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. ASSUMPTIONS about “transferability of skills,”

o much & part of manpower thinking, are in need
f reexamination in order to establish their basis
nfact. This is necessary not only to define some
f the practical limits of the idea, but to clarify
is Tationale. Moreover, the merit of transfer-
pbility of skills as an instrument of manpower
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feation research which provides criteria and
aliries not bitherto available for developing &

holicy must be delineated through research. The
first part of this article will examine some of the
ifficulties behind the assumptions about trans-

ity. The second part (to appear in s subse-~

quent issue) will draw upon recent work of the

Employment Service (USES) in occupational

natic approach to the study of transfer-

ity of skills,

for Analysis of Concept

kills” refer to s worker’s knowledge and
es, acquired through training and experience,
particular job, such as machinist or car-
horatory technician or nurse. “Transfer
' “therefore, refers to the movement of
th certain knowledges and abilities
ob to another. This special mobility
ed here to involve, or to make possible,
use of developed knowledges and

continuity of use is usually estab-
‘basis of go-called ‘‘similarity” be-
imilarity is determined by identi-
r ts of a particular job that are
1f, designating them as criteria,
“the elements of other jobs to

them. The comparability of elements ranges
from ‘identity” through varying degrees of simi-
larity, to nonsimilarity. But the extent to which
these job elements are identical or similar depends
entirely upon their degree of specificity. If one
of the criterion job elements is “knowledge of
metals,” two job elements are considered to be
closely similar, if not identical, even though one
involves knowledge of aluminum and the other
knowledge of iron. Xf, on the other hand, the
criterion job element is “knowledge of the machin-
ing properties of brass,” then. the job element
“knowledge of machining properties of high carbon
steel” is not related or only distantly related.

The ultimate similarity between jobs is also
dependent on the scope of the elements. Tech-
nical performance abilities and knowledge ele-
ments have dominated the analyses made in the
past, although sptitudes and physical capacity
requirements have also been used. However, it
may be that the scope of relevant criteria should
include adjustment abilities to working conditions
such as heat, cold, and noise, and to temperamernst
requirements such as variety and change, repeti-
tiveness, and fixed tolerance limifs. They may
be equal in importance to knowledge and technical
abilities for effectively determining transferability.

Carefully determining the specificity and scope
of job elements is, therefore, essential in estab-
lishing the similarity between jobs and the poten-
tial continuity of use of knowledges and abilities,
It is also necessary to establish the relative im-
portance of so-called identical or similar elements
in arriving at judgments.

A careful reexamination of the idea of transfer-
ability of skills is particularly pertinent in the
light of such current Imanpower problems as:
Informing unemployment insurance applicants of
jobs “suitable” to the skills they acquired on
previous jobs; counseling workers who musi
change jobs because of handicap or age; redirect-
ing workers displaced because of technologica:
changes such as automation; making maximure
use of military training and experience in eivilian
jobs and vice versa; earmarking certain civilian
skills (e. g., watchmaking) as potential sources
for critical and essential defense production
determining which surplus skills can best be

*0f the Division of Placement Methods, V. 8. Employment Servio
Bureatt of Employment Security.
803
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used for certain occupations in which “shortages”

of workers exist; preparing for civilian defense,
which would involve emergency need for very
large numbers of workers in certain categories
such as clearing debris, nursing, first aid, and pro-
tective services; and planning vocational fraining
programs of the widest possible practical appli-
cation in industry.

Skill is regarded as & national resource as
valuable as our natural resources, and like them,
something we do not want to waste. Tt appears
wasted when a worker moves from one job to
another which does not make continuous use of
his developed skills. From this point of view,
the problem then is to determine how the con-
tinuous use of skill can oceur so that maximum
uiilization mey be effected. However, we will
examine later the idea that developed skills not
in continuous use are indeed & waste.

Early Research

During World War II, the USES publisked its
Job Family Series,’ to facilitate decisions regarding
the transferability of skills from surplus to short-
age, nonessential to essential, and civilian to midi-
tary. A “base job,” such as airplane wood-
worker, was analyzed with respect to its require-
ments in type of work performed, machines, toois
and equipment, materials, services, knowledge, or
subject matter, and 48 estimated worker trails
{e. g., dexterities, perceptions, coordinations).
The criteria were quite general in each of these
categories, some more so than others.? Several
thousand jobs were similarly analyzed and then
ranked in descending order as representing more
to less similarity with the base job and, therefore,
more to less favorable possibilities for transfer.
Unfortunately, in the case of critical jobs, the
skills that seemed the most likely possibilities for
transfer were usually also critical and in short
supply. By the time job categories not in short
supply were reached, the relationship seemed to
be farfetched or at least to offer no better possi-
bility than starting with any available worker.
There were many other difficulties, so many, in
{act, that it was not feasible to conduct controlled
studies. There is some evidence that the idea
did lead employers to make hires they would not

otherwise have made and workers to apply for}
jobs of which they might not otherwise hava |
known. However, there is no way of knowing
whether these hires, if successful, constituted
maximum utilization of skill. "

Prior to undertaking the Job Family Series, the
USES explored the possibility that there might
be “natural job families” in the normal mobility
of workers from job to job. It studied 30,000
applicant registrations, in the late 1930, to
answer the question, From what occupational |
oroups are the members of given occupational
groups recruited?® For this purpose, primary
occupational classifications were compared with
supplementary classifications by means of the;
first digit of the USES classifications. ¥rom thig’
study, the conclusion was reached that there were
not enough cases available for a definite answer
This first direct attack on the problem did little
more than indicate the difficulties invoived in
studying transferability of skills and the prime
necessity of examining some of the basic assump-
tions associated with the econcept.

Another attempt ¢ was recently made to answer
the same question of the USES study. The pre-
vious work experience by industry of 180 workers
on an automobile assembly line was studied for
possible relationship to the automobile industry.
About half the workers came from 15 manu-
facturing industries (chiefly shoes and fextiles)
and the other half from 18 nonmanufacturing
industries; the job categories included all the
major groups from professional to unskilled; in
addition, the workers overwhelmingly had coms
from nonassembly-line work situations in which
they bad individually determined the work pace.
Thus, here again we have inconclusive evidence of
transfer of specific skills. fj

* In effect, both of these occupational background
studies emphasize the prime necessity of asking
and answering the question,“What are we looking
for and what do we expect to find when we study
transferability of skills?” E

1 Job Family Series, Nos. i-80, covering 77 oceupations {1942-44). Cut o
print. : i
2 Carroll L. Shartle, Occupational Information, New York, Prentice-Hal
Ine., 1652 (ch. VI, pp. 161-187). T

: Unpublished Cecupational History Study, in filaz of USES. -

 Charles R. Walker and Robert H. Guest, The Man on the Asgsembls
Line, Cambridge, Mass., Harvard Universify Press, 1952 s
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malar skills (knowledge and ability requirements)
n be identified among jobs and tramsferability
ommendations made on that basis. A recent
eview of the psychological literature on transfer of
pining suggests the barrenness of the informa-
jon available.

e 19307,
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The writer has recently had occssion to study a large
ember of articles and reports dealing with fransfer of

.t there wefgpractical application but it may be stated at once that

finite answ:
lem did lit

involved
ad the prin

hasie assurmy

eriments reported deal with the exereise of established
kills in new or altered situations. On the contrary, the
ast majority of experiments ring the changes on rela-
'#ely simple stimulus-response situations where the
tivities involved are the learning of paired associates
nonsense syllables or other words) or simple motor

Hresponses to visual stimuli, ete’ -
ade 10 answag > !

-Some contribution has been made by the re-
earch in theories of learning. Munn® points
ut that where learning of one skill facilitates
earning of another skill we have positive transfer
ol training. But earlier learning may have a
. Fnegative effect upon the acquisition of a new skifl
wnuactur®and in this case we have habit interference.
aded all U@What determines whether the transfer will be
unskilled; Epositive or negative? Both can be attributed to
Ay h:"’ﬂ cofFeither (a) similarity of content, (b) gimilarity of
ons in whi chniques, or (c) similarity of principles, or
i work padg(d) a combination of these. Is there any way of
e evidence §predicting which might oceur? “In general,”
unn says, “when we are calied to make old re-
0nses in new situations, transfer may be posi-
ve. When we are required to make new re-

onses to old situations, transfer may be nega-
ve.” .

hile industr
m 15 man

.1 backgroun
ity of aski
re we lookil
hen we stud

. 0. Chambers, Transfer of Training: A Practical Problem. (In
Jecupetional Psychology, London, Taly 1956, pp. 165-168)
Norzian L. Muan, Psyeaalogy, Boston, Hotghton Mifin Co., 1951 {pp.

5 (1942-48). Oul)

“ork, Prentice- = .
Bir Fredaric Bartlett, The Transfer of Trainine. (In Cambridge Institute

Sueation Bulletin, Cambridge, England, June 10543

, OD. oif. (p, 165).

TaEs,
.o on the Asse
252,

raining. Ii was hoped that a body of experimental evi- >
ence would be found yielding conclusions of useful

he search was disappointing. Exceedingly few of the’

Thus, the identification of similar skills does
not in itself help us with our fundamental prob-
lem. Sir Frederic Bartlett suggests another
approach. He reports on research involving the
learning on the part of operators of patterns of
switch manipulation for lighting eleciric bulbs.

Very consistently the move from a relatively easy to a
refatively difficult setting [of the switehes] gave rise to no
pasitive transfer of an aecquired skill, but the move from

he relatively difficult to the relatively easy did give rise
to positive transfer. More than this, it became clear that
the order of difficulty that was most effective was pre-
cisely at that point at which the operator was being
forced to consider ahead what he would do next, fo plan
a method rather than merely to acquire facility of move-
ment. It would seem that just learning what to do in a
given set of eircumstances js never naturally, or normally,
transferred to another set of circurnstances; bub learning
how %o do it may be. . from the point of view of
their t{ransfer functions, learning procedures cannot ever
be reduced to overlap between items, or even to connec-
tions between any two items picked out from the sequence
of the operation and considered by themselves?

The foregoing suggests that the matter of
stmilarity must be sought in the overall attack
upon & problem. However, Chambers points out
that although experiments of the type performed
by Bartlett have research value, they tell us very
little in connection with practical work situations.
“Learning to do a test ‘to criterion’ in s few
sessions is by no means the same as acquiring a
skill over years of practice. In point of fact few,
if any, operatives in industry or in the armed
services need to learn words in paired association
or to press 1 of § buttons when a green light
appears at the apex of a triangle. What no one-
seems to know is how far proficiency in such.
artificial situations can be carried over to the real
jobs done by workers in different occupations.” 8

Thus, at the moment, the findings of psycho- -
logical research suggest that, while it is possible
to identify similarities, it is still a problem to™
determine their true nature and how they funetion
in transfer. The practical significance of this
problem iz evident from some of the inconclusive
experience in dealing with it. For example, it
can be shown that some elements in the work
performed by some machinists (setup and opera~
tion of lathes, milling machines, and shapers, or
use of files, micrometers, blueprints, etc.) are
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identical with those performed by some tool and
die makers, armament mechanics, or instrument
assemblers. Also, some of the elements can be
considered similar (metals with related character-
istics; similar parts, but of different sizes; machines
of same principle, but different size and make;
different tolerances, although all involve fine
accuracy). Yet when transfers occur among
jobs such as these, some employers report success
and others failure. It is at present extremely
difficult to tell whether employers are referring
to elements quite different from content, tech-
nique, or principle. In some instances, they may
consider quick learning of certain new and
unrelated duties as a sign of successful transfer;
in others, they msay be referring to failure due to
inability to adjust to temperament requirements
or physical demands.

We must conclude, therefore, with regard to
the first question, that although similarity may be
identified, it is not at all clear whether the right
olements for transferability are being focused
upon, or whether similarity has positive or nega-
tive effect in transfer.

2. When transfer based on similarities of skills s
explained to workers, they will choose among the
opportunities presenied. Here recent labor mobil-
ity studies are most lluminating. They report
on the movement of workers in the labor market,
given various conditions, circumstances, and skill
levels.

Tn 1936, in Philadelphia, the hosiery and
textile industries were contracting, the radio
manufscturing industry expanding.® The jobs
in these industries, although quite different in
knowledge requirements, place heavy demands
on well-developed manusal and finger dexterity,
eye-hand coordination, and adjustment to repeti-
tive short-cycle tasks performed under specific
instruction. In other words, in general, the
production jobs appear to require similar worker
traits. Yet the radio industry did not mainky
draw from the pool of unemployed and its reser-
voir of skills, but rather from new entrants into
the labor market such as youths and housewives.
The workers in the textile and hosiery industries
preferred to try to weather the storm and stay
with the industry to which they were accustomed

rather than try new jobs in the radio industry. -

The textile and hosiery workers appeared well

informed of conditions within their industry, and
there was considerable mobility among worker
but to identical jobs within those industries
secure ‘“‘a better machine,” ‘“‘a better job,” o
“higher. wages.” Gladys L. Palmer suggest
that family, friends, individual experiences, ang
immediate proximity to textile and hosiery plan
occasioned this behavior.

The industrial attachment of the knitters i
highlighted by their behavior in 1940, accord:
to Palmer:

Special defense refraining programs were developed fo
unemployed knitters with the active cooperation of th
[International Ladies’” Garment Workers’] Union in severs
cities, including Philadelphia. It was the hope of th
union that knitters by reason of their knowledge of ms
chine adjustmehts might be placed in the munition
industries, either on machine-operating or repair an
adjustment jobs. But at the end of this program, as on
union official ruefully remarked, the knitters applied fo
work as “knitters”’ rather than as ‘‘machine operators
or ‘‘machine adjusters.”” Nevertheless, many knitters ang
workers from other hosiery occupations did secure joby
in munitions industries during the war and have nd
returned to the hosiery industry.t®
These latter moves may have been successf
because of similar worker trait requirements, bul
no study was made to determine this. -

Three studies® by the Bureau of Labor Statis
tics concerning the mobility of workers showe
that (a) skilled tool and die makers overwhelm
ingly stayed within or very close to the specializeds.
content area for which they were trained; (b
electronic technicians (a new trade) were onl
minimally (9 percent) drawn from such relatel
fields as electrician, radio-parts salesman, electr:
cal-appliance repeirman; and {(¢) Ph. D.s
chemistry, physics, and biology moved & gr
deal but between scientific areas in only the earls
job period. Later, the movement was betweel
functions (teaching, research, administration)
their own scientific area.

These studies, as well as her summary findin
of labor mobility in six cities, suggest to Palm
that:

. career framework considerations outweigh a
denta] eircumstances if one looks at the record of j

» Gladys L. Paimer, Interpreting Patterns of Lator Mobility. {In L8
Mobility and Economic Opportunity, by E. Wight Bakke and oth
New York, John Wiley & Sons, 1854, pp. 47-87.)

® Thid. (p. 58).

11 Phe Mobility of Tool and Die Makers, 1940-51, BLS Buil. 1120 {18 o ore
The Mobility of Electronie Technicians, 1040-52, BLS Bull. 115¢ {1954); .
Oceunpationsl Mobility of Scientists, BLS Bull. 1321 (1953). -
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. 84 distinet from a cross-section view of a number
¢ job transactions in & loeal market at any given
For a variety of reasons, accidental factors play a
nt role in the choice of first jobs, and such jobs
a high proportion of the total number of job trans-
at any given fime. For some workers who have
jor financial responsibilities or who would find it
fieult to make satisfaetory work adjustments under any
gnditions, accidental factors may play an important role
ronghout their work history, but they are in a minority.
most workers in selected manufacturing industries of
metropolitan community like Philadelphia for the years
receding 1936, the experience records appear to have a
tionale, and what may be called “career framework
onsiderations explain many, if not most, job changes,
conomic considerations loom large in this context.
yorkers quit jobs to get “steadier work,” “more money,”
better working conditions,’”” “more experience,” or what
y consider to be a “promotion.” If they are forced to
hange jobs by layoffs, they may have o accept any job
hat they can get, but their subsequent history will show
an atfempt to return to the company or work that they
prefer or, occasionslly, a permanent shift to a new type
work. For the latter type of change, which represents
a modification of their career plans, they give explanations
‘that are reasonable to them in terms of their qualifications
and the character of job opportunities at the $ime.

Thus, workers will not readily move to new
pccupations outside of their career framework
even where there is the relationship that would
suggest the possibility of positive transfer. From
the standpoint of workers, transfers would have to
be.within an area of work where most of the
elements are identical, not just similar,

- When transfer based on similarities of skills s
ezplained to employers, they will accept workers

ik skills different from those initially soughi.
Numerous studies such as those by Edelman 3 and
Malm,* bring out the fact that only a minority
fﬁlfms today, and those usually the larger ones,
ngage in job analysis to the point of having an
nelysis of requirements and qualifications. Ob-
riously, if there is no clear statement or recognition
‘f What is wanted, it is unrealistic to talk about
nilerities of skills. Furthermore, these same
dxes Indicate that frequently, where employee
9ening and selection is effected by a personnel
ﬂiﬁe'QVen in firms that have job specifications, the

- ¢it. (p. 86). Ses also Gladys L. Palmer, Labor Mobility
 New York, Social Sefence Regearch Councl, 1954,

, and others, Channels of Eraployment, Urbana, I,
Tiingis, 1952,

, Hiring Procedures and Selection Btandards in the
2y Atea, Roprint 54, Berkeley, University of California, 1955,

final say as to hiring may be in the hands of a
supervisor or foreman, who may reject the
candidate. These rejections may be for any one
of many reasons. The easiest one that avoids
controversy—and, so far, defies analysis—is: “No

the right kind of experience,” but the true reason
in some cases, may not be related to the job
specifications.

Thus, “employer acceptance” is obscured to
begin with, because of the relatively limited area
in which it can be studied and the difficulty of
getting at the true facts. The writer has been
unable to study this very difficult problem under
controlled conditions, but like other workers in
the field, he has been confronted with skeptical
and sometimes bitter sttitudes on the part of
employers regarding so-called related experience.
Attempts to track down the basis for these atti-
tudes suggest that they have little to do with the
transferability of training, but much to do with
poor communication between employer and place-
ment worker. Frequently, the placement worker
had a very insubstantial basis for suggesting a
relationship and no knowledge of how such place-
ments had worked out in other instances. In
other situations, the employer had such a vivid
image of the kind of person he wanted in the job
(usually the image of the person who had vacated
1t) that he was impatient with the worker whom
he ultimately and reluctantly accepted.

In any case, many employers have built up
special mental barriers against accepting workers
with so-called related experience. Emplovers in
aireraft plants during the war, in some instances,
refused to hire machinists and mmachine hands
from the automobile and heavy transportation
industries for jobs with the same titie in their
mdustry because of their expressed belief, pre-
sumably based on experience, that workers from
those industries could not adjust to the closer
tolerances required in the aireraft industry.
Further, one automobile employer in Detroit told
the writer that he would rather not hire assemblers
with experience in a plant of a competitor for the
Jobs in his plant because “we do things differently
on our line and if he comes from X he gots mixed
up and the line breaks down.” Department store
personnel workers are wary of former salespeople
from eertain other stores in the same city because
“they are not our type.” Garment manufacturers

. and often workers themselves insist that exactly
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the same operation is not transferable to a different
price or style garment, apparently meaning that
the readjustment would be too great.

All of these examples suggest that close similar-
ity among jobs is & drawback in many employers’
minds. However, their attitude toward related
experience 1is basically conditioned by more
fundamental attitudes, as pointed out in a recent
survey of hiring practices in the Trenton area:

In hiring, the plant managers usually selected employees
whom they expected to be able to hold and train, and
consequently they preferred married workers in their
middle or late twenties, Selection may be determined, not
by the applicant’s physical characteristies or experience,
but by the plant interviewer's judgment of *‘the applicant’s
character traits, his worklife potentialities for jobs up the
line, and his social fitness for the sort of work foree the com-
pany has or seeks. Judgrent is really on a4 multijob basis.
For a variety of reasons, a company in hiring may diserim-
inate against some races, some nationality groups, and
Bome age ciasses, or against persons with too much or too
little education, intelligence, or ambition.’”” Thus, mapage-
ment’s specifications are ofter highly subjective; moreover,
they may change with the timesi%

We must thus conclude that, under present condi-
tions, there is not much assurance that the concept
of transferability is either acceptable to emplovers
or easily subject to practical test by them.

4. Workers and employers are free to make the
chotces presented by tramsfer possibilities and will
make them because of need. It appears that to an
ever greater extent the jobs to which workers
move are determined by certain “lines of force”
or structural conditions within the labor market ¢
As Clark Kerr points out:

Barriers to movement are set up by the skill gaps be-
tween occupations and the distance gaps between locations.
Beyond the specificity of skills and the money costs of
physical transfer, lie szch various but no less important
impediments 10 competition as lack of knowledge, the job

tastes of workers, their inertia and their desire for security,
and the personal predilections of employers.

* * * * *
Moreover, workers and employers form sitachments

for each other which neither like to break lightiy . . . and

separation is for eause only. Thus most jobs, even with-

out institutional ruies, belong to singie workers or to
small groups of workers.1?

But, in addition, there are institutional factors
whieh further Iumt the freedom of choice, and
Kerr points out that these institutional factors are
significantly shaped by typeof union membership.!®

Thus, the craft union limits the mobility of wor
ers Wlf,hm a carefully defined occupational ang
geographical area. The worker's Secumty g
based on skill but the use of this skill is neverthe
less carefully defined and restricted. Tn the i :
dustrial enterprise, workers’ mobility is als! ble &
limited by seniority. Two exceptions to th
rigidity of seniority, both of which apparent]
attumpt to recognize similarity among skills, a
found in personnel practices and collective bar
gaining agreements which (1) provide for )
sideration of the ability of workers or (2) allow fg
movements within such organizational job cat
gories as production, maintenance, or sales, amon
which there is no corrpetltmn 1s These conditio
existed in the main before the unions obiaine
any control over the emplovment conditions o
their jurisdictiors “The institutional rules
however, do match men and jobs more precisel
m the craft case and the man and the job in th
industrial case, than was déne informally befon
their introduction.” ®

The structuring of the labor market pertains to
the “outs” as well as the “ins.” There are onl
limited points of contact between the two. Th
competition is mainly among the ins and 8T00Tg
the outs. Among the many reasons that workers
do not find jobs is that tbey do not meet the spec
fications set by employers and unioms. . . . gs
the specifications become more formal and cover
more jobs, determination of the specifications
becomes of increasing concern to persons in the
external market who are universally unrepresented
in the councils which set the specifications.” 2

In view of these observations, based on exten
sive study and substantiated from many direc
tions, one must conclude that the freedom o
Workers and emplovers in the labor market
considerably restricted. Particularly restricted
are workers who have acquired skills or experien
and thereby become attached to & craft or an i

1t Bee Employment Practices in Trenton, N. J., Manufscturing Pisnts
summary of Hiring Practices and Labor Competition, by Richard A. Les
Princeton, N. 7., Princeton University, Research Report Series No. 88, 10
Monthly Labor Review, February 1955 (p, 192). :

6 B, Wight Bakke and others, Labor Mobility and Economic ‘Oppo frH
nity, New York, Joho Wiley & Sons, 1954,

7 Clark Eerr, The Balkanization of Labhor Markets.
others, op. ¢it., pp. 9495 and 95-96.)

18 Ibid.

* Somewhsat ansiogous considerations exist m the Federn] Governmell
reduction-in-ferce system and its areas of competition,

# Kerr, op. cit. Lppr

2 Ibid. {p. 103). oy

(In Bakke
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%t move is to secure themselves.
hey drastically limit their freedom of
ere concludes: “For society to remain
ny ports of entry should exist and
.tlon barriers should not hold outside
7d the willing.” #

Jerability is desirable from an educational
£ sinee it shortens training and reduces
This assumption appears to be much too
hroad since there are known to be problems of
rring training for a specific job to’ the job
Ghiselli and Brown call attention to
Gilbreth’s experience with bricklayers:

e found that trainees instructed under slowed-down
jtions Jearned a set of movements that handicapped
hetrt in performing under normal working speed. It was
('-,essary for them to learn a different set of reactions
prider the faster rate used in actual bricklaying. Tt also
was found that these earlier reactions retarded the speed
m‘ learning of the correct responses.

“It must not be thought that these transfer effects are
found only between training and job performance of
noviees; they apply equally foreibly to the training of
older workers for mew jobs. The problem with older
workers is of even greater difficulty because of the poten-
tial transfer value from their old skills and abilities to
new type of work., Even when no formal training is
given to the old worker before he is transferred to.a new
here must be a transition or breaking-in period dur-
ing which any interference from his old skills can be over-
eome and adeguate adjustment made.’

What do workers themselves say about the
applicability of prior training to their ultimate
jobs? A Bureau of Apprenticeship study* is
somewhat informative, although it does not define
“related” occupations and we must assume that
related means a very substantial overlap in items
such as materials, machines, type of instructions,
and basic kuowledges Thxs study followed up
former apprentices, inquiring which training re-
eeived while apprenticed helped in various types
of employment. Ninety-six percent of those who
were employed in the same trades in which they
had been apprenticed, and 74 percent of those in
ciosely related trades, considered that their train-
Ing was a great deal of heip or of moderate help.
Fifty percent of those working in other and unre-
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win C. Ghiselli and Clarence W. Brown, Personnel and Industrial
)y New York, MeGraw-Hill Book Co., 1048 (pp. 329-330).

-up Study of Former Apprentices, U. 8. Department of Labor,
L t«?s)l-"renticeship. Technical Bull, T-143, December 1954,

lated skilled trades, and about 20 percent of those
in some semiskilled or other occupation also con-
sidered their training of great or moderate help.
This study appears to-support the view that
training in one kind of work is helpful in other
kinds of work. We must nevertheless note that
very significant perceniages did not feel that their
training was of any help in related or unrelated
trades,

Not nearly enough is known about the trans
ferability of training, but some recent conjectures
may actually change our thinking on this matter
completely. The way to reduce training costs
and maximize skill potential may, in effect, be to
assign workers frained up fe a relatively high
degree in some craft offering a wide variety of
challenges in possible method and approach, to
simpier, less demanding tasks of the same or some
other craft, nevertheless requiring similar methods
and approaches. For example, Bartlett,® com-
menting on the research noted earlier, suggests
that it might be wise to first “introduce the learner
at a stage that s already a little difficult for him,
and to be a little less concerned than people
usually have been with complete and specific
efficiency in whatever it may be that is being
fearned. . Then, by practice and precept to
set the learner from a very early stage on the way
to realize that the number of the ways of doing
things is very far short of the number of the things
that have to be done, and that methods, proced-
ures, plans of attack remain much the same in
circumstances and for problems which at first
sight appear very different from one another.”
In short, effective economy regarding transfer of
training may have little or nothing to do with
apparent similarity smong jobs based on identity
of material, machine, subject matter, or even
certain traits such as dexterities. The problem
of transfer may be one of training individual
judgment to determine whether very different
jobs may not actually be approached by identical
methods.

Rationale of Transferability

The appeal of the idea of transferability of
skills seems to be based on the ideal of economy
and efficiency—the avoidance of waste. Such
an appeal stems mainly, it would seem, from the
view of the worker as an adjunct to a machine
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or work process. He is regarded much as the
all-purpose machine which, depending on the
setup and attachments, can produce various items
and thus be used to the maximum. Also, if the
machine can be set up for multiple complex
operations, but instead is used only for one or two
simple operations, this is inefficient.

A number of considerations suggest that workers
ars not realistically viewed in this Hght. ()
Skilled workers and professionals, even when in
the jobs to which best adapted, are not always
working at their maximum skills and using their
total training. Their jobs involve a range of
activity and chenges of pace perhaps needed
for them to meet pesk performance demands.
(b) Workers have many skills which they are
not using directly on the job, These skills may
bave been acquired in schools, at home, or in &
social situation connected with leisure-time activi-
ties. The worker may associate these skills either
with enjoyment of life or with personal ambitions
anticipating self-realization of potential abilities.
Their value to bim is not necessarily associated
with economic utility. (¢) The continuous use
of developed knowledge and training is most
obvious in moving among specialized areas. On
the other hand, as Bartlett suggests, the most
significant transfer may not be evident in spe-
cifics, but rather may be due to broad experience
in many work areas and resuliing sophistication
as regards methods. {(This may be behind the
demand for persons with generalized rather than
specialized training, in certain planning and
executive jobs.)

Summary

Thus, there is good reason to question the
premium placed on transferability of specific
skills as & means of achieving efficiency and
economy in manpower utilization. Maybe it
represents such a means, but first there must be

- Knowledge of so-called transfer possibilities—
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a clearer ides of what transferability is, beyong
the situation summarized below.

Identification of skills and knowledge: Although
similar skills and knowledges can be identifi
among jobs, (a) the accuracy or utility of thig
identification depends on the degree to which the
skills and knowledges are specifically defined, and
(b) determination by controlled study Whethef
such similarities will aid or hinder transfer. Such
studies have not yet been made. :

Knowledge of transferability as a basis for choice:

based on occupational comparisons—is not by
itself a crucial factor in placement activity.
Much more fundamental limitations exist. With
workers, for example, career framework con.|
siderations appear to be equally important
With employers, such factors as the momenta
condition of the labor market and the character}
of the job speczﬁcatlons by whick they hire are;
crucial.

Freedom of choice: Quite apart from the decisio
of individual workers or employers, institutionall ‘about 2
factors exist, such as union controls, which pla, :
restrictions on transfer.

Belation to {fraining costs: Transferability
skills is not at this time a very wvalid basis f
economizing in training. As ves, there is no ad
quate basis for an understanding of this problem.}

Nevertheless, transferability of skills probabl {
has merit as an instrument of manpower polic | 2
when it is clearly disassociated from mobility ¢
workers in general and when account is taken o
the broad range of variables influencing trans
ferability, beyond obvious similiarities in m
chines, materials, and type of work. A system
atic approach toward understanding the feasi
bility of the concept for particular problems, an
at the same fime demonstrating the wide rang
of variables that need to be used to apply it in
those problems, will be outlined in the secom
half of this article.



