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This Issue In Brief...

An agglomeration of activities cutting across
various industrial classifications, the atomic en-
ergy field at present is largely occupied by work
in three types of facilities—aboratory and re-
search, defense production, and reactor and com-
ponent design and manufacture. These and other
areas of activity, and their personnel require-
ments, are analyzed by Harold S. Liebling and
Allan Katz in /Scientific and Technical Personnel
in Atomic Energy (p. 633). Nearly 40 percent
of persons in nuclear research in 1963 were scien-
tists, engineers, and technicians. Demand for
workers in these occupations will grow rapidly
with the anticipated increase in nuclear research
over the next few years.

D espite cONtinued economic expansion in 1963, the
seasonally adjusted U.S. unemployment rate aver-
aged 5.7 percent, practically unchanged from
1962. However, Susan S. Holland’s study of the
Labor Force and Employment in 1963 (p. 645) re-
veals some improvement in the employment
situation of adult men, especially those who are
married. In addition to current labor force and
employment data, the study makes meaningful
comparisons of current developments with those
of other recent periods, particularly the 1956-57
expansion, and with long-term projections.

Articles appearing in the January, February, and
April issues of the Review have appraised exist-
ing apprenticeship programs, evaluated the meas-
ures of their effectiveness, and traced out the net-
work of regulations governing them. To cap the
series, David Christian {The National Apprentice-
ship Program: Unfinished Business, p. 625) en-
gages the policy questions raised by the previous
writers and sets out some methods for expanding
apprenticeship’s scope and power in the occupa-
tions “showing potential for expansion.”

h

The Nation’s primary and secondary schools
have suffered from a shortage of qualified teachers
since World War 11, but the future holds a prom-
ise of improvement, says Maxine G. Stewart in
A New Look at Manpower Needs in Teaching (p.
639). The 1964-65 school year will mark the peak
in teacher demand, necessitating recruitment of
about 210,000 teachers to take care of the rapid en-
roliment increase caused by the baby boom of mid-
1940’s. The steadily diminishing overall deficit
in teacher supply may be wiped out by 1975, when
the persistent shortage of elementary teachers is
expected to be offset by a more-than-adequate
number of secondary school teachers.

Following are some recent key statistics from continuing
BLS series. See Current Labor Statistics, pp. 711-748.

Total civilian labor force (in thousands) 74,742 73,127

EMPIOYMENt...ciiiiiiiieceree e 71,101 69,061
Unemployment, 3,640 4,066
Unemployment rate (seasonally adjusted)(percent)............. 5.1 5.9

Earnings of production workers in manufacturing
(.preliminary):

Average hourly earnings $2.53 $2.45

Average weekly hours 40.7 405

Average overtime hours 3.0 2.8
April

Index of average hourly earnings of production workers in
manufacturing (excluding overtime and interindustry

Shifts) (1957-89=100).........cov.eerrrrrrerererserssmssesensesssssessssnns 118.1 114.9

Consumer Price Index (1967-59=100)
Revised series (including single workers) 107.8 _
Revised series (excluding single workers) _ 107.8 -
Old series (excluding single workers) 108.0 106.2

Five Case Studies of Displaced Workers (p. 663),
based on recent Bureau of Labor Statistics studies
and summarized by Herbert Hammerman, shows
that of nearly 3,000 displaced workers only 2 out
of 3 were reemployed at the study dates. Fur-
thermore, very few of these workers—previously
employed in petroleum refining, automotive equip-
ment, glass jar, and floor covering plants and iron
foundries—were able to secure jobs in the same in-
dustry and a majority received lower hourly earn-
ings. Also scrutinized in the studies were the
obstacles to mobility, measures employed by the
plants to prevent displacement or help workers
obtain new jobs, characteristics of those displaced,
and the far-reaching effects of these displacements.
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The Labor Month
IN Review

Comprehensive Manpower
and Employment Planning

Manpower and employment problems draw size-
able attention during this period of fast labor
force growth and a high rate of unemployment,
which coexists with persistent shortages of cer-
tain highly skilled manpower. Since the dis-
cussions which attended the passage of the
Employment Act of 19465 there has been in-
creasing concern with questions of policy on these
matters. Late in April, the Senate Subcom-
mittee on Employment and Manpower of the
Committee on Labor and Public Welfare issued
a 148-page report, following a year’s study of
what it terms the Manpower Revolution, which
has two themes: how to go about developing
coordinated manpower and employment policies
and what those policies should be. Plagued by
such questions as the following,

. Was the U.S. economy experiencing a manpower
revolution which demanded further and even more imagi-
native action? A coherent manpower policy was in its
infancy, but was manpower policy alone sufficient?
Had the Employment Act of 1946 established an ade-
quate employment policy for the Nation? The Area
Redevelopment Act and the Public Works Acceleration
Act had been more directly related to employment levels
than to manpower considerations. Yet they had not been
proposed explicitly as amplifications of employment
policy. Had the time arrived to reappraise the Em-
ployment Act of 1946, defining and providing measures
for realization of its goals? Must further steps be
taken to integrate employment and manpower policies
as twin elements of overall economic policy?

the subcommittee, headed by Senator Joseph S.
Clark, ended up with a clearly written examina-
tion of the issues and some thoughtful proposals.
A minority report, approving of many of the
committee’s recommendations, sounds “a note of
caution, however, least an active labor market
policy becomes a means of coercion and control
of freedom of choice of America’s working men
and women and its employers.”

That a work-oriented society will continue to
exist in the foreseeable future is one of the postu-
lates from which the report examines manpower
and employment issues. The majority was not
convinced of the validity of the views of those
witnesses who believe the economy is on the verge
of a breakthrough in automation and data
processing that would make reliance on present
trends misleading. Some of these witnesses
thought not only blue-collar workers but white-
collar workers and middle management would be
replaced by electronic and mechanical devices.
While in such a situation the “mass of people . . .
would be furnished income and activity as a sub-
stitute for employment,” this view also envisions
an opportunity for wide expansion of creative
activity in the humanities and the sciences.

Nor was the committee persuaded by those who
held a somewhat more sanguine view concerning
problems posed by automation, but who believe
that demands for goods and services are so near
satiation that only the public sector of the econ-
omy offers hope for sufficient expansion to ade-
quately employ the labor force now and in the
future.

The report takes the view that we are creative
and imaginative enough to successfully deal with
the problems of the new technology and the op-
portunities offered by it, and makes clear that the
choices involved should be decided upon on “the
needs of humanity and not merely the economic
search for an outlet for surplus resources.”

Recognizing that “the establishment of overall
economic goals and projections have been advo-
cated in this country at least since 1945 with little
effect,” the majority report argues that European
experience has shown that setting policy on rates
of employment growth and price stability without
involving government in the market process may
result in more rather than less economic freedom.
I't asserts that once assured of full employment and
production, labor and management in these coun-
tries have been less given to restrictive practices
or monopolistic tendencies in their own defense
and thus have required a lesser degree of govern-
ment control.

It recommends that the President’s economic
report estimate the size of the labor force, the GNP
necessary for full employment, and the likely GNP
without a change in government policies. The
Council of Economic Advisors should take the

hi
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lead “along with other agencies” in preparing
longer range projections. Finding that primary
responsibility was placed with the Secretary of
Labor by Title I of the Manpower Development
and Training Act, the subcommittee majority
urges that the leadership for manpower policy
formulation and program formulation reside
there even more firmly than now.

Generally, the committee supports and makes
recommendations for strengthening the Admin-
istration’s poverty program and other current and
proposed policies on employment and manpower.
Both the majority and minority members recom-
mend, for example, the development of more flex-
ible methods of varying tax levels and improve-
ment of unemployment insurance, listing several
alternatives which have been put forth in recent
years. Some of the committee recommendations
that have had less mention, but which would repay
exposure and argument, are briefly stated below.

I n approaching employment policy, the commit-
tee asserts that “traditionally, we have taken the
structure of the demand for labor as given, and
required the labor supply to adjust to the demand.
With rapid technological change and our present
accumulation of hard-core unemployment, sensible
policy requires that we seek to create some jobs
which fit the more disadvantaged portions of the
labor force.”

The subcommittee concludes that both area
redevelopment and accelerated public works are
inadequate in such chronically disadvantaged areas
as Appalachia and the forest and mining areas of
Minnesota, Wisconsin, and Michigan, and that
they require a regional approach to a major de-
velopmental program as contemplated by the rec-
ommendations made by the President’s Appala-
chian Regional Commission. Stating that local
leadership is one of the most critical resources
lacking in these areas, the report urges the culti-
vation and encouragement of local talent in order
to make planning effective.

A paper presented at the May meeting of the
Industrial Relations Research Association on
“Factors Affecting Retraining in West Virginia”
(where retraining antedated Federal retraining
legislation) stresses the significance of local lead-
ership in this field. But so far, little is known of
the actual workings of the local manpower com-
mittees set up under the Area Redevelopment Act
and the Manpower Development and Training Act

MONTHLY LABOR REVIEW, JUNE 1964

and the first regional committee, in the Far West,
was set up early in May.

Believing that even after optimum programs for
meeting the employment needs of older workers
some will remain permanently unemployed, the
subcommittee members recommend older worker
allowances to bridge the gap between employment
and retirement. Allowances would be available
to those over 55 who have had a substantial at-
tachment to the labor force, have exhausted their
unemployment insurance benefits, or have been un-
employed at least a year and are not yet eligible
for social security benefits.

The subcommittee recommendations for devel-
oping our manpower for full employment proceed
from the premise that “a truly free economy will
offer freedom of occupational choice as well as
freedom for investors and consumers.” The re-
port’s proposals on broadening educational op-
portunities include providing “superior schools
capable of compensating for environmental de-
ficiencies” in deprived neighborhoods and work-
study and loan programs for college students.

The subcommitte suggests that since vocational
school graduates are trained without cost to their
employers, the Department of Labor should ex-
plore possibilities of subsidizing apprenticeship
and on-the-job training.

An article beginning on page 625 of this issue,
which dicusses the role of the Federal Government
in apprenticeship, adds some background to the
subcommittee recommendations for augmenting
the staff and the budget of the Bureau of Appren-
ticeship and Training to enable it to fulfill its
newly assigned Manpower Development and
Training Act role in addition to its more tradi-
tional responsibility, and for studying apprentice-
ship recruiting methods, comparative costs of
alternative methods of skill acquirement, the ap-
propriate length of apprenticeship by craft, and
methods of expanding apprenticeship and on-the-
job training.

Among its recommendations for broadening the
adaptability of the labor force and improving
our ability to meet potential worker displacement
before it occurs, the subcommittee proposes that
“the U.S. Employment Service be given funds to
make tuition grants for part-time vocational and
technical education to employees in danger of
unemployment or who could profit vocationally
from upgraded skills.

Digitized for FRASER
https://fraser.stlouisfed.org
Federal Reserve Bank of St. Louis



An Assessment of Apprenticeship

E ditor’s N ote—The 'preceding articles in this series have described and eval-
uated the current condition of apprenticeship. This concluding article
discusses governmental approaches to the apprenticeship system of

training.

IV. The National Apprenticeship Program: Unfinished Business

David E. Christian*

Implicitly more than explicitly the preCEding
articles in this series have left an image of an ap-
prenticeship program largely moribund, declining
in size and importance in an epoch in which public
interest in skill development and public appropri-
ations for training have soared to new heights.

Is this a fair picture? Is it the whole story?
What is the governmental program? To round
out the series, this article presents an insider’s view
of the answer to these questions. Where decisions
remain to be made, the key choices are discussed.

These evaluations and interpretations are based
upon certain premises:

First, skill development which combines instruc-
tion in theory with actual practice and controlled
experience on the job is the best means of skill
Development for occupations beyond the routinely
manipulative. For this and other reasons we seek
to refine, improve, and extend apprenticeship con-
cepts rather than scuttle them.

Second, in the range of skills normally con-
sidered apprenticeable, the essence of apprentice-
ship is employment. It is through actual employ-
ment that most of the craft is learned, and without
employment opportunities there can be few ap-
prenticeship opportunities. Thus, trends in ap-
prenticeship must be interpreted in terms of trends
in employment. Most importantly, this means
that although trade schools can train for future
needs—without knowing exactly when the jobs will
materialize—apprenticeship often cannot. There
must be a job before the apprentice can be put on.

Finally, the following discussion treats as axio-
matic the proposition that apprenticeship shall
be open to all, without discrimination. While
there may yet remain some pockets of resistance to
this concept, the national consensus has been
reached and the national decision has been made.1

As interpreted by the Department of Labor,
the national apprenticeship program has a double
objective. It seeks a major expansion in the total
volume of apprenticeship training, restoring it to
a major place in the total skill-development proc-
ess, and it seeks equality of opportunity among
all young people to gain access to apprentice
training. Neither of these ends is subordinate to
the other, and neither is likely to be attained with-
out major progress in the other.

Debate, however, revolves not so much around
these objectives as around the means by which they
should be sought. To understand the means, we
must first reach some common understanding as
to the character of the need for expansion.

The Need for Expansion

In important respects the need for expanding
apprenticeship is not so much a question of size
of employer requirements as it is a question of
optimum development of the individual worker.
The young man starting his working life has much

+Assistant Manpower Administrator, now on leave to serve as
consultant to the Ford Foundation in Malaysia.

1John F. Henning, “Expanding Apprenticeship for all Amer-
icans,” The American Federationist, July 1963.

625

Digitized for FRASER
https://fraser.stlouisfed.org
Federal Reserve Bank of St. Louis



626

to gain by being prepared broadly and certified as
a craftsman rather than as a single-function opera-
tive. Possession of a recognized craft is an asset
of considerable psychological as well as economic
value to the individual—the more so as technolog-
ical change accelerates. This may well be true even
if the supply of craftsmen should moderately out-
run the jobs in which possession of the skill is a
minimum requirement. Similarly, from the em-
ployers’ and the consumers’ points of view, it may
often seem desirable to use craftsmen in a mate-
rially higher proportion of jobs than is absolutely
essential.

Where there is a margin of doubt as to the ap-
propriate volume of training, therefore, a case can
be made for resolving it in favor of the higher
alternative. For most trades, this case is but-
tressed by considerations of quality of craftsman-
ship. Recent studies confirm that only a minority
of journeymen—averaging 40 percent in the case
of construction trades—have learned their skill
through formal training programs.2 The others
have developed varying degrees of skill by less
systematic methods, and the variation in the qual-
ity of craftsmanship is widely believed to reflect
inadequacy of the haphazard skill-development
methods.

On balance, however, there are better reasons—
rooted in established wage differentials, pres-
ervation of valuable craft institutions, and the
individual frustrations involved in redundancy—
for following the course of caution in developing
craftsmen beyond reasonable estimates of the
number that can be employed as craftsmen.3 This
need for caution is increased by the acceleration of
technological developments, some of which
threaten to reduce the need for entire crafts.

Where then are the potentials for apprenticeship
expansion? Although a full answer requires that
each craft be analyzed individually, certain gen-
eralizations are useful.

The first possibility for expansion is among the
skilled trades of persistent labor shortage. There
have been a number of shortage crafts recently.
The “tool room skills” are an example, appearing
consistently on the USES list of occupations in
interstate recruitment. In this case, the national
apprenticeship program has apparently not proven
guantitatively adequate. In these crafts showing
stringency of supply, there is strong presumption

MONTHLY LABOR REVIEW, JUNE 1964

in favor of expanding the output of apprentices
through program expansion or acceleration.

A second group of crafts showing potential for
expansion are those in which apprenticeship has
never become solidly established. Department of
Labor analyses indicate that, although there are
90 trades regarded as apprenticeable, 80 percent
of the registered apprentices are found in just 21
of them. In the other 69, barely 30,000 registered
apprentices are reported in the entire Nation.

The precise reasons for this failure of the ap-
prenticeship system to expand laterally are not
known. It may often be simply because there was
no craft union—or other organization with ap-
propriate jurisdiction and authority—to define,
organize, and enforce craft standards. In these
occupations, including most of the repair trades,
shortages and common deficiencies in quality of
workmanship attest to the need for major expan-
sion both in apprenticeship and in skill improve-
ment training. These must be primary targets of
a revitalized and expanded apprenticeship effort.

A third group of jobs offering potential for
expansion is the group ranging vertically around
those occupations in which the apprenticeship
principle is applied. Need for such extensions has
recently been expressed regarding both the highly
skilled specialists in fields not as broad as the
recognized crafts and members of the broader
“technician” band of occupations.

Another group of skilled trades requiring spe-
cial mention are those with persistent higher-than-
normal unemployment. Many of the construction
trades fall in this category. In these trades there
have been few labor shortages arguing for appren-
ticeship expansion; and the weight of unemployed
journeymen demanding jobs exerts substantial
pressure for contracting the number of apprentice
jobs.

The fact of unemployment brings about a com-
bination of circumstances in which an apprentice-
ship system finds it most difficult to expand or
even to maintain present levels of apprentice em-

2See Manpower Report of the President and a Report on Man-
power Requirements, Resources, Utilization, and Training, by the
U.8. Department of Labor, Transmitted to the Congress March
1964 (pp. 71, 257). Some part of the high proportion not for-
mally trained may still represent the craft unions’ positive re-
sponse to war emergency expansion requirements.

*As suggested earlier, the number that can be employed as
craftsmen may well be materially higher than minimum require-
ments for craftsmen.
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AN ASSESSMENT OF APPRENTICESHIP

ployment. Furthermore, it is not all clear that
future productivity trends among the construction
crafts will leave justification for expansion of the
volume of apprenticeship in all of these trades.

For this group of trades, pressures for expan-
sion must be particularly selective, based on the
most careful analysis and projection of each oc-
cupation. Where future employment require-
ments appear too unpredictable to form a basis
for judgment, program sponsors may find useful
guidance in available data on journeyman retire-
ment rates. The rate at which apprentices are
replacing withdrawing journeymen forms a use-
ful baseline for future planning although the com-
parisons must be interpreted carefully, since the
ranks of present journeymen contain many who
achieved craftsman status without completing for-
mal apprenticeship programs. Although subject
to wide variation from locality to locality and
from one time to another, the following summary
tabulation of apprentice completition rates com-
pared with journeyman retirement rates in metro-
politan areas in 1963 reveals the extent to which
the various construction trades are succeeding in
maintaining their numerical strength through ap-
prenticeship programs.4

Apprentice Journeymen
completions per retirement per
Construction trade 1,000 journeymen 1,000 journeymen 1
Bricklayers _ 15 26
Carpenters 4 13
Electricians 24 26
Ironworkers. _  _ - 16 26
Painters, paperhangers, and
glaziers__ _ 7 22
Plasterers and cement
masons 13 23
Plumbers and pipefitters___ 17 33
Roofers . o 22 33
Sheet-metal workers 24 17

1lIncludes journeymen who died or became unavailable for work
because of permanent disability, or retirement.

In view of the population and economic growth
confronting the Nation, most crafts must plan to
at least hold their own, in terms of numerical

*Computed by the Bureau of Apprenticeship and Training from data
collected by BLS from 52 cities with 1950 populations of 100,000 or more.

*Training of Workers in American Industry (U.S. Department
of Labor, Manpower Administration).

*Apprenticeship and Economic Change (Bureau of Apprentice-
ship and Training, 1964).
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strength, if not to expand significantly. But as
the tabulation shows, many of the construction
trades need to increase their programs markedly
just to maintain their strength nationally through
apprenticeship.

Compilation of such data can be made readily by
local craft unions and should prove of considera-
ble use to local apprenticeship program sponsors
and to local manpower advisory bodies in their
own appraisals of community manpower needs and
prospects.

The question of the need for expansion of ap-
prenticeship may be approached also in terms of
the need for employing establishments to develop
the skill upon which they are dependent. The
first nationwide survey of training in industry
indicates that only 1 out of each 5 employing es-
tablishments maintains any formal training pro-
gram. And among those who do maintain such
programs, only about one-third involve skilled
trades. In short, only 58,000 training programs
for skilled trades were reported among the 711,000
establishments represented in the survey.5

Promotion and Assistance

The Federal Government’s program to match
the need for craftsmen with an expanded supply
has several elements, but the basic and proven
method used heretofore to obtain establishment of
systematic apprenticeship programs is to promote
and offer technical assistance.

These activities are pursued at two separate but
interrelated levels : (1) Among national employer
associations and international trade unions, where
the objective is to establish nationwide training
standards and promotional programs for those
trades, and (2) in communities, where the govern-
mental apprenticeship field representative works
with individual employers and unions in the de-
velopment of apprenticeship and training pro-
grams. By interchange of information, the na-
tional and the local efforts for a given craft are
mutually reinforced. There is persuasive evidence
that the volume of apprenticeship varies directly
with the volume of these promotional efforts, al-
though the relationship is sometimes obscured by
indications that unemployment also exerts a pow-
erful influence on the volume of apprenticeship.6
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Incentives to Expansion

The vast expansion of apprenticeship under the
stimulus of the GI Bill when Government subsidi-
zation was used liberally for this purpose has sug-
gested to many that such subsidization provides a
basic answer to our need for expanded apprentice-
ship. Since public funds support the classroom
type of skill development, it is argued that there
is nothing intrinsically wrong with providing the
same governmental stimulus to skill development
via apprenticeship. In fact, the proponents argue,
it can be demonstrated that on-the-job skill de-
velopment with Government subsidies would be
much less expensive for the taxpayer than obtain-
ing comparable skill development through educa-
tional institutions.

For many reasons, the analogy with the GI Bill
experience is not conclusive. Through the Man-
power Development and Training Act, however,
the Government can now assist experimental and
demonstration projects involving use of Govern-
ment funds. In fact, several apprenticeship pro-
grams have already been initiated with MDTA
funds carrying part of the employers’ cost burden
during the first year of the apprenticeship term, by
various methods, and this process of experimenta-
tion will no doubt continue and expand.

There is, however, a strong current of thought
among craft union leaders in apprenticeship that
Government intervention via financial induce-
ments is neither desirable nor needed. Generally
this view has been expressed by the construction
crafts that have developed very respectable train-
ing systems without such inducements and by
those in which the need for expansion is minimal.

Practically, therefore, the subsidization experi-
mentation must take place in the occupations and
trades in which this view is not dominant and in
which there is a consensus that new measures are
needed to expand apprenticeship. As we have
seen, there is a broad spectrum of occupations to
which these conditions apply and in which there
is no danger that Government funds will merely
serve to finance programs that would have oper-
ated without them.7

Out of this experimentation we may hope for
a new consensus not just on whether Government
funds should be used for this purpose but, equally
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important, on the methods, the occupations, and
the safeguards that should be a part of such a
system.

Where Government funds are involved, either
directly in the employment of skilled workers by
the Government or indirectly by Government con-
tractors, governmental authorities are in a posi-
tion to influence the amount and nature of training
programs. Although this is already done to a lim-
ited degree in the Civil Service, in the Govern-
ment contracts field, the governmental efforts to
influence training decisions have been confined
largely to types of skill development other than
apprenticeship.

This clearly is an area in which the Federal
Government has a particular responsibility.
With the participation and support of State ap-
prenticeship agencies, the Federal Committee on
Apprenticeship last year established a special task
force to consult with the appropriate Federal
Agencies and to propose the governmental policies
and requirements that will achieve this purpose.
WTiile the nature of the final product of the task
force efforts is not yet clear, the governmental re-
sponsibility is now established and appropriate
measures will no doubt be established.

Journeyman Training

Interpreted narrowly, training programs for
workmen already accepted as journeymen may not
be considered part of an apprenticeship program.
Considered broadly, however, such training is a
vital part of the national system of developing
craftsmanship and is thus, at the very least, a close
adjunct of apprenticeship. This fact has long
been recognized by craft union leaders and some
of the mechanical and printing trades have pio-
neered in providing such training and giving it
recognition and shape. The Bureau of Appren-
ticeship and Training is devoting significant and
increasing effort to assisting in the development
of journeyman training programs.

Journeyman training is needed increasingly to
perfect the skills of those who have attained jour-
neyman status through informal means and who

7 The proponents of subsidization of apprenticeship have not

addressed themselves convincingly to the real problems of how
this can be done (with equity) without shifting the burden of
much of existing industry training costs to the governmental
budget.

Digitized for FRASER
https://fraser.stlouisfed.org
Federal Reserve Bank of St. Louis



AN ASSESSMENT OF APPRENTICESHIP

do not possess the full range of craft skills. As
we have seen, a majority of journeymen are po-
tential candidates for this type of training. A
second need which calls for increasing concentra-
tion on journeyman training is the rapid pace of
technical development in many of the crafts.
More and more frequently, the fully qualified
craftsman of 10years ago isnot able to use modem
techniques unless he has systematically updated
his skills. Finally, there is the need for the ac-
celerated upgrading of partially qualified work-
men in response to skill shortages. Training for
this reason is particularly needed in the metal
worker occupations, for which a systematic effort
is being initiated to meet specific plant shortages
through development of Government-assisted up-
grading training programs.

For most skilled trades the journeyman training
program requirement is not merely for more of
the same, but rather for the development of more
systematic programs with incentives (or assist-
ance) for workmen to participate and with ap-
propriate recognition and benefits for those who
thus bring themselves up to modem standards of
craftsmanship. This effort is now being stimu-
lated to a limited degree through use of MDTA
resources in trades which have not succeeded in
developing their own comprehensive journeyman
training programs.

In the national perspective, however, the jour-
neyman training efforts today must be described
as scattered and fragmentary; a major emphasis
of the apprenticeship system in the years immedi-
ately ahead must be on a further development
and systematization of these corollary programs.

Integrating Government Programs

Governmental effort in apprenticeship promo-
tion is divided between the Federal and State
Governments as follows: 30 States have appren-
ticeship agencies (SAC) with a total staff of ap-
proximately 170 field representatives, virtually all
of whom are concentrated in 13 States. The Fed-
eral Government employs 230 field representa-
tives. These representatives do the promotion and
technical assistance work in States which have no
State law and share the workload in those which
do maintain agencies.

8 The Federal Government seeks to preserve a minimal degree

of incentive by retaining Federal staff in the States that establish
and maintain State apprenticeship organizations.
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This division of responsibilities between Fed-
eral and State apprenticeship agencies is haphaz-
ard and unplanned. In 20 States, the Federal
treasury pays all the governmental cost of ap-
prenticeship promotion, under Federal standards;
in 17 States, the Federal Government pays for the
field work which is performed under standards
and procedures established by a State Apprentice-
ship Council; in the other 13 States, the field work
is split between Federal and State representatives
and performed under SAC standards and proce-
dures and under some State supervision.

The regulations and procedures established by
the States differ among themselves and from the
Federal practice, thus causing difficulty for multi-
State enterprises, which must be registered in each
SAC State, and placing Federal apprenticeship
representatives in some SAC States in the position
of applying regulations which the Federal agency
considers unwise.

Other effects should be mentioned:

1 The total governmental resources devoted to
apprenticeship are less than if all States contrib-
uted ; yet the Federal willingness to provide staff
without regard for State contribution removes
most of the incentive for the States to appropriate
for this purpose,8 and places a double burden on
the taxpayers of States that do appropriate.

2. The distribution of Federal and State staff
for apprenticeship purposes is not closely related
to need. Because they have no State agency staff,
such heavily industrial States as Ohio, Illinois,
Pennsylvania, New Jersey, and Michigan are
among the States most poorly staffed in relation to
training potential. (Seetable.)

3. In the States in which Federal and State per-
sonnel perform the same function, overall respon-
sibility is diffused and cumbersome efforts are
required to prevent overlapping and wasteful com-
petition between Federal and State organizations.

The evident need to work out a more rational,
progressive pattern of Federal-State relations in
this field has led to a variety of responses. About
2 years ago, the Department of Labor reestab-
lished a liaison group of State agency repre-
sentatives with whom BAT could consult regu-
larly in the interest of coordination and mutual
reinforcement. A contractual arrangement by
which some State apprenticeship agencies per-
form on-the-job training functions under the
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MDTA with funds, staff, and program standards
provided by the Federal Government has been
initiated and is continuing to develop. The Na-
tional Association of State and Territorial Ap-
prenticeship Directors’ meeting in March 1964
called for Federal matching funds to stimulate
State activity in apprenticeship.

Clearly, we are still very early in the process of
developing a rational and satisfactory Federal-
State relationship in the apprenticeship field.
This is urgent unfinished business because in the
absence of such a relationship, we are most un-
likely to achieve a strongly expanding national
apprenticeship system fully responsive to today’s
needs.

We cannot realistically look to either level of
government to withdraw from the apprenticeship
area, and the Federal authority must be expected
to continue and broaden the dialogue out of which
the necessary consensus can be developed.

Equal Opportunity

The Department of Labor’s equal opportunity
program for apprenticeship has two facets. First,
it requires and enforces a ban on discrimination
in the selection of apprentices and operation of
apprenticeship programs.

Late last year, comprehensive standards were
adopted which are now a prerequisite to con-
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tinued program registration by the Federal Gov-
ernment.9 Although binding directly only those
apprenticeship programs which seek to be regis-
tered with the Federal Bureau, the regulation also
indicates that State apprentice agencies which do
not adopt regulations consistent with the Federal
regulations may no longer receive Federal recog-
nition and cooperation.

A number of State agencies have already indi-
cated their intention to adopt standards consistent
with the Federal requirements; the issue remains
in doubt in a few other States.

The Department is also making widely known
to minority group members the existence of op-
portunities for properly qualified individuals and
is counseling and helping potential applicants to
qualify themselves.

These more positive approaches to equal op-
portunity are of several types. The nondis-
crimination regulation itself lays upon each ap-
prenticeship program the obligation to notify the
public schools and the public employment service
of future apprenticeship opportunities, the mini-
mum qualifications required, and the procedure
for making application.

In addition, the Department of Labor’s Man-
power Administration has undertaken to estab-

9 29 Code of Federal Regulations, Subtitle A, pt. 30.

Apprenticeship Agency Staffing and Accomplishment

Registered Field staff
apprentices per 100,000
State per 100,000  Rank nonfarm Rank
nonfarm workersl
workers
Arizona...........c..... 721 1 0.91 26
Nevada 552 2 1.92 6
Hawaii 510 3 2.20 2
505 4 1.96 %
493 5 1.89
485 6 1.29 14
g 457 7 1.85 8
Minnesota 443 8 121 16
California, 425 9 164 10
Connecticut] 419 10 1.04 S3
Raw average. 501 1.59
Rhode Island......... 416 n 1.08 21
olorado 392 .79 275
Oregon.......cccoceveee 378 14 2.47 1
Wisconsin 350 15 97 24
tah..... 342 16 115 18
Wyoming A1 17 2.15 3
Delaware 31 18 1.38 12
Florida... .. 19 .79 275
New Mexico:........ 327 20 134 13
New York o sss Sl .55 35.5
Raw average... 353 1.27
North Dakota........ K% 2 1.67 9
Michigan 317 23 A7 43
Tennessee ... 308 24 .56 3
:\Illlary.land % 25 46 445
inois.. . .39 495
[@] 1 11s R . 273 275 34 4/

*Combined Federal and State field representatives.
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Registered Field staff
apprentices per 100,000
State per 100000  Rank nonfarm Rank
nonfarm workers 1
workers
South Dakota 21.5 143 u
ldaho 261 19 197 4
Arkansas........ 258 30 .56 3
Kentucky 954 sl 4R pi
Rawaverage.... ... 84
Alabama.. 250 2 3
Virginia__ 244 3 l% 15
Oklahoma 241 K ﬁ
North Carolina — 238 35 1 5
Missouri 231 36 33
Indiana 230 37 45 46
Nebraska 222 38 55 35 i
Mississippi 221 3.5 .51 40
New Jersey 21 9.5 37 51
lowa 915 p 44.6
Raw average 231 163
Louisiana 207 42 A
Pennsylvania ﬁ 43 %
Texas.. 204 % 31
Massachusetts____— 45 1
Georgia _ 19 46 %0 ﬂ
Kansas 192 47 .75 29
West Virginia..........o 190 48 70
Maine... 181 49 112 %5
South Carolina 180 50 54 38
New Hampshire 109 51 Los ss
Raw average 187 .78

Source: Bureau of Apprenticeship and Training.



AN ASSESSMENT OF APPRENTICESHIP

lish special Apprenticeship Information Centers
in the urban areas where discrimination has
proven most troublesome. These centers, located
and manned in connection with employment
service operations, provide a central source of
information on apprenticeship opportunities and
the methods of qualifying for them, a counseling
service for potential applicants, and a testing
and screening program which results in the refer-
ral of promising applicants to apprentice program
sponsors. These services with the full support
of labor, management, and the relevant commu-
nity organizations provide a central continuing
focal point for factfinding, followup, appraisal,
and authoritative public information. At this
writing, centers of this character are operating
in Washington, Boston, Chicago, Cincinnati, and
(State developed and operated) San Francisco.
Some 15 additional centers are now projected.

New Apprenticeable Occupations

Exploration of the possibilities for expansion—
both laterally and vertically—was endorsed last
year by the Federal Committee on Apprenticeship,
which has since established a subcommittee to
study and advise on development of a formally
recognizable program of on-the-job training for
skills closely related to but narrower in scope than
an apprenticeable craft. Assurance unquestion-
ably will be sought and provided against undesir-
able fragmentation of the basic crafts.

As noted earlier, however, efforts to expand
apprenticeship are needed most in occupations in
which it is not now used prominently, and which
do not involve the highly organized crafts. Here
the problem is one of locating or developing or-
ganizations that can do for such occupations what
the craft union has accomplished for their crafts:
to make effective through a wide area, preferably
nationwide, a definition of occupational content
(with the necessary training schedules and re-
quired achievement levels) which will give wide
marketability to the skills.

For skills for which private organizations with
the authority and prestige needed to accomplish
this do not exist, achievement of expanded ap-
prenticeship may require use of governmental
initiative. Thus, elements of the Manpower Ad-
ministration in the Department of Labor may be
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expected to become more active in convening ad
hoc conferences of the parties at interest in a
specific field—abor, management associations, and
education in particular—for the purpose of estab-
lishing trade definitions, training content, and oc-
cupational ladder agreements. Such agreements,
buttressed by commitment of MDTA and voca-
tional education funds for projects consistent with
them, can provide systematic skill development in
some of the service trades and in some of the
newly emerging skills.

The foregoing approaches to extending appren-
ticeship are frankly experimental. They will pro-
vide the opportunity, also, to develop the optimum
mix between learning on the job and in related
classroom instruction and to reconsider the length
of time needed to develop competent craftsmen.
To whatever extent such reassessment may lead to
acceptance of shorter overall training terms and
speedier development of craftsmen, it is fitting that
it take place in these occupations where the need
for accelerated development of craftsmen is widely
accepted.

Research Needs

Through the expanded manpower research effort
authorized and stimulated by the Manpower De-
velopment and Training Act, our knowledge and
understanding of occupational requirements will
be improved and we will develop increasing knowl-
edge of all aspects of the skill development process.
This accumulating knowledge and understanding
does not exclude apprenticeship and the appren-
ticeable trades.

There are many needs, however, for research
specific to the field of apprenticeship, and a
specialized research focal point dealing with
apprenticeship will continue to be needed. Its
specialized mission includes the development of
information on characteristics of apprentices (we
now know much more about the characteristics of
each 6-week MDTA trainee) and on the skill
development programs of industry. Studies which
have been done so far only scratch the surface of
what must be a continuing and broadening inquiry
into private industry responses to skill develop-
ment needs.
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Apprenticeship Resources

The Federal and State apprenticeship and
vocational education agencies spent approximately
$14,000,000 in 1963 for the development of ap-
prenticeship programs and for the related class-
room training of apprentices. This is roughly $90
for each apprentice registered at the end of the
year. All other costs associated with apprentice-
ship—wages, supervision, recordkeeping—were
borne by the unions and the employers involved.

Is this allocation of governmental resources for
apprenticeship sufficient? A basic reassessment of
this question is now underway within the Depart-
ment of Labor. At present, the number of regis-
tered apprentices is closely related to the number
of field reperesentatives. The highest perform-
ance States, the first 10 in terms of relative num-
bers of apprentices, also have the highest average
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staff density. The following tabulation shows
how closely related these two factors are.

Registered app&e)n— Apprenticeship

tices per 100,000 field staff per

workers 100,000 workers
Ten highest States 501 159
Second 10 States 353 127
Third 10 States 294 . 84
Fourth 10 States 231 . 63
Lowest 10 States 187 .78

The odds against this close correlation’s being
accidental are prohibitive. Which is cause and
which is effect? Other more fragmentary evi-
dencelD lends support for the view that demon-
strated relationship is what it seems: The more
staff devoted to apprenticeship promotion, the
more apprentices are employed and registered.

Additional analysis suggests that, while addi-

tional staff increments result in progressively
smaller increments to the apprenticeship program,
the marginal costs may work out in such a way as
to make a doubling or redoubling of scale a good
bargain in terms of cost per additional apprentice
completion.

10 The statistical data thus summarized are supported by a
demonstration conducted in New Jersey in 1960. Temporary
concentration of staff effort there resulted in a dramatic increase
in the number of new apprenticeship programs developed. How-
ever, after the temporary staff increment was removed, most of
the new programs became dormant. In other words, continued
stimulation and assistance by apprenticeship agency staff is often
necessary to maintenance of private apprenticeship efforts.

In Babylonia, contracts for the apprenticeship of slaves provided for the
compensation of the owner if the master failed to teach them the trade. In
Greece of the fifth and fourth centuries B.C., formal contracts of apprentice-
ship—indentures, as we would call them—were drawn up, and high premiums
were paid to sculptors and painters, though we are told that the treatment of
apprentices was harsh and they were not always allowed to learn trade secrets.
In Japan, the first apprentices were bought, and were bound for life, and
this variant of slavery continued until after 1600, when an endeavor was
made to limit the contract to 3 years in the crafts and 10 in commerce . . . .
In Europe of the eleventh and twelfth centuries, apprenticeship, we are told,
was thorough and effective. ... In China, until recent years, apprentice-
ship to a trade was a prerequisite for any employment in the towns except
as a coolie. In a word, apprenticeship seems to be found wherever the crafts-
man had a status, for there it seems to have met the needs both of the parent
and of the craftsman himself. The parent who could not endow a boy with
land could still set him up with a stock in trade if he could enable his son to
become a craftsman. The craftsman got some useful work out of the ap-

ﬁrentice_before his time was out, and as a member of a guild he himself
ad an interest both in maintaining the numbers and skill of journeymen

and in restricting competition by insisting that only those who had served
their appreticeship might practice the trade.

—E. H. Phelps Brown, The Economics of Labor (New Haven, Conn., Yale University
Press, 1962), pp. 65-66.
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Scientific and
Technical Personnel
In Atomic Energy

Harold S. Liebling and Allan Katz*

Continuing progress in the development of atomic
energy has generated a new industrial sector that
in January 1963 employed about 135,700 workers
in more than 500 establishments. The newness
and highly complex and technical character of the
field result in an occupational distribution heavily
weighted with scientific and technical personnel.
Nearly 40 percent (52,400) of the persons engaged
in industrial nuclear activities in 1963 were scien-
tists, engineers, and technicians. This contrasts
with an average of only 5percent of such personnel
in private industry as a whole. Further reflecting
the developmental nature of the field are the nearly
two-thirds of the scientists and engineers in atomic
energy work found to be engaged primarily in
research and development activities, compared
with only about one-third in all private industry.1

Growth in the industrial sector of the atomic
energy field has taken place chiefly since 1954
when Congress amended the Atomic Energy Act
to permit private patents and rights of discovery
in the field of nuclear power. Industry was thus
stimulated to undertake the design and production
of nuclear power equipment and was permitted to
own and operate atomic installations subject to
AEC regulation. As a result, the Nation has suc-
ceeded in developing a program of activities aimed
at exploitation of atomic energy’s enormous po-
tential for peaceful service to mankind as well as
its tremendous destructive capability. One of the
more widely known areas of private development
is the generation of electricity by nuclear power
reactors. Several power reactors are now in opera-
tion and more will be operational in the near fu-
ture. Radioisotopes, a product of reactor opera-
tion, have many peace-related uses. For example,

they are used in industry to measure the thickness
and density of materials, locate leaks in pipelines
and tanks, and polymerize chemicals; in medicine,
they are used in diagnosing and treating certain
kinds of disease, and in research on body func-
tions; and in space activities, they are used as
a heat source for auxiliary power applications.

Employment by Occupation

Activities in the atomic energy field have re-
quired an unusually high proportion of nonpro-
duction workers. In January 1963, white-collar
workers—professional, technical, administrative,
clerical, and office personnel—accounted for slight-
ly more than 60 percent of all employment in the
atomic energy field. Of this broad group, scien-
tists, engineers, and technicians accounted for 2

out of every 3workers. Their employment in that
month in 1963 was distributed as follows:
Number Percent
Total 52, 411 100.0
Scientists 10, 899 20.8
Engineers 19, 687 37.6
Technicians 21, 825 41.6
Scientists. Scientists, who constituted 8 percent

of all atomic energy employment in January 1963,
performed the exacting scientific work involved in
the research, development, use, and control of
atomic energy (table 1). Approximately one-
third of the scientists were physicists (excluding
health physicists), and of these about 90 percent
were engaged in research and development work—
some in abstract areas such as the structure of the
atomic nucleus, and solid state physics; others in
more immediately practical areas such as reactor

*Of the Division of Occupational Employment Statistics,
Bureau of Labor Statistics.

1This article is based mainly on a 1963 survey conducted for
the Atomic Energy Commission by the Bureau of Labor Statistics.
The survey, similar to those made for the AEC in 1960, 1961,
and 1962, covered nearly all industrial establishments engaged in
atomic energy activities. Not covered were university employees
other than those in university-operated, AEC-owned laboratories
such as Argonne and Brookhaven; employees engaged in the
construction of nuclear facilities; the small number of uranium
ore miners ; and the 9,000 directly employed by the Federal Gov-
ernment in activities related to atomic energy. The atomic
energy field, as defined in this survey, is not an industry in the
generally accepted sense but cuts across usual industry classi-
fications.

For the earlier studies, see Employment in the Atomic Energy
Field,: A 1960 Occupational Survey (BLS Bulletin 1297, 1961) ;
and reports under the same title for 1961 (obtainable from the
Atomic Energy Commission, Division of Technical Information
Extension, Oak Ridge, Tenn.) and 1962 (an AEC report).

633

Digitized for FRASER
https://fraser.stlouisfed.org
Federal Reserve Bank of St. Louis



634

control and safety, shielding requirements for re-
actors, and reactor-generated heat intensities.

Chemists constituted another third of the scien-
tists. About three-fourths of them were engaged
in research on such projects as the nature of chem-
ical reactions produced by radiation, and methods
of processing irradiated reactor fuels.

The remaining scientists included mathemati-
cians, who were engaged primarily in applying
mathematical approaches to problems in other sci-
entific fields; metallurgists, who did research on
the development and improvement of materials
capable of withstanding the radiation and ex-
tremely high temperatures produced by nuclear
reactors; biological scientists, who were largely
engaged in research on both the beneficial and the
harmful effects of radiation on living beings; and
health physicists, a group of workers in an occupa-
tion unique to the atomic energy field who were
concerned with protecting personnel from the haz-
ards of radiation.

Engineers. About 19,700 engineers were em-
ployed in the atomic energy field in January 1963,
accounting for 14.5 percent of the total employ-
ment. Many of the engineers were concerned with
the development and operation of nuclear reactors,
the fabrication of fuel elements and special feed
materials for use in reactors, the development of
electronic instruments and measuring devices, and
the design of remote handling equipment used to
manipulate nuclear fuels and other radioactive
materials. About three-fifths of the engineers
were engaged in research and development work.
This is a much higher proportion in this type of
work than is found among engineers in industrial
establishments as a whole.

Nearly one-third of all employees in engineer-
ing were mechanical engineers, most of them en-
gaged in research and development activities in
connection with reactor components such as heat
transfer equipment and pressure vessels. Electri-
cal and electronics engineers formed the second
largest category, contributing slightly more than
one-fifth of the total ; most of these were engaged
in the design and development of control circuitry
and instrumentation for use in reactors, particle
accelerators, and radiation detection instruments.
Chemical engineers—about one-seventh of all
atomic energy engineers—were primarily engaged
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in the development and direction of the chemical
processes involved in the recovery of nuclear ma-
terials from reactor fuel, and in other aspects of
reactor fuel technology. Reactor engineers,
though constituting less than one-tenth of the to-
tal engineering group, were important members of
engineering and scientific teams; proficient in ba-
sic sciences and skilled in techniques involved in
nuclear reactor design, manufacture, and opera-
tion, they developed and evaluated new and modi-
fied concepts in these activities and provided
guidance in reactor technology to other scientific
and technical personnel. Civil and metallurgical
engineering were other significant specialties in
the field.

Technicians. In the atomic energy field, tech-
nicians engage in tasks ranging from inspection or
routine analytical work to assisting engineers
and scientists in the conduct of complex experi-
ments. About 60 percent of the approximately
21,800 technicians were engaged in research and
development work—preparing scale drawings of
new equipment, operating experimental apparatus
and machinery, and conducting certain phases of
experiments. The approximately 35 percent who

E mployment in the Atomic Energy Field,
by Occupation, January 1963

Table 1.

. Employ-
Occupation ment dis-
tributionl
Total: Number- 135,653
Percent 100.0
All scientific and technical personnel. 38.6
Scientists 80
Physicists 2.7
Chemists 2.7
Mathemaficians. 8
Metallurgists... 5
Other scientists. 1.3
Engineers 145
Mechanical....... .......... . 45
Electrical and electronic 3.3
Chemical.......cccccovvuennne 2.1
Reactor 1.2
Other engineers 3.4
Technicians 16.1
Draftsmen
Electronic technicians___
Instrument technicians__
Health physics technicians. 1.0
Other technician specialties. 9.1
All personnel other than scientific and technical. 61.4
Professional and administrative....... . 8.8
Cleérical and office _ 13.7
Skilled 18.8
Production, maintenance, and service 201

1The figures for the total and for broad occupational groups are based on the
1963 data.. The percent distribution for detailed occupations is estimated
on the basis of the 1962 data.
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were in production and operations performed or
supervised such activities as production planning,
quality control, training, and machine installa-
tion and maintenance.

Some key technicians in atomic energy activities
are draftsmen, who convert the notes and sketches
of engineers into detailed drawings; electronics
technicians and instrument technicians, who aid
engineers and physical scientists in the design,
testing, and maintenance of electronic devices and
instruments; health physics technicians, who as-
sist health physicists by collecting air samples,
taking smear tests of areas suspected of contami-
nation, and performing other tasks in connection
with protecting personnel from radiation hazards;
and radiographers, who use radiation sources to
take radiographs of metal castings, weldments,
and machinery in order to detect common flaws.
Other technicians operate remote control equip-
ment, record photographs of collisions of atomic
particles, or operate high-energy atom smashers.

Many technicians are recruited from the ranks
of young skilled workers. Instrument makers and
instrument mechanics, for example, are often re-
trained as instrument technicians ; and electricians
often advance to electrical and electronic tech-
nician positions. In moving to the technical level,
these wmrkers must acquire some basic scientific
and engineering knowledge, usually through spe-
cialized education or training programs provided
by the company.

Other Occupations. About 19 percent of the
workers in the atomic energy field perform skilled
functions in production and research work, which
compares with approximately 13 percent for

Table 2.

All segments.
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skilled workers in all industries. Chemical process
operators, a group of skilled workers numbering
about 5,000 in 1963, are unique to the atomic energy
field. They operate a variety of chemical equip-
ment such as dissolvers, agitators, pulse columns,
and distillation towers to separate, concentrate,
and extract uranium, plutonium, and other radio-
active materials from solution.

Nuclear reactor operators, who numbered
slightly more than 1,000 in 1963, are also unique
to the atomic energy field. Many are engaged in
operating reactors and auxiliary equipment in con-
nection with the production of plutonium and
other radioisotopes and the generation of heat and
power. In these areas, the reactor operator per-
forms at the skilled or possibly the technician
level. However, if he works in research-connected
activities, he must have a scientific or engineer-
ing background in order to evaluate the results of
experiments and tests performed with reactors.

About 9 percent of the employees in the atomic
energy field were nontechnical professional and
administrative personnel, including accountants,
statisticians, and lawyers. These people were con-
cerned mainly with formulating and implementing
policy on a wide range of activities. The clerical
force supporting professional and administrative
personnel constituted about 14 percent of the total
atomic energy employment.

Nontechnical production, maintenance, and
service workers accounted for the remainder of
the personnel in the field—about 20 percent of
the total. Most of the workers in this group were
maintenance helpers and unskilled and semiskilled
production workers engaged in repetitive machine
operations.

Employment in the Atomic Energy Field, by Broad Occupational Group and Segment, January 1963

Total employment Percent distribution, by occupation

Commission laboratory and research facilities

Atomic energy defense production facilities

Reactor and reactor component design and manufacture

Production of feed materials

Nuclear instrument manufacturin

Design and engineering of nuclear Tacilities )

Uranium milling

Private research laboratories.

Fuel element fabrication and recovery activities

Production of special materials for use in reactors

Particle accelerator manufacturing

Power operation and maintenance

Industrial radiography

Processing and packaging of radioisotopes____

Radioactive waste disposal

Miscellaneous

Number Percent Scientists Engineers Technicians All other
135,653 100.0 8.0 145 16.1 61.4
44,505 100.0 14.1 16.5 235 45.9
40,663 100.0 3.8 8.8 8.7 78.7
14,279 100.0 7.7 29.9 19.5 429
8,854 100.0 5.8 7.1 75 79.6
4,745 100.0 4.2 175 17.6 60.7
3,599 100.0 1.2 19.9 10.7 68.2
2,579 100.0 1.9 5.8 4.6 87.7
— 2,103 100.0 312 17.2 28.4 232
1,819 100.0 1.9 9.6 236 64.9
1,507 100.0 5.8 155 232 55.5
1,238 100.0 5.7 214 28.3 44.6
1,091 100.0 2.6 21.1 24.1 52.2
436 100.0 .9 7.8 85.3 6.0
365 100.0 27.9 6.9 279 37.3
86 100.0 17.4 48.9 33.7
7,784 100.0 2.4 10.9 7.0 79.7
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Employment by Segment

Because the scope of the survey here reported
includes all activities directed toward the develop-
ment and use of atomic energy, it cuts across many
different industries and, therefore, across various
industry classifications.2 These areas of activity,
which have been identified for survey purposes
as “segments” of the atomic energy field, have been
classified into 16 relatively homogeneous groups
(shown in table 2). Three of these segments—
Commission laboratory and research facilities, de-
fense production facilities, and reactor and reactor
component design and manufacture—accounted
for almost three-fourths of the total employment
in January 1963. These segments employed 82
percent of the scientists, 77 percent of the engi-
neers, and 77 percent of the technicians.

Among the segments, there were some note-
worthy variations in the distribution of employ-
ment by occupation. For example, scientists and
engineers constituted a relatively large proportion
of the total employment in private research lab-
oratories (48 percent) and in Commission lab-
oratory and research facilities (31 percent) ; tech-
nicians made up a rather large group in the total
employment in industrial radiography (85 per-
cent) and in radioactive waste disposal (49 per-
cent) ; and the defense production facilities, pro-
duction of feed materials, and uranium milling
segments used very large proportions of their em-
ployees in other than scientific and technical
occupations.

Commission Laboratory and Research Facilities.
Some facilities owned by the Atomic Energy Com-
mission are operated for the Commission by indus-
trial firms and educational institutions under con-
tract. Among the most widely known are the
Argonne National Laboratory near Chicago and
the Oak Ridge National Laboratory at Oak Ridge,
Tenn. Altogether these facilities employed ap-
proximately 44,500 workers in January 1963—
about a third of all workers in the atomic energy
field. Employing nearly 6,300 scientists and
about 7,300 engineers (chart 1), these facilities

BThe Standard Industrial Classification Manual (U.S. Bureau
of the Budget, 1957, p. 431), defines an industry as “a grouping
of establishments primarily engaged in the same or similar lines
of economic activity.” An activity, in manufacturing industries,
“is generally defined in terms of the product made, materials
consumed, or process of manufacture uised.”
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were responsible for the major share of research
and development work in all aspects of the nuclear
energy complex.

Atomic Energy Defense Production Facilities.
Operated for the AEC by contractors are also fa-
cilities concerned with the development and pro-
duction of atomic weapons systems, initial cores
for nuclear-powered vessels, and reactors and re-
actor fuel elements used in the generation of
heat and electrical power at isolated defense in-
stallations.

The establishments in this segment employed
over 1,500 scientists and almost 3,600 engineers in
January 1963. However, because of the essen-
tially production-type activities of the segment,
the proportion of its workers in scientific and tech-
nical work was small compared with the propor-
tion in the atomic energy field as a whole. Scien-
tists and engineers constituted only 13 percent of
the total ; technicians, 9 percent.

Reactor and Reactor Component Design and Man-
ufacture. The energy created by fissioning atoms
in nuclear reactors may be used to produce elec-
tric power, to propel vehicles, to produce radio-
isotopes, and for testing and research purposes.
The employees in the establishments in this seg-
ment were engaged in the design and manufacture
of reactors to serve these different purposes.

These facilities, which employed 11 percent of
the total workers in the field in January 1963,
utilized the services of almost 4,300 engineers and
about 1,100 scientists—22 percent and 10 percent,
respectively, of the total number of such person-
nel employed in the atomic energy field.

Production of Feed Materials. The segment of
production of feed materials encompasses the
establishments engaged in converting uranium,
plutonium, and thorium to reactor fuel. In Jan-
uary 1963, it employed almost 8,900 workers—
7 percent of the total employment in the field—
including slightly more than 500 scientists and
600 engineers, and almost 700 technicians.
Because the segment’s activities are essentially op-
erational, these approximately 1,800 scientists,
engineers, and technicians constituted only 20 per-
cent of the total employment in the segment.

Nuclear Instrument Manufacturing. In January
1963, more than 4,700 workers—3 percent of the
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total atomic energy employment—were engaged
in manufacturing the control instrumentation
used in nuclear reactors, radiation counters, and
other detection and measuring instruments.
Slightly more than one-third of these workers
were engineers or technicians, most of whom were
specialists in the electrical and electronic systems

Chart 1.

Employment of Scientists and Engineers
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of nuclear instruments and in the problems con-
nected with their manufacture.

Design and Engineering of Nuclear Facilities.
Workers in the establishments in this segment
design and engineer the housing and containment
facilities for reactor power stations, atomic-

in Selected Segments of the Atomic

Energy Field, January 1963
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Commission laboratory and research facilities

Atomic energy defense production facilities

Reactor and reactor component design and
manufacture

Private research laboratories

All other segments
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Commission laboratory and research facilities
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Chart 2. Percent Change in Employment in
the Atomic Energy Field, 1960-63

Percent

N ote: Data from one survey to another are not strictly comparable. The
changes indicated are based, therefore, not upon comparisons between the
separate surveys, but on the percentage changes reflected by the year-to-year
variations as indicated within each survey.

powered submarines and surface vessels, atomic
energy laboratories, reactor component and reactor
manufacturing plants, reactor fuel processing
plants, and other nuclear facilities. The segment
employed about 3,600 workers in January 1963,
including about 700 engineers and almost 400
technicians, but very few scientists.

Private Research Laboratories. Privately owned
and operated laboratories complement the activ-
ities of Commission-owned laboratory and re-
search facilities operated by contractors. More
than three-fourths of the approximately 2,100
employees of these private laboratories were
scientific and technical personnel engaged chiefly
in research and development work.

Other Segments. The remaining segments of
activity employed a total of about 16,900 workers
in January 1963, or 12 percent of the total employ-
ment in the atomic energy field. This included
about 600 scientists or 5 percent of all scientists in
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the field; about 2,000 engineers, 10 percent of all
atomic energy engineers; and about 2,600 tech-
nicians, or 12 percent of the total number of
technicians in the field.3

Employment Changes, 1960-63

Employment in the atomic energy field rose at
an increasing rate each year from 1960 to 1963
(chart 2). Because of the nature of development
of the field, the employment changes for the three
major occupational groups have shown consider-
able variation. From 1960 to 1961 and from 1962
to 1963, employment increased sharply for scien-
tists, engineers, and technicians. Only from 1961
to 1962 did the employment of scientific and tech-
nical personnel rise at a slower rate than did total
employment. This deviation is attributable to an
increase in activities at the Nevada Test Site
which, in 1961, required the addition of a large
number of skilled, maintenance, and other person-
nel in nonscientific and nontechnical occupations.

The very steep rise in the number of scientists,
engineers, and technicians from 1962 to 1963 is
related in large measure to an increase of about
2,100 in their employment in Commission labora-
tory and research facilities. Scientific research
activities in these facilities have risen at an in-
creasingly rapid rate along with the steady up-
turn in all fields of research. High energy
physics and investigations of qualities of metals
and other materials to determine their capacity to
withstand reactor-generated heat intensities are
among the areas of investigation requiring in-
creasing numbers of scientists, engineers, and
technicians.

In another important segment—reactor compo-
nent design and manufacture—substantial em-
ployment increases occurred in all major occupa-
tional categories over the year from 1962 to 1963,
reflecting growing developmental activities. The
employment of scientific and technical personnel
in these activities during the year increased by
more than 1,300.

It appears likely that over the next few years
research in atomic energy will continue to grow as
additional areas for development breed rapidly
from each new finding. A demand for increased
numbers of scientists, engineers, and technicians
is expected to parallel these advances.

3For further details on these segments, see published reports
listed in footnote 1.

Digitized for FRASER
https://fraser.stlouisfed.org
Federal Reserve Bank of St. Louis



A New Look
at Manpower Needs
In Teaching

Maxine G. Stewart*

Since the close of W orld W ar II, the UnItEd
States has had persistent shortages of qualified
personnel in one of its most vital professions—
teaching. The future5however, holds promise of
improvement in this situation, according to a re-
evaluation of the demand-supply relationship in
teaching recently completed by the Bureau of
Labor Statistics.

The Nation’s demand for classroom teachers
for elementary and secondary schools will peak
in the forthcoming school year, reflecting the ac-
commodation of the schools to the baby boom of
the mid-1940%. The schools will have to recruit
about 210,000 teachers in 1964-65 to take care of
growth and replacement needs and the retirement
of some emergency teachers. This would be the
all-time high in requirements for a single year’s
classroom staffing. In the years following this
recordbreaking need, however, the number of
teachers needed each year is expected to fall well
below the peak level, reflecting the drop in the
number of births for a few years after 1947 and
the slowdown in their rate of increase during the
1950%. The projections to 1975 indicate that
during this period of lower annual requirements
the supply of trained teachers will increase
steadily, along with the accompanying steady in-
crease in college graduations.

In the past, the shortage of fully trained
teachers has been concentrated in the elementary
schools and in certain subject fields in the second-
ary schools. The new projections indicate that
the supply situation in the elementary schools will
improve significantly by 1975, although shortages

may persist in some areas of the country. In the
secondary schools, if the projections materialize,
an adequate supply of teachers will be forthcom-
ing, although shortages may continue to prevail
in some locations and in some subject areas such as
mathematics, physical sciences, and foreign lan-
guages. Overall, it seems likely that by 1975 the
number of secondary school teachers available will
be sufficient to satisfy not only the secondary
school requirements in most fields but also to help
staff the elementary schools and other programs
requiring the services of teachers.

These new projections are based on the follow-
ing assumptions: School attendance rates will
continue to increase, particularly at the secondary
level; college seniors preparing to teach will con-
tinue to represent about one-third of all the re-
cipients of bachelor of arts degrees; college
graduations will continue to increase as projected
by the U.S. Office of Education; 1 the required
minimum entrance qualifications for the certifica-
tion of teachers will not be raised significantly;
teachers’ salaries will maintain roughly the same
position relative to salaries in other professional
occupations as now obtains; and finally, the new
educational legislation will not change the total
numbers enrolled in the regular public and private
day schools beyond the increases already reflected
in the U.S. Office of Education projections.

Teaching Requirements to 1975

Each year, demand for new teachers arises
mainly from two sources: The need to staff addi-
tional classrooms created to take care of the in-
creasing public and private school enrollments,
which reflect our rising population and the young
people’s tendency to stay in school longer; and
the necessity to replace teachers who leave class-
rooms because of promotion to nonteaching posi-
tions, change to another type of work, decision to
leave the labor force, retirement, or death. The
need for replacement is a much more important
factor in creating demand for teachers than the
growing enrollments.

*Of the Division of Manpower and Occupational Outlook,
Bureau of Labor Statistics.

1Projections of Earned Degrees by Level of Degree and Sex to
1975-76 (U.S. Department of Health, Education, and Welfare,
Office of Education, 1963).
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Rising Enrollment. To take care of increased
enrollment, the need for elementary and second-
ary teachers in public and private schools, esti-
mated at 1.8 million for the school year 1963-64,2
is projected to increase to 2.2 million by 1975—
an increase of about 400,000, or 23 percent.

Staffing projections that reflect school enroll-
ment increases by 1975 involve a minimum of un-
certainties. This country is not only committed
to the idea that all persons desiring to be educated
should have that opportunity, but has accepted
the more mandatory concept that all its citizens
should be literate. To facilitate literacy, most
States now require school attendance at least from
age 7 to 16, and several require attendance for
longer periods—some from 6 through 18 years.3

When classes opened in the fall of 1963, an
estimated 47 million students were enrolled in
public and private schools from Kkindergarten
through high school;4 projections indicate that
these enrollments will increase, on the average, by
a million annually to reach more than 57 million
by 19/.® When this was written, new population
estimates had just been released by the U.S. Bu-
reau of the Census (Series P-25, No. 279, Febru-
ary 4, 1964). The U.S. Office of Education has
not yet revised its school enrollment projections,
but their preliminary analysis suggests that the
revised projections will not be markedly different
from those used in this article.

The rate of school attendance, which is already
at 97 percent of all children of the elementary
school age, is expected to continue to increase
slightly to 1975. Since nearly all children of ele-
mentary school age are now required to attend
school (only a small allowance must be made for
children who are uneducable for one reason or
another), the number of elementary school enroll-
ments nearly match the number of children in the
comparable age group. In the secondary schools,
the present attendance rate is about 91 percent of
all children in that age group (14-17 years) and,
based on past trends, is expected to increase
moderately.

The demand for teachers must be related not
only to population growth but also to the number
of children assigned each classroom teacher. This
pupil-teacher ratio in the years ahead may be
affected in diverse ways by current trends. For
example, increasing urbanization may tend to in-
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crease the ratio by eliminating some schools in
rural areas where small enrollments make for a
lower pupil-teacher ratio than that prevailing in
cities. Curriculum developments, on the other
hand, may result in new or advanced courses with
small classes (such as advanced mathematics, ad-
vanced biology, Russian, and other subjects) that
would have the effect of decreasing the pupil-
teacher ratio. Recent experiments with team
teaching, the use of television, the addition of
teaching assistants to the staff—all may affect the
pupil-teacher ratio in the future. Consideration
of these varying and countervailing pressures on
the pupil-teacher ratio, as well as the past trends
in the public-private school ratios, suggest that no
great change is likely to occur in the ratio by 1975.

In the past few years, the pupil-teacher ratio
has shown no significant change; for example,
from 1958 to 1962, the ratio in the public elemen-
tary schools declined only from 28.7 to 285 to 1,
while the secondary ratio remained at 21.7 to 1.6
Even if some change occurs by 1975, the effect on
the total number of teachers needed will be neg-
ligible as long as the change is minor. For ex-
ample, if the elementary school ratio were to
decline from 28.5 to 28.0 to 1 by 1975, only 23,000

8U.S. Department of Health, Education, and Welfare, Office of
Education (Press release HEW-Y 24, Aug. 25, 1963).

8Every State in the Union had a compulsory school attendance
law between 1918 and 1955. Following the Supreme Court de-
cision requiring integration in the public schools, however,
three States— Mississippi, South Carolina, and Virginia—re-
pealed their compulsory school attendance laws and five
States—Alabama, Arkansas, Georgia, Louisiana, and North
Carolina—provided for waivers of the compulsory provisions
under certain specified conditions. See State Legislation on
School Attendance and Related Matters,—School Census and
Child Labor (U.S. Office of Education, 1960), Circular 615.

4See U.S. Office of Education press release HEW-Y 24, Aug. 23,
1963.

6 Kenneth A. Simon, Enrollment in Public and Nonpublic Ele-

mentary and Secondary Schools,, 1950-80 (U.S. Department of
Health, Education, and Welfare, Office of Education, 1962), p. 7.
These projections of school enroliments are based on the school-
age population and the proportion of those who go to school.
Most children who will be in the elementary-secondary school-
age group by 1975 have already been born and were reported
in the 1960 Census of Population. The only estimate to be made
involves the children yet to be born through 1970 who will reach
kindergarten or elementary school age by 1975. This group has
been projected by the United States Bureau of the Census on the
assumption that births will continue at about the same rate as
prevailed in the 1955-57 period.

6Enrollment, Teachers, and Schoolhousing, Fall 196£ (U.S. Office of Educa-
tion, 1963), p. 32. The ratios for the years 1958 through 1962 were as follows:

Elementary Secondary

1958 28.7 21.7
1959 28.7 215
1960 28.4 217
1961 . 28.3 217
1962 28.5 21.7
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more teachers (less than 2 percent of the total esti-
mated demand) would be needed by 1975. For
these various reasons, the projections presented in
this article are based on a constant pupil-teacher
ratio through 1975.

Thus, to take care of expanding enrollments,
assuming no change in the pupil-teacher ratio in
the years ahead, the number of elementary school
teachers must increase from the present 1.1 million
to 1.3 million by 1975—an increase of 20 percent.
In the secondary schools, the number of teachers
will need to be expanded from the present 0.7 mil-
lion to 0.9 million, or 26 percent.

Replacement Needs. The number of teachers
needed for replacement will be four times that re-
quired to fill the new jobs resulting from expand-
ing enrollments. The projections indicate that
about 1.0 million elementary and 0.7 million sec-
ondary school teachers must be hired between 1964
and 1975 to replace those who leave the profession.
The number leaving the profession undoubtedly
varies somewhat from year to year, but two recent
surveys made by different organizations have both
reported an annual separation rate of close to 8
percent for classroom teachers.7 On the basis of
these surveys and an analysis of other available
information, for purposes of these projections, an
assumption of an 8-percent annual separation rate
has been made as representing the most likely rate
for the years ahead. This separation rate is higher
than that for many other professional occupations

7 “Teacher Turnover in the Public Schools, 1959-60,” School
Life, U.S. Office of Education, January-February 1962 ; Teacher
Supply and Demand in Public Schoolsi (Washington, National
Education Association, 1962),, Research Report 1962-R8, p. 19.

8 “Turnover Among Beginning Teachers,” School Life, April
1962, p. 24.

®United States Census of Population, 1960, PC-(2)7A, Occu-
pational Characteristics (U.S. Bureau of the Census), table 1,

p. 2.

D  For 3 years following 1947, the number of births were below the 1947

level and then increased at a slow rate in subsequent years, as shown below:

Total live

births (in Percent

millions) change
D945 .ot ot et s 29
1946- ..o 3.4 +19.3
1947... 3.8 +11.9
1948. 3.6 -0.7
1949 3.6 +0.3
1950 s 3.6 -0.5
1951 3.8 +5.2
1952 s e gy 3.9 +2.4

Secondary teacher requirements will reflect this decline in births particularly
in the school years 1965-66 and 1966-67. Source: Health, Education and
Welfare Trends (U.S. Department of Health, Education, and Welfare, Office
of the Secretary, 1960), pP. 4.
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and is due, in part, to the preponderance of women
in elementary and secondary teaching. There is
also some evidence that many beginning teachers
use their teaching jobs as a steppingstone to other
occupations.8

The separation rates were found to be the same
in both the elementary and secondary schools, de-
spite the preponderance of women teachers at the
elementary level. Women represented nearly
three-fourths of all classroom teachers in 1960—86
percent of all elementary teachers but only 47 per-
cent of the secondary.9 The separation rates for
women in both levels exceed the rate for men, as
one would expect, but in the secondary schools, the
rate for women noticeably exceeds the rate for
women in the elementary phase. This higher rate
is probably due, in part at least, to the fact that
the job mobility of secondary teachers is greater.
They leave not only for reasons of homemaking
but also for other jobs for which their training
may fit them.

The average annual separation rates in elemen-
tary and secondary schools are 6.0 and 6.5, re-
spectively, for men teachers and 8.4 and 9.9, re-
spectively, for women. The higher separation
rate for women in secondary schools tends to
counteract the lower rate for men.

The need to replace teachers increases gradually
in both school groups as total staff continues to
grow larger (table 1); the need for teachers to
accommodate growth, however, shows different
trends in each group. Average teacher require-
ments to take care of the enrollment growth in the
elementary schools show moderate increases to
1975, while in the secondary schools average re-
quirements for new positions in the 1965-70 and
1970-75 periods are markedly below average re-
quirements in the 1960-65 period. After the peak
school year of 1964-65, when an estimated 105,000
secondary teachers must be recruited to satisfy
growth and replacement needs (including the re-
placement of some of the uncertified teachers),
annual requirements drop by nearly one-half in
the 1965-66 period, reflecting the decline in the
number of births following the 1947 record-
breaking year.0 Even though an upward trend
in secondary school teacher requirements is evident
throughout the rest of the period to 1975, the
annual needs remain more than 10 percent below
the peak year. Combined requirements of both
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Table 1. Average Annual Requirements for Growth

and Replacement N eeds in

Secondary Schoots, 1960-75

[In thousands]

Elementary and

Type of school and need 1960-65 1965-70 1970-75

Total 190 186 206
Growth 55 32 38
Replacement 134 154 167

Elementary 97 108 119
Growth 15 18 22
Replacement, 81 89 97

Secondary............ 93 78 87
Growth....... 40 14 16
Replacement 53 64 71

[[-Note: Detail may not add to total due to rounding.

primary and secondary schools to accommodate
growth in the 1965-70 and 1970-75 periods are well
below the 1960-65 average while needs for teacher
replacement show a moderate increase.

One additional factor must be given attention
in projecting the demand for teachers: The number
of teachers holding so-called “emergency certifi-
cates.” A recent count of teachers holding such
certificates indicates that about 27,000 secondary
and 56,000 elementary teachers cannot now meet
State certification requirements and must be pre-
sumed to be less than fully prepared for teaching.1l
Theoretically, the positions held by such teachers
should be counted as unfilled demand, yet the
teachers are filling these jobs—some certainly with
high competence. These teachers present an
anomaly in that many of them are without college
degrees and will be included in future “supply”
counts as they acquire degrees and meet certifica-
tion requirements.

No easy resolution of this problem is apparent;
in this analysis it has been assumed that this group
of teachers represents unfilled demand for quali-
fied teachers.

The following tabulation depicts the teaching
requirements for the period 1964-75:

Elementary Secondary Total

(in thousands)
Growth:

1975 projected employment. ... 1,275 933 2,208
Less 1964 employment........ 1,058 742 1,800
217 191 408
Replacement (retirements, deaths, transfers,
and other separations) . 1,015 734 1,749
Requirements to fill positions held by teachers
with less than standard qualifications .. 56 27 83
All requirements: Total..... 1,288 953 2,240
Average annual....... 117 87 204

N ote: Detail does not add to total due to rounding.
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Sources of Teacher Supply

Elementary and secondary school teachers are
recruited mainly from college graduates with
bachelor’s degrees, although schools in some States
may hire applicants with no more than 2 years
of college education.

Among each year’s recipients of bachelor’s
degrees, there are those who majored in education
and those who specialized in other fields but can
meet certification requirements for teaching,
though many in each group never go into the pro-
fession. Neither of the two groups is the sole
source of teacher supply. Other sources include
persons with higher degrees (M.A. or Ph. D.)
who can meet qualifying requirements; students
below the senior year of college who meet certifica-
tion requirements in States where those require-
ments do not include the B.A. degree; teachers
already trained, who reenter the profession; and
those who do not meet certification requirements
but who may take a job in a private school in
which those requirements are not applicable. A
recent study reported that “the number of persons
in teaching positions was almost double the num-
ber of those who had obtained a degree in educa-
tion.” 2 Most of those teaching in secondary
schools had not majored in education, according
to the study, but in the elementary schools, majors
in education predominated.

Assumptions. The number of college graduates
meeting certification requirements would presum-
ably include all those intending to teach without
regard to the field of their academic specialization.
Therefore, the data on those meeting certification
requirements, used in this article, were consid-
ered to represent the best available indication of
the new supply of teachers and probably include
most of the newcomers. In order to project to
1975 the number who will meet certification re-
quirements, the assumptions have been made that:
(1) college enrollment and graduations will in-
crease as projected by the U.S. Office of Education;
(2) college graduates trained for teachingB3will

N Enrollment, Teachers, and Schoolhousing, 1962 (U.S. Office
of Education, 1963), p. 32.

12Two Years After the College Degree— Work and Further
Study Patterns (National Science Foundation, 1963), NSF 63-26,
p. 49.

18See Teacher Supply and Demand in Public Schools (Wash-
ington, National Education Association, annual issues).
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continue to bear the same relationship to total
bachelor of arts degrees granted each year as has
prevailed in recent years; (3) the proportion of
graduates preparing to teach in the elementary
and in secondary schools will continue to be about
the same as in the past; (4) a bachelor’s degree
with some special courses in education will con-
tinue to be the generally accepted minimum quali-
fication for most positions in elementary and sec-
ondary level teaching;Mand (5) teaching salaries
will continue to maintain roughly the same posi-
tion relative to the salaries of other professional
occupations.

Supply Projections. Under these assumptions,
the total number of new elementary teachers who
may be trained between 1964 and 1975 would be
about 1.0 million, or about 94,000 annually. Of
these, however, only an estimated 843,000 (82 per-
cent) wmuld actually enter the field during the
11-year period involved—about 77,000 annually.15
To this estimated new supply must be added an
estimate of reentering teachers. Reentries to the
teaching field comprise, in large part, women whose
homemaking responsibilities have diminished as
their children grew older and who find time to
take up their teaching careers again. Other reen-
tries may be men and women who attended school
to obtain additional training after a few years of
teaching; some undoubtedly are men whose careers
were interrupted by military service, and a few
may have tried other fields only to return to teach-
ing again. But for the most part, the supply of
reentering teachers represents women taking up
their careers after a period of absence from the
labor force.

The number of reentries is higher in the ele-
mentary schools than in high schools because more

1 In view of the current widespread charges that the quality
of the teaching staff needs improvement, a longrun trend of rising
requirements in some form seems likely, but these changes are
expected to be accomplished slowly as has been the case in the
past. No sharp increase in standards, such as requiring a mas-
ter’s degree of all secondary teachers, is expected by 1975. If
standards are increased significantly without a corresponding
increase in salaries, a severe curtailment of available supply of
new teachers might well ensue.

15See Teacher Supply and Demand in Public Schools (Wash-
ington, National Education Association, annual issues for 1958-
62). In recent years, the number of newly trained elementary)
teachers entering the field has been at or very close to 82 percent.

16 Teacher Turnover in the Public Schools, 1957-58 (1959),
p. 4 and Teacher Turnover in Public Elementary and Secondary
Schools, 1959-60 (1963),, p. 9 (U.S. Office of Education).
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Table 2. Average Annual Balance (Requirements
Minus Supply) of Elementary and Secondary
Teachers, 1960-75

[In thousands]

Period Total Elementary Secondary
1960-65 -33 -22 -11
1965-70,. +21 -12 +33
1970-75 +41 -6 +47

women are working in this area and they are more
likely to return to teaching rather than to enter
some other field. In secondary schools, both men
and women may move on to other fields and not
return to teaching. The number of reentries to
teaching will also be affected by the overall
demand for teachers, the availability of trained
teachers who are out of the labor force, salaries,
the condition of the job market in other fields,
and other factors. Two recent U.S. Office of
Education surveys of turnover among public
school teachers in 1957-58 and 1959-60 indicate
that close to one-fourth of the new elementary
hires were reentering teachers.16

A projection based on this proportion (one-
fourth) for reentries, and on the assumption that
reentries will continue to meet their present share
in the annual requirements (stated in table 2),
brings the total available supply of elementary
teachers (including both the newly graduated and
reentering teachers) during the 1964-74 period
to about 1.2 million. The total demand for the
period ending in 1975 is estimated to be roughly
1.3 million, which leaves an average annual deficit
of close to 10,000 for the next 11 years.

In evaluating these illustrative supply-demand
relationships, it should be remembered that they
were based on a series of assumptions; for ex-
ample, only 82 percent of the newly trained teach-
ers will actually enter the field, reentries will re-
main at about one-quarter of new hires annually,
and (perhaps most importantly) the numbers be-
ing trained for elementary school teaching will
continue to remain only a little more than 13
percent of the total bachelor’s degree recipients
each year. A small increase in any of these rela-
tionships could eliminate the deficit. For exam-
ple, if the number being trained to teach in the
elementary schools were to increase to 20 percent
of all graduates, the shortage would be met; or
if the number of reentries to elementary school
teaching were to increase as a result of declining
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opportunities in other fields, the possible deficit
would be eliminated. On the other hand, the de-
mand estimates may be understated to the extent
that they do not provide for increasing the pupil-
teacher ratio to eliminate overcrowding in the
classrooms or to end part-time class sessions.

Based on these and other assumptions, the total
number of new teachers that may be trained for
secondary schools between 1964 and 1975 will be
about 1.7 million; an estimated 1.2 million—69
percentI7—of these will actually enter the field,;
and about 191,000—or 20 percent of new hires—
will reenter.18 The total supply—new entries plus
reentries—of secondary teachers in 1975 is ex-
pected to number 1.3 million; the estimated de-
mand will be around 953,000.

This estimate of a more than adequate humber
of secondary teachers is not unexpected if one
looks carefully at the whole picture at the present
time. One fifth (20.1 percent) of all bachelor’s
degree recipients today are meeting certification
requirements for secondary school teaching, and
this proportion has shown a generally upward
trend since 1955. Projections presented in this
article are based on a continuation of a slight up-
ward trend (to 22.4 percent) in this relationship
during a period when the number of bachelor’s
degrees will nearly double. Hence, graduates
meeting certification requirements for this kind of
teaching will more than double during a period
when the need for teachers is below the peak levels
of 1964-65. Even if the proportion of graduates
meeting secondary teaching requirements to the
total of graduates were held constant (at the
present 20 percent) in the illustrative projection,
a numerical abundance of secondary teachers
would result.9

As table 2 indicates, a substantial improvement
in the supply of teachers by 1975 is to be expected,
with the greatest change occurring in the numbers
of secondary school teachers. But even though
the total supply of secondary school teachers ap-
pears abundant, according to this illustrative pro-
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jection, shortages may occur in particular subject
fields. Initially, high school teachers are hired
to teach subjects in which they have had extensive
training, and it is difficult to discuss the total sup-
ply of such teachers without differentiating by
subject field. It is quite possible, even with an
abundance of new college graduates meeting
certification requirements for secondary school
teaching, that shortages will continue in those
fields in which demand from other sources is
strong—such as mathematics and physical
sciences.

The demand-supply projections presented here
indicate a likelihood that a sufficient number of
secondary school teachers will be available in 1975
to satisfy not only the secondary school require-
ments in most fields but to help staff the elemen-
tary schools as well. Sufficient numbers should
also be available to staff many other programs
(outside of the regular school system) requiring
the services of teachers, particularly the new and
proposed programs providing for additional
training for youth, the unemployed, Army rejec-
tees, the poverty-stricken, and the physically and
mentally handicapped. Some of those competent
to teach on the secondary level may also be able
to help with the newly proposed Job Corps and
the domestic version of the Peace Corps if these
proposals are approved by Congress. With fur-
ther specialized training, many secondary school
teachers may qualify for positions in junior col-
leges, where demand for teachers is expected to be
especially great in the years to come.

17 See Teacher Supply and Demand in Public Schools (Wash-
ington, National Education Association, annual issues for 1954-
62). The number of those entering secondary school teaching
has been close to 69 percent for several years.

18 Teacher Turnover in Public Schools for school years 1957-58
and 1959-60 (U.S. Office of Education—1959, p. 2, and 1963,
p. 9, respectively). The number of teachers entering secondary
school teaching was close to 20 percent in both school years.

1 If the proportion of graduates meeting secondary school cer-
tification requirements is projected at a constant 20 percent of
the number of bachelor’s degrees, the total supply projected to
enter the field would be about 1.2 million, in contrast with
requirements projected at about 953,000.
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Special Labor Force Report

LLabor Force and
Employment in 1963

Susan S. Holland*

A SUBSTANTIAL INCREASE IN EMPLOYMENT accom-
panied the continuous expansion in economic ac-
tivity in 1963. Total employment exceeded 70
million during the summer and averaged nearly
69 million for the year as a whole, a million more
than in 1962.1 The growth in jobs, however, did
not quite keep pace with the increase in the labor
force, and unemployment—averaging 4.2 mil-
lion—was about 150,000 above the 1962 level.

The seasonally adjusted rate of unemployment
which fluctuated between 5y2 and 6 percent
throughout most of 1962 and 1963, averaged 5.7
percent in 1963. As in 1962, about 45 percent of
the unemployed had been seeking work less than
5 weeks while a little over 25 percent had been out
of work 15 weeks or longer.

On the average, nearly half of the 4.2 million
jobless in 1963 were adult men, more than 20 per-
cent were teenagers, and 30 percent were adult
women. Slightly fewer married men and more
teenagers were among the unemployed, compared
with 1962. The job situation for married men
as well as all adult men showed some improvement
after the winter of 1963. The teenage unemploy-
ment rate rose early in 1963 and remained high
throughout the year. About 15 percent of all un-
employed persons, including one-third of the teen-
age jobseekers were looking for part-time work
in 1963.

Nonfarm employment advanced steadily
throughout most of the year, while farm employ-
ment continued its long-term downtrend. The
more than 57 million workers on nonfarm payrolls
in 1963 had increased by 1% million since 1962.
During the first half of the year, a strong uptrend
in manufacturing employment occurred, led by

gains in the steel and automobile industries.
These increases were accompanied by continued
expansion in State and local government, trade,
finance, and other services. However, gains in
the second half of the year were primarily con-
fined to the service sector.

The factory workweek and overtime hours con-
tinued at the same relatively high levels recorded
in 1962—weekly hours averaged 40.4, including
nearly 3 hours of overtime. Average weekly earn-
ings of factory production workers passed the
$100 mark for the first time in June 1963, and
averaged $99.38 for the year, 3 percent above 1962.
With no change in hours of work, the larger pay-
check resulted from fairly steady increases in
hourly earnings throughout the year. The gainin
the factory worker’s spendable earnings (gross
earnings less taxes, adjusted for changes in price
levels), however, was less than 1 percent.

Part-time employment resulting from slack
work periods or other economic causes was un-
changed from 1962, and accounted for about one-
fourth of the man-hours lost to the economy,
which could have been worked by the labor force
if there were no unemployment or part-time em-
ployment due to economic causes. As in 1962, the
great majority of man-hours lost resulted from
total unemployment.

The total labor force, including the Armed
Forces, averaged over 75~ million during 1963.
The growth of over a million in the labor force
between 1962 and 1963 was larger than that re-
corded the previous year, and expansion was gen-
erally about in line with long-term projections.2

*Of the Division of Employment and Unemployment Analysis,
Bureau of Labor Statistics. Reprints, including additional de-
tailed tables and an explanatory note, will be available at a later
date upon request to the Bureau or to any of its regional offices
(listed on the inside front cover of this issue).

1AIll comparisons with 1962 take into account the relatively
small effect of the introduction in April 1962 of 1960 Census
data into the estimation procedure for the labor force data.

R2For projections of the labor force to 1975 and an analysis of
longrun developments, see “Interim Revised Projections of U.S.
Labor Force, 1965-75,” Monthly Labor Review, October 1962,
pp. 1089-1099, reprinted as Special Labor Force Report No. 24.
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Percent Distribution of Unemployed Persons 14 Years
Old and Over, by Age Group and SeX, 1960-63

Percent

yyylyfy Males, 20 years old and over
=] Females, 20 years old and over

KXXXJ Both sexes, 14-19 years old

Unemployment

Despite a lengthy period of expansion in eco-
nomic activity, the 1962-63 unemployment rates
stubbornly remained between 5y2 and 6 percent.8
Monthly changes during the 2 years were almost
entirely the result of seasonal or other temporary
developments and failed to show any consistent
upward or downward trend. On the average, un-
employment rates in 1962 and 1963 were about
one-third higher than those recorded during the
1955-57 expansion period. The year 1963 marked
the sixth consecutive year in which unemployment
rates failed to return to the 4-percent level which
prevailed during most of the 1955-57 period.

This paradox of continued high unemployment
rates while most other economic indicators are ris-
ing was also evident in the recovery periods fol-
lowing previous business downturns. For exam-
ple, in April 1959, 1 full year after the trough of
the 1958 recession, the seasonally adjusted unem-
ployment rate was 5.3 percent. Although this rep-
resented a substantial drop from the 7.4 percent
recorded at the trough, the rate remained more
than 1 full point or about 25 percent higher than
the 4.2 rate of July 1957, the peak month before
the recession. The pattern of the 1960-61 down-
turn was similar to that of 1958, although the un-
employment rate rose less in the more recent cycle.
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Teenage and Adult Unemployment

While the overall level and rate of unemploy-
ment were practically unchanged from 1962 to
1963, there was some improvement for men 20
years old and over. After averaging 4.6 percent
in 1962 and 4.8 percent during the first quarter of
1963, the seasonally adjusted jobless rate for adult
men began to decline. For the second half of
1963, it averaged 4.3 percent. Unemployment
rates of married men, which are always lower than
those of other workers, similarly improved.
Throughout 1962 and early 1963, their seasonally
adjusted jobless rate averaged 3.6 percent; it be-
gan to decline in April 1963 and averaged 3.2 per-
cent for the last 6 months of the year.

In contrast to these improvements, teenage un-
employment rose in 1963. An average of nearly 1
million 14 to 19 yearolds were unemployed during
1963, compared with 800,000 during 1962. At
15% percent, the 1963 teenage unemployment rate
was close to those recorded in the recession years
of 1958 and 1961, and higher than in any other
postwar year.

Nearly half of the teenage unemployment in-
crease between 1962 and 1963 was attributable to
16 yearolds, the first large age group born im-
mediately after World War 1l. Even with the
typically low labor force participation rate of
younger teenagers, there were not enough job op-
portunities to absorb the additional work seekers
in this age group. However, the rest of the in-
crease was among older teenagers, none of which
was directly attributable to population growth.
The number of 17 to 19 yearolds in the work force
was unchanged over the year, but the increase in
those unemployed pushed their jobless rate from
14.5 to 16.4 percent.

While the 1962-63 data point up an immediate
serious problem, the implications for the future
may be even more important. Many of the job-
less 16 yearolds were still in school and, therefore,
were not able to hold down full-time jobs. How-
ever, in the next few years as these same youngsters
and those in the age groups just behind them
complete school (or drop out), they will be enter-
ing the labor force in increasingly large numbers
and on a full-time basis.

8December 1963 marked the 34th month of sustained growth
since the recession low of February 1961.
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Among adult women, the unemployment rate re-
mained within the range of 5.2-5.7 percent during
1963. It averaged 5y2 percent for the year, identi-
cal to the 1962 rate, and very similar to the average
unemployment rate for the Nation. The jobless
rate for adult women remained over one-fourth
higher than that of the 1956-57 expansion period.

The accompanying table shows the proportion
of total unemployment accounted for by adult
men declined from 52.4 percent in 1960 to 47.3
percent in 1963. This trend in part reflects the
fact that in the early 1960’s proportionately fewer
men 20 years old and older were added to the labor
force than adult women and teenagers. Further-
more, in these 2 years, there was a larger decline in
unemployment among adult men than among
adult women and no decline at all among teen-
agers. (Seechart.)

Unemployment Among Nonwhite Workers. The
job situation of adult nonwhite workers improved
slightly in 1963 but remained substantially worse
than that of white workers. Compared with 5
percent for white workers, the unemployment rate
for nonwhite workers averaged 11 percent. The
comparative disadvantage of nonwhite workers in
the search for jobs was about the same in 1963 as
in other years in the past decade. In large part,
the higher unemployment rates for nonwhite
workers reflected their disadvantage in education,
training, and skill, and their resulting concentra-
tion in occupations most subject to unemployment.

The nonwhite worker in 1963 continued to carry
double his proportionate share of the burden of
unemployment. While nonwhites represented 11
percent of the labor force in 1963, they accounted
for 21 percent of the unemployed. The situation
was particularly severe for nonwhite youths; teen-
agers had an unemployment rate of 28y2 percent
and 20 to 24 yearolds, 17 percent. The jobless rate
for nonwhite teenagers was up significantly from
23y2 percent in 1962; in both years their rate was
double that for white teenagers. The problem
was most serious among nonwhite teenage girls—
1 out of every 3 was unemployed in 1963.

On the other hand, the unemployment rate
among nonwhite men 25 years old and over fell
from 9/2 percent in 1962 to slightly above 8 per-
cent in 1963, but was still more than twice as high
as for white workers in the same age group.
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Unemployed Persons, by Age and Sex, Annual

Averages, 1960-63
[Percent distribution]
Age and sex 1960 1961 1962 1963
Total: 14 years and over (in thousands). 3,931 4,806 4,007 4,166
Percent distribution _ 100.0 100.0 100.0 100.0
M ales, 20 years and over, 52.4 52.4 50.3 47.3

Females, 20 years and over... 27.5 28.5 29.3 29.3
Both sexes, 14-19 20.1 19.2 20.4 235

Although the gradual upgrading of nonwhite
jobs continued in 1963, in line with long-term
trends, no major breakthrough was evident. The
proportion of nonwhites employed in white-collar
and skilled craftsmen jobs moved up from 227
percent in 1962 to 24 percent in 1963, while the
proportion employed as unskilled laborers edged
down from 22 to 20 percent. Although these data
indicate a small improvement, comparison with
the data for white workers shows that a substan-
tial gap remains. In 1963, 60 percent of the em-
ployed white workers were in white-collar or
skilled jobs, and only 7 percent worked as unskilled
laborers.

Job Skills of the Unemployed. In terms of skill
levels, the unemployment picture for experienced
workers changed very little between 1962 and 1963.
The jobless rate for nonfarm laborers was high in
1963 and—at 12 percent—was unchanged from
1962. Similarly, for semiskilled operatives, the
unemployment rate was a comparatively high 7y2
percent in both 1962 and 1963. Other occupa-
tional groups with unemployment rates higher
than the overall 5 percent were service workers (6
percent) and farm laborers (5y2 percent). Un-
skilled laborers, service workers (both private
household and other), and semiskilled operatives
together represented more than three-fifths of the
experienced unemployed in 1963, while they ac-
counted for only two-fifths of all employed per-
sons.

Duration of Unemployment. About 1.1 million,
or 26 percent, of the unemployed in 1963 had
been seeking work 15 weeks or longer; half of these
had been unemployed for 6 months or longer.
These totals were almost identical with those re-
corded for 1962. There has been no consistent
trend in long-term unemployment for nearly 2
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years. On a seasonally adjusted basis, long-term
unemployment fluctuated within the narrow range
of 14 to 16 percent of the civilian labor force
from March 1962 through December 1963. How-
ever, this rate was about twice that registered
during 1956 and most of 1957. Like the total
unemployment rate, the long-term rate failed to
fall to its prerecession levels after the 1958 busi-
ness downturn and, at the end of 1963, had not
returned to rates registered at the 1960 cyclical
peak.

Unemployment of less than 5 weeks, which re-
flects the rate at which new spells of unemploy-
ment are developing, accounted for 44 percent of
total unemployment in 1963—about the same as
in 1962. This proportion was somewhat lower
than in 1956 and 1957, when short-term unem-
ployment was just over half the jobless total. On
the other hand, long-term unemployment as a pro-
portion of total unemployment rose from about
one-fifth in 1956-57 to slightly more than one-
quarter in 1962-63.

Characteristics of the Long-Term Unemployed.
Little change occurred between 1962 and 1963 in
the age-sex distribution of the long-term unem-
ployed. As in the past, rates of long-term un-
employment increased with age. Only 19 out of
every 100 jobless teenage boys and 22 out of every
100 unemployed men in their early twenties had
been seeking work 15 weeks or longer. These
proportions climbed to 38 per 100 for men 45 to
64 years old and 46 per 100 for those 65 years old
and over. The pattern was similar for women,
although their rates were lower in each age group.
In 1963, 23 percent of the unemployed women had
been seeking work 15 weeks or longer, compared
with 28 percent of the jobless men.

Long-term joblessness continued to be a dis-
proportionately heavy burden on the nonwhite
worker. While nonwhites represented 11 percent
of the labor force and 21 percent of the unem-
ployed in 1963, they accounted for 26 percent of
those unemployed 15 weeks or longer and 28 per-
cent of those jobless for more than 6 months.
The proportion of long-term joblessness borne by
the nonwhite worker in 1963—at 26 percent—was
virtually unchanged from 1962. However, it was
significantly higher than the 22 percent registered
in 1956-57.
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Nonfarm Payroll Employment

Between the peak and trough of the 1960-61
recession, total nonform payroll employment de-
clined by 1 million (seasonally adjusted). Fol-
lowing the February 1961 low point, employment
rose steadily and by December 1961 was nearly
400,000 above its prerecession peak. The pickup
continued in 1962 when an over-the-year gain of
16 million brought total nonfarm employment
close to 56 million. The 1963 increase of 1% mil-
lion brought the number of employees on nonagri-
cultural payrolls to 57.2 million.

In 1962, the expansion in nonagricultural em-
ployment was greatest during the first half of the
year. However, the strong growth in 1963 was
more evenly spread throughout the year. An-
other significant difference between the increases
in 1962 and 1963 was the amount of growth in the
manufacturing sector. As would be expected in a
recovery year, one-third, or more than 500,000,
of the 1962 employment increase took place in
manufacturing—most of it in the hard-goods sec-
tor. In 1963, on the other hand, manufacturing
employment rose by less than 200,000, or 13 per-
cent of the total job increase. In both 1962 and
1963, there was a continuation of the postwar
trend toward more rapid expansion in the service-
producing industries than in the goods-producing
sector.

Goods-Producing Industries. Employment in
contract construction and manufacturing rose
strongly during the first half of the year, recov-
ering from the sluggishness exhibited in the latter
half of 1962, but showed only moderate gains for
the rest of the year. Employment in mining con-
tinued its long-term decline, dropping by 20,000
between 1962 and 1963; the same decline took place
between 1961 and 1962.

The over-the-year gains in manufacturing em-
ployment were almost entirely concentrated with-
in the durable goods sector, where employment
reached its highest annual level since the growth
years of 1956-57. There was a large expansion
in the transportation equipment industry, which
was primarily attributable to automobile produc-
tion and sales. Fabricated metals and machinery
also showed significant employment advances
over the year. Together, these three industries
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accounted for nearly three-fourths of the total job
gains in manufacturing between 1962 and 1963.
In both fabricated metals and machinery, employ-
ment was at its highest levels since 1957. The
number of employees in the transportation equip-
ment industry in 1963 was last exceeded in 1960.

Primary metals showed considerable strength
during the first half of 1963, in response to a
buildup of steel-users’ inventories. After the con-
tract settlement in June, steel production and em-
ployment were cut back. However, even after
midyear, steel production exceeded the late 1962
output, and employment in primary metals aver-
aged 40,000 above the same period in 1962. Em-
ployment in electrical equipment also turned down-
ward after mid-1963. Both of these industries
showed job strength in December, but were still
below midyear levels and unchanged from 1962
on an annual average basis.

In soft goods, employment remained virtually
the same as in 1962, although there were several
offsetting movements within the industry. Jobs in
food processing declined by 20,000 between 1962
and 1963. In addition, there were small curtail-
ments in the textile, petroleum, and leather indus-
tries. Countering these cutbacks were gains in
chemicals (20,000) and apparel (30,000).

Despite an actual over-the-year increase in the
number of production workers, the ratio of pro-
duction workers to all employees continued its
gradual decline.

Employment in contract construction rose by
120,000 in 1963, the most substantial year-to-year
increase in the industry since 1959. This was also
the first year on record that the annual average
number of workers exceeded 3 million.

Service-Producing Industries. All the major
service-producing industry groups (transportation
and public utilities; trade; finance, insurance, and
real estate; services; and government) registered
nearly identical over-the-year employment
changes in 1962 and 1963. Government, services,
and trade together accounted for employment
gains of close to 1 million in both years. As was
true in 1962, services and State and local govern-
ment each registered employment gains of 300,000
or more. In 1963, as in other recent years, both
groups recorded annual job increases of 4 percent,
in line with the average change during recent
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years. Employment in trade rose by almost
300,000, or 2 percent, from a year earlier (slightly
more than from 1961 to 1962), with nearly all of
the growth occurring in the first half of the year.

Transportation and public utilities which had
declined gradually from 1956 to 1962 showed a
slight employment increase in 1963. The number
of workers in finance, insurance, and real estate
rose by 70,000 in both 1962 and 1963, generally in
line with the industry’s annual employment in-
crease of 2 percent registered since 1956.

Factory Hours and Earnings. Average weekly
hours of production workers in manufacturing
remained at very high levels in 1963, averaging
40.4 hours for the second consecutive year. With
the exception of seasonal and other short-run var-
iations, average weekly hours showed little change
throughout the year. Hours in 1962 and 1963
were the highest recorded since 1956. The work-
week in durable goods averaged 41.1 hours in
1963, a level not exceeded since 1955. Long hours
were especially prevalent in transportation equip-
ment, paced by near record production in auto-
mobiles.

The workweek for nondurable goods averaged
39.6 hours—the same as in 1962—with little change
recorded among the major industry components.
Increases in hours of work occurred only in the
paper and petroleum industries while the rubber,
leather, and apparel industries were the only soft-
goods industries to show declines.

Overtime for production workers in manufac-
turing averaged 2.8 hours a week in both 1962 and
1963. This level had not been attained on an
annual basis since 1956. In the hard-goods sector,
overtime was also at near record levels, averaging
2.9 hours per week for the year, about the same
as in 1962. In nondurables, weekly overtime in
both 1962 and 1963 averaged 2.7 hours; the only
recent year in which this was equalled in the soft-
goods sector was 1959.

Hourly earnings of production workers in
manufacturing averaged $2.46 in 1963, an increase
of 7 cents per hour or 3 percent, over the 1962
level. The same increases were registered be-
tween 1961 and 1962. Hourly earnings in du-
rable goods averaged $2.63 (up 7 cents over the
year) and in nondurables, earnings increased 6
cents to $2.22. Among the durables, transporta-
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tion equipment recording the largest gain—10
cents in hourly earnings—averaged $3.01 for the
year.

Average weekly earnings in manufacturing
reached the $100 mark for the first time in June
1963, and in the September to December period,
they ranged from $100.50 to $102.40. For the
year as a whole, production worker average weekly
earnings were $99.38, an increase of $2.80, or 3
percent, over 1962. The earnings level in du-
rable goods averaged $108 in 1963, a gain of $3.40,
or 3 percent, over the year. In this sector, earn-
ings ranged from a high of $126.40 in transporta-
tion equipment to $80.40 in miscellaneous manu-
facturing. Earnings increases of 4 percent were
recorded in stone, clay, and glass and primary
metals, while weekly earnings in transportation
equipment rose 3y2 percent. In the soft-goods
sector, average weekly earnings rose $2.40 over the
year (almost 3 percent) and averaged almost $88.
Weekly earnings ranged from a high of $131.77
in petroleum to $62.09 in apparel, showing gains
of 4 percent and 1y2 percent, respectively.

Total Employment

Total civilian employment averaged 68.8 million
in 1963, up 1.0 million from the 1962 level. This
gain, although not as large as the 1.2 million in-
crease recorded in the recovery year of 1962, was
significantly greater than the average annual em-
ployment gain of 700,000 registered between 1955
and 1962. As has been the case throughout the
postwar period, all of the increase was in the non-
farm sector; agricultural employment continued
its long-term decline.

Farm employment dropped by one-quarter
million in 1963 to average 4.9 million for the year.
In the 15 years from 1948 to 1963, agricultural
employment fell steadily from almost 8 million to
just below 5 million. The employment decrease
from 1962 to 1963 was about the same as the
amount of decline recorded in the 2 previous years.
In line with long-term trend, the largest part of
the over-the-year decline took place among self-
employed farmers.

Total nonagricultural employment rose |17
million in 1963 to a record level of 63.9 million.
The 1963 increase was almost as large as the annual
gain in 1962, although the latter year was one of
recovery. On a seasonally adjusted basis, non-

MONTHLY LABOR REVIEW, JUNE 1964

agricultural employment rose most rapidly during
the first half of 1963, although smaller increases
continued throughout the June-December period.

Age and Sex of Employed Persons. Adult women
accounted for 600,000, or 60 percent, of the 1963
job increase. Their share of the annual employ-
ment increase was twice their proportionate share
(30 percent) of total employment. All of the
1963 employment gains for adult women were in
nonfarm jobs. Some 20.5 million women were
employed during the year in such jobs; this ac-
counted for 1 out of every 3 nonfarm workers.

Total employment for adult men rose by about
400,000 in 1963. The number of adult men in
farm employment dropped, while the number in
nonfarm jobs rose by 650,000 to an average of
38.8 million for the year. The 1963 increase in
adult male nonagricultural employment was about
the same as in 1962.

Teenage employment—at 5.3 million—remained
virtually unchanged between 1962 and 1963. In
the nonfarm sector, the number of employed 14 to
19 yearolds was 4.6 million in both years. For the
first year since 1958, teenage employment did not
expand.

Occupations of Employed Persons. For the ma-
jor occupational groups, most of the dominant
postwar employment trends continued in 1963.
The number of professional, clerical, and service
workers (other than private household workers)
advanced further and farm occupations continued
to decline. The number of unskilled nonfarm
laborers remained unchanged, while farm laborers
registered a small decline.

White-collar employment in 1963 increased by
300,000, with all of the increase among profes-
sional, technical, and clerical workers. Sales
workers, an occupational group which has leveled
off since 1959, continued unchanged in 1963, while
the managers, officials, and proprietors group de-
creased by 100,000, as a decline in the number of
self-employed proprietors more than offset an in-
crease in the number of salaried managers and
officials.

Service workers, excluding private household
workers, rose by 250,000 or 4 percent in 1963, with
the major part of this gain occurring among
women. On the other hand, the number of private
household workers has remained virtually un-
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changed since 1958 and has shown a drop in its
proportion of the employed total.

Blue-collar employment increased 700,000 be-
tween 1962 and 1963, with all of the gain occurring
among skilled craftsmen (up 250,000) and semi-
skilled operatives (up 450,000). These increases
are rather large in comparison with trends for
recent years. In the past, gains of this size took
place only in recovery years. Thus, part of the
1963 employment increases for craftsmen and op-
eratives may be attributable to a continuing up-
swing from the 1961 recession.

An average of 85 million craftsmen were em-
ployed during the first half of 1960, the peak period
before the downturn began; operatives numbered
12.1 million in the same period. As indicated in
the following tabulation, the employment of both
craftsmen and operatives during the first half of
1961 was below the levels of the first 6 months
of 1960.

Annual and semiannual employment
averages (in millions,

Craftsmen 1960 1961 1962 1965
Annual average 86 86 87 89
January-June average _ 85 84 85 87
July-December average 86 89 89 92

Operatives
Annual average 20 118 120 125
January-June average 21 114 118 123
July-December average 119 121 123 127

By the first half of 1962, employment of crafts-
men had recovered to its prerecession level, but
employment of operatives at 11.8 million was still
below the first half level of 1960. The weakness
of the initial recovery is apparent in the small
employment increases, especially for operatives,
that were registered 1 year after the recession
trough.

It is too soon to tell whether the 1962 to 1963
employment increase among craftsmen and opera-
tives was merely a delayed extension of the re-
covery from the 1961 recession or the start of a new
trend toward expansion in these occupations.
Blue-collar jobs are most strongly affected by the
ups and downs of business cycles. Consequently,
year-to-year employment changes in the blue-collar
occupations may reflect cyclical developments more
than longrun trends.

Employment in the farm occupations dropped
by one-quarter million between 1962 and 1963, with
almost all of the decrease taking place among
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farmers and farm managers. There were 2.4 mil-
lion farmers and farm managers in 1963, or just
about half the number in this occupation group
15 years earlier. Unskilled farm laborers num-
bered 2.2 million in 1963, down only slightly over
the year, but 1.0 million below the number em-
ployed in 1948.

Full- and Part-Time Employment. Included
among the employed total in 1963 were an average
of 2.3 million nonfarm workers employed part
time for economic reasons. This included 1.1 mil-
lion who usually worked full time but whose hours
were cut to less than 35 because of slack work,
material shortages, or other economic reasons.
Another 1.2 million usually worked part time be-
cause they could not find full-time employment.
The total working part time for economic reasons
represented 3.8 percent of all those at work in
nonagricultural industries. The average number,
as well as the rates, were virtually unchanged
from 1962.

Voluntary part-time employment, which is con-
centrated among women and teenagers in trade
and service industries, continued its long-term up-
trend in 1963. Averaging 6.8 million for the year
as a whole, the number of voluntary part-time
workers in nonfarm jobs increased by 200,000 since
1962. This gain, however, was only about half
the amount recorded a year earlier.

Labor Force

The total labor force, including the Armed
Forces, averaged 75.7 million in 1963, an increase
of 1.1 million over the 1962 level. This increase
was significantly greater than the 700,000 gain
registered between 1961 and 1962 and was also
larger than the average annual labor force in-
crease of 850,000 recorded from 1955 to 1962.

The expansion during 1963 was about in line
with long-term projections of labor force growth
for the period 1960-65, but was not sufficient to
make up for the smaller than expected gain re-
corded in 1962. As a result, the labor force re-
mained about 600,000 below the level projected for
1963. However, this difference should be inter-
preted with caution in view of the record of very
uneven labor force growth in the past and the
inherently imprecise nature of labor force
projections.
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In line with postwar trends, women accounted
for the greatest part of the labor force growth
in 1963. Women 20 years old and over consti-
tuted about 650,000 or three-fifths of the over-the-
year increase, though they represented only 30
percent of the total labor force. Adult men ac-
counted for 300,000 or about one-fourth of the
1963 labor force growth. The teenage labor force
increased by approximately 150,000 over the year,
with three-fourths of the increase occurring
among teenage boys.

Participation Rates by Age and Sex. The most
significant labor force trend in the postwar period,
the entry of more adult women into the labor
market, continued throughout 1962 and 1963.
During the same period, the trend toward declin-
ing participation rates for men at both extremes
of the working age scale also continued, but at a
somewhat slower pace than in the earlier 19607%.

The labor force participation of adult women
failed to increase as rapidly as expected between
1961 and 1962. However, the 1963 rise in the
participation rates of women 25 to 64 indicates
that the preceding year’s slowdown was only a
temporary interruption in the upward trend. For
all age groups except those 45 to 54 (among whom
the labor force rate is already over 50 percent),
the increase in adult women’s work rates in 1963
was faster than that projected on the basis of
long-term trends.

Labor force rates for teenage girls and for
women 65 and over edged down gradually between
1961 and 1963. Among 14 to 19 year-old girls,
the participation rate declined from 30 percent in
1961 to 28y2 percent in 1963, as large numbers
of youngsters 14 to 16—with lower work rates—
were added to the teenage population. For
women 65 years old and over, work rates of 10
to 11 percent were maintained from 1956 to 1961.
By 1963, however, the participation rate for this
group declined to 9y2 percent.

Labor force rates for men in the central age
groups, 25 to 54 years, are always higher than
for any other age-sex group in the population.
Participation rates for men in these prime work-
ing years have remained about 95 percent since
the end of World War Il. For men 55 to 64,
work rates had declined slightly in recent years,
but showed no further change in 1963. Labor
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force activity of men 65 and over has been declin-
ing througout the postwar period and the trend
continued in both 1962 and 1963, it fell from 40
percent in 1956 to 28y2 percent in 1963.

Another group that has shown a declining labor
force participation rate in recent years is young
men under 25. For 20 to 24 yearolds, the partic-
ipation rate has gradually edged downward from
the 91 percent level recorded during 1955 and 1956.
By 1962, the rate had declined to 89 percent, and
a further small decline to 88.3 percent was reg-
istered in 1963. The major factor affecting the
labor force rates of teenagers and men 20 to 24
years old is the later age of labor force entry for
young persons resulting from lengthening school
attendence.

In the last several years, labor force rates for
some teenage groups have dropped more rapidly
than was anticipated on the basis of long-term
trends. Between 1956 and 1962, the work rate
for young men 14 to 19 dropped from 5iy2to 43y2
percent. However, no further decline was reg-
istered for this age group in 1963.

All of the increase in the number of teenagers
in the labor force in 1963 took place among 16
yearolds, the first age group to reflect the “baby
boom” immediately after World War Il. Six-
teen yearolds in the civilian population in 1963
had increased by % million since 1962. Although
their worker rate showed little over-the-year
change, this marked increase in the population
resulted in an increase of *4 million in the num-
ber of 16 yearolds in the labor force in 1963.
However, during the school year, most of the
younger teenagers were in school and therefore
were primarily interested in part-time em-
ployment.

Nonwhite Labor Force Developments. Histori-
cally, the proportion of nonwhite adult men in
the labor force has been slightly lower than that
of white men.4 On the other hand, nonwhite
women have a history of substantially higher
labor force participation rates than white women,
because many nonwhite women are sole wage
earners in a family, or they frequently need to sup-
plement the low incomes of other wage earners in
the family.

4 abor force participation rates for white and nonwhite work-
ers are based on the civilian population, excluding the Armed
Forces.
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LABOR FORCE AND EMPLOYMENT IN 1963

Since World War 11, the gap between the work
rates of adult white and nonwhite women nar-
rowed markedly. While participation rates for
all adult women rose sharply throughout the post-
war period, the rate of increase was more rapid
for whites than nonwhites. In 1948, labor force
rates for nonwhite women were 50 percent or
more above the rates for white women in all age
groups from 25 to 64. By 1963, the differential
had fallen to about 25 percent for all age groups
except 25 to 34 yearolds, where rates for non-
white women remained 50 percent above those
for white women.

Participation rates for white women increased
faster than nonwhite rates over the last 15 years,
partly because white females had much lower rates
at the start of the period. In 1948, rates for
white women in the central ages of 25 to 54 ranged
from 31 to 35 percent, and rates for nonwhite
women were between 51 and 53 percent. Thus
there was considerably less room for an increase
in rates for nonwhites.

Another reason for the slower rate of increase
in nonwhite female participation during the post-
war period is that historically more nonwhite than
white women have worked because of financial
need. These women who must work to support
themselves and their families have been less af-
fected by the changing socioeconomic scene than
white women whose employment in many cases is
not attributable solely to financial necessity.

While the gap between white and nonwhite
female labor force rates narrowed markedly in the
postwar period, no similar trend was evident in
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male participation rates. Rather, there has been
a slight widening in the differential between white
and nonwhite male work rates in the last 15 years.
Ninety-five percent or more white and nonwhite
men in the central age group 25 to 54 were in the
civilian labor force in 1948. The first change oc-
curred among nonwhite men 45 to 54 in 1953 and
1954, when worker rates declined to 94 and 93 per-
cent, respectively. The rate rebounded to 94"2
percent in 1956, a year of full employment and
generally high labor force participation. How-
ever, the decline resumed in 1957 and continued
after the 1958 recession. Although the rate held
steady at 92 percent from 1960 to 1962, a further
decline to 91 percent from 1960 was registered in
1963. Among nonwhite men age 25 to 44, work
rates remained at the 95-percent level in 1963 and
rates for white men in the central ages were 96 per-
cent or higher. Even for nonwhite men 55 to 64,
participation rates did not decline significantly
between 1956 and 1962.

Thus, the downtrend between 1956 and 1963 was
small, sporadic, and affected only nonwhite men in
the 45 to 54 age group. For the entire central age
group—men 25 to 64—the differential between
white and nonwhite labor force rates rose from
about 2 percent in 1956 to 3y2 percent in 1963—
white work rates exceeding nonwhite work rates
in both years. The increased divergence between
participation rates by color in the 1956-63 period
was too small to indicate a definite longrun trend.
However, labor force rates for men in these prime
working years, especially nonwhites 45 to 54, war-
rant careful study in the coming years.

The reduction of unemployment to a more acceptable level requires sub-
stantially greater increases in output and employment than have recently
been achieved by our economy. Merely keeping unemployment from rising
above its currently high level of over 5y2 percent will require a rise in real
GNP of about $25 billion in 1964 (assuming normal labor force growth and

continuation of recent trends in productivity).

A reduction in unemploy-

ment to a more acceptable level will require substantially greater increases.
The extra GNP necessary to reduce unemployment below the current rate
would total in excess of $17 billion for each percentage point reduction in the

unemployment rate.

—From Manpower Report of the President and a Report on Manpower Require-
ments, Resources, Utilization, and Training by the U.8. Department of Labor,

1964 (p. 18).
731-475— 64-——— 3
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The UAW’s 19th
Constitutional
Convention

L. A. ODonnell*

Improved working conditions, Creation ijOb Op'
portunities—especially through early retirement—
and protection from automation and plant reloca-
tion were the major goals adopted for 1964 ne-
gotiations by the 19th constitutional convention of
the United Auto Workers held in Atlantic City,
March 20-26. The 2,375 delegates from 842 local
unions resolved to accept no less than the equity
due members and their families in bargaining dur-
ing what UAW President Walter Reuther called
“a year of great opportunity” when “the most
favorable economic circumstances ever enjoyed”
prevail. Civil rights and the war on poverty were
the subjects of other significant resolutions and
were important themes in major addresses by
President Lyndon B. Johnson and AFL-CIO
President George Meany. These two speeches also
called attention to the wage-price guideposts, but
from somewhat different points of view.

Collective Bargaining Issues

The principal work of the convention, Mr.
Reuther announced in his keynote address, was
framing policy for upcoming negotiations. Rec-
ognizing that bargaining cannot bear “the full
burden of dealing with unemployment” and “ad-
justment to technological change,” the delegates
accepted a comprehensive program noticeably
lacking in major innovations, but containing ele-
ments as varied as paid time off for deaths in fam-
ily and scholarships for members’ children. Most
demands were deliberately expressed in broad
terms to permit flexibility in negotiations, a con-
tinuing policy of the union reaffirmed at this con-
vention. President Reuther amplified the policy
during the 5-hour discussion of the program when
he said that some variation in emphasis was per-
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missible from one corporation to another—par-
ticularly in the matter of how to approach the
early retirement issue.

The stand for *“civilizing and humanizing”
working conditions generated militant support
from the convention floor. Guaranteed rest
periods in addition to personal relief time, a more
effective approach to production standards prob-
lems, and added safeguards for the privacy and
dignity of workers were the main elements in this
issue. Observing that office workers and execu-
tives honor fully the great American “coffee
break,” one resolution complained that breaks and
rest periods are denied those subject to the “grind-
ing monotony of production work.”

Its determination to take further steps to elimi-
nate “production standard abuses” were inspired,
the UAW claimed, by management efforts to in-
crease line speeds, tighten standards, and generally
erode existing protections against these hazards.
Beyond endorsing an attempt of Canadian locals
to surmount their legal inability to strike over pro-
duction standards, because of Provincial labor
laws which prohibit strikes during the term of the
agreement, the specific steps to be taken against
such abuses were not detailed.

Attainment of dignity and privacy of the
worker was conceived in terms of such basic con-
siderations as requiring doors on toilet stalls as
well as protection from surveillance by electronic
devices such as closed circuit television cameras,
listening and recording instruments, and motion
picture cameras. The union vowed instant ex-
posure and direct action to prevent or eliminate
the use of these and similar devices.

Another resolution instructed the leaders of the
international union to exert its full power in behalf
of legitimate local demands in multiplant cor-
porations, particularly on questions of working
conditions.

Much of the bargaining program was aimed at
creation of job opportunities and preservation of
existing ones. Early retirement, based on age
or service or a combination of both as well as on
a program of phased retirement, is fundamental
to the plan. This emphasis was sufficient to mol-
lify a movement called “25-30-60 Now” which
had insisted on retirement at half pay after 25
years, at two-thirds pay after 30 years, and at
double the present pension at age 60.

*Of the Division of Industrial and Labor Relations, Bureau
of Labor Statistics.



UAW'’S 19TH CONSTITUTIONAL CONVENTION

To make early retirement attractive to senior
workers and better conditions for those already
retired, higher pension benefits, a cost-of-living
adjustment feature for pension benefits, and other
improvements were called for, notably company
payment of full hospital-surgical-medical care
premiums for retirees. In a related action, the
union asked for investment of pension funds in
housing and community facilities where workers
covered by funds live. Investment should not be
made in companies which practice discrimination.

Restricting overtime as well as higher premium
pay for such work, longer vacations (and extra
vacation pay), additional paid holidays, and short-
ning the workweek were among the measures rec-
ommended for cutting down the worktime. Here
again, however, the details of these demands were
not spelled out.

Higher wages, the delegates agreed, also con-
tribute to increasing job opportunities by raising
demand for products of industry. Consequently,
the present annual improvement factor of 2y2 per-
cent should be raised so as to correspond with the
actual rate of increase in productivity in the
industry. In addition, the union urged refinement
of the escalator clause by (1) “modernizing” the
present ratio between wages and index points, (2)
providing for “automatic modernization” in the
future, and (3) adapting the clause to the new
BLS Consumer Price Index. The existing cost-
of-living allowance should be incorporated into
the basic wage rate.

To cushion the impact of automation and plant
relocation, the UAW proposed company-financed
but jointly administered training and retraining
programs, liberalized relocation allowances, reduc-
tion of the work force by attrition only, and pref-
erence for blue-collar workers in filling white-
collar job openings. In cases of plant shutdown,
introduction of new machinery, or removal of
work to other locations, the union asked for
advance notice and consultation developing into
union-management planning to minimize resulting
dislocations.

Income security was the object of demands for
salaries for blue-collar employees and parity be-
tween their fringe benefits and those presently en-
joyed by salaried employees. But even with
salaries, the union recognized, there can be lay-
offs and thus SUB benefits must be improved, their
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duration lengthened to a full year, and eligibility
for them divorced from eligibility for State un-
employment benefits. In addition, SUB funds
should be strengthened, and separation allowances,
to be liberalized, should not depend on the level
of the fund. Pooling arrangements were sug-
gested for strengthening SUB plans in smaller
companies.

Finally, the union asked for comprehensive im-
provements in the life and health insurance pro-
grams, notably payment of full premiums by em-
ployers, enlarged benefits, increased coverage, and
sick leave benefits similar to those generally
granted salaried workers.

Guidepost Policy

In his report to the convention, President
Reuther asserted that for the period 1947 to 1963,
the annual average increase in productivity in
the auto industry was 4.9 percent. He declared
that, in view of the productivity increase and its
“fabulously high profits,” the Council of Eco-
nomic Advisers had the industry in mind when it
stated that “there will be ample room for price
reductions in 1964.” But the industry, Reuther
said, has shown no inclination to reduce prices
significantly. At a press conference prior to the
convention, the UAW President indicated that 4.9
percent was the “most limited definition” of the
increase sought by the union in 1964 negotiations.

President Johnson, in his speech to the delegates,
also touched on the economic implications of the
union’s demands. “We know,” he said, “it is this
union’s policy to seek gains at the bargaining
table out of the greater abundance made possible
by advancing technology and not out of the
pockets of American consumers through higher
prices.” He emphasized the importance of the
international position of the dollar and warned
that a revival of the price-wage spiral would
impede economic expansion. “Avoiding that
spiral is the responsibility of business and it is
also the responsibility of labor.” The President
quoted a passage from an address to the UAW’s
1962 Convention by the late President John F.
Kennedy which affirmed the administration’s sug-
gested wage-price guidelines and its obligation to
point out the national interest and, where appli-
cable, to enforce the law on restraints of trade and
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national emergencies. “This,” President Johnson
said, “is the policy of this Government today.”

AFL-CIO President George Meany, speaking
on the last day of the convention, vigorously ques-
tioned “this whole idea of guidelines.” “If you go
down this road, far enough,” he asserted, “it leads
to the end of free collective bargaining. ... |
don’t propose that labor at any time agree to going
down that road.” Responsibility and guidelines,
in his opinion, will be provided by “a strong union
in every area of activity in a democratic society.”
Later, in response to questions from the press, Mr.
Meany indicated that he would suggest that the
AFL-CIO adopt a formal policy in opposition to
the Government’ bargaining guidelines.1

Other Convention Action

A Civil Rights Resolution, passed on the third
day of the convention, called upon Congress to
enact civil rights legislation without dilution or
delay. It commended President Johnson for his
dedicated action in seeking passage without weak-
ening amendments. President Johnson, in his
speech to the convention, pledged “we are going
to pass a civil rights bill if it takes all summer.”

A UAW Social Justice Award was accepted by
Attorney General Robert F. Kennedy on behalf of
the late President. Other Social Justice Awards
were given to poet Carl Sandburg, Swedish labor
leader Arne Geijer, and A. Philip Randolph,
President of the Brotherhood of Sleeping Car
Porters and leader of the Washington “March for
Freedom and Jobs” last summer.

“Full Mobilization for a Total War on Poverty”
was the title of a long resolution outlining the
problem and calling for participation of labor,
civic, fraternal, and religious groups in a national
conference on poverty.

Internal Affairs

Elections of officers provided no surprises and
were uncontested in all but one instance. The sole
candidate facing opposition in his bid for reelec-
tion was the director of Region 2 (Pat O’Malley)
who won handily over Roy Goforth. Vice Presi-
dent Richard Gosser, convicted last year of con-
spiracy to defraud the Internal Revenue Service,
declined to stand for reelection. The possibility
of a contest for his office was eliminated when the
convention voted a constitutional amendment
reducing the number of vice presidents from three
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to two. A resolution expressing the union’s ap-
preciation to Gosser for his years of dedication
and service was passed unanimously.

The union reported a dues-paying membership
of 1,150,672 for 1963, a modest increase of about
77,000 over 1962, partly accounted for by 329
victories in organizing drives since 1962. Present
membership is substantially below the union’s
high water mark of 1,418,118 in 1953, although
it remains the Nation’s second largest union.

The union showed a net worth of $89 million as
of January 31, 1964, a gain of $28 million over
1962. The strike fund totaled close to $62 million.

Concern for the vitality, youth, and effective-
ness of UAW leadership was evident in a number
of steps taken by the union. An amendment to
the constitution requires compulsory retirement
for all officers, representatives, and trustees at age
65. Secretary-Treasurer Emil Mazey informed
the convention that consistent with the bargaining
demand for early retirement, the International
Executive Board would set up a pension program
enabling a staff member to retire at age 62 with
full benefits and at age 57 with reduced benefits.
Another constitutional amendment raised salaries
to a minimum of $10,500 for International Repre-
sentatives, $16,500 for Board Members, $20,500
for Vice Presidents, $22,000 for Secretary-Treas-
urer, and $26,000 for President, in the first of
three annual increases.

The President’ report announced establishment
of a leadership studies center in Detroit in the
past year, under the direction of Brendan Sexton.
It is designed to keep staff members abreast of
developments in techniques of administration and
communications as well as to provide study in
more academic areas such as philosophy and con-
temporary civilization. One of the center’s ob-
jectives is to deepen staff members’ understanding
of important issues of the day “so as to promote
throughout the Union a generally similar political
and social orientation.” Practical training in
time study, editing, and NLRB procedures is also
incorporated in the program. Teaching and dis-
cussion leadership in the 3-week seminars has
been provided by union staff as well as prominent
academicians and authors.

i At its May meeting, the Executive Council declared its oppo-
sition to wage restraints without corresponding restraints on
prices and profits—both of which it called “intolerable” except in
“gravest national emergency”—and rejected the national pro-
ductivity rate as the only factor relevant to bargained wages.
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Summaries of Studies and Reports

Papers From the
IRRA Spring Meeting

E ditor’s N ote— I he following excerpts are taken
from three of the papers delivered at the
May 4~5,1 9 6 meeting of the Industrial Re-
lations Research Association in Gatlinburg,
Tenn. Space limitations prevented carrying
more of the many excellent papers presented,
and necessitated drastic cutting of these texts.
Minor changes in wording have been made to
provide transitions, and signs to denote
elisions have not been used. Full texts of all
the papers will be included in the July 1964
issue of the Labor Law Journal.

Retraining and the South

J. Earl Williams*

A majority Of southeastern 1States have had a
smaller percentage of unemployment since 1957
than the national average. Further, with only
17.6 percent of the 1962 unemployment officially
recorded in the Southeast, the section records 19.2
percent of the trainees approved under ABA and
18 percent of the trainees approved under MDTA
through December 1963, and it was allotted 189
percent of the MDTA funds for fiscal year 1963.
(See table 1.) Nevertheless, before considering
this surface manifestation of retraining as proof
that the South is doing a creditable job, a number
of factors must be noted:

1. The South has more of its counties designated
as redevelopment areas under the Area Bedevelop-
ment Act than any other section.

2. By almost any standard, the South has the
largest percentage of underemployed in its labor

force, when an annual income of less than $1,200 is
used as the standard.2 For both the total labor
force and the total rural labor force, every south-
ern State except Florida has a larger percentage
of underemployed than the national average, and
many are several times the national average.
Nonwhite underemployment is greater than white
within the area and much greater than both white
and nonwhite outside the area.3

3. Negro underemployment is approximately
double the rate for whites, not only in the South
but nationally as well. Yet, all the southeastern
States with the exception of Kentucky have a
larger percentage of Negroes in their population
than the national average, and half of them have
considerably more. Added to this, the Negro
concentration in occupations requiring little or no
skill has further implications for retraining needs
in the South.

4. The education level of the South is consider-
ably below the rest of the Nation. Only Florida
has a median educational level for those 25 years
of age and older which surpasses the national av-
erage. Educational deficiencies also show up in
the percentage of the population 25 and over with
less than 4 years of high school; and Mississippi
(70.2 percent), Arkansas (71.1 percent), and Ken-
tucky (72.4 percent) are the only States in the
Nation with more than 70 percent.

5. Although much is said about the industrial
development of the South since the 1930, the fact
remains that, in 1960, the South had 21.7 percent
of the population, only 20.4 percent of the labor

»Associate Professor of Economics, University of Tennessee.

1The Southeast for purposes of this article includes Alabama,
Arkansas, Florida, Georgia, Kentucky, Louisiana, Mississippi,
North Carolina, South Carolina, Tennessee, and Virginia.

alnasmuch as the Manpower Act assumes that workers in farm
families with less than $1,200 annual income are unemployed,
this lends some significance to the amount as a standard for
underemployment. It is a conservative standard, however, and
probably understates the amount of underemployed in the South.

8For a full development of this theme leading to a concept of
subemployment, in which the South exceeds the rest of the Na-
tion, see Frank T. Bachmura, “Underemployment in the South,”
Chapel Hill, N.C., Southern Economics Association, November
1963, unpublished paper.
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Tabte L
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M[YTA and AJQA Areas and Trainees Approved, Number and Percentage, From Beginning of Pro-

grams Through December 1963, Percentage of MDTA Funds, Fiscat 1963, United States and Southeastern

States

MDTA, August 1962-December 1963

Trainees Percentage
approved of total
United States.......cococovvevnnieninens 119,248 100.0
Alabama 1,439 1.2
845 7
: . 1,950 1.6
Georgia, 798 .67
KentUCKY o e . 5,327 45
Louisiana 19
Mississippi 360 .3
North Carolina.... 1,781 15
South Carolina.... 5,476 4.6
Tennessee 2,000 17
Virginia_ 1,449 1.2

Source: Manpower Report ofthe President, 1964, pp. 252-253, and M anpower
Research and Training Under the Manpower Developmentjfind Training Act,

force, and just 16.7 percent of the manufacturing
work force of the Nation.4

6.  The South lags behind the Nation by 10 to 20

years in the distribution of employed persons
among the different occupational groups.5 Rela-
tively few of the employed persons in the South
are in professional, technical, and kindred occupa-
tions, but a relatively high percentage is in agri-
culture and private households. The high propor-
tion of agricultural employment magnifies the
South’s problem, for this is the area of greatest
displacement in recent years. In addition to the
training implications for those leaving the farm,
a much more highly trained and better educated
farm worker will be needed.

Although it appears that the South is engaging
in retraining at a rate proportionate to its offi-

Table 2.

ARA, November 1961-December 1963

Percentage Areas Percentage Trainees Percentage
of funds approved of total approved of tota
fiscal 1963
100.0 23 100.0 26,895 100.0
17 6 25 758 2.8
11 17 7.3 1,063 39
2.3 2 .8 107 A4
2.0 3 1.3 318 12
2.0 15 6.8 1,378 5.0
17
12
2.4 5 21 816 0
11 3 13 57 2
2.0 4 1.7 641 2
14 1 4 9% 3

A Report by the Secretary of Labor, March 1964, pp. 155-157; 163-164.

cially stated unemployment figures, some of the
southern States with the most unemployment have
done the least in retraining.

Given these factors, a gigantic retraining effort
(greater than any other section) appears to be
needed. Yet, at the end of 1963, only a little more
than 3.7 percent of the southern unemployment
levels of 1962 had been approved for training un-
der MDTA or ARA. Since there is a time lag
from approval to actual training, the number
which had actually received training by the end

1Regional Projections to 1976: Population, Labor Force, Em-
ployment, and Income (Washington, National Planning Associa-
tion, National Economic Projections Series, 1962), Technical
Supplement 8, p. vi.

6See C. E. Bishop and G. S. Tolley, “The South’s Economic
Future : A Challenge to Education,” Proceedings, Educational
Reeds for Economic Development of the South (Raleigh, North
Carolina State College, Agricultural Policy Institute, 1962), p. 5.

MDTA Trainees Approved and Enrolled Through December 1963; Percentage Population Negro,

1960; and Negro\T rainees and Projects to November 1963, United States and Southeastern States

Projects with 30 percent or

Number Number Percentage  Percentage Number Number more Negro
trainees trainees ﬁopulatlon trainees projects integrated
approved enrolled egro, 1960 Negroes projects
Number _Number
integrated
United States........cceoveer vevevireennene 112,510 © 10.5 222.6 €] €] C] ©
Alabama 1,224 697 30.1 15.0 5 4 4 0
Arkansas 576 493 219 8.0 23 6 1 0
Florida 925 706 17.9 16.0 4 17 3 2
Georgia 415 327 28.6 16.0 16 4 1 0
Kentucky. 1,692 1,386 7.2 10.0 61 32 5 5
Louisiana 0 0 321 0.0 0 0 0 0
Mississippi- 375 €] 42.3 © 2 0 1 0
North Carolina 1,081 04 25.4 115 35 26 3 3
South Carolina 456 312 34.9 23.0 16 1 4 0
TENNESSEE.......mirrorrins ceorresmonnrnsemininnen 1,051 885 16.5 9.0 36 22 2 2
Virginia........... T PR 1,140 826 22.2 39.0 27 20 9 4

1Not available.
!'Includes all nonwhite, but mostly Negro
8For calendar year 1963.

Source: Manpower Research and Training Under the Manpower Develop-
ment and Training Act, 1964, pp. 155-6; U.S. Census of Population, 1960;
U.S. Department of Labor. Office of Manpower, Automation and Training;
The Economic Situation of Negroes in the United States, U.S. Department of
Labor Bulletin S-3,1962, p. 1.
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FEDERAL CIVIL SERVICE BARGAINING

of 1963 was considerably below this. In fact, only
0.8 percent of the unemployed had received train-
ing in institutional projects under MDTA, and all
the ARA trainees approved would add only an-
other 0.8 percent. In addition, Negroes with dis-
proportionately greater training needs have been
trained disproportionately less, with the excep-
tion of Kentucky and Virginia, than their per-
centage of the southern work force (table 2). Fin-

Federal Civil Service Bargaining
Max S. Wortman, Jr.*

Inthe past, Several major unions have pushed for
legislation which would give Government employ-
ees the right to bargain collectively with their em-
ployer. Although several unions had negotiated
contracts and administered grievances with vari-
ous agencies and departments of the Federal Gov-
ernment, collective bargaining as a guaranteed
right to each employee was not available until
President Kennedy signed Executive Order 10988
onJanuary 17,1962. Underlying this conceptwas
the assumption that through employee participa-
tion, a more effective F ederal Service would result.

Executive Order 10988 explicitly states the right
of a Federal employee to join a bona fide labor or-
ganization, or to refrain from doing so. Mana-
gerial employees are prohibited from joining a
labor organization if it creates a conflict of interest
or is incompatible with law or the duties of the
particular position. Several types of union rec-
ognition are provided including : informal—which
allows the union to be heard on matters affecting
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ally, for all practical purposes, Mississippi and
Louisiana have not participated in retraining, and
the remaining southern States doubtless could
have increased their efforts considerably without
fear of national budget limitations. Although
there are variances among the States, it is clear
that the Southeast as a whole has engaged in re-
training to a far lesser extent than its needs in-
dicate.

its members within the agency; formal—which
permits unions representing 10 percent of the em-
ployee work force to be consulted on establishing
and activating personnel policies and practices
which affect its members; and exclusive—which
entitles unions representing a majority of the em-
ployees in an appropriate bargaining unit to ne-
gotiate a written agreement covering terms and
conditions of employment in the unit. The Execu-
tive order also provides for advisory arbitration
in grievances. The policy denied both the union
and closed shops in the Government Service.
Lastly, the order provided for determination of
standards of conduct and codes of fair practices
for the guidance of agency heads as to whether
certain unions are so corrupt or so influenced by
forces opposed to a democratic society that they
should be denied recognition by the Government.1

As a result of union organization drives, the
membership in employee unions is growing—at a
slow rate.2 Most of the increases have occurred

+Assistant Professor of Labor and Management, University of
lowa.

iEditor’'s Note : See Monthly Labor Review, February 1962,
pp. iii-iv, and July 1963, pp. 835-836.

aLetter of John W. Macy, Jr., Chairman, U.S. Civil Service
Commission, to the President, January 17, 1964.
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in Government installations having industrial-
type functions. In some cases, decreases in mem-
bership of certain unions have occurred particu-
larly if another union at a given location has been
granted exclusive recognition.  Since the member
is not represented by the minority union, there is
little reason for him to continue his membership
and thus he drops out or becomes a member of the
majority union. In still other instances, separate
segregated locals of the same union have ceased to
exist since they were denied recognition due to
practices of racial discrimination.

Contract Enforcement

Since determination of the appropriate bargain-
ing unit has been quite complex and negotiations
are still in their initial stages there is little con-
crete evidence of the path to be taken in grievance
solution, arbitration, and enforcement. In many
agencies, an existent grievance procedure is still
in effect. In other agencies, a grievance procedure
has been negotiated with no terminal arbitration
step. In most of these instances, the last step in
the grievance procedure is advisory arbitration—
which is just an expert opinion for the head of the
agency who will make the decision. Grievances
will be filed on promotions, demotions, and the
grade of a particular job.

In the contracts that have been signed, there
has been little evidence of problems of enforce-
ment. Once the contract is implemented, local
management has adhered to the terms of the con-
tract. Both labor and management have appar-
ently made a unified cooperative effort to enforce
the contract.

Future Problems

Both management and labor feel3that one of
the most important problems in the use of collec-
tive bargaining in the Federal Service is the in-
adequacy of the professional staff in the area of
labor relations. The present personnel staff are
poorly equipped to handle negotiations, griev-
ances, and arbitration cases. Thus the present
professional personnel staff need to be trained, and
additional personnel in the area of labor relations
need to be retained by the Federal Service. Sec-
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ond, the rules and regulations should be amended
so that a majority union may be designated the
exclusive representative if it receives a majority
of those eligible and voting. A provision should
be established for a runoff similar to that under the
Taft-Hartley Act so that ultimately a majority
union would be determined if more than 50 per-
cent of the workers stated that they wished to be
represented by a union.

Third, an independent labor board reporting
to the President should be established for the Gov-
ernment Service which would serve as a Govern-
ment National Labor Relations Board with simi-
lar functions. Essentially, this would separate the
quasi-judicial functions existing in collective bar-
gaining away from those of the personnel func-
tion within the agency. Currently, the personnel
function represents management in negotiations
and yet attempts to solve grievances in a quasi-
judicial role. This labor board would determine
appropriate bargaining units, determine the ex-
clusive representative if there is one, handle unfair
labor practice cases, and other problems arising
which should not be handled by either labor or
management. The advisory arbitrator role could
be eliminated if this board were set up.

Fourth, an impartial method of solving the “im-
passes” which occur during negotiations. Prefer-
ably one of the time-honored methods of media-
tion, conciliation, or factfinding should be used
to resolve the differences.

Fifth, there is a definite problem of uniformity
of interpretation and general application of the
executive order by the various agencies of the
Government. Although these differences are due
to previous regulations existing before the execu-
tive order, some of these could be resolved by an
independent labor board outside the U.S. Civil
Service Commission.

Sixth, terminal, binding arbitration in the griev-
ance procedure could be established so that a truly
impartial decision may be rendered on the par-
ticular issue in question. Thus precedents would
be set, and there would be no chance of overturning
the decision at some higher level.

8 The information for this paper was obtained from personal
interviews with personnel in the Veterans’ Administration and
the U.S. Army, and from letters obtained from unions directly
involved In collective bargaining efforts in the Government
Service.
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RETRAINING IN WEST VIRGINIA
Retraining in West Virginia

Harold A. Gibbard*

C1lose to 10,000 unemployed men and women have
enrolled in retraining in West Virginia under
either the State-sponsored Area Vocational Edu-
cation Program or the Area Redevelopment Act,
or the Manpower Development and Training Act.
By far the largest number of these were under the
State program which has operated in at least 38 of
a total of 55 counties. Retraining under ARA
has been offered in about a fourth of the counties,
with accumulative enrollments in the spring of
1964 approaching 2,000. MDTA courses in a few
communities have enrolled about 200.

At the same time, the level of unemployment in
West Virginia has continued above the national
average and there has been no sustained gain in
total employment.

Statewide Factors

Retraining for local jobs can succeed only if
jobs are vacant because the requisite skills are not
held by the available workers, or if new jobs are
being created, but the persistently high rate of un-
employment in West Virginia and the secular de-
cline in the number of people in jobs, strongly
suggest that no large number of jobs has stood un-
filled for long. A majority of the people reside
in places smaller than a thousand. They are
overwhelmingly nonfarm. Many live a long way
from any growing city. The highest rates of un-
employment in West Virginia have persistently
been in highly rural counties where the range of
new job possibilities is quite limited.

Not quite a fourth of the females 14 and over
were in the labor force in West Virginia in 1960.
This difference from the national participation
rate follows from the lack of job opportunities.
Many more women would be in jobs if jobs were
available. While disproportionately many of the
new jobs in the United States in the past several
years have been women’s jobs, women’s employ-
ment is more heavily concentrated in cities than is
men’s employment. There has been some effective
retraining for women, let it be noted.

731-475—64-
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While ARA-sponsored retraining has been
geared in the main to local employment oppor-
tunities, the State program has not been so limited.
The combination of a population ready to move
and retraining geared to employment elsewhere
has produced a favorable outcome to retraining in
some West Virginia localities.

The general attitude toward retraining appears
to be favorable. Virtually all the retrained work-
ers who were field-interviewed in a five-county
survey of 1,397 retrained workers and two control
groups indicated that their families approved of
their retraining. Ninety-two percent of the
trainees said that, if they had to start all over
again, they would take a retraining course.

Among the members of a control group of non-
applicants for retraining, the serious problem is
not so much a negative attitude toward the train-
ing programs as a lack of information about them.
Of about 450 nonapplicants interviewed, as many
as 200 did not know about retraining.1 The con-
sequences of this unawareness are not clear. Most
courses had a full quota of enrollees assigned to
them, and perhaps the only effect of more wide-
spread knowledge would be a more rigorous selec-
tion of trainees. Tentatively, then, the discernible
attitude toward retraining in West Virginia is
positive, though a part of the population knows
relatively little about it.

Intrastate Variations

The various sections of the State have not par-
ticipated equally in retraining. Some counties
have offered a variety of courses and have repeated
some of them several times. A fourth of them
have offered no retraining at all. Among the rea-
sons for the local variation, legal qualification is

+Chairman, Department of Sociology, West Virginia University.

1The nonapplicant sample consisted of 453 respondents reg-
istered at the employment offices in five West Virginia counties:
A southern coal county, two urban counties in the central part
of the State, and two urban-rural counties in northern West
Virginia. Names were drawn randomly in equal numbers from
the active and inactive flies, the only requirement for inclusion
was that the individual be unemployed at a time when some
retraining course was being set up in his area. The five counties
were not equally represented in the final sample, which was
strongly rural. The nonapplicants were a less favored popula-
tion than our sample of trainees. Their median age was 37 as
against 31 for those who completed retraining courses. Ten
percent of the nonapplicants were Negro as against 6 percent
who completed training. The median last school grade completed
was 9 for the nonapplicants and 12 for the trainees.
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not significant. The variations may be traced in-
stead to local needs and resources and to local
initiative.

With few exceptions, retraining courses have
been established as a result of local efforts to par-
ticipate in the State or Federal programs. Local
promotion may be the most important variable in
determining the scope of an area’s retraining
effort.

A second variable is the prospect of local em-
ployment. Some vigorous and successful retrain-
ing efforts in West Virginia have been geared to
the training of workers for jobs to which workers
would have to migrate. The presence of local job
opportunities, though, appears to be a stronger
aid to retraining.

Local jobs to which retraining has been geared
appear to be of three classes. First are women’s
occupations in which there is a high turnover and
frequent recruiting, such as waitress or nurse’s aid.
Second are skilled occupations for which the de-
mand has outrun the supply, as automatic trans-
mission mechanics. The first calls for a relatively
low level of skill, and the second for an occasional
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catching up with demand. The third class consists
of jobs in new establishments. Training for in-
state industrial employment has been geared
largely to staffing new plants, including some es-
tablished with Federal assistance. Thus, workers
have been trained for jobs in aircraft assembly, the
manufacture of military wvehicles, woodworking,
glass, apparel, and others. In several of these, a
series of courses has been given to keep pace with
the expanding staff needs. Specific training
courses have also been conducted to meet the non-
professional staff needs of hospitals.

A third variable in retraining is the availability
of physical facilities for retraining. Some equip-
ment can be bought with retraining funds, but un-
less it will be used repeatedly, expensive installa-
tions cannot be justified. A number of counties
have a valuable asset in a well-equipped vocational
school and much of their retraining has been con-
ducted there. In some of the more sparsely popu-
lated counties, though, retraining facilities do not
exist, and would not serve very many people if
they were provided.

Digitized for FRASER
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Any plan to lift the plateau or to enable the plateau to lift itself must encom-
pass a broad scheme to expand and improve its schools. No longer do its
unschooled citizens constitute a drag on Kentucky alone. The family car and
the American road transmit the social and economic shortcomings engendered
by poor highland schools into every part of the Nation. The glitteringly
attractive States of California, Hawaii, Arizona, Florida, Massachusetts, 11i-
nois, Ohio, New York, Pennsylvania, and Michigan can ill afford the burdens
imposed upon them by the influx of uneducated and untrained citizens. It is
increasingly apparent that in the future there will be little place anywhere in
our country for men or women who have nothing to sell except the services of
unskilled minds and hands.

—Harry M. Caudill, Night Comes to the Cumherlands: A Biography of a Depressed
Area (Boston, Little, Brown and Co., 1963), pp. 335, 390.
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FIVE CASE STUDIES OF DISPLACED WORKERS

Five Case Studies
of Displaced Workers

generally agreed

It s that technological
change in the United States has had long-term
beneficial effects in terms of greater productivity,
faster economic growth, more jobs, and higher
wages and employee benefits. However, the
short-term cost of such industrial progress to in-
dividual workers displaced from their jobs is not
always fully recognized.

Between April 1962 and May 1963, the Bureau
of Labor Statistics conducted five case studies of
the effects of plant shutdowns or large-scale lay-
offs.1 These studies reveal that even under favora-
ble labor market conditions, many workers, once
displaced, were unable to find new jobs. Others
had long periods of unemployment and experi-
enced considerable hardship. This was particu-
larly true of older workers, women, and workers
with the least education or the lowest levels of
skill. In most cases, displaced workers got little
help from their former employers and relied
mainly on personal contacts with friends and
relatives in locating work.

Sizable numbers stopped seeking employment
while most of those who were reemployed earned
less—substantially less in many cases—and had
lower benefits; many had jobs of lower skill, and
all but a small number lost their seniority protec-
tions.

Interplant transfers were offered in but two
cases, and only under union contract require-
ments. Even in the one case where a transfer
with seniority was offered, no more than 1 out
of 5 accepted. Among the obstacles to mobility
were the high costs of relocation, home owner-
ship, the secondary role of the wife’s job in the
family, children in school, family and social ties,
and fear of future layoffs.

The Cases

These studies included plants in five manufac-
turing industries: petroleum refining, automotive
equipment, glass jars, floor covering, and iron
foundries.2 The plants were located in six areas,
from the East Coast to the Mountain States, most
of tliem in the Midwest. The number of workers

663

displaced totaled close to 3,000 and ranged from
about 100 to over 1,000.3

The layoffs took place between July 1960 and
June 1962. Surveys were conducted between
April 1962 and May 1963. The period elapsing
between layoffs and surveys varied from 6 to 21
months.4

Labor Market Conditions. All areas were sub-
stantially industrialized and highly diversified.
The smallest had a labor force of a little under
50,000; the largest, well over 500,000. Five of
the six areas were standard metropolitan statis-
tical areas. In five areas, unemployment rates at
the time of the layoffs were in excess of or close to
the “relatively substantial unemployment” level
of 6 percent. Conditions improved subsequently
and by the time the surveys were conducted, unem-
ployment had declined substantially in each area.

Role of Technological Change. In each case, tech-
nological change was a factor—directly or indi-
rectly—in the shutdown or layoff. One plant in-
stalled new laborsaving production processes; an-

1This article summarizes the findings in the five case studies.
A more detailed report presenting the results in each case will be
presented in forthcoming BBS Bulletin 1408.

2For a recent analysis of the findings in 18 previous studies of
displaced workers, published between 1929 and 1962, see William
Haber, Louis A. Ferman, James R. Hudson, The Impact of Tech-
nological Change: The American Experience (Kalamazoo, Mich.,
W. E. Upjohn Institute for Employment Research, 1963).

3The individual case studies involved: (1) about 800 workers
laid off by a petroleum refinery in the Midwest in the course
of a year; (2) over 1,000 workers displaced by the shutdown of
an automotive equipment plant in the Midwest; (3) some 600
workers displaced upon the partial closing of a glass jar plant in
the Midwest; (4) about 300 workers displaced by the closing
of a floor covering plant in the East; and (5) about 100 workers
displaced upon the shutdown of two iron foundries by a single
employer, one in the Midwest and the other in a Mountain State.
Because the small number of workers displaced by the closing of
each of the iron foundries limited feasible statistical break-
downs, the data for both foundries have been combined to form a
single case study.

Information about the workers was obtained from (1) em-
ployer records, (2) mail questionnaires addressed to the displaced
workers, and (3) data from the U.S. Employment Service. In
three cases, information was obtained from over 90 percent of
the displaced workers; in a fourth, 67 percent; and, in the
fifth, a sample covering 25 percent was used.

*The achievement of a uniform time interval between layoffs
and surveys was not feasible. In the case of the oil refinery, for
example, the layoff was carried out over a period of more than a
year, and the period between layoffs and the survey varied from
6 months to over a year and a half. While variations in the
time elapsing after layoff undoubtedly had some effect on the
data concerning employment and unemployment, a case by case
comparison reveals that it had considerably less significance
than factors such as the age, sex, educational background, and
skill level of the displaced workers.
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other lost business because of a change in customer
demand to a product using a different material.
In some instances, the building and equipment
were old.

In all but one case, however, other factors
played a significant role as well, such as: a sharp
decrease in consumer demand for a particular
product; the dislocation resulting from a shift
from longrun operations for one customer to
short-run operations for many customers; and
labor-management conflict.

The experiences of the Bureau in attempting to
select cases of worker displacement due to tech-
nological change clearly indicates that such cases
are difficult to isolate. In most instances, more
than one factor influenced the ultimate decision to
close the plant, and it was extremely difficult to de-
termine which factor or factors were decisive.

Measures to Prevent Displacement

Layoffs may be prevented or minimized by var-
ious means. One is attrition, where workers who
quit or retire are not replaced. Early retirement
of older workers, spreading available work by
measures such as the elimination of overtime, and
timing the layoff to take place during a period of
business expansion are also sometimes possible.
In only one case—the oil refinery—was any at-
tempt made beforehand to reduce the extent of the
layoff. At this company, more than half of the
projected employment reduction was achieved by
attrition. No new employees had been hired for
over 3 years before the first group was laid off.
The firm also induced workers over age 51 who
were not scheduled for layoff under the seniority
regulations to retire early by offering them a sub-
stantial “age allowance” separation payment in
addition to their regular severance pay and an-
nuity. A maximum “age allowance” of $4,800
was paid at age 58, with the amount scaled down
toward age 51 and age 65, respectively. Those ac-
cepting early retirement accounted for one-sixth
of the displaced workers.

Measures to Find Jobs

The nature and extent of assistance given dis-
placed workers in their efforts to secure reemploy-
ment varied considerably from case to case, de-
pending on employers’ attitudes, the history of
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labor-management relationships, and union con-
tract provisions. In four of the cases, the majority
of the workers were represented by unions affili-
ated with the AFL-CIO; in the fifth case, there
was an independent union. Types of assistance
used or attempted in one or more of the case studies
included early notice of the impending layoff,
placement services, interplant transfers, employer-
sponsored retraining programs, and in-plant reas-
signments and transfers. Generally, these efforts
were of limited help.

Early Notice. One firm ceased new hiring 3years
before the layoffs began, notified the workers well
in advance of termination, and phased out the
layoffs over a period of ayear. In all other cases,
notice was considerably shorter. The longest ad-
vance notice was 6 months; the shortest, little more
than 2 months.

Placement Services. By far, the most effective
source of assistance in locating jobs appears to
have been personal contacts. “Friends or rela-
tives” were credited with finding the jobs of from
one-half to two-thirds of the reemployed workers
in the five cases studied.

The only substantial assistance in securing jobs
for displaced workers was given by the oil com-
pany, and in another case, by the union. The
company assisted displaced workers through its
own employment office, contacting about 600 firms
in the area, and also entered into an agreement to
pay the placement fees of two private employment
agencies. The company stated that it had as-
sisted one-third of the workers who found employ-
ment in locating their jobs, although one-half of
that number were no longer working on these par-
ticular jobs at the time of the survey.

In the automotive equipment case, the union
invited all displaced members to fill out a job re-
ferral form which was circulated among companies
with which it had contracts. As a result of these
efforts, approximately 200 of the more than 1,000
displaced workers were employed by companies
under contract to the union. The largest propor-
tion was hired by an expanding firm which ac-
cepted displaced workers up to age 55. This age
limit was higher than most, but union representa-
tives stated that this company was willing to hire
older workers because of its need for workers with
“instant skills,” who could adapt to new jobs with
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a minimum of retraining. The union found that
it was not able to place men over age 55 readily, or
women at any age.

Interplant Transfers. Although all five com-
panies were multiplant firms, only two offered
interplant transfers, in both instances under union
negotiated plans. In neither instance were relo-
cation allowances granted. In the case of the auto-
motive equipment firm, the contract with the
major union representing production and main-
tenance workers provided that, if the company
shut down a plant and transferred its operations
to another plant, the employees would be given
an opportunity to transfer to the other plant with
their jobs. They would be credited with full
seniority for purposes of layoffs, recall, and eco-
nomic benefits such as pensions and vacation. On
the basis of this agreement, about 1 out of 5 dis-
placed workers transferred to another plant of the
company in an adjacent State. The agreement
also gave displaced employees preferential hiring
rights at other plants. Workers exercising such
rights would start as new employees for purposes
of layoff, but would carry seniority with them for
economic benefits. About 3 percent of all dis-
placed workers were transferred under this pro-
vision. A craft union representing some skilled
workers in the plant had not negotiated an inter-
plant transfer provision and its members were
not given an opportunity to transfer after the
plant closed.

In the second case—the floor covering plant—
the contract required the transfer of economic
benefits, but no job security benefits. Not more
than 1 out of 8 workers took advantage of this
provision. The importance of job security to
those displaced is indicated by the fact that a much
larger proportion of workers accepted transfer in
the automotive equipment case than in the floor-
covering case, despite the fact that the distance
was twice as far. Some effects of these provisions
are discussed in the section on “mobility and re-
employment” below.

Employer Retraining Programs. None of the five
employers adopted programs to retrain displaced
workers for jobs elsewhere. The automotive
equipment company publicly announced estab-
lishment of a $100,000 retraining fund shortly
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after announcement of the impending shutdown.
About 30 percent of the displaced workers regis-
tered for training. The program was abandoned
when the company concluded that, because of age,
inadequate schooling, or low scores on aptitude
tests, there would have been no reasonable prospect
for job placement for most trainees. It stated
that many were not willing to train for service
jobs paying much lower wages than they had been
receiving, and few were willing to give up unem-
ployment compensation and supplementary un-
employment benefits for which they would have
been disqualified under existing regulations while
engaged in a full-time training program. In the
case of the oil refinery, about 1 out of 10 laid-off
workers reported that earlier training given by
their employers for jobs in the plant helped them
in getting jobs outside; all were employed at the
time of the survey.

Inplant Reassignments and Transfers. In the
only case that did not involve a plant shutdown,
the layoff was on the basis of plantwide seniority.
This procedure left numerous vacancies which
were filled by reassignment, transfer, and retrain-
ing of the remaining employees.

Measures to Maintain Income

Unemployment Insurance. The most important
source of income for the displaced workers was
unemployment insurance. In four cases, the pro-
portion receiving such benefits ranged from 69 to
94 percent of the total, for an average of from
18 to 27 weeks. Even in the fifth case, with rela-
tively low unemployment, close to half of the
workers received benefits.

Supplementary Unemployment Benefits. In only
one case—the automotive equipment plant—had
supplementary unemployment benefits been nego-
tiated. By the time of the survey, benefits had
been received by two-thirds of the displaced work-
ers of this company for an average of 22 weeks.

Severance Pay. Some form of severance pay was
obtained by displaced workers in 4 of the 5 cases,
but in only one instance was it sufficiently great
to be of substantial assistance in a period of pro-
tracted unemployment. That plan provided a
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“service allowance” based on the worker’s wage
rate and length of service. The lowest amount
paid under the formula was in excess of $600.

Early Retirement Pay. While all pension pro-
grams provided for early retirement at age 60
or sooner, in only two cases did more than a very
small proportion of the displaced workers benefit
from these provisions. The automotive equipment
case involved a substantial number of older work-
ers and, in the 14 months after the shutdown was
announced, pensions were paid to 375 workers,
283 of them in the major bargaining unit. While
some of these were for normal and disability re-
tirement, the bulk of them were for early retire-
ment. With the payment of these pensions, the
fund was not sufficient to cover the vested rights
of the younger workers. Therefore, in accordance
with contract provisions, deferred pensions were
substantially reduced for those in the 50-59 age
group and were eliminated for those under 50.
At the oil refinery, a contributory plan provided
immediate or deferred annuities regardless of age.
Ninety percent of those 55 and over received im-
mediate annuities and another 5 percent got de-
ferred annuities; 1 out of 3 displaced workers
under 55 received immediate or deferred annuities.

In all other cases, most workers, including many
with long service, lost their pension rights
entirely.

Characteristics of the Displaced Workers

The typical displaced worker was a white male
in his late forties. He was married, owned his
home, had two dependents, and some high school
education.

Women accounted for 2 out of 5workers in one
case, 1 out of 5in another, and insignificant pro-
portions in all others. In no case did nonwhites
exceed 7 percent of the total. While most workers
were age 45 or over, the proportion in this cate-
gory varied from 21 percent in one case to 94
percent in another. In all cases, a majority were
married and owned their homes. The number of
dependents tended to be fewer among the older
groups. While in four cases a majority of the
workers had some high school education, in all but
one instance the proportion of graduates was rela-
tively small.
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The Search for Employment

Job hunting was a difficult experience for many
displaced workers. For a large number, it was
fruitless. Most of the displaced workers had ac-
cumulated long years of service in a particular
line of work and many were ill-prepared for the
strenuous efforts of job hunting.

Employment and Unemployment. At the time of
the surveys, only 2 out of 3 of all displaced work-
ers in these case studies were employed. One out
of 10 were retired or for other reasons not seeking
employment, while close to 1 out of 4 were un-
employed and seeking employment. The rate of
unemployment varied from 8 to 39 percent. As
shown in the following tabulation, it was sub-
stantially higher than the unemployment rate in
the labor market areas as a whole.

Percent unemployed

Period
between
layoff and

Among
In labor market area  displaced
- workers

survey At time of At time of attime of
(months) layoff survey survey
Petroleum refinery................ *6to18 i4.6-9.9 4.7 8
(average
7.8)
Automotiveequipmentplant. 10 6.8 4.9 27
Glass jar plant............ oo 8 7.5 51 39
Floor covering plant. 16 5.9 3.0 17
Foundries.........ccocovvicninienn 221 and 13 *2.8 »3.1 *28

and 6.9 and 3.6
1 Gradual layoff over a period of 12 months.
2Rate for each of the 2 areas in which a foundry was closed; areas have
been combined in data for displaced workers.

In all but one case, the unemployment figures for
displaced workers were at least five times greater
than the unemployment rate in the labor market
areas as a whole.

There was substantial long-term unemploy-
ment. (See chart 1) In four cases, over half of
the displaced workers had been unemployed at
least 16 weeks; in two of these cases, the propor-
tion was two-thirds or more. In the same four
cases, those unemployed at least a half year
ranged from over two-fifths to more than half.

A substantial proportion of the displaced
workers had held no jobs at all after their layoff.
However, a considerable number, ranging from 1
out of 8 to about 3 out of 8, had held more than
one job.

Age and Reemployment. Reemployment was
markedly higher among workers below age 45
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FIVE CASE STUDIES OF DISPLACED WORKERS

than among older workers. In four of the cases
shown in the tabulation below, the older groups
contained a greater proportion of workers who
were unemployed and seeking work.

Percent of workers in each age group at time

of survey
Not seeking
Unemployed employment
Less than 45 years Less than 45 years
45 years and over 45years  and over
Petroleum refinery................ 8 6 1 39
Automotiveequipmentplant. 10 29 12 14
Glass jar plant........c...ccc...... . 35 41 3 16
Floor covering plant... 12 19 0 15

Foundries......... c.cooviininae, 25 32 0 19
In the fifth case, the great majority of the older
workers laid off had retired voluntarily, although
by the time of the survey many were reemployed
and a small percentage were seeking jobs. In all
instances, a larger proportion of older workers
were not seeking employment.

In two cases, where narrower age breakdowns
were feasible, by far the highest unemployment
rates were found in the 55-59 age groups. A
majority of workers in the 60 and over age groups
were not seeking work. Although a considerable
number of these had taken early retirement bene-
fits, many others may have been discouraged from
looking for work in the face of age discrimination.
More displaced workers volunteered comments on
the subject of age discrimination than on any
other matter. Most were workers in their fifties
or above, but many were younger, a number in
their early forties.

Education and Reemployment. Displaced work-
ers who completed high school had substantially
lower unemployment rates than those who did not.
In three cases, the graduate’s unemployment rate
was less than half that of the nongraduate. The
differences in unemployment rates between those
who had no high school education and those who
had some were much smaller.

The older worker with higher education was
more likely to be reemployed. Among older
workers, high school graduates fared better than
nongraduates; and workers with some high school
had lower unemployment rates than those with
no high school. Workers not seeking employment
were found for the most part among the less edu-
cated. Suffering from the combined handicap of
inadequate education and older age, many with-
drew from the labor market before they normally
would have retired.

667
Chart 1. Long-Term Unemployed as a Percentage of
Total Displaced Workers

PERCENT

Women and Reemployment. The rates of unem-
ployment among women were 56 and 61 percent,
respectively, or almost three times the rate among
men in the two cases where meaningful compari-
sons were possible. Only one-fourth of the
women were employed in each case; the others
were not seeking work. In one case, almost 7 out
of 8 women had been out of work a half year or
more, compared with 1 out of 3men. In the other
case, the ratio was 2 out of 3 women as against 1
out of 4 men.

As shown in the following tabulation, displaced
women had a much higher unemployment rate
than men at each age group under 60 and at each
educational level.

Percent unemployed

Automotive eguipment .
plant Glassjar plant

Age Men Women Men Women
Less than 35 years 5 2 10 68
35-44 years 7 25 22 63
45-54 years............ 17 67 19 70
55-59 Years.........covrrvrrenins 32 62 51 7

Education

No high school 26 67 32 65
Some high school 25 64 23 59
High school graduate......... n 31 n 65

The impact of age discrimination would seem to
have been felt earlier by women than by men. The
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highest level of unemployment was reached by
men at age 55-59 in both cases. However, among
women, unemployment reached its peak at age
45-54 in one case, and virtually its peak (within 1
percentage point) in the other case.

Skill Level and Reemployment. In each case
studied, a higher unemployment rate was found
among less-skilled workers.  Unemployment
ranged from none to 33 percent for maintenance
workers, from 8 to 39 percent for machine oper-
ators, and from 20 to 59 percent for laborers. A
similar pattern was revealed when hourly earn-
ings were used as an approximate measure of
skill; the highest unemployment rates were found
at the lowest earnings levels.

Industries Providing Jobs. The following tabu-
lation showing industries in which displaced work-
ers obtained employment reveals that few were
able to find jobs in the same industry.

Percent reemployed in—

_ Same Other manu- Nonmanu-
industry facturing facturing

Petroleum refinery 7 57 3%
Automotive equipment plant 147 28 25
Glass jar plant..........cccooevevciieeens 21 K74 47
Floor covering plant »17 46 37
Foundries- 8 A 58

*Includes 33 percent who transferred under union contract provisions to
another plant of the same company in another area. The remaining 14 per-
cent were employed by other companies in the same industry.

1All 17 percent transferred under union contract provisions to another plant
of the same company in another area.

In four cases, such workers constituted no more
than 21 percent of the total reemployed. Of those
obtaining employment in the same industry, most
in two cases and all in a third had to move to
other areas.

Most reemployed workers secured jobs in man-
ufacturing industries. However, substantial pro-
portions, ranging from 1 out of 4 to almost 3 out
of 5, were employed in nonmanufacturing indus-
tries.

Mobility and Reemployment. The role of mobility
in obtaining employment is indicated by the fact
that greater proportions of employed workers than
the unemployed had sought work outside their
home cities. Moreover, in all but one case, more
than twice the proportion of reemployed workers
than workers still unemployed indicated that they
had looked for work further than 50 miles from
home.

MONTHLY LABOR REVIEW, JUNE 1964

The two cases involving interplant transfers
cast some light on inducements and obstacles to
worker mobility. Only the guarantee of transfer
with full seniority rights was sufficient to induce
substantial numbers of displaced workers to relo-
cate. Even in that case, some 4 out of 5 did not
accept relocation. Kelatively few workers were
willing to transfer with accumulated rights to pen-
sions, vacation, and other economic benefits, but
with no seniority rights on layoffs. A study of
the characteristics of the transferees indicates that
other inducements to relocate were the need to
conserve rights to pensions and other employee
benefits, fear of age discrimination, and the eco-
nomic pressures of larger families.

Obstacles to mobility included the secondary
role of the wife’s job in the family, home owner-
ship, family and social ties, children in school,
fear of future layoffs, and the high cost of trans-
fer. Apart from costs of relocation, many trans-
ferred workers found it necessary or expedient
to maintain two homes and to commute between
areas on weekends, at least in the first year after
transfer. Some complained that tax laws worked
in favor of the companies which could write off
the cost of their move, while transferring workers
received no deductions whatsoever.

Training and Reemployment. Only a very small
number of displaced workers, ranging from 2 to
7 percent, had taken any training courses, other
than on-the-job, after displacement. Neverthe-
less, a large majority indicated that they would
be interested in taking such courses if they did not
have to pay for them. Workers manifested much
variety of interest. Many men were interested in
learning special skills such as welding, electronics,
auto mechanics, and machine repair. Women
emphasized office and clerical occupations and
nursing.

Job Effects of Displacement

Besides unemployment, displaced workers suf-
fered other job losses: lower earnings, work of
lower skill, loss of employee benefits, loss of senior-
ity protection, and premature withdrawal from the
labor force. Other groups also make contribu-
tions to the social costs of displacement. Labor
unions suffer a decline in membership ; businesses
and the community lose the income derived from
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the displaced workers’ wages; and governments
lose tax revenues and often have to increase their
relief payments.

Effects on Earnings. The great majority of those
who were reemployed received lower hourly earn-
ings. In each of the five cases, more than half of
of the reemployed workers had lower earnings,
with the ratio almost as high as 4 out of 5 in one
case. (See chart 2) Moreover, many workers
took a cut of 20 percent or more in earnings. These
constituted at least 1 out of every 4 reemployed
workers, and in one case amounted to more than
half of the total. In contrast, only small propor-
tions achieved higher earnings. In the two cases
involving interplant transfers—the automotive
equipment plant and the floor covering plant—
relatively high proportions (32 and 18 percent, re-
spectively) were reemployed at the same earnings
levels.

When older workers obtained employment, they
had to accept a much greater decline in hourly
earnings than did younger workers. The follow-
ing tabulation shows the percent by age group of

Chart 2.

PERCENT OF WORKERS

80 70 60 50 40 30 20 10

At least 20% lower earnings

Less than 20% lower earnings

669

workers who took at least a 20-percent decrease in
hourly earnings:

Percent of workers in age group whose hourly
earnings decreased at least 20 percent

Less than S6-U 45-64 55 years

55 years years years and over
Petroleum refinery.......... 24 35 131 .
Automotive equipment
plant..... 17 18 30 33
Glass jar plant.... 31 35 72 74
Floor covering plant 11 13 35 57

145 years and over.

In 3 of the 4 cases for which such tabulations were
feasible, the proportion of workers whose earnings
had dropped at least 20 percent increased sub-
stantially after age45. Also by the same measure,
the least educated workers took the sharpest cuts
in wages:

Percent of workers at educational level
whose hourly earnings decreased at
least 20 percent

No high  Some high High school

school school graduate
Petroleum refining....... 43 31
Automotive equipment plant 39 28 23
Glass jar plant.... 70 55 32

Floor covering pl 31 18 22

Change in Earnings of Reemployed Workers

PERCENT OF WORKERS

0 10 20 30 40 50

Glass jar plant

Foundries

Petroleum refiner/

Automotive
equipment
plant

Floor covering

plant

Same earnings

Higher earnings
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Effects on Employee Benefits. Displaced workers
frequently complained, often bitterly, of the loss of
employee benefits. This was one of the most se-
rious hardships resulting from worker displace-
ments since such benefits had been counted on, for
greater security for themselves and their families
in old age and in illness. Moreover, since many
benefits are based upon length of service, workers
obtaining other employment had to start anew in
accumulating rights. Most of the reemployed
workers indicated that fringe benefits on their cur-
rent jobs were less liberal than on their previous
jobs.

Changes in Type of Job. Many of the displaced
workers experienced a downgrading of skills.
This was more true of semiskilled than of skilled
occupations. While the change in jobs for a ma-
jority of workers in the more skilled maintenance
occupations generally meant no change in occupa-
tional group, in no case did as many as one-third
of the machine operators obtain jobs in the same
occupational group. Substantial proportions of
the operators who were reemployed were working
as laborers or custodial workers.

Effects on Union Membership. The layoffs had a
serious effect on membership in labor unions. Prior
to displacement, 9 out of 10 were union members.
By the time of the surveys, membership in unions
was reduced to no more than 1 out of 3 in two
cases and in no event higher than 2 out of 3. The
highest proportion was found among displaced
workers of the automative equipment plant where
substantial numbers were either transferred to an-
other area under union contract or obtained jobs
at other unionized plants with assistance of the
union. Even when consideration is limited only
to those workers who had found jobs, the figures
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still show a substantial drop in union membership,
to a range of from two-fifths to three-fifths of the
total. This decline could be accounted for in part
by the fact that many new jobs were in unorganized
industries or plants.

Effect on Seniority. In most union contracts, se-
niority protects the longer service worker in case
of layoffs. It is often a factor in promotions,
generally determines eligibility for and the size of
certain employee benefits, and may confer such
advantages as choice of shift. With this seniority
gone, the displaced worker starts a new job as a
new employee, having the least security and low-
est employee benefits in the plant. The bulk of
the displaced workers had over 10 years of senior-
ity. In some plants, substantial proportions had
longer service. Workers with at least 20 years of
seniority accounted for 1 out of 4 in one plant, 1
out of 3in a second, and 9 out of 10 in a third.

Early Withdrawals from the Labor Force. Siz-
able numbers, ranging from 9 to 14 percent of
the total, indicated they were no longer seeking
employment. Such withdrawals from the labor
force represented substantial proportions of work-
ers in the 60-64 age group. It seemed clear that
many found themselves compelled to end their
careers as wage earners earlier than they had pre-
viously planned. At best, their withdrawal meant
early retirement with pensions below the amount
which would have been due them at normal retire-
ment and a lower level of living than had been
anticipated. In many instances, older workers
without pensions withdrew because of their inabil-
ity to obtain jobs; this was particularly true in
the case of women.

—Herbert Hammerman
Division of Technological Studies
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CHANGING STATUS OF NEGRO WOMEN WORKERS

The Changing Status
of Negro Women Workers

Editor’s Note— The following article is a brief
excerpt of Negro Women Workers in 1960,
Bulletin %87, issued by the Women’s Bureau.
Tables, graphs, and data relating to geo-
graphic distribution, education, and marital
status have been omitted, and other sections
have been condensed. These changes have not
been indicated in the text.

A parrern Of steadily rising gains emerges from
an analysis of the employment statistics of Negro
womenl from 1910 to 1960. In terms of kinds of
jobs, industries of employment, levels of income,
and accessibility to employment opportunities, the
status of Negro women has improved.

The major occupational shifts of Negro women
have been away from jobs as private household
workers, farmers, and operatives and into clerical,
professional, technical, sales, and miscellaneous
service jobs. At the same time, significantly
higher numbers of Negro women have been em-
ployed in banking, retail trade, medical and other
health services, public administration, and in some
branches of manufacturing that are expanding.

Despite considerable achievements, many Negro
women were still employed in low-skill and low-
paid jobs in 1960, and their unemployment rates
were high.

Women in the Labor Force

Nearly 3 million nonwhite women 14 years of
age and over were in the labor force in 1960, al-
most three-quarters of a million more than in 1950.
This gain of 35 percent during the decade was
equal to that of white women workers. Over the
20 years since 1940, however, the increase in the
number of workers was less pronounced among
nonwhite women, 53 percent, than among white
women, 77 percent.

Negro women account for a relatively high pro-
portion of all employed Negroes. In 1960, they
represented 40 percent of the group, whereas white
women were only 32 percent of all white employed
persons.

Traditionally, a larger proportion of nonwhite
women than of white women work outside the
home. In 1960, 42 percent of all nonwhite women
14 years of age and over, and 34 percent of all
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white women were in the labor force. The dif-
ference has narrowed in the past two decades with
the growing interest of white women in paid em-
ployment. Between 1940 and 1950, there was no
change in the proportion of nonwhite women who
worked, and only a 5-percentage-point increase
from 1950 to 1960. In contrast, there was a 10-
percentage-point gain for white women over the
20-year period.

Unemployment. At the time of the 1960 census,
the rate of unemployment for nonwhite women
was higher than that of white women. Close to
250,000 nonwhite women were reported to be un-
employed and seeking work in 1960—8.5 percent
of all nonwhite women in the labor force. In
comparison, only 4.9 percent of white women were
unemployed. Nonwhite women farm laborers had
the highest rate of unemployment, 17.4 percent,
compared with 6.1 percent for white women farm
laborers. The jobless rate for factory operatives
was 12.3 percent for nonwhite women and 9.6 per-
cent for white. Nonwhite women had higher rates
of unemployment than white women in each of the
remaining major occupational groups, with the
difference ranging between 1 and 6 percentage
points.

Ages of Women Workers. In 1960, the median
age of nonwhite women workers was about 38 years
and of white workers, about 40 years. The lower
figure for nonwhite women workers reflects the rel-
atively younger age of nonwhite women in the
population, and the much higher proportion of
nonwhite women than of white women who work
between the ages of 25 and 45 years. A larger
proportion of nonwhite women than white women
work outside the home in all age groups, except
for girls age 14 to 19—a group that includes
relatively large numbers who live in rural areas of
the South.

Nonwhite women follow a trend of steadily in-
creasing employment up to age 45, continuing at a
high rate through 55. This work pattern differs
considerably from that of white women. The lat-

1Statistics for Negro women are presented wherever possible.
Otherwise, the basic data cover nonwhite women who include,
in addition to Negro women, American Indian, Oriental, and
Eskimo women. Since Negro women represented 93 percent of
all nonwhite women in the United States in 1960, the data for
nonwhite women also describe Negro women in most States.
Note also that certain statistics prior to 1960 do not include
Alaska and Hawaii.
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ter group maintains a substantially high rate of
labor force participation in their early twenties,
followed by a noticeable drop when they are 25
to 35 years of age—a period when family responsi-
bilities are greatest. This difference in the work
histories of the two groups is further demonstrated
by the greater extent to which nonwhite mothers
of small children work outside their homes.
Thirty-one percent of nonwhite married women
with children under 6 years were in the labor
force; 18 percent of white.

Occupations

Increased employment opportunities in white-
collar and service jobs have contributed to the
most important occupational development for
Negro women workers in the past two decades—
the trend toward greater diversity. The propor-
tion of Negro women employed in clerical, sales,
professional, and service occupations, excluding
private household workers, rose from less than
one-fifth in 1940 to more than one-third in 1960.
Between 1950 and 1960, the percentage gain in the
number of those employed as clerical, professional,
and sales workers was much greater for Negro
women than white women.

Negro women have recently entered clerical jobs
in large numbers, including the occupations of sec-
retary, stenographer, typist, cashier, telephone op-
erator, and bookkeeper. Between 1950 and 1960,
the number of Negro professional nurses, medical
and dental technicians, dietitians, librarians, ac-
countants, and lawyers more than doubled. In ad-
dition, they made significant percentage gains as
social and welfare workers, therapists, natural sci-
entists, and physicians. Numerically, their great-
est increase was in teaching.

Among service workers (except those in private
households), large percentage increases were re-
corded in the number of hospital attendants, prac-
tical nurses, and institutional housekeepers. In
comparison, there were minor increases in the num-
ber of cooks, waitresses, and beauty operators.

The major occupations from which Negro
women shifted between 1950 and 1960 were pri-
vate household workers, farmers, and operatives.
These were fields in which there were also either
decreases or only limited increases in the number
of white women.
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The number of Negro women employed as pri-
vate household workers rose from about 774,000
in 1950 to 888,000 in 1960. This 15-percent in-
crease was less, however, than the 31-percent gain
in the total employment of Negro women, indicat-
ing a decline in the occupational significance of
this group.

The proportion of Negro women employed as
operatives also declined from 1950 to 1960, al-
though the overall number rose from 274,000 to
310,000. Some of the principal operative groups
had smaller numbers of Negro women in 1960
than in 1950. They included dressmakers, and
spinners and weavers, as well as operatives in
apparel firms, textile mills, and food plants. Gen-
erally, these were occupations of decreasing im-
portance to other workers as well as to Negro
women. Similarly, the long-term decline in the
demand for agricultural workers affected both
Negro and white women.

Industries

Economic growth during the 1950’ accounted
for much of the employment increase recorded
by Negro women. The major changes were sub-
stantial increases in the numbers of Negro women
employed in professional services and public ad-
ministration, only a small increase in personal
services, and a noticeable decrease in agriculture.

Of 2.5 million Negro women employed at the
time of the 1960 census, more than 1 million were
in various categories of the personal service in-
dustries, including private households ; over 400,-
000 in professional and related services; nearly
250,000 in wholesale and retail trade; over 200,000
in manufacturing; and 88,000 each in agriculture
and public administration.

The number of Negro women in banking, postal
service, medical and other health services, State
and local public administration, general merchan-
dise and limited price variety stores, and welfare
and religious organizations more than doubled be-
tween 1950 and 1960. The increases in the num-
ber of white women workers in the same indus-
tries ranged from 22 to 89 percent.

Negro women also made important gains in four
divisions of manufacturing: aircraft, electrical
machinery, knitting mills, and rubber and plastic
plants.
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Income and Earnings

The concentration of Negro women in unskilled
jobs and in part-time2 or part-year work is re-
flected in the income and earnings statistics re-
corded in the 1960 census for the year 1959. Of
all Negro women 14 years of age and over, 3 out
of 5 reported some money income in 1959. Their
median income was $905, which is 29 percent more
than the $703 average reported in 1949.

The gap between the income of Negro women
and the income of white women increased slightly
from 1950 to 1960. Negro women’s median in-
come amounted to 62 percent of that of white
women in 1949, but only 60 percent in 1959.

Negro women continued to receive substantially
less income than Negro men. In 1949, they aver-
aged more than half as much as men, but in 1959,
only about two-fifths as much. Despite a high
rate of increase in their incomes, Negro men also
were in a slightly less favorable income position
in 1959 than in 1949 in relation to white men.

Median earnings of $1,219 were reported by
nonwhite women who worked in 1959—ittle more
than half the median for all women workers
($2,257). The average earnings of nonwhite men,
$2,703, were considerably higher than those of
nonwhite women, but not quite two-thirds as much
as those of all men workers, $4,621.

The relatively low median earnings of nonwhite
women workers result mainly from the large num-
bers employed in low-wage industries and in oc-
cupations where part-time and intermittent work
is widespread. Only 46 percent of all nonwhite
women workers were employed at least 50 weeks
in 1959, as compared with 51 percent of all women
workers and 56 percent of nonwhite men workers.
In addition, a higher proportion of women than
men generally are employed in part-time jobs.

Professional workers received the highest
median earnings, $3,571, of all nonwhite women
workers in 1959. They averaged just slightly less
than the median earnings of all women profes-
sional workers, $3,625. Nonwhite women em-
ployed as sales workers and private household
workers had higher median earnings in 1959 than
all women in these groups. In both instances,
relatively more nonwhite women were employed
at least 50 weeks in 1959.

2Editor’s Note—INn 1960, the ratio of mwhite women em-

ployed full time to those employed part time was approximately
3 to 1; for nonwhite women, it was close to 2 to 1.
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Earnings in Cotton
Textile Mills, May 1963

Straight-time hourly earnings Of pl’OdUCtIOﬂ
and related workers in cotton textile mills aver-
aged $1.53 in May 1963, according to a study con-
ducted by the Bureau of Labor Statistics.1 These
earnings were 5.5 percent above those of August
1960, when a similar Bureau study was made.2
Men, accounting for tliree-fifths of the 225,655
workers covered by the study, averaged $1.56 an
hour, compared with $1.47 for women.

Workers in the Southeast region,3 making up
more than nine-tenths of the industry’s work force,
averaged $1.52 an hour; New England workers
averaged $1.64; those in the Southwest, $1.36; and
those in the Middle Atlantic region, $1.88.

Nationwide, earnings of all but about 4 percent
of the workers were within a range of $1.15 to $2.
Approximately 8 percent of the workers earned at
least $1.15 but less than $1.254 In the earnings
array, the middle half of the workers earned be-
tween $1.35 and $1.69 an hour. Variations in
earnings were found by location, type and size of
mill, type of product, and occupation.

1The study covered establishments employing 20 workers or
more and primarily engaged in the manufacture of cotton yarn
(or thread) and broadwoven fabrics (12 inches or more in
width). Mills manufacturing mixtures containing 25 percent
or more wool were excluded.

Earnings information presented in this article excludes pre-
mium pay for overtime and for work on weekends, holidays, and
late shifts; furthermore, the earnings information excludes
data for 21,074 workers employed in bleaching, cloth dyeing
and finishing, and fabricating departments. Nearly 98 percent
of such workers were employed in the Southeast and averaged
$1.54 an hour; in New England they averaged $1.62. The in-
clusion of data for workers in these departments would not alter
the averages presented herein, except in the Middle Atlantic
region, where the average would be reduced from $1.88 to $1.82.
Earnings data are presented separately for these workers in the
forthcoming BLS bulletin, Industry Wage Survey: Cotton
Textiles, May 1968, a more comprehensive account of the study.

Individual releases providing data on earnings and supplemen-
tary benefits are available on request for New England and the
following States and areas: Alabama; Charlotte, N.C.; Connec-
ticut and Rhode Island ; East Central Alabama ; Georgia; Green-
ville-Spartanburg, S.C.; Maine and New Hampshire; North
Carolina ; Northwest Georgia ; Statesville, N.C.; South Carolina ;
and Texas.

2See “Earnings in the Cotton Textile Industry, August 1960,”
Monthly Labor Review, May 1961, pp. 479-485.

In October and November 1963, several of the large southern
cotton textile companies granted wage Increases, estimated at 5
percent. These increases are not reflected in this article, since
it provides data relating to a May 1963 payroll period.

8For definitions of regions used in this study, see accompany-
ing table, footnote 2.

4The Federal minimum wage was increased from $1.15 to $1.25
an hour, effective September 3,1963.
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Paid vacations were provided nearly all work-
ers after 1 year of service. Life, hospitalization,
and surgical insurance benefits were also available
to a great majority of the workers. Approxi-
mately a sixth of the workers were covered by the
terms of collective bargaining agreements: an
eighth in the Southeast, compared with 95 percent
in New England.

Earnings

Since August 1960, straight-time earnings of
the 225,655 production and related workers cov-
ered by the study had increased 8 cents an hour.

Number and Average Straight-Time'H ourly Earnings 1of Production Workers in Cotton

Selected

. United States8
Characteristic

New England

MONTHLY LABOR REVIEW, JUNE 1964

During this period, employment declined nearly
11 percent; the decline was proportionately much
greater in New England (38 percent) than in the
Southeast (9 percent). Averages for both the
Southeast and New England regions were 7 cents
above those recorded in August 1960.

Average hourly earnings in integrated mills
(those having both spinning and weaving opera-
tions) were higher than those in yarn mills; al-
though the absence of skilled weaving occupations
in yam mills is a contributing factor, yam-mill
workers also averaged lower pay in comparisons
at the occupational level. In the Southeast, where

Textile Mills, by

Characteristics and Regions,2 M ay

Middle Atlantic Southeast Southwest

Number Earningsl Number Earningsl Number Earningsl Number Earningsl Number Earningsl

All production workers. 225,655 $1.53
Sex
Men... 140,117 $1.56
Women 85, 538 1.47
Type of Mill and P roduct 4
Yam mills 47, 266 1.44
Carded yarn 18, 226 1.43
Combed yarn 29,040 1.44
Integrated mills...... 174,154 1.54
Carded-yarn fabrics 143, 757 1.53
Combed-yarn fabrics.........cccocvviinininiveinn . 30, 397 1.60
P redominant Class of Fabrics «

Duck and allied fabrics 7,751 1.49

Narrow sheeting and allied coarse- and medium-
yarn fabrics 27, 604 1.49

Wide sheeting and allied coarse- and medium-yarn
fabrics _ 39,097 1.55
Print-cloth yarn fabrics........cccccocoveines (L 29,109 1.55
Colored-yarn fabrics 11,513 1.54
Towels, toweling, and dishcloths 15,878 1.59

Fine cotton fabrics (combed, part-combed, and fine-
carded) ] 28,408 1.60
Specialties and other woven cotton fabrics............. 14, 297 1.56

Selected Occupations

Battery handss 10, 467 1.36
Card tenders 7 4 627 1.41
Doffers, spinning-frame? 11,117 1.59
Drawing-frame tenders7 3,643 1.49
Inspectors, cloth, machines 5, 296 1.43
Janitors (excluding machi 5,813 1.27
Loom fixers7.... 10,411 1.97
Machinists, maintenanc 1,216 1.91
Slubber tenders7? 5,455 1.61
Spinners, ring-frames 20, 214 1.48
Truckers, hand (including bobbin boys) 7............... 7,301 1.32
Twister tenders, ring-frame7 2,936 1.46
Warper tenderss 1,866 151
WERAVEIS 7 B...coc et e TEVERTRETTn 20,419 1.75
Box looms7 2,373 1.75
Dobby looms7. 3,214 1.79
Plain Toomss 13, 842 1.72
Winders, yarns 17,105 1.44

1Excludes premium pay for overtime and for work on weekends, holidays,
and late shifts.

2The regions in this study include: New England—Connecticut, Maine,
M assachusetts, New Hampshire, Rhode Island, and Vermont; Middle At-
lantic-New Jersey, New York, and Pennsylvania; Southeast—Alabama,
Florida, Georgia, Mississippi, North Carolina, South Carolina, Tennessee,
and Virginia; and Southwest—Arkansas, Louisiana, Oklahoma, and Texas.

includes data for regions in addition to those shown separately.”* Alaska
and Hawaii were not included in the study.

4Data for weaving mills are not shown’separately, but are included in the
all-production-worker total. Mills engaged in weaving fabrics from pur-

9,766

$1.64 1,582 $1.88 209, 471 $1.52 4,809 $1.36
5,915 $1.69 902 $2.01 130, 304 $1.56 2,973 $1.38
3,851 1.55 680 1.70 79,167 1.46 1,836 1.34

44, 800 1.43

17.903 143

26,897 143
7,234 1.63 162, 262 155 4, 658 136
3, 703 1.65 135" 396 1.54 4,658 1.36

3,531 1.61 26' 866 1.59

5,291 154

26,359 1.49

37,325 1.55

28,450 1.55

10, 537 156

15,878 1.59

3,766 1.62 24, 556 1.60

1,075 1.92 11,937 151
440 1.42 58 1.50 9,671 1.36 298 1.25
138 1.53 4,403 141 86 133
277 167 10, 597 1.59 241 152
90 1.73 3,487 1.49 66 130
376 1.46 24 1.61 4,734 1.43 160 1.27
170 1.38 19 1.48 5,510 1.27 114 1.19
483 2.06 121 2.48 9, 554 1.96 249 1.77
48 2.00 6 1.85 1,142 191 20 1.67
121 1.91 5, 225 1.60 109 144
638 1.55 19, 238 1.48 338 135
131 1.41 6j 990 1.32 156 1.22
61 1.63 2, 850 1.45 13 128
53 1.58 51 1.92 1,706 1.50 55 1.29
841 1.84 384 2.22 18,809 1.74 369 1.50

2,339 1.7

31 1.93 74 1.87 3,041 1.80
754 1.80 12,766 172 281 149
566 1.55 373 1.72 15,928 1.43 237 1.33

chased yam employed an estimated 4,235 workers at the time of the study
and were concentrated for the most partin the Southeastand Middle Atlantic
regions.

8Includes data for weaving and integrated mills only.

8Predominantly women.

7Predominantly men.

8lIncludes data for Jaquard-loom weavers, in addition to those shown
separately.

. Note; Dashes Indicate no data reported or data that do not meet publica-
tion criteria.
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EARNINGS IN COTTON TEXTILE MILLS

95 percent of the yam-mill employment is located,
workers in this segment of the industry averaged
$1.43 an hour—12 cents less than workers in in-
tegrated mills. The comparatively high average
for workers in the Middle Atlantic region ($1.88)
was largely due to the fact that a vast majority
of the workers in this region were employed in
weaving mills.

Workers in integrated mills averaged $1.55 in
the Southeast, compared with $1.63 in New Eng-
land. In New England, integrated-mill employ-
ment was nearly equally divided between mills
primarily producing carded-yarn fabrics and
those producing combed-yarn fabrics.5 In the
Southeast, however, mills producing carded-yarn
fabrics accounted for five-sixths of the employ-
ment in integrated mills. Workers in integrated
mills producing carded-yarn fabrics averaged
$1.54 in the Southeast, compared with $1.65 for
those in New England. Comparable averages for
integrated mills producing combed-yarn fabrics
were $1.59 and $1.61, respectively. Earnings data
are tabulated by predominant class of fabric in
the accompanying table.

Men, accounting for three-fifths of the 225,655
workers in the regular textile departments, aver-
aged $1.56 an hour. The 85,538 women averaged
$147. In the Southeast, the average wage ad-
vantage for men was 10 cents an hour ($1.56 and
$1.46); in New England, 14 cents ($1.69 and
$1.55). These wage advantages for men were
largely due to the distribution of the sexes among
the jobs. For example, three-fifths of the women
were employed in four occupations (battery
hands, cloth inspectors, spinners, and winders)
which require less skill than card grinders, loom
fixers, machinists, weavers, and several other jobs
typically employing men.

The number and average straight-time hourly
earnings of production workers in States and
areas studied separately are shown below.

Number of Average hourly

State and, area workers earnings
Alabama......ccceiininee 21,489 $1.53
East Central Alabama 10, 021 1.54
Connecticut and Rhode Island.. 3,035 1.64
Georgia........ LN 41,628 1.52
Northwest Georgia................. 6,397 1.56
Maine and New Hampshire___ 4,461 1.65
North Carolina.......ccoocoeiviiinnnn. 70,358 1.48

Charlotte..... 31, 791 1.47

Statesville.... 9,289 1.47
South Carolina... 61,402 1.54
Oreenville-S 26,549 1.54
TEXAS oo i 4,394 1.36
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The distribution of workers within specified
earnings classes varied by region. For example,
as indicated below, fewer than 1 percent of the
workers in New England earned less than $1.25,
compared with 7.9 percent in the Southeast and
37.9 percent in the Southwest.

Percent of workers with specified straight-time hourly
earnings in—

United New M