, Organization B
differentiates between agency workers based ontiooed qualification. White-collar agency
workers receive similar salaries than regular eygds and are participating in group
discussions. In contrast, blue-collar agency warkeeceive less salary and are not
participating in group discussions.

In terms of expectations, transactional expeatatere indicated as most important for
both regular and agency workers among all threarorgtions. Further, relational non-task
related expectations are indicated among all tlmemnizations as more important than
relational task-related expectations. Additionatlye expectations about regular employees
are higher among all three expectation scales wbempared to agency workers.
Expectations in regular employees and agency werker highest in Organization B, than in
Organization C and Organization A respectivelyetastingly, the effect of tenure on the
expectations among organizations is only estallisfi@ relational non-task related
expectations: within Organization B long term agemmrkers score higher than medium
term agency workers and within Organization C medierm agency workers score higher
than short term agency workers. Indeed, if the tthmmaof the employment relationship
between agency worker and client organization esm@e so become relational non-task
related expectations more important. Likewise, Wooal qualification affects relational
expectations (task and non-task related). Withigaization B it was possible to show, that
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expectations about white-collar agency workersawee relational (task and non-task related)
when compared to blue-collar agency workers.

Taking all these variations into account, the casion of this investigation is twofold.
Indeed, the categorization of client organizatiomithin the employee-organization
relationship framework (Tsui et al., 1997) resultsthe formulation of evidence of the
statement of Tsui and Wu (2005): agency workerthis sample are approached under the
quasi-spot contract or the underinvestment appraaubng all three client organizations. But
the interviews also show that client organizatiats not simply replace the traditional
commitment and loyalty based employment relatignstith the so-called new employment
relationship (Tsui and Wu, 2005). Instead, intem@en Organization B and Organization C
clearly show that client organizations take carethair agency workers. Organization C
influences the hourly rates of agency workers agtlights thereby the importance of paying
a fair salary toward agency workers. Likewise, mt@vees in Organization B explain that
the offered quality of the agency worker is morgamant than the paid hourly rate. An
agency worker with relevant job experience andghdri salary level is preferred over agency
workers without experience who cost less. In aaldjttenure of agency workers clearly
influences the perspective of client organizati@nganization B reports that agency workers
become more committed and perceive themselves asregular employees, if their tenure
in the organization increases. In exchange, theynaore valued and integrated within the
organization. Likewise, tenure influences the degkrelational expectations (task and non-
task related): the longer the agency worker remairthe organization, the more important
relational expectations become. That is, clientanizations expect more than high
performance levels from their agency workers, wdroain longer in the organization.

In sum, it seems not reasonable to conclude fieitmrganizations develop a pure
economic exchange relationship with their agencyrkess: tenure and vocational
qualification influences the perspective of clieotganizations regarding their agency
workers. During the course of the employment refethip, obligations of both parties
become more extensive and diverse. Although it wak possible to show within this
investigation that agency workers are also appm@dchnder mutual investment and
overinvestment approaches, it is clearly shown tii@nt organizations perceive agency
workers not as a homogenous group, which is inrdecae with Torka (2003).

In addition it was possible to show, that agenaykwis a stepping-stone toward
regular employment: all client organizations irsteample report that qualified and motivated

agency workers are selected to become regular gegsdoof the organization. Importantly,
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interviewees in Organization A and Organization r@icate that agency work is not a
voluntary chosen work arrangement for most agenmkevrs. Instead, it is perceived as a way
to prevent unemployment and not as a way to gatkperiences in diverse work contexts.
Only Organization B reports that agency work migitrease the quality and the experience
horizon of the single agency worker and might tfeeee a voluntary chosen work
arrangement. Again, vocational qualification of #gency workers influences the perspective
of client organizations. So may be its time thatrdl organizations change their perspective
of agency work more generally and perceive it a®e arrangement from which both client
organization and agency worker might profit. Pugftinoth in a win-win situation might
increase the efficacy and effectiveness of cliemganizations more persistently than the

implementation of a pure numerical flexibility cdudver achieve.

Limitations of the study and suggestion for futtegearch:

First of all, the small size of the sample in timgestigation minimizes the generalization of
the obtained results. In addition, the participgtalient organizations clearly differ in terms
of structure and sector which make a true compansiiicult. Likewise, the obtained results

are based on the specific German context regardmency work. It is therefore not

reasonable to assume that the obtained resultst naightically apply to other contexts or

other European countries. Fur future research idesvit seems reasonable to include
organizational factors, such as size, sector and fiolicies, which are similar among client
organizations. In addition, it seems reasonablen¢ttude other European countries which
might differ in terms of laws and organization gleacy work, in order to estimate its effect
on the perspective of client organizations.

Likewise, the recruitment of participating orgaatinn was difficult. Although most
client organizations indicated the economic crasgeason for not participating in the study,
responses during the recruitment phase clearly ghatvclient organizations are sceptical in
reporting and explaining their investments in amxgeetations about agency work. As a
consequence, the participating client organizationight differ in terms of openness and
organizational policies. This could have in turfiienced the obtained results.

In addition, the employee-organization relatiopsinamework as proposed by Tsui et
al. (1997) takes the perspective of the employeithi agency work, the triangular
employment includes the agency workers, the agemwy the client organizations. The
perspective of the employer needs therefore to ib&ledl on client organizations and

agencies. As has been shown, all client organizstinghlight that certain HR-practices, such
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as salary, financial benefits, and training are @efinition obligations of the agency. In
including the perspective of the agency a truegmateation of agency workers within the
employee-organization relationship framework asppsed by Tsui et al. (1997) becomes
possible. Likewise, agency workers need to be deduin order to assess their performance
levels and their attitudinal outcomes as proposgdthe four employee-organization
relationship approaches.

This investigation therefore suggests the inclusid all parties within the triangular
employment relationship in future research acteitiAdditionally, it has been shown, that
tenure and vocational qualification of agency woskenfluences the client organization
perspective. Therefore, investigating differentattmnal groups of agency workers and their
duration of stay within a client organization mighé fruitful to assess differences and
similarities between the treatment of regular erygés and agency workers.

In addition, this investigation assessed the inmgests in agency workers among 7
HR-practices. Although these practices were usefudescribe differences between agency
workers and regular employees, future research tmigbestigate other HR-practices.
Likewise, it seems reasonable to include regulapleyees in future research activities in
order to evaluate their perception about the offdriR-practices. It seems reasonable to
assume that client organizations try to presenhfigdves in a favourable light (also known as
impression management), so that the perceptionamiagement and regular employees about

offered investments might differ.
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7 Appendix
7.1 Interview Schedule and Questionnairein Dutch
Introductie
Kennismaking
Doelstelling interview (inclusief relevantie ondeex)
Anonimiteit
Mogelijkheid aanvullende opmerkingen toe te voegiade interview
Mijn eerste set van vragen gaat over een aantabpslijke kenmerken. Ik stel u deze vragen
omdat onderzoek laat zien dat bijvoorbeeld de #aarde ervaring met uitzendkrachten een
invloed kan hebben op de manier van omgang met. d@aesoonlijke vragen dienen om
achteraf — over de bedrijven heen — te kijken ¢fdarbeeld de aard van de functie een
invloed heeft op de houding t.a.v. uitzendkrachten.
Persoonlijke kenmerken van de geinterviewde
1. Wat is uw functie?
2. Wat is uw leeftijd?
3. Sinds wanneer bent u werkzaam voor ... (naamjbed
4. Hoe lang hebt u ervaring met uitzendkrachteseal niet binnen ... (haam bedrijf)?
5. Hebt u zelf ooit als uitzendkracht gewerkt?
Uitzendkrachten bij ... (naam bedrijf)
De volgende vragen dienen om in kaart te brengerendhoeveel uitzendkrachten ... (naam
bedrijf) inzet.
1. Maakt ... (naam bedrijf) gebruik van
- kortdurig uitzendwerk (enkele uren, dagen of wgke
- uitzendwerk voor een middelmatige duur (enkelkemetot maanden)
- langdurig uitzendwerk (6 maanden of langer ohhatdelijke inzet van een en
dezelfde uitzendkrachten)
2. Zijn er op dit moment uitzendkrachten bij .aédm bedrijf) werkzaam?
a) Zo ja, hoeveel en wat is de procedurele verhmgutlit vaste medewerkers?
b) Voor welke functies worden uitzendkrachten ireg@z
b) Zo nee, waarom zijn er op dit moment geen udkeachten bij ... (naam bedrijf)
werkzaam?
Wat biedt ... (naam bedrijf) aan uitzendkrachten?
De volgende vragen gaan over het personeelsmanageare... (naam bedrijf) voor
uitzendkrachten. Voor de verschillende aspectenkwilvragen wat ... (naam bedrijf) aan
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deze biedt.

1) Selectie

- Zijn er uitzendkrachten die u op termijn een aahnag bij het bedrijf biedt?

- Indien ja, welke uitzendkrachten krijgen een gaasinstelling bij ... (haam bedrijf). Anders
gezegd: aan wat moeten ze voldoen?

2) Financiéle beloning

- Wat is uw indruk: zijn er verschillen in salartissen vaste medewerkers en
uitzendkrachten?

Indien er verschillen zijn: welke en waarom bestaalgens u deze verschillen?

- Zijn er bepaalde monetaire beloningen die uitshd eigen medewerkers krijgen (e.g.,
kerstgeld, eindejaarsbonus)

- Kunnen uitzendkrachten in aanmerking komen vawariciéle beloningen van ... (naam
bedrijf)? (e.g., ‘envelop’ voor verjaardag, bona®rgoede prestaties)?

- Wat is uw indruk: zijn er verschillen in belonitgssen uitzendkrachten? Zo ja, wat zijn
volgens u de oorzaken van deze verschillen?

- Zijn er verschillen in beloning tussen (kijken twaan toepassing is) kortdurige,
middelmatige duur en langdurige uitzendkrachten?

- Maakt ... (naam bedrijf) gebruik van meerdereentdbureaus? Zo ja, hebt u de indruk dat er
salarisverschillen tussen uitzendbureaus zijn?

- Is het weleens voorgekomen dat ... (naam bediigh met de hoogte van salarissen van
uitzendkrachten heeft bemoeid? Zo ja, kunt u Vertelat de aanleiding daarvan was?

3) Monetaire compensaties

Monetaire compensaties gaan over financiéle tegt&wmaengen in bijvoorbeeld werkkleding
en reiskosten.

- Zijn er volgens u verschillen in monetaire comgedies tussen vaste medewerkers en
uitzendkrachten? Indien er verschillen zijn: wedkewaarom bestaan deze verschillen?

- Zijn er volgens u verschillen in monetaire comgares tussen (wat van toepassing is)
kortdurige, middelmatige duur en langdurige uitze@adhten?

- Is het weleens voorgekomen dat ... (haam bedrigfi met monetaire compensaties van
uitzendkrachten heeft bemoeid? Zo ja, kunt u Vertelat de aanleiding daarvan was?

4) Arbeidsinhoud

- Zijn er functies of taken die uitsluitend doorst@ medewerkers en uitsluitend door

uitzendkrachten worden vervuld? Zo ja, welke enro@&
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- Zijn er verschillen in arbeidsinhoud tussen (wa toepassing is) kortdurige, middelmatige
duur en langdurige uitzendkrachten?

5) Arbeidsomstandigheden

- Zijn er verschillen in fysieke arbeidsomstandidée (bijvoorbeeld zwaarder werk,
belastender werk, vermoeiender werk, gevaarlijkerk)v tussen vaste medewerkers en
uitzendkrachten?

- Zijn er verschillen in fysieke arbeidsomstandigéie tussen (wat van toepassing is)
langdurige, middelmatige duur en langdurige uitkeachten?

- Zijn er verschillen in sociale arbeidsomstanddagre (bijv. omgang met vaste medewerkers,
leidinggevenden, integratie in afdelingen of teamsssen vaste medewerkers en
uitzendkrachten?

- Zijn er verschillen in sociale arbeidsomstanddgme tussen (wat van toepassing is)
langdurige, middelmatige duur en langdurige uitkeachten?

6) Ontwikkeling en promotie

- Biedt ... (naam bedrijf) vaste medewerkers mgidedden voor training-onthe- job en, zo ja,
welke?

- Biedt ... (naam bedrijf) uitzendkrachten mogédlgklen voor training-on-thejob en, zo ja,
welke?

- Zijn er verschillen in mogelijkheden voor traighon-the-job tussen kortdurige,
middelmatige duur en langdurige uitzendkrachten?

- Biedt ... (naam bedrijf) vaste medewerkers mgijediden voor opleiding en cursussen en,
zo ja, welke?

- Biedt ... (naam bedrijf) uitzendkrachten mogélgklen voor opleiding en cursussen en, zo
ja, welke?

- Zijn er verschillen in mogelijkheden voor opleidi en cursussen tussen kortdurige,
middelmatige duur en langdurige uitzendkrachten?

- Heeft ... (naam bedrijf) al ooit opleidingen ansussen voor uitzendkrachten gedeeltelijk of
geheel vergoed? Indien ja: Waarom heeft men dihge®

- Biedt ... (naam bedrijf) vaste medewerkers deethjidpeid op een betere of hogere functie?
Anders gezegd: kunnen eigen medewerkers doorgrdeien

- Biedt ... (naam bedrijf) uitzendkrachten de mgkjeéid op een betere of hogere functie?
Anders gezegd: kunnen uitzendkrachten doorgroeien?

- Zijn er verschillen in mogelijkheden betere of gkece functies tussen kortdurige,

middelmatige duur en langdurige uitzendkrachten?
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7) Arbeidsverhoudingen

- Organiseert c.q. organiseren de verschillendeliaigen van ... (naam bedrijf) werkoverleg
op teamniveau? Zo ja, krijgen vaste medewerkergaalde gelegenheid om hun mening en
ideeén te uiten?

- Nemen ook uitzendkrachten aan dit overleg deelfaZgeldt dit voor alle uitzendkrachten
of alleen voor bepaalde groepen (kortdurige, miahdéige duur, langdurig)?

- Wat is uw mening over de inbreng van uitzendkiechn het werkoverleg? Hebben ze meer
of minder inbreng dan vaste medewerkers of misacken andere inbreng (bijvoorbeeld
andere ideeén of meningen)?

- Zijn er ook andere vormen van groepsoverleg.b{naam bedrijf), zoals kwaliteitskringen
of projectteams? Nemen ook uitzendkrachten aandwmeen van groepsoverleg deel? Zo ja,
geldt dit voor alle uitzendkrachten of alleen vbepaalde groepen (kortdurige, middelmatige
duur, langdurig)?

- Zijn ooit (verbeterings)ideeén van uitzendkraohgeimplementeerd en, zo ja, welke?

- Wat is uw mening: dragen uitzendkrachten meemiofder bij aan organisatievernieuwing
dan vaste medewerkers?

- Vraag aan directe leidinggevendemMaast groepsoverleg kunnen medewerkers ook
meningen en ideeén direct en individueel aan dectdrleidinggevende vertellen. Doen
uitzendkrachten dit en, zo ja, wat is de aard van inbreng, kunt u voorbeelden noemen?
Komt deze ‘spontane’ inbreng van alle uitzendkrashdf doen dit alleen bepaalde groepen
(wederom de antwoorden laten zien)?

- Vraag voor directeuren, HR managers of ondernemasgfieden:

- Zijn onder de ondernemingsraadleden ook uitzeaatken? Zo ja, wat is hun inbreng? Zo
nee, heeft ... (naam bedrijf) al ooit geprobeerdutendkrachten voor de OR te werven?

- Zijn uitzendkrachten een thema binnen de OR enjazowelke thema’s betreffende
uitzendkrachten worden er besproken?

Deze laatste set van vragen gaat over verwachtimpenu van vaste medewerkers en
uitzendkrachten hebt.

1) Wat verwacht u van uw vaste medewerkers?

2) Hebt u andere verwachtingen t.a.v. uw vaste meders dan t.a.v. uw uitzendkrachten?
Zo ja, waarom, zo nee, waarom niet (en wat zijnetschillen in verwachtingen)?

3) Verwacht u van alle uitzendkrachten hetzelfdezipf er verschillen in verwachtingen?

Waarom hebt u deze verschillende verwachtingenzijatle ‘oorzaken’?
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Invullen van de beknopte vragenlijsten

a) Verwachtingen vaste medewerkers

b) Verwachtingen uitzendkrachterAt{entie: indien er qua verblijfsduur verschillende
groepen uitzendkrachten worden ingezet, betekémtatlide respondent voor iedere groep —
kortdurig, middelmatige duur, langdurig — één lijglus maximaal 4: 1 voor eigen
medewerkers, 1 voor kortdurige uitzendkrachtenpdr widdelmatige duur uitzendkrachten,
1 voor langdurige uitzendkrachten) moet invull&glgende identieke vragen in identieke
volgorde aan geinterviewde voorleggen. 5-puamkivoordschaal: 1 = helemaal niet mee eens;
5 = helemaal mee eens

Ik verwacht van ... (eigen medewerkers, kortdungeendkrachten, middelmatige duur
uitzendkrachten, langdurige uitzendkrachten) dat ze

1 Knelpunten opsporen (probleemherkenning)

1 Problemen in kaart brengen (probleemherkenning)

1 Informatie inwinnen om afwijkingen te kunnen caisten (probleemherkenning)

1 Nieuwe werkwijze, technieken of instrumenten wglzen (idee generatie)

1 Originele ideeén genereren (idee generatie)

1 Nieuwe oplossingen bedenken voor oude problende® @eneratie)

1 Nieuwe benaderingen bedenken voor de uitvoeringaieen

"1 Efficiént zijn

1 Zorgvuldig te werk gaan

1 Naar perfectie streven

"1 Gericht zijn op planning

] Zich aan de regels houden

1 De kwaliteit bewaken

1 Ervoor zorgen dat het werk op tijd af is

] Collega’s helpen

1 Aanwezig zijn op bijeenkomsten ook zijn deze m@fplicht

"1 Meedenken met de afdeling en ... (naam bedrijf)

1 Bijdragen aan een goeie sfeer

7.2 Interview Schedule and Questionnairein German:
Einleitung
Vorstellung

Ziel des Interviews (einschlief3lich Relevanz detddsuchung)
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Anonymitat

Maoglichkeit fur weitere Bemerkungen besteht am Edele Interviews

Der erste Teil der Fragen bezieht sich auf eings@nliche Merkmale. Ich stelle ihnen diese
Fragen, da aufgrund von Untersuchungen z.B. dieeDdar Erfahrungen mit Zeitarbeitern,
Einfluss haben kann auf die Art und Weise wie manZuitarbeitern umgeht. Personliche
Fragen dienen um hinterher Vergleiche zwischenRmneben zu ermoglichen (z.B. ob die
Tatigkeit Einfluss hat auf die Haltung/EinstelluingBezug auf Zeitarbeiter).

Personliche Merkmale des Interviewten

1. Welche Funktion besetzen Sie?

2. Wie alt sind Sie?

3. Seit wann sind Sie angestellt bei... (Name desdbes)?

4. Seit wann haben Sie Erfahrung mit Zeitarbeitein.. (Name des Betriebes) und seit wann
davor??

5. Waren Sie selbst einmal als Zeitarbeiter tatig??

Zeitarbeiter bei ... (Name des Betriebes)

Die nun folgenden Fragen dienen einen Ubersictichaffen wie viele Zeitarbeiter ...(Name
des Betriebes) einsetzt und wie.

1. Nutzt... (Name des Betriebes)

- kurzfristig eingesetzte Zeitarbeiter (einige $ten, Tage oder Wochen)

- mittelfristig eingesetzte Zeitarbeiter (einige t¥en oder Monate)

- langfristig eingesetzte Zeitarbeiter (6 Monate ldnger oder wiederholter Einsatz)

2. Sind zurzeit Zeitarbeiter bei ... (Name des iBbg&s) angestellt?

a) Falls ja, wie viele und wie ist das prozentugkghaltnis zu festen Mitarbeitern?

b) Fur welche Funktionen werden Zeitarbeiter eisgd?®

b) Falls nicht, warum sind bei ... (Name des Bbe®) zurzeit keine Zeitarbeiter angestellt?
Was bietet ... (Name des Betriebes) seinen Zeitarb@

Die folgenden Fragen beziehen sich auf das Persanalgement beziglich Zeitarbeitern von
... (Name des Betriebes). Bezogen auf verschiedespekte mochte ich Sie fragen was ...
(Name des Betriebes) seinen Zeitarbeitern bietet.

1)Selektion

- Gibt es Zeitarbeiter denen ein befristeter od#yetristeter Arbeitsvertrag in Ihrem Betrieb
angeboten wurde?

- Falls ja, warum wurde diesen Zeitarbeitern eilclser Vertrag angeboten (was sind die

Kriterien)?
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2)Finanzielle Vergltung

- Was ist lhr Eindruck: Unterscheiden sich die Gtelndvon festen Mitarbeitern und
Zeitarbeitern?

-Falls ja, was fur Unterschiede und warum bestetliese lhrer Meinung nach? Gibt es
bestimmte geldliche Boni die ausschliellich festéfitarbeitern zukommen (z.B.
Weihnachtsgeld, 13. Monatsgehalt)

- Erhalten Zeitarbeiter von ... (Name des Betrig¢liesinzielle Boni? (z.B. Geburtstagsgeld,
Zuschlag aufgrund von guter Leistung)

- Was ist Ihr Eindruck: Erhalten unterschiedlichetarbeiter unterschiedliche GehalterBoni?
Falls ja, was sind Ihrer Meinung nach die Grindedfése Unterschiede?

- Erhalten kurzfristige, mittelfristige und langftige (betriebsspezifische Einteilung)
Zeitarbeiter unterschiedlich Gehalter?

- Arbeitet ... (Name des Betriebes) mit mehreremazegeitsfirmen zusammen? Falls ja, haben
Sie den Eindruck, dass Gehaltsunterschiede vorinasidd?

- Ist es bereits vorgekommen, dass ... (Name dégeBes) die Hohe der Gehélter von
Zeitarbeitern beeinflusst hat? Falls ja, konnenndireGrinde dafiir nennen?

3)Geldwerte Vorteile / Finanzielle Ausgleichszalgleim/ Finanzielle Zuschiisse

Unter geldwerten Vorteilen sind finanzielle Zusckgi8eihilfen zu verstehen, wie

z.B. Vergutungen fur Arbeitskleidung oder Anfahdsten.

-Bestehen lhrer Meinung nach Unterschiede zwisé¢kestangestellten und Zeitarbeitern im
Bezug auf finanzielle Zuschiisse?

-So ja, welche und warum?

-Bestehen Ihrer Meinung nach Unterschiede zwiséenfristig/mittelfristig und langfristig
beschaftigten Zeitarbeitern?

-Ist es in lhren Betrieb bereits vorgekommen, déisssich mit den finanziellen Zuschiissen
von Zeitarbeitern beschaftigt haben?

-So ja, kdnnten Sie die Grinde daftr nennen?

4)Arbeitsinhalt

-Gibt es Aufgaben und Funktionen in IThrem Betridie, ausschlief3lich von Festangestellten
oder ausschlie3lich von Zeitarbeitern ibernommenere?

-So ja, welche und warum?

-Bestehen bei ... (Name des Betriebes) Unterschissigiglich des Arbeitsinhaltes fir
kurzfristig/mittelfristig und langfristig beschagtie Zeitarbeiter?

5)Arbeitsbedingungen
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-Gibt es Unterschiede bezuglich der kérperlicherbeftsbedingungen (z.B. schwerer,
belastender, ermudender oder gefahrlichere Arbeitywischen Festangestellten und
Zeitarbeitern?

-Gibt es Unterschiede bezuglich der korperlichenbeftsbedingungen zwischen
kurzfristig/mittelfristig und langfristig beschagten Zeitarbeitern?

-Gibt es Unterschiede bezuglich der sozialen Asbeilingungen (z.B. der Umgang mit
Festangestellten, Vorgesetzten, Integration in Aleteilungen oder in den Teams) zwischen
Festangestellten und Zeitarbeitern?

-Gibt es Unterschiede bezuglich der sozialen Asbeilingungen zwischen
kurzfristig/mittelfristig und langfristig beschaften Zeitarbeitern?

6)Entwicklung und Beférderung

-Bietet ... (Name der Firma) fur seine Festangestelidglichkeiten eines Training-on- the-
job (Lernen am Arbeitsplatz) und, wenn ja, welche?

-Bietet ... (Name der Firma) fur seine Zeitarbeitebdliichkeiten eines Training-on-the-
job/(Lernen am Arbeitsplatz) und, wenn ja, welche?

-Gibt es zwischen den kurzfristig/mittelfristig urdngfristig beschéftigten Zeitarbeitern
Unterschiede in den Mdglichkeiten fur Training-¢reob/(Lernen am Arbeitsplatz)?

-Bietet ... (Name der Firma) seinen FestangestettienMdglichkeiten an Weiterbildungen
und Lehrgangen teilzunehmen, wenn ja, welche?

-Bietet ... (Name der Firma) seinen Zeitarbeitern Migglichkeiten an Weiterbildungen und
Lehrgangen teilzunehmen, wenn ja, welche?

-Gibt es Unterschiede bezuglich der Teilnahmembgkd an Weiterbildungen und
Lehrgéngen zwischen kurzfristig/mittelfristig urahgfristig beschaftigten Zeitarbeitern?
-Hat... (Name der Firma) jemals Weiterbildungen urehigénge fir Zeitarbeiter teilweise
oder vollstandig vergutet?

-Wenn ja: Warum hat man dies getan?

-Bietet... (Name der Firma) seinen FestangestellterMibglichkeit einer anderen Funktion
und/oder die Moglichkeit innerhalb der Firmenhierae aufzusteigen?

-Bietet... (Name der Firma) seinen ZeitarbeiternMigglichkeit einer anderen Funktion und/
oder die Méglichkeit innerhalb der Firmenhierarchigzusteigen?

-Gibt es Unterschiede bezuglich der Mdglichkeit endere Funktion und/ oder die
Maoglichkeit innerhalb der Firmenhierarchie aufzigga zwischen kurzfristig/mittelfristig
und langfristig beschaftigten Zeitarbeitern?

7)Arbeidsverhouding = Industrielle Beziehungen
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-Organisiert bzw. organisieren die unterschiediicidteilungen von ... (Name der Firma)
Arbeitsbesprechungen auf Abteilungs- oder Teamnivea

-Wenn ja, erhalten Festangestellte dort die Gelegjeihre Meinung und Ideen zu aul3ern?
-Nehmen auch Zeitarbeiter an diesen Besprechunggh T

-Wenn ja, erhalten Zeitarbeiter dort die Gelegenhe¢ Meinung und Ideen zu auf3ern?
-Wenn ja, gqilt dass fur alle Zeitarbeiter oder ndir bestimmte Gruppen
(kurzfristig/mittelfristig/langfristig beschaftigtéeitarbeiter)?

-Was ist Ihre Meinung zu den Beitragen der Zeitiebdei den Beratungen? Tragen sie mehr
oder weniger zur Diskussion bei oder haben diead®titer ganzlich neue/andere Beitrage im
Vergleich zu den Festangestellten (z.B. anderenideer Meinungen)?

-Gibt es auch andere Arten von Partizipation he(Name der Firma) wie zum Beispiel
Qualitatszirkel oder Projektteams?

-Nehmen auch Zeitarbeiter an diesen Arten derZaation Teil?

-Wenn ja, gilt das fiur alle Zeitarbeiter oder nurir f bestimmte Gruppen
(kurzfristig/mittelfristig/langfristig beschaftigtéeitarbeiter)?

-Wurden jemals Verbesserungsvorschlage von Zeitarbesingefuhrt oder ibernommen?
-Wenn ja, welche ?

-Tragen, |hrer Meinung nach, die Zeitarbeiter mehoder weniger zur
Verbesserung/Reform/Umstrukturierung des Betriddeesls Festangestellte?

Frage an direkte Vorgesetzte

-Aul3erhalb von Arbeitsbesprechungen kénnen Mitsebdfleinungen und Ideen auch direkt
und individuell an den Vorgesetzten heran trageeigeh Zeitarbeitnehmer das gleiche
Verhalten?

-Wenn ja, von welcher Art sind ihre Beitrage?

-Kdénnen sie ein Beispiel nennen/beschreiben?

-Kommen diese spontanen Beitrage von allen Zeit@rpeoder zeigen sich Unterschiede
zwischen kurzfristig/mittelfristig und langfristigeschaftigten Zeitarbeitern?

Frage an Direktoren, HR Managers oder Betriebsratgheder:

-Sind unter den Betriebsratsmitgliedern auch Zed#er? Wenn ja, was ist deren Beitrag?
Wenn nicht, hat ... (Name des Betriebes) jemals proldeitarbeiter fir den Betriebsrat zu
werben?

-Sind Zeitarbeiter ein Thema innerhalb des Betregles? Und wenn ja, welche Themen
werden beziglich der Zeitarbeiter besprochen?

Diese letzten Fragen haben einen Bezug auf die unwgen die Sie an Festangestellte und
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Zeitarbeiter haben.

-Was erwarten Sie von ihren Festangestellten?

-Haben Sie andere Erwartungen an ihre Festandeatéth Vergleich zu lhren Zeitarbeitern?
Wenn ja, warum, und wenn nein, warum nicht? (und wiaad die Unterschiede in den
Erwartungen?)

-Erwarten Sie von allen Zeitarbeitern das gleidder bestehen Unterschiede beziglich der
Erwartungen an kurzfristig, mittelfristig und langtig beschaftigte Zeitarbeiter? Warum
haben Sie diese unterschiedlichen Erwartungen whche Ursachen sehen Sie dafiir?
Einfullen des Fragebogens.

-Erwartungen an Festangestellte

-Erwartungen an Zeitarbeiter

Folgende identische Fragen, in identischer Reiligafan den Interviewpartner stellen. Die
Antwortskala lauft von 1-5, wobei 1 = stimme gamzl@gar nicht zu und 5 = stimme ganz
entschieden zu.

Ich erwarte von ... (eigenen Mitarbeitern, kurzfgstingesetzten Zeitarbeitern, mittelfristig
eingesetzten Zeitarbeitern, langfristig eingesetZigitarbeitern), dass sie:

"1 Engpasse erkennen

"1 Eine Problemibersicht entwickeln

_J Informationen einholen, um Abweichungen feststella konnen

"1 Neue Arbeitsweisen, neue Techniken oder Instruenkeetausfinden.

1 Originelle Ideen entwickeln.

1 Neue L6ésungen fur alte Probleme bedenken.

"1 Neue Vorgehensweisen entwickeln fur die Ausfihruoig Aufgaben.

"1 Effizient sind.

1 Sorgfaltig ihre Arbeit verrichten.

"1 Nach Perfektion streben.

"1 Ziel orientiert handeln.

1 Sich an Regeln halten.

1 Die Qualitat bewahren.

1 Dafur Sorge tragen, dass die Arbeit punktlichidegestellt wird.

1 Kollegen helfen.

"1 Anwesend sind bei Absprachen/Treffen, auch wenn dasen nicht verpflichtet

teilgenommen werden muss.
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1 Mitdenken im Zusammenhang mit der Abteilung und4dosammenhang mit ... (Name
Betrieb)
"1 Beitragen an einer guten Atmosphare

7.3 Tables

Table 2: Expectations among client organizations regarding category of agency worker
1= Regular employees

2= Short term agency workers

3= Medium term agency workers

4= Long term agency workers

Relational Task- Transactional Relational non-task
Organization related Expectations | Expectations related Expectations | Mean Total
Type employee
Organization A
1 3.9 4.3 4.1 4.1
2 2.5 3.8 2.9 3.1
Mean total 3.2 4.1 3.5 3.59
Organization B
1 4.6 4.7 4.2 4.5
3 2.1 4.1 3.6 3.3
4 4.1 4.7 4.4 4.4
Mean total 3.6 4.5 4.1 4.1
Organization C
1 4.3 4.5 4.3 4.4
2 3.2 4.2 3.5 3.6
3 3.1 4.2 3.9 3.6
total 3.5 4.2 3.9 3.9
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Table 3: Expectations among participantsregarding agency work
1= Regular employees

2= Short term agency workers

3= Medium term agency workers

4= Long term agency workers

Relational Transactional Relational Mean Total
Task-related Non-task related
Expectations Expectations Expectations
Organization A
Company Manager
1 3.6 4.3 4.2 4
2 2.8 4.6 3.2 3.5
Direct supervisor
1 4.3 4.3 4 4.2
2 2.2 3.1 2.5 2.6
Organization B
Direct supervisor
1 4.3 4.5 3.5 4.1
3 2.3 3.7 3.7 3.2
4 4.3 4.5 4 4.3
Manager
1 5 5 5 5
3 2 4.6 3.5 3.3
4 3.8 5 4.8 4.5
Organization C
Plant Manager
1 5 4.9 4.5 4.8
3 2.8 3.7 3.7 3.4
Project Manager
1 4.4 4.1 3.7 4.1
2 2.7 4.1 3.2 3.4
3 2.8 4.3 3.7 3.6
Head of production
department
1 4.3 4.3 4.2 4.3
2 3.7 4.3 3.7 3.9
3 3.4 4.3 4.2 4
Direct supervisor
1 3.4 4.6 4.7 4.2
3 3.1 3 4 3.4
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