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FOREWORD

The International Joint Seminar on Geographical and Occupational

Mobility of Manpower, organised by the Social Affairs Division of the

Manpower and Social Affairs Directorate as part of its programme of

special activities for employers and trade unions, was held at Castel-

fusano, Italy from 19th to 22nd November, 1963. Representatives of em-

ployers' and workers' organisations from 16 Member countries met to

ana17,se the problems of facilitating adjustment to geographical and

ocelvational changes, to discuss their experience and to study the

type of overall programme needed in this field.

The following report contains a summary of the discussions by Dr.

Routh, an introduction by the Deputy to the Director of Manpower and

Social Affairs, the Resolutions adopted at the seminar and a list

of participants. Four preliminary report's prepared for the seminar,

giving the background of the problem and the role of the employers

and the unions in connection with it, are contained in the appendix.

The special case studies summarised in Dr. Routh's report on the

discussions are available in full in a separate "Supplement to the Fi-

nal Report" which can be obtained from 0.E.C.D. on request. The Table

of Contents of this supplement is given at the end of the present report.

0.E,C.D.

Manpower and Social Affairs Directorate

Social Affairs Division

2, rue André Pascal, Paris 16e.
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INTRODUCTION

by

Solomon Harkin

Deputy to the Director of

the Manpower and Social Affairs Directorate and

Chief of the Social Affairs Division

During the nineteenth century the prevailing idea was that of pro-

gress. Optimism was the mood. The population was growing; industrial

systems were expanding; the physical limits of the integrated world

were being widened. Science was discovering new "laws of nature". So-

cial reform movements were gaining confidence in their own ability to

improve the conditions of life for the mass of people and assure great-

er equity for all.

During the last two decades, we have recaptured some of the con-

fidence in progress prevalent in the prior century. We are moving

ahead in our mastery of the physical world and inventing more pro-

ductive methods of developing our economies. And we have added an

important new element Which provides us with more direction for our

efforts. There are now many agreements among nations on many OCOMDMiC

and social objectives by which to gauge the progress we are making.

There is general acceptance of the conclusion that the government has

the responsibility for pursuing policies and providing services which

will contribute to economic growth. In fact the growth target has

been specifically defined in precise mathematical terms for the Member

countries of the 0,E,C,D,: fifty per cent for a ten years' period.

FUll employment is another general guideline for economic policy and

it has been more elaborately defined by the International Labour Or-

ganisation as "full productive and freely chosen employment". Universal

agreement now exists on the need for advancing the living standards

of people and that they benefit continuously from the rising nation-

al output. The advanced nations have a responsibility to share their

output with the people in the developing countries to aid them in at-

taining their economic goals.

But the road toward economic growth, full employment, rising liv-

ing standards, and increased economic assistance to developing coun-

tries, is beset with many difficulties and problems. New policies,

institutions and ways of conduct have to be developed to attain these

ends. These bring with them changes in the ways of men. Everywhere



established patterns of behaviour are being modified or radically
altered or being replaced by new ones. The ways of the past are no
longer adequate. The pressure for change penetrates every walk of
life as the new technical and physical environment and the broad new
objectives begin to affect existing occupational, social and political
systems.

The major task before our societies is becoming increasingly well
defined. It'is to bring coherence and harmony among the beliefs, in-
stitutions and behaviour patterns in a world of change. To achieve
this end older systems have to be re-evaluated and altered and new
ones created. People have to be assisted in understanding the nature
of the new demands and their free and willing co-operation elicited
to assure their adaptation to them. The frictions and tensions caused
by change have to be eased so that there may be a smoother transi-
tion to the new. The challenge is to effect the accommodation to the
change as easily with as little social strife and loss of resources as
possible.

This present seminar deals with two areas of change, namely, the
alteration of the occupational structure of the society and the geo-
graphic distribution of jobs. In dealing with these subjects we are
first called upon to learn about the nature of the changes and then
to define the methods which can be employed to facilitate the process-
es of adjustment to them. The latter has become extremely important
because there is increasing agreement on two propositions. First, the
individual himself is often unable to presare himself or even eace,Iy

to determine on a course of action to effect his change in occupation
or location. In most instances the training must be provided by others
and the movement to new locations requires funds which many do not pos-
sess. These steps can only be taken with confidence if the individual
enjoys the advice of knowledgeable and competent people in posses-
sion of information on the recruiting requirements for different jobs
and locations.

Second, the costs of such adjustments are of such magnitude that
most individuals are unable to shoulder them easily. If they are not
aided by counsel, training and financial maintenance, their quality may
deteriorate, and the dependents may suffer, with subsequent unfavour-
able consequences for the people and the society. Therefore, provi-
sion must be made through organised systems of insurance, training and
services for aiding these persons to adjust to the changes. Moreover,
there is additional justification for such action since the primary
beneficiary of the innovations themselves is the country as a whole.

As for the changes in the nature of jobs in modern industry, it
may be truly said that we are undergoing a revolution. A major shift
is occurring in the type of skills, knowledge and aptitudes required
of people in industry. The effects of this change are being felt in
the factory and offices, and the schools which prepare our young
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people and adults for modern living. Earlier movements toward indus-

trialisation had effected the substitution of the madhine for manual

work, The introduction of "scientific management" accelerated the pro-

cess of stripping the production job of many discretionary functions

and manual duties. The central engineering departments prescribed the

methods of job perforMance. The assembly-line further constricted the

freedom of action of production workero by increasing the degree of

job specification and tying the worker to the pace of the line. In-

creasing mechanisation, greater use of instruments and finally servo-

mechanisms are continuing the process of eliminating manual duties from

the job. The :L1ppearance of the computer has also opened up the op-

portunities for mechanising many types of brain work which had hither-

to escaped the machine age. The production worker, both in the fac-

tory or the office, is being converted into a machine tender or moni-

tor. Conceptual rather than manual skills are becoming the critical

human faculty.

The substitution of conceptual for manual skills in jobs in indus-

try and in the office is taking place at an increasingly rapid

rate. With the practical demonstration of the utility of the new ma-

chines and the continuing decline in the prices of the new equipment,

as well as the wider applications of the newer technologies, the new-

er types of operatives are taking over a larger and larger share of

our industrial jobs. The penetration of the computer into industry is

reflected by the fact that there are probably more than 20,000 now in

operation. Numerically controlled machines are being produced in

larger numbers particularly as the principles are being applied to

new machines. More varied types of servo-mechanisms are being deve-

loped and finding their way into many new industries. In advanced

countries many operations are now automated and in SOMB instances,

entire plants are tended primarily by machine monitors. The last

change is most marked in the chemical processing industries%

The managerial job is also being radically altered. Functional

management which dominates modern industry replaced older types of ma-

nagement where the individual executive performed all functions. With

the acceptance of "scientific management", management functions were

specialised and departmentalised. The main problem was that of co-

ordination of the separate divisions since there was no eagy way to

integrate them. The main challenge was to find a happy combination

of centralising and decentralising procedures so as to harmonise the

work of the specialists. Now with the introduction of systems ma-

nagement we are finding that integration is becoming a possibility.

New skills and staffs are appearing in the form of the operation

research teams and the central information staffs built around the

computer. They are taking over the functions of established groups

of management and whole departments.

The new system of management combined with the radical changes
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in the productions jobs are also leading to a changing relation be-

tween supervision and the production worker. The latter is becoming

more and more responsible both in terms of the value of the equip-

ment and product which he is monitoring and in the amount of dis-

cretion which he is exorcising. The reduction in the size of the work

force, and in the industrial work place, and the improvement of its

quality have reduced the need for as much direct peraonal supervision

as has been formerly present. The old superviaor is increasingly be-

ing shifted to managerial responsibilities and away from direct person-

nel functions.

These changes are therefore penetrating every level of the in-

dustrial system both on the production floor and in the office. In

fact the distinction between the two is being dimmed by the introduc-

tion on the factory floor of many machines, such as the ccmputer,

which are usually associated with the office, and the presence of an

increasing number of technicians and professional persons. The grave

problem faced by management and society is how the present and future

work force is to be adapted to these new job demands. Few question

the wholesomeness of these trends as they will reduce physical demands

had exalt conceptual Skills and assure increasingly pleasanter sur-

roundings. Many of the fears as to the psychological impact of these

new job arrangements disappear under close examination and others

will have to be studied more closely so that the jobs may be design-

ed more nearly in harmony with man's physical and psychological needs.

But the transition to this new job pattern is not likely to be ef-

fected automatically. The change is far too radical in nature. The

emphasis on conceptual skills demands a completely new orientation to

and training for jobs. The change can best be effected.through deli-

berate efforts at training and adjustment.

Concurrent with the above shifts in the nature of job demand

there is also a transfer of jobs to new areas and a new geographical

concentration of work. The location of current plants and offices was

determined by factors which were important to the older industries.

Many were built near rivers to facilitate transport of work; or to

harness water for generating power. When industry was dependent upon

railroad transportation,plants were situated near their depots. The

location of other industries was determined by the site of their raw

materials.

But now there are many new factors at work. Electrical power

can be carr:l.ed cheaply for long distances; air travel has taken over

a sizeable proportion of the passenger and freight traffic. New sources

of energy, such as oil, have favoured the growth of industry in places

which were previously not considered economic. Industries are now look-

ing for places where there is an appropriate labour supply because of

the dhortages in established areas. On the other hand, some newer in-

dustries such as research institutions are locating in areas which
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their professional staffs prefer am mites for their work and families.

/ndustrial complexes are growing up around graduate scientific re-

search institutions so that the new industries are situated in areas

which had not previously been known as large employment centres. The

new complex** built *round the petroleum industry are also located

far from traditional industrial areas. Large new conoentrations have

developed around military proving fields which are usually placed ewe,*

from existing populated centres.

Host of these new mites of mployment have to attract some part

of their work force from outside the particular area. Facilities and'

arrangements have to be made for these shifts. Where tho process is

unguided, the wanderings prove costly and often futile to indivi-

duals. Their efforts may be wasteful. On the other hand the required

labour force may not be asily recruited. A new urgency exists for

the organisation of the labour market both from the point of view of

meeting the mployers' needs for qualified people and minimising the

losses and costs to the potential mployees who need to be guided if

not assisted in these costly geographical movements.

Hidden by these broad classifications is the feet that there is

an unending turnover of plants and companies and work places. The

consummate result of the turnover of work places, jobs and locations

is that men are more and more likely to find that they will have to

make many changes in jobs during the course of their work life. It is

possible that the increasing rata of industrialisation will bring with

it a multiplication in the number of job changes to which the indivi-

dual will have to adapt himself.

We are faced with a completely new concept of the work life. Hen

will no longer have to be prepared for one occupation or one *kill

but many. Effective occupational preparation will provide the indivi-

dual with the ability to move or to be trained for new jobs and to be

brought up to date on the requirements on the very job on Which he is

employed. There will be need for several training periods am men MOTO

from job to job and even during their stay on the same job.

Even the *hitt on an identical job from one employer to another

cannot be effected smoothly without an appropriate induction period to

orient the employee to the different systems of operation. This de-

mand for orientation is likely to be much greater when the employee

=TOM to another locality and may be even still greater when he is

started on a new occupation.

In view of the variety of dhanges and the needs of adaptation to

the altering patterns of employment, the vast challenge is how do we

face up to this problem of occupational and geographical adjustment

of people; how do we reduce the human costs of change; how do we ease

the ihift from one job to another; how are the responsibilities and

costs to be shared; what institutions are to be organised by the so-

ciety, the employer or by the union or the international organisa-

tions to facilitate these dhanges? The objective must remain-the easy



transfer of people from one job to another, in order that the trauma-

tic ffects of unemployment and adjustment do not destroy the quali-

ty or morale of the employee or his dependents and that the loss of

human resources during the transition be reduced as far as possible.

This seminar is concerned with the problems of facilitating ad-

justment to occupational and geographical changes. The Manpower and

Social Affairs Committee of the 0.3.0.D. has invited both management

and trade union representatives of the Member countries to share their

experience of methods of dealing with these issues. The seminar is

designed to analyse the problem, to hear reports on your policies and

xperience in specific situations and in your country, and to obtain

your overall appraisal of the programme needed in this area.

For your further guidance we would like to present to you the ba-

sic policy lines developing within the 0.E.C.D. Which may provide

you with a point of orientation for the discussion of the programmes

of adjustment. We have been concerned with the definition, and the

meaning and content of an "active manpower policy". The trade union

representatives attended a seminar on this question in Vienna in Sep-

tember of this year and a parallel seminar will be held in Brussels

next year for management representatives. Finally, it is likely that

the Manpower and Social Affairs Committee will formulate its own con-

clusions to be submitted to the 0.E.C.D. Council for consideration and

approval.

The basic concepts underlying the active manpower policy appear

to be the following principles. First, the policy seeks through ad-

ministrative measures directly affecting the actual or potential work

force or through economic and structural policies or influences on

private action, to promote the full productive employment of those

willing to work within the framework of a free society with its em-

phasis on the free choice of job. The manpower services and pro-

grammes are to promote the availability, mobility and quality of hu-

man resources to assure the smooth adjustment of people to the chang-.

ing occupational and geographical patterns of employment and to ad-

vance the geographical distribution of such employment in a manner

which is in harmony with national economic advantage and the geo-

graphical distribution of the population. In promoting these objec-

tives the manpower agencies assume the responsibility for advocat-

ing and securing the adoption of OCOMMIde and structural policies

which advance these goals.

Secondly, there dhould be a central manpower agency responsible

for manpower policy. It ihould be responsive to current changes and

informed about medium and long-term developments in the labour mar-

ket so that it may provide adequate counsel to individuals, groups and

the government and initiate policies and programmes designed to ad-

vance the basic goals in the light of these developments.

Third, there Should be an adequately equipped and staffed employ-

ment service for all groups and industries and employers which in
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prepared to aid individuals determine their choice of employment and

able to select the individual for the appropriate job, and is suffi-

ciently informed of job vacancies both in the immediate area and in

other places to serve these people. It should also be prepared to as-

sist employers in defining their labour requirements in realistic

terms to facilitate their use of the employment offices.

Fourth, the community must be prepared to aid employees to ob-

tain the training required for the available jobs.

Fifth, geographical mobility may have to be facilitated by finan-

cial allowances and services.

Sixth, placement, counselling and social aids may have to be

provided to special groups in the community to enable them to qualify

more rapidly for work.

Seventh, the income of the employees and dependents will have

to be maintained during periods of unemployment and training or shifts,

in order to assure the appropriate receptivity to training and a will-

ingness to undertake a course of adjustment and to maintain the phy-

sical and mental quality of the people.

Eighth, some underdeveloped and depressed areas with large la-

bour surpluses may have to be redeveloped in order to provide employ-

ment for the less mobile groups within the area.

Ninth, the training curriculum for educating the young may have

to be revised so that they are better prepared for their work life

experience.

Tenth, the management and unions should develop a comparable set

of programmes within the plant and industry to advance the national

policies.

As we have already indicated, the seminar programme is designed

to bring to light employer and union experiences and views so that

they may be available to the committee in its deliberations. The

present joint seminar will deal with the problems of occupational and

geographical mobility. A seminar is to be held in December in Wies-

baden, Germany, and is to concern itself with the adjustment poli-

cies for rural and foreign migrants into industry. In 1964 there

will be a seminar on the problem of the employment of older workers

and further seminars will be held on other phases of the problem to

promote more understanding and knowledge and to secure the benefit

of the experience of management and unions in these fields.

The present seminar will consider the subject of occupational

and geographical mobility. The discussion of each subject will be

introduced by a general paper prepared by experts in these fields.

They will address themselves to the following types of questions: Do

people move? Are they moving too frequently or at too low a rate?

Is the present movement of people from one job to another or from

one area to another wasteful? Is the movement blind and aimless?

Is management adversely affected by the present unguided system of
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mobility/ Is it proving too costly to the individual and Ws depen-

dents? Who are the people Who are moving? Is movement causing so-

cial discontent? Is the present system of geographical mebility plac-

ing an undue financial burden on some communities? Would there be an

advantage to guide the movement? Who thould pay and provide the

guidance? Who Ahould pay the cost for maintenance of employees and

dependents during adjustment? How Shall training and guidance be ar-

ranged? What people cannot be expected to move and what arrangements

&hall be made for thee Where Should the responsibility for the vo-

cational and geographical mobility be lodged? What role can manage-

ment play? What role can trade unions play?

The individual came studies and country reports will do much

to provide us with insights on how different countries are meeting

these problems.



REPORT ON THE
DISCUSSIONS AT THE SEMINAR

by Guy Routh

University of Sussex



INTRODUCTION

In industrialised society, the production is one of extraordi-

nary complexity. Elaborate machines and a variety of materials must

have applied to them many different intellectual and manual skills

to achieve the desired output. The fact that the ecoaomy is a "go-

ing concern" prevents the problem of co-ordination from becoming en-

tirely unmanageable, but even so its solution requires constant adap-

tation and re-adaptation from those who participate in it. New ma-

terials, new machines, new techniques for their application and new

methods of organisation are constantly emerging, part-cause and part-

effect of a constantly changing pattern of demand for goods and ser-

vices.
This process is conspicuous in the mounting output of the chemi-

cal industry, Whose innovations are having a radical effect on all

other industries as well as on health services and the home. A fea-

ture of this mounting output is that it is being achieved with a com-

paratively small increase, or even a decrease, in manpower. The

fourth plan in Prance envisages a 58 per cent increase in chemical

output with an 8 per cent increase in manpower between 1959 and 1965.

In the United Kingdom between 1959 and 1962, the industry achieved

a 16 per cent increase in output with a small decline in manpower.

Next in rise in output and labour productivity come the metal-

making and metal-using industries producing, inter alia, an increas-

ing range of household durables that have transformed housework and

family life. The chemical and engineering industries together have

had a profound effect on agriculture, combining greatly increased

yields with a massive exodus of manpower from the land.

A concomitant of the increase in wealth in the industrially-

advanced countries has been the rising importance of financial ser-

vices, in particular banking and insurance, and'retail distribution.



There is also evident a high income-elasticity of demangl) for

health-services and education, music and books. Thus technical ad-

vances result in new products, better products and more easily pro-

duced products and, through the resulting rise in wealth, bring about

a changing emphasis of demand. But this is not all: the process of

growth and decay is still further activatd by inter-regional and in-

ternational changes. Coal and iron ore deposits become depleted;

oil and natural gas displace coal; new countries take an increasing

Share of Ship-building and textiles.

Whether present-day social changes are or are not more drastic

than before is a moot point, though it is unlikely that we have any-

thing today whose effects are so disruptive as the conversion from

the domostic to the factory system in the early decades of the in-

dustrial revolution. Railways and steamships each brought their

transformations, While the breakdown of the tribal system in Africa

and the feudal system in Asia have produced profound social changes

in those continents.

It is difficult to compare the magnitude of these changes be-

cause, until recently, the requisite statistics did not exist. The

fact that we take the trouble to collect the statistics today is symp-

tomatic of our changed attitudes to social problems; the degree of

tolerance of privation, insecurity and suffering is much lower today

than it was thirty years ago. PUblic opinion expects governments to

be concerned about such matters; we have the physical resources and

the necessary knowledge (albeit imperfect) to do something about them.

The 0.E.C.D. seminar at Castelfusano in November 1963 was occu-

pied with problems of adaptation insofar as they required the geogra-

phical or occupational mobility of manpower. The delegates considered

four reports(2) and eight case studies and in addition received state-

ments from the High Authority of the EUropean Coal and Steel Commu-

nity, the European Economic Community, the Ccuncil of &trope and the

International Labour Office. There were differences of opinion be-

tween employers' and trade union delegates; there were differences

in viewpoint and emphasis between delegates from different countries.

But a wide area of general agreement is demonstrated in the resolu-

tions that were adopted at the end of the seminar(3). The delegates

stressed the need for and advantages of "efficient and adequate pro-

grammes for facilitating the occupational and geographical mobility

of the working population".

There were certain aspects of mobility that were not included in

the terms of reference, the most important being the mobility of

(1) That is to say, that each rise in real income causes a more-than-
proportionate rise in demand for those services or products.

(2) Appendices 1 to 4 of this report.

(3) Reproduced on page 116.

-18-



industry. International labour movements and the movement out of

agriculture were also excluded. This wee not because one aspect of

mobility was considered to be more important than another, but merely

to diamantle the problem into manageable parts. The 0.E.C.D. pro-

gramme on manpower studies includes subsequent seminars on these other

aspects and it requires no stressing that, in dealing with each as-

pect of tho problem, the other aspects must also be borne in mind.

Indeed, as one of the case studies shows, in Italy it is impossible

to separate tho general subject of geographical mobility from that of

the drift of manpower from the country to the towns(l).

The extent of the problem

If there were perfect adaptation in the labour market, offers of

employment would be exactly matched by the appropr:tate array of dkills

in the right places: the requirements of employers would be antici-

pated by employees and matched as far as possible, and employers would

not make offers that they knew were impossible to accept. In reality,

this degree of quilibrium could be achieved only in a stagnant so-

ciety; disoquilibrium is a characteristic of progress and established

plans are constantly being upset by new developments, Under the im-

pact of change, employers look for labour that is not there, while

unemployed workers hopefully wait for jobs that do not materialise.

Thus in the nine European countries listed on page (126), there

were, in total in 1962, about a million vacancies coincident with over

a million unemployed workers. Whatever the reasons for this fail-

ure to adapt, its cost is obviously enormous: the sum of the amounts

spent on maintaining the unemployed from social insurance funds and

the value of the product foregone by the persistence of the unfilled

jobs. But this is not the end of the story. Employers and workers

adapt their expectations to what they believe to be practicable; the

filling of vacancies itself creates more vacancies by speeding the

execution of business plans and encouraging employers to ask for more

of the sorts of labour (in Skill or place) which they had previously

had little hope of finding. Further, an increase of job opportuni-

ties itself brings forth additional supplies of labour, especially

of married women who do not trouble to register themselves as work-

seekers when there is little hope of finding work(2).

Of course, the cost of adapting the available labour to the re-

quirements of the vacant jobs would itself be very high; indeed,the

disparity between the demands for work and the demands for labour

has its origins in the past, at a time when young people were enter-

ing the labour market without proper education or training, and can

(1) Bee below, page (35).

(2) See Appendix 1, page(121).
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itself be remedied only as part of a long-term programmes. The point

here to be stressed is that, however expensive the programme, it is

unlikely to approach the cost of allowing the present maldistribution

to continue.

In part, we see here a failure of geographical mobility - of work-

ers to move to jobs or jobs to move to workers. In every country re-

presented at the seminar there were regions where employment opportu-

nities were lagging behind the birth-rate or were stagnant or declin-

ing, as well as regions of rapid expansion. An index of these con-

trasts is given by differences in regional levels of unemployment that

sometimes persist over many years. The population of Scotland is half

that of the London and South-Eastern Region of England, yet there are

sUbstantially more unemployed in the former than in the latter(1). In

the United States in 1962, unemployment ranged from 2.8 per cent in

South Dakota to 10.9 per cent in West Virginia(2). Thus it is not

unusual for national development to be delayed by shortages of la-

bour in some areas, while ill others, workers suffer insecurity and

unemployment.

In part, the problem consists of a deficiency of occupational mo-

bility: in particular, a surplus of unskilled workers and a Shortage

of craftsmen. In the United States in 1962, "labourers, except farm

and mine" constituted 5.2 per cent of employed persons but 12.5 per

cent of the unemployed. In the years 1947 to 1962, at worst 6..8 per

cent of craftsmen, foremen and kindred workers were unemployed, com-

pared with 10.9 per cent of operatives and kindred workers and 1419

per cent of labourers, except farm and Mine(3).

For the United Kingdom, additional information is available re-

lating to the occupational distribution of the vacancies notified to

Employment Exchanges and unfilled on a particular day(4). Here again,

employment falls most heavily on the unskilled, with labourers con-

stituting 54 per cent of unemployed men - more than four times their

proportion in the occupied population. For the whole of Great Bri-

tain, in June 1963, there were registered with the Employment Exchanges

324,000 unemployed labourers, for whom there were only 12,000 unfilled

vacancies.

It is disturbing that so many young people are still being re-

leased on to the labour matket with a minimum of sdhooling and little

chance of acquiring occupational skill when there is already a super-

fluity of unakilled labour.

What has so fax been said indicates but cannot define the ex-

tent of the problem. It does not define it because the effects of

(1) See Appendix 1, page (128).

(2) "Manpower Report of the President", U.S. Department of Labor,
March 1963, page 171.

(3) pp. cit., pages 143 and 145.

(4) "Statistics on Incomes, Prices, EMployment and Production", No. 6,
September 1963 (London, H.M.8.0.), page 88 et sec.
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failures to adapt are cumulative: eadh month and each year, a start

is made from a point lower than would otherwise have been reached.

These are not once-for-all losses, but losses that mount and accumu-

late over the years, so that society ten Ok twenty years hence will

still be paying for the lost opportunities of today.

It should be stressed that there is not only a problem set by a

deficiency of mobility: there is also a problem of ixcess mobility.

The hiring and induction of a new worker is an expensive process;when

a worker leaves a job, all sorts of items of technique or special know-

ledge are lost. Yet eight million workers changed jobs in the United

States in 1961, about a third of them more than once(1). Monthly en-

gagements in that year averaged 4.1 per cent of those on payrolls,

while monthly separation averaged 4.0 per cent, so that, on average,

job-changes amounted to almost half the entire number of employers. In

Britain, turnover in manufacturing industries involves between 30 and

40 per cent of the labour force each year. In France, about a fifth

of the labour force is involved in job changes each year(2).

The reasons for changing jobs are multitudinous, but it appears

that .a.minority of :,:the changes can be considered economically or so-

cially sound and that the majority are psychopathological in nature.

In the United States in 1961, only a third of the changes were as-

cribed to improvement in status(3). A positive manpower policy would

therefore entail not only the stimulation of constructive mobility,

but the diminution of mobility that is econoMically and socially des-

tructive.

GEOGRAPHICAL MOBILITY

Labour turnover is a measure of all sorts of mobility except that

between different jobs in the sake flrm. Inter-regional migration,

which accounts for part of this turnover, is itself on a considerable

scale, though, as we have seen, rarely on a large enough scale to di-

minish inter-regional differences in levels of unemployment.

Between 1955 and 1960, 17 per cent of the population of the

United States changed residence between counties and about half of

these had moved not only between counties but also between states.

Of France, Roland Pressat wrote: "The 43 emigration departments which,

together, (between 1954 and 1962) have lost 437,500 inhabitants, are

(1) Appendix 2, Table 2.

(2) Appendix 1, page (129)

(3) Appendix 2, Table 6.
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situated principally in the West in the Massif Central and the

agricultural zones of the North and East. In relative value, this

emigration generally represents from 2 per cent to 6 per cent of the

1954 population The 46 departments with net immigration (total

increase: 1,773,800 inhabitants), are important urban centres....(1)".

In the ten major regions of Great Britain, too, there have been

substantial movements of manpower. While the total employee popula-

tion rose by 9 per cent between 1950 and 1961, the increase varied

from 2 per cent for Scotland to 22 per cent for the Eastern and

Southern Region of England(2).

Superficially, these movements seem to have economic purpose: to

be the actions of economically-motivated people, who naturally wish

to leave declining regions and move to those that have greater pro-

mise. The surprising thing is that the net figures are the result of

massive movements in two directions - people leave contracting areas

for expanding areas, but there is also a flow (though less strong) in

the opposite direction. There is a net movement away from the South

in the United States, but of those Aiving in the South in 1960,

883,000 had been in the North-East in 1955, 1,088,000 in the North-

Central and 519,000 in the West(3). In Britain, too, this two-way

migration is demonstrated. In the year ended June 1962, for instance,

142,000 men moved into employment in London and the South-Eastern Re-

gion from some other region, while 132,000 went in the opposite di-

rection. In Scotland, 32,000 men moved out but 21,000 moved in.

small proportion of each influx might consist of key personnel im-

ported by firms opening new plants in the region; but a very large

proportion must consist of an economically-meaningless shuffling round

of jobs - workers leaving one region and being replaced by similar

workers from other regions.

How are these movements to be explained? Is it possible to har-

ness the immense energy involved so that it may perform a socially

usefUl task?

Appendix 1 reviews the.empirical studies that have been made in-

to geographical mobility and immobility. It appears that there is a

solid core of people - indeed, core may.be too restrictive a term,

since this applies to a considerable majority of the population -

that is almost completely immobile; that, over considerable periods of

time, does not change domicile, industry, occupation or job. On the

average, workers in Britain or the United States may change jobs once

in two years, but this is because a small number of people make many

changes while a large number do not change at all. In the ten-year

period covered by the "Six Cities" study in the United States, the

(1) Appendix 1, page (130).

(2) Ibid., page (130).

(3) Appendix 1, page (131).
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most mobile sample was that in Los Angeles, but even there about a

quarter of those investigated made no job change in the period. In

Philadelphia, 38 per cent of the men and 43 per cent of the women

remained in one job for the ten years. Geographically, "Three fourths

of all men in the six cities who had ever worked at a skilled job

from 1940 to 1950 made no change of employer involving a distance of

more than 50 miles"(1).

In the United States in 1960, 53 per cent of the population aged

five or over were occupying the same house as in 1955. There was et

strong inverse correlation between age and movement, for, while 47

per cent had moved house at least once, in the age group 20 to 29,

the percentage was 73. But, "The high rate of mobility among persons

in their 200 is to a considerable extent a reflection of the fact,

which is sometimes overlooked in the interpretation of migration data,

that normally as Children grow up they leave their parental home, mar-

ry, and establish homes of their own(2).

A considerable portion of what geographical mobility there is can

then be explained by nothing more complex than that when young people

get married, they :like to establish homes of their own. In what cir-

cumstances does the remaining mobility occur? Does it, perhaps, serve

the economic ends of a developing society? The studies reviewed in

Appendix 1 reveal considerable resistance to geographical movement ven

when it seems demanded by economic change. Parnes wrote, vis-a-vis

studies in the United States, "... to a considerable extent even work-

ers who voluntarily change jobs are not really attracted by more de-

sirable jobs elsewhere so much as they are 'pushed out' of jobs that

they find unsatisfactory, and there is no assurance that they subse-

quently will find jobs better than the ones they leave. Most analy-

ses of reasons for voluntary job changes imply a degree of 'calcula-

tion' that'in fact does not exist"(3).

Even the closing down of plants and the decline of localised in-

dustries does not ordinarily overcome inertia. When an International

Harvester plant closed down in Auburn, New York, for instance, Adams

and Aronson found that while 58 per cent of the workers said they

would be willing to leave the community to get other jobs, only 5 per

cent knew of specific jobs available elsewhere. "Most of them just had

a feeling that there were jobs to be found in other communities. Few

workers were able or willing to act on such slim grounds"(4).

Similar cases reviewed in Europe produce similar findings(5).

There are many examples of workers suffering hardship resulting from

(1) Appendix 1, page (135).

(2) Ibid., page (138).

(3) Ibid., page (134).

(4) Ibid., page (137).

(5) Ibid., page (138).
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unemployment and insecurity in preference to uprooting themselves and

going to new jobs in a different region, even though facilities may

be offered for this purpose by governments or employers. Indeed work-

ers in this predioament may very well lack an essential characteristic

for such a change - a feeling of hope and optimism that comes from

the sense that ons is in command of onele own destiny(1).

this, a sense of insecurity, of helplessness, of being Shut out of so-

ciety, may make them cling to the things and associations they know

rather than transport themaelves to a still more alien world. In these

circumstances, government provisions to aid mobility have not been of

muoh effect, for the claimant, to be successful, must as a rule be

out of work and without prospect of obtairing a suitable job locally:

in fact, in that depressed state in whiCh the necessary enterprise

and hien are also certain to be lacking.

Governments and employers strike peculiar difficulties when they

attempt to persuade workers to move. If they succeed, then the work-

ers tend to be much more demanding and less self-reliant than those

who move on their own(2). Jehovah Himself is then not above reproach

and the ancient Israelites were bitterly critical of His agent, Hoses

and, on occasion, even demanded to be returned to their bondage in

Egypt.

Oharles A. Hyers, summary of findings for the United States seems

to have general validity: "Young people seeking their first job and

workers looking for new jobs seldom mike a systematic search of avail-

able job opportunities. They usually Ulm the first job offered.They

hear of jobs most frequently through friends and relatives employed

in the plant, or through random and haphazard visits to plant employ-

ment offices. The public employment service is frequently a last re-

sort for unemployed workers who cannot find jobs in other ways and

for employers with jobs remaining unfilled through other recruitment

channels. The overall impression of local labour markets which emerges

from theme studies then, in one of considerable haphazard and appa-

rently purposeless movement, many imperfections, and a week link be-

tween mobility and the equalisation of net advantages in different

jobs. Host movement appears to be induced by the decline in job op-

portunities in one plant (or occupation, industry, or region) and the

availability or expansion of job opportunities in another, rather than

by wage differentials as such"(3).

We are left with a picture, then, of considerable movement, but

movement that does not conform with an economic rationale. People may

make a psychological adjustment to increased unemployment (which, given

a high level of labour turnover, means longer spells of unemployment

(1) Appendix 1, page (140).

(2) Ibid., page 139.

(3) Ibid., page 123.'
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rather than complete worklessnees) in preference to the physical re-

adjustment of moving to a more prosperous area. This inertia is rein-

forced by unemployment pay whose peyment is not conditional on a

willingness to move, by family allowances and the possibility of los-

ing a subsidised municipal house.

On the other hand, there are at any moment a large number of

people who would prefer to be somewhere other than where they are.

They may wish to join relations or escape from them; to leave the

quiet of a village for the bustle of a big town or, less frequently,

the reverse; or to live near mountains, river or sea. But there are

two prerequisites for a move - a job and a house in the desired place.

Here the importance of informal links (relatives and friends) in the

receiving area dhows itself. Their advice is readily accepted, whilst

that from official sources is regarded with suspicion. In addition,

th personal contacts are of great practical help in getting both

houses and jobs. In particular, employers will often give preference

to relatives of their own employees, who can vouch for the character

of the new man, induct him to the firm and reinforce their own and

his loyalty to it.

Thus net flown accord with economic factors because in areas of

economic growth, new opportunities arise more frequently, and thus the

conjuncture of circumstances that makes a move possible. Families wish-

ing to move to Scotland, A abama or the Midi would, on average, have

to wait longer for a sr ,ble job to turn up than those wishing to

move to South-East Englanh, California or Grenoble.

Some of the studies reviewed in Appendix I throw light on the

human motivations involved in migration; a pilot investigation by the

University of Sussex in Brighton revealed something of the variety of

these motivations; a large-scale study sponsored by the Ministry of

Labour in the United Kingdom should further clarify the problem. A

better understanding is of great importance in policy formation, for

it would enable governments, employers and trade unions to satisfy hu-

man aspirations by assisting people to go where they want to and at the

same time satisfy national economic aspirations by facilitating the

movement of manpower to those places where it will be most productive

An active manpower policy must, of course, look at all relevant as-

pects of the problem: as well as the mobility of labour, the loca-

tion of industry, the location and expansion of cities, and population

policy.

Discussion on the a.er on Geo ra hical Mobilit of Man ower

Mr. Solomon Barkin(1) commented on the apparent paradox of the

(1) Deputy to the Director of Manpower and Social Affairs and Head

of the Social Affairs Division, 0.E.C.D.
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inflow of workers into a depressed area. Was it not possible that this

phenomenon, demonstrated in Table 4 of Appendix 1, would be luci-

dated on further analysis? In depressed regions there might be areas

of growth within which certain skills would be in short supply and

have to be imported from other areas. An analysis into individual

areas and specific akills might dhow the paradoxes to be less iharp.

The studies showed that there are certain types of people in any com-

munity who are more willing to move than others. Home-owners moV

less frequently, young people and single men more frequently. Pro-

fessional management people in the United States WWI very frequently,

whereas in EUrope they move much less. Thus certain people need more

assistance to mobility than others.

Mr. R. Clark(1) introduced a distinction that was subsequently to

occasion much discussion: that was, between voluntary and involuntarY

mobility. Involuntary mobility was a subject that demanded the closest

attention. It has been said that professional worxers are more mo-

bile by tradition than manual workers. If we look at why professional

workers move voluntarily, we might be able to explain why manual work-

ers do not. He suggested that mobility was a habit formed in student

days - students generally attended univevsities away from home and

travelled during their holidays, thus becoming acquainted with other

people and other places. In addition, after qualification, they moved

in less restricted circles than manual workers. Their future was se-

cure; they moved as opportunities presented themselves. Their housing

problems were more or less settled for them when they moved, because

invariably it was to a better job: a step up. This habit would in

due course be passed on to their children. By contrast, manual work-

ers knew very little about areas or industries outside their own.

These two instances displayed a very clear difference between volun-

and involuntary mobility.

Mr. Panajiotis Papadimitriou(2) cited international migration as

an example of involuntary or enforced mobility. In this case, the mi-

grant was forced to move by lack of employment in his own country.The

country from which they came hoped they would return one day, better

trained, better skilled. If this did not happen, a country such a

Greece, would be forced to remain an agricultural country.

Mr. Claude Vimont(3) also took up the theme of the two sorts of

mdbility. In France, there had been voluntary migration from the

(1) Secretary, North-Midland Regional Advisory Committee; official of
the Amalgamated Engineering Union; representing the British Trades
Union Congress.

(2) Member of the Administrative Committee, Greek General Confedera-
tion of Labour; General-Secretary of the Chemical Industry Workers'
Federation.

(3) Deputy Director, Nntional Institute of Demographic Studies, Paris.
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centre to the north or east, without many problems. Then forced mi-

gration followed, in particular from the collieries, to the same re-

gions to Which others had gone voluntarily. The involuntary move-

ments were characterised by resistance and ill-humour. Voluntary mi-

gration was often accompanied by hopes of promotion, Which might be

disappointed but still nabled a worker to leave a region without re-

gret. In the case of forced migration, on the other hand, the work-

man had the impression of a demotion and a deterioration in his posi-

tion. When it was necessary to move workers, careful psychological

preparation was needed to avoid these negative reactions.

Dr. Hans Reithofer(1) stressed that the trade unions supported

geographical mobility of manpower only When it was impossible to bring

jobs to the workers. It was better to create new enterprises in de-

pressed areas than to expect workers to move. There was a problem of

loss of rightss when an Austrian mine-worker moved he lost pension and

other social rights and it was important to remedy this. The paper

had suggested that priority dhould be given to workers who had to

move in the allocation of housing, but this might,cause conflict with

workers already in a developing area who lacked a proper dwelling. Er

Harkin queried the preciseness and usefulness of a distinction between

voluntary and involuntary mobility. While voluntary migration was the

movement of a person on his own initiative, there were various possi-

ble meanings for involuntary migration. The implication of the speak-

ers was that migration is involuntary if a person has lost his job

and had then to think of moving to another area to get another - but

people who indulge in voluntary, migration might be in the same posi-

tion. Again, the distinction they had in mind might be that the vo-

luntary migrant is a person Who has a job, but who nonetheless goes

into another region, leaving a job he already possesses - but what if

he anticipated that in any case he would lose his job in a month or

two? The distinction would have to be Sharpened up if it were to be-

come meaningful.

Mr. Vimont replied that he was considering the very special case

of a worker who is informed that he can no longer be employed in his

present place, but Whose employer offers him another job in a differ-

ent region. This he would define as involuntary migration.

Dr. Walter Schlotfeldt(2) defined geographical mobility as the ca-

pacity of a person to AMMO from one part of the country to another.

We should adk if a given worker is able to move, then define the rea-

sons for which movement was desirable, after which it would be much

easier to find ways to induce him to move. While certain things could

(1) Department for Labour Market Policy, Austrian Federation of Cham-

bers of Labour.

(2) Deputy Head of Division, Confederation of German Employers Orga-

nisations.
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be learnt from a study of the statistics, the more fundamental re-
quirement wae to discover why one worker was mobile and another was
not.

In reply, Dr. Routh referred to the large-scale inquiry being
conducted in the United Kingdom by the Ministry of Information's So-

cial Survey Division(1). Mt. Vimont had mentioned a similar inquiry
projected by the Institut National d'Etudes Dilmographiques for France.

It was to be hoped that other countries would follow suit, for from

such studies we might learn the characteristics of mobile as against

immobile people. It was dangerous to rely on hypotheses, however plau-

sible they might be, unless they were based on facts or supported by

empirical research.

He agreed with Mr. Clark that wider education would increase mo-
bility. Most workers were incredibly ignorant about conditions in the

next town, let alone other parts of a country or other countries. In

these circumstances, it was understandable that they would rather stay

where they were than make a change they might regret. One way to
make people more mobile, then, would be to educate them about their
own country. Televieion had already done much to widen horizons and
could no doubt do much more. School-children might be taken to visit
different parts of the country as part of their school curriculum,
and in these and other ways something might be done to remedy the

acute problem of ignorance of opportunities and ot other regions.

But moving oneself and one's family was an extremely costly busi-

ness so that, if reliance were to be placed on economic inducements,

the gain in pay would have to be proportionately great. This condi-
tion was often realised in the case of professional people, who look-

ed forward to personal promotion as a means of ascending the income
ladder. A move was generally associated with some quite substantial
rise in income which might in itself be equal to the entire year's
income of a manual worker. By contrast, manual workers did not usual-
ly look forward to promotion as a means to higher income - they ex-

pected rather to progress with their group through collective bargain-

ing. But as real income rises, moving costs would become a smaller
proportion of income so that one might expect mobility to increase.
H. agreed with Mr. Vimont on the importance of psychological prepa-
ration. Indeed, the process should be begun very far back by educa-

ting people to the attractiveness of their own country.

Like Mr. Barkin, Dr. Routh saw logical difficulties in distin-

guishing between voluntary and involuntary mobility. If we feel for

whatever reasons that it is desirable for workers to move from one
area to another, then we are faced with the problem of making them
want to move - Mt. Vimont's psychological preparation. This is some-
thing in which the trade unions might be expected to participate much

(1) See Appendix 1, page (141).
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more that they do. If an employer or govrnment official suggests a

move, the reaction was likely to be hostile; if the suggestion comes

from a worker's own organisation, in which he has confidence, it is

likely to be more sympathetically received. But the trade union atti-

tude, as Mr. Reithofer remarked, was that it was in some sense wrong to

expect workers to move and in some sense right to bring jobs to the

workers. There was great merit in this argument - industries nowadays

were much less dependent on location - but it is still none the less

true that a multitude of people do want to move from whatever area they

find themselves in, for a multitude of reasons, and this the trade

unions might help to do without in any way infringing the rights of

those of their members who prefer to remain where they are.

Mr. Papadimitriou had referred to international migration and,

though this was outside the terms of reference of the seminar, it was

worth noting that in it one saw the problems associated with internal

movements greatly magnified. There were big incentives to internation-

al migration: more regular employment and higher pay that might result,

in annual income being more than doubled, better social services and

education for the children. Thus workers were prepared to make extra-

ordinary sacrifices in order to move. As a result, it was harder to

persuade workers to move from Wales to Birmingham than to travel the

thousands of miles from Pakistan or the West Indies to Britain. The

flow was a matter of the relative levels of development of two countries

and whether it would be reversed depended on the economic progress of

the country of origin.

In seeking ways to facilitate mobility, it should be remembered

that there was already a good deal of mobility that was economically

and socially undesirable. In the form of labour turnover, this was a

problem confronting nearly every employer.

CASE STUDIES

Recruitment of staff for the newly

established steel industry

Oxelösunds Jarnverk (Sweden)

reported by Mr. Bertil Liljeqvist(1)

Mr. Liljeqvist reported on what was in effect a combined operation

by management, trade unions and government in establishing a new steel

plant.

In October 1957, the Swedish government bought out the half share

of Griingesbergsbolaget in a large mining concern within the Arctic

circle. The company decided to invest this money in the enlargement of

(1) Director, Oxelbsunds Jarnverk.
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Oxel8sunds Jarnverk, on the Baltic, into a complete ironworks for the

manufacture of heavy steel plate. 500 million Swedieh crowns were to

be used for this purpose(1). This ntailed considerable additional in-

vestment (by the company, the State, the Commune and private people)

in housing, public utilities, schools, harbours, parks, sports grounds,

business and administrative centres.

A joint planning committee was formed of representatives of the

community and the company, who had to plan for an increase in popula-

tion of Oxel8sund from 6,500 in 1957 to between 13,000 and 14,000 in

1964. These included additions to service trades as well as the com-

pany's employees and their families. Planning was rapidly and satis-

factorily completed, with the co-operation of government and trade

union officials, and conetruction began almost at once.

But the recruitment of conetruction workers itself required care-

ful planning so as not to disrupt neighbouring economic activity. For

this, another joint body was created, with representatives of the com-

pany, the local authority, the government employment agency, building

contractors and construction workers. At the same time, the local

emplOyment service was strengthened, its main teak being to channel

national labour reserves to OxelBsund, in co-operation with employment

services in areas with a surplus of manpower.

There are no legal obstacles to the mobility of manpower in Scan-

dinavia and a number of carpenters were recruited in Finland, by co-

operation between the Swedish and Finnish employment services. In ad-

dition, when shortages of carpenters or other specialists occurred, un-

dkilled labourers were trained, mainly in courses financed by the State,

to fill these jobs.

Table 1 shows the growth of population and housing in the years

1955 to 1962, with the planned or projected increase for the period

1963 to 1965. To date, the company has invested about 25 million

Swedish crowns in this community project, and the government and com-

munity about 70 million.

With the enlargement of the steel works, 1,300 workers and 600

salaried employees were recruited for production work, again with the

co-operation of the company and the employment service. Recruitment

was focussed on areas suffering from unemployment. In order to recruit

suitable men, great pains were taken by the company to build up accu-

rate job descriptions and job profiles. A thorough examination was

made of every newly-employed person, combining the consideration of

written and oral references, interview, test and medical examination.

(1) 5.18 crowns equal $1.00.
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Table 1

Number of inhabitants and production of homes 1956 - 1965

Year
Popu-

lation in
thousands

Increase
in the
popu-
lation

Increase
due to

removal

Excess
of

births

Produe-
tion
of

homes

Produc-
tion

per 10C
inhabi-
tants

1955 6,042

1956 6,297 250( 4.5%) 200 50 88 35

1957 69573 276( 3.7%) 196 55 86 31

1958 7,054 481( 7.9%) 428 53 528 110

1959 8,371 1,317(18.4%) 1,235 82 441 33

1960 10,007 1,636(19.5%) 1,557 82 421 26

1961 11,654 1,647(16.4%) 1,482 155 464 28

1962 12,518 864( 7.4%) 705 163 473 60

1963( ) 13,000 500( 4.0%) 350 150 (250)

1964( ) 13,450 450 300 150

1965( ) 13,840 390 240 150

(m) Estimated.

An exercise of this sort required both geographical and occupation-

al mobility of the new recruits and the company conducted an elabo-

rate training programme.

Measures to aid geographical mobility

Recruits were brought to OxelBsund from all over Sweden:

from
Per-

centage
of'
newly

employed

Number
of

inhabi-
tants
in the
area

Relative
coeffi-
cient

3 . 1 x105
2

1 2 3

ea No. I the province of Bader-
manland where OxelUsund
is situated

ea No. II surrounding the province
of Sadermanland and con-
sisting of six provinces

ea No. III consisting of twelve
southern provinces

ea No. IV consisting of six
northern provinces

ea No. V outside Sweden

29%

32%

14%

24%

I%

250,000

2,300,000

3,500,000

1,200,000

11.6

1.4

0.4

2.0

100%
_
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The National Labour Market Board has been authorised to grant

travelling allowances, 'family allowances and starting allowances to

workers who move to a new place to obtain work. The conditions are

similar to those laid down in most countries: that the worker is un-

employed (or, in Sweden, if the employment service considers he is

likely to become unemployed in the near future) and unlikely, in the

opinion of the employment service, to get work in the immeduate fu-

ture in or near his place of residence, and that the move is neces-

sary for reasons relating to the labour market. The worker may re-

ceive a railway return ticket to enable him to attend an interview and

a single ticket to enable him to take up the new job, with an allow-

ance for expenses if the journey takes more than three hours. He

may also receive a grant towards the expenses of moving family and/or

furniture. If, because of lack of accommodation, he cannot move his

family immediately, family allowances are payable for a maximum pe-

riod of nine months, with the &mount being reduced by a third every

three months.

Family allowances may be granted in the form of:

(a) Rent benefit equivalent to not more than the actual rent

paid for the dwelling occupied by the family in the place

the worker has left, including the cost of heating.

(b) Family benefit for the wife/husband of not more than &Kr.

140 a month.

(c) Family benefit for children or adopted children under 16

years of age amounting to not more than S.Kr: 45 monthly per

child.

(d) A housekeeper allowance &mounting to not more than S.Kr. 140

a month, on condition that no family benefit is granted for

the wife and that the family breadwinner is living together

with his own or his wife's children or adopted children un-

der 16 years of age.

In addition, a starting allowance may be granted to encourage un-

employed persons to move to places where there is a shortage of man-

power. As from 1st July, 1963, this amounted to 500 S.Kr.

Mt. Liljeqvist cited the following cases to illustrate how these

allowances were applied and the circumstances in Which the moves were

made:

Case A

L., 56 years, armourer, with. 30 years experience principally at

electrical power plants in different places in the north of Sweden,

2-4 years employment in each place. The building of a number of elec-

tricity services having been completed, L. had to move to another
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district to obtain employment. H. got in touch with the employment

service in his home town which proposed employment in OxelBsund. The

family has a family dwelling. Compensation for moving expenses has

been paid to an amount of S.Kr. 670.

Case B

V., 51 years, carpenter and boss, 30 years of occupational experi-

ence. Born and raised in an area suffering from unemployment in North

Sweden near the Finnish frontier. The family has 7 children. Moved

already in 1951 to Mid-Sweden, where the tamily lived for 4 years.The

family had adaptation difficulties and returned to their native place

on their own initiative. V. could not support his family any longer,

was unemployed during the winters of 1957 and 1958. Received benefit

from unemployment insurance fund and was employed on public relief

works. Had to move to Southern Sweden to earn a living. In the summer

of 1958 he got employment again in OxelUsund through the employment

service. In January 1959 he obtained family dwelling. The family likes

being in OxelOund, does not want to return to their native place. 2

sons have been employed by Oxelasunds Jarnverk. Family allowance and

compensation for moving costs have been paid to an amount of 3,138:50

Sar.

Case C

W., 44 years, marriedswith 2 children under 16. Employed as a

chrometanner at a leather factory in Valdemarsvik near NorrkBping from

1931 to 1960. When the enterprise was closed down, he was unemployed

after 29 years of service and could not remain in his home district.

The employment service arranged a visit to OxelOsunds Jarnverk to see

the ironworks. W. got interested in the establiShment and was appoint-

ed on 9th May, 1960, as aa assembler. Obtained a family dwelling. Was

transferred to the steel works 4 months later. Will receive on-the-

job-retraining for more Skilled tasks. Starting allowances and compen-

sation for moving expenses have been paid to an amount of S.Kr. 550.

Case D

F., 47 years, married, 17-years old twin daughters. Has worked

as a factory and construction worker in Dalecarlia. Unemployment pe-

riods in the winter. In November 1959 the employment service arranged

employment for him as a construction worker in OxelUsund. Family dwell-

ing in December 1960, Through the employment service F. has obtained

further training in armouring and cement-grinding. One of his daugh-

ters attends a training course to become aa office .clerk. Starting al-

lowance and family allowances have been paid to an amount of 2,658.69

Sar.
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Case E

Jo, 40 years, was for many years an unakilled construction la-

bourer living in an area suffering from unemployment in South Eastern

Sweden. He is married and has 4 children. Was unemployed in the

autumn of 1959 when he was offered employment in Oxelasund by the em-

ployment service. H. was used to being unemployed for longer or

shorter periods during the six winter months. Since March 1962 J. is

being retrained to become a carpenter with the co-operation of his

employer, the Labour Market Board and the Board of Vocational Train-

ing (MY). According to calculations, the course will be completed

at the end of this yearc During the first 7 weeks of the course-

period a training allowances was paid out by the County Labour Board.

J. has not yet found a dwelling. The following pUblie grants and com-

pensation have been paid:

S.Kr..
Journey to OxelOsund 48

Subsistence allowance 9

Starting allowance 300

Family allowance. . 2,620.85

Training allowance from
the County Labour Board 1,159.10

Hourly allowance from KOY 279.50

Total 4,416.45

Discussion

Mr. Ifiljeqvist was asked whether workers did not feel uprooted

on moVing to Oxel5sum4 what techniques were used to inform workers in

neighbouring provinces of the vacancies; whether houses were built

by public authorities or the company. It was remarked that the re-

sults of the exercise were most encouraging, an index of its success

being the lowness of labour turnover. Other questions related to the

status of recruits - whether they included workers who were already in

employment - and the role of the trade unions.

Hr. Liljaqvist replied that all recruiting had been done through

the National Labour Market Board, the recruits being people who were

unemployed or who came to the Board's offices wiahing to change jobs.

The company did not advertise, but its plans were known all over Swe-

den. Visitors flocked to the town and everyone who wanted to see

what was going on was shown around. No one was hired until he hid come

to see for himself,.often with his wife and family.

A sociological study was in constant operation to determine re-

actions to what was being done; both the community and the company

tried to correct anything that was shown to be going wrong.



Apart from fivt or six apartment houses and a few villas, hous-

ing was done through the Government scheme through which loans were

available. These were augmented by the company in certain cases.

Rather than by letter, decisions were made an problems solved by

discussion, with representatives of the community, the National La-

bour Market Board and the trade union. All did their best and an ope-

ration that might have caused a revolution was performed smoothly and

satisfactorily. The co-operation that had been achieved had been most

illuminating.

Trade union assistance to workers migrating from

the south to the north of ItalY

reported by Guido Baglioni(1)

Although rural-urban migration was excluded from the terms of re-

ference of the seminar, it was felt that much, could be learnt Agro-

mg other foris of geographical mobility and occupational mobility by

consideration of the Italian case, where virtually all forms of man-

power mobility co-exist in concentrated form. The major movement is

of all sorts of labour from the south to the north. This "internal

emigration", as it is called, is a major aspect of the current econo-

mic, social and cultural transformation of Italy. It has reached to-

tally unexpected proportions, finding Italian society unprepared for the

estimation and solution of the problems it involves.

Population changes between 1951 and 1961

in thousands of inhabitants

Regions Natural
Growth

--

Actual
Growth

Emigrational ( -)
or

Immigrational(+)
movement

-...,

North-West....

Centre-East

South and Sicily

323

1,169

2,656

1 352

812

884

+ 1,029

- 457

- 1,866

Italy 4,148 3,048 - 1,100

(1) Of the Italian Confederation of Trade Unions (C.I.S.L.).
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The essential causes of this population movement are the xtraor-

dinary development of the Italian economy, primarily in the industrial

areas of Zombardr and Piedmont, and the development of social aspira-

tions and cultural levels in rural areas, and generally in the de-

pressed areas of the south. The first of these causes has fundamen-

tallY ohanged the distribution of mployable but unemployed manpower

in the depressed areas: traditionslly, particularly between 1880 and

1930, excess Italian manpower emigrated abroad, but more recently emi-

gration abroad bas become much less significant than migration within

the country.

There is in fact a substantial difterenoe between emigration in

the past and the present "internal migratioe(1). The first was a

flight from hunger, whereas the second is - or tends to be - a calcu-

lated exodus. At the root of the decision in a belief that therein no

chance of progress at home, owing to the structural inadequacy of the

society, whereas elsewhere in the country a more highly-evolved so-

ciety offers better chances of advancement to all.

A characteristic of thin internal migration is that most emigrants

leave home not mimply to improve their income or to find steady works

they turn their backs on the place in which they were born and grew

up, without any intention of returning, because they are convinced

that elaewhere they will find a better society, more capable of satis-

fying the expectations and needs that all men today experience in common.

The features of this movement are as follows:

(a) Other areas are involved besides those traditionally depress-

ed. The movement cannot be regarded as normal manpower mobi-

lity, because many workers emigrate without solid guarantees

of finding work and without possessing the necessary cultu-

ral or occupational preparation for their urban and indus-

trial integration. Further, migration in many cases is no

longer determined, an in the past, by absolute necessity,

with the migrant still considering his home as the place

where he would like to live, if only a job - even with a mo-

dest wage - could be found there.

(b) The reasons for emigration to the industrial areas of the

North are both economic and otherwise. Quite a sUbstantial

amount of agricultural manpower in the North itself migrates

towards the towns, in spite of the fact that unikilled la-

bour in industry earns less than labour in the primary sec-

tor. In this case, an in others, extra-economic motives pre-

vail, particularly amongst the younger generation. This fact

(1) For a more detailed examination of Italian emigration abroad, see

F. Alberoni and G. Baglioni: "Strutture e forme dells migrasioni
italiane esterne", in "Studi di Sociologia", I, 3, July-September, 1963.
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is further confirmed in that agricultural manpower in, the

South migrates to the North not in quest of work in agri-

culture, even where employment in farming would offer con-

crete advantages, but rather in search of work in the se-

condary and tertiary sectors, and almost invariably set-

tles in towns or in the suburbs of large oities.

(c) Elligration from the South to the industrial areas is (as

stated) generally for good, and therefore involves entire

families, although the men or the head of the family may

mike the experiment first.

(d) The settlement of large numbere of immigrants in zones of

their election has been substantially peaceful, so much no

that the oases of anti-social behaviour amongst immigrants -

so frequently enlarged upon by the daily press - may be

considered as pathological.

What has been said so far makes it possible to make some speoi-

fie remarks concerning the process of integration of immigrants:

Generally speaking immigrants adapt themselves, or rather inte-

grate, quite rapidly and easily - even those from economically and

socially less volved areas - thanks to their frequent awareness and

acceptance of the wey of living in the new community. This does not

mean that there are no integration problems: the now oommunity holds

more problems for the immigrant than his former community, and em-

ployment is based on vite other criteria than in the country. How-

ever, many forces operate to take the drama out of integration, the

immigrant himself strongly desiring to intgrate.

The traditional "immigrant" - up-rooted, unhappy, and wishing he

were back home - im not very frequently encountered in the present mi-

gratory movement within Italy. Integration problems are essentially

structural, rather than cultural: such organisational problems as

finding a place to etey initially, finding a place to live, finding

suitable work, the necessity of obtaining occupational training, trans-

port facilities between home and work, etc.

These are certainly important'problems, but which do not seem to

affect the immigrant's hopes, particularly as conditions were fre-

quently worse where he came from..

The fact that these are the main characteristics of internal mi-

gration does not mean that there are no immigrants Who have not in-

tegrated, and who are not prepared to accept what is implicit in the

way of living in the North: these are found in all categories -

clerks, labourers, men, women, town or country dwellers, etc. - who

are in this situation for purely contingent reasons, individual incli-

nation, or disillusionment through having faced particularly trying

circumstances. It may be asserted, however, that they are not always

those who have encountered the greatest difficulties, or who are the

least comfortably housed on the fringe of cities, or who can feel that

they are discriminated against.
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Mt. Baglioni went on to nunciate the policy of the Demooratio

Union towards migration. The Union had adopted an unequivocal policy

while the larger part of public opinion was still astoniehed and up-

aet by the magnitude of the movement. The Union's attitude is cha-

racterised by full acceptance of the migratory movement, in that it

favours the improvement of the balance of population and resources

throughout the country.

The Executive Committee of the 0.1.8.Z. exproesed this attitude

when.it atated that manpower mobility was not bad in prinoiples it

is an aspect of the economic development of the country. This does

not mean that it cannot *leo assume "pathological" forme and proceed

at an excessive rate, to the injury of the individual and of the

entire system, and therefore that it can be left to itself. It means

eimply that great care must be taken in any action concerning an oc-

currence Which is in general beneficial, and that the mthods and

forma of action must be carefully xamined*

In recent years, the unions have been Of great assistance to the

immigrants in connection with the occupational and contractural vi-

cissitudes in the industrialised areas. The circumatances have been

as follows;

(a) Pull employment in the industrial areas has strengthened

th unions and favoured the immigrants because of the ab-

sence of the traditional conflicts concerning options on

available jobs, whinh would certainly have affected the

felings of the native-born and immigrants towards ach other;

(b) Present activity in the collective agreement field in Italy

has greatly improved the situation of non-agricultural work-

ers, and the fact that the Democratic Union has adopted

the factory level as the most ouitable agreement level means

that it is in a position to prevent or remedy specific si-

tuations of discrimination and xploitation in Which immi-

grants may find themselvem;

(c) Vigorous and frequent union aotion in the renewal of col-

lective wage agreements or the establishment of fdctory

agreements, has enabled immigrants to become familiar with

and understand the principles which govern labour relations

in industrial areas. For some immigrants, this action has

resulted in the attainment of positions of note and respon-

sibility within the factory and the community.

In all probability, the phase during Which the unions faced the

immigration problems with much good will but without concrete or spe-

cific policies is about to close and a second phase is approaching in

which the unions, at least in the major immigration areas, will begin

to establith lines of action and to provide the instruments necessary

for their pursuance.
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This relatively new situation already exists in Milan, on which

tens of thousands of emigrants have converged in the last two years, and

where the Democratic Union has recently re-oriented its work to take

into account the requirements and problems of immigrants, particular-

ly from the South.

The essential criteria involved are:

(a) That the immigrant problem coincides with a series of other

prOblems ourrently faced by the city of Milan: town expan-

sion, public transport inadequacies, need tor the moderni-

sation of pUblic offices, schools, sanitation and health fa-

cilities, etc.

This moans that a policy epcifically designed to deal with

the immigrant problem is lees indicated than an overall poli-

cy of modern and harmonious development, designed to take

into account the requirements of both immigrants and "na-

tives". This therefore involves the responsibility of the

local authorities, who must rationalise and intensify their

action to suit the rapid expansion of the city and environs;

(b) That there are problems coming directly within the scope of

the union. The union must exert pressure on the local au-

thorities in respect of the requirements outlined in (a)

above, ath must meet a variety of new situations in respond-

ing to the expectations of the immigrants.

An "immigration offioe" was threfor formed recently by the

"Unione Sindacale Provinciale" for the benefit of union mem-

bers in all categories, Which has the task of examining general and

speoific situations and of determing the union action required. The

action necessary is then to be undertaken not by an "ad hoc" grouplbut

by existing union structure, Which may however turn to the "immigra-

tion office" for information and assistance.

Organisation along these lines is justified by the fact that it

is not practicable to add new structures to existing union structures,

and that it would be a mistake to deal with immigrants by other means

and through individuals other than those looking after the interest

of all the other workers.

The project will be given six months (June-December 1963) to prove

its value. The working programme laid down for this test period is as

follows:

I. Identification of pliblic and other bodies already directly en-

gaged in protecting the material and other interests of im-

migrants; contact with these bodies, to inform them.that the

union also intends to take up the problem, and to learn what

is in fact being done.

II. Complete documentation concerning immigration into the Milan

Province.
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III. Identification of all committees, consultative or deliberative,
and communal and provincial boards dealing with immigrant
questions, on which the C.I.S.L. may or may not be represent-
ed, to determine whether or not a special delegate should
be appointed for adequate representation in this particular
field.

IV. Direct contact "with horizontal or vertical union organisers
who have probleme connected with immigration for a preliminary
study of the situatioe.

V. Contact with welfare workere, the personnel of local adminis-
tration offices, and the organisations dealing with immigra-
tion, to ascertain possible future fields of action.

VI. Contact with the provincial union offices in emigration areas
to find out emigrants' requirements.

Now we must ascertain the nature of the internal migratory move-
ment itself; the resources available or created to deal with it (whe-
ther used or not); the tendencies and attitudes of the authorities
and other bodies concerned with the problem, and what they are ictu-
ally doing.

It will then be possible to pass on to a second phase, in which
the forms of aotion will be decided according to the picture of the
situation that has developed:

(a) Action coming directly within the scope of the union against
infringement of social legislation and contractual agree-
mente, for occupational training, etc.

(b) Action entrusted directly to employers and welfare;

(c) Action obtained indirectly by uaon pressure on local autho-
ritis (hygiene, sanitation, housing, schooling, etc.).

The typical procedure in this second phase will be to tackle local
situations singly, finding the right remedy for each case in co-
operation with other trade unions, area secretaries (horizontal struc-
ture), shop stewards, and persons possessing administrative, economic,
or sociological training and willing to assist the union.

At the time of writing, the first phase has only just been
launched, so that it is not yet possible to esttmftta the value of
the project, or to see what changes may be necessary for the success
of what will certainly be a most significant experiment.

Discussion

Dr. Routh commented on the fact, described in Mr. Baglioni's pa-
per, that in Northern Italy the exodus of agricultural manpower to the
towns takes place despite the fact that the pay of those concerned



is lower in the towns than in the country, and asked whether there

had been any inquiry to test the motivations of those who move to the

towns in these circumstances. The Italian xperience was of unusual

interest because it seemed to be taking place without much opposition

from the old inhabitants of the towns, whereas in other countries new-

comers often ran into trouble in their contacts with the natives, and

also because of the sympathetic attitude of the trade unions. In some

countries, it had been found difficult to persuade migrants to join

unions, and difficult to persuade the unions to admit them to skilled

jobs.

Mr. Papadimitriou commented on the great efforts made in Italy for

the development of the south and asked whether the influence of this

on south-north migration could be discerned? He was interested, too,

in the measures that had been taken for the training of unskilled ru-

ral manpower.

Mr. Milano put forward the view that migration out of agricul-

ture was not for higher income but for different conditions of life.

He adked Mr. Baglioni to comment on the reforms relating to job-seek-

ing and job-finding whose effect would be to pass over part of this re-

sponsibility to the unions rather than keep it in the hands of the

government. Would this change be useful, and to whom?

Mr. Barkin asked whether the establishment of the Immigration Of-

fice by the "Unione Sindacale Provinciale" in Milan was thought neces-

sary to overcome part of the gap in public and private services, or

to compete with them?

Mr, Baglioni, replying, agreed that the move from agriculture in

the north to the industrial regions was a surprising phenomenon. The

sacrifice of income did not occur in the south, where agricultural in-

comes were much lower, but in the Po Valley agricultural productivity

was amongst the highest in Europe. Comparisons Showed that, in the

north, the pay of agricultural workers was above that of unskilled

workers in industry. His own researches north of the Po river showed

that the cost of living in agricultural areas was lower than that in

the towns, so that even if there had been a parity of money wages,

agricultural workers would have been better off. At first, the agri-

cultural worker joins the pendulum movement, moving to and from be-

tween town and home, and so incurs extra transport costs. Although,

since 1955, agricultural workers do not have their wages augmented by

payments in kind, they do get free houses. Despite these facts, the

exodus from this rich agricultural region continues. The life of the

peasant is identified as a mode of life entirely different from urban

life, and is now rejected. NO acceptable new profile has yet emerged.

On the question of discrimination, the initial antagonism of the

natives tended to disappear when they found that people from the south

did not differ much from themselves. Sometimes it might emerge as a

reaction to a housing Shortage - young couples from the south might



have five children and before long they might have ten. In Genoa

and Milan immigration had been fairly evenly distributed over the

years but in Turin it had been more difficult to cope with beoause

much more concentrated.

The policy of the International Confederation of Free Trade

Unions was that workers ghould have freedom of choice. The duty of

the unions was to assist them, whatever that choice might be. No ob-

stacles had been raised by the unions in Italy to their obtaining

employment, and in some establiehments they wre actually in the ma-
jority. In the main, they did repetitive work that did not entail

much responsibility and so hastened the promotion of non-immigrants.

To Mr. Papadimitriou, he replied that the rationalisation of

agriculture in the ..outh had the initial effect of speeding up mi-
gration. Because of the magnitude of the movement, it was impossi-

ble to operate training schemes specially for migrants. Training real-
ly began at school, and the school system and subsequent training fa-

cilities were the same for migrants as for others.

He agreed with Mr. Milano that income differences were not a ba-

sic eause of migration; it depended on a complex of social factors.

It seemed that migration would continue for some time to come:in the

present phase, family migration was following the initial movement

of the males. While experts might go from the north to the south
to help in development, the trend from south to north continued. At
present 30 per cent cent of the active population was in agricul-
ture, and there would be further reductions in this proportion, not

a return from the secondary and tertiary sectors.

Mr. Pietro Bernasconi(1) gave an outline of his research into the

"pendulum movement" to which Mr. Baglioni had referred. The Indus-

trial Association of Lombardy had begun research in 1952 into the na-
ture and magnitude af the movement of workers between their homes
and places of work. In co-operation with public and private enter-

prises, railway and trolley-bus services, they had investigated the

movement between centres of attraction and centres of repulsionahere

was a daily movement of 237,000 people into Milan, Sesto Elan Giovan-
ni, Monza and Legnano, the main force of attraction being exercisd
by Milan. Of the 181,000 entering Milan, by pUblic transport 128,000

lived in the Province of Milan and the rest in neighbouring pro-
vinces. An. additional 85,000 people reached Milan in their own means
of transport. Milan was also the greatest centre of repulsion, with

17,500 leaving each day to work outside the city.

The high cost of housing in Milan had discouraged people from
seeking houses there, so that a third of those who worked in the ci-

ty came in as part of the pendulum process, and this absorbed a high

proportion of those who lived in neighbouring municipalities.

(1) Industrial Association of Lombardy.
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Company re-location as experienced in the United States

reported by John Liegey(1)

Mr. Liegey described the experience of W.A. Grace in relocating

the company's northern plant in the south of the United States. The

company employs between five and six hundred employees i the chemi-

cal industry, operates four manufacturing plants in the United States

and\ maintains a headquarters staff office in a separate location. Two

plants are in the North East, one in the South East and one in the

Middle West. The company manufactures plastics, with applications in

the food and packaging industry. From the time when the product

emerged from the laboratory ten years ago, sales have grown to $30

million a year and are still growing substantially. Workers are re-

cruited within a small radius of the original plant in the Northsand

as the company grew their skills were developed. These workers were

used as the nucleus for foreman-level jobs in the new locations.

The study concerns a decision to relocate the company's large

northern plant in a less costly area of the country and, by so doing,

to take advantage of the long-term savings to invest in expanded plant

operations so as to manufacture a newly-developed productm The presi-

dent of the company explained his thoughts to his top management,

after which management teams or committees were formed with specific

responsibilillss to study various aspects of the operation. The In-

dustrial Relations specialist studied the human problems involved and

was in addition an ex officio member of each of the other committees,

with a duty to ensure-Mective co-ordination.

About two months were spent in this way, during which complete

secrecy was maintained concerning the purpose and nature of the stu-

dies. Amongst top management itself there was a faction, native to

the area, who strongly opposed the move and sought alternative solu-

tions. However, the weight of evidence produced by the studies point-

ed clearly to a relocation at or near the site of the southern plant.

During the course of the studies conducted in the field of in-

dustrial relations, many hours were spent searching out the experience

of other companies in the United States who had gone through a ma-

jor geographical relocation. Much knowledge had been gained in the

textile industry but few studies had been reduced to writing and, as a

result, the company involved had to be sought out in each case and

reliance placed on the memories of those involved.

In addition, few companies were faced with similar economic fac-

tors. The textile industry was declining in the North with automa-

tion as a factor, as well as antiquated physical facilities. These

(1) Industrial Relations Director, W.R. Grace Overseas Chemical Divi-

sion.
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factors obviously were not factors in our growing chemical company.

Competition was, however, and the economics of getting the product

to the market profitably was the forceful factor. A strong urvi

on the part of the President to consolidate and centralise his ope-

rations and to effect the various economies of size in a given area

was the secondary factor. Coupled, these factors were sufficient to

bring about a decision to relocate.

The weight of other company experience dictated that before an

announcement was made to employees, a well defined approach Should be

prepared for presentation to them in order to avoids the costly mis-

take of contusion and panic. Employee backgrounds and personal his-

tories were categorised, and a common denominator was arrived at for

each of the levels of employees. The approach used for workers ob-

viously could not be used for clerical staff, nor could the approach

used for clerical workers be used for management employees. And so,

different programmes were laid out and the requirements of each

group thoroughly considered prior to the announcement of the move and

presentation of the company's plan to execute the move. It may be

well to remember at this point, that a long time lapse would be ne-

cessary between the time of the announcement and the effective date

of the move. It was, we generally felt,that we could not attempt to

build a plant and a central office location and keep this activity

quiet. The best estimate of completion of the physical layout in the

new location was eleven months, though as it finally worked out, this

could have been longer and there would still have been sufficient

time to complete or carry out all the plans and programmes that had

been developed.

The various groups of employees were called together for a meet-

ing and a talk by the President. All on the same day meetings were

scheduled. Management, clerical, and workers' meetings in which the

President discussed the business climate were commonplace in the com-

pany and, hence, when the actual meetings on relocation were sche-

duled, little if any suspicion was aroused. As each meeting was

held, those in attendance were requested not to discuss the subject

with employees in the other groups. It was emphasized that they

should hear the story direct from the President - much was to be

gained industrial relationswise by this suggestion.

In the management meeting the company's plan was presented and

there was a thorough discussion of what steps the company had token

to provide for employees, both those invited to make the move and

those who would not be invited, as well as those who for one reason

or another would not move if invited. A plan for a generous separa-

tion allowance was explained. Generally, based on service, employ-

ees would receive from one to three months severance pay for each

year of service either if not invited or if they refused to move but

remained with the company until the time of relocation. Those who
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were invited and agreed to move but later backed out would be treat-
ed similarly. In addition, those close to retirement or near early

retirement (age 55) would be considered on an individual basis and in

all cases the employee would receive his full pension entitlement
if he was between the ages of 62 and 65. If between 52 and 55 he

had the choice of taking an actuarily reduced early retirment or no

retirement until age 65. A programme of assistance for those not

making the move was also defined. A plan wherein employees' high-

est skills were identified - the area in which he excelled, regardless

of what his job description stated or his experience in the past,

was explained. The employee was to be helped to recognise and appre-

ciate these skills and waa to be directed to seek out job opportu-

nities that would utilise them. Finally, he was to be encouraged to

think in terms of self development against the time when he would
have to make another job change. At a latter date, closer to the sche-

duled date of the move, training groups were held. Employees were di-

vided into groups and given intensive training, including about one

hour of counselling, This entailed an analysis of job experience, dis-

cussion of hobbies, etc., and further instruction in job-hunting
techniques: how to put together risumgs, how to get interviews, how

to handle them effectively and follow them up, and how to keep pro-

gressing in a new job. Employees were coached in the many aspects of

job change and by and large through the efforts of the company and

those of local, state, and governmental agencies were successful in

finding suitable employment in the local area. Many of the manage-

ment employees who were requested to move with the company did so.

Programmes for this group of employees were tailored to their speci-

fic needs. Housing in the new location was limited; discussions on the

complexities of building one's own home were held. Arrangements with

local real estate groups were made to formulate plans for housing de-
velopments, Surveys were furnished to these groups depicting family
size, house preferences, and the like. Typical housing plans were
furnished and employees were given the opportunity to travel to the

location specifically for the purpose of selecting sites for their
future homes. Financing arrangements for these houses were made easy
as the result of contacts with local banks, location, arrangements
were made for independent appraisal of the home and a fair market'
value set, and company financing arrangements worked out on that ba-
sis. Few, if any, employees were financially encumbered because they

owned homes that were difficult to sell. Arrangements were later made
with a local bank in the North to assume the mortg&ges, and if homes

were not sold by the time the employee was to move, the company as-

sumed payment of the mortgage. The company further arranged with a

moving company to handle the move of its employees from the Nozth to

the South. The company assumed the full cost of not only the move

itself, but of transportation for the employee Pnd his family,
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various legal fees involved in selling and purchasing a home, and

even went so far as to reimburse the employee one month's salary for

the various incidentals such as auto license fees, cutting of carpets,

fitting of drapes, etc.

Many problems were encountered, perhaps the greatest that of ad-

justment to the new environment. Differences in climate, the tempe-

rament and culture of the people, were all regarded with trepidation.

Had a sizeable group not been moved, these problem would have been

more intense. However, though the location had changed, the work si-

tuation had not, and the families of those who had moved from the

north became a closeknit group.

While employees were settling into their now environment, the com-c

pany played a more active part in their lives than it has done before

or since. Many employees were living in the country for the first

time, with facilities for entertainment, education and shopping much

more limited than those they had left. Their accustomed churchesItoo,

were not available. Accordingly, the company sponsored many social

functions and family gatherings; clubs were established for card-

playing, golf, fishing and other sports, and new neighbours (not em-

ployees of the company) were also invited so as to broaden the basis

of friendship in the community.

By and large, the periods following relocation were relatively

uncomplicated, with employees settling into their new surroundings

surprisingly well. Least satisfactory was the adjustment of the young
h

unmarried group, who did not easily enter into the social life of the

families, though church groups held social functions specially for their

benefit. The company has never really felt that this group was com-

pletely satisfied with the move - a problem for which no solution is

perceptible.

The whole situation of social adjustment needs constant attention

before and immediately after a move. Very little research or exper-

ience is evident in this connection, in. particular with regard to the

extent to which a company ahould go in providing facilities and advice

concerning employees' personal lives. The company at no time felt that

a satisfactory answer had been found to this problem.

The United States is well off for civic, governmental and reli-

gious agencies that can help in the process of relocation. Most towns

and practically all cities have a chapter of the ChaMber of Commerce,

and in the case in point, 'tbo local chapter exerted influence on its

members to extend a cordial welcome to the newcomer. The state employ-

ers' association was also helpful with regard to information concern-

ing state laws on wages, hours, working conditions, health and welfare

and local industrial relations practices. Without this help, indus-

trial life in the initial period would have been much more difficult.

Mr. Liegey dealt with the company's .relations With the trade

union that represented its employees in the north. The announcement
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of the company's intention to move caused the union great anxiety.

Here, the company found little guidance from precedent; relations

with the union were extremely good, while in other cases managements

had held unions to blame for high costs, out-of-line wage rates,

loose incentive rate systems, costly and numerous grievances, feather-

bedding, etc., and used these complaints as reasons for relocation.

In this case, these reasons were not present, but it was difficult

to convince the union that the move was being made purely for econo-

mic reasons.

But the union leaders were finally convinced. They sought ways

of avoiding the move, but atter discussion of the possibility of a

long-term contract, different job combinations and tighter incentive

rates, the union at length realised that cost savings by these means

would be inadequate. They then asked for automatic recognition in

the new location. However, management felt strongly that they could

initially operate much more effectively without a union. The unions

retained close relations with those of their members who moved to the

south and the traditions of the northern plant were in effect trans-

ferred.too. "As much and perhaps more was done initially to make

the southern plant a 'union plant without a contract' than had been

done in the case of the northern plant".

"House Rules " as opposed to a "Labour Contract" were established.

A grievance procedure was enacted, much the same as the labour con-

tract in the northern plant, except for arbitration. Job posting and

seniority provisions were translated into a non-union situation. Many

if not -'1 of the gains made by the union movement, were tempered

and instituted in the southern plant. Mr. Liegery expressed the

feeling that at present a union would have a difficult task organis-

ing the employees in the plant, for they would find it difficult to

gain any of the traditional "extras" of union membership.

Steps were taken in the northern location to re-train and assist

in relocating workers soon to be left idle when the plant relocated.

Contacts were made through state and local agencies, the internation-

al offices of the union, locals of the union in the area and manufac-

turing companies, to seek employment for employees. Meetings were

held with Employment Managers of other companies, facilities for in-

terviewing were made available and in the final analysis, all but a

very few employees were relocated when the actual shutdown date arrived.

Those not re-employed were given between one and three months'

pay and then terminated. This arrangement was worked out at the last

possible moment to avoid the possibility of a costly payout and lack

of interest in searching for new employment. In general the manage-

ment assisted employees more than they had expected. They felt it

was a pity that management had decided to move, but the treatment

they had given employees showed their recognition of the treatment

employees had given management through the years.
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Tho problem of re-adjusting management ikills and managemnt em-

ployees, Hr. Mem believed, is tar more severs in tho United States

than the attention given to it would indioate. Ws can often road or

study research OA company xperienc with respect to workers or oleri-

cal mployees, but seldom rostliso tho tragedy of tho managmnt m-

ploye. between tho ages of 45 to 55, Who because of strong family

ties, often lack of competitive xperience and. education, is loft be-

hind to seek new employment. These aro tho mployees whose reloca-

tion cost the company the greatest tim and effort.

After a year and a half, a few of thoee who made the move have

returned to the north, for reasons relating to health, family ties or

general dissatisfaction with living conditional but most have settled

down and become "native" to the new area.

Discusaion

Mr. R. Olark(1) commented on tho interst of the study as an

example of a case where workpeoplo are 'diked to move from a salubri-

ous neighbourhood with many amenities to a place completely contrary

to their positions and customs. Problems would not arise when those

who were invited to move withed to do so, or when those who were not

invited did not want toi but he was interested in the motivations of

those who were invited to go and refused, and those Who wanted to

go but were not invited. He adked what percentage of the company's

employees were invited and what standards the company used in decid-

ing who to invite.

Mt. Thomas B. Ward(2) was interested in the current position of

the southern plant with regard to unionisation - was it organised and,

if not, had attempts beeu made to do so? He had been unable to get

a clear idea of the reasons for the move. He cited the instance of

a Canadian mining company Who, when the local ore had become exhaust-

ed, moved its equipment, labour force and their housea 150 miles into

the Tundra.

Senator D.F. Murphy(3) asked if the case typified procedures fol-

lowed in the United States. In Ireland, it would be regarded as Show-

ing a lack of proper joint consultation to arrive at a final decision

to move before employees and union had been consultede

Mt, Aage Tarp(4) noted that the company had made some forecasts

of costs involved in the move, knowing that forecasting was very dif-

ficult. He amiked whether the costs of moving the employees had in

(1) Amalgamated Engineering Union, United Kingdom.

(2) Canadian Labour Congress.

(3) Vice-President, Irish Congress of Trade Unions.

(4) Confederation of Danish Employers.



the event turned out to be so mudh higher than anticipated that the

company would abstain from a similar move in the future, and whether

an attempt had been made to compare the costs of moving the mploy-

ees with the costs of training local labour? He aSked further whe-

ther any of the problems encountered had been unforeseen?

Mr. C. O'Regan(1) asked whether a correlation had been found be-

tween level of income and mobility; did clerical workers prove to be

more mobile and did they settle in more quickly than factory workers?

Did mobility increase as one ascended the hierarchy of management?

Mt. Jean Mitsos(2) was interested in the incentives for the move.

In Greece, the government gave facilities for land acquisition, tax

exemption, exemption from import duties on equipment, electric power

at lower prices, and port facilities - a policy,involving a conflict

between economic growth and regional development.

Dr. Hans Reithofer(3) asked what percentage of workers had be-

come unemployed because they had not bone to the South and the per-

centage who had gone to the South to avoid lengthy unemployment.Might

this not have been ons of the main reasons for accepting an invita-

tion to move? He also asked if the trade union had been able to par-

ticipate in the housing scheme in the south and in the creation of

clubs and other amenities for workers.

Finally, Mr. Roger Mertens(4) asked if the early retirement of

workers had not caused difficulties because pensions payable at age

60 were lower than those they would have had if they had continued

working until 65?

In reply, N. Liegey said that about 60 per cent of the hourly

paid employees in the plant were asked to make the move. The deci-

sion by the company was made basically on the basis of craft or

skill. In the new area, skill was not readily available, while un-

skilled labour was no problem.

Of those who were asked to move and refused, some did so because

they knew of vacancies in the same occupation in neighbouring plants.

Employees were given up to three months to say whether they would

make the move if asked. Other reasons for decljming to come were

family situations, especially with reference to children and school.

Parents in the United States are particularly reluctant to move their

children once they have entered a secondary school. There was, in ad-

dition, a general distrust of the new area: housing was at first not

available, there was uncertainty concerning many different aspects of

the new place.

(1) Federated Union of Etployers, Ireland.

(2) Greek Industrial Federation.

(3) Austrian Federation of Chambers of labour.

(4) Legal Adviser, Belgian General Federation of Labour.
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The Southern plant was not at present unionised. The South was,

of course, not as industrialised as the North and the unions Were

slow in moving in. It was, in fact, difficult to know what a union

could do for the employees in the Southt since the company had adopt-

ed most of the practices it had lived with in the North.

The reasons for the move were that the company had come out with

a new product and needed building space and room for expansion; these

were more expensive in the North than in the South. In addition, the

company already had a plant in the South, so that the move resulted

in a smaller spread of activities. Construction costs, too, were low-

er in the South, and unskilled manpower was more readily available,

while skilled men were ready to move from the North.

The union had not been consulted before a decision had been

taken on the move because decisions relating to the location of plant

were regarded as being the prerogative of management. Relations with

the union had been very good, with only one strike of little more

than a day in thirty years. The seniority arrangements had been pre-

served, the grievance procedure was that taken directly from the

union agreement and was one of a few non-union grievance procedure

in the South; the wage structure had been preserved, though for un-

skilled workers the local wage structure applied. Finally, when wage

increases were granted in the North and West after negotiations, si-

milar increases were granted in the South.

The costs that the company incurred in moving its employees -

direct coats of the move itself, lawyers fees on sales and purchases

of houses, etc. - amounted to close to $2,000 per employee. In total,

they amounted to many thousands of dollars more than had been antici-

pated.
Many mistakes had been made in the course of the operation and

many unforeseen problems had arisen. The time allowed had been ex-

tremely shortt eleven months, when two years would have been just

about enough. There had been an inability to handle the problem of

the older employees who were not invited to move, or who chose to

remain with the company until the date of the move and then seek em-

ployment elsewhere. If, after all the company's efforts, some of these

had still not got other jobs by the date of the move, it had left

a sense that efforts on their behalf had not been completed.

It had been found that manual workers were more mobile than cle-

rical workers. Most of the clerical workers employed by the company

in the North were female and single and their removal to a rural

area would obviously create problems, foremost of which was the avail-

ability of young men. More than a quarter of those who went to the

South returned to the North, mainly for family reasons.

About 6 per cent of those who did not move had been unemployed

at the last count, most of them between the age of 55 and 60. There

were a nuMber of both management and other workers Who made the move
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to avoid unemployment or because they were locked into the pension plan.

/or pension purposes, those aged 62 to 65 were treated as if they were

65. At 60, the pension was substituted by a lump sum payment if the

employee so chose.

Reactions otstaff of the Alfa Level Company to the,

transfer of their plant

reported by Dr. Bertil Garden(l)

In this study, Dr. Gardell describes staff reactions to the trans-

fer of the company's plant from Stockholm to Tumba, 25 Km. from the

city. The Stockholm works manufactured separators and machinery for

the food industry, including dairying, and for other industrial appli-

cations. Its premises dated from the end of the nineteenth century

and were too old and inconvenient to allow for an overall rationali-

sation of production. It was this very largely that accounted for the

decision to make the transfer. On the other hand, most of the ma-

chinery was up to date and could be used again in the new works. The

short distance from Stockholm and the abundance of transport facili-

ties enabled any staff who might wish to do so to commute between

their homes in Stockholm and their place of work at Tumba. The work

to be done in the new plant was generally the esme, though the erec-

tion of new buildings enabled it to be better organised.

Preparations for the transfer began at the end of 1958 and trans-

fer of the production units, spread between October 1960 and the end

of 1961, was mainly carried out in the first half of 1961. This period

was characterised by an influx of orders and a shortage of staff, and

the problem for the management was to move the plant in such a way as

to minimise staff losses. Every effort was made to make conditions

in the new factory as attractive as possible and to keep staff inform-

ed of every relevant aspect of the change.

The staff being studied was divisible into three categories:

1. Leavers: those in employment on 1st October, 1959, who left

the firm between that date and the date of transfer of the

plant.

2. Commuters: those in employment on 1st October, 1959, who on

the date of transfer began commuting between their homes and

the plant.

(1) Adviser to the Alfa Laval Company (Sweden).
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3. Immigrants: those who resettled in Tumba or expressed their

intention of doing no as soon as they could find socommoda-

tion.

Dr. Gardell and his associates tried to bring out the relative

influence on wage earners' attitudes of factors relating to leisure and

those relating to place of work. They survey dhowed that the majority

(75 per cent) of the staff preferred to stay with the firm after

transfer, though it would have been easy to find similar work else-

where. The most important of the many reasons for this deoision were

as follows:

First, the dhort distance between the old and new plant Bites,

which made it possible to go to work at Tumba and come back at night

without change of residence. This solution was chosen by more than

half the staff although it resulted in an average increase of one hour

in travelling time to and from work. They were ncouraged in this by

the firmle decision to refund travelling expenses in the first year.

Although the municipal authorities of Tumba arranged that suitable ac-

commodation should be made available, the rise in building costs made

it appreciably dearer than that previously occupied by most members of

the staff.

Second, as the average age was high (50) and thm mtaff settled

in their habits, they would probably have had some difficulty in
adapting themselves to a change of mployer.

Third, the transfer left working conditions practically unchanged:

same machine, same superiors and same colleagues. Wages, too, were

unchanged although living costs in TuMba were lower than ii Stockholm.

Fourth, the preparatory work done by the social service and the

personnel department, in collaboration with staff representatives, pro-

bably helped to make the Tumba plant attractive and gave each indivi-

dual the facts needed to determine what the relocation of the factory

would mean to him. Their conception of the change was thus little

marked by anxiety and mistrust and the psychological resistance inhe-

rent in uncertainty or lack of information thus reduced to a minimum.

A quarter of the workers left the firm during the observation

period, but many would have done so at this time regardless of the

circumstances. Resignations were carefully examined, however, and it

appeared that one-third of those who left did so because of the im-

pending transfer. The majority of those who left were unmarried per-

sons under the age of 30. Foreigners formed a larger proportion than

Swedish nationals. There was no discernible difference between opera-

tives and office staff. Of the latter, most of those leaving were in

lower-paid posts and were women. Many of the younger ones lived with

their parents and therefore spent less on board and lodging than lodg-

ings alone would have cost them at Tumba. For this group, friendships

and leisure facilities in Stockholm also seemed to be determining factors.

Many of them, not yet having had time to take root in the firm, found

it more natural to seek other employment in Stockholm.
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The resignation category also included older individuals who did

not feel they could get used to commuting and were also unwilling to

"settle in the country", where they would have very little opportu-

nity of alternative employment, as well as suffering an increased cost

of accommodation.

The commuter group (53 per cent) consisted mainly of middle-

aged or elderly male Swedish nationals who had been with the firm for

a long time. They had cheap accommodation in Stockholm and there

would have been little hope of making an exchange in the opposite di-

rection if they afterwards wanted to return to Stockho3m. Thus, the

best solution for them was to commute. Far fewer women than men ac-

cepted this alternative$ however, probably owing to their simultane-

ous responsibilities as housewives. In the event, the long trips

back and forth are an inconvenience and they will no doubt recon-

sider their decision later, especially when the firm stops paying

travelling expenses.

The immigrant group (8 per cent) included a few of the young-

est and a few of the oldest, and more office staff than operatives.

No difference appeared between married and unmarried staff or between

those with large families and childless couples. Prime incentives

seemed to be the opportunity of getting better accommodation, plus the

desire to avoid travel. Those who had lived in the country in their

childhood and no more than ten years in Stockholm also appear to

have accepted the idea more readily.

The fact that so few people settled in Tumba does not mean that

only a few of the firm's employees now live there: a large number

lived there before lst October, 1959, and were therefore excluded

from the survey. Further, staff engaged during the survey who were

seeking accommodation, were housed near the new plant. Thus at the

end of 1961, 474 meMbers (58 per cent) of the staff lived in TuMba,

compared with 18 per cent in October 1959.

ayslallgical model

Dr. Gardell adapted certain ideas of Floyd C. Mann(1) to encom-

pass reactions to geographical change. A diagram showing human reac-

tions in this type of situation was used as a basis for the exercise.

This was interpreted as follows:

The response of an individual to a decision to change is direct-

ly related to his own picture of the relevant aspectsthe change may

have for him and the assessment he makes of these. This reaction

depends on how reliably he thinks he can determine what the change

(1) Floyd C. Mann: "Managing Major Changes in Organisations", Founda-

tion for Research on Human Behaviour, Ann Arbor, Mich., U.S.S. 1961,

page 69.

- 53 -



will bring about from the point of view of his own advantage. His

certainty is conditioned partly by the data available regarding the

change, by the opportunities he has of influencing the change, and

by his confidence in the management of the firm. These factors are

themselves dependent on the amount of practical information supplied

to him, on labour/management relations, on the atmosphere in the firm,

and finally on any past experience which he may have gained of simi-

lar situations. The more practical and to the point the information

received, the less reason is there to be anxious about the conse-

quences of the change* The better the relations.between staff and

management, the greater the hope of influenceing the way in which

the change will be carriea out, and hence the less the anxiety and

fear inspired by the change.

.What is called "search behaviour" is directly dependent on the

&mount of certainty felt in regard to what the change holds in store.

The less authoritative information the individual has on the aspects

that concern him, the more he is inclined to obtain it in devious

ways. The need for practical and accurate information is all the

greater where relations between staff and management are poor and

where there is mistrust of the management responsible for preparing

the change. The existence of negative axperiences acquired in similar

cases strengthens the need to be informed. The relation between the

need for informatior and confidence is important, since firms whose

staff relations are poor are often the very ones who tend to under-

estimate the importance of information.

Informal communication also aims at checking the accuracy of the

idea formed of the change. The danger arising from a lack of firm in-

formation can readily be seen, for then individuals are reduced to

relying on rumours current amongst equally uninformed persons with

largely similar standards of judgment. The risi of psychological re-

sistance foundA, on inaccuracies is then enormously increased. This

makes it even harder, at the preparatory stage, to predict with any

certainty what the final behaviour of those concerned will be.

It is probable that everyone affected will verify, point by point,

the effects the proposed changes will have on him, and then compare

the idea he has formed of the future situation with his present po-

sition. By so balancing the pros and cons he manages to adopt a fi-

nal attitude. However exemplary the way of conveying information,

nothing can replace a first-hand knowledge and actual experience of

the matter. The original attitude determined by this information must

never be regarded as absolutely permanent, although it may last long

enough to enable it to be measured to some extent. Yet, the more con-

crete and relevant the data supplied as to the effects of the change,

the greater the chance that the original attitude will lie maintained.

Aside from the foregoing factors, the final behaviour of the in-

dividual depends also on his special conditions of existence, his
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capabilities, and the current state of the labour maiket. Thus, a

given attitude towards the change which in one case would produce

many departures may, in a period of unemployment, result in none and

find expression in complaints and the like. Effective behaviour may

thus assume different forms according to the specific conditions of

each individual, and as determined by variations in the economic si-

tuation aad the employment opportunities.

Applying the model

A Working Party, representing all the interests involved, was

established and through it all social and administrative questions

closely affecting wage-earners were clarified. The decision to make

the transfer and the organisation of the new plant were regarded as

the prerogative of management.

Through the Working Party, it was possible to discover the ques-

tions on which the staff required definite information; these, to-

gether with the information that management wished to communicate,were

the subject of a vast amount of joint research. The questions con-

cerned (a) working conditions in the new plant; (b) new conditions

of employment aad (c) living conditions in the new locality. In the

first half of 1959, much work was done on clarification and discus-

sion, the results of which were communicated to the staff as and

when they were obtained, through such conventional information media

as the Works Council, trade unions and the company news sheet.

In addition, an exhibition was mounted, showing a model of the

new plant, with each machine represented on a scale large enough to

give everyone a clear idea of working conditions. Illustrated panels

gave detailed information relating to the firm$ the new locality and

its neighbourhood. Staff and families were invited to the exhibition,

a guide provided, and officials from Tumba informed visitors about mu-

nicipal services. A booklet was.given to each member of the staff

summarising information about the new plant, its locality and means

of communication with Stockholm, and a number of visits to the new

plant were organised. On the visits, municipal representatives were

also present to give information on housing and municipal services.

After about nine months of this work, it was considered that the

staff was sufficiently well informed to reach a decision and that

their initial attitude could be assessed by means of standardised in-

dividual interviews. These were held with 414 persons in the autumn

of 1959.

The actual behaviour of the staff at the time of the transfer

at the end of 1961 afterwards served as a criterion for assessing the

initial attitude. Of those who in 1959 said they would leave, 65

per cent did so; 81 per cent of those who said they would commute

carried out this intention and 63 per cent of those who said they
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would move did so. On average, 75 per cent confirmed the attitude

adopted in 1959. This proportion rises to 82 per cent if only those

who gave a categorical reply are taken into account.

Dr. Gardell was satisfied that the results confirmed the accu-

racy of the theoretical premises and the validity of the relatively

extensive and costly application that was given them. Though they

did not prove the accuracy of the model, they seemed of sufficient

value to warrant its esting under other conditions.

The Role of the Trade Unions in connection with

Geographical and Odcupational Mobility

reported by Pierre Jeanne(1)

Trade unionists in general take a critical view of manpower mobi-

lity, especially in its geographical aspects. Pierre Jeanne quoted

from a statement by R. Caillot(2) at a national conference on employ-

ment organised by the ConfAderation Francaise des Travailleurs Chr6-

tiens in May 1963: while economic and technical development required

a certain mobility of manpower, development would in many respects

become the reverse of true development if it damaged traditional hu-

man values or established false values from a human point of view.

Because these pernicious effects were not always immediate, some peo-

ple denied that they existed. Economic growth should help men and fa-

milies to take root (though this did not mean they should be immova-

ble) rather than uproot them.

In the study(3) published by the European Coal and Steel Commu-

nity in 1956, the views of the trade union internationals(4) were ex-

pressed as follows:

Migration is not the best method of combatting unemployment, but,

where there is no other solution, movement must be assisted and made

freel T. and with full knowledge of the reasons. Trade unions are op-

posed to the abandonment of certain areas.

Daily or weekly movements are preferable to migration. They avoid

the difficulties arising from lack ot accommodation and the psycholo-

gical and social difficulties of adaptation (especially important in

countries where there are differences of language or religion).

Vocational training IA needed to enable workers to copy with new

techniques and changing economic structure.

(1) Secretary of the Metal Workere'-,Federation (C.F.T.C.)

(2) Of "Economie et Humanisme".

(3) "Obstacles to the Mobility of Workers and Social Problems of Adap-

tation".

(4) The International Federation of Christian Trade Unions and the
International Confederation of Free Trade Unions.



In'informing, preparing And adapting workers, the association of

trade unions is of particular importance.

Trade unions maintained that economic programmes or plans must

be democratic, their prime aim to be the service of man. In parti-

cular, while there was a need for manpower to be mobile, this mobili-

ty should be utilised only after movements of capital or structural

adaptations had been made or seriously considered.

Daily and weekly movement

There has been a particularly large increase in the daily and

weekly movement of workers between home and work-place. The enquiry

carried out in 1960-61 by the National Committee for Reform of Work-

ing Hours and Leisure (C.N.A.T.) showed that out of 3.5 million work-

ers in the Paris area, some 2.3 million were obliged to travel for

more than one hour; 64 per cent travelled more than 6 km, each day

and 8 per cent more than 40 km.

The enquiry into transport workers in the Sambre Valley(1) shows

that firms in that area only find on the average 41 per cent of their

manpower on the spot. Each morning 4,000 workers, or 43.5 per cent

of its manpower, come in to Jeumont from outside the valley. 2,000

of these workers cross the frontier.

This tendency has been increased in the provinces by the growing

custom of collecting the employees of large undertakings by bus.

45000 country dwellers hold weekly season tickets to go to work at

Nancy (it should incidentally be noted that the waiting room at Nan-

cy Station has space for only 30). The difficulties are often ac-

centuated by shift wd Ang (two or three shifts) and fatigue due to

the rate of work.

Speaking of this kind of movement, some sociologists(2) refer to

"a third environment in daily life which is tending to absorb a large

part of the workers' time". It may be that we do not sufficiently

emphasize the serious repercussions that this has on the social and

family life of workers and'on the resulting lack of interest in ci-

vic responsibilities. Weekly movements are less important, but their

effect is also felt.

R. Reynaud writes:

"Adaptation of workers, helped by redundancy pay, resettlement

assistance, transport and vocational training, gives on the

whole satisfactory results, the effectiveness of which is well

shown by the number of new jdbs that have been filled compara-

tively quickly1(3).

(1) Document of Sambre Valley Improvement Committee.

(2) P.R. Chombart de Lauwe and J. Jenny: "Sociologie du travail".

(3) R. Reynaud: "National Policy of Regional Development and Conver-

sion", E.C.S.C., 1961.
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It may be noted that in Sweden, mobility is encouraged by the
payment of travel and transfer grants:

- A leaving grant for workers taking up a new job in a dis-
trict other than their home district;

Installation allowances for workers leaving districts where

employment is especially severe;

- Family allowances for unemployed workers who, leaving a dis-

trict affected by unemployment, cannot find accommodation for

their families in their new place of residence.

The special effort made in the matter of housing must also be
mentioned.

The total of the various allowances may amount to from 2 to 4
months' wages. The person concerned may also have his new rent paid
for him for several months.

In most cases, however, workers have had to leavs their area
without any information or preparation, because of reduced working
hours, lay off or serious threats to the firms employing them.

The majority of workers move not to obtain promotion but merely
to live.

There is a big exodus from certain d6partements:

A recent enquiry(1) dhows that in the Vosges clApartement of
France one person in seven has changed domicile in five years and
that two out of three people leaving were below 30 years of age.

It is interesting to note that an enquiry made last year showed
that almost all of the 220 young people who left a town in the Vos-

ges to find work said that they would willingly return there if offer-
ed interesting work.

The enquiry also shows that people do not always adapt them-
selves satisfactorily to different surroundings and that the social
and human balance of areas may be upset by too much emigration.

Trade union attitudes and action

As the I.F.C.T.U. and I.C.F.T.U. stated during the E.C.S.C. en-
quiry, the claims and activities of the trade union organisations
are directed to ensuring that in the first place industries move to the
workers.

The trade unions have reacted particularly strongly against the
economic argument advanced by inaustrialists and economists that in-

dustries would be penalised if they settled in underdeveloped areas;

this, as is emphasized by S.H. Livine(2), is not the case:

(1) Etudes et Documents, Economic and Social Research Centre, 14, rue
St. Benoit, Paris 6.

(2) S.H. Livine:"National Policies" - a British official report.

- 58 -



"In general, firms have found that the inconvenience resulting

from higher transport costs, distance from market outlets, vocational

training problems, separation from the management, etc., has in prac-

tice turned out to be less serious than was expected, while the ad-

vantages, particularly that of availability of labour, are greater..."

On the whole it could not be said that, once a firm was

establiahed in a development area, its operations were less profita-

ble than elsewhere."

Action is being taken both in the Committees of the Plan and

the Economic Council, on which the trade unions are represented, at

the regional level in the regional expansion committees, and locally

by representations and, if necessary, demonstrations.

The question of training and adaptation of manpower is also be-

ing taken up with the manpower and employment Committees, at both na-

tional and regional levels.

Obstacles to the mobility of manpower

There are various kinds of obstacles:

- Those resulting from the fact that a worker is attached to

his district, has his house, family, friends and communal life

there, has difficulty in finding accommodation elsewhere, and

also lacks tae basic culture and universal fundamental train-

ing which would enable him to adapt himself;

- Those arising from what P. Naville(l) calls "professionalisa-

tion", that is the worker's right to a precisely defined sta-

tus, extending to the greatest possible number of workers and

guaranteed in varying degrees by law, collective agreements

and firm contracts.

The wage, the job description that many managements tend to make

peculiar to their own firm, allowances,in particular for seniority,

firms' welfare schemes, and a number of other special advantages,

all tend to attadh the worker to "his" firm, which guarantees him em-

ployment and the possibility of advancement in his job.

There are also obstacles of another kind, concerned with the

place given to the trade unions, about which we should not delude

ourselves as certaia people willingly do.

While traciz4. pnionism can make itself heard in certain organisa-

tions or committees, it does not necessarily follow that it really

influences the decisions taken at the level of financial or indus-

trial groups or that of State technicians.

Thus, concerning trade union participation in the Committees of

the French Plan, we must remember that for the IIIrd Plan there were

,

,
deTrItTP

loi, le mfitier, la profession", par P. Naville "Sociologie

,,..
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82 trad unionists, 25 or Whom were agricultural unionists, among the

615 members of the 19 committees, compared with 206 heads of undertak-

ings, 113 civil servantsi etc.

Recommendations for Policy

Only controlled and harmonious growth of the economy can recon-

cile the maximum freedom of the individual with the requirements of

the public interest.

There Should clearly be such controlled and harmonious growth at

the national level, but it Should also increasingly be found it the

bigger regional units. This is the essential problem of regional eco-

nomies, both national and international.

It is therefore not only desirable but necessary that an active,

progressive joint European social policy be introduced, as the big in-

ternational workers' organisations I.C.F.T.U. and I.P.O.T.U. are de-

manding.

In 1959 the EUropean regional organisation of free trade unions

stated in a motion:

"The free trade unions declare themselves in favour of mobility

of manpower, which must however be achieved in a framework of

carefully designed programmes and measures Migrations can-

not effectively replace a long-term policy of full employment and

structural stability, either for individual countries or for Eu-

rope as a whole."

In 1962 the I.F.C.T.U. stated at its European Conference in Rome:

"Overall planning of the economic development of the Community

by the setting up of a European planning office the institu-

tion of a European employment policy, the application of common

principles of vocational training, and the establiatment of free-

dom of movement of workers under the best possible conditions...

harmonisation of the advance in real wages and welfare benefits.."

Harmonisation of working.houreowagem and conditions of work, a joint

policy for vocational training, these are the main aims of the trade

unions both in the E.E.C. and the 0.E.C.D.; they could be given ef-

fect in joint European conventions.

Throughout the studies made on employment questions(1) it is

evident that there is no valid solution other than an overall policy

carried out by all those concerned with the problem.

Some mobility of manpower, both vocational and geographical, is

an inevitable consequence of technical progress and is also necessary

(1) E.C.S.C. regional employment studies. Population and internal mi-
gration in Lorraine - regional conference of 8th November, 1961, orga-
nised by the Regional Committee of the Lorraine Basin. Studies by the
Committee for the Development of the Sambre Valley. "The Northern
Region", by R. Gendarme, etc. H
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to economic growth. For trade unions representing unskilled workers,

however, it is only defensible or possible if it respects and develops

human values; otherwise, it leads to the reverse of true development.

It is only worth while or possible if such problems as housing, edu-

cation, transport and collective equipment, vocational training and

adaptation, public health and social education centres, are studied

and resolved. Only democratic planning can meet the economic require-

ments of the development of industrial society and the spiritual needs

of a democratic society.

Conclusions

Mobility of manpower may lead to human advancement and economic

development, on the conditions mentioned above. Unless these condi-

tions are met, there is a rig& that a number of workers will feel

they are "displaced" or "refugees", which is bound to have seriuus

consequences from the social point of view.

To solve the problem of mobility of manpower harmoniously, imagi-

nation must be shown at all levels and an overall policy of develop-

ment must be prepared and applied. A policy of co-operation must be

introduced at all levels as there is no one who is not directly af-

fected by this problem; the trade union organisations must play a

full part in it. Then, development and prosperity will really serve

to safeguard individual liberties and increase general welfare.

The Role of Employers' Organisations in connection

with Geographical and Occupational Mobility

reported by Dr. Walter Schlotfeldt(1)

The more important part of the discussion at the Seminar concern-

ed workers affected by structural and frictional changes, but it is

important not to overlook the fact that there are workers who for

personal reasons change or want to change their jobs or occupations

and that these changes form the great part of normal day to day move-

ments from one enterprise to another and from one occupation to amther.

In its negative aspects, there may be too high a level of mobi-

lity, which will then impede rather than promote the general objec-

tives of economic and social policy. Considerable costs are involved

for an individual enterprise (and for society as a whole) when a great

(1) Deputy Head of Division, Confederation of German Employers' Orga-

nisations (B.D.A.).
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number of workers constantly change their jobs, for each new employee

requires a certain period of introduction, job training and adapta-

tion before he can completely fulfil his tasks.

However, if an economy is not to stagnate there must be techno-

logical and economic change, which in turn means a change in the

structure of the work force. If this latter change is to take place

with as little friction and hardship as possible, workers must have

the ability and opportunity to adapt themselves to the new situation.

Then it must be taken into account that the movement that finally

takes place on the geographical and occupational level does not al-

ways correspond to the requirements of the economic situation as a

whole. In a free market society, negative effects of mobility are un-

avoidable, though it should be the objective of an active manpower

policy to avoid, as far as possible, any negative or detrimental ef-

fects of mobility.

Dr. Schlotfeldt believed it was important, when considering mo-

bility, to distinguish between an economy enjoying full employment and

one with problems of unemployment. For an individual employer, it does

not make any difference whether he cannot find a new worker because

of full employment or because of the lack of sufficient workers quali-

fied for the job. Similarly, it is not significant to a worker whe-

ther he cannot find a new job because there is wide-spread unemploy-

ment or because his qualifications are not required.

However, a certain distinction must be made with regard to redun-

dant or unemployed workers. In Germany, there has been no difficulty

in re-employing those workers laid off in declining branches of in-

dustry. Workers in the same situation in countries with considerable

unemployment could not easily be placed in new jobs. But it is doubt-

ful whether an increase in mobility is the key to the problem in coun-

tries suffering from unemployment. If the unemployment is caused by

the economic conditions of that country, it would seem necessary first

to improve the business situation. Of course, it makes economic deve-

lopment easier if industry can depend on a supply of qualified man-

power, as the experience of Germany in the earlier fifties has shown.

Thus measures to improve the business situation and measures to im-

prove mobility should be undertaken simultaneously. On the other hand,

it does contribute to the mitigation of unemployment of workers who

are affected by structural changes if they possess a high degree of mo-

bility.

The role of employers and their organisations in assuring this

mobility depends, however, to a great extent on the part they play

within the framework and the institutions of the manpower policy of

the individual country.

It is probably very difficult to determine ex ante when a worker

may be considered geographically mobile. The degree of mobility gene-

rally depends upon several factors, such as age, family status, social
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relational cultural and educational background, material ties (house,

land), expectations and possibilities at his new place of work etc.

Other reports and case studies may show that, e.g. one worker is not

willing to move into a certain area where there are better employment

opportunit.ies, whilst he would go to an area where he cannot be em-

ployed.

These complex social, cultural and psychological factors seems

to play an important role in geographical mobility and particular em-

phasis should be devoted to them before undertaking specific measures.

To deal more specifically with the attitude of employers towards

geographical mobility, one has to accept that there are two stand-

points involved. An employer in an area with a relatively large sur-

plus of manpower will resent all measures that are liable to with-

draw the qualified manpower from the area. On the other hand, an

employer in an area with a relative shortage of manpower will favour

all governmental and private measures that will incite workers to

move into his district.

From the point of view of an overall economic policy it may be

advisable to induce migration. But one has to acknowledge the two

different attitudes of employers and that this does not generally fa-

cilitate the role of employers' organisations. This, of course, does

not mean that employers' organisations have to be inactive or that they

cannot play any part in geographical mobility.

The role employers can play depends to a great extent on the na-

tional economic and social conditions and the objectives of national

policy. To illustrate this, one has to take a situation where there

is a disparity of employment in different regions of a countryan this

case, two different policies may be applied:

(a) To move the worker to the job and to establish the neces-

sary methods for doing so;

(b) To move the job to the worker and to establish favourable

conditiors for investment in the locality.

Some countries seem to favour the one alternative over the other.

In fact, each alternative has its own merits, though in the long run

the second may be preferable. However, this requires a very careful

study of the reasons for unemployment and of the possibilities of

economic development in the area. This is practicable, therefore, not

so much for short term as for long-term policy, for careful program-

ming is necessary to avoid the loss of investments. It must be borne

in mind that basic industries are dependent on the location of raw

materials, while services are dependent upon the demands of other

producers and consumers. Thus, as a rule, only manufacturing indus-

tries can be transferred to undeveloped areas. An employer will move

a plant, however, only if he can be sure that the basic conditions

for operating it are available and that there is a market in the
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area. The necessary infra-structure, which includes the supply of

qualified manpower as well as the presence of transport and other fa-

cilities, involves such high investment that it cannot be borne by one

or even a group of employers.

In cases where redevelopment of an area is not feasible or does

not result in the full absorption of available manpower, the only al-

ternative is to move the workers to the jobs. Such a policy has the

added advantage that it is applicable on a short term basis and can

more quickly relieve the area of its unemployment problem.

In the German Federal Reptiblic immediately after the war, the

only possibility of finding employment for workers, especially the

large number of refugees, was to move them into the industrial cen-

tres. Nowadays, the opposite would be preferred, since the densely

populated areas of intensive industrialisation create considerable pro-

blems of their own.

Before increasing the geographical mobility of workers, whether

on a short term basis or as a last resort, the following conditions

dhould prevail:

(a) The general trend of business must be favourable;

(b) There must be vacancies in the area to which the workers

are emigrating, for there is little point in transferring

unemployment from one area to another.

(c) The employer concerned must be willing and in a position to

employ the migrating workers. This will depend to some ex-

tent on his business expectations, e.g. whether he has made

a decision to expand. It also depends on whether the work-

ers have the requisite qualifications and, if not, whether

the employer can or is willing to retrain them.

(d) A final prerequisite is that housing accommodation is avail-

able in the receiving area.

When considering the various conditions, one must admit that it

is somewhat outside the competence and scope of employers to achieve

favourable business conditions. With regard to the other require-

ments, it would be wrong to expect employers to fulfil them. A largo

enterprise may dispose of sufficient resources to take care even of

the housing requirements of migrant workers, but this is beyond the

capacity of most employers. It should not be forgotten that, in a

free enterprise economy, the employer is expected to keep his enter-

prise as competitive as possible and thus it is largely the respon-

sibility of the community as a whole to provide incentives both to

the employers and to the workers who are to move.

However, it is important to stress that unilateral government ac-

tivities run the risk of failure. It is necessary for the authori-

ties to receive and seek the co-operation and advice of employers
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and their organisations. This can be done - and is done in quite a

number o:A: countries - by inviting employers to participate in the pre-

paration, execution or direction of certain measures to promote geo-

graphical mobility, for example, as in Germany, by participation in

the labour market institutions that are active in this field. In this

way it may be possible to receive active assistance from an employer

or from groups of employers in specific projects: the establishment

of training centres, housing projects, etc.

Sometimes employers are reluctant to employ migrant workers, and

employers' organisations can play an important role in removing socio-

logica/ or psychological prejudices in their members. They can also

assist in finding rules and practices to facilitate the social and

cultural adaptation of the workers concerned.

Discussion

Mr. C. O'Regan(1) said that in Ireland they had at one time tried

to revive declining communities by placing an industry amongst them,

but now they were doing some new thinking and tended to favour com-

munity development. The country had been developing rapidly in re-

cent years, with new industries, and incentives provided by the gov-

ernment, but they had not yet reached a conclusion as to where to

place these industries.

The attempt to preserve communities (some bf them relatively

small) had failed because they did not provide the sort of social

life that would attract people and prevent them moving out. Current

thought was occupied with development centres, in terms of which in-

dustrial growth would be concentrated in four or five areas. This was

a long-term process and it would be some time before the requisite

number of workers was absorbed.

Dr. Routh(2) said that in the idea of development centres there

might be a reconciliation of employers' and trade union views. There

were arguments for and against moving men or moving jobs, but we

were now confronted by a wider prospect: the need to plan whole new

cities* In the United Kingdom, six new towns had been established

since the war, with populations now approaching 100,000. In future,

it was probable that a freer choice would be offered, both as to

where to live and where to establish industries. An ideal place can

be chosen, attractive both to workers and to employers, and in this

way the problem would be resolved.

Mr. Gunnar Lindstrom(3) said that in Sweden all parties were in

favour of a high degree of mobility. The basic ideas on which Swedish

(1) Secretary, Federated Union of Employers, Dublin.

(2) University of Sussex.

(3) Swedish Employers' Confederation.
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policy had been founded were relevant to the topics covered by

Mr. Jeanne and Dr. Schlotfeldt.

Mobility did not necessarily imply that some districts have to

be abandoned. It might require concentration on certain parts of the

districts, recognising that in order to live and be prosperous a

town required a certain minimum population and must be able to main-

tain sdhools, hospitals and other social institutions.

It was in the common interest to use mobility in such a way as

to arrive at the best economic result for society as a whole, giving

due consideration to the human aspects of the problem. Mobility of

manpower, was not an interest peculiar to employers, but was one way

of optimising the use of a country's resources.

An important part of the problem, as Dr. Schlotfeldt had indi-

cated, was that policy should be based on considerations that would

make individual firms economically sound. It was a mistake to start

firms based on subsidies and with a most uncertain economic future.

Mr. Jeanne did not think it possible to solve the relevant pro-

blems within the framework of "free enterprise", which was a concept

reminiscent of the time of liberal capitalism. Decisions regarding

matters like the location of towns should be taken as a result of

the joint enterprise of employers, the state and the trade unions.

Mobility was a means and' not an end in itself and, wherever possi-

ble, jobs should be taken to the men who needed them,

Dr. Schlotfeldt replied that it was impossible to establish gene-

ral rules. It was only certain classes of industry that were capable

of being taken to the workers, Even here, certain restraints ope-

rated: it was not possible to establish textile industries in a la-

bour surplus arealf there were already textile industries there. It

was better, then, to locate a new factory where the market was most

favourable. Though, in the long run, it might be better to move in-

dustry to the workers, there were great difficulties in doing so and

the arguments for and against each line of action Should be careful-

ly considered.

OCCUPATIONAL MOBILITY

A man's occupation defines the sort of work he does, in contra-

distinction to where he does it. Thus a man may go from one employ-

er, one industry and one place to another without changing his occu-

pation or he may change his occupation While remaining with the same

employer. For example, a porter may be employed by a government de-

partment, factory, shop or railway station; he may be geographically

or industrially mobile but occupationally immobile. Or he' may be
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promoted to become a storeman, booking-clerk or machinist, an occupa-

tional shift that may or may not involve a change of employer, in-

dustry or locality.

Some occupations are wedded to particular industries and some

industries to particular localities; other occupations are required

by many or all industries. The employment of fishermen is more or

less confined to the fishing industry and the major part of their

activity to the sea; or the other hand, book-keepers are employed

in every industry and in all but the very smallest establishments.

The production of man's worldly goods is subject to continuous

change: new products are being added to the list, old products fal-

ling out of use; whole industries advancing or declining and, if

they are regionally concentrated, changing the fortunes of towns or

provinces; new techniques are calling forth new skills and dispensing

with old ones.

Maximum social disruption results from the decline of regionally-

concentrated industries, for this requires a double-adaptation: an ex-

odus from the region combined, in many cases, with a need to acquire

new skills. Declines in shipbuilding, textile manufacture and coal

mining have involved severe problems because of the coincidence of

these features(1). An additional dimension is involved in the reduc-

tion of the agricultural labour force that seems to have become a

permanent feature of industrially-advanced countries: a change from

rural to urban life is added to all the others.

Mr, Claude Vimont(2) presented to the seminar a report on "Occu-

pational Mobility of Manpower". This is reproduced as Appendix 2 to

the present volume. He points out that changes in the pattern of

employment are due not only to actual switches from one sector or

one occupation to another but also to the arrival of a new generation

on the labour market. We saw earlier that the young worker is more

mobile geographically than the old and inferred that this was connect-

ed with the fact that it is in the earlier part of their career that

people got married and set up their own homes. Similarly, it is at

the outset of their career that people are most adaptable to the oc-

cupational demands of industry, being linencumbered with obsolete skills.

But even here, as Cairnes stressed nearly a hundred years ago(3),

there are formidable obstacles to occupational mobility, with the

range of choice of the children severely limited by their parent's

occupational class. Occupational mobility and social stratification

have been the major pre-occupation of sociology for many years.

(1) Two of the case studies that follow are concerned with the tex-
tile industry, while the European Iron and Steel Community has been
much engaged by this problem.

(2) Deputy Director, National Institute of Demographic Studies, Paris.

(3) "Some Leading Principles of Political Economy."
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With the increasing need for skilled manpower, serious.attention is

being given to the disabilities of the children of manual workers in

the educational system(1).

Table 6 of Appendix 2 shows that in the United States in 1961

about a third of job-changers left their jobs in order to improve

their status. The percentage is highest for sales workers, in the

case of males more than half of these who left their jobs having

done so to raise their status. In the case of craftsmen, foremen and

kindred workers, only 28.3 per cent of those who left did so to im-

prove their status - understandable in the case of those who had in-

vested so much effort in learning their trade. It is disquieting to

note that only 24 per cent of labourers (excluding farm and mine)

left for improved status, but on the other hand the percentage of

job changes was very high for this group: 699,000 made 1,521,000

job changes, of which 365,000 were for improved status. This indi-

cates improvements in status for nearly 9 per cent of the 4,275,000

male labourers.

Of course, the ccncepts employed are very vague: a search for

improved status might be the motive for a job-change, but might

not be achieved or sustained, while others might suffer a reduction

of status when changing jobs. Also, the advances are generally very

restricted in scopes from labourer to semi-skilled operative or

filing-clerk to book-keeper. The professional occupations are noto-

riously difficult to enter unless the necessary educational qualifi-

cations have been obtained early in life, and someone has remarked

that it is easier for a labourer to become managing-director than for

him to gain promotion to the status of craftsman.

Tables 9, 10 and 11 of Appendix 2 convey information of a dif-

ferent nature, showing how industrial and occupational distribution

have changed over a considerable period or (Table II) how it is an-

ticipated that it will have changed in France by 1970, in comparison

with 1960.

In Greataritain, the number of higher professional workers

(lawyers, professional engineers, scientists, doctors,.etc.) may still

seem insignificant in 1951: under 2 per cent of the occupied popu-

lation, but it had almost doubled as a proportion of the occupied

population and had more than doubled in absolute size since 1911.The

lower categories of professional workers, (teachers, nurses, draughts-

men, physiotherapists, etc.) also doubled in absolute numbers during

this period and numbered over a million in 1951 out of a total work-

ing force of 2214 million. But the gieatest increase was in the num-

ber of clerical workers - from under 900,000 in 1911 to nearly 2)4 mil-

lion in 1951. These increases were at the expense of manual workers,

who declined from 79 per cent oi the work force in 1911 to 70 per

cent in 1951.

(1) Two official reports emphasizing this were published in the United
Kingdom in 1962: "Higher Education", -Report of the Committee appointed by
the Prime Ministercunder the chairmanship of Lord Robbins, 1961-63,
London, H.M.S.O. 1963. "Half our Future", Report of the Central Advisory
Council for Education (England), (The Newsom Report), London, H.M.S.O.

1963.
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A very similar degree of change took place in the United States.

White-collar workers (this includes sales workers in American termino-

logy) increased from 21.3 per cent of the economically active civi-

lian population in 1910 to 42.3 per cent in 1960. But here, blue-

collar workers also increased in proportion, though by a negligible

amount (from 38.2 to 39.6 per cent) and it was farm workers whose

numbers and proportion were drastically reduced - from 30.9 per cent

in 1910 to 6.3 per cent in 1960(1).

For France, the census reports for 1954 and 1962 show the fol-

lowing changes in distribution(2).

amenttsedistribution of active employed populationl

1954 1962

Primary Sector 27.4 20.5

Secondary sector 36.3 38.6

Qertiary sector 36.3 40.9

100 100

In this period, nearly 1,300,000 workers left agriculture, while

457,000 entered the secondary sector and nearly 850,000 the tertiary

sector.

Thera were, besides, considerable changes in the secondary sec-

tor itself: textiles lost over 100,000 workers, while chemicals gain-

ed 50,000 and the electrical and mechanical engineering industries

gained 325,000.

By 1970, it is estimated that professional, technical and kin-

dred occupations will embrace over 13 per cent of the labour force

and clerical and kindred occupations 16 per cent(compared with 1960

percentages in the United States of 11.4 and 15 respectively)(3).

Mr. Vimont notes that the unskilled are the most difficult work-

ers for whom to find jobs and that a rising level of education is an

essential concommitant to rapid industrial expansion. A worker can be

easily adapted to different work if he has some knowledge of mathema-

tics and is able to express himself satisfactorily both orally and in

writing. If this minimum level is not attained, a worker awaiting re-

adaptation cannot follow a vocational training course unless he is first

given a course of general education. It is very often at this point

that psychological difficulties arise which become an obstacle to mo-

bility.

(1) See "Manpower Report of the President", transmitted to Congress

March 1963, Table G-5, page 201.

(2) Appendix 2, page (147),

(3) Appendix 2, Table 11.
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Employment forecasts may be an aid in the adjustment of the du-

cational curriculum to changing occupational needs. In Prance, employ-

ment forecasts have been mad* since 1952 as eadh of the Modernisation

and Equipment Plans have been prepared. In the United States, employ-

ment forecasts for 1970 have been published in the President's Man-

power Repor4s to Congress.

Vimont recommends the development of this works

1. Full statistics of the present employment situation and its

trends in past years must be collected.

2. Trade associations and employers muat co-operate in preparing

employment forecasts. These can only be compiled if firms

knowing what technical changes are likely to arise in their

plant supply information on the effects of such innovations on

employment.

All the data .Aied by industry must be seen against the ge-

neral background of prospective developments in the country's

economy and its different branches in order to get a com-

plete picture of employment prospects. Assumptions an to pro-

duction prospects must be made at national level to enable an

overall survey of consumer demand to be carried out. The act

of merely taking stock of prospects in individual industries

will not produce an accurate picture of demand trends, as

each firm is always hoping to secure a bigger part of the mar-

ket.

Specific developments to facilitate mobility Should include the

further development of employment services, which Should not only find

jobs for the unemployed, but channel workers into more effective un-

employment(1). This is being recognised, too, in the establishment

of supplementary vocational training centres, examples of which may be

seen in France, ths United States and the United Kingdom.

Mr. Vimont concludes:
The following appear to be the main points for study:

1. Statistics of manpower mobility must be compiled in countries

which have none. Docvmentation of this kind is relatively

scarce at the moment.

2. Research on the factors affecting mobility is essential to de-

termine, for example, the influence of wage rates and the

psychological aspects of mobility.

3. Further research should be put in hand to assess the value

of aids to mobility. Is the transfer of pension rights effec-

tive? What is the value of the private vocational training

schemes organised by firms to fit skilled workers overtaken by

technical change tor a new job?

(1) This idea is developed in Appendix 2, pages (147) to (177).
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4. Finally, a sound mobility policy can be developed only if de-

tailed employment forecasts are compiled beforehand.

These are the main directions in which research on mobility should

proceed.

Discussion

The Chairman, N. Pietro Merli-Brandini(1), asked whether the

quantitative forecasts made in the French plans had been achieved and

what the effect of collective bargaining had been on mobility. In

Italy, there was provision for a retiring indemnity, payable when a

worker was dismissed and varying with his seniority. This gave him

time to re-adjust and find other employment. Another provision pre-

sent in Italy was for a set procedure that must be followed in collec-

tive dismissal (that is, of more than one worker).

Mr. Pierre Jeanne(2) said that skill qualifications had changed

during the past twenty or thirty years, an increasing number of

people now having a narrow skill instead of a general one. At the

same time, as Mr. Vimont had stressed, they might now have to perform

two or three occupational re-adjustments in their working life.

Mr. Lester S. Zerfoss(3) emphasized the need to have more voca-

tional guidance and to keep young people in school longer to increase

their vocational skills. In the United States, the eXperience of re-

training adults had been disappointing. The advance of automation was

producing jobs of higher and higher skill and thus pushing against

the ourve of human ability. This was increasing the number of young

people who were both unemployed and unemployable. In the United

States textile industry, it was known that if the plans for automation

were to be implemented in the next five years, they would throw out

of employment between 33 per cent and 35 per cent of textile workers.

The best retraining techniques available in the United States would not

make these people employable again in the new installations. The psy-

chological problem was how to get people with an intelligence quo-

tient of 80 or less to learn and to want to learn:the teaching skills

were not available. The more the unemployed were trained and retrain-

ed, the more this hard core would be precipitated out.

Mr. Jean Mitsos(4) asked for information about measures taken in

(1) Head of Research Department, Italian Confederation of Workers'
Unions.

(2) Secretary, Metalworkers' Federation, Paris.

(3) Director of Management Services, American Enka Corporation.

(4) Greek Industrial Federation.



France to ensure the occupational mobility and promotion of workers

without change of employer, or to allow a worker to go to a univer-

sity.

Mr. R. Clark(1) suggested that the United Kingdom was behind many

other countries in occupational mobility; indeed, he encouraged other

delegates to the view that in their countries they were already half

way to solving the problem. But in the United Kingdom, with its long

history of industrialisation, trade unions had been formed in the

early days on an occupational base. In the engineering industry, for

instance, there were forty different unions catering for forty dif-

ferent occupations and all jealously guarding those occupations. It

was easy to move from one industry to another, while remaining in the

same occupation, but difficult to move between occupations, even in

the same industry. In Sweden, with industrial unions, these difficul-

ties were not encountered. While occupational mobility was desirable,

indeed inevitable, it had not yet been accepted by British trade unions.

The Industrial Training Bill, then before Parliament, represent-

ed a big advance. Five years before, a committee had been est up

by employers and trade unionists to discuss training in industry. But

it had now been realised that, without government participation, the

problem could not be solved. The Bill provided for boards to be set

up for various industries that would be able to enforce certain stan-

dards.

Mr. Solomon Barkin remarked that two contradictory views were

frequently encountered. One was that industry was becoming more so-

phisticated, with rising requirements from its workers, who thus re-

quired more education (though education was not always distinguished

from training). Another view was that the need for skill was great-

ly exaggerated and that it required little effort or time to learn

jobs in modern industry. To decide the issue it was important to de-

termine the nature of the modern job: did it require more training

and education or less, or were these words possibly inadequate to des-

cribe the sort of preparation that was required?

Mr. Gunnar Lindstrom(2) described the Swedish programme for train-

ing adults whose aim (now more or less achieved) was to retrain 1

per cent of the labour force every year. There were currently about

800 courses in progress, financed mainly from the budget and arranged

by the public authorities. These were often done in close co-opera-

tion with firms and, eipecially in periods of recession, sometimes

took place within the firm, with teachers drawn from the firm itself.

Workers received an allowance of about 400 French francs a month dur-

ing retraining, with special allowances if there were housing

(1) British Trades Union Congress.

(2) Swedish Employers' Confederation.
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difficulties. He had no sOution to the American problem, but stressed

that a good general education was of great importance when it came to

retraining.

Dr. Hans Reithofer(1)
described how seasonal unemployment led to

increased mobility in Austria. Every year, workers were drawn to occu-

pations in hotels and restaurants, then, at the end of the season,

took other jobs and might never return to the seasonal jobs.

The Chairman commented that in Italy an attempt was made to solve

this problem by training workers in seasonal occupations to take other

jobs, but within the same industry. In tht tourist industry, they

might then alternate between summer resorts and winter resorts, and ac-

quire and continue to exercise the appropriate skills.

Mr. Aage Tarp(2) said that Danish trade unions had a somewhat si-

milar structure to those in Britain, but with the advent of full em-

ployment, the unions had come to tolerate a much higher degree of oc-

cupational mobility and to admit a much larger number as members, An

act for training, especially of unskilled workers, had been in opera-

tion for two years, with the planning largely in the hands of the

trade unions and employers' associations. A wage problem had arisen,

for when semi-skilled workers were trained to take over some of the

tasks of skilled workers, the unions claimed that skilled rates should

be paid, while employers resisted this because the range of the workers

concerned was not SD great. Another problem was that in most countries

the labour demand was increasing not for, but for salaried workers.

Mr. Roger Mertens(3) said that in Belgium, the National Employ-

ment Office subsidised firms that did their own training. There was

a procedure for accelerated training, whereby workers were prepared who

would go into a sector where there was a labour shortage. Training is

generally done by the companies themselves and most of the hiring of

workers is done independently, usually through the daily press.

Mr. Heinrich Schlick(4) stated that occupational
mobility in Ger-

many was hampered because of a deficiency in general education; thus

it had been decided to add a ninth year of compulsory schooling. In

addition, experience had shown that mobility was impossible without

basic training in the crafts of industry. One of the essential parts

of psychological
preparation was to overcome the fear of the workers

eonoerned that they might not make good in the new job.

Mr. Vimont replied that the forecasts in the third French plan

were not all achieved in terms of employment because productivity had

risen much faster than had been anticipated and therefore employment

4111111M111

(1) Austrian Federation of Chambers of Labour.

(2) Confederation of Danidh Employers.

(3) General Federation of Labour.

(4) Chemical and Allied Industries Employers' Associations, Baden-

WUrttemberg.
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predictions had been too high. Labour promotion courses in France

were organised by the Ministry of National EduotiLion. Access of young

people without a high school certificate to higher training had been

facilitated and they were able to work their way into the scientific

schools, though much opposition had been engendered when one such stu-

dent entered the Ecole Polytechnique..:

The problem of mobility aad reconversion was all the easier when

there was a high rate of economic expansion, but with relative stag-

nation, mobility was much reduced. There were few offers of employ-

ment at the very moment When declining industries were laying off most

workers. In such a situation, the best possible training bodies were

powerless.
Mr. Barkin had posed the conflicting views of the need for more

training or the disappearance of skill. In fact, the maintenance of

automated machines called for considerable skill. It was not possi-

ble for firms to train people to this level, a level higher than that

of skilled craftsmen, for mathematical training was called for of a

sort that could be given only in school. Mr. Vimont reported that he

was beginning a pilot study into the content of certain jobs that could

be considered as typical, after which he hoped to be able to ,Show the

level of skill that was required.

The worker of the future would need to get as broad a training

as possible at school in order to be able to absorb the additional

training that would be given at work. Those who dealt with the pro-

blem of vocational training knew that it was possible to give addi-

tional training only to people who had already had a basic training.

In France, for those people who came from North Africa and from the

agricultural sector, it had been necessary to establish pre-training

centres to give additional schooling, especially in arithmetic and ele-

mentary mathematics. For the next twenty or thirty years, the most

important problem for Europe would be national education.

CASE STUDIES

Coceupational Mobility of. Manpower in the
French:Textile Industry

reported by J. Nousbaum(1)

Between 1954 and 1962, when the production of the French Textile

Industry increased by nearly 25 per cent, the number of wage-earners

employed fell by over 17 per cent.

(1) Secretary-General, Textile Industries Association, Paris.
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MAKe -Earners

in thousands

Men Women Total

1954

1962

270

230

-14.9%

350

283

-19.1%

620

513

-170%

This decline in employment was accompanied by a change in occupa-

tional structures:
-

Engineers Foremen Techni- Office Workers

Mana-
gerial
staff

and
Over-
seers

cians Staff

:1st December 1953 2.4% 3.9% 0.9% 7.3% 86.5%

;p1st December 1959 2.8% 3.9% 1.6% 7.3% 84.5%

965 estimate 3.2% 3.9% 2.0% 7.3% 83.6%
,

Oddly enough, the textile industry has not been faced with a sim-

ple problem of redundancy, for concurrent with the reduction in its la-

bour force (especially during the general manpower shortage of the last

few years), it has found great difficulty in recruiting all the man-

power it needs. Thus it wishes not only to re-absorb surplus labour

but also to attract new recruits and to promote those already employed.

The industry thus has a two-fold interest in promoting mobility of man-

power.

Advance measures

The succession of national plans has made it possible to make over-

all estimates of economic activity and, in the textile industry, this

has been done for each branch. It was thus possible to impress on each

firm the need to adopt an advance employment policy that would take

account at one and the same time of the general trend in the industry,

the firm's own position and its regional setting. Precautionary mea-

sures could then be taken to mitigate hardship resulting from staff re-

ductions and corrective measures to facilitate the redeployment of

those who were dbliged to leave the textile industry.

But though an overall forecast may be a general guide to an indus-

try, it is at the level of the firm in a regional context that prac-

tical difficulties arise and must be solved.

Thus, it is at firm level that advance planning assumes its impor-

tance and that future needs must be correctly appreciated in order to

work out the methods for adapting manpower to these needs. This adap-

tation has to be based on an intimate knowledge of normal personnel
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turnover, Except in rare cases, however, firms have not had enough

experience of this factor, which is not surprising when it is remem-

bered that employment had never been of any particular difficulty as

textile firms were often located in areas that were not very indus-

trialised, where relatively unskilled (especially female) labour was

in plentiful supply.

To remedy this situation, the Union of Textile Industries prepared

a survey on manpower movements and structure. This survey is conduct-

ed in the form of questionnaires sent to firms every year and collated

at regional and national level. This provides firms with the elements

needsd to appreciate their own exact manpower position, while the re-

gional and national organisatione are in a position to judge the gene

ral trend and to draw valuable information from this in order to de-

t6rmine what guidance Should be given to the industry as a whole.

t, The great value for firms of a survey of this kind lies in the

precise information it can supply on the natural ebb and flow of man-

power, making it possible, especially when nudbers employed are being

reduced, to arrange things in such a way that dismissals are reduced

to a minimum and, as far as possible, staggered.

Vocational training

One of the conclusions of the detailed study of employment fore-

casts has been to illustrate the changes likely to occur in the occu-

pational structure of manpower and the importance of having better

training facilities at all levels* The French textiles industry has

given particular attention to the question of apprenticeship of young-

er people and this has helped to increase the mobility of manpower.

This step constitutes one of the precautionary measures taken to

improve staff mobility both at industry and at firm level and is quite

independent of the corrective measures taken to facilitate the re-

employment or re-adaptation of adult workers, which was also necessary.

In view of the structure of textile manpower, on the one hand,

consisting as it does of a sizeable percentage of skilled workers, and

the effects of technical change on the need for more qualified person-

nel, on the other hand, firms and their trade associations have done

everything to develop the methodical training of all their young re-

cruits. Apprenticeship in the strict sense applies only to skilled

trades justifying long-term training; the textiles industry has con-

sidered it necessary to organise courses for unakilled workers in or-

der to develop their judgement, knowledge of the trade and skill. This

training includes vocational instruction followed by further general

training and an examination awarding a "Certificate of Skill" experimen-

tally recognised by the authorities. This training is not left entire-

ly to the firm's initiative; specimen syllabuses have been worked out

by representatives of the industry, employers and workers. The training
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generally lasts for one year in centres which are usually run on a

joint basis. In some regions, it has even been arranged by joint agree-

ment that no young person of either sex can be signed on unless he or

she has received such training.

This training is also designed in such a way as to enable the more

talented recruits to be promoted later but it also serves the purpose

of enabling less gifted young people leaving school to train directly

for a skilled trade and to advance to a higher grade later.

The training of dkilled workers, who are increasing in proportion

owing to continued advances in the equipment used, has been consider-

ably improved by the framing of programmes of study and examinations

common to the entire textiles industry, whereas not so long ago many

certificates existed which had identical names but which corresponded

to very different levels of actual skill and had often been granted

with one particular purpose in view. This move towards standardizing

trade certificates gives their holders a better standing in the event

of their having to change jobs, especially as textile instruction has

become somewhat polyvalent due to the new openings now afforded by the

mechanical engineering or chemicals industries.

Corrective Measures.

In spite of all precautions, structural changes sometimes neces-

sitate dismissals. In anticipation of this, a nuMber of steps have been

taken, particularly through the Collective Agreement for the Textile

Industry. The Agreement stipulates that as soon as the management of

a firm foresees a serious decline in activity that might necessitate the

dismissal of workers, it must inform the works representatives and con-

sult them on the action to be taken. The local employers' association

must then take steps to place the workers concerned in other firms.

Before proceeding to mass dismissals, firms will consult with trade

unions and the authorities at regional level, consider possibilities

of redeployment and give the longest notice compatible with the effi-

cient operation of the firm. Legal periods of notice have often been

extended and the interval between dismissal and redeployment minimised

or eliminated.

Severance allowances, though general for salaried staff, are not

granted in all cases of dismissal of wage-earners but only in circum-

stances connected with the changing structure or activiti of the firm.

There are two kinds of allowances: one applying to dismissals due to

improvements in productivity, the other to all dismissals due to the

decline of a firm's business.

The Agreement lays down that higher productivity should not in

principle be allowed to result in dismissals. Employers have therefore

undertaken to do all they can to find new jobs within the firm for

workers made redundant by modernisation or re-organisation, retraining
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them, if necessary, to perform new jobs. If this fails, dismissed work-

ers receive a special allowance equal to three months skilled pay, while

the employers' associations do their best to find them jobs in neigh-

bouring firms.

These provisions have resulted in numerous discussions and joint

meetings between employers and workers end have contributed to the

realisation by management that manpower requirements should be planned

in advance.

The agreement has been recently supplemented by the introduction

of an allowances payable to workers dismissed because of a slack period.

The allowance has a two-fold purpose: it is first a charge on the

firm that cannot offer suitable alternative work and is therefore an

incentive for it to keep on its workers until a new job has been found;

it is compensation for the wage-earner and remains payable even when

the workers receive unemployment pay.

In addition to unemployment pay from the State scheme, there is

an insurance scheme operated jointly by the employers' associations

and unions. This lessens the fear of social unrest resulting from dis-

missals and thus encourages firms to make the necessary adjustments.

Likewise, the pension scheme that was introduced by the industry in

1953 to supplement the State scheme has encouraged firms to reduce con-

siderably the number of employees over 65 years old.

Part-time working has been reduced by the same principle. Where

firms might previously have preferred to reduce hours instead of dis-

missing workers, the collective agreement now requires part-time unem-

ployment to be compensated by the actual firm involved.

The provision of new Jobs

The general corrective measures described above, the purpose of

which is mainly to facilitate the re-absorption of textile workers by

giving them the maximum guarantee, have been accompanied by various

specific measures designed to provide new jobs.

The growth of the French economy and the manpower requirements

of fast-developing activities have undoubtedly created a state of af-

fairs which is very favourable for the redeployment of textile workers.

It was necessary, however, for the textiles industry to take direct

action to find or crest new jobs, especially in regions where indus-

trial development came up against difficulties.

All branches of the textiles industry have contributed, but the

cotton industry's action is regarded as particularly typical as it was

faced with a more serious difficulty in that:

- personnel reductions were greater than the average for the tex-

tiles industry as a whole (see the figures cited earlier);

- cotton firms are often located - particularly in the East of

France - in rural areas where they represent the only indus-

trial activity and where it is difficult to set up new firms.
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The Employers' Association of the French Cotton Industry ha t. form-

ed a special department to organise the winding up or, if possible, the

conversion of firms which have been obliged to close down as a result

of mergers, concentration or, more usually, structural changes.

Redeployment has been the principal aim of this department, which

is in a position to foresee a firm's closing down well in advance and

try to find new jobs for wage-earners affected, either on the spot by

conversion of the firm or in the same locality in the industry it-

self, or in neighbouring factories of another kind, or by a combination

of these various possibilities.

Although in some cases the isolation of a firm or the local em-

ployment situation gave rise to difficulties when the decision to stop

work was taken, these were overcome satisfactorily by resorting to a

comparatively quick conversion, effected by selling the buildings to

some other industry that was able to provide enough jobs to absorb most

of the manpower available for redeployment.

Conversion and redeployment of this kind have been facilitated by

the measures taken by the public authorities, particularly through tile

"Economic and Social Development Fund", which helps firms to finance

new plant, on the one hand, and gives them technical and financial

support for the re-adaptation of manpower, on the other.

It is impossible to consider the various folms of conversion in

detail as each case has its own special aspects. With regard to man-

power, however, it has been observed how relatively easily textile

workers re-adapted to their new jobs.

Such re-adaptation, often accompanied by some promotion, usually

took place on the production side. Retraining was provided by in-

structors chosen from among the fines technicians or executives who

first attended an instructor's course either at a Centre run by the Min-

istry of labour or at a Trade Centre.

Mr. Nousbaum gave a number of examples to illustrate the applica-

tion of the provisions. At Roubaix-Tourcoing there has been a continu-

ous increase in the proportion of workers with special skills and a

reduction of those in the lower categories.

The higher proportion of skilled workers, technicians and super-

visory staff reflects the vertical mobility of manpower facilitated by

the training and re-adaptation schemes introduced by industrial con-

cerns and trade associations.

The Centres responsible for the apprenticeship of young people

have supplemented their own activity by the re-adaptation of adults,

which has affected several thousand people. In most cases, the latter

had to be taught how to use new equipment, as was the case, for ex-

ample, in combed wool-spinning when continuous spinning machines re-

placed the spinning jenny. Job changes took place mostly within the

same firm.
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Adult training has also been introduced in the form of special

training for unskilled workers considered fit to become specialised

maintenance workers.

Worker promotion courses were also arranged for those who were

considered capable of becoming supervisors after selective training.

This effort as a whole resulted in a considerable increase in the

percentsge of technicians and supervisory staff holding a trade cer-

tificate or who had received supplementary vocational training. Where-

as the .4.1L1mbers of technicians and supervisory staff increased:

by 31. per cent between 1957 and 1961,

the nutbers of these same categories holding a certificate or who had

received supplementary vocational training increased

by 2§, per cent during the same period.

Another case concerned "Company X", a concern owning several mills,

to which the following particulars apply:

Numbers employed

1955 16,000

1963 11,600

i.e. a drop of 27.5 per cent (4,400), including: about 1,000 due to

the closure or conversion of mills, about 3,400 due to gradual moderni-

sation.

Effects of gradual modernisation

The reductions due to the effect of gradual modernisation did not

raise any serious difficulty because of the natural mdbility of this

manpower:

- Voluntary departures during the year accounted on average for

10 per cent of the personnel. Each year, they totalled about

1,300, i.e. about 10,000 departures in 8 years;

- Departures through retirement or death accounted for 1.5 to 2

per cent per annum, i.e. 1,500 to 2,000 departures in 8 years.

It was therefore poisible to re-absorb 3,400 workers in eight years

without appreciably reducing the normal rate of recruitment.
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Closure of mills

Five mills have closed down:

Weaving mill at P 95 workers

Weaving mill at T 214

Spinning mills at TR 180

Weaving mill at H 170

Weaving mill at R 140

799 It

These closures were carried out without much difficulty or hard-

ship as they were announced sufficiently well ahead (at least three

months).
Of course, redeployment difficulties varied according to local pos-

sfblities. In localities with some Shortage of manpower (TR and IT.), re-

deployment presented no difficulty. These cases must be assimilated

with that of P, where new jobs were easily found on the spot or in

th neighbourhood, generally in other establishments belonging to the

Group.

Redeployment proved to be more difficult at R as this locality did

not give scope for the same possibilities as at TR or H. The mills

were turned over to a firm exercising a different trade.

It is interesting to note that in actual fact these workers made

only little use of the possibility offered by this new venture as 80

workers found jobs in textile firms in the neighbourhood and 35 are

still working in a mill belonging to the Group which is about 25 km

away where they are taken by a works shuttle service.

Finally, when necessary, supplementary pensions were provided for

staff over 60 years old who had to be laid off.

Conversion of mills

(a) At R

The Group ran a spinning mill and a cotton weaving mill in this

locality. The spinning mill employed 150 workers but was gradually

closed down and replaced by a nylon-weaving mill.

The spinning-weaving ensemble employed 380 workers before conver-

sion and now employs 328.

No dismissals were made. Those over 65 were retired and 12 work-

ers between 60 and 65 years old were retired prematurely; until their

65th birthday, they received a provisional pension in addition to that

of the Social Security. This early retirement was never made compul-

sory; only those workers left who agreed to accept it.

Recruitment was slightly slowed down for a few months.

Although the great difficulty was to teach another trade to old-

er workers who had always been spinners, the average age at this spin-

ning mill was fairly high as two-thirds were over 40.
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A training schme was therefore prepared and three experienced

instructrosees wore chosen to handle this group. In all, reclassifi-

cation took 18 months, during which time there was a considerable

rise in overheads but it was possibl to redeploy the workers on good

terms.

(b)

In this locality, tho Group had a spng mill and a weaving

mill both of whidh ware out of dat.

The spinning mill, which employed 160, was closed down and re-

placed by a ready-made clothing workshop; the weaving mill was entire-

ly transformed.

This combination employed 510 people before conversion but now

employs 542.

An engineering workshop will shortly be added able to employ some

60 mon, so that the balance between male and female jobs available will

be achieved,

Here again, there were no dismissals and use was made of the vo-

luntary premature retirement scheme already mentioned.

125 workers ware redeployyd to ono of the Group's mills 6 km

away by organising a shuttle service. The difficulties encountered were

the same as those mentioned for R and were overcome in the same way.

To sum up, closing down and conversions can be said to have af-

fected only 1,000 out of a total of 44459 workers; and the closing

down and conversions were carried out without any serious trouble in

view of the time allowed for doing so and the possibilities of inter-

departmental change offered by a largo industrial Group.

All tho rest is due to the gradual and constant improvement in

modernisation and productivity.

This raised no special difficulty. It may even be claimed that

recruitment never stopped. Some localities even had serious difficul-

ty in finding manpower.
This means, therefore, that there is a fairly large manpower move-

ment due to young people's attraction to certain trades or government

departments (Customs and constabulary).

Di/6801.04,

Ht. Gunnar Lindstrom(1) asked why there were two forms of separa-

tion allowance - one for dismissals relating to reductions in output

and the other for dismissals relating to increases in productivity -

and how it was possible to distinguidh between Mos two?

(1) Swedish Employers' Confederation.
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lir. Thomas B. Ward(1) asked how the tripartite boards wore set up

when certain moves wore impending?

Bre Barkin alked Mr. Nousbaum to expand on the conduct and ope-

ration of the department in the employers' association that facili-

tates the conversion of closed plants to new services and activities.

Mr. Nousbaum replied that the two sorts of separation allowance

had developed for historical reasons. When the collective contract had

been signed for the first time in 1951, the French textile industry

had been in a phase of adaptation and modernisation that made it sen-

sitive to problems of improved productivity and changing working me-

thods. These problems had given rise to delicate negotiations from

which had emerged guarantees that accompanied the introduction of me-

thods involving higher productivity. EXperience Showed that there were

many instances where the two cases could not easily be distinguished,

so the system had been modified. The distinction was retained partly

because it was difficult to do away with something that exists and

partly because when a discussion of new equipment or working methods

was introduced at company level, it was necessary to have a mechanism

to allow procedure to be different from the simple adaptation of man-

power to changing economic conditions.

Discussions were initiated at company level. The company, with-

in the framework of consultation, must state how it is going to evolve

in the coming months and the problems that are likely to arise. The

problems, when they arise, are taken up at the level of employers' and

workers' organisations. These may concern, for example, relocation or

retraining. Then contact is made with representatives of governments

all dismissals must be authorised by the government, fmr purposes of

observing manpower movements. Government help was needed, too, for

making relocation easier.

There was no general formula for the conversion of plants to new

services and activities. In many cases, the company that intended to

close down would do its own searching. The French Cotton Industry

had set up a special service Which was at the disposal of companies

and which would advise on the best procedure - for example, conver-

sion or simple sale of the establiahment - and also advise on finance.

Reda lo..ent of workers dischar ed from

The Norrköping Textile Industries (Sweden)

reported by Georg Lindgren(2)

Between 1950 and 1960, a total of twenty-seven textile factories

were closed down in NorrkOping - twenty in the wool sector and four

(1) Canadian Labour Congress.

(2) Swedish Textile Workers Union.
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in the hosiery sector, two silk-weaving mills, and one manufacturing

department tor the impregnation of oil-skin clothes. About 1,300

workers were affected by these shut-downs and of these, about 1,100

were in the wool sector.

While no separate information is available concerning the reset-

tlement of those dismissed, reports by the local section of the Tex-

tile Workers' Union give particulars of the transfer of members to

other unions. Of about 1,700 members who transferred to other unions

(and thereby other industries) in the 1950's, 75 per cent shifted to

manufacturing industries other than textiles, 15 per cent to trade,

transport, storage or communications, and about 5 per cent each to

construction work and to government service. More than one-third were

employed by the metal industry.

To facilitate resettlement, the labour market authorities made

substantial extensions to retraining in the 1950s. Much of these acti-

vities now take place in Nor*rk8ping, where the premises vacated by

the biggest of the textile factories mentioned above are now used for

this purpose. There are at present some thirty-five courses with about

350 trainees, in charge of forty instructors. As a rule, training

covers one year, but for some jobs is even longer.

Details are available for the new employment obtained by the em-

ployees affected by the closing of two factories, both in the woollen

sector. Total staff amounted to 550, about a third of the number of

members lost by the Norrk8ping section of the Textile Workers' Union

between 1950 and 1960, and rather less than half the number of work-

ers in the twenty-seven factories that closed down.

Of the 550, about a hundred left prior to the final closing of

the plants. Seventy workers were able to find other employment during

the period of notice that must be given in terms of the agreement for

the industry. About 160 obtained work in other textile factories,

while about the same number went to factory work in other industries.

It may seem strange that so high a number were able to remain in tex-

tiles. This was due to the fact that not all textile factories in

NorikUping found themselves in difficulties at the same time or to

the same extent. Indeed, some factories have been short of skilled

workers at the very time that other factories were closing down. The

expanding factories have often been keener to employ quite elderly

workers who were skilled in the trade than young workers with no ex-

perience at all.

Union attitudes

The contraction of the Swedish textile industry in the 1950s may

be considered chiefly as a necessary liquidation of enterprises yield-

ing inadequate profits, a process that has resulted in better possibi-

lities for those who are left. On the whole, the competitive posi-

tion of the industry has improved in recent years and there are now
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more well-established enterprises than before. Investment in buildings

and machinery has been very extensive and indicates confidence in the

industry's future. Rising productivity has also generally balanced

the increase cost of wages.

During this period, when 150 factories closed down, the Union

only once co-operated in efforts to revive a company that was in dif-

ficulties, and then with somewhat disappointing results. The Union's

attitude is that it is not the size of the industry but its capacity

to pay wages comparable with other industries that is important.

Rather than protection for the industry, the Union has recommended ra-

tionalisation, product improvement, measures to encourage exports and

increased co-operation within the industry itself and improvements

in subsequent manufacturing, distribution and sales functions. Conse-

quently, a considerable structural transformation has been accepted.

Members have expressed their unwillingness to subsidise the industry

through low wages.

Naturally, the structural dhanges in the textile industry would

have taken place irrespective of the opinion of the Union. No doubt

the resettling process has, however, been facilitated through the

Union's positive attitude. If rationalisation in the Swedish textile

industry during the 19500 had not been so intensive, the efforts to

obtain stability would certainly have been less successful. Simultane-

ously, the demands for higher wages which were submitted by the Union

and the Confederation of Swedigh trade-unions accelerated the closing

of the least profitable companies.

The resettling of dismissed textile workers in other occupations

has been considerably facilitated by the fact that the liquidations

of textile factories have mainly been made when other branches of in-

dustry were expanding and needing more labour. It has been comparative-

ly easy to offer new and generally better-paid jobs to redundant k-

ers and this indicates the importance of a social economic policy aim-

ing at maintenance of full employment and rapid economic progress as

well as of the co-operation of the labour market authorities in re-

training and regrouping disoharged labour in other occupations. The

importance of the unemployment insurance must be stressed in allevia-

ting the economic difficulties in connection with the inevitable re-

dundancy until new positions are provided. As can be seen from the

figures of the increase in unemployment between 1950 and 1960 the Re-

cognised Unemplo7ment Insurance Fund of the Textile Workers granted be-

nefits to members anemployed through redundance amounting to more than

Sw. Kr. 22,000,000. and out of these almost Sw. Kr. 3,000,000. were

paid to members in NorrkUping only.

The Union has financed investigations jointly with the employers'

association into the problems of the industry. A committee was ap-

pointed in 1954, with an impartial chairman and including economic ex.-

ports. After a three-year investigation, it published a final report
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under 'the title, "Textiles - an industry under transformation". In the

years 1958-59, the Union also participated in a Government-sponsored

committee to investigate the textile industry.

According to the Committee's mandate, the investigation was to

be directed not towards State support but towards measures of recon-

struction within the industry. It was further pointed out that a

strengthening of competitive power would probably include a certain

concentration of production, manufacture of "lend series", increased au-

tomation, and more intensive exploitation of machinery and other ca-

pital investments. The mandate emphasized the importance of increased

co-operation within the industry as well as between different links of

textile production and distribution together with the desirability of

trying to develop exports.

The investigations of the State committee were based on the ma-

terial received from the earlier investigation. The report of the

State committee was headed "Competition under co-operation" and con-

tained a suggestion for an "action programme" for the textile and gar-

ment induStries.

The three investigations mentioned above were important forums

for a specific review of the practical problems of the industry. The

investigations and the publicity connected therewith contributed great-

ly towards clarifying the conditions of the textile industry and put-

ting them in an all-round light. The Union also tried - through par-

ticipation in the public discussion - to gain support for comprehen-

sive rationalisation measures and a structural change of the textile in-

dustry.

During the 1950s, the Union on several occasions made appeals to

the Government and labour market authorities for measures to give em-

ployment to workers dismissed from textile industries in places where

other opportunities of work were not available. Some suggestions for

measures against extreme dumping were also delivered to the Government

as well as suggestions for placing State and local-government orders

in such a way that seasonal fluctuations could be levelled, if possi-

ble. In many eases, the appeals gave results Which relieved the dif-

ficulties of the employees in connection with the diminution of the in-

dustry.

Appeals were also made to the competent authorities for improve-

ment of the regulations on benefits for unemployed workers.

When appraising the trade-unions share in the work of assisting

dismissed textile workers to obtain work in other fields, it should be

remembered that many of the members of the Union .are active not only

in trade-unions but also in the political life of their communities.

Thus, through taking part in local government work they have often

been in a position to contribute to the installation of new enterprises

in the premises abandoned by the textile industries. In Norrk8ping,

several members of the board and officers of the Union have for a
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long time held leading positions in local government and have there-

by been able to influence the city authorities to work intensively to

attract new industries io NorrkSping. As existing industries expand-

ed, new industries have also sprung up on a large scale.

The writer made the following comments in a speech delivered at

the L.O. congress in connection with the Union's motion and a report

made by the Governing Body of the L.O. on "Co-ordinated industrial po-

licy";

"But if the trade unions are to accept whole-hearted co-operation

towards quicker structural changes in the economic life, we must make

definite demands upon society. We have also good reasons to make de-

mands on the employers. In the first place, we need the following:

(a) Active labour market and location policy, including streng-

thening of the measures for stimulating the mobility as

well as increased possibilities of retraining and vocational

training;

(b) More housing in expanding places and regions;

(c) Special steps to offer employment to labour which for va-

rious reasons is difficult to place;

(d) Provisions regarding the right to receive compensation when

firms close down.

Conclusions

As a result of the changes outlined above, interest in industrial

and labour market policies and the understanding of their importance

have increased within the Union. This was expressed in a resolution

submitted to the congress of the Swedish Trade Union Confederation

(the L.O.) in 1951, which included the following:

"As far as possible we should aim at adapting our economic life

to the altered competitive conditions gradually and in a flexible way

so that we can use our limited supply of capital and labour in those

sectors of the economy where there are natural pre-requisites and the

best results can be obtained. We shall thus in the long run support

ourselves and at the same time contribute towards better conditions

for other nations, including the developing countries, which will have

increased possibilities of selling to us. The developing countries -

representing the majority of world population - form a gigantic fu-

ture market, and as a nation, we have much to gain in an enlarged.trade

exchange with them even if this is likely to decrease the possibili-

ties in some fields of our induatry. But if we are not willing to

accept increased imports from the developing countries, our assistance

to them will be more or less without effect...



"Realising that during this decade, we may expect a more rapid

and sweeping si;ructural transformation of the economic life of our

country and the need to transfer economic life to new paths, we think

it is necessary to make the labour market policy still more effective

and to give the National Labour Market Board bigger resources. More-

over, it is urgent that society be given greater opportunities to in-

fluence the location of new industries in those regions dependent on

one'particular industry and which are likely to be particularly af-

fected by the structural changes in economic life. More rapid and ex-

tensive changes in the labour market will also increase the need for

retraining and vocational training."

The Training Programme of the American Enka Corporation.

- North Carolina

reported by Lester F. Zerfoss(1)

American Enka Corporation is one of the largest producers of man-

made yarns and fibres in the United States, the country's second

largest producer of rayon and a large manufacturer of nylon. It was

founded in 1928 by a group of far-sighted Dutchmen, interested in du-

plicating their Dutch process of making rayon. Two thousand acres of

land were bought in the mountain country of North Carolina, 'with

ideal climate, abundance of water, ample supply of capable labour and

accessibility to raw materials and markets.

Instructors were brought from the Netherlands and the mountain

people, who had previously been largely engaged in agriculture, be-

gan to learn the skill of rayon manufacture. American Ehka is now

owned jointly by the parent company (Algemene Kunstzijde Unie N.Y.)

and several thousand investors Who have purchased shares on the New

York Stock Exchange.

The training project included in this case study covers the train-

ing of over 3,000 employees in ths labour force and over 300 supervi-

sory personnel. The training of operators of various categories in-

cluded not only the improvement of knowledge and dkill but the need

to change atttitudes so that they would remain co-operative against

the threat of job security and increased productivity. The training

of maintenance people called for the development of improved standards,

the sharpening of diagnostic dkills of trouble shooting and the in-

creased care and accuracy needed to deal with more complicated machi-

nery. Supervisors needed to be trained in the field of human rela-

tions, motivation, better understanding of business change and the

(1) Director of Management Services, Enka.
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co-ordinating skills needed to work more effectively with technical and

professional people used in manufacturing to support production. Since

the foremen were practical people, with education at or below the high

school level, the problem of getting them to work co-operatively and

meaningfully with a college-trained staff presented a most urgent train.-

ing need.

As the company has expanded and moved progressively into new

product lines, it has recognised the desire of older employees to move

out of the static or obsolescent areas of the business and to qualify

and move into the newer operation and accept the cost and handicap

of double training that such a transfer policy entails.

The Nature of the Training Programme

Some sociological implications

The people from the mountain areas where the company recruits its

staff have two outstanding characteristics. (1) The educational re-

sources are lagging behind the rest of the country, with only recent

attempts to provide vocational education. Thic means that Enka's em-

ployees contain a liberal sprinkling of high ability people who, were

they to come from an urban area, would probably be.-college trained,

but now because of their environment find themselves employed at le-

vels below their natural potential. (2) The second characteristic is

a resistance to outside leadership, such as is imposed on a community

when a new division of a national company locates a plant in the area

and brings it college-trained technical personnel with'it and recruits

its labour force from the local area. Resentment toward this "input"

of outside brains and talent, while the human resources of native po-

pulation remain undeveloped, provides an explosive mixture which can

lead to difficult problems of union relations, employee relations, and

adaptation to tedhnological change.

Throughout its history, American Enka has solved this problem ba-

sically through its promotion-from-within policy as far as its produc-

tion people are concerned. Assistant foremen and foremen have been

promoted from the hourly rated group and have often been promoted

further into the management structure. This has meant that hourly

rated people have had bosses who have emerged from the ranks and there-

fore are identified with themselves. Because this identi-fication be-

tween employee and foreman has been a traditional asset, the company

has had little need over the years to train foremen in communications

for they belong to the same families, attend the same churches, send

their children to the same schools and hunt and fish together. How-

ever, as the process and product have become more complicated and so-

phisticated, and more and more college trained scientists and engineers

have been brought into the company to insure quality and product
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development, the lack of college trained people in the mountain re-

gion has forced the company to recruit these specialists from out-

side the area. Therefore the problems of communication and co-

ordination between technical 'and production people have steadily in-

creased, Much of the company's motivation in designing the training

programme to be described has come from a realisation that labour

peace and employee productivity can only be achieved by maximum uti-

lisation of the local employees not only in the labour force but in-

creasingly in the technical and nanagerial structure above the hour-

ly rated group. It is most important for the reader to understand

this motivation in order to understand the length to which the com-

pany has gone to provide educational facilities as well as training and

development in its company-wide training programme.

The overall design of the training programme

A far reaching Personnel Development Programme was started in

1953, with four basic stages:

1, Appraisal

A systematic evaluation of each individual's job performance -

against the background establighed by his job requirements - by

an appraisal committee cansisting of his supervisor and several

other people in the organisation personally selected by him who

would be in the best position to determine his present status

and future possibilities.

2. Review

The overall review of the appraisals by higher management, con-

sidering employees of an organisational unit as members of a team,

each with a vital role, all with the aim - by use of all avail-

able training resources - of synchronising these team members and

their work activities to the charted needs of the company. (Su-

pervisors - as part of their own appraisals - were evaluated by

the manner, fairness and accuracy with which they reported on their

staff.)

3. Discussion

Personal interview between each person who has been appraised and

his immediate supervisor to discuss the results of the appraisal

in terms of present status and future growth, and to work out

together a practical, mutually agreeable plan for his continuing

development along lines profitable to himself and American Enka.
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4, Development

Implementation, supervision, and follow-up by the immediate SU-.

pervisor of each individual's development utilising the training

resources which have been planned for his growth and improvement

according to the .programme and schedule previously worked out

and agreed upon by the employee and his supervisor.

This programme was followed in an increasingly natural and infor-

mal way as experience was accumulated. By 1960, a strong belief had

emerged in the responsibility of top management to promote flexible

movement of people within the organisation commensurate with personal

growth and development. A training programme has been instituted (1)

for the training of new entrants and the retraining of old; (2) to

enable maintenance workers to service the more sophisticated equip-

ment of the newer installations, using a new Induetrial Education Cen-

tre in Asheville; (3) to provide a comprehensive educational project

(the In-Service Education Project) using local colleges to give select-

ed employees a college degree on an evening school basis, with six

years of study paralleling their work experience, and qualifying them

for technical and supervisory jobs; (4) to ensure the right calibre

of leaderehip for the mechanised plants of the future, by providing a

comprehensive series of human relations workShops for foremen and as-

sistant foremen.

Four Mellor Projects in the Com any's Training Programme

In-Plant operator training prolect

Mr. Zerfoss listed the training activities under this type.of pro-

ject briefly, although they are of gredt'importance for productivity

and efficiency, because they are conventional in type and familiar

to most companies.

1. On the Job,Training of Operators

All operators, new and establiahed are instructed by qualified

instructors. These instructors are regular foremen, temporarily

removed for periods of time, especially trained as instructors who

take on a training assignment for a year, and than return to their

former positions as foremen. Approximately 2,000 employees a year

are trained in this manner at the Enka location.

2. A Pre-supervisory School

This consists of a full-time (on-the-job and in the classroom)

training for hourly paid operators to prepare them to qualify

for future supervisory vacancies. The course is four weeks (eight

hours a day) in classroom study. Subjects pertain mainly to
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administrative and personnel aspects of the assistant foremen's

job along with some subjects for the technical aspects of the

job. About 100 operators a year are given this training.

3. A Supervisory Development Programme

This programme consists of evening school classes in basic manage-

rial subjects. The courses carry college credit and are taught

by instructors from nearby colleges. Certificates are granted.

Many of these courses are designed to permit transfer of credits

to the In-Service Education programme as trainees show aptitude

and motivation to continue their education. Subjects included

are: Labour Relations, Personnel Management, Principles of Eco-

nomics, Production Control, Applied Psychology, Industrial Psy-

chology, Time and Motion Study, Report Writing, and Industrial

Management. Between 400 and 500 attend classes of this type each

year.

4. Quality Improvement Training

This is a committee-type programme for hourly rated operators.

Through discussion and examination of product samples, they are

trained to detect irregularities and offer solutions that can be

controlled by operators.

5. Other Training Programmes

In addition, a number of programmes are given intermittently as

occasion requires: trucker training school, orientation pro-

gramme, first aid training, co-operative shop training, instruc-

tor training course, programmed instruction seminar,secretarial

training, etc.

In most of these training activities, plant personnel act as in-

structors. The programmes are given upon request, and are designed

to meet specific operating problems as they emerge.

Pro ect for training and upgrading skilled craftsmen

and technicians (Asheville Industrial Education Centre)

Up to the present, twenty industrial education centres have been

established in North Carolina, their main aim the development of the

skill and technical knowledge of individuals. The Asheville Centre,

of whose Board of Directors Mr. Zerfoss is Chairman, is typical of

these. Three hundred thousand dollars was provided for its establish-

ment in 1959, and in 1961, its first year of operation, it provided

over a hundred classes and enrolled more than 2,000 people.

The wide diversity of industry in the fifteen counties that it
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serves involves a wide variety of training requirements. While there

is a shortage of skilled personnel and technicians, unemployment and

underemployment have become chronic problems because a great many peo-

ple lack qualifications for obtaining employment.

A major function of the Asheville Industrial Education Centre is

that of bridging the existing gap between industry's requirements for

skilled workers and this large reserve of untrained people. In an at-

tempt to attain this objective, a comprehensive and constantly expand-

ing programme has been brought into operation within the Short period

of two years. The centre offers full-time pre-employment programmes

designed to prepare the trainee for employment in a specific techni-

cal or trade occupation, upgrading training for people employed in in-

dustry, and specific training for prospective employees of new and

expanding industries. To date, more than seven thousand students have

been enrolled in all phases of the centre's training programmes.

The centre is located on a twenty-one acre tract of land and is

presently housed in two buildings providing twenty-nine thousand square

feet of floor space. The programme has developed so rapidly that

these facilities are already inadequate, and extension providing an

additional twenty thousand square feet of floor space are now under

construction. Completion of this building programme will enable the

centre to inaugurate several additional curricula and to expand train-

ing opportunities in a nuMber of areas currently in operation.

The working relation between the centre's administration and lo-

cal industrial management has been outstanding. Industrial personnel

have assisted in an advisory capacity in planning buildings, selecting

equipment, devising courses of study, and recruiting students. This

relationship insures that training is practical and continues to be

geared to the changing needs of industry. It is felt that this fac-

tor, probably more than any other, is responsible for the outstanding

acceptance the centre programme has received from industries and busi-

nesses in the area.

The Area Redevelopment Act became effective in North Carolina on

1st July9 1962. The stated purpose of this act is, "to establish an

effective programme to alleviate conditions of substantial and persis-

tent unemployment and underemployment in certain economically dis-

tressed areas". One of the five broad types of assistance available

under the act provides for occupational training or retraining and -

further specifies that when need for such training is established, fi-

nancial assistance Shall be made available to the appropriate state vo-

cational educational agency.

Largely to meet the needs of the American Enka Corporation and

several other companies in the "heavy industries", the Centre has ex-

panded its training facilities in the field of electronics and instru-.

mentation; thus insuring a future supply of electrical :technicians,

so vital to proper maintenance of modern, mechanised equipment. The
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dustry, and specific training for prospective employees of new and

expanding industries. To date, more than seven thousand students have

been enrolled in all phases of the centre's training programmes.

The centre is located on a twenty-one acre tract of land and is

presently housed in two buildings providing twenty-nine thousand square

feet of floor space. The programme has developed so rapidly that

these facilities are already inadequate, and extension providing an

additional twenty thousand square feet of floor space ara now under

construction. Completion of this building programme will enable the

centre to inaugurate several additional curricula and to expand train-

ing opportunities in a number of areas currently in operation.

The working relation between the centre's administration and lo-

cal industrial management has been outstanding. Industrial personnel

have assisted in an advisory capacity in planning buildings, selecting

equipment, devising courses of study, and recruiting students. This

relationship insures that training is practical and continues to be

geared to the changing needs of industry. It is felt that this fac-

tor, probably more than any other, is responsible for the outstanding

acceptance the centre programme has received from industries and busi-

nesses in the area.

The Area Redevelopment Act became effective in North Carolina on

1st July, 1962. The stated purpose of this act is, "to establish an

effective programme to alleviate conditions of substantial and persis-

tent unemployment and underemployment in certain economically dis-

tressed areas", One of the five broad types of assistance available

under the act provides for occupational training or retraining and

further specifies that When need for such training is established, fi-

nancial assistance ahall be made available to the appropriate state vo-

cational educational agency.

Largely to meet the needs of the American Enka Corporation and

several other companies in the "heavy industries", the Centre has ex-

panded its training facilities in the field of electronics and instru-.

mentation; thus insuring a future supply of electrical -:technicians,

so vital to proper maintenance of modern, mechanised equipment. The
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following instructional programmes are

through the facilities of the Centre;

Data Processing Technology

Drafting and Design Technology

Electronics Technology

Chemical Technology

Mechanical Technology

Instrumentation Technology

now available to the company

Machine Shop

Welding

Automotive Machines

Sheet Metal

Air Conditioning-Refrigeration

Radio and Television Electricity

In-service degree granting education _prolect

(Western Carolina College)

This programme, one of the first of its kind in the South, grew

out of Enkals evening instruction programme, under which more than

200 employees completed ,courses in 1962, most of them college level.

It was begun at the end of 1959, after months of planning by American

Enka and Western Carolina College and was designed to give employees

liberal opportunities to prepare for specialised positions in commerce

and industry, with the accent on industrial management.

Classes representing 75 per cent of the curriculum were held on

campus eadh Friday afternoon, Friday night, and Saturday morning. The

remaining 25 per cent of instruction, the maximum off-campus instruc-

tion allowed by Western CG'Aina College for students working toward

degrees, was held one nigh , dach week at the local Enka High School.

All instruction was carried out by full-time Western -Carolina

College faculty members, and entrance standards and requirements for

the programme were the same as those for regular Western Carolina Col-

lege entrants.

Employees participating in the programme qualified under the com-

pany's tuition refund programme, allowing refunds of 50 per cent of

tuition.

The course should be completed in six years.

By 1963 a number of the larger companies in the area were par-

ticipating in the programme, greatly enlarging its scope. American

Enka alone has more than sixty employees working for degrees, with

four who entered with advanced credits receiving their degree in June

1963. Almost all the employees attending have received promotion.

Supervisory workShops in human relations

At the beginning of 1962, the top management of the company felt

that the time had come for a dramatic effort to improve the quality

of leadership at foremen and assistant foreman level. Good progress

had been made on the technical aspects of the business, but it was now

apparent that progress in human relations had lagged.



The supervisory workshops were designed as an off-the-job discus-

sion type programme. The foremen, in groups of ten, taken from va-
rious departments, were taken from the job for a full week of train-
ing. The training director of the company .stayed with each group
throughout the entire week and acted as a discussion leader and work-

shop co-ordinator. Key management personnel above the foreman level
and appropriate staff specialists were used as speakers and discussion

leaders throughout the week. The luncheon periods for each of the
five days (Monday through Friday) were used as informal social occa-

sions in which the trainees were the guests of the President, the Vice

Presidents and General Managers. These lunoheons gave the foremen an
opportunity to ask questions, get a better understanding of current
business problems, and most of all get personally acquainted with the

top management of the company.

The following ortline gives a brief description of the adbjects
covered in the workshop day by day throughout the week.

Monday A.M.

Introduction of Pro Tamme

The Plant Managers will discuss the purpose of the programme, re-

flecting the company's concern for a good job in employee rela-
tions.

The Plant Managers will also look at overall plant economics and

objectives, particularly as they relate to job opportunities and

job security for both salaried and hourly-paid personnel.

Monday P.M.

Meeting Leadership

Discussions will be held on improving all group contacts, formal

and informal, between foremen and employees.

Tuesday A.M.

Work Motivation - Changing Attitudes

Using positive motivations in the man-boss relationships to in-

crease competence, productivity, and loyalty of employees. The
Skills and techniques that the foreman can use to develop con-

structive attitudes in his employees.

Tuesday P.M.

Foreman as Trainer

The training responsibilities of the foreman will be emphasized.

He Should survey training needs, implement training, and follow
up to determine its effectiveness.
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Wednesday A.M.

Foreman as Communicator

The value of on-the-job communications - upward, downward, and

laterally be stressed. The foreman's role in securing and

transmitting information is reviewed.

Wednesday P.M.

Randlinamplaints and Grievances

Special emphasis will be given to means of preventing complaints

and grievances, how to settle them as quickly as possible before

a minor complaint becomes major.

Thursday A.M.

Working With Your People

The supervisor-employee relationship is presented as the most im-

portant part of a foreman's responsibili#y, and yet one whidh is

too often relegated to the background because of other immediate

problems with equipment, schedules, etc.

Thursday P.M.

Improving Employee Productivity

Each Production Manager will summarise the status of his product

with regard to sales and production, stressing the importance of

quality and cost.

Friday A.M.

Review: The Foremans Job

The total job of the supervisor will be analysed and set forth

by the group. It will be shown how, in this framework, the va-

rious discussions of the week fit together.

Friday P.M.

Open Session

To be devoted to informal discussions, with particular emphasis

on suggestions and feed-back from foremen.

An a praisal of experience

In looking at the overall objective of the company's training ef-

fort - the development and maintenance of a competent employee - ma-

nagement team adequate to meet the present and future manpower needs

of a dynamic, expanding company - it is believed that the various
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projects outlined briefly in this paper are making substantial con-
tributions to this end reSult. This is reflected in higher morale,

lower turnover, improved management-union relationships, increased pro-

ductivity, and better co-operation in initiating the changes needed
to remain competitive.

The efforts to upgrade and use to better advantage the educa-

tional resources of the region are making it possible to move more
employees native to the community into technical and managerial jobs,

so that the company's promotion-from-within policy will extend into

the "grass roots" level and make it possible for hourly rated employ-

ees to qualify for promotional opportunities. A worthwhile by-product

of the projects designed to further this result is improved public and

community relations. The company has gained a reputation for being
a strong supporter of education and interested in the development of

its personnel to their maximum potential.

The project to upgrade technicians and craftsmen is in its ini-
tial stage, and more time will be needed to determine how fully the

community resources for technical training can be utilised to meet
future needs. A good start has been made, and -the prospects look
good. This is especially true, since the Industrial Educition Centre

is maintaining a flexible policy of designing its instructional pro-
gramme to meet the specific needs of the industry it serves. Through
the use of course advisory committees, the design of the course con-

tent is the mutual responsibility of the school instructors and company

technicians. .

One of the outcomes of the supervisory Workshops:was re-vitalising

of communications, both upward 'and downward. Under the free-and-;easy

atmosphere of the works:hop discussions, the foremen brought to the

attention of upper management many problems that needed to be solved,

policy adjustments that needed to be made, and numerous suggestions
and recommendations of a constructive nature. These comments and re-

commendations have been carefully reviewed by top management and appro-

priate action has been initiated, so that the foremen can see that

their ideas received attention. The foremen have asked for continuing

training as a follow-up to the workahops, and this training will be
provided. Many examples of improved foreman-employee relationships
have come to light as the foremen have endeavoured to put their new

leadership insights into practice after participating in the workehops.

All in all, the management of the company feels that the va-
rious projects, taken together, are getting tangible results in equip-

ping key personnel to meet future manpower and management needs.
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The Rol of the Trade Unions

reported by Pierre Jeanne(1)

Mr. Jeanne dealt mainly with geographical mobility, and this as-

pect of his paper has been dealt with abovt(2). With regard to occu-
pational mobility, trade unions felt no particular need to intervene
when it was spontaneous or voluntary. They did intervene, however,
to obtain better teaching and real vocational training which would
go beyond the basic essentials and help encourage free movement and
be a basis for promotion for many workers.

Spontaneous mobility was contrasted with isposect mobility, that
arose during the conversion of industries or undertakings. This in-
volved a number of difficulties:

- Understandable hesitation on the part of the worker to aban-
don his trade;

- Difficulty in re-entering apprenticedhip, particularly after a

certain age, and difficulty in adapting the hands to the re-

quirements of high-speed or production line work;

- Loss of professional qualification or wages;

- Need for a minimum level of education to attend adult voca-

tional training courses (several workers have been refused en-

try to these centres for lack of the necessary elementary edu-

cation).

One requisite for healthy mobility was for the democratic re-
form of teaching. F. Lantier(3) notes: that the present trend in

technical development is for vocational training to be less specialised,

specialisation being regarded as the establishment of a close func-

tional relationship between a man and a machine or type of machine
with the object of producing a certain article or type of articles.

Movements of manpower between the main sectors of economic acti-
vity are now hindered by the technical complexity of those sectors
and it will become more and more difficult to find outlets for semi-
skilled and unskilled labour. Only an overall long-term policy can re-

solve this problem, with a sound basic culture, basic technical train-
ing, more facilities for training and retraining. In the words of

Jean Monnet, "What divides men most is no longer money but education".

(1)

(2)

(3)
No.

Secretary of

On pages (21

Bulletin du
1, 1963.

the Metal Working Federation, C.F.T.C.

to 29).

Centre dqtudes et de Recherches Psychotechniques
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The Role of Em lo ers Or aninations

repOrted by Dr. Walter Schlotfeldt(1)

The growth and prosperity of an economy depends on the presence

of a reservoir of highly qualified manpower, for while the demand for

unskilled workers decreases, that for skilled workers constantly in-

creases. Occupational mobility, therefore, requires a sound and basic

vocational training. A worker Who is trained only for a specialised

job and has achieved highly specialised knowledge and abilities in

this field does not have a high degree of mobility.

Everything should be done to induce young people when entering

working life to go through an apprenticeship. Employers and their or-

ganisations can contribute greatly to occupational mobility if they

do everything to induce new entrants to the labour force to get sound

basic training before they become specialised. Employers have the re-

sponsibility of providing training facilities and opportunities, which

it should be their constant endeavour to improve in quality and quantity.

Dr. Schlotfeldt stressed the need for the improvement of the ba-

sic education of young people, to equip them for the expanding intel-

lectual requirements of the economy. This would require pressure to

be exerted on education authorities by employers and their organisa-

tions. It was the duty of employers, too, to use their facilities to

improve vocational guidance, and to provide those giving this guidance

with information on the future occupational requirements of. industry.

Occupational chang9s take place constantly within an enterprise

and an employer, to get the best people in the right jobs, may train

or retrain workers within his establishment or in schools set up by

employers' organisations or other institutions. In the case of large

corporations, early retraining and the transfer of workers to other

plants or departments may mitigate the effects of closures.

However, most employers are probably not in a position to set up

special retraining courses for their redundant employees. It is un-

realistic to ask an employer in a declining industry to increase the

mobility of his workers by retraining - here it is the responsibility

of the community. This applies, too, to handicapped workers, workers

in obsolescent occupations and those who are too old to be retrained

or are unemployed because they had no training at all.

In all these cases, co-operation between employers and the re-

sponsible authorities is of great importance. The authorities may give

specific incentives to employers to retrain and re-employ affected work-

ers.

In answer to discussion, Mr. Schlotfeldt added that he had no ob-

jection to trade unions participating in7 training programmes. In

(1) German Employers' Association.
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Germany, the trade unions did a great deal of supplementary training

of their members; so should employers. But it must not be allowed

to become a question of prestige or competition between employers and

trade unions. It Should be left to those who are best at it, with

both sides contributing whatever they could.

POLICIES OF GOVERNMENTS AND INTERNATIONAL ORGANISATIONS

In his report on the mobility of manpower in the German Federal

Republic, Mr. Minter Koepke(1) gave, as his first conclusion, that the

problems of mobility were quite different in each country. In review-

ing the history of each country, one can also observe that these pro-

blems vary considerably from time to time; in part, they are not na-

tional differences but differences relating to a particular stage of

economic development. In the reports on Italy summarised above, we

saw how, in that country, the nature of the problem had changed with

the advance of industrialisation, even in the course of a few years.

National differences emerge, however, because of the different

political complexions of governments and differences in culture, laws

and institutions, religion and social and moral norms. Mr. Koepke

emphasized that in Germany freedom of movement is guaranteed by the

constitution, in constrast to the time when workers were forbidden by

law to change their jobs. Mr. R. Clark (2) reported the difficulties

in occupational mobility in the United Kingdom that arose from the

early organisation of trade unions along craft lines. Thus the In-

dustrial Training Act of 1963 had required a revolution in thinking

to enable training to be planned on an industry-wide basis.

In all countries, there are powerful currents taking workers from

agriculture into urban industry, from villages to towns and towns to

cities or conurbations. These are most powerful in countries such as

Italy and Greece, from which there has been a substantial exodus to

other Countries. Mr. Panajiotis Papadimitriou(3) described the condi-

tions that ha4 given-riee-Jte this movement from Greece. In 1951,48.7 per

cent of the population was in agricultural areas; in 1961, this was

down to 43.6 per cent. Within recent years, emigration had amounted

to 80,000 a year - enough to offset the natural increase in the popu-

lation. It was against this background that mobility had to be orga-

nised or controlled. An indurance fund gave compensation for unskill-

ed workers. Jobs must be obtained and workers sought through state
11

)1

(1) Economics Department, Metalworkers' Federation (DGB).

(2) Amalgamated Engineering Union.

(3) Administrative Committee, Greek Confederation of Labour.
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employment offices. Notice of termination of employment for manual or

clerical workers varied from fifteen days to ten months, while for

higher occupations it ranged from one month to two years. There is

no government system for aiding geographical mobility.

For other countries represented at the seminar, the problem was

not primarily the provision of Jobs, but of facilitating the flow of

manpower and of industry and the provision of the requisite skills

and the basis education on which these skills could be built. The

need for improved basic education was generally emphasized, for with-

out it, retraining became difficult.

Basic education

Dr. Hans Reithofer(1) reported that in Austria new school laws

had been introduced in 1962, with an increase in compulsory schooling

from eight to nine years. The last year is to be "polytechnical". Pu-

pils were helped to choose an occupation by vocational guidance and

then given a training on which the occupation could be based. Voca-

tional guidance was done satisfactorily.

Mr" Koepke felt that in Germany compulsory schooling was insuffi-

cient and did not give a satisfactory basis for learning an occupa-

tion. In some states, there was a compulsory ninth year, but a gene-

ral extension to nine or ten years was desirable,.with the tenth year

for basic technical preparation.

Mr. Thomas B. Ward(2) felt that in Canada, too, a re-evaluation

was due of the facilities for preparation for work. Education was

under provincial control so that there was some variation in the regu-

lations, but generally speaking it was compulsory for children to

remain at school until their sixteenth year. The number of guidance

counsellors in both schools and universities is on the increase and

has become an accepted part of the educational system.

Mt, Lester S. Zerfoss(3) said that the length of compulsory school-

ing varied from state to state in the United States, but generally

tetminated in the eighth grade, though many states had 'added tvio

years to the school programme in the form of community colleges. Vo-

cational programmes were increasingly being added in the shape of ju-

nior colleges. It was now widely realised that motivation must be

increased to diminish drop-outs - those who leave before their school-

ing is completed.

(1) Department for Labour Market Policy, Austrian Federation of Cham-
bers of Labour.

(2) Director of Federations and Leoour Councils, Canidian Labour Con-
gress.

(3) Director of Management Services, American Enka Corporation.
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RetraininK

An urgent need was felt for the extension of facilities for re-

training and for the improvement of techniques for doing so. Mr.

Reithofer reported that in Austria, training courses were arranged and

financed by employers' and workers' organisations and were mainly de-

signed for the advanced training of employees in their spare time.

There was no training subsidy for adults, but unemplOyed workers could

continue to draw unemployment relief during the training period. Good

results has been obtained in the training of unskilled workers (espe-

cially women) for the catering ndustry and in training workers for

office jobs. There were also some courses in evening schools giving

supplementary training to skilled workers in electronics and other sub-

jects. Correspondences courses were also conducted.

The Labour Administration was hampered by the fact that it could

train only those who were receiving unemployment benefit.

Mr. Roger Mertens(1) reported that in Belgium there was a net-

work of schools for full- and part-time technical training but, to meet

demands, it had been necessary to introduce a scheme for accelerated

vocational training. The schools were directed particularly at adoles-

cents, however, and were not suited to the training of adults. The

accelerated programme has been organised by the National Employment

Office not so much to change skills, but for the needs of qualified

workers or those in process of qualification. They are open to em-

ployed and unemployed workers.

There are three categories of training centres: those establish-

ed by the National Employment Office, those established by businesses

or groups of businesses, public or private, in collaboration with the

National Employment Office, and those organised on the initiative of

businesses and recognised by the Office. Programmes are initiated

only if it can be demonstrated that there is a shortage of manpower

in the occupations for which they are desired.

During training, payment is made at the rate of the negotiated

wage, with a bonus varying according to the length of training and a

further bonus after the candidate has completed six months work in his

new trade.

As well as collective training, individual training is available

to persons who are unemployed and who continue to receive unemploy-

ment pay during training. Firms can apply for reimbursement for the

cost of training workers when firms are established, expanded or con-

verted.

Mr. =laird reported a substantial increase in facilities for retrain-

ing and occupational advancement of adults in Canada in recent years,

especially as provided by Federal-Provincial Vocational Training

(1) Legal Adviser, General Federation of Labour, Belgium.

If
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Agreements. Under these agreements, there are some ten different sche-

dules involving vocational training, including training for the physi-

cally handicapped and for the unemployed. For the unemployed, this

often comprises training unskilled workers, and in other cases retrain-

ing workers whose skills have become redundant. Many vocational schools

are now being built.

Five years ago, the number of unemployed workers receiving voca-

tional training was between four and five thousand; in 1962, the num-

ber was 54,000 and this number is likely to double in the next two or

three years. Vocational training is the responsibility of provincial

governments, but the federal government pays 75 per cent of the cost

of training unemployed persons.

The National Employment Service selects trainees, who draw either

unemployment benefits or provincial training allowances during training.

Training courses are linked with the aptitudes and interests of work-

ers through the use of general aptitude test batteries.

Another programme operated by the National Employment Service pro-

vides assistance for ex-servicemen to be integrated into.civilian work

by utilising as far as possible skills acquired in tbe armed forces.

Every local office is provided with information showing civilian equi-

valents of occupations in the armed forces.

Occupations training is also carried on through the apprenticeship

system. Training activities are financed by equal contributions by

the Federal and Provincial governments. Many collective agreements

provide for the training of apprentices, usually under the supervi-

sion of a committee composed of representatives of management and la-

bour, working in conjunction with the Provincial Administrator of Ap-

prenticeship Training.

Mr, Aage Tarp(1) reported that in Denmark they have started an in-

tensive investment in improving the qualification of manpower at all

levels, from the highest academic education to the training of unskill-

ed workers. Denmark was poor in natural resources and raw materials

and, to compete with other countries, had to concentrate on producing

high quality goods and on developing new products. Thus manpower was

required with high qualifications. Technical development and the struc-

tural change needed in industry to serve bigger markets also required

great occupational mobility, which, in turn, depended on good basic

vocational training and good retraining facilities.

An Act has been imssed to promote the training of unskilled work-

ers, which should help to promote occupational mobility. The emphasis

is on the adaptation of training to meet the current demands of pro-

duction, so that training tends to be of short duration and in a limit-

ed field. Three weeks is a normal training period, and participants

receive payment equal to the normal unemployment benefit, plus 50 per

cent in the case of breadwinners.

(1) Confederation of Danl.& Employers.
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A network of schools is being established to train unskilled work-

ers,, whose response has been very encouraging despite full employment.

Basic training may be followed with training in more specialised fields
so that an unskilled worker may obtain qualifications approaching
those of skilled workers or, in certain fields, even beyond.

Vocational training of skilled and unskilled is largely in the
hands of the unions and employers, who jointly accept responsibility
for the improvement of qualifications and co-operate willingly and con-
structively,

Mr. Koepke reported that in Germany the trade unions financed
further training schemes, including "training firms", correspondence
schools, occupational proficiency testing, data processing schools and
special technical courses on, for example, welding.

Mr. Guido Baglioni(1) reported that substantial efforts had been
made in Italy in the last few years to improve and increase the num-
ber of technical schools, though the education system remained under-
equipped with schools of this sort. Institutions for the retraining
of adults are generally managed by non-governmental associations, such
as trade unions, even when they are publicly financed. They are in-
sufficient in number aad often suffer from a lack of co-ordination.

Private enterprises promote schools for training technical and cleri-
cal workers to meet the requirements of the employer concerned, while
the unions have organised schools for general and vocational training
of young workers, with finance generally provided by the Ministry of
Labour.

Mr. Zerfoss said that, in the United States, the number of adults
enrolled in courses for retraining in 1960 was equal to the number
of children in the education programme. Since 1960, there had been
more adults in training than children at school. Mr. Liegey(2) added
that supplementary training was a recognised function of employers and
unions, who both operated schools, including apprenticeship training
programmes. In the electrical industry there were provisions for
training programmes in the collective agreement.

Information on occupational trends

In most countries, it is only in the periodic census of popula-
tion that detailed information is gathered relating to occupational dis-
tribution. This takes place only once in ten years and takes seve-
ral years to tabulate and publish so that it loses much of its practi-
cal value for policy formation. Statistics derived from social insu-
rance funds are a bountiful source of employment information with re-
gard to industries but do not lend themselves to occupational analysis.

(1) Italian Confederation of Trade Unions.

(2) W.R. Grace Overseas Chemical Division.
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In the United States, however, up-to-date information is produced

by sampling methods, while in the United Kingdom a sample survey is

to be conducted mid-way between population censuses, and occupational

data (in certain broad categories) are now obtained periodically from

employers.

Mr. Heinrich Schlick(1) stressed the difficulties caused in this

connection.

,GeographiCal mobility

Mr. Reithofer repurted that there had been considerable geographi-

cal mobility in Austria after the war* 17 per cent of ihe inhabi-

tants of Austria migrated to western Austria between 1945 and 1951,

While there was in addition a strong movement from villages to towns,

occasioned not so much by the attraction of higher wages but by the

social advantages of towns. There is in addition considerable daily,

weekly or seasonal movement between homes and jobs

Some collective agreements provide for travellins allowances and

severance allowances for workers who cannot get employment near their

homes and who must maintain two residences. But there is not yet a

system of moving and starting allowances. Public authorities promote

development areas on a limited scale by improving infrastructure and

promoting the creation of new enterprises.

Mr. Mertens reported that in Belgium there had been some movement

from north to south, particularly associated with the coal mines, but

there had been no problem of mass movement in which workers had left

their region of origin to work in another place. Belgium is a small

country, however, and there is evidence of a considerable daily or

weekly movement between home and work. The majority of workers pre-

ferred this to moving their homes, but it had serious social conse-

quences. With a nine-hour day and five day week, long absences from

home resulted and there was not much free time to follow evening cour-

ses, participate in cultural or family life or in trade union activity.

Daily travel also resulted in physical fatigue.

For those who remained at the place of work for the week, there

was a tendency to work very long hours so that they may set off for

home on Friday afternoon and return at mid-day on Monday so as to pro-

long their week-end contact with their families.

"Work in all the regions of the country" was a slogan supported

by all interested parties: the government, political parties, employ-

ers' and trade union organisations.

Transport changes did not form an important element, partly be-

cause workers benefitted from reduced fares, partly because employers

(1) Chemical and Allied Industries Employers' Association for

Wurttemberg-Baden.
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sometimes paid the fares themselves. Unemployed workf\rs were entitled

to refuse employment if it would occasion an absence from home of more

than thirteen hours.

In contrast to Belgium, Canada was one of the largest countries

in the world, with a coast-to-coast width of 4,500 miles. Mr. Ward

stated that the National Employment Service had been formed during

the second world war and had continued to expand until at present it

is the prime agency responsible for the organisation and placement

of the working force. The Service is guided in its operation by the

National Employment Committee, consisting of representatives of em-

ployer and employee organisations, along with representatives of the ge-

neral public.

One of the means used to organise the employment market is for

the movement of the unemployed to places where employment is avail-

able. Public funds may be applied to the transportation of harvest

workers or as advances (afterwards recovered from employers) to enable

workers to move to specific firms. A third method involves the pay-

ment of transport costs of workers, their families and households ef-

fects from places designated as "labour surplus areas" to localities

where employment opportunities are available. This applies only to

workers who are unable to pay transport costs themselves and the jobs

to which they move must be such as to provide a reasonable opportunity

for the worker to re-establish himself.

Mr. Ward discussed the problems of seniority and pensions. The

difficulty was to give workers the necessary sense of security and at

the same time to facilitate mobility. For pensions, this would require

master plans on an area or industry basis. Collective bargaining in

Canada was typically on a single-plant basis and the advisability of

larger-scale bargaining might have to be considered.

There is considerable mobility in Canada, notwithstanding these

problems, but it might have to be increased if there are far reaching

changes in technology. But Mr. Ward stressed that mobility should also

be applicable to industry, thereby avoiding the very serious disloca-

tions that might otherwise occur. This would require some degree of

planning aad control over the use of investment capital.

Mr. Tarp described efforts to reduce geographic movement in Den-

mark through the Act on Regional Development. Under the Act, support

may be granted to undertakings in regions with a amall number of in-

dustrial enterprises and a large supply of manpower. Public works may

also be established in terms of the Act. In the event, the Act has

not been used very much because private enterprise has on its own ini-

tiative moved to regions where labour has been available.

Mobility of labour, though helped by the provision of travel and

installation grants, is hampered by a shortage of housing. Temporary

accommodation may be provided by the public labour placement officer.

At the same time, because of the good road system, a Danish worker

may live 100 Km. from his work, and yet travel to and fro every day.
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The placing of labour in mainly undertaken by the state-recognised

unemployment insurance funds, of which there are about 4,000 adminis-

tered locally by the trade unions. In addition, there *re about thirty

public labour placement offics. The employment service is at present

being investigated bra committee of xperts.

Concerning the United States, Ht. Eli Oliver(1) reported that

only in the railroad industry is there a governmental system for aid-

ing geographical mobility. This system works effectively, with employ.-

ers and trade unions playing a major role in guiding and helping rail-

way workers in relocations. The combined system is not yet big enough

to meet the needs of the industry completely, but it has been steadi-

ly extended and appears likely to reach complete coverage within a

short period. The provisions of the system, as thus far developed,

cover employed persona as well as those forced out of employment by

the conditions to Which the joint governmental and collective barbain-

ing system applies.

Though this system has so far found general acceptance only in

the railroad industry, a substantial beginning haa been made in other

branches of transport. In other industries, only iaolated local agree-

ments have so tar been reached, but it seems probably that the under-

lying principles will be adopted in all those sections that are either

regulated by government or have effective labour organisations.

Programmes of the International Orxaniaatione

The European Economic Community

Jean Geldens(2) said that the aim of the Community was the

removal of discriminatory systems existing between member states. Two

factors influenced mobility: first, the working of the social funds;

second, vocational training programmes within the Community. The social

funds offer training allowances for workers Who are redundant and for

those who are affected by conversion schemes. The purpose of retrain-

ing and resettlement is to ensure alternative employment for workers

by promoting higher skills and mobility.

The aim was to get the Member countries to tackle these problems,

so it seemed wiser to bring the social funds into operation retro-

actively. National authorities must first resettle or retrain, after

which the fund steps in to cover half the costs of the conversion

(1) Economic Adviser to the Railway Labour Executives Associations.

(2) Head of Division, General Directorate for Social Affairs, E.E.C.
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projects. In 1961, the first year of the fund's full operation, there

wore applications for refunds from all the members except Luxembourg,

totalling 1,300 million Belgium francs. Thus the applicants must have

spent more than 2,600 million Belgium francs for retraining and reset-

tling their unemployed.

Article 128 of the Roma Treuty lays down that the Council ehall,
on the recommendation of the Commissim and after the Economic and
Social Committee has been consulted, establish general principles for

occupational training, capable of contributing to the harmoniou's deve-

lopment both of individual countries and of the Common Market. These
were submitted to the Council of Ministers on 3rd October, 1961 and
came into force on 2nd April, 1963.

They begin by outlining the current policy on vocational train-
ing, based on a prior survey of the quantitative and qualitative re-
quirements of the different branches of industry at national and Com-

munity level. The Commission will be assisted by an Advisory Committee

on vocational training, with an equal number of representatives of

governments and of associations of employers and trade unions. There
will be an exchange of experiences in the field of vocational training,

including that for agriculture, transport, skilled and skilled crafts.

The training of instructors is to be promoted and standards and curri-
cula for the various courses standardized. Uniform tests will be es-

tablished at Community level for competitive examinatione and an attempt

be made to even out the supply of training in the Community.

There will be joint financing of programmes, including the estab-
lishment of a model organisation for vocational training, the setting

up of European apprenticeship centres; new centres for the training

of instructors and the adaptation of national centres for Community
training of instructors.

The Hlgh Authority of the European Coal and Steel Community

The High Authority's action in facilitating the geographical and

occupational mobility of workers must be seen in relation to the
E.C.S.C.'s general aim of protecting labour in its industries from
the hardships of resettlement. Article 56 of the Treaty of Paris
states that the High Authority may grant non-reimbursable assistance

to workers of coal, iron and steel enterprises on the following condi-
tions:

1. If the introduction of technical processes or new equipment
within the framework of the general programmes of the High
Authority ahould lead to an exceptional reduction in labour

requirements in the coal or steel industries which create spe-

cial difficulties in one or more areas for the re-employment
of the workers released.
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2. If radical changes affecting markets for the coal and steel

industries which are not directly linked with the establish-

ment of the Common Market compel certain enterprises to cease,

diminifith or change their activity(1).

The High Authority's powers do not therefore apply to all who are

discharged workers but only to those who are affected by struotural

changes in Community industries, and may only be granted at the re-

quest of the Governments concerned and on condition that they contri-

bute at least an equivalent amount.

In spite of these limitations, it is interesting to note that, be-

tween 1954, when the first request was made by the Government of a

member state, and 1963, the High Authority assisted over 120,000 work-

ers from some 200 enterprises.

Assistance may take the following forms:

- The payment of indemnities to tide the workers over until they

can obtain new employment;

- Allowances to firms enabling them to pay their personnel in

the event of temporary laying off due to their change of acti-

vity,

- The granting of allowances to workers for reinstallation ex-

penses;

- The financing of technical retraining for workers who are led

to change their employment.

In agreement with the Governments concerned, the High Authority

has striven constantly over the last ten years to extend and diversify

all these forms of action in order to cope as effectively as possible

with the implications of various special oases of resettlement. Thus

a number of schemes exist to see that everything is dons to provide work-

ers with new jobs within a reasonable period of time, while leaving

them some choice in terms of their skills and physical aptitudes.

When a mine or steelworks is compelled to diminish its activity,

re-organise its plant or close down, all the authorities concerned at-

tempt to provide new jobs quickly, and in the same region, for the la-

bour released. In many regions - particularly those Which are mainly

industrial - difficulties in providing new jobs have been overcome very

promptly and workers have been redeployed as a result of contacts made

between employers and labour exchanges and other employers in the re-

gion before the discharges took place.

(1) From 1953 to 1960, the High Authority also intervened to help

workpeople where enterprises or parts of enterprises had ceased or

changed their activity as a result of the establiahment of the Common

Market. This was done on the basis of a temporary provision (paragraph

23 of the "Convention des Dispositions Transitoires").
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The steady improvement of the overall economic situation and of

the labour market in the Community has contributed a great deal in

this respect.

In other regions, on the other hand, where the mine or the steel-

works is sometimes the main, if not the only, industrial complex, the

re-employment of workers meets with many obstancles and can only be

achieved by creating new industries or by giving workers an incentive

to accept jobs in other regions. Experience in several Community coun-

tries bears out the fact that workers rarely favour a mure which takes

them away from their families and friends. Furthermore, the High Au-

thority considers it a duty to contribute to regional economic equili-

brium and to support or revive the economic life of a region threaten-

ed by the disappearance or diminished activity of coal and steel indus-

tries. With this in mind the High Authority has launched an active

reconversion policy and has helped new enterprises with loans or gua-

rantees to set themselves up in various regions such as the Borinage,

the Champagnac region, the Genoa area, etc.

Even when the economic situation makes it possible to offer the

worker a new job rapidly, it is not always possible to offer him a

job which is suited to his qualifications and skill. The High Autho-

rity has attempted therefore, in co-operation with Governments, to pro-

vide assistance which will make it easier for workers to accept new

jobs. This assistance takes the following forms:

1. Guaranteed percentage of the former wage.

The worker is guarenteed for a limited period, which may be

two years in certain regions, a sum equivalent to a percentage

of the wage ho received immediately before his discharge

(between 80 and 100 per cent of the wage, according to the

country), i.e. the High Authority and the Government concerned

pay the worker the difference between the guaranteed wage and

the wage for the now job. This assistance is justified by the

fact that usually it takes time for a worker to settle into a

new job, especially if he has first had to undergo retraining

and if, an is often the case, his initial output is lower than

tho normal one.

2. Guaranteed percentage of the former wage during retraining.

To encourage workers to attend retraining courses, learn a new

trade, or become more specialised, the High Authiprity guaran-

tees them a wage, equal to that granted to re-employed workers,

for the period during which they undergo training.

3. Paricipatiou in the cost of retraining.

The High Authority also pays 50 per cent of the cost involved

in running a retraining course (the salaries and social secur-

ity contributions of instructors, rents, equipment, raw mater-

ials, etc.).
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These courses are generally organised by the labour exchanges or

vocational training services of the Member States or by indepen-

dent bodies, or by firms themselves. In some cases, particularly

in converted industries, courses are organised before workers be-

come redundant, which is clearly an ideal solution since the work-

er is trained to meet the requirements of a specific firm and is

sure of immediate re-employment after his discharge.

In the Community as a whole, about 2,500 workers have taken re-

training courses with the help of the High Authority. This rela-

tively low figure is explained by the fact that this form of as-

sistance has only become appreciable since 1960.

Although the High Authority considers that re-employment in the

same locality should be encouraged, it believes that its resettlement

policy Should also aim at making it easier for a worker to accept a

new job elsewhere, either because he can find a job there calling for

his particular skill or because, in spite of conversion schemes, re-

employment locally proves impossible. The assistance mentioned above

therefore either facilitates a definite move by the worker or his re-

gular travel to and from the new place of work. It must be emphasized

that a worker does not have to move a long distance away in order to

qualify for allowances, it is enough if he cannot return within a rea-

sonable time to the home he lived in before his dismissal.

Where there are no suitable travel facilities available, a worker

may therefore qualify for these allowances even though the new place

of work is only 10 or 15 kilometers away from his home. On the other

hand, they are not granted when the facilities enable him to get home

within a reasonable time.

When a worker has to move house in order to take up a new job, he

is entitled in all the countries concerned to repayment of travel ex-

penses for himself and the members of his family, together with the

cost of furniture removal. In addition, he is entitled to a re-instal-

lation allowance, the amount of Which differs from one country to an-

other. The highest sum paid is $400 for a married worker, plus $40

for each dependent child. So far about 6,000 workers have benefited

from this form of aid.

When a worker has to pay the cost of daily travel between his

home and his new place of work, this expense is borne by the Govern-

ment and the High Authority for one year in certain regions.

There are cases when a worker is unable to return home daily and

cannot find immediately housing in the vicinity of his new job. In

order to alleviate hardahip which may result from having to maintain

two households, the High Authority grants a daily separation allow-

ance in a Community country and also pays the cost of travel home once

a month.

Since 1954, the High Authority has given substantial aid, in the

form of loans raised from borrowed funds or its own resourcs, to
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construct housing for workpeople of the Community industries, The

sums so far earmarked for these programmes will make it possible to

build about 100,000 dwellings up to 1965.

*The High Authority has also made use of its powers in this

field to encourage the geographical mobility of workers and has grant-

ed appropriations for housing construction.

When the High Authority must seek and is seeking co-operation

with the Governments and enterprises concerned ist

(0 to maintain the income of the worker 'and family until he can

find a new job;

(ii) to assist the worker's efforts to use his skill again to

the best advantage, if need be at the price of retraining;

(iii) to provide re-employment in a stable job and in an economi-

cally sound activity.

As a consequence, the action of the High Authority helps .to

change the economy of a region hit by the partial or total closure

of enterprises; it prevents pockets of under-consumption and when-

ever possible leads to the economic revival of the region concerned.

The High Authority is thus fulfilling the social and economic mission

entrusted to it by the Treaty setting up the European Coal and Steel

Community.

In reply to discussion, Mr. M. Cointre(1) added that the interven-

tion of the E.C.S.C. covered two aspects of vocational training: aid

to workers to encourage them to follow courses in vocational training,

with a wage guarantee of between 90 and 100 per cent of income on ter-

mination of employment, and subsidies for training centres operated

by public authorities or firms. Sometimes training centres were estab-

lished in firms before workers were dismissed. 90 per cent of those

retrained could at the end of their course enter the new employment

for which they had been trained.

The International Labour Office

Professor Claude Zarka(2) reported that the International Labour

Office was making a study of international differences affecting in-

dustrial, occupational and geographical mobility of labour in certain

countries of Western Europe. It has for a long time been occupied

with the problems under discussion at the seminar in Castelfusano.

Full employment in the industrialised countries has brought fresh

(1) Head of Division, Labour, Health and Re-adaptation Directorate,

European Coal and Steel Community.

(2) Facult4 de Droit et des Sciences Economiques, Aix en Provence;

Consultant to the I.L.O.



problems to the public authorities - inflation, Shortages (especially

of skilled manpower), difficulties in extending the duration of school-

ing and in encouraging vocational training of the young, and an ab-

sence of a coherent policy concerning manpower. Full employment has

not eliminated the difficulty of redeploying manpower from declining

industries.

The I.L.O. has returned to the subject of the exodus from the

land, with which it was concerned between the wars and in 196" pub-

lished a study on this theme. In the introduction, it was asserted

that manpower was leaving agriculture for other industries at faster

rate than ever before. But the conditions under which this process

operates differ in under-developed countries and in developed coun-

tries,and this merits analysis.

In advanced countries, it cannot be doubted that the principal

motivating factor is the comparative lowness of agricultural income.

In the United States, Germany, France and Italy it is often not more

than half and never more than three-quarters of non-agricultural in-

come(1).

The textile industry is alto the subject of concern. ,Labour pro-

blems arising from modernisation and the effect of international com-

petition on incomes and employment have been treated in articles in

the International Labour Review(2). The labour problems of coal min-

ing were the subject of a tripartite conference in January 1961, at

which the seven countries most gravely affected were represented: the

German Federal Republic, Belgium, the United States, France, Japan,

the Netherlands and the United Kingdom(3).

Professor Zarka also referred to the following I.L.O. publication:

"Termination of employment" Report VII(1), Geneva 1961, pages 78,

Which deals, inter alia, with reductions of employment due to mo-

dernisation, automation, mechanisation and rationalisation.

"The Objectives of employment in economic development" (Report of

a meeting of experts, Geneva, 1961, pages NS).

"Unemployment and structural change" Geneva, 1962, pages 246.

"Conference technique priparatoire sur la politique de l'emploi",

Geneva, 1963.

Professor Zarka reported that he and Professor Francois Sellier

had been conducting an inquiry since August, 1963 concerning the

mobility of labour. Its principal object is to measure, with the maxi-

mum detail, international differences in labour.mobility - industrial,

(1) Herbert Mtter: "Comparison of wages in industry and agricul-

ture", International Labour Review, July 1960, and "The economic and

social repercussions of the industrialisation of rural areas", I.L.R.

July 1962.

(2) June 1960 and January 1963.

(3) Roneoed report, pages 43, Ref. CC/1961/9, Geneva, 1961.

- 113 -



K,

occupational and geographic. Following the brief from the I.L.O.,

the work may be divided into three successive steps:

1. Assembly of bibliography and a summary of findings and points

under discussion. Collection of statistics relating to changes

in the structure of employment and the regional distribution

of population in eadh country between 1950 and 1965, with

special reference to migratory movements of EUropean workers

within countries and between countries. Assesament of the

relative numbers of workers who have had to change their oc-

cupations for cyclical or structural reasons.

2. The determination, as far as possible, of explanations of

the differences in mobility between countries, regions and sec-

tors. The intention is to use proven methods: a question-

naire to certain firms in the major countries, and inter-

views with managers and trade union representatives on the

points that the questionnaire cannot completely answer.

3. The last step will be to consider the national or interns-.

tional politics (for example, in the framework of bilateral

agreements or of the E.E.C.) that have facilitated or impeded

those adaptations in manpower indispensable in the conditions

of contemporary production. It is hoped to set up the gene-

ral lines of economic and social legislation that a modern

and highly-developed state ought to adopt if it wishes to

achieve the best qualitative and quantitative deployment of

manpower.

It was hoped that the work would be completed before the end of 1964.

The Council of EUrone

Mr. 1ranccollarziale(1) described some of the activities of the

Council of EUrope in connection with mobility. This was the special

concern of the Special Representative of the Council of Europe for

National Refugees and Surplus Population, who had been initially

charged by the Committee of Ministers with the task of urging govern-

ments and competent organisations to take measures to promote a solu-

tion of problems of surplus population and refugees in Europe. Since

the problem of refugees had been resolved, tbe activities of the Spe-

cial Representative, for the past four years, have been directed to

the problem of the balance of population.

He had at his disposal a Committee of Advisers consisting of high

officials specialising in this field; the Council of Europe's Fund for

Resettlement for helping Etropean Member countries to solve problems of

integration of workers and their resettlement in Ebropean countries

(1) Population and Vocational Training Division, Council of EUrope.
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other than their own or outside Europe. Though these activiiies are

internationally orientated, some of them have applied equally to in-

ternal geographical and octlupational mobility.

The results of an inquiry on the location of centres for occupa-

tional development in EUrope will be published in 1964. In another

study, the advantages and disadvantages of geographical and occupa-

tional mobility have been considered. From these, it appears that:

1. The ratio of occupied population to total population has a

tendency to rise as a function of development in a given re-

gion;

2. The introduction of an immigrant into the labour force of a

region may have the multiplier effect of an investment if the

following conditions are realised: it corresponds to the

needs of the market; he takes a job that would otherwise

have remained vacant; his wage and social insurance do not ex-

ceed his production.

In contrast, geographical mobility may have unfavourable effects

in regions where population growth is slow, raising the percentage of

older people in the pcPulation and adversely affecting modernisation

of equipment and productivity.

Since 1956, the Special Representative has initiated a series of

programmes that have contributed to the structural improvement of cer-

tain countries. Loans were made at reasonable rates of interest for

the financing of programmes of development for economically backward

regions, and particularly for housing for workers or migrants. In

1957, the fund helped to finance the construction of rural housing,

a reception centre and in the resettlement of 100 families in Tur-

key, to the extent of $400,000; in 1961, it gave assistance in build-

ing a social centre for the workers of a petro-chemical works at Gela

(Sicily) to the extent of $5,000,000, and, in 1963, in housing for

Cypriot workers for $400,000. The Fund has further promoted the con-

struction of housing for Italian workers in France and has contributed

$2,100,000 to the housing of Italian.immigrants in Australia.

The Agricultural Commission of the Consultative Assembly has also

studied geographical and occupational mobility, in connection with ru-

ral exodus and the abandoment of the countryside. In 1962, a report

was presented to the Consultative Assembly on new industrial uses for

agricultural products, with a view to retarding this negative mobility.

The report suggested the creation of small industries, in the form

of co-operatives, to exploit agricultural products. Thus excess man-

power of certain agricultural regions may be converted to industrial

manpower, re-employed in the same places and thus permitted to retrain

its connection with rural life.

Every two years, the Council of EUrope convenes a European Con-

ference of Local Authorities and has conducted an inquiry into the

opinions of local representatives on the principal problems of geogra-

phical and occupational mobility of manpower.
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RESOLUTIONS ADOPTED BY THE PARTICIPANTS

The increasingly rapid rate of change in the occupations and 1Cf7

cation of industry in the expanding modern world, demands efficient

and adequate programmes for facilitating the occupational and geo-

graphical mobility of the working population.

The attainment of the national economic and social targets, es-

sential objectives of an active manpower policy, will probably require

the establishment in each country of facilities, services and benefits

to ease the shift in employment.

The economic gains for this programme will not only be higher

productivity but also the movement of people to jobs and places where

they are needed. The personal gains will be the reduction of costs

to the individual to the minimum, with the greatest number of peo-

ple enjoying further advancement through such mobility. The social

gains will be the development of a tolerance and acceptance of change,

which will inspire confidence and support for industrial advance. In-

dividuals will then find the pursuance of their personal interests

to coincide with the greater public good.

Geographical mobility has been found necessary in less-developed

regions and is essential in depressed industrial areas where pro-

grammes for development may take time to be effective, and to absorb

the surplus labour supply. Where individual or group migration occurs

or is found necessary, preparation and counselling of the individuals

can help them select the areas of promising opportunities. Assistance,

both financial and other would facilitate the movement and minimise

the human costs, the establishment of appropriate reception facili-

ties will accelerate positive adjustment in new communities. Adequate

housing in receiving areas would do much to relieve the problems of

newcomers. Information on employment opportunities in areas to which

people are shifting would do much to reduce wasteful movement.

Individual promotion and efficient performance in modern indus-

try require adequate schooling and vocational training of people at

all levels of employment. The rising age of compulsory education and

the expanding proportion of national income devoted to education are

vital to economic and social progress. The school curriculum and the

preparation for work life should be redesigned for modern industrial

and urban living. The upgrading of the education of the employed and

and unemployed adult population is vital to increase their power of
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adjustment to the civinging occupational patterns in industry. The vo-

lume and quality of vocational retraining Should be adequate to satis-

fy the needs of human advancement and expanding industrial requirements.

While the basic educational and vocational facilities must be

financed from public funds obtained through levies directly on indus-

try or the general revenue, management and unions have a responsibi-

lity for providing supplementary vocational education to improve the

adaptability of the population. The social partners can be helpful

by their advice in keeping all occupational educational processes in

harmony with a balanced labour market.

(The unions consider on their part that ways should be found to

maintain the equities acquired by employees in their previous jobs

and occupations.)

Advanced planning for the adjustment of the working population

to the economic and technical changes by public authorities in co-

operation with management and unions and by the social partners them-

selves, will contribute, as the case studies at this seminar have shown,

to the smooth movement of people to new occupations and places. Fa-

cilities and services will then be more promptly instituted when the

needs arise. The movements of the existing personnel to new occupa-

tions can then be carefully arranged and thus inspire confidence among

the people in the continuity of employment and income for workers,

both essential to a productive work force,

Studies of the deterrents to labour mobility, such as have been

undertaken in some countries represented, will improve the aids to such

movements. The continued examination of the characteristics of the

changing occupational patterns will help in vocational guidance and

counselling and educational and curriculum development.
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Appendix 1

GEOGRAPHICAL MOBILITY OF MANPOWER

by

Guy Routh

University of Sussex

Between the wars, most industrial countries were conditioned to

a slow and intermittent rate of economic growth, interspersed with

periods of stagnation or decline. The manpower problem was to find

remedies for unemployment. Since the war, economic progress has been

much more consistent; in most countries it has been retarded from time

to time by shortages of various sorts of skills and in others has been

so rapid that the reserves of manpower that ten years ago were a so-

cial and political embarrassment have been greatly depleted or exhausted.

The problem is now not so much to find jobs for men as to find men

for jobs; with labour as a comparatively scarce resource, we have

to choose between a number of possible ways of using it. In part, this

involves a question of how it is to be used (occupational and/or indus-

trial mobility) and in part, a question of where it is to be used (geo-

graphical mobility).

Even when, in a country, unemployment is in excess of that occa-

sioned by movements between jobs (transitional unemployment), labour

shortages still not infrequently co-exist with this general excess sup-

ply; men cannot be matched to jobs either because they are in the

wrong place relative to one another or because the skills offered do

not fit those required. If the vacancies could be filled, then eco-

nomic growth would be accelerated and general unemployment reduced.

One difficulty we have to face is the pervasive belief that there

is an automatic mechanism that looks after these things: that demand

and supply will be brought into equilibrium by the intervention of

price(1). More recently, the view has gained currency that it is not

(1) I.M.D, Little complained of some high government officials not

that they have too little regard for economic theory but that they

were inclined to place reliance "on some old and over-simple theory,
picked up from somewhere or other". "The Economist in Whitehall", in
"Lloyds Bank Review", April 1957.
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differences in pay but a simple expansion or contraction ot job oppor-

tunities that occasions movements of manpower. After examining inter-

industry movements in the United Kingdom for the years 1951 to 1956,

W.B. Reddaway concludes, "There is clearly some force which produced

the big changes in the distribution of labour, and there seems no

reason to look beyond the 'obvious' one, Which we have christened job

opportunities. Nobody need regret the fact that substantial changes

in the distribution of labour can be secured in response to changing

demands without the need for 'corresponding' changes in the wage-.

pattern, Which would be hard to secure"(1).

It Should be noted that there is a significant difference between

Reddaway's "force" and that postulated by the price mechanics. The

former is a simple probability process: the more jobs an employer has

to offer, the more workers he will get; the price mechanism, by con-

trast, was supposed to fill jobs in order of economic priority, with

the most productive jobs filled first and the least productive last or

not at all. "In actual fact", writes Gtista Rehn, "there is no automa-

tic mechanism that makes a rational re-adjustment very probable. Ironi-

cally enatigh, the individual most often is made aware of his need to

re-adjust by being deprived of his means for re-adjustment; he be-

comes unemployed, or, in the case of a businessman, bankrupt. Finan-

cially and psychologically depressed, he is hardly in a position to

make a sound decision regarding his most rational future place in the

economy. Instead he takes the first job offered to him. He is, in

effect, forced to function irrationally"(2).

Oddly enough, Adam Smith, who wrote of "natural forces" and the

"invisible hand" was aware of regional differences of pay that per-

sisted because of the immobility of workers. "Such a difference of

prices, which it seems is not always sufficient to transport a man
from one parish to another, would necessarily occasion so great a trans-

port of the most bulky commodities, not only from one parish to an-

other, but from one end of the kingdom, almost from one end of the

world to the other, as would soon reduce them more nearly to a level.

After all that has been said of the levity and inconstancy of human

nature, it appears evidently from experisnce that a man is of all sorts

of luggage the most difficult to be transported"(3).

Even when there is a movement of manpower on a massive scale, it

does not follow that incomes will be reduced "more nearly to a level".

Writing about the flow of population out of farming in the United
States, D. Gale Johnson says, "During the decade now ending, the net

migration from farm to non-farm areas has totalled almost 10 million

(1) "Wage Flexibility and the Distribution of Labour", in "Lloyds
Bank Review", October 1959.

(2) "The 0.E,C.D. Observer", 15th November, 1962.

(3) "The Wealth of Nations", Book I, Chapter VIII.
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persons out of a farm population of slightly more than 25 million in

1950. Despite so high a rate of out-migration, the return to farm

labour has not risen relative to labour earnings in the rest of the

economy. The natural increase of the farm population offset about two-

fifths of the net migration. The resulting net reduction of the farm

population has simply not been great enough to offset the combined

effects of a rapidly increasing physical product per worker, low aad

declining income elasticity of demand for farm products, and the low

price elasticities of demand for farm output0(1).

Conscious of the inadequacies oe the old theories, many econo-

mists aad sociologists have done field work for the collection of da-

ta on which a better understanding of the reality might be based.

Charles A. Myers sammarised the results of these studies in the United

States:

1. Young people seeking their first job and workers looking for

new jobs seldom make a systematic search of available job op-

portunities. They usually take the first job offered, They

hear of jdbs most frequently through friends and relatives

employed in the plant, or through random and haphazard vi-

sits to plant employment offices. The public empL.,7ment ser-

vice is frequently a last resort for unemployed workers Who

cannot find jobs in other ways and for employers with jobs

remaining unfilled thIough other recruitment channels,

2. Between two-thirds and three-fourths of employed workers re-

main with their employer throughout a year or even a longer

period. Thus, the majority of employed workers are not real-

ly in the labour market in the sense that they are looking

for better opportunities elsewhere. In periods of unemploy-

ment the proportion changing jobs voluntarily is considerably'

less than one-fourth or one-third.

3. Workers who leave one job voluntarily for aaother do not usu-

ally have another job in mind. They may leave in the expec-

tation that they can find a beeter job, but their knowledge

of available alternatives is apt to be sketchy and their

search haphazard. If there is any 'shopping around' for jdbs,

it comes through this sort of job shifting early in the work-

er's career, rather than through the careful weighing of al-

ternatives available at the moment.

4. Workers who move voluntarily for other jobs tend to be young,

unmarried, short service workers, frequently women, as com-

pared to those who stay on the job or are forced to move by

lay-offs.

(1) "Policies to Improve the Labour Transfer Process", in "American

Economic Review", May 1960.
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5. When workers do move, they tend to make industrial shifts more

frequently than occupational shifts, although this varies with

the character and diversification of the local labour market.

In a textile city, for example, employer shifts without change

in industry or occupation may predominate. In other commu-

nities there may be relatively more movement within sub-mar-

kets of comparable firms, or between geographically adjacent

firms in dissimilar industries.

6. The voluntary movement which occurs does not seem to equalise

the 'net advantages' of different jobs. The well paying jobs

are frequently also in firms where other job conditions are

also superior, and the ability of workers to move from poorer

jobs to better jobs is often limited by employer agreements

not to 'pirate' labour, union seniority rules, promotion from

within policies, and restrictive employer hiring policies.

These limitations tend to weaken, however, during periods of

extreme labour shortage.

The overall impression of local labour markets which emerges from

these studies then, is one of considerable haphazard and apparently

purposeless movement, many imperfections, and a weak link between mo-

bility and the equalisation of net advantages in different jobs. Most

movement appears to be induced by the decline in job opportunities in

one plant (or occupation, industry or region) and the availability or

expansion of job opportunities in another, rather than by wage dif-

ferentials as such(1).

This confirms the impression of weak economic motivation described

by Lloyd G. Reynolds in an earlier study: "Movement between areas,

like movement between employers, typically is of negative origin. It

stems from a lack of adequate economic opportunity in one's present lo-

cation. For farm boys, this means primarily lack of opportunity to

own or rent a farm. For urban workers, it means primarily unemploy-

ment. Once an individual's attachment to his home area has been dis-

rupted in this way, his direction of movement seems to be determined

largely by distance, by personal relationships, and by availability of

jobs... People tend to move to places in which they have relatives or

acquaintances, provided the reports sent back by their friends are rea-

sonably favourable(2).

I do not wish to multiply unnecessarily the testimonies on this

point, but Should like tr quote two more studies. The one is based

on a very careful statistical study relating to the British coal min-

ing industry in the early fifties, from which T.P. Hill concluded,

(1) "Labour Market Theory and Empirical Research", in "The Theory of
Wage Determination", ed. Raul T. Dunlop (London, Macmillan, 1957).

(2) "The Structure of Labour Markets": "Wages and Labour Mobility in
Theory and Practice" (New York, Harper & Bros., 1951), page 242.
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"... the contribution made by wages to the explanation of recruitment

and wastage over and above that made by other factors, notably loca-

tion, is generally alarmingly smallw (This study) suggests that, in

general, an individual firm can hardly rely with much confidence on

raising wages as a means of reducing wastage or, a fortiori of increas-

ing recruitment"(1).

Larry A. Sjaastad concluded from a study of inter-state migration

in the United States that there was ome connection between migration

and income levels, but found "that during the 1940's the earnings le-

vel in a particular state would need to be roughly one-half the nation-

al average in order for migration from that state to offset completely

the natural increase, thus leaving a static population"(2).

I have dwelt on this negative aspects at some length because I

believe it is important to approach the subject of mobility without the

sort of theoretical preconceptions that a reading of economic theory

conveys to the unwary. As we shall see later, the empirical studies

of the last ten or fifteen years show mobility to be a highly complex

social phenomenon that does not fit comfortably into the framework of

any one academic discipline.

pmsures of immobilitY

To what extent does the mobility of manpower fall short of the

optimum required to maximise economic and social welfare? In part, the

supply of labour, in space and in types of skill, must adapt itself to

current techniques of production and industrial structure; in part,

there must be a complementary adaptation of techniques and industrial

structure to labour supply. In underdeveloped countries, progress is

impeded by a shortage of craftsmen and technicians; but fewer crafts-

men and.technicians are needed because human muscle can be used to do

the work of bull-dozers and scoops. Etployers and workers adapt their

expectations to what they believe to be practicable; if all unfilled

vacancies were filled, this in itself would change employers' notions

in this respect and they would be encouraged to ask for more of the

sorts of labour (in skill or place) whitch they have previously had

little hope of finding(3).

(1) "Wages and Labour Turnover", in "Bulletin of the Oxford Universi-

ty Institute of Statistics", May 1962

(2) "The Cost and Returns of Human Migration", Supplement of the "Jour-

nal of Political Economy, October 1962.

(3) In an investigation into the choice of jobs by 14- or 15-year-old

school boys in a working-class area of London in 1954, I found aa iden-

tity between aspirations and expectations: they wanted the sort of

job that they expected to get because of a mental rejection of the pos-

sibility of getting any other.
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With this qualification, the number of unfilled vacancies in any

country may be taken as a measure of immobility of all sorte(1). Some-

times, of course, there are more unfilled vacancies than there are

registered unemployed in certain countries, and it is then the nuMber

of unemployed that gives a measure of the effect of mobility: they

are out of jobs not because jobs do not exist, but because they are

in a different place or because they do not possess the right skills.

In either case, the discrepancy measures a failure of adaptation. Ta-

ble 1 gives figures for unfilled vacancies and unemployment in nine

European countries in the four quarters of 1962.

Table 1

Unfilled vacancies and unemployment in selected

Western European Countries

Monthly averages: thousands

1962

I II III IV

Austria Unfilled vacancies 41.2 53.1 49.5 40.2

Unemployed 117.7 41.7 32.7 70.6

Belgium Unfilled vacancies 13.3 17.2 16.9 15.6

Unemployed 74.6 41.5 34.4 39.4

France Unfilled vacancies 43.2 56.1 52.4 72,9

Unemployed 117.3 90.9 120.6 172.6

Wentern Unfilled vacancies 546.7 583.5 593.5 470.7
Germany Unemployed 238.3 102.6 83.7 144.2

Netherlands Unfilled vacancies 111.5 130.9 135.3 110.8

Unemployed 36,0 22.7 26.7 35.6

Norway Unfilled vacancies 3.5 5.2 4.0 2.7

Unemployed 23.0 11.3 5.9 20.4

Sweden Unfilled vacancies 39.5 51.1 45.8 39.3

Unemployed 33.8 22.6 15,0 21.6

Switzerland Unfilled vacancies 6.1 6.5 6,2 5.2

Unemployed 1.1 0.2 0.2 0.9

United Unfilled vacancies 218.6 245.1 226.2 165.1
Kingdom Unemployed 493.4 457.2 477.5 537.4

Source: United Nations Economic Commission for Europe, "Economic Sur-

vey of Europe in 1962", Table 8.

(1) The coverage of statistics of vacancies and unemployed depends
generally on the extent to which employers and employees use state-
sponsored employment services.
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In aggregate, about a million vacancies exist in the countries

listed in Table 1, coincident with over a million unemployed. Not only

must the unemployed and their families (when they have them) be main-

tained by public funds, but the products that they might be making

are irrevocably lost. It is obvious that the cost, in unemployment pay

and product foregone, is very high(1) - at a guess, between one and two

billion dollars a year.

Variations in the levels of unemployment between different re-

gions in a country give an indication of the strength of geographical

immobility. Regional contrasts in unemployment exist in most countries

though, paradoxically, they obtrude themselves on the national con-

sciousness as a rule when general unemployment is high in the country,

that is at a time when it seems that little can be done to remedy re-

gional differences. But the highness of the tide does not mean that

the rooks have been removed. A more liberal flow of manpower to growth

areas, as they have come (ungrammatically) to be called, in times of

high economic activity would hasten growth in those areas and thus

diminish the impact of the ensuing recession. The vihole economy

would be healthier and more resistant to depression. This is particu-

larly so because of the chain reaction to the filling of vacancies:

the employment of operatives is delayed because of a shortage of mana-

gers or foremen or maintenance craftsmen to service the machines; plans

for expansion are delayed because of a shortage of draughtsmen; for a

new product, because of a shortage of chemists or engineers. The fill-

ing of one set of vacancies would thus automatically result in the

creation of more. Thus a flow of manpower from regions of high unem-

ployment to regions of lower unemployment would not merely have the

effect of narrowing the inter-regional range while leaving the average

unchanged, even if the change took place in a period of comparatively

low economic activity.

Regional variations in the United States have been described as

follows(2);

"The incidence of unemployment is also heavier in some geographi-

cal regions or labour market areas than in other sections of the

country. In December 1962, for example, 41 of the 150 major la-

bour market areas regularly classified by the Departmep of La-

bor were listed as having relatively substantial unemployment.

Thus the incidence of joblessness was significantly above or be-

low the national totals in about one-third of the major labour

market areas.

(1) Higher, for instance, than the total of European
underdeveloped countries,

(2) 0.E.C.D. Reviews of Manpower and Social Policies,
licy and Programmes in the United States" Paris, 1964,
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Many of the 41 major areas with substantial unemployment have had

persistent unemployment problems for several years; in some in-

stances, these areas have been characterised by high unemployment

levels for over a decade in periods of overall national prosperi-

ty, as well as during the four post-war recessions

The persistence of these regional differences is illustrated in

Table 2, which dhows the registered unemployment (in numbers and per-

centage rates) for various regions in the United Kingdom in 1954 and

1962. Development is retarded in 1954 in some regions because of an

acute shortage of labour, so that general unemployment is higher in

1962 than it might otherwise have been.

Table 2

Registered unemployed in the United Kingdom

Analysis by Region

I2...9.5 132
000 % 000 %

London & South Eastern 51.7 1.0 72.2 1.3

Eastern 13.2 1.2 )
) 35.3 1.4

Southern 11.2 1.1 )

South-Wastern 15.8 1.5 22.5 1.7

Midland 12.3 0.6
56.8 1.6

North Midland 8.6 0.6

East & West Ridings .. 17.1 0.9 36.5(x) 1.7(2

North-Western 44.2 1.5 76.8 2.6

Northern 28.3 2.3 49.3 3.8

Scotland 59.5 2.8 83.1 3.8

Wales 22.9 2.5 30.7 3.1

Northern Ireland 33.0 7.0 36.7 7.5

(m) From 1st April, 1962, Yorkshire and Lincolnshire, before which

Lincolnshire inc. with North-Midland.

Source: Statistics on Incomes, Prices, Employment and Production,

No. 5, June 1963 (London, Ministry of Labour).

Measures of mobility

When seen in a certain perspective, mobility shows itself inade-

quate to achieve certain economic objectives. Powers of adaptation are

not strong enough to eliminate serious differences between regions nor

to give those who are seeking jobs the qualifications looked for by
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those who are seeking workers. The impression gained from many of

the empirical studies (that I shall review later on) is of a reluctance

by workers to move even when facilities are offered to make the move

easy. And yet we know, from the statistics, that a great deal of move-

ment does take place. One indication of this is the degree of labour

turnover(1). In the United States, the number who take and leave

jobs each year is equal to almost half the entire number of employees.

Monthly engagements in 1961 averaged 4.1 per cent of those on payrolls,

while monthly separations averaged 4.0 per cent. Of the latter, ra-

ther less than a third were "quits" or resignations by employees(2).

In Britain turnover in manufacturing industries involves between 30

and 40 per cent of the labour force each year(3). In France movement

is more moderate, but still involves about a fifth of the labour force(4).

Inter-regional migration, which accounts for part of this turn-

over, is also on a considerable scale. For the United States, the Bu-

reau of Census reports:

"Almost three quarters (73 per cent) of the population 20 to

29 years old in April 1960 had moved at least once since April

1955, according to figures compiled from the 1960 Census. As age

increased beyond 30 years, this percentage of movers decreased to

a low of about 27 per cent in the age group 75 to 79 years, and

then increased slightly among the very old."

Of the whole population, 47 per cent had moved at least once in

this period, 30 per cent having changed residenne within counties and

17 per cent between counties. Of a total population of 159 million

five years old and over in 1960, 27.8 million had lived in a different

county in 1955. Of these, 13.7 million lived in the same State in

1960 as in 1955. Of those who had lived in different States:
% of total

8 million had:lived in the North-East

3 9 " " " " North Centre.

9 tt " South

2L1. " " West

2 0 million had lived abroad(m)

(m) United States Census of Population 1960, United States
Summary, Detailed Characteristics, page xv.

In Britain, these inter-regional flows are indicated by the change

in numbers of employees between 1950 and 1961 in the various regions.

These are shown in Table 3.

In the United States and Britain, natural increase in the major

(1) This would embrace all forms of mobility except occupational mobi-
lity within a single firm.

(2) See "Monthly Labour Review", statistical supplement.

(3) Figures are published monthly in the "Ministry of Labour Gazette".

(4) See Philippe Madinier, "La mobil1t6 du travail aux Etats-Unis et
en France", in "Revue Economique", July 1959.
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regions is great enough to prevent the running down of regional po-

pulation; in France, in recent years, this has not been so and the

depopulation of certain departments has caused considerable anxiety(1).

Analysing the rsults of the 1962 Census, Roland Pressat writes(2):

The chart of net immigration is completely different from the

chart of natural growth. The 43 emigration departments which, toge-

ther, have lost 437,500 inhabitants, are situated principally in the

West (Bretagne, Basse-Normandie in the Massif Central and the

agricultural zones of the North and the East. In relative value,

this emigration generally represents from 2 per cent to 6 per cent

of the 1954 population. However, it reaches 7.7 per cent in the Can-

tal, 8.2 per cent in Mayenne, 9 per cent in the Manche. The 46 de-

partments with net immigration (total increase: 1,773,800 inhabitants),

are important urban centres whose development we will see later. In

relative value, immigration is particularly heavy in the Paris region,

in the departments bordering the Mediterranean, in certain departments

Table 3

Re ional chan es in numbers of employees in Great Britain

1950-1961

Region
Number of

employees, 1961
(Thousands)

Change in number of
employees, 1950-1961

(Thousands ) Per cent

London and South-Eastern 5,670 597 12

Eastern andSouthern 2,436 439 22

South-Western 1,266 143 13

Midland 2,238 246 13

North-Midland 1,565 159 11

East and West Ridings 1,885 76 4

North-Western 3,003 94 3

Northern. 1,302 60 5

Scotland 2,155 37 2

Wales 970 31 3

Great Britain 22,490 1,900 9

Source: Ministry of Labour. See also "Regional Employment and Unem-

ployment, 1951-1962", Bulletin for Inalstrz, No. 159 January,

1963 (Information Division of the Treasury).

(1) And led J.F. Gravier to entitle his book "Paris et le desert
franiais".

(2) "La population franiaise au recensement de 1962. Premiers resul-
tants", in "Population", October, December 1962, page 637.
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of the South West, of the Rhane-Alpes region, and in the Doubs and

the departments of Alsace-Lorraine.

On the face of it, there seams to be something purposive and lo-

gical about these movements. Oertain areas are loosAng popularity

amongst employers and employees, Who are deserting them for more fa-

voured areas.

This involves, particularly, a movement from the country and small-

er towns to the conurbations and more particularly, to capital cities.

It is there that wages are highest, that promotion is fastest for

white collar workers, that business contacts are most easily established

and maintained.

In fact, the statistics do not lend themselves to any such easy

interpretation, for they are only the net result of massive movements

in two directions. Net flows in the 'Waited States are from the south

to the north and west, but of those living in the South in 1960,

883,000 had been in the Earth-East in 19551 1,088,000 in the North-

Central and 319,000 in the West(1).

In a study of North Carolina, South Carolina and Georgia based

on records of 30,000 workers in 1953, the net emigration from the re-

gion was made up as follows:

Age In Out

Less than 30 488 559

30-49 ... 352 462

40 and over 72 85

Total 912 1,106

When the sample is divided between Negroes and non-Negroes, an

additional pattern emerges:

In Out Result

Negro 190 315 -125

Non-Negro 722 791 - 69

All 912 1,106 -194

The authors note a "sharp decrease of young Negroes, male and fe-

male, in the three-state labour force", yet even here this is com-

pounded of the difference between 515 who left and 190 new arrivals(2).

(1) "United States Census of Population", in "United States Summary",

op. cit.

(2) Bunting, Ashby & Prosper, "Labour Mobility in Three Southern
States",in "Industrial and Labour Relations Review", April 1961.
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In Britain, likewise, the growth of the south and decline of west

and north is the marginal result of considerable flows in all direc-

tions, These are analysed in Table 4.

A portion of the changes shown in Table 4 results from employees

moving, in the course of the year, from employment on one side to em-

ployment on the other side of a regional boundary without the need for

a residential move. But even with this qualification, an extraordinary

amount of movement must take place. In the ten years to mid-1961, 3.3

million men and 1.4 million women made inter-regional moves of this kind,

How is all this coming and going to be interpreted? Is this the

"considerable haphazard and apparently purposeless movement" of which

Charles A. Myers writes in the study quoted above? Or is there a lo-

gic present which simply does not happen to fit into an economic frame-

work? Some of the case studies that have been made in this field will

help in the consideration of this question.

The determinants of mobility

In the United States, the Committee on Labour Market Research of

the Social Science Research Council, in 1952, briefed Herbert S. Parnes

to do "an intensive appraisal" of research done in the field of occupa-

tional, industrial and geographic mobility of labour during the pre-

ceding two decades. This was published in 1954(1). More recently

(1960), the Industrial Relations Research Association has published a

survey of the same field(2),

In the 1954 study, Parnes writes, ".. the evidence indicates con-

clusively that job changes from one local market area to another are

less frequent than those from one occupation or industry to another(3).

In Reynolds' study of Newhaven workers(4) he found that while less than

a fifth had never moved between major industrial groups and an equal

proportion had never moved between majo:c occupational groups, three

fifths had not worked outside the community.

Parnes summarises these finding by saying that, though geographic

mobility increases in time of war, the worker's strongest attachment

is to his community. But, as might be expected, the professional work-

er, who is least mobile occupationally, is most mobile geographically.
A

The evidence on the motive force of disparities of pay supports the

(1) "Research on Labour Mobility", (New York, Social Science Research

Council, 1954).

(2) "Employment Relations Research, a Summary and Appraisal", ed,
Heneman and others, (New York, Harper & Bros., 1960).

(3) Page 76.

(4) Lloyd G. Reynolds: "The Structure of Labour Markets" (New York,

Harper & Bros., 1951).
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Table 4

Great Britain: Inter-Regional migration

in the year ended June 1962

(in '000)

Region

MALES FEMALES

Age In Out
Net

gain or
loss

In Out
Net

gain o
loss

London and South- 15 - 44 112 101 11 60 55 5

Eastern 45 & over 30 31 1 13 13

Total 142 132 10 73 68

Eastern and 15 - 44 79 62 17 45 33 12

Southern 45 & over 26 18 8 10 10

Total 105 80 25 55 43 12

South Western 15 - 44 26 28 - 2 12 14 - 2

45 & over 9 10 - 1 4 4

Total 35 38 - 3 16 18

Midlands 15 - 44 48 53 - 5 22 24 - 2

45 & over 10 15 - 5 5 5

Total 58 68 - 10 27 29 - 2

Yorkshire and 15 - 44 33 32 1 14 17 - 3

Lincolnshire 45 & over 9 9 - 4 4

Total 42 41 1 18 21 - 3

North Western 15 - 44 39 43 - 4 20 21 - 1

45 & over 15 14 1 6 5 1

Total 54 57 - 3 26 26 -

I orthern 15 - 44 17 23 6 8 10 - 2

45 & over 5 7 - 2 2 2

Total 22 30 8 10 12

cotland 15 - 44 18 27 9 9 ,
14 - 5

45 & over 3 5 2 1 3 - 2

Total 21 32 - 11 10 17 - 7

ales 15 - 44 19 21 2 7 8 - 1

45 & over 5 4 1 1 1

Total 24 ' 25 1 8 9 - 1

Source: Ministry of Labour. See also article, "Age and Regional Analy-

sis of Employees", published each June in the Ministry of La-

bour Gazette.
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conclusions of Myers and Reynolds quoted above(1). In Parnes' words,

to a considerable extent even workers who voluntarily change

jobs are not really attracted by more desirable jobs elsewhere so much

as they are 'pushed out' of jobs that they find unsatisfactory, and

there is no assurance that they subsequently will find jobs better than

the ones they leave. Most analyses of reasons for voluntary job

changes imply a degree of 'calculation' that in fact does not exist"(2).

Other findings of the studies reviewed are:

Mobility and age: peak migration rates were found among workers

aged 18 to 24 years, after which there was a steady decline in mobility.

Home ownership: it seems no great discovery to find that home

owners are less prone to migrate than home renters. It is interesting

to see Heneman's conclusion, though, based on an investigation in

St. Paul in 1941 and 1942, that home ownership was associated with a

halving of other sorts of mobility rate too(3).

Other correlates: it is perhaps unnecessary to stress that sin-

gle men are more mobile than married men, but a study by Bogue indi-

cates greater mobility amongst Negro men compared with white men, but

less mobility amongst Negro than white women(4). Bogue's study also

showed no difference in the proportions of men and women who change

jobs within a local labour market, but a much higher proportion of men

making moves between countries.

In the second volume mentioned (Employment Relations Research),

the relevant chapter is again written by Parnes - "The Labour Force and

Labour Markets". He notes a tendency for job movement in the United

States to decline in the 1950's in comparison with the previous de-

cade, though there remains a likelihood (on fragmentary evidence) that

it remains considerably greater than in most European countries. This

appears to be the joint result of more voluntary movement by workers

and more lay-offs by firms(5).

The much smaller incidence of geographical mobility is again stress-

ed. Wilcock is quoted to the effect that "property and personal ties

rooted many to Mount Vernon (Illinois), despite unemployment, lower

wages, and the necessity of making occupational and industrial shifts",

while many of those who left said they would like to return, even at

lower wages(6).

(1) See above, section 3.

(2) Parnes, op., cit., pages 188-9.

(3) Parnes, page 123. Herbert G. Neneman, Jr., "Differential Short-

Run Labour Mobilities: St. Paul, 1941-42", in Minnesota Manpower Mobi-
lities (University of Minnesota, 1950).

(4) Donald J. Bogue: "A Methodological Study of Migration and Labour
Mobility in Michigan and Ohio in 1947" (Scripps Foundation Studies in
Population Distribution, 1952).

(5) Ibid., page 19.

(6) Richard O. Wilcock, "Employment Effects of a Plant Shutdown in a

Depressed Area", in "Monthly Labour Review", October 1955.

- 134 -



In general, the tentative conclusions of the earlier study are

reinforced.

Probably the best known of the American studies of this subject

is Labour Mobility in Six Cities(1). The basic material consisted of

ten-year work histories collected by the United States Bureau of the

Census early in 1951 from workers in sample households in Chicago, Los

Angeles, Newhaven, Philadelphia, St. Paul and San Francisco. The data

was analysed by seven university research centres related to the six

cities. 2,368,000 men and 1,123,000 women, all twenty-five years of

age or over in January 1951, were included.

Philadelphia workers were least mobile in terms of job changes:

38 per cent of the men and 43 per cent of the women held only one

job for the ten years. Los Angeles wcAers--Were the most mobile, 'with

23 per cent of 'the men and 24 per cent of the women having had only

one job. The proportion reporting two jobs ranged from 22 to 28 per

cent for the different cities, and those reporting three from 15 to

19 per cent. "Consequently, a few workers with very high numbers of

jobs contribute a dispropritionate number of jobs to the total count

and so increase the average number of jobs per worker"(2).

On geographical movement, Gladys Palmer writes: "... the survey

data indicate that the migrants include larger proportions of profes-

sional workers than did the non migrants. Collateral evidence for

Newhaven, Philadelphia, and Chicago indicates that 13 per cent of pro-

fessional men made one or more employer ahifts involving a distance of

more than 50 miles..."

"Three fourths of all men in the six cities who had ever- work-

ed at a skilled job from 1940 to 1950 made no change of employer in-

volving a distance of more than 50 miles"(3). The fact that a quarter

had made such a change indicates that a substantial proportion of the

labour force does in fact make job changes involving residential moves.

A subsequent work by some of the same writers, "The Reluctant Job

Changer", mentions geographical mobility only obliquely. It is inter-

esting to see the growing emphasis on job security. Tool and die

makers, whose work attachments are studied by Carol P. Brainerd, show

a notable decline in mobility over recent decades, particularly marked

because their job changes tend to be voluntary(4). The Norristown

workers studied in Chapter V by Mary W. Herman, show great interest in

economic security, seeking a steady job and income(5). "Studies of

American production workers show that, in spite of the relatively

(1) "A Report on the Survey of Patterns and Factors in Labour Mobility,
1940-1950", prepared by Gladys L. Palmer (New York, Social Science Re-
search Council, 1954).

(2) Page 39.

(3) Page 126.

(4) Palmer, Fames, Wilcock, Herman and Brainerd3 "The Reluctant Job
Changer, Studies in Work Attachments and Aspirations", (Philadelphia,
University of Pennsylvania Press, 1962, page 153).

(5) Ibid., 155.

- 135 -



routine nature of some of the jobs performed and the lack of training

required for them, most men tend to develop ties, to an occupation or

to a company, that make it unlikely they will move frequently or ran-

domly from one job to another"(1). Of particular interest is Gladys

Palmer's describtion of job satisfaction: "A man feels satisfied if

his job is steady or if he can handle it adequately without too much

effort or responsibility, if he feels himself a good provider for his

family, or if his relationrhips with fellow workers are harmonious.

Skilled workers more frequently report a sense of satisfaction with

the work itself and suitability for it"(2). It is the achievement

of these rather modest aims that will make the worker reluctant to

move, whatever the opportunities that may be emerging elsewhere. Also,

because these qualities increase with zenure of a particular job, the

longer a man has been in a job the longer he is likely to remain there.

Gladys Palmer summarises the findings relating to geographical mo-

bility (or, more accurately, immobility) as follows:

The extent to which attachments to a company reflect attachments

to a community is suggested but not precisely measured in these studies.

Perhaps the desirability or undesirability of a community as a place

to live depends on influence that have little relation to a man's per-

ception of his risks or changes in case of lay-offs. The question

tried in Springfield may not have been sophisticated enough to enable

us to find out how much of an expressed reluctance to leave the com-

pany was caused by a strong attachment to the company per se. Our

experience suggests that the relation of an individual's work attitudes

and behaviour to his perceptions of the work opportunity structure in

the labour-market setting needs more intensive probing. Attitudes to

the community both as a "place to work" and as a "place to live" need

to be analysed in studies of general population samples as well as in

intensive studies of selected occupations or industries(3).

Another interesting feature, relative to geographical mobility, is

brought out by Richard C. Wilcock in his write-up of the Springfield

study in the same volume. We are familiar now with the fact that

workers have only a very hazy idea of the occupational alternatives

open to them; this applies to other places as well as to other jobs.

Wilcock, however, comments on the hazy notion of the workers of Spring-

field as to what was going on in their own town. They liked living in

Springfield but believed the town was suffering an economic decline,

a belief that was paradoxically strengthened by articles in the press

describing efforts to attract industry and bring about civic improve-

ments. Organised labour, the Association of Commerce and Industry,

(1) Ibid., 157.

(2) Ibid., pages 158-9.

(3) Ibid., page 159.
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municipal government and the big industrial firms were combined in

the task, yet the general belief of the respondents was that no real

effort was being made(1).

However, there does not seem to have been any exodus of workers

in search of more enterprising communities, so that their objections

may have been similar to those of the dissatisfied French workers

whom Gladys Palmer was told about who, instead of moving to a better

position, preferred to remain in the old one and continue to complain(2).

Leonard P. Adams and Robert L. Aronson made a study of the re-

actions of workers in Auburn, New York, to the closing down of the

local International Harvester plants, and compared these with atti-

tudes found in a sample of the general labour force in the same town(3).

58 per cent of the Harvester workers said they would be willing to

leave the community to get other jobs, but in fact comparatively few

knew of specific jobs elsewhere (5 per cent). "Most of them just had

a feeling that there were jobs to be found in other communities. Few

workers were able or willing to act on such slim grounds"(4). They

summarise their findings on geographical mobility as follows:

What factors are influential in deterring workers from changing

their community or residence as well as their jobs? The most obvious

and important one is, of course, the security and certainty of the

present job. Few workers seemed willing to exchange the possibility

of unemployment. After this general deterrent to a change of commu-

nity, specific personal and social factors were apparently the most im-

portant barriers to geographic mobility. Some of these may have grown

out of the jobs - for example, many social groups and ties were based

on common employment. On the whole, however, these personal and so-

cial ties were ties to the community rather than to the place of.work.

In order of importance, the most frequently reported reasons for

unwillingness to leave Auburn were friends and family ties, home own-

ership, and age, which is, of course, interrefated with the first two

factors. This ranking is not appreciably different, whether the labour-

force or the Harvester sample is used... Other ,factors, such as the

educational opportunities available in the community or scenic and cul-

tural advantages, were seldom cited as reasons for not moving(5).

The United States Bureau of Census have calculated the median age

of those involved in various sorts of movements as shown in the returns

of the 1960 Population Census(6). In the five years 1955 to 1960, 47

(1) Ibid., pages 164-5.

(2) "Contrasts in Labour Market Behaviour in Northern Europe and the

United States", in "Industrial & Labour Relations Review", July 1960.

(3) "Workers and Industrial Change - A Case Study of Labour Mobility",

(Cornell University, 1957).

(4) Op. cit. pages 97-8.

(5) Op. cit. page 98.

(6) "United States Census of Population 1960", in "United States Sum-

mary Detailed Characteristics, Final Report", page xv.
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per cent of the population aged 5 or over in 1960 had moved house at

least once. But of those in the age group 20 to 29, the percentage

was 73. "The high rate of mobility among persons in their 20's is to

a considerable extent a reflection of the fact, which is sometimes

overlooked in the interpretation of migration data, that normally as

children grow up they leave their parental home, marry, and establish

homes of their own. The decline in mobility at the succeeding ages

indicates, generally speaking, an increased social and economic sta-

bility in which a stake in a particular job and strengthening commu-

nity ties militate against further mobility The people who lived

in the same house in 1955 and 1960 had a median age of 41 years,

People who lived in a different house in the same county in the two

years had a median age of 30 years; those who migrated elsewhere in

the same state, 27 years (the same as those who migrated to a different

state)."

The most ambitious study outside the United States was that pub-

lished by the High Authority of the European Coal and Steel Communi-

ty in 1956(1). This was a collective effort of research institutes in

the six Member countries of the Community. Interest was focussed on

the deployment of labour because of shortages of labour for heavy in-

dustry, especially in Germany and Belgium, together with a surplus of

workers in certain areas. The movement of iron and steel firms in

Italy to improve their location and the shut-down of pits in certain

parts of France and Belgium had raised difficult problems relating to

mobility.

The reports for each country collect case studies that give a

useful picture of the problems connected with mobility. The findings

are, in fact, remarkably similar to those reviewed above for the United

States. Younger workers are more willing to move than older ones so

that, for example, of the wage earners who transferred from the Re-

nault plant at Billancourt to that at ruins, the average age was 32,

compared with an average of nearly 40 at Billancourt. Skilled workers

are found to be less willing to move than labourers, because it is easier

for them to get jobs locally.

A resistance to mobility is generally encountered, for people are

attached to their family, their village, music clubs and "the corner

cafe where they meet their friends". House (and, even more, farm) own-

ership strengthens unwillingness to move and so do hobbies or spare-time

occupations).

The most powerful factor in determing mobility and immobility is

housing and this is generally stressed in the national reports. The

French report calls the housing shortage the most serious, most fre-

quently criticised and the most obvious material obstacle to mobility.

A job change from one region to another is impossible unless houses

are available at the new place of work. In Belgium, too, housing dif-

ficulties are the main reason for refusing to move, while in the

bstacrnaobilit"0 des travailleurs et problèmes sociaux de

réadaptation", Haute Autorité, Etudes et Documents (Luxembourg, 1956).

The French and Belgian Studies were published separately.
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Netherlands the progressive housing policy of the southarn provinces

is felt to be a possible cause of the increasing movement of workers
to the south.

The report goes on to consider ways of encouraging mobility: work-

ers must be made to feel that the choice is voluntary. In France, min-

ers moving from the west to the east of the Nordifts-de-Calais coal-

field were given a day off with pay by the Coal beard and were taken

with their wives to villages in the east to choose building sites or

houses.

The migrants must be treated as individuals with individual pro-

blems with which they must be helped. The Italian report lays stress
on the need for accurate information about the new area, including in-

formation on wages and the cost of living. Organised migrations often

encounter peculiar difficulties, the migrants expecting more to be done

for them and being more demanding and less self-reliant.

Evidence is also given about difficulties encountered by migrants in

settling down in their new environment. This is seen in its extreme

case, of course, in international migration, but applies also to some

extent to migration from one region of a country to another where re-
gional differences may make it difficult for the migrants to settle

down. The case is cited of Philips of Eindhoven who, having recruited

girls from outside the local area, went to the extent of providing jobs

for their fathers too, and building a housing estate for them, to make

it easy for them to settle down.

The report leaves no doubt as to the complexities of the motives

and mechanisms of migration and shows that great care, foresight and

circumspection are necessary when movements are planned by employers or

public authorities.

In 1962, the International Labour Office published a study of the

adjustment required as a result of unemployment(1). Some of the mate-

rial that I have mentioned above is reviewed here. The writers are con-
cerned with all sorts of mobility, including particularly the mobili-

ty of industry, but make some mention of residential changes and the

difficulties that this involves:

There remains the possibility that a move may be an alternative

to unemployment Perhaps more so than any of the other repercussions

of structural adjustment, such a move means a very different degree of

hardship for different people. ...many workers do elect to move in
response to a structural change and in preference to unemployment. But

others prefer to retain their old homes and endure prolonged unemploy-

merit. Apparently, leaving one's environment is looked upon by some as

an even greater hardship than unemployment..

Yet, even for workers who choose to move, some considerable hard-

ship may be involved, as shown by the declared preference of many

(1) "Unemployment and Structural Change", International Labour Office,
(Geneva, 1962).
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such workers for employment in their former locality. Clearly, the
hardships are, for the most part, non-pecuniary. They include diffi-
culties connected with ensuring continuity in children's education, the
possible break-up of the family, the nostalgia for familiar surround-
ings and, most important, the loss of friends, together with other
social disturbances following a change of residence(1).

With regard to the difficulties encountered in specific cases, the
report says:

... the conclusion arrived at by studies of actual instances of
structural adjustment is that workers are usually reluctant to move
their homes. Thus in Belgium, while the Campine coalfield might have
absorbed miners from the Borinage, it proved difficult to persuade the
latter to make the change. A study in the United Kingdom emphasizes
"the reluctance of people to move their homes and their willingness
to accept considerable sacrifices financially and in many other ways
rather than move ..."

After a United Kingdom company had decided to close one mill, "A
party of loom tuners and their wives were taken by coach to visit an-
other works in the same organisation in a different part of the coun-
try. They were provided with hotel accommodation and taken to see the
works and surrounding district, in the hope that at least some of them
would decide to take up employment there. Not one man accepted the
offer". The French Government and the E.C.S.C. made provisions for the
transfer of 5,000 miners about to be displaced from the Centre-Midi
coalfield to Lorraine. When only about a tenth of these moved the plan
was shelved. Moreover eee many workers who elect to move do so with
great reluctance and even eventually return.

The correlation between duration of unemployment and the age of
workers has been discussed.., but it seems that no such relationship
exists between length of unemployment and labour mobility. Of a group
of unemployed workers in Manchester (New Hampshire) who had exhausted
their unemployment benefit, only 4 per cent were later found to have
moved to another locality. Similarly, in the United Kingdom it has
been suggested, that, even when unemployment lasts many months, redun-
dant workers will often try to avoid moving, and that willingness or
unwillingness to do so may hardly be related at all to the time spent
before finding a job. This is perhaps due in part to the fact that
elderly workers tend both to have the longest spells of unemployment
and to be the least willing to move(2).

Nevertheless, the study notes the existence of a great deal of
nmbility. Overall regional figures are quoted to illustrate this and
then some specific cases: "090 out of a group of workers dismissed in
Mount Vernon (Illinois) 32 per cent moved elsewhere for jobs. After the

(1) Op. cit., pages 59-60.

(2) Op. cit., pages 93-4.



closure of a United Kingdom company which was exceptionally remote from

any industrial centre, as many as 46 per cent of the workers took up

jobs beyond travelling distance from their former residence. Out of

the 1953 labour-force in u particular United States labour surplus area,

18 per cent had migrated by 1955. Even some of the French miners dis-

placed in the Oentre-Midi ooalfield did, atter all, move to Lorraine"(1).

The writers suggest that the affects of geographical mobility

might be underplayed because it is measured against standards that are

=reasonable. "It seems reasonable to assume that some minimum dif-

ferential must exist between regional unemployment rates before net mi-

gration is 'triggered oft'. On this score alone, it would be unrealis-

tic to axpect labour mobility to remove such differentials completely...

"Furthermore, although migration may leave unemployment percent-

ages unchanged, this does not imply thatt in terms of dbsolute nuaers,

there is 310 tall in unemplorammt; tor an unchanged unemployment pep-

oentage of a dwindling 2 foroe in an area affected by steady out-

migration reflects a reduoon in the number of those unemployed"(2).

The study also points out that workers who do leave an adversely

affected area may not be the ones affected by a particular structural

change, so that substantial inter-regional migration may not reduce

long-period unemplo7ment. Married women with children'cannot go out-

side the districts where their husbands work. Older workers are es-

pecially loath to move and evidence from many countries shows that mo-

bility is mainly a characteristic of younger workers.

The writers' comments on resettlement allowances will be referred

to below.

In 1949, the United Kingdom Central Office of Information's Social

Survey Division conducted aa enquiry into the occupation experience of

a large sample of people who were in employment between May and August

of that year(3). It was found that geographical change was limited, in

the main, to change from one town to another in the same region. Half

the sample had worked in one town only throughout their working lives

and a further quarter in two towns only. Only 21 per cent of men had

worked in more than one region during their working lives.

Another investigation relating to the United Kingdom was reported

by Margot Jeffrys in 1934(4). This related to movements between firms,

occupations, industries and houses in two London suburbs - Battersea

and Dagenham. Of interest in the present context is the finding that

workers were much more prone to change jobs because they had found a

suitable'house than to move house because they had found a suitable job.

(1) Op. cit., pages 93-6.

(2) Op. cit., pages 96-7.

(3) Geoffrey Thomas: "Labour Mobility in Great Britain, 1945-49", So-

cial Survey Report 134 (roneo).

(4) "Mobility in the Labour Market", (London, Routledge, 1934).
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It may be of interest, finally, to quote from An article by Arca-

dius Kahan on labour turnover in the Soviet Ution(1). The major part

of labour turnover was in the Age group 18 to 30 and involved people

with an average of 3 to 3)i years working experience. The reason most

frequently presented for leaving a job was "departure to the place of

residence of relatives". A third of the workers, in fact, gave family

ties as the reason for leaving, 11 per cent gave low wages and 8 per

cent lack of housing.

Summary and Interpretation

The motives for migration are numerous and complex; even when

there seems to be a sound economic reason for moving, resistance is

strong; yet the statistics show that a substantial amoung of movement

takes place. Is this not paradoxical - does it not indicate a flaw

in our researches or in their interpretation?

I have come to think that the origin of this paradox is in the

a priori notions with which we have generally approached this subject.

The cases studied have been ones in which there is a strong economic

reason for migration - the shut-down.of a plant, the decline of an in-

dustry regionally concentrated, low wages and lack of economic oppor-

tunity. The investigations have produced curious results - an apparent

preference for low wages, limited opportunity, insecurity, unemployment,

even when the authorities or employers have gone to considerabl trouble

to make alternatives available.

Surely this suggests not that people are immobile but that the

prime motives for Moving are not economic. We have been misled: as so

often happens in the history of ideas, we have reviled the prophet

while accepting his doctrine, which is then uncritically installed as

part of the corpus of common belief. In this case it is the materialis-

tic interpretation of history that has led to too general a rejection

of other interpretations.

So we look for mobility in man in his role as manpower and are

surprised when he breaks the rules laid down for the behaviour of eco-

nomic man. The truth seems to be that, though man sometimes moves in

his role of economic man, more generally it is in his role of husband

or father, a son returning to his family or escaping from his mother-

in-law, or obeying one or more of the multitude of conscious or uncon-

scious urges that make up human motivation.

And yet, it might be objected, in the aggregate migration does

play an economic role; manpower does move from depressed to developing

Areas. The figures clearly Show that this is so, however difficult it

may be to catch him in the act.

(1) "Monthly Labour Review", January 1962, from a Soviet study re-
ported in 1961.
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For this, I present the following hypothesis. At aay moment,

there are a large number of people who would rather be somewhere other

than where they are. Their desires may fix themselves on a certain

area or sort of area. They would like to live at the sea or in the

mountains or near a river; in a big town or a small; near or far

from relatives or friends; in some ancestral county and so on and so

forth(1). But there are two over-riding necessities before effect

can be given to these desires: a suitable job and a suitable house

in the area of choice. If these two restraints did not operate, move-

ment would of course be even freer than it is; but they perform the

function, as it were, of a national sorting machine. While there are

people who would like to move in any direction one might like to sug-

gest, the possibility of movement will be greatest to those areas where

available jobs are increasing and new houses are being built. As a

result of a probability process,
migration is then strongest towards

areas of economic development, while those who wish to move in the

opposite direction will have to wait longer before their opportunity

occurs.

In this process, marriage acts as a catalyst, for then the young

must leave home and set up house on their own. In that case, they

might as well do it in the region of their choice - and the choice will

probably be freer because their akills are likely to be more in keeping

with modern job requirements.

Thus we might explain why people as individuals do not obey eco-

nomic laws while in the mass they do and why geographical mobility is

highest amongst those in their early twenties.

Can mobilit be used to romote economic ends?

A better understanding of the migration process should enable gov-

ernments and employers to use it to serve economic ends. Most govern-

ments do., in fact, operate a system of grants and allowances to help

unemployed workers move to areas where they can get work. These ar-

rangements are reviewed in the I.L.O. report Unemployment and Structu-

ral Change(2) and the O.B.C.D. is currently engaged in collecting in-

formation on the subject from Member governments. The British scheme,

as is true of those in most other countries, "applies to UMAmployed men

(1) I have some empirical evidence for this from a very small scale

investigation in Brighton when, earlier this year, my students inter-

viewed thirty-two families to find out why they had come to Brighton

and/or why they remained there. There was an extraordinary diversity

ofreasons offered for having come, for remaining or for wishing to

leave and obvious difficulty in assessing the merits of alternative

courses of action.

(2) Cited above.
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and women who have early prospect of dbtaining regular employment in

their home areas"(1).

The results of these quite-generous schemes have been disappoint-

ing, probably for the reasons suggested by GUsta Rehn(2). The over-

coming of the inertia that keeps a family in one place requires en-

thusiasm, optimism, a sense of purpose, which are at their lowest ebb

in people who have lost their jobs and, in the words of the leaflet,

have no early prospect of obtaining employment locally. And the great-

est problem in areas of high unemployment is not the young man who is

both most adaptable and ready to Move, but the older unskilled worker

who would most like to be left where he is.

British newspapers have had a number of articles on the unemployed

since unemployment worsened in 1962. On 10th December, 1962, The Times

reported on Northern Ireland. "One man in every six has no job in

this Cinderella town of Northern Ireland. Men in Londonderry have al-

ways lived with unemployment. What this familiarity has bred is accep-

tance and. the dispirited assumption that lack of work must be an un-

changing and unchangeable fact of every man's life

"Your hands soon get soft', said Eamonn, who has had a good

many more jobs than his 30 years. Ten years ago he left home and work-

ed as a bus driver in Glasgow, a labourer in Lancaster, a fitter's mate

in Corby, a factory hand in Birmingham. Back home in the Six Counties

- 'Because I am an Irishman, why else?' - he lives with his wife and

five children on Londonderry's Creggan estate; slightly to his surprise

he has found a job, but in 12 weeks he thinks it will end.

"Don't ask me what I shall do then; I'm going to pray', he said.

'No, my wife does not get upset about unemployment, she accepts it;

and people do here because that's life. Anyway why should I take a

job at less than ten pounds a week - that is what we get in benefit

when I am unemployed. I can do odd jobs then without saying. I don't

like fiddling, but when it is putting bread and butter in my children's

mouths I'll fiddle every time'."

Similar stories come from other parts of the country, for exam-

ple, the Moody family in West Hartlepool now that Mr. Moody has lost

his job after sixteen years as a labourer in a foundry. Their income,

for father, mother, a girl of 15 at school, and boys aged eight and

three, is six pounds nine shillings a week unemployment pay supplement-

ed by one pound eighteen shillings national assistance.

"If the north-east prospect is so bleak, why do the Moody's not

move away for work, join the drift to the south? A moment's silence

between the two reveals that the question has not gone undiscussed.

'Look at it this way', Mr. Moody answers. 'Both me and the wife were

born and brought up here. We know it around here, and we've got our

(1) "Grants and Allowances to Transferred Workers", Ministry of Labour
leaflet E.D.L. 123.

(2) See above, page 2.
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friends and relations'. He pauses, then adds with a note of bleak

finality: 'And, anyway, do you know it costs thirty-seven pounds to

send a van of furniture from here to London?'(1)

The question of bringing industry to the unemployed is outside the

scope of this paper and so too is the question of the education system

which produces far too large a proportion of people fit only for un-

skilled work(2). On the problem of moving people to jobs, I suggest the

following lines of study or action:

1. That an attempt should be made, in each country, to estimate

the cost of immobility in terms of jobs left vacant coincident

with unemployment, plus amount spent on unemployment insurance.

It could, I think, be demonstrated that present failures of

adaptation are extremely costly,

2. A similar estimate should be made of the economic cost of the

housing problem insofar as it prevents the movement of man-

power to areas of labour shortages; systems of priority Should

be formulated and adopted for families moving into areas to

take jobs.

5. With all its difficulties, an attempt should be made to plan

manpower moves before those concerned loose their jobs; then

groups of affected workers Should be persuaded to take the ini-

ative in planning moves to an area with job opportunities,

somewhat after the fashion of the co-operative housing pro-

jects coming into vogue in Britain.

L. Because people are suspicious of government officials, it

might be desirable for the trade unions to take a more active

part in promoting movements to developing areas. It would

probably be found that it would pay to make much larger public

funds available to aid movement, but the best agents to ad-

minister these funds might be the trade unions, though here

again, as much initiative as pbssible must be drawn forth from

the people concerned.

5. We know too little about migration, partly because we have

been looking for it in the wrong places. The Ministry of La-

bour in Britain has initiated a large-scale enquiry into la-

bour mobility which is being conducted by the Social Survey

and which will produce a great deal of information about mo-

' tives for movement and about the currents of migration that

we perceive, rather dimly, in the aggregrate statistics. The

(1) "The Times", llth February, 1965, page 6.

(2) The contribution of education to economic growth has been stressed
by the National Economic Development Council in the United Kingdom.
See: "Conditions Favourable to Faster Growth", (London, H.M.S.O., April
1965).
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Institut National d'Etudes Amographiques is planning a similar
enquiry in France. It would be revealing if other countries

were to follow suit, designing their enquiries to produce com-
parable results so as to deepen our understanding of mobility
in general and the national peculiarities that are thought to
exist in this respect.
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Appendix 2

OCCUPATIONAL HOBILITY OP NANPOWER

by

Claude Vimont,

Institut National d'Etudes diSmographiquessParis

(National Institute of Demographic Studies)

Introduction

To study manpower mobility is to study the changes of employment

among workers who leave one firm in the course of a year to join an-

other. These changes of employment are frequent in all economies, and

research of this kind is exceedingly usefUl not only for determining

a Government's economic policy but also for observing the reactions of

employers and unions.

Experience has shown that poor mobility is a serious handicap in

an expanding economy in which the structure and consequently the de-

mand for labour is changing rapidly. On the other hand, too much

mobility leads to instability of labour which may well prove an obsta-

cle to a firm's efficiency. Research on current labour mobility trends

and related problems is therefore necessary. There are, however, seve-

ral approaches to the question.

A change of employment may be accompanied by a change of resi-

dence, sector or occupation, or it may merely mean a change of employ-

er; the type of mobility is different in each case. In the first in-

stance the mobility is geographical and in the others, occupational.

The factors at the root of these different types of mobility and the

problems they involve for government, employers and trade unions are

quite different. The first case affects planning for the suitable sit-

ing of industry while the other two are bound up with reconversion and

retraining policies. The last case is largely connected with current

employment trends and the rate of economic expansion. The present re-

port will be devoted to a study of the last three types.

The occupational mobility of manpower as just defined may be either

spontaneous or organised. In the first case, it arises because the
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worker either wishes to leave his firm or is dismissed. In the se-

cond case the government or some other agency arranges for the move

i.e. the worker does not leave of his own accord or through dismissal

but 'under a programme of further vocational training- for those who

have to change jobs for economic or social reasons. Both cases repre-

sent occupational mobility because both involve a switch from one occu-

pation to another, but the circumstances differ profoundly. This ex-

plains why the present report will make a distinction between the two

types of mobility.

A preliminary chapter will discuss the trends and desirability of

spontaneous occupational mobility. This section will include a study

of the various factors involved and a discussion of the economic and

social aspects of this type of mobility.

A second chapter will deal with the assistance afforded by govern-

ment, employers and unions to spontaneous mobility and the efforts

made to organise it. This will be an opportunity for giving a brief

account of the different types of assistance and assessing their advan-

tages and disadvantages.

TREND AND DESIRABILITY OF SPONTANEOUS OCCUPATIONAL MOBILITY

The first aim will be to ascertain the trend and, subsequently,

the scale of occupational mobility in the 0.E.C.D. countries, before

considering its desirability.

1. Trend of spontaneous occupational mobility

Available statistics,are rather limited. Only in the United States

are systematic surveys of manpower movements regularly carried out.

Other countries have to rely on census figUres to show changes in

the distribution of population among the major economic sectors and the

different occupations.

14 shall use the statistics available in the United States for a

particular year i.e. 1961, as well as some figures showing changes in

the structure of the active population in two European countries, i.e.

France and Great Britain.

The value of each of these sources of information as an aid to re-

search on occupational mobility, the type of information they repre-

sent and the extent to which they can be used will be considered.

United States

United States statistics show the number of times workers have

changed employers in the course of a year. A breakdown is given by

sex, age, occupation, major occupation group, interval of time between

two jobs and reason for the change.

-14.8-



The main points which emerge from Tables 1 to 8 are:-

- 10 per cent of workers changed their jobs at least once in 1961.

The figure is higher for men (11 per cent) than for women (only

8.6 per cent);

- The most mobile age groups are those between 18 and 24. Over

a quarter of the men in these age groups changed jobs during

the year. The rate of mobility naturally slows down with age

for example, after 55, under 5 per cent of the age group is af-

fected;

- Of those who changed jobs during the year, 37.3 per cent of

men and 24.8 per cent of women changed jobs during the year.

An age analysis of workers who had several jobs during the year

shows no change in percentage. The figures are the same over

the whole range of age groups;

- Half the men who changed jobs once went immediately from one job

to another. The other half had an idle interval between jobs.

For most workers, the break was less than 14 weeks. For 11 per

cent, however, it was over 3 months despite the fact that they

did not stop looking for a job. In the case of the women, the

results are not so strikingly different although more of them

seem to have stopped working of their own accord;

- A breakdown by age dhows that among workers who remained unem-

ployed for more than 3 months, the percentage of young people

from 14 to 17 and older workers from 55 to 64 was higher than

the percentage of workers in the intervening age groups;

- Men and women have quite different reasons for changing jobs.

Illness, household duties and the conclusion of a period of tem-

porary work explain why 50 per cent of women change jobs;

In the case of men, one third of the changes was due to promo-

tion and 37 per cent to dismissals, but this figure is only an

average. The number of cases of dismissal increases with age,

at least up to retirement. Dismissal explains 18 per cent of

job changes among workers of 14 to 17 and 56 per cent of changes

in the 55 to 64 age group.

- A breakdown of migration by occupation dhows that mobility is

all the higher in the less dkilled categories. 16.4 per cent

of unskilled workers and 15.2 per cent of agricultural workers

and foremen changed their employment at least once in 1961 where-

as 8.5 per cent only of professional and technical workers and

the like left their jobs in the course of the year the highest

percentage was among the least skilled workers.

- A study of the reasons for changing jobs is particularly valu-

able when skills are taken into account. It reveals that a de-

sire for promotion often leads skilled workers to change jobs

whereas promotion plays little part in the migration of unskilled

workers.
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Table 1

Percent change in population and estimated rate of

net migration, by State, 1950-60

States with
net

immigration

Percent change
1950-60 States with

Percent change
1950-60

Total
popula-
tion

Through
net
immi-

gration

net
outmigration

Total
popula-
tion

Through
net out
migra-
tion

Florida . + 78.7 + 58.3 Arkansas. . . - 6.5 - 22.7

Nevada . . + 78.2 + 53.8 West Virginia - 7.2 - 22.3

Arizona . + 73.7 + 44.0 Mississippi . (1) - 19.9

Alaska . + 75.8 + 32.0 District of - 4.8 - 19.7
Columbia

California. + 48.5 + 29°7 Nbrth Dakota. + 2.1 - 17.0

Delaware . . + 40.3 + 20.1

Maryland . . + 32.3 + 13.7 South Dakota. + 4.3 - 14.4

Colorado . . + 32.4 + 12.3 Kentucky. . + 3.2 - 13.2

New Jersey. . + 25.5 + 11.9 Alabama . . . + 6.7 - 12.0

Connecticut + 26.3 + 11.7 South Carolina + 12.5 - 10.5

New Mexico. + 39.6 + 7.7 Vermont + 3. 2 - 10.0

Ohio + 22.1 + 5.1 Oklahoma. . . + 4.3 - 9.8

Washington. + 19.9 + 307 Iowa + 5.2 - 8.9

Michigan. . . + 22.8 + 2.5 Newc..L:ka. . . + 6.5 - 8.8

New Hampshire + 13.8 + 2.4 Tennessee . + 8.4 - 8.3

Indiana . . . + 18.5 + 1.6 North Carolina + 12.2 - 8.1

Texas + 24.2 + 1.5 Maine . . . . + 6.1 - 7.2

Utah + 29.3 + 1.5 Idaho . . . . + 13.3 - 6.8

New York. . . + 13.2 + 1.4 Wyoming . . + 13.6 - 6.8

Illinois. . . + 15.7 + 1.4 Georgia . . . + 14.5 - 6.2

Oregon. . . . + 16.3 + 1.0 Pennylvania. + 7.8 - 4.5

Hawaii. . . . + 26.6 + 0.6 Montana . . . + 14.2 - 4.3

Virginia. . + 19.5 + 0,4 Missouri. . . + 9.2 - 3.3

Rhode Island. + 8.5 - 3.3

Minnesota . . + 14.5 - 3.2

Kansas + 14.3 - 2.3

Massachusetts + 9.8 - 2.0

Louisiana . + 21.4 - 1.9

Wisconsin . . + 15.1 - 1.6

(1) Less than 0.05 per cent.

Source: "Estimates of the Components of Population Change by Colour,

for States, 1950 to 1960", in "Current Population Reports",

series P-25, Nb. 247 (U.S. Department of Commerce, Bureau of

the Census).
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Table 2

Rate of Job changing by sex and age. 1961

Sex and age

Total

Male

14 to 17 years

18 and 19 years

20 to 24 years

25 to 54 years

55 to 64 years

65 years and over

Female

14 to 17 years

18 and 19 years

20 to 24 years

25 to 54 years

55 to 64 years

65 years and over

4

Worked in 1961

!

Total
(in thousands)

17'ersons who
Jhanged jobs one
or more times

80.287

49,854

2,926

1,946

4,507

30,806

6,768

2,901

30,433

2,044

1,789

3,476

17,995

3,782

1,347

Total
(in

thou-
sands)

8,121

5,509

261

457

1,101

3,319

271

100

2,612

118

397

568

1,348

156

25

Percent
of tot

10.1

11.0

8.9

23.5

24.4

10.8

4.0

3.4

8.6

5.8

22.2

16.3

7.5

4.1

1.9



Table 3

Etp:12 ent attern of ob claup,j_imr,ma_LLfLj_i_sexand a e 1 61

Employment pattern
and sex

Total
14

years
and
over

14
to 17
years

18
and
19

years

20
'to 24
years

25
to 64
years

55
to 64
years

.65
years
and
over

Total job changers
(in thousands). . . 8,121 379 854 1,669 4,667 427 125

Mile job changers:
Number (in
thousands) 5,509 261 457 1,101 3,319 271 100

Percent 100.0 100.0 100.0 100.0 10000 100.0 100.0

Worked at 2 jobs only. 62.7 70.1 64.6 62.8 62.1 59.0 65.0

Lost no work
between jobs 31.5 28.0 26.3 30.2 34.0 20.7 22.0

Lost work between jobs 31.2 42.1 38.3 32.5 28.0 38.4. 43.0

Did not look for work. 5e8 20.7 12.0 6.6 3.2 4.4 19.0

Looked for work. . . . 25.4 21.5 26.3 25.9 24.9 33.9 24.0

1 to 14 weeks 21.8 17.2 24.1 23.2 20.9 29.2 20.0

15 weeks or more . . . 3.6 4.2 2.2 2.7 3.9 4.8 4.0

Worked at more
than 2 jobs 37.3 29.9 35.4 37.2 37.9 41.0 1 35.0

Female job changers:
Number (in
thousands) 2,612 118 397 588 1,348 156 25

Percent 100.0 100.0 100.0 100.0 100.0 100.0 (1)

Worked at 2 jobs only. 75.2 82.2 70.8 75.0 76.5 71.8

Lost no work
between jobs 30.7 29.7 28.2 32.7 31.2 28.2

Lost work between jobs 44.5 52.5 42.6 42.3 45.3 43.6

Did not look for work. 15.3 31.4 9.8 13.7 15.4 17.3

Looked for work. . . . 29.2 21.2 32.7 28.5 29.8 26.3

1 to 14 weeks 25.7 21.2 32.2 25.9 24.7 23.1

15 weeks or more . . . 3.5 :. 0.5 2.6 5.1 3.2

Worked at more
than 2 jobs 24.8 17.8 29.2

0

25,0 23.5 28.2

(1) Per cent not shown where base is less than 100,000.

- 152 -



Reason tov changing Jobs. by sex and Ages 1961

Sex and age

Total
num-
ber
of
jobs
left
(in
thou-
sands)

Reason for leaving

Total Job
loss

Improve-
'Dent in
status

Termi-
tion
of tem-
porary

job
Other

reasops(1

.

Total

,

13,139 100.0 32.2 32.6 12.8 22.4

Male 8,986 100.0 37.5 33.7 10.9 18.0

14 to 17 years . . 445 100.0 18.2 20.0 30.9 30.9

18 and 19 years. 846 100.0 27.0 30.9 14.5 27.5

20 to 24 years . 1,912 100.0 32.0 33.5 11.6 22.9

25 to 54 years . . 5,137 100.0 41.1 37.5 7.6 13.8

55 to 64 years . . 451 100.0 56.2 18.1 14.6 11.1

65 years and over. 195 100.0 41.0 13.3 21.0 24.6

Percale 4,153 100.0 20.6 30.1 17.1 32.2

14 to 17 years . . 201 100.0 13.9 14.4 32.7 39.1

18 and 19 years. 691 100.0 18.2 31.0 17.0 33.8

20 to 24 years . . 926 100.0 17.5 29.9 17.7 34.9

25 to 54 years . . 2,039 100.0 22.4 32.9 13.6 31.0

55 years and over. 296 100.0 27.9 18.9 . 29.3 23.9

(1) Includes illness, household or responsibilities, fired,retired,

other reasons, and reasons not reported.
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- A breakdown in job changes anowing the major occupation groups

in which the workers concerned were previously employed, is al-

so particularly rewarding. It shows that jobs change most fre-

quently in the building industry: 25 per cent of men employed

in 1961 changed jobs at least once. These statistics reflect a

very well known fact, i.e. the high mobility of building work-

ers in all industrialised countries.

On the other hand, manpower mobility in the agricultural sec-
tor is below the average for the nation as a whole; i.e. 9

per cent as compared with 11 per cent, despite the fact that a

large part of agricultural work is seasonal.

It is symptomatic that mobility is high in the commercial sec-

tor largely owing to the desire for promotion.

Such are the main features of manpower mobility in the United States.

Several remarks may be made about the value of these figares.

1. They convey quite a lot of information about the characteristics

of workers who change jobs but say nothing about the nature of the

change. It is impossible to tell when the worker has merely left his
firm but not his occupation or major occupation sector or when there
has been a change of major occupation sector but not of occupation (an

electrician who switches from building to manufacturing industry, where

he does the same job) or when there has been a change of occupation

with or without a switch to another industrial sector.

Nor do the statistics give any information on the exact circum-

stances in which these changes of job occur. They give no details,

for example, about any difficulties of adjustment that some workers may
have encountered.

2. As the labour migration movements which have just been analysed
are largely due to factors peculiar to the American economy, not all

the conclusions to be drawn can be used for analysing occupational mo-
bility in other countries. The question is to decide which factors are

peculiar to a particular economy and do not necessarily arise in others.

It is difficult to enumerate them.exactly but a few may be noted:

- The level of wages is an important factor in mobility as it af-
fects the level of savings. Obviously, the higher the volume
of savings, i.e., the higher the wages, the greater will be

the tendency for a worker to change jobs as he will not have to

fear being without resources if he does not immediately find an-
other job;

- Similarly, the fact that an unemployment insurance system may

pay a high rate of unemployment relief is a factor in manpower

mnbility.

- The rate of economic activity is also an important factor in mo-

bility. Mobility will be much greater if demand for labour is

lively;
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- Population trends also play their part. It the active popula-

tion is rapidly increasing, mobility will diminish even if the

rate of economic growth is rapid, as there will be fewer opportu-

nities for re-employment;

- The factors of social psychology are no less important; for ex-

ample, job changing is undoubtedly more likely to secure appro-

val in the United Statee than in European countries;

- Housing conditions are also a vital factor. In a country with-

out housing problems, workers will change jobs much more readi-

ly. In France, however, a worker will frequently refuse a job

offered to him in another firm because the latter is not in the

district where he lives and cannot offer him accommodation.

3. Lastly it should be noted that the data analysed above relate to

one year, i.e. 1961. There is no doubt that labour mobility ita greatly

influenced by current economic trends. Moreover, this influende works

both ways. If current economic trends are favourable, workers have an

incentive to change jobs as vacancies are numerous and wages are in

most cases rising. If current economic trends are unfabourable, work-

ers tend to keep the jobs they have; against this, however, firms may

dismiss a percentage of their personnel.

In boom periods, skilled workers are probably more mobile than dur-

ing a slump as there is a shortage of skilled workers and firms com-

pete for them. In slumps, however, firms do everything to keep their

skilled workers and are more inclined to sacrifice the unskilled.

This means that the figures cited for the American economy in 1961

must not be considered as representing labour mobility in the United

States in all years.

Other countries

As stated in the introduction, statistics of labour mobility are

limited in Europe. A survey was made in Great Britain in 1949 and is

therefore quite out of date. It has now been resumed, but the results

are not yet available.

Other data may be used, such as population census results. They

show the changes made in isolated years in the distribution of work-

ers among the major economic sectors and different occupations. These

figures show labour mobility from a totally different angle and make it

possible to compile a survey of occupational change.

The changes thus demonstrated in the pattern of employment are due

not only to actual switches from one sector or one occupation to an-

other, but also to the arrival of a new generation on the labour mar-

ket. Although, in the interval between two censuses, many of the

older workers have ceased to belong to the active population, the young-

er people who have arrived have not necessarily taken the jobs left by

their elders. They have often moved into other occupational and other

labour sectors.
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Table 9

Occupational class distribution by industrial status,

gainfully occupied population Great Britain

1911, 1921, 1931, 1951

Nos. in thousands
4

Occupational
class

Industrial
status

1911

I

' 1921 1931 1951

1. Professional Employers - 25 58 34

A. Higher Own Account - 36 44 44
Employees - 134 158 356

All. 184 195 240 434

% 1.00 1.00 1.14 1.93

B. Lower Employers , - 18 15 10

Own Account - 62 70 42
Employees - 675 643 1,007

All 560 755 728 1,059

% 3.05 3.89 3.46 4.70
_

.2'. Employers, Adminis-
trators, Managers
A. Employers and Employers 763 692 727 457

Proprietors Own Account 469 626 682 661

All 1,232 1,318 1,409 1,118

-

% 6.71 6.79 6.70 4.97

B. Managers and
Administrators Own Account 21 29 30 31

Employees 608 675 740 1,215

3. Clerical Workers Own Account - 1 2
.

3
Employees 887 1,299 1,463 2,401

All 887 1,300 1,465 2,404

% 4.84 6.70 6.97 10.68

1.. Foremen, Inspectors Employees 236 279 323 590

Supervisors % 1.29 1.44 1.54 2.62
.

Manual Workers
5. Skilled Own Account 329 293 268 251

Employees 5,279 5,280 5,351 5,365

'

All 5,608 5,573 5,619 5,616

% 30.56 28.71 26,72 24.95

5. Semi-skilled Own Account 71 98 96 82
Employees 7,173 6,446 7,264 7,256

All 7,244 6,544 7,360 7,338

% 39.48 33.72 35.00 32.60

7. Unskilled Own Account 47 62 78 33
Employees 1,720 2,678 3,034 2,676

All 1,767 2,740 3,115 2,709

_
% 9.63 14.12 14.81 12.03

All 18,347 19,408 21,029 22,514

,

%

t

100.00 100.00 100.00 100.00
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Subject to this important reservation, census statistics are very

valuable for the study of occupational mobility. A few figures for

Great Britain and France may be of interest:

Great Britain

Table 9 shows changes in the pattern of skills in Great Britain

between 1911 and 1951. The main feature of this trend is the speed-

up in the change in employment structure and the sharp increase in

highly skilled jobs.

From 1911 to 1931 the number of professional workers with the

highest qualifications increased from one per cent of the total active

population to 1.14 per cent and in the succeeding 20 years it rose

from 1.14 to 1.93 per cent(1). The number of foremen, inspectors and

supervisors, rose from 1.29 to 1.54 in the first period and from 1.54

to 2.62 in the second. Finally, the number of office staff, after

rising by little more than two points in the total active population

between 1911 and 1931, increased by over four points in the following

20 years.

The second feature is the steady decline in _the nuMber of manual

workers from 79 per cent of the total active pc/illation in 1911 to

74.5 per cent in 1931 and hardly 70 per cent in 1951.

The number of akilled workers also fell by nearly six points over

the whole period. The trend in unskilled workers is less reGular. After

having considerably increased between 1911 and 1921 and marked time

between 1921 and 1931 this category of worker has got smaller in the

last 20 years. This trend is in line with the tendency observed in

other highly industrialised countries.

Changes in the major economic sectors are no less significant,

as shown in Table 10. The period 1911 to 1959 witnessed very far-reach-

ing changes in the pattern of employment, particularly in agriculture,

mining, textiles, clothing and miscellaneous services (including domes-

tic servants). The drop in employment was very sharp in all these sec-

tors. On the oer hand, there was a considerable expansion in em-

ployment in the falowing sectors: engineering and ahipbuilding, the

motor vehicle industry, public administration, and professional services.

The short term changes between 1951 and 1959 were also far-reach-

ing and sometimes more rapid than in the previous years. For example,

employment in agriculture fell off by nearly one percentage point in

eight years i.e. only slightly less than the drop in the previous twenty

years. The same may be said of the professional services where the in-

crease th employment in the last eight years has been almost as great as

in the previous twenty years.

(1) The figure for the lower grade of professional workers showed
little increase between 1911 and 1931 but rose considerably between 1931
and 1951.
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It is obvious that these changes in employment structure are large-

ly due to considerable occupational mobility. The drift from the land

is typical.

France

The initial results of the 1962 census make it possible to com-

pare the distribution of the active population by major economic sec-

tor with the picture which emerged from the 1954 census. Incidental-

ly, employment forecasts were made a few years ago for the period 1954-

1961 when the Third Plan was being drafted. It is interesting to com-

pare real and estimated trends. These surveys bring out the rate of

manpower mobility.

Between 1954 and 1961 the total active population remained stable

but there was a radical change in the occupational distribution of

workers. Tbs following tables show the distribution of the active po-

pulation between the three sectors (primary, secondary and tertiary) in

1954 and 1962.

-

1954 1962
Difference

in figures in percen

1Primary sector

'Secondary sector I6,867,000

Tertiary sector

Total

5,194,919

'6,885,604(1)

18,947,523

3,897,960

7,323,780
7,734,580

18,956,320

-1,296,959

+ 456,780

+ 848,976

+ 8,797

- 24.9

+ 6.6

+ 12.3

(1) The figure for the tertiary sector includes 100,000 for the armed
services abroad which was not allowed for in the 1954 census.

Percentage distribution of active employed population:

1954 1962

Primary sector 27,4 20.5

Secondary 36.3 38.6

Tertiary sector 36.3 40.9

100 100

The essential feature is the radical decline in the active agri-

culturel population, the annual reduction being about 150,000 per year.

The Third Plan anticipated a loss of only 600,000 workers in this sec-

tor during the period 1954-1961, i.e. about 85,000 per year. It was

soon realised, however, that this estimate, although sharply criticised

as excessive in agricultural circles, was too low; it was subsequent-

ly agreed that tbs average rate of decline would be about 110,000 per

year, but even this estimate fell ehort of reality.

With regard to the secondary sector, it is ,clear that tbs esti-

mates compiled by the Commission are too high: a net increase of

630,000 jobs was expected in seven years whereas only 480,000 new jobs

materialised over a period of eight years.
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It is particularly rewarding, however, to make a more detailed ana-

lysis of changes in employment in the industrial sector.

Several factors should be noted:

(a) The most important is the increase in the active population in

the building and civil engineering sector. The combined figure for both

branches has risen to 19.2 per cent, the increase in wage earning per-

sonnel being particularly marked, i.e. 23.3 per cent.

This figure is higher than the estimates compiled for the sector

by the Third Plan which anticipated an increase of 180,000 over the

period 1954-1961. The real increase was in fact 267,500 in eight years.

(b) The second important factor is the very small rise in the second-

ary sector, apart from building and public works. If this branch is

excluded and water, gas and electricity services, classified under in-

dustry in the Third Plan, are added, it will be seen that employment

rose from 5,613,390 in 1954 to 5,828,560 in 1962, i.e., by 215,170.

The rate of increase in employment was not more than 3.8 per cent for

the eight years.

The Third Plan expected this figure to be more than doubled over

a period of seven years. Although there is no great disparity between

the estimates compiled for the building sector in 1956, the discre-

pancy is considerable in the remainder of the sector. The semi-stagna-

tion of employment in this sector was emphasized by the Commission in

a previous report and the publication of the results of the 1962 census

has confirmed this observation.

Although employment has not greatly increased as a whole in the

secondary sector, an analysis by industry shows that considerable in-

creases in employment were offset by sizeable reductions.

In 1962 there were 575,000 more jobs than in 1954, entailing a con-

siderable expansion in certain branches of industry:

+ 48 per cent in electrical engineering

+ 46 per cent in oil and fuel

+ 20 per cent in the engineering and metal.manufacturing industries

(250,000 more jobs in this sector alone).

On the other hand, about 360,000 jobs disappeared, including

62,000 in the solid mineral fuel sector

117,000 in textiles

90,000 in clothing

45,000 in hides and skins.

As compared with the estimates of the Third Plan, this trend

shows no difference in direction, but the differences in rate of change

are sometimes very far-reaching.

The Third Plan anticipated that the textiles industry would, on

the whole, succeed in keeping its labour force whereas it actually lost

over 100,000 workers. The same applies to the clothing and leather in-

dustries.
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On the other hand, the ahemiaal industry has inareased its la-

bour tome by about 50,0001 whereas the Third Plan allowed for an in,-

crease of omly 10,000. The same applies to the paper and board and

printing industries.

Trends in the electrical and mechanical engineering industry ap-

pear to have been emourately estimated: 325,000 jobs were areated in

8 years as compared with the Plan estimate (360,000 jobs in 7 years).

(a) Finally, it is esseabial to note the very sharp drop in the num-

ber of selt-empleyed skilled workers in industry, which fell by 24 per

cents This decline is even more pronounced for women (33 per cent)

than for men, (22 per cent). It affects the extile, clothing and

hides and Skins industries, and the loss from these three braaohes com-

bined ranges between 33 and 38 per cent.

In the tertiary sector all branches except entertainment aad do-

mestic service show a definite increase in numbers.

For the commercial seator as a whole, the increase is 9 per cent.

This averall trend covers a nuMber of developments whioh differ consi-

derably, according to the approach adopted. The wholesale sector has

expanded far mare than the retail sector, i.e. by about 26 per cent

as compared with 14 per cent. Trade in food and agricultural produce

has made much less progress than the other branches of commerce, i.e.

6 per (lent as compared with 27 per cent.

Finally, there has been a drop of 5 per cent in the number of

intermediaries in trade and industry and a similar decline (5 per cent)

in hotel and call personnel. Actual trends are 3 times higher than es-

timated for the Third Plan.

In services proper, expansion has also been considerable, three

times higher than expected. This is also the case as regards the ad-

ministrative sector, although it is difficult to make accurate compari-

sons without knowing whether the definitions correspond exactly. Only

in the transport sector, where the real increase has been very low

(2.8 per cent), do the estimates appear to be confirmed by events.

The differences generally observed between estimates and reality

in the tertiary sector are however, due to the fact that forecasting

in this sector had a mandatory character. The report by the Manpower

Commission stated that: "In trade and services, the anticipated in-

creases in labour are very moderate. They represent a much lower rate

in increase in employment than in other countries, the reason being

that the tertiary sector is already strongly developed in France". This

effort to induce relative stability in the employment position in the

tertiary sector has proved to be ineffective.

Broadly speaking, the striking factor in the employment trend in

the last eight years is the much greater labour mobility and the much

greater change in the pattern of employment than had been anticipated.

Economic expansion has accelerated structural changes in the country
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to such an extent that, in 1962, the distribution of labour over the

three main sectors of the economy is largely the same as that forecast

for 1965 under the Fourth Plan. The percentage of the agricultural po-

pulation is even lower than the figure estimated for that date.

Distribution of active population by malor sector

On the basis of
the 1962 census

In 1965 according to
the Fourth Plan

Primary sector 20.5 20.9

Secondary 38.6 38.0

Tertiary sector 40.9 41.1

Advantage of occupational mobility

The few statistics give an approximate idea of manpower mobility.

The main conclusion which emerges is that mobility is tending to in-

crease. For example, more and more workers are leaving agriculture, at

least in Europe.

The question is to decide whether considerable occupational mobi-

lity in an economically developed country is or is not beneficial.

Changing jobs cannot be considered as an end in itself. The point is

to find out whether or not such changes are favourable to a Country's

economic and social development and conducive to a higher standard of

living. It is from this angle that the advantages and disadvantages of

labour mobility can now be considered.

Advantages

Considerable occupational mobility is essential if a country's

structure is to adapt itself rapidly to the economic changes brought

about by technical developments. Manpower mobility is also a factor

in giving workers a change to better their social status.

(i) Occupational mobility and changes in economic structure.

In a modern economy technical progress is rapid, particularly if

the economy is exposed to very keen competition. Consequently, the unit

demand for labour tends to decrease rapidly particularly in sectors

affected by technical progress. If demand in these sectors does not

increase proportionately to the reduction in the unit demand for la-

bour, the numbers employed in these sectors will decline. The typical

case is agriculture where improvements in productivity have been con-

siderable and demand has been quickly and fully satisfied. If labour

has difficulty in switching from one job to another, changes in eco-

nomic structure will be held up. Several examples can be given.

Although developments in agricultural techniques lead to higher po-

tential output, demand does not increase at the same rate. For this
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reason, prices tend to fall and farmers' incomes to shrink. If a cer-

tain proportion of these farmers do not leave the land, the position.

of farmers generally will become difficult and will be a source of so-

cial unrest. If manpower is sufficiently mobile, however, the chance

of social unrest will be much less serious as the number of farmers

sharing the revenue from agriculture becomes smaller.

On the other hand, other sectors cannot develop owing to a short-

age of the skilled labour required. This state of affairs may become

particularly serious because, not only does it slow down economic ex-

pansion but it is also a cause of inflation: the dhortage of labour

leads to a rise in wage rates as one firm tries to outbid another to

attract labour. This rise in wages is itself a cause of the rise in

prices. In such cases, mobility has to be encouraged and steps taken

to adapt labour to the demands of the economic system.

(ii) Occupational mobility and opportunities for workers to im-

prove their social status.

Labour mobility is also important inasmuch as it provides an oppor-

tunity for social progress. Workers frequently take course of train-

ing outside the firms in which they are employed with a view to ob-

taining better employment. This is a good thing not only socially but

also economically. Better opportunities for workers are essential to

economic expansion in industrialised countries, which require a con-

stant flow of increasingly skilled labour.

Table 11 shows employment prospects by occupational group in the

United States in 1970 and reveals the need for occupational mobility,

which is bound up with the necessity of providing workers with oppor-

tunities of improving their status: for it is obvious that the new in-

flux of young people who have just finished their training will not be

sufficient to meet these needs.

Whereas the active population as a whole will increase by 20 per

cent between 1960 and 1970, white-collar workers will increase by 30 per

cent and blue-collar workers by 14 per cent; among the latter the per-

centage of skilled workers will rise by 20 per cent. Occupations in

the services category will dhow a more than average increase but agri-

culture will continue to decline. Generally speaking, there.will be an

increase in the demand for skills at all levels.

Disadvantages of occupational mobility

It is very difficult to calculate the point beyond which occupa-

tional mobility becomes a disadvantage rather than an advantage, even

in an expanding economy. This point varies, moreover, from one country

to another. The rate of economic activity, and the general economic

climate play a big part in this connection.

Nevertheless it is certain that the younger people in all coun-

tries are often much too mobile. Par from reflecting any adaptation
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Table 11

Employment by occupation( in 1 60 and estimates for 1920

Occupation
Employment

1970
Difference
1960-19701960

millions- % millions % millions %

Total 66.7 100.0 80.5 100.0 15.8 21

Professional, techni-
cal occupations and
the like 7.5 11.2 10.7 13.3 3.2 43

Managerial and admin-
istrative ocbupa-
tions 7.1 10.6 8.6 10.7 1.5 21

Clerical and related
occupations 9.8 14.7 12.8 15.9 3.0 31

Sales occupations
and the like. 4.4 6.6 5.4 6.7 1,0 23

Craftsmen, foremen
and the like . 8.6 12.8 10.3 12.8 1,7 20

Workers and the like. 12.0 18.0 13.6 16.9 1.6 13

Service workers 8.3 12.5 11.1 13.8 2.8 34

Unskilled industrial
workers 3.7 5.5 3.7 4.6

Agricultural
occupations 5.4 8.1 4.2 5.3 -1.2 -22

(1) The American occupational categories are based on the I.L.O. In-

ternational classification,

to changes in the country's economic pattern or any desire to provide

oppoxtunities of advancement, it is a sign of instability due to faulty

vocational guidance at the beginning of their training or inadequate

skill which leaves them unable to cope with the work they are offered.

The training received at school and the vocational guidance given at

the outset play an important part in a worker's mobility in the course

of his career. This is a point that will have to be amplified in the

second part of this report.

More generally, too much manpower mobility sends up production

costs owing to the disturbance it causes in industry. The danger may

be serious, particularly in times of shortages of skilled labour, be-

cause firms have to outbid one another to attract the manpower avail-

able and wage rates tend to rise considerably. Even this, however, does

not tend to slow down mobility; the effect is rather to increase the

effort made to provide additional vocational training, and to develop

mobility on rational lines instead of letting it develop haphazardly.

There are therefore no grounds for considering that the draw-

backs of mobility outweigh the advantages. In actual fact the con-

trary is true. Consideration should be given to the ways and means

whereby the government, employers and unions can encourage the co-

ordinated development of mobility which is a factor in economic expan-

sion.
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AID TO MOBILITY

All cases of mobility do not necessarily involve a period of re-

adaptation. Most of them are part of the normal fluidity of the la-
bour market. Mobility is often necessary to a worker's career, enabl-

ing him to go from one firm to another in his quest for higher-grade

employment.

In many other cases mobility is a consequence of the current eco-

nomic trend. As already pointed out in Chapter I, the current econo-
mic trend could affect mobility in both directions, boom conditions
acting as a break on dismissals but encouraging workers to change jobs
of their own accord and attracting Mcilled workers to firms offering

them higher wages. Under slump conditions the position of skilled work-

ers is generally stable, whereas unskilled workers tend to be laid off

in large numbers. A temporary slump does not raise the question of

re-adaptation, as this difficulty arises only if the slump is due to

an unbalanced economic structure. Aid to mobility must be studied in

the light of structural balance and must take a form that will provide

a remedy.

It should suffice to indicate just a few of the main problems

caused by labour mobility from this point of view in the 0.E.C.D. coun-
tries:

1. The drift from the land, which is a basic feature of a rapid-

ly expanding economy, results in mobility among agricultural

workers involving many cases of re-adaptation, as these workers

are generally unskilled.

2. The decline in certain activities, e.g. mining or textiles,

which is not a temporary factor and involves difficulties of

redeployment.

3. In a highly technical economy the number of unskilled jobs

tends to decline. Finding new jobs for untrained workers will

therefore become increasingly difficult. The sectors in which

the latter are now employed are shrinking and possibilities

of redeployment are very limited. In the future, a large pro-

portion of unemployment will be traceable to a lack of training.

4. In other sectors, however, it is a matter of attracting labour

into employment demanding a higher level of skill and arrang-

ing for courses of further vocational training to provide work-

ers with an opportunity to improve their social status. The

demand for skilled labour is such that it cannot be satisfied

merely by the number of young people now being trained. Some-

thing must be done to give the existing labour force opportu-

nities for training and thus develop mobility either in the

same firm or by moving to others.
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It is not the purpose ot this report to list all the different

possible ways of developing these various kinds of mobility. Several

special reports are to be submitted on practical experiments to encour-

age occupational mobility among workers, giving details of the kind of

help that can be provided. The present report merely indicates the va-

rious ways in which mobility can be encouraged. But attention must

first be drawn to certain basic conditions that must be fulfilled be-

fore any policy of mobility can be framed.

I. Prerequisites for a policy of mobility

There are three basic conditions: an improvement in educational

levels and an educational policy properly adapted to meet requirements,

an increase in available accommodation and a knowledge of manpower re-

quirements.

The increase in educational standards and the adaptation

of educational policy to meet economic requirements

As already noted, the unskilled are the most difficult unemployed

workers to place in other jobs, a phenomenon that is amply confirmed

by all the statistics available. A higher educational level is an es-

sential feature of all countries undergoing rapid expansion. In the

United States, for example, between 1940 and ",'259 the average number

of years of education among the active population rose from 9 to 12.

This better general education provided for young people is a guarantee

of an easier career as it enables them to adapt themselves more readi-

ly to a new job.

Experience has shown that a worker can be easily adapted to dif-

ferent work if he has some knowledge of mathematics and is able to ex-

press himself satisfactorily both orally and in writing. This repre-

sents a basic "investment" which is made when the worker is at school

and which will benefit him throughout his whole career.

If this minimum level is not attained, a worker awaiting re-adap-

tation cannot follow a vocational training course unless he is given a

course of general education. This takes time and the worker may or

may not adjust eadily to it. It is very often at this point that psy-

chological difficulties arise which become an obstacle to mobility. A

higher shcool-leaving age in countries which require less than twelve

years compulsory schooling and a drive for more programmes of general

education in technical schools are therefore two of the prerequisites

for a long-term policy of mobility.

Another essential in any educational policy is to adapt techni-

cal training programmes more effectively to the needs of the economic

system. Demand for a particular type of labour changes rapidly and oc-

cupations which once attracted considerable manpower saddenly lose
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their importance and the young workers who have been trained for such

occupations find themselves jobless.

It is essential that schools should adjust themselves to this trend

as rapidly as possible so that school-leavers do not find themselves

unemployed or difficult to employ when they reach the labour market.

This is a very difficult matter because training establishments some-

times have to invest a considerable sum in equipment to train young

people for the occupations in question. Moreover, their instructors,

who have specialised in a particular type of training, may find recon-

version exceedingly trying. The education authorities must nevertheless

decide to close down such schools or specialised branches of training.

Similarly, the vocational guidance provided for young people

about to embark upon a course of training or choose a specialised occu-

pation must take account not only of individual abilities but also of

the probable trend of demand. If this is not done, young people will

soon find themselves in a blind alley and forced to go on changing

jobs until they find stable employment, sometimes after several depress-
.

ing months of unemployment. Occupational mobility in such cases is an

economic plague and a sheer wastage of young talent.

Housing policy

As geographical mobility is dealt with in yet another report there

is no need to touch upon this point, except to stress the close link

between geographical and occupational mobility. A change of job is

often accompanied by a change of residence but when a change of this

kind calls for re-adaptation, the matter becomes more complicated.

In some countries, many firms would be glad to recruit extra work-

ers but are either isolated in predominantly rural areas or located in

towns where the housing resources are saturated, and therefore have

to give up the idea of taking on extra personnel. This state of af-

fairs curbs the effect of recruitment on occupational mobility and con-

sequently very often serves as a brake on economic expansion. A hous

ing policy designed to meet labour requirements in the various regions

in the next few years is essential to the expansion of occupational

mobility to keep pace with demands.

Etployment forecasts

Adequate vocational guidance and a housing policy designed to meet

the demand for labour presuppose facilities for medium and long-term

employment forecasting. Efforts have been made in recent years to work

out methods of employment forecasting and some schemes have already Peen

made since 1952 as each of the Modernisation and Equipment Plans have

been prepared.
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Other countries have also adopted this procedure. The United

States in particular has published employment forecasts for 1970 in

the President's manpower reports to Congress. The Development of this

work should be encouraged and this presupposes three essential condi-

tions:

1. Full statistics of the present employment situation and its

trends in past years must be collected.

2. Trade associations and employers must co-operate in preparing

employment forecasts. These can only be compiled if firms,

knowing what technical changes are likely to arise in their

plant, supply information on the effects of such innovations

on employment.

3. All the data supplied by industry must be seen against the ge-

neral background of prospective developments in the country's

economy and its different branches in order to get a com-

plete picture of employment prospects. Assumption as to pro-

duction prospects must be made at national level to enable

an overall survey of consumer demand to be carried out. The

act of merely taking stock of prospects in individual indus-

tries will not produce an accurate picture of demand trends,

as each firm is always hoping to secure a bigger part of the

market.

The need for employment forecasting makes it essential for the gov-

ernment to co-operate with trade associations and firms. The trade

unions must also be called in as they have their part to play in cal-

culating future demand and employment prospects.

11. The main measures likely_tods221.22_mobility

Apart from these basic conditions a number of specific schemes

should be pursued to facilitate the development of manpower mobility

when the latter is required. As stated in the introduction to this

chapter, it will suffice to enumerate the main channels of action: the

employment services, additional vocational training centres, workers'

charters and collective agreements.

The employment services

The government employment services have so far been considered as

catering for the workless. They pay relief and do everything to find

other jobs for the unemployed, but in the last few years a new con-

ception of these services has arisen under which they are concerned

with channelling workers into more effective employment.

This change of outlook has had a number of effects on the work of

the services.
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1. The employment services are expected to circulate as much informa-

tion as possible on employment prospects in the next few years, i.e.,

actual vacancies and the skills required; but this is not all. They

must also take up practical cases involving workers who are unemployed

or who are merely obliged to find new employment. The schemes of

"Conseils professionels" (vocational guidance) which is now being deve-

loped in France is in keeping with this new conception. These case

studies make it possible to help workers to find new employment suit-

able to their particular ability and at the same time provide the em-

ployment services with new information for research on the social as-

pects of adjustment to a change of trade.

2. The employment services have to concern themselves with new cate-

gories of labour whose employment creates delicate problems.

(a) In the first place special attention must be devoted to young

people. Since 1948, the employment services in the United

Kingdom have set up vocational guidance sections for young

people; they find them work and even keep in touch after

they have been placed. These sections are responsible for

young people up to the age of 18 or until such time as they

leave their training school to start on a job. In the United

States too, an effort is now being made in this direction.

In 1962, 27 states appointed youth employment inspectors to

organise special employment services. The latter include vo-

cational guidance, testing, placing, and the choice of job

particularly suitable for young people, etc.

(b) Older workers, too, are given special attention by the em-

ployment services. These workers are not very mobile, as

was seen from the statistical survey which preceded Chapter

I. Under the Manpower Development and Training Act, the

American employment services provide a nuMber of schemes for

developing the mobility of elderly workers, including an ef-

fort to publicise the fact that they not only have consider-

able experience but also a relatively low absentee rate. Fur-

ther work on these lines would undoubtedly be useful in other

countries.

(c) Married women wishing to take up employment again once their

children are off their hands form an increasingly large ca-

tegory of workers which also deserves any help it can get

from the employment services.

(d) Finally, if the employment services are to carry out their

task satisfactorily, they must also concern themselves with

the placing of highly-skilled workers. At the present time

they do not often do so. This means not only that these ser-

vices will have to make an effort but that there must also

be a change in the attitude of employers and the workers
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concerned. As such workers naturally do not get in touch

with the employment services, the latter have no informa-

tion or facilities for placing them.

The supplementary vocational training centres

These training centres have a wide range of functions and differ-

ent forms of management.

Some are set up when a firm is being converted; this is particu-

larly possible in France. Firms may draw on the Economic and Social

Development Fund in the following cases:

- When a firm's activity is reduced or totally discontinued and

all or part of its personnel is dismissed;

- When a firm is entirely or partly converted or its manufactur-

ing processes are considerably modified as a result of market

developments, industrial concentration or specialisation;

- When firms are decentralised, extend their activities or set

up new plant in areas of underemployment, provided such schemes

are carried out with the approval of the industrial planning

authorities.

It Should also be mentioned that aid to retrain workers can also

be granted to firms which agree to provide retraining where this is a

recognised need for workers who have been dismissed or suspended as a

result of labour cuts in other firms.

Assistance for vocational training covers tbe instructors' sala-

ries and social charges, trainees' allowances and wages: the cost of

equipment and materials. In some cases it may include the cost of

training instructors where such initial training is necessary and the

cost of inspection, medical examination and psycho-technical tests.

In other cases the centre are not connected with firms but set

up, irrespective of any specific requirements, for retraining unemploy-

ed adult workers in jobs which are certain to be required in industry..

The vocational training for adults in France is of this kind. A na-

tional inter-trade organisation for the efficient training of labour

has been instituted with a Board of Directors consisting of civil ser-

vants, representatives of the employers and the unions. This associa-

tion is entirely financed by the government. It opens'accelerated vo-

cational training centres which in six months can turn out skilled

workers for any sector that may be badly in need of labour, especialy

the building and metal industry. In the last few years these centres

have been concentrating on the training of technicians, particularly

in the electronic industry, and draughtsmen.

The British system outlined in the White Paper on industrial train-

ing December 1962 seems to be midway between the two schemes described

above:

-174-



1. The Minister of Labour has the power to set up training cen-

tres for particular industries. These centres decide on the

training policy to be adopted and their proposals are stibmit-

ted to the Ministry of Labour for approval and in some cases

to Parliament.

2. The centres are empowered to levy a contribution on all firms

in the relevant industry and to subsidise firms which them-

selves train workers on the lines laid down in advance by the

centre.

3. Centres may create their own training schools and institute

courses if they think fit.

4. The application of this system is not limited to manufactur-

ing industries, but may be extended to agriculture, mining,

commerce and other industries.

5. The boards of management of these centres must include repre-

sentatives of the employers, the unions and the educational

authorities.

The examples of vocational training mentioned so far depend on

government action and frequently on the co-operation of the unions

but, in many cases, firms make their own arrangements to ensure the ne-

cessary supplementary training.
For example, in the United States the 1962 survey Shows that 19

per cent of firms *hose staffs are covered by the "State unemi5loyment

compensation programmes" had training arrangements for their personnel.

The big firms are particularly interested in this scheme: 76 per cent

of firms employing at least 500 workers had programmes of this kind.

In these cases the courses provided covered basic training, recon-

version and tuition designed to give workers opportunities of improving

their status.

Workers' charters

A third factor to be considered in connection with manpower mobi-

lity concerns the personal and employment rights of workers who change

their jobs. It is fit and proper that a worker Should wish to main-

tain any acquired rights he may have, e.g., his seniority. This want

may be satisfied without great difficulty When the worker is transfer-

red from one job to another within the same firm, whether this involves

a physical move or not; the requisite arrangements can form a subject

of negotitation with the management. It is also quite feasible to in-

corporate provisions to this effect in collective wage agreements; ar-

rangements of this kind have been made in collective agreements in the

United States.

The difficulties are obviously greater in cases where the worker

ceases, on leaving, to be covered by a previous agreement. The adoption
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of labour/management agreements providing for a severance allowances

or retirement benefits is no doubt within the bounds of possibility

but the maintenance of a worker's acquired employment rights would be

difficult in this event, particularly if he had been previously cover-

ed by a very detailed and thoroughgoing labour/management scheme. All

possibilities of collective bargaining in this field do not, however,

seem to have been exhausted. Efforts may still be made, perhaps as

part of private pension schemes and new schemes might well be intro-

duced to cover workers in not one but in several industrial sectors.

A few examples may be given of collective agreements which facili-

tate manpower mobility.

A collective agreement signed in 1961 in the United States

meat canning industry provides for "technical adjustment pay" for work-

ers who become redundant. These allowances are paid to workers with

at least five years' seniority who are to be transferred to other work-

shops. The allowance is due until the worker is actually re-employed

or until the expiration of his rights, which are based on the length

of his service. Any worker who does not wish to be "transferred" re-

ceives severance pay.

There are other agreements which facilitate the premature retire-

ment of workers whose qualifications are no longer in demand as a re-

sult of technical progress. Arrangements are also made to ensure that

workers who have a certain seniority in the firm and who find them-

selves in this position are given priority in re-employment.

Certain agreements even include a guarantee that the signatory

firm or group of firms will give members of their permanent staff oppor-

tunities of retraining in cases of a major technical change. This pro-

vision was adopted in the agreement between the New York City Publi-

shers Association and the type-setters union.

Other arrangements might well be thought out, as the possibili-

ties do not yet appear to have been adequately explored; a seminar

might usefully give particular attention to this matter.

CONCLUSIONS

The following appear to be the main points for study:

1. Statistics of manpower mobility must be compiled in countries which

have none. Documentation of this kind is relatively scarce at the mo-

ment.

2. Research on the factors affecting mobility is essential to deter-

mine, for example, the influence of wage rates and the psychological

aspects of mobility.

3. Further research should be put in hand to assess the value of aids

to mobility. Is the transfer of pension rights effective? What is the
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value of the private vocational training schemes organised by firms

to tit skilled works:co overtaken by technical change for a new job?

4. Finally, a sound mobility policy can be developed only if detail-

ed employment forecasts are compiled beforehand.

These are the main directions in which research on mobility should

proceed.



Appendix 3

ROLE OF THE BMPLOIBRS' ORGANISATIONS IN

GEOGRAPHIOAL AND OCCUPATIONAL MOBILITY

by

Walter Schlotfeldt

Bundesvereinigung der

Deutschen Arbeitgeberverblinde

(Federation of German Employers' Associations)

Without prejudging the conclusions of the individual reports and

case studies and the discussions on them, it may be valuable to pre-

sent to the Seminar some ideas which seem to be important for employ-

ers' organisations
in the field of geographical and occupational mo-

bility and which may even serve as a basis for the discussions.

Definition of the terms

To avoid any
confusion, I should like to define at the outset what

is understood by the term "mdbility" in this report. "Mobility" does

not mean the fact that a worker migrates or changes his job or occupa-

tion. It means the capacity or the ability of a worker to accept and

fulfill the
requirements of a new job or a new occupation. This capa-

city has to be understood as including the subjective or personal qua-

lifications as well as the objective possibilities.

In the strict-sense of the definition, "geographical mobilite

means the capacity 60 work in the same occupation in another place,

village or region, and "occupational
mobility" the capacity to change

from one occupation to another.

I am aware - as probably the other reports and case studies will

show - that it is not always possible to make a clear distinction be-

tween geographical
and occupational mobility and that a change of lo-

cality very often involves an occupational change for the individual

worker.' I may also add that to study the measures and policies to

improve mobility it is necessary to look at the statistical data al-

though it shows only the quantitative and qualitative movement between

regions and occupations.
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General OCMESiderations

When dealing with the subject matter of the Seminar, the question:

Nhy Should we put particular emphasis on geographical and occupation-

al mobility?" seems to be justified. We have to recognise that each

national economy finds itself in a dynamic process. Without going into

details, modern economy has to adapt to ahanging needs and demands not

only on the home but also on foreign markets. New products, new in-

ventions and new production methods etc, entail structural, frictional

and cyclical Changes which may affect employment. These changes may

force some, or a substantial part, of the labour force to find jobs

elsewhere or in other occupations. For these reasons it is necessary

to find ways of increasing the adaptability of workers, to make them

geographically and occupationally mobile.

The problems of workers affected by structural and frictional

changes should probably form the more important part of our discussions

But we Should not overlook the fact that there are workers who for

personal reasons change or want to ahange their jobs or occupations,

and that these changes form the major part of normal day to day move-

ments from one enterprise to another and from one occupation to another.

A more detailed study may reveal that the reasons for these move-

ments are not strictly "personal" (e.g. disability, old age, dissatis-

faction with the job, the working conditions or advancement opportuni-

ties etc.), but may also show a defect in the system of vocational gui-

dance and orientation.

Geographical and occupational mobility are only part - though im-

portant - of an overall manpower pollcy. Policies and measures to im-

prove or promote mobility must, therefore, be in line with or be con-

ceived within the framework of the aims and objectives of the general

national manpower policy.

It can be stated that all Member states of 0.E.O.D. pursue a man-

power policy to achieve as high a level ot employment as possible.

Since manpower policy is only part of the overall economic and social

policy, its objectives must also be to secure the achievement of the

general objectives of economic and social policy, i.e. to contribute to

economic growth, price and monetary stability, raising of living stan-

dards etc.

Neither geographical nor occupational mobility can, therefore, be

ands in themselves. They may be seen as subsidiary measures to contri-

bute to the other general objectives.

nogical and self-evident though this statement may be, it has al-

ways to be kept in mind when dealing with the subjects of the Seminar.

But it is here - when trying to put it into effect - that the difficul-

ties begin.

The subject matter becomes even more difficult since we Should not

overlook two principles to which we attach paramount importance in thiB
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field, i.e. freedom ot employment and fretdom of movement of labour,

which we want to apply even across national frontiers.

It follows that the powers and possibilities of governments and

ot employers and trade unions are limited by these principles. Com-

pulsory measures or coercive actions that are liable to infringe upon

these principles cannot be applied, even though they may appear to be

economically and socially sound or positive. In the field of geogra-

phical and occupational mobility, the only activities Which can be adopt-

ed are those based on free action, free co-operation and incentives.

Attitude towards mobility

Some people maintain that a high level of mobility impedes rather

than promotes the general objectives of economic and social policy.

They point out that considerable costs are involved for an individual

enterprise (and for society as a whole) when a great number of workers

constantly change their jobs. They also think that migration and job

changes are signs of disruption, decadence, dissolution and ruin of

an orderly society. They would prefer greater loyalty of workers and

stability of the work force.

This is looking only at the negative aspects of a high level of

mobility. It is, of course, hardly desirable to have a continuous fluc-

tuation of workers, a symptom which is favoured by full employment -

or as we sometimes say in my country "over full employment". Each new

employee requires a certain period of introduction, of job training

and of adaption before he can completely fulfil his tasks.

If you want, however, to prevent an economy from becoming stagnant,

you cannot deny the necessity of technological and economic change,

which in turn means a change in the structure of the work force. lf,

moreover, you want this latter change to take place with as little

friction and hardship as possible, you have to provide the workers

with the abilities and opportunity to adapt themselves to the new si-

tuation. Then you have to take into account that the movement which

finally takes place on the geographical and occupational level does

not always correspond to the requirements of the economic situation

as a whole. In a free market society, negative effects of mobility are

unavoidable. But I quite agree that it ahould be the objective of an

active manpower policy to avoid - as far as possible - any negative

or detrimental effects of geographical and occupational mobility.

The preceding statement is probably more easily made than applied.

I doubt whether it is possible - and I see no formula that has yet

been found - to say to what extent or What degree we need mdbility. In

other words: what degree of mobility is positive, and when does it

start to become negative in the overall sense of economic and social

objectives?
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National differences

Activities in the field of mobility must necessarily be different

in an economy which enjoys full employment and in ap economy which has

unemployment problems.

In making this distinction, I have in mind not so much the nor-

mal day-to-day movement, which occurs in every free enterprise economy.

In these cases it may be just a question of degree. It may be easier

to fill a vacancy caused by a moving worker in aa economy with manpower

surplus but, on the other hand, a worker may be more willing to move

in an economy with general manpower Shortage. Yet, this may not be true

in all cases. It depends, too, on the job to be filled and the job

looked for. For an individual employer, it does not make any differ-

ence whether he cannot find a new worker because of full employment or

because of the lack of sufficient workers qualified for the job. Simi-

larly, it is not significant to a worker whether he cannot find a new

job because there is wide-spread unemployment or because his qualifica-

tions are not required.

I think, however, that a certain distinction must be made with re-

gard to redundant or unemployed workers. As experience has Shown in

my own country, there was no difficulty in re-employing those workers

laid off in declining branches of industry. Workers in the same si-

tuation in countries with considerable unemployment could not be easily

placed in new jobs.

I doubt, however, whether an increase of mdbility is the key to

the problem in countries with unemployment. If the unemployment is

caused by the economic conditions of that country it would seem neces-

sary first to improve the business situation. I may add that it will

make economic development easier if industry can depend on a supply of

qualified manpower, as the experience of Germany in the earlier fif-

ties of this century has shown. From this one may draw the conclusion

that measures to improve the business situation and measures to im-

prove the mobility of workers Should be undertaken simultaneously.

On the other handl the mobility of workers is quite an asset in an

economy with structural unemployment or where this kind of unemployment

threatens. I think it contributes to the avoidance of unemployment of

workers who are affected by structural changes if they possess a high

degree of mobility.

The role of employers and their organisations in ensuring this mo-

bility depends, however, to a great extent on the part they play with-

in the framework and the institutions of the manpower policy of the in-

dividual country.

The role of employers with regard to geographical mobility

Though a clear distinction can probably not be made, we shall at-

tempt to deal with geographical and occupational mobility separately.
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It is probably very difficult to determine eX ante, when a worker

may be considered geographically mobile. The degree of mobility gene-

rally depends upon several factors, suCh as age, family status, social

relations, oultural and educational background, material ties (house,

land), expectations and possibilities at his new place of work, etc.

The other reports and case studies, which'will deal more closely with

these.aspects, may dhow that, e.g. one worker is not willing to move

into a certain area where there are better employment opportunities,

whilst he would be willing to go to an area where he cannot be employed,.

These oamplex social, cultural and psychological factors seem to

play an important role in geographical mobility and particular empha-

sis should be devoted to them bettre undertaking specific measures.

TO deal more specifically with the attitude of employers towards

goegraphical mobility, OMA has to acoePt that there are two standpoints

involved.. An employer in an area with a relatively large surplus of

manpawer will i.esent all measures that are liable to withdraw the qua-

lified manpower from the area. On the other hand, an employer in au

area with a relative dhortage of manpower will favour all governmertal

and private measures that will persuade workers to move into his dis-

trict.
From the viewpoint of an overall economic policy, it may be advis-

able to induce migration. But ono has to acknowledge the two differ-

ent attitudes of employers and that this does not generally facilitate

the role of employers' organisations. This, of course, does not mean

that emplayers' organisations have to be inactive or that they cannot

play any part in geographical mobility.

The role employers can play depends to a great extent on nation-

al economic and social conditions and the objectives of national poli-

cy. To illustrate this, one has to take a situation where there is a

disparity in the employment market in different regions of the country.

In this case you may apply two different policies:

(a) To move the worker to the job and to establish the necessary

methods;

(b) To move the job to the worker and to establiSh favourable

conditions for investment in the locality.

Some countries seem to favour the one alternative to the other.

I think that the application of each of the alternatives has its own

merits, though in the long run I would prefer the second alternative.

However, this requires very careful studies of the reasons for unemploy-

ment and of the economic development possibilities in the,area. This

alternative is less practicable, therefore, for short term policy, be-

cause careful programming is necessary to avoid loss of considerable

investment. One has to consider also that basic industries are depen-

dent upon the supply of raw materials, and services are dependent upon

demand. Thus usually only manufacturing industries can be transferred

- 183 -



to undeveloped areas. An employer will move a plant, however, only it

he can be uare that the basic conditions for running an enterprise are

offered and that there is a market in the area.

The neoessary infra-structure which inoludes the supply of quali-

fied manpower as well as the presence of transport and other facili-

ties, involve such high investment that it cannot be borne by one or a

group of employers. The government must intervene, and there are nu-

merous possibilities tor offering incentives to employers to invest in

that area.

It is not the purpose of this paper to deal with these possibili-

ties. It is only intended to point out that there is this alternative

to the migration of workers. I may add only that when such measures

are envisaged, the government or local authorities should seek the eo-

operation of employers and employers' organisations.

In cases where redevelopment of an area is not feasible or does

not result in the full absorption of the manpower available, the only

alternative is to move the workers to the job. Such a policy has the

advantage, moreover, that it is applicable on a short term basis and can

more quickly relieve the area of its unemployment problems.

Taking the experienoe of my own country immediately after the war,

the only possibility of finding employment for workers, especially the

high nunber of refugees, was to move them into the industrial centres.

Nowadays we would rather see the opposite happen, namely that the

densely-populated areas, which create considerable problems of various

kinds, are dissolved. I think the other 0.B.O.D. countries have simi-

lar problems.

Before increasing the geographical mobility of workers - whether

on a Short term basis or as a last resort - the following conditions

must prevail:

(a) The general business trend must be favourable.

(b) There must be vacancies in the area to which the workers are

emigrating. It seems to be of hardly any value to transfer

unemployment from one are to another.

(c) The employer must be willing and in a position to employ the

migrating workers. This depends to some extent on the busi-

ness expectations of the employer, e.g. whether he decides to

expand. It also depends on whether the workers fulfil the

job qualifications required and, if not, whether the employer

can or is willing to do the retraining.

(d) A final prerequisite is that there is sufficient housing accom-

modation in the receiving area.

When reviewing the different conditions, one must adnit that it is

somewhat outside the scope and competence of employers to achieve fa-

vourable business conditions. With regard to the other condition, it
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would be wrong to ask employers tc fulfil them. A big enterprise may

dispose of sufficient resources even to take care of the housing faci-

lities of migrant workers. But generally speaking and taking into ac-

count the increased living standard, it is probably beyond the possibi-

lity of employers to offer new housing to the migrant workers.

One should not overlook the fact that in a free enterprise econo-

my the employer is expected to keep his enterprise as competitive as

possible.

I shall retrain from listing the various forms of incentives that

can be applied to increase employers co-operation to fulfil the condi-

tions listed, as well as from listing the incentives to increase work-

ers' mobility by transfer, retraining, housing and other grants and be-

nefits.

It seems important, however, to point out that unilateral govern-

ment activities run the risk of failure. It is necessary that the au-

thorities receive and seek the co-operation and advice of employers

and their organisations. This can be done - and is done in quite a

number of countries - by inviting employers to participate in the pre-

paration, execution or direction of certain measures in geographical

mobility, e.g. as in Germany by participation of employers in the la-

bour market institutions which are responsible in this field. It may

thus be possible to receive the active assistance of one or of groups

of employers in specific projects, e.g. to set up training centres, to

provide the workers in the area with the necessary qualifications or

to embark upon a common housing project.

Sometimes one runs across certain prejudices or a reluctance of

employers to employ migrant workers. It is here that the employers'

organisations can play an important role in removing these more socio-

logical or psychological obstacles on the part of their members. Em-

ployers' organisations can do much to help their members to find rules

and practices to facilitate the social and cultural adaptation of mi-

grant workers.

The role of employers with regard to occupational mobility

In the preceding chapter, reference has been made to the necessi-

ty of retraining and re-adapting migrant workers to their new jobs. In

such cases there is usually a lack of occupational mobility.

A high degree of occupational mobility, such as the capacity of

the worker to fulfil another occupation, is not only in the interest

of the individual worker, but also in the interest of employers and

the economy as a whole, because it facilitates the voluntary or en-

forced transfer of workers from one profession to the other with a

minimum degree of friction and costs. Employers Should and do taka a

favourable attitude towards increasing the occupational mobility of the

work-force.
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An unskilled worker can be employed in nearly every firm. But

this is not what we are striving for. The growth and prosperity of an

economy depends on the presence of a highly qualified reservoir of man-

poWer. This is made evident, too, by the statistical information that

the number of unskilled workers decreases and the demand for skilled

workers constantly increases. Occupational mobility, therefore, re-

quires a sound and basic vocational training. A worker who is trained

only for a specialised job and has achieved highly specialised know-

ledge and abilities in this field does not have a high degree of mobi-

lity.

It is probably difficult to state what degree of training or qua-

lifications guarantee optimum mobility. One can say, however, that

those workers with a broad and basio training in standard occupations

who are able by their knowledge and ability to adapt themselves easi-

ly to new occupations are highly mobile.

To arrive at a first general conclusion, everything shoukd, there-

fore, be done to induce young people when entering working life to go

through apprenticeship training.

I think that employers and their organisations can greatly con-

tribute to the occupational mobility of workers if they do everything

possible to induce new entrants to the labour force to get sound ba-

sic training before they be,3ome specialised. Employers have the respon-

sibility of providing young people with these training facilities and

training opportunities.

This implies, moreover, that employers dhould constantly endeavour

to improve the qualitative and quantitative training facilities.

In our modern economy which more and more requires intellectual

capacities of workers, the general schooling system, the basic edu-

cation of young people in reading, writing, mathematics, etc. needs to

be improved.

Employers and their organisations can therefore play an important

role if they urge the education authorities to improve the basic school-

ing of youzg people. The fbrm in which this influence can be exerted

depends on national conditions. But it seems to me that employers who

see the needs and the defects of general education in their daily work

should become more active in this field.

In order to avoid the entry of young people into professions for

which they are not suited or that offer less opportunity and to avoid

an imbalance of the occupational structure, employers can and should

use their influence (e.g., within the labour market institutions) to

improve the service and methods of occupational guidance and orientation.

The quality of these services depends, too, on the information

supplied to them by,industry about future occupational developments or

industrial needs, for instance. Close co-operation on the part of em-

ployers with these services is, therefore, necessary.
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Vocational training can certainly help to ease the effects .of

structural changes, but it cannot avoid them completely, as in the fol-

lowing contingencies:

(a) A worker well trained in a specific profession may have to

look for a completely different occupation, because there is

no longer a demand for his original profession;

(b) An occupation is dying out;

(c) An occupation is overcrowded;

(d) A worker has no training whatsoever;

(e) Finally there are cases where a worker can no longer work in

his original occupation because of personal reasons (handi-

capped workers, old workers).

In these cases occupational mobility may be lost completely or

partly and has to be re-instituted on another level.

Occupational changes take place constantly within an enterprise.

An employer who wants the ablest person'at the right job may perform

specific retraining or provide advanced training courses or send his

workers to outside schools, which are sometimes set up by employers'

organisations or other institutions. The employer.may offer study

grants to his most capable workers.

A big corporation can also meet the problems that arise when a

plant or department has to be closed. It can start early with retrain-

ing and be in a position to transfer its workers to other plants or de-

partments.

Probably the majority of employers are, however, not in a posi-

tion to sat up specific retraining courses for their employees threat-

ened by unemployment. It is quite unrealistic to ask an employer in

a declining industry to increase the mobility of his workers by speci-

fic training measures. Here it is the responsibility of the communi-

ty to help the affected workers.

This applies, too, to those workers who are handicapped, belong

to occupations that are dying out, are too old to be retrained for

new jobs or are unemployed because they did not get any training at all.

In all these cases it is quite important that employers in gene-

ral co-operate with the responsible authorities and provide as far as

possible the necessary training facilities. The authorities can give

specific incentives to employers to do the retraining and to re-employ

the affected workers.

The role of-employers' organisations in general

In the previous chapter no distinction has been made between the

role of employers and that of their organisations. In geographical and

occupational mobility one can generally say that the task of indivi-

dual employers is that of application whilst it is the responsibility
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of employers' organisations to co-ordinate the measures of their mem-
bers, to give them assistance in representing their interests, and to

co-operate with government authorities and trade unions.

There is a two-way flow of influence between employers' organisa-

tions and their members. Since they have policy-making responsibili-

ties, they can influence the attitude of their members, as has been

pointed out with regard to geographical mobility and occupational mo-

bility, in the latter field especially on the subject of vocational

training. Through their committees and by way of specific informa-

tion services and the arranging of specific seminars and meetings, em-

ployers' organisations can secure the necessary exchange of experience,

knowledge and information on results of scientific research.
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Appendix L.

ROLE OF THE TRADE UNIONS IN CONNECTION WITH

GEOGRAPHICAL AND OCCUPATIONAL MOBILITY OF MANPOWER

):7

Pierre Jeanne

Secretary of the Metal Workers' Federation,

Conf4deration frangaise des Travailleurs Chrgtiens

(French Confederation of Christian Workers) O.F.T.O.

Introduction

The problems of geographical and occupational mobility of manpower

are complex and many-sided, which makes them difficult to grasp.

The E.O.S.O., in a study published in 1956(1), emphasized that some

movements of labour could be classed as geographical or horizontal, to

distinguish them from social or vertical movements, i.e. movements of

individuals in the social scale. It laid down the following criteria:

- Geographical: the main distinction is between internal mobili-

ty (within an area or a country) and international mobility.

- Duration: daily, weekly, seasonal or permanent movements.

- Nature: movement may be spontaneous, encouraged or imposed.

Pierre Naville(2) writes that mobility has many meanings, and that

its various forms may be classified as follows:

- Those resulting from a change of lob or occupation;

- Those resulting from at'simulalternanf
several jobs;

(1) "Obstacles to the Mobility of Workers and Social Problems of Adap-

tation". (E.C.S.C. studies and documents), page 29 and following.

(2) "L'emploi, le metier, la profession", by P. Naville in "Traits de

Sociologie du travail" (A. Colin, 1962), page 235.
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- Those which are ,t4Chn4.callY 4 Pert a the WOUPatiQU 040;rried

an;

- Those marking lip,._farLsordowerdmovelnentwithin_ocavation;

In this report we shall be dealing more especially with questions

relating to:

- Spontaneous or imposed occupational mobility;

Geographi'Al mobility;

Parmanemt transfer.

It must also be emphasized at the outset that trade union organi-

sation, at both national and international levels, is so diverse that

it is impossible to find any one attitude which represents the views

of all trade unions an these questions; the writer is moreover oblig-

ed to deal with what he knows best, i.e. French problems.

TRADE UNION 00N0EPT OF MOBILITY

This is well aummed up in the following statement by R. Oaillot(1)

at the national meeting on employment organised by the 0.F.T.O. in May

1963. While we believe that economic and technical development re-

quires a certain mobility of manpower, "development may in many re-

spects become the reverse of true development if it damages tradition-

al human values or establishes false values from a human point of view,

whose pernicious effects are not always immediate (leading some people

to deny their existence).

"Economics must work to serve man, not man to serve economic ex-

pansion". Oaillot continues "and even if it should come as a surprise,

we dare to state that economic growth must halp men and families to

take root (which does not mean they must be fixed) rather than uproot

them".

In its report(2) on the enquiries which it carried out in 1955,

the E.O.S.O. records the agreement of the I.F.O.T.U. and the I.O.F.T.U.

on the question of mobility. The two great international movements em-

phasized the following points:

Priulty for industrialisation of the under&eveloped areas

Migration cannot be the best method of combating unemployment, but

where there is no other solution movement must be assisted and be made

freely and with full knowledge of the reasons. The trade unions are in

any case opposed to the abandonment of certain areas.

(1) "Regional Economic Development" by

Humanisme".

(2) "Studies and documents: Obstacles

cial problems of adaptation" (pages 133
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These avoid the difficulties arising from lack of accommodation

and also the psychological and social difficulties of adaptation, par-

ticularly ta countries where there are differences of language or reli-

gion.

Need for vocational trainina and adatkEtkla

These are necessary to cope with new techniques which change the

economic structure and reduce opportunities for employing workers in

their present occupation.

Participation of trade union organisations

This is particularly important for purposes of informing, prepar-

ing and adapting workersj,

The attitude of the trade unions arises not only because workers'

interests have to be defended in a practical manner, but also because

a number of decisions have to be made, in particular:

Priority for human Questions

For an increasing number of industrialists, technicians and politi-

cians, economic organisation seems to have become the main considera-

tion. While the trade unions believe economic organisation to be ne-

cessary, sometimes referring to programming or planning, they always

add that such programmes or plans must be democratic, that is, prima-

rily in the service of man. It iS therefore not as economists but as

trade unionists that we approach these questionB of mobility of manpower.

Trade unionists admit the need for manpower to be mobile but wish tbis

mobility to be made use of only after movements of capital or equip-

ment, or structural adjustments have been made or seriously considered.

TRADE UNION ACTION

Such action is extremely difficult to describe because it ranges

from intervention by international organisations such as the E.C.S.C.,

to action taken at local level when internal agreements or plans for

laying off employees are being discussed.

To take only French examples, trade unionists there have for some

years had to face problems of manpower mobility, of which a few examples

are:

- the coal mines;

- firms which have closed down or are doing so (shipyards in

France);

- firms which have had to change the whole or part of their pro-

duction;
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- firms which have been decentralised, particularly the case of

those in the Paris area establiShing themselves in the pro-

vinces;

- new undertakings (steelworks at Dunkirk).

At the same time the exodus from the country to the towns has

continued and the underdeveloped state of some areas has been accentua-

ted, while daily movement has increased around or towards the indus-

trial centres (see for example the problem of recruiting female tex-

tile workers in the mining areas in Northern France). Trade unionism

has not been inactive in the face of these problems and, while it is

not possible to describe all its activities, some examples at least

may be given.

Occupational Mobility

(a) Spontaneous

Changing occupation or job is fairly common. According to an en-

quiry by Girard (1947), one-quarter of the French urban population

has changed occupations at least once.

Mobility is especially high among young people and those up to

45 years of age, as is shown by an enquiry into employment(1). While

it would be wrong to generalise, Mr. BYE notes, in connection with the

E.C.S.C. enquiry into obstacles to the movement of workers and social

problems of re-adaptation, that those who leave are not necessarily

the young; thus, three-quarters of the miners emigrating from the

South to Lorraine were married men from 25 to 39 years of age, with an

average of 7.6 years seniority and an average family of 3.6 children.

(b) Imposed

This Lope of movement has several causes. The main one is the

need to convert a number of industries or undertakings. Thus in French

shipbuilding, a fairly large number of workers have had and still have

to take up other trades, carpenters becoming welders for example.

Several difficulties have arisen:

- Understandable hesitation on the part of the worker to aban-

don his trade;

- Difficulty in re-entering apprenticeship, particularly after a

certain age, and difficulty in adapting the hands to the re-

quirements of high-speed or production line work;

- Loss of professional qualification or wages;

(1) "Enquiry into Employment. Statistical Study No. 1", January/

March 1963 (I.N.S.E.E.).
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- Need for a minimum level of education to attend adult vocation-

al training courses (several workers have been refused entry

to these centres for ladk of the necessary elementary education),

Trade unions have no particular need to intervene where voluntary

movement is concerned, the workers merely availing themselves of their

rights and freedom. Action by trade unions, however, to obtain better

teaching and real vocational training Which goes beyond the basic es-

sentials, helps to encourage free movement and to make it a means of pro-

motion for many workers.

As far as enforced movement is concerned, trade union action con-

sists in intervening at various levels - Ministries, regional authori-

ties and firms - to obtain guarantees for workers respecting their qua-

lifications and wages.

Among the problems must be mentioned the difficulty that workers

who are over 45 years of age or disabled find in changing jobs. The

EX,S.O. enquiry referred to the specific problems of retraining aged

or disabled miners. In France, accelerated vocational training, retrain-

ing or further training are given only to those under 45. This has

led the shipbuilding unions, in particular, to claim special measures

for the older workers and particularly an earlier retirment age.

Daily and weekly movement

There has been a particularly large increase in this kind of move-

ment: thus the enquiry carried out in 1960/61 by the National Commit-

tee for Reform of Working Hours and Leisure (O.N.A.T.) shows that out

of 3,500,000 workers in the Paris area, some 2,300,000 are obliged to

travel for more than one hour; 64 per cent of workers travel more

than 6 km. each day and 8 per cent more than 40 km.

The enquiry into transport of workers in the Sambre Valley(1) shows

that firms in that area only find on the average 41 per cent of their

manpower on the spot. Each morning 4,000 workers, or 43.5 per cent of

the labour force come into Jeumont from outside the valley. 2,000 of

these workers cross the frontier.

This tendency has been increased in the provinces by the growing

custom of collecting the employees of large undertakings by buil. 4,000

country dwellers hold weekly season tickets to go to work in Nancy (it

,dhould incidentally be noted that the waiting room at Nancy Station has

space for only 30). The difficulties are often accentuated by dhift

working (two or three dhifts) and fatigue due to the rate of work.

Speaking of this kind of movement, some socilogists(2) refer to

(1) Document of Sambre Valley Improvement Committee.

(2) P.H. Ohombart de Lauwe and J. Jenny, "Sociologie du travail".
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"a third environment in daily life which is tending to absorb a large

part of the workers' time". It may be that we do not sufficiently

emphasize the serious repercussions that this has on the social and

family life of workers and on the resulting lack of interest in civic

responsibilities. Weekly movements are less important but their effect

is also felt.

The trade unions have drawn attention and expressed their opposi-

tion to long journeys prolonging hours of work. In their reply to the

E.O.M. enquiry, all the Belgian trade union organisations said they

were opposed to excessively long journsys and required travelling ex-

penses to be repaid to daily migrants.

- The Italian trade unions are opposed to long journeys, which

are usually necessitated by lack of accommodation in towns and

too great a concentration of the new industries.

- The Luxembourg Christian trade unions are asking for cheaper

railway season tickets.

- The Paris area association of the C.P.T.C. trade unions began

a campaign on this question in the spring of 1963.

In the Paris area 2,300,000 workers spend nearly 12 hours away

from iome eadh working day and the situation is likely to get still

worse.

The trade unions as a whole are also pressing for a real hous-

ing policy, as lack of housing is one of the causes of long journsys

to work, and for improved transport in the large cities.

Special mention must be made of the trade unions' campaign for

reduced working hours and a 40-hour week of 5 days (the average work-

ing week in Prance is over 46 hours for manufacturing industry).

Action has also been taken at the level of firms and of regional

and national employers' organisations to obtain travel allowances,

while it is recognised that this is only a palliative and not a solu-

tion to the problem.

I Migration

"If the operation is properly prepared, if the individuals con-

cerned are properly informed in good time, if they find real compensa-

tion in their change of domicile, and particularly if the advantages

of the operation are clearly seen not only by the technicians but by

the personnel as a whole, if it is fairly evident that there is a col-

lective gain to be made, it seems that all the obstacles, whatever

they may be, can be surmounted. The fact of seeing the position

clearly overcomes hesitation caused by fear of difficulties, and smoothes

out the inevitable disturbances which arise later."
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This was the ViCW expressed in the French report following the

Righ Authority's enquiry in 1954(1).

It is confirmed by what has been said by A. Girard(2).

"The electrification of the S.N.C.F. Paris-Lyon line alone affect-

ed 3,600 staff of the traction and equipment department, 27 per cent

of whom had to change trades."

"The success of such changes is achieved through a whole set of

measures the essentials of which, it must be emphasized, are the giv-

ing of advance warning and very full information to the staff, psy-

chological preparation, and finally, individual treatment, the case

of each employee being to some extent examined separately, although

there may be a large number of changes."

R. Reynaud writes:

"Adaptation of workers, helped by redundancy pay, resettlement as-

sistance, transport and vocational training, gives on the whole sa-

tisfactory results, the effectiveness of which is well shown by the

number of new jobs that have been filled comparatively quickly."(3)

It may be noted that in*Sweden, mobility is encouraged by the pay-

ment of travel and transfer grants:

- A leaving grant for workers taking up a new job in a district

other than their home district;

- Installation allowances for workers leaving districts where un-

employment is especially severe;

- Family allowances for unemployed workers who, leaving a dis-

trict affected by unemployment, cannot find accommodation for

their families in their new place of residence.

The special effort made in the matter of housing must also be men-

tioned.

The total of the various allowances may amount to from 2 to 4

months' wages. The person concerned may also have his new rent paid

for him for several months.

In most cases, however, workers have had to leave their area with-

out any information or preparation, because of reduced working hours,

lay off or serious.threats to the firms employing them. The majori-

ty of workers move not to obtain promotion but merely to live. There

is a big exodus from certain departments:

(1) E.C.S.C. document already quoted.

(2) "Orientation et Pormation Professionnelle", A. Girard in "Sociolo-

gic) du Travail".

(3) R. Reynaud: "National Policy of Regional Development and Conver-
sion", (E.C.S.C., 1961).
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A recent enquiry(1) shows that in the Vosges department of France

one person in seven has changed domicile in five years and that two

out of three people leaving were below 30 years of age. It is inter-

esting to note tbat an enquiry made last year showed that almost all

of the 220 young people who left a town in the Vosges to find work

said that they would willingly return there if offered interesting

work. The enquiry also dhows that people do not always adapt them-

selves satisfactorily to different surroundings and that the social

and human balance of areas be upset by too much emigration.

As the I.F.C.T.U. and I.C.F.T.U. stated during the E.C.S.C. en-

quiry, the claims and activities of the trade union organisations are

directed to ensuring that in the first place industries move to the

workers.. The trade unions have reacted particularly strongly against

the economic argument advanced by industrialists and economists that

industries would be penalised if they settled in under eveloped areas;

this, as is emphasized by S.H. Livine(2), is not the case:

"In general, firms have found that the inconvenience resulting

from higher transport costs, distance from market outlets, vocational

training problems separation from the management, etc., has in prac-

tice turned out to be less serious than was expected, while the advan-

tages, particularly that of availability of labour, are greater

On the whole it could not be said that, once a firm was estab-

lished in a development area, its operations were less profitable than

elsewhere."

Action is being taken both in the Committees of the Plan and the

Economic Council, on which the trade unions are represented, at the re-

gional level in the regional expansion committees, and locally by re-

presentations and, if necessary, demonstrations. The question of train-

ing and adaptation of manpower is also being taken up with the manpower

and employment Committees, at both national and regional levels.

There are various kinds of obstacles to the mobility of manpower:

- Thode resulting from the fact that a worker is attached to his

district, has his house, family, friends and communal life

there, has difficulty in finding accommodation elsewhere, and

also lacks the basic culture and universal fundamental train-

ing which would enable him to adapt himself;

(1) "Etudes et Documents", (Economic and Social Research Centre, 14,
rue St. Benoit, Paris 6).

(2) S.H. Livine: "National Policies" - a British official report.
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- Those arising from what P. Naville(1) calls "professionaliSa-

tion", that is the worker's right to a precisely defined sta-

tus, extending to the greatest possible number of workers and

guaranteed in varying degrees by law, collective agreements

and firm contracts.

The wage, the job description that many managements tend to make

peculiar to their own firm, allowances, in particular for seniority,

firms' welfare schemes, and a number of other special advantages, all

tend to attach the worker to "his" firm, which guarantees him employ-

ment and the possibility of advancement in his job.

There are also obstacles of another kind, concerned with the place

given to the trade unions, about which we Should not delude ourselves

as certain people willingly do. While trade unionism can make itself

heard in certain organisations or committees, it does not necessarily

follow that it really influences the decisions taken at the level of

financial or industrial groups or that of State technicians.

Thus, concerning trade union participation in the Committees of

the French Plan, we must remember that for tbe Third Plan there were

82 trade unionists, 25 of whom were agricultural unionists, among the

615 members of the 19 committees, compared with 206 heads of undertak-

ings, 113 civil servants, etc.

DESIRABLE ACTION

Only controlled and harmonious growth of the economy can recon-

cile the maximum freedom of the individual with the requirements of

the public interest. There should clearly be such controlled and har-

monious growth at the national level, but it should also increasingly

be found in the bigger regional units. This is the essential pro-

blem of regional economies, both national and international.

It is therefore not only desirable but necessary that an active,

progressive joint European social policy be introduced, as the big in-

ternational workers' organisations I.C.F.T.U. and I.F.C.T.U. are de-

manding.

In 1959 the European regional organisation of free trade unions

stated in a motion: "The free trade unions declare themselves in

favour of mobility of manpower, which must however be achieved in

a framework of carefully designed programmes and measures... Mi-

grations cannot effectively replace a long-term policy of full em-

ployment and structural stability, either for individual countries

or for Europe as a whole".

In 1962 the I.F.C.T.U. proposed at its European Conference in Rome:

"Overall planning of the economic development of the Community

(1) P. Neville: "L'emploi, le metier, la profession", in "Sociologie

du Travail".
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by the setting up of a EUropean planning office the institu-

tion of a EUropean employment policy, the application of common

principles of vocational training, and the establishment of free-

dom of movement of workers under the best possible conditions

harmonisation of the advance in real wages and welfare benefits..."

Harmonisation ot working hours, wages and conditions of work, a

joint policy for vocational training: these are the main aims of the

trade unions both in the E.E.C. and the 0.E.C.D.; they could be given

effect in joint EUropean conventions.

Special provision Should also be made for the benefit of certain

categories such as the disabled.

In Sweden(1) much work has been done after consultation with em-

ployers' and workers' organisations with the object of finding out

what work suits a disabled person, taking his previous occupation into

account. This scheme operates through the employment service, special

courses organised on a large scale, sheltered workshops and special

jobs, and work to be done at home.

In Great Britain protected work is organised on a fairly large

scale through "REMPLOY", an organisation set up in 1945 which has given

employment to nearly 13,000 men and women, the majority of whom would

no doubt have had little chance of finding it. Four thousand blind

people are working in 70 independent workshops controlled by "REMPLOY",

and 6,000 disabled people, 500 of whom are women, are employed in 90

factories.
Should we perhaps have touched also on the problem of refugees and

their absorption into the life of the country in which they have settled?

Democratic reform of teachinKi

The prior condition of all employment, and in consequence of a

healthy mobility of manpower, will increasingly be the right to train-

ing. F. Lantier(2) notes that the present trend in technical develop-

ment is for vocational training to be less specialised, specialisation

being regarded as the establishment of a close functional relationship

between a man and a machine or type of machine with the object of pro-

ducing a certain article or type of articles. If unskilled or semi-

Skilled workers are already the most affected when there is a crisis

of unemployment or reduced activity, how much more will this be the

case tomorrow?

At the conclusion of his article Mr. Lantier emphasized that move-

ments of workers between the main sectors of economic activity are now

(1) "Labour Market Policy in Sweden" 0.E.C.D. Reviews of Manpower and

Social Policies, Paris, 1963.

(2) "Bulletin du Centre d'iStudes et de recherches Psychotechniques"

No. 1, 1963.
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hindered by the technical complexity of the various sectors: we can

accordingly not count either on industry or on the tertiary sector to

absorb a surplus of unskilled manpower. In the same way movement will

become more and more difficult at the semi-skilled level, even within

a single sector. Only an overall long-term policy can resolve this pro-

blem.

sound basic culture, basic technical training, more facilities

for training and retraining workers - these are the essentials from

both the human and the economic points of view. What divides man most

is no longer money but education, said J. Monnet. What handicaps work-

ers severely is laok of training.

There are obstacles to be overcome, among them the complicity(1)

between some employers and technocratic circles and many teachers.

The former wish to limit mass education to up-to-date vocational train-

ing, while the latter want to take care of a selected few children

marked out for a highly cultural and detached education. Both sides

find it easy to agree that the whole problem can be reduced to one of

providing technical education for the majority of children and confin-

ing secondary education in the hamanities to a small elite.

This tendency is a condition of growing and beneficial social mo-

bility.

A. Vermeulen(2) showed at the International Committee for Scienti-

fic Management Conference in Berlin how important it was for the fu-

ture of the Community that there should be as much freedom of movement

as possible, in the interests not only of the individual but of the

Community as a whole, and that the aim should be administrative, econo-

mic and social mobility of manpower. He also made it clear that this

assumed equal opportunities for education and co-ordination between the

various scholastic levels. It is thus understandable that the trade

union organisations, in France particularly the C.F.T.O. and the

(Syndicat GSneral de l'Education National affiliated to the

C.F.T.C.); place so much emphasis on a democratic reform of education.

Absolute jawscratic lannin

Throughout the studies made on employment questions(3) it is evi-

dent that there is no valid solution other than an overall policy car-

ried out by all those concerned with the problem. Some mobility of

MINIM&

(1) J. Natanson and A. Prost in "Revolution Scolaire" (Editions

Ouvriares).

(2) A. Vermeulen lecture at I.C.S.M. Conference in Berlin 2nd October,

1958, in E.P.A. Trade Union Information No. 22, January-February, 1959,

(E.P.A., Paris).

(3) E.C.S.C. regional employment studies. Population and Internal mi-

gration in Lorraine - regional conference of 8th November, 1961, orga-

nised by the Regional Committee of the Lorraine Basin. Studies by the

Committee for the Development of the Sambre Valley. "The Nbrthern Re-

gion" by R. Gendarme, etc.
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manpower, both vocational and geographical, is an inevitable conse-

quence of technical progress and is also necessary to economic growth.

For trade unions representing unskilled workers, however, it is

only defensible or possible if it respects and develops human values;

otherwise, as we said at the beginning of this report, it leads to

the reverse of true development.

It is only worth while or possible if such problems as housing,

education, transport and collective equipment, vocational training

and adaptation, public health and social education centres, are stud-

ied and resolved. Only democratic planning can meet the economic re-

quirements of the development of industrial society and the spiritual

needs of a democratic society.

CONCLUSIONS

Mobility of manpower may lead to human advancement and economic

development, on the conditions that we have mentioned above. Unless

these conditions are met there is a risk that a number of workers will

feel they are "displaced" or "refugees", which is bound to have se-

rious consequences from the social point of view.

To solve the problem of mobility of manpower harmoniously, imagi-

nation must be ahown at all levels and an overall policy of develop-

ment must be prepared and applied. A policy of co-operation must be

introduced at all levels as there is no one who is not directly af-

fected by this problem; the trade union organisations must play a full

part in it.

Then, development and prosperity will really serve to safeguard

individual liberties and increase general welfare.
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Introduction

Case studies prepared the seminar:

I. Company re-location as experinced in the United States,

by Jean Liegey.

Occupational Mobility of Manpower in the French Textiles
indultry, by J. Nousbaum.

rIx. Re-deployment of workers discharged from the Norrkoping
Textiles Industry, by Georg Lindgren.

IV. Staff change-over at Blectricitio de France and Gam de
France, by Raymond Lagibert.

V. Recruitment of staff for the newly established steel
industry at Oxelösund, by Bertil Liljeqvist.

VI. Reactions of the staff of the Alfa Laval Company to the
transfer of their plant, by Hayti' Gardell.

VII. Trade Union assistance to workers migrating from the South
to the North of Italy, by Guido Baglioni.

VIII. The training programme of the American ENKA Corporation of
North Carolina, by Lester Zerfoss.

Questionnaire distributed to participants.
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International Seminar Publications

1963 - 1 International Trade Union Seminar on Active Manpower Policy,

Vienna 17th - 20th September, 1963.

Final Report (1964)

Supplement to the Final Report (1964).

1963 - 2 International Trade Union Seminar on Economic and Social

Programming, Paris 22nd - 23th October, 1963.

Final Report (1964)

Supplement to the Final Report'(1964).

1963 - 3 International Joint Seminar on Geographical and Occupational

Mobility, Castelfusano 19th - 22nd November, 1963.

Final Report (1964)

Supplement to the Final Report (1964).
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