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CHAPTER I
INTRODUCTION

Socliological literature is replete with studies
related to the general area of occupational mobility.
Most of these studies are concerned primarily with either
career mobility or intere-generational mobility., 1In this
study the concern is directed toward what appears to be
twoe conceptually unique and empirically discernible types
of mobility. It is hoped that the findings will econtribute
to the growing knowledge in the area.

I. STATEMENT OF THE PROBLEM

The evelution of Americ¢an industry from small
independent productive enterprises to large corporate
factory systems has precipitated a change in the relation-
ship existing between employer and employees., The
intimate personal relationships, characteristic of the
small business venture, manifested itself in patermalistic
~behavioral patterns, as contrasted with impersonal
contractural relationshipe which typify the basic
behavioral motif of a vast majority of contemporary
industrial firms.

In discussing the changes which have occurred because

of the evolution from small independent businesses to



large corporate structures, Caplow stated, * The most
important of these processes have to do with the increase
ing size of social groups, the progressive diversification
of their functions, and thé inereasing control which they
exert over bahavﬁ;wg“l

vhen plants were small, the worker was consldered
able to individually demongtrate his abilities and achieve-
ments to the owner., In contrast, the authority in mass
production industries is mnot vested in a person; but in
bureaucratic offices, having positions hierarchically
arranged with raspect to function, authority and control.
The supervision over workers is generally exercised in an
indirect manner by bureasucratic offices in a chain of
command, The interaction which transpires between the
workers and managerial persommel is usually limited to the
immediate department 'supémmrs‘.z

One of the many vamifications of this transformation
has been that the &xzﬁx‘awlgnt mobility pattern of workers
has been greatly modified. Most productive plants no
longer were found to opetate as & single integrated unit,

Iheodore Caplow,

| el m&% % i %? . (Minneapolis:
University of ﬁimsota%esm 19! ,Q{;. .

2‘11@?& G. Reynolds and Joseph Shister, Job AR

3w, Lloyd Warner and J. 0. Lot | sial System of
actory (New Haven: Yale’ijx%%ers ty Press, l%&'?);




Instead, generally, an individual plant consists of a number
of different divisions or departments, each of which have
bean assigned a specific function in the overall productive
operation, Workers in one department operate in compavative
isolation from other plant opevations., As such, the
mobility within the plant consists primavily of job changes
within the depsrtment to which the worker is assigned, or
in transfer from one depavrtment to another by the management
of the plant.

The lack of opportunities for job selection by workers
often presented problems of employment instability, If
workers within a mass production industry were controlled
by predominantly external forces, the only course of action,
in the event of job dissatisfaction was to sgver employment
and .geek a job in another plant or industry,

The growth of unionism in this countyry has been
partly responsible for providing workers with greatey 5
personal autonomy and control over their job career patterns,
In many of the mass production industyies, the union contract
stipulates that the worketr may, through uti&iz%ng hig own
initiative, realize inter-department mobility,

“Reynolds, op. git., pp. 35-51,
Sibid@ pp. 48-49,

Ynion ¢ ; Clauses {Chicago: Commerce Clearing
House, Inc,, wﬂs). pp. 495-497.




This would, of course, be dependent upon a recriprocal
recognition on the part of management that such a transfer
would be feasible and warranted,

In generzl, this study investigates inter-department
mobility with respect to a representative group of blue
collar workers in a meat packing plant., Morve specifically,
the distinction is being made betwean what might be called
volitional and non-volitional mobility, An effort will be
made to ascertain to what degree volitional mobility exists
in the plant. 1In addition, various correlates of respond-
ents will be explored and an attempt will be made to
determine the relationship which prevails between the

correlates and the source of inter-plant mobility,
I1, DEFINITION OF TERMS

Throughout this report; several terms are used which
require clarification of meaning.
' L mobilitv. This refers to movement of a

worker from one department to another, because of a self~

initiated request for trancfer.

Hon~volitional meobility. This is used to designate
the movement of a worker from one department to another
which was instigated by management.

Nop-mobile. The term used to indicate the absence
of any inter-department wmobility by the worker.



Meat packina indugtry. The title designates a
major branch of productive activity, including all plants
concerned with meat products,

Packing gm This vepresents a single set of
physical properties in the meat packing industry. A plant
could operate as a single unit, or as a branch of a
multi-unit company.

Meat packing. The term is used to describe the
overall objective of processing meat products.
A term used to desoribe & group of tasks

perfamed by one person. The number of positions and the
number of workers are always identical,

Job. This term is considered to include a number of
gimilar positions in a single plant. The mmber of workers
employed on a job could be one or motre.

Qcgupation. A term used to describe a .group of
similar jobs found in aeveral establishments.

ity pattern. This is used to describe the

i.n«*p}.ant; career of the worker from the time of his employ-

1II. SCOPE AND PURFOSE

1t is recognized that the factor of intersdepartment
mobility of blue collar workers. does. not encompass the
full demension of "mobility potential" existing within an
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industrial plant, Another facet of mobility is represented
by movement to various white collar occupations, including
supervision and management,. An additional dimension of
mobllity £rom blue collar work involves movement to the
status of union representative,

However, the greatest mumber of workers within a plant
have the opportunity for movément only within their
assigned department, or to other plant departwents,
Selection of personnel for supervisory positions rests
with the discretion of management; the personal wishes of
the workers are not consldered primary contributing factors,
The same holds true with the selection of union officials
who have no direct comection with the general mobility
pattern of the plant,

The purpose of this investigation can be viewed in
terms of four major objectives.

The first purpose was to ascertain if the various
departments in the plant were perceived by the workers,
to be of equal gtatus, or whether factors inherent in
the department made certain departments more desirable
than others,

The second purpose wasg to examine to what degree
mobility existed within the plant and whether mobility
initiated by workers was a factor in the overall inters
department mobility pattern,



A third purpose was to investigate whether the
characteristics of workers who displayed wvolitional
mobility differed from those¢ whose department transfers
were management sponsored,

The £inal purpose wae to determine if any differences
appeared in the direction of mobility between the voli-
tionglly mobile and nonwvolitionslly mobile workers.

IV, SICGNIFICANCE OF THE STUDY

The mobility of workers within an industriagl plant
has been considered as controlled primarily by the factor
of seniar%tywu or period of continued service with the
employer. However, a plant in mags production industry
is composed of nmumercus divisions or departments. The
blue collar workers, in many of the plants, have at their
disposal institutionalized provigions which permit some
freedom in choosing the department of the plant in which
they will sarva.a

For blue collar workers employed within a departe-

ment, the range of occupational cholce encompasses the

7Roberc bubin, The g_?_g;g of Hoxk (Englewood, N.J.:

Prentice«Hall, Xna.,
Sunion Contract Clauses, lec. cit.
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three catepgories of the Edward's scale: A simple

distinction of advancement from an ungkilled to a
semi=gkilled job, ow from semleskilled to a skilled job,
does not necegsarily represgent upward mobility. Reynolds
has noted, in consideving the significance of movement
on the occupational ladder,
The classification of & job as Yskilled', 'semi-
skilled' oy 'unskilled', is not necessarily a good
indication of the wage level ovr asttractiveness of the
job., Some jobs classified as semi-skilled may be
higher paid and more attractive than some of the
gkilled jobs. The semi«shkilled category itself
contains a very wide range of jobs, and the. workers
could progress or vegress considerable without
moving outfide the semi-skilled group: MNumerous
other factors enter into occupational progress.
In a manufacturing plant, transfer from an hourly-
rated job to an incentive job i5 usually consldered
a promotion, or fgansﬁer,ﬁxmm the second shift to
the fivst shift.

It might be added, that wmovement ﬁxﬂm‘a department
of lesser desirability, to a department of more desiz~
ability could be considered a promotion; movement £rom a
department of more desivrability, to a department of lesser
desirability, could be considered g demotion,

»‘;-

S9Alba E. E

[aarém,s;j‘;" \ Qegunat
scale employed; (1) professional persons, (2) proprietors,
manager; and officials, (3) clexks and kindred workers,

(4) skilled workexs, (5) semi~skilled workers, and (6)
unskilled workers, The blue collar wotrkers involved in
thisz study were members of the three lower c¢ategories,

16&63’{101653 o220 2&3} § P 65«66,

e



This would be true even though the job held in each of
the departments might vequivrée a comparable degree of
skill,

What is really significant in rwelation to intrae
plant mobility of workers 4s not a management developed
hierarchy of jobs amd gkille, or the difference in
functional importance and velative ﬁampénsaﬁiwn determined
by management. The important consideration is what the
workers thinke. Management, as a nonsparticipant in the
functional interacdtion existing between the workers them-
selves, can evaluate more chjectively, but less accurately,
the values of the workers. With this consideration in
mind, it becomes apparent that the intrag«plant mobility
of workers is difficult to measure, if a set of standards
prepaved and developed by non«participants are employed,

¥. ORDER OF PRESENTATION

Following the introductory chapter, this research
has been divided into six chapters.

Chapter 11 consists of a selected review of the
‘1literature in the general ares of mobility. Attention is
directed toward the different approaches that have been
used in the investigation of occupationsl and job mobility.

Chapter III entitled, Historical Consideration,
congiders the background and development of the meat
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packing industry. Consideration is directed toward three
components of the industry: (1) policies related to
management, (2) the workers, and (3) the unions.

Chapter IV consists of an examination of the plant
under invegtigation. The composition of the work force
as well as factors related to plant departments are
considered in this chapter,

Chapter V is designed to outline the methodological
procedures followed in the investigation. The method
employed for the selection of the two samples used in
the investigation is discussed in this chapter,

Chapter VI has as its purpose the discussion findings.
The chapter is divided into five sections: (1) chaxe
acteristics of the sample, (2) the department hierarchy,
(3) the sources and directions of mobility, (4) the
department function as related to mobility and (35) the
seniority f£actor in mobility.

Chapter VII, the final chapter, is reserved for a
summary and interpretation of the research findings. A
£inal subtopic in this chapter considers gpplication
of the findings,



CHAPTER 11
REVIEW OF THE LITERATURE

Although numerous investigations have been cone
ducted in the general area of mobility, the present study
does not compare divectly with any previous vesgearch,
Similarities can be notéd regarding certain aspects of
methological procedures and techniques, but the distince
tion between self initiated volitional mobility and none
volitional, or company sponsored mobility, has made
‘the present investigation unique,

Varigus studies of mobility have used a number of
approaches and methods, Farnes has suggested seven types
of mobility which might be esamined: (1) interefimm
movement, (2) occupational movement; (3) industrial
movement, {4) geographic wmovement, (5) movement from
unemployed status, (6) movement from employed to une
mgiaggg status, and {7) movement in or out of the labor
force. A slightly different approach was utilized by
Palmer who considered mobility in temrms of changes in (1)
jobs, (2) aggupakinna; (3) industry, {4) locality, and
(5) status.

| “r-!erbert S. Parnes, Research in Labor Mobility
(Hew York: Social Service Research Council, 1954)5'p.2&,

13&ia&ys L+ Palmer, 1
" s Labor Mobility in Six Cities
(New York: Sociasl Science Research CGunctl, 1954), pp. 2«3,
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The findings of the various investigations have
been found to differ significantly in rate and character
depending upon the approach uaedgla The research which
was found to be most closely related to the preseat inveoste
lgation dealt with three areas of consideration:
1) Inter-generational mobility which is designed to
eézamine the occupational differences of a generation
of workers as compared with parental occupational patterns,
2) Inter-occupational mobility, in which the focus of
attention is directed toward career patterns of individuals
who change from one occupational category to another;
this classification has been further subdivided into intra-
occupational mobility within occupational classifications,
3} Intraeplant mobility which involves @ change of jobs
or occupational classifications, within a single producte
ive unit of industry. The most distinguishing character-
istic of intra-plant mobility is the contimued service of
the worker with a single organization,

Most of the reasearch in the literature does not
reflect a definite line of demarcation between each of
the three suggested types, In this review the central

theme of the research was used as a means of the three types.

“Xbid.
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I. INTER-GENERATIONAL MOBILITY

Through the ugg of 1930 and 1950 census data,

Jaffe and Carleton made a comparison of the occupational
digtribution of men, by various age categories, Their
findings indicated that, during the period under study,
the volume of upward mobility was greater than the

volume of downward mobility.

An additional finding was that a great deal of
horizontal and vertié¢al mobility had occurred during the
period, During the entire work carger, only 20 per cent
of the work foree remained in the same vocational group.
The first two or three decades of the work career were
found to represent a period when the greatest wvertical
mobility occurradgis The highest position of the occupa~
tional ladder was reached. at approxinmately fifty years of
age. The authors canétuded, the nearer the bottom of
the occupational ladder the worker begins hlsg career, the
greater the tendency for his mobility pattern to remain
relatively stationary., In contrast, those who start
near the middle move higher in their upward climb,

bil

14&. J. Jaffe and R. Q.. earieton, al ‘
Kings Crowm

%§3£§m tates, and 1930 ko 1960 {ﬁ@w York:.

'Prass,

‘ lgiindi’ pt 51&
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and thope who start high have a tendency to remain in the
upper levels,

The éansi&eratibn of age as a factor in interw
generational mobility was used in 2 study by Davidson
and Andetrson at San Jose, 6gl&fexnia;16 The findings
indieated that age wae an important factor in job change,
Horizontal movement of workexs between the sges of twenty
and thirty-four was represented by an average of three
jobs which were held eight months or longer; workers
over thirty-five years of age had held a total of four
jobs during thelr entize work careers, Younger workers
appeared to experience a period of trizl and error while
selecting an ocecupational careér, Although mobility was
generally upwarﬁ_in both age groups, the proportion was
not signiﬁicantqu

In another study of inter~generational mobility,
ﬁpgofﬁig obgerved the movement of employed persons fyom
one occupational class to another between 1910 and 1940.
The three broad occupational classes used in this study
were white collar, blue collar, and famming.

' in an Hner
Hv~versity Pr&sa,

18natalic Rogoff, R
Mebility (Glencoe, Ill.:




15

It was determined that white collar occupations receive
their participants move frequently from families of
white collar elass origin 'tshén would be expected in a
random sample with no sampling involved. At the same
time, workers from blue collar origins were engaged in
white collar worl sbout two-thirds ac frequently as
would be expected by chance,

The major conclusion reached by Rogoff was no
significant change in the inter-generational mobility
pattern between white ¢ollar and blue collar workers had
occurred over a year period. However, it did appear that
& major barrier existed between Yheadh and "hand®
occupations as regpectively typified by white collar
and blue collar work,

1T, INTER-QCCUPATIONAL MOBILITY

A further demonstration of the limitations for
mobility involving the "head" and "hand" occupations was
found in an Oakland, California study by Lipset and Bendix. 1
Using a sample composed of 935 working heads of families,
it was found that over a twenty~five vear period the
workers held 4.8 jobs, Shifting of jobs occurved most

195eymour M. Lipset and Reinhard Bendix, "Social
Mo’bi,l.i,ty an& Gamgat onal Wotrk Careers," Amer ourna
£ olozy, 57, (January and Mavch, 1952) ¢ DD 3¢
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frequently in professional; semi~professional and white
collar workers. The shifts were found to be primarily
'i.ﬁtzrz;m@mpati_cnah When intereoccupational mobility
did occur it was generally to an adjacent occupational
Broup.

While the study found that 62 per ¢ent of the
non-manual workers had spent some time in manual work,
and 47 per cent of the manual workers had been employed
at nonemamial work, the figures did mo appear as
significant when the time element was examined. Only
20 per cent of the carcers of white collar workers was
spent performing manual work; blué c¢ollar workers had
exossed the separation between “head' and "hand® occupations
for only 1l percent of their work ca‘z*ee#s"

The conclusion of the Lipset and Bendiz research was
that once a worker had embarked on a career of either
blue collar or white collar work, the chances of his
changing to another career was relatively slight.

An additional adaptation of the time element in
regard to wojéic careers was used by Form and Miuem‘ga in
an Ohio research project involving 276 employed men and

z%nuam H. Form and Delbert €. Miller, “eqcupatianal
’aamer ?attema as a Sociological Instrument,®

of Sociology; 54, (Jamuary, 1949), pp.
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women., The work caveers of the workers were divided into
three periods: (1) initial, {2) trial, and (3) stable.

The division in some ways explained the presence, for short
poriods of time, of blue collar workers in the white

collar ficld, and white collar workers performing manual
taska, During the "initial® gnd *trial" peviods the
workey was attempting to establish a permanent caveer.

The time element in the two earlier phases of the work
career was considerably ah@&tet than the Ystable® work
period,

As in other vesearch; the general theme of limited
crossings of the "head" and "hand" occupational classif-
ications were found. Most skilled workers stavted their
careers as unskilled or semi-skilled workers, but after
attaining skilled status, little movement was made to
other occupations.

The general theme of veftical occupational mobility
in industrial buresucracies was described in the following
quotation from the Lynds,

The ladder hag lost some of its rungs, with the

éiaag;&axance of apprenticeship and the large measure
of the Blurring of the distinction between skilled
and unskilled fabor,

The step up to the first rung vhere the £¥eman
stands appears to be getting higher and therefore
harder for the mass on the floor to make. Above the
foreman's rung the whole aspect of the ladder has
changed in three notable respects since the World War,
It is more difficult for the enterprising mechanic
to £ind an alternative way up the ladder by launching
out with a plant of his own in competition with the
existing productive structure of large-unit plants.
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Above the foremants pung the ladder is ceading
to be one ladder: there have virtually ceasded
to be rungs between the foreman and higher section
of the ladder beyond hig reach where an entirely
new set of persommel usually not recruited from
working~class personnel begins.

and, finally; the lgdder has lengthened with
the relative incregse of "absentee ownership" of
local plants as units of national corporations,
and payrolls of these national corporations,Zl

A glightly different consideration of vertical
mobility, presenting education as an important ¢r1g@giﬁn,
was stated by Bavber,

From the vieswpoint of social wmobility, a work
organization in modern society ie not usually

an unbyoken ladder up which an individual may

climb the whole way. More typically it consists

of a series of ladders each covering only part of

the hierarchial range of the total organizational
structure. We may think of the lowey unskilled,

or sewmi-gkilled jobs in hievarchically structured
work organizations such as factories, Army, governw
ment civil gervice, or large department stores as
making up one such ladder, Those set thelr foot

upon this ladder, usually from the lower or loweys
middle class family and without higher education,

can climb only a limited distance to the top.
Typically, people with higher education start

on the ladde®.....and sometimeés move upward and 29
onto the highest reaches of the hievarchiagl structuve.

The research thus far reported has indicated that
the opportunities for blue collar workers to mowve to
white collar occupations has been quite limited, However,

gikabert S. Lynd and Helen M. Lynd,
ansition, (New Yoxk:
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blue collar workers do display extensive patterns of
mobility. A study of moblility conducted by Paﬁmer23
investigated, in addition to other factors, the reasons
gkilled workers voluntarily changed from one emplover to
another, The 725 respondents, who had voluntarily
initiated job shifte between 1940 and 1950, were divided
into four ¢ategories as to reasons for their seperation:
(1) job improvement, including reasons involving wages
or other means of improving economic position, working
c¢onditions, hours etesj (2) relationships on the job,
including unfavorable attitudes toward the management
or supervision; (3) personal or family situations; and
(4) defense jobs,

It was found that 53 per cent of the workers
indieated "job improvements" as the reason for voluntarily
changing cmployers, Another 10 per cent gave "relations
ships on the job" as the cause for the change. Thesge two
factors, directly related with work in the plant,
accounted for two-thirds of the employer shifts. From this
data the conclusion was made that workers attempt to
improve their job position even when a change in occupational
category is pot involved. The inability of the worker to
execute satisfactory job adjustment within the plant —

zai’almer; op. c¢itl, pp. 47-67,
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becomes the single most importint factor for terminating
employment and seeking g job in another plaat,

These findings of Palmey confirmed anzgarliew survey
conducted in 1947 by Reynolds and Shuster, The Reynolds
and Shuster research, involving interviews with workers, ine
dicated that the five wain factors in changing jobs were:
{1} unfavorable physical characteristics of the job,

(2) wage inadequacies, (3) unfair personal treatment,

{4} lack of independence on the job, and (5) unintéresting
nature of the work. While admitting that the desire for
advantement was not the single cause of labor turnover,
Reynolds and Shuster concluded, "There vemains, however,

a eonsiderable number of workers wio do desire advancement
and are unable to obtaln it because of the limited

25
promotional possibilities; in many industrial plants."

11X, INTRA-PLANT MOBILITY

The present study has foecused upon inter-generational
and inter~occupational mobility as & method of examining
the overall mobility patterns of workers, For purposes of
this study, a closer réelationship was found in research
concerned with a single plant.

Eéaﬁynalds,,gp@ git., pps 6694,
25zbid, p. 99
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Inter«generational studies have shown that worlers
are inclined to move from one employment situation to
snother, with limited opportunities for wmovement between
the occupational categories. In contrast, wmobility existing
within the single plant has as its purpose the examination
of movement which occurred when a ¢hange of employer was
not involwved,

Walker has suggested that industry often considered
a job simply as a job, without proper consideration of
the individual occuping the position; Some workers are
favorable toward, and actually prefer, jobs consisting of
repetitive operations. In contrast, other workers resent
this type of work, Fitting the wrong workexr to the job
was considered a source of unrest and low morak in the
plant, Walker recommended better job placement, with
an effort made by the employer to determine a satisfactory
work situation as reflected by the interests of the war&er.za

Ig?a steel plant, where senority was department~wide,

Walker interviewed sixty«two workers concerning their desires

266harlés R. Walker, ‘ ds, Working i
and Morale, Industrial Con ict, Arthur Kornhauser, Robert
ggng.& Axgggr Ross (New York:. Maerawaﬂill Book Company,
s P -

?Tcharles R. Walker, Steeltown (New York: Harper and
Brothers, 1950). ' )
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for promotion. Responses are as indicated in Table I.,
page 23.

The conslusion of Walker's study was that the
desirability of the job, from the standpoint of the
individual worker, was more important than the idea of
promotion.

The limited opportunities for promotion within a
plant was reflected in a study of 202 automobile workers
by Gueat.zs The majority of the workers had experienced
little or no changes in wages or job status after 12 to 13
years of service in the plant, The opportunities for
promotion to supervigion was severely limited by the number
of jbbs available. During the year of the study, only one
foreman's job became available for each 120 workers. The
conditions of employment appeared to cause low mobility,
since four out of five wﬁtkars interviewed expressed a
desire for a change in jobs within the plant,

Similiar situations were found 1293 more extensive
study of automidbile workers by Chinmoy who stated,

“Such goals as nonskilled workers did pursue in the
Gooioability inetead o the formal stracture of
advancement., Workers ranked the various kinds of

nonskilled jobs in an order of preference which
roughly followed divisional and department lines

geambert H. Guest, "Work Careers and Aspirations of

Automobile Workers, "American Sociological Review, 19,
CApeil, 1054, ppe 15563 al Reviev, 19,

y Chinoy, Automgbile Workers and the Ameri
Dream (Garden City, N,Y.: Doubleday & Company, 1933).
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RUMBER OF MEN IN HOT MILLS DESIRING
AND KOT DESIRING ADVANCEMENT *

- .

Vorkerts desires

Rumbet

Fumber who want to be advanced and
expect to be soon

Mmber who want to be advanced, but
say they camnot be, at least for the
present

Number of men who said they could be
advanced but refused

Mumber of men who sald they did not
want advancement if offered

RNumber of men who wanted advancement

but were not sure whether or not they

would

Mumber of men who wanted to léarn all
other jobs whether or not each one meant

jmmediate advancement
Number of no comments

11

14

23
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But which largely ignored the possibilites of
giggzggggugznii?ggrpaying,jﬁbg within divisions

The godls of the workers interviewed by Chinoy were
found to be directed more toward objects and interests
outside the factory. Status symbols, such as a house or
car, were substituted for occupational goals in the factoxy.
At the sgme time the workers entertained a latent goal of
leaving the factory to establish a business of their owm.

When aspirations of the wotkers were directed to=
ward opportunities in the factory, the factor of seniority
was considered as the primary obstacle effecting job change.
The workers knew that if they spent enough time at one job
and accumalated sufficient senlority, they could move to
amther job which appesred more desirable. In most cases
movement was considered to depend upon the ability of the
worker to accumulate seniority, or to utilize the transfer
machinery created by the union cantraét.az

The pattern of advancement of workers from assembly
line and machine jobs to off-production and miscellanecous
production work is indicated in Table II, page 26. Of the
workers who began as wachine operatore, eleven secured
more desirable jobs in off-production and miscellaneous

331!23&” pe 77,
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production jbbs, The same was found true of six workers
who started on the production line. Five workers followed
a pattern of movement from the production line to machine
operation and then to off~production or miscellaneous
production jobs. The renaining six workers interviewed
started in jobs considered more desirable.

Chinoy gave no indication as to the mobility source
in relation to the mobility displayed in Table IT, page 26,
The workers could have been mobile either volitionally, by
using transfer provisions in the union contract, or non-
volitionally, by virtué: of transfers sponsored by manage=-
ment,

The 1ink ezisting between the Chinoy investigation
and the present study, with the distinction of adding
source of mobility as a consideration, constitutes a
major point of departure for the present investigation.

In addition to the moblility studies of single
industrial plants, several investigations have been con-
ducted in meat packing plants. As in the several studies
of other industrial plants, the focal point of these
investigations has net been mobility. However, mobility

was given consideration in each of the texts,



TABLE IX

26

JOB MOBILITY IN'THE A,B.C. PLANT OF OFF-PRODUCTION
AND MISCELLANEOUS PRODUCTION WORKERS®

Pattern of mobility
Line to off~-production job ,
Line to miscellaneous production job

Machine to offsproduction job
Machine to miscellaneous production job

Line to machine to offeproduction job
Line to machiné to miscellancous pro-
duction job

Started on off-production job
Started on miscellanecous production job

Total
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32
Blumfs study of the Hormel Packing Company indicated

a workerts desire for a move skilled job was related to a
desire for more prestige and/or more money., Skilled work
always carried more prestige and, in the msjority of cases,
movre pay. The exception was skilled jobs in the machine
shop for which the pay was less than production jobs, The
interviews with workers in the machine shop indicated that
a more satisfactory work environment and satisfaction
with a skilled job compensated for the lower pay,gg

The extent of job mobility in a meat packing plant,
during the year 1@49,'wa§6inda:parated'in,reaearah on
minority groups by Hope, It was found that in meat
packing plants located in Omaha, Nebraska, a total of 29.6
per cent of all Negro workers and 22.8 per cent of all
white workers were promoted at least once., Of those
workers promoted more than one time, 6.2 per cent were
white and 10,6 per cent Negro.

The majority of union officials representing packing
house workers felt that there was no raclal diserimination
in upgrading of workers. The minority, who indicated

325:@& H, Blum, Towgrd a Demg

(New York: Harper & Brothers, 19
331pad., pp. 88-89,
34

John Hope II, ggga%%Qg
Publie Affaira Preaa, 195 ¢

cratic Work Process

.ty (Washington:
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discrimination did oceur, felt that the method used to
1imit opportunity was the promotion of Negroes to semie
skilled jobs in less desirable departments, and restricted
entrance of racial groups into highly skilled jobs and
departments,

The disgtribution of workers according to skill
indicated that the per cent of white workers in unskilled
and semi~skilled jobs was greater than that of Negroes.

The percentage of workers, whose usual occupational
classification was skilled work, was fcungﬁta be 36 pexr
cent Negro workers and 20 per cent white,

The factor of seniority and how the promotions to
skilled categories were made was not considered in this data,.
The opportunitiecs for intarwdaparﬁmagg mobility of

workers was noted in research by Purcell, Workers were
permitted to make application for trangfer from the

departinent to which they were_assigned to other departments

in the plant, To what extent the right to initiate transfer
was utilized by the workers was not examined in the research,
In addition, no attempt was made o determine whether

avarences existed on the part of the workers as to the transfer

35&%—@'! p. 30,
35«-:-2:32’1 P 33

a?Thendare V. Purcell, The Worker
. Yorker Speaks His Mind
1953 and Union (Cambr&dge’ Harvard University Press,



28

provision,

In another study, interviews were conducted by
%&rcallsaiWith.Wbrkera at three packing plants of Swift
and Company located.at Chicage and Bast S5t. Louls, Illinols
and Kansas Clty, Missouri. Part of the interview consisted
of questiong on the attitudes of the workers pertaining to
the chancea of getting a head with Swift., The findings
indicated that there were differences in attitudes,
depending upon the eity, as well as differences by age,
sex and race,

Among workers in East St, Louig, 56 per cent were
favorable in their attitude toward advancement opportunities,
while the Chicsgo and Ransas City percentages weré 43 and
44 respectively. Long«service white workers in East
St, Louls were the most favorable of any subgroup with
86 per cent expressing the opinion that advancement opw
portunities were satisfactory. This percentage was
considerably higher than the long service workers at
either of the other plants. At all plants, the long-
service workers also mentioned more often the nced fgg

adequate education ss a requirement for advancement.

38ihe9dora V. Purcell,
Harvard University Press, 19

391bid,, p. 120,

3lue Collar Man (Cambridge:
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The women interviewed were not of sufficent mumber
to make valid compavisons. It was felt that women
packinghouse workers were not as -wm:e*mgfg about adw
vancement opportunities as were the men.

Less than one-half the Negro workers in Chicago and
East §t, Louig held favorable attitudes toward opportunities
for advancement, while in Ransas City, the percentage was
less than one-quarter. In all categories Negro workers
rated advancement opportunities lower than white workers.
The majority of Negroes were found to be employed in
semi-ckilled jobs, as was the case with white workers.
Some Neguoes had risen to good pay anziiieta!:us as skilled
butchers in eacll of the three plants.

401big
“l1pid,, p. 128,



CHAPTER XIIX
HISTORICAL CONSIDERATIGNS

The purpose of this chapter is to briefly discuss
several historical aspects of the meat packing industry.
The chapter is divided into three sections, In the first
section consideration is directed toward structure and
development of the industry as related to management
policies, A second section, dealing with the workers,
considers composition of the work force, weorking conditions,
and seeurity. The third section has as its purpose a
digscussion of the historicsl development of unions in the

packing industry.
1. THE INDUSTRY

Although individual plants within the packing
industry differ in size and scope, a threefold operating
procedure is generally followed: (1) the purchase and
slaughter of three types of food bearing animals -« beef,
hogs, and sheepi (2) processing the meat and by~products;
and, (3) the sale and distribution of the finished products.

The operating policies of the industry date back to
the latter part of the nineteenth century, Prior to the
utilization of mass production techniques in the industry,
the processing of meat was conducted in two ways. A
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sslaughterhouse” was loecated in or near an urban area. The
nglaughterhouse" consisted of a velatively small productive
unit designed to supply the needs of the local community,
Fresh meat was processed and delivered to customers by

the owner, In many casesg, labor in this type of operation
was limited to the cwmer and hig family.

The second type of operation was the “packing house"
located in an area where abundant supplies of livestock
wexre available. The "packing house™ cured and packed meat
in barrels for shipment to areas where products were
required., It is from this procedure of packing cured
meat in barrels that the meat packing industry gets its
name,

The development of refrigeration and the refrigerated
railroad car in the 1870's vesulted in many changes in
the industry. The seasonal aspects of meat packing was
somevhat eliminated with the ability to process fresh meat
under refrigeration. In addition, meat products could
be shipped from one area in the country to another with
less danger of spollage.

As refrigeration and refrigerated railway service
became avallable, the meat packing industry expanded
geographically to arecas where livestock could be railsed
more economically and profitably. Physical plant facilities
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were made larger and more diversified in operationse: It
was no longer necegsary to limit packing operations to
cured meats when sghipment was required. Mass production
techniques utilized in other industries, including job
speclalization and division of skills, were incorporated
into operating procedures of the packing industry. Each
worker Was assigned a specific task in the slaughter or
processing of products.

Enlarged plant facilities and expanded operations
required additions to the work fore¢e. Since the skills
required for the varied operations were not equal, a
policy for securing workers to £4ill the more skilled jobs
was needed. This required either training and promoting
existing personnel, or hiring new employees with the
required skills. The founder of Swift and Company, G. F.
Swift, was ngted as saying, "I can ralse better men than
I can hirev, This policy of advancing men from the
ranks was generally accepted as industry standard. In
considering personnel advancement in a meat packing plant,
Carver concluded that,

“a great majority of new employees are y« men

with very limited experience who start at the
bottom of the ladder and work their way to the

420p44,, p. 119,
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top with the rapidi.t:y that gegenﬂs largely upon
thei.z: energy and ability,”
Records are not available to determine to what extent

this promotion policy was followed.
1T, THE WORKERS

Expansion of the meat industry took place during
the same period in history as immigrants were arriving in
great numbers from Burope. Irish immigrants were among
the first to £ill the labor needs during the 1870%ss
Following the Irish were Germans and later, Polish,
Lithuanians, Bohemians and other European immigrants,
Until the twenticth century the majaﬁty of workers in
the meat industry were foreigh born. These immigrants
lived in communities surrounding the packing district,
and in many ways retained the values and attitudes of
their native cultures,

Negro workers were not employed in great mumbers
until the beginning of the twentieth century. A strike
in 19204 bdrought a major influx of southern Nefiro workers
into the industry. The number of Negroes hag increased
until they now constitute one~third .&f the total work

{-3%8? siing. v (Chicages Gk, and Taer P
3 Pe
73

%ass,
354

Bertram B. Fowler, Men, Meat gnd Miracles (New York:
Julian Messner, Inc.; 1952); pp. 78w80.
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45
foree in meat packing plants.

The conditions under which employees worked at the
beginning of the tggntieth century was the subject of a
novel by Sinclair, Conditions were deseribed as both
unhealthy and unganitary. As a result, & number of
investigations were launched to determine what steps
were needed to improve conditions. A committee appointed
by President Theodore Roosevelt reported a disproportunate
number of pesplratory diseases were found among workers.
The diseases were attributed to requiring work operations 4
to be conducted in low témperatures with poor ventilations
General working conditions and health standards were Lound
to be low. Legislation was enacted by the federal
goverrment requiring ingpection of sanitation when meat
products processed were to eénter interstate commerces
However, the workers continued to function under refrigeratéd
temperatures, more conducive to the product than to personal
comfort,

- Q5Le:m.s Corey, M¢ g (New York: The Viking .
Precs 19507, po 34, Deat and ten .

_ 46 ypton Sinclair, Jhe Junele (New York: The Viking
Press, 1950).

¢7unitad4Statea Congress, xs;‘:‘;_h’

6

overnment Printion 0£~'ea-s Jamuary
481bid.
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Labor turnover in the meat paekinggglaﬂt has been
among the highest in American industry. Over one-half
the workers who termminated services did so voluntarily.

In one month, during the year 1947, over 10 per cvent of
the labor force changed employment. 0 This represented 51
twice the labor turnover in sll manmufacturing industries.

A factor considered as causing turnover in the packing
industry has been the lack of job security. Supplies of
livestock for processing have §gen seaSanal,sz causing an
inconsistent need for labor., The result was that workers
were subject to {requent lay~offs during the periods of
low prbéuction;§3

Although somewhat lacking in security the weekly
earnings of meat packing workers has been gigher than those
of any other segment of the food industry. Higher wages,
coupled with unemployment insurance in the event of g layoff,

o &gﬂnited States Eepartment of Commerce,

i»ngi ggégg%kﬁgggggi {Washington: U. S Government
' ce, s Po

50Corey, op. cht.; pe 261
3lgtatistical Abstract, op. cit., pp. 231-232,
538nited States Department of Agriculture, The

re, (Washington: U, S. Government
; ] Ppa 12&"“‘{23‘
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has substantially increased the anmual income of workers.
Production workers total nearly 80 per cent of the nearly
one~third million employees in the packing industry and .
receive 73 per cent of the billion and onesquarter payra11,55

ITI. THE UNIONS

The first major union activity in the meat packing
industry was begun in 1897. A trade union; chartered by
the American Federation of Labor, was called the Amalgamated
Meat Cutters and Butcher Workmen of America. The union
solicited membership and attempted several strikes, Nearly
forty years elapsed before full recognition was gained.

A union chartered by the € I 0, the United Packing«
houge Workers of America, began organizing locals about
1940, Although several independent unions were formed in
the industry, the majority of workers have been represented
by cither the Amalgamated or the U P W A,

Packing house unions were designed to represent the
workers in collective bargaining with management; wages
and working conditions were matters -of primary concern.

The union was also designed to prevent discrimination and

351pid., p. 782.
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unfair treatment of workers. Contracts include provisions
regarding seniority, transfers, promotions and layoffs,
The contract clause providing for voluntary transfer
within the plant from one department to another was not
m&ima%gmzm. unions were recognized as vepresenting the

workers,

S6purcell, The Worker Speaks His Mind, op. cit., p. 306.



CHAPTER IV
THE OMAMA FLANT: ITS STRUCTURE AND FUNCTION

Thia chapter has ag its purpose a discussion of the
structure and function of the meat packing plant used in
this study of mobility, The first subdivision of the
‘chapter directs attention to the size and location of the
plant. This is followed by discussion of plant personnel,

jobs, pay rates, departments, promotions and transfers.

Hajor Meat Packing Company, the plant in which this

research was conducted, operated as a branch of a national
packing, concern with head qgartarssgn Chicago, Illinois.
The plant was established in 1886, and has continued to
operate at the same location since that time. The plant
has rvanked ae one of the five largest productive operations
of the parent company. Of the ninteen meat packing plants
located in Omaha, Major Meat Packing Company ranks second

in both personnel, employed and smount of products

57Tha name “"Major Meat Pacﬁ&ng»ﬁampany" has been
substituted for the actual name of the plant in which the
reszarch was conducted, Wheneverythe name "Major Meat
Packing Company* appears in the following sectione of this
text, it should be interpreted as indicating the plant
described in this chapter,

38 iy fomas e e ; )
Alfred Sorenson, The Story ggzggfhg (Washington:
National Printing CQmpgny$ 1923), p+ 085,
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produced.

The plant is located about four miles from the central
business district of the c¢ity, in an aréa known as South
Omaha. Adjacent to the plant are the Union Stock Yards,
which supply a major portion of livestock processed at the
plant. Residences surrounding the meat packing district
have historically housed workers of the mimerous plants
and related industries located in the area,

The personnel employed at the plant included executives,
supervisors, clerks, office persomnel;, and technical
personnel as well as plant workers.

Al though mobility research was concerned only with
the blue collar plant workers, a brief examination was
nade of the differences existing between the varlous categories
of workers involved in the operation of the plant, These
classes of employees as shown in Table 111, were represented
by: (1) general office persomnel, (2) salaried employees,
and (3) blue collar workevrs.

General office employees ¢onsisted of commercial
department executives and department personnel, adninistrate
ive groups; office workers, and sales pevsommel. This
group, composed of 233 members, represented 12 per cent of
the total plant employees, Hearly 25 per cent of the

general office persommel were women, the highest percentage
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of the three c¢lasses, Table 1II. The majority of general
office employees worked on two floors in the office bullding;
these employees were separated from the productive operations
of the plant.

TABLE III

TOTAL EMPLOYEES OF MAJOR MEAT PACKING COMPANY
BY SEX AND EMPLOYMENT CLASSIFICATION

- Sewx Emgloyeas : | | nmployaes Wbrkefs  ~ Tbtal

Male 177 154 1,429 1,760
Femgle 56 12 168 236

Total 233 166 1,597 . 1,996

The salaried employees were composed of supervisors,
foremen, assistant foremen, départment clérks, and technical
engineers. Salaried employees were predominantly male; the
greatest number were foremen., This group; constituting 8
per cent of the total employees, was distinguished from the
general office in that its function included direct contact
with productive departments., The offices for the supervisors
and technical engineers were not located with general office
personnel,; but on another £loor in the building, Foremen
and clerks were found in their vespective departments

throughout the plant,
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The third classification of employees, blue collar
workers, consisted of skilled, semi-~skilled, and unskilled
workers in the various production, service and mechanieal
departments throughout the plant; blue collar workers
represented nearly 80 per cent of the plants work force.

The company had taken c¢ertain steps to reinforce the
division of employees into the three classes. The most
general distinction consisted of considering general office
and salarvied employees as "management", while blue collar
workers were classified as "union.," The contract, which
existed between the company and the union, designated
which employees were eligible for union membership:

All hourly paid production, maintenance, plant
clerks, scalers, and cafeteria employees, weekly
paid dock checkers, and clty and rural truck _
driver, but é%ﬁlﬁ&ing the general office personnel,
the superintendent, division superintendents,
foremen, assistant foremen, working foromen, chief
engineers, production incentive department employ-
ees, the plant protection force, salaried plant
clerks and scalers; laboratory workers, timew
keepers, employment employeées, salesmeny byricklayers,
the empioyeaa~ef the company working in its whole«
sale market and all engineers, ollers, temperature
men and utility maintenance men emg%gye& in the
boiler and engine room departments,-

Although several blue collar jobs were classified
as part of "Managément,". the number of employees in these
c&assifiaaﬁiea.Waa extremely limited.
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An gddition measure taken to insure differentation
between the two upper c¢lasses and blue collar workers was
the method of payment for services, OCemeral office employ-
ees and salavied supervisors received a weekly sg%ary‘Whilﬁ
blue collar workevs were paid on an hourly rate. Blue
collar workers veceived pay raises by virtue 6f a changed
job status, or as the result of collective bargaining
naga&iat@@aaa Salary workers received salawy increases on
the basks of individual mevit.

Cafeteria facilities were also provided, using class
distinctions., Blue collar workers were served at one
cafeteria; sepavate facilitids %are provided for the peneral
office and salaried employees. The caféterias were located
on adjacent floors. Entrande to thﬁ»&ﬁfiaa cafeteria was
not accessable from the plant,

The locker rooms and wash rooms at the plant were also
sepavated by clags. Separate facilities were provided for
cach of the three classes. The majority of lockers for
blue collar workers were mesh cages, whereas salavied

employees had steel lockevs.

6Qﬁn‘ex£aptian.wa$ doclk checkers and truclk drivers
who wete paid a weekly salary. Other bencfits were provided
in the same manner as other union workerss The stipulation
regarding the ia?mﬂﬁt of overtime to truch drivers (Mastexr
Agreement, ps ll), was superseded by local collective bargain-
ing provisions,
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No racial distinction was made pertaining to the
use of company provided facilitiea, However, only one
salaried employee was a Negro and none was employed in the
general office.

As has been indicated by the description of plant
facilities, general offic¢e employees and salaried supere
visors represented a relatively close ¢lase assoclation;
blue ¢ollar workers were a totally separate group.

Other aspects of plant operations considerad in
this chapter have been restricted to workers in the blue
collar labor force. The distinctions presented, regarding
classes of employvees, were designed specifically to
distinguish blue collar workers from other plant personnel,

Jobs
The range of jobs which were avallsble to blue

collar workers was evident by 344 job titles, zepresenting
a great diversity of work im which the workers could be
employed, Thege were composed &E_Bé gkilled, 269 semi~
skilled and 1,039 unskilled jahs.él Added to this total
were a number of skilled service occupations, such as

electrician and steamfitters, which were not considered a

’ AYS - iona 3, Volume 2,
Second Edition Washingten. ﬁ. S.” Goverrment Printing
Office, 1949), pp. 84, 74-78, pp. 329-337.
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part of the packing industyy for classification purposes.
Excluded from the total were a number of jobs, either
rendered obsolete by modern automated devices, or by
operations not in existence at the plant, No record was
waintained of the exact number of different work functions
being perfommed at a given time. However, the company did
account for the different akili levels; as is presented in
Table IV,

TABLE IV

BLUE COLLAR WORKERS BY SEX AND CCCUPATIONAL CATEGORY

Total 281

k,029 287 1,597

e

Nearly two-thirvds of the blue collar workers were
semieskilled laborers. The distribution of ungkilled and
skilled workers was relatively equal, with 18 per cent in
each of the categories.

The degree of skill vequired in the majority of cases
was &e&emm&ﬁ;é”by zhe "use of a knife," Precise butchering
operations xequireﬁ%a greater degree of skill than less
exacting steps. In some cases semi-gkilled jobs invelved
the use of a knife, but more often the equipment emploved
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a power saw or an -instrument which was blunteyr than a knife.
The primary function of the.unskilled jobe was the
preparation of cleanup operations for the more ekilled

aperators.

at

Pay .
The division of skills was reinforced by the pay

scale which was offered for the performance of various
jobs., Workers performing unskilled jobs were paid one
é§ three rates; depending upon the individual job classg-
ificatibn within the unskilled category; five different.
rates were found in the semi-gkilled jobs, Skilled
workers received the highest rate of pay for the |
various taske performed in the sixteen classifications
of gkilled jobs. A aiffe?engé of four ggnts an hour
existed between each of the wage rates. The lowest
paid unskilled worker received $2.23 per hour in contrast
to $3.15, the xate which was pald for the performance
of the highest skilled 3&%&. Additional cnmpans§§ian
was awarded workers for overtime and night work,

A wvorker could also &arnszinaeaaive pay", which was
based upon a Standard System, by over-producing a

63Mast¢: Agreement, gp. git., pp. 23-24,

631bid., p. 30.

| 64For & more detailed description of the Standards
System, see Furcell, Blue Collar Man, pp. 137-152,
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specified number of work units per hour. The Standards
System was relative to the department and the job., In
some departments the total production of the "gang" was
used as a basis, whereas in other departments a smallex
work unlt or individual production rate, was utilized ag
a basis for determining payment.

Blue ¢ollar workers were asdsigned to one of the
fifty~five different départments within the plant.
Categorized as te functions, the departments were of
three diffevent types: (1) productive departments, which
deal directly with the processing and preparation of
products; {(2) service departments, which provided
facilities and service to the productive departments or
to personnel; and (3) mechanical departments, which were
concerned with the maintenance of plant facilities and
equipment,

The three categories of departments, and thelr
respective individual departments which composed all of
them were: (1) Production departments-~Pork Dress, Pork
Warm Variety Meats, Pork Cooler, Variety Meat Cooler, Pork
Cutting, Pork Trim, Pork Pack, Rendering, Sweet Pickle,
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Bty
Dry Salt, Smokehouse, Sliced Bacon, Eéﬁzle Dress, Beef Warm

Variety Meats, Lamb Dress, Hide Curing, 0il House, Casings,
Beef Load, Lamb Load, Beef Cut, Special Cutting Room,
Freezer, Lard Refinery, Table Ready Meats, Canned Meat,
Feed, Glue Manufacturing, Frozen Foods and Reformulation.
gw~Trim Load; Car Icing, Storeroom,

Box Factazy, Supply Gang, Yard Cleaning, Janitors, Laundry,
Tractors, Automobiles, City Fat, Feed Lots and Cafeteria.
iechanical~departments=-~Carpenter, Scale Repair,
Laborers, Electriciang, Millwright, Blacksmith, Machine Shop,
Paint Shop, Tin Shop, Boiler Shop, Steamfitter, Welding.

The workers in one department operated in comparative
isolation from workers in dﬁher‘departments. The plant
was multi~storied, with as many as nine floors in which
the various departments performed their functions. Produets
were lowered from one floor to another, either by elevator
or gravity tubes. In this way, it was possible for a
worker, performing one task, to have little or no contact
with the worker who completes the next phase in the pro-
cessing operation. In order to maintain the proper
temperature which was conducive to the operation being
performed, those departments which were located on the

same floor, were separated by heavy insulated 8oors.
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The mmber, type, and skill of the jobs differed with
the departwments. The larger departments enploved as many
as one hundred workers, while smaller departments had less
than a dozen. The production departments were characterized
by assembly line operations; éach worker performed a
specific task as the produet reached hisg station, Service
and mechanical departments offered more freedom of operation
and, in most caseés, less individual supervieion. The
division of ekills ranged from entirely unckilled work
in one department to all skilled workers in another. Most
of the departmente contained some workers of egach ekill lével,
with a heavier concentration of semi~gkilled workers. An
exsmple was the Beef Dress department which was responsible
for the receiving of live beef, slaughtering and dressing
the animals, and sending the dressed carcass to the beef
coolers, The Beef Dress department, one of the largest
departments in the plant, consisted of geventy-four
different jobs, These jobs were divided among the skill
levels as follows:

(1) gkilled
heading
£looring
ggggigg*ﬁels

cutting out and removing visceras
backing




(2)
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splitting

dropping hides

splitting chucks ‘ _\
separating carcass of cattle
special injection operation

-

SRERILE - Pt e=hd ¥

i3 y ving an
gshackling _
stunning cattle o
skimming and cutting off fromt foot
cleaning weasand from windpipe
skinning hind leg
opening aitch bone
pawing breast bone _
ralsing gullet and tyin% weasand
breaking and cutting off hind leg
cutting out bladder
sawing tail and vertibrae
poke heal cord and marking crotch
trimming bruises
trimming shkirts and saving sweetbreads
seribe sawing back bone
xgting out glands ,
trﬁmmtng govermment retgined carcasses
sawing breast using power saw
sawing chucks
Restraining injection cattle

<K

ropping cattle on floor
hotsting and hanging off
pitehing up , ‘
returning shackles

cut cord from the shanks
pulling to half-hoist
dropping bungs

pullzng tails

pulling fels

ripping tail

hanging off

learing out

washing and piling trolleys
hanging ug trolleys
squeegee floox

janitor

plcking up feet, legs and condemned product

ﬂ&ttiﬁ% off heads and trucking
switching gides to conveyor
tleaning pens

manual transporting product

30
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cleaning and olling railsg
removing and placing sawdust on flo®rs
wiping trolleys and placing into magazine
switehing o _
trimming rounds and cutting off tails
making brine ,
washing inside of round
pumping kidneys
eating back bones
trucking cloths and pins
soaking and applying cloths
wrap shanks ,
put in wooden neck pins
trimming sweetbreads
saving and gkimning spinal cords
waghing and trimming tails
govermment tagging cripples and suspects
pulling and pushing empty and loaded trucks
¢cleamap and olling
tag and hook hides

As seen in the deseviption of the Beef Dress

department, each job was highly specialized and described
in mimte detall in terms of function.

The worxking conditions varied from one department
to another. Since meat is a perishable product, tempe
eratures in the production departments were generally
maintained between thirty and £1fty degrees, Some
departments offered major contrasts in temperature within
the department. For instan¢a7 the Smokehouse department,
which was charged with both the responsibility of smoking
the product and chilling it after the swmoking operation.
in eddition, mechanical departments also offered the full
range of temperatures, the majority vaying from moderate

Lo warm,.
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8 Transfers

The opportunities for better paying jobs within
each of the departments depended upon the seniority of
the individual worker. Promotions were defined as a
change in job classification, the rate of pay being
‘higher than the job to which the worker was regularly
assxgned¢65 When a job opening occurred, the workers
in the department involved were offered the job. If
a number of workers eupressed interest, the individual with
the most department seniority received the job, If none
in the department wanted to accept the job, it was
necessary for the company to either transfer a worker
from another department or hire a new employee.

In reference to transfer, the Mgster Agreement stated,

"Employees will be transferred from one department

to another according to the following terms: At
his own rTequest or the Company's request for a

ggﬁiaé of not to exceed ninety days without %gsing
is seniority status in his own department.”

The procedure for voluntary transfer from one
department to another was provided in the contract as
follows:

“A record will be kept in the employment office
of employees desiring transfers to other departs

ments; and when an opening in one of such other
departments exists which will not be filled under

ésw Agreement, on. git., p. 49.
661bidi, p. 51.
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the promotion provisions of Paragraph 47, such

opening will be filled from the list of employees
desiring. 2 transfer to guch departments in accore
dance with: First, their plant senlority and Second,
their accumulated plant service, provided the employee
ggg gggﬁﬁrm,tha.jah or legarn it within & reasonable

Lame M7 '

The opportunities for transfer from one department
to another were available to workers who wanted to applys
The rule of seniority applied only when a numbér of workers

made applications for a single department.

ﬁ?;g;gﬁ, ps 52. Paragraph 47 as referred to in the
udtation states, "Promotion shall be made according to
epattment seniority, provided the employee can do the
work or learn it within a veasonable time that, in case
necessity where no ap§§i¢ants are available who can perform
the job and there is insufficient time in view of such
necessity to teach the applicant the job, a new employee
may be hired to £ill such vageancy,®



CHAPTER V
METHODOLOGY

The methodology employed in this research is, in
part, discussed in relation to the major objectives
indicated in the research design. The first division,
concerned with the direction of mobility involved the
establishing of a hierarchy of Plant departments, A
second division, concerned with sources of mobility, is
designed to utilize date from the first division with
a sample of the plant population obtained from personnel
records. In addition, a third section contains a
discussion on the principle statistieal procedures
employed in the analysis of data.

1. DEPARMMENT HIERARCHY

In order to focus attention on the direction of
inter~department mobility, it was first necessary to
ascertain if workers perceived the wvarious plant dee
partments as differentiated according to certain work
characteristics,

The interview method was employed to secure this
information. A total of thirty workers, one representative
from each thirty departments in the plant, were inter-
viewed. The interviewees were also selected as to age,

senlority, and race, in an effort to secure a relatively
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repraséntative cross section of plant personnel,

The years of apge for the interviewees were divided
into four categories: (1) under thirty years of age, (2)
over thirty and under forty years, (3) over forty and
under fifty years, and (4) over £ifty years of age, The
years of senlority were divided into three classifications:
(1) short sezvice~-under two yeaés, and (2) medium service~«
over two and under ten years, and (3) long service-~over
ten years. The races were c¢lassified as white or Negro.
A breakdown of the composition of the sample is shown
in Table V, page 56.

The age divisions with the greatest number of
interviewees were the "30 to 40" and "40 to 50" groups
{ten each), A total of seven interviewces were over
fifty years of age; three were below thirty years of age.
Twenty-one of the informants were white and nine were
Negroes,

Only twenty of fifty«éive departments which employed
blue collar workers were selected to be rated by the
interviewees. The selection was done arbitrarily.
Departments were representative of all departments in
regard to differences in temperature, variances im skill,
differences in pay, extent of job security, and nature of
supervision. While it is agreed that it would have been
more satisfactory to have the interviewees rate each of

the fifty«five departments, the length of time regquired for
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TABLE V

SAMPLE POPULATION FOR INTERVIEWS
ON .DEPARTMENT RANKINGS BY
AGE, SENIORITY AND RACE

Years ai Age ""smmﬁgy . T .
I}nder 36 yaars Undar 3 yeam ‘ 1 1
Over 2 & under 10 - 1
Dver 10 yaa::s - -
Over 30 & under 40 &uﬁéﬁf z years 1 -
r 2 & under 10 3 1
Qvar 10 years 4 1
Qver 40 & under 5¢  Under 2 years o -
Over 2 & under 10 i 1
Over 10 years 6 2
Over 50 years Under 2 years - -
' Ovar 2 & under 10 - -
Qver 10 years 5 2

138
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completing such an interview made this approach impractical,

The departments selected for vating by the inter-
viewess were as follows: Pork Pack, Pork Dress, Pork
Cuttingy Smokehouse, Hide Curing, 04l House, Trim load,
Freezer, Beef Warm Variety Meat; Beef Cut, Beef Dréss,
Beef Load, Table Ready Meat, Canmed Meat, Car Icing,
Janitors, Garage,; Millwright, Steamfitter, and Carpenter,

Each of the thirty interviewees were asked to rate
the twenty departments in terms of five departmental chara-
cteristics:

(1} General desirability of jobs within the department.

{2) Income received from work within the department.

(3) Compatability of fellow workers in the department.

(4) Working conditions in the department.

(5) Extent of superision while performing jobs within
the department,.

Departmental characteristics wore rated by the
interviewees in terms of a five point alternate response
scale. The possible alternate choices were: (1) gggz’,

(2) fair, (3) average, (4) good, and (5) excellent,

68 This 1s a modification of the Likert scale.
See Rensis Liker, A ’recimiqua for the Measuring of
Attitudes,” Archives of Psvchology, No. 140, June 1932,
This scale is baged upon th ption that attitudes
are distributed norma 15?.; Lﬁ.k&rt: ound that there was
a8 much accuracy in the measurement of attitudes in
assigned values from one to five as in scoring all
rasponses in terms of sigma values,
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By attributing five points to an "excellent" rating, four
points to a “gaad”,juégmeaﬁ, three points to an "average"
evaluation, two points to a "fair" rating, and one point
to a "poor'’ rating, it was possible to transform the
interviewees'! evaluations into a single mean score fox
each department rating in each of the five characteristics.

The remalning thirty-~five departments which were
rated by the interviewees were arbitratily ranked the same
as those interviewge~rated departments exhibiting
comparable characteristics.

The fifty-five departments in the plant were then
divided into four hierarchical groupings. The symbols
L, RIILY MIIIY and WIVY were used respectively to refer
to four relatively equal mean score departwmental groupings
extending from the highest to the lowest. Departments
in group "I® were the five highest rated by interviewees;
group "II" constituted the nenrt to the highest rated groups
of departments. Departments in group "III" represented
those in the third quartile, while group "IV" departments
were the lowest rated,

It was realized that the ralatt?aiy gmall sample
population presented a problem in securing an accurate
evaluation of department groupings. However, the groups
did represent a relatively broad band of depariments, having
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a mean of fourteen departments in each group.

It would have been possible to pldce the departments
in hierarchical groupings on the basis of a single
eriterion. A possibility might have been the use of
“the company pay scale as a basis for rating departmeénts,
o¥ the ratio of skilled jobs to unskilleéed and semi-skilled
within the department. Hence, the hierarchiés would have
been formally defined by management. However, ressarch®?
has indicated that workers tended to perceive informal
hierarchical structures rather than the formal stmucture
which has determined by management, The inteiview method
employed in this research hag made it possi.lbe to ascertain
informal hﬁ.amwh&c:amy arranged deparmenml arrangements,

(

II. SOURCE M;B DIRECTION OF MOBILITY

The major sample population to be explored with
reference to source and direction of mobility was
ob&a&md from the personnel files maintalned by the Company.
A mqnest; iegé‘ initiated %!waugh the Omaha officials of
the Major Meat Packing Company for permission to examine
the persomnel f£iles of blue collar workers who were employed
at the plant, Permisgsion wag granted by the Chieago |
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headquarters of the company. They stipulated that the
identity of the workers in the semple would remain
anonyomous and the initially stated purpose of the
research be maintained.

Data for all blue collar workers employed at the
plant were on file in the employment office. Records
were kept alphabetically by department and worker for
each of the fifty-five depavtments in the plant.

The sgelection of personnel files for use in the
sample was made by use of a table of random numb@ra.?o
Since it was desired to secure a sample of approzimately
20 per cent of the workers, the table of random mumbers
was used to obtain what would represent every £ifth
personnel record: The number of records omitted between
sample selections varied between one and nine depending
upon the number which appeared next in the table, Of
the 1,5%4 personnel records maintained at the employment
office, a total of 278 were selected for examination.

The mumber of items included in each personnel file
varied with the individual worker, However, each file
contalned two items of particular interest to this
investigation: (1) Application for Employment and (2)

. 705ee 1 le
Nobel Inc,, 0,

(New York, Barnes &
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Employee’s Service Record. A copy of these two forms are
inecluded in the appendix of this study.

The “"Applicatien for Employment® contained infor-
mation regarding sex, age, educational attainment and
nativity., The "Employeel's Service Record® was used by
the Company to record information regarding the date
which the worker was hired, the department and job to
which he was assigned, pay rate, job changes and transfers
to other departments. The Employee's Service Record
also noted if department transfers were initiated by the
Company or by the woxrker., Race of the subjects was not
recorded on any record in the persomnel file, but was
obtained from the personnel manager at the time the file
was selected.

The personal characteristics of the sample
population, by race, sex, nativity, age and senloritcy
are presented in Table VI, page 62, The sample was found
to c¢ontain over one~half native born males. The next
laxgest group were Negroes who compose 25 per cent of
the sample, Foreigh-born males represented 10 per cent.
Another 10 per cent was composed of female workers; eight
per cent were white and two per-cent were Nepro. No

foreign born females were found in the sample.
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TABLE Vi

SAMPLE POPULATION BY SEX, RACE
NATIVITY, AGE, AND SENIORITY

P A I oA I s SO

oo AT
Years of

- B2E ..

native born 153 55% 41 13

Male, white, , ,
foreign born 29 10%. 51 22

Male, Negro 70 25% 40 14
Female, White 21 8% 45 15
Female; Negro 5 2% 44 16

Total 278 1009, 42 14
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The mean age of all the subjects was 42 years,

" With a mean age of 51 years, foreign«born males represented
the oldest subgroup. The youngest age was represented

by Negro males (mean age equals 40 years).

The foreigh born males were also found to have the
greatest mumber of mean years of seniority (22). Average
seniority for the entire sample was fourteen years.

The personal characteristics of each of the workers
in the sample population, with the addition of information
relating to department transfers; was transferred to file
cards for use in the analyels of inter~department wmobility.
The file cavrds were arranged so that the employees with a
given characteristic could be taken from the file cards
of the sample and exenined separately, or integrated with
other cards for examination in conjunction with other
characteristics,

Several items which were of interest were not listed
in the personnel records. For instance, the workers!
health records were not maintained. It wag not possible
to relate mobility to the physical characteristics of the
workers. In addition, it was not possible to determine. if
changing health status was a factor in mobility.
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Another problem was related to the factoyr of marital
gtatus and mumber of children. The records listed five
status alternatives: single, married, divorced, separated
and widowed., Although, the appropiriate entries were
made and corrections kept up to date, the specific dates
on which the changes ocecurred were not noted. The same
was true with respect to the number of dependents; the
mmber was increased or decreased on the service record

without regard for the date on which the change occurred.
IIT. STATISTICAL METHODS

The statistical methods employed in the analysis of
data consisted primarily of the "mean® and “chi-square
test."
Finding the mean of a sample distribution invelved
a two step operation: (1) totaling the number of observations,
and (2) dividing the result by the number of obsaervations.
The formula is as follows: X ﬁ%a

The mean was preferred over other measures of central
tendencies of the type of data and the order in which it
was available. As Zeldich has noted in discussing averages:

"We may be primarily interested in inferring the
central tendency of a population from a sample walue,
For this purpose, the mean is more sultable because
it fluctuates less on repeated semp%ing than the
median or mode-~it is more stable,W!

Mlyorris Zeldich, Sociological Statistics, (New York:
Henry Holt & Co., 1950), - P
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The chi«square test was @wtilitzed to determine if
the observed frequencies in a sample distribution varied
significantly from the expected frequencies. According
to Arkin and Colton, the chiesquare test is widly used
in testing the “goadness~ef~f1ts“?2

The formula for chie-square when it is desived to

test agreement between observed and exmpected results io

as follows: %2 & (fo ~fo)?
Te

The expected frequencies were derived by multiplying
the total of a column in the sample distribution by the
total of a row, The product gbtained was divided by
the total number of observations in the table. This
procedure was followed for each of the cells in the table,
The differences between the observed and expected
frequencies were then divided by the expected frequency
in each case; the sum of the quotients arrived at was
interpreted as veferring to the value of xz, The computed
value of X2 was then interpreted bgaxefetring to a table
of eritical valves for chi=square. The eritical walue
chissquare indicated the probability of obtaining a fit,

due to change, as poor or worse than the one obtained,

?zﬁerbert Arken, Raymond R. Colton, JIables T%%
tatisticans, (New York: Barmes & HNobel, lnc., €},

P.13.,
zSQeiditah, &a m«t; i’# 366¢
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In using the table of critical values the degrees of
freedom ( ds £. ) was computed by the following formula:
de £. = (e« 1) (v « 1)
¢ = the number of c¢olumns.
r = the number of rows.
Whenever the obtained value of X2 was found to have a
probability of .05 or less as compared to the eritical
value of chiw~square, it was considered to be signiﬁicansa 

74Herbert Arken and Raymond R. Colton, Statistical
Methods (New York: Barnes & Nobel, Ine., 1955), p. 111,



CHAPTER VI
FINDINGS

The findings in this research have been divided into
five sections. First considered are the person charge
cteristics of the major sample population, as indicated
in personnel recoxds at the plant; This topic subdivided
into consideration of age, seniorvrity and education; as
associated with race, nativity and sex characteristics
of the subjects.

An additional sample population of thirty worketrs is
used in the second section. An effort is made to determine
if the various departments within the plant are ranked as
higher or lower in status, The interview method was
employed with this sample population.

After examination of the higrarchicsl arzangement
of departments by the workers, a third section, utilizing
the major sample population of 278 workers, velates
mobility to the department hierarchy by the sources and
directions of movement,

The fourth section is designed to examine mobility
in termms of the function performed by the various departments.

The fifth section has as ite purpose the consideratkon
of seniority as a factor in the velitional and non-volie
tional moblility patterns sample population, 1Inja final
subtopic, the non~mobile segment of the sample population
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is examined by seniority and department status,

I. ANALYSIS OF FINDINGS RELATING TO SELECTED

CHARACTERISTICS OF THE SAMPLE POPULATION

The major sample population for this study consisted
of slightly less than 18 per cent of the total blue collar
work force at the plant, Personnel files of 278 workers,
from a total blue collar work force of 1,597, were selected
randomly from company records and examined regarding inter-
department transfers.

Of the 278 workers whose personnel files were analyzed,
a total of 238, or slightly less than 85 per cent of the
sample, had experienced some inter-department mobility.
The remaining 15 per cent of the workers had not experienced

interedepartment movement.,.

The sample population ig divided into three groups:
{1) non=-volitionally mobile«~ those workers who had been
transferred from one department to another by management,
(2) volitionally mobile~« those workers who had experienced
at least one selfsinitiated transfer, and (3) non-mobilews
those workers who had remained in the same department to
which they were assigned at the time of their employment,
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This division mobilitw=msategories, as indicated in
Table VII, page 70, that 139 workers, or 50 per cent of
the sample expericnced only management initiated transfers;
ninety-nine workers, or approximatély 35 per cent had
requested a department change; and 15 per cent remalned
irmobile.

The sample population was composed of 55 per cent
white, native, born men; this group represented over
one~half the number of participants in each of the mobility
categories with the exception non-mobile workers. The next
largest subgroup consisted of Negro men with 25 per cent
of the sample population. Foreign born men represented
10 per cent of the sample; another 10 per cent consisted

of women workers of both racial groups.

Information was also gathered from the pergonnel
files of the sample population as to the workers! age at
the time of employment. The average employment age is

presented in Table VIII, page 71, according to ser, race,
nativity, and mobility category.

Only minor differencesg in age were noted. The mean
age at time of employment was 28,2 yeaws. A difference
of less than one-hslf year separated the three mobility
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TABLE VII

WUMBER OF WORRERS BY MODILITY CATECORIES
ACCORDING 70 SEX, RACE AND NATIVITY

~ NomeVoli~  VOLiw —
Sex, Race and tionally tionally  None
Natlvity _  Mobile MWobile  Mobile Total

Male, white, , | ,
native boxn 80 56 17 153

Male, white, A .
foreign born 16 6 29

Male, Negro 28 27 15 70
Female, white 14 6 21

Female, Wegro 1 3 1 5
Totals 139 99 40 278




TABLE VIIZ

MEAN AGCE AT TIME OF EMPLOYMENT DIVIDED ACCORDING
TO MOBILITY CATEGORY, AGE, SEX AND NATIVITY

Hon Volis- Yolitione
Sex, Age and tionally ally

Eativi.ty _— xab.t:m ) \ ‘mbﬂe __Jomobile Mean

Male, whi te
native born 28 26 29 27 4

¥ale, white ‘ , , A
foreign born 2 26 28 28,1

Male, Negro 26 26 27 26,2

Female, white 30 32 29 30.5

Femald; Negro 34 28 28 29,2
Averege  27.9 28 .4 28.1 28.2
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groups. The male Fegro workers averaged two years youngey
at time of employment than the mean for all workers in
the sample. Female workers of both racial groups were

older than any male group,

Consideration was given to the factor of seniority in
relation to the three mobility categories, Comparison was
made on the basis of sex; race and nativity. Data presentad
in Table IX, page 73, indicated the average seniority of
workers by mobility categories differed only slightly.
Average seniority of all workers was 14 years. Volitionally
mobile workers had one year less seniority than the average;
the non volitionally mobile and nonsmobile workers had one
year more than average, The pronounced seniority differences
noted by worker's nativity was not reflected in the three
mobility categories. The oldest subgroup, foreign born
males, tended to increase the average seniority of non-
volitionally mobile workers only slightly.

Persomnel records of the workers indicated individual
differences in the years of education completed. In order
to determine if any noticeable éiﬁﬁerenae appeared in
the mean years of education for three mobility categories,



TABLE IX

SENIORITY IN YEARS FOR WOHKERS BY MOBILITY
CATEGORY, SEX, ACE, AND NATIVITY

L

ex, Age

and tinnally aily Mor

Nativicy  Mobile Mobile  Mobile Mean

¥ale, white N :
native born 14 13 12 13

Male, white, | . |
foreign born 25 19 18 22

Male, Negro 15 12 15 14
Female; White 16 14 18 15

Female, Negro 20 15 18 16
Mean 15 13 15 14
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Table X, wag prepared:. Individuil tabulatiohs were made
by sex, race, and nativity groups as well as mobility
catagories.

The findings in Table X indicated that the mean
educational attaimment for all workers in the sample was
slightly less than nine and one-half years, The diff-
erences were found again to be greater between gex and
nativity groups than between mobility categories. Slightly
ovar one-half of a year separated the three mobility
catagories; the volitionally mobile workers had attended
school slightly longer than workers in either of the other
mobllity catagories. Foreign born workers were lower in
educational attainment than any other subgroup. Although
female workers in both racial groups indicated more years
of schoéligg completed, the number of participants was less
than five in the majority of categories, which gave dise
proportionate weight to the findings.

Race

Having examined personal characteristics of the five
groups according to vace and nativity groups separvately, a
aomparative analysis of the differences which appeared in
the groups was attémptedg The significance of the mobility

relationship was assessed by chi~square employing two
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TABLE X

MEAN YEARE OF EDUCATION YOR WORKERS BY WOBILITY
CATEGORY, SEX, ACE AND NATIVITY

mﬁw Wm 944 .33 .66 9.42

Male, forsign »
Bern 8.62 8,33 8.66 8.55

dale, Megro  B.39 10:79 9,26 9,50
Female, White 9.65 11,17 11,00 10.15
Female, Negre 11,00 11,00 8.00 10,40
dMean  9.17 2,80 8,34 9,42
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racial groups and the mobility categorles. The racial
differences were analyzed by combining nativity and sex
with their respective racial group. Foreign born men and
white women were combined te make the "whitre" raclal groups

Table XI precsents the results of this analysig. The
differences between the “observed" and "expegted” freq-
uencies in the mobility were sguared and divﬂﬁed'éﬁ the
number expected in each case to arvive at the sum of the
quotients represented by %2,  The value of %2 was found
to be 6.73 which indicated significance at the ,05 level,
whita-wurkers tended to be moved more frequently by
management, while Negro workers showed s greater tendency
toward volitional mobility, or remained immobile.

TABLE XI

COMPARLSON OF THE SIGNIFICANCE OF DIPFERENCES
BETWEEN RACE AND OBSERVED AND EXPECTED
FREQUENCIES OF MOBILITY CATEGORIES

Nanwvmliu h
tionally ,
Mobile 110 101.5 29 37.5

Volitionally ’
Mobile 69 72,3 390 26.7

Non~mobile 24 29 2 16 10.8
T R e > < .05
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Natdvity

An examination was made of the nativity of the sample
population. It was found that foreign born workere totaled
29, in comparison to 249 who were native born. Of every
five foreign born workevs, one was non~moblile as compaved
to one of seven native born workers. The volitionally
mobile category contained slightly more than one out of
three native born worker; in the forelgn born distyibution,
one of four workers was in the volitional category.

As indicated in Table XII the XZ? test was utilized
to céxamine whether a significant difference existed between

TABLE XIT

COMPARISON OF SICGNIFICANCE BEIWEEN NATIVITY AND OBSERVED
AND EXPECTED FREQUENCIES OF MOBILITY CATECORIES

AT R

Volitionally _
Mobile 92 89.1 ‘ 10.3

Non-mobile 34 35.9 6 G2

“ﬁ.£,§?§W  J“g2 awé:éi T.~ﬁiiw&£ ¥r24fﬁ”ffii;*
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“obgserved® and “empected" £requencies when nativity was
compared to the three mobility categories. Because the
probability was found te‘ba.iaéa than .05, the differences

were not considered significant;

gex

An examination of the differences in sex as a factor
in mobility category distribution was impractical., The
number of female workers in the nonemobile aate§g;y

{N = 2) rendered a chiesquare analysis unsound,
I1. DEPARTMENT HIERARCHY

Before it was possible to relate wobility to source
and direction, it was necessary to ascertain if the workers
perceived the various departments in the plant as having
different status.

The sample of thirty workers were asked to rate the
twenty sclected departments as to five departmental
characteristics: (1) job desirability, (2) pay, (3) working
conditions, (4) fellow workers, and (5) supervision, The
possible rating choices were as follows: 1 = poor;

2 = fair; 3 = average; 4 & good; 5 = excellent., It was

751t has been stated that X2 analysis should not
be applied to tables in which cell entries are lower
ﬁhagaz§ See, for instance, Morris Zelditch, op. git.,
Pa £0H,
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therefore possible for a department to be awarded an
excellent rating on each of the five characteristices and

to receive a total of twenty~five points. This, translated
into a mean score for the five characteristics, would equal
5.00. The lowest possible mean score which a department
might recelve was 1.00, indicating a "poor* rating on each
characteristic,

The mean score received by each of the twenty depart-
ments in each of the five characteristics is presented in
Table XITI, page 82. Departments are listed in the table
in decending order, with the department listed first -
receiving the highest total mean score; the department with
the lowest total mean score was placed at the bottom of
the table,

The mean scoré received by the departments as to the
work characteristics was 2.90. Among the five characteristics,
fipay" received the highest overall average with a score of
3.13., This was followed closely by "fellow workers" with
a rating of 3,11. The two characteristics which were rated
nearest the total mean were "extent of supervision" and
"job desirability" which received scores of 2.89 and 2.80
respectively. Lowest rated of the five work characteristics
was "“working conditions” which received a score of 2,57, or

slightly over one~half the distance between "£air" and
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taverage! on the five point rating scale which was emploved.

Workers perceived "working conditions" as rating
“poor" to rfair” in five qﬁ the twenty departments; only
three departments were accorded above "average" ratings
as to this criterion. Among the vatings given to the
departmeénts as to the other characteristics -= ‘pay"
“general desirability," “fellow workers," and “supervision”
-~ only four of the twenty departments were judged in the
"poox? to Mfair" category. Of these four departments,
three were ranked in this manner as to “desirablility;®
the atheélyas rated to th@ same extent as to “pay.”

The total mean scofes for each of the evaluated
departments as to five departmental characteristics has
been summarized in Table XIII. They are hieragcherally
arranged fyrom 3,59, the total mean score received by
the "beef cut" department, to 1.97, the score derived
from all the judgments awarded the "hide curing® department.
Other highly rated departments include the following:
"Millwrighe® (3.51), “Carpenter® (3.49), "Garage* (3.48),
and Steamfitter” (3.48). Lowly rated departments included
nEreezex" (2.40), "Car Icing" (2.40), "Beef Dress" (2.45),
and "Pork Dreess" (2.48).

As the ténal mean score column in Table X1III indicated

there appeared to be a trend in the average score which a
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department received, depending if it were mechanical, service,
or production oriented as to function. The three departments
which were mechanical in nature were concentrated toward

the upper extgeme of the hierarchy. éhe four service
departments %@2@ scattered t&ﬁaug;out the ranit order. The
thirteen pﬁcéuctian departments. tended to be concentrated
toward the middle and lower extreme of the vanking order.

Based on the perceived meéan evaluations of the inter-
viewges, and interpolation of the remaining 35 departments
which were thought to exhibit similar characteristics, the
plant departments were divided into four hierarchical
groupings. The Symbolg I, W WIT, " "III .Y and "IVY were used
Eegpectively to refer to four relatively equal mean score
:&apaxtmantai groupings extending from the highest to the
lowest,

The departments of "Group I were those which received
scores in the upper one~quarter of the rating scale, or
constituted self-rated departments which possegsed similar
characteristics. Departments in Group II ranked below Group
I departments and above the mean f£or total score in the
rating scale. Group I1I and Group IV were departments in the

7640 axception in the rankin% of production departments
was the "Beef Cut™ which scored the highest rating of any
department. No other production department ranked in the
upper one-quarter of the evaluations.
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TABLE XIII
EVALUATIONS OF 20 DEPARIMENTS ACCORDING TO 5
DEPARTMENTAL CHARACTERISTICS BY 30 WORKERS

B, rter S e m
Depariment of jobs Pay workers. tiong ision  score
Beef Cut 3.73 4,00 3,40  3.47 3,33 3,59
Millwright  3.60 4,27 3.53  3.13 3,00 3.51
Carpanter 3.73 4,07 3.67 2.93 3.07 3.49
Garage 3.33 3.87 3.47  3.33 3.40  3.48
Steamfitter 3.53 4,07 3.67 2,87 3.00 343
Canned Meat  3.07 3.00 3.27 2,93 i.40 3,13
Trim Load  3.07 3.40 2.8 2,83 .87  3.13
Pork Cut 3.67 3,27 3T7 2.73 3.07 3.08
T: R: Meat  3.13 2,93 3.13 2,93 2.12  3.05
Beef Load 2,93 3.40 3,00 2,80 3,07 3,04
Smokehouse 2.87 2,73 3,00 2.87 2.73  2.84
Pork Pack 2.73 3.07 2.87 2460 2.67  2.75
B: Wi V. Meat 2.73 2.87 2.80 2.47 2.67  2.71
0il House 2,67 2.40 2,87  2.20 2,60 2,55
Janitor 2,80 1.73 2,93 2,73 2,60 2,52
Pork Dress 2.00 3.07 2.80 1.93 2,60 2.48
Beef Dress 1.80 3,40 2.73 1.93 2.40  2.45
Car lcing 2.13 2.40 2.80  1.87 2.80  2.40
Freezer 1.80 2.47 3,20 1.53 3.00 2,40
Hide Curing 1.40 2.13  2.47 1.40 2.47 1.97
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lower one~half of the scale, subdivided in the same manner as
the two upper groups, Additional uhrated departments were
added to the groups on the basis of similarities in charae
cteristics,

11T, MOBILITY BY SOURCE AND DIRECYTION

The thvee mobility categories listed in the first
section of the findings weve temporarily abandoned in favor
of examining the directions of mobility by the mobility
source: Bince the 40 workers who remained in the same
department &h@mughgﬂt%tha&r cuploysent were not involved
in the 5¢nr¢e of dirvection of mobllity, this group was
not utilxaed in the c%aminatimn of data in this sectionm.

The purpose of this section was to examine the two
gources of mobility, volitional and non-volitional as
compared with three directions of mobility: (1) upward, (2)
parallel, and (3) dowrward. The sources were ascertained
by entries in the personnel ﬁ&ﬁés of the workers. Directions
of mobility utilirzed information obtained from interviews
with workers as to the existence of a hievarchy of plant
departments., The symbols "I,» WIT, " "IIX,* and "IV as
degeribed earlier, were used to refer to four departmental
groupings, extended from the highest to the lowest departs
mental mean ranking, Inter-department mobility wasg examined
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in relation to movement of workers between and gmong the
symbols representing the four-fold departmental hierarchy.

The divection of mobility was analyzed in terms of
whether the movement was upward, parallel or downward.

For example, if a worker moved fxrom one department portraved
by mobility symbol "II* to another department rating a
symbol "1.,% upward mobility was represented, If the
converse occured {( I to II ), the mobility was dowrward.

An example of parallel mobility referved to a& situation
where a worker moved from one department rating a symbol
"II% to another department with a symbol "II,®

The mimber of workers, by source of mobility, was
divided between 139 non-volitional and 99 workexs whase
mobility pattern involved a volitional department change.

It was found that a total of 81 workers had been
upwardly mobile, 125 had followed a parsllel pattern and
32 were employed in departments of lower status than that
which they had initially been assigned.

The statisticsl significance of this mobility relatione
ship was assessed by chi-square employing the sources and
directions of the total mobile sample population, as indicated
in Table XIV,

The difference in direction of mobility by Ysource"
was found to be significant at the .05 level, It was
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TARLE XIV

COMPARTSON OF THY SIONIPICANCE OF DIFFERENCES BEIWEER
SOURCES OF MOBILITY WITH OBSERVED ANE BXPECTED
FREQUENCIES IN MOBILITY DIRECTION

Nemyewol i~
tionally . ) v v o
Mobila 37 47.3 79 73.0 23 14.7

Volition-

@lly | s | : ,
Mobile &% 33.7 46 52 *{3 9 13:3

sinmmae& that wummmw m%z%w mﬂt&m ware upww&y
m&ila in signdficantly gwafzw pmmtim than were tzm
nonevolitional workers ami, conversaely, &mmsm mabuit:y
was more charsctaristic of va.mmmi workers than
volitionally wobile wovkezs,

A move detailsd presentation of the differences which
appeared %mm volitionsily mmh mﬁ nonswolitionally
mobile workers eve portrayed in Teble XV. White snd Negro
workers are presanted -&emmwn%, by source of moblility,
bacauss it was found iun earlier dats (Table XY, page ?63
that the races wers uigmi.&mﬂy diffarant in their velation-
ship to the mobility category. The mobility patterns of
workers were prasented, using the six possible combinations
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TABLE 3V

MOBILE WORKERS BY RACE, SOURCE
AND DIRECTION OF MOBILITY

of 'vaiiw ﬁﬁHWV§1iw Yoli= ﬁanﬁvaﬁi o
DELAES e ﬂ ohal  tiomal tional ias, m_ =% A <) =) W
TL -

a3 O

5 3 19
3 - 18
14

b JE - T+ B -
1753
o]

2 o 18
3% 32 13 5 81

llel IV te IV iz 28 1 1 64
11 to TIT 10 14 3 1 28

i1 o 1L 4 14 1 2 21

Itol % 7 1 e 12

Total 30 59 16 20 125

géééw 1T to I1  w= 2 - -
I te 11 1L 1 e "
I to IV we o . -
I1 o 111 1 4 - o
11 o IV & 6 o 2 12
111 to IV 2 6 1 2 11
Total 8 12 11 b4 32
Grand Total 69 110 30 29 238

w oo e N
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of movement within the "upward" and “downward" directions,
and four pamrnel movements between departments of equal
status,

Considering the "upward" movement in the sample, it
was found that among white workers 35 per cent ov 63 of 179,
moved to departments of higher status, The diffevence in
percentage of upward mobility among white workers was
related to the source of the mobility:. Over 46 per cent of
those volitionally mobile (31 of 67) were transferved to
higher status departments as compared to 29 per cent (32 of
110) non-volitionally mobile workers.

The degree of upward movement was alsc noteworthy.

The number of white workers who moved from Group IV depart-
ments, the loweat, to Group 1 departments, the highest, was
. f4fteen, This wasampese& of eleven volitionally mobile
and four non-volitionally mobile workers. The greatest
numerical nonevolitional upward movement was between Group
I1I and Group 11 with nine. Only one volitionally mobile
worker was found in this category.

The proportionate number of upwardly mobile Negro workers
was even greater than among white workers, when the gource was
considered. Over twice the mumber of Negroes moved upward
vz::pis.uionauy as compared to those moved non.volitionally,
Findings, regarding the degree of upward movement, are limited
by mumber of participants. However, in movement, are from
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Group IV to Group 1 Category (Lowegt to highest), three
Negro workers requested transfer while none were moved
non»vaiitianally,

Considering the source of mobility, the downward
movement of workers presented the opposite picitre. A
gfeatér’propartionate number of both white and Negro workers
were moved to lower status deéamtm;éxs haﬁ;yelitimnaliy,
than those who requested downward mmvemenffi Approximately
17 per cent of the non-volikionally mobile workers were
transferred downward while only 10 per ¢ent requested such
a change, intereagingiy,,ﬁ§ wgfker was either transferred
by management or requested éwansfer*fzvm Group 1 to Group IV
(highest to lowest) departments,

The parallel movement of workers, from departments on
one group level to other departinents on the game level,
presented the greatest racial contrast. Regardless of the
source of mobility, Negro workers tended to remain in
departments of similar status level in greater proportionate
numbers than did white workers. Slightly less than two-thirds
of the Negro workers displayed pavallel mobility patterns
as compared to ome~hslf of the white workers.

Another interesting aspect, relating to the race of

workers in the sample, concerned the department groups in
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which workers began employment with the company. Of the
mébile white workers, 39 per cent (69 of 177) began
their careers at the plant in Group 1V departments. This
compares with 56 per cent (40 of 71) of Negro workers,
whose first job agsignments were in a department rating
as having the lowest status. A total of fifteen white
workers were originally employed in departments rated as
Group I; only one Negro was hired to serve in this high

status group.
1V, HMOBILITY BY DEPARTMENT FUNCTION

In determining the hgetarcﬁical ranking of depart-
ments by the workers, it was found that the function the
department performed in the overall plant operation appeared
to be related to the rating weceived: The function of the
departments were divided into three types: (1) productive
departments which dealt directly with the processing and
preparvation of products; (2) service departments, which
provided facilities and services to the productive depart~
ments or to persommel; and (3) mechanical departments, which
were concerned with the maintenance of plant facilities and
equipment, .f

The participants in volitional and non-volitional

mobility were divided by the function of the department to
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which transfer was made as indicated in Table XVI.
TABLE XVI

COMPARISON OF THE DIFFERENCE IN OBSERVED AWD EXPECTED
FREQUENCIES BETWEEN MOBILITY CATEGORIES AND
FUNCTION OF DEPARTMENT

Source of

Mobility,

Nonwvolitionally , _
Mobile 103 96.4 25 25.1 11 17.5

Volitionally —~ ,
Mobile 62 68,6 18 17.9 19 12,5

R e e R B

1t wae found that 165 workers, or 69 per cent of the
sample transferred to production departments; a total of
43 workers, or 18 per cent, transferred to service depart~
ments and 30 workérs, repmeeenting 13 per cent, were moved
to mechanical departments, Differences between the volitional
and non-volitional workers was assessed by chi-gquare
employing department func&iogs Ag shown in Table XVI, the
difference was found to be significant at the .05 level.
Uolitionally mobile workers tended to transfer to mechanical
departments more frequently than would be eupected by chance,
The non-volitionally mcbiie tended to be transferred to
production departments,

A further examination was made, considering not only

the destination of the mobility, but the origin-as well,
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A total of nine different movements wers possible within
the three divisions of departesnts by fomctiosn, Por
sxsmplie, 8 worker in a pyoduction departmant could b
transfarvod: (1) to sether production departesne, (1)

to & eervies depavtment, or {3) to & mechanical department.

As shoun in Table XVII, the grastest nusder of workes:
were trassfervad from one prifluetion depaytwent, to snothex
production department. A zotel of 61 par cent of the total
mebile ssuple wewe in this category. A totel of ninetesn
workers, ov 7 par cent of the assple, wmoved Evom elther
saxviee or mechenical departments 0o production,

A salor Sifferance was found betwens tha white and
Bagro workers,. A stotal of fifty-meven Negto workeys, or
76 pax cent of the group: soved either to another production
éapartoent or from savvice to produstion, The number of
viite worhere, moving ssong productlion departsants, ov fxom
gthexr dopartuemts, totaled 108 or 60 pax zant of the group.
Ho Yagro workers ware found txansfesving sithey ie or out
of machenissl depsrtmente; A total of thivty whive workews
transferced o machanicsl deparwment, aithar frem other
deparmpents, or amang sechanics) depavtesnte.

¥, MOBILITY AND SEMNIORITY

Although serlier findings (Tsble VI, page 62 and 1X,
page 73) indliestad that cniy slight differences appearad in
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NUMBER OF WORKERS TRANSFERRED BETWEEN DEPARTMENTS
BY DEPARTMENT FUNGTION ACCORDING 1O
\RACE AND TYPE OF MOBILITY

Change of
Bepartment

Voli~"  Hor
tional  tional

Product to
product

Product to
Service

Product to
Mechanical
Service to
Bervice

Service to
Product

Sexrvice to
Machanics

Mechanical
Mechanical

Mechanical
Product
Mechanical
Sexrvice

to

to

to

Total

28

11

10

69

tional &l

23 27

0

29
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the mean seniority of the volitionally mobile and non-
volitionally mobile workers, the direction of mobility had

not as yet been consideved..

In order to examine the seniority of the mobile
sample; the workers were divided into three seniority groups
as follows: (1) short service«~ lass than two years service,
(2) medium service-- two years but less than ten, and (3)
long service~~ ten years and over.

Data are presented in Table XVIiI, page 94, demonstrating
the relationship between sources and directions of mobility
by ‘race and seniority level. Most of the mobile workers,
volitional as well as non-volitional, had been employed at
the plant for ten yeafs or longer. To be specific, 1453 of
179 white mobile workers (82 per cent) fell into this seniority
category; forty-seven of 60 Negro mobile workers (78 per
cent) have been employed for ten gears or longer. Among
the "long service" mobile whites, only fifty-eight moved
to a higher status, In contrast, eighty-seven white workers
had a mobility pattern which was either "parallel® or "down-
ward." This trend also existed gmong the mobile Negroes.
Only fourteen "long service" Negroes were upwardly mobile,
as compared to thirty-three who experienced either "down~-

ward" ox parallel" moblility.



TABLE XV¥III

RELATIONSHIP OF SENIORITY TO SOURCED AND
ﬁ@ﬁ&ﬂ?&&ﬂﬁ OF MOBILITY BY RACE

94

‘. T T R PR

Race

Senior-

icy o

tional

o "‘»ﬁbnn
Volis

volie

Voli«
_tianai ﬁianai &tonal tional

vax&m Yolie

White
White
tWhite
Negro
Negro

Negro

Less than

2. years

2 years &
under 10

10 vears

& over
Less than

2 years

2 years &
under 10

10 years

30

37

11

18

13
46

49

17
79 9

15

23
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A comparison 6f the significance between expected and
ah&@wva&.ﬁaequeng%as employing dirvection of mobility and two
seniority levels was asnalyzed in terms of chi~square.

As Table XIX reveals; the dats was not found statistically
significant at the (05 level;

TABLE XIX

COMPARISON OF THE SICNIFICANCE OF DIPFERENCES IN OBSERVED
AND EXPECTED FREQUENCIES DIRECTION OF MOBILITY AND
SENIORITY LEVEL

@kaﬁaa&,33ﬁ workors had experienced one form of mobllicy
or the other, a total of forty workers were non-mobile. This
group, representing nearly 15 per cent of the total pample,
had seen service in only one dapﬁrﬁmﬁné during the period
they had been ecmployed.

oo i

??fheve were not a sufficient number of mobile “short
savvice" workers for sach of the “divection cells” to make
a chi~gguare analysis possible. Consequently, "shoxt
gervice” workers weve combined with "medium service' for the
analysis.
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in Table XX, non-mobile workers in the sample arve
shown according to senfority and the departmental group
4in which they were employed. Of the forty none-moblle
workers nine were "short seyvice® workers who had been
employed lese than two ysars. Twenty-six of the forty
workers weve members of departmental Group IV, In other
words, thesst individuals had begun thely work at the lowest
department level and had remained there throughout thely
employment,

TABLE XX

NON-MOBILE SUBGROUP BY RACE, SENIORITY
AND DEPARTMENTIAL GROUF

white Under 2 years 2 3
white 2 vears & under == 2 o 4%
2 4 6 13

Negro Under 2 years e EL - 3

white 1O yeavs & over 1

Heayo 2 vears & over - . e e
Negro 10 years & over  «= . " 12 12




HAPTER VEX
SUMMARY AND CONCLUSIONS

This chapter is divided into two sections. The first
section cantains a sumarization of the findingss An
snalysie of the findings is presented in the section on
interpretation. & final subdivision presénts a considers

ation for further régearch,

A purpose of this research was to detevrmine the extent
of inter-department mobility by souree and divection of
blue ollax workers in a meat packing plant under investis
pation,

in order to achisve this objective, a sample pop-
ulation of the blue collar work force was selected yandomly
from personnel filea maintained by the company, The chava-
cteristics of the sample population indicated that a slight
majority (55 per cent) of plant workews were white, native
born men. The newut largest group was composed of Negro
workers who vepresented ons-quarter of the sample population,
Foreign born men vepresented 10 per cent of the populationy
the remaining 10 per cent was compoged of white and Negro
women, No foreign boyn womén wefe found in the sample.

Workers weve divided into mobility categories, depending
upon whether movement botween departments in thé plant had been
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sponsored by the company (nonsvolitional), or a véquest for
change had been initiated by the workers (volitional). A
third group was composed of those workers who had remained
in the same department to which they wérxe iniﬁiauy ‘asgigned
{nonsmobile).

It was found that £ifty per cent of the workers were
non-volitionally mobile; thirtysfive per cent had experienced
wiiawual mobliity: In contrast; only fifteen per cent had
been hiipmrmabila;

Selected personal characteristice of the workers were
examined in rvelation to the mobility catepories. The mean
age of all workers at the time of employment was found to
be slightly over twentyeeight years. Age differences
between mobility categories weve found to be slight: The
number of years oﬁ echmam achieved in relationship to
the mhility mtag@x&es alm exhibited slight differences,
The volitionally mobile wwkem on the average, had attended
school for oneshalf year ;mgat than the non-volitional and
nonemobile workers. The seniority of volitionally mobile
workers was found to be two years less than either non-
volitionally ma&ii’é »ﬂﬁ»—néﬁmﬁiie workers..

Having examined f:he smple eharactariaties collect-
ively, the wace, m&iﬁty amd sesz of the sample population was
‘¢ompared with edch of the mbmw categories. The diff-
erences were found to be significant. White workers dige
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played significantly move non-volitional mobility than did
Negro workevs:. The nativity of the gubjects was not found
significant when compared to the mobility categories: Since
the number of females in the sample population was too small
for a chi-square analysis, no comparison was made on the
basis of sex.

0f the chavacteristics examined, race eppeared to be the
most significant in determining whether a workey would be
volitionally mobile, nmonwvolitionally mobile, or non~mobile.

In ovder to ascertain whether the source of mobility
had a significant bearing upon the direction of movement, it
was mecessary to determine if the workers perceived the
various departments in the plant as possessing differentie
ated statug characteristics. &n additional sample of thirty
vorkers was interviewed in an effort to discover thelyr
evaluations of selected departmental characteristics,

Tt wag found that the sample of workers perceived the
departments as rated differently in the various status
characteristics evaluated. Generally, the departments which
were mechanically orxiented in tevms of function were vated
highest, The majority of production departments were con-
ferred lowex ratings, and service departments were scattered
throughout the rank order.

By computing mean scoves of the status characteristice
for each of the departments; four hierarchically arranged



100

departmental groups were devived. Movement digplayed by
the volitional and nonswolitional mobile workers was
examined in velation to the groups of departwents vepresented
by the fourfold department hierarchy.
Through employment of the chi-square test of signe
ifficance, it was found that volitionally mobile workers
moved upward in the department hierarchy in a significantly
greater proportion than did the non-velitional moblle workers.
8ince the departments appeared to be vanked by the
workers relative to the primary
nical), & comparison was made of

departmental function (proe

duction, service or mech

@8 a basis. A chi-square analysis revealed that volition~

ally mobile workers had tyvansferved more frequently to
mechanical deparimentg, and less frequently to production
departments than would be expected by chance. The opposite
wae true of non=volitional mobile workers. The expected

proportions of workers in both wmobility categotries had exs

perienced transfer to service depawtments:
The influence of seniority on upward, perallel ov
dovrward movement of workers was not found to be significant,
Another finding revealed that among the nonemobile workers,
& majority were still emploved in the lowest proup of departe

ments to which they were originally assipgned,
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ILs CONCLUSION

ALEErOrecar Lo

The study described indlcated sevetsl aspects of
mobiiity which, 4t sppesred, had besan negletted to some
axtent in eariier rosedroh,

It should be noted that the findings indicsted a grest
doal of intersdepadtment mability had pocurred dn the plant,
over four-fifths of the work force expeévienced one type of
mobility or another, With this pevcentage of workers transe
ferrad from the deparfment to which they wars originslly
assigned, the opportunitioce for a batter work asalgrment
would appesy probabla.

The distinction between wolitionsal and none-volitionsl
mobitity, utilixzed in this veneaveh; appeared to ba valid.
Of the workers in ths ssmple; tidrtyefive per cent had
dnperiencad a gself+inittatod dupavtment transfew, This
may indicate that some information had been made guallsble
to the workers advieing them of thetr abllity to vequest s
department change: Furthemmore, depavtaent changes ware
exucutad as the wesult of these yequests., The worker in
such a metting contyolled, to sowe extent at lesst, tha
destiny of hig work dereey.

The findings indicgted that volitionally mobile workers
were transforved wpuwardly on & hierarchy of dopartus
desirability in significsntly groster proportion than
were the non-volitionaily
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mobile workers. The ability to make a personal choice of
department in which to serve, vather than have the selection
m&&@vﬁy the company; could be interpretsd as a rveason fov
the upward trend: The hiervarchy of departments on which

mobility was measured ¥esulted from interviews with workers.
The upward volitional movement, it would appear; veflected
the wvalidity of the hiervarehy fyom the workers point of
view,

The differences in individual charascteristics of the
volitional and nonsvolitionsl wovkers with regard to age
at the time of employment, seniority and edugation, eould
not, of themselves, be considetred as sufficient to explain
the greater upward movement of the velitionally mobile,

The race of the workers apposred o be of consider
able impotrtance in deteymining whether or not a worker would
be trvansferved by the company; request a change, ot remain
in the department in which he received hig initial work
asslgoment, The Negro workers in the sample were prone

n nonsmobile; white

to regquest-g depavtment change, :
workers were more non-volitiomally mobile. In other words,

the company appesved inclined to transfer white workers in
proportionately greater numbers than Negro workers. The

data indicated that if workers were deslrvous of advancing to

a department exbibiting more favorable chavacteristics, requesting
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change was a more satisfactory way of achieving thie ebjective
than especting the company to sponsor a change. Therefore,

it could be assumed that mobile Negro worker, having requested
proportionately more transfers, would have ascended higher

to more favorably perceived departments t:han white workers,
This was not found to be the case, The number of Negro
@utkérs in the upper depaymental groups was, in fact,

found to be less than the proportionate number of white
workers. This difference may be related to two othexr
findings:

s _time of employmente= The corresponding percentages
of Negro workers hired for each of the department groups
was not equal as compared to that of white workers: The
tendency was for Negro workers to be hired for jobs in
lower status departments. More specifically, the majority
of Negroes were originally employed in departments having
the lowest rdatings.

(2) The

gotkers than with white workers--' There appeared
to be an obstacle which restricted entrance of Negro
workers inte mechanical aepa‘:;mienm The workers

generally rated mechanical departments higher than
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productive departments. It is evident, therefore, that
restricted movement of Negro workews to mechanical
departments had a tendency to shorten the vange of
mobility potential.

These two factorsw« starting in lower rated
deépartments, and lacking opportunities to enter certain
higher status departments«e~ resulted in Negro workers
either (1) requesting a department change that was
¢ither paralld, ov of a relatively short upward range,
or (2) remaining nonemobile. This finding contyadicts
the opinion expressed by the m%gm:%i;ty of Omaha union
officials as reported by Hopes While it appears to be
true that the Negro workervs sre offered an opportunity to
display volitional mobility, it is gvident that either,
{1) their personal choilce excludes entrance intoe mechanical

departments, or (2) Hegroes are restricted by some wnw
Lav governing their movement,

& factor which eariler studies considered of primary
importance in oxplalning intra~plant mobility was sealority
. ‘“Hope, gp. ght.. pps 30-33. As reported on pages
TRT28 of '%:iaié temt, “the '::m?;cx‘w%;w of union officlals were
&f the dpinion that no racial discrimination appeared
in Omaha meat packing plants, The minority felt that
the promotion of racial groupe was restyicted to changes

within the department or to deparimonts that were pras
gominantly seni~skilled in the type of jobs available.
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In this research, seniority appeared to be of secondary
importance, While movement from one job to another within
a department has its bhasls in the senloplty system, the
movement from one department to anothex appeared to be luss
vigidly contvolled by the factor of seniovity. A sscond
consideration, that of individual initiative to request a
transfer, tendad to be more sigmificant than sendority/

The broad genevalization of findings in this research
would appear to be unwarvanted. However, sinece policies
relating to volitional department changes appear to be
incorporated in union contracte with a mmber of wmass
production industries; the findings of this research might
present a more general view of spplicability than would
be ezpected in a single investigation. Additional studies,
using g similar methodological approach and the distinction
between volitional and nonwwolitional movement, would serve
to verify or invalidate the findings of this investigation,

No assumptions were made in this research regavding
veasons for vertlcal or parallel movement betwden the
deparvtments, Possible one of the most fyrultful investigations
related to volitional mobility might be directed toward
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primary group relationships, Inter-department mobility
resulis in a change in the composition of the primary
work group. ' The different pattetns of association, or

the lack of social integration on the part of the worker,
eould result in volitional mobility. In other words,
the reason a worker displayed volitional mobllity might
be velated to a desire for a more satisfactory primary
group associstion; rathey than the fullfillment of the
amayican ideal of upward social movenent.

An approach to volitional mobility patterns
utilizing changes in family status might also prove
worthwhile, Since upward moblility appeaved to be move
characteristic of patterns involving volitional movement,
& change from single to married status. o an increased
number of children. might have a bearing on the decistion
to request a change to a higher status department,

Hot to be discounted a¥e factorsg related to changes
in the economi¢ c¢yele and the increased trend toward
industrial automation. Volitional mobility could be
mamined in welation to economic security. The workey
in such a setting might be primarily concerned with

movemaent, not focused upon desirability, but gecurity and
the anticipation that the jobs would not ﬁi&é@pﬁaf‘@%ﬁh

the advent of avtomated processes.
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‘Many additional ideas pregent themselves as potential
challenges to research. The area of research velated to
intra~plant movement appears a relevant and constitutes a

fruitful aves of sociologiesl intevest,
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APPENDIX



Name e . I e

Last First Initial Date

APPLICATION FOR EMPLOYMENT
Address. e
Number Street City State
Social Security No._.__ — Telephone No
Own [J Neighbor \[])
*Your Date of Birth: Month Day._.. - Year.____
*Place of Birth
Are You: Single (O Married [J Divorced [
Widowed [J Separated [}
Name of Wife (Husband) Birth Date_.______
First Maiden
Marriage Date.
List Your  Wife [ Other
Dependents: Husband [ Parents__ Children and Ages
Have You Ever Worked No [J
for this Company? Yes [
Date Where

Arc Any of Your Relatives Employed Here? Who?

Education (Circle Last Grade Completed): Grade School. 5 -6 - 7 - 8;

High School, 1 - 2 -3 -4 ; College, 1 -2 -3 -4

Willing to Work in Cold Temperatures?

Yes

No O

Applicant Should Not Write Below This Line

[0 Willing to Work Night Shift Yes [J

No (O

Telephone Check:

Emplover. -
School
Ratings: Attitudes 5-4-3-2-1
Health 5-4-3-2-1
Work Habits 5-4-3-2-1
Over-all Rating 5-4-3-2-1

*Unless prohibited by statute or ordinance.
P0 Form C 107 9-2-6¢

Physical Data

Other Information:

Weight___

PAST EMPLOYMENT

RECORD (Begin with Most Recent Employer)

N ame ;f/ﬁgfef;?"}’ T%‘; }é’f Period Rate Szg’e‘gz';st;’;e%d Reason for Leaving

Company From Resd. [ Laid Off [J
Dischd. ] Why?

Address To

Company ~ | From Resd. Laid Off [J
Dischd. [] Why?

Address To

Company From " |Resd. [JLaid Off O
Dischd. Why?

Address To

" Company From Resd. Laid Off []

Dischd. [] Why?

Address To

Company From Resd. [J Laid Off [
Dischd. [] Why?

Address To

Driving Record: Do You Have a Driver’s License? .

Do You Have a Chauffeur’s License?. . ___.

Has Your License Ever Been Revoked?

For What Reason?

Have You Ever Had Trouble with the Police? .

Present Military Status: *Draft Classification____

Past Military Service: None.__.

Branch..

Type of Discharge: Honorable ...

Yes, from No. Yr.

Explain:_

Rank When Discharged. _

Dishonorable ...

. to Mo._

If Reserve, which Branch?.

The information given in this application is correct to the best of my knowledge and I understand my
employment is dependent upon its verification.

Signature.___.

Printed in U.S. A.



Employe’s —S—ervice Record

Seniority Date Con't. Service Date

Plant

Name

S. S. Neo.

Address

File No Phone

Yes Date of Birth

- Are you a citizen of this country? No Mo. | Day | Year

| Check No.

Alien Reg. No.

(Over)
PO FORM C 393]

Separated
Sex Single Married | Widower Divorced
Height Weight
Wife's Name
Given Maiden
Wife’s Date of Birth Marriage Date
Children or Dependents
E.B.A. Certf. No. .Class. Group No. & Amt.,._
Own your home. rent board?
Education in Yrs.—Grade School High School College.
Relatives With Company
Service
' Hired Trans. Separated
Cll‘}?fk Dept. Occupation Rate [ Rate Cofxanged from Payroll { Key
Mo. | Day |Year | Mo. | Day |Year
KEY
X
Strike E D 0 P Q R T L
| Not WkrgJ Employed |Discharged |Laid Off| Dropped Quit |Re-employed| Transferred Rate | Disciplinary
Changed Layoff

Litho. in U.S.A.

L17

Y
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Reasons for Leaving Service [

Personal Signature

Date of Birth 7 Place of Birth

Last Plade of Employment

Last Pléce of Employment

Last Place of Employment

Service
Leave of Absence Absent a/c Sick or Accident || Year | Earnings

Swift Training Programs:

Other Education:

C 3931,
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