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The Organisation for Economic Co-operation and Development
was set up under a Convention signed in Paris on 14th December 1960
by the Member countries of the Organisation for European Economic
Co-operation and by Canada and the United States. This Convention
provides that the O.E.C.D. shall promote policies designed :

. — to achieve the highest sustainable economic growth and employ-
ment and a rising standard of living in Member countries,
while maintaining financial stability, and thus to contribute to
the world economy;

— to contribute to sound economic expansion in Member as
well as non-member countries in the process of economic
development ;

— to contribute to the expansion of world trade on a multilateral,
non-discriminatory basis in accordance with international
obligations.

The legal personality possessed by the Organisation for European
Economic Co-operation continues in the O.E.C.D. which came into
being on 30th September 1961.

The members of O.E.C.D. are Austria, Belgium, Canada, Den-
mark, France, the Federal Republic of Germany, Greece, Iceland, Ire-
land, Italy, Japan, Luxembourg, the Netherlands, Nerway, Portugal,
Spain, Sweden, Switzerland, Turkey, the United Kingdom and the
United States.
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PREFACE

The trade union seminar on "Active Mampower Policy"
was held in Vienna in September 1963. It is the first of a
series of seminars arranged by +the O.E.C.D. to examine sub-
jects within the area of 0.E.C.D. major irterests and to )
permit an excharge of current experiences and views of ma-
nagement and trade unionists in the Member countries on them.
The papers and discussion provide an intimate appraisal of
important aspects of manpower policies and activities with-
in the MNember countries. The results of +this seminar were
transpitted to the Manpower and Social Affairs Committee
for its consideration in the preparation of the report and
recommendation on "Active Manpower Policy" which was adopt-
ed by the 0.E.C,D, Council in May, 1964. A parallel semi-
nar was held in April 1964 for menagement representatives
and the paspers and vreports of this seminar will appear se-
parately.

The present volume consists of a report of the proceed-
ings, the conclusions reached by the participants and re~
prints of the three background reports prepared for the semi-
nar,

A supplementary report is avalleble containing the
case studies prepared for the seminar and a series of coun-
try reports submitted by the participants.

The table of contents of +the supplementary report and
the names of the participants are given at the end of the
present volume which also includes a copy of the O.E.C.D. Re~-
commendation on Manpower Policy as a means for promotion of
economic growth.

Solomon Barkin
Deputy to the Director for
Manpower and Social Affairs,
Head of Social Affairs Division,

7
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REPORT ON THE PROCEEDINGS
OF THE SEMINAR

by Franz Lenert
Counsellor, Bundesministerium ftir Sozialverwaltung
(Ministry of Social Affairs (Austria)

Introduction

In choosing "Active Manpower Policy" as +the subject
of the first international trade union seminar in its 1963
programme for employers and workers, the Manpowei' and So-
cial Affairs Committee wished to draw attention to the im-
portance of a co-ordinated manpower policy in enabling the
labour force to mske its maximum contridbution +to economic
growth, and to emphasize the need for an understanding by
management and the unions of the aims and implications of
such a policy.

The task of the trade union leaders from fifteen 0,E.C.D.
Member countries who met in Vienna in September 1963, was there-
fore to discuss, from the trade wunion point of view, the se-
lective measures of manpower policy designed to preserve the
economy from c¢yclical and seasonal fluctuations and large
scale unemployment,

Discussion took place on the basis of the following re-

ports:
ax
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Report No. 1:

"Economic and social implications of an active manpower
policy", by E. Wight Bakke.

Report No., 2:

, "Comparison of national manpower policies", by Franz
Lenert.

3 Report No. 3:

"Phe trade union attitude towards an active manpower
poiicy", by Hermann Beermann.

Case Studies

No. 1l: "Active manpower policy in the United States", by
Andrew J. Biemillerx.
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No. 2: "Active manpower policy in Great Britain", by Ray
Boyfield.

¢ No. 3: "Active manpower policy in France", by Laurent ILucas.

No. 4: "Active manpower policy in Italy", by Pietro Merli
Brandini.,

No. 5: "Active manpower policy within the European Economic
‘ Community", by Jean Dedieu.

Supplementary Document

"The Evolution of the Concept of an Active Manpower Policy",
by Solomon Barkin

The summary of the work of the seminar deals with the

discussion of +these reports and of those presented ty the
h participants on the conditions in their respective countries.

DEFINITION OF THE AIMS OF ACTIVE MANPOWER POLICY

¢ Before defining the aims of an Active Manpower Policy,
one of the first questions which the seminar had +to dis-
cuss was the definition of Active Manpower Policy as distinct

-8 -
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from general economic policy and employment policy. It was
generally agreed that it consisted of +the selective mea-
sures of employment policy. Active manpower policy measures
1 could only be a complement %0 economic and employment poli-
¥ cy measures and never a substitute for them, This point of
view 1s shown in paragraph 2 of +the conclusions: "underly-
ing +the effective operation of such programmes there must
be governmental, social, economic, fiscal and other programmes
for attaining and maintaining full employment and a geogra-
phical balance of economic development and employment oppor-
tunities among the various regions and areas of the countries".

pre

All participants considered full employment in the in- z
terests of the individual as the principal aim of anry nan- |
power policy. i

One of the main assumptions throughout the seminar was !
that manpower policy should be donminated more by social
and humanitarisn considerations than by purely economic
ones. Although +this 1idea was expressed in the report on
the objectives of manpower policy, the discussion after
this report revealed some fear that economic considerations
might +ake precedence, and the unions ccnsidered it their
duty +to emphasize the importance of the individual and of
human dignity. The fact that they did so at a time when
the results of a classic conjunctural policy in a period
of economic expansion and high employment are so much vaunt-
ed, is one of the most interesting results of this seminar.

An active manpower policy is not an end in itself. It
exlsts only in response to the needs of the individual., It
m. 5 therefore be based »n the 1dea that productive and
freely chosen employment is a vital condition for the pro-
per development of each individual's personality and is
consequently the strongest factor for social stability.

This wview is expressed in the first psragraph of the Con-
clusions adopted by the seminar in the phrase: "promoting
the personal dignity to which all citizens of a democratic
society have a right", and continues throughout +the para-
graph: "full productive, freely chosen ¢+.... employment,
yielding an ever-rising personal well being for the popu-
lation +ss. in order to promote personal dignity, raise the

-9 -
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stendard of living of all groups, promote Iinternational
trade and assure an opportunity of employment for all those
willing and capable of contributing Yo the nation's well-
being".

In defining the aims of an active manpower policy in
this way, the seminar &lso dsfinsd the economic conditions
in which they could be achieved, i.e. "full productive and
secure employment". Its attainment entails action by the
whole society.

It was stressed that full employment, with & wide
enough availability of work to give everyone the opportu-
nity of a freely chosen full-time productive job, was un-
attainable without a suitable general economic Dpolicy.
There was, however, a feeling among the trade union repre-
sentatives that economic policy might be insufficiently
co-ordinated or planned to give proper weight %o employ-
ment factors. However, even if a suitable employment policy
were applied, an active manpower policy is still essential.
While i% could not make up for the shortcomings of econo-
mic and general employment policies, it could stimulate and
jmprove them, for instance with the help of employment fore-
casts and increased adaptability of manpower etc. .

Experience in various countries has shown that there
is neod for both groups of measures and the seminar was an
opportunity of making this clear.

SCOPE OF AN ACTIVE MANPOWER POLICY

A suitable economic end general employment policy is
the background for a labour market policy; and an adequate
level of economic activity is essential %o solv: the pro-
blems at issue. But this is not sufficient and it is here
that special lebour market measures are needed.

This applies in the following cases:
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Regional Unemployment

Experience shows that although there may be a strong
over-all demend for labour, short-time working and unemploy-
ment may still prevail regionally. These patches of unem-
ployment and under-employment are a reflection of the unba-
lanced geographical pattern of economic development. From
the social point of view the best method of dealing with
this situation is to reduce or remove the obstacles to an
optimum combination of the factors of production, by giving
jncentives for the installation of industry in areas where
) workers are available. This does not mean, however that
< factories which settle in such areas should be subsidised
indefinitely.

Seasonal Unemployment

e

This is another field in which special measures are
needed to keep as steady as possible a demand for labour
throughout the year, whatever the conjunctural situation
: may be. Action against seasonal fluctuations of employment
is in fact already a recognised and important function of
manpower policy. One of the industries most subject to such
fluctuations is the building industry. To enable it to work
throughout the year, special measgr;es are needed to keep
the building sites open, thus ensuring an unbroken flow of
work for building promoters, contractors and workers alike.

Cyclical Unemovloyment

There was a wide measure of agreement in the seminar
that measures for smoothing out c¢yclical fluctuations should
be included in manpower policy in order to secure & har-
monious development of the economy. SI.ce the end of the
Second World War, a feature of economic activity is constant
expansion and the absence of mass unemployment. Far-ranging
cyclical fluctuvations have not occurred; there have only
been recessions involving merely a temporary ducline or
levelling off of economic expansion. There is & danger,

-1l - :




however, +1-at should ‘the demand for labour £fall appreclably
and even give rise +to unemployment and short-time working,
the economic meusures teken to overcome +this fall ir de-
mand might have intlationary effects unless combined with
selective manpower me.-ures. In this case the use of these
measures as & supplement to general economic and employ-
ment measures is like the adjustment of a steering wheel that
has too much play.

Structural changes in employment

L The purpose of an active manpower policy in the case of
structural changes 1is to facllitate these changes so as to
i achieve better economic efficiency and ultimately more pro-
; fitable and secure emp..yment for the work force. It would
help to ensure that a supply of "safe" Jjobs is not synony-
mous with a conserveiive attitude which may hamper progress.
5{" The unions were in favour of encouraging occupational and
‘ S ‘ geogrephical mobility and, according to some speakers, it
‘ S o had to be taken for granted, if one wanted to be realistic,
2 : that structural changes must sometimes Iinvolve difficul-
T tles and hardships for the workers. Workers should as far
o , as possible be able to find work first near their own homes,
L secondly in the same district, and only in the last resort
in other areas or even abroad. If national economic condi-
% tions allowed, regional development policy should therefore
be given precedence over geographical mobility policy.
The employment of foreign labour and the emigration of

workers were not regarded as appropriate manpower policy
< : measures. On the contrary, the Seminas *w2¢ JInclined to .
= ) stress +the damage that the employment of foreign labour "~

‘ o : could do to economic development itself and to the develop-
A ' ment of the economic and employment structure. Attention
i was also drawn to the threats which international migra-
tion could imply for the development of the areas from which
this labour came.

I4)
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Both in the reports and in the course of the debate,
it was unreservedly agreed that the swift structural
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adjustments required for achieving and maintaining expansion
and stability under conditions of full employment called for
important measures in +he matter of training.

Training, particularly for adults, was recognised as an
instrument of selective manpower policy. Although facili-
ties for adult training are provided in practically all Mem-
ver countries, its exact functions are by no means clearly
defined, which makes it impossible %o fix concrete targets.

Special labour market measures are needed in all the
above cases, and this is recognised by the Seminar in pa-
ragraphs 3 and &4 of the Conclusions in which it defines the
scope of asn active manpower policy.

"An active economic growth policy needs %o be rein-
forced with techniques for economic stability, achieved by
economic and manpower procedures which will offset the sea-
sonal and cyclical fluctuations and facilitate the adjust-
ments required by the structural changes in the nation's
economy.

An active manpower programme strives to promote the
full utilisation of the nation's major resources, its peo-
ple, in a manner which helps individuals to fulfil their maxi-
mum potential through optimum placement in tre vroduction
system. It provides a dynamic perspective fc .e formu-
lation of the nation's economic and social policies and for
the orientation of its manpower programmes, gservices and in-
stitrtions."

This statement very concisely covers everything that
falls within the scope of a selective manpower policy. On
'the basis of this definition, an attempt is made in ¢h2 fol-
lowing chapters to defize the measures and institutions and
the types of financing and organisation required.

MEANS OF AGTION OF AN ACTIVE MANPOWER POLICY

The Seminar <then considered the means by which the func-
tions deseribed in the previous chapter could be carried out.
There was general agreement or. what these means should be,
but the Seminar refrained from listing the activities to be

-13 -




included in an active manpower policy and how they should
be carried out because it was felt that such a list might
have been considered as exhaustive, and this would not have
been a safe procedure. The sctivities and meens of action
discussed below do not therefore constitute a final 1ist
of all the means of action available nowadays, and even
less are they a complete inventory of all those that could
be taken into considerati.on.

Placement servi.ces

A public placement service is regarded as the essential
rre-requisite of an active manpower policy. Only in this
way can supply and demand on the labour market be brought
into balance with due regard to human and social factors,
to the interests of the national economy and those of indi-
vidual firms. A nation-wide mnetwork of placement offices
is best qualified to co-ordinate and carry out an sctive man-
power policy.

The mere registration of the unemployed and of vacan-
cies, which was once the main function of public placement
services - and unfortunately still is in a good many coun-
tries - should be supplemented with measures for improving
the operation of the labour market. Special importance must
also be attached to the methods for determining the prefer-
-ence of those seeking employment for particular jobs and
professions on the one hand, and the counselling of employ-
ers concerning the supply of labour available and the vo-
cational training etc. required.

The Seminar endorsed the principle whereby placement
services throughout the country should be centralised. It
follows that, as 1laid down in the I.L.0. Convention on the
orgenisation of employment services, local placement ser-
vices must act in accordance with the directives of their
central headquarters on important issues. A good many ex-
amples show that the failings of public placement services
and of active manpower policy are frequently due to inade-
quate centralisation. Such unified control often supplies
the basic requirements of placement and other activities of
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the service relating to an active manpower policy, e.g. des-
cription and classification of occupations, examinations and
interviews, orientation of vocational training activities
etc.

The contacts between manpower services and employers
are ‘ucreasing as a result of the broadening responsibili-
ties of the manpower services. The main purpose of these
contacts is to obtain information on the proposed lay off
or dismissal of workers, but they also provide better in-
formation on vacancies and on future nanpower requirements.
The counselling of firms on filling of vacancies serves to
deepen these contacts which also lead 1o better exchange
of information.

Three examples of activities in which the manpower ser-
vices are in particularly close contact with industry are
those of the measures to counteract seasonal fluctuations
in the building industry, the procedures to aid in adapta-
tion to structural changes and measures for the implementa-
tion of regional policy. In the Ilatter instance, the man-
power services in some countries initiate projects for
training programmes or for the creation of jobs, and arrange
for the migration of people out of or into an area.

These contacts are an important factor in the integra-
tion of manpower services into the economic and social life
of a country. It is clear that the various countries are
more +than ever anxious to keep public opinion informed about
the duties snd activities of the manpower services. The
financial resources of the manpower services should include
sufficient appropriations for publicity and for the use of
mass media.

The views of the Seminar on modern placement services
are contained in paragraph 6 of the Conclusions: "Among
the services needed in the programme is a modern efficient
placement system equipped with the appropriate tools emong
others for counselling, testing and vacancy reporting; with
regsources for financing training and the maintenance of the
workers concerned during such training periods; and with
facilities for ensuring geographical relecation wunder con-
ditions <favouring the easy adjustment to new communities,
including sdequate provisions for housing and social services."

- 15 -
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Yocational guidance

The papers submitted and the discussions which fol-
lowed showed clearly that vocational guidance, though un-
$il recently mainly of interest to young people se... is a
vital aspect of manpower policy. Both for the individuals
concerned and from a manpower policy standpoint it is +the
best form of integration into the national labour force.
The principle that vocational guidance for young people
should be carried out by public employment services is in
line with the idea that manpower policy activities should N
come under unified control and has been gemerally accepted.
This is perhaps because vocational guidance is a relative-
ly recent development and came into existence after public
employment services had been set up. Even in cases where vo-
cational guidance is handled by other authorities, co-operation
with placement services is found necessary, if only at local
level.

Paragraph 5 of the Conclusions contains the following
reference to the functions of vocational guidance: "active
menpower programmes envisage the establishment within each
of the countries of a series of adequately financed, manned
administered and co-ordinated agencies, which serve all oc-
cupational and industrial groups of employees and all enm-
ployers without discrimination. They should help effect the
smooth trensfer of people from school +to suitable jobs and,
to the extent necessary to advance economic progress and
human welfare, from old jobs %o new Jjobs and locations
providing people with greater income end achieving higher
productivity" .

Vocational Training

It was emphasized by the Seminar that vocational train-
ing for young people should be up to date and brought more
closely into line with the principles of manpower policy.
This need is also apparent from the research undertaken with
a view to improving vocational training. Several speakers
expressed the view that the vocational training provided

-
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within the individual firm was inadequate and that it would
be better to have this +traiaing conducted by several firms
working jointly. In some cases the governments organise vo-
cational training during the person's first year of train-
9 ing in order to show the advantages of a planned and sys-
; 4 tematic approach in this respect. Vocational training in
k. the schools also requires a stricter application of the
' : principles of manpower policy. Some speskers drew atten-
‘;‘f B tion to the pressure that msnpower services could exert,
v \ : S{ both for the introduction of special courses and for a larger
' o role in the selection of candidates for vacancies in train-
' ) ing courses. All these efforts for placing the vocational
training of young people on a more solid basis will in-
evitably remain inadequate until the basis of training is
such as to ensble them during their +total working 1life +to
adjust easily to the rapid changes which will occur.

0f more recent origin, adult +%training matches the re-
quirements of manpower policy more closely and 1is more
strongly influenced by the employment services. The pur-
pose of training should not simply be to make unemployed R
persons fit for specific Jobs; it should be a more appro- ‘ -
| priate kind of vocational training which ensbles the labour R

force to become more skilled and qualified. A strong feel-

. ing was expressed that vocational +training should not be
interrupted to £ill every wvacancy which was reported.
i Provision should be made for the subsistence expenses
of trainees and their dependants even in cases where they
do not qualify for unemployment relief. Financial assis-
tance should be provided +to induce +trainees to work for
better qualifications than those strictly required for get-
ting a job.

Several speakers criticised entrance requirements whieh
' made it difficult, if not impossible, to be accepted in vo-
; cational training centres. The Seminar %ook the view that,
;" C even if vocational +training for adults (which is an appre-
: ciably faster process than for young people) was not in
. ‘ any way a substitute for the basic education at school,
| it should nonetheless be capable of fitting workers for
skilled tasks. This is particularly necessary when employ-
ment policy aims to improve the geographical mobility of the
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labour force to match the requirements of the economy. But
it is also important for getting rid of unemployment, since
economic fluctuations and the losses of employment they im-
ply chiefly affect unskilled workers, and this is particu-
larly true in countries where there is a plentiful supply
of labour. 4

The Seminar's views on vocational training are sum-
marised in paragraph 8 of its Conclusions:

"The services must be available to all groups whether k

employed, under-employed or unemployed, so that the opti- |
mum utilisation of manpower is achieved. Training and re-
training programnes are as significant for the promotion
of the employed as for the reduction of the unemployed and
for the adequate broad education and preparation for the
full work life of the young. The size of training programmes
for specific occupations should be related to realistic
projections of manpower requirements for such occupations
n : and co-ordinated with general policies of public and pri- ]
vate investment, thus assuring long-term employment securi- ;
ty for workers undergoing such training."
The requirements of special work groups are mentioned
in the Conclusions, paragraph 9 within the general context 1
of vocational +training: "Induction and training programmes
‘ for manpower groups with special employment problems must
" be extensive enough to ensure their productive contribution
to the economy."

Geographical Mobility

~ The exchange of views at the Seminar made it clear that
the means of action for achieving geographical mobility
are indeed highly developed. The wholesale migration of la=-
bour cannot of course be encouraged, but it must be recog-

] nised that measures +o promote geographical mobility have

‘ become an important aspect of present day manpower policy.

Allowances for travel and removel expenses, for the tempo-

rary duplication of household expenses, etc. and grants

’ for settling in, all tend to facilitate geographical mobi-

: lity and are one of the aspects of an active manpower poliey.
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These different aids, combined with the development of vo-
cational +training, can facilitate the structural changes
needed for progress and stability.

Paragraph © of the Conclusions refers to these mea-
sures as follows: '"among the services nezded in the pro-
gramme (for an active manpower policy) ie 1 modern effi-
cient placement system ..... with facilit 23 for ensvming
geographical relocation under conditions favouring the easy
adjustment to new communities, including adequdte provisio:us
for housing and social services",

Regional Policy

The Seminar took the view that a regional policy should
meke use of all existing means of action, e.g. improvements
in the Infrastructure, subsidies und loans +o encourage the
creation of new industries, industrisal premises built at
government expense, encouragement for the geographical mobi-
1lity of manpower, the construction of workers' houses to
match the establishment of industries in a particular area
and, lastly, decentralisation - the latter being facili-
tated, inter alia, by refusing permits for the installation
of industries in certain areas in which +there is over-con-
centration.

Since a regional policy as understood in this sense em-
braces a very wide field,and implies large scale expendi-
ture in connection with measures related to employment po-
licy, the authorities in charge of manpower services should
play a leading part in this policy and entirely take over
certain tasks. The papers submitted at the Seminar show that
this point of view is already put into effect in some coun-
tries. In the 1light of the statistics at their disposal,
the menpower services often indicate the ereas where help
should be provided. In some countries, they Play a part in
the allocation of subsidies and loans etc. and sometimes
award such facilities themselves. They are often consult-
ed as to where an industry should be installed. It is by
providing vocational training facilities and subsidies for
workers who follow decentralised firms to their new sites
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that the manpower services can also contribute to the suc-
cess of regional policy.

This idea is also apparent in +the Conclusions of +the
Seminar which state that ".... there must be governmental,
social, economic, fiscal and other programmes for attaining
and maintaining full employment and a geographical balance
of economic development and employment opportunities among
the various regions and areas of the countries". (Parsgraph
2.)
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Seasonal fluctuations in employment

One of the sectors in which seasonal fluctuations are
most 1likely to occur is that of the building industry. Some
countries have established 1local or regional committees com=-
prising representatives of manpower services, employers,
building workers and various official or semi-official bo-
dies connected with the building industry. The free exchange
of information within such committees paves the way for ju-
dicious decisions on the timing of building projects. There
are also some "building permits" that are a matter of man-
power policy, but it appears that these are becoming largely
superfluous as a result of the co-ordination which develops
as a matter of course within the committees mentioned adbove.

Subsidies should as far as possible be granted to off-
set the ‘high cost of work in winter. Financial assistance
should be given for planning, which is of particular impor-
~ tance for winter building,and allowances or grants should be
awarded to building contractors and workers to ensble them
to buy winter equipment etc. In order to maintain a 1link
between employers and workers, that is to say, in order to
keep Jjobs open, some countries have special arrangements
whereby compensation is awarded to offset, at least to some
extent, the loss of income resulting from bad weather. The
aim is to ensure that building work will be resumed as soon
: as weather conditions permit.

o According to the experiences discussed at the Seminar,
; the offective application of such measures sbove all depends
! on the existence of appropriate winter building projects.
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In certain countries, this vital condition is fulfilled by
drawing up, in advance, a publi.. inv2stment programme for
& specific perlod. Whensver a seasonal decline in employ-
ment occurs, these bullding projects ~ which are not pick-
ed at random but in the 1light of real and urgent require-
ments, can be started immediately. In sectors other +than
building, such as agriculture or the tourist industry, only
sporadic attempts are made to deal with seasonal fluctua~
tions. Advantage 1is taken of the off-season mainly for or-
ganising vocational training c¢-urses,

Cyclical Fluctuations

This is a field where practical menpower policy is
still backed by relatively little experience.

In some countries, extensive employment programmes are
planned in advence for immediate application when called for
by economic conditons. In certain cases, the effocts of a
recession have been mitigated by large-scale building pro-
Jjects and public works resulting from manpower policy. Si-
milarly, the manpower authorities may have some influence on
capital investment in the private sector.

tructural changes

The BSeminar took the view that it was the function of
an active manpower policy to help +the process of structural
change by ensuring safe employment for people who remain in
depressed sectors and suitable re—employment without hard-
ship for those who lose their Jobs. There is not yet enough
experience in this field, but in accordance with the require-
ments which such structural changes entail, the following
facilities are already being granted: refund of travelling
and removal expenses, separation and settliog in allowances,
wage adjustments and compensation, temporary subsistence al-
lowances and allowances for vocational re-training,

The Seminar's views on the function of an 80 civ:. man-
bower policy in combatting seasonal and cyclical ijiuctua=-
tions are contained in paragraph 3 of its Conclusions, which
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states that: "an active economic growth policy needs to be
veinforced with Uechmigues for sconomic svability achlsved
by economic and manpower procedures which will offget the
seasonal and cyclical fluctuations and facilitate the adjust-
ments required by +the structural changes in the nation's
econonmy” ,

MANPOWER SERVICES FOR ALL IN THE LABOUR FORCE

An active manpower policy must ensure that all the mea-
sures mentioned above are applicable +o the whole potential
labour force and not only to the unemployed, as’ was the case
in the past. '

This 1s clearly stated in paragraphs 5 and 8 of the Con-
clusions: "Active manpower programmes envisage the estab-
lishment within each of the countries of a series of ade~-
quately financed, manned, administered and co-ordinated
agenclies which serve all occupational and industrial groups
of employees and all employers without discrimination"; and
"the services (i.e. those resulting from an active manpower
policy) must be available to all groups whether employed,
under-employed or uremployed, so that the optimum utilisa-
tion of manpower is achieved'.

This does not of course imply that such measures should
be arbitrary or coercive; +they can in fact only consist in
providing specific financlal incentives. As the Seminar em-
phasized, the freedom of managements and of individuals a-
like must be safe-guarded in all circumstances., Paragraph 5
of the Conclusions expresses this view in the following terms:
"These shifts should be made while respecting +the freedom
of choice of workers, without injury %o their level of skill,
their living standards, their own or their dependants' mo-
rele. They should inspire confidence in the beneficial na=-
ture of the necessary economic and technological changes
and should elicit co-oreration in making them. These ser-
vicea will increase the freedom of all people to choose and
change their jobs and occupations",

The most effective way of seeing that the whole man-
power potential 1s covered by +t.2se measures is to ensure
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that the cost of services resulting from an active manpower
policy, s.g. vocatiomal training or re-treining, transfers,
psycho-technical +tests etc. is borne by the community and
is not a burden on the individual.

As stated in paragraph 7 of the Conclusions: "The bur-
dens and costs of adjustment to national economic and techni-
cal changes must be borne by the community and not imposed
on the individual who will discharge his constructive re-
sponsibilities through utilisation of the opportunities af-
forded him".

STATISTICS AND FORECASTS

It is increasingly apparent that the application of an
active policy for economic expansion requires a deeper know-
ledge of the existing situation and at least an approximete
idea of future trends.

If this is true of general measures, it applies even
more S0 to the selective measures resulting from a manpower
policy. The Seminar firmly emphasized that such measures
should be +taken in the light of objective data. A selective
employment policy substantially depends on medium end long
term forecasts resulting from existing statistical data.

In practice, vocational training should be based, for in-

stance, on data of the supply and demand in specific trades,
and also on competent apprairals of future requirements for

particular occupational skills. The planning of vocational

training, especially for young people, requires long-term

estimates for which the only basis can be accurate employ-

ment forecasts, and these, in their turn, must of course fit

into the context of general economic projections. But 1t

is also important to have accurate statistics and forecasts
for a regional policy and for measures for dealing with sea-
sonal and cyclical fluctuations, etc.

The trade union leaders who took part in the Seminar
thus oonsidered that, in the context of an active manpower
policy, the closest attention gshould be paid to the develop-
ment of statistical and forecasting methods. The bearing that
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statistics have on manpower policy is made clear in para-
grephs 8 and 13 of the "Conclusions", i.e.: "These agencles
(responsible for working out manpower policies and co- ia
ordinating the institutions and services equipped with in-
dependent means of action) should be charged with obtaining
necessary Statistics, securing reports and making such sur-

ys and studies as will be helpful in formulating immediate,
.aort run and longer term policies and programmes'.

In paragreph 8, reference is made to the relationship

between . atistics and vocational training, as follows: ‘

"the size of training programmes for specific occupations
should be related to realistic projections of manpower re-
quirements for such occupations and co-ordinated with gene-
ral. policies of public and private investment, thus assuring
long~term employment security for workers undergoing such
training®.

FINANCE ]
The action taken under active manpower policies is not g

financed in the seme way in every Member country. The prin- f
cipal sources of finance are ‘the national budget and work- §
ers' and employers' contributions to unemployment insurance. :
Some countries have special funds which usually draw their
assets from the national budget but have some degree of in-
dependence and are unaffected by yearly budgetary decisions.

E The Seminar was less concerned with methods of fi- i
nancing than with the scale of expenditure on an active
manpower policy that would be Justified. This kind of is- /
sue msat not be judged by reference to the immedlate expen-

3 diture resulting from specific measures and activities but .

k- should as far as possible be treated in the context of a

1 general economic budget. The data required for a proper ap-
praisal are still inadequate and research on this subject
has only just begun. However, having regerd to various fore-
casts and to general considerations concerning the effects

% of an active manpower policy on economic expansion, expen-

{ diture in the region of one or two per cent of +the Gross
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National Product may seem Justified. One of the views ex-
pressed at the Seminar was that it would be most useful to
have formal justification for the expenditure implied by an
active manpower policy by prcviding for this expenditure in
national budgets.

The question of finance is mentioned at various points ‘
in the Seminar's "Conclusions" for instance, in paragraph
5: "active manpower programmes envisage tt establishment
vuvss Oof @ series of adequately financed .... agencies'.

At a later point, paragraph 12 reads as follows: "Where
feasible, such agencies may autonomously administer flexi-
ble expenditure programmes, voted by the government, to coun- i
teract seasonal fluctuations or to help <forestall cyclicel ;
downswings".

X

ORGANISATION

»

i
As stated in connection with the means of action of an

active manpower policy, the tendency, in practice, is to-

{' wards a centralised organisation of manpower activities, that
is to say, a central headgquarters having under its control
the services installed all over the country. However, cen-
A tralisation means something more: it implies that manpower
policy must be plamned ani given effect by a single authori-
ty, thus avoiding the dispersal of effort resulting from the
allocation of responsibilities among ceveral authorities.

On the question of administrative organisation, the
trade union leaders present at the Seminar took the view
that the Ministry of Labour (or whichever Ministry is compe-
tent to deal with questions of manpower) should, more than
it has done in the past, centralise under its control all
the activities vrelating to an active mampower policy. One
criticism was that certain decisions which were a matter
of manpower policy hed to be sutmitted to the Ministry of
Finance for approval and this considerably reduced the ef-
fectiveness of manpower policy. In fact, this procedure weak-
ens Or even endangers the collgboration between Management
and TLabour which is often developed in practice at Ministry
of Labour level and below.
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Since the end of the Second World War, the role of the
State in matters of economic policy has entirely cha.néed.
Certain budretary issues which only partly depend on the con-
sent of the Parliament are handled by the Government 80
that 1t may bring its influence +to bear quickly ané effec-
tively on economic development and on problems of employ-
ment. In law or in fact, matters involving the authorisa-~
tion of budgetary expenditure come within the province of a
Ministry of Economic Affairs or a Ministry of Finsnce. This
being +the trend in so important a field as economic activi-
ty, then surely Shere must be all the more reason to cen~
tralise the powers of decision in a sector such as active
manpower policy where the financial resources involved are
small and, at most, account for only a minute percentage of
the national budget.

The action teken by an authority responsible for active
manpower policy should, of course, in all circumstances be
based on statutory provisions, this being the procedure
taken for granted in any democratic community. Any deci-
sion on a specific case must fall within a pre-dc¢termined
framework.

A particularly important issue - to which +the Seminar
rightly gave close attention - is co-operation between Ma-
nagement and Lebour in the plenning and application of man-
power policy measures. Developments in the field of econo-
mic and social pollcy have made it increasingly clear that
decisions camnot be smoothly and altogether satisfactorily
put into effect unless Management and Labour co-operate.
Such co-operation can have various institutional forms,
these often being modified by Management and Labour them-
selves. Along the lines of what is already a long-standing
practice in the field of social security, some countries
have established manpower policy organisations with & tri-
partite membership having power of decision and working in-
dapendently within the framework of statutory provisions.,
This approach goes a long way towards integrating an active
manpower policy in the economic and social life of the coun-
try and giving it greater impact. In the absence of insti-
tutions of +this kind, the eaim in practically ail cases is
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to secure co-operation and agreement between Management and
Lebour by means of +the committees established at every le-
vel of manpower administration.

Paragraph 12 of the Conclusions discusses this point
as follows: "Govermments should design agencies to develop
the nationsl manpower policies and co-ordinate the institu-
tions and agencies administering the specific tools. These
sgencies should advise the authorities on economic and fis-
cal policies and programmes to help to assure full employ-
ment. Where feasible, such agencies may eutonomously ad-
minister flexible expenditure programmes, voted by the govern-
ment to counteract seasonal fluctuations or to help fore-
stall cyclical downswings. To ensure adequate co-ordination
in achieving the efficient realisation of the goals, the su-
pervision and administration of the individual services might
be placed within such agencies".

Paragraph 14 of the Conclusions states that: "In demo-
cratic societies ... the administrative agencies (for basic
active manpower programmes) should contain, or should es-
tablish consultative bodies which would include responsi-
ble representatives of trade wunions and employers in order
to ensure the agencies, responsiveness to actual needs and
the co-operation and free participation of the component ele-
ments of industry in the programme".

CONCILUSIONS

The discussions at the Seminar showed that there is a
general trend in favour of an snetive nanpower policy. The
need for such a policy will become more urgent as the pro=-
blems of achieving a high level of employment,and maintain-
ing it where already reached,become more presasing.

In view of the relatively short period during which an
active manpower policy designed to solve economic and enm-
ployment issues has heen applied systematically, or at least
with sufficient drive and scope, it is most difficult to
ascertain in statistical +terms how much impact +the acticn
taken wunder this policy has had on economic development
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and employment. But the Seminar participants were convinced
of the benefits of such 2 policy. Their general views on ]
the effectiveness of an active manpower policy are set out
in paragraphs 10 and 11 of the "Gonclusions" as follows:
nActive manpower policies can contribute <vo economic
growth and tend to moderate inflationary and deflationary
pressures on ‘the economy. These volicies will also con-
/ tribute to higher real incomes for workers and a more Jjust
: distribution of income.

: "Nations following such programmes have gained great 1
prestige and approval within the community of nations." i
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CONCLUSIONS OF THE SEMINAR

The Members of the O0,E.C.D. Trade Union Seminar on an
"pActive Manpower Policy" convened in Vienna, 17-20 September,
1963, urged all Member countries to adopt and implement an
active manpower programme dedicated to full, productive free-
1y chosen and personally secure employment, yielding an evex
rising personal well-being for their population. This pro-
gremme is essential in order to raise the standard of liv-
ing of all groups, to promote greater international exchange,
and to assure an opportunity of employment for all those
willing and capable of contributing to the nation's well-
being, thereby promoting the personal dignity to which all
citizens of a democratic society have a right, and thus
contributing significantly to the realisation of the 0.E.C.D.
growth target of a 50 per cent increase in the national pro-
duct in the sixties.

The realisation of these objectives calls for a pro-
gremme equipped with adequate tools, and informational, admi-
nistrative and financial resources. Underlying the opera-
tion of such programmes there must be governmental, social,
economic, fiscal and other programmes for attaining and
maintaining full employment and a geographical balance of
economic development and employment opportunities among the
various regions and areas of the countries.

An active economic growth policy needs to be reinforced
with techniques for economic stability, achieved by econo-
mic and manpower procedures which will offset the seasonal
and cyclical fluctuations and facilitate the adjustments re-
quired by the structural changes in the nation's economy.

An active manpower programme strives to promote the full
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utilisation of the nation's major resource, its people, in

a manner which helps individuals to fulfill their maximum

potential through optimum placement in the production sys-

tem. It provides a dynamic perspective for the formulation
of the nation's economic and social policies and for the

orientation of its manpower programmes, services and in-

stitutions.

Active manpower programmes envisage the establishment
within each of the ocountries of a series of adequately fi- ]
nanced, manned, administered and co—-ordinated agencies, which
serve all occupational and industrial groups of employees
end all employers without discrimination. They should help
effect the smooth transfer of people from school to suitable
jobs and, to the extent necessary +to advance economic pro-
gress and human welfare, from old Jjobs to new Jjobs and loca- i
tions, providing the people with greater income and achiev- (
ing higher productivity. These shifts should be made while
respecting +the freedom of choice of workers, without injury 3
to their level of skill, +their living standards, their own
or their dependan¥s' morale. They should inspire confidence
in the beneficial nature of the necessary economic and tech-
nological changes and should elicit co-operation in making
them. These services will increase +the freedom of all peo-
ple to choose and change their Jjobs and occupations.

Among the services needed in the programme is a modern
efficient placement system equipped with the appropriate
tools among others for counselling, testing, and vacancy
reporting; with resources for financing +training and the
maintenance of the workers ooncerned during such +training
periods; and with <facilities for ensuring geographical re-
location under oconditions favouring the easy adjustment to 4
new communities, including adequate provisions for housing ]
and social services.

The burdens and costs of adjustment to national ecc -
nomic and technical changes must be borne by the community
and not imposed on the individual who will discharge his
constructive responsibilities through utilisation of the op-
portunities afforded him.

The services must be available to all groups whether
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employed, uader-employed or unemployed so that the optimum
utilisation of manpower is achieved. Training and retrain-
ing programmes are as significant for the promotion of the
employed as for the reduction of the unemployed and for the
adequate broad education and prepsration for the f{ull work
life of the young. The size of +training programmes for spe-
cific occupations should be related to realistic projections
of manpower requirements for such occupations and co-ordi-

! nated with general policies of public amd private invest-
ment, +thus assuring long term employment security for work-
ers undergoing such training. )

Induction and training programmes for manpower groups
with special employment problems must be extensive enough
to ensure their productive contribution to the economy.

Active manpower policiés can contribute to economic growth
and tend to moderate inflationary and deflationary pressures
on the economy. These policies will also contribute +to
higher real incomes for workers and a more just distribu-
tion ¢f income in the society.

Nations following such programmes have gained great pres-
tige and approval within the community of nations.

Governments should design agencies to develop +the na-
tional manpower policies and co-ordinate the institutions
and agencies administering the specific tools. These agen-
cies should advise +the authorities on economic and fiscal
policies and programmes to help to assure full employment.
Where feasible, such agencies may autonomously administer
flexible expenditure programmes, voted by the government to
counteract seasonsl fluctuations or to help forestall cy-
clical downswings. To assure adequate co-ordination in
achieving the efficient realisation of the goals, the su-
pervision and administration of the individual services might
be placed within such agencies.

These agencies should be charged with obtaining neces-
sary statistics, securing reports and meking such surveys
and studies as will be helpful in formulating immediate,
short run and longer term policies and programmes.

In democratic societies, the basic active manpower pr-. -
grammes should be authorised by and established through th.
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action of legislative bodies, to ensure continuing popular
understanding and sanction for these efforts. The adminis-
trative agencies should contain, or should esteblish, con-
sultative bodies which will include responsible representa-—
tives of +trade unions and employers,in order to ensure the
agencies' responsiveness to actual needs and the co-operation
and free participation of the component elements of industry
in the programme.

An active manpower programme calls for the concurrent
adoption of industriasl relations programmes within industry )
and the firm, which will apply the same active manpower prin- I~
ciples at these levels as are being effected through the na- }
tional economy. Collective bargaining and consultation be- !
tween the social partners must ensure adequate information
and procedures concerning changes, and careful integrated 1
plamning of technical and economic changes and manpower ad-
Justments. Early warning systems on redundancies enable re-
training, relocation and adjustment measures to be +taken
to avoid any unfavourable consequences of +the necessary
transfers. The payment of adequate unemployment ‘benefits
and compensation in case of redundancy would facilitate
adjustment, without injury to the economic position, physi-
cal well-being oxr the morale of workers awaiting their em-
ployment elsewhere. Such periods of unemployment would be
minimised if there were a healthy and expanding national
economy.

The increased requirements of modern jobs and the ris-
ing productivity of the economy call for longer and more
adequate educational preparation for working life and a re-
duction of the working time of the employed.

An active manpower programme can serve to advance the
nation's economic growth and well-being by assuring the op-
timum participation and utilisation of the nation's citizens.
It has increasingly commended itself to all groups because
it rationalises +the organisation of the labour market and
advances the economic gains of all, both in the short and
long run. The costs of operating such a programme will re- 4
mein relatively low compared with the economic, social, hu-
man and political benefits.
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The governments, employers associations snd trede unicn
movements should examine their own policies and practices,

in order to bring them into line with the principles of an
active manpower policy.
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RECOMMENDATION OF THE COUNCIL ON
MANPOWER POLICY AS A MEANS FOR THE

—______—_-_—_

PROMOTION OF ECONOMIC GROWTH

e e e e e r———

Adopted by the Council at its 67th meeting
on 2lst May, 1964

The Council

Having regsrd to Articles 1, 2 and 5(b) of the Conven-
tion of the Organisation for Economic Co-operation and Deve-
lopment of 1l4th December, 19603

Having regard to the Report of the Manpower and Social
Affairs Committee on Manpower Folicy as a Means for the Pro-
motion of Economic Growth, 19th March, 1964 (hereinafter call-
ed the “Report™)

On the proposal of the Manpower and Social Affairs Com-
pittee;

I. APPROVES the Report.

TI. RECOMMENDS +hat Member countries proceed - in the near
future snd as part of their development sctivities and their
efforts to abtain the growth target of the Organisation - to
a re-examination of their manpower policies in the light of
the Report with a view to increasing their ability to solve
employment problems oreated by technical and economic change.

TIII. RECOMMENDS that Member countriss in carrying out this
re-examination should undertake any appropriate consultations,
particularly with nansgement and labour orgenisations.

IV. REQUESTS Member countries %o report to the Organisation
on sctior teken by them to implement this Recommendation, not
later than by 30th June, 1965.
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MANPOWER POLICY AS A MEANS FOR THE
PROMOTION OF ECONOMIC GROWTH

Report by the Manpower and Social Affairs Committee

Manpower policy should be given an important role in
the pursuance of economic growth by contributing both to the
increase of the productive capacity of the economy and to
its utilisation. Along with the basic programme for educa-
tion and training of youth there is need for training pro-
grammes for persons of all working ages to help meet demands
for new skills and adaptation to changes in the industrial
structure. Along with scientific and techuical progress there
ig need for measures to promote acceptence of new techniques
by all concerned. Along with {iscal and monetary policies
designed to maintain high levels of employment and business
activity in general terms, there is need for more specia-
1lised and selective measures, creating jobs in labour sur-
plus areas and encouraging the flow of manpower from such
areas to expanding and productive industries.

By promoting the mutual adjustnent of manpower needs
and resources, an active manpower policy has the special ad-
vantege of being expansionist with regard to employment and
production but anti-inflationary with regard to costs and
prices.

The diversification of production, the increasing volume
of technical research and innovations, the efforts to libe-
ralise and expand international trade, and the appearance of
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a number of new countries as producers ia the world market
for industrial products tend to increase +the multiplicity
of economic changes, perhaps also their severity. If the nec-
cessary adjustments do not take plecs rapldly there is a
risk that they will give rise to economic contractions snd
unemployment, If the adjustments are not carried out in
forms acceptable to those who are most immadiately affected,
protective and restrictive reactions can be expected. Since
the benefits of such change accrue to the community as a
whole, the community should bear a significant part of the
costs of adjustment to economic and technical change and
should also act to reduce the burden of such adjustment.

Countries sometimes accept +the burden of large direct
or indirect subsidies or measures of protection to maintain
employment in declining and 1less productive sectors. Public
money could often be better used to facilitate and stimulate
workers' moving and retraining for better jobs or the es-
tablishment of industries with positive prospects in areas fac-
ing employment difficulties. ZExpenditure of the types envi-
saged here for the improvement of human resources and their
re~adjustment should not be regarded as a cost to society,
but rather as a "sound investment in adaptation"., At the
same time they promote important social wvalues by increas-
ing +the individual's freedom in the choice of an occupation
or workplace and his security against loss of income,

In view of the interdevendence of national economies
it is advantageous for an individual country if in all other
countries high employment prevails, economic progress con-
tinues, and negative repercussions and restrictive reactions
to technical and economic change are avoided. Consequently 4
the 0.E.C,D. countries have a joint interest in exploring so- j
lutionz to employment problems,

The Manpower and Social Affairs Committee therefore coa-
sider that Member countries should undertake a specific re-
exanination of their manpower policies in +the near future.
Some specific measures and programmes which should normal-
ly bVe part of an active manpower policy are indicated in
the following paragraphs. It is understood that in devising
such a manpower policy due regard must be given +to the le-
vel of economic development and the institutional background,

—t
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which may vary from country to country, and to the conse-~
quent differences in degrees of priority vhich have to be
given to various elements. It is nevertheless desirvable
that all Member countries undertake parallel efforts to make
progress in this field. Manpower policy should be made one
of the main elements of economic policy in the pursuit of
the O0.E.C.D. growth target; at the same time the social as-
pects of such a policy should always be borne in mind.

Policy-making and Administration

A central policy body, or adequate co-ordination Dbe-
tween different existing agencles is essential to formulate
over-all policy, to determine general directives, to inden-
tify strategic activities in the 1light of changing needs,
and to initiate and develop new programmes an¢ services. The
Manpower authorities should strive to ensure that the ob-
jectives of the national manpower programmes are fully re-
cognised by all relevant sectors of government and that the
employment objectives everywhere are given the high priori-
ty they deserve from the polnt of view of economic, politi-
cal and human interests.

Participation of employers' and workers' organisations

Employers and workers, through the development of man-
power programmes on & plant, establishment, or industry ba-
sis, can make an important contribution to the promotion of
economic growth. Such programmes, which will vary widely
in both form and nature among industries and countries, can-
frequently be stimulated through appropriate labour-management-
government consultation and co-operation. To be effective,
such consultation must spring from an appreciation of the
role employers and workers and their organisations can play
in promoting economic growth and improvement in standards of
all people.,

Co-ordination of manpower and other economic policies

Different types of measures should be predominant de-
pending on whether the period is one of inflationary pressures
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or one when a business recession c¢r restrictive policies for
maintaining the balance of payments and priecs stability tend
to reduce employment and hamper grovth., The menpower eutho-
rities should constantly be prepared for rapid and timely
action according to circumstances. This presupposes a high
degree of information about economic +trends in various parts
‘ of the economy, including contacts with employers to get ad-

: vance notice about changes in the employment outlook. During
slack periods, if timing and other factors support their ef-
fectiveness, public works and the provision of socially-
needed public services should be used, possibly as part of
a policy to increase the general level of demand. Such works,
as well as local or general arrangements to influence em-
ployment in private enterprise must be prepared in advance,
so that they can be utilised at the right moment. Seasonal
employment variations might also be counteracted by adminis-
trative influence upon the starting of building and construc-
tion projects or financial incentives to stimulate employment
during the slack season.

The Employment Service

This should be an institution promoting the effective
functioning of the labour market as a whole in respect of
all categories of workers. It must be given sufficient re-
sources, including qualified personnel and attractive pre-
mises so as to gain the confidence of all sectors and class-
es of employees and employers. It should be capable of pro-
viding adequate description of jobs and of qualifications
of applicants, vocational guidance and occupational counsell-
ing services, and inter-regional clearing of vacancies. It
should also be able to administer special programmes de-
signed to encourage geographical and occupational mobility
and social adjustment. These programmes should apply to all
categories of workers, whether employed, under-employed, or
unemployed, so as to promote cpbimum utilisation of manpower.

T At L e it @ c B s G AR s k4 el o s A A R




R R e R A b esence

A AR
e Pyt o b T e P & v

TR Y

Human Resovrce Development, Including Vocational Training and
] Retraining

One important element of an active mampower policy is
to see to it that human resources are developed to such an
extent that the achievement of desired rates of technologi-
cal change will not be impeded through lack of workers with
suitable skills. To a great extent, trairing opportunities
5 are provided by employers, but public authorities must see

to 1t that total +training capacity is adequate for the eco-
nomy as whole. Probably an increasing part of the popula-
tion will be required to change occupation during their life,
" as technology progresses. Adult training and retraining fa-
cilities <chould be provided on an increasing scale, both with- i
in private industries and in educational institutions, in
order to promote the necessary shifts and adjustments. Every- |
body needing and wishing to acquire new skills should be :
\ given the opportunity to qualify for the new and better jobs.
It should be realised that the best preparation for later
occupational shifts is a good basic education and technical

training for the young, which takes account of the needs of
modern technology.
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Geographical Mobility E

Geographical mobility would be promoted by better infor-
mation +to workers about Jjob openings outside the home area,
1 but in many cases economic and other hindrances to desirable
mobility are considerable. The employment services should
be authorised to provide travel and resettlement allowances a

to offset these hindrances. Co-operation with housing autho-
rities and special efforts for solving housing problems in
expansive areas will often be appropriate to create better
conditions for a rational re-allocation of the labour force.
Measures should be taken to facilitate +the social adjuste-
ment and integration of people settling in a new area, in
particular those coming from very different environments,
such as international migrants and rural workers going to
urban industries.
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Regional Development

A well-rounded manpower programme requires adequate mea=
sures to bring jobs to workers. FProgrammes for encouraging
employment in depressed and underdeveloped areas should be
established, with due regard to sound principles of econo~
mic development. Such programmes may include fiscal advan~-
tages,loans for new investment and other incentives to pri-
vate enterprise, as well as public undertakings. The admi-
nistrative agencies should be equipped to aid local communi -
ty organisations in their economic development progremmes and
0 co-ordinate such programmes with national economic aims.

Employment of Marginal Groups

Many groups now intermittently or permanently outside
the labour force can be helped to participate in useful em-
ployment through such aids as rehabilitation, retraining,
special Job arrangements and efforts to reduce prejudice
against their employment. Such measures can be particularly
efficient when shortages of labour exlst or are impending.

Finsanciel Provisions for Re-adjustments

Adequate unemployment benefits and compensation in case
of redundancy as well as the special allowances for persons
undertaking resettlement, retreining, rehabilitation, and
other re-adjustments, are recommended as facilitating eco~-
nomic change with favoursble results for the economic posi-
tion, physical well-being, or the morale of workers. They
would promote rational placement in new Jjobs and positive
attitudes to progressive changes and should therefore be re-
garded as valuasble not only for the individual but for the
economy as & whole.

Special Problems of Developing Countries

It is understood that a solution of the employment pro-
blems of Member countries in process of development, which
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generally have to cope with extensive under-employment in
rural areas, must depend to a great extent upon the possibi-
lities of achieving the accumulation of capital necessary
for the creation of new industries and adequate public in-
vestments. Any development plan, however, must contain an
appreciation, based upon an analysis of demographic and
other internal conditions and on the experiences of the al-
ready more industrialised countries, of the various man-
power requirements which such a plan involves and the ways
and means through which the population of underdeveloped re-—
gions can be adapted to modern life. Co-operation between
manpower and education authorities - always necessary - is
of particular importance in these cases.

Sunmary

The pursuance of a programme on these lines would mean
action in the following directions:

(a) A more comprehensive employment service, which can
be utilised by employees and employers of all ca-
tegories.

(b) An increased degree of preparedness for preven-
tive or remedial action against employment distur-
bances.

(c) Substantial enlargement of adult training facili-
ties and reforms in the general education and
training system to meet the rapidly changing needs
of modern technology.

(d) Forecasting of future occupational requiremepnts,
to act as a gulde for developing education and
training programmes.

(e) The introduction or reinforcement of specific means
for encouraging desirable geographical mobility.

(£) More systematic support of industrial expansion in
backward or depressed areas with development pos=-
sibilities.
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(g) The intensification of measures to meke it easier
for marginal groups to take up and keep gainful {
occupation. )

(n) The developmznt of income security programmes, such
as unemployment and redundancy compensatior and
special adjustment allowances.
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REPORTS PRESENTED AT THE SEMINAR

THE_EVOLUTION OF THE CONCEPT OF AN
ACTIVE MANPOWER POLICY

by Solomon Barkin
Deputy to the Director,
for Manpower & Social Affairs,
Head of Social Affairs Division,
0.E.C.D.
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The concept of an active manpower policy has evolved
from +the realities of post-war developments. It is an ans-
wer to the practical needs of the countries for a set of
guiding principles +to govern the organisativn of their in-
dividual manpower services. Reflecting on +the form of war-
time controls of the labour force, many had come to believe
; that the systematic integration of the manpower services
might bYe needed to achieve the new social and economic tar-
gets , without having +to restore controls or utilise the prin-
ciples of compulsion or the directive methods of war-time
emergencies. Through a very evolutionary process, the compo-
nent parts of an active manpower policy and organisation
have been assembled so that we can at present more clearly
define them. However, with the passing of time, the appear-
ance of new problems and the acceptance of new objectives,
additions may be made to the basic concepts. In additionm,
the needs of countries at different stages of economic deve-
lopment and with different practical problems will be re-
flected in the contrasting points of emphasis on the specific
phases of the programme.
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If there is any common background for the programme for
the "active manpower policy" it is the acceptance of a poli-
¢y of full employment by the nations of the world. The dread-
ful experiences with unemployment during +the thirties im-
Planted a strong determination in all people to wipe out this
scourge. The leaders from every walk of life were dedicated
o secure the realisation of full employmert in the civilian
economies as they had attained it during periods of national
emergency and international confiict. It became a pre—eminent
objective of the International Labour Organisati.m's Phila-
delphia Declaration of 1945 and has been repeated in a num-
ber of international instruments. MNoreover, it has been
adopted as a national goal in economic planning instruments
adopted by individusl countries. In the United States the
Employment Act of 1946 dedicates the country to a goal of
maximum employment.

In the immediate post-war years, the dedication to re-
construction and the financial assistance provided by the
United States stimulated activity in most countries to such
@& high 1level that the full employment goal was realised,with-
out +the use of special programmes oriented to that purpose.
Shortages had to be overcome; the economies had to be re-
constructed; +the losses of +the thirties and the war period
had to be offset by new construction, inmovation and modern-
isation. The 1large backlog of industrial andi scientific
knowledge begged to be incorporated into the economic struc—
ture. These innovations and activities fostered continuing
maximum and full employment. In fact, the relapses from
this state were in no small part due +o the restraints of
economic policy designed to control inflationary pressures.

The concern with +the 'possible inflationary impact of la-
bour shortages upon wage levels soon led +to a debate on
whether a full employment economy was compatible with price
stability. Employers and many economists argued that employ-
ment had to be limited to avoid such inflationary pressures.
This argument has continued to date and has considerably
restricted +the use and size of the economic and fiscal pro-
grammes. It has been feared that by "overheating" the eco-
nomy through full employment, inflationary trends would be
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in¢reased. A sesrch was started for techniques for meintain-
ing full employment without producing these consequences. The
result was the growing conviction that improved facilities
for increased occupational and geographical mobility of +the
labour force would greatly minimise the shortages, thereby
retarding wage and price pressures. It was argued that if
training facilities were adapted more directly to the rising
labour needs and ald was provided to workers to move to the
[ new Jjr*s, there would be fewer labour shortages and full em-
Ployment could be reconciled with the maintenance of a sta-
ble price level.

Simultaneously there developed a growing realisation
that ecopomic expansion was Itself being inhibited by a la-
bour force untrained and not distributed to +the best advan=-
tage among the regions of the country. Skilled 1labour was
required for many new jobs. Until these persons could be
found, projects could not be started and production would
4 be slowed. From this realisation came the pressure for larger
. and accelerated vocational educational progremmes and in-

X creased stress upon +the need of guiding the young to the new-
3 er expanding employments and of retraining the adults. Coun-
tries with less than full employment gained the understand-
3 ing that, even in periods of moderate unemployment in an
2# econonmy undergoing wide structural and occupational changes,
workers could not at times be immediately found for all va-
cancies. One way of combatting unemployment and opening up
a potential for new Jjobs even in such countries would be %o
supply and train +the needed skilled, professional and +tech-
nical labour. The training and education of people for cur-
rent shortage and growth occupations were vital to economic
growth. Moreover, +the shifting pattern of economic activi-
3 ty required persons with new skills and knowledge who had to
‘ be recruited from the existing work force and the young. The
educational system and the occupational training institutions
had to be re-orgenised better to prepare and train people
for the new employments.

: In countries with full employment +the great stress was
% upon finding people +to fill <the labour requirements of <the
d growing economy. Verious demographic conditions conspired
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to 1limit the size of +the traditional work force. Employers
and employment agencies therefore became eager to recruit new
classes of employees. They turned +to such groups as the old-
er workers, the handicapped, married women, both with and
without family responsibilities, rural population and immi- !
grants. The process of recruiting and inducting these per-
sons into employment was very different from the normal.
Special efforts had to be made to enlist the manpower, train-
x ing had to be especially provided, Jjobs themselves had in
some cases to be redesigned or adjusted, employment condi-
tions, such as hours, had +to be adapted to their needs, spe-
cial provisions had to be made for housing of incoming fa-
milies, facilities for social adjustment were important to
help some of these groups adjust easily and quickly and with
a minimum of personal cost and friction.
In the countries with moderate levels of unemployment,
a study of the long-term unemployed revealed +that economic
and fiscal policies directed +o full employment would in
themselves not provide the answer for all groups of employ-
ees. There were meny among the unemployed who had to be re-
trained and refitted for employment in +the new jobs of mo-
dern industry. These persons had suffered from many dif-
ferent limitations. In some cases it was illiteracy, lack
of adequate education, poor healtl, personal and family ten-
sions and problems, and in other instances it was lack of
discipline and depressed morale or an absence of confidence
and incentive. TFull scale participation of these people in
the economy called for a programme of personal, physical and L
social rehabilitation and adjustment. As a result, a whole *
!
!
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set of new services were organised to aid these persons to
achieve a level of competency which would «permit +them to
compete in the labour market. Where discrimination stood
in +the way of their employment, the vublic authorities re-
cognised a particular obligation to overcome, if rot combatb,
! this barrier to their absorption.

During the course of the post-war years, other new as-
pecta of the employment problem projected themselves. Coun-
tries with almost full emnployment recognised that some in-
dustries were declining. They spelt in some instances
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disaster for the local areas in which they were coanceavraved.
While the country as a whole might have been progressing,
these areas lagged behind. While some of the younger arnd
more mobile elements in the population could be induced to
move out of these areas, large parts of the population re-
mained immobile. The emigration of the more mobile would
handicap the area in redevelopment. Other countries found
that with every recession, unemployment in  these problem
areas became more serious.

The depressed areas became problems of national concern.
The persistence of such areas inhibited maximum employment
and prevented the maximum utilisation of the nation's re-
sources. They became burdens rather than sources ¢f strength
to +the national economy. Undeveloped regions became subjects
of close study.

Several smaller countries in particular had in a num-
ber of instances come +to the conclusion that industrial me-
tropolitan areas were being over-expanded and that the shift
of industry and economic development to new growth centres
would be economically sound. Moreover, labour  surpluses
could be more fully utilised by bringing industry +to these
population groups rather than relying solely upon the mobi-
lity of people to +the job. Out of the individual or collec-
tive considerations, there developed a wide interest in pro-
grammes for regional or area development.

The emphasis on full employment, vogether with the con-
cern about the loss of labour and eccnomic product result-
ing from unemployment and about +the high cost of social
maintenance of the unemployed, prciuced a renewed interest
in finding ways of meeting and combatting seasonal and cycli-
cal unemployment. These have varied from the use »f general
economic tools to governmental projects desigred particular-
ly to absorb the unemployed.

Another element in the concept gf an active labour mar-
ket was added most dramatically in the discussions leading
to the adoption of the Resolution on "Full productive and
freely chosen employment" policy at the 1961 International
Labour Conference. The emphasis on "freely chosen" was a
reiteration of the abhorrence of compulsion. "Forced labour"
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was repeatedly condemned; directed labour was castigated. *
But the concept of free choice of job was not merely a re-
jection of coercion, but a positive belief that men should
be helped to choose effectively. Incorporated in this be-
lief, are all the principles of those I.L.0. recommendations
which stress the need of an effective employment service
whieh is informed of the vacancies, immediate and prospec-
tive, capal.le of testing and advising and counselling with
the applicants, able to provide the opportunities for the
necessary training, able to assist finencially in the move-
aent of workers to Jjobs and otherwise assist people in their
choice.

The second component of this concept was represented by
the term "productive employment". It reflected the convic-
tion that all persons should be able to move to jobs in
which they can meke their greatest economic contribution.
Therefore, the employment and other agencies must be ready
to serve all people whether unemployed, und er-employed or em=-
ployed. MNoreover, the hoarding of labour had to be discour-
aged in order to assure such productive use of workers. And
in all placement services, the moat productive labour avail-
ble should be referred to job vacancies.

The operation of an active manpower policy assumes &an
ability of the individuel worker to maintain himself and
his dependants in face of adversity, while he is being re-
trained and re-adjusted to the new jobs, employmeunts or lo-
calities. From +this need stem the many efforts to redesign
the social security systems to meet the needs of the ac-
tive manpower policy. Xersons undergoing training are to be
paid maintenance benefits; individuals moving to new loca-
1ities are to be paid travel and starting allowances; reha=-
bilitation and medical costs are under-written by the commu-
nity; social services are provided without cost to help in
the restoration of normal personal and family relationships.
Retirement and pension plans are redefined so that older
persons who wish to continue in employment may even gain
some ultimate pension advantages from this employment.

A final element of the active meanpower polic, ' has ori-
ginated with the increasing consciousness of the need for

-
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integrating and co-ordinating the operation of the diverse
elements into a consistent programme. Other concurrent con-
siderations have reinforced this tendency. Many countries
have developed centralised national economic policies and
have even adopted deliberate systems of economic programming.
These have implicitly rec~ inised the need for agreement
among +the component pi ¢ 3 80 that they could reinforce
a common purpose. Tnu. v ,ries have tended to move to-
ward formulating an ove. .41 national manpower policy based
upon & full knowledge of the trends and facts and one built
on a close study of the anticipated future developments, to
which adjustment would have to be made.

To achieve +the basic purposes which had been acquired
through the years aud which had become national objectives,
the anpower programme would have to be directed by a cen-
tral agency with powers of initiative and a high enough sta-
tus among the major policy making agencies to exercise in-
fluence and possibly even direct responsibility for the ad-
ministration of many or at least the principal tools for
realising manpower purposes. Such concentration has become
desirable since it is realised that the specific services and
tools had to be applied with different emphasis and concen-
tration under +the varying circum.:tances and then with suf-
ficient speed to anticipate reverses or to meet immediate
needs.

The consummation of these different contributiors has
increasingly been recognised in the single concept of the
active manpower policy which merged +the various objectives
into onz integrated policy and provided for the centralisa-
tion of direction and centralisation of adminis+—-"_ve au-
thority necessary for their realisation.
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ECONOMIC AND SOCIAL IMPLICATIONS OF
AN ACTIVE MANPOWER POLICY

by E. Wight Bakke
Sterling Professor of Economics
Yale University

Although most countries in Europe and American provide,
under governmental auspices, a wide range of manpower and em-
ployment services, by no means all of them can be said +to
have an active and positive manpower policy. What is it
that distinguishes an active mai:power policy from the mere
provision of a set of manpower services?

To begin with, manpower and employment sexrvices have
normally grown up one by one without reference to a single
concept of purpose. An active manpower policy, however, im-
plies that there be not just a set of partial programmes de-

signed to meet specific and pressing needs at particular
places and times, but +that there be an over-all, unified man-

power programme which is national or even international in
scope, and which is concerned with the entire range of occu-
pations and industries and with the long-range interests of
workers, employers and the public, as well as with immediate
problenms.

Historically, manpower services have tended to ©ve con-
cerned primarily with relief for +the umnemployed, with rick-
ing up the fragments of broken careers. An active manpower
policy on the other hand is concerned above 211 with prevent-
ing unemployment, with creating full employment, - a full
employment in which individuals are working in a way that
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utilises +their meximum potential, and enables them to achieve

the greatest possible self realisation.

Full employment is not the only goal of an active man-
power policy. Its scope includes other economic aims - growth,
stable prices, higher productivity - and its function is to
find ways in which manpower and employment services can con-
tribute to these ends. Manpower is regarded as an economic
resource which must be fully utilised in oxrder to achieve
these economic objectives. Unemployment, under-employment and
the failure to utilise manpower +to its full capacity are
considered as an economic loss because they deprive the com-
mnity of goods and services that might have been produced
without such dislocations. As a result the costs of the
employment and manpower services may be seen to be not only
the total outlay for their activities but as that amount mi-
nus the value of goods and services made availsble as a re-
sult. BSocial consequences of manpower activities are viewed
as by-products - albeit desirable by-products - of these
economic objectives.

&1 active manpower policy implies that manpower and la-
bour market matters are fully teken into account in making
all economic decisions and that manpower policy is on an
equal footing with fiscal, monetary and other policies in
the achievement of economic objectives. It implies, more-
over, concern not only with the supply of lsbour but with
the demand for it,and therefore will be directed towards the
employer's needs as well as the worker's, the employer's ca-
pacity effecti.:ly to utilise a worker's services as well
as the worker's capacity to profit from his employment. An
active manpower policy goes further - it is concerned with
the interaction between supply and demend, and the expedi-
tious bringing of the two together.

What is the role of manpower policy in achieving economic
objectives?

In recent years the most actively utilised means of
achieving full employment, steady prices, a stable curren-
¢y, increasing productivity and economic growth have been
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general demand-generating or demard-restricting devices -

{ fiscal, monetary and investment measures. As experience
with the use of monetary and fiscal policy grows; however,
it becomes increasingly obvious that these are blunt instru-
ments which produce their inflationary or deflationary ef=-
fects on all sectors of economic activity simultaneously.
2 Such effects may be difficult to control. Moreover all sec-
; tors of the economy are not ordinarily equally in need of
3 stimulation or braking; nor do they require such action at
the same time, The +value ot manpower policy is that it can
be used selectively when and where it is needed.

It has been suggested that manpower and employment me-
chanisms be used along with monetary and fiscal measures. A
division of labour frequently mentioned is this: general
demand~-producing measures may be expected to keep unemploy-
ment below 4 per cent. Manpower measures, used selectively
in those areas and sectors where they are needed, can then

be expected to reduce the unemployment figure to less +than
¥ 2 per cent,
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3 But the need for an active anpower policy is not con-

' 3 fined to periods of unemployment. It is equally necessary
in a period of labour shortage. The task is not merely to
meet the problem of unemploymen't but also to make it possi-
5 ble to "live with" full employment. The greater the obstacles
3 to movement of labour, the larger the monetary wage incentives
which must be offexred to encourage voluntary movement in re-
; b sponse to changes or increases in demand. Normally, expand-
ing industries can justify attractive wage offers in terms
of the marginal value productivity of added workers. But the
wage offers of such industries nay necessitate wage increases
in other industries vwhere they are not justified by increas-~
3 ‘ ing productivity. The result is the introduction into the
3 , economy of wage-push, inflationary elements. An active man-
~ ’ power policy has a tendency to mitigate such inflationary

Py

b pressures.

2 Active manpower policy ca also make a contribution <+o

. achieving greater econonmic growth, for growth requires an ex-
4& pansion in investment and foreign trade, improvements in

‘; technological equipment and processes - in short, spurts of

3
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productive energy which cannot be realised unless manpower
resources of the quality desired are available in the quan-
tity desired at the right time and in the right place. An
active manpower policy not only anticipates manpower re-
quirements but initiates efforts to facilitate the adapta-
tion of manpower so that it will be available when and where
it is needed. Thus it can make a significant, indeed crucial
contribution +to the health and scowth of the economy. Be-
cause gainful employment obtained through the operations of
the labour market in an industrial-business civilisation pro-
vides the material and freguently the spiritual foundation
for 1living, a positive manpower policy also enhances the
satisfaction and welfare of +the citizens of a nation and in-
creases its political stability.

The tools of an active manpower policy

How, specifically, can manpower policy be directed to-
ward achieving the aforementioned economic objectives?

Historically the labour exchange has been one of the
first manpower services to develop in industrialised coun-
triys. Its role is still central. But the concept of place-
ment under an active manpower policy goes beyond the usual
natching of job applicants with job openings. It demand s
active recruiting when the labour reservoir is inadequate;
the upgrading of under-utilised manpower (the handicapped

and +the aged, for example) and bringirg new manpower poten-
tial - marr’ed women, foreign workers and others - into the
labour force, It involves developing their skills so that
they can fulfil what is potentially their most productive
role. In order %o encourage economically desirable movement
of labour between geographic areas, occupations and indus-
tries, labour market authorities have several means at their
disposal. Where present skills possessed by workers are in-
adequate to equip them for a new job, manpower authorities
will be concerned with providing new skills through retrain-
ing. Where mobility is limited by inability pay the costs
of movement, there may be provision of various kinds of main-
tenance, removal, family and starting allowances.
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In order to ensure harmony between future supply and
demand, administrators of an active labour policy keep abreast
of industrial and occupational trends and of changes in skill
requirements. Anticipating the need for future adapvation,
they attempt to influence +the character of vocational edu-
cation and apprenticeship training, and to provide prognos=—
tic research information %o all economic planning and opera-
ting agencies of government (as well as to private enter-
prises and agencies).

Amplifying the quantity and quality of the demand for
labour, another central concern of manpower authorities,
neans considering and analysing employers' needs and capa-
city to utilise workers' services. I+ also means providing
increased employment opportunities in various ways. Sea~
sonal unemployment - as it occurs, for example, in the build-
ing and food processing industries, in forestry and fishing
- may be tackled through research into the ways in which
private employers can even out production; through the time-
ing of public works and construction projects; through the
provision of subsidies to encourage production during slack
seagsons; through the issue of building licences.

Structural unemployment may be tackled on the demand
side by promotion of and active participation in community
developuent and redevelopment projects, by encouraging (and/
or contnolling) +the movement of private and public industry
to labour surplus areas, and by influencing the allocation

of government purchases.

Organisational and operational prerequisites of an active

manpower policy

In crder to be successful, & manpower programme must
be recognised by political, business and union leaders as
equal in st: .us To other economic jrograumes — those in the
domain of fiscal and monetary policy, production, invest-
ment and trade - and it must be accorded support commensu-
rate with that status. It must have a steady allocatior
of resources rather than one which grows larger in periods

of labour surplus and smaller in periods of shortage, and

e
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its administrators must participate in all the economic de-
liberations in which decisions are made +that affect manpower
or employment.

For +this, the total set of manpower and employment ser-
vices needs to be unified, co-ordinated and integrated under
one command, under one agency. Manpower services must spesk
with a single voice. If, £ r political reasons or because
of some other practical consideration, complete integration
is impossible, manpower services must at least have authori-
tative liaison representation in the deliberations of other
economic agencies when they are considering matters that af-
fect the labour market.

Second, the efforts of the labour market authorities
must be directed +to the operation of a national (and, where
relevant, international) labour market as well as that of lo
cal and regional labour markets.

It is true that manpower services on the whole owe
their origin to the initiative and efforts of people whose
horizon was the local 1labour market; and the efforts of
these people are still required for the development of man—
power services. It is +the local menager of the employment
office who gives life to policy decisions. He umust view
the local lsbour market in its relationship to community life
as a whole, something which the central director of an employ-
ment service, removed as he is from daily intimate contact
with the thousands of different localities involved, can
never do as effectively. It is also +true that the bulk of
the business of employment and manpower services dis bound
to be at the local level where employment actually takes
place. Unless there is adequate attention to local consi-
rations, pressures will be exerted by local leaders, trade
union officials, businessmen, and political representatives.

Nevertheless, an active manpower policy canmnot limit
itself solely to local markets; for manpower and employment
considerations play a role in international policies and pro-
grammes; and factors which affect the national or interna-
tional scene do not always filter down to the local 1level.
Excessive focussing on local problems tends to create local
opposition to +these national and international policies.
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Moreover, actions +that originate in one locality (for ex-
ample +he sutomstion of technical processes) often have re-
percussions over an area far wider than that of the local
labour murket. Encouraging mobility of workers, for example, F
cannot possibly be handled purely locally, nor can the deve-
lopment of a regional urban centre. Action at the local le-
vel must be within the framework of national labour market
considerations. Only in this way can local operations be
fully effective.

Another prerequisite of a successful manpower programme
is that services be provided not only for the hard-to-place
among the unemployed but for any and all workers. As there
have traditionally been many alternative ways for individual
workers and employers to arrange contracts of employment 5
and +to obtain the services provided by public agencies, it
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is perhaps inevitable that the clientele of public agencies ;?
should include a large number of those who are at some kind g
of disadvantage. But ap active manpower policy cannot be

implemented unless the clientele of the zmployment agencies
is as representative as possible of the labour force as a
whole. Even those who are at some disadvantage will be bet-
ter served if such broad coverage is sought.

If +the employment and manpower services have a repre-
sentative clientele, these services will be more widely used
by employers. Greater voluntary use of the services by both
employers and employees means a greater number of alterna-
tives for the adjustment to each other of demand and supply

e I
e 3

- of labour. Y
{ Another condition of operational effectiveness is that
3 t the placement of workers be governed solely by the princi- ”'

ple of referring for employment the best qualifie? workers
in terms of +the skills required by the employer. This means
refusal to acknowledge the preferences of employers as to
creed, race or colour where such discrimination is consider-
ed contrary to public policy.

In short an active menpower policy implies that an agen-
cy concerned with manpower be at the very heart of the na-
tion's efforts to> meke more productive, effective and Jjust
the operation of the economy and of the society; that this
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agency have the special knowledge, the will and the power
to fulfill +these objectives. The administrators of this
agency must understand the relevance of their tasks o
over-all national economic and social goals; they must base
their operational decisions on stable premises rather than
on shifting pressures; they must constantly analyse the na-
- ture and quality of the nation's manpower and its relation-
ship with other productive resources; they must unticipate
“ the opportunities and problems of adaptation revcaled by
su.n analyses, and, most important, take the initiative in
prescribing measures that will turn problems into opportu-
nities. An active manpower policy implies that these admi-
nistrators create,through their efforts, so widespread a re-
cognition of the significance and contribution of their
role that their voice 1is heceded 1n the making of every ma-
jor decision.
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A The social benefits of an active manpower policy
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4 The development, marshalling and employment of the na-
. tiorn's manpower resources is an economic task. But it is
a task which cannot be accomplished without consideration

of the fact that manpower resources are in reality human

¥ beings, individuals with human motivations and aspirations
and with a potential for accomplishment +that goes far be-
: yond +their ability to work. The economic task cannot be
carried out without an awareness of its impact on the lives
of individuals and on human institutions. But these consi-
g derations in +the present context must be considered as con-
straints on and conditions of action, not immediate opera-

1 tional goals.

.: The question, however, may be asked. Are there no in- i
dividual and sociai welfare benefits to be derived from an

a3tive manpower policy? The answer to this question is

that there are. But the benefits are derived from the eco-

nomic achievements. Gainful employment and its rewards are

the foundation for most of the material, social and spiri-

tual satisfactions of living for workers and their families.

The welfare aim of government in manpower affairs is first

5
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and foremost <o establish conditions for obtaining  work
which will enable individuals through their own initiative
and effort +to make the best of their potential. FEfforts to-
ward that end are made with +the welfare of all citizens in
mind, +he employed as well as the unemployed, the strong
as well as the handicapped, the skilled as well as the un-
skilled, the work givers as well as the work takers. Those
workers whose low level of well-being stimulates our humeni-
tarian ..-elings benafit no less than other workers from such
an orientation of labour policy. They benefit not only from
the specific measures employed but also from the amplified
opportunities for work and the greater degree of economic
security achieved through such a policy. The dignity of hu-
man beings is not achieved by its proclamation. In a work-
ing world it is dependent among other things on the abili-
ty of individuals %o find and to do work which, both in the
doing and in the rewards for doing, provides the opportu-
nity for personal achievement of that human dignity.

This may not be all individuals need. Nor does meeting
this need define the limits of the welfare activities ap-
propriate to government. But in a world in which men must
work for a living and must on +the whole find an employer
in order to do so, the functioning of the economy in gene-
ral and the labour market in particular sets limits to the
degree to which social welfare can be achieved by any indi-
vidual either through his own efforts or +the efforts of
others, including government.

The problem of free choice

One very important yet rarely dlscussed cousideration
in manpower policy is the freedom of choice which can De
exercised by workers and employera.

Freedom +to choose one's work is important not only fox
economic reasons but from the vroint of view of the mainte-
nance of a Jjust and equitable society, for it is the basis
of freedom to live after one's dindividual desires. Free
choice of work has an impact therefore not only on econo-
pmic institutions but on the psychology and habits of indi-
viduals, on non-economic insti“utions, - political, religious,
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educational and family -~ and even on the central values
that individuals in our culture seek to realise through
those institutions.

It goes without saying +that a compulsory or managed
movement of labour in peacetime is abhorrent to the princi-
ples of any free society. But the movement of labour need
not be genuinely free simply becsuse it is not managed or
compulsorily directed by a government agency. An active man-
power policy aims at making the movement of labour genuinely
free, that is it actively attempts %o remove the obstacles
to free choice. To those who are inclined +to think in terms
of economic +theory, this aspect of an active manpower poli-
cy may be characterised as resvoring to the labour market,
by government action, the approximation to "perfection" as-
sumed in laissez-faire political theory but made impossible
because of inequalities in possession of knowledge, oppor-
tunity eand financial resources produced by the laissez~faire
economy in practice. A choice +that is limited by narrow
alternatives is not genuinely free; an active labour mer-
ket policy attempts to enlarge the scope of workers' appli-
cations and employers' Job offers so as to widen the possi-
ble alternatives. A choice of a Jjob without specific knovi-
ledge about that job is not genuinely free. An active man-
power policy attempts +to increase the available knowledge
about jobs TDbeing offered (thrcugh Job analysis, for in-
stance) and about specific emplc yees (through testing). A
choice is not genuinely free if %t is limited by one's pre-
sent skills when these are not in demand. The provision of
training and retraining facilities enables a worker to widen
his ability to perform when jobs are available. A choice is
not genuinely free if one cannot afford to make a change.
Providing various allowances meens that choice will not be
limited by inability to pay the costs of desirable movement.
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COMPARISON OF NATIONAL MANPOWER POLICIES

g ] by Franz Lenert
3 Counsellor, Bundesministerium fiir Sozialverwaltung
‘ (Ministry of Social Affairs) Austria
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INTRODUCTION

Historical background of emplcyment policy

Loy id
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Governmentat econonmic policy has for many years been
based on the theory of business cycles.
] According to this theory, periodic economic crises en-
tailing unemployment and under-employment were regarded as
inevitable. It was mnot until Just before the Second World
War with the theories of J.M. Keynes +that economic policy i
took a new direction. It was +then no longer accepted that |
full employment would automatically keep the econcmic forces
in balance. The need for susvained State intervention in
the economy began to be stressed.

Aim of employment policy: full employment

WMM“M

( A few attempts at an employment policy were made be-
4 tween the tv» wars, particularly after the great depression.
‘ Since the end of the last war, more and more countries are
paying increasing attention <o employment policy, and, in
the light of their experience and the new theories, have un--
dertaken under international treaties +to promote an employ-
ment policy. The United Nations Charter, the G.A.T.T., <The
International Monetary Fund (I.M.F.), the 0.E.C.D. and the

gl it rwen §
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Free Trade Area (EFTA), among others, refer to a pclicy of
full employment. The results have been impressive. Since
the end of the war, annual unemployment figures of 2 per
cent and sometimes even less than 1 per cent have been re-
corded in a nurber of major countries.

Problems raised by full employment

However, the high 1level of employment has created com-
pletely nev economic and social problems. A policy meking
use of all the existing economic instruments (credit, bud-
get, taxation, currency, investment) may of course suffi-
ciently increase demand +to make it possible to achieve or
approach full employment. But new difficulties then arise:
the growth rate must be both sustained and adequate. Sus-
tained because labour itself is a decisive factor in econo-
nic growth under conditions of full employment. Growth can
only ©be assured through the rational utilisation of labour,
wh'ch must therefore bve extremely adaptable. It must be
ready to switch rapidly to new activities, new areas and
new branches of industry. The re-:rves represented by margi-
nal groups should not remain ur :uployed. Seasonal fluctua-
tions should be evened out.

The vrate of growth must also be adequate. If it is
too small, it increases +the danger of inflation and is a
threat %o full employment. In fact, bottlenecks will have
arisen before the demand created by general economic poli-
cy has fully spread to all sectors of the economy. Econo-
nic equilibrium will then be endangered and it will be im~
possible to ensure full employment. The real cause of such
a low rate of growth - and therefore of the difficulty of
meintaining full employment - is lack of attention paid to
manpower policy. But even in cases where this is not gene-
rally agreed, the labour factor proves essential.

Admittedly, it seems difficult at one and the same time
to achieve full employment, adequate economic growth, the
continued stability of purchasing power and a healthy ba-
lance of payments in a country which is very dependent on
foreign trade. Doubts of +this kind are even to be found
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in documents =8 important as the Treaty of the European Eco-
nomic Community and the O0,E.C.D. OConvention, which have
avoided making full employment one of their aims,

This does not of course, meen that full employment can-
not be achleved: but the fact that it is no longer set as
a target neverthele:s gives food for thought. Although pro-
mising attempts have been made in various countries to find
a solution +to this prcblem, +the tendency nowadays is to aim
less at full employment in order to avoid its dangers.

Towards a definition of manpower policy

In <+ # light of +this trend, the 1948 I.L.0. Convention
must T:. :garded as very advanced., It already pointed the
way to a solution of the problems raised by the achievement
and maintenance of full employment. Since then, and in con~
trast to +the older Convention of 1919, which saw no need to
assign an economic role to +the placement service, the 1948
Convention +takes +the view that the orgenisation and activi-
ties of +the employment service make it possible to formu-
late a manpower policy programme., This must then be adopt-
ed as an integrei part of +the national programme for the
achievement and maintenance of full employment and the deve-
lopment and efficient use of productive resources.

It 1is astonishing to find +that we have diverged from
the undertakings so willingly assumed after the second world
war., Yet +the measures offered by manpower policy as under-
stood by +the 1948 I.L.0., Convention are far from exhausted.
Some moreover have been successfully applieds Tastly, all
the 0.E.C.D. Member countries - with a few exceptions - have
ratified the Convention.

Nevertheless, the manpower policy idea is being given
special attention both in the I.L.O., and the 0,E.C.D., and
a paper on employment policy is being prepared by the former.

The 0.E.C.D, particularly stresses +the importance of
measures concerning labour iIin order <+o maintain adequate
economic growth and the stability of purchesing power.

The 0.,E.C.D, Manpower and Social Affairs Directorate
is doing its best to speed up acceptance of the need for a
manpower policye.
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In Movember 1962, the 0,E.C.D. Council of Ministers
stressed the importance of manpower policy measures for the
achievement of an economic growth rate of 5 per cent per
annum,

CONCLUSIONS

These efforts, like all those taken by international
organisations +trying to solve a problem, are based on the
fact that appropriate measures have met with success in a
number of countries. Thus, starting from the concept that
labour becomes the key factor in production as full employ-
ment is approached and to a large extent determines +the
rate of growth, the 0,E.C.D. Member countries have worked
out a series of measures which may be regarded as the ba-
sis for a modern manpower policy.
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GENERAL PLAN OF THE REPORT

These measures and their incorporation in manpower poli-
cy are in fact the subject of this report.
We shall endeavour:

(i) +to describe the manpower policy concepts developed
in international treaties and the extent to which
they have been applied;

(ii) +to see how these activities can be co-ordinated in
a general manpower policy;

(iii) +to assess the contribution of manpower policy to-
wards the achievement and maintenence of full em-
ployment within the meaning of the 1948 I.L.O. Con-
vention;

(iv) %o draw conclusions with regard to the necessary
development of manpower policy.

The material available for this study was very dispa-
rate. It was drawn from various reports and papers which
were not always as complete and up-to-date as we would have
wished. The present report should therefore be regarded as
no mnmore than a first attempt to make manpower policy a us-
able instrument of economic and social policy. Before a
complete analysis can be made we shall have to wait until
all the 0,E.C.D, Member countries, prompted by +the Manpower
and Social Affairs Committee, have made studies similar <to
those already made on the United States and on Sweden.
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THE 0.E.C.D. COUNTRIES' ACTIVITIES
IN CONNECTION WITH MANPOWER POLICY

INTRODUCTION

The 0.E.C.D. countries' activities in comnection with 4
manpower policy cover & wide field, ranging from the prepa-
ration of documents and information to direct action de~
signed to influence the supply of and demand for labour.

"
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; I. Definition of these activities

The main activities of the 0.E.C.D. countries in connec-
tion with manpower policy are already to be found in I.L.O.
Convention No. 88 of 1948, concerning the organisation of
the employment service. Recommendation No. 83 of +the same 4
year describes them more fully. 4

Finally, the I.L.O. paper on employment policy now be- 4
- ing prepared deals very thoroughly with measures relating ) o (‘
P to the demand for labour. SRR

According to the above-mentioned document the following K
L may be regarded as manpower policy activities: ‘

- the placement service

- vocational guidance

-~ the promotion of occupational mobility
' =~ +the promotion of geographical mobility

- measures on behalf of handicapped workers and other
deserving groups
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- mNheasures 'relating to regional employment problems
-~ measures relating to seasonal employment problems

- measures relating to employment problems in  certain
economic sectors

- preparation of forecasts on the labour situation

- preparation of other document particularly on the

occupational situation.

Thus, -the simple placement service foreseen by I.L.O.
Convention No. 2 of 1919 is supplemented by a whole series
of additional activities which together constitute what is
generally known as the employment service.

These additional activities are essential to the accom-
plishment of the main task entrusted +o the employment ser-
vice by 1.L.0. Convention No. 88, namely +o ensure, "in co-
operation where necessary with other public and private bo-
dies ccncerned, +the best possible orgenisation of the employ-
ment market as an integral part of the national programme
for the achievement and maintenance of full employment and
the development and use of productive resources”.

II. Functions of the employment service

Such an employment service meets the needs of the eco-
nomy and makes an important contributi-n towards the main-
tenance of full employment. However, it goes without say-
ing +that the aims of social assistance retain all their im-
portance nonetheless.

(a) Importance

It is clearly recognis 1 +that, in order to solve eco-
nomic policy problems, man ag a worker must be regarded as
at_least as important as ary of the other factors of produc-
tion. However, +traditional economic policy has so far dealt
only with the latter and, here again, not fully enough. Man=-
power policy is the link between economic policy and social
policy, and the absence or inadequacy of its development has
already given rise to many disturbances in economic and so-
cial life. -7 - ‘
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(b) Interest shown in the varicus courtries in the em-
ployment service

Phere ave still many misunderstandings with regard o
the function of the employment service and its manpower po- ;

licy. It should not be forgotten that the development of 3
an active manpower policy dates from only Just after the se-~ g
cond world war. E

Furthermore, several countries already regard manpower
policy both in theory and in practice as a branch of econo-
mic policy(l). It is the O.E.C.D.'s great merit, despite
its very recent creation, to have greatly helped to spread

this idea.

atarar
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(¢) Divergence of views on th rcle %o be assigned to
the employment_service

~ed

The misunderstandings take the most diverse and even
contradictory forms. Their very existence shows that much
remains to be done before we can understand and get others
to understand what is meant by an active manpower policy.

e T S

5 3

1. Where full employment is achieved

y Tt is sometimes thought that, in periods of full em-

: ployment, the employment gservice has no funcétion to perform,
] for the simple reason that there are practically no unenm-
ployed in need of help. Tt is therefore argued that 1its

] departments and staff should be reduced. This point cf view,
7 which still finds support among economic policy experts,shows
1 clearly that the concept of a relationship between economic 3
growth, labour and the conditions of full employment is gain=- ' 9
E ing ground only slowly. Those who hold this view look upon &
: A the employment service as no more than the successor tn the
former unemployment insurance service.

EYS I S -
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3 (1) GBsta Rehn: "Arguments in favour of developin§ labour 1
3 market policy as an instrument of economic progress", re- , B
3 port to the Conferemce of Senior Economic Advisers , E.C.E., ‘ E
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2, Whepe full employment is pot achieved

In countries and periods where full employment 18 nani-
. festly not achieved, it is too often thought that mecdern
F concepts of mampowsr policy ere ircepable of helping the
economy and that the thing %o do 1s %Yo raise the demand for
‘§ labour to the point where unemployment will be absorbed. But
;( this overlooks not only the fact that measures directly and
: selectively procuring employment are much more effective in :
dealing with unemployment than general policy measures, which
should not of course be neglected, but also the fact that
: underlying the low level of employment in both developed
Q and developing countries is the lack of occupational and
é geographical mobility of labour. The promotion <f mobility
3 is in fact one of the major aspects of a manpower policy.
Thus, an 0.E.C.D. publication(l) on accelerated voca-

hn T i

: tional training points out, following an experiment in Italy, 3
3 that the achievement of full employment is greatly hampered E
by the lack of training. 3
' 4
CONCLUSIONS

The economic role of the employment service is basi-
cally ill understood. Too often it is regarded simply as a
placement service whose sole object is to keep rpply and
demand in balancee.

But this concept is being increasingly challenged both
4 in theory and in practice. The best proof of +this is %o s
3 . be found in +the description given below of menpower policy ] e

f achievements in +the spirit of O.E.C.D. international agree- g:
3 ments.

; As we have already said earlier, the informetion avail- 4 :
§ able is not sufficient +to provide a complete picture and we q

can do more than cite certain countries as examplas, N

3 (1) "Accelerated vocational training", E.P.A. project
‘W NO. 6/08’ page 319. OOE.EOGO’ Paris.
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A. DHSCRIPTION OF MANPOWER POLICY ACTIVITIES

Ve shall describe +he various activities connected with
manpower policy as they have developed in practice in the
employuent service. This will form the first part of t{he
chapter.

in the second and more theoretical part we shall deal
with the basic machinery for developing and shapirg a gene=-
ral manpower policy.

EMPLOYMENT SERVICE

According to I.L.0. Convention No. 88, the employment
service is responsible for developing the policy aimed at
directing manpower to vacant jobs.

For +this purpose, the employment service should be so
organised as to ensure the effective recruitment and place-
ment of workers.

Employers and workers should be encouraged to meke full
uge of the employment service on a Voluntary basis.

Apart from Austria, Ireland, Iceland, Portugal and the
United States, all the 0.E.C.D. Member countries have rati-
fied this Corvention. As is shown by somparison with the
standards drawn up by the 0.E.C.D., most Member States have
succeeded in developing their employment services on sound
technical lines.

Occupational classification

SR L ] .

The O.E.C.D. Recommendation suggests that the employ-
ment service should possess systematic occupatvional classi-
fication. This would enable note tc be taken both of appli-
cants for jobs and vacancies and close relations to be es-
tablished in consequence between the activities of the en-
ployment service and the requirements of the labour market.

Occupational information will be discussed in greater
detail at tre end of this chapter. It may be noted in pass—
ing, however, that +the O0.E.C.D. recommendation has not
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generally been complied with, even in regard to its minimun
requirements. It would therefore seem that this recommenda-

tion needs to bve revissd. Employment clessification 8ys—
tems, and even those which contain job uescriptions, are not , ‘
generally regarded as providing sufficient information. 4

It should be noted, however, that two countries only,
Italy end Denmark, consider occupational information to be
useless: Italy because of the labour market situation (abun- 5
dance of labcur) and Denmark owing to the already very de— 1 x
tailed occupational breakdown used in the placement system.
This 4is in the hends of the trade unions, but a placement ;
system of thiz kind necessitates special arrangements for ’
inter~-occupational placement which do not seem to have been ;

adequately provided for in Denmaxk.

Tests _ y
i

Although the 0.E.C.D. recommendation makes no reference
to tests, they are mentioned here because of their importance.

Nearly all the countries, apart from Greece, Luxembourg
and the United Kingdom, make use of tests in order to judge a
the suitability of an applicent. But, most of these coun- ‘
tries use them only in difficc.s cases and even in the voca- i
tional guidance of young people only doubtful cases are
given tests. France and the Netherlands are exceptions: in *
these two countries every school-leaver who consults a vo- \

cational guidance officer is given a test.

P
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o Interview

The O.E.C.D. recommendetion provides for a confiden-
tial interview, to get to know more abou. tide applicant and

give him information about the Jjob. ]
Applicants are intedviewed in the various countries,
[

except in Italy and Denmark. Only young workers are inter- i
viewed in Italy, while guestlonnaires are generally used in

Denmark.
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Registration of applicants

The information obtained <£from the intsrview and from
any tests that may have been given is recorded. It in-
cludes particulars of the applicant's personality, his occu~
pation or other occupations that might suit him and various
other points. Registration at the employment agency, place-
ment results, etc., should also be noted.

The Member countries comply with these provisions. But
Denmark, Switzerland and the United States have no regular
system of registration.

Registration of wvacancies

Every vacancy must be noted on a printed form. The
notes should include information on +the work, +the terms of
employment, the address where the applicant is to call, etc.
This provision is complied with in most countries, except
Denmark, Italy and Switzerland.

Vocational guidance

Those who wish to change their occupation oxr who are
entering the employment market <for the first time should be
able +to find assistance. This is the purpose of vocationel
guidance. First, the applicants must be assessed and then
informed of the employment opportunities available so that
they can make thelr choice. Applicants should also be in-
formed of the vocational training opportunities open to them.

Most countries follow this rule. However, some diffi-
culty is noted in Denmark when it is wished to change from
one occupation to another as the trade unions run the em~
ployment service. Vocational guidance is not considered ne-
cessary in Ireland, and in Greece no information is given
on training opportunities.

Vocational guidance will be dealt with in greater de-
tail later.
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Applicants should be selected according to their occu-
pational qualifications and, where these are equal, social
priorities might be taken into account. The placement ser-
vice contacts employers who may have c¢orresponding Jobs
that have not been registered with the placement services.

The Member countries comply with these provisions. In
the United States, however, qualification does not seem %o
be the main criteria for recruitment.

Relations with employers

Each local employment office should keep in regular
touch witk the employers in its sector. A card index of
firms should be kept and regular use should be made of pub-
licity.

The Member countries comply with these provisions, apart
from Denmark, where no regular contact exi.sts.

Clearance

(a) Definition

When vacancies cannot be filled by local employment of-
fices, they should be notified to other services at nation-
al level. This procedure should operate rapidly and flexi-
bly. In addition, it should be possible at national level
to know which local offices can provide skilled applicants
for vacancies. It is netessary for +this purpose to collect
all relevant information on the labour market situvations and
to make it available to all the services which have vacancies.

Clearance is generally arranged 31 the first place be-
tween neighbouring regions and only later at nmational level.
The vacancies and working and living conditions must be
carefully described. With a system of this kind, vacancies
could be filled within a fortnight.

Finally +the scheme should be supplemented by the cir-
culation of information on workers who might take up employ-
ment in distant regions.
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(b) Application

Generally spesking, the system is mainly concerned
with vacancies. Only France and the Netherlands attach equal
importance +to the provision of information on applicants,

All the countries have clearing systems which largely
comply with these provisions. But the emphasis placed on
the different aspects of +the scheme varies with the coun~
try as does the extent to which the scheme is applied. Not
much use is made of it in Ireland, for example, owing to
lack of vacancies, or in Switzerland owing to lack of ap- |
Plicants. In Italy, so little wuse is made of clearing ar-
rangements that it was not thought necessary to set up a na-
tional gystem, and it is not so far known whether the abo-
lition in 1961 of restrictions on the freas choice of resi-
dence has led to any change in the situation. Nor does
there seem to be much recourse to clearing arrangements in
the United States. ’

In Denmark, the fact that +the employment service is or-
genised by the trade unions not only makes occupational
' clearance more difficult but regional clearance as well. The
, trade union insurance bodies which operate as employment
services have to notify unfilled vacancies to the public em-
S ployment service each month. The latter then tries to find
l suitable applicants to f£ill +them. A vacancy may be offer-
ed by the insurance body to a non-union worker if he joins
the union within one week. Vacancies away from the appli-

cant's home area are generally offered by the public employ-
ment service.
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& VOCATIONAL GUIDANCE
(a) Definition

1.L.0. Recommendation No. 87 defines vocational guid-
arce as assistance given to an individual in solving pro-
blems related to occupational choice and progress, with due
regard for the individual's characteristics and their rela-
tion to occupational opportunity.

R
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Vocational guidance is based on the free and voluntary
choice of the individual. Its twofold purposs is tc give
the individual full opporturity for personal development
and satisfaction from his work and to promote the most ef-
fective use of national manpower resources.

(b) Preparation for guidance: occupational information

Occzupational information prepares the way for vocation- }
al guidance; in the case of young people, this preparation |
is carried out at school; the employment service therefore
co-operates with the schools. Except in Italy, the schools
always provide reports on their pupils. Officials from the
employment service or speciclists in certain occupetions
give explanatory talks in the classroou.

Tests are another importen’ accessory to  vocational
guidance as they help to determine the applicants' qualifi-
cations; they supplemsnt occupational information end the
individual guidance interview. In all the countries, ex-
cept the United Kingdom, the local guidance services wuse
intelligence tests, though in widely varying degrees. It
should be added that test facilities are also available
for adults. '

Some vocational guidance services have the necessary
staff and premises to carry out the tests themselves: Others
make use of +the facilities of outside organisations. In
some countries, such as +the Federal Republic of Germany,
the Netherlands and Austria, the vocational guldance ser-
vice employs psychologzists.

¥

(c) Methods of application

Vocational guidence by the public employment service
in the O.E.C.D. countries is in fact based on these prin-
ciples. The only Ministry responsible for vocational guid-
ance in all the countries for which information is avail-
able is the Ministry of Labour. In Framce, however, the
guidance given to young people under 17 years of age 1is 1
the responsibility of the Ministry of Natiopal Education,
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eand in the United States the Department of Labor and the

educational services share this responsibility.

Vocational guidance is not tae exclusive province of
the public administration. In some countries, private ser-
vices engsge in vocational guidance, but the existence of a
public vocational guidance service is indispensable, as such
guidance should be available to all without distinction.

In order effectively to attain its objectives, voca-
tional guidance should be based on a thorough knowledge of
the labour market. The local employment service 1is there-
fore best sable to provide +this service as it has precise
knowledge of the labour market and can thus give the ap-
Plicant shrewd advice. It is for this reason that vocation-
al guidance is in all the countries the responsibility, and
in most of them, the exclusive responsibility of the local
employment service. Switzerland aseems to be the only excep-
tion.

In most countries, the seme administrative machinery
is used for both the placement service and vocational guid-
ance.

The 0.E.C.D. countries largely comply with the provi-
sions of I.L.O. Recommendation No. 87 on vocational guidance.

In all the countries, vocational guidance is mainly
adapted to the mneeds of young psople, who are thus able to
choose on leeving school between vocational tr-ining or tek-
ing up employment immediately. The vocational guidance of-
ficers of the employment service are pramarily concerned
with these young people. On the other hand, in rost coun-
tries, the guidance of adults is mainly the task of the
officers of the placement service. For adults, the adviser
should have a vexry thoi. ‘sh knowledge of the labour market
in order to meet the needs of individual cases.

Examples

Sweden and the Federal Republic of Germany are the only
countries which automatically direct all those in need of
gvidance to a vocational guidance service.

In most countries, owing to the importance of <their
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task, vocational guidance officers engege in no other acti-
vity. In some counbriss, howsver, vocationsl guidence offi-
cers place apprentices. This is not the case in France
and +the Netherlands, but in the United Kingdom vocational
guidarce officers help to place young people up to the age
of 18.

Such is the present state of development of vocational
guidance activities. '

VOCATIONAT TRAINING
(a) Definition

Since 1962, an international agreement, I.L.0O. Recom=~
mendation No. 117, concerning vocational training, has re-
placed the three former recommendations cf 1939 and 1950,

According to the 1962 recommendation, vocational train-
ing is not an end in itself but a means of developing a
person's occupational capacities, due account being taken of
the employment opportunities, and of enabling him Yo use his
abilities +to the greatest advantage of himself and the com-
mumnity (Article 2).

Article 4,paragraph (2) states, in addition, that train-
ing facilities should be co-ordinated and arranged on the
basis of a general programme.,

(v) Basic training programmes

When preparing training curricula, special care must be
taken +to provide +the individual with a training covering all
aspects of the occupation.

For this purpose, care should be taken in long-term
training:

(1) +to ensble the trainee to acquire a wide grasp of

the theoretical principles underlying the praciice
of his occupation;
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(ii) to avoid specialisation in the early period of
training (Article 18).

{(¢) ZPresent application

However, in this field, neither the training of young i ;
people nor that of adults corresponds +to modern require-
ments. The Commission of the European Economic Community
(E.E.C.) observes, for example, in its report on the situa-
tion din 1961 +that the Member States too often provide a
makeshift solution +to the problem of vocational training.

Generally speaking, it is the firm itself which gives »
young people +their training, so that this is specialised and, :
unlike +the training of adults, does not <facilitate easy
adaptation to a change of occupation. In a few countries
such as Austria and Belgium, employers may train  people ;
without wishing +to employ them afterwards. Those who have K
been trained are free of all obligation after their appren-
ticeship. However, they often merely provide a cheap la-
bour supply for the generally small handicraft firms which
train them.

To remedy +this situation, some countries organise the
first part of the vocational training of young people on a
wider basis by establishing special workshops or vocational
training centres (the Netherlande and the United Kingdom,
for example).

The school-leaving age is raised for the same reason. 5
However, all this is only a beginning and new training me- r
thods will no doubt have to be found in order to give the 3
- individual +the actual training he will need throughout his “
¥ working life /Article 2, paragraph (3)/
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(d) Further training

Once this basic training has Dbeen acquired, adults should 3
be given very extensive opportunities for further training. b
The following countries already make a practice of providing
vocational training for adults in the context of their man- ‘
power policy, and are no longer content to provide such : 1;
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training facilities for the unemployed -alone: Denmark, France
the United States (Area Redevelopment Act), Norway, the Fe- |
deral Republic of Germany and the United Kingdom. In the
United States (under the Trade Exapnsion Act), France, the
United Kingdom and Sweden, the trainesz r ceives a sort of
minimum wage during training. In Denmark, an allowance is
paid which is equal to unemployment benefit, even where the
trainee has no legal right to +the latter. Finally, other
advantages may also be granted, such as social insurance
(at 1least in part), contributions towards travelling and
holiday expenses, etc.; training is generally free.

Thus, the main provisions of the recommendation are
complied with: (1) free training in public establishments,
(2) adequa’;e remuneration during training and (3) reimburse-
ment of expenses incurred during training, The I.L.O.
Convention stipulates in Article 7(3) that an adequate al-
lowance should be paid to adults during training. This re-
commendation is already applied in France, the United King-
dom and Sweden, for example, where amounts in excess of un-
employment benefit are paid.

In the case of young people, the provisions to facili-
tate their training - financial subsidies and the estab-
lishment of hostels - are largely complied with. Thus, al=-
lowances are paid, in particular, in Austria, Denmark, Nor-
way, the Netherlands, the Federal Republic of Germany, the
United Kingdom and Sweden, and accommodation has been built
for apprentices in Denmark, the Federal Republic of Germany
Switzerland and Sweden.

(e) Accelerated training

Article 55 envisages the possibility of providing acce-
lerated training, for example, in order to meet the urgent
need for tralned manpower, or to quicken the rate of in-
dustrialisation, or again in order to provide employment
for certain categories of the population when the need is
felt. This provision is applied in many countries: Denmark, i
France, Norway, the Netherlands, the Federal Republic of 4
Germany, the United Kingdom and Sweden.
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(£) Adaptation of training programmes to the labour mar-

ket situation and individual abilitvies

Article 16(1) states that the training curriculum
should be worked out on the basis of a systematic analysis
of the work, skills and knowledgc involved in the occupa=
tion concerned, due account being taken of developments and
foreseeable changes therein. The training establishments for
adults run by the employment service meet these requirements.

A few countries take note of observations by the em=
Ployment service, and courses are based on thorough investi-

gation and thus correspond to market requirements. Economic
forecasts and the number of vacancies and applications for
enployment are already used in some countries as a guide foxr
the long-verm training of young people.

Thus, in the Netherlands, a third technical training
establishment is to be set up which owes its origin and
even its location to manpower policy estimates. In France.
an attempt is made to establisH’ a quantitative relationship
between the numbers trained and futurs requirements.

It is also very important +to advise young people who
wish to receive a training in full knowledge of the facts, in
order to reduce to a minimum the risk of training them in
occupations for which they are not suited and the consequent;
risk of wastage of effort (Articles 13 amd 14)., The voca-
tional guidance services are in a position to meet this re-
qu” *ement.s Thus, in a Sfew countries, apprentices are gene-
rally seen by the public vocational guidance service before
being taken on (Federal Republic of Germany, the Netherlands).

The selection of adults is also made according to ra-
tional criteria when handled by the enployment service, This
is the case in Denmark, France, the Netherlands and Sweden.

CONCIUSION

Efforts are being made to organise vocational training
on sufficiently flexible 1ines to enable it +to meet the

needs of the workers and the requirements of the national
market,
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GEOGRAPHICAL MOBILITY

(a) Importance

Although most O.E.C.D. countries have developed a re-
gional policy, the real solution to employment difficulties
lies 1in the mobility of labour. Manpower mobility can go
hand in hand with regional development as it facilitates
the transfer of the skilled personnel needed in developing
regions.

The geographical distribution of the population in all
the countries is changing continuelly and relatively rapid-
ly. The employment services have therefore worked out mea-
sures to reduce the disadvantages +to workers of a change
of residence. '

The I.L.0. Convention on the orgnisation of the employ-
ment service also invites States to take appropriate steps
to facilitate transfers of manpower to regions offering suit-
able employment opportunities. Similearly, temporary transfers
should also be encouraged /Seasonal migration, migration in
connection with the installation of firms in developing re-
gions which require workers for key positions (e.g. the
United Kingdom, the Netherlands)/.

(b) Measures to facilitate mobility

Finsacial help is often provided. This may take the
form of an allowance for travelling expenses, 81 in Bel-
gium, the Federal Republic of Germany, France, Denmark, Nor-

way, Austria, Sweden, the United Stetes and the United King-
dom; or a contribution tewards removal expenses as in Belgium,
the Federal Republic of Germany, France, Norway, Sweden, the
United States and the United Kingdom; a second residence
allowance may also be paid, as in Denmark, Austria, Norway,
the Federal Republic of Germany, the United Kingdom and Swe-
den.

Assistance is also provided in some countries until the
tirst pay day. In other cases, initial or installation al-
loweances are paid without reference to actual expenses (Bel~-
gium, the Federal Republic of Germeny, France, Norway, Swe-
den, the United States).
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The construction and purchase of housing are also en-
couraged im order to facilitabe manpower mobility. However-s
the shortage of existing housing is without doubt one of
the major obstacles to any real development of labour mobili-
tye For this reason the employment services in the Federal
Republic of Germany and Sweden themselves provide accommoda-
tion for workers. In Norway, the State Bank and the Minis-
try of Labour subsidise the construction of workers' hous-
ing in order to increase labour mobilitye.

In France, the redeployment of repatriates from Alge-
ria is facilitated by the preferential ellocation of hous-
ing, In +the United Kingdom, the Board of Trade may grant
subsidies or ioans for the provision of housing in newly
developed regions.

In Denmark, loans are granted to facilitate the purchase
of houses by workerse

(¢) Importance attached to these measures

Although +the various countries generally accept the prin-
ciple of a subsidy or allowance, the importance attached
to these measures nevertheless varies considerablye In
Sweden, the regulations axre particularly generous and the
initial allowance may be as much as $390, Norway has also
paid similar allowances in the last few yearse

In some countries, these allowances are not restricted
to +the unemployed but are also granted %o workers in employ-
ment, This is the case in the Netherlands and the United
Kingdom whexn workers in key occupations transfer to newly
developed regions, In Norway, applicants receive allowances
when they agree to work in a particularly important <icupa-
tione

CONCIUION

Tt would be highly desirable to continue the efforts
to increase the mobility of laboure
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MZASURES ON BEHALF OF CERTAIN GROUPS

Definition

In all the countries, certain groups of workers ralse
special problems for the employment service, These workers
are in some sort a manpower reserve which may become of 3
real economic significence in the event of a shortage ¢f man- '
powere I.L,O. Convention No. 88 studied this question and 1
stipulated that measures should be taken "to meet adequate-
ly the needs of particular categories of applicants for em-
ployment, such as disabled persons, Special arrangements
for juveniles shall be initiated and developed within the
framework of the employment and vocational guidance pprvices".

—

1, Handicapped workers

A few countries have already passed laws which guaran-
tee a certain percentage of jobs for the handicapped (France,
Austria, the United Kingdom). In some countries, such as
the Netherlandis, the United Kingdom and Sweden, special work-
shops have been opened 1o provide temporary or permanent
work for handicapped persons who are unable to work in nor-
mal conditions., Certain special kinds of public works are:
also undertaken to provide employment for the partially dis-
abled (Netherlands, Sweden). :

Most countries pay particular attention to such persons
and scme have set up special placement services on their be-
half,

2 Older workers

In +the case of older persons, the measures taken are
generally limited to special efforts with a view to placement,

3, Men reieased from military sexrvice

Nearly all the countries mske special provision for men
released from militery service, Some have made arrangements
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for their re-employment by their former employer (Austria,
Belgium, the United States, Greece, Italy, Iuxembourg, Nor-
way, the United Kingdom, Sweden).

In the United States, the efforts made on behalf of
demobilised men fall under the heading of measures taken to
facilitate labour mobility, which are in any case hardly
ever used,

In general, men released from military service are al-
way:3 assisted by the ordinary placement services and the vo-
cational guidance and adult training services,

4, Female labour

The normal departments also deal with the employment of
women, who represent an important reserve of labour. Special
attention is paid to adult training for women,

.CONCLUSION

These measures have both considerable economic and hu-
man value, They contribute towsrds the over-all balance of
the labour markete

EMPIOYERS' SERVICES

This report may have given the impression that manpower
policy activities are to all intents and purposes concerned
only with the workers and that the sole purpose of relations
with +the employers is to ensure that the workers get the
best possible service. .

However, this impression is false as, in the last re-
sort, the services glven to the workers also concern the em-
ployers, The fact: that the role of the employment service
is to channel workers with the necessary skill and interest
into the jobs available is as much to +the employer's ad-
vantage as it is to the wage-earner's,
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In addition, howevery +the employmert service includes
services set up entirely for the benefit of the employers.

In some countries, such as Austria, the United EKing-
dom and Sweden, special services are responsible for ad-
vising employers on the choice of a site for a new under-
taking. Subsidies or low-interest loans may be granted
direct by the employment service or in its name (in Federal
Germany, for example), The services responsible for the ge-
neral co~ordination of building work are in touch with the
labour market situation and are able to advise contractors
on the best date for beginning work (in +the Federal Repub-
lic of Germany and Sweden, for example),

On +the whole, +the advice given is based mainly on the
labour available and forecasts as +to the training of skilled
manpower,

Finally, it is +the job of these services to multiply
contacts Dbetween employers and employment service since the
extension of such contacts is of incalculable importance
for +the efficiency of a manpower policy, In various coun-
tries, particularly Sweden, this has led to the voluntary
signature of agreements enabling +the employment situation
to be kept under closer review. There can be no doubt, fi-
nally, that such contacts are particularly facilitated by
the existence of tripartite bodies, even when the latter
have no more than an advisory role,

CONCLUSION
The existence of services providing a link between em-
Ployers and wage-earners may in the long run contribute to-

wards a better understanding of the problems on both sides. :

REGIONAL MANPOWER PROBLEMS

(a) XNature of the problem ]
We know that in most of the 0,E.C.D. countries the le- ' i
vel of employment differs widely from one rezion to another,
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bour Conference in 1960 discusses this point,

The following is an extract: '"The degree of success
achieved, at least in comparison with the inter-war period,
in coping with the problem of maintaining aggrsgate demand,
nas brought out more clearly the existence of types of unem-
Ployment other than general, of more limited scope and call=-
ing for different remedies, Hard cores of chronic unemploy=-
ment have plagued some areas in countries that on the whole
have managed +to achieve high levels of activity. Southern
Italy is an outstanding example, +though somewhat special
inasmuch as it really constitutes an underdeveloped region
within the frontiers of a nation which otherwise is highly
industrialised, But in parts of Flanders (Belgium), Brit-
¢ tany and the centre of France, the north~-east of the Nether-
lands, certain regions in Norway and Sweden, Northern Ire-
land, parts of Wales eand Scotland in the United Kingdom, and
4 areas in Pennsylvania and Massachusetts in the United States,
local unemployment has been above, or much above, average na-
tional figures".

i
<%
’ even in boom periods, A report to the International ILa-

(b) Attempts to solve it

Whatever the causes of these regional differences may
be, most of the 0.,E.C.D. countries have begun to tackle
this problem,

Manpower statistics, forecasts and budgets constitute
the instruments for the preparation and correct application
of measures of regional policy. In France, Norway and the
Netherlands, for example, efforts are made to spotlight re-
gional employment problems when drawing up forecasts on +the
manpower situation., Furthermore, underdeveloped regions are
often identified with the help of statistics on the 1level
of employment and sometimes on that basis alone (in addi-
tion to the three countries mentioned above, Austria, the
United States, the Federal Republic of Germany and the United
Kingdom),

Most countries +take steps +to help such regions, by,
for example, improving infrastructures, granting subsidies to
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encourage the setting up of industries, provoding loans on
favourable terms and arranging for industrial buildings to
be put up by the public authorities. Such measures also
aim to increase the geographical mobility of labour, provide
workers' housing at the same time as factories, and gene-
rally make for decentralisation.

(c) Examples

In the Federal Republic of Germany, France, Italy, Nor-
way, the Netherlands and the United Kingdom, efforts are
directed towards improving infrastructure and special pub-
lic funds are devoted to this end,

The creation of industries may be facilitated (1) by
subsidies or tax reliefs, as in France, Italy, Norway, the
Netherlands, the Federal Republic of Germany and the United
Kingdom, (2) by loans, guarantees and participation (same
countries as above), or (3) by the provision of industrial
buildings financed from public funds (France and the United
Kingdom)

A few countries possess a special information service
for the siting of new industries - Austria, the United
States, the United Kingdom and Sweden, for example,

An effective means of influencing the choice of site
is to establish areas in which it is forbidden to set wup
new firms, This policy 1is practised in France and the
Uniteu Kingdom,

As the acquisition of land might delay industrialisa-
tion, some countries have instituted measures of forced
saley, a8 in Italy and the United Kingdom,

The installation of a firm may be facilitated, final-
ly, by the arrival of key-workers, who then receive a tra-
vel allowance - Netherlands, United Kingdom,

It may also be advisable to provide special facilities
in these regions for vocational training, as is the case
in the United States,

Finally, France and the United Kingdom encourage the
construction of workers' housing in the regions to be de-
veloped,
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(d) Results obtained

Manpower policy thus has a fairly wide range of imstru-
{ ments at its disposal for action on a regional basis, Ob-
viously, the effectiveness of the policy depends on the im-
portence attached to ‘“he measures taken, The E.E.Ce coun-
tries and Norway seem to attach great importance to region-
al problems, Thus, the Treaty of Rome frowns on the prin-
1 ciple of subsidies but accepts it in the framework of re-
gional policy, Moreover, the necessity for a regional po-
licy is recognised by the E,E.Ce But the European -Bank,
which °is responsible for distributing aid to these regions,
doeg not yet have sufficiently effective means at 1its dis-
posal, end it must be admitted that since the creation of
{ the Common Market the disparities betwsen expanding regions
and backward regions have become ever more marked,

The United Kingdom offers the example of a country where
regional policy is neglected, Although the Government has
had the necessary powers since back in the thirties, the
Prime Minister and the Leader of the Opposition were oblig-
ed %o admit during a parliamentary debate that these had
hardly ever been used, :

~ In the United States, where the labour position has
; been precarious for many years, regional policy measures are
: 4 of fairly recent date, The Area Redevelopment Act dates from
‘ the Kennedy administration (1962).

CONCLUSION
T ——————

1Y il T renl

In this era of "affluence", the Western economic sys-
tem will be judged on its ability to remove the pockets of
3 poverty that are still to be found in our developed countries,
y ) As this economic problem has very direct political re-
) percussions, increasing efforts are being made to solve it,
but the difficulties are countless and will take time to over-
come,
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MEASURES CONCERNTING SEASONAI MANPOWER PRORLEMS
(a) The problem

Maintaining employment at a constantly high level is not
simply an economic or a regional problem. In many countries,
seasonal infiuences are so strong that they necessitate spe-
cial far-reaching measures in the context of manpower policy,

In spite of the measures taken, seasonal unemployment :
still reaches a high level in countries such as Austria
and Denmark, In Austria, for instance, the rate of unenm-
Ployment rises from 1.5 per cent in summer toc 6 per cent in
winter,

(v) Case of building workers

Particular attention has been paid in most countries
to solving the problem of building workers, who are very
much affected by seasonal variations in employment, In fact,

20 to 25 per cent of building workers are unemployed during
the winter,

The measures taken follow the lines suggested by the
LI.LeOsy which made detailed recommendations early in the
1950's regarding ways of remedying seasonal variations in
the bulilding industry.

No doubt, the most effective method would be to co- i
ordinate public building as a whole, as is done, for ex-
ample, in the Federal Republic of Germany, Norway, the Ne-
therlands and Sweden. Co-ordinating committees have been
set up at regional and local level in the Federal Republic v
of Germany and Sweden, One of +the ways of achieving such
co-ordination is to make the lebour market authorities re-
sponsible for issuing permits to start worke This is the .
system adopted in Denmark, Norway and Sweden, where special
programmes of work are arranged to remedy seasonal variations,

Indirect measures to help the building industry in wine-
ter include subsidies for pre-plamning (Sweden, for example)
and building subsidies (eege Austria, the Federal Republic y
of Germany, Norway, the Netherlands), Loans on favourable
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terms may also be provided to enable contractors to pur=-
chase +the equipment needed for winter construction (eege Fe-

deral Republic of Germany), A contribution towards building
workers' travelling expenses may sometimes be made during
the slack season, (e.gs Federal Republic of Germany)e. Fi-
nally, statutory allowances may be paid im order to make
up in part for the workers' loss of carnir,s due to the
bad weather and thus help to keep good cr1ditions of employ-.
ment (Austria, Pederal Republic of Germany, France),

All these direct and indirect measures aim at enco ag=
ing building work as much as possible during the winter swason,

(c) B8easonal redeployment

In Denmark and the Netherlands, advantage is taken of
the winter to orgenise courses, In the Netherlands, in par=-
ticular, agricultural workers are trained to repair machi-
nery and motors during the wlnter or to work as carpenters
or in metallurgy,

In the Netherlands, too, agricultural workers may be
offered other Jjobs during the slack season, such as docker
or blast furnace worker,

CONCIUSION

Seasonal influences have been lergely reduced in some
countries, as a result of the considerable efforts made,

However, the problem still exists in Austria, Public
works are not so well co-ordinated as they might be and the
range of measures is 8till very small.

MEASURES IN FAVOUR OF CERTAIN SECTORS OF THE ECONOMY

Although there are international recommendations and a
whole series of practical examples concerning regional policy
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and seasonal variations in employment, +the position as re-
gards other ssctors of +the sconomy 1s somewhat different,

To begin with, agricultural problems must be left aside:
subsidies +o0 agriculture cannot be regarded as measures of
an informed 1labour policy, as the underlying motive is eco-
nomic, or even political, and not connected with manpower
policy, since it is not a matter of solving a lsbour pro-
blem by acting on manpower in order to maintain the bslance
of employment,

(a) I.L,0, definition

The measures described so far in connection with 1la-
bour mobility or regional policy are still inadequate when
it comes +to dealing with the difficulties raised by a de=-
clining economic sectors The 1960 I.L,O. report on emplcy~
ment problems and policies makes the following points in
this connections

"The role of public policy in the adjustment process
cannot easily be defined in general terms, The case for and
size of any govermment assistance will depend on how serious
the actual or anticipated effects of +the disturbance may be.
This question will normally be answered in terms of +the
scale and concentration of the unemployment and the extent
to which +the industry is expected to be able to help itself,
For example, where collective bargaining is well developed,
employers and workers may be able to forestall or accommo-
date employment problems which are not accompanied by serious
financial difficulties,

(b) Simple cases

"This may be the case when technological innovation
occurs otherwise +than in response %o acute problems of com-
petitions When unemployment occurs in an industry +hat
plays a rather minor part in the local lavour markets in
which its individual establishments are operating, redundant
lgbour may be fairly easily absorbed in other activities,
Such absorption will be made easier if employers agree +o
give notice of any substantial lay-offs or dismissals well
before these actually take place.
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(¢c) Difficult cases

"But where adjustments are needed because an industry
has suffered from a decliney seesee the financial resources
of that industry may have fallen to a point where it could
not pay for modernisation or reconversion which otherwise
would be technically possible and economically viable, And
when the industry dominates local labour markets, absorption
of redundant workers may be quite inadequate, There may
then be a case for both financial and technicel assistance
to the industry, for unemployment benefits to be applied
more liberally in localities in which individual unemploy-
ment 1is of longer duration than in the country as a whole,
and for other forms of public help to meet individual needs,

"When Governments provide assistance to depressed in-
dustries 1t 1s normally considered reasonable that such as-
sistance should be used for constructive purposes, aiming at
absorbing workers in productive Jjobs as fast as possible,
and not at maintaining them in uneconomic ones,

(d) Example

"The programmes for re-organisation of the British cot-
ton textile industry may illustrate some of the above points,
They provide for government financial assistance for the ex-
plicit purpose of reducing the industry's costs and increas-
ing 1its competitive strength by means of modernisation, By
linking subsidies to the scrapping of old equipment, the pro-
grammes szek to remove obstacles bo investment in modern
machinery, namely the fear of over-production and competi-
tion from factories utilising old equipment which has al-
ready been amortised, while additional subsidies provide
funds for new investment, Furthermore, the subsidies were
made dependent on a satisfactory agreement being reached
between employers' organisations and trade unions regarding
the conditions wunder which the labour force might br con-
tracted, In this way, the industry itself wa& re.l2 respon-
sivle for solving, at least in part, the diffi.. it problem
of redundancy. (Under the agreement reached, workors who have

¢ be dismissed are pald a severance payment determined by




age and seniority of the individual worker and  supplemen-
mentary unemployment benefits varying with the duration of
the individual worker's unemployment,)"

Such are the terms of the I.L.0O. report,

CONCLUSION

Redeployment problems arising from charges in the struc-
ture of industry are teken into consideration by the E.C.S.C.
and E,E,C, Treaties, Not only do these Treaties provide for
assistance to the firms affected, but also for special al-
lowances +to be paid to the workers, Thus, E.C.S.C. miners
are paid allowences for special travelling expenses and re-
moval expenses; installation and severance allowances are
provided; wages are re~adjusted and advances paid for re-
tirement; waiting and redeployment allowances are granted,
etc,

The E.E.C. Social Fund provides special silowances for
the workers when a firm switches +o another type of produc-
tion,

Generally speaking, +the decline in certain activities
is linked with the constant evolution of the economy as a
wholee It is therefore essential +o tackle +the problem,
so that part of +the labour force does not suffer as a re-
sult of the general progress.

CONCLUSION

In this first part of Chapter I we have tried to des-
crive +the various manpower policy activities, as they have
developed from the simple placement service to include ever
more complex problems,

In +the second part of Chapter I, we shall study the
means for implementing +these activities, enabling manpower
policy +to be placed in the wider framework of economic and
social policye
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B, BASIC ELEMENTS OF THESE ACTIVITIES

MANPOWER FORECASTS, STATISTICS AND INFORMATION

The 0,E.C.D. publication on employment forecasting de-
monstrates +the importance for economic policy and manpower
policy of forecasting the trend of the labour situation.

The following is an extract:

Importance of forecasts

"Technical progress 1is constantly changing, directly
and indirectly, the pattern of employment and explains the
differences between countries at any given +time in the dis-
tribution by economic sector of active population. A study
of the period when nearly all production was agricultural
shows that, in the absence of technical progress, a numeri-
cally stable labour force results in a constant 1level of
production, Any variation from year to year in the size of
the harvest is then solely due to weather conditions,

"When methods of production were revolutionised by
scientific progress, this traditional situation was trans-
formed and agriculture was able to produce more with a

smaller labour force, The 1labour no longer required by agri-

culture was available for other activities and rapid indus-
trial development became possibles

"Technical progress h-s since steadily advanced and,
by acting on the means of production (utilisation of new
raw materials, new machines and new working methods), not
only increased but diversified and improved the gquality
of production, The scope of such action will grow increas-
ingly in the near future, in particular through the appli-
cation of atomic energy and automation, These changes in
both the quantity and the qQuality of production call for
specialisation and redistribution of manpower,

"Full employment in a period of economic growth is thus
incompatible with stability of employment., Economic growth
and equilibrium depend on +the shifts in manpower which are
required to adjust production +o consumption and on  the
proper orientation of newcomers +o the labour force, These
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] necessary shifts always occur, bui at tvhe cost of such dif- {‘
1 ficulties or delays, such inconvenience or herdship for the {
“ ' workers, as will vary according to whether events are permit-

ted to develop independently, or whether an attempt 1is

made to forecast them, and to chart an appropriate course Ir
for manpower, investments and other factors, This is pre- i
’ cisely +the object of economic forecasting in general and of 3

employment forecasti in particular, 1
ng
"Employment fcrecasting is also one of the chief means

ii of ach.aeving regular growth by avoiding relapses due %o !

slumps and is +thus a vital remedy in combating cycles, Its 1
’, strictly economic purvose 1is therefore as fundamental ' as

4 its social objective, namely the achievement of maximum na-

4 tional growth during a given period,

"We consider +the proper distribution of active popula-

:g; tion over the various sectors of activity needed for the
% welfare of the total population +to be the keystone of any
P long-term economic policy, This 1is the factor which con-
trols economic equilibrium and balanced growthy and which
- must be used as the standard for determining and evaluating
N patterns of investment, credit policy and in general every
’;f ' intervention of the State in the economic field,"
E Purpose of forecasts
5, However, for a labour policy to be effective, it must
E‘ < teke into account not only the present situation but also
" the probable trend over a given periods On +this basis, .
steps can be taken to bring +the trend into line with em-
‘ ployment policy, The manpower forecast or budget should
therefore be a basic instrument of employment policy, It
. , goes without saying that such a budget (or forecast) can
only be worked out in close liaison with the budgets and p4
g forecasts for the economy as a whole,
1 ‘ Broadly spesking, such a budgzt should estimate total
; available manpower and its utilisation at the begianing and
"; end of the budgetary period. In the case of a policy of
f: full employment, the budget figures should show the full uti- i
B lisation of total manpower or at least something approaching
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it, These forecasts should be established objectively so
that fully justifiable measures are based on them only after-

wards,

Present development of forecasting policy

The obligation to achieve and maintain full employment,
together with the post-war +trend, ,has already induced se-
veral Member countries to prepare employr nt forecasts, This
has been done despite the fact that manpower budgets are
a recent innovation and experience is too short as yet to
enable budgets to be prepared without a certain margin of
error, In spite of this, there is a growing tendency to
include the manpower sector within the general framework of
economic programmes, One of the major results of such en-
ployment planning has been a better knowledge of the orders
of magnitude and trends which affect this particular sector.
But the way in which the economic policy bodies and, even
more, public opinion are formed in this field often leaves
much to be desired,

Examples

In the Scandinavian countries, manpower questions are
openly taken into account when the annual budget is submite
ted to Parliament, In Norway, the manpower budget is drawn
up each year and forms part of the national budget, In
Denmark, the manpower budget is prepared Jointly with the
annual economic survey which is presented to Parliament, In
Sweden, quantitative forecasts have not so far been very fre-
quent, but the recent creation of an employment forecasting
institute in the National Labour Market Board will no doubt
change this state of affairs, However, forecasts covering
the general economic trend are already taken into considera-
tion when preparing the annual budget, Similarly, in France
too and in the Netherlands considerable importance is attach-
ed to manpower factors in comnection with general economic
planning, .

Lastly, in all these countries, it is the Ministry of
Labour which supplies the data needed for these forecasts,
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Requirements for an efficient forecasting policy

Manpower forecasts should cover periods which facilitate
effective action by measures appropriate to the prcblems to
be solveds Thus, in the case of accelerated vocational
training or measures to combat seasonal unemployment, rela.-
tively short-term forecasts will best answer the need for ef-
fective action, whereas other measures take years to yield
results and the problems must therefore be envisaged suffi-
ciently in advance with the help of long-term forecasts,
Thus, if the forecasts show a shortage of highly-skilled
labour, it wil be three or four years (the lergth of train-
ing) Ubefore tnis difficulty can be overcome, Finally, in
order to obtain highly-skilled university-trained personnel,
at least ten years of study must be reckoned on after the
end of compulsory schooling, The fact +that this training
is the longest of all means that vocational guidance should
be based on forecasts over a period of ten to fifteen years.

The forecasts should be broken down by regions, as the
general trend often differs considerably from regional and
local trends, A

Examples of the use of these forecasts

We shall now consider the importance attached by va-
rious countries to forecasts of the labour situation and
the use they msake of them.

In the Netherlands, short-term forecasts ar: used as
a basis for decisions concerning public works Programmes de=-
signed to reduce unemployment, The same applies to +voca-
tional guidance and training and the selection of sites for
new firms, Studies on the long~term +trend are used to ex=-
Plore +the possibilities of maintaining a high level of em-
Ployment, It was the findings of studies of this kind that
led to the decision to establish a third technical school,
and determined its locatione It was shown, on +the other
hand, +that the shortage of teachers was only +temporary and
that +there was no need to set up permanent establishments
in order to increase their numbers,
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Short-term forecasts are prepared by the labour market
authorities, while long-term forecasts are worked out by the
central planning office,

In Norway, the annual budgets play an important part
not only in economic policy but also in regard to specific
manpower policy measures. For example, they provide guide-
lines for the placement service, including special measures
to increase labour mobility, vocational guidance, redeploy-
ment through rapid traiaing, measures against seasonal un-
employment, extraordinary public works to reduce unemploy-
ment and the facilities provided for the transfer of manpower,

An 0.E.C.D. report /M0(58)25, pages 45 and 46/ . speaks
of the practical value of short-term budgets and long-term
budgets (covering five years).

In Norway, it is the Labour Directorate which is re-
sponsible for manpower forecasting,

In France, quarterly forecasts drawn up by the Ministry
of Labour after consulting +the other Ministries concerned
and the employers' associations prove useful in connection
with placement questions and immigration policy, The results
of +these forecasts are used by the planning bodies ("Com~
mission Nationale de la Main-d'Oeuvre", "Commissariat G&néral
au Plan"), The Planning Commission makes annual forecasts
in consuitation with the Ministry of labour. These annual
forecasts serve as a basis for accelerated vocational train-
inge In addition, the medium-term forecasts prepared by the
Planning Commission in consultation with the Ministries of
Finance and Labour are of great value when drawing up edu--
cational and vocational training programmes, Thus, in France,
the forecasts made by the Labour departments or in close
association with themy directly affect the preparation of
manpower policy,

As was mentioned earlier, labour forecasts are used in
Sweden to orientate general economic policy towards full em-
Ployment. Forecasts prepared by the regional manpower ser-
vices are also used as a basis for formulating manpower po-
licy. Finally, the employment service has set up a sepa-
rate department with a staff of forecasting experts,
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These examples (France, the Netherlands, Norway, and
Sweden) show that manpower budgets (or forecasts) are an
important factor in the co-ordination of measures of man-
power policy and its integration with general, social and i
economic policye I.L.O. Convention No, 88 therefore recom=- [
mends +the employment services to collect information enabl-
ing +the future trend to be estimated, For it is no mere
chance that labour policy plays a more importent part in
the solution of social and economic policy problems in coun-
tries which in fact make use of manpower forecasts, Thus,
in Great Britain, the fact of having dropped the prepara-
tion of menpower budgets in the early fifties certainly con-
tributed later to the difficulties experienced by +the Bri- )
tish Government in both employment anc its economic policye

STATISTICS

1, Purpose

Tt is necessary at regular intervals to prepare sta-
tistical reports on manpower supply and demand snd on the
present and future general situation.

On +the basis of these statistics, the employment ser- 3
vice, either alone or in consultation with other administra-
tive departments, should prepare at national level, & re-
port showing the manpower situation by occupation, economic ¢
sector and geographical region.

A few countries comply with the above rules as regards
the specific point of forecasts of the manpower situatione
The statistical survey of short-term trends is supplemented
in some countries by close relations with industry. Thus,
in Sweden, vacancies are reported in advance, and, in the
Federal Republic of Germany, a special procedure with which
the employment service is associated is applisd in the event
of mass dismissalse
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A knowledge of the currert situation is therefore ob-
viously very important, The best way of assessing that si-
tuation is by preparing manpower statistics,

2. Statistical methods and data

In order to obtain the necessary information, constant
relations must be maintained with employers and wage-earners,
as well as with their respective organisations, Naturally,
other sources of information should also be used,

Ia view of the importance of +this problem, the O,E.C.D.
recommended the adoption of a number of principles in order
to ensure effective information on manpower, The employment
é service should always keep & check on the number of vacan-
cies and applications for work in its particular area, The
programmes should be organised on a national basis and should
be able to supply information on manpower trends and charac-—
teristics and on the labour market situabion,

ot Pt Jonad®,

To this end the following data should be collecteds:

3 (1) Number of persons making up the active population,
by sex and age, whether employed or unemployed
and general occupatioral qualifications,

(ii) Estimated +trend of active population and repercus—
sions on the manpower situatior as a whole, These
estimates are as far as possitle +o be broken
down as above,

3 “noread b, S o A

(iii) Present employment opportunities calculated accord—
ing to the number of vacancies, classified by oc-
cupational qualifications and other essential re-~
quirements +that may be the subject of statistical
analysis,

—t i

(iv) Estimates of future employment opportunities, if
feasible, with information similar +to that men~-
g tioned above,

ge

{ This information might be used for vocational guidance,
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of vocational traininge, Firms would therefore be set up in !

r placement (including inter-regional clearence), orgenisation
the light of the labour available and other policy factors,

3¢ Preparation of statistics

However, this information once 1t has been collected,
is mainly intended for the preparation of statistics, The
0.EE.C. dealt with manpower statistics in a recommendation
/[C(56)59(Final)/ specifying the following minimum data:

- Once a year, data on the total labour force, show-
ing separately the number of employed persons and
the total number of unemployed persons;

- Once a year, data on the number of persons employed |
in agriculture and in non-agricultural industries;

- Quarterly data on the number of employees (wage-
earners and salaried employees) in non-agricultural
industries, showing particularly those occupied in
the manufacturing industries;

s A Lo

- Quarterly data on weekly hours of work in the manu-
facturing industries;

- Monthly data on registered unemployment,

4, Application of the 0.,E.E.C. Recommendation in the various 1
countries

In order to guarantee a high level of employment, it
is necessary to have increasingly detailed information on
the volume of manpower, its distribution and probable trend, 3
and +this has contributed towards the development of statis-
ticse

Canade, the United States, Italy and the United King-
dom obtain exact figures through sample surveys and ques~
tionnaires on the total labour force, Similar but less re-
gular surveys are now also made in the Federal Republic of
Germany, France and Sweden,

The other countries ©bDase thelr estimates on population
censuses, some of which are out of date, and are unable to

. At Syt
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make any estimate of the total labour force in the inter-

vals between censuses,

Employment statistics concerning employers, family busi-
nesses and self-employed persons are still very rare.
3 On +the other hand, most countries have valid statis-
A tics on wage-earners and salaried employees, It should be
noted, however, that countries such as Spain, Greece, Ice-
land, Portugal and Turkey have done practically nothing in

e this field,

{ Only a few countries comply with the 0,E.E.C. recommen-
4 , dation concerning the preparation of statistics on average

“ ] weekly hours of work,

\ ) Finally, many countries collect monthly data on unem-

): ployment, though such data are practically non-existent in

( Iceland, Portugal and Turkey, and cover part of the country
only in Greece,

5 Role of the employment service in the preparation

of statistics

The statistics mentioned above, apart from those rela-~
ting to unemployment, are not generally prepared by the em-~
ployment service, In most cases, they are derived from so=~
cial insurance returns, while the statistics concerning the
3 { total labour force and employment are the result of estimates,
However, if any progress is to be made in the field of
' statistics the employment service must prepare its own sta-
3 i tistics on the total labour force, This is borne out by
Sweden's example, But this lack of statistics must be seen
i as a sizn of the relatively recent development of manpower

,7 policye
- In conclusion, it may nevertheless be said that the
statistics currently available give a reasonably good idea
3 of the more important trends in the employment situation,
This statistical material might be turned to even better ac-
; count if the employment service could call on more highly
- qualified personnel, .

——
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QCCUPATIONAL CTASSIFICATION

1, Purpose of occupational classification

Most manpower policy activities necessitate detailed in-
formation on the various occupations, Such irformation is
indispensable for the placement of workers andi for the voca-
tional guidance and training of young people and adults. But
it is also very important for carrying out the enquiries ne-
cessary for the preparation of manpower statistics,

In many O.E.C.D. countries (Austria, Denmark, the United
States, France, Italy, Norway, the Netherlands, the Federal
Republic of Germany, the United Kingdom, Sweden), informa-
tion is collected on occupations in order o prepare nation-
al classification systems, '

Most of the countries use these classification systenms
for many different purposes, 8such as the census, the prepa-
ration of labour statisticsy +the preparation of brochures or
other documentation for the guidance of young people and
their parents in the choice of an occupation, and vocation-
al gulidance and training, It may be added in regard %o vo-
cational traizing +that the existence of classification sys-
tems is a help in drawing wup training programmes, Only very
few countries use these systems for placement purposes,

2. How the intormation is collected: co-ordination of
information work

It is easy to understand the importance of co-ordinating
all information work if we want to have uniform information,
A few countries, such as France, the Netherlands, the United
Kingdom and Sweden, have made progress towards better co-
ordination by making the employment service responsible for
compiling occupational information.

In the Netherlands and Sweden, however, special ser-
vices collect the information concerning +the placement ser-
vice and vocational guidance, In the United Kingdom, this
work is done by the Ministry of Labour, but information on
placement, vocational guidance and vocational training is
obtained from several different departments,
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I s standing commission common to the Minis-
tries of Labour, Education, and Industry and Commerce su-
pervises this work in co-operation with the placement, cen- ;
sus and labour svatistics services.

Co-ordination is closer in other countries where occu-
pational information is collected by the services responsi- i
ble for all manpower policy activities,

It may be noted that the manpower policy sector on which
it is probably most difficult to collect information is on
the training possibilities for young people in the various
occupations,

Information on the training of adults for the various
occupations 1is easier to obbain ss such training is general-
ly carried out wunder the authority of the responsible Minis-
trye.

In conclusion, we note the general shortage of occupa-
tional information and its excessive dispersion, It would
be desirable if the various services responsible for nan=-
power policy were to be responsible for this work far more ..
than they have been in the raste.

CONCLUSION

While manpower forecasts are indispensable for prepar-
ing a menpower policy and fitting it into the wider frame-
work of economic and social policy, statistics and occupa-
tional information are equally essential, since they condi-
tiou the practical application of such a policy, Thus, the
spread of menpower policy activities in the 0.,E,C., D, coun-
tries depends on the rate of development of these three ba-

sic factors,
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CO-ORDINATION OF MANPOWER POLICY ACTIVITIES

INTRODUCTION

] From the brief outline of the various manpower policy
| activities given in the preceding chapter, we can see how
important it is to co-ordinate these activities. In fact,
the effectiveness of these measures depends véry much on
the espplication of one measure or another by a particular
service and on the latter's co~operation with the other ser- _
vices,

I.5L.0. Convention No. 88 had already examined this pro-
blem and stipulated "that the essential duty of the employ-
ment service shall be t0 ensure +e.... the best possible or-
ganisation of the employment market as an integral part of
the national programme for the achievement and maintenance
of full employment and the development and use o0f productive
resources’,

The +task is therefore twofold: in the first place, man-

power policy activities must be organised and co-ordinated;in
the second place, & national programme for the achievement
of full employment must be estatlished and carried out.
N Although only the first of these aims is essentially
an employment service matter, the employment service must
nevertheless play an important part in +the preparation and
aexecution of the general programme because it is in  that
framework that manpower policy becomes fully effective.

This was noted, mereover, in the preceding chapter
vwhen studying manpower budgets, forecasts and information, It
is therefore important to follow the preparation of such a
programme and to contribute to it by providing appropriate
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forecasts on employment. It is as well to bear in mind
that social difficulties and discrimination can only be
overcome in the context of a vast programme based on co=
operation between employers and employees. The existence of
such a programme in no way implies dirigiste economic plan=-
ning but creates +the conditions necessary for achieving a
healthy, free economye Only on this basis and with the
support of an active manpower policy can the free play of
economic forces be truly achieveds And +the free play of
these forces is the necessary prerequisite for ensuring the
best possible use of the productive resources which deter-
mine economic growth, and also for balancing +the economy
as a whole in the event of full employment,

Leaving aside the over-all plan, the value of an active
manpower policy therefore depends on the way in which it is
organised and financed. According +to I.L.0. Convention No.
88, the main element of organisation is thus & centralised
euployment service which is in =z position to give instruc-
tions +to all the manpowér services. It also suggests that
a number of the manpower policy activities described in Chap-
ter I should be entrusted +o this central employment ser-
vice, +the other activities bDeing carried out in close co=-
operation with that service.

We shall now attempt +To describe +the organisation and
degree of co-ordination of manpower policy activities in the
O.E.C.D. countries.

ORGANISATION OF THE EMPIOYMENT SERVICE

1., Introduction: historical perspective

The hub of manpower policy organisation is therefore
the employmeut servi.ce.

I.L.0O. Convention No. 2 of 1919, concerning unemploy-
ment, already recommended the establishment of a system of
public employment agencies under the control of a central
authoritye I L.0O. Convention No. 88 extended the responsibi-
lities of +this service, now called the employment service, to
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most of the activities described in Chapter I, This recom-
mendation is applied in most countries.

2. Central authority

3 oo,

Central control therefore exists in almost all the
0.E.C.D. countries, whers the supreme authority lies with a
Ministry or an autonomous body empowered to give direct in-
structions ‘o all echelons of the manpower administration
and on sll subjects.

Thus, the Netherlands, Norway and Sweden converted the
communal placement services after the war into State ser-
vices, while Itely retained its communal services. In Den-
mark, placement is largely the responsibility of the trade
union unemployment insurance services, and in the United
States, too, where private profit-making employment agencies
8till exist, placement falls largely on +the trade unions.
] In fact, the federal constitution of the United States,

and similarly that of Switzerland, is an obstacle %o the
1} creation of a single control body. The power to give di=-
! rect instructions +to all services is replaced by another
procedure., Thus, in the United States, the Federal Govern-
ment can influence State policies by tying the allocation
of PFederal funds to application by the States of minimum
J Federal rules. In Switzerland, the central service makes
‘i recommendations to the Cantons which receive subsidies from
the Federal Government for their placement services.,
; The 1latest tendency, as observed in the Netherlands,
1 Norway and Sweden, is to turn increasingly towards strict
3 ) ] centralisation of the placement service organisation and
therefore of the manpower administrations.

This development is essential, as the following example
shows, if free and effective action is to be secured.

In Norway, the central service had recommended the lo-
cal employment agencies which existed at that time to wuse
the occupational index drawn up by the Labour Directorate,

e but this recommendation was ignored, even though +the use

of occupational information was considered indispensable for
{ manpower placement,
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3., Administrative organisation at national level

However, centralisation alone cannot ensure maximum ef-
ficiency of the placement service and manpower policy as a
whole. The nature of the organisation of the central ser-
vice is equally important.

(a) Ministry
In most countries, the central service is a Ministry

conforming o the normal administrative structure (Austria,
Canada, Denmark, France, Italy, the Netherlands, the United
Kingdom, Switzerland, the United States).

(b) Autonomous bodies

In a few other countries only (Belgium, the Federal
Republic of Germany, Norway and Sweden), this activity is
exercised by special autonomous bodies by statutory arrange-
ment or under Government supervision.

(¢) Autonomous body responsible for a specific field

The example of a similar Jréanisation covering a parti-
cular field of manpower policy is provided in France by the
"Association pour la Formation Rationnelle de la Main-
d'Oeuvre" (ANIFRMO)., This association is recognised by
the Ministry of Labour and runs all the accelerated voca-
tional training centres under +that Ministry's control. This
form of institution was selected after others had been
tried out and seems in fact +to provide both the flexibility
and adaptability of a private firm while affording all the
guarantees required of an official service largely financed
by public funds.

(d) Autonomous body responsible for a region

Similar organisations have sometimes been set up to
meet +the requirements of regional policy or to run shelter-
ed workshops. For example, special companies are formed in
backward regions to establish industrial areas in those re-
gions and to set up, rent or purchase industrial enterprises.
This is the practice in France and Great Britain.
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4, Decisions at national level

(a) Autonomous bodies

In these autonomous bodies, decisions are taken collec~
tively by a joint council. Thus, in Belgium, employers' and
workers' representatives form the executive body under an in-
dependent Chairman. In Norway, the Labour Directorate is
governed by a board consisting of employers' and workers'
delegates. In Sweden, the National Labour Market Board,
which is responsible for taking basic decisions, includes:
(1) employers' representatives, (2) trade union representa-
tives and (3) a representative of the central office work-
ers' organisation. Finally, in the Federal Republic of
Germany, two similar bodies are responsible for taking im-
poxrtant decisions.

Consequences

These executive bodies are the most appropriate for fa-
cilitating the integration of manpower policy with economic
and social policy as a whole since those interested in the
labour market situation (employers, workers, employment ser-
vice officials) themselves take part in the decisions, Man-
power policy can thus better satisfy the economy's require-
ments, while +those affected by these measures show greater
understanding. Such ©bodies can also help o0 overcome the
difficulties encountered in applying manpower policy legis-
lation, since through them all +the parties concerned share
responsibility for carrying out such legislation, which is
thus no longer the exclusive province of the Government.
Finally, helping +o0 integrate manpower policy into a much
broader field is not the only service rendered by these au-
tonomous bodies through their joint executive organs; they
also lead inevitably to the centralisation of manpower poli-
cy, as this is their sole concern,

(b) Ministries

On the other hand, very 1little attempt is made, if
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any, under +the normal administrative set-up to centrelise
methods of action. The Ministers are frequently responsible
for a whole series of other matters which they often con-
sider %o be more important, and it can hardly be expected
that they will spend their energies in defence of a man~-
power policy. Furthermore, +he officials responsible for
dealing with these problems are not really in a position %o
put their ideas over in the same way as an autonomous body
since they depend closely for their decisions on the Minis=-
ter himself, who has a great deal %o do and, in any case,
they too have responsibilities which go far beyond +the mere
administration of manpower. In some countries, the need
for contact and agreement with the manpower organisations
has led to the establishment of national advisory commissions
for important questions connected with manpower policy.

5. Organisation at local level

At local level, it is indispensable that the employment
service and the whole labour administration should possess
a8 close network of agencies which can be easily referred to.
The manpower administration will thus be able to take re-
sponsibility for the implementation of manpower policy mea-
sures of all kinds.

The distribution and density of the network of local en-

loyment services naturally depends on demographic and econo-

difficult to compare individual countries' efforts to set up
such networks, However, & report made on this subject +to
the 30th Session of the I.L.O. Conference on the organisa-
tion of the employment service, would seem %o suggest that
the network of employment services in most European coun~
tries is sufficiently dense, but that this is not yet the
case in the United States,

However, it is far more essential +that these services
be set up according to a national plan than that they should
be well distributed. There is no strictly administrative
obstacle in most countries %o the application of this prin-
ciple as the local employment services are everywhere, ex-
cept in Italy, Switzerland and the United States, in the
Government's hends.,

- 114 - ?




In all the 0.E.C.D. countries (except Denmark) depart-
ments responsible for certain problems on a limited region-
E al basis exist in between +vhe ceniral admimistration and
the local service. Arrangements of this kind which are
in keeping with the general administrative structure are no
doubt necessary +to ensure better co-operation with other au-
thorities and bodies which have to deal with manpower pro-
blems.
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6. Decisions at local level

Where sutonomous bodies responsible for manpower admi-
nistration exist, as is the case in Belgium, the Federal
Republic of Germany, Norway and Sweden, the administrative
side of manpower policy is integrated with economic and so0-
cial policy at regional or local level through joint execu-
tive bodies.

In other 0.E.C.D. countries, the regional and local
manpower administrations include advisory commissions. Their
composition varies, but they always contain employers' and
workers' representatives. It would appear that these commis-
sions are better able to make their influence felt at re-
gional and local level than at national level,

CONCIUSION

From this rapid survey of the employment service organ=-
isation, two points clearly emerge:

. O LA
MWWWM,.WW,M~:\A. ”»

l. To be effective, manpower policy needs to be central-
1y organised.

2. Bodies endowed with a certain autonomy seem better
) adapted to manpower policy requirements than the
usual administrative bodies.

e
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VOCATIONAL GUIDANCE

In addition to plecement, which is the pasic function
of labour administration, vocational guidance is also the
responsibility of the employment service in most countries,

1, Centralised organisation

Public vocational guidance depends at all echelons on
the same administration as the placement service in the fol-
lowing countries: Belgium, Luxembourg, +the Netherlands, the
Federal Republic of Germany, Austria, Denmark, Norway and
Sweden.,

2., More or less decentralised organisation

In Switzerland, on the other hand, where the placement
service is directed at regional level by the Cantons, the
latter can put vocational guidance in the hands of various
specialised departments which may not necessarily have any
connection with the central 1labour service. In the United
Kingdom, the Ministry of Labour is alone responsible at
the highest level, but vocational guidance may be provided
at local 1level by the school authorities as well as by the
employment service, Thus, a central employment body for young
people has been set up by the Ministry of Labour with offi-
cials from both the Ministry of Labour and the Ministry of
Education. In Italy, responsibility for vocational guidance
seems to be in'dispute which tends +to complicate the si-
tuation: +the Ministry of Isbour employs a State corporation
for the vocational guidance of certain groups, while the
Ministry of Education is trying +o get a Bill passed which
would authorise it to set up a network of special local vo-
cational guidance centres for school-leavers, In France, the
services of the Ministry of National Education are responsi-
ble for young people up to the age of 17. Finally, in the
United States, responsibility is shared by the Federal De-
vartment of ILabor and the individual State educational au-
thorities,
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3, Co-ordination

The placement and vocational guidance services there-
fore generally come under +the same central authority. Con-
sequently, co-ordination between the +two services is an in-
ternal matter and no external difficulties arise. This

J liaison between <+the two services seems logical and almost
( inevitable when it is remembered +that any person who re-
4 ceives advice from the 7ocational guidance service has to

be directed either +to an apprenticeship centre or to a Jjobe
In practice, however, the advisory committees do not pro-
vide sufficient contact between the placement and vocation-
al guidance services. In France, the school authorities are
responsible for the vocational guidance of young people up

1 to the age of 17 and in some localities the school vocation=-
al guidance services are housed in the same building as the
Ministry of Labour services.

Some co-operation is necessary between the manpower and
educational authorities since vocational guidance should be-
gin in the school. This requirement is met in several ways,
but only in a few countries through +the setting up of ad-
visory councils. However, +this is +the case in Denmark,
where there is a board consisting of representatives of the
Ministry of Labour, +the Ministry of Education, the Labour
Directorate, the placement services, teachers, employers,
workers and women's and young people's organisations. In
Sweden +too, there is a co-ordinating committee composed of
representatives of the manpower, educational and vocational
training authorities.

‘ At local level, +the youth employment office in  the

United Kingdom comprises a board consisting of representa-

tives of the educational authorities, teachsers, employers

and wage-earners. In France, the vocational guidance ser-
vices are represented on the Departmental. Council for man-
power questions. Contacts of this kind with the local Com-
mitsees responsible <for manpower questions are also estab-

lished in a few other countries.
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CONCLUSION

In short, the most desirable form of co-operation be=-
tween the vocational guidance and placement services has al-
ready been put into practice, 1i.e. integration of these ser-
vices with the manpower administration. Furthermore, the
need for contact with the schools in regard 1o vocational
guidance in no way Justifies turning the service over to
the educational authorities. {

VOCATIONAL TRAINING

1. Definition

This aspect of manpower policy raises considerable dif-
ficulties. The vocational training of young people is in
many countries mainly the concern of the individual econo~-
mic sectors. This is so in Austria, Demmark, Iuxembourg,
the United Kingdom and Switzerland. The employment service
very rarely takes part, even when vocational training 1is
provided at school. There are probably very few countries
where vocational training is closely linked with the gene-
ral requirements of manpower policye But I.L.0. Recommenda=-
tion No. 117, stipulates that vocational training should be
arranged and co-ordinated on the basis of a general  pro-
gramme which should not be put into effect until the vo- A
lume and character of manpower requirements after appren-
ticeship have been determined. The general programme should
take account of the individuals' occupational interests, firms'
msnpower requirements and the community's economic and social i
interests., .

2, An example of efficient co-ordination between the various :
services: Sweden

Sweden is the only country which possesses a single
body, the National Board of Technical and Vocational Education, {
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covering all questicns connected with vocational +training,

vocational guidance, manpower requirements, etc. !
In addition, contact has been established at local le-

vel between +the trade schools and the employment services,

so +that vocational training requirements for the area con-

cerned can be calculated.

3. Other examples

In the Netherlands, +the local employment services pre-
pare an annual report in consultation with the industrial
organisations on the placement of students leaving the tech-
nical schools. This report is circulated %o school princi-
pals, the Ministry of Education and those responsible for
training in industry and comprises an analysis of placement
difficulties, suggestions for extending or contracting cer=-
tain training courses and proposals for setting up new cours-
es or schools.

In +the United States, the placement services provide
information for the authorities responsible for vocational
training, as well as for the school vocational guldance
services, so that they can see which sectors are suffering
from a shortage of skilled menpower and where training
courses are particularly needed.

In a few countries, those responsible for vocational
training in the schools try to teke account of manpower re-
quirements by keeping in touch with employers.

Where training is provided by industry, it is of course
the employers who decide on the scope of the training and
vocational guidance to be given.

4, Co-ordination between training and placement services

Recourse is had +to the placement branches of the em=
ployment service in order %o facilitate the placement of
trainees. In some countries, special procedures have been
established to facilitate contact. In Norway, the placement
service gets in touch with the trade schools before the end
of the school year in order to find out which schools can
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provide workers for vacancies. In Sweden to0o0, the authori-
ties keep in close touch with school principels.

5. Where co-ordination is practically impossible

However, in the case of in-firm vocational +training,
contact with the manpower authorities 1is generally limited
to vocational guidance and placement in apprenticeship.
This is what usually happens in Austria, Denmark, Luxem-
bourg, the Federal Republic of Germany, +the United Kingdom
and Switzerland. There 1is thus 1little opportunity to in-
fluence the extent and content of the training given. It [
may ve mentioned +that in Austria and Belgium, apprentices
are sometimes taken on not because +the firm is going +to
need them later but for other reasons (e.g. as cheap labour)
since small firms of the kind in question do not generally
keep the trainees once they have finished +their apprentice-
ship. In Austria, workers are trained in this way in va=-
rious skills, which will probably be of no use later.

6. Possible remedies

In some countries, the employment authorities +try to
influence vocational training by granting training allow-
ances. This 1s the practice in Austria, Denmark, the Fede-
ral Republic of Germany and the United Kingdom. These allow~-
ances are usually paid when the apprenticeship centre 1is
outside +the applicant's home area. In the Federal Republic
of Germany, +the employment service has bullt hostels with
its own funds close +to training centres +to accommodate ap-
prentices coming from other regions.

7. Present obstacles to the co-ordination of training with
the aims of general manpower policy

The present dispersion of responsibilities for voca-
tional training would appear +to make it very difficult +to
achieve the general aims of manpower policy.

Moreover, it may be wondered whether, in view of the
ripid changes in technology and occupational structures,
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vocational training should not +take enbirely aew dirsctions
in order to meet the requirements of manpower policy.
Generally speaking, the employment authorities have the
choice between +two methods of co-operation with the normal
treining services: either they have a say in the type of
training to be given and provide the corresponding Jjobs or
else they simply provide work once the apprenticeship is
completeds The first of +these methods makes for efficient
co-ordination with the vocational guidance servicese.

In short, the organisation of the services needs to be
improved.

ACCELERATED VOCATIONAL TRAINING OF ADUITS

l. General orgarisation )

In most of +the countries where it is practised, the
accelerated vocational training of adults 1is in the hands
of the employment authorities. Thus, the aspects of manpower
policy in +this field and the structural organisation can be
examined without difficulty.

Apart from Austria and the Federal Republic of Germany,
the organisation of such training is in all countries based
on the principle of centralisation - either administrative
centralisation, as in Denmark, centralisation by occupation,
as in Belgium, or, more generally, centralisation at both
these levels (e.g. in France, Italy, the Netherlands, Swe-
den sand the United Kingdom). It should be added, however,
that in Italy the employment service is not the only body
providing accelerated training since other services also
take a hand in it.

2. Advantages of centralisation

From +the purely technical point of view, it is obhserved
that centralisation at national level makes for greater uni-
formity:
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- of teaching methods, which can thus be kept at a very
high levelj

= of workshop eguipment

- of tools and raw materials, thus masking economies
possiblee.

This form of organisation enables satisfactory and easi-
ly comparable results to be obtained. In addition, the sys-
tem can be improved without difficulty and the way opened
for large-scale activities,

French experience shows +that centralisation has helped
to get employers to accept this form of training. A cen-
tralised organisation can obtain all the relevant informae-
tion concerning +the skills required, thus facilitating the
preparation of training curricula. In addition, instructors
may be exchanged between the various centres end only a re-
latively smell staff is therefore needed. Centralisation al-
8o enebles research to be done leading to the preparation
of rational training programmes. Training time can thus be
reduced. Finally, centralisation facilitates 2xchanges of
ideas and experience, and makes it easier to bdbuild up a
staff capable of spreading the best methods of training.

The most obvious advantage of centralisation is to be
found at administrative level in the rationel use of avail-
able resources. It is so to speak an axiom in economics
that a firm with three thousand emplouyees can afford to run
special departments for planning, teschnical research or mar-
ket prospection, whereas ten firms employing three hundred
workers cannot each afford to do sn,

3. Co=-ordination

Manpower requirements in a particular speciality and in
particular sectors are generally determined +through contact
between +the employment service and firms., Medium and long-
term forecasts are also used for this purpose (e.ge in France,
the Netherlands and Switzerland)s In the United Kingdonm,
skilled personnel requirements are mainly assessed on the
basis of recognised placement possibilities.
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Applicants are selected and directed to training ccurses
by the employment service. The advantage of centralised sys-
tems 1is that trainees can be transferred from one tralning
centre to another, so that special cases can be catered
for. For example, in Sweden, account is taken of the state
of health of applicants, and asthmatic trainees are sent %o
training establishments in the mountainse.

Once +%training is over, the employment service also teakes
responsibility for placement.

CONCLUSION

It would seem that a fairly good balance can be estab-
lished both as regards the organisation of accelerated train-
ing and co-ordination with the other services concernede

GEOGRAPHICAL MOBILITY

In all the countries measures to promote manpower mobi-
lity are applied by the employment authorities. The actual
organisation of such measures c&unot therefore be an obsta~
cle %o their inclusion in a wider manpower policy programme.

MEASURES IN FAVOUR OF CERTAIN CATEGORIES OF MANPOWER

Measures in favour of disabled persons, young people,
older workers, men released from military service, etc., are
applied by the employment services alone or, in the case of
sheltered workshops, in co-operation with other  services.
Thus, the rules of manpower policy would seemw to be complied
withe
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MEASURES CONNECTED WITH PROBLEMS OF REGIONAL POLICY

In countries which prepars manpower forecasts or budgets,
as is the case, for example, in France, the Netherlands and i
Norway, regional poiicy comes into the wider framework of
economic and sSocial policy. The manpower policy aspects are
thus better caterel - 4

In all couat: +2°r2 a regional policy is applied, it
is considerably infl cud by ~anpower policy measures, since E.
the raison d'8tre of rugional policy is precisely the pre- 2
sence of substantial unemployment or underemployment. The
extent of such measures obviously varies greatly according
to their degree of integration into a general manpower pro-
gramme . ?

L. Role of the employment authorities in regional policy 3

3 ! In Norway, for example, regional policy is +the respon- ; > -
‘ sibility of +the employment authorities. The special pro-

i grammes for which specific funds are provided are implement- {
-5 ed by +the employment authorities in co-operation with local 3
,3 g services. \

3 It is moreover importert to give the employment service ?

3 a decisive role. Thus, the programmes submitted should be i

? approved by a special committec (interministerial, for exam- f

3 ple) in which the manpower authorities +take part. This is f

. 2 the practice in France and the Federal Republic of Germany. g‘
4 Certain forms of employment service intervention  are 3
f much less wide in scope: e.g. when its task is limited to é
"}; determining the extent of areas to be developed (United ; ;

} States), or again when it only provides aa ..formation ser- ] %

¢ vice in relation to firms,. 1 E:

f Regional policy measures directly concerning manpowern ; f

f alone are rare and are appli.d Dby the employment authorities. {;

-; ’ For example, they mey pay the removal expenses of the key- ; {
e ' workers of a firm who settle in the area to be developed, g -

‘ and perhaps their return journey too (e.g. France, the 3u

'3 ; Netherlands, United Kingdom). Generally speaking, the wan- 3
14 ’ power authorities tske steps to promote +the geographical 4
and occupational mobility of manpower when there is no region- j'

al policye. : b7 .
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CONCIUSION

In matters of regional policy it is desirable that the
employment authorities should not bhe confined +to measures :
strictly relating to manpower but should be associated with ?
economic and social decisions in general. This would make
for better co-ordination.
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MEASURES TO EVEN QUT SEASONAL VARIATIONS IN EMPIOYMENT

In some countries, as in Norway, for example, manpower
budgets or forecasts are used especially for forecasting
seasonal variations in employment, so that measures such as
public work programmes may be taken to remedy them. The ;
employment authorities are responsible for applying such Y
measures,

i # e - A A A ST g e ®

The employment authorities wundertake additional work
(Norway, Sweden) and help to carry it out by constituting
on their own account public investment reserves (Sweden)
and by suhsidising +the cost of preparing pre-planning (again
3 Sweden). The employment authorities also influence the time-
table of building work by issuing permits for work to com-

§ mence (Denmark, Norway, Sweden). To an increasing extent,
too, building projects are co-ordinated by commissions
Placed under the aegis of the employment authorities (Fede-
ral Republic of Germany, Sweden). Similarly, the employ-

H ment service 1is responsible for subsidies for winter build-
.% ing work (Austria, Norway, Netherlands, Federal Republic of

‘ Germeny) and for making up any loss of wages due to bad wea- -
ther,

‘ The training of workers during the slack season is ! q
- also arranged or facilitated by the employment service k- "
(Netherlands, Federal Republic of Germany). 3;'

The measures taken to even out seasonal variations in 4
employment in the building industry are a good example of
what can be achieved by a manpower policy when the employ-
ment service authorities have effective means of action.

.
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Although it is in fact in +the building industry's interest
to use its capacity throughout the Jyear and although the
public suthorities tend in the interests of the community to
spread +their programmes over the whole year, the work is
not always distributed as well as it might be, In Norway
and Sweden, the employment service has a considerable say
in the execution of public works, not only because it issues
building permits but also because it is very closely con-
cerned with the preparation of +the building timetable. Si-
milarly, in the Federal Republic of Germany, the employment
service takes part with the Government in measures of co-
ordination.

In Austria, on the other hand, lack of co-ordination
of public works projects prevents seasonal unemployment from
being kept in check. Although ‘he employment service has
the power to intervene, no great importence is attached %o
the application of manpower policy criteria.

CONCLUSION

Good co-ordination in +this field can lead fairly easily
to spectacular results.

MEASURES IN FAVOUR OF CERTAIN SECTORS OF THE ECONOMY

"Although forecasts on +the manpower situation are general-
ly of the greatest importance in any manpower policy, they
are particularly indispensable when it comes to developing
certain sectors of +the economy, through measures affecting
the actual structure of +the economy, whose repercussions
on manpower are at first rather slight. The extent and di-
rection of charges should be determined with the greatest
possible precision, in consultation with those concerned and
their industrial organisations,in order to assess the spe-
cial requi.ements of manpower policye
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France has carried out certain experiments which demon=—
strate that politico-structural changes in general, and more
particularly in connection with manpower, can be programmed.
Side by side with its economic and employment forecasting,
France has set up a special fund administered by the Minis-
tries concerned, in which the employment authorities take
parte This fund is intended +to promote economnic and social
development. In the Netherlands, structural policy is close-
1y linked with regional policy. Here too, economic programm=-
ing has been practised since the end of the war and en-
ployment forecasts are taking a bigger place in such pro-
gramminge

More specific steps are taken in some countries. Thus,
the manpower authorities provide special allowances for the
workers affected, in the same way as they would for ordinary
measures, Manpower policy +therefore seems to be well co-
ordinated, but it is particularly difficult in this field.

FINANCING OF MANPOWER POLICY ACTIVITIES

The organisation and effective application of manpower
policy, the nature of its activities and the extent of its
documentation depend in the first place on the way it is fi-
nencede.

l. The wrong way

The material at our disposal fcr the preparation  of
this report makes very little reference %o this question.
Occasionally mention is made, . owever, of the inadequacy
of a procedure tvhat makes measures for the training of adults
depend on the outcome of the annual debate on the budget.

2. A better way

The best solution to the financing problem is without
doubt the autonomous fund as a whole series of manpcwer
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policy activities have to be put in hand whatever the eco-
nomic and budgevary sitvuation.

3 o Example

In some countries (Federal Republic of Germany, for ex-
ample), a special fund has t-un set up with unemployment
insurance surpluses. However, this dependence on unemploy-
ment insurance may be inconvenient during a slump, as little
or nothing would then be available for an active manpower
policy. Nevertheless, the fact of having made the unemploy-
ment insurance fund autonomous and of having recourse to it
for manpower policy purposes is an advance on the position
of complete dependence on the annual budget. In order %o
make sure that the public unemployment insurance fund shows
a surplus, unemployment insurance contributions are fixed
with an eye to the requirements of manpower policy in addi-
tion to the usual criteviae

In practice, unemployment insurance funds have always
been available for msnpower policy purposes, e.ge for worker
m_gration or training, or in order to subsidise public works
designed to reduce unemployment. However, such measures
were generally confined to +the unemployed in receipt of be~
nefit, +that is to say the amount of expenditure was limited
by what could be saved on unemployment benefit, a system which
does not exactly encourage an active manpower policye.

In ¢ few countries, sSpecial funds are available for
some mangower policy activities; +this is the case in Norway
for measures of regional policy, Similarly, in France, the
Economic and Social Fund is available %0 manpower policy for
regional policy purposes and the training of adults. This
country has also recently set up a special employment fund.

CONCIUSION

No exhaustive study seems to have been made as yet of
the all-important problem of financing manpower policy and no
very satisfactory solution has therefore yet been found.
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MANPOWER POLICY AND THE EMPLOYMENT SITUATION

nu:’\cv‘“‘q—“*‘
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Before drawing any conclusions as regards manpower po-
licy activity and organisation, it would be interesting to
know whether the various countries observe any relationship
between the development of manpower policy and the employ-
ment situation. This is of course a very difficult ques-
tion owing to +the relatively recent development of manpower
policy.

l. Comparison

Lol LT JPLVENOUIURENEE  N PRIIIE SL SUVIUT P |

o

Let us first take a look at the following table, show-
ing the unemployment trend since 1957 in the main countries
dealt with in this report:

1957 | 1958 {1959 | 1960 | 1961|1962

AusStria ceeecesscscsceces 4,91 5.6 | 5.0 %.8]| 3.0] 3.0
Denmark seceeseeccessscee 20.2] 9.6 6.1 | 4.3]| 3.9] 3.3
Norway eceoeccssccccesce l.4] 2.3] 2.2 | 1.7} 1.2 1.4
Sweden .eceecscccscscecas 1.9] 2.5| 2.0} 1.4} 1.2] 1.3
Switzerland ecceseesceces Ok | 0.5] Ot | 0.7 O] Ou&t
United Kingdom eececescss 1.6 2.2 | 2.3 | 1.7 | 1.6] 2.1
Belgium o¢ cescecccccscee 5¢51 8.5]| 0.5} 7-5] 6.0} 4.0
France(l) ccececesosssces - - - 1.1 -
Federal Republic of Germany| 3.4 | 3.5 | 2.2 | 1.2 | 0.8] 0.7
It8ly  ceceocsccscscoscs 9.0] 9.0} 8.7} 7.9 7.2] S.5

2.3

6.8

§
i
£
5
i
|

HOlland [ E RN NN NEIRNEENNEEN] lc2 108 102 009 0c9
United S‘ba‘bes [N EN NERN NN 4‘03 5.5 5.6 6.7 5.6

(1) Judging by +the actual figures, the French rate of un-
employment was no worse during the other years than in 1960.
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Statistics on the rate of unemployment are often re-
garded with some mistrust and no great value is attached to
comparisons between several countries. However, a sbtudy
made in +the United States(l) shows that the results obtained
with +these statistics are more conclusive than is general-
ly admitted, An attempt +v.:s made in this study to eliminate
as far as possible differences due to methods of investiga-
tion. Below are some of the results obtained.

Rate of unemployment in 1960

Not corrected | Corrected
United States eeececceccsccces 56 5.6
Canadaessssesscsccssossessocens 7.0 7.0
France eceeeescccccccecccccees 1.1 1.9
Federal Republic of Germany .. 1l.2 1.0
United Kingdom eeceecveccscccos 1.6 2.4
ItalY eeececcececccccccsccons 7.9 4,3
Sweden (1961) seececececrccscs 1.2 1.5

2. Observations

First observation: according +to this study, the posi-
tion in the United Kingdom is more serious than appears from
the uwncorrected table,

Second observations except in 1958 and 1959, which
were recession years, the following countries constantly had
an unemployment rate of less than 2 per cent: France, Nor-
way, the Netherlands, Sweden and Switzerland, On the other
hand, the rate of unemployment was regularly above 3 per

(1) Comparative levels of unemployment in industrial coun-
tries., Report prepared <for the President's Committee to
Appraise Employment and Unemployment Statistics by

Robert J. Myers and John H, Chandler, Bureau of Labor Statis-
tics.
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cent in Belgium, Denmark, Italy, Austria and the United
States. Two countries cannot be placed in either category:
the Fede1ral Republic of Germany and the United Kingdom.

In +the last few years, the Federal R:public of Germany
has succeeded in reducing +the rate of unemployment to less
than 2 per cent, while in +the United Kingdom, on the other
hand, where it was between 2 and 3 per cent, it has lately
increased appreciably.

Third observation: four countries with very low rates
of unemployment - France, the Netherlands, Norway and Sweden
- take vigorous measures in the field of manpower policy.
They have drawn up economic programmes or economic and em-
pPloyment forecasts which show the importance of aspects of
manpower policy for the trend of employment.

Switzerland, on the other hand, which also has a very
low rate of unemployment, does not owe this to its manpower
policy and in fact solves its manpower problems by employing
a large number of foreign workers who a.e dismissed when
requirements diminish and return to their country of ori-
gin., Thus, Switzerland does not suffer from unemployment,

Fourth observation: in countries where the situation
is constantly poor - Austria, Belgium, Denmark, the United
States and Italy ~ manpower policy is comparstively 1less
developed, and none of these countries prepares economic
programmes or over-all forecasts of employment,

The case of the United Kingdom is more complicated and
does not seem to fit in with the idea that there is a con-
nection between the rate of unemployment and the degree of
development of manpower policy. The increase in the rate of
unemployment in 1962-63 is particularly surprising in view
of the development of a manpower policy system which is
excellent in itself. The employment service is fully em-
povered, for instance, and much more +than in some other
countries, to apply a regional policy or a training pro-
gramme. However, these powers are not used, as the Prime
Minister and the Leader of +the Oppositi.1 had to admit dur-
ing a parliamentary debate in 1962. The discontinuance of
the manpower budgets is symptomatic of the small attention
paid to manpower policy.
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In the Federal Republic of Germany, on the other hand, }
the rate of unemployment was reduced to below the apparent- f
1y critvical 1level of 2 per cent thanks to effective mea- '
sures of manpower policy, particularly in regard to season-
al unemployment. It is, of course, still too early to say {
whether +this favourable situation can be maintained des=~
pite the absence of forecasting and general programming.
However, Federal Germany is already beginning +to draw up
an outline plan, thus following the trend towards planning (
in the E.E.C.

Similarly, the recent more encouraging development of
g the employment situation in Belgium and Italy coincides, as
far as Belgium in particular is concerned, with the intro-
duction of more vigorous measures of manpower policy.

BRI S AR k2

CONCLUSION

It is extremely difficult +to establish a definite
relationship between a vigorous manpower policy and the em-
ployment situation.

Many countries have succeeded in maintaining : "igh le- {
vel of employment although their manpower policy is inade-~
quate, They do this by creating a big demand through the
traditional instruments of economic policy (cheap credit, de- g
ficit budgeting)e But such a policy is bound to lead din !
the long run to monetary difficulties which may well prove
an even more serious threat to full employment, 1

Admittedly there is not yet enough evidence to estab- ﬁ
lish a definite relationship between a vigorous manpower po- }
licy and a manpower situation approaching full employment
which at the same time guarantees the stability of purchas-
ing power and the maintenance of adequate growtt. The pos- J
sibility of such a relationship is nevertheless worth con- {
sidering and, above all, worth examining more thoroughly. l
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SUMMARY AND CONCLUSIONS

le Role of msnpower policy

In order not to create any misunderstanding as to the
exact role of manpower policy in +the context of economic
and social policy, it should be emphasized that by itself a
manpower policy, no matter how active, cannot ensure full
employment, Such a concept of manpower policy would preju-
dice the very ends it is designed to serve.

In order to achieve and maintain full employment, a
government should of course meke use in its economic and
sociai policy of all the modern means available without ad-
hering rigidly +to any ogne principle, but if it wishes +to
make full employment & lesting success, it should in our
opinion supplement it by an active manpower policy.

2. Present position

For various reasons, we have been able to give in the
preceding chapters only an imperfect picture of the develop-
ment of manpower policy. Despite this imperfection, how-
ever, we can see that there has been a distinct tendency in
the C.E.C.Ds countries since the end of the Second World

~.War to develop manpower policy measures in order to over-

come economic and sociel difficulties., The Member countries
are setting up employment services which, in keeping with

the wish of I.L.0. Convention No. 88, are an effective in-
strument for achieving and maintaining full employment. Pre-
sent achievements range from isolated measures taken for a
particular purpose to a modern concept of manpower policy in-
tegrated logically and consciously with a general programme,
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%, Reasons for the¢ interest shown in manpower policy

The reagons for this development are as follows: accori—
ing to the liberal economists, an active policy based sole=-
ly on general economic measures should suffice to ensure
the full utilisation of the factors of production. However,
it has been found that such a policy cannot maintain full
employment, nor even very often rchieve its In fact, be-
fore such traditional general measures have produced their
full effect, bottlenecks will appear which will be a threat
to economic growth and stability and thus %o full employ-
ment. The economic &nd employment structure is in fact in-
consistent with the conditions created by full employment.,
Lack of mobility and adaptability on the part of the fac-
tors of production are the cause of these bottlenecks.

Although technical progress enables the most diverse
firms to choose their location with considerable freedom,
the mobility of capital remains slight, eand regional re-
serves of manpower are nob automatically called on, even in
periods of great shortage.

Seasonal variations in employment also compromise full
employment., In the building industry, for example, where
work cannot keep pace with requirements, the investment
and adaptation needed to make full use of cepacity through-
out the year and avoid winter unemployment are not carried

S e S P N pn me T e R ™A s

oute.

Even where there is a ver; active economic policy,
public and private investment ar: too little adapted to
the needs of the situation and the structure of employment.

Furthermore, for reasons which are easy to understand,
men do not willingly change their occupation, place of re-
sidence or employer. Nor does a man automatically find the
most productive work or <that which is to his own greatest
advantage when he suddenly changes his job.

Fineclly, irrational training, neglect of the limitations
of the disabled, discrimination against certain categories
of workers or reluctance +to institute new forms of employ-
ment are prejudicial to work capacity and m>n's happiness.

All these reasons have led to the development of man-
power policye.

o st | BRI AT B K W
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4, Fields of activity

(a) Aim

The 0.E.C.D. Member States have therefore begun to work
out measures to overcome these obstacles. Taken together
these measures constitute an active manpower policy, whose
role is decisive both from the economic and the social
point of view. On the basis of an economic poiicy aimed
at full employment, an active manpower policy helps to achieve
and maintain such full employment. To this end, the States
take steps to achieve full employment through the elimina-
tion of unemployment and underemployment. At the same time,
an attempt is made to adapt the structure of employment to
the requirements of economic growth, and to maintain full
employment when this is in danger in certain economic sec-
tors or certain areas or in periods of business recession.

(b) Types of measures

All sorts of measures may be taken to attain these
goals: measures of regional policy or to even out seasonal
variations in employment, appropriate use of public and
private investmgnt, general vocational training, measures to
promote geographical and occupational mobility, campaign
against premature enforced retirement, occupational redeploy-
nent of the disabled, etc.

(¢) Means of application

A placement and vocational guidance service is the ob-~
vious means of meking these measures fully effective. Accord-
ing to the circumstances, priority will be given to mea-
sures designed to provide work or to measures to promote
manpower mobility.

However, it is always necessary and should be possible
to use all measures in a co-ordinated and flexible manner.
In +this way, and this is the characteristic of an efficient
manpower policy, there can be no danger of the general si-
tuation worsening +through the use of such direct and selec-
tive measures.
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> Application

The measures we have just described, together with others
of the same kind, are applicable in any situation arising
under eu economic policy aiming at full employment., It mey
be wondered therefore whether an active manpower policy is
only necessary and effective where there is a hign level of
employment or full emplogment. It has been observed, how-
ever, that such measures may be necessary even where the
level of employment is manifestly inconsistent with a po-
licy of full employment. Even in +this case they may help
to reduce the rate of unemployment. Furthermore, where
full employment has not been achieved, an active manpower
policy creates the conditions which lead to the success of
a policy of full employment. It matters little whether full
employment cannot be achieved for 1lack of consumer demand
or as a result of structural weaknesses, since manpower po-
licy measures create the conditions for the use of all the
factors of production.

It is true that the concept of an active manpower PO~
licy was mainly developed a the basis of a high level of
employment or full employ.ent obtained through general mea-
sures of economic policy., The first measures of active la-
bour market or manpower policy were worked out to fit this
kind of situation.

As opposed to general budgetary or other current mea~-
sures, manpcwer policy measures encourage the expansion of
production and at the same time have an anti-inflationary
effect on prices. In fact, such measures mske it easier
to deal with any bottlenecks that may aiise in the economy.
Furthermore, from the social and political point of view,
they have the advantage of giving the individual greater
freedom in his choice of occupation and job eand safeguard-
ing him against any loss of income, Finally, by meking
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for a better understanding of the changes which occur in
economic life, such measures can obviate pylitical pres-
sure for restrictive or protectionist action(l).

Thus, an active manpower policy is an essential instru-
ment for any employment policy, whatever the economic si-
tuation or the structural trend.

CONCLUSION

So far, growth, stability and full employment  have
been *:zarded as identical goals which may be attained by
+l ombineé wuse of general economic policy and manpower po-
licy. This approach does not allow for the fact that full
utilisation of +the factors of production, including manpower,
is actually the prerequisite for maximum achievement of
the first two goals (growth and stability). Employment
policy should therefore no longer be regarded as deriving
from general economic policy and at the most as one of the
conditions for economic equilibrium. Quite the contrary, an
adequate employment and full employment structure should be
regarded as basic to optimum growth and stability. Thus,
manpower and a consequent active manpower policy are the
key to meximum economic and social progress.

6. Conditions for an effective manpower policy

(i) It must cover manpower as a whole

In order to be effective, a manpower policy must
cover manpower as a whole and not just unemployed workers
in receipt of benefit. There should therefore be strong
inducements to make full use of the various manpower

(1) GYsta Rehn: "Reasons for the expansion of labor market
policy regarded as an instrument of economic progress";
report to the Conference of "Senior Economic Advisers",

E . c . E LY 20th"24th March [ 1961 ®
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services. An increasing number of measures are being taken

in +this direction in the various 0.E.C.D. Member countries.
We have noted those to promote vocational training, geo-
graphical mobility and the regional development of certvain
economic sectors. All +these measures are more and more
widely practised without distinction between workers in em-
ployment and the unemployed.

An example of +this trend is to be seen in the develop~-
ment of the accelerated vocational training of adults. There
is a growing tendency to turn this system into an instru-
ment to provide workers with a standard of training com-
parable with what they might acquire through a full length
course. Such training is provided in +the light of indivi-
dual abilities and the needs of the economy.

Formerly, training for +the assisted unemployed was re-
garded at best as a means of providing them with just suf-
ficient training to enable +them to take the first job avail~-
able, Fairly often - and +this still happens - training was
simply dropped when a job turned up.

(ii) It must encourage the use of the facilities provided

The second important prerequisite is, as we have al-
ready said, to encourage the use of the facilities provid-
ed, so that manpower policy is in a position to eliminate
the obstacles opposing the free and voluntary movement of
the factors of productioan. To do this, it is necessary in
regionai policy, for example, to compensate the disadvan-
tanges from the point of view of competition +that might
arise from setting up & firm in a region where there is un-~
employment or under-employment. In fact, +the presence of
abundant manpower is in most cases not sufficient compen-
sation and, if necessary, subsidies must be granted, cheap
credit provided, the infrastructure improved, etc. Similar-
ly, winter building work entails difficulties, in the be-
ginning at least, which can only be overcome by correspond-
ing compensation. Finally, the allowances provided for work-
ers in the event of training, removals or the conversion of
a firm are of no less importance.
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7. Organisation - tripartite bodies

The conception and implementation of such a policy xre-
quire a strong organisation closely connec*ed with the par-
ties irvolved. The manpower authorities in the 0.E.C.D.
countries are taking this principle increasingly invo account.
A marked tendency towards +the centralisation of the employ-
service has been noted since the end of +the Second World
War. In several countries, the communal placement services
have been transformed into State services. At the same tTine,
the employment services have been modernised vy the crea-
tion of powerful central services whose executive Dbodies
are as far as possible tripartite. Where such a structure ,
does not exist, appropriate advisory councils have been pro- 5
vided. ‘

8. Finan.e

The soluticn of +the financial problem is of over-riding
importance for any active manpower policy. For example, in
order +to maintain employment in depressed economic sectors,
large direct or indirect subsidies are often granted, or use
is made of protectionist measures. More often than not, how-
ever, +the funds disbursed in this way might be used for po-
sitive manpower policy purposes. Furthermore, to an increas-
ing extent, expenditure cof this kind is no longer regarded
as money spent in +the interest of social welfare but as a
profitable investment. Thus, the development of "economics
of manpower" should lead to a rational assessment of the
amount +that might reasonably be spent, from the point of
view of economics, on a manpower policy.

In practice, some countries have already worked out me-
thods of financing which c¢nable manpower policy measures to
be applied regardless of budgetary considerations or market
fluctuations.
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9. Erogramming

_ The gradual development of the employment service also
entails a gradual improvement in +the statistical or other
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bases for assessing the manpdwer situation and establishing
employment forecasts. Employment policy is +thus placed on
ar. increasingly sound foundation.

-In @ome countries, the manpower guestion 1is already
tr .ted as an important factor in general economic program-
ming. Such programming takes account of employment fore-
casts and thus greatly helps to bring economic and social
problems nearer to a rational solution.

Progremming is +the ideal instrument for establishing
the Dbest possible relationship between manpower policy and
its goal: +to achieve and maintain full employment.

CONCLUSTON

The problems raised by the rapid pace of teghnological
change, integration of +the economy as a whole and assistance
to the developing countries can only be solved by speedy
and consistent measures, -

A comparison of +the sixties with the preceding ten
Jears would appear to indicate +that economic and social pro-
blems are moving towards new difficulties./ It is clear that
economic growth will not continue regularly, as was the case
in the last few years., Sectors of over-investment are be-
ginning to appear and in some fields technological changes
are weakening the démand for manpower.

If +the problems raised by the re-adaptation of man-
power cannot be solved rapidly and without friction, we must
expect serious unemployment even if a vigorous growth poli-
cy 1is applied. The ordinary instruments of budgetary and
monetary policy will not suffice. This situation is also
likely to be further complicated by inflationary pressures
and balance~of-paymenta difficulties, which might in turn
give rise to social unrest and the revival of protectionist
attitudes <that would not fail to have an adverse effect on
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economic and social progress, as well as on all the develop-
ment prospects of economic units extending beyond national
frontviers(l).

An active manpower policy is no doubt one of the best
means of overcoming these difficulties. However, the multi-
plicity of <the measures mentioned in the present report
5; ) should not blind us to the fact .~ 5 they have developed re-
latively slowly compared with requirements. Governments,
employérs and workers should therefore do their utmost +to
accelerate and intensify their development.

To +this end, close co-operation should first be estab-

4 lished between government, employers and wage-earners., Ex-
i§ ! perience shows that tripartite bodies are particularly ap-
; ’ propriate.

The development of an active manpower policy will be
facilitated by efficient co-ordination between +the various
services in a centralised employment department. Further-
more, an over-all concept of manpower policy is just as ne-
cessary as good development. However, in many respects, it
: is essential that +the aspects of manpower policy should
y. first be +taken into consideration when examining economic
and social problems,

The financing and planning of an active manpower poli-
3 cy are of decisive importance. It is still too frequently
-4 # forgotten with regard to financing +that an active manpower
. policy should be treated as a long-t¢rm policy and there=-
f fore independently of +the short term economic situation or
3 the budgete It is best to define such a policy in terms of
. . the results of employment programming and to finance it
through an independent body.

4 Even in the most advanced countries, manpower policy is
a relatively new factor and there is no danger of its acti-
3 { vities exceeding an econc -ically reasonable figure. The li-
3 3 mits of the "economics ~f manpower" should nevertheless be
established within the 0.,E.C.D., framework.

B e
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b l (1) Memorandum to the Council on the Operational Programme
g 1964-66 of the Manpower and Social Affairs Committee of
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Measures connected with manpower policy should cover
total manpower. The content of such measures should be de-
termined after analysis of msnpower problems and on the ba-
sis of an over-all manpower policy prepared in +the context
of the economic programme. Employers and workers chould be
associated with these decisions,

The incentives employed by manpower policy to promote
the mobility of +the factors of production should be adapted
to the aims in view. In +the first place, they should Dbe
sufficiently effective +to overcomsz the obstacles to the mo-
bility of those factors, and particularly manpower mobility;

in the second place, they should be able to mske good any

disadvantages that might result from such a policy of mobi-
lity.

Finally, manpower policy .ieasures should be formulated
in the clear knowledge +hat economic growth and stability
are the fruits of full employment and consequently of man-
power policy.
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THE TRADE UNION ATTITUDE
TOWARDS AN ACTIVE MANPOWER POLICY

by Hermann Beermann
Vice President of the Deutscher Gewerkschaftsbund
(German Trade Union Gonfederation) D.G.B.

Free Trade Unions throughout the world have always
been in favour of a manpower policy aimed at improving the
worker's 1living conditions, and assuring him uninterrup-
ted employment and a reasonable share in the results of
his work. The emergence of trade wunions was due to the
complications arisinz in connection with +the manpower situa-
tion at <the beginning of the industrial period, when it
was recognised that a labour market did in fact exist and
that it was subject to certain laws. Todav, everybody knows
what human tragedies resulted from the rutnless exploitation
of the labour market ahd the principle of laissez-faire:
inhumane working hours with low wages, followed by periods
of unemployment without any form of social securitye.

As a result of decades of experience, the free trade
unions are all in favour of an active manpower policye.

Full employment and social security

From +the trade-union point of view, an active manpower
policy is a prerequisite for +the attainment and maintenance
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of full employment. The free trade unions are quite con-
vinced that full employment is no%t and should not be the re-

sult of chance, even though it may frequently appear to be
sn. On the contrary, +the entire political energy of the
people should be directed +to ensuring and maintaining such
full emvloyment. The trade unions know that the well-being.
of a people, the entire social policy and the social secu-
rity of the workers are all dependent on the maintenance of
full employment.

Full employment in Freedom

The basic aim - the attainment and maintenance of full
employment - can only be achieved if it is pursued in con-
ditions of freedom. We therefore consider +that full employ-
ment is not mevely +he employmesit of all workers without
regard to the type 6f employmends Fuvll employment is not
merely +thé fact that %there are no unemployed. We consider
that 4t is far more necessary for the conception of full em-
ployment to be bound Wp With that of liverty; i.e. that the
worker is free to choose his job without any interference
or discrimination by the statew

Government manpower policy‘in the free democracies should
therefore be orientated along these lines.

The free trade unions, unlike +thosc in the government-
controlled economies, consider that "full employment in Con-
ditions of Freedom" is ar important principle. It gives to
the conception of full ewployment i.e. full employment of
all workers in the jobs of their choice, its real meaning,
which satisfies both the rights of man and the dignity of
the worker.

We therefore consider +that an active manpower policy
should be pursued in the light of this conception o«f full
employment. ‘
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Active Manpower Policy based on Democratic Principles

et o g e,

The +trade unions are gquite convinced +that the mainte-
}a nence of full employrent necessitates a planned, purposeful
.4 active manpower policy. Such a policy must not, however,
C 1 be dependent on government regulations or political consi-
> deration since a policy of this sort does not take into
_ account the democratic rights of the workers or their human
dignity.
No enforccement is necessary to achieve +ihe desired aims
‘ ﬁ | of manpower policy. On the contrary, results can be achieved
z far better by providing the necessary incentives - whether
-3 ) wage incentives or others. So far as the workers arc con-
cerned, it is absolutely essential that labour problems
- ‘ | should ©be solved in accordance with free democratic princi-
2 Ples. They will always react violently to any restriction
ff of +their rights. The guaranteeing of their rights is their
{; _ only way of ensuring the untrammelled development of their
3 personalities as dependent worlkers.
We ar: against all attempts - even well-intentioned
i ones - by the state to direct labour which, by whatever
means, lead to a restriction of +the rights of the workers.
It frequently appears % us +that measures connect-
with economic and manpower poiicy are still based on con-
siderations dating from the last century. We are opposed
to +the worker's being considered merely as a factor in pro-
duction like any other source of energy. An active manpower
policy based on democratic principles must, therefore, pay
particular attention to +the position of the worker in the
economic process and sweep away outworn ideas.

Sl > subdaddn
> atmpad

Manpower Statistics

It is an essential prerequisite of an active manpower
) policy that the manpower situation should be thoroughly
.and carefully watched,

Such observation - labour market statistics - the deter-
mination of manpower trends - is an important Dbasis for
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planning measures., If manpower policy 1is to be adapted to

the actual conditions, but is also to be in a position to
encourage activities, this can only be achieved if it is
flexible and its political considerations are based on a know=-
ledge of +the normal evolution of menpower phenomena. On
the basis of such comprehensive statistical data, measures

to control fluctuations in manpower must be taken when it
becomes evident that modifications occur. But +the only
reasonable purpose of labour stetistics 1is to achieve the
highest possible level of employment and the highest rate
of productivity, by encouraging or discouraging certain trends
which have heel. observed, In making use of these manpower
statistics in the necessary manpower policy measures, it
appears to us that, in many countries, an even more purpose-
ful and active nolicy is necessary, if developments are not
to be left +to chance, as has sometimes been the case hither-
to.

We feel it is worth considering +the possibility of
adopting a standard basis for an analysis of the labour
market, on which labour potential would be shown in the
form of ctasdard and comparable figures. A country's labour
potential and the percentage of 1its wage-earners as com-
pared with the size of its population would be a reliable
guide to its degree of employment and economic soundness. A
modern labour market analysis must not only be guided by
the ratio of unemployed to employed persons, but as a ba-
sis for this analysis, as far as full employment is concern-
ed, must also devote more attention than previously to the
ratio of the labour potential.

Here I would refer to +the E.E.C. Rerorts on the Mar-
ket Situation, which are based on the following statistical
datas

l, The number of unemployed;
2. The number of vacant jobsj;

3. The number of Jobs filled by the labour exchanges.

We consider +that even these data are not a sufficient
basis on which to assess the manpower situation, since the
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number of Jobs vacant and the number filled are frequently
dependent on chance., Even the unemployment figure does not
constitute a reliable basis for deciding whether or not
there is full employment. In our opinion, such a method is
out-of-date.

If the extensive use of unreliable data in assessing
the market results continues, there is a serious damger that
the value of forecasts will suffer considerably. The 0.E.C.D.
should meke an effort in this connection to work out stan-
dardised criteria, since the analysis of the labour market
is a prereé_:_uisite for the implementation of manpower policye.

Occupational and geographical mobility

The occupational and geographical mobility of the la-
bour force is a very important problem in any manpowzr po-
licy. It is right +that geographical mobility should be fa-
cilitated in the interests of the economy. But we should
be quite clear that there are strict limitations on such
geographical mobility, since frequent changes of residence
have adverse human and psychological effects on the worker
and even on his family. From a purely economic point of
view it is advantageous to move workers and their families
to nlaces where jobs sare available, At first sight, it
would appear that such measures -~ seen from a purely econo-
mic point of view - are cheap and effective. In the long
run, however, once such measures have gone beyond a certain
point, the costs involved increase, quite apart from the
fact that work performence frequently falls off on account
of personal difficulties. From the trade union point of view,
therefore, manpower policy should *nclude not only the pos-—
sibility of ensuring +the geographical mobility of the la-
bour force but also, and to an increasing extent, the "mobi-
lity of Jjob". In the long run, and on general humanitarian
grounds, it would apvear to be far more important to orien-
tate manpower policy in such a way that, in areas where
there is a superfluity of labour, industrial complexes should
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be set up to a greater extent +than has been hitherto  the
case, S0 as to integrate workers into the industrisl pro-
cess in +the surroundings to which they are accustomed. Ex-
perience in Europe has shown that no real integration of
foreign workers (e.ge southern Europeans into northern
Europe) actually +takes place, and that any advantages gain-
ed by workers through finding employment in foreign coun—

' tries are offset by financial and personal disadvantagese.
Experience alsu shows, at least in Europe, that generally
speaking there is no question of real emigration, but +that
workers merely go to +the foreign country for a few years

, in order to return +to their accustomed environment later.

3 Only in rare cases is there real assimilation. The reason
3 for +this is undoubtedly +o be found in the fact that, with
modern means oI transport, workers can easily and quickly
return home, which discourages integration into the new sur-
roundings,

This disinclination +to assimilation gives rise to con-
siderable difficulties which have an adverse effect on work
performance.

In additiom, such migratory movements are no indica-
tion of an active manpower policy, but rather a sign of in
activity. The first consideration should be to ensure that
workers are provided with sufficient employment in the place
i where they live.

Migration of workers +to industrial development areas is
liable +to have further adverse results. The depopulation of
certain areas and the over-population of others iuply in-
< creased costs to provincial and local government. We c¢onsi-
der that too little attention has been paid in the past to
the problem of ensuring the mobility of jobs and +that too
much has been paid to the mobility of labor. We expect of an
active manpower policy that it should study the proilem of
geographical mobilitly, wuse such measures sparingly, and
where possible replace them by the movement of industrial
2 plant or complexes,

3 So far as occupational mobility is concerned, we expect
3 cf an active manpower policy that it should place more em-
A phasis than in the past on giving workers +the opportunity
s of receiving a broad and rational vocational training; na-
4 ‘ 7 turally, it will be necessary to organise short-term and
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highly specialised training at certain times when particu-
lar needs occur on the labour market; but in the long run,
real occupational mobility can only be achieved when all
workers have the opportunity of undergoing comprehensive
training extending over several years; such comprehensive
training, and the resulting high degree of technical skill,
will result in higher output, which again is in the general
interest. Certain countries still pay too little attention
to this problem of long-term vocational training, although
it is one of +the fundamentals of manpower policye. Under-
employment and unemployment in many parts of the world -
both in countries in process of development and in Europe -
are partly due to the fact that the labour force available
does not possess the necessary skills, Workers must be
given far more opportunities than in the past of undergoing
comprehensive training over a number of years. In addition
there should be greater opportunities for advanced training
and retraining. It is a recognised fact that during his
working life, even ‘the worker who hus beex fully trained
will need further +training to ensure his adaptation to tech-
nical developments. The provision of opportunities for fur-
ther training is an essential factor in the promotion of
occupational mobility.

Under~employment

Another problem which, in the opinion of +the trade
unions, must Ye finally solved within +the framework of an
active manpower policy is that of under-employment. This ap-
plies both to short-time work (under-employment on a week-
ly basis) and to seasonal work (underemployment on-a year-
1y basis). An active manpower policy should meske use vf all
opportunities available to ensure fully productive employment.

In +this conmection, we would refer to +the I.L.O.'s Re-
solution on Employment Policy passed by the 1961 Interna-
tional Labour Conference, and fully supported by the Trade
Unions. This should be a leading principle of every nation-
al manpower policy.
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We should make ué our minds that under-employment is a
form of temporary unemployment, although the fact is fre-
quently ignored, and thet it therefore has all the familiar
adverse effects on an active manpower policy. Problems con-
nected with seasonal unemployment can, as has been shown [
by past experience, be successfully solved by planned mea-

E: sures of government manpower policy. Success achieved in

3 carrying out winter building programmes in various countries
leaves no room for doubte It has been shown that it is pos-
Y sible, by means of plans based on co-operation between the
government, the social security services and the employers q
and workers, to limit unemployment in certain branches of
industry and thus gradually eliminate it altogether,

5 This example clearly shows that an active goverament

3 menpower policy is slways dependent on the active co-
ope~ation of the employers and workers. The result can only
C be co-operation and not disputes.

We are of +the opinion that the existence of temporary
under~employment represents a considerable danger to full em-
ployment as such, and that even in conditions of full em=-
ployment everything ought to ©De done %o eliminate any resi-
dual under-employment,

What must be considered in +this connection is the po-
sitive effect of a reduction in working hours, in connection
with +the prevention and elimination of unemployment.
= Experience has shown that a reduction in working hours
7 can quite well help to secure better technical conditions
. and thereby enhance productivity without eny additional
strain on the wage-earner,
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e Prevention and elimination of unemployment

& Experience of large-scale unemployment in the thirties
k ‘ demonstrated that the policy based on selfish intereSts cof
9 certain firms and employers and the conception that crises
could be prevented by measures of economy were unfounded. It
é_ > was shown that, not only was the employers' desire for k
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excessive profits without regard to their social obligations
harmful in the long run to +the employers themselves, but
that government measures of economy, which were pursued to
sucli an extent that the unemployed could barely subsist, far
from alleviating the crisis merely aggravated it.

An active manpower policy must thercfore ensure that all
means of preventiug economic crises are fully exploited.
Should temporary unemployment nevertheless occur, whether for
structural, technological or economic reasons, government
emergency measures should be taken in order to prevent any
further unemployment and to eliminate that which already
exists, :

The unemployed worker should be paid benefits from the
social security funds in sufficient quantity +to ensure the
maintenance ¢f his standard of living during such periods of
temporary unemployment. The maintenance of his standard of
living prevents any deterioration of +the morale of the un-
employed person and also maintains the purchasing power of
the population. The latter, incidentally, is one of the
means by which any aggravation of +the crisis can be prevent-
ed or limited,

Emphasis on rationalisation

An active manpower policy in the truest sense of the
word must not be confined to periods of full employment, but
should be particularly directed to devising measures to
deal with unforeseen economic situations. We can never know
whether, when and where a recession even a slight one, may
occur for any reason., Here, I would draw attention to the
experience of certain countries in connection with the in-
troduction of measures of rationalisation. Unemployment
which may result from such measures appears to be equal
both in duration and extent to that resulting in the past
from economic depressions. The modern economy therefore,
will have to face dangers from technological progress in the
future, and these must be countered by the appropriate mea-
sures,
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The Trade Unions have always expressed themselves as
being in favour of rational working methods, basing this atti-
tude on +the fact that the lightening of labour made possi-
ble by machines must act in favour of <{he working man. The

r gsame is true for the modern form of rationalisation, or au-

tomation. The result of rationalisation should be an in-

crease in the social product and thus be to +the benefit of

the community as a wholee. The Trade Unions, however, are {

perfectly clear that uncontrolled rationalisation can re-

sult in a considerable degree of redundancye When the ex-~

tent and timing of the introduction of rationalisation are

ill-planned, workers who become unemployed can only be re-

absorbed into the Labour force with difficulty.

It +thereforc appears to us to be a particularly impor-

tant function of an active manpower policy to keep perma-

nently under close scrutiny such trends in the labour mar-

ket - i.e. the displacement of entire groups of workers as

the result of measures of rationalisation - and to ensure

by means of appropriate measures that the general interest

is not endangered by the action of individual employers. It

is essential that an active manpower policy should include

the watching of such trends and measures to ensure that ra-

tionelisation and autometion are carried out on a properly

planned basis. Only thus is it possible to prevent redun-

dancy from occurring or at least o compensate for it by

transfers from one undertaking to another. If redundancies

do occur in spite of such measures, the workers concerned

should be given all assistance necessary in order to enable

them to find work elsewhere, without rationalisation result-

ing in any appreciable fall in their standard of living.

In the opinion of the Trade Unions, therefore, measures

of rationalisation must be co-ordinated and accompanied by

the appropriate measures of adaptation. Such measures should )

be co-ordinated and controlled, and this is one of the func-

tions of an active manpower policy. Firms which make con-

siderable investments for rationalisation purposes must also

make the apprepriate lnvestments to ensure that new Jjobs

are found for workers who become redundunt owing to such ra-

tionalisation.
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Activating manpower policy

We should be perfectly clear in our own minds that an
active, comprehensive manpower policy must be continucusly
adapted to changed circumstarces. It is definitely wrong
to work out an inflexible conception of what such policy is
o~ should be. A flexible policy, capable of being adapted
to requirements, must simultaneously develop Programmes for
influencing the existing manpower situation and other, long-
term, programmes aimed not at preventing modifications of
the labour market, bdut at favourably influencing them so as
to mitigate +the social effects of structural modifications.
"he question of the over-all concept of what an active man-
power policy should be - and it is no part of my task to
lay down a comprehensive programme - must necessarily remain
an academic one so long as no decision has been reached as
to who is finally responsible for such a policy. In democra-
cies, the parliament and government assume this responsibi-
lity. As trade-unionists we do not wish to assume this
responsibility. The government has such responsibility and
ought to be aware of it, It is a task of the trade unions
to be continually pointing out to those responsible that
certain activities must be expected of governments. If par-
liament and government are responsible for the active manpower
policy, we as trade-unionists are quite prepared to co-operate
in bringing such policy into effect. It is therefore most
certainly desirable that the various countries concerned
should work out & short and long-term policy in consulta-
tion with the representatives of the employers and workers.
Governments would be well advised to allow the trade unions
more access than has hitherto been the case to the discus-
sion of economic and manpower problems.

The view that the bases of manpower policy could be
laid down unilaterally (e.g. by government departments) or
that measures connected with manpower policy could be car-
ried through without consultation with the employers and
workers, is out-of-date. It is particularly necessary,
therefore, that an active manpower policy should be worked
out in close and friendly co-operation between the govern-
ment, the trade unions and the employers' federations. Such
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co-operation should not, as in +the past, be confined %o
periods of emergency. Programmes should be carefully work-
ed out at +imes when market conditions are favourable, so
that +those taking part are not merely provided with infor-
mation but given +the feeling of a comprehensive social secuw
rity in this field as well.

The employment services

In our opinion, it is not enough nmerely tc work out
and lay down an active manpower policy; its implementation
must be ensured by appropriate employment services.

The form which employment services should teke has
been laid down admirably in a number of I.L.O. Conventions.,

The employmeut service, which is +the department re~
sponsible for implementing +the official manpower policy,
should be so organised that the entire country is covered
by a network of employment service offices, easily accesible
to the workers.

The organisation and direction should be centraiised at
national 1level at +he lowest, for it to be efficient and to
ensure that workers are given equal rights and treatment with-
out reference to their place of residence.

This unified, comprehensive organisation must be at
the disposal of employers and workers for the purpose of
vocational guidance, counselling and placement. The employ-
ment service should be consulted in connection with setting
up new industries, transfers of workers, and in all matters
concerned with rehabilitation (+the re=-integration into the
labour force of disabled persons), those connected with voe- $
cational guidance and training und the observation of +the {
manpower situation. The results of such observation (man-
power statistics) must in turn be used as +the besis for
the official manpower policy. There must be the closest
liaison between the offices working out manpower policy
and those responsible for implementing it.

The employment services should be sufficiently acquainted
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with the labour market, at both national and international
level, to be able to offer workers looking for the Jjobs
those which most closely correspond to their skills and
abilitiss - and this in +the interest of the gsnoral economy
as well as in that of +the individual. They should open
for employees wider opportunities of employment transcending
! national frontiers, by clearing of vuacancies on a broad ba-
sis. In addition to this general function there are those
of the individual ancillary organisations. These must be
available for all problems connected with choice of occupa-
? tion and securing a Jjob by the individual worker. Here, their
functions are not those of a state interfering but those
of a welfare organisation.’ Any worker seeking advice and as-
sistance must be given them. As trade-unionists, we are ccm-
{ pletely opposed to any form of regimentation, even on the
part of +the employment services. In our opinion, any direct
or indirect form of compulsion or direction in connection
3 with Jjob selection is incompatible with freedom in the
choice of occupation and Jjob. In <the past, such measures
of compulsion, ever on the part of the employment service,
for <+the attainment of a glven objective, have been a great
evile The employment services should therefore ensure that
there is freedom in +the choice of occupation, training and
‘ Jobe
! There 1is a c¢lose connection between the vocational gui-
dance and placement organisation and that dealing with un-
employment insurance and unemployment benefits. This close
1 connection necessitates +the existence of organisationsl
) liaison. It should bz laid dowa as a principle +that the
N ‘ finding of employment has priority over the payment of be-
nefits.

It is a prerequisite of an employment service organised
in this way +that it should be an institution for providing
assistance and not for issuing directives. This also im-
} plies that +the irdividual worker should be provided with full
information concerning occupations and opportunities avail-
able, thus enabling him to choose for himself.

l In addition bto advising the worker, the employment
' service should provide the necessary finsncial assistance
for vocational training. Providing there is a proper activ.
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manzower policy, the worker should not only be given the op-
portunity of accepting and exercising a job, but of under-
going a comprehensive course of vocaviomal traininge Such
training zhould not be dependent on the financial resources
of the individual but on his ability. Existing social dis-
tinctions should be eliminated by means of financial and
technical help from the state. Such general vocational train-
ing forms o part of active manpower policy and should be
supervised by the employment service.

The payment of bemefits to unemployed workers is also
a special function of active manpower policy. In meny coun-
tries such benefits are considered as part of the system
of social security.

In my opinion, no extensive research is required ‘to
establish +the fact that the unemployment risk 1s not insur-
able. The only insurance against the financial results of
unemployment is an active manpower policy which prevents un-
employment.

It appears to us to be necessary, in this comnection
also, to determine whether and how social security for work-
ers in the case of unemployment or under-employment can best
be organised, without placing the burden of financing it
(eege contributions) on the shoulders of those who are gene-
rally affected by economic disasters.

"Self-administration"

Any active manpower policy pursued by a special employ-~
ment service requires to be influenced by the advice of the
employers and workers. The best form of participation in
measures of manpower policy is undoubtedly "self-administra-
tion", by which we mean the direct intervention of represen-
tatives of the employers and workers in +the conception eand
implementation of socio-political +tasks. The aduinistrative
rights which are basically those of +the state are thus con-
ferred on those chiefly concerned. This transfer of rights
and duties connected with +the implementation of  manpower
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policy to +the employers and workers has been shown in prac-
b tice to work well., It reinforces +the liaison between  the
renpower authorities and the two parties concerned and pro-
motes the voluntary implementation of policy by them.
3 { We are strongly vwposed to +the employment services be-
] o o ing run as state institutions without any intervention on
' 3 the part of +the trade unions. In our opinion a considerable
degree of self-administration by the parties concerned is a
true example of democratic methods, since all those wupon
whom in the last resort the labour market is dependent par-
ticipate in the making of its orgenisational and technical
policy.

We should be perfectly clear in our own minds  that
neither a manpower policy nor a properly functioning employ-
ment service is possibu¢ asgainst the wishes or without the
support of those mainly concerned.

Since the worker should not be the slave of the man-
power policy, but rather +the policy should be the tool of
the workers, we are faced with the absolute necessity that
there should be close liaison with the trade unions in the
elaboration of policy and the running of the employment ser-
vices. The +trade unions have an important part to play in
the pursuit of manpower policy, and they should be given the
opportunity of fully participating, in accordence with their
responsibilities, in the administration of manpower.

In many countries, +the employment services have notv
achieved +the degree of integration with local and provin-
cial placement offices that is desirable. If compulsory ex-
ploitation of these offices is, quite rightly, to be avoided,
the employment services muva3t therefore enlist the confidence
of those who use them. A properly organised employment ser-
vice should ensure that +the wishes of the individual con-
cerning free choice of ,ob are respected. BSince, therefore,
there should be no compulsion to wuse the employment services,
recruiting should be carried by highly skilled workers and,
on the prineciple of self-administration, an organisation set
up in close co-operation with the employers and workers. We
believe an employment service organised in this way best meets
; the requirements of an active manpower policy.
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Manpower and freedom of movement at international level

Definitions s&are a considerable aid to understanding.
Unfortunately, for certain problems, it is sometimes diffi-
cult to find common definitions applying to one and the
same country - far less to several countries - since one and
the same conception is often differently inrterpreted. We
trade-unionists have noticed +that, in Furope at least, in
addition to national governments, the E.E.C., the I.L.O.,
the Council of Europe and the 0.E.C.D. are all increasing-
ly concerning themselves with manpower problems and have
developed conceptions, some of which differ from one another.
It is a pity +that no attempt is made to co-ordinate these
efforts.

There is unfortunately a danger that certain positive
features oOf international surveys and recommendations re=-
tain a somewhat formal character. The example of the E.E.C.
shows how difficult it is to set up a unified supra-national
labour market, and we are forced to admit that, in fact,
no such market really exists. Nor indeed is there any con-
ception of a common manpower policy - 1 the Six.

The E.E.C. has issued its regulations concerning th»
free movement of labour. Such free movement could be a sig=-
nificant fact for an active manpower policy and the general
well-being, if only it did not take the form of a dry legal
text and has thus been rendered incapable of fulfilling
the requirements of an active manpower and social Polizy.
Only a freedom of movement embedded in +the social and man-
power policy can fulfil its function of evening ot discre-
Pancies Dbetween the various national labour markets. But
it must be recognised +that manpower is considered - as hap-
Pens all too frequently - merely as another factor in pro=-
duction 1like power or capital, no attention being paid to
the human factor. No policy based on cold, bloodless eco-
nomic factors can be successful in the long run. A formal
declaration as to the worker's freedom %o move within a
given area is not sufficient if it is not accompanied by
a financial aid to the individual worker enabling him to
live in the foreign country wunder the same social conditions
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as the inhabitants. Freedom of movement in the social, and
not merely economic, field has not made any great Dprogress
either in the E.E.C. or elsewhere up till now. We consi-
der that the problem of human relations and the integration
of the worker into his social surroundings are much more
important factors in active manpower policy, since it 1is
only the man who is satisfied with his environment who will
make a satisfactory worker.

CONCLUSIONS

Tf we consider the situabion of the western world with
regard to manpower policy - it would appear that it is ur-
gently necessary to activate suck policy. It is essential
that a comprehensive policy should be adopted in place of
‘the present attitude of laissez-faire.

This, however, mekes it necessary to arrive as quick-
1y as possible at a solution of certein problems., In addi-
tion to basic research and the elaboration of methods of im-
plementing the policy, attention should be paid as quickly
as possible to the following problems:

1. Whet short-term and long-term manpower policy mea-
sures can be taken to ensurc the attainment and
maintenance of full employment?

2. What can be done to eliminate, on a long or short- ‘ ‘
term basis, negative structural modifications, es- T
pecially of a technological nature? ‘

3, What methods can b- used for rapidly detecting fluc-
tuations of +the labour market and what standardized
supra-national criteria for manpover statistics can
be laid down?

4, What measures can be taken to ensure the transfer

of industries, etc. to areas of under-—employment,
thus avoiding unnecessary migration and relieving

congestion in over-crowded areas?
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5. What planning measures can be used to restrict or
eliminate short-term under-emnloyment, particularly of !
a seasonal nature?

6. What measures can be taken to ensure <that thorough,
comprehensive vocational training tekes the place
of short-term training?

7. What measures can be taken to ensure the continual
advanced training of workers and their adaptation to -
technical progress?

8. What special system of social security gives the
greatest material security against unemployment and
under-employment?

> -
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United Kingdom.
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DEDIEU, Jean,
Direction G8nérale des Affaires Sociales,
Communauté Economique Européenne (CEE),
. (General Directorate of Social Affairs, European Economic
. Community - EEC),
56, rue du Marais, Bruxelles, Belglque.
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LEN&ERT, Fransz,
Sektionsrai, Zuniespiluisterium fiir Sozialverwaltung,
(Counsellor, Ministiy of Social Affairs),
Stubenring, 1, Wien I, Austrie.

LUCAS, Laurent,
Secrétaire Général Adjoint de la Confédération Frangaise ‘
des Travailleurs Chrétiens (CFIC), i -
(Deputy Secretary General of the French Confederation 1
of Christian Workexrs - CFIC),
26, rue de Montholon, Paris 9éme, France,

MERLI-BRANDINI, Pietro,
(Research Department of the Confederazione Italiana
Sindacati Lavoratori),
(Italian Confederation of Workers' Unions - CISL)
Via Po, 21, Roma, Italy.
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PARTICIPANTS

AUSTRIA

BUSSTA Adalbert,
Vorsitzender, Gewerkschaft der Arbeiter fiir personliche
Dienstleistungen.
(President of the Union of Workers in the Personal
- Services; Member of the Executive Committee of the sl e
Austrian Confederation of Trade Unions (0GB); Member Voo
of the Executive Committee of the Chamber of Labor). )
Treitlstrasse 3, Vienna IV. Chairman.

HOFSTATTER, M.P. Erich, )
Osterreichischer Gewerkachaftsbund (0GB),
(Executive Secretary, Economic and Organisational Affairs,
dustrian Federation of Trades Unions =~ 6GB), t
Hohenstaufengasse, 12, Wien I. k
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REITHOFER unna’ Dr. ,

Department for Lebor Market Policy,

Austrian Federation of Chambers of Labor,
Prinz-Eugenstrasse, 20-22, Wien IV,

BELGIUM

DECOSTER F.
Secrétaire de s fenrrale des Métallurgistes de Belgique -
Pédération Génkruie du Travail de Belgique (FGTB),
{5ecratary, selgian Metal Workers - General Federation
of Labor - FGTB), Bruxelles.

LINDEMANDS I.
Chef du Service des Etudes, COnrédépation des Syndicats
Chrétiens de Belgique (CSC), _
(Head of Research Department - Christian Confederation of
Trade Unions - CSC),
129, rue de la Loi, Bruxelles.

CANADA

ARCHAMBAUIT Jacques,
Technical Director of the Confederation of National Trade
Unions for the Services Federation,
155 Est, Bld Charest, Quebec, P.Q.

DENMARK

OILSEN JENSEN, Mrs. Ella,
Chairman, Association of Danish Workers in the Tobacco
Industry,
H.C, @rstedsvej 19B, Copenhagen V.
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FRANCE

CAILLEAU Andr§,
Attaché de Direction au Centre de Coordination des ASSEDIC
de la Seine et de la Seine-et-Oise pour l'emploi dans
1'industrie et le commerce, Djrigeant de la Région
parisienne & la Confédération F-angaise des Travaillsurs
Chrétiens (CFTC),
‘Co-ordinating Centre of "ALSEDIC" for employm nt in '
Seine and Seine-et-Oise areas, Officer for ‘.re Paris
region, French Confederation of Christian Tiude Unions -
CFIC),
41, avenue de Villiers, Paris, 178me.

CHARPENTIE Yvan,

Comit$ Directeur de la Confédération Générale des Cadres
(CGC), Secrétaire Générale de la F&dération des Cadres
de la Chimie, 3
(Executive Committee of the CGC, General Secretary of the
Federation of Supervisory Staff in the Chemical

Industry), ‘
6, rue Raffa&lli, Paris, 16éme.

MEYER Christiane,
Secrétaire de 1'Union Locale des Syndicats - Marseille
Confédération Générale du Travail-Force Ouvriére (CGP-FO),
(Secretary of Local Union, Marseille, General Confedera~
tion of Labour - Force Quvridre - CGT-FO),
Parc Dromel, Bftiment 29, Sainte-Marguerite, Marseille,
Oéme, Bouches-du-Rhdne,

GERMANY

HENKELMANN Walter,
Deutscher Gewerkschaftsbund (DGB),
(in charge of social and labour market Policy, German
Federation of Labour - DGB), !
Stromstrasse, 8, Disseldorf.
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MAREMANN Heinz, Dr.,
Deutscher Gewerkschaftsbund (DGB),
(Department of Economic Policy - DGB),

Stromstrasss, S, Dilsssldorf.

PAUISEN Bruno,

(0) Deutscher Gewerkschaftsbund (DGB),
(Members of the Board of the DGB,
Landesbezirk Nordmark),

GREECE

HADJOPOULOS V.
Technical Adviser, Greek General Confederation of
Labour (GSEE),
69, rue Patission, Athénes.

IRELAND

MACGOUGAN John, President,
Irish Congress of Trade Unions (ICIU),
National Officer, National Union of Tailors and
Garment Workers,
33, Wellington Place, Belfast, N. Ireland.

ITALY

CESARE Sergio,
Capo Ufficio del Servizio Sindacale, Confederale della
Unione Italiana del Iavoro (UIL),
(Confederal Secretary of the Italian Labour Union - uiLn),
vVia Iucullo, 6, Rome.

SAVOINI Carlo,
Capo Ufficio Relazioni internazionali della Confedera-

zione Italiana Sindacati Lavoratori (CISL),

(Head of International Relations, Italian Confederation
of Trade Unions - CISL),

Via Po, 21, Rome.
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LUXEMBOURG

HINTERSCHEID Metty.

Secrétaire, Confédération Générale du Travail du
Tuxembourg (CGIL),

(Secretary, Luxembourg Confederation of Labour - CGTL),
63, rue de Bonnevoie, Tuxembourg.

NETHERLANDS

REYNAERTS W.H.J.
Instructor, Nederlandse Katholieke Arbeidersbeveging

Institute, Doorn,
Frans vsn Dijklaen, 26, Doorn.
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NORWAY

DRAGLAND Per,
Landsorganisasjonen i Norge (10),
(Economist, Economic Section, Norwegian Confederation

of Trade Unions - 10),
Youngsgaten, 11, Oslo.

SWEDEN

HOLMBERG Per,
Landsorganisationen (LO),
(Economist, Confederation of Swedish Trade Unions - 1O),

N \ Barnhusgatan, 18, Stockholm C.

WALLEN Thord H.
Tjansteminnens Central-organisation (Tco), )

(Trade Union Education Secretary, Central Organisation
of Salaried Employees - TCO),
Munkbron, 17, Stockholm C.
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SWITZERLAND

HARDMEIER Benno,

Secrétaire et Collaborateur Scientifique de 1l'Union
Syndicale Suisse (USS),

(Secretary and Scientific Adviser, Swiss Federation of
Labour - USS),

Monbijoustrasse, 61, Berne.

BOSSEARD Fritz,
Secrétaire de l'Association Suisse des Syndicats
Tvangblistes, Secrétaire d'arrondissement,
(Secretary of the Swiss Association of Evangelical
Trade Unions),

Birmensdorferstrasse, 1, Zurich.

TURKEY

BARAN Ahmet Uran,
Member of the Administrative Council, Turkish Trade
Union of Journalists,
The Aasociated Press, Molla Fenarli Sokak, n® 1,
Cagaloglu, Istambul.

UNITED KINGDOM

COOK J.A.
J.P., Regional Orgeniser, National Union of Tailors
and Garment Workers (NUTGW), Chairman Eastern
Regionsl Advisory Committee of ths Trades Union
Congress (TUC),
16, Upper Brook Street, Ipswich, Suffolk.

KING Albert, O.B.E., J.P.,
Officer, Anslmamated Engineering Union (AEU),
Regional Secretary, East and West Ridings Regional
Advisory Committee, .
Vestninster Buildings, New York Street, Leeds 2. g N
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UNITED STATES

FRIEDMAN Marvin,
Economist, Department of Research American Federation
of Labour and Congress of Industrial Organisations
(AFL~-CIO),
815, Sixteenth Street, N.W., Washington 6, D.C.

McMILLAN Robert,
Research Director, United Association of Journeymen
and Apprentices of the Plumbing and Pipefitting
Industry of the United States and Canada,
901, Massachusetts Avenue, S.W., Washington 7, D.C.

SEIDMAN Bert,

(0) AFL-CIO Representative in Paris,
20, rue de la Paix, Paris, 2&me,

INIERNATIONAL ORGANISATIONS

Business and Industry Advisory Committee to 0.E.C.D. (BIAC),
38, Cours Albert ler, Paris 8&me (France).

TUTSCHKA Welter,

Head of the Social Policy Division, Austrian Federation
of Industries,

Schwarzenbergplatz, 4, Vienna (Austria).

European Coal and Steel Community,
2, Place de Metz, Iuxembourg (Grand-Duché).

OLLENHAUER M,
Head of Division for working conditions.
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European Economic Community (EEC),
) 23, Avenue de la Joyeuse Entre, Bruxelles (Belgique).

DEDIEU Jean,
General Directorate of Social Affairs,
56, rue du Marais, Bruxelles.

; International Labour Office (II0), Gendve (Suisse).

. WATSON A,
" Manpower Division.
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Trade Union Advisory Committee to 0.E.C.D. (TUAC),
86, rue des Palais, Bruxelles 3 (Belgique).

ORGANISATION FOR ECONOMIC CO-OFERATION AND DEVEIOFPMENT

(0.,E.C.Ds)

3 BARKIN Solomon,
: Deputy to the Director of Menpower and Social Affairs,
{ Head of the Social Affairs Division.

ETEVENON Jacques,
Administrator, Social Affairs Division.

LAHAYE Genevidve (Melle),
Secretary.
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Introduction
3 Cas¢ Studies

France, by Laurent Lucas .
{f Great Britain, by Ray Boyfield -
ltaly, by Pietro Merli Brandini

Buropean Economic Community, by Jean Dedieu

Country Reports
Austria

] Belgium
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Ireland
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INTERNATTONAL 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)
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O.E.C.D. SALES AGENTS
DEFOSITAIRES DES PUBLICATIONS DE L’O.C.D.E.

ARGENTINA - ARGENTINE
Editorial Sudemericana S.A.,

Alslaa 508, SUENCS AIRES.

AUSTRALIA - AUSTRALIE
B.C.N. Agencies Pty, L.,
62 Wallington Parade, East MELSOURNE, C.2,

AUSTRIA - AUTRICHE

Gerold & Co., Graben 31, WIEN 1.

Sub-Agent: GRAZ: luchhcndlun. Jos. A. Kien-
reich, Sacksirasse 6.

BELGIUM - BELGIQUE

N.V. Stendaard-Boekhendel,

Huidevetiarsstraat 57, ANVERS.

BRUXELLES : Librairie des Sciences (R.Stoops),
76-78, Coudenberg.

BRAZIL - BRESIL
Livraria Agir Ediidra,
Rue Mexico 98-8, RIO DE JANEIRO.

CANADA

Queen’s Printer « Imprimeur de la Reine,
OTTAWA.

Prepayment of all orders required.

Les commaendes sont payabies d'avance.

DENMARK - DANEMARK
E{nar Munksgaard Foriag, Norregade 6,
KOBENHAVN K.

FINLAND - FINLANDE
Akateeminen Kirjakauppa, Keskuskatu 2,
HELSINKI.

FRANCE
Buresu des Pyblications de I'0.C.D.E,
2, rue André-Pascal, PARIS (16%).

Principaux sous-dépositaires :

PARIS : Presses Universilaires de France,

49, bd Saint-Michel, S*

Librairie de Médicis, 3, rue de Médicis, 6*
Sciances Politiques (Lib.), 30, rue Saint-Guillaume, 7-
La Documentation Frangaise, 16, rueLord Byron, 8¢
BORDEAUX : Mollat.

GRENOBLE : Artheud.

LILLE : Le Furet du Nord.

LYON lie : L. Demortidre.

MARSEILLE : Maupatit.

STRASBOURG : Berger-Levrault.

GERMANY - ALLEMAGNE

Deutscher Bundes-Verlag G.m.b.H.

Postfach 9380, 53 BONN

Sub-Agenis: BERLIN 62: Elwert & Meurer.
MUNCHEN : Hueber. HAMBURG : Rautere
Kidckner; und in den massgebenden Buchhand-
lungen Deutschlands.

GREECE - GRECE
Libreirie Kauffmann, 21, rue du Stade, ATHENES.

ICELAND - ISLANDE
Snubjdrn Jénsson & Co, h.f., Hafnarstrati 9,
P.O. Box 1131, REYKJAVIK.

INDIA - INDE

International Book House Lid.,

9 Ash Lane, Mahatma Gandhi Road, BOMBAY 1.
Oxford Book and Stationery Co.:

NEW DELHI. Scindia House.

CALCUTTA, 17 Park Sireet.

IRELAND - IRLANDE
Eason & Son, 40-41 Lower O'Connell Street,
DUBLIN.

ISRAEL

Blumstein’s Sookstores

35 Allenby Roed, and 4. Nchldh Benjamin St..
TEL-AVIV,

ITALY - ITALIS

Libreria Commissionaria Sansoni

Vis Ls Marmora 45, FIRENZE.

mholo Marcuri 19/8, ROMA, Corso Cavour 93,

Sous ~-Dipositaires : GENOVA: Libreria Di
Stefano. MILANO : Libreria Hapli. NAPOL: :
Libreria L. Cappelli. PADOVA : Libreria Zannoni.
PALERMO : Libreria C. Cicala Inguaggiato. ROMA :
Libreria Rizzoli, Libreria Tombolini. TORINO:
Libreria Laties.

JAPAN - JAPON
Maruzen Compe
6 Tori-Nichome Nlhonbﬂhl. TOKYO.

MOROCCO - MAROC
Editions La Porte, Aux Befles Images,
281, avenus Mohammed V, RABAT.

THE NETHERLANDS - PAYS-BAS

Wholesals Agent: Maulenholf & Co., N.V. Impore
feurs, Beulingstraat, 2, AMSTERDAM C.
Principal Refailer : W.P. Van Stockum & Zoon,
Buitenhof 36, DEN HAAG.

NEW ZEALAND - NOUVELLE ZELANDE
Government Printing Office, °

20 Moleworth Strest (Prlvnu Bag), WELLINGTON
and Government Bookshops at

Auckland (P O.B, 5344)

Christchurch (P.O.8. 1721)

Dunedin (P.O.B. 1104)

NIGERIA
University Bookshop Nigeria Lid.,
University College, IBADAN.

NORWAY - NORVEGE
A/S Bokhjornet, Lille Grensen 7, OSLO.

PAKISTAN
Mirza Book Agency, €5, The Mall, LAHORE 3.

PORTUGAL
Livraria Portugal, Rua do Carmo 70. LISBOA.

SOUTH AFRICA - AFRIQUE DU SUD
Van Schaik’s Book Store Lid.,
Church Street, PRETORIA.

SPAIN - ESPAGNE

Mundi Prensa, Castelléd 37, MADRID.
Libreria Bastinos de José Bosch, Pelayo 52,
BARCELONA 1.

SWEDEN - SUEDE
Fritzes, Kungl. Hovbokhandel,
Fredsgatan 2, STOCKHOLM 16.

SWITZERLAND - SUISSE

leralrlc Payot, 40, rue du Marché, GENEVE,
4 LAUSANNE, NEUCHATEL, VEVEY,

MONTREUX. BERNE, BALE ¢ ZURICH.

TURKEY - TURQUIER
Librairie Hachette, 469 Iistikial Caddes!, Beyoslu,
ISTANBUL ot 12 Ziys Gikalp Caddesi, ANKARA.

UNITED KINGDOM and CROWN
COLONIES - ROYAUME-UNI
?.E.MI. Stationery Office, P.O. Box 569, LONDON,

Branchs al:  EDINBURGH, BIRMINGHAM,
BRISTOL, MANCHESTER, CARDIFF, BELFAST,

UNITED STATES OF AMERICA
McGrew-Hill Book Company. O.E.C.D.-Unit,
TMIS Annex, 351 Woest 41st Street,

NEW YORK 2%, N.Y.

YUGOSLAVIA - YOUGOSLAVIE
Jugoslovenska Knjiga, Marsala Tite, 23, P.O.B. 36,
BEOGRAD.

Lss commaendes provenant de pays od I'0.C.D.E. n'a m encore désigne de dépositaire
peuvent &ire adressées &:
0.C.D.E., Bureau des Publicalions, 2, rue Andr‘-Puul Paris (16°).
Orders and inquiries from countriss where sales cgcm heve not yet bm! appointed may be sent fe
O.E.C.D., Publications OMice, 2, rue André.Pascel, Paris (16¢).




