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Executive Summary

Over the last ten years we have seen a dramatic increase in the utilization of part-time workers
by the United Parcel Service (UPS). This increase has been coupled with a stunningly high
turnover rate of 150 percent among these workers. This study documents the deteriorating work
environment for part-time workers at UPS and finds that a lack of full-time opportunities, a
pervasive pattern of management mistreatment; and an alarmingly high injury rate are the
primary determinants of the high turnover rate.

Highlights of the study include:

. An overwhelming majority of part-time workers are concerned with the lack of full-time and
promotional opportunities at UPS. Over three-quarters of those surveyed were less than
"satisfied" with the opportunities afforded them to obtain permanent full-time jobs at UPS.

. While many part-time workers are being underutilized by UPS, a significant number of full-
time workers are working more hours than they would prefer. This suggests an inefficient
allocation of labor by UPS management.

. The majority of the UPS part-time workers expressed a clear desire for more consistent work
schedules and greater input into determining those schedules.

. More than forty percent of the part-time workers and the majority of full-time workers
reported that they had suffered one or more work-related injuries in the last five years of their
employment at UPS. The injury rate increased to over 65 percent for those part-time workers
employed at UPS for more than 2 years.

. A significant portion of the respondents expressed the belief that UPS management lacks the
necessary concern for its part-time workforce. Over one-third indicated that top
management's concern for its workers was "poor" or "very poor" while close to a third
reported that they had been harassed by their immediate supervisor.

. . .
Women and people of color at UPS are particularly concentrated in part-time job positions
averaging fewer than 20 hours a week. A third of the female part-time workers reported that
they had been treated unfairly by their supervisors or top management because of their
gender, while a quarter of the people of color reported that they had been treated unfairly by
their supervisor or top management because of their race.

. The primary reasons given by part-time workers for leaving UPS were lack of full-time job
opportunities at UPS, an opportunity for a better job with another employer, mistreatment and
harassment by supervisors and top management, and, for those who with less than 3 months
tenure, not being recalled to work despite being promised a permanent long term position.

. The UPS part-time workforce is extremely young, with an average age of28 years old. At the
same time, 29 percent of those part-time workers who were 40 plus years old reported that
they had been treated unfairly by their supervisors or top managers due to their age.

Worker Turnover and Part-time Employment at UPS+I



Introduction

Over the past several years, the use of part-time labor at UPS has steadily increased. In

1991, there were 124,089 part-time workers representing 50.5 percent of the total workforce. In

1995, 57.3 percent of the total workforce was employed part-time (175,038 workers).! This

signifies a marked increase in the use of part-time labor at UPS. In addition, the UPS workforce

is characterized by an extraordinarily high turnover rate, upwards of 150 percent.:! This

turnover has been especially dramatic among part-time workers.

Given the nature of work at UPS, safety is an issue of paramount concern for the

workers, the company, and the union. Just since 1990, OSHA has documented over 1,300

violations at UPS, one third of which were designated as "serious". UPS pays almost $1

million a day in workers' compensation3 and has an injury rate 2~ times the industry average.4

These safety issues have seriously impacted the work environment of part-time as well as full-

time workers at UPS.

Too often the needs of part-time workers are given less consideration than their full-time

counterparts, despite the fact that these workers, although employed only part-time, have "full-

time" interests in the work environment which they encounter on a day to day basis. Yet, at

UPS, the majority of part time workers are trapped in positions designated to have a

dramatically lower rate of pay than the pay rate for positions held by their full-time counterparts.

The increased use of part-time labor, combined with the unusually high turnover and injury rate

.

.

J Taken from United Parcel Service HRIS reports (1991-1995), provided by the International Brotherhood of
Teamsters.
2 Figure supplied by the International Brotherhood of Teamsters
3 "Facts About. ., UPS and Worker Injuries." Provided by the International Brotherhood of Teamsters
4 Teamster UPS Update, May 5, 1997. p. I
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at UPS, necessitate a careful review of the issues confronting the part-time workforce. This

report outlines the general attitudes and concerns of former part-time UPS workers regarding

these and other issues related to their employment experience at UPS.

Research Method

This research is based on a survey of part-time and full-time UPS workers who left UPS

within the past three years. The survey included a series of questions regarding the workers'

employment experience at UPS and the factors contributing to their departure. The sample was

drawn from membership lists containing addresses and telephone numbers of former part-time

and full-time employees of UPS centers in Maine and Washington State. The lists were

provided by Teamsters Local 340, which represents UPS workers across the state of Maine, and

Teamsters Loca1174, which represents workers in Washington State. These two locals were

chosen because in combination they represent a broad cross-section of UPS employees in both

urban and rural communities.

A sample of391 former UPS workers in Maine and 387 UPS workers in Washington

was compiled from the lists provided by the local unions. Although more than three quarters of

the workers who leave employment with UPS each year are part-time employees, for the

purposes of comparison, we also included full-time employees in both the Washington and

Maine samples. Full-time workers represented 16 percent of the Washington sample and 26

percent of the Maine sample of those who had left employment at UPS in the last three years.

The survey was distributed via mail first to the Maine sample and then four weeks later

to the Washington sample. The initial mailings were followed up with phone calls and post-

Worker Turnover and Part-time Employment at UPS+3



cards to encourage respondents to complete and return the surveys. Computerized data bases

were also used to update phone numbers and addresses whenever possible.

Of the 778 surveys mailed, nearly a third were returned marked "undeliverable" by the

postal service. Of the remaining surveys, 83 of the Maine surveys and 51 of the Washington

surveys were returned completed, representing a response rate of 32 percent for Maine and 20

percent for Washington. The lower Washington response rate is largely explained by the fact

that these surveys were mailed out nearly a month later than the Maine surveys so that there was

a much shorter time allotted for the surveys to be returned. However, this percentage most

likely understates the true response rate of those actually surveyed. In many instances, the

addresses included in the union membership lists were upwards of two years old. Because these

workers had left employment with UPS, many had moved on to seek other jobs or return to

school, leaving no forwarding address with the post-office. Similarly, a majority of the phone

numbers were also found to be obsolete, making follow-up phone calls extremely difficult, if not

impossible. Therefore, given the out-dated nature of the membership lists, it is probable that a

significant number of surveys, though not returned by the postal service, never reached their

,
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intended recipient.

Respondent Demographics

As shown in Table 1, the 134 person sample appears to be representative of UPS' hourly

it
workforce in both Maine and Washington. Twenty-four percent of the respondents were full-

time workers which accurately reflects the representation of full-time workers in the total

:~ population of workers who left employment with UPS in the last three years. Although only 28

Worker Turnover and ParI-time Employment al UPS+4
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percent of the respondents were female, this appears to be consistent with the overall gender

homogeneity of the hourly workforce at UPS. Similarly, although minorities constitute only 11

percent of the sample, it is not unrepresentative considering Maine's predominantly white

workforce and Washington states' significant, but still relatively small, population of people of

color. It is worth noting that none of the people of color worked in full-time positions, possibly

reflecting a lack of opportunities for workers of color to bid for the higher paying and more

secure full-time positions at UPS.

Table 1 also shows the extreme youth of the UPS part-time work-force. While 28

percent of the full-time respondents were over 40 years of age when they left UPS and 84

percent were over 30, only 7 percent of the part-time workers were over 40 and a little more than

a third were over 30. Seventeen percent of the part-time workers were 21 years old or younger

and 45 percent were younger than 26 years old when they left UPS. The youthfulness of the

part-time workforce should not be surprising to anyone who has seen the job requirements for

most of the part-time positions. As reported by several Teamsters we interviewed, the lifting

requirements and the work-pace for loader and sorter positions at UPS are so strenuous that

many workers come to work dressed for an exercise workout in shorts, sweatpants, and sneakers

and have little need or energy for any physical activity outside of their work environment.

Despite their youth, the UPS part-time workers are a relatively educated workforce.

Nearly three-quarters reported that they had at least some college education, while 28 percent

had at least a bachelors degree. In fact, they are more educated than their full-time counterparts,

of whom only 62 percent reported having at least some college educatiQn. Over two-thirds of

~ the part-time employees were married, while over 35 percent had at least one dependent. Thus,

Worker Turnover and Par/-time Employment at UPS+5
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although they tended to still be very young when they left UPS, many had families, making it

more difficult to live on the relatively low wages prescribed for most UPS part-time positions,

and less flexible to seek alternate employment after leaving UPS.

It is particularly revealing to examine the tenure and hours of work of both the part-time

and full-time respondents. As Table 1 illustrates, 25 percent of the part-time respondents

worked for less than three months before leaving their job with UPS, 29 percent worked from 3

to 11 months, 18 percent worked from 12 to 24 months, and 28 percent of respondents worked

for more than 24 months. This contrasts sharply with the full-time respondents, of whom nearly

three-quarters had worked for more than 24 months and only 7 percent had worked for less than

three months before leaving UPS.

As for the total hours worked per week, 21 percent of the part-time respondents reported

that they regularly worked fewer than twenty hours a week, 69 percent worked from 20 to 39

hours, and the remaining 9 percent of respondents worked 40 or more total hours per week while

at UPS. The latter percentage reflects the fact that a significant number of UPS workers are

hired in positions designated at the part-time pay rate, despite consistently averaging 40 or more

hours of work each week. As one respondent wrote in the margins of their survey, many of

these workers have spent years receiving "part-time pay for full time jobs." Similarly, 12 percent

of the full-time employees reported that they averaged between 20 to 39 hours a week. However,

unlike those working in positions designated by UPS to be part-time, they were paid at the full-

.
time rate.

Worker Turnover and Part-time Employment at UPS+6
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Satisfaction with Full-time and Promotional Opportunities

Table 2 describes the attitudes of fonner UPS workers towards their overall employment

experience at UPS. The findings for both full-time and part-time workers make clear that the

majority of fonner UPS workers were only "somewhat satisfied" or "not at all satisfied" with

their jobs atUPS. This is especially true of part-time employees averaging fewer than 20 hours

a week, of whom 38 percent reported that they were "not at all satisfied" and 33 percent reported

that they were only "somewhat satisfied" with their overall work experience.

With regard to part-time workers' attitudes concerning full-time opportunities at UPS,

the results are particularly striking. More than three out of every four part-time respondents

indicated being "not at all" or only "somewhat satisfied" with the opportunities offered to them

to bid for full-time employment. As Table 2 illustrates, this was especially true of those part-

time employees who averaged fewer than 20 hours a week, 59 percent of whom were "not at all

satisfied" with the full-time opportunities at UPS. Furthennore, as shown in Table 3a, the lack

of full-time opportunities was the most frequently selected reason for leaving UPS for all part-

time employees, regardless of total hours worked per week. (Table 3)

There also exists a general dissatisfaction among both fonner part-time and full-time

workers at UPS regarding the lack of promotional opportunities. Forty two percent of all part-

time respondents and 45 percent of those who averaged fewer than 20 hours a week reported

that they were "not at all satisfied" with the possibilities for advancement at UPS. An additional

29 percent of all part-timers were only "somewhat satisfied." This dissatisfaction was constant

across all groups of workers, with only 4 percent ofpart:-time workers and 7 percent of full-time

workers reporting being satisfied with their opportunities for advancement at UPS. (Table 2)

Worker Turnover and Part-time Employment at UPS+-?



The low percentage of respondents satisfied with their opportunities for advancement

into full-time employment at UPS may be explained by the fact that over 40 percent reported

they initially accepted part-time work in anticipation of attaining a full-time position. Another

17 percent of all part-time workers and 24 percent of those who averaged fewer than 20 hours a

week, reported that they were no longer working for UPS because despite being promised long

term employment when they were hired, they were never called back to work after a brief stint

as a temporary or seasonal employee. As one worker wrote,

. . . UPS goes around hiring people, giving them false hope and security. . .
There is an over abundance of packages that cannot be handled with the routine
staffing on a daily basis and therefore extra people are needed. Once the . . .
situation is taken care of then the extras are let go even though they were given
promises of a future with UPS.

Work Schedule and Hours of Work for Part-timer Workers

On average, part-time respondents worked 21.5 regularly scheduled hours per week and

1.8 overtime hours per w,eek.(Table 4) This resulted in an average of23.2 total hours worked

per week for all part-time employees. In contrast, those hired for full-time positions averaged a

total of 43.3 hours each week including 38.6 regularly scheduled hours and 5.5 overtime hours

each week.

Overall, close to 60 percent of all part-time respondents were "not at all satisfied" or

only "somewhat satisfied" with their hours of work. Further, of those who worked fewer than

20 total hours per week, two-thirds reported being "not at all" or only "somewhat satisfied" with

their hours of work. (Table 2)

Worker Turnover and Part-time Employment at UPS+8



This prevalent dissatisfaction regarding hours of work may be explained by an overall

desire by a majority of UPS part-timers to work additional hours. This is especially the case for

former part-timers regularly working fewer than 40 total hours per week. As shown in Table 4,

among respondents who worked fewer than 20 hours per week, 62 percent indicated a desire to

work more hours while none reported wanting to decrease their hours of work . Similarly, 52

percent of the respondents who worked from 20 to 39 hours also indicated a desire to work

additional hours. In contrast, only 26 percent of four full-time respondents indicated a desire to

work more hours while 42 percent reported they would like to work fewer hours. This suggests

that while many part-time workers are being underutilized by UPS, a significant number of full-

time employees are working more hours than they would prefer, pointing towards a need for

UPS to seriously reallocate the allotment of work hours.

Work schedule consistency appears to be a related concern for many part-time UPS

workers. Overall, 29 percent of all part-time respondents and 34 percent of those who averaged

fewer than 20 hours a week reported that their work schedules "often changed" or "always

changed" from week to week. Consistency of work schedule was also a problem for full-time

workers with only 26 percent reporting that their schedules "never changed" from week to week.

(Table 4) It is also evident that a majority of workers desire a greater degree of input in

determining their work schedules. Close to half were "not at all" or only "somewhat

dissatisfied" with their degree of input. This lack of satisfaction was even more pronounced

among respondents who worked less than 20 hours per week. Forty percent of these workers

reported they were "not at all satisfied" with their degree of input into determining their own

work schedules. (Table 2)

Worker Turnover and Part-time Employment at UPS+<)



As shown in Table 3, when asked to choose from a list of25 possible reasons for leaving

UPS, 19 percent of all part-time respondents and a third of those averaging fewer than 20 hours

a week reported that a "lack of consistency with work schedule" was a factor in their decision to

leave their jobs. For those averaging fewer than 20 hours a week this was the third most

frequently chosen reason. In addition, "degree of input into determining schedule" was selected

by 19 percent of respondents averaging fewer than 20 hours a week, making this one of the top

ten reasons for leaving UPS. This suggests an overall desire among part-time workers for more

consistent work schedules, as well as a desire for greater input in determining those schedules.

Satisfaction with Wages and Benefits

The reduced pay rate for part-time positions was a serious concern for many of the part-

time respondents. Thirty-nine percent of all part-time workers reported that they were "not at

all" or only "somewhat satisfied" with their hourly wage. (Table 2) Sixteen percent of all part-

time workers and 19 percent of those who averaged fewer than 20 hours a week reported that the

hourly wage was a factor contributing to their decision to leave UPS. (Table 3) As one part-time

worker described, the reduced wage for part-time workers just compounds the problems created

by the lack of opportunity to bid for full-time hours and the overall lack of job security:

t

[T]he wage difference between part-time and full-time workers. . .now is about
$9.00 an hour. No holiday pay. . .no pension, not much hope for full time
employment, no seniority, and no security."

As shown in Table 2, many part-time workers also expressed dissatisfaction with health

insurance, pension, and paid leave benefits. This was particularly true for those workers who

Worker Turnover and Part-time Employment at UPS+JO



averaged fewer than 20 hours a week, many of whom did not work enough hours, or had too

short a tenure, to qualify for the benefit package available to other UPS employees. Thirty-nine

percent of these workers reported that they were "not at all" or only "somewhat satisfied" with

their health insurance benefits, while 47 percent reported that they were less than satisfied with

their pension benefits, and 41 percent reported that they were less than satisfied with paid leave

time including sick days, vacation, and holidays.

Treatment by Management

Close to half (49 percent) of all part-time respondents indicated that they were "not at all

satisfied" or only "somewhat satisfied" with the treatment they received from their supervisors.

This dissatisfaction exists regardless of total hours worked per week but is especially high for

workers averaging fewer than 40 hours a week. Fifty-two percent of respondents who worked

fewer than 20 hours per week and 49 percent of those who averaged between 20 and 39 hours a

week were "not at all satisfied" or only "somewhat satisfied" with the treatment they received,

while a third of the part-time workers who averaged 40 or more hours a week were less than

satisfied with the treatment they received from their supervisors. (Table 2)

As described in Table 4, this general attitude among former workers may be explained,

in part, by the fact that 32 percent of part-time respondents reported experiencing some degree
II
I
I
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of harassment by their immediate supervisors at UPS. Fourteen percent of respondents stated

they encountered occasional harassment, while 12 percent stated they experienced frequent

harassment for minor infractions. An additional 6 percent of former part-time workers said that

they were "singled out" for harassment by their immediate supervisors. (Table 4)

Worker Turnover and Part-time Employment at UPS +1 I
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As one worker described, this mistreatment by supervisors was both pervasive and

demoralizing:

You really can't [put your] finger on what they did or how they treated you. They
would just keep giving you more work. If you complained it happened more
often. '"

They were never happy with your performance.

Another worker, an ex-Marine, described the treatment he received during training at

UPS as so extreme that he "had flashbacks of Paris Island." Still another claimed that "UPS's

motivation by intimidation on a daily basis at the local level was unbelievable." He went on to

say that the "tactics and head games used [by UPS management] to break down employees

should be illegal."

These complains from former workers are not limited to supervisory management --they

extend to the upper levels of UPS management as well. Forty-four percent of all part-time

workers and 57 percent of those averaging fewer than 20 hours a week reported that they were

"not at all" or only "somewhat satisfied" with the treatment they received from top management.

(Table 2) Overall, 30 percent of the part-time respondents and 38 percent of those averaging

fewer than 20 hours a week reported that top-management's concern for workers was "poor" or

"very poor." An additional 22 percent of all part-time workers and 29 percent of those

averaging fewer than 20 hours a week reported that top-management exhibited merely a "fair"

level of concern for workers at UPS. This sentiment appears to be even more pronounced

among full-time respondents -- only 22 percent rated top-management's concern for its workers

as either "good" or "excellent." (Table 4),

WorkerTurnoverand ParI-limeEmploymenJ01UPS+J2



The mistreatment by both management and immediate supervisors is particularly striking

for women and people of color. Not only are these workers much more likely to be concentrated

in the lowest paid part-time jobs, averaging fewer than 20 hours a week, but they are also much

more likely to experience harassment and discrimination by both supervisors and top

management. As shown in Table 4a, a third of the women in part-time positions reported that

they ha~ been treated unfairly by their supervisor or top management because of their gender,

while a quarter of people of color reported that they had been treated unfairly by supervisors and

top management because of their race.

In the fast-paced and physically demanding work environment at UPS it is not surprising

that older workers also reported harassment and discrimination. Twenty-nine percent of the part-

time respondents who were at least 40 years old reported that they had been treated unfairly by

supervisors and top management. Others reported that they were harassed by UPS management

for union activity. As one worker describes:

r
I
I

When I became active in the union, including activities in union organizing,
management took a lot of work [from] my route, gave it to other air walkers, and
stopped talking to me about a promotion to full-time. They wanted me out and
were ready to use the "hick of work" excuse to lay me off --I left before they had
to -- also for health reasons.

Dissatisfaction with the treatment they received from both immediate supervisors and

i. top-management at UPS appears to be a primary determinant of UPS's high turnover rate.

Twenty-two percent of all part-time respondents, 33 percent of those who averaged fewer than

20 hours a week and 34 percent of full-time respondents cited "overall treatment by supervisors
1

and management" as one of the top three reasons why they left UPS. As one respondent wrote,

Worker Turnover and Part-time Employment at VPS+13



[Management treatment] is probably the major reason for turnover if anyone had
the guts to admit it. Upper management wants these things done before they can
possible be done come hell or high water! Go! Go! Go! Go Go!"

Safety and Working Conditions

Given UPS's poor safety record and the physically demanding nature of their work, it is

not surprising that our research found that both part-time and full-time workers had serious

concerns about the safety and working conditions at UPS. Forty-seven percent of all part-time

respondents said they were "not at all satisfied" or only "somewhat satisfied" with the working

conditions, including safety, which they encountered at UPS. Among respondents who worked

fewer than 20 hours per week, 57 percent were "not at all satisfied" or only "somewhat

satisfied" with their working conditions, while 65 percent reported that they were "not at all" or

only "somewhat satisfied" with the input they had into their working conditions. (Table 2)

As described in Tables 5 and 6,39 percent of part-time employees and 56 percent of full-

time employees reported that they had been injured on at least one occasion during their tenure

at UPS. On average, they experienced 2.1 injuries, missing a mean of 131 workdays for each

injury. The number of total workdays missed, due to all injuries combined, averaged 68

workdays per person for part-time employees and 308 days for full time employees. These

numbers are particularly alarming when we bear in mind that more than half the part-time

workers worked fewer than 12 months at UPS before they left their jobs.

h For part-time employees, the most frequently cited physical injuries were those involving

the hand, arm, and wrist (53 percent). These included repetitive motion injuries such as carpal

tunnel syndrome and "tennis elbow" which came from repeated lifting, bending, and twisting, of

heavy packages and equipment. The second most frequently cited injury for part-time

Worker Turnover and Part-time Employment at UPS+14



employees involved the back (40 percent); followed by foot and ankle injuries (25 percent);

head injuries (13 percent); and leg and knee injuries (13 percent). For full-time employees the

most frequently cited injuries were those involving the back (72 percent) followed by hand, arm,

and wrist; and leg and knee injuries.

Table 6a describes the factors respondents believed contributed most to their injuries.

For both part-time and full-time employees repeated heavy lifting and pressure from supervisors

to increase their workload as the primary factors contributing to their injuries at UPS (48 percent

of part-timers and 61 percent of full-timers). For part-time workers these were followed by

repetitive motion (40 percent), poor workstation design (30 percent), falls or other accidents (28

percent) and the 70 pound weight standard (20 percent). Full-time workers reported that too

much overtime (33 percent) and faulty equipment or machinery (28 percent) also played a major

role in contributing to on their on-the-job injuries

Many of the respondents reported a series of repeated repetitive motion and weight

lifting injuries. One worker reported that she had incurred repetitive motion injuries to both

elbows, similar to tennis elbow from repeated use of faulty equipment aggravated by days when

she was forced to deliver her entire load of packages for the morning on a hand cart, and deliver

them without benefit of a truck, in order to get them all delivered before the 10:30 deadline for

overnight mail.

In addition to these physical injuries, nearly a quarter of both part-time and full-time

employees reported that they had .suffered emotional stress from their work at UPS. For most of

the respondents the stress appears to be an outgrowth of the combination of repetition, heavy

i lifting, constant speed-up, job insecurity, and management pressure and harassment that they

Worker Turnover and Part-time Employment at UPS + 15
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routinely encountered during their work experience at UPS. As workers described the there

was simply "too much work -- too little time!"

UPS upper management has to come to grips with the fact that UPS is not equal
to life. People are human and need to be treated as such. One can only do so
much in one day, but under UPS "routes" and different delivery "schemes":
"Next Day", "Before 8:00 a.m.", etc.: and the amount of different types of
packages, packaging, etc; the chances of getting the job done properly in the
limited time involved is ludicrous.

Table 5 presents a breakdown of reported injuries by type and nature. Each type of

injury (back, head, etc.) was classified as either "degenerative" or "non-degenerative". A

"degenerative" is defined here, as one that results from the continual execution of one's work

duties. Whereas, a "non-degenerative" injury is defined as one caused by a single, isolated

event. For the purposes of this classification, two different components of data were analyzed;

(1) the circumstances of the injury, as described by the respondent; (2) the factors that

contributed to the injury, as indicated by the respondent.

Forty-four percent of all physical injuries reported by part-time workers and 51 percent

of the injuries reporte~ by full-time workers were classified as "degenerative" (an injury that

results from the continual execution of one's work duties.) The other remaining 56 percent for

part-time workers and 49 percent for full-time workers were classified as "non-degenerative" (an

I
j

I
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injury caused by a single, isolated event.) Thus, about half of the injuries appear to be the result

of one-time mishaps, while the other half appear to be caused by the continual execution of

strenuous work duties. At 53 percent, injuries to the hand, arm, and wrist, were by far the most

common degenerative injuries for part-time workers. They were followed by back injuries (40

percent), foot and ankle injuries (25 percent), leg and knee injuries (13 percent) and head

Worker Turnover and Part-time Employment at UPS+J6



injuries 5 (13 percent). The most common degenerative injured reported by full time workers

were back (39 percent) foot and ankle (28 percent), neck and shoulder (22 percent) and hand,

arm, and wrist (17 percent).

Furthermore, the data reveal two distinct trends regarding injury rates. First, there

appears to be a positive correlation between tenure and the injury rate; meaning as length of

service increases, the injury rate also increases. For part-time respondents who worked less

than three months at UPS, there was a 4 percent injury rate; from 3 to 11 months a 33 percent

injury rate; from 12 to 24 months a 71 percent injury rate; and for those who worked more than

24 months, there was a 65 percent injury rate. (Table 6)

Injuries are also noticeably concentrated among those respondents who both worked

more hours per week and were at UPS for a longer period oftime. For example, of those part-

time workers who averaged more than 20 hours per week and were employed at UPS for more

than 12 months, over 70 percent reported having been injured on at least one occasion. In

contrast, there were no reports of injuries for those respondents who averaged fewer than 20

hours per week and who left UPS after less than 3 months of employment. (Table 6)

With regard to<post-injury employment, the data points to an across the board perception

that management is not doing enough to address the concerns and issues of workers returning to

UPS after an injury. As Table 6 illustrates, 42 percent of the part-time respondents and 44

percent of full-time respondents who reported being injured while at UPS claimed that
j

management made "no effort" to accommodate their injuries by changing or adapting work

assignments. An additional 33 percent of part-time workers and 44 percent of full-time

SDegenerative head injuries include headaches and brain damage from repeated exposure to fumes.
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respondents reported that UPS made only a "minimal effort." Only 25 percent of part-time

respondents and 11 percent of full-time respondents reported that their employer made a "good

faith effort" to accommodate their injuries.

Reinforcing this perception that UPS is not doing enough to assist employees, is the fact

that many respondents reported experiencing some degree of pain. in executing their work

assignments upon their return to work. Of all the part-time respondents who reported being

injured on at least one occasion, 75 percent said they experienced "some pain" or a "great deal

of pain" upon returning to work. Among full-time respondents, 89 percent stated that they

returned to work with some degree of pain. Sixteen percent of the part-time workers and 11

percent of the full-time workers reported that they were unable to return to their same job

because of their injury.

For many part-time employees, their injuries were just one more excuse used by

management to justify laying them off or failing to call them back to work. As one worker

describes, "after hurting my back there was no communication or help offered at all. I called

several times but there were never any opportunities."

Sixteen percent of part-time workers and 44 percent of full-time workers reported that

their injuries were a primary reason they left UPS. Others cited repeated heavy lifting and poor

safety conditions as reasons they left their job. Eleven percent of part-time workers and 41

percent of full-time workers reported that heavy lifting contributed to their decision to leave
;

UPS while 11 percent of part -timers and 31 percent of full-timers reported that poor safety

conditions were a factor in their decision to leave. As one worker describes:
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. . .[the] lack of organization in the unloading process is torture on the lumper.
Basically all they want is bulls to move stuff. After a while, people get tired of
brutalizing [their] bodies day after day with no light at the end of the tunnel. I
mean you either have to get willed into a driver position or one has to quit in
order for lower [paid] people to even think about getting a chance.

Conclusion

Over the past several years, the use of part-time labor at UPS has dramatically increased.

Combined with an stunningly high turnover rate of 150 percent, this necessitates a careful

review of the issues and problems confronting part-time workers at UPS. This research

represents an important step in understanding both the current nature of part-time employment at

UPS and the factors contributing to the high turnover rate among part-time employees.

As the data show, part-time workers have an extremely short tenure at UPS, with most

averaging fewer than 12 months of service before they left UPS employment. The part-time

workforce is also strikingly young and highly educated, yet the majority are married and more

than a third are supporting dependent children. While our study found that most of these

workers came to UPS hopeful that their part-time work would turn in to permanent full-time

employment, most le~ UPS extremely unhappy with their work experience and in many cases

very bitter about the way they had been treated by management and supervisors.

For most ofthese workers, the single most disturbing factor about their UPS work

experience was the lack of opportunity for full-time employment at full-time pay rates. Three

out of four of the part-time workers expressed dissatisfaction with the general lack of full-time

and promotional opportunities at UPS. This dissatisfaction was not limited to any certain group

of part-timers; it crossed all boundaries of tenure and total hours worked and appeared to be

rooted in the fact that a significant majority originally accept part-time employment at UPS
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because they were either unable to attain a full-time job elsewhere, or hoped that the part-time

position would lead to full-time employment at UPS.

We also found pervasive discontent among the part-time workforce regarding the

number of hours they worked per week. This discontent was exacerbated by the simultaneous

under-utilization and over-utilization of the workforce at UPS. While the majority of part-time

workers are being underutilized by UPS, over 40 percent of full-time workers are working more

hours than they prefer. This suggests an inefficient allocation of part-time labor at UPS which

reinforces the bitterness that part-time workers feel about the lack of opportunities they have for

more lasting, full-time employment. This is compounded by the fact that many of the part-

timers have been assigned extremely irregular and inconsistent work schedules, in which they

have much less input than they would prefer.

Our study also found that over 40 percent of the part-time workers are dissatisfied with

the working conditions at UPS and many have serious concerns about safety. These concerns

are not unwarranted, given that two out of every five workers reported that they had suffered one

or more work related injuries in the last five years of their employment at UPS. The injury rate

increased to two thirds for those part-time workers employed at UPS for more than 24 months.

By far the most common injuries were degenerative injuries to the hand, wrist, arm, and back

resulting from a combination of heavy lifting, repetitive motion, and constant pressure from

their supervisors to increase their pace and workload. The majority of those injured also
.

reported that upon their return to work management made "no effort" to accommodate their

InJurIes.
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Our findings show that this lack of concern from top management is not limited to post-

injury employment. Close to half of the part-time workers reported that they were dissatisfied

with the treatment they received from their supervisors and top management while 38 percent

reported that they experienced some degree of harassment by their immediate supervisors.

Women, people of color, and older workers in particular, reported that they were treated unfairly

by management at UPS.

Full-time workers too expressed strong dissatisfaction with working conditions and their

treatment by UPS management. However, unlike their part-time counterparts, the majority of

full-time workers at UPS enjoy permanent full-time jobs, with good pay and benefits.

Given the unsafe work environment, the poor treatment by management, and the lack of

opportunities for full-time employment, it is no surprise that the turnover rate among UPS

workers is so high. What is alarming is the apparent disregard by UPS top management of the

high costs that these deteriorating working conditions and job insecurity have wreaked on their

part-time workforce, their families, and their communities. Our hope is that this study will serve

as an impetus for UPS and the Teamsters union to work together to create a safer, more positive,

and more secure work environment for their part-time employees.

I,

.
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Less than 3 months 23 0.25 2 0.07
3-11 27 0.29 3 o.10
12-24 17 o.18 3 o.10
Greater than 24 months 26 0.28 23 o.74

i_iiMtmi~NGmi~aJ.ii~~~.~.lat~:~E~f:jfI!l:~n!m~imJt:)~ j~~~~~~~~~~t~~~j~~~~~f:f:l~~~~~~~~f~~~~f~l~~~~~~~~~~~~~~1~~~~~~~~~~~I~~~~~~I~j~~~~~~~~)~~~~~~~~~~~~;~;~~)1~~r~~~~mt~§~~~~~~~~~~fl~1

Less than 20 21 0.21 0 o.00
20-39 68 0.69 3 o.12
Greater than or equal to 40 9 o.09 23 O.89

lf4Ili1iiwtf@~tfl:fmillf&if~~f.~~~liiI11j§~~i1}~~*I~~fni~~*~~~l~~li~[~~~~i~ili~~~~~~~~i~~~~1I~~i$~~~t11t1~~ i!~~~~~~~~~~~~~~~~~~~~~WI~Thl*iill~mI~~~~~~~~~l~t~~~~~~!~)~~~~~~~~~~~~~~~~~~~lt~~j~~~~~~j~~~~~~i~*~f~I~~~~~~

First 23 0.23 22 O.76
Second 24 0.24 1 O.03
Third 26 0.26 0 0 00
No regular shift 7 O.07 5 0 17
Other 20 0.20 1 o.03

~~_m~llHMHrtlM¥W$HtltI:lHlr¥JgimigM;MHfjm~W%iW ~ili~~~~~~l~lI~~~~l~~~~;~~~l*~tt~~~l~~r~%~~~~~t~l~{~~~tm~~?j~~~~@1~~lllt~§11]jt11Jt

People of Color 11 O.11 0 o.00
African-American 1 o.01 0 O.00
Hispanic 1 o.01 0 o.00
Native American 2 o.02 0 0.00
Asian/Pacific Islander 1 O.01 0 o.00
Mixed Race 6 O.06 0 o.00

White, non-Hispanic 90 O.89 32 1 00

.Nit~p.~m.n&M1Wg@~m~:!!!:&ttm~@M~~lj:~~[:[~!j!tt;.n!;.[!:I~m[@i!:l:!j!i[@!::@!i!t~~!:!~~.~~~~gl~~l~~~l~~~~~~~*~~f:~~*)Wf*~~~m~1i~~~~~~~t~~~~f~~Il~1~l~~l~~i~~I~Jl1~~~~ili]l~1

Male 72 O.71 23 o.72
Female 30 0.29 9 0.28

~:~ar.i._.Hr.~iiif.mNlrlt::mtWm1M%1\m\1%ttrfl@tWr@ri!\f\mmImtm Jttlt~ltrf~W~I$ill~lJ~11t~tt1It~W~j~rtj~g~lf11~~lltjM~iltt§{
Less than 21 17 o.17 0 O.00
22 - 25 28 0.28 0 O.00
26 - 29 18 O.18 5 O.16
30 - 39 30 O.30 18 O.56
40+ 7 O.07 9 0.28

iiilii$.H&mI1!m¥@[!~@tJmmMtttt@II~i!}i!:im)i!nI!IIII!;.fttIMIl@IIlI@IWI;. ~~~~~~~tl~~~~f~~lJ~~~l~~~*!~~~~~~~!~}~~~I~~~~~l~~)~)~l~~~~~~~~~~~~)~)~)~))!~J~))~~~)~;~~~i))~~~)~j~~)~)~~~~r~~r~~~~l~~[[~~~(~~~~~~~~~~~[~~~~~

Never completed high school 1 o.01 1 0.03
High school diploma or GED 16 O.16 10 o.31
Vocational training 9 o.09 4 O.13
Some college 27 0.27 7 O.22
Two-year college degree 21 0.21 5 o. 16
Four-year college degree 26 0.26 5 O.16
Graduate or professional degree 2 O.02 0 0.00

M_~t.Wi~~~~~~~~~~ffi1~~i~~~~~~ili~~1~1~~~~~~l~~~~m~~~~i]~~~li~l~~lf~~~~~~~\m~~~~~~~~\~~!~!~~\~~~lI~~~~~~~li~~f~~~~~Jl~~~l!~~l)))M~I~)l1~i]~~I~~)~~~~~I~~lm~~~~~~~Il~[~fI~~Illt~l~Hl~~~~~~ti~~~~~~1l~~~~~~lli[
Single 33 o.33 21 O.66
Married 68 0.67 11 O.34
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One or more children 36 O.35 16 O.50
No children 66 0.65 16 O.50

Table 1

Page 22



...,\Part':'TimeWol"kers ifiill-T
etJenceiaUilPS .u "., '0C20~.... :2049 >40 A11

0.21 0.38 0.19 0.00 0.23
0.28 0.33 0.27 0.22 0.32
0.29 0.19 0.27 0.56 0.29
0.23 0.10 0.27 0.22 0.16

0.51 0.59 0.50 0.50 0.46
0.26 0.12 0.28 0.38 0.18
0.20 0.29 0.17 0.13 0.23
0.03 0.00 0.05 0.00 0.14

Not at all satisfied 0.42 0.45 0.45 0.13 0.59
Somewhat satisfied 0.29 0.25 0.30 0.50 0.24
Satisfied 0.25 0.30 0.20 0.38 0.10
Very satisfied 0.04 0.00 0.05 0.00 0.07

SourS-iOfWoJ'k
Not at all satisfied 0.23
Somewhat satisfied 0.36
Satisfied 0.32
Very satisfied 0.10

r1lll.ife_frt;{ou~.i$Ct1eaule
Not at all satisfied 0.11 0.65
Somewhat satisfied 0.33 0.13
Satisfied 0.44 0.07
Very satisfied 0.11 0.16

Botfl'i,.fif .'
Not at all satisfied 0.12 0.10
Somewhat satisfied 0.27 0.29
Satisfied 0.43 0.57
Very satisfied 0.19 0.05

Rea1tJ1#insurariCeTbel1ef1ts
Not at all satisfied 0.14 0.28 0.13 0.00 0.10
Somewhat satisfied 0.08 0.11 0.08 0.00 0.07
Satisfied 0.31 0.22 0.31 0.38 0.39
Very satisfied 0.47 0.39 0.48 0.63 0.45

FteriSiorai168nefitS.

"

Not at all satisfied 0.22 0.41 0.20 0.00 0.14
Somewhat satisfied 0.11 0.06 0.14 0.00 0.10
Satisfied 0.40 0.41 0.37 0.43 0.48
Very satisfied 0.28 0.12 0.29 0.57 0.28

!8ldleave4lime
Not at all satisfied 0.16 0.35 0.14 0.00 0.19

. Somewhat satisfied 0.16 0.06 0.22 0.00 0.26
Satisfied 0.35 0.47 0.29 0.38 0.26
Very satisfied 0.33 0.12 0.36 0.63 0.30

Table 2
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Table 2 (continued)

Not at all satisfied 0.28 0.33 0.27 0.11 0.36
Somewhat satisfied 0.21 0.19 0.22 0.22 0.29
Satisfied 0.24 0.33 0.22 0.11 0.10
Very satisfied 0.28 0.14 0.28 0.56 0.26

Not at all satisfied 0.28 0.43 0.27 0.00 0.45
Somewhat satisfied 0.16 0.14 0.16 0.22 0.19
Satisfied 0.31 0.33 0.31 0.22 0.19
Very satisfied 0.26 0.10 0.25 0.56 0.16

f~ijitr::::::::::;$.&Waii.!i!i!@i@m~!i!i!i~!!I@Immm!milInmn[m@tf!!!$:~\!m!!@~Ii!III;mIIm!@!m!!!~m!~!!!~~!m!~:~!~\i~!~~!1!\!:!I!II!:~I:Wimm!~MWiII!~j

Not at all satisfied 0.04 0.10 0.03 0.00 0.07
Somewhat satisfied 0.15 0.24 0.12 0.22 0.10
Satisfied 0.48 0.43 0.52 0.22 0.39
Very satisfied 0.34 0.240.33 0.56 0.45

Not at all satisfied
Somewhat satisfied
Satisfied
Very satisfied

0.20
0.27
0.37
0.17

0.24
0.33
0.38
0.05

0.22
0.24
0.33
0.21

0.00
0.22
0.67
0.11

0.32
0.23
0.26
0.19

jfi:~:::;~:::7.!.tl.r::;!jlij.ai.$.!I:!If;III!mIiiii[!r!!!~:~mI!i!~!J!II!mIIII!J!mII!@@@NJ@Nm!WWI~I}Ilr@IIiI~;i!iiIli!I!i!i!;!::~::r::i~;@ri~!:r!
Not at all satisfied
Somewhat satisfied
Satisfied

Very satisfied

0.25
0.22
0.37

0.16

0.40
0.25
0.30

0.05

0.23
0.22
0.37

0.19

0.00
0.22
0.56

0.22

0.36
0.26
0.26

0.13

'.

.
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lifting Requirements 0.11 0.10 0.12 0.00 0.41
Number of hours worked per week' 0.33 0.43 0.31 0.33 0.34
lack of consistency of work schedule 0.19 0.33 0.15 0.11 0.22
Degree of input into determining your schedule 0.08 0.19 0.06 0.00 0.28
Too much overtime 0.01 0.00 0.00 0.11 0.19
Hourly wage 0.16 0.19 0.16 0.11 0.09
Health benefits 0.05 0.14 0.03 0.00 0.13
Pension benefits 0.04 0.10 0.03 0.00 0.06
Paid leave opportunities 0.05 0.14 0.03 0.00 0.03

Safet of work environment 0.11 0.14 0.12 0.00 0.31
Injuries 0.16 0.14 0.18 0.11 0.44

Promotional opportunities 0.25 0.24 0.28 0.00 0.16

lack of full-time opportunities 0.41 0.38 0.44 0.33 0.16
Discipline 0.01 0.00 0.02 0.00 0.06

Race discrimination b management 0.02 0.00 0.03 0.00 0.00

Sex discrimination by management 0.04 0.10 0.02 0.11 0.00
Age discrimination by management 0.01 0.00 0.02 0.00 0.00

.. Harassment and discrimination by co-workers 0.07 0.10 0.06 0.11 0.00
Overall treatment by supervisors and management 0.26 0.33 0.25 0.00 0.41

Overall treatment b co-workers 0.05 0.05 0.06 0.00 0.00

Conflict with another job 0.17 0.19 0.13 0.22 0.03

Conflict with education or vocational training 0.19 0.14 0.21 0.11 0.06

Conflict with family responsibilities 0.07 0.00 0.09 0.11 0.09
Opportunity for a better job 0.32 0.19 0.41 0.00 0.22
Not recalled to work 0.17 0.24 0.13 0.22 0.19

- ~ -...-.

-. ..~-~
~-

Table 3
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Table 3a

Part-TirhIWorke,.,
C,'

'."';'

.

c'

,c
,,"

>

,.'.'"
..,>:JUt

".,'

1) Lack of full-time opportunities 1) Treatment by supervisors
(0.30) managemenqO.33)

opportunities 1) Number of hours worked per
week, and lack of full-time
opportunities (0.33)

2) Opportunity for a better job (0.24) 2) Not recalled to work, and conflic
with other job (0.22)

TOp 3

2) Opportunity for a better job (0.25) 2) Not recalled to work (0.24)

3) Treatment by supervisors and
management (0.22)

3) Lack of consistency
schedule and lack of
opportunities (0.19)

of work 3) Treatment by supervisors and 3) Inconsistency of schedule,
full-timemanagement, number of hours per excessiveovertime, injuries,gender

week, and promotional opportunitiesb d d
. ..

t
.

h t(0.19)
ase Iscnmlna lon, arassmen

by co-workers, and conflict with

education/training program (0.11).

Full-Time W6tketl
All

1) Injuries (0.38)

2) Treatment by
supervisors/management (0.34)

3) Lifting requirements (0.22)
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singled me out for harassment 0.06 0.05 0.07 0.00 0.03
frequently harassed minor infractions 0.12 0.14 0.09 0.11 0.26
occasional harassment, but not a serious problem 0.14 0.19 0.13 0.11 0.32
left alone 0.07 0.10 0.06 0.11 0.00
most of the time treated in a respectful manner 0.28 0.24 0.29 0.33 0.13
at all times treated in a respectful manner 0.33 0.29 0.35 0.33 0.26

excellent 0.13 0.00 0.13 0.22 0.09
good 0.36 0.33 0.38 0.33 0.13
fair 0.22 0.29 0.18 0.44 0.16
poor 0.14 0.14 0.15 0.00 0.31
very poor 0.16 0.24 0.16 0.00 0.31

Page 27
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Table 4 ...

too few
just enough
too many

0.52
0.44
0.05

0.62
0.38
0.00

0.52
0.43
0.05

0.22
0.56
0.22

0.26
0.32
0.42

never changed from week to week
seldom changed from week to week
often changed from week to week
always changed from week to week

0.25
0.47
0.21
0.08

0.24
0.43
0.10
0.24

0.24
0.49
0.27
0.02

0.33
0.44
0.11
0.11

0.26
0.29
0.29
0.16
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Table 4a

Workplace ~Ijcrlmlrtatiort

Women treated unfairly by management due to gender

People of color treated unfairly by management due to race

Workers over age 40 treated unfairly by management due to age

10

3

2

0.33

0.25

0.29

2

0

1

0.22

0

0.13
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Back 16 0.40 0.25 0.28
FooUAnkle 10 0.25 0.00 0.23
Leg/Knee 5 0.13 0.00 0.18
Hernia 1 0.03 0.00 0.03
Neck/Shoulder 1 0.03 0.00 0.03
Head 5 0.13 0.00 0.13
Respiratory 1 0.03 0.08 0.00
Hearing 1 0.03 0.03 0.00
Vision a 0.00 0.00 0.00
HandlWrist* 21 0.53 0.35 0.18
Emotional stress 9 0.18 0.18 0.00

Total injured employees 40 0.39 0.44 0.56

Workers compensation received 12 0.31
Medical attention received 32 0.82

Irlijll_II'mPmjit.ifffffftmMI:!I!!!!i!I~~:N.ijmfi.itfIItM}pj..@I:II[Q..glm#MWillNM1~'~@ti&,I

Back 13 0.72 0.28 0.39
FooUAnkle 8 0.44 0.11 0.28
Leg/Knee 4 0.22 0.06 0.11
Hernia 1 0.06 0.00 0.00
Neck/Shoulder 3 0.17 0.06 0.22
Head 2 0.11 0.06 0.00
Respiratory 2 0.11 0.06 0.00
Hearing 1 0.06 0.06 0.00
Vision 1 0.06 0.00 0.06
HandlWrist* 9 0.50 0.22 0.17
Emotional stress 5 0.28 0.39 0.00

Total injured employees 18 0.56 0.51 0.49

Workers compensation received 15 0.83
Medical attention received 17 0.94

Table 5

In.rt.~:~J(.:...:..:JIR.iIIIIIItflt!t!@!NI1Nimfi.itIff@Mfpj..ti:JtIIQ..glmffl#.NJ#fUjM1~,ij~~fiK:
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I

*includes carpal tunnel syndrome
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< 3 months 0.04 0.00 0.06 0.00
3-11 months 0.33 0.40 0.32 0.33
12-24 months 0.71 0.75 0.71 0.33

~24months 0.65 0.50 0.70 0.65
Overall 0.39 0.40 0.43 0.56

- -~;o,

Table 6
~

""

InJurlGe atUP$*

Average number of Injuries
Total days missed because of a single Injury
Days you missed because of all injuries combined

1.8
50.9
67.9

1.5
59.1
59.1

1.8
49.0
69.9

4.3
168.7
308.6

Returned to same job with no pain or difficulty
Returned to same job with some pain or difficulty
Returned to same job with a great deal of pain or difficulty
Unable to return to last job, worked a new job with no pain or difficulty
Unable to return to last job, worked a new job with some pain or difficulty
Unable to return to last job, worked a new job with a great deal of pain or difficulty

0.08
0.33
0.42
0.08
0.08
0.00

0.00
1.00
0.00
0.00
0.00
0.00

0.09
0.27
0.46
0.09
0.09
0.00

0.00
0.78
0.11
0.00
0.11
0.00

Employer made a good faith effort to accommodate injury
Employer made minimal effort to accommodate injury
Employer made no effort to accommodate injury

0.25
0.33
0.42

.Above answers ITomrespondents who answered "Yes" to the question, "In the five years prior to
leaving UPS, were you ever injured on the job while working at UPS.

.. Because only one of the injured part-time respondents averaged more than 40 hours a week the
data for part-time employees were collapsed into just two categories.
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0.27
0.36
0.36
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Over 70 Ibs. weight requirement 8 0.20 7 0.39
Repeated heavy lifting 19 0.48 11 0.61
Faulty equipment or machinery 5 0.13 5 0.28
Repetitive motion syndrome 16 0.40 0.5 0.28
Vehicle accident 1 0.03 2 0.11
Ventilator or air quality 1 0.03 1 0.06
Lack of break time 4 0.10 4 0.22
Too much overtime 2 0.05 6 0.33
Pressure from supervisors to increase workload 19 0.48 11 0.61
Poor workstation design 12 0.30 4 0.22
Too much standing still 1 0.03 0 0.00
Too much sitting in one position 1 0.03 0 0.00
Fall or other accident 11 0.28 4 0.22

Table 6a

.'.~.' :?utl~e:>"::
# %
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Table 6a

Over 70 Ibs. weight requirement
Repeated heavy lifting
Faulty equipment or machinery

Repetitive motion syndrome
Vehicle accident
Ventilator or air quality

Lack of break time

Too much overtime

Pressure from supervisors to increase workload

Poor workstation design

Too much standing still

Too much sitting in one position

Fall or other accident

8
19
5
16
1
1
4
2
19
12
1
1

11
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0.20

0.48

0.13

0.40

0.03

0.03

0.10

0.05

0.48

0.30

0.03

0.03

0.28

, ,,<
.t'-.

:"'Full~e; ...

# %

7

11

5

0.5

2

1

4

6

11

4

0

0

4

0.39
0.61
0.28
0.28
0.11
0.06
0.22
0.33
0.61
0.22
0.00
0.00
0.22



0.22 0.15 0.18 0.27 0.50 0.33 0.00 0.23
0.22 0.33 0.41 0.15 0.00 0.33 0.33 0.36
0.30 0.19 0.24 0.42 0.00 0.33 0.33 0.27
0.26 0.33 0.18 0.15 0.50 0.00 0.33 0.14

In ured on theob?
Yes 0.04

No 0.96

total hours WOrked erweek

< 20 hours 0.23 0.19 0.25 0.23 0.00 0.00 0.00 0.00

20-39 hours 0.73 0.73 0.69 0.62 0.00 0.00 0.50 0.11

.::40 hours 0.05 0.08 0.06 0.15 1.00 1.00 0.50 0.88

iii

Table 7
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