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Preface

This Technical Memorandum is an interim product of OTA’s assessment, “Com-
puterized Factory Automation: Employment, Education, and the Workplace.” The assess-
ment is examining the nature and development of automation technologies (such as
robotics, computer-aided design and manufacturing, and automated materials handling,
storage, and retrieval). The assessment is also evaluating the structure and competitive
conduct of industries producing and using programmable automation technologies. Final-
ly, the implications of the production and use of programmable automation for labor
and for education and training activities are being examined. The Joint Economic Com-
mittee, the Senate Committee on Labor and Human Resources, the Senate Committee
on Commerce, Science, and Transportation, and the Subcommittee on Labor Standards
of the House Committee on Education and Labor requested the assessment.

This Technical Memorandum discusses procedures for evaluating potential employ-
ment change associated with automation, and outlines associated problems. It also pro-
vides descriptions of the nature and modes of delivery of education, training, and retrain-
ing for persons holding or seeking employment in manufacturing industries. The material
draws in part on the products of a July 1982 OTA workshop on labor markets and
industrial relations and an August 1982 survey commissioned by OTA of education,
training, and retraining activities and trends.

OTA is grateful for the assistance of the assessment advisory panel, the Labor Mar-
kets and Industrial Relations Workshop participants, the contractors, and the many
others who provided advice and information. However, OTA assumes full responsibility
for this technical memorandum, which does not necessarily represent the views of indi-
vidual members of the advisory panel.

 JOHN H.  GIBBONS
Director

. . .
Ill
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Chapter 1

Introduction and Concepts

OVERVIEW
Programmable automation technologies are at-

tracting attention as outgrowths of the evolution
of computer and communications technologies
and as instruments of potentially far-reaching
change in the operations, structure, competitive-
ness, and hiring patterns of many industries, par-
ticularly in manufacturing. While popular recog-
nition of programmable automation seems to be
confined mostly to one of its forms (robotics),
programmable automation comprises other types
of hardware, software, and systems. * The fami-
ly of programmable automation technologies, as
applied in manufacturing, is the subject of an
Office of Technology Assessment (OTA) study,
“Computerized Factory Automation: Employ-
ment, Education, and the Workplace, ” which is
scheduled to be completed in late 1983. This
technical memorandum, which is an interim prod-
uct of that assessment, presents a set of concepts
and background materials that are fundamental
to the analysis of the labor and education and
training implications of programmable automa-
tion technology.

The OTA assessment is examining the develop-
ment and production of programmable automa-
tion technologies and their use in discrete product
fabrication and assembly. It is examining the ap-
plication of programmable automation to the en-
tire manufacturing process, from design through
production. The assessment is concerned in part
with the economic and social aspects of the pro-
duction and use of programmable automation,
including:

• impacts on the types and mix of products
manufactured,

● the structure and competitive behavior of
manufacturing industries,

*Besides robotics, programmable automation includes computer-
aided design (CAD) and manufacturing (CAM), computer-aided
process planning (CAPP),  automated materials handling (AMH),
and automated storage and retrieval systems (AS/RS).

●

●

the numbers and skill mix of people
employed in manufacturing, working condi-
tions in manufacturing jobs, and
the education and training requirements im-
plied by growth in the production and use
of programmable automation.

Although it addresses the potential of program-
mable automation for the manufacturing sector
as a whole, the assessment highlights implications
for the transportation equipment, industrial
machinery, and electronics industries, where the
greatest impacts may occur in the next 10 to 15
years.

Early work on this assessment revealed that
analysis of employment change depends critical-
ly on methodology, while analysis of instructional
requirements demands appreciation of the existing
nature of, and delivery system for, education and
training. These fundamental issues are the sub-
jects of this technical memorandum. The remain-
der of this introduction provides a brief review
of the evolution of programmable automation and
sets out several factors that influence the social
and economic consequences of new technologies.
The labor chapter (ch. 2) discusses methodology
and provides background material useful for eval-
uating employment and working environment
changes. It draws on the products of a workshop
held by OTA in July 1982, where questions con-
cerning the analysis of labor markets and in-
dustrial relations were debated. The education and
training chapter (ch. 3) examines the current status
of education and training provided by schools,
labor, industry, and others to persons holding or
aiming to hold jobs in manufacturing industries.
It draws on the results of an August 1982 survey
conducted by an OTA contractor.

‘Exploratory Wcwkshop on the Social Lmpacts  of Robotics—A
Background Paper (Washington, D. C.: U.S. Congress, Office of
Technology Assessment, February 1982), OTA-BP-CIT-11.

3
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PROGRAMMABLE AUTOMATION TECHNOLOGIES

Programmable automation may be viewed as
the latest development in a long process of en-
hancing and augmenting human labor with vari-
ous devices. Throughout history, people have
combined human effort and skill directly with the
cutting and shaping abilities of tools. With the
development of machines, people drew on me-
chanical and other external sources of power,
reducing the amount of human effort, and to some
extent skill, needed for production. Automation,
in turn, represents an advance over simple ma-
chines consisting of a transfer of skills and efforts
for operating and controlling equipment and sys-
tems from people to machines. Conventional
automation has improved production efficiency
where automated machinery has been tailored to
specific applications and devoted to the produc-
tion of single products produced in large quan-
tities. Programmable automation, which weds
computer and data-communications capabilities
to conventional machine abilities, increases the
amount of process control possible by machines
and makes possible the use of single pieces of
equipment and systems for multiple applications.
This flexibility may make programmable automa-
tion more economical than conventional automa-
tion across a range of applications from large vol-
ume production to production of small batches
of products. Consequently, differences between
large-scale, batch, and even custom production
techniques may diminish and traditional ways of
thinking about manufacturing may ultimately
change.

Programmable automation technologies are not
new, at least in concept; they have been intro-
duced and refined over the past two to three dec-
ades. Many date the launch of programmable
automation to the mid-1950's, when numerical
control (NC) for machine tools (currently consid-
ered as part of computer-aided manufacturing)
was developed and commercialized. The interven-
ing years have seen growth in the capabilities and
use of NC, the introduction of industrial robotics
in the 1960’s, and the initial applications of com-
puter technology to manufacturing design, pro-
duction, planning, and analysis in the 1960’s and
1970’s. During this period, capabilities and appli-

cations for programmable automation have
grown, while associated unit costs—at least for
the computer aspects— have declined.2 The tech-
nologies and their potential markets appear to
have developed sufficiently to lead many manu-
facturing industry analysts to anticipate sub-
stantial growth in the production and use of pro-
grammable automation in the 1980’s and 1990’s.
However, current use of programmable automa-
tion is limited. For example, while the Robot Insti-
tute of America reports that less than 5,000 robots
were believed to be in use in the United States in
1981, the National Machine Tool Builders’ Associ-
ation reports that over 2.6 million machine tools
were in use in U.S. metalworking industries alone
by the late 1970’s.3 4

At this time it is possible to identify four attri-
butes of programmable automation, as compared
with conventional automation, that may have
major ramifications for labor and for education
and

•

●

●

●

training:

capacity for information processing as well
as physical work, in connection with such
processes as planning, routing, design, fabri-
cation, assembly, monitoring, and diagnos-
ing process problems;
capacity for quality enhancement, through
reliability, precision, and adaptive control of
the production process;
capacity for application to the production of
a diverse mix of products, through repro-
grammability; and
capacity for integrating production equip-
ment and systems with each other and with
design, analysis, inventory, and other aspects
of the manufacturing process.

These attributes will influence: 1) the types and
the range of human skills and other abilities that
can be replaced by machines, 2) the types of new

2“SME  Golden Anniversary Issue, 1932-1982: A Review of Manu-
facturing and the Society Which Guides Its Progress,” Manufacturing
Engineering, January 1982.

3 WorMvi& Robotics Survey and Directory (Dearborn, Mich.:
Robot Institute of America, 1982).

4Ekonomic  Hmdbook  of the Machine Tool Industry (McLean,
Va.: National Machine Tool Builders Association, 1982-83).
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applications within which both men and machines
can be combined, 3) the types of skills required
to produce programmable automation, 4) the
types of products (existing and new) for which
programmable automation may be used, 5) the
costs of producing given quantities of different
products, and 6) the organization and manage-
ment of the manufacturing process. Consequent-
ly, they may give rise to changes in the numbers
and types of people employed, and therefore
changes in requirements for education, training,
and retraining. Distinctive attributes of program-
mable automation will also influence the work-
ing environment of people employed in manufac-
turing. How much,

DIMENSIONS

ment patterns and working environments change
will depend on how automated equipment and
systems are designed and implemented.

Conventional automation and other types of
manufacturing technologies have traditionally af-
fected—both positively and negatively—the em-
ployment and working environment of manual
workers. Because of its capacities for performing
information processing work and for integrating
the manufacturing process, programmable auto-
mation may also have significant impact on other
types of workers, the so-called white- and gray-
collar workers, including managers.

an-d in what ways employ-

OF TECHNOLOGICAL CHANGE
It is possible to relate the emerging capabilities

of programmable automation technologies to
changes in employment, and therefore education
and training requirements, in the abstract. How-
ever, the effects of programmable automation on
labor overall, as well as the experiences of specific
groups of people, depend on how programmable
automation technologies are implemented. The
development and implementation of programma-
ble automation, or other new technologies, can
be appraised according to three factors: 1) the rate
of technological change, 2) the nature of the
change, and 3) the pattern of technological diffu-
sion associated with programmable automation.
These factors, which reflect a combination of tech-
nological and industrial/economic factors, are
central to assessments of the social and economic
impacts of new technology. They are reviewed
briefly below.

Rate of Technological Change

There are two components to the rate of tech-
nological change, the rate at which new technol-
ogies are created and the rate at which they are
adopted by users. For appraising the impacts of
technology on employment and related education
and training needs, the rate of adoption is key;
it determines whether changes in requirements for

different types of labor affect primarily existing
or future/prospective employees. Although new
technologies may be created at varying rates, the
conventional view among economists is that the
use of new technologies spreads relatively slow-
ly. It is commonly assumed that firms adopt new
technology in a rational fashion, meaning that
they strive to use the most affordable processes
to avoid the costs of prematurely scrapping facil-
ities and to adapt technologies to their individual
needs. This view implies that, since firms typically
do not adopt each technological advance as soon
as it is developed and since firms experience some
normal level of employee turnover, employees are
not (repeatedly) subject to catastrophic displace-
ment. A more elaborate presentation of this view
and a discussion of supporting research can be
found in a paper by L. Jacobson and R. Levy, ap-
pendix C.

Although the notion that there is a lag between
the introduction of a new technology and its wide-
spread use is commonly recognized, there is dis-
agreement as to whether recent innovations based
on microelectronics technology have or will con-
tinue to spread as slowly as previous ones. For
example, innovation and associated employment
change in the printing industry have proceeded
quicker than the conventional view might lead one
to expect.
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In West Germany, for example, employment
among printers dropped by 21.3 percent between
1970 and 1977, while productivity per hour rose
by 43.5 percent . . . .5

There is also evidence that the use of computers
has spread relatively rapidly, a phenomenon that
has prompted many scientists and engineers to
take steps to refine their skills. A discussion of
technological diffusion and its impacts on scien-
tists and engineers is found in a paper by W.
Cooke, appendix C. Additional material on engi-
neering education is presented in chapter   3 of this
technical memorandum.

A central question for an analysis of the social
and economic impacts of programmable automa-
tion is whether programmable automation is like-
ly to spread especially rapidly among firms and
industries, and why. Answering that question re-
quires appraising the influence of the international
nature of markets producing and using program-
mable automation and the influence of cyclical
and structural change in the U.S. economy on the
rates of adoption and production of program-
mable automation in the United States.

Nature of Technological Change

The way in which technological change affects
employment and instructional requirements de-
pends on the nature of the technology. The aspects
of the technology that are relevant to an examina-
tion of labor impacts fall into three categories:

1. process v. product technology,
2. embodied v. disembodied technology, and
3. capital intensity of technology.

Process technologies are technologies of pro-
duction, while product technologies pertain to the
attributes of a finished product. Programmable
automation, which comprises a set of goods and
services used by businesses to make other prod-
ucts, has elements of both, but is primarily re-
garded as process technology.

The product-process distinction is important
because, historically, process changes have been
more likely to affect employment adversely than

‘Cohn Norman, Microekwtronics  at Work:  I+oductivity  and Jobs
in the World Economy, Worldwatch Paper 39, October 1980.

have product changes. New products (such as pro-
grammable automation equipment and systems)
create new markets and new sources of employ-
ment (although net employment growth depends
on whether—and when—new products replace
older ones). New processes, however, are often
adopted because they are considered efficient,
using l%wer  resources than older processes to yield
a product of given quality. * If the conserved re-
source is labor, a company adopting a more effi-
cient process will need fewer employees for a fixed
output level. If the company faces a mature mar-
ket for its end product (i.e., sales volume is not
likely to grow significantly), overall employment
will fall, but, if the company faces a growing mar-
ket, it might experience stable or growing employ-
ment. Also, some new processes may be adopted
to improve product quality without necessarily
diminishing company employment. Discussions
of programmable automation in the trade and
business press typically note its potential for both
efficiency and quality enhancement. These discus-
sions, which separate quality gains from cost
reductions, recognize that process improvements
may facilitate output growth but do not assure
that companies can sell larger volumes of output.

Embodied technologies are associated with
physical entities such as pieces of equipment. For
example, mechanical adding machines and elec-
tronic calculators embody different technologies
to perform the same functions. Disembodied
(sometimes called soft) technologies constitute
ways of organizing and managing production that
are not locked into tangible items. An example
is the just-in-time system of inventory manage-
ment, wherein suppliers deliver materials for vir-
tually immediate use (rather than interim storage).
The contrast between embodied and disembodied
technologies is important for appraisal of pro-
grammable automation because the spread and
the ultimate utility of programmable automation
is linked to associated changes in the organiza-
tion of production and the structure of companies
and industries.

In evaluating embodied technologies used in
manufacturing and elsewhere, it is important to

● Sometimes this characteristic is referred to as productivity im-
provement, since productivity refers to the amount of output derived
per unit of input to production.
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recognize that disembodied technologies can often
complement or even substitute for them. For this
reason, comparing counts of different types of
equipment (e.g., robots) used by different coun-
tries may be misleading. As comparisons of auto-
mobile production in the United States and abroad
reveal, it is possible to produce the same product
using equipment and systems that differ in sophis-
tication under different principles of organization
and management. Also, because embodied and
disembodied technologies are combined in pro-
duction, simple attributions of employment or
working environment variations to changes in
equipment and systems are hazardous; they ig-
nore the role of management, organization of pro-
duction, and other “soft” factors.

Capital intensity refers to the amount of invest-
ment in plant and equipment needed to produce
a given level of capacity, relative to the amount
of other inputs, such as labor. A capital-using
change in technology is defined to be one that re-
quires more investment to produce a unit of prod-
uct than the original technology; a capital-saving
change, one that requires less investment; and a
capital-neutral change, one that requires the same
investment per unit of product.

Generalizations about how programmable au-
tomation may affect capital intensity in different
manufacturing applications are difficult to make
at this time because of limited experience with the
technologies and uncertainty about the evolution
of the technologies and their markets. However,
an understanding of the capital intensity aspects
of programmable automation is important for
understanding the long-term employment and
wage impacts of programmable automation. In
brief, capital intensity affects the flexibility em-
ployers have for accommodating different em-
ployment and wage levels, given company levels
of sales volume and of output per worker. * The
ramifications of varying levels of capital intensity
are examined in a paper by E. Appelbaum, appen-
dix C.

*Capital intensity may also affect the distribution of wealth gener-
ated through production—a shift to capital-using technologies may,
for example, be associated with growth in profits (return on capital)
relative to wages. Changes in the distribution of wealth in turn may
affect employment and wage levels because those realizing income
as profits may spend and invest in different markets than those realiz-
ing income as wages.

Pattern of Technology Diffusion

The impacts of programmable automation tech-
nologies will depend on where they are used as
well as when. New technologies may spread with-
in industries among all firms, among firms in only
certain industry segments, or among large or lead-
ing firms only. They may be used in isolated in-
dustries, interdependent industries, and/or in in-
dustries in different sectors of the economy. The
impact of programmable automation technologies
on employment (and therefore on instructional
requirements) in the United States will depend,
in particular, on global trends in the production
and use of programmable automation, since the
markets for automation and for many products
made with it are international.

Preliminary observations presented by industry
and labor representatives and technology analysts
at the 1981 OTA Exploratory Workshop on the
Social Impacts of Robotics and elsewhere indicate
that programmable automation may eventually
be diffused more broadly than conventional auto-
mation. b While conventional automation has been
applied primarily in large-volume or mass-pro-
duction manufacturing industries, programmable
automation offers potential value to use in small-
er volume, batch manufacturing applications,
which are the majority of manufacturing applica-
tions. 7 Whereas conventional automation is de-
voted to production of single products, program-
mable automation equipment and systems can be
adapted, through reprograming, for production
of multiple products, each of which may be de-
sired in limited quantities. Since production equip-
ment and systems themselves are often manufac-
tured in small-quantity batches, their manufacture
may be automated.

Finally, equipment and systems similar (and in
some cases identical) to those used for program-
mable automation in manufacturing are being
adopted in nonmanufacturing settings, with multi-
ple impacts on employment opportunities. A pos-
sible consequence of the spread of office automa-
tion, for example, is a decline in the growth rate
of clerical employment. On the other hand, large

bExploratory  Workshop on the Social Impacts of Robotics-A
Background Paper, op. cit,

71bid.
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investments in office automation equipment and automation equipment is imported. The implica-
systems imply potential employment gains in tions of the pattern of technology diffusion for
manufacturing industries supplying office automa- employment in different sectors of the economy
tion, although who benefits from such employ- are discussed in a paper by E. Appelbaum, appen-
ment gains depends on the extent to which office dix C.
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Chapter 2

Labor Markets and Working Environment

INTRODUCTION
The use of computers in manufacturing has

aroused concern since the late 1950’s and early
1960’s, when awareness of the potential of com-
puter technology began to emerge and when ap-
plications of more conventional automated manu-
facturing were accelerating. During that period
public interest in the social ramifications of
automation and computers was greater in Europe
than in the United States. However, official U.S.
concern led to the formation in 1965 of a special
Federal study commission, the National Commis-
sion on Technology, Automation, and Economic
Progress, charged with the tasks of: 1) assessing
the effects, role, and pace of technological change;
2) describing changes in employment demands
and working conditions associated with techno-
logical change; 3) defining “unmet community and
human needs” that technology can help to meet;
and 4) identifying policy options for implement-
ing new technologies. After meeting for a year,
the Commission issued a report that foreshadows
contemporary discussions of job displacement,
changing working conditions, and instructional
needs.

From the 1950’s through today, labor-related
concerns associated with automation and com-
puters have tended to fall into three not-wholly-
distinct categories: 1) labor markets or employ-
ment, 2) working environment (job content and
occupational safety and health), and 3) industrial

or labor-management relations. Of these three
categories, labor market issues have been most
salient in popular (and political) discussions of
automation, because employment is widely seen
as reflecting the economic vitality of a country
or region. By contrast, working environment is-
sues may be more subtle and more likely to be
appreciated by those groups of people in direct
contact with specific working environments. Fi-
nally, industrial relations both influence and are
influenced by changes in labor markets and work-
ing environments that are associated with new
technology and other factors.

In order to analyze the labor market implica-
tions of programmable automation, it is necessary
to be able to measure and forecast the degree and
types of changes in employment that may accom-
pany the spread of this technology. The variety
of claims as to the eventual employment impacts
of programmable automation that are being publi-
cized by the media suggests that such evaluations
are straightforward. However, there appears to
be no accepted methodology for making such em-
ployment forecasts reliably, a problem that was
emphasized in debates among participants of the
OTA Labor Markets and Industrial Relations
Workshop. This technical memorandum points
out some of the shortcomings of many publicized
forecasts and some of the requirements for satis-
factory forecasts.

POTENTIAL FOR OCCUPATIONAL CHANGE: AN OVERVIEW
A first step in measuring or forecasting how

programmable automation or other new technol-
ogies may affect employment-by occupation and
industry-is to assess: 1) how programmable
automation affects the activities performed by
people working in user industries and occupa-
tions, and 2) what types of activities maybe per-
formed by people engaged in producing auto-
mated equipment and systems. Unfortunately,

there are few empirical data describing relevant
activities. Moreover, what data may exist (e.g.,
in case studies) may have little general value
because early programmable automation applica-
tions have been limited in number compared to
applications of other types of equipment and sys-
tems, and they have been tailored to individual
company needs. Early applications also are like-
ly to be different from later applications involv-

11
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ing more sophisticated equipment and systems,
especially since future applications are expected
to feature greater computer integration of produc-
tion and other company activities.

At this time it appears that the range of activ-
ities undertaken by manufacturing firms and vul-
nerable to change in connection with programma-
ble automation is not limited to the fabrication
and assembly of products. Employment that may
be directly affected by the production and use of
programmable automation is associated with a
wide range of activities, including research and
development; the design, fabrication, assembly,
distribution, and servicing of products; and man-
agement.

Production Activities. —The types of new ac-
tivities associated with production of program-
mable automation, as compared with production
of conventional factory equipment, are those that
pertain to its computerization aspects, namely the
development, distribution, and/or adaptation of
computer hardware and software. Computeriza-
tion, or more broadly a shift to microelectronics
from mechanical or electromechanical compo-
nents, may also alter other activities associated
with production of programmable automation.
For example, the use of microelectronic com-
ponents affects fabrication and assembly tech-
niques, in part because individual microelectronic

components can often do the work of multiple
mechanical ones.1 Finally, like the production of
conventional equipment, production of program-
mable automation also entails applications engi-
neering, technical support, installation, sales, and
clerical activities.

Use Activities.—Activities associated with the
use of programmable automation are broadly
similar to those associated with the production
of programmable automation, since both produc-
tion and use of programmable automation are
manufacturing endeavors. Nevertheless, variation
among user industries (including users who also
produce programmable automation) by size and
by nature of product will determine the specific
types of tasks and occupations affected among
users. The types of tasks that maybe created with
the use of programmable automation also pertain
to computerization (e.g., programing, mainte-
nance of electronic equipment, and data base
management). The types of tasks that may be
eliminated are those tasks sensitive to the internal-
ization of information flows (e.g., for certain cler-
ical operating and supervisory tasks), or to the
replacement of physical labor (e.g., for welding,
assembling, materials handling, and drafting).

IRoy Rothwell and Walter Zegveld, Technical Change and Em-
ployment (New York: St. Martin’s Press, 1979).

OCCUPATIONAL CHANGE FORECASTING
Historically, attempts to forecast detailed

changes in occupational employment have met
with limited success. As the Bureau of Labor Sta-
tistics (BLS) has noted in evaluating its own
forecasts, it is easier to predict directions of change
for broad categories of employees than magni-
tudes of change for relatively specific groups. This
situation is unfortunate, since the more detailed
the occupational differentiation, the more precise
may be the evaluation of employment variation
among occupations and industries and therefore
the identification of people who may benefit or
be harmed by technological change.2

‘Max L. Carey and Kevin Kasunic, “Evaluating the 1980 Projec-
tions of Occupational Employment, ” Monthly Labor Review, July
1982.

Note that in practice, very detailed occupational analyses may
be less accurate than more aggregated analyses because of nonsam-

The occupations of people who maybe direct-
ly affected by the spread of programmable
automation include professional specialty; exec-
utive, administrative, and managerial; technicians
and related support; machine operators, assem-
blers, and inspectors; precision production, craft,
and repair; and handlers, equipment cleaners,
helpers, and laborers. Table 1 contains the full
current and prior lists of major census occupa-
tional groups. While this set of categories can be
used to describe the occupational mix of any in-
dustry and the labor force as a whole, it is too
broad to describe more than gross shifts in oc-

pling errors in occupational title classification and analysis. See
Harvey Goldstein, “Occupational Employment Projections for Labor
Market Areas: An Analysis of Alternative Approaches” (Washington
D. C.: U.S. Department of Labor, 1981), R&D Monograph 80.
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Table 1.—A Comparison of 1980 and 1970 Decennial Census Occupational Categories

1980 1970

Broadest groupings
Managerial and professional specialty White-collar
Technical, sales, and administrative support Blue-collar
Service Service
Precision production, craft, and repair Farm
Operators, fabricators, and laborers
Farming, forestry, and fishing

Major occupational groups
Executive, administrative, and managerial Professional and technical
Professional specialty Managers and administrators, except farm
Technicians and related support Sales
Sales Clerical
Administrative support, including clerical Craft and kindred
Private household Operatives, except transport
Protective service Nonfarm laborers
Service, except private household and protective service Private household
Precision production, craft, and repair Other service workers
Machine operators, assemblers, and inspectors Farmers and farm managers
Transportation and material moving Farm laborers and supervisors
Handlers, equipment cleaners, helpers, and laborers
Farming, forestry, and fishing

SOURCE: John E. Bregger,  “Labor Force Data From CPS to Undergo Revision in January 1983,” A40rrth/y  Labor 17evlew,  November 1982.

cupational proportions. Within each category,
hundreds of occupations can be differentiated.
Aggregating occupational categories may result
in uncertainty about future change in such detailed
occupations as “robot technician, ” where the
specific designation falls within a broader cate-
gory, such as science and engineering technicians.
Another cost of aggregation is generality—the
average pattern of change within an industry may
not correspond to actual changes experienced by
individual companies or people, in part because
individual companies vary in their use of employ-
ees with very specific skills, as well as in their use
of production technologies. However, even a de-
tailed occupational breakdown may mask changes
in job content that may arise with new technol-
ogy.

Most analyses of employment change use ag-
gregated occupational descriptions because collec-
tion and manipulation of more detailed occupa-
tional data are costly, and because the most de-
tailed descriptions fall easily out of date. Many
experts believe that analysts have been handi-
capped by the kinds of data available. For exam-
ple, the most recent edition of the Dictionary of
Occupational Titles (DOT), which describes
200,000 occupations, was published 6 years ago
in 1977 (the previous edition was published in

1965). The DOT does not contain an entry for
“robot technician, ” and the most similar entry,
“automated equipment engineer technician,” refers
to an individual who works with machinery pro-
ducing items from paper or cardboard stock (as
opposed to metal, plastic, or other materials with
which robots or other forms of programmable
automation might be used).

How can the effects of programmable automa-
tion on employment levels and distribution among
occupations be gaged? Already, there are many
estimates of the overall and occupational employ-
ment impacts of programmable automation ap-
pearing in the trade, popular, and business
presses. Examples include the following:

Automotive industry sources say the general
formula is that 1.7 jobs are lost for every robot
introduced.3

“Automation will cause a 20 to 25 percent de-
cline in the factory work force over the next dec-
ade, ” says Thomas G. Gunn, managing director
of Arthur D. Little’s computer integrated manu-
facturing group. An internal study done by GE
shows that it is now technologically possible for
the company to replace half of its 37,000 assem-

3Joyce Price, “With Robots On the Way, GM Workers Worry,”
The (Baltimore) News American, Sept. 27, 1982.
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bly workers with machines. Company officials
are quick to point out that they have no plans
to do that and where GE is automating existing
plants—at Erie, for instance—it is retraining the
displaced workers. Sometimes extensive automa-
tion also creates new jobs even as it destroys
others. The new automated parts factory in
Florence, Ky., for example, will allow Yamazaki
to expand production at its manned machine-tool
assembly plant nearby; 100 workers will be hired
to fill the new jobs.4

Experts estimate that on the order of 45 million
existing jobs—45 percent of all jobs, since there
are about 100 million people at work—could be
affected by factory and office automation. Much
of the impact will occur before the year 2000. . .
The United Auto Workers, one of few unions that
tries to anticipate automation expects its auto in-
dustry membership to drop to 800,000 from 1
million between 1978 and 1990, even assuming
a 1.8 percent annual increase in domestic auto
sales . . . . Harvey L. Poppel, a senior vice-
president with Booz, Allen& Hamilton, Inc., esti-
mates that 38 million of more than 50 million ex-
isting white-collar jobs eventually may be af-
fected by automation. Paul A. Strassmann, vice-
president of strategic planning for Xerox Corp.’s
Information Products Group, predicts that 20
million to 30 million of these jobs will be affected
by 1990.5

Forecasting is, at its best, imprecise. However,
the impact of robotics will definitely mean the
elimination of some blue-collar jobs and the crea-
tion of jobs that didn’t exist as recently as 10 years
ago. It’s estimated that there are currently 10,000
workers involved in robotics in some form or an-
other throughout the world. That includes every-
one from assembly line workers to designers, en-
gineers, company presidents, clerical help, main-
tenance people and all of the support necessary
for a young, developing industry.’

The above sources have derived their estimates
through various means. The estimation proce-
dures used appear to fall into two categories:
“engineering” and “economic.” Both categories
derive labor requirements from other phenomena:

‘The Factory of the Future,” Business Week, Sept. 6, 1982.
“’Changing 45 Million Jobs,” Business Week, Aug. 3, 1981.
bJoel Weber, “Can Robots Do a Better Job?” D&B Reports, Janu-

ary/February  1980.

equipment in the former category, and demand
for finished products in the latter. These proce-
dures are reviewed below to illustrate how limited
current understanding and modeling of program-
mable automation employment impacts really are.

Engineering Estimates

Engineering estimate is the term used in this
report to refer to an estimate based more or less
exclusively on technical aspects of technological
change. Although engineering analyses may be
used to support economic analyses of employment
change, they are frequently used on their own.
Most of the employment (or, in particular, unem-
ployment) estimates cited in popular discussions
of programmable automation seem to be of this
type.

Engineering estimates are made by describing
the capabilities (for physical and mental work) of
new automation technologies, projecting capabili-
ty improvement over time, comparing the capabil-
ities to tasks performed by humans, relating hu-
man tasks to different occupations, and deriving
the number of jobs, by occupation, that could be
assumed by new and future improved types of
equipment. This is done by comparing guesses as
to the percentages of work that could be trans-
ferred to programmable automation with counts
of the numbers of people currently doing that
work. For example, the employment impact of a
welding robot might be estimated by identifying
the types of welds the robot can perform, measur-
ing the number of welds the robot can perform
in a given period of time, and calculating the
number of “jobs” that might be displaced by com-
paring the number of robots needed to achieve
a given volume of welds with the number of hu-
man welders who could achieve the same volume
of welds, given contemporary hiring patterns.
Projected improvements in robot welding, or
other changes in the basic assumptions can be ac-
commodated by modifying the calculations.

Similar calculations are used to derive the em-
ployment requirements for producing the supply
of robots necessary to achieve a given level of
displacement —estimate the type of tasks required
to produce robots, the number of tasks of each
type required per robot, the allocation of robot-
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production tasks between humans and equipment,
and combine with the number of robots desired
in a given period to forecast producer employ-
ment requirements.

Shortcomings of Engineering Estimates

The engineering approach is easily understood,
adaptable to different assumptions, and useful as
a first step in estimating the potential employment
impacts of programmable automation. However,
it has many limitations—in its application, if not
its concept —which are largely functions of the
narrowness of the technological and/or economic
assumptions chosen. Shortcomings of engineering
estimates may include some or all of the follow-
ing:

●

●

●

These estimates are easily confounded by er-
rors in projecting future technological
capabilities. Although providing a range of
assumptions may improve the usefulness of
the estimates, there remains a problem of in-
ability to foresee all possible developments,
especially in new technologies.
Both the development and the analysis of
automation technologies (conventional and
also programmable) often rely heavily on
point-by-point comparisons of electronic and
mechanical capabilities with human capabil-
ities, an orientation that lends itself to
calculations of how and where automation
equipment and systems may replace or sub-
stitute for human activities. See table 2.
However, this orientation fails to capture the
potential for programmable automation ei-
ther to perform jobs in ways other than sim-
ulation of human behavior, or to perform
jobs that are poorly done or not done at all
by humans because of human limitations.
This failure may lead to overestimation or
underestimation of job displacement.
Engineering estimates may be misleading be-
cause they tend to yield a “technically” ideal
mix of humans and equipment, while the ac-
tual mix may reflect complex management
and implementation considerations that are
independent of the capabilities of specific
equipment or systems. For example, mana-
gers mav be motivated out of risk aversion.

●

to provide redundant capabilities in the form
of “extra” workers (or overskilled workers)
to provide manual performance backup or
monitoring services, at least in the short term
when programmable automation is relatively
unfamiliar. Varying assumptions about the
mix of humans and equipment would ease
this problem.
Engineering estimates are frequently based on
current or recent labor force characteristics.
This practice assumes that users will buy and
use programmable automation to serve rela-
tively constant production needs, and that
workers will seek different jobs at constant
rates. However, the job displacement and
creation consequences of programmable au-
tomation will depend not only on how pro-
grammable automation affects the number
and type of tasks per worker, but also on
how sales volume and the mix of products—
which determine the total number of tasks
done at all—change. These quantities may
vary in response to factors other than tech-
nological change, such as shifts in consumer
tastes. In addition, the employment conse-
quences of programmable automation will
depend on the numbers and types of people
willing and able to work at different types
of jobs, which also may vary independently
of technology.

Engineering analyses are useful for identifying
the types of people (excluding, perhaps, managers)
who may be affected by programmable automa-
tion. As currently used, they are often too simplis-
tic to provide realistic estimates of industry or
economywide employment change. The chief
problem with available engineering estimates of
national employment impacts seems to be a lack
of consideration for variations in economic con-
ditions, trade patterns, and labor supply, although
these factors probably could be accommodated
by engineering analyses. Nevertheless, the engi-
neering approach provides a framework that can
be used to evaluate the employment consequences
of alternative strategies for implementing pro-
grammable automation, and a mechanism for
evaluating specific variations in production proc-
esses.
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Table 2.—Comparison of Robot v. Human Skills and Characteristics

Robot a Human

A Act/on and manipulation
1. Manipulation abilities
a. One or more arms. Automatic hand change is

possible.
b. Incremental usefulness per each additional arm can be

designed to be relatively higher than in humans.
c. Requires the same amount of feedback throughout

operation.

d. Movement time related to distance moved by speed,
acceleration and deceleration, and will increase with higher
accuracy requirements.

●

B. Brain and control
1. Computational capability
a.

b.
c.

d.
e.

f.
g.

h.

i.
J
k.
1.

2.
a.

b.
c.
d.

3.
a.
b.

E

3.
a.

b.
c.
d.

Fast, e.g., up to 10 K bitrdsec for a small minicomputer control.

Not affected by meaning and connotation of signals.
No valuation of quality of information unless provided by
program.
Error detection depends on program.
Very good computational and algorithmic capability by
computer.
Negligible time lag.
Ability to accept information is very high, limited only by
the channel rate.
Good ability to select and execute responses.

No compatibility limitation.
If programmable—not difficult to reprogram.
Random program selection can be provided.
Command repertoire limited by computer compiler
or control scheme.

Memory
Memory capacity from 20 commands to 2,000 commands,
and can be extended by secondary memory such as cassettes.
Memory partitioning can be used to improve efficiency.
Can forget completely but only on command.
“Skills” must be specified in programs.

Intelligence
No judgment ability of unanticipated events.
Decisionmaking limited by computer program.

Miscellaneous factors

Training
Requires training by teaching and programing by an
experienced human.
Training doesn’t have to be individualized.
No need to retrain once the program taught is correct.
Immediate transfer of skills (“zeroing”) can be provided.

4. Social and psychological needs
None

5. Individual differences
Only if designed to be different.

a.

b.

c.

d.

● ●

a.

b.
c.

d.
e.

f.
g.

h.

i.
j
k.
1.

a.

b.
c.
d.
e.
f.

a.
b.

● *

● *

a.

b.
c.
d.
e.
f.

a.

b.

Two arms—two legs—multipurpose hands.

Two hands cannot operate independently.

Feedback requirements (type and quantity) change with
practice—initially relatively higher than robot; visual feedback
dominates other sources of feedback.
Movement time and accuracy governed by Fitts law. High
precision movements may interfere with calculation processes.

Slow—5 bits/see.

Affected by meaning and connotation of signals.
Evaluates reliability of information.

Good error detection/correction at cost of redundancy.
Heuristic rather than algorithmic.

Time lags increased, 1 to 3 sec.
Limited ability to accept information (10 to 20 bits/sec).

Very limited response selection/execution (l/see); responses
may be “grouped” with practice.
Subject to various compatibility effects (RR, SR, SS).
Difficult to reprogram.
Various sequence/transfer effects.
Command repertoire limited by experience and training.

No indication of capacity imitation.

Not applicable.
Directed forgetting very limited.
Memory contains basic skills accumulated by experience.
Slow storage access/retrieval.
Very limited working register = 5 items.

Can use judgment to deal with unpredicted problems.
Can anticipate problems.

Requires human teacher

Usually individualized is best.
Retraining often needed due to forgetting.
Zeroing usually not possible.
Very costly.
Not everyone can be taught.

Emotional sensitivity to task structure—simplified/enriched;
whole/part.
Social value effects.

100 to 150 percent variation may be expected.

a~obot ~armeter  “alue~  are cited from currently available Industrial robot literature.

SOURCE: Nof, Knight, and Salvendy, “Effective Utilization of Industrial Robots—A Job and Skills Analysis Approach,” AHE TransactIons, vol. 12, No. 3, September 19S0.
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Economic Estimates

Economic estimates is the term that will be used
in this technical memorandum to refer to projec-
tions based on macroeconomic models. Economic
estimates are better than engineering estimates for
projecting aggregate changes in employment pat-
terns because they are inherently more com-
prehensive. On the other hand, economic esti-
mates may not be practical or useful for gaging
possible employment change at the company level
because they tend to be highly aggregated.

Economic estimates are made by explicitly eval-
uating several factors, in addition to technology,
that impinge on employment demands. For exam-
ple, prices and production levels of goods and
services are typically considered, taking into ac-
count, in turn, the forces that affect these factors,
such as international trade and projected shifts in
the relative strengths of different sectors of the
economy. Economic estimates place substantial
emphasis on descriptions of employers in terms
of different sectors of the economy and different
industries within sectors. They rely on engineer-
ing analyses for descriptions of alternative effects
of technologies on industry requirements for such
production inputs as labor (by occupation), equip-
ment, and materials.

Economic estimates of employment change are
made using mathematical models of production
functions, which describe how different inputs to
production are combined to yield a given level
of output. Some models pertain to single indus-
tries, while other, more elaborate models also take
into account the interactions among industries.
The most detailed economic estimates come from
large-scale models, in particular those based on
so-called input-output (I-O) models, which en-
compass entire (regional, national, or global)
economies. Technologies are defined in I-O mod-
els as the structure—number, type, and propor-
tions—of inputs associated with the production
of a unit of output of a given product.

The employment forecasts (total and by occu-
pation) of the BLS draw on large-scale economic
modeling. They are generated with an I-O model
of the U.S. economy in combination with other
models that forecast change in the labor force and

in the level and pattern of economic activity. Also
included are descriptions of staffing patterns (the
mix by proportion of different types of workers)
for each industry included, obtained from periodic
surveys. Since the BLS estimates are widely used,
and since the procedures are substantially similar
to procedures used by others who forecast with
large-scale economic models (indeed, other models
often use the same data), a description of the out-
lines of BLS forecasting procedures can serve as
a description of economic employment forecasting
procedures in general (although individual models
and procedures do differ in their details). *

Figure 1 shows the different computational ele-
ments that contribute to BLS forecasts. The first
set of procedures is the projection of labor force
characteristics. The second set of procedures is the
projection of overall economic activity and result-
ing gross national product. These projections re-
quire estimation of the types and volumes of
goods and services the economy can produce or
supply in both private and public sectors, and
those that will be demanded by the public and
private sectors. The third set of procedures trans-
lates overall economic projections into projections
of industry activity, allocating estimated consum-
er spending among product groups and allocating
products to producing industries. Estimated gross
private domestic investment is in turn allocated
between changes in business inventories and in-
vestments in construction (residential and nonresi-
dential) and producer-durable goods (e.g., ma-
chinery and tools). The fourth set of procedures
translates projections of industry output into pro-
jections of industry employment. This is done by
a combination of procedures for estimating labor
productivity (defined as output per unit of labor
input) and weekly hours of work for each indus-
try.

The final set of procedures yields projections
of employment by occupation and by industry.
It combines descriptions of staffing patterns ob-
tained by periodic surveys with estimates of the

*Note that BLS has recently contracted with Chase Econometrics
Associates, Inc., to use the Chase macroeconomic model to develop
projections of aggregate economic activity, using assumptions and
variables chosen by BLS. This arrangement will supplement in-house
BLS modeling and analysis.

98-951 0 - 83 - 4
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Figure 1 .—Bureau of Labor Statistics Employment
Projections System
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SOURCE: U.S. Department of Labor, Bureau of Labor Statistics, “BLS Eco-
nomic Growth Model System Used for Projections to 1990.”

number of jobs per industry. All of these proce-
dures are described in detail in the BLS publica-
tion, BLSEconomic Growth Model System Used
for Projections to 1990, April 1982.

Shortcomings of Economic Estimates

As the description of the BLS procedures shows,
large-scale economic models can take into account
the growth and decline of different industries, the
likelihood that individual industries adopting new
technologies may maintain or increase output lev-
els, and the responsiveness of industry employ-
ment levels to industry technology change. This
framework prevents overattributing employment
changes to single influences such as technology
change, as it shows the consequences of combina-
tions of influences. In their detail, however, the
validity of the projections generated depends on
the assumptions that underlie the formulation and
operation of each aspect of the model and the inte-
gration of the different aspects. Moreover, the use
of large-scale economic models carries the risk of
oversimplifying complex processes and conveying
an impression of greater analytical thoroughness
than may actually exist.

Several questions have been raised about the
assumptions used in large-scale economic forecast-
ing models. The following list of some of the
shortcomings of economic estimates reflects con-
cerns raised by participants at the OTA Labor
Markets and Industrial Relations Workshop, who
debated whether economic models could ade-
quately evaluate the impacts of programmable
automation on employment. It also reflects con-
cerns raised by others regarding economic mod-
eling in general and modeling of technological
change impacts in particular.

● Labor Supply. The growth of the labor force
and change in labor force participation rates
of specific groups depend in complex ways
on demographic and economic factors. These
relationships may not be captured in eco-
nomic models which project labor supply and
industrial output profiles separately. * Also,
variations in the quality, rather than the
quantity, of available labor maybe beyond

*BLS is currently working to improve its treatment of demographic
and economic influences on the labor force.
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●

●

the scope of contemporary large-scale eco-
nomic models. Consequently, the output of
large-scale economic models may best be
viewed as projected demands rather than
employment levels, per se.

Technological Change. It is unclear how well
large-scale models account for changes in
equipment technologies. Although the com-
mon practice of projecting future capital
stock by extrapolating from past use of plant
and equipment and past descriptions of in-
dustries and products suggests that economic
models may be unable to capture the impacts
of nontraditional equipment, experts disagree
as to whether measures of specific new tech-
nology attributes are necessary for deriving
economic estimates of employment change.
See papers by L. Jacobson/R. Levy and F.
Duchin, appendix C. In addition, economic
models typically are constructed using the
assumption that technological change is
adopted to reduce unit costs, although it may
also be adopted for other reasons (e.g., to
meet health or pollution standards) leading
to cost increases.

Staffing Patterns. Employment change due
to reorganization of production associated
with programmable automation may not be
captured where occupational employment is
projected using staffing patterns derived from
prior practices. Similarly, changes in occupa-
tional content may not be accounted for.
BLS, for example, has found that many of
the largest errors in its past estimates of occu-
pational employment “resulted primarily
from misestimates of industry-occupational

staffing patterns.”7 The development of ade-
quate staffing patterns would appear to re-
quire engineering analyses that take into ac-
count possible variations in the implementa-
tion of programmable automation, altern-
ative levels of integration of manufacturing
activities, and alternative approaches to ac-
commodating existing company work forces.

Like engineering estimates, economic estimates
have several shortcomings. However, while engi-
neering estimates tend to highlight job displace-
ment impacts of new technology, economic esti-
mates are better suited for evaluating whether per-
sons displaced from particular industries may find
job opportunities in other industries requiring
their skills, and therefore whether job displace-
ment is likely to be associated with unemploy-
ment. How well they do this depends on how well
they capture the different components of the econ-
omy and their interactions. Similarly, while engi-
neering estimates may establish new needs for in-
dividuals with certain skills, economic estimates
may more readily provide perspective on econ-
omywide demand for such individuals and there-
fore whether demand for certain skills or occupa-
tions is likely to exceed or fall short of supply.
These differences arise because economic analyses
as a rule model the interactions among segments
of the economy, while engineering analyses do
not, even though they may apply to the nation-
wide use of a technology. However, valid infer-
ences regarding future unemployment and labor
shortages require that engineering analysis, eco-
nomic and industry analysis, and labor supply
analysis be considered together.

‘Carey and Kasunic, op. cit.

BEYOND HARDWARE AND SOFTWARE:
OTHER FACTORS TO BE CONSIDERED

In general, satisfactory projections of the mag- among industries, and in the overall mix of em-
nitude and distribution of employment shifts asso- ployment opportunities in the economy. These
ciated with programmable automation should changes will reflect the basic parameters described
take into account a variety of factors that contrib- in the introduction (rate, nature, and diffusion
ute to the direct and indirect effects of the new pattern of technological change) and also the in-
technology. Among these are changes in the orga- fluence of institutional factors such as labor-man-
nization of production, in the level of output agement agreements and norms, which affect the
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rate and manner of application of new technol-
ogies. Labor-management relations are examined
in appendix B.

Organization of Production

Change in the mix and volume of activities
among users of programmable automation will
depend on alteration of the organization of pro-
duction (and concomitant changes in product
lines) that may occur as a result of its use. As
discussed in chapter 1, it is anticipated that the
spread of programmable automation will involve
both technologies embodied in automated equip-
ment and systems and disembodied technologies
in the form of organization and management
changes. These changes may be most pronounced
in small-volume or batch production settings:

For a long time the functional layout in batch
production, that is, all machines of the same kind
are gathered in groups, has been as natural as the
transfer line in mass production. Through the
functional layout, machine utilization can be kept
high, but at the expense of complex routing of
parts through the shop and large buffers and in-
ventories. . . . In the new manufacturing meth-
ods the main principle is to organize the factory
according to product-oriented layouts. All ma-
chines needed to produce one product or one set
of products are grouped together in a “subfac-
tory,” sometimes with its own administration.
Each worker in product-oriented layouts attends
several machines. In the functional layout we can
with some simplification say that the materials
wait for the machines while the machines in the
product-oriented layout wait for the materials.
The lead time (defined as the total time needed
for material to be processed into a finished prod-
uct) can thereby be reduced dramatically.8

Production may also be reorganized between
facilities, as programmable automation facilitates
regional and even international reorganization of
production activities. For example, Ford Motor
Co.’s Erika project (which resulted in the Escort
and Lynx cars in the United States and similar cars
in other markets) used “the largest collection of
computer design hardware under one roof” to

‘The Promotion of Robotics and CAD/CAM in Sweden,” report
from the Computers and Electronics Commission, Ministry of In-
dustry (Sweden), 1981.

pool U.S. and European product design and anal-
ysis efforts, eliminating separate parallel efforts
on different continents.9 Although there has been
much speculation among technology and industry
analysts about potential employment effects of
production reorganization, little reorganization
appears to have taken place, in part because busi-
ness management has either failed to understand
or resisted such change, and in part because the
integration aspects of programmable automation
appear insufficiently developed.l”

Output Level

The employment consequences of programma-
ble automation production and use depend not
only on the mix of manufacturing activities, but
also on production volume for both automation
and end products made with it. Since program-
mable automation will be sought by both new
users and customers previously using other types
of equipment, production volume should be eval-
uated by taking into account possible reductions
in volume of other, older technology equipment
and systems. This offset problem is generally
recognized in evaluating the impacts of microelec-
tronics-based (and other) technologies found in
both new products and new production processes.

(I)t is clear that microelectronic technologies
will create jobs in those industries manufactur-
ing novel electronic products. The $4 billion now
being lavished on electronic watches, calculators,
games, and other microelectronic products has
spawned a whole industry that did not even ex-
ist a decade ago. According to a projection by
. . . Arthur D. Little, the manufacture of these
items, together with computers and other elec-
tronic equipment, could create about 1 million
new jobs between 1977 and 1987 in the United
States and Western Europe combined. About 1.5
million people are now employed in the electron-
ics industry in the United States. But these jobs
will not represent net additions to the work force,
for they will be offset to some extent by job losses
in the manufacture of goods with which the new
microelectronics-based products are competing.11

‘Automotive News, Feb. 15, 1980.
IO%e  for example: Bela Gold, “CAM Sets New Rules for Produc-

tion,” Harvard Business Review, November-December 1982.
llcolin Noman,  ‘~icrWIWtronim at Work: Productivity and

Jobs in the World Economy,” Worldwatch Paper 39, October 1980.
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The net effects of programmable automation
on user employment will depend on the effect it
has on end-product prices and on foreign trade,
product specialization, and other conditions in
user markets in the United States and abroad.
These factors, together with technology and gen-
eral economic conditions, determine growth in
domestic company sales volume.

Employment Opportunity Mix

Overall, employment effects of programmable
automation will also depend on changes in em-
ployment opportunities throughout the economy.
EconomyWide changes in employment activities
depend in part on the pattern of diffusion of pro-
grammable automation and in part on the pat-
tern of change in the mix of products available.

LABOR SUPPLY
While employment demands may change be-

cause of the characteristics of programmable auto-
mation technologies and of industries producing
and using them, change in employment (and un-
employment) patterns also depends on the charac-
teristics of the supply of labor: who is available
to do the work offered by employers, how able
people are to do different types of work, and
whether there are too many or too few people
with different abilities to do the work offered. The
following is a brief overview of labor supply at-
tributes and concerns.

Demography

The number of people willing and able to work,
usually counted between the ages of 16 and 65,
depends on several factors, including natural pop-
ulation growth, * immigration and emigration pat-
terns, public health conditions, the age structure
of the population (the proportions by age), and
the willingness of people to work, given the levels
of available wages and salaries and alternative
sources of income. The overall size, growth rate,

● Natural population growth reflects mortality and in particular
fertility (childbearing) rates, both of which may vary geographically,
and among subgroups.

Thus, although the apparent long-term decline in
the manufacturing share of total U.S. employment
(which began prior to widespread use of program-
mable automation) reflects the adoption of labor-
saving technologies, the slow long-term growth
in the absolute level of U.S. manufacturing em-
ployment illustrates the importance of sales vol-
ume and market growth (including the introduc-
tion of new products). It can be misleading to
evaluate the employment impacts of new proc-
esses from the perspective of a constant mix of
finished products because the number as well as
the mix of goods and services provided to both
producers and consumers is dynamic. Such evalu-
ations are common, however, because the existing
mix of products is known, while future product
arrays are not.

and age structure of the population are important
measures of the availability of people in gross
numbers to do work using particular technologies
to support a given level of economic activity. At-
titudes toward work and other social factors,
which vary among geographic areas and ethnic
groups, contribute to the actual numbers and
types of people participating in the labor force.

Age structure and fertility patterns are particu-
larly important influences on the makeup of the
labor force. Fertility patterns, in combination with
economic conditions and social norms, influence
the labor force participation of women as well as
the age structure of the population. The earlier
and more frequently women give birth, for ex-
ample, the younger the population is likely to be
and the greater the (eventual) influx of new en-
trants to the labor force. Delays in and decreases
in the incidence of marriage and childbearing over
the past two decades have been causing the U.S.
population to age by reducing the proportion of
children. The age structure, in turn, influences:
1) the proportion of the population which is too
young and/or too old to work and therefore de-
pendent on the economic activity of the working-
age population, 2) the overall rate of population
growth, and 3) the numbers of new entrants to
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the labor force. Consequently, differences in age
structure among countries influence national dif-
ferences in employment patterns, preferences, and
policies. The Japanese, for example, are reported
to have shown early interest in programmable
automation in part because “aging” of their popu-
lation limited the supply of young workers.12

The composition of the American population
has shifted toward older age groups more slowly
than that of the Japanese population, but the sup-
ply of new entrants to the labor force is expected
to begin a long-term decline in the 1980’s. Federal
projections of the U.S. population through the
year 2050 show the number of teenagers to peak
in 1980. The U.S. elderly population is expected
to grow from the 1980 level of 25.7 million to 67.1
million by 2050, increasing from 11 to 21.7 per-
cent of the population .13 Unless the propensity of
the elderly to work increases dramatically, this
population shift will reduce the overall exposure
of the U.S. labor force to job displacement, and
it may eventually increase demand for labor-
saving technologies.

Qualitative Attributes

Other characteristics of the labor force impor-
tant to understanding employment trends are
qualitative. They include level, type, and quality
of education or training; skills; and preferences
regarding different types of work. Education and
training are important determinants of skills and
therefore of the types of work individuals can do.
However, educational attainment is an imprecise
measure of the qualities of workers, since skills
can be obtained through means other than for-
mal instruction. A discussion of education, train-
ing, and retraining can be found in chapter 3.

Occupational Structure

The characteristics of the labor force, together
with the array of jobs available, contribute to the
occupational structure of an economy-the distri-
bution of workers among occupations. Labor

IZG. K. Hutchinson,  “Flexible Manufacturing Systems in Japan”
(Milwaukee, Wis.:  University of Wisconsin Management Research
Center, November 1977).

‘3Robert  Pear, “Population Drop Predicted in U.S.,” New York
Times, Nov. 9, 1982.

force attributes, and occupational structure in par-
ticular, change over time with changes in demog-
raphy and with changes in social norms, both of
which reflect economic conditions. For example,
the absolute and relative growth in service sec-
tor employment has been associated with the
growth in female labor force participation.

Key attributes of the 1980’s labor force in the
United States include growing proportions of old-
er workers, relatively large proportions of women
and minorities, relatively large proportions of
college-educated workers, and declining numbers
of people willing to work in low-level occupa-
tions.14 Tables 3 and 4 display basic characteris-
tics of the U.S. labor force.

It is important to note that, as long as different
groups don’t radically change their propensities
to seek employment, it is relatively easy to de-
scribe the physical characteristics of the labor
force 10 to 12 years into the future since these peo-
ple have already been born. However, describ-
ing future occupational preferences and distribu-
tion is less straightforward, since there are many
paths—not all measurable—for moving into dif-
ferent jobs and occupations and many alternative
paths into, out of, and through the labor force.

Adaptability of Labor

A key issue in evaluating the adaptability of
the labor force to changing labor demands—and
therefore the likelihood of unemployment as a
consequence of technology change-is the willing-
ness and ability of people to perform different
types of jobs if the jobs they have held, or would
prefer to hold, become unavailable. Because this
flexibility depends in part on “objective” worker
traits such as specialized skills, and in part on
“subjective” traits, such as personal preferences
for certain kinds of jobs, it is difficult to evaluate
the true fit between labor supply and labor de-
mand in the wake of circumstances such as tech-
nology change that alter employment require-
ments. A poor fit may be revealed in under-

“StW, for example, Howard N. Fullerton, “HOW Accurate Were

Projections of the 1980 Labor Force?” Monthly Labor Review, July
1982.
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Table 3.–Noninstitutional Population and the Labor Force, 1929-82
(monthly data seasonally adjusted, except as noted)
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II  DoDulatlon

SOURCE Oeparfment  of Labor Bureau of Labor Statlstlcs
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Table 4.–Wage and Salary Workers in Nonagricultural Establishments, 1929-82
(thousands of persons; monthly data seasonally adjusted)
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3,097
3,232
3,317
3,248
3,350
3,575

3,588
3,704
3,889
4,097
$:;:

3;576
3,851
4,229
4,463

4,346
4,176
3,912

4,315
4,240
4,267
4,281
4,223
4,185

4,175
4,146
4,124
4,101
4,071
4,026

3,966
3,974
3,934
3,938
3,988
3,940

3,927
3,899
3,883
3,856
3,848
3,818

2,532
2,601
3,090

3,206
3,320
3,270
3,175
:,::;

3;341
3,582
3,787
3,948

4,098
4,087
4,188
4,340
4,563
;,;;;

5:399
5,648
5,850

6,083
6,315
6,550
6,868
7,248
7,696
8,220
8,672
9,102
9,437

9,823
10,185
10,649
11,068
11,446
11,937
12,138
;;,:;:

13:174

13,375
13,253
13,051

13,400
13,410
13,371
13,354
13,302
13,243

13,189
13,125
13,140
13,160
13,159
13,161

13,123
13,113
13,123
13,122
13,125
13,093

12,898
12,933
13,029
13,019
~yl;

4,715

5,363
6,968
8,823

11,084
1:,:;:

7;742
8,385
8,326
7,489

8,094
9,089
9,349

10,110
9,129
9,541
9,833
9,855
8,829
9,373

9,459
9,070
9,480
9,616
9,816

10,405
11,282
11,439
11,626
11,895

11,208
10,636
11,049
11,891
11,925
10,688
11,077
11,597
12,274
12,760

12,187
12,1 1?
11,114

12,120
12,097
p:

12:237
12,246

12,266
12,228
12,184
12,059
11,901
11,724

11,622
11,575
11,490
11,375
11,332
11,203

11,133
10,993
10,900
10,666
10,555
10,533

1 9 4 0
1941
1942
1943
1 9 4 4
1945
1 9 4 6 ;
1 9 4 7
1 9 4 8
1949

32,361
36,539
40,106
42,434
41,864
40.374
41,652
43,857
44,866
43,754

1950
1951 .“
1952
1953
1954
1955. ‘
1956
1957
1958
1959

1960
1 9 6 1
1962
1963
1964
1965
1966
p%: .“

1969

45,197
47,819
48,793
50,202
48,990
50,641
52,369
52,853
51,324
53,268

54,189
53,999
55!549
56,653
58,283
60,765
63,901
65,803
67,897
70,384

1970
1 9 7 1
1972
1973
1974
1 9 7 5
1976
1 9 7 7
1978
1979 i

70,880
71,214
73,675
76,790
78,265
76,945
79,382
82,47J
86,697
89,823

1980
1981
1982 p

1981
Jan ,
Feb
Mar .’
Ar
iay
June
July
Aug
Sept
Oct
Nov
Dec

1982
;;:. ‘

Mar .“

WY
June
J u l y

Aug $
Sept
Oct
NOVP
Dec P

90,406
91,105
89,619

90,909
90,913
91,014
91,099
91,131
91,286

91,396
91,322
91.363
91,224
90,996
90,642

89,535
89,312
89,267
88,860
88,684
88,518

—.
Source Department of Labor, Bureau of Labor Statlstlcs
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employment* and unemployment, and in labor
shortages.

Labor shortages exist where a sufficient number
of particular types of people are unavailable for
work at prevailing wages. Concern has been ex-
pressed by people in industry and in government
about the economic effects of shortages in highly
skilled craft and technical occupations, from ma-
chinists to certain types of engineers.** Alleged
shortages have been cited as a motivation for in-

● For example, according to BLS many college graduates during
the 1970’s took jobs not requiring college degrees.

● *The extent of current and possibIe future labor shortages that
may affect the development or diffusion of programmable automa-
tion is unclear. Among the reasons that shortages are hard to measure
are the following: 1) Federal programs do not collect occupational
shortage statistics (due to cost and data reliability problems),
2) available data do not accurately capture employee mobility within
and between occupations, 3) occupational classifications among firms
and Federal statistical programs are inconsistent, and 4) employer
and union surveys tend to be statistically unreliable. A recent analysis
by BLS found after evaluating data from several sources that a
machinist shortage could be neither established nor disproved. 15

15Neal H. Ro~ntha],  “shortages of Machinists: An Evaluation
of the Information,” Monthly  Labor Review, July 1982.

WORKING ENVIRONMENT
Introduction

Programmable automation may change not
only the numbers and types of people working
in manufacturing, but also the circumstances of
work—what may be called the working environ-
ment. The ways in which programmable automa-
tion is applied will determine how it affects the
working environment. This discussion of the
potential implications of programmable automa-
tion for the working environment will address
some of the issues concerning worker safety and
health, human factors, job content, and structure
of work.

Expressions of concern about the effects of tech-
nology on the conditions of work have increased
in the United States over the past two decades.
For a long time it was assumed by management
that the benefits of more efficient production
achieved through the introduction of new technol-
ogies far outweighed any negative effects on the
work force. In other words, the assumption was

vestments in automation, and also in retraining.
While retraining can ease shortages by increas-
ing the supply of skilled workers, raising wages
is another method of stimulating supply, although
employers are often unwilling or unable to do this.
Note that, for skills that take years to develop,
instituting training programs (or raising wages)
will not eliminate a shortage immediately.

A satisfactory analysis of labor supply issues
associated with programmable automation should
address such issues as contrasts in the composi-
tion of the U.S. labor force with that of other
countries producing and using programmable
automation, and the extent to which the produc-
tion and use of programmable automation are in-
fluenced by labor shortages. Such issues are fun-
damental to the identification of components of
the U.S. labor force that may be particularly
helped or harmed by the spread of programmable
automation, and the determination as to whether
anticipated changes in the U.S. labor force are
likely to cushion or exacerbate impacts that might
arise from programmable automation.

that people could always adapt in some way to
the requirements imposed by the technology.l6

As in other countries, concerns about work-
place conditions contributed to the growth of the
labor movement in the United States. Since the
mid-1960’s, changing social and economic envi-
ronments, characterized by an emerging aware-
ness of individual rights and well-being, increased
worker dissatisfaction, and declining productivity,
have increased the importance of the working en-
vironment to both management and government,
as well as labor. Workplace issues in manufac-
turing are currently being addressed in a number
of ways, such as: 1) emphasis on human factors
in the design of manufacturing equipment; 2) in-
novations in the structure of work; 3) increased
cooperation between management and labor in
solving workplace problems; and 4) a variety of

1eJoe]  A. Fadem, “Automation and  Work Design in the United
States,” in Memational  Comparative Study on Automation and
Work lki.gn,  International Labour Office, Geneva, January 1982,
p. 25.
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experiments in worker participation (such as qual- 5. These developments have met with varying
ity control circles and quality of working life pro- degrees of success and commitment from manage-
grams) intended to give workers greater input into ment and labor. Nevertheless, they are part of the
decisions directly affecting their jobs. See table backdrop to the spread of programmable automa-

Table 5.—Labor-Management Committees on Industrial Relations Issues, Safety, and Productivity by Industry
(agreements covering 1,000 workers or more, Jan. 1, 1980)

Labor-management committees on—

Industrial relations
All agreements issues a Safety b Productivity c

Industry Agreements Workers Agreements Workers Agreements Workers Agreements Workers

750
79

8
11
31
11
17
42
15
36
15
14

G
88
41
81
83

112
11

9

800

16
62
80
81
12

123
31
66

327

2

i o 2 i 1 5 0
234,200

21,800
28,850

207,900
17,100
23,100
65,000
31,600
61,700
25,500
68,850
23,100
93,600

460,600
97,000

242,150
323,750
957,100

27,650

14,600

456&650

169,050
469,550
620,000
210,700

23,900
405,200
148,300
323,450

1,195,000

3.500

All industries. . . . . . . . . . . . 1.550 6 5 9 , 8 0 0  -  6 0 2 4 5 , 4 0 0  -  ‘ -

Manufacturing. . . . . . . . . . . . .
Food, kindred products . . . . .
Tobacco manufacturing. . . . .
Textile mill products . . . . . . .
Apparel . . . . . . . . . . . . . . . . . . .
Lumber, wood products. . . . .
Furniture, fixtures. . . . . . . . . .
Paper, allied products . . . . . .
Printing and publishing . . . . .
Chemicals . . . . . . . . . . . . . . . .
Petroleum refining . . . . . . . . .
Rubber and plastics ., . . . . . .
Leather products . . . . . . . . . .
Stone, clay, and glass . . . . . .
Primary metals . . . . . . . . . . . .
Fabricated metals. . . . . . . . . .
Nonelectrical machinery . . . .
Electrical machinery. . . . . . . .
Transportation equipment . . .
Instruments . . . . . . . . . . . . . . .
Miscellaneous

manufacturing . . . . . . . . . . .

Nonmanufacturing . . . . . . . . .
Mining, crude petroleum,

and naturai gas . . . . . . . . . .
Transportation . . . . . . . . . . . .
Communications. . . . . . . . . . .
Utilities, electric and gas . . .
Wholesaie trade . . . . . . . . . . .
Retail trade . . . . . . . . . . . . . . .
Hotels and restaurants . . . . .
Services . . . . . . . . . . . . . . . . . .
Construction . . . . . . . . . . . . . .
Miscellaneous

nonmanufacturing. . . . . . . .
aA labor-management  committee  on industrial  relations issues is a joint committee which studies Issues,  fOr OXW@%  subcontracting, seniority, and wa9e incentives,
away from the deadlines of bargaining and makes recommendations to the negotiators. It also may be referred to as a “prebargaining” or “continuous bargaining”
committee. It should not be confused with labor-management committees which meat periodically to discuss and resolve grievances and in-plant problems.

bA Iabor.management safety committee is a joint committ~  which meets periodically to discuss safety  problems, to work  out  solutions, and  to  itTIpbfTlOIIt  SafOty

39
6

—
—
—

4
1
1
1
1

—
4

—
1
7
2
4
3
3
1

—
21

1* 150
25,500

—
—
—
4,850
1,000
1,100
1,000
1,200
—

29,250
—
1,000

40,150
3,200

10,350
8,200

20,000
1,350

2
1
4
2
2
2

—
5
3

—

6,000
9,000

45,000
4,300
3,950
2,200
—

22,100
4,700

—

572

35
—

7
8

18
3

21
10
14

2
26
76
25
48
42
68

4

6

159

13
22
37
35

1
10

34

—

2,867,850
1,835,550

140,400
—
1,200
1,000
9,950
7,400

27,650
10,800
30,850
18,900
68,850
3,200

66,550
429,700
66,150

141,800
130,300
656,150

16,700

8,000

1,032,300

161,200
289,400
316,050
108,050

1,050
19,050
10,000
8,800

118,700

81 1,091,350

58
5

—
—
—

1
1
1
2
1

—
2

—
—
33

3
2

—
7

—

—
23

845,300
69,700
—
—
—
1,000
1,000
1,200
9,100
2,000

—
16,450
—
—

316,850
5,050
2,100

—
420,850

—

246,050

3
12

1
2

—
—
—

2
3

—

10,100
208,350

1,550
4,900

—
—
—
3,650

17,500

—

programs in the plant.
C A Iabor.management  committee  on  productivity  iS a joint committee  which meets  periodically to discuss in-plant  production  problems and to work Out  methods O f

improving the quantity and quality of production.
dExcludeg railroads and airlines.

NOTE: Nonadditlve.
SOURCE: U.S. Department of Labor, “Characteristics of Major Collective Bargaining Agreements, January 1, 19S0.”
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tion, and will influence how these technologies
are implemented and how they affect the overall
conditions of work.

Occupational Safety and Health

Occupational safety and health issues may be
clearer than others associated with programmable
automation. For example, the application of ro-
bots to painting and welding tasks is widely
acknowledged as a measure that reduces worker
exposure to occupational hazards by removing
workers from the hazards. However, the use of
robots and other forms of programmable automa-
tion may give rise to workplace hazards that are
new and perhaps unanticipated.

The hazards associated with programmable
automation are likely to be similar to those asso-
ciated with industrial machinery, video display
terminals (VDTs), and other types of equipment.
With the introduction of programmable automa-
tion, there may be a shift of occupational safety
and health concerns in manufacturing away from
those directly involving machinery toward VDT-
related issues. VDTs will become more numerous
in manufacturing, and one possible outcome of
the spread of programmable automation is an in-
crease in the percentage of manufacturing workers
using VDTs and a decrease in the percentage
operating machinery. The eyestrain, stress, and
back, neck, and shoulder problems recently docu-
mented by the National Institute for Occupational
Safety and Health among workers who use VDTs
for extended periods of time may become a prob-
lem for those using computer-aided design and
manufacturing (CAD/CAM) systems.17

Unlike many older manufacturing technologies,
programmable automation technologies are being
developed in an era of greater awareness of occu-
pational safety and health issues. Part of that con-
text includes a body of Occupational Safety and
Health Administration (OSHA) standards as well
as a sophisticated set of nongovernmental techni-
cal standards. The applicability of current OSHA
standards to the use of programmable automa-
tion will depend on the type of industry or nature

“’’Health Hazards for Office Workers: An Overview of Problems
and Solutions in Occupational Health in the Office, ” Working
Women Educational Fund, 1981, p. 22.

of the operation involved. It is unclear whether
or not programmable automation may give rise
to a need for further OSHA standards.

Human Factors

Programmable automation may change the
way job performance is evaluated in manufactur-
ing. The computer and communications capabil-
ities of programmable automation permit the re-
cording and monitoring in remote locations of
many aspects of equipment and system utilization,
such as the number of operations performed per
minute or per hour. Such monitoring would pro-
vide management with more information than
individual piece counts conducted at the end of
a day or week and other traditional measures of
performance. Although sophisticated monitoring
functions are not a necessary feature of program-
mable automation products, their possible use
may reduce worker discretion in performing tasks
and raise levels of stress among workers. Such
results have been observed where office automa-
tion has been implemented with sophisticated
monitoring features, such as tabulation of key-
stroke-per-minute rates.

18 On the other hand, if
programmable automation requires fewer workers
per machine, it may reduce the amount of direct
personal supervision required.

Many of the effects, both physical and psycho-
logical, of programmable automation on people
in the workplace will depend on the care and
thought that go into the basic design of automated
equipment and systems, and on whether the de-
signers are concerned about human factors issues.
Consideration of human factors involves first ana-
lyzing the roles people will play in a working envi-
ronment using programmable automation, and
then “examining such human factors engineering
issues as design, procedurization, and protec-
tion.” 19 Design engineers who do not work on the
shop floor or in other manufacturing settings may
not be sufficiently sensitive to the physiological

‘sJudith Gregory, Testimony for 9 to 5, National Association of
Working Women, Hearings, House Subcommittee on Education and
Labor of the Committee on Education and Labor, June 23, 1982,
p. 10.

I~H. MCI]vaine parsons and Greg P. Kearsley, “Human Factors
and Robotics: Current Status and Future Prospects, ” Human Re-
sources Research Organization, Alexandria, Va., prepared for U.S.
Army Human Engineering Laboratory, October 1981, p. 13.
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and psychological needs of the user. Whether or
not the user is involved in the design process may
determine to what extent the human needs of
manufacturing personnel will be translated into
equipment and systems designs.20

Although worker involvement in the design
process would seem logical on the surface, it may
also present a dilemma for manufacturing employ-
ees. While on the one hand their participation
could improve the consideration of human fac-
tors, it could also facilitate the design of equip-
ment that may eliminate jobs. This dilemma may
inhibit the full participation of many workers in
such activities as quality control circles and qual-
ity of working life programs.

Job Content

Programmable automation may affect job con-
tent in a number of ways and its impact on skill
requirements is likely to be highly variable. By
design, automated equipment and systems may
alter the skills required for certain aspects of the
production process, but the implications for spe-
cific jobs (e.g., in terms of the number and vari-
ety of tasks comprised) depend on how program-
mable automation is implemented. The impacts
of programmable automation on skill levels are
uncertain. While some jobs clearly will require a
higher level of skill, others may require a lesser
level, largely because much of the process-control
decisionmaking may be incorporated into com-
puter-controlled equipment and systems. It is
unclear at this time whether the effects on skill
levels are inherent in the programmable automa-
tion technology, or the extent to which innovative
use provides a choice. Whether programmable
automation will provide jobs that are more stimu-
lating and satisfying overall than those in tradi-
tional manufacturing environments is uncertain.
However, it is unlikely that all programmable
automation jobs will provide more challenge,
variety, and responsibility-nor does everyone re-
quire it.21 There will probably always be monoto-

2oFadem,  op. Cit., p. 51.
21Enc Tfist, ‘The Evolution of Socio-Technical  Systems: A COI’I-

ceptual Framework and an Action Research Program, ” Occasional
Paper No. 2, Ontario Quality of Working Life Center, June 1981,
p. 32.

nous jobs, and many workers accept this in return
for such other benefits as fair wages and job
security .22

Depending on how tasks are organized, pro-
grammable automation may allow an increase in
the variety of tasks a worker performs.

Therais also a close relation between the man-
ufacturing technology chosen and the organiza-
tion of work. However, technology is not the
single determinant, so there is no specific organi-
zation corresponding to the use of a CAD/CAM
system. Organizational philosophy has a pre-
dominant role, for example if one believes in
complementary specialization of skills or in
overlapping skills. The CAD/CAM may be a
loyal servant to any work organization, provided
that those who design and adapt the system know
what they want.23

A restructuring of work in which both technical
and human considerations are given equal treat-
ment could offset the negative effects of chang-
ing skill requirements that may arise where old
patterns of work organization persist.

Programmable automation may lead to chang-
ing roles and responsibilities at all levels, affect-
ing both the nature of jobs and the distribution
of power. The difficulties of reorganizing com-
panies are well recognized. For example, change
in the hierarchical structure (and thus control)
brought about by the introduction of new tech-
nology may meet with resistance from those who
might lose some authority .24 Consultants and
trade and professional associations concerned
with programmable automation have devoted
much attention to the management challenges of
successful use of programmable automation over
the past few years. Clearly, management plan-
ning, practices, and policies will be key factors
in how the introduction, implementation, and
operation of programmable automation affects
the overall working environment.

~ZSar  A. ~Vitan  and Clifford M. Johnson, t%?comi  T.~O14?~~5 on
Work (Kalamazoo, Mich.: W. E, Upjohn Institute for Employment
Research, 1982), p. 212.

23’The Promotion of Robotics and CAD/CAM in Sweden,” report
from the Computers and Electronics Commission, Ministry of Indus-
try (Sweden), 1981.

ZtRo~rt Schrank, Ten Thousand Working Days  (Cambridge,
Mass.: The MIT Press, 1978), p. 221.
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Chapter 3

Education, Training, and Retraining

INTRODUCTION
At various stages in U.S. history, changes in

workplace operations and procedures in all sec-
tors of the economy have resulted in changes in
education, training, and retraining requirements
for those employed or preparing for employment.
Changes in instructional requirements for manu-
facturing-related work have been particularly
dramatic. In some instances, they have been so
extensive and widespread that they have triggered
changes in the structures of institutions and
organizations engaged in the delivery of educa-
tion, training, and retraining services or the
emergence of new instructional providers. For ex-
ample, new production techniques introduced
during the Industrial Revolution had much to do
with the creation of a system of free public educa-
tion, since large-scale production and continued
industrial expansion required a literate work force
capable of functioning on production lines, super-
vising manufacturing operations, keeping admin-
istrative records, and performing other functions.
During this period, both industry and the labor
movement became involved in the design and im-
plementation of instructional programs to address
short-term and special needs they felt could not
be met either within a system of general instruc-
tion or through the public and private vocational
programs that were emerging.1

Another era of substantial industrial change
occurred in the 1960’s, when the aerospace/de-
fense industry underwent tremendous expansion
and mechanization as a result of a concern over
national defense and a national commitment to
manned space exploration. Under provisions of
the National Defense Education Act,2 an exam-
ple of legislation that led to the establishment of
national policy for certain forms of occupational

IFor additional information on the history of education and train-
ing in the United States, see Mormationa]  Technology and Its Im-
pact on American Education (Washington, D. C.: U.S. Congress,
Office of Technology Assessment, November 1982), OTA-CIT-187.

‘National Defense Education Act of 1958 (Public Law 85-864, Sept.
2, 1958); National Defense Education Act Amendments, 1964 (Public
Law 88-665).

instruction, U.S. educational institutions were
charged with coordinating efforts to prepare
thousands of individuals for careers in science,
engineering, and related fields. Training in these
fields was considered necessary in order to
develop the expertise and the technological base
essential to creating a strong system of national
defense and to meeting the challenges of space.
Rapid technological change in aerospace/defense
and other industries affected by these nationwide
efforts required the continued involvement of
business and labor in specialized instruction, to
ensure that skill levels advanced at the same rate
as applications of new machinery. However,
when national priorities changed, this cross-sector
commitment to linking advances in technology
with the upgrading of skills within aerospace/de-
fense and related industries disappeared. Since
that time, the development of the human resource
for these industries has been approached in more
parochial ways by business, labor, educators, and
government.

In these and other instances of changing educa-
tion and training requirements, three factors have
impeded the development of a coordinated, flex-
ible system for occupational instruction in the
United States. First, the absence of long-range,
public and private projections of skill require-
ments, particularly those that highlight changes
in skill levels and in core skill requirements within
occupations, has hindered the development and
delivery of instructional programs before indus-
trial demand reaches critical proportions. * For ex-
ample, the Electronic Industries Association re-
ports that within the software technology field,
certain highly specialized skills possessed by elec-
trical engineers and computer scientists are inter-
changeable. Although not captured in more for-

● There are those who would argue that establishment of a coor-
dinated, flexible system for occupational instruction in which pro-
jections of national as well as regional demand are taken into ac-
count is not the best approach and that actual rather than projected
demand within local labor markets should determine public and pr-
ivate sector human resource development activities.

31
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ma] projections, this interchangeability will affect
recruitment strategies and, in turn, supply within
both occupational groups. The net result may be
that current and projected shortages of computer
science graduates may also be seen in electrical
engineering and yet may not be reflected in for-
mal occupational projections. * Second, a history
of responding to changing industrial skills require-
ments as crises arise has perpetuated a fragmented
approach to education and training. Little or no
planning or coordination of efforts takes place
among traditional educators, business, labor, gov-
ernment, and others. Third, rapid technological
change has placed great strain on educators as
they attempt to adapt instruction to the require-
ments of new technology, while at the same time
they address other changes in instructional needs.

The application of programmable automation
in manufacturing operations has the potential to
trigger widespread changes in education and train-
ing requirements. Robots and other forms of pro-
grammable equipment and systems may change
the organization of the manufacturing process, the
character of the production line, the occupational
mix, and the human-machine relationship. The
utilization of programmable automation, depend-
ing on its impact on employment levels within
specific occupations, may also necessitate the
retraining of individuals for occupations in other
sectors.

This section of the technical memorandum ex-
amines the changing role of education, training,
and retraining in the United States; describes how
industry and labor engage in instructional services
delivery; presents some current views held by rep-
resentatives of industry, labor, and the educa-
tional community concerning changes in instruc-
tional requirements and providers; and outlines
selected critical issues for those engaged in instruc-
tional design and delivery, in light of possible
widespread use of programmable automation.
This picture of education, training, and retrain-

“Alternatively, it could be argued that electrical engineers, given
an adequate supply, could be recruited to fill computer science jobs
and eliminate projected shortages for that occupational group, but
not in ways that could be foreseen by current methods of formal
projection. In addition, recruitment for computer science jobs from
the ranks of individuals with liberal arts training such as music and
foreign languages, a practice that has proven quite successful, is not
captured in formal projections of demand for those disciplines.

ing, when viewed in light of present and future
trends in the labor market, should facilitate the
identification of new opportunities, problems, and
issues in education and training policy.**

Changing Role of Education,
Training, and Retraining

Formal instruction has always been viewed as
an important part of the human development
process in the United States. Since the colonial
period, a variety of institutions and organizations
have been established to deliver education and/or
training services to the general public or to special
segments of the population. Some of these institu-
tions and organizations consider the provision of
instructional services their primary mission;
others, such as corporations and labor unions,
view education and/or training as one of a num-
ber of activities in which they are engaged. The
recent OTA study, Informational Technology and
Its Impact on American Education, found that
today, instructional services are available from
an even wider variety of sources, including elec-
tronic-based services delivered directly to the
home.3

As U.S. economic and social conditions have
changed over the years, the role of education and
training in the lives of all citizens has changed as
well. Formal instruction was once viewed as a lux-
ury that was unavailable to a large percentage of
the population. Then, after a system for public
education was established, the role of instruction
became the initial preparation of young people
to assume responsibilities as productive numbers
of society. In the 1980’s, instruction has come to

● *A number of investigations are now underway in the private
sector that could considerably improve the understanding of chang-
ing education, training, and retraining requirements in general and
requirements related to the utilization of programmable automa-
tion in manufacturing in particular. One such effort is a survey of
education and training representatives in 1,000 corporations, con-
ducted by TrainingMagazine, designed to identify current instruc-
tional needs and in-house program content. A second survey, ini-
tiated by the Society of Manufacturing Engineers (SME), has been
designed to elicit from a sample of the SME membership, as well
as from selected educators, views on instructional requirements that
may stem from the application of computer-aided design (CAD) and
computer-aided manufacturing (CAM). Knowledge derived from
these investigations and others in progress will be incorporated into
the final report.

31nformational  Technology and Its Impact on American Educa-
tion, op. cit.
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be seen as a lifelong process that enables in-
dividuals of all ages to cope with economic and
social change.

Questions concerning who receives instruction,
who determines the content, who provides the in-
struction, what modes of delivery are utilized,
how much instruction costs, and who pays for
it have received considerable discussion through-
out modem U.S. history and have served to shape
national education and training policy. Education
and training for work and who should provide
them have been controversial subjects since the
Industrial Revolution.

Participation in Instructional Programs

Due to a variety of forces, including the ac-
celerating rate of technological change and growth
in foreign trade, some workers, especially those
in manufacturing environments, are finding that
their skills are not adequate either to continue to
perform their current jobs or, if they are displaced,
to secure new jobs. Others may find that they are
overskilled for their positions, due to the introduc-
tion of computer-based equipment and systems
as well as other workplace changes. Changes in
skill requirements and skill levels are affecting all
manufacturing occupations, from the production
line worker to the professional engineer. In
response, many individuals are seeking additional
training in order to keep pace with technological
and economic change, although it is unclear from
available data which occupational groups they
may represent and whether they are predominant-
ly white- or blue-collar. The relative quality of
the instruction, and therefore its usefulness, is also
difficult to determine from the available data. The
Current Population Survey’s Special Survey of
Participation in Adult Education revealed that
over 21 million persons 17 years old and over,
or some 13 percent of the adult U.S. population,
participated in adult education programs in 1981.
An analysis of enrollments in 37,381 courses re-
vealed that approximately 60 percent had par-
ticipated for job-related reasons. In 9,260 cases,
courses were provided by employers; in another
12,287 cases, employers paid enrollment fees for
courses delivered outside the company. Profes-
sional and technical workers comprised the largest
percentage of those enrolled—some 30 percent

98-951 0 - 83 - 6

(there is no distinction made in the survey as to
whether respondents are salaried or hourly em-
ployees). About 54 percent of the participants
were under 35 years of age; 12 percent were over
55.4

Industry and Labor as
Instructional Providers

Since the mid-19th century, both business and
the labor movement have contributed to or par-
ticipated in the design and delivery of instructional
programs. Formal, in-house instruction is more
common in larger business and labor organi-
zations. At present business and labor both spon-
sor a variety of employee education and training
activities, such as secondary-level remedial
courses, traditional apprenticeships, and postsec-
ondary degree and nondegree programs.

The American Society for Training and Devel-
opment estimates that U.S. industry now spends
approximately $40 billion annually on education
and training programs for employees. The esti-
mate excludes instructor fees or other adminis-
trative costs, such as equipment and enrollee
travel expenses. Although rather dated, the results
of a study of corporate-based training and educa-
tion conducted by the Conference Board in 1974-
75 indicated that in 1973-74, 75 percent of the 610
firms responding provided some in-house courses,
89 percent had tuition aid or refund programs,
and 74 percent sponsored the enrollment of
selected employees, usually managers and profes-
sionals, in courses offered outside the company
during working hours. * The Conference Board
estimated that in firms with 500 or more employ-
ees, with a combined employee base of 32 million,
about 3.7 million, or 11 percent, were enrolled
in in-house courses during working hours and
another 2 percent (or 700,000) were enrolled dur-
ing nonworking hours. Participation was more
common for salaried than for hourly employees.
The survey also showed that firms with less than
1,000 employees relied more on hiring trained in-
dividuals and on informal, on-the-job training.’

“’Participation in Adult Education, May 1981, ” National Center
for Education Statistics Early  Release, June 1982.

*Roughly 1.3 million employees in responding companies were
taking advantage of tuition assistance programs.

‘Seymour Lusterrnan,  Education in Industry (New York: The Con-
ference Board, Inc., 1977), pp. 11-12.
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This finding is consistent with other evidence that
firms with up to 500 employees depend on infor-
mal, on-the-job training for all types of staff, since
formal instruction programs are often too expen-
sive for businesses of this size. b

Labor unions and labor organizations are also
active sponsors and providers of employee educa-
tion and training. Historically, unions have pro-
moted liberal arts education in addition to more
narrowly focused occupational education. Labor
unions and labor organizations have been a strong
force in shaping the popular view of education
as the key to social and economic advancement.7

Like some companies, unions sponsor 2- and
4-year degree programs at community colleges,
colleges and universities, as well as single courses
in labor studies. Unions also cosponsor appren-
ticeship programs with industry, providing spe-
cialized training in a skilled trade, craft or occupa-
tion at the worksite, and on-the-job instruction.

According to Bureau of Labor Statistics (BLS)
figures, at the close of 1979 there were 323,866
persons enrolled in apprenticeship programs. Un-
published BLS estimates of apprenticeship enroll-
ments are 320,000 persons in 1980, 316,000 in
1981, and 287,000 in 1982. While the drop in en-
rollment reflects reduced public and private fund-
ing levels, unions report there is no evidence to
suggest that interest in apprenticeship has de-
clined. Reductions in U.S. Employment and
Training Administration apprenticeship and
preapprenticeship grants to individual labor
unions, labor organizations such as the AFL-CIO’s
Human Resources Development Institute, and
community-based organizations such as the Na-
tional Urban League, have diminished recruitment
for and enrollment in apprenticeships. Deteriorat-
ing economic conditions within industries pro-
viding apprenticeship opportunities may be
another factor in declining enrollments.

Manufacturing-Related Instruction

Management and labor have been the major
providers of employee instruction beyond initial

bInterview with Jerome Pelaquin,  Chairman, Technical and Skills
Training Special Interest Group, American Society for Training and
Development, July 1982.

‘Paul E. Barton, Workhk Transitions: The Adult Learning Con-
nection (New York: McGraw-Hill, 1982), ch. 7.

occupational preparation, since public sponsor-
ship of training and retraining of noneconomically
disadvantaged adults has been limited. The extent
to which individuals working in manufacturing
participate in education, training, and retraining
programs offered by industry, labor unions, or
other private or public providers is unknown.
However, within corporate-based instruction as
a whole, fewer courses are designed specifically
for production line workers (excluding apprentice-
ship) than any other occupational group. Train-
ing industry representatives suggest that corporate
instructional efforts have not previously concen-
trated on technical training other than in programs
provided for engineering or data processing per-
sonnel. * This situation may change as U.S. manu-
facturing firms become familiar with new design
and production technologies.

Another reason that technical and skills train-
ing do not receive more emphasis in corporate-
based instructional programs may be their relative
complexity, which requires demonstration of skill
as well as knowledge transfer. This implies that
technical courses and programs must emphasize
hands-on practice and include a performance test
to ensure mastery of skills.8 Technical and skills
training also require instructors with an under-
standing of current manufacturing processes as
well as in-depth knowledge of the subject mat-
ter. These requirements result in high costs for
establishing and maintaining an instructional pro-
gram. In nonunion facilities, work-related instruc-
tion may depend on the advantages companies
see in providing continuing education experiences
in-house or through tuition reimbursement plans.

Different views exist as to how much emphasis
unions place on instruction beyond apprentice-
ship. Some suggest that such instruction has
heretofore not been a great concern of union
members who therefore have addressed it in labor-
management agreements in only a general way,
through tuition reimbursement provisions. How-

“Technical training is the term commonly used to describe work-
related instruction for individuals who perform technical procedures
or who work in environments where technologies have been applied.

‘Stanley J. Holden, “Business, Industry and Labor: Linkages Be-
tween Training and Employment,” in -lob Training for Youth  Robert
E. Taylor, Howard Rosen, Frank C. Pratzner  (eds.) (Columbus,
Ohio: The National Center for Research in Vocational Education,
The Ohio State University, 1982), p. 360.
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ever, since the late 1960’s, layoffs in auto, steel, future emphasis on education and training benefits
and other industries have given rise to agreements in labor-management agreements.9

featuring education and training benefits. One in-
dicator of expanded worklife learning may be ‘Barton, op. cit., pp. 125-126.

TECHNOLOGY AND MANUFACTURING: CHANGES IN
INSTRUCTIONAL REQUIREMENTS

Discussions of the impacts of automation on
education and training for the American worker
are hardly new. The National Commission on
Technology, Automation, and Economic Prog-
ress (hereafter “Automation Commission”), in its
1966 report, noted shifts in skill requirements oc-
curring during that decade.l0 The report cites rap-
idly increasing employment levels of the highly
skilled, as manifested in a technical work force
that had grown from 6.6 percent of the total in
1947 to 12.2 percent of the total in 1964, and sig-
nificant shifts during the same period from manual
to white-collar work. The Commission report
notes the trend toward more formal schooling,
particularly higher education, as well as the grow-
ing education gap between the skilled and the un-
skilled. The Commission observed:

The encouragement of an adaptable labor force
fostered through education and training is second
in importance only to the provision of adequate
employment opportunities in the facilitation of
adjustment to technological and other change . . .
We wish to emphasize at the onset that we regard
the goals of education as far transcending eco-
nomic objectives. These goals go beyond eco-
nomic progress to the development of individuals
as persons and as responsible citizens. A clear
division of education into its “economic” and
“noneconomic” aspects is impossible . . . From
the purely economic point of view, education has
three principal effects: I) it can increase the ver-
satility y and adaptability of people with respect to
change; 2) it can open up increasing opportunity
to persons who might otherwise have difficulty
in finding and holding employment; and 3) it can
increase the productivity of workers at any level
of skill or ability. Though education is much more
than a means of economic progress, it is a decisive

IOTw~o]oa  and the Amerjcan  E20nomy: Report of the National
Commission on Technology, Automation and E20nomic  Progress,
vol. 1, February 1966.

factor in the economic advancement of any coun-
try.11

Commission members acknowledged growth in
corporate-based employee instructional programs,
and they considered widespread basic skills defi-
ciencies an impediment to future economic
growth. Among their recommendations were:

●

●

●

●

●

provision of quality compensatory education
to all who need it;
improvement of “quality and quantity” of
primary and secondary education, especial-
ly in economically depressed areas, in order
to achieve equity of access and equity of
opportunity;
universal high school graduation;
deferral of vocational training until after high
school, to ensure that individuals receive a
general education to prepare them for subse-
quent occupational education and to instill
an appreciation for education as a continu-
ing process” . . . indispensable for continued
adaptability in a changing world . . . ;“
availability of education, training, and
retraining to individuals throughout their
lives.

The Commission also proposed a nationwide sys-
tem of public education lasting 14 years with
direct links between high school curricula and
those of community colleges and technical schools
designed to prepare individuals for technical and
paraprofessional careers.l2

Education, Training, and
Economic Growth

The concerns of the Automation Commission
have reemerged in various forms. While the

“Ibid.
121bid,  pp. 4s-47.
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Automation Commission’s report focused on the
role of education and training as a complement
to technological change in stimulating national
economic development, more recent studies focus
on education and training and new technology as
factors in regional, State, and local economic
growth. A 1982 study published by the Northeast-
Midwest Institute cites basic skills deficiencies as
a critical problem already depressing economic
growth rates in the Northeast and Midwest and
threatening U.S. participation in international
markets. That study recommends a unified policy
for training, retraining, and skills upgrading for
all workers.13

Other observations on the relationship between
education, training, and economic growth are
being made on the State level, as public and
private groups explore the relationship of human
resource development and continued economic
advancement in their respective geographic areas.
A Connecticut Business and Industry Association
study has found that an appropriately trained
work force is the strongest influence on location
decisions of advanced technology companies and
is critical to expanding that State’s electronic
economy. That study recommends: 1) diverting
resources within Connecticut education institu-
tions to programs that graduate individuals qual-
ified to enter high technology industries, as well
as 2) publicizing existing, in-State continuing
education programs for working, corporate-based
professionals.14 Another study, conducted for the
New York State Science and Technology Founda-
tion, found that universities could participate in
State economic development through cooperative
university/industrial education programs, coop-
erative university/industry research and develop-
ment programs and improved responsiveness to
unique industry needs.15

In a series of recent papers on higher education
and technological innovation, the New England

IJPat  Choate,  ~e~OO@  the  American Work Force TOwarda  ~a-
tional  Training Strategy (Washington, D. C.: Northeast-Midwest In-
stitute, July 1982).

14An~  Wingate and H. Craig  Leroy, E@h Techology  ~dustries
and Future Jobs  in Comecticut (Business and Industry Association,
December 1981), p. 10.

15 Special Report V: The Higher Education System in New York
and Its Potential Role in Economic Llwelopment,  prepared for New
York State Science and Technology Foundation by BattelIe-
Columbus Division, April 1982.

Board of Higher Education responded to charges
of unresponsiveness made by business leaders and
others concerned about changes in occupational
supply and demand by redefining the problem as
a need on the part of educators for:

. . . hard numbers on the regional supply of
trained personnel, and correspondingly, projec-
tions of demand based on reasonably firm busi-
ness plans . . . , a clearly assumed responsibility y
for the regular collection of such statistics and for
the underwriting of expenses associated with con-
tinuing projects of this nature, (and) an organiza-
tional structure whose mission is to gain consen-
sus from leaders of the business, education and
governmental communities on the regional
needs . . . and on the appropriate goals and
strategies by which they can be attained. Plans
for implementation would, ideally, include a clear
demarcation between short- and long-term
issues .16

Technological Literacy

It is possible that the United States is entering
an era in which the potential for mechanization
in the factory and the office will dramatically alter
work force skill requirements. This will require
employees and individuals preparing to enter the
job market to enhance skills and/or to develop
new ones. The OTA study, Informational Tech-
nology and Its Impact on American Education,
found that in order to function as citizens in an
information-based society that is driven in large
part by technological innovation, individuals
must have knowledge of the computer as a tool
for managing and providing access to massive
amounts of information. This need to understand
the applications of computer technology has re-
sulted in a modified definition of basic literacy
that includes familiarity with the computer.
“Technological literacy” is now a common term
used to describe a level of understanding of tech-
nology in its various forms that goes beyond a
familiarity with the computer. Experts suggest that
technological literacy will soon be required of all
members of the work force, as broader and more
extensive applications of information technology
are made in offices and plants. Widespread tech-

1“’Engineering  and Technological Education in New England—
Part II: Alternatives for the Eighties,” issues in Planning and Policy-
making, December 1981.
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nological literacy may be hard to achieve, how-
ever, since about one-fifth of the U.S. population
has yet to master the basic skills of reading, writ-
ing, and arithmetic.17

Industry representatives have expressed grow-
ing disillusionment with the lack of employabili-
ty skills in entry-level workers with educational
preparation through the graduate level. They de-
fine employability as an individual’s understand-
ing of the basic rules of the workplace, including
the need to report for work, to arrive on time,
to stay with a job for a reasonable period, and
to demonstrate competence in the basic skills. This
has led many companies to increase their involve-
ment in education on the local and even national
levels and to establish more in-house corporate
education and training systems.18 Labor unions
and labor organizations have also been vocal in
their concerns about basic skills deficiencies in

“’’Ahead: A Nation of Illiterates?” U.S. News and WorldReport,
May 17, 1982; National Center for Education Statistics.

18Jam=  Campbe]],  “Emp]oyers  Expect the Best, ” reprinted from
Vocational Education Journal of the American Vocational Associa-
tion,  vol. 55, No. 8, October 1981.

NEW TYPES OF INSTRUCTIONAL
As a result of research performed to date, OTA

has identified several instructional programs to
prepare individuals to function in computer-auto-
mated manufacturing environments. It is too early
to say whether or not the establishment of these
programs constitutes the beginning of a trend, or
to make qualitative evaluations, but the existence
of these programs does indicate that some busi-
ness, labor, and government representatives are
aware of a skills gap in manufacturing firms where
programmable automation has already been ap-
plied. It is important to note, however, that these
programs are scattered; by no means do they con-
stitute a coordinated attempt by the public and
private sectors to address the problem of a poten-
tial widespread skills gap. At this stage in the in-
vestigation, it appears that the evolution of these
and similar programs is occurring in traditional,
uneven fashion, and that the capacities of educa-
tional institutions and other instructional pro-
viders would fall severely short of the potential

those seeking apprenticeships. One union educa-
tional representative has found weak communica-
tions and reasoning skills common among trainees
today. Many union locals establish close work-
ing relationships with school districts to improve
basic skills, while national and international labor
organizations address these problems by work-
ing with national education groups.

Although many elementary and secondary
schools, both public and private, are placing
renewed emphasis on basic skills development,
and many adult education programs offer re-
medial courses in math, reading, and writing,
these programs reach only some of the individuals
who need this type of instruction. In addition,
public school systems are hampered in modify-
ing and strengthening curricula as a result of lower
levels of Federal funding and reduced State and
local tax revenues in many areas. These condi-
tions complicate the process of developing strong
basic skills and technological literacy among those
preparing for entry into, and those already in, the
work force.

PROGRAMS
demand for skills development and upgrading that
may be associated with the widespread adoption
of programmable automation.

Secondary-Level Programs

Since the establishment of a public education
system, local school districts have attempted to
develop secondary-level programs that achieve
two distinct ends: 1) the preparation of some in-
dividuals for direct entry into the work force im-
mediately after graduation; and 2) the prepara-
tion of others planning to enter college who re-
quire a strong foundation of knowledge on which
to base more advanced instruction. Since lifelong
learning is likely to become necessary for all mem-
bers of the labor force, these objectives are be-
coming blurred. For example, in some high
schools serving areas where programmable auto-
mation is now being produced or used in manu-
facturing, there are indications that students not
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going on to college are receiving more attention
than in the past, and that career exploration for
high technology careers is recognized as impor-
tant for all students, regardless of their postgrad-
uation plans.

The State of Michigan, due to its economic de-
pendence on auto and truck manufacturing, has
been hit hard by massive layoffs over the past few
years. With high unemployment among manufac-
turing workers in the region, some local high
schools in southeastern Michigan have been look-
ing for new career opportunities for which they
can begin to prepare their students.

Several Michigan school systems, including
Oakland County, have added introductory robot-
ics courses to their curricula. These courses give
students an opportunity to learn first-hand about
robotics technology and to explore career oppor-
tunities within this manufacturing-related field.
Students learn to operate simple, tabletop, elec-
tric robots, which are provided to the school
systems by local robot manufacturers, or build
their own robots. In some cases, courses include
site visits to local auto manufacturing plants to
observe robot applications in welding and paint-
ing. There are no prerequisites for juniors and
seniors who wish to enroll. It is important to note
that these courses do not purport to develop
entry-level job skills in students, but are offered
simply as an opportunity to develop some meas-
ure of career awareness in high technology. Also,
there are no formal placement services provided
and at present no links to more advanced robotics
technology instruction.

An experiment is underway in Oakland Coun-
ty, where segments of a successful summer high
school robotics course have been incorporated
into the curricula of several regional vocational-
technical centers. Courses offered through these
centers are open to high school students as well
as adults who wish to explore interests and career
options in the field of robotics.

Retraining for Skilled and
Semiskilled Occupations

Unions and others concerned about the poten-
tial social impacts of the use of programmable
automation have been active in promoting the

need for retraining programs for skilled and semi-
skilled occupations. They regard education and
training as tools for strengthening the job security
of and alternative job opportunities for their mem-
bers. Through collective bargaining and other
means, unions are looking for ways to influence
who is trained and what is taught in retraining
programs. In particular, unions are looking at
ways to have more control over in-plant train-
ing to upgrade skills and to modify standard tui-
tion refund programs to provide members with
more opportunities to participate in education and
training programs outside the workplace .19 This
position is in keeping with provisions included in
selected agreements of the 1960’s, when earlier
forms of manufacturing automation were applied
in steel, electronics, and aerospace firms.20

The United Auto Workers (UAW) and the In-
ternational Association of Machinists (IAM) are
among the most active unions in promoting tech-
nology-related education, training, and retrain-
ing opportunities for their respective member-
ships. Within 1982 agreements UAW reached with
Ford Motor Co., General Motors, and Interna-
tional Harvester, there are provisions for train-
ing and retraining programs for current employees
as well as those laid off. In addition, each con-
tract calls for the establishment of a joint union-
management employee development and training
committee through which special instructional as-
sistance will be provided to members who are dis-
placed by new technologies, new techniques of
production and “ . . . shifts in customer pref-
erence. ” Employees—both skilled and semiskilled
—are covered under other provisions of the agree-
ments. They are eligible to participate in upgrade
training designed to sharpen job skills and to pro-
vide updates on the state of the art of technology
being utilized in their plants.21 22 23

“’’Retraining: The Need for Flexibility,” in Silicon, Satellites and
Robots: The Impacts of Technological Change on the Workplace
(Washington, D. C.: Department for Professional Employees, AFL-
CIO,  1979), pp. 44-45!

20S= Rwent C’o]]=tive  Bargaining and Technological change

(Washington, D. C.: U.S. Department of Labor, Bureau of Labor
Statistics, March 1964), BLS Report No. 266.

‘]’’Programs Set Up for Training and Retraining,” UAW-GM Re-
port, March 1982, p. 11.

22’’T’raining,  Retraining Plan to Cover Ford Workers,” UAW-Ford
Report, February 1982, p. 7.

Z3CJA  w-~temationa]  Mw-vester:  Highlights of the New Agree
ment-1982-1984  (Detroit, Mich.: UAW Agricultural Implement De-
partment, April 1982).
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The Ford agreement called for the establishment
of a National Development and Training Center,
where staff on loan from the union and the com-
pany will promote training, retraining, and other
skills development opportunities for current and
displaced workers. * Two projects were launched
by the Center in August 1982: a National Voca-
tional Retraining Assistance Plan, which provides
prepaid financial assistance of up to $1,000 per
year to workers on layoff who wish to undertake
self-directed, formal education or retraining; and
Targeted Vocational Retraining Projects, highly
specialized retraining activities designed to
develop skills for use in new or existing occupa-
tions in which there are documented worker short-
ages. The Vocational Retraining Projects would
be limited to geographic areas where established
educational institutions and vocational training
programs are not already providing such instruc-
tional opportunities. The Center also hopes to
stimulate similar, publicly funded efforts in areas
of the country where Ford workers are on layoff
and might be eligible to participate.24

IAM initiated in the 1950’s an annual electronics
industry conference, known since 1968 as the Elec-
tronics and New Technology Conference, during
which national staff and representatives of IAM
union locals discuss issues that arise from the use
of manufacturing technologies. In 1960, IAM
began the practice of preparing a manual of model
contract language that included provisions for use
in dealing with in-plant technological change.
1AM model contract language on training benefits
calls for instruction during working hours at com-
pany expense and at prevailing wage rates. It also
states that senior employees should have first
claim on training opportunities and suggests that
management should be required to train employ-
ees for jobs not necessarily associated with new
technology, in cases where “ . . . either the new
technology requires substantially fewer workers
or present employees are not capable of successful

● The Center, temporarily located at Ford World Headquarters
in Dearborn, Mich., will move to its permanent headquarters at
Henry Ford Community College (Dearborn) in 1983.

“’’National Vocational Retraining Assistance Plan and Other Proj-
ects for Certain Employees on Layoff, ” UAW-%d  Emp)oyee De
velopment  and Training Program Bulletin, Aug. 20, 1982.

retraining. “25 At an IAM-sponsored Scientists and
Engineers Conference, held in the union’s Placid
Harbor Training Center in June 1982, members
expressed concern that training and retraining pro-
visions in contracts address instructional pro-
cedures as well as content.

Retraining the Displaced

A comprehensive review of documentation rep-
resenting over 20 years of plant-closing experience
revealed that retraining programs are of greater
benefit to displaced workers who are younger,
have slightly more formal education, and have
achieved some level of financial security. Even
among displaced individuals who possessed these
characteristics, only about 15 percent participated
in retraining, due to inadequate financial assist-
ance during the training period.26 These findings
suggest that some new approaches to retraining
the displaced should be developed that increase
the utility of instruction and its availability to
workers of all ages, with varying amounts of for-
mal education and different degrees of financial
security.

Although the public perception is that industry
is one of the chief sources of sponsorship for re-
training of displaced workers, in the past it has
sponsored few retraining efforts. In some cases,
the communities surrounding plants lacked alter-
native career opportunities for which instruction
could be provided; in others, workers expected
to be called back to their old jobs and resisted tak-
ing advantage of instructional and placement op-
portunities; in still other cases, economic condi-
tions that led a company to close a plant made
the cost of retraining prohibitive. Although
retraining activities authorized under the Com-
prehensive Employment and Training Act (CETA)
and the Trade Readjustment Assistance Act (TRA)

ZSL=lie E. Nu]ty, “Ca~ Studies  of IAM Local Experiences With
the Introduction of New Technologies, ” in Labor and Technology:
Union Responses to Changing Environments (University Park, Pa.:
Department of Labor Studies, Pennsylvania State University, 1982),
pp. 115-139,

26J eame p. Gordus, paul Jarley, and Louis A. Ferman,  r~n~ C]os-
ings and Economic Dislocation (Kalamazoo, Mich.: W. E. Upjohn
Institute for Employment Research, 1981).
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have been criticized, these Federal programs repre-
sent the majority of resources that have been uti-
lized to prepare displaced workers for new ca-
reers. *

Two recent examples of retraining efforts
funded under CETA illustrate the potential for
retraining some of the displaced for new, tech-
nology-related occupations. The first, a pilot proj-
ect made possible through a $300,000 Department
of Labor discretionary grant to UAW, is designed
to retrain 400 displaced auto workers for occupa-
tions in demand within the aerospace/defense in-
dustry. The first phase of the project, an assess-
ment of the potential for skills transfer from jobs
performed within the auto industry to the new
positions within aerospace/defense, has already
been completed. Other products of the grant in-
clude two retraining programs, which will be de-
veloped by combining components of existing re-
training packages. 27 Although the project does not

train individuals solely for technology-related
positions, a UAW spokesperson indicated that
many of the new aerospace jobs involve working
with automated equipment and therefore related
skills requirements will be addressed in the retrain-
ing packages to be developed. Implementation of
the training process now awaits Federal funding
or sponsorship by the aerospace/defense industry.
A second CETA-funded project, initiated by the
Warren County, Mich., prime sponsor, is a 40-
week robotic technician program, which qualifies
18 displaced auto workers, machinists, and others
who completed the course to assume new careers
within the auto industry, in local robotics firms,
or in other companies using robots.**

*The recently enacted Job Training Partnership Act, which re-
places CETA, authorizes the expenditure of Federal funds for em-
ployment and training of dislocated workers. CETA will operate
during fiscal year 1983 at a $2.8 billion funding level, while pro-
grams authorized under the Training Partnership Act are established
(tiployment  and Training Reporter, Nov. 19, 1982).

“’’Assessment of the Reemployment Opportunities for Unem-
ployed Automobile Workers in the Aerospace/Defense Industry,”
proposal prepared for the U.S. Department of Labor by the United
Auto Workers, 1982.

● *As stipulated in Public Law 95-524, CETA amendments of 1978,
a prime sponsor may be” . . . a State; a unit of general local gover-
nment which has a population of 100,000 or more . . . ; a consor-
tium of units of general local government . . . ; . . . program grant-
ees serving rural areas having a high level of unemployment . . . ;
and any unit of general local government previously designated as
a prime sponsor under the provisions of this Act . . . , regardless
of population decline. ”

Instruction for Technician= Level
Occupations

Although technicians emerged as an occupa-
tional group within the field of engineering in the
1920’s, the availability and application of tech-
nology in manufacturing has increased the de-
mand for and the popularity of this occupation.
Technicians who are trained in the use of com-
puter-aided drafting systems are now in great de-
mand within aerospace and other industries.28

Technician instruction is typically a 2-year
associate degree program, although other, more
concentrated approaches to program delivery are
becoming more common, such as the one initiated
in Warren County, Mich. The electromechanical
technician curriculum, which combines two for-
merly distinct engineering specialties, is viewed
by some educators and industry representatives
as an excellent foundation for careers that require
knowledge of programmable automation.

Community colleges in various areas of the
country are currently offering electromechanical
technician programs, sometimes called robotics
technician programs by the institutions in order
to capitalize on general public awareness of this
form of programmable automation. The State of
Georgia began offering an electromechanical cur-
riculum in its community colleges in 1982. Several
community colleges in Michigan have offered elec-
tromechanical programs for the past few years.
In general, curricula are designed to prepare
enrollees to perform installation, maintenance,
repair, and programing functions. At present,
however, no standardized performance criteria
exist for electromechanical technicians, so the con-
tent and emphasis of these programs vary con-
siderably.

Engineering Education

The utilization of programmable automation
has had an observable effect on initial and con-
tinuing education for engineers. CAD, which en-
ables faster design and analysis, is now common
in the aerospace and auto industries. Selected
engineering schools are working with industry to

“’’The Engineering of a Revolution: Computer Now Designer’s
Tool,” The Atlanta Constitution, Oct. 24, 1982.
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add CAD instruction to their curricula. Boeing
Commercial Airplane Co. in Seattle, Wash., has
established at the request of local universities (e.g.,
Washington State) CAD laboratories adjacent to
engineering school campuses. These labs provide
students with opportunities to work with Boeing
aircraft data bases when they are not being utilized
by Boeing personnel. The program is voluntary,
but students receive university credit for par-
ticipating.

On the national level, a 1981 grant from the
National Science Foundation’s Directorate for

Science and Engineering Education (now the
Office for Science and Engineering Education)
established the College CAD/CAM Consortium
as a nonprofit group dedicated to the development
of CAD/CAM curriculum and the improvement
of CAD/CAM instruction. Twelve engineering
schools, including Carnegie-Mellon University
and Rensselaer Polytechnic Institute, were found-
ing members.29

29?7w  College CAD/CM Consortium: An Overview (Cluwlottes-
ville, Va.: University of Virginia, School of Engineering and Ap-
plied Science, January 1981).

SURVEY OF CURRENT VIEWS OF EDUCATION, TRAINING,
AND RETRAINING REQUIREMENTS

There has been little or no information gathered
on how representatives of the key groups involved
in or affected by the manufacturing automation
process—producers of the equipment and sys-
tems; users of the equipment and systems; and
various groups in the work force—view the poten-
tial retooling of the operations with which they
are associated. In addition, no national readings
have been taken of current views held by these
groups on education, training, and retraining re-
quirements associated with the use of program-
mable automation. In order to supplement avail-
able information of this type, and in so doing get
a better sense of the climate in which automation
is occurring, OTA commissioned structured tele-
phone interviews with a sample of representatives
of firms within the electric and electronics equip-
ment, industrial machinery, and transportation
equipment industries (industries in which firms
are especially likely to use programmable automa-
tion). OTA also contacted producers of program-
mable automation equipment and systems, as well
as educators and others familiar with the instruc-
tional design process. A total of 506 interviews
were completed in July and August 1982. * In this
section of the technical memorandum, a summary
of selected survey findings is presented. A descrip-

*The term users refers to firms applying programmable automa-
tion; the term producers refers to firms producing programmable
automation; and the term others refers to educators and others in-
volved with education and training.

tion of the survey methodology and sample size
are included in appendix A.

Education and Training:
Users and Producers

The survey found that 40 percent of the repre-
sentative manufacturing plants contacted utilized
some form of programmable automation, and of
this number, only 22 percent sponsored or con-
ducted education and training for new technol-
ogy. Among plants currently not offering educa-
tion and training of this type, only 18 percent in-
dicated any plans to implement programs in the
future. Low benefits relative to costs was by far
most commonly cited by user firm representatives
as a barrier to the establishment of instructional
programs for new technology. The low levels of
current and anticipated direct involvement in ed-
ucation and training for new technology is par-
ticularly notable in light of the nearly unanimous
view expressed by users, producers, and others
that the users should bear the costs for new tech-
nology instruction. This seems to indicate that
while users may be willing to pay for instruction
delivered by vendors, educational institutions,
and others, few are planning to establish their
own, in-house programs. Another possible inter-
pretation of the low levels of in-house instruction
among users might be that changes brought about
through the utilization of programmable automa-

98-951 0 - 83 - 7
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tion thus far have not been sufficient to warrant
the establishment of formal instructional systems.

Instruction Available Through Producers

In contrast to the low proportion of users who
sponsored and conducted education and training
for new technology, a very high proportion of
producers (93 percent) provide such instruction
for their customers. Manufacturers within the in-
dustry groups polled appeared to depend on pro-
ducers for design and delivery of new technol-
ogy-related instruction. Results indicate that ven-
dors or producers of programmable automation
equipment were more heavily used for instruction
than were training industry/management consult-
ants, traditional educational institutions, proprie-
tary schools, unions, and government-sponsored
instructional programs such as CETA.

The nature and scope of instruction currently
offered by producers, however, seems to be quite
limited. Over 80 percent provide only single
courses, and few provide series of courses. Fur-
thermore, only about one-third of the producers
felt that vendors or manufacturers of computer-
automated equipment and systems were currently
ready to provide the necessary education and
training. One can speculate that the producers
who work closely with new technology under-
stand the education and training implications of
implementing their technology, but are currently
only providing part of what they consider is re-
quired. Producers may be providing limited serv-
ices for a variety of other reasons, including cost
factors, customer demand, and their views of the
responsibilities of other institutions (particularly
users) in providing additional training.

Occupational Coverage and
Content Coverage

Both users and producers reported generally
broad occupational coverage in the instructional
programs on new technology that they provided,
although there was considerable variation in the
extent to which occupations were covered. The
majority of both users and producers sponsored
or conducted programs for various types of shop-
floor staff (e.g., assemblers, handlers, loaders,
equipment operators), repair and maintenance

staff, engineers, programmers, and supervisors or
managers. Apparently, the impact of program-
mable automation on a wide array of occupations
is recognized by industry.

Broad occupational coverage was not accom-
panied by breadth in instructional content. The
primary content of current education and train-
ing programs appears to reflect traditional topics
addressed in technical training; e.g., machine
operation, safety procedures, and maintenance.
Current instructional programs focus least on the
basic skills—reading, writing, and arithmetic—
and basic physical science. The survey results sug-
gest that manufacturers assume that these needs
should be met in ways other than in instructional
programs they devise.

Government Role in New
Technology Instruction

Survey results show a lack of receptivity to
government involvement in instruction for new
technology by both users and producers. As noted
earlier, government-sponsored instructional sys-
tems such as CETA were generally considered not
ready to provide such training and were not ex-
pected to become ready within 10 years. When
asked about possible sources of funding for educa-
tion and training for new technology, only about
half of the respondents in both groups indicated
that Federal or State and local government fund-
ing was desirable, while funding from all other
sources, particularly private sector user industries
and foundations, was endorsed by at least three
quarters of the respondents. In contrast, a great
majority of the others (the group that included
educators and Federal and State officials) endorsed
government as a funding source. *

● It is not clear whether these responses reflect popular political
views, attitudes toward government intervention in general, or actual
preferences for private control of instruction for high technology.
In any case, it is unlikely that respondents had in mind all forms
of Federal, State, or local  support (e.g., funding of colleges, uni-
versities, and research efforts), although it is not possible to deter-
mine this from the present data. Nevertheless, the consistency of
responses in the user and producer groups may provide some guid-
ance for determining the nature of the government role in instruc-
tion for computer-automated manufacturing. It is likely that indirect
or less visible forms of government intervention would be more ac-
ceptable to industry than more direct forms of intervention, such
as the provision of education and training services (e.g., CETA pro-
grams) or direct subsidies to industry for worker retraining.
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SELECTED CRITICAL ISSUES FOR INSTRUCTIONAL PROGRAMING
Current views of representatives from industry,

labor, the educational community and govern-
ment are consistent with other indicators discussed
earlier in this technical memorandum in suggesting
that training and retraining requirements for pro-
grammable automation are, at this point, poorly
defined. Even within specific geographic areas,
programs initiated to address changing instruc-
tional requirements do not in the aggregate repre-
sent a coordinated approach to defining instruc-
tional needs associated with new industrial proc-
esses. While it is too soon to know how wide-
spread applications of programmable automation
will be, there is little evidence that any sector—
including private industry-is seriously consider-
ing the long-range implications of possible wide-

spread use on occupational skills requirements and
current instructional capacities.

There are a number of pressing issues facing
those who operate instructional systems, in the
event that widespread utilization of program-
mable automation occurs. Among them are:

1.

2.

3.

4.

how and by whom the need for technologi-
cal literacy will be addressed,
types of short-range and long-term counsel-
ing and instructional systems,
initiation of appropriate curriculum design
processes, and
funding sources for curriculum design and
implementation.
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Appendix A

Survey Methodology

Introduction and Overview

In support of the Automation and the Workplace
study undertaken by the congressional Office of Tech-
nology Assessment, Westat conducted a survey to
identify education and training requirements inherent
in the use of programmable automation in manufactur-
ing settings. The survey describes current levels of uti-
lization of programmable automation, as well as exist-
ing instructional opportunities focused on this form
of technology, and elicits various opinions related to
current and anticipated education and training needs
resulting from applications of computer-based automa-
tion.

Survey data were collected by the Westat Telephone
Research Center on three samples: 1) users, 2) pro-
ducers of computer-automated technologies in manu-
facturing, and 3) a diverse sample of knowledgeable
others. The surveys used structured instruments devel-
oped for the study. Data were collected by telephone
interviews over a 2-week period in August 1982.

Methodology

This section briefly describes the methodology used
for the survey. The first part describes sampling pro-
cedures, the second describes data collection instru-
ments and methodology, and the third describes data
analysis procedures.

Sample

Three groups were contacted for this study: users
and producers of computer-automated equipment and
systems, and others, a diverse group of individuals in-
volved in instruction for employees in computer-auto-
mated manufacturing environments or for individuals
preparing for careers in such settings. Formal sampling
procedures were used only for the user group, and for
a subset of the others. Details of the procedures are
described below.

USERS

Sampling Frame. —The sample of users was com-
posed of manufacturing establishments from industries
identified as currently using or likely to use computer-
programmable equipment and systems in the near fu-
ture. An establishment was defined as an individual
location of company. This location might constitute

a division, subsidiary, plant, branch, or the entire
company.

Three major manufacturing industries were repre-
sented: transportation equipment manufacturing, elec-
tric and electronic equipment manufacturing, and in-
dustrial and metalworking machinery manufacturing.
For each of these three major industries, specific stand-
ard industrial classifications (SIC) were selected based
on two criteria: 1) proportion of total employees in
industry accounted for by establishments within the
SIC code; and 2) likelihood of establishments within
the SIC code using computer-automated technology.
SIC codes meeting the second criteria were selected
based on judgments of project staff, as well as OTA
Automation Study Advisory Panel members. The se-
lected SIC codes for the transportation equipment in-
dustry account for 76 percent of the total workers
employed in the industry; SIC codes in electric and
electronic equipment manufacturing account for 59
percent of the total employees; and the SIC codes in
industrial and metalworking machinery account for
41 percent.

The data source for constructing the frames for the
three user samples was National Business Lists (NBL),
a firm which compiles a national list of most types of
establishments, including manufacturing and commer-
cial. The NBL lists rely heavily on the Dun & Brad-
street directory of establishments, supplemented by
NBL’s own sources.

Sampling Methodology.—A probability sample of
users in the three industries was selected from the NBL
lists using a two-stage sampling approach. This sam-
pling procedure involved stratification by size and re-
gional location, and included as selections with certain-
ty a small number of establishments known to use
computer-automated equipment for manufacturing.
These were included to assure a minimum of current
users within the sample to provide an adequate basis
for analysis of this subgroup.

The first step in a two-stage sampling procedure en-
tailed compiling a list of approximately 5,000 estab-
lishments from the NBL master file in the three major
industry groups specified earlier. The purpose of “over-
sampling” establishments at this initial stage was to
obtain a sufficiently large sample for examining the
size distribution of establishment by SIC group for
subsequent use in deriving appropriate (and more near-
ly optimal) sampling rates. Since larger establishments
account for a larger share of the work force while ac-
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counting for a smaller share of the total number of
establishments, selection of the initial sample from
NBL was stratified by establishment size. The size
strata used by the initial sampling were:

Small: 1-99 employees
Medium: 100-499 employees
Large: 500 or more employees

Furthermore, to take these size differences into account
in the sampling, large establishments were sampled at
a higher rate than small ones. Therefore, the initial
sample consisted of all of the large establishments in
NBL for each of the three industries, one-half of the
medium-sized establishments and one-tenth of the
small establishments. Since the listings of establish-
ments in the NBL file were geographically sorted with-
in each of the three size classes, and the samples were
selected systematically (using a random start), the
method of sample selection simplicity included strat-
ification by geographic region. These proportions
yielded 5,128 total establishments in the initial sample.

In the second stage of the sampling procedure, the
5,128 establishments were further stratified by industry
type, establishment size, and regional location. Regional
location was defined by the four regions delineated by
the U.S. Census Bureau (i.e., Northeast, North Cen-
tral, West, and South). In addition to the three major
size strata defined above, the “small” size class was
further subdivided into two classes for sampling (1-20
and 20-99). This more detailed stratification by size
permitted a more nearly optional allocation of the sam-
ple cases to the various strata. This stratification
yielded 48 different cells in which establishments were
placed for sampling.

To determine the appropriate sampling rates to se-
lect the second-stage sample, three options were con-
sidered:

1. The sample could be allocated to each cell in pro-
portion to the total number of establishments in
that cell.

2. The samples could be allocated to each cell in pro-
portion to the total employment in that cell.

3. The samples could be allocated to each cell in pro-
portion to some function of employment, say
square root of employment.

The implication of the first option was to have large
numbers of small establishments and few large estab-
lishments since most manufacturing establishments
have fewer than 500 employees. This would be desir-
able for estimation of counts of establishments, but
would not be sufficient for estimation of magnitude
variables such as employment.

The implication of the second option was to have
large numbers of large establishments and very few
small establishments, since manufacturing establish-

ments of 500 or more employees account for most of
the work force. This would be approximately optimum
for estimation of magnitude variables (in particular,
those correlated with employment), but would be less
efficient for estimates of the numbers of establish-
ments.

The final option, which combines the first and sec-
ond options by sampling with probabilities propor-
tionate to the square root of employment, distributes
the numbers of establishments somewhat more evenly
across cells. This last option was selected because it
provided a better basis for making comparisons be-
tween the different size classes, in addition to being
reasonably efficient for estimating both magnitude and
count variables.

Sampling Methodology .—Establishments from the
user sampling frame were screened to eliminate from
the user samples those not meeting the following cri-
teria:

1. establishments must be performing manufactur-
ing functions at the location contacted (purely ad-
ministrative facilities were dropped); and

2. establishments must be able to identify an indi-
vidual within the first three referrals during the
phone call who can answer selected key ques-
tions. (Those unable to do so were treated as non-
responses. )

Selection of the second-stage sample, therefore, was
based on the assumption that there would be extensive
dropouts due to ineligibility and nonresponse. From
the initial sample of 5,000 user establishments, 200
establishments were drawn from each user industry
group for a total of 600 sample establishments. These
were allocated to the various size strata in proportion
to the aggregate measure of size based on the square
root of employment. This sample included 18 estab-
lishments that were selected with certainty in addition
to the 600 selected establishments. The sample alloca-
tion of the noncertainties in each user industry group
by size class is shown in table A-1.

Detailed records were kept of establishments failing
to meet these criteria as well as refusals and nonre-
sponses. Table A-2 shows the distribution of the ini-
tially sampled cases and the final number of completed
interviews by size strata and region.

PRODUCERS

Sampling Methodology. —The producer group was
composed of companies who manufacture and/or sell
programmable equipment to U.S. manufacturing in-
dustries. The compilation of a list of producer com-
panies was no simple task, since no such lists were
readily available. An intensive search to identify com-
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Table A-l. -Sample Allocation for User Groups

Number of MOS a based on square
Size class (employment) establishments in NBL root of employment Sample allocation

Transportation equipment
1-19 . . . . . . . . . . . . . . . . . 2,070 5,430 30
20-99 . . . . . . . . . . . . . . . . 1,030 7,050 40
100-499 . . . . . . . . . . . . . . 596 9,020 50
500+ . . . . . . . . . . . . . . . . 287 14,969 80

Total. . . . . . . . . . . . . . . 3,983 36,469 200

Electrical and electronic machinery
1-19 . . . . . . . . . . . . . . . . . 4,520 11,440 40
20-99 . . . . . . . . . . . . . . . . 2,090 14,510 50
100-499 . . . . . . . . . . . . . . 1,244 18,742 60
500+ . . . . . . . . . . . . . . . . 363 14,240 50

Total. . . . . . . . . . . . . . . 8,217 58,932 200

Machinery manufacturers
1-19 . . . . . . . . . . . . . . . . . 12,620 30,900 60
20-99 . . . . . . . . . . . . . . . . 3,590 22,450 50
100-499 . . . . . . . . . . . . . . 1,296 19,092 50
500+ . . . . . . . . . . . . . . . . 318 12,005 40

Total . . . . . . . . . . . . . . . 17,824 84,447 200

aMea~ure@f.~ize.  F~~a~ivensizeclagg, theaggregate MOSwascomputed a9S ‘} Ei, where Eiistheaverage employment

slzeof all establishments inthe SICmouP and size class based on 1979 CO@YBUS~rW-3SS Patterns, and where the summa-
tion extends over all establishments-in the NBL frame.

SOURCE:Westat.

Table A-2.—Stratification of User Establishments
and Costs of Initially Sampled Cases and

Completed Interviewsa

Northeast North Central South West

Transportation region
1-19 . . . . . . . . . . . 4 : 2
20-99 . . . . . . . . . . 8 : 4
100-499 . . . . . . . . 8 : 3
500 or more. . . . 12 : 6

Electrical/electronic region
1-19 . . . . . . . . . . . 12 : 3
20-99 . . . . . . . . . . 18 : 9
100-499 . . . . . . . . 22 : 11
500 or more. . . . 16 : 9

Machinery region
1-19 . . . . . . . . . . . 12 : 5
20-99 . . . . . . . . . . 10:5
100-499 . . . . . . . . 10:5
5 0 0 0 r  m o r e . . . .  8 : 7

8 : 1
14 : 8
26 : 16
42 : 24

8 : 3
10: 4
14 : 7
12 : 8

28 : 13
28: 9
26 : 10
20: 12

6 : 1  1 2 : 4
6 : 3  1 2 : 4
8:8 8:2

16:11 10:6

8 : 4  1 2 : 4
8 : 4  1 4 : 8

1 2 : 4  1 2 : 7
1 0 : 6  1 2 : 6

1 0 : 4  1 0 : 3
1 0 : 8  6 : 2
1 0 : 3  4 : 1
8:6 4:1

aThe number on the left in each cell shows the inltlai Sample count, and the
number on the right shows the number of completed interviews. The number
of completed interviews shown in this table does not include the nine completed
users which were sampled with cerlainty, since these were not preassigned to
a size class.

SOURCE: Westat.

panics who were involved in manufacturing or selling
computer-automated equipment was conducted by
OTA, with assistance from Westat & Hadron, a sub-
contractor. The list used in this study was constructed
from a variety of sources, including rosters of exhibi-
tors at conventions on computer-automated manufac-

turing, lists from organizations such as the Robotics
Institute of America, trade publications citing com-
panies involved with such products, and personal con-
tacts with relevant companies. The final list consisted
of 203 producers, and is considered to be a fairly good
approximation of the actual universe of companies
producing computer-automated equipment for man-
ufacturing in the United States.

Producers were contacted in random order until 101
companies had completed interviews.

OTHERS

Sampling Frame.—The others group was composed
of individuals who have had experience in designing
and/or delivering and/or evaluating formal instruc-
tion for employees operating in computer-automated
or conventional manufacturing environments. These
others were selected because of their pertinent exper-
tise and/or because they represented institutions (e.g.,
unions) whose opinions are important to consider in
formulating policy in this area. A list of 280 others was
compiled by OTA. The list was composed of six sub-
groups:

●

●

Traditional educational institutions (e.g., colleges
and universities, community colleges, technical
schools);
proprietary educational institutions (private, prof-
itseeking, trade and technical schools that operate
on the secondary and postsecondary level);

98-951 0 - 83 - 8
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● labor unions and labor organizations;
● training industry representatives (individual con-

sultants and training firm representatives);
● State and local agency representatives (e.g., voca-

tional education and economic development agen-
cies); and

. miscellaneous others (e.g., Federal Government
and trade association representatives, individual
scholars, and experts).

Sampling Methodology. —Representatives of tradi-
tional educational institutions were randomly sampled,
while attempts were made to contact all those in the
other five subgroups. The initial goal of obtaining 25
interviews from the traditional education subgroup
and 75 from the remaining subgroups had to be re-
vised, due to nonresponse rates among the five other
subgroups. Actual portions are presented below.

Final Samples and Response Rates

A total of 506 interviews were completed for the
study. There were 303 users (105 in transportation
equipment, 98 in electric and electronic equipment,
and 100 in industrial and metalworking machinery),
101 producers, and 102 others. In the others sample,
there were 34 traditional educators, 11 educators from
proprietary educational institutions, 13 union repre-
sentatives, 2 representatives of the training industry,
17 representatives of State and local agencies, and 25
“others.”

The response rates obtained (defined as the number
of completed interviews plus refusals) were 82 percent
overall, 76 percent for the users, 89 percent for the pro-
ducers, and 95 percent for the others. The completion

rates (defined as the number of completed interviews
divided by all completes plus all incomplete) were
somewhat lower, due to unknowledgeable, unavail-
able, or nonlocatable respondents. Table A-3 sum-
marizes the final completion status of the telephone
surveys conducted with further explanations of various
completion statuses in table A-4.

Data Collection Instruments and Methodology

SURVEY INSTRUMENTS

Three telephone survey instruments (for users, pro-
ducers, and others) were developed for the study. The
instruments were closed-ended in format—i.e., re-
sponse options were provided for most of the ques-
tions. A core set of questions was asked three groups,
along with additional questions designed specifically
for each group. The instruments were designed to re-
quire approximately 15 to 20 minutes per interview.

In general, the instruments were designed to obtain
information about the extent and nature of the involve-
ment of the respondents with programmable automa-
tion technology, their involvement with education and
training focused on the application of various forms
of programmable automation in manufacturing set-
tings, and their opinions about a variety of issues re-
lated to such instruction. In addition, questions on
basic background characteristics (e.g., size of the work
force) were also included in the instruments.

Table A-5 presents the major topics covered by the
three survey instruments. The greatest number of ques-
tions were asked of the users, although most topics
were covered in the three instruments. One major dif-

Table A-3.—Final Response and Completion, Statuses of Telephone Surveys

Users

Status codes Group 1 Group 2 Group 3 All users Producers Others Total survey sample

Complete . . . . . . . . . . . . . . . . . . . . . . .
Admin Hdqtrs. . . . . . . . . . . . . . . . . . . .
Not working . . . . . . . . . . . . . . . . . . . . .
No answer . . . . . . . . . . . . . . . . . . . . . .
No new tech. . . . . . . . . . . . . . . . . . . . .
No E&T . . . . . . . . . . . . . . . . . . . . . . . . .
Duplicate . . . . . . . . . . . . . . . . . . . . . . .
Final refusal . . . . . . . . . . . . . . . . . . . . .
Not available . . . . . . . . . . . . . . . . . . . .
Not locatable . . . . . . . . . . . . . . . . . . . .
E&T knowledge . . . . . . . . . . . . . . . . . .
Response ratesa . . . . . . . . . . . . . . . . .
Completion ratesb . . . . . . . . . . . . . . . .

105
32
11

1
—
—

1
31
11
—
—
77 ”/0
71 “/0

98
21

9
11
—
—

2
28
13
21

1
780/o
61 0/0

100 303
22 75
11 31
12 24
— —

—
74”!0
620/o

—
3

94
37
35

1
76%
650/o

101
1

11
—
39
—

7
12
23

9
—
890/o
70”!0

102
—
—
—
—

3
7
5

14
5

—
95%
81 0/0

506
76
42
24
39

3
17

111
74
49

1
820/o
68 ”/0

a
Response rate =

No. completes x 100
(No. completes) + (No. final refusals)

b
Completion rate = No. completes x 100

(No. completes) + (No. noncompletes)
SOURCE: Westat.
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Table A-4.—Definitions of Completion, Ineligible,
and Nonresponse Status Codes

/. Completion
A. Complete(C)-completed entire interview. A complete

means all pertinent questions have been answered.

//. Inteligibility (The following categories of respondents were
screened out of the survey.)
A.

B.

c.

D.

E.

F.

Admin hdqtrs (l) —user establishment is an ad-
ministrative headquarters which does not perform a
manufacturing function.
Not working (NW) —phone number is not in service
and, after calling directory assistance, there is no new
listing for that facility.
No answer (NA)—there is no answer after three at-
tempts at different times on different days.
No new tech (N L) —producers only; if producer
establishment is not manufacturing or selling new
technology included in the survey.
No E&T (S2)—others only; if respondent represents
a traditional educational institution, proprietary educa-
tional institution, or a training firm, which does not
have an education and training program.
Duplicate (OA)—duplicate respondent.

///. Noncompletion (The following categories of respondents
are included in computation of a completion rate.)
A.

B.

c.

Final refusal (R B) —respondent refuses the interview
or breaks off interview.
Not avai/ab/e (0)—respondent was not available dur-
ing field period.
Not locatable (Sl)—appropriate respondent was not
located after three referrals or the respondent was not
knowledgeable about new technology for his/her
establishment.

SOURCE: Westat.

ference should be noted in the questions on education
and training in the three instruments. Users were asked
about the education and training provided to their own
employees. In contrast, producers and others were
asked about the instruction they provide to customers
or clientele, not their own staff.

The instruments were developed in several stages by
Westat & Hadron staff, in collaboration with OTA.
At the start of the reseach effort, 12 in-depth  interviews
were conducted, in person and on the telephone by
Westat & Hadron staff, to identify important issues
and develop possible questions and response options
for the instrument, A topic guide was developed for
these interviews.

Based on these preliminary interviews, a list of draft
questions and response options was submitted to
OTA. Comments from OTA staff and further inter-
views by Westat & Hadron staff were used to refine
and shorten the questionnaires.

The instruments were pretested by the Westat Tele-
phone Center on a small number of respondents, and
further minor changes resulted from the pretests.

Data Analysis

SAMPLE WEIGHTS

Since disproportionate sampling procedures were
employed in drawing the user samples—i.e., different
sampling ratios were used for the different strata—

Table A-5.—Topics in Survey Instruments

User Producer Other

Background
. Year founded . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . X
● Gross sales . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . X
● Work force or clientele characteristics . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . X
Computer automation
● Use, production, or sale of new technologies . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . X
● Extent of computerization . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . X
● Computerized integration of equipment . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . X
Education and training (E&T)
• Presence of general E&T, and E&T for new technology . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . X
● Priority given to setting up E&T . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . X
● Barriers to setting up new technology instruction . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . X
. Work force/clientele percentage who received or will need E&T . . . . . . . . . . . . . . . . . . . . . . . . . . X
• Number of instructors for new technology . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . X
● Forms of instruction . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . X
● Sources for designing/delivering instruction . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . X
● Target occupational groups . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . X
• Skill and knowledge areas covered. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . X
• Policies and opportunities on E&T outside the company. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . X
Opinions
● Current and future readiness of institutions to provide instruction . . . . . . . . . . . . . . . . . . . . . . . . X
● Options for institutional collaboration on E&T . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . X
● Sources of funding for E&T . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . X

x
x
x

x

x
x
x

x
x

x
x

x
x
x

x
x
x

x
x

SOURCE: Westat.
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mechanisms to equalize the differential probabilities
of selection attached to establishments from the dif-
ferent strata were required. Such weighting adjust-
ments are necessary in cases where generalizations are
made from the sample to a larger sampling frame or
universe, and to take into account nonresponse.

Weights were applied only to the user sample and
the others. Weights were not necessary for the produc-
ers, since they did not constitute a sample from a larger
universe of such firms. Users were given weights such
that the sample represented an estimated 24,142 ac-
tive and eligible establishments in the NBL frame—
and the other sample was weighted to represent the
280 others in the original sampling list. The estimated
24,142 active and eligible user establishments was ob-
tained by summing up the weights of the responding
establishments in the sample and compares with about
30,000 establishments in the designated SIC groups in
the NBL frame.

The sampling weights for the OTA samples (user
and other groups) were computed from the formula:
where

Whi = The weight for establishment i in
stratum h (for a particular group).

nh = The total number of establishments (in
the frame) in stratum h.

Nh = The number of establishments in stratum
h that were finally sampled.

n ‘h = The number of eligible and responding
establishments in stratum h.

n “h = The number of eligible but nonresponding
establishments in stratum h.

The factor, (n ‘h + n“h)/n ‘h, in the above expression
represents an upward adjustment for total question-
naire nonresponse. The weight for any given establish-
ment depends on the stratum (and group) from which
the establishment was sampled, but is uniform for all
responding establishments in a particular stratum.
Weights for the establishments selected with certain-
ty would be 1.0 if there were no nonresponding cases,
and otherwise exceed 1.0 by a factor representing an
adjustment for nonresponse.

Table A-6.—Sampling Weights for Estimation

Sampling stratum

Respondent group Certainty < 20 employees 20-99 employees 100-499 employees 500+ employees

User 1 (transportation) . . . . . . . . . . . . . . 2.5 155.2 42.8 18.4 4.8
User 2 (electric and electronic). . . . . . . 4.0 248.4 74.5 36.1 10,0
User 3 (industrial and metalworking) . . 1.0 419.0 136.6 52.2 10.3
Others . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1.2 Noncertainties a: 4.7
aA~ lndlCat~ In ‘(oth~~~)r  ~eCt\On  In text, all trgdltlonal educato~ except for educational Institutions were Included in the 9~Ple  with certaintY. Educational ‘institutions
were sampled at a fixed rate of about 1 prior to adjustments for nonresponse.

SOURCE: Westat.



Appendix B

Industrial Relations

Overview

The activities, institutions, and circumstances of in-
dustrial, or labor-management, relations influence the
implementation of new technology and its conse-
quences within firms and industries. In particular, they
contribute to employment patterns and workplace
conditions that might not arise with technology change
and market forces alone. Therefore, an understanding
of industrial relations is necessary for understanding
not only how programmable automation may affect
company and industry employment and wage levels;
but also how job content, promotion paths, and work-
place conditions may change with programmable auto-
mation; and why employees and management in dif-
ferent companies and industries may have different ex-
periences with technological change.

Despite the important role of industrial relations in
the U.S. economy, the analysis of industrial relations
tends to be relatively imprecise and experiential. As
one participant in the OTA Labor Markets and Indus-
trial Relations Workshop put it, there seem to be more
“ad hoc-cries” than true theories for explaining indus-
trial relations phenomena. Further complicating an
evaluation of industrial relations issues are the differ-
ences in approach taken by different analysts. For ex-
ample, most labor economists and so-called industrial
relationists tend to regard workers and managers as
having opposing interests, with workers striving to
minimize work effort and maximize compensation,
and managers striving to minimize cost and maximize
production. Most organizational behaviorists and or-
ganizational development specialists tend, by contrast,
to regard workers and managers as sharing basically
similar interests that stem from their association with
the same organizations. The former group tends to
focus on the setting of wages and other “economic”
issues, while the latter group tends to focus on job
satisfaction and performance, supervisory relation-
ships, and job design. *

A final, but critical, factor complicating attempts
at precise analysis of industrial relations issues is the
fact that rhetoric that tends to exaggerate conflict be-
tween labor and management can obscure the actual
circumstances of industrial relations, particularly in
unionized settings. According to some observers, rhe-

IPeter Feuille and Hoyt N. Wheeler, ‘Will the Real Industrial Conflict please
Stand Up?” in U.S. industrial Relations 19s@19&.):  A Critical Assessment,
Jack Steiber, et al. (eds. ) (Madison, Wis.:  Industrial Relations Research Asso-
ciation 1981).

torical hostility between organized labor and manage-
ment has been especially high during the last few years:

. . . (W)e are witnessing a continuation of this recent
high level of rhetorical hostility between labor and man-
agement compared to the situation that prevailed dur-
ing most of the 1950-80 period. In addition, . . . the
one-sidedness of our (and the traditional) definition of
conflict as worker action shows a tendency to obfuscate
the reality of conflict between managers and workers,
for it leads us to reject aggressive action by manage-
merit. z

This rhetoric, amplified by the news media in the con-
text of deteriorating economic conditions, may bias
public opinion against organized labor, despite the lack
of objective analysis of the contributions of both labor
and management activities to current economic condi-
tions.

The popular, and even the research, view of indus-
trial relations tends to focus on unionized settings,
since unions (and employee associations that function
similarly) serve to focus and articulate the concerns
of workers both at the workplace and in the communi-
ty, although only a portion of U.S. companies and
workers are unionized. The union-nonunion distinc-
tion is misleading, however, because labor-manage-
ment relations fall into a spectrum that includes inter-
mediate arrangements containing greater and lesser
numbers of pure union-like and nonunion-like attri-
butes. The principal difference between the union and
the nonunion setting is that in the nonunion setting,
management typically imposes job descriptions, wage
levels, working conditions, and technological change
unilaterally, while in the union setting, many of the
terms of the workplace are jointly set by labor and
management through a negotiation process. Therefore,
the role or conduct of labor is as important as that of
management in the unionized setting.

Unions are of particular, but not exclusive, interest
to a study of the impacts of programmable automa-
tion because workers in many of the occupations and
industries where programmable automation is ex-
pected to have the greatest impacts are especially likely
to belong to unions. Unions whose members will be
exposed to programmable automation include those
representing workers in metalworking manufacturing
industries, such as the United Auto Workers, the In-
ternational Association of Machinists (IAM), the In-
ternational Brotherhood of Electrical Workers, and
others that are listed in a paper by W. Cooke, appen-

21bid.
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dix C. Although the median size for national unions
is around 25,000 members, several unions represent-
ing manufacturing workers are among the largest, with
memberships between 100,000 and 1.5 million.3 See
table B-1. While unions may influence the adoption
of programmable automation and its impacts on their
members, the adoption of programmable automation
may in turn affect the strengths and abilities of unions
insofar as job content, numbers of different types of
workers, wage levels, and job satisfaction levels
change. How unions change as programmable automa-
tion is adopted has implications for both the spread
of automation and the characteristics of industrial
relations.

In addition to unions, and to the various entities that
influence labor-management relations in unionized set-
tings (e.g., the National Labor Relations Board, the
Federal Mediation and Conciliation Service, arbitra-
tors, and the courts), there are other institutions that
shape industrial relations in both unionized and non-
unionized settings and that may influence the adop-
tion of programmable automation and its impacts.
These include labor-management committees (insti-

1

IJ. S. Bureau of Labor Statistics, Directory of National Unions and Emp-
loyee Associations, 1980.

tuted in both unionized and nonunionized settings),
and government regulatory agencies such as the Occu-
pational Safety and Health Administration and the
Equal Employment Opportunity Commission.

The remainder of this section will provide a brief
description of the collective bargaining process and
outline some of the issues facing labor organizations
and management in the context of the spread of pro-
grammable automation. Union and management atti-
tudes and practices regarding education and training
and working environment issues are addressed else-
where in this report. Industrial relations in nonunion
settings is not addressed in this technical memoran-
dum.

Legal/Regulatory Framework

The central feature of labor-management relations
in the unionized setting is collective bargaining, the
process of negotiating the terms and conditions of
work that will be codified in a contract that may ap-
ply for a period of 1 to 3 or more years. Guidelines
for collective bargaining governing the processes of
unionization and selection of worker representatives,
procedures for bargaining and resolving disputes, and

Table B-1 .—National Unions and Employee Associations Reporting 100,000 Members or More, 1978a

Members Members
Organizationb (in thousands) Organizationb (in thousands)

Unions:
Teamsters (Ind.) ... , . . . . . . . . . . . . . . . . . . . 1,924
Automobile Workers (Ind.). . . . . . . . . . . . . . . 1,499
Steelworkers . . . . . . . . . . . . . . . . . . . . . . . . . . 1,286
State, County. . . . . . . . . . . . . . . . . . . . . . . . . . 1,020
Electrical (IBEW) . . . . . . . . . . . . . . . . . . . . . . . 1,012
Machinists . . . . . . . . . . . . . . . . . . . . . . . . . . . . 921
Carpenters . . . . . . . . . . . . . . . . . . . . . . . . . . . . 769
Retail Clerks . . . . . . . . . . . . . . . . . . . . . . . . . . 736
Service Employees . . . . . . . . . . . . . . . . . . . . . 625
Laborers . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 610
Communications Workers . . . . . . . . . . . . . . . 508
Clothing and Textile Workers . . . . . . . . . . . . 501
Meat Cutters . . . . . . . . . . . . . . . . . . . . . . . . . .
Teachers. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 500
Operating Engineers . . . . . . . . . . . . . . . . . . . 412
Hotel . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 404
Ladies’ Garment . . . . . . . . . . . . . . . . . . . . . . . 348
Plumbers . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 337
Musicians. . . . . . . . . . . . . . . . . . . . . . . . . . . . . 330
Mine Workers (Ind.) . . . . . . . . . . . . . . . . . . . . 308
Paperworkers. . . . . . . . . . . . . . . . . . . . . . . . . . 284
Government (AFGE) . . . . . . . . . . . . . . . . . . . . 266
Electrical (IUE). . . . . . . . . . . . . . . . . . . . . . . . . 255
Postal Workers . . . . . . . . . . . . . . . . . . . . . . . . 246
Letter Carriers . . . . . . . . . . . . . . . . . . . . . . . . . 227

Unions:—Continued
Government (NAGE) (Ind.) . . . . . . . . . . . . . . . 200
Railway Clerks. . . . . . . . . . . . . . . . . . . . . . . . . 200
Rubber . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 200
Retail, Wholesale . . . . . . . . . . . . . . . . . . . . . . 198
Painters . . . . . . . . . . . . . . . . . . . . , . . . . . . . . . 190
Oil, Chemical . . . . . . . . . . . . . . . . . . . . . . . . . . 180
Fire Fighters . . . . . . . . . . . . . . . . . . . . . . . . . . 176
Transportation Union . . . . . . . . . . . . . . . . . . . 176
Iron Workers . . . . . . . . . . . . . . . . . . . . . . . . . . 175
Bakery, Confectionery, Tobacco . . . . . . . . . 167
Electrical (UE) (Ind.) . . . . . . . . . . . . . . . . . . . . 166
Sheet Metal . . . . . . . . . . . . . . . . . . . . . . . . . . . 159
Transit Union. . . . . . . . . . . . . . . . . . . . . . . . . . 154
Boilermakers . . . . . . . . . . . . . . . . . . . . . . . . . . 146
Transport Workers . . . . . . . . . . . . . . . . . . . . . 130
Printing and Graphic . . . . . . . . . . . . . . . . . . . 120
Maintenance of Way . . . . . . . . . . . . . . . . . . . 119
Woodworkers. . . . . . . . . . . . . . . . . . . . . . . . . . 118
Office . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 105

Associations:
National Education Association. . . . . . . . . . 1,696
Nurses Association . . . . . . . . . . . . . . . . . . . . 187
Classified School Employees . . . . . . . . . . . . 150
Police . . . . . . . . . . . . . . . . . . . . ., . . . . . . . . . . 140
California . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 105

aBmw  on  ~epofl~  t. the Bureau.  All Unlong  not  identiflad as (Ind.) are affiliated with the AFL-CIO.
bFor ~erger~ and changes since 1978,  see app. ‘

SOURCE: U.S. Department of Labor, “Directory of National Unions and Employee Associations, 1979.”
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the sanctioning of unfair labor practices on the part
of both management and labor, are found in several
pieces of Federal legislation: 1) the National Labor
Relations Act (Wagner Act/NLRA) of 1935, which es-
tablished the National Labor Relations Board (NLRB)
for labor practices rulemaking, investigation, and
dispute-adjudication; and 2) its amendments promul-
gated in 1947 (Taft-Hartley Act) and 1959 (Landrum-
Griffin Act).4 The statutory framework for collective
bargaining has remained unchanged since 1959, al-
though attempts at legal reform were made unsuccess-
fully in the late 1970’s.

Labor contracts can have enormous influence on
how programmable automation affects existing and
future workers in unionized firms. What kind of influ-
ence they have depends on what is included in the con-
tracts, how the contracts are administered, and how
NLRB, arbitrators, and courts interpret provisions sub-
ject to dispute.

The NLRA established that “wages, hours, and other
terms and conditions of employment” constitute man-
datory bargaining material. NLRB has interpreted this
provision to mean that labor and management may
negotiate over issues in two categories, one category
of issues for which bargaining is mandatory, and one
category of issues for which bargaining is permissible
but not mandatory. NLRB and court rulings on the
adoption of (conventional) automation through the
1970’s generally imposed a requirement to bargain as
to the effects of automation on workers, but not on
the decision of whether and when to introduce auto-
mation.

Automation and the Law

Past NLRB and court rulings have generally treated
the decision to automate as protected by “managerial
rights” established in labor contracts. The breadth of
the managerial rights protection depends on the lan-
guage of the contract and its interpretation, given man-
agement’s other obligations. Managerial rights have
been construed to apply (in the absence of proven anti-
union conduct) to the control of the production proc-
ess, including the making of changes in property,
plant, and equipment associated with production. Al-
though changes in property, plant, and equipment can
affect the terms and conditions of employment, and
can, especially in the long term, lead to reductions in
company employment levels, NLRB rulings to date im-
ply that employers need not bargain where new tech-
nology “does not deprive employees of jobs, work op-
portunities, or otherwise cause a real change in work-
ing conditions” immediately. s Similarly, arbitration

’29 U. SC. sec. 151-167 (1964).
‘Joseph Manners, “New Technology and the Law, ” notes for remarks pre-

sented at IAM Electronics and New Technology Conference, Sept. 21, 1982.

rulings regarding the interpretation of existing con-
tracts suggest that management is accorded broad dis-
cretion for implementing new technology, altering
work rules, and reallocating work between employees
in the bargaining unit and others as a result of tech-
nological change, in the absence of specific contract
language governing such changes.’

Both the language of NLRA and past rulings of
NLRB and the courts leave unanswered many ques-
tions regarding the scope and timing of bargaining to
which an employer is obligated regarding the adop-
tion of new technology in general and programmable
automation in particular.7 Consequently, in the ab-
sence of new legislation, the development of clearer
standards for collective bargaining regarding program-
mable automation would appear to await the passage
of time and the development of precedents through
NLRB and court rulings. The development of prece-
dent, in turn, will depend in part on the changing
membership of the NLRB which is comprised of presi-
dential appointees serving 5-year terms.8 Additional
discussion of the role of NLRB may be found in a paper
by W. Cooke, appendix C.

Contract Language

Existing contracts vary greatly in the degree to which
they can influence the adoption of programmable
automation or its effects. The substantive focus of
most labor contracts has historically been on such mat-
ters as wages and hours, work rules and labor grades,
and procedures for grievance resolution. Indeed, a
government survey of labor contracts covering at least
1,000 workers that were in effect at the beginning of
1980 indicates concern over only one issue directly
relevant to the adoption of programmable automation
—advance notice of technological change. See table
B-2. The general lack of specificity of past contracts
with respect to technological change suggests that most
unionized workers are preoccupied with the so-called
bread and butter” issues of wages and hours and that
they may accept management’s responsibility to make
and implement decisions necessary to keep the com-
pany financially healthy and competitive—except, per-
haps, where those decisions can be clearly linked to
threats to job security. The infrequency of specific
language regarding technological change may also
reflect a lack of appreciation on the part of workers
of how technological change may affect employment

6Doris B. McLaughlin, ‘The Impact of Labor Unions on the Rate and Direc-
tion of Technological Innovation,” report prepared for the National Science
Foundation (Detroit, Mich.:  Wayne State University, Institute of Labor and
Industrial Relations, 1979);  and Manners, op. cit.

7“Notes:  Automation and Collective Bargaining,” Harvard Law Review,
84, 1971.

‘Robert S. Greenberger,  “Reagan NLRB  Tilts Toward Management, ” Wall
Street Journal, Aug. 2, 1982.
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Table B.2.—Major Collective Bargaining Agreements Advance Notice Provisions by Industry
(agreements covering 1,000 workers or more, January 1, 1980)

Requiring advance notice

Plant shutdown
All agreements Total Layoff or relocation Technological change

Industry Agreements Workers Agreements Workers Agreements Workers Agreements Workers Agreements Workers

’750
79

8
11
31
11
17
42
15
36
15
14
11
35
88
41
81
63

112
11

9

16
62
80
81
12

123
31
88

327
2

6,593,800
3,025,150

234,200
21,800
26,850

207,900
17,100
23,100
85,000
31,800
61,700
25,500
68,850
23,100
93,600

460,800
97,000

242,150
323,750
957,100
27,850
14,800

3,588,850
189,050
489,550
620,000
210,700
23,900

405,200
148,300
323,450

1,195,000
3.500

796
499

45
8
7

11
4

11
14
25

9
12

5
28
48
35
85
81
76
11

4
297

6
24
63
53

8
82
12
26
21
—

3,689,100
2,202,350

159,900
21,800
21,000

118,000
6,700

13,100
34,900
30,800
36,850
15,500
52,500
9,750

63,050
193,600
67,150

212,100
259,850
810,150
27,850

6,200
1,488,750

148,200
128,800
492,450
155,800

18,250
304,450
51,050

115,800
72,354)

—

Ail Industries. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1.550 682 2 , 9 8 6 , 7 0 0  lg 1,201,650
Manufacturing . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 108 504.950 713,950

Food, kindred products . . . . . . . . . . . . . . . . . . . .
Tobacco manufacturing. . . . . . . . . . . . . . . . . . . .
Textile mill products . . . . . . . . . . . . . . . . . . . . . .
Apparel. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .
Lumber, wood products . . . . . . . . . . . . . . . . . . .
Furniture, fixtures. . . . . . . . . . . . . . . . . . . . . . . . .
Paper, allied products . . . . . . . . . . . . . . . . . . . . .
Printing and publishing . . . . . . . . . . . . . . . . . . . .
Chemicals . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .
Petroleum refining . . . . . . . . . . . . . . . . . . . . . . . .
Rubber and plastics. . . . . . . . . . . . . . . . . . . . . . .
Leather products . . . . . . . . . . . . . . . . . . . . . . . . .
Stone, clay, and glass . . . . . . . . . . . . . . . . . . . . .
Primary metals . . . . . . . . . . . . . . . . . . . . . . . . . . .
Fabricated metals. . . . . . . . . . . . . . . . . . . . . . . . .
Nonelctrician machinery . . . . . . . . . . . . . . . . . . .
Electrical machinery . . . . . . . . . . . . . . . . . . . . . .
Transportation equipment . . . . . . . . . . . . . . . . . .
Instruments . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .
Miscellaneous manufacturing . . . . . . . . . . . . . .

Nonmanufacturing . . . . . . . . . . . . . . . . . . . . . . . . . .
Mining, crude petroleum, and natural gas . . . .

aTransportation . . . . . . . . . . . . . . . . . . . . . . . . . . .
Communications. . . . . . . . . . . . . . . . . . . . . . . . . .
Utilities, electric, and gas . . . . . . . . . . . . . . . . . .
Wholesale trade . . . . . . . . . . . . . . . . . . . . . . . . . .
Retail trade . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .
Hotels and restaurants . . . . . . . . . . . . . . . . . . . .
Services . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .
Construction . . . . . . . . . . . . . . . . . . . . . . . . . . . . .
Miscellaneous nonmanufacturing . . . . . . . . . . .

NOTE: Nonedditive.
aExcludes railroeds and airlines.

SOURCE: U.S. Department of Laboc  ”Characteristics of Major Collective Bargaining Agreements, Januatyl, 1960:’ May 1961.

and working conditions, and/or an inability of unions
to negotiate successfully for such language.

Overall, the scope of labor contracts began to ex-
pand beyond traditional provisions in the 1960’s in
response to technological change, growth in foreign
competition, and growth in the practice of subcon-
tracting work to both domestic, and particularly for-
eign, firms. Clauses in the following areas, which may
be relevant to the adoption of programmable automa-
tion, have become more common during the past two
decades:

● Job and Wage Security. Retraining (for whom,
who pays); layoff, transfer, and relocation proce-
dures; “red-circling’’( maintenance) of wages of
persons transferred to lower paying jobs; sever-
ance payments; early retirement.

• Technology Change. Advance notice; consulta-
tion; establishment of labor-management advi-
sory committees.

In 1966 the Automation Commission endorsed the
practice of advance notice of technological change as
a measure that the private sector could take to facilitate
adjustments in the labor market, together with explicit
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advance planning by companies for attrition and other
internal work force adjustments. g A comparison of
contract scope in the mid-1960’s and the early 1980’s
is provided in a paper by M. Roberts, appendix C.

Additional areas for labor contract change in con-
nection with programmable automation include modi-
fication of work hours (currently included in some con-
tracts as a means of adapting to periods of slack busi-
ness), specific triggers for reopening negotiations
before contracts formally expire, procedures for reclas-
sifying workers, definition of and assignment of work
to the bargaining unit, and involvement of labor rep-
resentatives in planning, design, and purchase deci-
sions for automated systems. Whether, when, and how
labor contracts accommodate the adoption of automa-
tion will depend on many factors, such as the dura-
tion of the current concessionary bargaining trend and
the weight given to technological change relative to
other concerns by both labor and management. IAM,
for example, appears to attach great weight to tech-

‘Techno]o~  and the AmerJc“ an lkonomy,  report of the U.S. National Com-
mission on Technology, Automation, and Fconomic Progress, February 1980.
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nological change, especially automation, as a bargain-
ing issue; it has included technological change provi-
sions in model contract language it has developed since
the 1960’s. In 1982, two IAM locals engaged in long-
term strikes over proposed work-rule changes associ-
ated with programmable automation.l0

A key question with regard to the impacts of pro-
grammable automation on industrial relations among
unionized firms is whether the collective bargaining
framework is adequate for meeting needs of both labor
and management with respect to programmable auto-
mation. At this time, there does not appear to be em-
pirical data suitable for evaluating how programmable
automation may affect industrial relations, and vice
versa. Participants in the OTA Labor Markets and In-
dustrial Relations Workshop appeared to agree that
collective bargaining can accommodate new needs
associated with programmable automation, although
some participants maintained that the resiliency of col-
lective bargaining depends in part on how the relative
bargaining power of unions and management changes
in response to new technology and to other factors.
A discussion of relative bargaining power is provided
in a paper by W. Cooke, appendix C.

1OMari]yn chase, “wOrh  Rule Changes Sought, ” American Metal Market/
Metalworking News, Oct. 25, 1982.

Institutional Change

The overall bargaining power of unions relative to
management and the overall role played by unions in
the transition to new manufacturing technologies, in-
cluding programmable automation, depend on the ex-
tent of union representation and on the response of
unions to specific aspects of programmable automa-
tion (and other new technologies). Factors influencing
union representation and union responses to new tech-
nology are outlined below.

Union representation is largely a function of numeri-
cal strength. Changes in the numerical strength of the
labor movement as a whole are widely acknowledged.
Although membership in labor organizations has
grown, the proportion of the labor force that is
organized and the rate of growth of union member-
ship have both declined during recent decades, and
unions have been less successful in arranging and win-
ning elections. Moreover, unions have become less suc-
cessful in overcoming recertification efforts in the past
few years. See figure B-1.

Factors Influencing Union Representation

The erosion of overall union representation has been
attributed to many factors, including changes in em-

Figure B-1 .—Change in Union Representation Over Time

Chart 1. Membership of national unions, 1930-78 a
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Chart 3. Union membership as a percent of total labor force
and of employees in nonagricultural establishments,
1930-78a
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aExciude9  Can-ian  membership  but  includes  rnernbers  in other areas outside the United States. Members of AFL-CIO directly affiliated IOGd UniOnS  are alSO  included.
Members of single-firm and local unaffiliated unions are excluded. For the years 194&52, midpoints of membership estimates w-hich  were expressed as ranges were used.

SOURCE. U.S Department of Labor, “Directory of National Unions and Employee Associations, 1979. ”
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ployer practices (as a factor enhancing employer effec-
tiveness in avoiding unionization), relocation of pro-
duction, structural change in the economy, and prolif-
eration of new parties to industrial relations activities.
It is uncertain, however, whether the overall economic
strength of unions has declined commensurately.

Modern personnel practices may diminish the incen-
tive of workers to organize where management pro-
vides grievance procedures, complaint channels, com-
pany information, fair compensation, and other serv-
ices or benefits that unions have been instrumental in
launching at unionized firms. Personnel practices have
improved as a result of growth in government regula-
tion of employment conditions, growth in business
school training of managers, increased attention of
business school curricula to human resource manage-
ment, and other factors.11 One industrial relations
analyst relates change in employer practices to the
spread among managers of the view that “unions ex-
ist as a reflection of management failures, ” although
he notes that such generalizations tend to be unmer-
ited, reflecting doctrine rather than analysis of specific
situations. 12 A review of the industrial relations litera-
ture shows that this characterization appears to be ac-
cepted by many academic observers of industrial rela-
tions trends.

The shift in location of production from unionized
to nonunionized regions in the United States, and from
the United States to other countries, has also dimin-
ished the union presence in the workplace. Locational
shifts occur for many reasons, most related to costs,
and in some cases including a desire by management
to evade unions.13 Where locational shifts involve
plant closings, unions can gain political support
through community opposition to closings. * On the
other hand, management develops political support
(though not necessarily at the local level) by relating
locational and other decisions to business strategy for
maintaining competitiveness. Although “competitive-
ness” has become a battle cry in rhetorical wars be-
tween unions and employers, the true extent of the ef-
fect of unions on industrial competitiveness, and the
soundness of that rationale for relocating production
facilities away from unionized areas, are uncertain.

Another important factor in observed erosion of
union representation is structural change in the econ-
omy. In brief, growth in service industry relative to
manufacturing employment, and growth of public sec-

1lD,  ~~ Mills, ‘~an=ment  Performance, ” and  Fred K. Foulk=, ‘large
Non Unionized Employers, “ in U.S. Mustrial  Relations 19s01980: A Criti-
cal Assessment, Jack Steiber,  et al. (eds.  ) (Madison, Wis.: Industrial Rela-
tions Research Association, 1981).

‘zIbid.
I’Ibid.
● Point debated in 1982 OTA Labor Markets and Industrial Relations Work-

shop.

tor relative to private sector employment have in-
creased the proportion of employment opportunities
in occupations and industries with traditionally lim-
ited union representation. See figure B-2. Moreover,
growth in electronics and other so-called “high tech”
industries which have little union representation rela-
tive to traditional manufacturing has also reduced the
proportion of employment in unionized industries (al-
though unionized, traditional manufacturing industries
employ more people than high-tech industries). * The
continuation of these divisions between predominantly
union and nonunion industries and sectors is uncer-
tain.

Finally, several new parties have entered the indus-
trial relations arena in the past two to three decades.
First, the use of consultants who specialize in person-
nel management and in combating unions and the es-
tablishment of labor-management committees have
grown among both unionized and nonunionized
firms. ** Although the legality of labor-management
committees in unionized firms has been questioned (as
possibly unfair employer interference in the bargain-
ing process), and although some unions regard com-
mittees as conflicting with the bargaining process,
many committees have been established through col-
lective bargaining, and legal problems are being
resolved. * * * The long-term impacts of labor-manage-

● A BLS analysis conducted for the Joint Economic Committee notes that
high-tech industries account for 4.6 percent of total wage and salary employ-
ment. By contrast, all  manufacturing industry wage and salary jobs com-
prise about 22 percent of the total.

‘ ● This point was raised at the OTA Labor Market and Industrial Rela-
tions Workshop and in a roundtable reported in Fortune magazine, Sept. 20,
1982.

● **Point discussed at the OTA Labor Market and Industrial Relations
Workshop.

Figure B-2.—Job Growth for Major Occupational
Categories Under Alternative Economic Projections,
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ment committees on union-management relations are
unclear, since existing committees differ in focus (e.g.,
training, quality control) and scope, and since the cur-
rent increase in interest in committees seems linked at
least in part to current economic conditions and im-
port levels.

Second, new regulations and regulatory bodies be-
gan to influence labor-management relations in the
areas of occupational safety and health protection and
equal opportunity in hiring and promotion in the
1960’s and 1970’s, beginning with the 1969 Coal Mine
Health and Safety Act and continuing with the 1970
Occupational Health and Safety Act and the 1972
Equal Employment Opportunity Act.14 New regula-
tions served to force changes in union practices, includ-
ing contract modification. Some observers believe that
government regulation of hiring, promotion, and occu-
pational health and safety practices may have under-
mined the value of collective bargaining in those areas,
by establishing new complaint mechanisms for work-
ers outside the traditional industrial relations frame-
work, and placing an emphasis on concerns of the indi-
vidual worker rather than the bargaining unit .15 Occu-
pational health and safety regulations, in particular,
may also affect unions by promoting technology
change in general and automation in particular. And,

l~pub]ic  Law  91.173,  public  L.aW 91-596, and Public Law 92-261, respec-
tively.

IJphy]]ls  A, Wallis and James W. Driscoll,  “Social Issues  in Cokctive  Bar-
gaining, ” in V, S. industrial Relations 19s01980:  A Gitical  Assessment, Jack
Steiber,  et al. (eds,  ) (Madison, Wis.:  Industrial Relations Research Associa-
tion, 1981).

as noted earlier, regulations motivated improvement
in personnel management.

Programmable automation may present opportuni-
ties or liabilities for labor organizations. How labor
organizations are affected by programmable automa-
tion depends on how the equipment and systems are
developed and implemented, and on where they are
used. To develop an understanding of how program-
mable automation may affect labor organizations, a
variety of issues should be addressed, such as the
aspects of programmable automation design and im-
plementation that may be fundamental to union (and
other labor) responses to programmable automation,
the degree to which workers consider programmable
automation design and implementation characteristics
to be inevitable or negotiable, and, in particular, the
impact of programmable automation on the organiz-
ing base for unions.

While unions are perceived as representing primarily
production workers, the application of programmable
automation to all aspects of the manufacturing proc-
ess, including nonproduction activities such as draft-
ing and inventory control, may broaden the base of
workers interested in organizing. Already, scientific/
engineering and clerical unions have been formed,
serving constituencies which may be especially vulner-
able to technological change in the future. Whether
nonproduction workers do organize at higher rates,
and if they do, whether they join unions dominated
by production workers or separate labor organiza-
tions, may be important factors in determining how
labor organizations influence the spread of program-
mable automation and moderate its impacts.
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Papers Prepared for Workshop

The following papers were prepared as background
materials for the OTA Labor Markets and Industrial
Relations Workshop which was held July 27, 1982. 3.
Their content and conclusions are the sole responsibil-
ity of the authors and do not necessarily reflect the 4.
views of OTA.

1. “The Economics of Technical Progress: Labor
Issues Arising From the Spread of Programmable 5.
Automation Technologies,” by Eileen Appelbaum. 6.

2. “Assessing the Future Impacts on Employment of

Technological Change: An Input-Output Ap-
proach,” by Faye Duchin.
‘The Effect of Technical Change on Labor,” by
Louis Jadobson and Robert Levy.
“Programmable Automation: Its Effect on the
Scientific-Engineering Labor Market,” by William
N. Cooke.
“Technology and Labor,” by Markley Roberts.
“Labor-Management Relations in an Era of Pro-
grammable Automation,” by William’N. Cooke.

THE ECONOMICS OF TECHNICAL PROGRESS: LABOR ISSUES
ARISING FROM THE SPREAD OF PROGRAMMABLE
AUTOMATION TECHNOLOGIES
by Eileen Appelbaum*
Department of Economics
Temple University

July 27, 1982

One of the specific objectives of this workshop is
to place alternative analytic methods which may be
used to make inferences about programmable automa-
tion technologies and labor market issues in perspec-
tive. A second objective is to specify the information
requirements associated with the formulation of ap-
propriate policies and legislative initiatives. The two
objectives are related in that the choice of variables
for study as well as the specification of the behavioral
relations among them is dictated by the system of anal-
ysis that is utilized. My remarks are directed to the
second set of questions which this panel will be con-
sidering, subsumed under the heading, “To what ex-
tent are the production and use of programmable auto-
mation likely to result in unemployment of current
workers and job displacement?” My view is that an
adequate system of analysis is indispensable to an
evaluation of the questions raised in this section and
to the design of studies capable of providing reliable
information.

The first section of this paper is a critique of the
standard economic analysis of technology and employ-

● The author is a member of the Working Group on Reindustrialization
at the University of Massachusetts (Amherst) and participates in its Subgroup
on Microelectronics and Work Process. She is indebted to her colleagues for
valuable discussions, though she is solely responsible for the content of this
paper and any errors in it.

ment. This view probably exercises some influence in
the policy community and elsewhere. Its conclusions
are remarkably sanguine. They may or may not prove
to be true; but the analysis itself is faulty and the con-
clusions are not supported by it. I will keep my com-
ments brief, and will limit them to demonstrating the
most critical weaknesses of this approach. In the next
and most important section I will proceed to the con-
structive task of developing the economics of technical
progress to encompass the issues of interest to this
panel. The analysis presented in this section will, I
believe, make clear the existence of important relation-
ships that are not otherwise obvious, and will provide
qualitatively new insights in the analysis of the
employment issues. The final section will indicate the
kinds of studies that will best serve to increase our
knowledge of the effects of this latest round of automa-
tion on workers, jobs, and employment.

Critique of the Standard Economic
Analysis of Technology

The analytical methodology employed by econo-
mists to analyze the effects of the introduction of
robots on wages and employment of workers in the
affected industries and upon employment generally

60
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tends to trivialize what is a complex question, and of-
fers little policy guidance. This does not appear to
create any difficulties, mainly because the analysis
leads economists to the conclusion that, apart from
a short-term need for retraining, workers face no prob-
lems. Thus, standard analysis suggests that robotics:
1) will have a positive impact on wage levels, 2) will
probably tend to reduce rather than increase unem-
ployment in the long run, and 3) will stimulate total
employment even in the industry introducing the
robots.1 The analysis on which these conclusions are
based can only be characterized as glib and superficial.

In analyzing the wage and employment effects of
introducing robots, a typical approach taken by econ-
omists is to present a hypothetical situation. One
typical presentation compares the case in which a
widget factory adds one additional worker to its
existing production line and increases output by 4 units
a day to the case in which the firm buys several robots
and hires one additional worker to oversee them, thus
increasing output by 10 units a day. At $20 per widget,
the author concludes that the value of a worker’s mar-
ginal product has increased from $80 to $200 and that
the firm, which previously would have been unable
to pay any worker more than $80 will now be forced
by competition to pay this new worker something near
the $200 figure. This type of example, though com-
mon, is peculiar; and the argument behind it is logical-
ly incorrect.

It is strange that in this example the robots do not
replace any previously employed workers (welders,
painters, machinists, etc.), but are simply added to an
existing production process. It’s an unusual technol-
ogy, indeed, that simply adds two or three robots to
an existing process without materially affecting that
process. As no workers have been replaced, utiliza-
tion of the robots simply increases employment by one
skilled worker because the robot requires maintenance
and oversight. Economists making this argument
sometimes conclude that the worker hired will be a
skilled worker. Now, robot-fixer may be a more skilled
job than painter or welder, but robot-minder is not.
With only two or three robots, the firm is likely to
contract out for robot maintenance, increasing em-
ployment in the contracting firm by considerably less
than one skilled worker. The worker hired by the firm
using only two or three robots is more likely to be a
relatively unskilled adjunct to the robot. By making
the robot overseer both robot-minder and robot-fixer,
this approach manages to evade entirely the issues in-

‘See, for example, Richard K. Vedder, “Robotics and the Economy, ” a staff
study prepared for the Joint Economic Committee, Congress of the United
States, Mar. 26, 1982 (Washington, D. C.: U.S. Government Printing Office,
1982).

volved in the fact that some skills will be downgraded
even as others are increased.

Moreover, the argument is logically incorrect. In
going from the first case to the second, an increase of
capital (two or three robots) as well as an increase of
labor (one robot-fixer) has been slipped into the ex-
ample. Capital and labor have both increased, and
consequently it is not possible to speak of an increase
in the marginal product of labor. Nor can the firm af-
ford to use the total increase in productivity to increase
wages. What this argument appears to ignore is that
with an increase in wages for the newly hired worker
from $80 to $200, the rate of profit on capital has
decreased. The amount of capital has increased by two
or three robots, but all the increase in output has gone
to pay the wages of the robot-fixer. Consequently,
gross profits are unchanged. As a result, the ratio of
net profits to capital (the rate of profit on capital) has
decreased. An even more serious consequence is that,
with gross profits unchanged, the firm will be unable
to amortize the new robots. How will it replace them
as they wear out’?

Economists sometimes use oligopolistic industries
like auto and steel as illustrative examples in consider-
ing what will happen to the price of, and demand for,
output. In these examples, price and quantity sold of
steel and cars are determined by impersonal market
forces. Auto and steel firms exercise no control over
market price and, in particular, they do not view price
as a strategic variable which they can manipulate to
restore profitability after the introduction of robots.
Nor are steel or auto workers capable of bargaining
for higher money wages as their productivity increases.
Thus, the introduction of robots reduces production
costs, increases supply, and ultimately causes prices
to decline and the quantity demanded to increase. The
problems with this analysis when applied to industries
like steel and autos are myriad. If firms exercise market
power to increase profit, or workers bargain for wage
increases, or the new technology requires greater in-
vestment, or the new technology is likely to become
obsolete in a short time as robots become more sophis-
ticated and hence has higher amortization costs, then
the decline in production costs will be damped, sup-
ply need not shift very much, prices need not fall very
much, and the quantity demanded need not be much
affected. Real wages and/or profits will increase and
demand may very well be affected, but simple text-
book models of supply and demand are not sufficient
for analyzing industries that are highly unionized,
capital intensive, and in which firms are able to exer-
cise market power. An alternative analysis which poses
very different questions and possibilities, is a prereq-
uisite to research.
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On one point standard economic analysis is correct:
there is no stopping the introduction of robots. Even
if it should turn out that employment is adversely af-
fected and the rate of profit on capitaJ is approximately
the same after the introduction of robots as it was
before, firms cannot avoid trouble by never adopting
the new technology. So long as some firms (in this
case, Japanese or European firms) are going to in-
troduce the new technique, U.S. firms will have to do
likewise or find they are unable to compete in world
markets. In the absence of competition, firms have
sometimes delayed the introduction of cost saving
techniques to protect the value of existing capital. In
the presence of competition, delay risks loss of sales
and, hence, of jobs. U.S. firms will ultimately have
to adopt robotics and related technologies. If they do
so later rather than sooner, they will lose whatever
advantages accrue to having been among the leaders.

The Economics of Technical Progress:
Labor Issues Arising From the Spread of
Programmable Automation Technologies*

Programmable automation technologies are intro-
duced in order to reduce manufacturing cost per unit
of revenue. That is, as a result of robotics, firms ex-
pect their net receipts from a given outlay to be higher
than they would have been otherwise. A successful in-
novation reduces costs—saving labor cost, or saving
capital cost, or expanding the resource base and thus
saving resource cost. An innovation may be worth
making even if it raises one element of cost provided
that it reduces other elements more. Thus, program-
mable automation technologies will be introduced
because they reduce labor costs by increasing output
per man-hour or by allowing the substitution of
cheaper for higher paid labor, or because they reduce
amortization charges by embodying major advances
in technique in new plant and equipment, thus reduc-
ing the risk that the capital stock will become pre-
maturely obsolete and extending its probable useful
life. Such changes in technique maybe cost saving even
if they increase capital costs. The effect of the new
technologies on wages and employment will vary,
however, depending on whether they are capital sav-
ing or capital using. Capital costs are increased, and
the new technique may be characterized as capital
using, if the firm requires higher levels of investment
in order to achieve a given increase in capacity. It may

This argument owes much to Joan Robinson, “Notes on the Economics
of Technical Progress,” Z%  Generalisation of the General Theory and Other
Essays  (New York: St, Martin’s Press, 1979 (1952)). The importance of capital
saving technology in economic development was suggested to me by Pro-
fessor Thomas Hughes of the University of Pennsylvania.

be characterized as capital saving if less investment will
achieve a given increase in capacity, and it may be
characterized as neutral if the amount of investment
required to achieve a given increase in capacity is the
same with the old and new techniques.

Whether they are capital using or capital saving,
programmable automation technologies are labor sav-
ing. A saving in labor cost may be due to an increase
in output per man-hour with the type of labor (i.e.,
the distribution of skill levels) unchanged, or it may
be due to the substitution of less skilled labor for more
skilled. It will, thus, be necessary to consider several
cases.

Wage and Employment Effects

Programmable automation technologies are likely
to spread throughout the manufacturing sector, though
they may have fewer applications in some industries
than in others. Consider first what will happen if these
technologies are capital saving (or neutral) and, in ad-
dition, are labor saving due to an increase in output
per man-hour and not due to the deskilling of work.
If money wage rates are unchanged following the in-
troduction of robots and related technologies, then the
effect of these innovations depends on what happens
to the price of manufactured goods. If the price of these
products is unchanged, the net profit per unit of out-
put and net profit per unit of capital will be increased.
Real wages will be unchanged. If the prices of these
products decline, as a result perhaps of the strength
of foreign competition for the domestic market, then
real wage rates will rise. The increase in real wages
will be greatest when competition is strong enough to
force prices down to the point at which net profit per
unit of capital is the same after the change in technol-
ogy as it was before the change. Lesser price decreases
imply an increase in the rate of profit and smaller in-
creases in real wages. An alternative scenario is one
in which money wage rates increase in line with pro-
ductivity advances so that unit labor costs are con-
stant while prices are constant or increase. Again, so
long as competition is sufficient to assure that prices
increase by less than wages, real wages will increase.
The extent of the increase in real wages will depend
on the strength of competition in product markets,
which limits the increase in the rate of net profit on
capital following the introduction of the new tech-
nique. Provided that competition in product markets
is not entirely absent, real wages of manufacturing
workers will increase following the spread of program-
mable automation techniques if the proportion of
skilled manufacturing jobs does not decline.

The effect on employment in manufacturing de-
pends, in the first instance, on what happens to effec-
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tive demand for manufactured commodities and cap-
ital goods. To maintain a given level of manufactur-
ing employment, demand for manufactured goods (in-
cluding robots) must increase in the same proportion
as output per worker. If the new technology is capital
saving (or neutral), then the increase in capital goods
required to maintain a given level of employment will
be less than proportionate (just proportionate) to the
increase in output forthcoming from that employment.
Then the increase in demand (including export de-
mand) for manufactured commodities will have to in-
crease more rapidly than (at the same rate as) output
per head in order to maintain employment constant.
If effective demand for manufactured products does
not grow apace, technological unemployment in man-
ufacturing will result. Keynesian demand management
policies may or may not be capable of increasing ef-
fective demand sufficiently to prevent unemployment
in individual industries—it depends on the extent to
which the new technology increases output per
worker. Given worldwide excess capacity in steel pro-
duction, for example, reliance on demand management
alone is insufficient to restore the U.S. steel industry’s
employment to its 1979 level, even after cost saving
robots are introduced.

A reduction in the workweek with no reduction in
weekly income is an alternative means of maintain-
ing employment in manufacturing. The question that
arises is whether this can be done without raising unit
labor costs or reducing real weekly wages. If the new
technology is capital saving or neutral and doesn’t
reduce the proportion of skilled jobs, the answer is
“yes.” With output per worker increasing and the ratio
of investment to output constant or declining, it is
always feasible to reduce the workweek without a re-
duction in weekly income or an increase in price. The
increase in labor productivity in an industry may be
shared between a slower increase in weekly income
and a reduction in the workweek for workers in that
industry. * A reduction in the workweek under these

● The following example may clarify this point. Consider a firm that
employs 10 workers at 40 hours a week and produces 100 widgets a week.
The workers are paid $1.00 an hour and the widgets are priced at $5.00 each.
Each worker earns $40  per week. The total wage bill is $400  and total profits
are $100. Now suppose a capital saving advance in technology is introduced
that increases output per worker by 50 percent, and that wages also rise by
50 percent to $1..50 an hour. Suppose that demand for widgets increases, but
not enough to maintain employment of all 10 workers. Suppose that demand
for widgets increases to 120  a week. Following the advance in technology,
this output can be produced with only eight workers. The total wage bill
is now $480 (eight workers working 40 hours at $1.50 an hour). The wage
bill has increased 20 percent. With no increase in price, total  profits will in-
crease to $120, also a 20-percent increase. The eight workers are employed
a total  of 320 hours a week. If a decision is made to maintain employment
by reducing the workweek, the 10 workers will each work a 32-hour week.
At $1.50 an hour, each worker will earn $48 a week. The workweek has
decreased, labor costs have not increased, real weekly wages have increased
(though more slowly than they otherwise would have), and the increase in
profits is unaffected.

circumstances is always possible. There are at least two
reasons, however, why it may not be practical. First,
a shorter workweek is only possible if prices of the in-
dustry’s products do not decline. In the face of inter-
national competition for domestic markets, it may not
be possible to meet this condition. Second, consider
what happens when some manufacturing industries are
better able than others to utilize the new technologies,
and thus achieve much greater increases in productivi-
ty. If the standard workweek in manufacturing is re-
duced, the reduction is likely to apply to all manufac-
turing industries, including those with slower produc-
tivity gains. Labor costs and prices in industries where
productivity improves less must rise as a result of the
reduction in the workweek. If the products of such in-
dustries are capital goods, they will raise the final price
of the outputs of the technically progressive industries
in which they are used, possibly making them less
competitive in world markets. In any event, the in-
crease in the price of output of industries where the
new automation technologies are less applicable retards
the rise in real wages of workers. Thus, a reduction
in the weekly hours of manufacturing workers with
no reduction in weekly income can most easily be un-
dertaken if 1)programmable automation technologies
prove to be capital saving or neutral, 2) real wages of
workers rise because money wages increase in line with
productivity increases while prices remain constant
(and not because money wages remain constant while
prices decline), and 3) the technologies are widely
spread among manufacturing firms and not much
more highly concentrated in some than in others.

If programmable automation technologies are cap-
ital using rather than capital saving or neutral, the
discussion of the effect on real wages has to be
modified somewhat. Again, if money wages and prices
are both unchanged, net profit per unit of output will
increase. Whether any increase in the rate of profit on
capital and/or real wages is possible depends on
whether the increase in the amount of capital required
per unit of output and in net profit per unit of output
are proportionate. That is, it depends on whether the
saving in labor cost is completely offset by the increase
in capital costs. If it is not entirely offset, then pro-
vided competition in product markets is not entirely
absent, real wages of labor will rise. The increase,
however, will be more moderate than if the technol-
ogy were capital saving or neutral. The reason for this
is straightforward: If the new technologies are capital
using, a larger share of gross output will be required
for amortization. The increase in net output available
to be divided between increases in real wages and in
the rate of profit is consequently smaller. For the same
reason, the possibilities for trading off increases in real
wages for a shorter workweek are more limited.
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Even when demand for manufactured goods grows
in line with the growth of output per worker, a capital
saving technology will not directly increase employ-
ment in the capital goods industries. A capital using
technology, however, may have this effect. With in-
vestment requirements higher, whether employment
will increase in the capital goods industries depends
on whether these industries have also introduced labor
saving technologies as they shifted from the produc-
tion of ordinary to programmable automation technol-
ogies.

An important motive for the decision of firms to in-
troduce capital using techniques is that such techniques
may substitute machinery for skill, reducing the skill
component of the task, and making possible the sub-
stitution of lesser skilled machine-tenders for more
highly skilled craftsmen. * Such developments in tech-
nology save labor costs by allowing firms to substitute
cheap labor for more expensive, and bring us to the
third case which must be considered. This type of tech-
nical change is, perhaps, more invidious than a change
which saves labor by increasing output per worker
without reducing skill requirements. One reason is that
even if aggregate demand policies could be devised to
maintain reasonable full aggregate employment levels,
skilled manufacturing workers would be displaced by
less skilled workers. If the wages of skilled workers
do not then decline substantially, the new technique
will diffuse through the industry, effectively displac-
ing the skilled workers. A substantial decline in wages
of skilled workers might check the spread of the new
technique, allowing both techniques to operate side by
side. This outcome, however, would probably require
a decline in the wages of skilled workers sufficient to
nearly eliminate the wage differential between skilled
and unskilled workers. Unlike changes in technology
that save labor costs by increasing output per worker,
changes in technology that save labor costs by enabling
firms to substitute cheap, unskilled labor for more
highly skilled workers do not increase real wages.
Whether the rate of profit on capital increases or not,
net profit as a share of output and amortization will
both increase as a result of the introduction of a more
capital using technique. Given the overabundance of
workers available for less skilled jobs in the U.S. econ-
omy, and their lack of union organization and bargain-
ing strength, it is unlikely that real wage rates of less
skilled workers will increase. Union organization of

● Such a development has occurred in the last decade in the baked goods
industry. Bakers continued to be classified among craft workers although,
increasingly, the baker’s task has become one of minding, measuring, and
mixing machines, Cheap labor, often female, has been substituted for highly
skilled craft labor as mechanization increased and the job was deskilled.

these workers could change this, of course, by cap-
turing for the less skilled employees some part of the
cost saving associated with the elimination of more
highly skilled jobs. Otherwise, average wage rate in
manufacturing will be reduced and the rate of profit
increased. In any event, high wage jobs will have been
eliminated.

This raises a related issue. As we have just seen,
firms in an industry can improve their cash flow posi-
tion (net profit plus amortization) by adopting a tech-
nique that is capital using but saves labor cost by
allowing the substitution of less skilled labor for more
skilled. For this reason, they may choose such a tech-
nique in preference to an alternative available tech-
nology that saves labor cost by increasing output per
worker without reducing skill levels since such tech-
niques, in general, increase real wages. Such a choice,
however, may have serious negative ramifications for
further technological change 10 or 20 years in the
future. These negative impacts may affect the com-
petitive position of such firms vis-a-vis foreign com-
petitors who have chosen not to reduce the propor-
tion of skilled workers employed. A hypothetical ex-
ample, which Peter Albin of CUNY suggests may not
be so far from the truth, may serve to illustrate this
point. Suppose that when a U.S. firm puts in a robotic
installation, it replaces as many as six master
machinists with one programmer plus three entry-level
people whose function is to “load and unload,” keep-
ing things lined up for the robots. In Japan, on the
other hand, let us suppose that master machinists are
retrained and prepared for positions as machinist/pro-
grammers. The machinist’s job is transformed but not
downgraded, and the machinist is ready for future
changeovers. The initial cash flow advantage is gained
by the American firms which have a less skilled and
lower paid labor force. However, the man/machine
configuration in U.S. firms is more permanent, less
flexible. In the absence of skilled master machinists,
the opportunities for learning by doing are severely
curtailed. The Japanese in this example, because they
retain their master machinists, need to build less into
the machine, can design less immutable man/machine
configurations, have enhanced opportunities for learn-
ing by doing, and have increased opportunities for
continuous technological change. Longrun competitive
advantage would rest with the Japanese. This exam-
ple suggests that the substitution of less skilled workers
for craft and highly skilled workers, as a means of
holding down costs and increasing profits in the near
future, may be myopic. In the longer period, it could
have serious implications for international competi-
tiveness and manufacturing employment.
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Changes in Aggregate Employment
Outside Manufacturing

Changes in technology that involve the deskilling
of tasks have a deleterious effect on the employment
possibilities of skilled manufacturing workers, while
those that increase output per worker raise the specter
of technological unemployment. Such unemployment
will materialize if growth in demand lags behind pro-
ductivity growth. In an open economy, in which im-
ports supply some part of the domestic market, growth
in demand at home and abroad for domestically pro-
duced manufactured products will have to outstrip the
productivity gains just to maintain employment con-
stant. Otherwise, as seems likely, employment in U.S.
manufacturing will decline. The question, then, is
whether employment in nonmanufacturing sectors of
the economy will expand and absorb displaced work-
ers as well as new labor force entrants who would
previously have found skilled and semiskilled manu-
facturing jobs.

Economists are used to thinking of increases in pro-
ductivity as increasing real income and spending, thus
increasing demand for services and other products, as
well as employment in the industries producing them.
It happens, however, that it matters whether the in-
crease in real income is an increase in real wage rates
or an increase in net profit. An increase in net profit
results in an increase in business saving, and sets up
the conditions for a cyclical decline in employment.
Moreover, the marginal propensity to save and to con-
sume imports is higher among those income groups
receiving dividends than among wage earners, again
with negative implications for U.S. employment. Some
part of the increase in net profits will increase demand
for producer services (e.g., advertising, financial, ar-
chitectural, or computer services), so that output of
this sector will increase.

An increase in real wages, on the other hand, is like-
ly to generate an increase in demand for the full range
of consumer goods and services. Output will increase,
but the effect on aggregate employment is more uncer-
tain. Two cases need to be considered: the case in
which technology in nonmanufacturing firms is essen-
tially unchanged, and that in which labor saving pro-
grammable automation technologies spread through
the nonmanufacturing sectors as well.

Suppose that the application of programmable auto-
mation technologies is confined to the manufacturing
sector and does not spread to the two other broad sec-
tors of the economy—other goods producing industries
(agriculture, construction, and mining) and nongoods
producing industries broadly construed as the service
sector. Price declines for some manufactured goods,
as a result of the increase in output per worker, are

likely—in clocks, calculators, home computers, etc.
Typically, however, real wages of manufacturing
workers and profits of manufacturing firms will in-
crease as a result of increases in money wages in line
with productivity and prices that remain largely un-
changed, perhaps creeping upward slightly. * With
prices largely unchanged, real wages of nonmanufac-
turing workers are also unchanged. As manufactur-
ing workers’ spend their higher real incomes, demand
for nonmanufactured goods will increase. The higher
incomes (gross profits and total wage bill, though not
wage rates) generated in these sectors again increase
demand for manufactured goods, other goods, and
services. Since existing technologies in the service sec-
tor have a much higher ratio of labor to “output,”
growth in services and consequently in service sector
employment could possibly maintain aggregate em-
ployment, increasing the share of service jobs.

The employment outcome is far less optimistic if
unionized workers in construction, mining, transpor-
tation, and the public sector, concerned over the
decline in their relative real wage position, bargain for
higher money wages. The resulting rise in prices, es-
pecially of housing, will slow the increase in real wage
rates due to the advance in technology in manufac-
turing, and hence will retard the increase in employ-
ment generated by expenditures out of increased wage
income. Moreover, with prices rising the already low
real wages of nonunionized workers in retail trade and
health services, and of many of the clerical workers
found in the service sector, will decline, The resulting
change in relative output prices may stimulate demand
for these services, resulting in a disproportionate in-
crease in such low paying jobs.

It is not realistic, of course, to assume that program-
mable automation technologies will be limited to the
manufacturing sector. In particular, the spread of
distributed data processing in offices has already begun
and should be well under way by 1990. Automation
in manufacturing had progressed far even before the
introduction of robots and related technologies. Reli-
able estimates of productivity growth as a result of
these new techniques are not available, though the
guess that is bandied around is that between 4 and 9
percent of the work in manufacturing is suited to such
automation. * * The effect on employment will be less
than 4 to 9 percent since robot support staff—main-
tenance and repair personnel, programmers, and ma-
chine-tenders-will be required. Productivity might in-
crease by as much as 6 percent. These are only guesses,

● Such was approximately the case in the United States from 19s0  to 1964.
If there are price shocks from increases in resource prices (oil, food, etc.),
a wage-price spiral will upset this pattern of real wage gains.

“h-i the Carnegie-Mellon survey, responding firms placed it at 8 percent.
Like most of our information on the subject, this is little more than a guess.
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of course, but that future productivity gains in
manufacturing will approximate current gains in a
technologically progressive sector like communica-
tions, does not seem entirely unreasonable. Unlike
manufacturing, automation in offices is a qualitative-
ly new experience. Mechanization, in which machines
supplement the input of workers, has occurred steadily
with the introduction of typewriters, electric type-
writers, and word processors as well as other business
machines. But office automation, in which machines
take over entire worker functions and drastically alter
job content for the remaining workers is a recent
phenomenon. Gradual gains in clerical productivity
since 1948 may, within the decade, be replaced by
rapid advances in output per worker. Again no reliable
estimates of the potential spread of office automation
have been made for the United States. European ob-
servors3 suggest that 30 to 40 percent of clerical work
may be suitable for automation, with the impact on
employment in the 20- to 30-percent range. These
guesses (and I emphasize that they are only guesses)
suggest an increase in labor productivity in the office
of about 25 percent. Even if these guesses are too high
by a factor of 2 or 3, they suggest the severity of the
technological unemployment problem that may
emerge if programmable automation technologies
spread through both manufacturing and nonmanufac-
turing sectors. With so small a fraction of clerical
workers unionized and so large a percentage of them
women, clerical workers are likely to reap but few of
the gains of their higher productivity directly. Major
employers of clerical workers—insurance companies,
accounting firms, advertising agencies, computer serv-
ice firms, law firms-may lower their rates, raising real
incomes generally and stimulating demand for their
services. Alternatively, net profits will increase if rates
are unchanged. In either case, the rapid growth that
has characterized clerical employment in the last dec-
ade is likely to slow, further compounding the prob-
lem of providing jobs for new labor force entrants.

Rapid Technological Change and Investment

One other aspect of the relationship between im-
plementation of new technology and employment
should be briefly noted. Older plant in manufactur-
ing industries, auto and steel perhaps, may have been
rendered obsolete more quickly than anticipated. Cer-
tainly the step up in the pace of automation has gen-
erated a major increase in demand for office equip-
ment. During the period of the changeover to pro-
grammable automation and microprocessor-based
technologies, a period which may last 10 to 20 years

“The Job-Killers of Germany,” New  Scientist, June 8, 1978.

while more versatile robots and software for office and
other applications are developed, investment in the
capital goods required to replace manufacturing plant
that has had to be prematurely scrapped or to increase
capital-to-labor ratios in offices will generate employ-
ment. High capital requirements as offices switch to
electronic equipment and manufacturers use com-
puterized machinery implies employment growth over
the next two decades in industries supplying advanced
capital goods. If these goods are produced in U.S.
plants, growth in manufacturing jobs in these indus-
tries will, during this period, partially offset the loss
of manufacturing jobs in industries where the new
technologies are implemented. The full impact of
technological unemployment will not be felt until 2000.
The unknown here is the extent to which this market,
both domestic and international, will be supplied by
firms located in the United States. The Japanese lead
in computerized manufacturing is substantial and its
greater experience in successfully producing and using
robots gives it an advantage in future sales of these
machines. The Yamazaki Machinery Works reports
more than 300 serious inquiries from U.S. companies
alone.4 American firms are better situated in the
markets for electronic office equipment, home com-
puters, electronic toys, but competition from Japan,
West Germany, the Netherlands, and France is in-
tense.5 The growth of U.S. multinational corporations
(MNCS) is a further threat to the future of U.S.
manufacturing jobs in these industries. The widely
scattered manufacturing operations of semiconductor
firms are a case in point.

Multinational Corporations and Employment

The existence of MNCS further complicates the anal-
ysis of job loss due to changing technology. When
firms were national entities and not multinational con-
cerns, it was increasing wages of skilled workers within
a country that motivated firms to seek new techniques
that save labor cost by substituting less skilled for more
skilled workers. The existence of MNCS with affiliates
in low wage areas means that such firms have an in-
centive to invest in techniques that substitute less
skilled Third World workers for American workers so
long as the wage differential between the two groups
of workers exceeds some minimum. When transpor-
tation costs for bulky products manufactured in the
Third World were high, even a substantial wage dif-
ferential might not have induced U.S. firms to move
their fabricating operations abroad. Progressive ad-
vances in microminiaturization, lightweight materials,
and transportation technology have changed that.

4New York Times, Dec. 13, 1981, sec. 3.
5Business  Week, Dec. 14, 1981, pp. 39-120 and Dec. 21, 1981, pp. 52-54.
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The ability of the developing countries to compete
in the production and sale of manufactured products
to the United States is only partially the result of in-
digenous economic development. It results as well
from the growth of U.S. multinationals. The unique
advantage of the MNC in comparison with national
firms is its transnational ability to combine labor and
material resources in the host country with technol-
ogy and administrative capabilities developed in the
home country. Because labor costs in less developed
countries are so much lower than labor costs in the
United States the possibility exists that increasing
North-South trade will result in increasing specializa-
tion in production within countries with the develop-
ing countries specializing in the production of an in-
creasing number of manufactured products. The de-
bate over whether steel production, like black and
white televisions, should be phased out in favor of im-
ports emphasizes the immediacy of this concern. Leav-
ing aside the issue of whether the United States should
view industrial structure as an object of policy, for-
mulating economic policies designed to achieve some
structural outcome, let us consider the implications for
employment as technology advances. The export of
manufacturing jobs outside the United States means
that productivity gains will be realized elsewhere. How
much of the increase in productivity will go to increase
the real wages of local workers in American-owned
plants overseas is uncertain. Even if the MNC captures
the entire productivity increase, it may or may not
reduce the price of the product in U.S. markets. A price
reduction would, of course, mean an increase in real
income in the United States, which would raise de-
mand for output and increase employment in this way.
The magnitude of the effect would depend on how
much of the increase in productivity the MNC keeps
in the form of retained earnings (to finance expansion
of its foreign subsidiaries as well as, or in place of, its
American operations) and how much it passed along
in the form of lower prices.

Service Sector Jobs and the Quality of
Employment Opportunities

The analysis of the previous section focused on the
effects of programmable automation technologies on
real wage rates and on aggregate employment. To
discuss the qualitative aspects of service sector employ-
ment growth requires that we turn our attention to
how labor markets are currently structured. To begin,
I want to consider the familiar thesis that investment
in human capital will enable the service sector to con-
tinue expanding, so much so that it will easily absorb

the workers displaced from manufacturing.’ This hy-
pothesis, relating economic growth to human capital
formation, is a simple extrapolation of the findings of
“growth accounting.” In growth accounting, past eco-
nomic growth is broken down into its component
sources—quantity and quality of labor inputs, quan-
tity and quality of capital inputs, The great accom-
plishment of growth accounting has been the iden-
tification of the increasing educational attainments of
the labor force as one of the quantitatively most signifi-
cant sources of growth in output per worker between
1929 and 1969.7 However, growth accounting provides
no theory to explain the nature of the relationship be-
tween the quality of labor inputs and economic
growth. All that can be said on the basis of growth
accounting is that investment in human capital and
economic growth both proceeded at an impressive rate
during the period following 1948. It is incorrect to in-
fer that increased schooling caused economic growth
from the association between educational attainment
and the growth in gross national product (GNP). Serv-
ice sector employment has also grown substantially
during this period, though again cause cannot be in-
ferred from correlation. In considering the ease with
which displaced manufacturing workers can be ab-
sorbed by a growing service sector, two points need
to be addressed. The first relates to the sex-labeling
of jobs in the U.S. economy, and the second to the
quality of service sector jobs.

Much of the expansion in service sector employment
in the 1970’s was in jobs for which women are the pre-
ferred labor force—retail sales including restaurants
and fast food establishments, and health services.
These are jobs that typically employ women at wages
below the average in manufacturing, and that provide
short hours, few fringe benefits, and little opportuni-
ty for advancement. Clerical employment was another
important area of job growth. Here, again, women are
the preferred labor force. Though the jobs are more
varied in terms of responsibilities, opportunities, and
wages paid, they are nevertheless among the poorest
paid and least prestigious of the white-collar occupa-
tions. The shift to service sector jobs has largely been
a shift away from jobs employing male workers and
toward jobs employing females. Despite the growth

bEli  Ginzberg  and George J. Vojta,  ‘The Service Sector of the U.S. Econ-
omy,” Scientific American 244, March 1981.

The development of growth accounting is best exemplified in the work
of Edward F. Denisen, The Sources of fionomic  Growth in the  United States
and  the Alternatives Befbre  Us (New York: Committee for Economic Develop-
ment, 1%2); Why Growth Rates Differ: Postwar Experience in Nine Western
Countries (Washington, D. C.: The Brookings  Institution, 1%7); Accounting
for Llnited  States Economic Growth, 1929-69 (Washington, D. C.: The Brook-
ings Institution, 1974); Accounting for Slower  &onomic  Growth: The United
States in the 1980’s (Washington, D. C.: The Brookings  Institution, 1979).
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in employment, high unemployment rates for women
persisted throughout the decade, suggesting there was
no shortage of female workers available to take such
jobs. Had manufacturing employment decreased by
nearly a million jobs during the last decade instead of
having increased by that amount (measured from its
peak in 1969 to its peak in 1979), with most of the
displaced workers men, it is unclear for which service
sector jobs they might have been retrained.

My second point is that the growth of service sec-
tor jobs has meant an increase in both good and poor
jobs. It is evident that the U.S. labor market is
segmented into a primary labor market segment in
which most of the “good” or “acceptable” jobs are
located, and a secondary segment in which most of
the “poor” jobs are to be found.8 A further distinction
can be made between autonomous primary segment
jobs (professionals, like doctors, lawyers, and pro-
fessors, or craftsmen like plumbers, electricians,
carpenters) and subordinate primary sector jobs (mail
carriers, city transit drivers, steel workers, etc.). The
difference between a subordinate primary sector job
and a secondary sector job is sometimes based on
worker skills and sometimes on nonskill-related job
characteristics. The better jobs are those in which the
employer values steadiness and low turnover and is
willing to reward tenure on the job with promotions
and higher pay, or in which the employee is repre-
sented by a union that has won decent wages, a pay
scale that rewards seniority, and protection against ar-
bitrary treatment. Many of the subordinate primary
sector jobs available for male workers are to be found
in the goods producing sector of the economy, where
workers have more union representation than in the
service sector. This is probably the basis for the casual
observation that changes in technology and the shift
to service sector employment is eroding the middle of
the job distribution, making the labor market more
starkly two-tiered with good jobs at the top, poor jobs
at the bottom, and shrinking opportunity in the
middle.

The growth of the service sector has provided both
good jobs and poor ones. Producer services (adver-
tising, architecture, law, management consulting, com-
puter, financial) now account for 19 percent of GNP,
and firms in this industry have been a major source
of good jobs.9 This observation is confirmed by a
Bureau of Labor Statistics (BLS) study of the computer
and data processing services industry (SIC 7372 and
SIC 7374),10 This industry currently employs nearly

‘See Richard C. Edwards, Contested Terrain (New York: Basic Books,
1979); and David Gordon, The Working Poor (Washington, D. C.: Council
on State Planning, 1980).

‘Ginzberg  and Vojta,  op. cit.
‘“Department of Labor, Bureau of Labor Statistics, “Industry Wage Survey:

Computers and Data Processing Services, ” Bulletin 2028, March 1978.

350,000 workers and is one of the rapidly growing
business services.11 The BLS survey found that approx-
imately 37 percent of the nonsupervisory employees
in this industry are highly paid professional or
technical workers, many of them computer systems
analysts, computer operators, and computer pro-
grammers. At the same time, however, the survey found
that office clerical employees account for another 32
percent of employment in this industry. Two-fifths of
the office clerical employees are key entry operators
earning $135 to $175 (Class B) or $150 to $205 (Class
A) in 1978. If we calculate their hourly wage on the
basis of a 35-hour week, they earned between $3.86
and $5.86 an hour. By comparison, average wages in
manufacturing in 1978 were $6.17 an hour. The point
is that service sector employment, like employment in
the U.S. economy generally, is two-tiered. The growth
of this sector has meant an increase in professional,
technical, and managerial jobs at the top; but it has
also meant an increase in clerical, sales, and nonprofes-
sional service jobs at the bottom. In particular, poor-
ly paying jobs in health services have been a major
source of employment growth in the 1970’s.

The number of good jobs has grown but, since 1970,
it has failed to keep pace with the supply of college
graduates. Employment prospects have deteriorated
substantially since the 1950’s and 1960’s.12 The result
has been a credentials inflation in which a college
degree is now a prerequisite for many jobs which could
be done or previously were done by workers with a
high school education. It would be incorrect, therefore,
to conclude that providing an educated work force
would be sufficient to guarantee the growth of jobs
requiring such workers. With good jobs in the service
sector growing more slowly than the supply of col-
lege educated labor, what are the prospects for workers
with less schooling who in earlier years would have
found employment in the manufacturing sector? Re-
cent growth in employment opportunities in the bot-
tom tier of the service sector suggests that, unless
clerical and service workers are displaced by technol-
ogy, aggregate employment will continue to grow. The
available jobs, however, may not provide viable alter-
natives for workers accustomed to decent wages and
due process—union benefits and protections charac-
teristic of much subordinate primary sector employ-
ment in manufacturing. Moreover, sex stereotyping
of clerical and retail sales occupations operate to deny
jobs to displaced male workers even were they to ac-
cept the low wages and authority relations typical in
such jobs. Can we specify the jobs for which these

llfiplo~ent  ad &m@s,  November 1981, table B-2.
IZRichard  FrWman  (cd.), The  Overeducated American (New York:

Academic Press, Inc., 1976).
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young workers should be trained? The future to which
they should aspire?

Research Needs

It should be evident from the foregoing analysis that
we need detailed, disaggregate data by industry on:

1.

2.

3.

4.

5.

6.

the kinds of work suitable for automation, with
currently available robots and programmable
technologies and with future generations of
robots;
the number of workers likely to be displaced, and
the slowdown in growth or decline in growth of
the labor force;
the demographic and educational characteristics
of the displaced workers;
estimates of the average increase in average labor
productivity, derived from 1. and 2.;
an estimate- of the cost saving to be realized as
a result of introducing the new technology; and
estimates of average labor requirements by oc-
cupation, capital requirements by type of plant
and equipment, and energy requirements per unit
of output at a baseline point prior to the introduc-
tion of the new technology, and at discrete in-
tervals in the next 10 to 20 years.

Some of this information already exists in engineer-
ing cost studies of technical improvements and in other
technical studies done by businesses or consulting
firms, in reports of private research firms, and in case
studies of individual firms. Access to these studies is
sometimes limited and even the published material is
not always easy to obtain. A chief difficulty is that
it has not been organized into a coherent picture that
would enable us to say with confidence what is known
and what remains to be learned about the impact of
programmable technologies. A survey and synthesis
of the existing literature that identifies the gaps in what
is known and is followed up with case studies and sur-
veys taken to fill the spaces seems essential. If such
a study is undertaken, it should address not only em-
ployment issues but changes in the nature of work as
well. Changes in work process, management functions,
and social relations within firms should all be studied
for insights into changes in the quality of working
life. ’3 In addition, we need to know how widely used

IJFO~ ~ d~talled  exposition  of the work process issues involved see Eileen
Appelbaum,  Kenneth Flamm,  and Leonard Rapping, “A Proposed State of
the Art Survey of the Literature on the Microelectronic Revolution, ” mimeo,
June 1981.

in manufacturing the programmable automation tech-
nologies will be. For firms that do not directly employ
robots and related technologies, we need to know
whether they will utilize capital goods produced using
such technologies since this will have the effect of
reducing capital costs in such industries even without
a change in technique (provided, of course, that the
price of the capital goods declines).

Information obtained from such case studies can
usefully be incorporated into an input-output frame-
work in order to obtain estimates of the size of the
labor force, its demographic composition, and its oc-
cupational distribution under alternative assumptions
about how the technology develops.14 Final demand
might be treated exogenously so that the percentage
increase in various detailed input requirements per
dollar of aggregate GNP could be calculated. Demand
structures that hold constant, respectively, the physical
and value composition of output might reasonably
provide orders of magnitude for demand effects. Since
the assumptions about the new technologies, or “sce-
narios, ” are necessarily subject to substantial uncer-
tainty, ranges of plausible technology changes ought
to be tested using the input-output framework to assess
the sensitivity to changes in the scenarios of the qual-
itative shifts in demand for energy, labor, and capital
inputs.

Input-output analysis refers to changes in physical
quantities of required inputs per unit of output. The
definitions of capital using and capital saving utilized
in this paper depend on the dollar value of investment
per unit of capacity. I am familiar with one study that
examines that concept empirically for the Canadian
economy. l5 That study, which is concerned with un-
employment and only touches on the technology
issues, uses measures that are aggregated for the
economy as a whole. The results are not very useful
for the purpose of studying technology, but the
methodology is very straightforward. I have put my
research assistant to work using this technique to look
at particular industries and time periods to determine
whether technology has been capital saving or capital
using.

14A  detailed d=ription  of this methodology can be found in Eileen
Applbaum,  Robert Costrell,  Kenneth Flamm,  and Leonard A. Rapping, “The
Impact of High Technology on the Structure of Factor Demands and on the
Process of Economic Growth,” mimeo,  March 1981.

“Paul  Davenport, “Capital-Using Technical Change and Long-Period
Unemployment in Canada, 1947-1981,” journal of Post Keynesian E20nomics,
forthcoming, September 1982.
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ASSESSING THE FUTURE IMPACTS ON EMPLOYMENT OF
TECHNOLOGICAL CHANGE: AN INPUT-OUTPUT APPROACH

by Faye Duchin
Institute for Economic Analysis
New York University

July 27, 1982
The OTA project proposal on Information Technol-

ogy, Automation, and the Workplace is an attempt
to anticipate now the likely situation with respect to
employment of the U.S. working-age population in
one or two decades. This paper describes a method-
ology for quantifying the size and occupational mix
of the employed labor force that will be required as
a result of the progressive introduction into the various
sectors of the economy of new technologies, in par-
ticular production and office automation. It makes fre-
quent reference to a model currently being developed
for this purpose at the Institute for Economic Analysis
(IEA) with support from the National Science Foun-
dation, called the IEA model.

The input-output (I-O) approach is now used in, or
rather as a component of, virtually all the well-known,
large-scale models of the U.S. economy like that of
the Bureau of Labor Statistics (BLS) Office of Eco-
nomic Growth and the proprietary forecasting models
of DRI, Chase Econometrics, Wharton, and many
others. 1-0 is valued in these applications for its abili-
ty to disaggregate overall economic activity into sec-
toral detail and to ensure the consistency of different
assumptions made about separate parts of the econ-
omy. In this paper I will concentrate on other aspects
of I-O that are generally not exploited, and I will try
to address the many detailed questions about meth-
odology, assumptions, and data that have been put
to me since I agreed to participate in this workshop.
I will focus on the issues that can be most readily
analyzed at the present time for policy purposes but
I will also indicate the research areas into which the
I-O framework can and should be extended to inte-
grate issues related, for example, to education and
training into the analysis of employment and techno-
logical change.

Representing Technology and
Technological Change

The technology used in a particular sector can be
characterized by the mix and amount of each input
required to produce one unit of that sector’s output.
Inputs include raw materials; various types of proc-
essed goods and of services; different categories of

machines, tools, and other capital goods; and an as-
sortment of labor skills. A technology is most concrete-
ly associated with a single production process, for ex-
ample use of the open hearth v. the basic oxygen fur-
nace for steelmaking, each requiring a different mix
of inputs. Since one technology displaces others only
gradually, there are generally several distinct processes
in use in a given sector at any particular time and also
several stages of production; the sector’s “technology”
is the weighted average input structure of the various
processes in use. The technological structure of an
n-sector economy in a given year can be described by
three matrices of coefficients: the A matrix (nxn) of
intermediate inputs (or interindustry transactions), the
B matrix (nxn) of capital stock requirements, and the
L matrix (mxn) of labor requirements, assuming m oc-
cupational categories. All coefficients are expressed per
unit of output.

This description is not of course assumed to be an
adequate basis for actual production: it is like the list
of ingredients for a recipe which does not include the
directions to the cook. Rather, technology is being
described in terms of the demands placed by a sector
on the rest of the economy.

Technology defined in this way also reflects other
inputs not customarily associated with the choice of
production process: “overhead” in the form of legal
or personnel services or the purchase of an executive
jet. The discussion of scenarios below indicates how
one proceeds to isolate the phenomena of interest with-
in this broad interpretation of technology.

A change in the input structure of a given sector
(where inputs are measured in constant physical or
value units) may reflect any number of underlying fac-
tors. In a comparison of statistically compiled, his-
torical I-O tables, it will often be necessary to attempt
to distinguish the impacts of different factors. On the
other hand, one purpose of designing experiments—
or scenarios as they are generally called—is to isolate
the changes of interest to assess their separate impacts.

Choice of Classification Scheme

The A, B, and L matrices describe the state of the
economy at a given time as classified into n produc-
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ing sectors and m occupations. The number and choice
of categories will depend on the purposes of a par-
ticular investigation. (In many practical applications,
the abilities to collect the required information and to
handle large matrices will also constrain the choice.)

Sectors can be described in terms of industries or
commodities: * if each industry produces one com-
modity or service and no two industries produce the
same commodity or service, the two schemes are the
same. The confounding factors are the presence of:

1. secondary outputs that are marketed; and
2. in-house operations (essentially “captive” produc-

tion and producer services) that may, or may not,
be the primary output of some other sector. These
are not reported as outputs.

The commodity scheme has the advantage that the
corresponding input structures are more readily inter-
preted in terms of engineering technology although in
the presence of secondary products the “overhead”
operations may be difficult to allocate to individual
commodities. The IEA model uses essentially an in-
dustry classification for practical reasons: the labor
and capital data and price deflators are much more
readily available in that form (for historical reasons).
At the level of sectoral detail of the IEA model (the
85 sectors are identified in Annex 1 along with the 54
occupational categories), industry and commodity
largely coincide; the divergence between the two
necessarily increases with progressive product disag-
gregation. Practically speaking, any scheme is a com-
promise between the two,** and it presents no par-
ticular conceptual problem to disaggregate some part
of the economy more than others.

For present purposes, let us consider the case of
robots which may be produced for an establishment’s
own use, for sale, or some combination of the two,
In a commodity scheme, robots would constitute a sec-
tor which is the sole source of (domestically produced)
robots for all other sectors even, say, the automobile
sector, although the automobile industry might pro-
duce most of its own robots. In an industry scheme,
the input structure of every sector that produces some
robots would need to be modified to reflect the pro-
duction of robots in addition to the creation of a
separate robotics industry. The former is easier to im-
plement (and is the approach chosen for this sector in
the IEA model even though most other sectors are clas-
sified by industry). Both representations will lead to
the same conclusions as to the effects of the use of
robots on the economy as a whole and as to the total
(direct plus indirect) labor requirements of each sec-

‘An industry in this usage is the set of establishments that produce a given
principal output: they may in addition produce (the same or different) second-
ary outputs.

● ● The sector including mills producing two slightly different grades of paper
could be considered an industry with a secondary product. Alternatively,
it could be considered a single commodity.

tor. They will differ in a well-defined way in the com-
puted allocation between direct and indirect require-
ments of individual sectors.

If the automobile sector produces all of its own
robots, the labor used in producing these robots (the
vector L) is charged directly to the automobile sector
(still L) will be counted as indirect. The vector L itself
can easily be computed given either representation and
allocated in any desired proportions between what are
reported as the direct and indirect labor requirements
of the automobile sector. Eventually it may be impor-
tant to distinguish between the average input struc-
ture of General Motors robots and say, those produced
by Unimation for other users. In this case the single
producing sector would have to be disaggregated into
several, producing different types of robots.

Data

The principal sources of data for the IEA model have
been official government series produced by the Bu-
reau of Economic Analysis (BEA) of the U.S. Depart-
ment of Commerce (input-output tables and capital
flow tables for 1963, 1967, and 1972) and by BLS (in-
dustry-occupation matrices for 1960, 1970, and 1978
and industry price deflators). The sources of these data
are given in Annex 2.* We have relied also on manual
and automated search of the open business and tech-
nical literatures, reports of private research organiza-
tions, and some interviews and informal surveys.

There is no substitute in terms of scope and com-
prehensiveness for the official data. At the same time
many of their limitations are well known and have
been described in various places. For example, a great
deal of effort has been expended at our Institute to
render the data tables compatible with respect to
assumptions and classifications.

The official I-O and capital flow tables can be con-
sidered accounting type data in terms both of their
basic sources and the methods used in compiling them.
Relatively little use is made of technical sector experts
in evaluating the input structures (i. e., table columns);
this is one objective of the IEA case studies described
below.

There is no concrete concept in the official data of
output units for the so-called service sectors; conse-
quently many of the associated price deflators are
largely arbitrary. ** This situation makes it hazardous
to analyze the changing position of the non-goods-

‘Historical data have been assembled because the model will also be used
to examine the period from about 1960 to the present: they are not used to
extrapolate the structure of the economy in the future from a time series
description of the past.

● ’It might be pointed out in a discussion of price deflators that for other
reasons the official deflator for computers implies no change in real price over
the past two decades. We have instead assumed an average annual decrease
of 10 percent which more accurately reflects the already steep increase in their
use.
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producing sectors, which broadly defined already
employ about two-thirds of the labor force, based on
these tables. In attempting to make some progress in
this area, we have concentrated first on the education
sector: it is a large employer, it is the source of train-
ing and retraining, and it is easier to improve than
most of the other service sectors. We have redefined
the unit of output and disaggregated  public education
from health care and nonprofit organizations in the
capital flow tables using fragmentary information from
government studies and the other types of sources in-
dicated above.

The capital flow tables compiled by BEA would be
even more useful if sector experts brought more in-
formation to bear on the present methods of allocating
a particular capital good among using industries. The
official data on capital stock requirements by using in-
dustry distinguish only between plant and equipment.
A detailed breakdown by type of capital based not
only on deduction from flow data, but including direct
survey, should be a high priority objective. We have
constructed very tentative stock matrices for the IEA
model based on the capital flow tables.

The IEA model will make use, through its case stud-
ies, of the available business and technical literature
and the data and reports of private organizations,
which contain a wealth of information but require a
great deal of effort to piece together into a coherent
picture. An example of this source of information is
the “composite forecast” prepared in electronic and
hard-copy form by Predicasts, Inc.: an illustrative
table describing robots in the U.S. market is shown
in Annex 2. Not surprisingly a number of vendors of
detailed economic information either use or have ex-
pressed active interest in using I-O both as an organiz-
ing device and to improve the consistency of a great
quantity of numbers taken from diverse sources.

Information for describing, for example, a robot sec-
tor, which had little economic significance in the year
of the most recent official tables (1972), was pieced
together from other sources including the items refer-
enced in the Predicasts forecast mentioned earlier and
informal interviews and written surveys by our own
staff of knowledgeable individuals willing to coop-
erate, for example the president and the manager of
personnel of a major producer of robots. This type of
survey is also the basis of the so-called ex-ante I-O
tables compiled by the Battelle Memorial Institute in
a more formal and standardized fashion. *

● The Battelle tables are based mainly on surveys of engineers. We have
for various reasons not been able to make use of these tables for ongoing
Institute work but consider them a valuable source of information-and, more
important, a valuable methodology-for use in future work.

Case Studies
Any model that uses an I-O module has at least in-

directly to be concerned with the representation of
technology and technological changes, but typically
this concern is indeed indirect. The historical data are
usually accepted as given in the official sources. The
coefficients describing the structure of the economy in
the future are generally estimated by a formal statis-
tical procedure with little effort at interpreting the
technical structure implied by it. In most cases where
an I-O module is used to disaggregate the projections
which have been made by an aggregate econometric
model, technological change is not at the center of
attention.

The case studies being carried out at IEA vary in
scope and depth but have a common purpose: to eva]-
uate and improve the corresponding portions of the
available historical I-O type data (i.e., A, B, and L
matrices) and to project these data to the future on the
basis of alternative assumptions about structural
change in the sector under study.

Two of the case studies carried out at IEA on ro-
botics and education have already been mentioned;
others include the chemical, iron and steel, automobile,
textile, and health care sectors, and telecommunica-
tions, office equipment, and computers are in progress.
The robotics study, for example, includes a compila-
tion of current, capital, and labor input vectors for
the U.S. robotics producing sector circa 1990. In ad-
dition, it projects the level of robot purchases for 45
likely using sectors. In each using sector, seven occupa-
tions in which workers are likely to be displaced by
robots and two which will be required in greater num-
ber because of robots, are identified. The percentage
change in labor input requirements (for each occupa-
tion in each using sector) is projected under alternative
assumptions. The quantitative output of the case study
is the direct input to the computer programs.

The Dynamic Model

The basic objective of an I-O analysis of the impacts
of technological change on employment is, in opera-
tional terms, to quantify the levels of detailed labor
inputs which will be required in a given year to satisfy
any given level and composition of final demand, mak-
ing alternative assumptions about production technol-
ogies (i.e., using alternative A matrices). In an open
static model, the level and composition of final de-
mand, which includes private and public consumption
and investment and net exports, are exogenous; they
are implicitly assumed to be relatively independent of
the technologies in use. Almost all empirical I-O
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analyses have been carried out within an open static
framework.

In a fully closed dynamic model, at the other ex-
treme, the different components of final demand are
explained endogenously. For example, trade flows in
the IEA World I-O Model are parameterized by means
of region- and commodity-specific import coefficients
and export shares, and the levels of imports and ex-
ports are thus computed endogenously. (In the open
model one can—at least in principle—using alternative
assumptions concerning the exogenously determined
exports and imports, approximate changes in the struc-
ture of foreign trade that are taken care of automatical-
ly (i.e., endogenously) in the closed model. )

The present version of the IEA model represents a
significant advance in the endogenous determination
of investment. * In experiments carried out with this
model, investment will be governed by a B matrix as-
sociated (in terms of technological considerations) with
each A matrix. Exogenous final demand will exclude
private fixed capital formation which will instead be
computed endogenously to satisfy in level and com-
position the production of a particular final bill of
goods. This means of course that the labor required
to produce these investment goods will also be ap-
propriately computed,

Scenarios

A scenario is an experiment carried out within the
framework of the model to address a specific question.
The starting point is a description of the I-O structure
of the economy (i. e., A, B, and L matrices) for each
year in the time horizon under examination, and each
scenario consists of specific alternative assumptions
about how that structure (i. e., the individual coeffi-
cients in the A, B, and L matrices) might evolve. The
size of the labor force and its composition by occupa-
tion as implied by each scenario are then computed
(along with many other variables) and can be com-
pared across scenarios. It is standard practice to define
a baseline scenario for purposes of comparison. In the
IEA model the baseline scenario assumes that the pres-
ent I-O structure of the economy remains unchanged
in the future.**

Scenarios may differ in their assumptions about vir-
tually any aspect of the economic structure. I will brief-

● A model in which investment is endogenous  can be considered a dynamic
model. Many models have been called dynamic; in the dynamic J-O model,
capital flows and stocks are disaggregated by producing and by using sec-
tors, and the framework requires not only intersectoral  but also intertem-
poral  consistency in the production and disposition of the highly disaggregate
capital stock.

‘ ● “Present” here means the most recent year for which official accounting
data are available; 1-0  and capital flow tables for 1977 should be available
in the near future,

ly discuss some possible scenarios about the rate of
adoption of automation, the identification of the oc-
cupations affected and quantification of the impact on
individual labor coefficients, and the level and com-
position of final demand, These are the types of sce-
narios that can be most readily computed at the pres-
ent time. As the model is progressively “closed” with
respect to other components of final demand, a sce-
nario approach will also be used to represent alter-
native assumptions about the constraints under which
the economy operates.

In order to represent the use of programmable auto-
mation, it is first necessary to distinguish in physical
terms the types of automation equipment in question,
by what combination of existing and new sectors it
will be produced, and the input structure for produc-
tion. Then, depending on the case, it is necessary to
identify the sectors and/or the operations in which this
equipment may be used and the likely level of use. The
occupations of workers that may use both the auto-
mated equipment and that which it complements or
supersedes must be specified, along with other affected
current and capital inputs of the using sector, on a per
unit of output basis. All the assumptions must of
course be quantified. A standard set of assumptions
for 1990 is produced by the associated case study and
“spliced” into the A, B, and L matrices for that year
and for prior years as required: the actual splicing con-
sists of course of replacing equipment and the cor-
responding input flows, including labor inputs, per
unit of output of a particular sector by new equipment
(e.g., robots) and input flows, including labor, re-
quired (also per unit of output) by the new technol-
ogy. (Note that the incremental output—and labor—
required in prior years to produce the capital in place
in May 1990 will automatically be computed. )

The “standard” assumptions referred to in the pre-
ceding paragraph reflect the combination of what we
consider to be the moderate projections of experts deal-
ing with different aspects of, say, robotics. Alternative
scenarios incorporate more extreme views, either
hypothetical or actually expressed by other analysts.
(In later stages of our research, the portions of the case
studies dealing with the future will rely increasingly
on technical factfinding; this work will make possible
the elaboration of more detailed, technical scenarios. )

Sample robotics scenarios for which preliminary
computations have been made include:

• What will be the level and occupational composi-
tion of employment in 1990 implied by the stand-
ard assumptions of the robotics case study com-
pared to the baseline scenario (assuming in both
cases the same projected 1990 final demand bill
of goods and the same state of the economy in
1980)?
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● What if one additional mechanic is required for
every three robots instead of every six robots in
each using sector?

● What if each using sector acquires twice as many
robots as under the standard assumptions?

Scenarios will also be developed for office automa-
tion involving changes in the use of telecommunica-
tions equipment, computers, and office equipment by
clerical and certain categories of managerial and pro-
fessional employees in all sectors. Production automa-
tion, involving essentially computers and sensors (as
well as robots), includes process control, computer-
aided design and manufacturing, inventory control,
and scheduling. While the latter case study is more
complicated, the investigation will follow the same ap-
proach. Scenarios will specify values for the amount
of use and the impacts on individual I-O coefficients
of different forms of automation, singly and in com-
bination.

The following type of scenario is included to give
a concrete idea of the range of questions that can be
addressed in the near future with the present model
and expanded effort on the case studies:

• The different case studies deal with the introduc-
tion of specific types of automation equipment
into specific operations. Assume that all aspects
(that have been identified) of production and
office automation proceed at a “moderate” pace
over the next 10 or 20 years. How will the size
of the employed labor force evolve? Which oc-
cupations will experience the slowest growth (or
greatest decline)? What will be the demand for
computer programmers?

Policy and Research Issues
For policy purposes it is necessary to have a model

that can produce results quickly and inexpensively.
This can be achieved if:

1. there is a methodology for preparing at least cer-
tain types of scenarios quickly by human ana-
lysts, and

2. the computer software is designed (among other
considerations) to process an entire scenario as
a single input.

The section on scenarios describes the types of sce-
narios for which these two considerations can be met
most readily. The software design issues are well un-
derstood.

The case study approach has been developed to pro-
vide the required format for scenarios, and improv-
ing the scope and depth of the case studies should be
a high priority. In fact, “micro” studies now sponsored
by the policy community for more general factfinding
purposes could be guided to include a section struc-
turing the information content into a format that
would permit its being used directly by a model such
as the one described.

In subsequent work on technological change, the
IEA model can and should be “closed” with respect
to trade, accomplished by integrating it into the World
Model. This will make it possible to analyze a con-
siderably expanded range of policy scenarios where
U.S. production is directly linked to its trading part-
ners’ economic activities. In the open system, these im-
pacts are instead approximated by hypothesizing
changes in U.S. imports and exports.

From a research point of view, there are many ave-
nues of work that would improve the accuracy of the
projections of the basic model (without even touching
for present purposes on the important area of com-
putational research).

Additional basic research is required to make fur-
ther conceptual advances toward a fully dynamic I-O
model in addition to the critical need for better data
on capital flows and especially capital stocks, on a
disaggregated basis.

The other important area for further work is the in-
corporation of a demographic model into the dynamic
I-O model. This would provide the basis for improv-
ing and rendering consistent the projected demand for
education and health care as well as other components
of household consumption.
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THE EFFECT OF TECHNICAL CHANGE ON LABOR

by Louis Jacobson and Robert Levy
The Public Research Institute of
the Center for Naval Analyses

July 27, 1982

Summary

Technical change, which makes possible the produc-
tion of more output from a given amount of resources,
is a major contributor to increases in society’s well-
being. The very process of change may, however, im-
pose hardships on those who use old and no longer
efficient methods or produce products that are no
longer wanted. The net effect of technical change on
labor is hard to predict. Workers, as consumers, gain
from increases in productivity; they are able to buy
things at lower prices. If they cannot adapt to new pro-
duction methods (and lose their jobs as a result), they
can end up as net losers,

Not only is the effect of technical change on labor
hard to predict, but technical change itself is hard to
define and measure. It cannot be measured simply as
the installation of new (and different) equipment. Nor
can it be measured solely as the growth of productivi-
ty. All three—technical change, new equipment, and
productivity growth—are related. A goal of this paper
is to clarify the relationship.

It is important, at the start, to distinguish technical
change resulting in the appearance of new products
from a change in production processes. To some
degree, this distinction is artificial; programmable
automation equipment is a new product of industries
producing capital goods, but its use represents a new
process in other industries. Both new products and new
processes can affect labor. The development of a new
product —passenger aircraft—and new processes—as-
sembly-line methods of production of automobiles—
led to increases in employment in those and a host of
related industries—home construction, leisure prod-
ucts, etc. At the same time, workers in other indus-
tries—horse-breeding, saddle-making, the rail pas-
senger industry-were being squeezed out into other
jobs. Now, changes in production technology, here
and abroad, are leading to a reduction in employment
in auto production and autoworkers are having to
adjust.

We analyzed the effects of technical change on
workers in two steps. The first step is to estimate the
effect of technical change on an industry’s employ-
ment. We concentrate on the effect of new process in-
novations since these are likely to have more concen-

trated impacts on employment. The next step is to
estimate the effect on individual workers: How many
workers are displaced during the adjustment process?
How long does it take them to find new employment?
How much does displacement affect their earnings?

The Industry Cost Model

To determine industry effects, we use an econo-
metric model of cost in which cost is assumed to de-
pend on the prices of factor inputs, the level of industry
output, and the level of technology. This is the stand-
ard analytic approach in economic studies of technical
change. The rate of growth of total cost is composed
of the weighted average of the rates of growth of in-
put prices, a weighted rate of growth of industry out-
put, and the rate of cost reduction due to technical
change. Technical change is therefore only one deter-
minant affecting industry cost; input price changes, for
example, may be more important.

We included five factor inputs—production labor,
nonproduction labor, capital, energy, and materials
in the cost function and imposed no restrictions on
how they can substitute for each other. We assumed
cost minimization and estimated how technical change
has affected the steel, auto, and aluminum industries.
The model was estimated at the four-digit Standard
Industrial Classification (SIC) category, a finer level
of disaggregation than that used in most industry
studies.

One of the advantages of using this kind of model
is that with relatively few variables, much can be
learned about factor substitution, input adjustment,
and the effects of technical change. Data on input
quantities and prices, industry cost and real output,
and the level of technology are almost all that is
needed. Data needed to measure capital and technol-
ogy is often difficuIt to find, but the model clearly
specifies what is needed for estimation.

Equations in the econometric system illustrate im-
portant relationships. For example, equations that ex-
press the dependence of each input’s share in total costs
on all input prices, output and technology maybe used
to describe how input-output coefficients, which are
measured similarly to input shares, move over time.
More important, the equation also describes why they
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move. It explains changes in input-output coefficients
in terms of: 1) adoption of new techniques, 2) changes
in input prices, and 3) changes in scale.

For labor, the equation describes how changes in
labor’s share (i.e., the ratio of payroll to total cost)
depend on changes in the wage, other input prices, out-
put, and the level of technology. The effect of any
variable on labor’s share is obtained from the regres-
sion estimates. For example, the effects of technical
change, holding prices and output constant, is de-
scribed as labor saving, using, or neutral if the
parameter on technology is negative, positive, or zero.
Labor-saving technical change means that as technol-
ogy increases, the share of payroll in total costs goes
down. The estimated equation can then be used to
derive the effect of technical change on the demand
for the quantity of labor.

Another equation in the system maybe used to ex-
plain the relationship between the rates of technical
change and productivity growth. Productivity growth
is measured in terms of total factor productivity rather
than labor productivity, which is only a partial meas-
ure of input use.

The rate of productivity growth has two compo-
nents. The first is the rate of technical change. The sec-
ond depends on the relationship between changes in
industry cost and output changes. Most researchers
assume that, in longrun equilibrium, industry cost and
output change proportionately. This assumption,
called “constant returns to scale, ” is often imposed on
the equations. If this assumption is correct, then this
second component of productivity growth becomes
equal to zero, making the rates of productivity growth
and technical change equivalent. Thus, low rates of
technical change would imply low rates of productivity
growth.

We feel, however, that constant returns to scale is
too strong an assumption. Certain factor inputs, like
capital and nonproduction labor, maybe “fixed;” they
cannot be adjusted quickly without incurring large
cost. Because of these fixed inputs, costs do not change
as much as output. This means that studies that sim-
ply impose constant returns to scale, thereby disre-
garding the second component of productivity growth,
will overstate the effects of technical change.

The Measurement of Industry Technology

Thus far, we have illustrated that technical change
is only one determinant of industry cost changes and
one component of productivity growth. We have not
yet related technical change to the introduction of new
technologies.

To do this in an econometric model required meas-
urement of the level of industry technology. The stand-

ard approach is to represent the level by a time trend.
This is satisfactory if changes in technology unfold
regularly and gradually. It is unsatisfactory if new
processes are introduced rapidly, that is, within a rel-
atively short period of time. This distinction is impor-
tant since sudden or unexpected shifts in production
processes and labor demand may make adjustment dif-
ficult for the industry’s work force.

To be as precise as possible, we therefore con-
structed direct measures of steel and auto technology.
(A measure for aluminum could not be constructed.)
For steel, the measure was based on the use of the basic
oxygen furnace, which is important in the steelmak-
ing process. Technological innovation in the auto in-
dustry since World War II has proceeded under the
term “Detroit” automation. The term refers generally
to the substitution of machines for workers in actual
production processes, such as welding. To quantify the
concept of automation, we measure the stock of trans-
fer machines, the basic unit of Detroit automation.

Empirical Results of the Cost Model

In our empirical work on steel and autos, we com-
pared the precise “direct” measure with the simpler
time trend. The findings were about the same; the use
of the direct measure added little precision to the
estimates of the effect of technical change beyond what
we estimated using the time trend. Regardless of how
technology was measured in steel and autos, estimates
of the rate of technical change in the industry were
similar. We found the average rate of technical change
to be virtually O percent in steel. It was just under 1
percent in aluminum, where little new process innova-
tion has been observed, and 1.50 and 2 percent in autos
(the higher figure was for the time trend version).
These findings illustrate the tenuous connection be-
tween new process innovation and technical change.

The effects on input demand are similar across in-
dustries when the time trend is used to represent tech-
nology. We found that technical change was labor sav-
ing and capital using. This meant that, holding input
prices and output constant, labor’s share was decreas-
ing over time while capital’s share was increasing by
about the same amount. In autos, in the 1970’s, labor
demand decreased by about 4 to 5 percent a year.

When direct measure was used, the results for steel
were about the same as when the time trend was used.
For autos, there were some differences from the time
trend regression. There were smaller negative effects
on labor and smaller positive effects on capital. One
tentative interpretation of this is that advances in
technology meant that newer capital was more pro-
ductive than the capital it replaced and that it used
only slightly less labor.
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In summary, we found that the effects on employ-
ment of introducing new technologies, whether meas-
ured directly or by a time trend, were indeed negative
but occurred gradually. We did not find evidence of
abrupt changes in the demand for labor. Some of the
empirical estimates differed according to how technol-
ogy was measured, but the implications for employ-
ment adjustment were essentially similar. Given these
similarities, the time and expense of creating direct
measures seem unnecessary. The exploration of other
issues may prove more fruitful in determining how
new technologies affect employment.

As an example, our findings point to an interesting
implication of the generally labor-saving and capital-
using effects of technical change. When the price of
labor increases relative to capital, little short-term
substitution of capital for labor takes place. Over the
long term, however, the use of advanced technologies
allows capital to be less labor intensive and so the
quantity of labor decreases relative to the quantity of
capital. This possible “induced innovation” has been
difficult to identify empirically. Generalizations of our
model may help quantify the link between new tech-
nologies and their determinants.

The Effect of Employment Reductions
on Workers

We have taken our analysis further than simply ex-
amining the effects of technical change on aggregate
employment. We have also examined:

• the extent to which employment reductions can
be accommodated through attrition rather than
displacement, and

• the earnings losses of displaced workers.

Displacement Findings

Our results are that attrition varies widely across
industries, from about 5 percent per year in high-wage
industries (steel) to about 65 percent in low-wage in-
dustries. If high-wage, low-turnover industries, such
as steel and autos, had to reduce employment by 5 per-
cent in a given year, about two-thirds of the reduc-
tion could be accommodated by attrition under aver-
age conditions. If employment had been increasing
prior to the reduction, attrition would be higher, that
is, more than two-thirds would be attrition. If employ-
ment had been falling, attrition would be a lower pro-
portion. This is because attrition is primarily deter-
mined by the tenure structure of the industry. Attri-
tion, which is extremely high among recently hired
workers, falls dramatically after a year or two, and

is extremely low thereafter until workers near retire-
ment age. Recent hiring and layoff patterns cause large
swings in the proportion of the work force that is most
likely to leave voluntarily, and this, in turn, causes
swings in the attrition rate by as much as 2 percent.

Aside from their effect on the tenure distribution,
general business conditions (the business cycle) have
little effe6t on attrition. Although other studies show
that the quit rate is sensitive to changes in business con-
ditions (and quits are the major element of attrition),
those studies generally ignore the changes in the tenure
distribution over the business cycle (use imperfect
measures of tenure structure). Instead, they rely on ag-
gregate turnover statistics that show a fall in quits dur-
ing recession simply because workers who would other-
wise quit are laid off.

A 5 percent employment decline cannot be fully offset
by a 5 percent attrition rate. There will be some dis-
placements because the employment change across firms
is not uniform. Even while total employment in the in-
dustry is declining some firms will be expanding. Attri-
tion in the firms that are expanding must be replaced by
hiring and obviously cannot count against the net decline.
The dispersion of firms around the mean employment
change is substantial, so that even where employment in
the industry is constant, about 1 percent of the employ-
ment industry’s labor force will be undergoing displace-
ment.

The existence of a more-or-less constant background
level of displacement is important. Displacements are
most costly when they are entirely unexpected. If workers
anticipate a nonzero probability of displacement, they
can prepare for that eventuality and reduce its conse-
quences. This appears to be the case in some high-wage
industries such as aerospace, which have major boom and
bust cycles as a result of military and civilian aviation
procurement policies.

Plant closings are a major source of displacements be-
cause attrition can do little to offset employment declines
when plants close. Closings are particularly likely when
a firm experiences a sharp decline in demand: below a
certain level of production, it is simply uneconomic to
stay in business.

Earnings Loss Findings

Earnings losses due to displacement are highly cor-
related with attrition rates—high losses go with low
attrition. This makes good economic sense; if few
workers are leaving voluntarily, this is strong evidence
that there are few good alternative jobs, and a worker
who is forced to leave will have large losses. Displaced
workers experience a transitional period of earnings
losses due to lengthy unemployment (a good part of
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which may be simply waiting until all hope of recall
vanishes*).

When workers begin to search for work, they often
will try out several jobs until they find suitable
employment. Workers’ earnings then begin to rebound
but usually, in cases where initial losses are high, they
never fully catch up with what they would have earned
had they not been displaced. The “permanent” loss is
generally between 7 and 15 percent of annual earn-
ings and amounts to about 50 percent of the total earn-
ings loss. (The total loss in industries such as steel and
autos is generally equal to about 2 year’s earnings. )
The transitional loss is about equal to the permanent
loss, but it lasts only a year or two. The temporary
loss, however, is more likely to be offset by unemploy-
ment insurance, SUB, and severance pay.

In analyzing earnings losses, we measured how they
vary with respect to age, tenure, labor market char-
acteristics, and the size of the employment decline.
Again, tenure was a key determinant of the size of the
loss. New hires and workers close to retirement ex-
perience small losses, while other workers tend to have
large losses. The largest losses occur among workers
with about 5 years experience. This is because they
have many years over which to accumulate the per-
manent part of the loss, and because they may be in
a position to assume more responsible positions but
do not yet have the experience needed to convince
another employer that they are ready for such a job.

Labor market characteristics are also important.
Loss in the transitional period can be doubled if
displacement occurs when area unemployment is high
(one standard deviation over average–about 1.3 per-
centage points). Losses are substantially larger if the
displacement has occurred in a small labor market and
marginally greater if a large number of similar workers
are searching for work. Workers who have been dis-
placed because of a plant shutdown do not have much
larger losses than similar workers displaced under
other circumstances. A shutdown will, however, dis-
place higher tenure workers who have larger than
average losses.

Methodology

This section discusses, in general terms, the meth-
odology used to obtain the above results. The details
are discussed in the reports referenced at the end of
this paper. The basic estimating equations used to ex-
amine attrition and earnings loss are quite simple. At-
trition is assumed to be a function of worker charac-

● A large fraction of workers laid off eventually are recalled. In fact, tem-
porary unemployment is the largest component in the cost of an employ-
ment reduction, but the cost is low per capita, and industrial workers generally
anticipate several episodes of substantial temporary unemployment.

teristics-age, race, sex, tenure, earnings level, and the
rate of change of earnings; plant characteristics—em-
ployment level (size), employment trends, whether
part of a multiplant firm, average wage rate, and trend
of wages; and labor market conditions—stage of the
business cycle (current unemployment rate divided by
the rate at the previous trough), size of the labor mar-
ket, recent growth rate, average wage rate, and meas-
ures of industrial diversity.

Earnings are estimated as a function of many of the
same variables used to measure attrition. Prior earn-
ings, however, is the key determinant, since it captures
the way in which a host of determinants, which re-
main more or less constant over time (such as educa-
tion, health, and marital status) affect a worker’s ear-
nings potential. The earnings equations are designed to
compare the earnings of displaced workers to those
of similar workers who are not displaced but are ini-
tially employed in the same industry. Econometric tests
are applied to ensure that the equation matches the
earnings of the two groups exactly.

The procedure for estimating how employment
changes are distributed across firms in an industry is
more complex. We assume that units use a strict LIFO
(last-in-first-out) displacement rule. Given this assump-
tion, the seniority distribution of displaced workers
is also the cumulative distribution of employment
changes across all the individual units. The actual
seniority distribution is calculated by observing the
tenure of displaced workers and relating tenure to
seniority. This procedure is used to examine displace-
ment under a range of circumstances and then econo-
metric techniques are applied to generalize the results.

Data

All three estimating procedures are carried out with
the same data set—Social Security’s Longitudinal Em-
ployer-Employee Data (LEED). These data contain the
age, race, and sex of a continuing 1 percent sample
of the work force, each individual worker’s quarterly
earnings from each employer, and the employer’s in-
dustry, location, and firm size. The data cover the
years 1957 through 1975. Job changes are noted by a
change in the employer who files a quarterly earnings
report for the worker.

A key problem is that there is no explicit indicator
of the reason for separation in the data. Thus, we must
infer whether a worker who changed jobs was dis-
placed or left voluntarily (attrition). To measure at-
trition, we isolated a sample of workers who changed
jobs when employment in their plant (or sometimes
area) was increasing or stable. We assume that under
such circumstances, no displacements were taking
place. The earnings loss due to displacement is esti-



7 9

mated using a simultaneous equation approach that
compares the earnings loss of leavers in firms where
employment is growing or stable to the loss of leavers
in firms where employment is falling. It is thus possi-
ble to net out the effect of attrition from the effect of
displacement. In practice, it turns out that holding con-
stant the other factors mentioned earlier, earnings re-
ductions are relatively insensitive to whether displace-
ment or attrition was the reason for the job change;
both the displaced and voluntary leavers have similar
earnings reductions.

The LEED file is not the only data base suitable for
estimating earnings losses. We have also used data
from State employment security agencies (UI offices).
These data include wage records that closely resem-
ble those in the LEED file, but they also include infor-
mation on the worker’s receipt of unemployment com-
pensation, last day worked, occupation (in some
cases), and the reason for separation (if the worker
claims UI). Thus, these data contain a richer set of
variables. A major value of these data is examining
the extent to which transitional losses are offset by the
receipt of UI. For example, we recently used data of
the type to study TAA (Trade Adjustment Assistance)
recipients in Pennsylvania and concluded that more
than 50 percent of the transitional loss in earnings is
replaced by UI benefits.

Summary and Conclusion

Our research on the effects of technical change on
employment has been aimed at measuring technical
change and its effects on labor in the steel, auto, and
related industries. State-of-the-art econometric models
were used to determine the effect of technical change
on employment and to measure how displaced workers
adjust.

Our basic conclusion about the effect of technical
change on employment is that, while technical change
was labor saving, it occurred at a steady and relative-
ly slow pace. It appears that new technologies were
adopted principally to avoid increases in labor costs.

Detailed description and measurement of the instal-
lation of new technologies, such as transfer machines
in autos and the basic oxygen furnace in steel, seems
no better than the time trend in measuring how tech-
nical change affects employment. This reinforces our
conclusion that technical change in established in-
dustries (process innovation) is slow and steady.

We also linked technical change in one industry to
its effect through factor prices on the other industries.
This allows comprehensive measurement of the net
employment effect of innovation. Although technical
change in steel reduced employment in the steel in-

dustry, the change in steel increased employment in
autos by reducing the price of a key input.

Our models have been carefully checked and tested
for sensitivity to key assumptions. They represent a
good way to measure the effect of technical change;
the same methodology can successfully be used in
future research. In particular, we believe tracing the
effects of individual technologies is not worth the high
cost. The effects of changes in consumer preferences,
factor prices, and foreign competition on labor de-
mand are likely to be far more important and can
change far more swiftly than production technology,
as we learned in the 1973 oil embargo. One fruitful
extension of this approach would be to investigate the
determinants of technical change itself, such as the ex-
tent changes in factor prices induce factor-saving tech-
nical change.

We have also analyzed how employment reductions
affect workers employed in a given industry. Employ-
ment reductions are costly to labor primarily when
workers are displaced from established jobs, but reduc-
tions that do not result in displacing workers are
almost costless. The work, therefore, addressed how
employment reductions are distributed across plants
and how much of the reductions can be accommodated
by attrition. The cost to displaced workers was also
assessed.

Our basic conclusion is that employment reductions
can be handled largely through attrition. The main
threat of dislocation is from plant closings. Although
major plant closings occur rarely, we calculated that
they are responsible for half the displacements in the
steel industry. Our work on earning losses showed that
when potential losses are large, the attrition rate is low.
Thus, in industries where few workers leave volun-
tarily, such as steel and autos, major employment
reductions are likely to be very costly and can involve
substantial displacement. On the other hand, employ-
ment reduction in high turnover industries, such as tex-
tiles and apparel, have minimal adverse effects on
workers.

In terms of future research, further work on attri-
tion is called for. We found that attrition is largely a
function of the tenure structure in an industry, but
other research suggests that cyclical conditions are a
key determinant of attrition. Although these two ex-
planations are not necessarily contradictory (the tenure
structure changes as a result of cyclical hiring and
layoffs), it is important to determine whether bad
business conditions reduce attrition holding tenure
structure constant, If, contrary to our evidence, attri-
tion falls in a recession because general business con-
ditions worsen, we will have overestimated an indus-
try’s ability to adjust to employment reduction without
displacing many workers.
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A second objective of future research is to explain
why workers, in industries such as steel and autos, suf-
fer such large losses and what government can do
about it. There is a widespread feeling that these losses
are an indication of a failure in the functioning of the
labor market. In the extreme form, it is assumed that
displaced workers “fall off the end of the earth” and
never adjust. Competing explanations are that the
earning reductions represent normal job search costs
plus loss of high wages attributable to unionization or
specific human capital.

If market failure is responsible, an effort should be
made to determine its cause. If specific failures can be
isolated, there is a reasonable chance that government
action can help eliminate them at low cost. If loss of
union protection or human capital are involved, pol-
icymakers should recognize the constraints this
implies.

Our evidence is that where losses are large, displaced
workers adapt to new jobs but never regain the earn-
ings level they would have attained had they not lost
their jobs. The adjustment is painful; often 5O percent
of the loss occurs in the first 2 years. The “permanent”
loss is about 7 to 15 percent, about that estimated for
union/nonunion wage differentials. This evidence is
consistent with the hypothesis that losses are due to
loss of union protection or specific human capital. If
this view is correct, a policy that will fully eliminate

the loss must raise the income of an experienced work-
er about $2,500 a year or about $40,000 in present
value terms. Thus, any government actions to elimi-
nate losses such as training or enhancing unemploy-
ment insurance will be expensive.
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Adjusting to Technological
Advancement

Introduction: An Analytical Framework

Technological change and innovation play a pre-
dominant role in productivity and general economic
growth. They also create shifts and movements in the
supply and demand for labor. In particular, they are
presumed to require the labor force to adjust or re-
spond to demands for alternative knowledge and skills.
Generally, the theoretical construct for determining the
supply and demand for labor (or the impact of tech-
nological change on shifts in supply and demand of
labor) is the production function (6). This function

(whether Cobb-Douglas or C. E. S.) expresses how the
final product (output) is a function of inputs (for
simplicity, capital, and labor) and how the inputs are
related. For example, the marginal product produced
by capital or labor is derived by differentiating the pro-
duction function by either input. As either increases
its marginal product (ceteris paribus), the demand for
its services increases over the other.

The relationship of inputs to outputs, and inputs to
inputs are influenced heavily, however, by the existing
technology. Technological change, in turn, alters these
relationships in several important ways—including
changes in: 1) the efficiency of technology, 2) econ-
omies of scale, 3) capital intensity, and 4) elasticity
of substitution. Moreover, technology change either
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is neutral or nonneutral. Neutral changes in technol-
ogy affect technological efficiency and technologically
determined economies of scale. These alter the rela-
tionship of inputs to outputs. Nonneutral changes, on
the other hand, affect the intensity of technology be-
tween inputs. An increase in capital intensity is labor
saving when capital is a more rapidly growing factor
of production than labor. “Many economists have the
feeling that technological change has been quite labor-
saving, but they generally acknowledge that the evi-
dence is indirect and too weak to permit a clear-cut
judgment” (12).

A further dimension to the production function
analysis is found in what has been termed embodied
and disembodied technological change (17). The
former generally refers to actual physical changes in
the capital equipment being operated and assumes that
it becomes more productive. The latter concept is
usually characterized by managerial or organizational
changes which cause the interaction of capital and
labor to be more productive. Generally speaking the
analysis of programmable automation can be treated
as embodied technological change. In summary, the
production function framework suggests that em-
bodied technological change raises the marginal pro-
ductivity of capital relative to labor. It does this
through increasing the intensity of technology and the
elasticity of substitution. Thus, everything else con-
stant, the demand for labor shifts. For the most part,
such shifts cause the substitution of capital for labor,
and/or one type of labor for another.

Postschool Education, On-the-Job Training,
and Turnover

Although the production function offers a useful
framework for conceptualizing the impacts of tech-
nological change on the demand for labor, our pres-
ent interests require us to go beyond this framework.
We seek a framework that explains the type and level
of human capital adjustments made by labor as the
demand curve for specific skills is shifted by embodied
technological advances. The widely applied theory of
investment in human capital lends itself well to eco-
nomic choice modeling and to an analysis of earnings.
The theory takes a labor supply perspective. Workers
make decisions about their labor force behavior in
response to the derived demand for alternative skills
or knowledge. Thus, demand conditions are given and
the supply of workers responds. Human capital theory
maintains that worker response is in the form of in-
come maximization over the working life. Since de-
rived demand is dynamic, labor supply is dynamic.
What may have been a good decision previously may
become a poor one later if the worker does not adjust

to changes in demand. According to human capital
theory the incentive to adjust (or not adjust) primari-
ly is pecuniary. In effect, the theory holds that a per-
son makes an investment of resources in upgrading his
or her productivity. Couched in the marginal produc-
tivity thesis, workers get paid the value of their pro-
ductivity. Consequently, increases in productivity are
assumed to lead to increases in income. Since the in-
vestment of resources (primarily foregone earnings) is
costly, individuals weigh the present value of the in-
creased flow of future income against the present value
of the cost of the investment. Income maximizing in-
dividuals will make investments in those alternatives
with the highest rates of return.

The theory is an exact interpretation of very inexact
reasoning on the part of individuals. The theory has
received much criticism, especially for its simplicity
of the “economic man” concept (ignoring the non-
pecuniary incentives of selecting occupations or fur-
thering education—at least in empirical work). How-
ever, the concept of maximizing utility readily fits into
the investment framework. It is the measurement of
nonpecuniary returns that eludes the researcher. The
theoretical framework is a useful one for the present
analysis because it explains behavior as a function of
price (cost and earnings) and it encompasses formal
educational training (both early and later in the
career), on-the-job training (OJT), * quit behavior, and
occupational changes.

Although not fully developed at this point (nor
widely embraced by economists) “implicit contract”
theory promises to improve our understanding of labor
market adjustments (1,2,3,8,9,11). The implicit con-

tract framework addresses better the employer’s part
in the human capital investment decisionmaking. In
particular, it addresses the decision of the firm to pro-
vide OJT and to influence turnover. Succinctly, be-
cause workers are more risk averse vis a vis employers,
employers are willing to provide more stable employ-
ment and less risky OJT investments in exchange for
lower wages. Without developing the theory more
fully here, let me emphasize that an examination of
labor market adjustments to technological change
should consider employer as well as worker decision-
making.

What kind of alternative choices do workers and
employers make when rapid advancements in technical
knowledge and skills lead to obsolescence? For scien-
tists and engineers (S/Es), these choices include reading
professional and trade literature, participating in work-
shops and conferences, returning to school (part- or
full-time) (10), investing in formal and/or informal

● Editor’s note: OJT is more broadly defined in this paper than in ch. 3
of the text where it refers only to informal skill acquisition.
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OJT, and changing jobs. Changing jobs includes both
changing employers and/or changing occupations
(either within or out of S/E occupations). Employers,
likewise, have alternatives for retooling their work
forces experiencing obsolescence. Primarily, these op-
tions include providing informal and formal OJT, re-
assignment of job tasks, and laying off workers with
obsolete human capital (and, in turn, recruiting new
talent).

Investment decisions made to replace obsolete
human capital probably are influenced most strongly
by age, which affects investment behavior in several
ways. In its simplest form the relationship between age
and investments is considered dependent on the time
horizon for receiving returns. Older persons simply in-
vest less because they have fewer years to receive in-
vestment returns. For the same reason, employers re-
strict opportunities for older workers. Secondly, in-
vestments will decrease at an increasing rate with age
if older workers become less efficient in producing
human capital. Ben-Porath addresses this possibility
in testing his “neutrality hypothesis. ” The neutrality
hypothesis assumes that the efficiency of human cap-
ital production and market production remains con-
stant throughout the career. Any shift in efficiency
towards the production of goods and services in the
product market reduces the likelihood of producing
further human capital.

A third dimension to the relationship between age
and investment probabilities is deterioration. Like
physical capital, human capital can deteriorate over
time as a result of obsolescence and/or depreciation.
According to Rosen (16), obsolescence indicates that
more vintaged knowledge has become outdated by
more recent knowledge. This can be caused by ad-
vancements in the sciences, production innovations
which render existing skills useless, and the “increas-
ing abilities of successive generations. ” Depreciation,
on the other hand, indicates a loss of ability by in-
dividuals to apply their existing knowledge and skills.
This presumably goes hand in hand with age as physi-
cal and mental capacities diminish.

Although most modeling treats obsolescence and de-
preciation as one (usually a depreciation factor), the
distinction between the two is especially important to
the study of S/Es where technological and scientific
advances make relatively specialized skills obsolete
more quickly. To keep abreast of these advancements
and to at least protect themselves in the labor market,
scientists make further investments in their human
capital stock. In contrast, depreciation reduces the
capacity to apply one’s stock of human capital to pro-
duction, which reduces the rates of return to further
investments, and, thus reduces investments.

Other important determinants of investment behav-
ior for S/Es include education level, labor market con-
ditions, years of experience, tenure with present
employer, sex, and government contracting. When the
determinants of investment behavior cause disincen-
tives to retooling obsolete skills, S/Es are more likely
to change employers, occupations, industries, and in-
cur spells of involuntary unemployment.

Adjustments by Occupation and Industry

Below are several tables providing frequencies on
the incidence of various adjustments. The figures
presented in these tables are based on the National
Science Foundation’s (NSF) Longitudinal Survey of
Scientists and Engineers (NLSSE). There is no attempt
here to tie these adjustments to technological change.
(See ref. 7 for a more in-depth description and analysis
of these adjustments. )

Table C-1 provides observations on the frequency
of investments in postschool education and OJT by
S/Es. Occupational classifications are based on the
respondent’s self-concept.

Roughly 6 percent of the scientists and 4 percent of
the engineers made formal educational investments in
the same field, whereas about 10 percent of both
samples invested in other fields. Considerably more
investments were made in OJT and in course work pro-
vided at the employer’s training school: 19 percent of
the scientists and 18 percent of the engineers invested
in OJT and 16 percent of the scientists and 20 percent
of the engineers took courses at the employer’s train-
ing facility.

Table C-2 provides figures on the percent of S/Es
undertaking OJT by selected manufacturing industry.
The incidence of formal OJT ranges from a low of 15
percent of the S/E work force in the fabricated metals
industry to a high of 36 percent in the electronic com-
puter industry. The incidence of reported informal OJT
ranges from a low of approximately 16 percent in the
aircraft industry to a high of 36 percent in the elec-
tronics computer industry.

Table C-3 provides observations on the frequencies
of voluntary and involuntary turnover by S/Es over
the 1969-72 period. Quit frequencies indicate that agri-
cultural scientists were the least likely to quit during
this period (7 percent) and that physicists had the high-
est quit percentage (15 percent). Among engineers,
aeronautical/astronautical engineers had the highest
frequency (5 percent) and agricultural scientists had
the lowest frequency (0.4 percent). Among engineers,
aeronautical/astronautical engineers had the highest
permanent layoff incidence (8 percent) and mining/
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Table C-1 .–Frequencies of Postschool Education and On-the-Job Training by
Scientific and Engineering Occupation, 1972-74

Postschool education On-the-job training

Occupation Same field Other field Formal Informal

Scientists:
Agricultural . . . . . . . . . . . . . . . . . . . . . . 0.035 0.055 0,242 0.315
Biological . . . . . . . . . . . . . . . . . . . . . . . . 0.048 0.123 0.055 0.141
Chemist . . . . . . . . . . . . . . . . . . . . . . . . . 0.064 0.070 0.130 0.158
Earth/marine . . . . . . . . . . . . . . . . . . . . . 0.052 0.054 0.212 0.196
Physicist . . . . . . . . . . . . . . . . . . . . . . . . 0.088 0.075 0.076 0.087

Engineers:
Aeronautical/astronautical. . . . . . . . . . 0.052 0.133 0.217 0.156
Agricultural . . . . . . . . . . . . . . . . . . . . . . 0.055 0.055 0.273 0.164
Chemical . . . . . . . . . . . . . . . . . . . . . . . . 0.049 0.090 0.184 0.210
Civil/architectural . . . . . . . . . . . . . . . . . 0.043 0.084 0.153 0.186
Electrical/electronic . . . . . . . . . . . . . . . 0.063 0.106 0.240 0.176
Industrial . . . . . . . . . . . . . . . . . . . . . . . . 0.012 0.129 0.226 0.219
Mechanical . . . . . . . . . . . . . . . . . . . . . . 0.032 0.095 0.189 0.163
Metallurgical/materials. . . . . . . . . . . . . 0.041 0.090 0.178 0.134
Mining/petroleum . . . . . . . . . . . . . . . . . 0.023 0.062 0.229 0.209

Table C-2.—Formal and Informal On-the-Job Training
Frequencies by Selected Major industries, 1972.73

(working full-time year round in same job)

Percent of Percent of
Industry formal OJT informal OJT

Aircraft a. . . . . . . . . . . . . . . . . . . . 25.4% 15.50/0
Chemicals b . . . . . . . . . . . . . . . . . 22.2 23.6
Electrical machinery . . . . . . . . 30.1 19.7
Electronic apparatus . . . . . . . . 28.0 17.6
Electronic computerese . . . . . . . 46.3 35.5
Fabricated metalsf. . . . . . . . . . . 15.3 17.3
Machinery (except electrical)g . 18.6 17.4
Motor vehiclesh . . . . . . . . . . . . . 31.2 21.8
Ordinance i. . . . . . . . . . . . . . . . . . 31.2 19.3
aAirCraft,  aircraft engines, and Parts.
bchemicals  and allied products.
cEle~trical  machinew,  qu~pfllent  and  supplies  for the generation, storage, trans-

formation, transmission, and utilization of electrical energy.
dEIKtronic  apparatus, r~io, television, and communication equipment and  partS.
OElectronic  computers, accounting, calculating and office machinery and equip-

ment.
fabricated metal products (except ordnance, machinew ~d transportation
equipment.

gMachinery  (except electrical) including engines and turbines, farming and COrl-

struction  machinery, mining, metalworking, and other manufacturing and service
industry machines.

hMotor vehicles  and motor vehicle equipment including trucks, buses, automo-

biles, railroad engines and cars.
iordnance,  including manufacture of arms, ammunition, tanks, and comPlete
guided missiles, space vehicles and equipment.

petroleum engineers had the lowest incidence (2
percent).

Table C-4 reports the percentage of engineers chang-
ing occupations during the 1969-72 period. Within the
selected sample, 3.6 percent of engineers changed oc-
cupations, and about 54 percent of them shifted into
other engineering occupations. The greatest exodus
was out of aeronautical/astronautical engineering (6.7
percent) and the greatest entrance was into mechanical

Table C-3.—Frequencies by Voluntary and involuntary
Mobility by Scientific and Engineering

Occupations, 1969-72

Percent
Occupation Percent quit Iaidoff

Scientists:
Agricultural . . . . . . . . . . . . . . . . . . 0.0680/0 0.0040/0
Biological . . . . . . . . . . . . . . . . . . . . 0.124 0.018
Chemist . . . . . . . . . . . . . . . . . . . . . 0.095 0.042
Earth/marine . . . . . . . . . . . . . . . . . 0.122 0.034
Physicist . . . . . . . . . . . . . . . . . . . . 0.147 0.053

Engineers:
Aeronautical/astronautical. . . . . . 0.075 0.081
Chemical . . . . . . . . . . . . . . . . . . . . 0.093 0.049
Civil/architectural . . . . . . . . . . . . . 0.179 0.034
Eiectricai/electronic . . . . . . . . . . . 0.143 0.074
industrial . . . . . . . . . . . . . . . . . . . . 0.157 0.066
Mechanical . . . . . . . . . . . . . . . . . . 0.130 0.068
Metallurgical/materials. . . . . . . . . 0.083 0.057
Mining/petroleum . . . . . . . . . . . . . 0.158 0.022

engineering (9.6 percent of those changing occupa-
tions). Of all occupation leavers, 73 percent moved
into what appears to be equivalent engineering or
scientific occupations. Another 6 percent shifted
downward to technician jobs, and the remainder
shifted into a wide mix of occupations ranging from
secondary teachers to laborers.

An examination of the incidence of various labor
market adjustments indicates that OJT (both formal
and informal) is more widely experienced across S/E
occupations than any other type of market adjustment.
Although to some degree I am comparing apples to
oranges, the above figures are consistent with the no-
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Table C-4.—Frequencies of Occupational Change
by Engineering Occupation, 1969=72

Percent
Occupation changed occupations
Aeronautical/astronautical. . . . . . . .
Chemical . . . . . . . . . . . . . . . . . . . . . .
Civil/architectural . . . . . . . . . . . . . . .
Electrical/electronic . . . . . . . . . . . . .
Industrial . . . . . . . . . . . . . . . . . . . . . .
Mechanical . . . . . . . . . . . . . . . . . . . .
Metallurgical/materials. . . . . . . . . . .
Mining/petroleum . . . . . . . . . . . . . . .

0.067%
0.027
0.018
0.039
0.052
0.032
0.036
0.015

tion that OJT plays a predominate role in adjusting
to technological change.

The Case of the Computer Industry

The following section is a brief summary of my re-
cent analysis of human capital adjustments by S/Es
in computer manufacturing (9). The summary begins
with a cursory overview of the structure and growth
of the computer industry in the United States. Subse-
quently, I present some empirical evidence on the rela-
tionship between technological change and OJT.

TECHNOLOGICAL CHANGE IN THE
COMPUTER INDUSTRY

Soma describes the computer industry structure as
it has evolved from the early 1950’s. During the 1950’s
there were three distinct segments: the electrical com-
ponent manufacturers, the computer manufacturers
(mainframe assemblers, sales, and maintenance), and
the end users. By the 1970’s this structure became much
more complex. For example, some mainframe assem-
blers integrated vertically into electronic component
manufacturing, and independent leasing and mainte-
nance firms were established along with software
firms, computer utilities, a used computer market, and
peripheral manufacturers. A study of the computer in-
dustry, therefore, requires the examination of electrical
component manufacturers, the various types of hard-
ware manufacturers, and software firms. Of course the
users of computer technologies include nearly every
type of enterprise.

Technological change (as defined for present pur-
poses) primarily has been contingent on major im-
provements in electrical components. The transition
from vacuum tube technology (used in the early 1950’s)
to transistor-based product lines marked a substantial
advance in computer technology. This adoption in
electrical components appears to have underpinned the
second generation of computers—from 1959 to 1964.
The third generation of computers was founded on the

development of integrated circuits which became eco-
nomically competitive in the mid-1960’s. If a fourth
generation exists, it is not as well defined as the
previous generations. “Most companies have intro-
duced new lines of equipment with improved technol-
ogy since 1965, but there is no single technical advance
to be used in specifying a new generation. In terms of
circuits, the primary change has been a movement
from integrated circuits to large scale integration . . . “
(5)0

Based on these technologies, technological changes
in computer hardware have varied widely and grown
substantially. Phister plots annually many of these
changes over the 1955-75 period. For example, he
shows that the average internal memory bytes per
general practice system remained roughly constant
from 1955 to 1965 but steadily increased from 1965
to 1974. Other types of measurable innovations in-
clude increases in the: storage density of magnetic-core
memories and moving-head files, off-line storage
capacity of magnetic tape and disk pack media, aver-
age number of moving-head files, magnetic tape
drives, and terminals per system (among many others).

EMPIRICAL ANALYSIS

Exploratory interviews with personnel managers of
a convenient sample of firms in the computer and elec-
tronics industry yielded two important general obser-
vations. First, formal OJT plays the predominate role
in human capital adjustments for employed S/Es. For-
mal OJT typically takes the form of training sessions
ranging in duration from 2 to 3 days to 2 to 3 months,
sometimes on an intensive full-time schedule but usual-
ly on a less intensive part-time schedule. The second
major observation from the open-ended interviews is
that employers decide who, when, and how much
training is required to meet planned production and
service goals. According to the sample of personnel
managers, employees who survive the industry take
the training as required—’’its just part of the job.”

It is hypothesized that rapid technological advance-
ment in the computer industry requires considerable
OJT to keep abreast of rapid obsolescence in human
capital. The probability of OJT in any given year,
therefore, is a direct function of technological change.
As a general index of technological change, the change
in the rate that new computers (including minicom-
puters) are introduced annually is employed in the
probability model below. By using an index of the
change in the rate of technological advancement, I am
arguing that employers respond to noticeable shifts in
deciding to provide OJT. The larger the shift upward
in the introduction of new technology, the larger the
probability that OJT is provided. Conversely, the
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larger the shift downward, the larger the reduction in
OJT requirements.

Annual observations on S/Es in the computer in-
dustry are drawn from the NLSSE. Observations are
pooled for the 1972-75 period for which the incidence
of formal OJT is reported in the survey.

Restricting the sample to S/Es working full-time year
round for the entire 1972-75 period, let P (OJT)ij be
the probability of receiving formal OJT in year i by
individual j. The cumulative logistic function:

P (OJT) ij = 1/1 + e- ( Bij X + Uij)
is estimated by maximum likelihood. P (OJT) ij = 1,
if OJT was made in year i by individual j, O otherwise;
U ij is the error term, and

B ij X = BOij + Blij) (NMODELS) + BziJ (CTOTREV)
+ B3ij (AGE) + B4ij (BS) + B5ij (MS) + B6ij (PHD) +
B7ij (OCCUP) + B8ij (TENURE)

where:
NMODELS =

CROTREV =

AGE =
BS .

MS =

PHD =
o c c u r  =

TENURE =

rate of change in number of new computer
models introduced in year i-3
percentage change in annual total industry
revenue in year i-1
age in year i for individual j
1 if had bachelors degree in year i for in-
dividual j
1 if had masters degree in year i for in-
dividual j
1 if had Ph.D. in year i for individual j
zero-one dummy variables for engineers,
computer specialists, and managers (scientists
and others in benchmark)
years employed in job in year i for in-
dividual j

Once a new innovation is introduced to the market,
there is a delay before it becomes widely adopted.
Thus, obsolescence and the need for retraining be-
comes a function of that adoption delay. Knowing the
appropriate lag of the change in the rate of introduc-
tion of new computers is problematic. Unfortunately
there is little empirical evidence about the rate of dif-
fusion of other technological advancements on which
to base a judgment. Work by Mansfield, et al. (13),
however shows that the introduction of numerically
controlled machine tools has taken anywhere from 6
to 15 years to become widely adopted by major user
industries. Since technological advancement in the
computer industry has been particularly rapid, one
would infer that the lag is considerably shorter in the
computer industry than in other industries. In order
to estimate the most “appropriate looking” lag, the
model is tested against 1- to 5-year lags on the
NMODELS variable.

RESULTS

The results of the estimated probability model are
reported in table C-5. The partial derivatives of P

Table C-S.—Estimation of the On-the-Job Training
Probability Model, 1972-75

Variable Mean Coeff icient a t-value

NMODELS . . . . . . . . . . . . . . . –2.75 0.004 1.811
CTOTREV . . . . . . . . . . . . . . . . 6.50 –0.007 –0.979
AGE . . . . . . . . . . . . . . . . . . . . . 39.25 –0.015 –3.555
BS . . . . . . . . . . . . . . . . . . . . . . 0.59 0.157 1.291
MS. . . . . . . . . . . . . . . . . . . . . . 0.30 0.128 0.998
PHD . . . . . . . . . . . . . . . . . . . . . 0.03 0.667 3.226
Computer specialist . . . . . . . 0.35 0.266 3.985
Manager . . . . . . . . . . . . . . . . . 0.12 0.179 1.951
Other. . . . . . . . . . . . . . . . . . . . 0.04 0.442 2.810
TENURE . . . . . . . . . . . . . . . . . 6.63 0.010 1.333
Intercept. . . . . . . . . . . . . . . . . 0.173 0.885
Chi square , . . . . . . . . . . . . . . 45.55 (10 d. f.)
N . . . . . . . . . . . . . . . . . . . . . . . 324.00

aThe  c~fficients reported above are B (~) (1 – $), where @ iS the lo9it eStimate
and ~ is the mean probability of on-the-job training (= 0.386).

(PJT) ij with respect to each variable are given, eval-
uated at the mean P (OJT) ( = 0.386). Using a 3-year
lag on the rate of change in the number of new models
introduced annually (NMODELS), a significant
positive relationship with the probability of OJT is
found. The increased probability in OJT in 1972
(where the rate of change between 1968 and 1971 =
–25), is estimated to be as much as 15 percentage
points. Given that the mean probability of investing
during the 4-year period under consideration (1972 to
1975) is 0.39, the impact of technological change is ap-
parently considerable.

No significant relationship is found between the per-
centage change in total revenue and the probability
of OJT. This holds regardless of the lag employed.

Age shows the expected negative relationship, where
the partial derivative is –0.015 per year of age; signifi-
cant at the 0.01 level. As a point estimate, this indicates
that a 40 year old S/E would be less likely to receive
OJT than an identical 30 year old by as much as 15
percentage points. Further tests to examine the linearity
of the relationship (i.e., using age in log and quadratic
forms) support the inference that the training-age pro-
file is downwardly linear.

Only for Ph.D.s does the probability of OJT differ
by level of education. But here the estimate is peculiar-
ly large, albeit, highly significant. Given the size of
the estimate (0.667) and the fact that only 0.03 of the
sample are Ph.D.s, I find it difficult to place much faith
in the estimate, On the other hand, the results suggests
that Ph.D.s are especially prone to receiving formal
OJT—perhaps because their functions are so closely
tied to generating technological change.

The set of occupational dummy variables shows that
there are substantial differences among occupations.
Since any occupational classification must be com-
pared to all others (i.e., all others, including engineers,
are in the benchmark), it is impossible to estimate the
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differences between any two occupations. Yet it can
be inferred that computer specialists and managers re-
train more frequently than engineers.

Finally, TENURE obtains an unexpected positive
sign but it is insignificant at conventional levels of con-
fidence. The positive sign does suggest, however, that
OJT is more likely received later than earlier in one’s
tenure.

CONCLUSIONS

Using a pooled cross-section time series logit prob-
ability model, it was found that technological change
has a substantial impact on the probability of receiv-
ing OJT during any given year. The results are limited,
however, and must be treated as first approximations.
First, the time period under study is limited to 1972
to 1975 because of data limitations—both with respect
to individual data and available indices of technologi-
cal change. Second, the pooling technique suffers from
a potential violation of the assumption of independ-
ence. That is, if an important variable correlated with
the dependent variable is omitted at the cross-section,
pooling that omitted variable (in effect) over time re-
sults in autocorrelated error. Although the estimates
would be unbiased, the standard errors would be un-
derstated.

As a first approximation, (and bearing in mind the
above limitations) the results support the consensus
of a sample of personnel managers in the computer
industry that formal OJT plays in a crucial role in
adapting the S/E labor force to changing production
functions. Furthermore, the model estimates that the
lag between the introduction of new computer models
and subsequent training is approximately 3 years on
average.

A similar empirical analysis of the linkage between
postschool educational investments and technological
change yielded no significant relationship. Because
technological change in the computer industry is so
rapid and universities cannot afford to provide train-
ing based on expensive technologies, continuing educa-
tion programs do not provide a viable alternative of
adjustment to technological change—at least for S/Es
in the computer industry.

Programmable Automation and
Labor Saving Adjustments

What Can We Expect?

The above analysis of OJT indicates that the acquisi-
tion of new skills and knowledge is widespread for the
S/E labor force. My impression is that the professional
S/E labor force is probably the most highly adaptable

segment of our labor force. By the very nature of S/E
educational training, workers are well equipped to
make adjustments to outdated skills and knowledge.
Indeed one of the primary roles of the S/E labor force
is to advance our knowledge and pursue the goal of
technological and innovative improvements.

Consequently, growth in programmable automation
in manufacturing is unlikely to cause considerable
disruption for the experienced S/E labor force. Adap-
tation to technological and innovative advance caused
by programmable automation will come in the form
of formal and informal OJT. The more rapid the de-
velopments in programmable automation, the greater
will be the extent of OJT and the less likely formal
education will play an important role in providing ex-
perienced S/Es with new skills and knowledge. This
latter conclusion is based on what has been observed
in the computer industry. Universities in general sim-
ply do not have the resources for accumulating and
developing the necessary physical capital to train S/Es
in the latest technologies. Because of limited resources,
research and development (R&D) in programmable
automation unfortunately will greatly limit universities
from providing students with advanced training,
which in turn will slow the reindustrialization of U.S.
manufacturing.

Therefore, the potential fly in the ointment is the
lack of resources available to universities to play lead
roles in R&D and the education of new S/Es. The
problem is that newly trained S/E graduates will not
provide the manufacturing industry with cutting-edge
talent. Instead, the industry will need to provide
substantial training to new S/E entrants. Consequent-
ly, instead of recruiting S/Es with skills capable of
satisfying immediate technical needs, manufacturing
firms will experience a lag in recruiting S/Es to imple-
ment and improve new programmable automation op-
erating objectives.

To aggravate the problem, private industry appears
to be recruiting some of the best talent in S/E Ph.D.s;
not only newly minted Ph.D.s but also experienced
educators. The heart of this problem lies in the
substantial differences between current salaries of
Ph.D.s in universities visa vis private enterprise. This
brain drain from the universities implies that oppor-
tunities for more widespread and advanced educa-
tional training will be retarded.

The above scenario suggests that although program-
mable automation will be ready technically for diffu-
sion throughout manufacturing, the S/E labor market
will not have the requisite skills to implement the tech-
nology-at least in the short run. This will hamper dif-
fusion of programmable automation and any imme-
diate expected improvements in productivity attribut-
able to programmable automation.
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Research Needs

If my best guess about what to expect is reasonably
accurate, then appropriate social policy should focus
on providing universities with the necessary resources
to establish educational curricula in programmable
automation. Additional resources can come from gov-
ernment and/or private industry. The primary re-
search need is to examine the current and planned
R&D and educational activities of higher education.
The

1.

2.

3.

4.

5.

basic questions to investigate are:
What programs focusing on programmable auto-
mation have been established? We know, for ex-
ample, that several major universities have estab-
lished research centers in programmable automa-
tion; including Stanford, Purdue, Carnegie-Mel-
lon, Massachusetts Institute of Technology, and
the University of New Hampshire (among
others).
Where have universities received resources for
these programs? The above-mentioned univer-
sities have relied primarily on NSF grants, dona-
tions from corporations, and university budgets.
Are universities gearing up for R&D and educa-
tional programs in programmable automation?
What resource limitations are the universities
facing?
To what extent is private industry attracting top
Ph.D. talent? Is this recruitment causing shortrun
bottlenecks in developing programmable automa-
tion curricula and R&D activities? How can uni-
versities maintain their S/E faculty in light of low
relative salaries?

Answers to these questions are important not only
to government policymakers but also to higher educa-
tion administrators and manufacturing executives.
Thus, I would recommend that OTA investigate the
answers to the above set of questions. A survey of
major educational institutions could provide OTA
with reliable information to evaluate the above sce-
nario. If such an assessment warrants considerable in-
terest by the U.S. Government, then a task force com-
posed of administrators from higher education, ex-
ecutives from manufacturing, and officials from gov-
ernment should be established. The purpose of the task
force would be to design and coordinate educational
efforts to train future S/Es in programmable auto-
mation.

In the next section I briefly overview several data
collection efforts by NSF (Division of Science Re-
sources Studies). Ongoing efforts by NSF in collecting
and analyzing data about S/E labor markets are ex-
tensive and in depth. They are potentially very suitable
for collecting the type of information I have suggested
above. Although I am not recommending at this point

any additional research, data collection efforts by NSF
also provide the most useful data source for monitor-
ing how well the S/E labor force adjusts during an era
of programmable automation—both in terms of new
entrants and experienced S/Es.

National Science Foundation Data Bases (see NSF)

SURVEY OF SCIENTIFIC AND ENGINEERING
EXPENDITURES AT UNIVERSITIES AND COLLEGES

This survey is conducted biennially to provide in-
formation on three areas of academic spending for
scientific activities: 1) R&D budgets, 2) expenditures
for departmental research and instruction, and 3) cap-
ital expenditures.

SPECIAL SURVEYS

NSF also conducts special surveys. Prominent
among these is the Higher Education Panel Survey
which is conducted by the American Council of Educa-
tion. The survey is conducted several times a year with
the primary objective of providing quick responses to
current policy questions relevant to S/E labor markets.
(This survey may be especially well suited for the type
of quick evaluation suggested in “Research Needs”
above. )

A second example is the survey of Scientific Equip-
ment in Academic Institutions. Its purpose is to meas-
ure the adequacy and utility of available equipment.

SURVEY OF SCIENTIFIC AND ENGINEERING
PERSONNEL EMPLOYED AT UNIVERSITIES
AND COLLEGES

This survey collects data about academic S/Es by
field of employment and primary function.

SURVEY OF GRADUATE SCIENCE STUDENTS
AND POST-DOCTORALS

The objective of this survey is to obtain data on the
characteristics of graduate science and engineering
enrollment at the departmental level. Data from this
survey provide a base for assessing the relationship be-
tween financial support and shifts in graduate enroll-
ments.

THE NATIONAL LONGITUDINAL SURVEY OF
SCIENTISTS AND ENGINEERS

This biennial survey is a continuing longitudinal ef-
fort to maintain a comprehensive picture of the de-
velopment and utilization of individuals who were part
of the S/E labor force in 1969. The survey elicits in-
formation about human capital investments, earnings,
and employment/reemployment experiences.
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THE NATIONAL SURVEY OF RECENT SCIENCE AND
ENGINEERING GRADUATES

This survey is conducted biennially, furnishing in-
formation on graduates in science and engineering
fields; including data on employment, earnings, and
other labor market experiences.

THE NATIONAL SURVEY OF
DOCTORATE RECIPIENTS

This is a biennial survey with the primary objective
of estimating the national supply and utilization of
doctoral S/Es.
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Technology changes the way goods and services are Therefore, workers and their unions have a direct and
produced and distributed—and for all its potential vital interest in how technology is introduced in the
benefits, including creation of new jobs, technology workplace—to make sure people get priority over
also has destructive effects on workers and their jobs. technology, to make human values prevail.
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Technology often involves labor-saving opera-
tions—increased production with the same number or
fewer workers. This may wipe out many existing jobs.
It may raise new dangers to workers’ safety and health.
Of course, new jobs may also be created. New pro-
tections may be achieved for workers’ safety and
health. But the impact of new technology is often to
eliminate some jobs, change the job content of others,
change skill requirements, and change the flow of
work.

Technology often causes changes in industry loca-
tion—shutdowns of departments and entire plants and
shifts to new locations in suburban or outlying areas
and sometimes overseas. No industry is immune to
such changes, which are constantly shifting the struc-
ture of skills, occupations, jobs, and earnings of
American workers.

Collective Bargaining

Collective bargaining holds a vitally important role
in meeting the challenges, opportunities, and dangers
of new technology. There is much to be learned from
past experience in collective bargaining. The flexibili-
ty of this institution, the American system of labor-
management bargaining at the plant, company, and
industry level, helps workers negotiate and settle with
employers on reasonable and humane protections for
workers against the potentially adverse effects of job-
destroying technological innovation. Mature collective
bargaining relationships between labor and manage-
ment provide more opportunities and a sound basis
for special labor-management committees to deal with
adjustment to technological change within the frame-
work of collective bargaining.

Collective bargaining can help democratize labor-
management relations and humanize the workplace
and work itself, including the impact of new technol-
ogy on workers’ jobs and earnings. Collective bargain-
ing can provide cushions to soften the adverse impact
on workers by setting up adjustment procedures and
programs at the workplace. In a full employment econ-
omy—linked with adequate employment services, em-
ployment and training programs, and unemployment
compensation—the disruption of workers’ lives and
the job displacement resulting from technological
change can be minimized.

Historically, unions have responded in a number of
ways to the introduction of new technology. In 1960,
Sumner Slichter, James J. Healy, and Robert Liver-
nash, reported that major determinants of union pol-
icies toward technological change are:l

‘Sumner Slichter,  James J. Healy,  and Robert Livernash,  The Impact  of
Cofkctive  Bargaining on Management (Washington, D. C.: The Brookings
Institution, 1960), ch, 12, “Union Policies Toward Technological Change.”

1. the nature of the union, meaning specifically
whether it is a craft or industrial union;

2. the economic condition of the industry or the en-
terprise, or occupation, whether it is expanding
or contracting, whether the industry is highIy
competitive or not;

3. the nature of the technological change, the effect
on jobs and on the bargaining unit, the effect on
workers’ skills and job responsibilities; and

4. the stage of development of the technological
change and the stage of development of union
policy toward the technological change.

Slichter, Healy, and Livernash distinguish five prin-
cipal policies that unions adopt when faced with tech-
nological change: 1) willing acceptance, 2) opposition,
3) competition, 4) encouragement, and 5) adjustment
with an effort to control use of the new technology.

They note:
The most usual policy of unions toward technologi-

cal change is willing acceptance. This happens in the
numerous cases in which the technological change
makes little difference in the kind and degree of skill
required and has little immediate effect on the number
of jobs. But the gain in productivity from the change
may make it attractive by giving labor improved op-
portunity to bargain for wage increases. Unions may
be led by favorable bargaining opportunities to accept
willingly technological changes that involve a mixture
of advantages and disadvantages. Thus, the bargain-
ing advantages that accompany a change requiring
greater skill may lead to willing acceptance even though
it greatly reduces the number of jobs.
Slichter, Healy, and Livernash go on to point out

that no national union in recent years has destroyed
itself by fighting technological change.

Nor is there record of any union in recent years being
able to prevent technological change by opposing it—
though many unions have retarded recent changes tem-
porarily and locally. Union wage policies appear to have
been partly responsible for stimulating technological
change under some circumstances and may have af-
fected the distribution of gains. Three principal effects
have been produced by union policies toward techno-
logical changes:

(1)

(2)

(3)

They have tended to give to the holders of jobs
on the new machines or new processes some-
what higher wages relative to other workers in
the same plant—in other words, they have
tended to introduce distortions in the wage
structure of the plant.
They have tended to a slight extent to cause the
new techniques to be operated with excessive
crews and under make-work rules.
They have considerably eased the hardship of
displacement, partly by forcing managements
to do advance planning in the introduction of
technological changes and partly by giving dis-
placed workmen an opportunity to qualify for
other jobs.



Using the approach developed by Slichter, Healy,
and Livernash to distinguish the five principal attitudes
that unions take toward technological change, Doris
McLaughlin of the University of Michigan made a sur-
vey of union officials, management, and mediators and
arbitrators on the impact of labor unions on the rate
and direction of technological innovation.

The McLaughlin report2 found that willing accept-
ance was the most common response American labor
unions make to the introduction of new technology.
The next most common response was initial opposi-
tion, but this was followed by adjustment, so that, in
the long run, willing acceptance or adjustment were,
by far, most common.

A negative union response to the introduction of
technological change was invariably the result of belief
that acceptance would have an adverse effect on a large
or important segment of the union’s membership. If
the employer convinced the union’s leaders that their
members would not be adversely affected, or that
those who were adversely affected would receive some
off-setting benefit, union opposition disappeared.

The three most important variables in determining
union reactions, in order of importance, were:

1. the state of the economy,
2. union leaders’ perception of the inevitability or

necessity for the change, and
3. the nature of the industry.
McLaughlin noted that, depending on union percep-

tion of these three variables, a fourth variable-where
decisionmaking power lay—became crucial. If the in-
ternational union held the decisionmaking power, a
decision on how to react to the new technology would
be made only on consideration of the first three
variables. However, if decisionmaking power lay with
local union leaders, three more variables became rel-
evant:

4. how local union leaders perceive the impact of
the new technology on the bargaining unit,

5. how local union leaders perceive the “quid pro
quo” offered by the employer to the affected
union members, and

6. how local union leaders perceive the impact on
those union members left in the unit after the new
technology is introduced.

Third-party action by mediators, arbitrators, or
judges did not seem to affect the outcome, according
to the report, but did appear to affect the process by
which unions and management reached accommoda-
tion to the effects of the new technology. These third-
party agents, as outsiders, serve a useful function in

‘Doris B. McLaughlin, The Impact  of Unions on the Rate and Direction
of Technological Innovation (Detroit, Mich.: Institute of Labor and Industrial
Relations, University of Michigan–Wayne State University, February 1979),
report to the National Science Foundation, grant PRA 77-15268.

taking the heat off local union leaders “when other-
wise politically delicate decisions need to be made with
regard to the introduction of new technology, ” the
report states.

Surprisingly, labor unions are not the major stum-
bling block to new technology and higher productivi-
ty, McLaughlin concludes, but “employer representa-
tives, particularly at the middle management level,
were often cited as constituting the real barrier to the
introduction and effective use of technological
innovation. ”

In 1964, the Bureau of Labor Statistics reported3 that
some of the major labor-management efforts to pro-
tect against the effects of new technology have
included:

1.

2,
3.

4.
5.

6.

guarantees against job or income loss and, in
some cases, against loss of supplementary benefits
for varying periods,
compensation for employees who lose their jobs,
guaranteed income for workers required to take
lower paying jobs,
provisions for retraining,
provisions for transfer to other plants and pay-
ment of relocation expenses, and
agreements to provide workers with notice of
plant closings or other major changes.

Some agreements have established joint labor-
management committees to recommend methods of
providing for workers affected by automation. The
report concluded that:

These arrangements typically are combined with pro-
visions for retention of workers with greatest seniori-
ty, but in a limited number of cases, efforts are made
to spread work among larger numbers of employees or
to encourage early retirement of workers with relative-
ly high seniority.
In 1966, the Automation Commission called atten-

tion to the need for private sector efforts to facilitate
adjustment to technological change including reliance
on attrition, an advance notice early warning system,
job counseling and job-finding assistance, training and
retraining. The Commission noted the rationality of
using the seniority principle in the case of layoffs and
the seriousness of the need for pension and health ben-
efits to continue during periods of unemployment.
They also pointed out that technological improve-
ments can bring more flexibility to work schedules and
more leisure to employees through reduced hours of
work per day, per week and per year,

3Cokctive  Bargain@ and Technological Change  (Washington, D. C.: U.S.
Department of Labor, Bureau of Labor Statistics, March 1964), BLS report
No. 266.

‘Technology and the American fionomy,  vol. I (Washington, D. C.: Na-
tional Commission on Technology, Automation, and Economic Progress,
February 1966).
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The record of collective bargaining response to tech-
nological change offers many examples of both suc-
cess and failure, the Commission noted:

Collective bargaining has proved to be an excellent
vehicle for the effective management to change; it per-
mits those directly affected by the change to deal with
it firsthand and with a familiarity that takes into ac-
count peculiarities and problems peculiar to an enter-
prise. Especially in recent years, some managements and
unions, occasionally but not usually with the help of
outsiders, have developed, with varying degrees of in-
genuity and success, plans to facilitate change.”

But the Commission warned:
Despite its many successes, collective bargaining has

often failed, and sometimes has failed spectacularly,
to deal effectively or even responsibly with the manage-
ment of change. It has been argued, not unreasonably,
that the failures are the fault of the parties, not of the
system.

Procedurally, the process of collective bargaining on
basic issues has tended to stagnate during the life of
the agreement and to accelerate frantically in an atmos-
phere of crisis immediately preceding contract renewal.
Happily, employers and unions in a number of indus-
tries are abandoning this pattern in favor of more or
less continuous discussion. Basic issues such as adjust-
ment to technological change cannot be resolved, how-
ever, by a small team of negotiators working themselves
into a state of physical and mental exhaustion for a few
months every 2 or 3 years. These issues must be dealt
with patiently, carefully, and above all, continuously,
until satisfactory solutions emerge. This kind of bar-
gaining calls for ability of the highest caliber on the part
of leaders of both labor and management.
In the 15 years since the Automation Commission’s

report, with generally slow economic growth and re-
cessions in 1969-70, 1973-75, 1980, and 1981-82, eco-
nomic conditions have not been conducive to easy ad-
justments to technological change. The impact of new
technology has become much more pervasive in the
1980’s than it was in the 1960’s.

It must be emphasized that it is easier to deal with
adverse effects of technological change in a general
economic climate of full employment. National eco-
nomic policies must aim at full employment for a vari-
ety of economic, social, and moral reasons. Among
those reasons we must recognize the need to facilitate
successful and humane adjustments to job-destroying
technology in both the private and public sectors.

Much progress has already been achieved through
collective bargaining. For example, a 1981 Bureau of
Labor Statistics study,5 updating a similar 1966-67

‘U.S. Department of Labor, Bureau of Labor Statistics, Major  Collective
Bargaining Agreements: Plant Movement, lnte~lant Trans& and Reloca-
tion Allowances, Bulletin 1425-20, July 1981. The 1966-67 study was reported
in U.S. Department of Labor, Bureau of Labor Statistics, Major Collective
Bargaining Agreements: Plant Movement, Transfer, and Relocation
Allowances, Bulletin 1425, July 1969.

study, presents a wide range of contract language and
statistical summaries of contract language on plant
movement, plant transfer, and relocation allowances,
many of which relate to the effects of technological
change. Agreements limiting plant movement rose
from 22 percent in the 1966-67 survey to 36 percent
in the 1980-81 survey of some 1,600 contracts, while
worker coverage rose from 38 to 49 percent. InterPlant
transfer provisions increased from 32 to 35 percent and
worker coverage went from 46 to 49 percent. Agree-
ments dealing with relocation allowances increased
from 34 to 41 percent while worker coverage went up
from 60 to 65 percent.

On the issues of the major technological change,
work transfer, or plant closings, some major contracts
have a variety of provisions.’ For example, the United
Auto Workers (UAW) -General Motors contract pro-
vides for advance notice to the union in cases of tech-
nology-related permanent layoffs, and negotiation of
rights related to plant closing, department closing, and
company transfer of work. Workers have the right to
training for a new job in cases of technology-related
permanent layoff. In the case of plant closings, depart-
ment closings and transfer of work, workers have the
right to bump to another job in the same plant, transfer
to a replacement facility, or transfer to a new plant.
They will receive preferential hiring at another plant,
keep seniority with respect to fringe benefits, get mov-
ing expenses up to $1,355, take layoff with recall
rights, and get severance pay.

The United Steel Workers’ contract with Kennecott
Copper includes a no-layoff clause and attrition pro-
tection for workers affected by technology changes
which will permanently eliminate their jobs. Under this
contract, workers have the right to bump to another
job in the same plant or in another plant. The Transit
Workers’ contract with the New York City transit sys-
tem and the Newspaper Guild’s contract with the New
York Times also have no-layoff contract protection.

The Steel Workers’ contract with American Can Co.
calls for a 12-month advance notice of permanent lay-
offs related to technological change. The United Food
and Commercial Workers’ contract with Armour calls
for 6-month notice, and the Guild-New York Times
agreement calls for 4 months. There are contracts with
advance notice requirements as short as 7 days and
contracts with advance notice requirements, but no
specified time period.

A broad range of labor-management cooperation is
already included in many other labor-management
agreements with negotiated specific procedures for ad-
justing to technological change.

bThe  following contract provisions are listed in Industrial Union Depart-
ment, AFL-CIO, Comparative Survey of Major Collective Bargaining Agree
ments,  Manufacturing and Non-Manufacturing March 1979, December 1979.
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One method to ease the human costs of new tech-
nology is to assure advance information to workers
and their unions about management plans for future
innovation which will affect workers with job loss or
other serious problems. Major technology changes
result from management decisions taken long before
the new technology is actually introduced, often years
earlier. Certainly there should be long advance notice
before any technological change which results in lay-
offs or plant shutdown. The failure of management
to institute worker safety-health and environmental
protections should not be the way workers learn about
intended plant shutdowns or major layoffs.

An “early warning system” of advance notice helps
make it possible to ease the problems of affected work-
ers. Such “early warning” provisions have long been
standard in many union contracts. With advance no-
tice and labor-management cooperation, workers can
look for or train for a new job, perhaps with the same
employer in the same plant or at another location,
Employer-paid retraining is an important part of any
adjustment-to-innovation program.

There are other methods and techniques for labor-
management cooperation to cushion adverse effects
from changing technology. These include income
maintenance with work and/or pay guarantees. One
way is through “no-layoff” attrition to reduce the work
force by natural turnover, deaths, retirements, and
voluntary quits, thus protecting the jobs and earnings
of those workers who remain with the company. Of
course, attrition alone is not an adequate solution.
“Red circle” earnings protection for workers down-
graded through no fault of their own attaches a wage
rate to an individual instead of to the job itself and
thus protects workers against loss of income which
might result from innovation-induced downgrading.

Seniority is a key principle in protecting workers
against layoffs and downgradings. This rewards long
service, but does much more—properly reflecting the
worker’s investment in the job and the company’s in-
vestment in the worker. Early retirement is an option
that older workers should have available when major
technological change wipes out their jobs. But the op-
tion should be available as a free choice, not as a re-
quirement. Many older workers cannot afford to retire
early and others prefer to continue working.

Transfer and relocation rights and mobility assist-
ance to workers are other ways to provide job and in-
come protection. Within-plant and interplant transfers,
relocation assistance, severance pay, pension rights
and seniority protections and supplemental unemploy-
ment benefits can all help cushion adverse effects on
workers and their families when industrial innovation
occurs.

Shorter workweeks and reduced time per year on
the job, including longer paid vacations and sabbatical
leaves, also can ease the negative employment effects
of technology.

Electrical machinery manufacturing is an industry
where extensive use of robots is expected in the future.
The June 1982 General Electric agreement with the In-
ternational Union of Electrical Workers includes these
protections for workers who lose jobs to robots and
automation: 7

A production employee whose job is directly elimi-
nated by a transfer of work, the introduction of a robot
or of an automated manufacturing machine and who
is entitled to transfer or displace to another job shall
basically retain the rate of the eliminated job for a peri-
od of up to 26 weeks.

The company shall give the union advance notice of
a minimum of six months of plant closing or transfer
of work and of a minimum of 60 days of the installa-
tion of robots or automated manufacturing machine
for production.

An employee who is terminated because of a plant
closing will be assisted to find new jobs and learn new
skills under an employment assistance program which
will include job counseling as well as job information
services.

An employee with two or more years of service who
is terminated as a result of a plant closing will be en-
titled to receive education and retraining assistance, in-
cluding reimbursement of $1,800 for authorized educa-
tion expenses.
Obviously these provisions do not constitute total

protection but they offer some protection and some
help to displaced workers.

Public Policy

More information is needed on the effects of chang-
ing technology on workers. Federal action is needed
to set up a clearinghouse to gather information on a
continuing basis on innovation and technological
change and its effects on the welfare of the American
people, on jobs, skills, training needs, and industry
location. Few economic studies of the impact of tech-
nological change exist because there is no systematic
data-gathering relating to the changing technology of
American production. With more and better informa-
tion, public and private adjustment programs can bet-
ter avoid needless human hardship and suffering which
too often result from the disruptive impact of chang-
ing technology.

Through this clearinghouse, the Federal Govern-
ment could provide unions and employers with com-
prehensive information and service, upon request, to

‘Bureau of National Affairs, Daily Labor Report, June 29, 1982.
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help develop labor-management solutions for the com-
plex problems related to the impact of technological
change at the workplace.

Technology-caused economic dislocation and other
kinds of dislocation—including plant shutdowns
caused by corporate merger mania and by recession,
job loss from trade policies and production shifts away
from defense-related industry-require cooperative
labor-management efforts and also national programs
to deal with these complex problems. Further explora-
tion is needed of a variety of such programs, including
proposals dealing with plant shutdowns and plant relo-
cation and with reconversion of defense-related indus-
try.

Occupational training and retraining may perhaps
help displaced workers acquire new skills and new
jobs—but such new jobs may be at lower skill levels
and at lower pay. Furthermore, the loss of an industry
and the skills and know-how that go with that industry
diminish the essential diversity and pluralism required
for a healthy economy and healthy society.

In mid-1982 Congress was moving to approve new
federally supported job training legislation, but the
scope of the program is too small to help the millions
of workers who have lost their jobs to technological
change and economy shifts. The recession has sharp-
ened union pressures to get retraining commitments
from employers.8

Workers who lose their jobs because of plant clos-
ings may not be able to find new ones or maybe forced
to work at reduced pay. Family life is often disrupted.
The mental and physical health of displaced workers
often declines at a rapid rate. Research over a 13-year
period indicates that the suicide rate among workers
displaced by plant closings is almost 30 times the na-
tional average.9 Such workers also suffer a far higher
than average incidence of heart disease, hypertension
and other ailments.

Bills to deal with this grave economic and social
problem have been introduced in Congress .’” Although
these bills differ in some respects, they would do much
to counteract the devastating effects of shutdowns and
relocations. Unfortunately, they do not address the
problems caused by the relocation of governmental
facilities. Among other things, these bills would:

‘For example, see “Retraining Displaced Workers: Too Little, Too Late?”
Week,  JU]Y 19, 1982, pp. 178-185.

‘Barry  Bluestone and Bennett Harrison, Capital and Communities: The
Causes and Consequences of Private Disinvestment (Washington, D. C.: Pro-
gressive Alliance, 1980), pp. 78-82. The health-unemployment link is one of
the most clearly documented social research conclusions, e.g., Harvey Bren-
ner, Estimating the Costs of National lkonomic  Policy Implications for Mental
and Physical ffeahh,  and Criminal Aggression, Joint Economic Committee,
U.S. Congress, Oct. 26, 1976.

IoFor example,  ~ gbth Cong.  bills H.R.  5040, introduced by Congre=man
Ford of Michigan; S. 1608, introduced by Senator Riegle  of Michigan; S. 1609,
introduced by Senator Williams of New Jersey; and S. 2400, introduced by
Senator Metzenbaum of Ohio.

1.

2.

3.

4.

require firms to provide advance notice of their
intentions to close or relocate a major facility;
advocate programs to support troubled busi-
nesses, including incentives to promote employee
ownership;
call for the issuance of economic impact state-
ments and Federal investigation of the circum-
stance; and
require employers, whenever existing jobs can-
not be saved, to provide minimal protections to
their workers in such matters as transfer rights,
relocation expenses, severance pay, pension pro-
tection, health care, and job training.

Three states—Wisconsin, Maine, and Michigan—
have laws relating to plant shutdowns, and some 15
other States have proposals pending with State labor
organizations pressing for action on protective plant
shutdown legislation at the State level. However, be-
cause of “competitive laxity” among the States in their
efforts to attract new business and “runaway” business,
Federal legislation with national plant closings stand-
ards is essential,

Unfortunately, since reporting on plant closings is
voluntary, the U.S. Government does not have cen-
tralized, comprehensive information on this important
social and economic issue. We don’t even know
whether most plant closings are related to technology
changes or tax incentives, to short- or to long-term
economic pressures.

For labor it is crucially important to require employ-
ers to recognize their responsibilities to their employees
and their communities before they shut down a plant
and to provide economic protections to workers and
their families who must suffer the consequence of too
hasty corporate action. There is nothing radical or
unusual about national legislation requiring advance
notice and other worker-community protections. In
other nations, private business firms—including affili-
ates and subsidiaries of many American firms—find
they can live with laws requiring advance notice and
other protections for workers and communities against
the adverse effects of economic dislocation and plant
shutdowns.

In terms of international comparisons, Sweden re-
quires 6 months notice where more than 100 workers
are involved, 4 months notice where 26 to 100 workers
are involved, and 2 months notice where 5 to 25 work-
ers are involved. Under Swedish law, no dismissals
may take place until the unions have been contacted
and granted an opportunity to negotiate concerning
the issues and consequences of the dismissals. In the
United Kingdom, 90-day notices must be given where
100 or more workers are involved and 30 days in
plants employing 10 to 99 workers. Failure to commu-
nicate with the unions and to give the appropriate
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notice can make the employer liable for continuing pay
of the workers during the required notice period. In
France, Greece, and the Netherlands, prior to making
large-scale dismissals, the firm must have permission
of the government to lay off the workers and in actual
practice the advance notice period is as long as half
a year to a year depending on the specific circum-
stances.

These examples indicate that advance notice is a
practice with which firms can live. It must also be
remembered that in most foreign countries the benefits
paid workers are generally two-thirds of lost earnings
for up to 1 year after the layoff.

Unfortunately, in the United States, there area num-
ber of tax advantages provided for corporations which
close down even viable, moneymaking plants. Con-
gress should look into these plant closings very careful-
ly to determine if there is indeed an array of tax incen-
tives encouraging businesses to close down plants. Leg-
islation must be created which will stop such incen-
tives and will prevent tax-related plant shutdowns.
Legislation must also be created which will establish
basic job and income protections for workers and pro-
tection of workers’ pension and health care and other
benefits, to deal in an effective and humane way with
the economic and social dislocation resulting from
plant closings.

Industrial Democracy

The potential for misusing technology is great, but
the possibility of human progress through the wise and
humane use of technology is equally great. The oppor-
tunity for new technology to be introduced with mini-
mal social disruption will be greatly enhanced if work-
ers and employers have an equal opportunity for dis-
cussion and joint decisionmaking on the subjects of
changing technology and the quality of working life.

Collective bargaining, an established institution in
our democratic society, has been a fair and workable
process for joint labor-management decisions on
wages, working conditions, and other major issues.
It is therefore a logical mechanism for increasing the
involvement of workers in such areas of decisionmak-
ing as adjustment to new technology.

New technology and rising expectations are forcing
transformations in the workplace. Applications of new
technology should be humane for workers as well as
profitable to business. Human and social values must
be more highly valued in the production process, not
only when the process is producing goods and services,
but also when it is producing cultural and social values
and leisure and unemployment. The human desire for
greater autonomy and greater participation in deci-
sionmaking on the shop floor, in the corporate board-

room, and in national economic policymaking must
receive higher priority. Improvements in the “quality
of work life” (QWL) include a broad range of issues,
such as better occupational safety and health, as well
as work-organization, work environment, and longrun
investment, employment and training decisions, and
the introduction of new technology. These QWL issues
are logical subjects for joint labor-management negoti-
ation and decision. But employers must not use QWL
as a disguise for union-busting.

Irving Bluestone, a former UAW vice president, has
been a strong proponent of increased worker participa-
tion in corporate decisions. He warns:ll

The joint union-management programs that are in
existence have not yet proven themselves in any per-
manent sense. They must be subject constantly to re-
view and change as management, the union, and the
workers learn by doing. Although it is not possible to
set forth a precise blueprint to ensure the successful par-
ticipation of workers in the decision-making process,
experience already indicates certain criteria that are
basic:

●

●

●

●

●

●

●

●

� � � ✎

The programs should be voluntary. Workers must
have the free opportunity to decide whether or not
to participate in the program. To order compul-
sion is to invite resistance and failure.
Workers should be assured that their participation
in decision-making will not erode their job security
or that of their fellow workers, that they will not
be subject to ‘speed up’ by reason of it, and that
the program will not violate their rights under the
collective bargaining agreement.
Workers should genuinely experience that they are
not simply adjuncts to the tool, but that they are
bent toward being creative, innovative, and inven-
tive plays a significant role in the production (or
service) process.
Job functions should be engineered to fit the work-
er; the current system is designed to make the work-
er fit the job on the theory that this is a more effi-
cient production system and that, in any event, eco-
nomic gain is the worker’s only reason for working.
This theory is wrong on both counts.
The worker should be assured the widest possible
latitude of self-management, responsibility, and op-
portunity for use of “brainpower.” Gimmickry and
manipulation of the worker must not be employed.
The changes in job content and the added respon-
sibility and involvement in decisionmaking should
be accompanied by an effective reward system.
Workers should be able to foresee opportunities for
growth in their work, and for promotion.
The role of workers in the business should enable
them to relate to the products being produced or
the services being rendered, and to their meaning
in society; in a broader sense, it should also enable
them to relate constructively to their role in society.

lllWi%  BIuestone,  Ch.  12,  “Emerging Trends in Collective Bargaining, ” in
Work in America: The  Decade Ahead  Clark  Kerr and Jerome M. Resow
(cd.) (New York: 1979), Van Nostrand Reinhold, pp. 249-50.
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Quality of Work Life

The conflict theory of labor relations is the soundest
basis for worker representation, worker participation,
and worker gains. Conflict is institutionalized in our
political system. Conflict is institutionalized in our
legal system. Conflict is institutionalized in our eco-
nomic system. And we have institutionalized conflict
in labor-management relations through the American
system of collective bargaining.

But the adversary role, which is appropriate to the
conflict of collective bargaining, should be limited to
the period of negotiation—and during the life of the
contract, the adversary relationship can very logical-
ly and appropriately be replaced by cooperation aimed
at maximizing the potential success of the enterprise,
the company, or the establishment. The labor relations
cycle should be one of periods of conflict during the
negotiating period followed by the longer contract pe-
riod of cooperation.

Collective bargaining is basic and fundamental to
honest labor-management cooperation—and such co-
operation can be mutual self-help supplement to col-
lective bargaining. Committees that exist outside col-
lective bargaining or try to take over the process of
collective bargaining are not to be trusted.

Labor unions today jointly participate with manage-
ment in thousands of safety committees, appren-
ticeship committees, communitywide labor-manage-
ment committees, quality of work life committees,
quality circles and other joint labor-management ef-
forts. As a result, labor-management committees are
joining together to deal with matters of mutual interest
such as foreign trade; Federal, State, and local pro-
grams; community philanthropic purposes; and revi-
talization and strengthening of their industry and their
community as well as those committees which give
workers a direct voice in the issues of the workplace,
including investment and innovation with new tech-
nology.

But, only the collective bargaining stature of their
unions establishes workers as real partners in those
labor-management committees. Any action that weak-
ens a union, distorts the balance in its relationship to
management, or its ability to represent its member-
ship, will damage that union’s ability and desire to par-
ticipate in committees of any kind with a particular
management.

Any program which strengthens the union’s ability
to grapple with the new issues union members want
addressed, including technology change issues, any
program which holds out real promise for the expan-
sion of workplace democracy, ought to be grasped,
minutely examined for flaws, reshaped as necessary,

polished, and put in place—and then watched very
carefully.

QWL programs in the United States have taken
many different forms and appeared in many different
guises-participatory management, employee involve-
ment, shop-floor democracy, consultation schemes,
labor-management committees, quality circles,
autonomous work groups, QWL teams, profit-sharing
incentive structures, etc.

As a tool used toward labor’s basic goals, these
QWL programs can develop skill improvement pro-
grams, more flexible working schedules, greater job
security and promotional opportunities, along with
many other matters of great importance to the mem-
bers we represent. So, other things being equal, unions
have every reason to encourage and cooperate in any
enterprise that will work to those constructive ends,
for the benefit of workers and management alike.

But hard experience has taught us to look for pit-
falls. Too many employers are more interested in pro-
grams that offer cosmetic changes that try to fool the
workers into believing that management really cares
about them, in spite of low pay and bad working con-
ditions.

Too many union-busting “consultants” are pro-
moting these QWL programs as an alternative to
worker participation through trade unionism. That
way, without the protection of a union contract, any
concessions to workers can be revoked as easily as they
were given. At best, the QWL group concept poses
a problem to the labor movement because of the poten-
tial that exists for management to penetrate and in-
fluence small, informal work groups and bust unions.

For strong unions, able to insist on an equal and ac-
tive voice in how the QWL program works and able,
if necessary, to veto actions that aim at subverting its
bargaining position, these are not insuperable prob-
lems. That accounts for the general acceptance of
QWL programs by such dominant and secure unions
as the Auto Workers, Steel Workers, and Communica-
tions Workers. Even they have sometimes had to take
strong action to prevent their employers from using
the programs for company propaganda in bargaining
situations.

Other unions are in a more difficult posture. They
have organized only a piece of the action—the other
facilities of the same firm unorganized, under contract
with another union, or a mixture of both. Here man-
agement more often controls the introduction and im-
plementation of technology and QWL programs.
Sometimes, in fact, they move ahead to new technol-
ogy with major layoffs or plant closings with barely
a nod to the union.

In doing so, they establish a carefully orchestrated
organizational and communication link with the em-



ployees that can bypass or attempt to supplant the
union. In part, this accounts for the more antagonistic
response of unions which have only bits and parts of
different firms and thus more limited bargaining lev-
erage.

QWL programs, under whatever name, can be of
tremendous help in facilitating the dealing with the
larger issues of collective bargaining, including wages
and working conditions and the job impact of new
technology. At the same time, QWL programs can deal
with other less visible but basic issues that affect the
individual at the workplace.

Labor has no intention of allowing management to
co-opt any of these basic issues. But dealing with QWL
programs will present our unions with immense prob-
lems of educating our members—training and retrain-
ing of shop stewards and business agents; giving at-
tention to the overall coordination of QWL programs
plant by plant, employer by employer, and individual
by individual; and developing at national staff levels
the technical expertise to assist in the negotiation of
QWL programs and in their development and main-
tenance; and resolving problems relating to sharing
technology’s benefits; and deciding what are necessary
agreements and conditions before entering into QWL
programs.

Every union must continue in every way possible
to assert its rights and the rights of its members to ac-
ceptance as legitimate equals in a partnership with
management, with collective bargaining as the essen-
tial foundation for labor-management cooperation.

We recognize the valuable contribution that proper-
ly constituted and equally balanced labor-management
programs can make in fulfilling the American trade
union member’s desire for individual recognition, dig-
nity, safety, quality of work life, and job security.

To that end, unions will cooperate with manage-
ments that recognize and support the right of workers
freely to join unions of their choice and who demon-
strate willingness to work with unions as equal part-
ners in all areas that affect their members’ interests,
including the impact of technology.

But unions will reject, as a dangerous fraud, all ef-
forts to use specious programs and rigged committees
to undermine unions, divert attention from the real
needs of workers, and weaken enforcement of the Na-
tion’s labor laws.

Conclusion

Workers and their unions have reasonable, under-
standable, and legitimate concerns about loss of jobs,
loss of income, and loss of life and health. If these con-
cerns are met adequately and effectively, workers will
be much more willing to accept and adjust to chang-
ing technology.

There are no simple solutions to the task of protect-
ing workers against the adverse impacts of changing
technology. In thousands of labor-management con-
tracts covering millions of workers in both the public
and private sectors, unions and management have
adopted a wide variety of provisions to cushion work-
ers against these adverse impacts. These provisions fall
into a few general categories—job protection, income
protection, safety and health protection, retraining,
and relocation assistance. The specifics include attri-
tion or no-layoff protection, early warning of techno-
logical change, seniority protections, early retirement
opportunities, “red circle” pay protection, shorter
workweeks or work-years, relocation rights to follow
transferred operations, severance pay, negotiated
safety-health protections supplementing safety-health
laws and regulations, and many other specific labor-
management collectively bargained responses to tech-
nological change.

Without full collective bargaining—no matter how
enlightened or benevolent management may be—
working men and women simply don’t have a sense
of participation in the basic decisions which govern
their jobs, their income and their lives. Collective
bargaining is essential to help workers share the
benefits of technological progress and help workers to
meet the challenge of technological change with a
minimum of social and human dislocation.
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Introduction

Currently we know very little about the impact of
programmable automation on labor-management rela-
tions. One gets the general impression that the impact
to date has been relatively small, except on a handful
of occupations and industries. The potential for
dramatic growth in the utilization of programmable
automation, however, is generally acknowledged, al-
beit, the timing of rapid diffusion remains iffy. The
potential for growth raises a number of important
questions about labor-management adjustments dur-
ing an era of programmable automation. First, we
must ask: What shapes the decisions of employers to
invest in programmable automation? Will unions im-
pede the diffusion of programmable automation and
to what degree (if any)? What impact will unions have
on the lag between the introduction of commercially
available programmable automation and its diffusion
in manufacturing? Simultaneously, we must ask: What
will be the degree of displacement of workers? What
happens to displaced workers? What proportion will
be retrained by employers? How many will be laid off?
What kind of changes in work rules will unions seek?
What kind of changes will unions gain? Will white-
collar workers seek union representations?

Answers to these questions require in-depth
research. Toward developing a research design, I begin
with an overview of the current utilization of robotics
in manufacturing and the extent of collective bargain-
ing. I then discuss several collective bargaining issues
relevant to an understanding of labor-management re-
lations and the utilization of robotics. Subsequently,
I lay out a research agenda, including a theoretical ex-
planation of collective bargaining, implicit model
specifications, and data collection.

Programmable Automation and
Collective Bargaining in Manufacturing

Although programmable automation encompasses
more than robotics, it is this form of programmable
automation that most directly impacts on blue-collar
work forces and, thus, existing union-management
relations. From a research design perspective, worker
displacement caused by the introduction of robots can
be more precisely quantified than say, for example,
displacement caused by the implementation of com-
puter-aided design techniques. Furthermore, firms and
plants utilizing robots can be identified.

Currently, robots are capable of performing tasks
associated with a handful of occupations. According
to the Robotics Institute of America (RIA), there were
fewer than 5,000 robots in use in the United States in
1980. Table C-6 reports the estimated number of
robots by broad occupational application (17).

The type of broad occupational categories most vul-
nerable to replacement by robot applications are heavi-
ly concentrated in the metalworking industries (1).
Table C-7 lists the basic metalworking industries by
2-digit Standard Industrial Classification (SIC) code,
the number of unions representing workers within an
industry, and the estimated union membership by per-
centage category.

It can be seen readily that metalworking manufac-
turing is heavily unionized and by a fairly large num-
ber of different unions. Table C-8 identifies some of
the national unions that have been active in organiz-
ing drives in metalworking industries during 1980.

Time restraints in preparing this report have not
allowed me to investigate the scope of contractual
agreements pertaining to programmable automation.
However, using the Bureau of Labor Statistics’ (BLS)

Table C-6.–Robot Usage and Identification of Applications, 1980

Machine loading, Painting/
Welding unloading Foundry finishing Assembly Other

Number of robots . . . . . . . . . . 1,500 850 840 540 100 600
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Table C-7.—ldentlfication of Metalworking Industries
and Extent of Unionization

Percent in
Number of industry

lndusty SIC unions unionized

Primary metals . . . . . . . . . . . 33 50-75
Fabricated metals. . . . . . . . . 34 28 50-75
Machinery (except

electrical) . . . . . . . . . . . . . . 35 16 25-50
Electrical/electronic

equipment . . . . . . . . . . . . . 36 14 50-75
Transportation equipment. . 37 16 75-1oo
SOURCE: Bureau of Labor Statlstlcs, LXrectorY  of fW/orra/  Urt/orK? and Hr@oyee

Assoclat\ons,  197fi Bulletin 1837.

Table C-8.-Unions Representing Workers in
Metalworking Manufacturing Industriesa

1. Allied Industrial Workers of America (AIW)
2.
3.

4.

5.

6.
7.

8.
9.

10.

11.

12.
13.
14.

15.
16.

17.

18.

19.

20.
21.

22.
23.
24.

25.
26.
27.
28.
—

Aluminum Workers international Union (AWU)
Automobile, Aerospace, and Agricultural implement
Workers of America (UAW)
Boilermakers, Iron Shipbuilders, Blacksmiths, Forgers,
and Helpers; International Union (BBF)
Carpenters and Joiners of America; United Brotherhood
of (CJA)
Chemical Workers Union; international (ICW)
Clothing and Textile Workers of America; Amalgamated
(ACTW)
Communications Workers of America (CWA)
Electrical Workers; International Brotherhood of (IBEW)
Electrical, Radio, and Machine Workers of America United
(UE)
Electrical, Radio, and Machine Workers of America; In-
ternational Union of (IUE)
Engineers; international Union of Operating (IUOE)
Furniture Workers of America; United (FWW)
iron Workers; international Association of Bridge Struc-
tural and Ornamental (BSOIW)
Laborers; international Union of (LIU)
Longshoremen’s and Warehousemen’s Union; interna-
tional (ILWU)
Machinists and Aerospace Workers; international
Association of (IAM)
Marine and Shipbuilding Workers of America; industrial
Union of (IUMSW)
Metal Polishers, Buffers, Platers, and Helpers; interna-
tional Union (MPBP)
Molders and Allied Workers Union; International (i MAW)
Oil, Chemical, and Atomic Workers; international Union
of (OCAW)
Painters and Allied Trades; international Union of (IUPAT)
Paperworkers; United international Union (UPI)
Plumbing and Pipe Fitting industry; United Association
of Journeymen and Apprentices (PPF)
Service Employees; international Union (SEIU)
Sheet Metal Workers’ international Association (SMW)
Steelworkers of America; United (USA)
Teamsters, Chauffeurs, Warehousemen, and Helpers of
America; International Brotherhood (TCWH)

~he above list of unions was taken from NLRB union election files. The unions
(and others) were involved [n union representation elections in 1980 in the
metalworking industries (SiC 33-38).

data base on union contracts (Characteristics of Major
Collective Bargain@ Agreements), an examination of
recent contracts negotiated by unions in manufactur-
ing would reveal how unions alter the scope of collec-
tive bargaining as programmable automation becomes
more widely applied.

A glimpse at contracts and various publications of
the UAW, the USW, the IUE, and the IAM indicate
that joint union-management committees have been
established to address the general issue of productivi-
ty and the specific issue of technological change. A cen-
tral purpose of these committees is to address in ad-
vance impending technological change: how to prepare
for changes in the production process and how to miti-
gate its impact on the work force. Below I discuss the
set of alternatives that unions and employers are like-
ly to consider. One can only imagine that the scope
of contractual agreements will change as more work-
places apply programmable automation to the produc-
tion process. I propose below that we examine these
contracts and the undertakings of joint union-manage-
ment committees in order to understand more fully
how labor-management relations cope with the ap-
plication of programmable automation.

Current Collective Bargaining:
Relevant Issues

In the following section I discuss several issues that
are especially relevant to understanding union-man-
agement relations. My intention is to describe briefly
some important parameters that help set the stage for
my subsequent discussion of collective bargaining in
an era of programmable automation.

Concession Bargaining

The current mood and trend in collective bargain-
ing in manufacturing differs substantially from the
past. Due to a deep recession and growing interna-
tional competition, unions and employers have begun
making concessions in wages, benefits, and work rules.
Concessions by unions have covered wage and benefit
packages and, to some degree, restrictive work prac-
tices. Concession bargaining is being witnessed in
many places of employment—well beyond the highly
publicized automobile, agricultural implement, rub-
ber, electronic machinery, and ongoing steel negotia-
tions. A recent mid-May poll by Louis Harris & As-
sociates of 600 large corporations found that 26 per-
cent of the unionized firms had obtained wage and
benefit concessions in recent negotiations (4).

Employers, likewise, have had to make conces-
sions—albeit types of concessions that do not lend
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themselves to easy pecuniary estimation. These con-
cessions have included more union and worker input
into management decisions and a variety of security
provisions (e.g., added SUBS and reversals or post-
ponement of plant closure decisions).

Several points can be made about the current con-
cession bargaining. First, the recession itself would not
have precipitated these concessions. The recession
merely brought the longrun ills of some major in-
dustries to a head. The surge of foreign competition
is the cause of the ongoing decline in much of U.S.
manufacturing. Consequently, collective bargaining is
beginning to address the long-term livelihood of many
industries.

Second, concessions are being made by both unions
and employers. This suggests that unions in these man-
ufacturing industries are not ipso facto in weaker
bargaining positions than employers. Instead, the in-
dustry is in a state of demise and, consequently, both
employers and unions need to change standard oper-
ating procedures.

Third, job security has become the major bargain-
ing chip. Rank and file have insisted on additional
forms of job security (or monetary cushions to dis-
placement) as the quid pro quo for concessions. Job
security issues will continue to hold the limelight in
further bargaining—primarily due to the longrun im-
pact on existing employment in manufacturing; both
in the potential reduction of existing jobs and in re-
quiring major changes in the structure of work.

Programmable automation, therefore, will be
viewed by labor much like foreign competition is
viewed—as a threat to longrun employment. Job
security, in turn, will be the bargaining chip for
cooperation with management in restructuring hard-
hit industries. In order to maximize the utilization of
programmable automation, unionized employers will
have to higgle and haggle over job security provisions.

Legal Requirements of Collective Bargaining and
the Issue of Programmable Automation

Union-management relations have been shaped sub-
stantially by the National Labor Relations Act (NLRA)
and any departure from the legal duty to bargain in
good faith is highly unlikely. The National Labor Rela-
tions Board (NLRB) is the regulatory agency charged
with the interpretation (along with the courts) and ap-
plication of NLRA. It has laid down the ground rules
(albeit foggy ones at times) to protect both parties from
unfair labor practices.

In particular, the NLRB has attempted to delineate
mandatory bargaining subjects (i.e., the subjects and
issues for which the parties must negotiate in good
faith). Good faith bargaining requires discussion but

not necessarily concession to either party’s demands.
However, the NLRB generally has interpreted the lack
of compromise as evidence of bad faith bargaining.
Mandatory subjects fall under the heading of wages,
hours, and other terms and conditions of employment.
Ever since the landmark Supreme Court case of Fibre-
board Paper Products v. NLRB (1964), the NLRB has
interpreted such issues as subcontracting and plant
closures as mandatory bargaining subjects. Until 1972
(Summit Tool Co. Case), employers had the legal re-
sponsibility to negotiate in good faith about decisions
to subcontract (where such subcontracted work was
previously done by current employees) and close
plants. The Summit Tool Co. Case appears to allow
employers to make unilateral decisions to close plants
but still requires employers to negotiate in good faith
about the displacement effects of plant closures.

The question to raise is, what will the NLRB require
in terms of good faith bargaining when workers face
displacement by programmable automation? It ap-
pears that if employers close plants and resort to sub-
contracting previous in-house production, they will be
obligated to negotiate with unions—at least about the
impact of these decisions on labor. It is difficult to
second-guess the NLRB since: 1) it is not clear to what
extent employers will close plants and/or subcontract,
2) the complexity of cases leads to unclear precedent
and, thus, case-by-case resolution, and 3) the chang-
ing make-up of the Board leads to inconsistency in the
interpretation of unfair labor practices (10).

Although it is unclear what impact the NLRB will
have in resolving disputes over programmable auto-
mation, it is clear that NLRB governance of labor-man-
agement relations will help shape labor-management
relations affected by programmable automation. It is
also clear (given the enormous workload of the NLRB)
that the typical long delay in NLRB conflict resolu-
tion will add to the transitory problems we might an-
ticipate as we move into an era of programmable auto-
mation.

Union Organizing Activity

Table C-9 provides a description of union election
activity since 1950. Column 1 shows that the percent
of workers unionized in the nonagricultural labor force
has declined steadily since 1955—from a high of 33
percent to the present low of approximately 24 per-
cent. Part of this decline is attributable to a long-term
drop in union success in representation elections; from
a high of winning 75 percent of elections in 1950 to
the current low of winning only 46 percent of elections.
Concurrent with increased election losses has been a
substantial drop in the average size of work units
holding elections; from 519 workers in 1950 to only
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Table C-9.—Annual Observations on Selected Parameters of
Union Representation Elections

(1) (2) (3) (4) (5)
Percent of the
nonagricultural

labor force Percent of Average Percent Percent
Year unionized elections wonb unit sizeb manufacturing consent b

1950. . . . . . . . . . 31.5 74.5 158.5 39.0 (c)
1955 . . . . . . . . . . 33.0 65.3 122.4 38.6 42.6
1960 . . . . . . . . . . 31.5 58.6 75.9 36.6 42.2
1965 . . . . . . . . . . 28.5 60.2 70.0 35.6 46.9
1970 . . . . . . . . . . 27.3 55.2 75.4 33.2 26.5
1971 . . . . . . . . . . 27.0 53.2 70.1 31.8 23.1
1972 . . . . . . . . . . 26.4 53.6 66.3 31.6 20.2
1973. . . . . . . . . . 25.9 51.1 57.8 31.8 16.3
1974. . . . . . . . . . 25.8 50.0 61.5 31.2 14,7
1975. . . . . . . . . . 25.3 48.2 66.3 29.4 11.6
1976. . . . . . . . . . 24.5 48.1 55.0 29.4 10.4
1977. . . . . . . . . . 24.1 46.0 60.2 29.2 8.9
1978. . . . . . . . . . 24.0 46.0 57.3 29.2 7.9
aDataare for calendar years.
bDataareforflscal  years.
cNo comparable flgureavallable for Im.

SOURCES: Columns2,3,and 5aretaken fromvarlousannual reports oftheNLRB.Column4 Isadoptedfromthe 1979Hand-
book of Labor Statlstlcs.  Column 1 IS adoptad from the Directoty of National Unions and Employee Assoclatlons,
1979.

57 workers in 1978. Obviously, this has had a substan-
tial affect on total union membership. Column 4 pre-
sents the percent of workers employed in manufactur-
ing, The loss in manufacturing employment is widely
cited as a leading cause in the decline of union member-
ship, primarily because manufacturing has been a his-
toric stronghold for the union movement. A recent
study of union elections over the 1970-78 period shows
that roughly 28 percent of all private sector elections
were held in manufacturing industries and that, on
average, workers were more likely to vote against
union representation (all other things held constant)
than their counterparts in nonmanufacturing industries
(19).

Stepped-up employer resistance, however, has per-
haps had the greatest impact on union representation
elections. Employers, for example, rarely consent to
union elections today. Instead, employers have been
campaigning actively against union representation. For
instance, using the percent of elections consented to
by employers, column 5 shows that consent elections
have dropped dramatically from a high of 47 percent
in 1965 to under 8 percent by 1978. Recent studies find
a large negative and highly significant relationship be-
tween not consenting to elections and those election
outcomes (9,19).

Another area of interest is white-collar unionization.
Chamberlain, et al. (7), report that as of 1976, roughly

18 percent of the membership in national unions was
white-collar (professional-technical, clerical, and sales
workers). That figure represents an increase in white-
collar unionization in recent years. For instance, in
1960 only 12 percent of national union membership
was white-collar. This reflects an increase from
2,200,000 union members in 1960 to 3,850,000 in 1976.
If membership in employee associations is added to
union membership, the proportion of members from
white-collar occupations becomes 27 percent. Cooke
(9) also finds in an analysis of private sector elections
in 1979 that both professional-technical and clerical-
sales work groups were much more likely to vote for
union representation than blue-collar workers voting
in representation elections. However, it should also be
noted that only 13 percent of 1979 elections involved
primarily white-collar work groups.

Several important points can be drawn from the
above discussion. First, the union movement in the
private sector has been experiencing a long-term
decline in its relative power–at least as proxied by
membership figures. Second, the relative bargaining
power in manufacturing has experienced the greatest
slippage. Third, employer resistance to further union
organizing has increased dramatically over the last 15
years. Finally, white-collar unionization has been in-
creasing and remains a potential growth area for the
union movement.
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Collective Bargaining in an Era of
Programmable Automation:
A Research Agenda

Absent one of those funny little crystal balls, the
task of anticipating the impact of programmable auto-
mation on labor-management relations will require
more in-depth and sophisticated research than is cur-
rently available. In the following section I sketch out
a general theory of collective bargaining. I then raise
a set of questions about the impact of union-manage-
ment relations. Subsequently, I develop a set of im-
plicit models to answer these questions. Finally, I
discuss data collection issues and propose a research
plan.

A General Theory of Collective Bargaining

Dunlop (11) advocates the use of a systems frame-
work in the general analysis of union-management
relationships. His framework encompasses three
broadly defined actors: 1) workers and their represent-
atives, 2) management, and 3) interested government
agencies (the NLRB for present purpose). These actors
interact within a set of environmental constraints (tech-
nological, economic, and sociopolitical) to establish
the rules of the work relationship; both pecuniary and
nonpecuniary. Although Dunlop’s framework is based
on a historically observed set of relationships, he fails
to breathe any life into the framework. A suitable
theory, however, requires some underlying moti-
vator(s) that helps explain and predict behavior. My
general intention here is to utilize Dunlop’s set of ac-
tors, but make them dynamic and explain their interac-
tion within the environmental context.

Theoretical analyses of negotiations are based on the
conceptual idea that bargaining “power” determines
the outcome(s) of negotiations or, more generally,
union-management relations. Concerned primarily
with the ability of unions to raise wages, Pigou and
Hicks (16,13) define bargaining power as the ability
of unions to increase wages above competitive wage
levels. This concept of bargaining power has become
popularly known among economists as the union’s
“monopoly power” to raise wages (20). Chamberlain
and Kuhn (8) suggest a broader definition of power
that encompasses more than wage gains: power is the
ability to secure some agreement that otherwise would
not be granted. This latter definition is more appro-
priate for our present purpose. In the simplest context,
unions (employers) use power to force employees
(unions) to agree to sets of work rules.

Since power is primarily the means of attaining some
underlying goal(s), one needs to examine more close-

ly the central goals of the parties. It would seem
reasonable to believe that unions, employers, and
government agencies act under some premise of utili-
ty maximization. Although utility maximization of-
fers an underlying motivator (i.e., maximizing behav-
ior), it does not lead us to what actually motivates par-
ties; except “whatever motivates the parties” (i.e., utili-
ty). Unless the researcher assumes what utility rep-
resents (e. g., profits, wages, etc. ), the researcher can-
not model very well any cause-effect relationships.
Since the analysis of industrial relations issues encom-
passes economic, sociological, political, and psycho-
logical relationships, we need to establish a motivating
principle which is amenable to incorporating such a
complex array of factors.

I argue here that unions, employers, and the NLRB
attempt to “optimize control” over employment rela-
tions. For unions (acting as the voice of workers), op-
timization of control over employment relations in-
cludes, for example, increasing job security and
minimizing employer discretion with respect to wages
and benefits, work assignments, displacement, and
worker discipline. Optimization of control, however,
does not mean that unions want complete responsibili-
ty for managing employment relations. Instead, unions
want to maximize control up to the point where their
members’ employment prospects are not jeopardized
through massive layoffs or business closures. In con-
trast to union optimization of control, employers want
near unilateral control of all decisions affecting
employment relations. Obviously, unionized employ-
ers have given up substantial control of the work rules.
The optimization thesis holds that unions and employ-
ers are motivated to wrestle back as much control as
possible; which implies that any state of equilibrium
is short-lived. Such an optimization principle, there-
fore, places unions and employers in a natural state
of conflict (although not necessarily in a destructive
one).

During negotiations both unions and employers
draw on their respective bargaining power to wrestle
control from one another. Under the thesis that bar-
gaining power determines negotiation outcomes, the
sources of bargaining power must be examined. But
first, bargaining power should be defined in relative
terms since union and employer willingness to use
potential power is a function of the perceived net gain
(i.e., total benefit minus total cost) associated with
using that potential power. For instance, a union’s will-
ingness to endure a strike to force an employer to agree
to a change in a contract is dependent on the perceived
net gain to the union of such a strike. Likewise, an em-
ployer’s willingness to take a strike to avert signing
the change in contract is dependent on the perceived
net gain associated with taking a strike. In defining
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relative power, Chamberlain, Cullen, and Lewis (7)
argue that:

Only if the cost to management of not agreeing to the
union’s terms exceeds the cost of agreeing with them,
and if the cost to the union of not agreeing to manage-
ment’s terms is less than the cost of agreeing to them,
does the union’s bargaining power surpass that of the
management.

Such a definition of relative power is dependent on
the size of the demand, however. For example, if a
union’s demand is for a 30-percent increase in “costs”
to the employer, the union’s relative power is less than
if the demand is only 10 percent. This implies that
unions and employers will be more successful in ne-
gotiating contract changes as the cost of change
becomes smaller.

The sources of relative power are determined by an
array of economic, technical, legal, organizational,
and sociopolitical factors. As any factor changes (or
differs across firms), the relative bargaining power
changes (or differs across firms). The set of implicit
models described below are derived by focusing on
parameters of the various sources of relative power.
This set of structural equations is designed to provide
answers to some basic questions about union-manage-
ment relationships in an era of programmable auto-
mation.

Model Specification: Implicit Models

At this stage of the analysis I formulate several im-
plicit models; models that begin to establish the con-
ceptual understanding of cause-effect relationships be-
tween the diffusion of programmable automation and
union-management relations. Explicit empirical speci-
fications detailing functional form and variable meas-
urement will require considerable additional effort.

Based on a theory of control optimization, any
change in the work rules attributable to programmable
automation will be a function of the employer’s bar-
gaining power visa vis the union’s bargaining power.
Stated algebraically,

Work Rules = f (POWm/POWu)
where POWm = power of management and POWU

= power of union. As discussed above, the relative
power of the parties depends on the sources of power
and the perceived cost of the change in work rules.
Thus,

POWm/POWU = f (sources of power + cost of change)

The utilization or diffusion of programmable automa-
tion (which can be viewed as a change in work rules),
therefore, becomes a function of relative power:

Diffusion = f (Powm/Powu)

Similarly, a union’s response to the utilization of pro-
grammable automation is a function of relative power:

Union Resp. = f (Powm/ P o wu)
Several of the questions raised in the introduction

basically ask: how will unions influence the diffusion
of programmable automation? In effect, we want to
test the hypothesis that a union’s response influences
diffusion. The dependent variable, therefore, is the dif-
fusion of programmable automation. Diffusion can be
evaluated as: 1) the decision to invest, or 2) some
measure of the amount of utilization (e.g., number of
robots), and/or 3) the lag in diffusion. The depend-
ent variable can be evaluated at firm or industrywide
levels.

Our theory implies that the diffusion of program-
mable automation increases as the relative power of
management rises above the relative power of the
union, and conversely. Since relative power is a func-
tion of the perceived cost of the change of work rules
plus sources of power, relative power varies as the cost
of the pending change varies and as the parameters
of the sources of power vary. Consequently, our anal-
ysis focuses on the cost of proposed changes in work
rules as well as the parameters of sources of power.

We can begin by postulating that the diffusion of
programmable automation is a function of: 1) the
union response to proposed or anticipated utilization
of programmable automation, plus 2) a vector (X) of
other variables.

Diffusion = f (union response, X)
Our theory says that the union response will be a func-
tion of the cost of proposed changes and its source of
power.

Union Resp. = f (cost of changes + sources of power)
Thus, everything else constant, as the cost to a union
of the application of programmable automation in -
creases, the more negative the response of the union.
As discussed in the section about concession bargain-
ing, job security becomes the central issue and the
primary bargaining chip in negotiations. At the ex-
treme, for example, if displaced workers are laid off
(and say without severance or relocation pay), the cost
to the union in membership and status is quite high.
Of course, the greater such layoffs, the greater the cost
to the union. Under these circumstances the union re-
sponse will be strongly negative to the diffusion of
programmable automation. At the other extreme,
where, for example, all displaced workers are retrained
or placed in alternative and equivalent jobs, the cost
to the union is negligible: causing no negative response
by the union (except perhaps to seek the establishment
of a joint union-management committee to prepare for
future diffusion).
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Under the negative response scenario, (and again,
everything else constant) the union will attempt to
negotiate work rules protecting its membership. Thus,
the union will attempt to increase the cost to the
employer of making changes in working rules. One
can imagine a wide range of proposals at the bargain-
ing table, including: 1) guarantees of employment (per-
haps tied to years of seniority); 2) restrictions on tim-
ing of the implementation of programmable automa-
tion (e.g., implementation would be tied to normal
work force attrition or requirements of advanced
notice); 3) retraining requirements; 4) postponement
of plant closures and subcontracting; 5) cushions to
layoffs (e.g., severance, relocation, or SUB payments,
and early retirement schemes); 6) reduction in work
hours; and 7) union shop requirements covering new-
ly created jobs.

Holding constant the cost of management’s pro-
posed changes in work rules, we can now consider the
sources of power that determine the union’s ability to
negotiate protective work rules. It is hypothesized that
the greater the union’s power, the more successful it
will be in negotiating protective work rules, and the
more costly it becomes for management to change
work rules (i. e., utilize programmable automation).

Sources of power are gained or lost according to
variation in the economic and technological context
of the firm, union organizational strength, legal con-
straints, and the sociopolitical environment. With
respect to the economic context, the power of the
union varies with: 1) labor costs (e.g., wages, labor
cost per unit produced, wage bill/total cost, etc.);
2) the product market (profits, sales, industry concen-
tration, insulation from foreign competition, etc.); and
3) the labor market (employment growth in firm or
industry, layoffs, unemployment, etc. ) As an illustra-
tion, in a firm or industry experiencing a loss in sales,
declining profits and employment, and a growing
threat from international competition, the union’s
sources of power are diminished as well as its ability
to shift the cost of work rules to the employer.

With respect to the technological context, the more
the production process is amenable to the utilization
of programmable automation and/or the less strategic
the work force in the production process, the less the
power available to the union. This relationship is
analogous, in part, to the study of union strike activi-
ty, whereby union strike activity is reduced as the pro-
duction process can be manned temporarily by non-
union supervisors and workers.

Everything else constant, organizational strength
plays a role in determining the union’s strength.
Worker unity in supporting leadership initiatives, the
willingness of workers to endure strikes, the financial

resources of the union, membership size and extent of
organization, and negotiation skills are all positively
related to union power.

The NLRB also plays a potential role in shaping the
union’s power. The impact of plant closures and sub-
contracting on the work force, for example, are man-
datory bargaining issues. If the NLRB interprets its cur-
rent legal precedent about displacement to also include
displacement caused by the introduction of program-
mable automation, then the union’s power to negotiate
protective work rules is enhanced.

Finally, both employers and unions are sensitive to
the sociopolitical climate. If public opinion supports
notions of “job rights” and “employer responsibility”
for displacement, then unions will draw on this sup-
port in negotiating with firms. Sociopolitical support
for union initiatives will depend in large part on the
impact of displacement on a given community. Com-
munities have played, for instance, an active role in
keeping some plants open.

In summary, the impact of unions on the diffusion
of programmable automation depends on the cost to
the union of its implementation and union sources of
power. Likewise, the diffusion of programmable auto-
mation depends on the power of the employer (which
is a function of the cost to the employer of changes
in the work rules and the employer’s sources of power).
The cost to the employer of utilizing programmable
automation can be treated as a standard investment
decision. The rate of return is obviously reduced as
unions are able to increase the cost of utilization (i. e.,
more expensive work rules). The ability of employers
to keep the investment cost down is a function of their
power sources. The sources of power are determined
from the same set of economic, technological, orga-
nizational, legal, and sociopolitical parameters that
determines the power of the union. Parameters that
yield power to the union generally take power away
from the employer, and conversely, Through negotia-
tions over work rules, the parties will eventually sign
a contract that generally reflects compromises by both,
and which theoretically reflect the relative power of
the parties.

The types of renegotiated work rules will also reflect
the preferences of the parties. For example, unions and
employers may be willing to trade regular wages and
fringes for greater security provisions like retraining
and relocation pay, since job security becomes a pri-
mary concern. The types of outcomes, for labor, there-
fore, are tied to relative bargaining power and pref-
erences of the parties. One can imagine a wide varia-
tion in outcomes among unionized firms.

It seems reasonably clear that as the capabilities of
programmable automation increase and as the price
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per unit drops, there will be a substantial impact on
unionized workers in selected occupations, industries,
and localities. It would not be feasible for employers
to retrain substantial portions of their work forces.
Consequently, unions will attempt to bargain work
rules that cushion the layoff experience of large
numbers of workers. It also seems reasonably evident
that as the diffusion of programmable automation pro-
gresses rapidly in nonunionized establishments, the
longrun threat to unionized groups of losses in employ-
ment due to noncompetitive work rules will diminish
the sources of power for unions. As such, it becomes
less likely that unionized employers will agree to pro-
tective work rules.

Finally, let me briefly address the issue of union
organizing activity of white-collar workers. First, the
diffusion of programmable automation (especially in
the form of computer-aided design and manufactur-
ing) also threatens existing white-collar jobs. The desire
for job security and due process are important factors
in work group decisions to unionize. As noted in the
section “Union Organizing Activity, ” white-collar
unionization has been increasing and remains a poten-
tial growth area for the union movement. Second,
unions which can organize both blue- and white-collar
workers, obviously increase their sources of bargain-
ing power to negotiate protective work rules. Thus,
in firms and industries with the greatest potential for
white-collar displacement by programmable automa-
tion, the likelihood that white-collar work groups will
unionize increases. One can note, for example, that
white-collar workers at General Motors very recently
have shown considerable interest in attaining UAW
representation primarily, it appears, because of declin-
ing job security.

Data Analysis and Research Plan

Our knowledge of the relationship between the dif-
fusion of programmable automation and labor-man-
agement relations is very limited. We simply have no
adequate empirical information to make reliable
judgments about the impact of unions on the diffu-
sion of programmable automation, nor the impact of
programmable automation on union-management re-
lationships and worker displacement. In part this can
be attributed to the modest and welcomed encroach-
ment of programmable automation to date. However,
if the type of projections of programmable automa-
tion utilization made by RIA are reasonably accurate
(a threefold increase for 1985 over 1980, and twenty-
fold increase by 199o), the need to increase our
knowledge on this subject is highly warranted.

I suggest that we examine existing evidence in light
of the implicit models described above. The first step

would be to formulate a set of tentative explicit em-
pirical models derived from the above implicit model-
ing. Once the critical (and measurable) variables are
identified and the models are written in appropriate
functional form, we can begin efforts to obtain the
necessary observations to test the models.

The information we seek covers: 1) the extent of
utilization and how employers weigh the reaction of
unions and/or workers in making investment deci-
sions; 2) the negotiation experience (i.e., the changes
in work rules); 3) the parameters of the sources of
power for employers and unions; and 4) the impact
on the work force (e.g., numbers of workers retrained,
relocated, or laid off, etc. ) Toward this end we need
the cooperation of employers and unions. Unfor-
tunately it is not clear at this point how much coopera-
tion we will receive. The second step, therefore, calls
for a limited exploratory effort to test the waters. In
testing the waters, we can make a judgment of the like-
lihood of successfully gathering the necessary data.
Furthermore, we will learn: 1) what data on the vari-
ables in the tentative explicit models can be collected,
and 2) what additional parameters should be consid-
ered in our hypothesis testing.

If the second step indicates that further data collec-
tion is feasible, then as a third step we need to iden-
tify the users of programmable automation; and ideal-
ly, potential users. Given that in 1980 there were about
5,OOO robots installed, we have a fairly large popula-
tion of programmable automation applications. RIA
is probably the best source of information on users and
potential users in manufacturing. After identifying the
population of users and potential users, we can then
begin the process of selecting a representative sample.
A small population of users, however, would allow
us to examine the entire population.

Finally, once the data have been collected, the ex-
plicit equations can be estimated. Only at that point
should inferences be drawn, projections made, and
policy scenarios evaluated.
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