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Chapter 7 Using a Channels Framework to Achieve an

Understanding of Migration History

7.1 Introduction

The influence and effects of different channelling
mechanisms on the migration and occupational histories of
international migrants was indicated as a main research
topic for consideration in this thesis. To achieve this,
information regarding migrants' histories was obtained.
Respondents were asked to only give information relating
to international moves made since they had entered the
labour market. Analysis and discussion of this migration
history information forms the content of chapters 7 and 8.

Chapter 7 presents a detailed investigation of
international movement histories, using a channels
framework to analyse and discuss many features of these
experiences. Migration history information is also
separated by migrant type (where appropriate) to allow for
a consideration of this source of variation within the
data. Information included relates to the number of
international moves undertaken, the destination countries,
the duration of international moves, the return of
respondents to their origin countries between moves, and
the duration of these periods of return. The involvement
of spouse/partner and children in accompanying respondents
overseas is also detailed.

This chapter, therefore/ serves as an introduction
to, and detailed discussion of, several features relating

to international migration history. Many of the themes and
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ideas introduced are continued and developed further in
Chapter 8, which contains a detailed investigation of

occupational history, again using a channels framework for

enquiry and analysis.

7.2 International Migration Frequency — Number of

International Moves

An international move was defined as one which
involved the respondent leaving his/her country of origin
and being employed within the boundaries of another nation
state for a period of three months or longer. For example,
in a situation where a respondent had been employed abroad
on five occasions (visiting five different countries or
five separate visits to the same country), either
returning to the origin country between moves or moving
straight on to another destination, the respondent was
treated as having made five international moves for
employment.

Data relating to the number of international moves
relative to channel of movement are presented in Figure
7.1. The channels of movement used for the tabulations
were those indicated by the respondents as the way in
which they found out about work abroad on their last (or
present) migration. This does not, however, allow for
variation or change in the channelling mechanisms used
previously in the respondents' international migration
history. Evidence of the assumed complexity of channelling
mechanisms through time and space indicated earlier in

Chapter 5 (which may infer the use of alternate channels
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at different points in one's migration history) was not
available. However, use of present/last channel of
migration in the investigation of migration history is
valid, as the migration history (past, present and future)
of an individual is intimately linked with the situation
at the present time.

For all channels, a significant number of respondents
had been involved with only one international move for
employment. 'One time' or 'first time' movers dominated in
certain channels, Eg. newspaper and other media, family
and friends, church, and 'other' channels. There were
channels where respondents indicating one international
move were not in the majority. In the cases of the
contacts in industry (only 36% one movers), intra-company
transfer, professional institutional, and international
recruitment agency channels, it was those respondents
indicating two or more international moves for employment
that were of most importance.

Some of the channels listed are perhaps most closely
associated with the traditional international ‘'settler’
migrant phenomena (%or example, family and friends, and
'other' channelg. However, even in the case of these more
'traditional' channels, two or more international moves
were indicated by 30% or more of the respondents.

It is difficult, using only data related to migration
frequency, to draw conclusions from the proportions of
respondents in each of the channels who indicated one

international move. For example, it would be difficult to
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identify those respondents involved with "settler
movements" (Petras 1981, P61) who may make only one
international move in their migration history, as distinct
from other respondents ("skilled transients", Appleyard
1985) who are just beginning their migration history, and
who were involved with the first of what might be many
future international moves. There are, however, certain
other migration history variables which might be included
to separate 'settler' and 'transient' movers - for
example, destination country and duration of visit (these
are discussed more fully subsequently).

If consideration is given only to those respondents
involved with two or more international moves, it may be
expected that 'settler' migrants have been eliminated (at
this higher level of migration frequency) and that the
respondents are of a different nature.

For a majority of channel types, the numbers of
respondents indicating two international moves were of
overall second importance to the one move group, and, in
general the number of respondents declined with increased
migration frequency.

Certain respondents indicated their involvement with
a very great number of international moves for employment.
For example, the single largest number of international
moves was ten - indicated both by respondents involved
with intra-company transfers and 'contacts within

industry'. Indeed, respondents involved with seven or more
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international moves were associated only with these two
channels.

Analysis of number of international moves allows for
the identification of a professional expatriate subgroup
for certain channels. Considering respondents who have
made four or more international moves (showing a high
degree of international mobility) it was noted that the
international recruitment agencies channel contained the
largest proportion (21.8%), followed by the contacts in
industry channel (20.7%). Two other channels each
contained over 15% of respondents with four or more moves
- the professional institutional (19.1%) and intra-company
transfer (15.2%) channels.

Explanation of the existence of this group of
'chronic' movers within these channels can be related to
the mode of operation and selection each represents. For
example, the operation of international recruitment
agencies, in terms of 'targeting' selection (Eg. in
certain geographical locations, age groups, employment
skill and experience) will determine the international
migration frequency of respondents utilizing this channel.
Within MNC's, international migration frequency is based
upon career development through a number of secondments or
postings in various countries within the international
context of the employer.

The migrant types of the 'professional' (meaning most
frequently moving) expatriate subgroup defined in this way

can be identified using Figures 7.2 A-C. Considering moves
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Figure 7.2 Number of International Moves by Channel Type and Migrant Type
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channelled by international recruitment agencies (Figure
7.2 B), UK migrants dominated the four and five move
categories. For respondents in the 'contacts in industry'’
channel (Figure 7.2 C) expatriates who reported four or
more moves were proportionally of much greater importance
amongst USA and other foreign immigrants to Scotland. In
the case of the 15.2% of intra-company transfer
respondents who indicated the highest migration
frequencies (Figure 7.2 A), foreign respondents were most
numerous amongst those with four and five moves, while for
moves seven to ten UK migrants predominated.

A second group of channels containing smaller (though
still important) proportions of four or more move
respondents was also identified. These included companies
with overseas contracts (12.5%), newspaper and other media
(11.6%), family and friends (10.1%), and migrants who were
themselves the channel (8.2%). That these channels
contained smaller subgroups of professional expatriates
may perhaps not have been expected, due to the nature and
operation of certain of these channelling mechanisms.

Migration frequency was analysed in relation to the
age of the respondents (Table 7.1). It would perhaps be
expected, on an a priori basis, that migration frequencies
would increase with age, and this was true to a certain
extent. The proportion of one-off movers decreased from
the youngest (15-24 years) to the oldest employed age
group (55-59/64 years). However, the 60/65+ year group

displayed an increased proportion of one-off movers -
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Table 7.1 Number of International Moves by Age (%)

15-24 25-34 35-44 45-54 55-59/60 59/65+

yrs yrs yrs yrs yrs yrs
one move 85.7 69.4 46 .5 39.4 26.8 57.1
two moves 7.1 18.3 22.4 22.1 25.0 14.3
three moves 7.1 7.9 17.1 12.5 17.9 7.1
four moves - 3.1 6.1 14.4 7.1 21.4
five moves - 0.9 4.4 7.7 17.9 -
six moves - - 2.6 1.0 1.8 -
seven moves - - 0.4 1.0 - -
eight moves - 0.4 0.4 - 1.8 -
nine moves - - - - 1.8 -
ten moves - - - 1.9 - -

Chi square Test Results
calculated X2 value = 130.32
critical tabulated value for 6 x 3 table,
10 degrees of freedom = 29.59
H. rejected at 99.9% confidence level
detailing evidence of retirement moves.

The chl square test was utilized as a means of
identifying the statistical significance of the
relationship between migration frequency and age. Firstly,
the data had to be re-categorized to eliminate the large
number of 'empty cells'. This was achieved through
classification of migration frequency to one move,
two/three moves, and four or more moves. The calculated X:
value was very high, allowing for rejection of the null
hypothesis (stating that no statistically significant
relationship existed) with 99.9% confidence.

The relationship between number of moves and age for
respondents involved with the intra-company transfer

channel (Figure 7.3 A) indicated a situation very similar

to that noted in Table 7.1. Migration frequency increased
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Figure 7.3 Number of International Moves by Channel Type and Age

15-24 yrs
25-34 yrs
35-44 yrs
45-54 yrs
55-59/64 yrs

60/65 + yrs

25-34 yrs

35-44 yrs

45-54 yrs

55-59/64 yrs

20

40

percentage

60

A

80

100

40

percentage

288

Contacts

100

ONEIDEOSEBESN

OSEDNDEONESN

one move
two moves
three moves
four moves
five moves
six moves
seven moves
eight moves
nine moves

ten moves

Intra-company Transfer

one move
two moves
three moves
four moves
five moves
six moves
seven moves
eight moves
nine moves
ten moves

In Industry



with age to a certain degree.

Respondents involved with moves through the contacts
in industry channel displayed somewhat different features
with regard to age and migration frequency than noted
previously. In this channel (Figure 7.3 B), there appeared
to exist a relationship whereby migration frequency
increased with age, but it was the younger 45-54 year
group which contained the largest proportion of
respondents with the greatest migration frequencies.

A few summary remarks regarding migration frequency
can be made. Information relating to the number of
international moves of the respondents was complex and (on
its own) somewhat difficult to interpret. It would appear
that there were certain channels where respondents were
more involved with making a great many international moves
for employment. The two most important of these channels
proved to be the contacts in industry and intra-company
transfer channels. Also, in general international mobility
did appear to increase with age, with greatest mobility
found amongst those aged 45-64 years.

7.3 Destination Countries of International Moves

Information relating to the destination countries of
the respondents is presented in a form which takes account
of the differences in migration history that may result
from varying migration frequencies. Destination country
information was analysed to indicate differences in the
importance of certain areas of the world as a destination

for those of differing migration frequency and channel
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type. Such locational information allows for an
examination of the specific linkages of Scotland with the
rest of the World, permitting comment on Scotlands’
position in the world economy and the reasons for the
existence of such links.

Summarized destination country information for UK
respondents (emigrants and return migrants) who indicated
only one international move is detailed in Figure 7.4.
Details are given only for those channels which represent
the most interesting features of the migration system. USA
and other foreign respondents who indicated one move were
not included in this figure as, by definition, their
destination country was Scotland.

Several of the channels were dominated by just one or
two destination areas. Among UK respondents moved through
intra-company transfers, 57.5% indicated the USA as the
destination for their first move. Information on
destination country by migrant type for this channel
(Table 7.2 A) confirms that all foreign respondents had
been employed in Scotland on their first international
move.

Strong involvement with the USA through intra-company
transfers is an indication of the very important
multinational company links between Scotland and the USA.
Scotland is an important location for branch plants and
offices of many USA owned multinationals. Official
statistics indicate that in September 1989, there were 162

USA companies manufacturing in Scotland (S.D.A 1989).
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Table 7.2 A Main Destination Country by Migrant Type for Intra-company
Transfers -~ One International Move (%)

UK usa Oth.for UK USA Oth.for
emig emig emig ret.mig immig immig
Scotland - 100 100 - 100 100
Can/NZ/S.Africa 13.6 - - 5.9 - -
USA 27.3 - - 70.6 - -
Middle East 18.2 - - 5.9 - -

South East Asia 13.6 - - 5.9 - -

292



These multinational companies were mainly involved in the
electronics, engineering, oil and chemical industries.
White (1989) found that there was a high level of
involvement of Scottish local skills at management level
in these company offices and plants in Scotland.
Employees of these companies have the potential to be
easily transferred within the internal labour market
between the USA and Scotland (or vice versa).

Information relating to destination countries of UK
emigrants from Scotland involved with this company channel
(Table 7.27A) indicated that, while the USA (27.3%) was the
destination country of single greatest importance, it was
by no means the only destination. Other locations
accounted for large proportions of these emigrants - the
Middle East (18.2%), Canada/S.Africa/N.Zealand (13.6%) and
S.E.Asia (13.6%). This destination pattern perhaps
reflects the more complex and dispersed nature of recent
links between multinational and transnational companies
based in Scotland and other regions of the world. This may
be, for example, because UK emigrants leave Scotland
through involvement with a USA company which also has
offices in these other regions. These linkage patterns may
also indicate movement of employees involved with certain
industries, for example, oil and gas developments. The
precise nature of the industries involved will be examined
in Chapter 8.

Similar levels of predominance of destination

countries to that displayed for intra-company transfers
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were also noted in other channels. The destination
countries of one-off movers involved with these other
channels were however very different to those for the
intra-company transfer channel.

Those respondents who were themselves the channel for
international movement indicated the importance of
Australia (48.1%) and Canada/S.Africa/N.Zealand (29.6%) as
destination areas. Similar levels of involvement with
these two destination regions were also noted for family
and friends and 'other' channels. These channels were
therefore associated with the more 'traditional' or
'colonial' settler migrant destination regions,
historically linked with much 19th and 20th century
migration from Scotland.

Only UK migrants were found to be involved with
'other' channels (Table 7.2 B). A feature of central
importance was whether return migrants after making one
international visit to these destination regions may be
labelled as permanent return migrants (for example,
returning to Scotland to retire). Such a question may be
answered using other survey data, for example, length of
visit information (ie. were visits of a transient nature?)
and motivations for migration.

Those in the family and friends chaqnel may be
considered as involved with a 'traditional' method of
"gsettler" migration, and consequently it was not
surprising to find them going to ‘traditional' settler

destinations. The links described between Scotland, the
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Table 7.2 B Main Destination Country by Migrant Type
for 'Other' Channel - One International

Move (%)
UK UK
emig ret.mig
Australia 20.0 47 .4
Can/NZ/S.Africa 20.0 31.6
USA 40.0 5.3

Old Commonwealth and the USA for these channels, however,
are of a very different nature to those links established
by multinational companies and intra-company transfers.

The channel type displaying the most diversity in
range of destination countries was for those respondents
involved with 'one move' through newspaper and other media
sources. In addition to moves to Canada/S.Africa/N.Zealand
and Australia, this channel also served to establish links
with E.E.C countries. This may indicate a trend in which
media sources make available information and advertise
employment opportunities in other E.E.C countries.

Overall, Figure 7.4 does indicate some diversity in
the range of destination countries of UK migrants involved
with making only one international move. However, in the
case of all channels (except intra-company transfers)
there was evidence of the predominance of 'traditional'
settler migrant locations.

Destination country information for UK respondents
who reported two or three inéernational moves, is detalled

in Figure 7.5. The main differences between Figures 7.4
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and 7.5 with regard to intra-company transfer moves,
firstly relate to the decreasing predominance of the USA
as a destination. The Middle East (22.2%), E.E.C (13.7%),
and S.E Asia (9.2%) were also of importance. Secondly,
world regions not indicated as destinations for ‘'one
movers' in the company transfer channel, had been visited
by those making two/three moves. For example, evidence of
secondments or postings to Africa, Central and South
America, and other European and Nordic countries. This
indicates the truly international scale of multinational
and transnational operations, linking Scottish skills with
plants in many other parts of the world economy. Scotland
was linked (directly and indirectly) through MNC's and
their internal labour markets with many other national and
regional labour markets and economies.

The destination countries of different migrant types
involved with the intra-company transfer channel (Table
7.3 ) revealed that while all categories of foreign
migrants (immigrants and emigrants) again indicated
Scotland as the predominant destination country (all
foreign respondents having to have experience of working
in Scotland for inclusion in the survey), foreign expats
also indicated the E.E.C, the Middle East, Nordic and
other UK destinations as of importance.

Dominance of a channel of movement by a single region
of destination was noted for the international recruitment
agencies channel (Figure 7.5). For UK respondents involved

in two or three international moves through this channel,
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Table 7.3 Main Destination Countries by Migrant Type for Intra-company
Transfers - Two/Three International Moves (%)

UK USA Oth.for UK USA Oth. for

emig emig emig ret.mig immig immig
Scotland - 41.2 50.0 - 56.9 35.7
Australia 13.2 - - - - -
USAa 20.8 - - 32.1 - 14.3
E.E.C 17.0 17.6 - 11.5 3.4 21.4
Nordic 1.9 5.9 33.3 3.8 3.4 7.1
Middle East 22.6 11.8 - 21.8 12.1 -
Other UK - 11.8 - - 6.9 7.1
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it was the Middle East which dominated as the destination
region (46.7%). The importance of the Middle East as a
destination is related closely to the mode of operation of
the international recruitment agencies involved (Findlay
and Stewart 1986). These figures support the contention
that there was still a great deal of involvement of
Scottish expertise in the Middle East.

For UK migrants involved with two or three
international moves channelled through family and friends,
or who were themselves the channel, it was still the case
that the more 'traditional' locations were of most
importance (Australia, Canada/S.Africa/N.Zealand), even
though the respondents did display greater migration
frequency.

Overall, Figure 7.5 (in comparison to Figure 7.4)
indicated that respondents in all channels involved in
making two or three international moves were associated
with a more extensive range of destinations, an
illustration of the diversity of economic linkage between
Scotland and other world regions.

Information relating to destinations of UK
respondents who indicated four or more international moves
(Figure 7.6) allows for further discussion and analysis of
the migration linkages evidenced, and how the differential
operation of the channelling mechanisms influence the
destination countries of the respondents involved.

The largest numbers of UK respondents undertaking

four or more international moves were involved in movement
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through the internal labour markets of international
companies. This channel also displayed the greatest

diversity of destination locations, for example, the
Middle East (19.7%), Africa (13.3%), South East Asia
(12.7%) and E.E.C countries (12.0%).

The importance of these locations and economies as
destinations for respondents making a large number of
moves through intra-company transfers, may indicate that
assignments or secondments to these locations are
restricted to personnel who have already attained a
certain degree of previous international experience. These
respondents may be believed by their employer to be most
suited to, or gqualified for employment in these particular
locations. For example, in the case where many MNC's are
USA, UK or E.E.C owned, an individual who is fluent in a
South American, Asian or Eastern language is of great
value and importance in the management and development of
business enterprises in that region. These individuals may
undertake more than one period of international migration
to such locations.

Table 7.4 details destination country and migrant
type information for all intra-company transfer
respondents involved with four or more international
moves. The decreased dominance of the USA as a destination
for UK migrant secondments was evidenced. Scotland was, by
definition, of importance as a destination location for
all USA and other foreign migrants, although differences

existed in the involvement of these migrants with other
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Table 7.4 Main Destination Countries by Migrant Type for Intra—-company
Transfers — Four or More International Moves (%)
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destination locations. For example, previous employment
experience in the Middle East, South East Asia and Central
and South America among USA migrants, while the USA was
the destination for many other foreign migrants moved by
their employing company.

Several channels were previously identified, for one
and two/three move UK respondents as dominated by
traditional "settler" locations (ie. family and friends,
and respondents who were themselves the channel). Four or
more move respondents involved with these channels
indicated that, while Old Commonwealth locations were
still of importance, a greater range of world regions were
included as destinations, Eg. the Middle East, Africa and
European countries. Similarly, other less 'characteristic
locations were of increased importance as destinations for
UK respondents in the newspaper and other media (South
East Asia) and international recruitment agency channels
(Africa).

Explanation of involvement of these channelled
respondents with greatest migration frequency with a range
of more 'exotic' locations may relate to that discussed
for intra-company transfer moves. These individuals have
had much experience of employment in other societies, they
may speak a range of languages, and are therefore more
easily able to obtain employment in these regions through
involvement with whichever channel.

Summarizing destination country information, it was

noted that there were differences both between channels in
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the destination countries that were of importance, and
differences within the channels (Eg. one-off movers
compared to four or more movers). Several of the
variations between and within channels were explained as
resulting from the mode of operation of the channels, and
the method of selectivity of migrants practised within
each.

A main question for analysis was whether the subgroup
of 'chronic' international migrants visited different
countries to those of lesser or as yet unknown mobility?
The overall picture was one of generally decreasing
dominance of channels by one or two locations, and
increased variety of destination with greater migration
frequency.

Destination country information provided much
evidence of the influence of channel type, and Scotland's
differential links (expressed through these channelling
mechanisms) with different parts of the global labour
market. This information thus provided evidence of
Scotland's position in the world economy. The economic
linkages described which define this position change in
importance with number of moves, and the migrant type of
the respondents.

7.4 Duration of International Moves

Discussion of duration of stay information allows for
consideration of important questions regarding
international migration history. Are the international

migrations undertaken by the respondents of a transient or
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more permanent nature? Evidence of the transient nature of
much skilled international migration was presented in IPS
data (Chapter 2). Does the questionnaire survey data
conform to this? Can variations in the duration of
international moves between the different channels of
movement be identified? The existence of variations in
length of stay information between those respondents with
relatively little international migration experience, and
those with high degrees of mobility is also worthy of
analysis.

It should be mentioned that definitions of
'transience' and 'permanence' seem rather arbitrary. The
researcher decided that international moves of a duration
of four years or less were transient in nature. Visits
lasting five to ten years displayed increasing permanence,
while visits of eleven or more years duration were assumed
to identify respondents displaying the greatest signs of
permanent or settled behaviour.

Despite these definitions it is also noted that an
individual may live and work in a country for twenty years
or more and still consider themselves a 'guest worker’',
intending to return 'home' at some future time. This
“myth" of return has been widely reported by migration
researchers (Nutter 1986). Other individuals may feel
themselves to be 'settled' in a country after living and
working there for only a very short period.

Duration of stay information for respondents involved

with only one international move (Figure 7.7) must be

305



Intra-company transfer

Family & friends

Newspaper & media

Themselves the channel

Other

Intra-company transfer
Recruitment agency
Family & friends
Newspaper & media
Themselves the channel

Contacts in industry

Intra-company transfer
Recruitment agency
Family & friends
Newspaper & media
Themselves the channel

Contacts in industry

7

.

.

7

20 40 60 80
percentage

ONESH

100

< 1 year
1-2 years
3-4 years
5-10 years

11+ years

Fig 7.7 Length of Move - One Move

%

7.

.

7

20 40 60
percentage

100

OSNESEN

< 1year
1-2 years
3-4 years
5-10 years
11+ years

Fig 7.8 Length of Move - Two/Three Moves

W
Y,
Y
%
20 40 60 80 100

percentage

(]
O

< 1 year
1-2 years
3-4 years
5-10 years
11+ years

Fig 7.9 Length of Move - Four or More Moves

306



treated with caution, as these results are influenced very
strongly by the survey method. For example, the
questionnaire survey was based upon international removal
and relocation customers moving into and out of Scotland
during the period 1988-1989. The survey results reflect
the recent nature of the data collection technique,
especially for those respondents who were undertaking
their first move abroad at the time of response to the
survey. These individuals could indicate length of visit
'to date', but not final duration of migration.

Figure 7.7 is included as it provides interesting
details of differences between the channels with regard to
respondents who have lived and worked abroad for a period
of 10 years or more (and therefore are not so affected by
the survey methodology). The greatest proportion of these
more permanent first moves were indicated by those
involved with newspaper and other media, contacts within
industry, family and friends, or who were themselves the
channel. In these channels a large number of permanent
moves were undertaken by UK migrants, who may perhaps be
considered as "settler" emigrants or respondents returning
to Scotland to retire.

From consideration of Figures 7.7, 7.8 and 7.9, it
appears that moves of a transient nature dominate
international migration and that this is true for very
different channel types. Moves became increasingly
'transient' with increased frequency. It was expected that

the numbers of respondents involved with longer duraticen
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moves would decrease as international migration frequency
increased, and overall this was the case. However, even
when dealing with respondents involved in undertaking the
greatest numbers of moves there was still evidence that
certain respondents had been involved with a visit of a
more permanent nature. For example, some 14.4% of migrants
in the intra-company transfer channel had made four or
more moves of five to ten years duration.

These longer postings appear to reflect the
expatriate management policies of the MNC's. Certain
individuals who have extensive migration experience may
have been placed in more permanent situations by MNC's as
a way of stabilizing management and development in certain
offices and plants around the world. It was found that USA
respondents were most involved with these longer
international moves, giving some indication of the
management of USA expatriates within international
companies. Linking this finding to information relating to
destination countries, it is suggested that individuals
with the greatest migration experience were posted (on a
relatively long term basis) to locations where language or
cultural barriers were a problem.

7.5 Total Length of Time Spent Abroad

Total length of time spent abroad is, of course,
closely linked to the number and length of international
moves made by the respondents. However, consideration of
the detalls of total time abroad allows for some overall

indication of how much of the employment career of
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migrants has actually been undertaken out with the labour
market of their origin country.

In a similar format to that used previously, details
of the total time abroad are presented here for
respondents with different levels of migration frequency
(Table 7.5). The chl square test forces rejection of the
null hypothesis, and allows one to infer that these two
elements of migration history are related in a fashion

which is highly statistically significant.

Table 7.5 Total Time Employed Abroad by Number of

Moves (%)
0-5 6~10 11-15 16-20 21+
yrs yrs yrs yrs yrs
one move 79.5 9.7 1.6 3.3 5.8
two/three moves 41.5 29.2 11.3 10.3 7.7
four or more moves 11.1 24.7 24.7 18.5 21.0

Chi square test results
calculated X2 value = 177.94
critical tabulated value for 5 x 3 table,

8 degrees of freedom = 26.12
H., rejected at 99.9% confidence level

It was largely to be expected from information
relating to length of move that employment experience
abroad for a majority of one-off movers lasted for a
period of five years or less. As number of international
moves increased, so did total length of time employed

abroad. Two/three move respondents reported that they had
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spent a considerable part of their employment career out
with their origin country.

Respondents displaying greatest international
mobility had accumulated long total periods of time abroad
(6-30+ years). Thus, the employment career of several of
these respondents was defined almost totally out with the
labour market of their origin country.

It was expected that a decreasing proportion of
respondents would be involved with each successively
longer time period (Figure 7.10). In fact it was only the
intra-company transfer channel which conformed to this
pattern, perhaps due to the greater predictability of
length of time spent abroad on each international move
(Eg. involvement with a series of secondments lasting one
to four years). It was noted that only a few respondents
in this company transfer channel reported a total of 21+
years abroad. This was despite the fact that this channel
contains the highest migration frequencies.

The other channels displayed a more varied pattern of
total time abroad, and contained increased evidence of
very long periods of employment overseas. This would seem
to evidence the permanent nature of some moves undertaken
by these respondents of overall lower migration frequency
(Eg. family and friends, newspaper and media, and those
who were themselves the channel).

7.6 Return To Origin Country Between International Moves

Issues of importance with regard to the question of

return between moves include the effects of propensity to
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return on the social and economic impacts of skilled
international migration in the origin region. Also, does
increasing international migration frequency indicate a
certain 'nomadism' of lifestyle, with no or only very
short periods of return 'home'?

Return to country of origin information also provides
further details about the nature and operation of the
channelling mechanisms. If respondents moved from one
international destination to another, they must have had
some means of obtaining information about employment at
this new location, without having to return home to
arrange the move. The duration of 'home' visits (discussed
subsequently) indicates whether the transient nature of
the international moves is also a feature of the periods
of return to origin countries.

For two or three international moves (Table 7.6), a
majority of respondents of all channel types indicated a
return to country of origin between first/second, and,
second/third international moves. The chi square test
(which required amalgamation of the data for application)
suggested that the relationship between return home and
channel type in this case was not statistically
significant.

For almost all channels, the proportions of
respondents indicating 'no' return to origin country
increased greatly amongst those making four or more moves.
The relationship between channel and return behaviour

proved to be highly statistically significant for these
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Table 7.6

Intra-company transfer
Interniticnal recruit-
ment agency

Family and friends
Newspaper and other media
Themselves the channel
Contacts in industry
Professional institutional
Other

Chi sguare test results

calculated X- wvalue=
table size =

degrees of freedom =
critical value =

H

YES

66.

-
‘

2
= .

78.
77.
90.
90.
56.

WO VWOl wo

2/3 move

O

24.32
accepted

S

NO

w
W

OB IO

[oery

Return To Origin Country Between Moves (%)

4 Oor more moves

YES

36.

NN

45.
34.
64.
68.
25.
53.
100.

COddbd OO

8.90
X 2
7

@ W

24.32

NO

63.

54.
£5.
35.
31.
74.
46.

ONWOKH W

o

rejected 99.9%
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most mobile respondents (again requiring amalgamation of
the data for application of this statistical technique).

Lowest propensity to return home between moves was
displayed for contacts in industry, family and friends,
and intra-company transfer moves. The nature of these
channels allowed for the arrangement of a further period
of employment abroad without necessitating a return home.
This increased 'no' response with increased migration
frequency was to be expected. With greater frequency of
moves and extended international experience, one is less
likely to return home (due to constraints of time and
employment) .

A question raised from this discussion relates to the
reasons for return trips home? That certain respondents,
who displayed great international mobility, also returned
home throughout their migration career - for example,
those who were themselves the channel, moving through
newspaper and other media, or 'another' channel - may
reveal a desire to maintain links with the economy and
society of their origin country, or, that further
international experience could not be arranged from
abroad, but necessitated a period of return.

7.7 Duration of Returns To Origin Country

Duration of return information provides some details
of the nature of, and reasons for the home visit, ie. a
holiday period, or return for a period of employment. Of
main interest was whether return visits were of a

similarly transient nature to the periods of time spent in
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employment abroad, and whether duration of return varied
by channel type and migration frequency.

The most important feature to note with regard to
Figure 7.11 relates to evidence that return moves were
indeed of a similarly transient nature (1-2 years) to that
of moves abroad (Figure 7.8). Employment undertaken during
return was necessarily of a 'temporary' nature. The
transient nature of the employment at home may have been
dictated by the employer or contract, or, may have
resulted from a desire by the individual to re-establish
economic and employment links in the origin country for a
short period before undertaking a further international
move.

However, approximately 25-30% of two/three move
respondents indicated return moves lasting five years or
more. In the case of the intra-company transfer channel
these longer periods of return employment were found to be
undertaken especially by USA respondents. This period of
stability at 'home' may arise from individual desire,
contractual arrangements, employer demands etc. and may
correspond with life cycle concerns (Eg. secondary school
education of children).

Length of return information for respondents making
four or more moves (Figure 7.12), indicated that overall,
greatly increased proportions of respondents were involved
with returns of less than one year. This again shows the
transient nature of return visits to origin countries, and

an increased level of transience if compared to
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length of visit abroad information (Figure 7.9).

7.8 Involvement of Family With International Migration

Details of involvement of spouse/partner and children
with international history provides further information
about the nature of the migration undertaken (ie.
employment contract), and the operation of the channels
for such movement. Family considerations involve several
further issues with regard to international migration, for
example, the extra costs of housing and living in the
destination country, the effects of these extra costs on
savings and remittances, the problems of children's
schooling abroad or in private schools in the UK, etc. Of
course, involvement of family with international migration
is dependent upon the marital status of the respondents
and whether there are any children.

In all channels, for respondents indicating only one
move (Table 7.7), if the respondent had a spouse/partner
they generally accompanied the migrant abroad. Those
indicating 'not applicable' were respondents who were
unmarried or had no partner at time of first move.

It was noted that the intra-company transfer, and
family and friends channels displayed the highest levels
of family involvement with international movement, while
the contacts in industry channel indicated the lowest
level of family involvement, and the highest proportion of

'bachelor' migrants.
Moving to a consideration of respondents involved

with two or three international moves (Table 7.8),
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Table 7.7 Family Involvement With International Migration (%) -

One International Move

spouse/partner

YES NO N/A

Intra-company transfer 81.5 2.3 16.2
International recruitment

agency 76.2 - 23.8

Family and friends 71.4 2.3 26.2

Newspaper and other media 66.1 5.4 28.6

Themselves the channel 77.1 - 22.9

Contacts in Industry 42.9 7.1 50.0

Cther channels 62.5 - 37.5

YES

53.

52.
50.
35.
42.
21.
25.

-

Od ONO b

children
NO

10.

@ ~J
O+~

0

N/A

36.

42.
42.
55.
57.
78.
75.

O

OO b YWY
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Table 7.8 Family Involvement With International Migration (%) -
Two/Three International Moves

Intra-company transfer
International recruit-
ment agency

Family and friends
Newspaper and other media
Themselves the channel
Contacts in industry
Other

Chi square test results

calculated X: =
table size =

degrees of freedom =
critical value =

H.

spouse/partner

YES NO N/A
68.9 11.6 19.6
54.3 5.7 40.0
58.0 14.0 28.0
62.9 15.7 21.4
33.3 2.1 64.6
51.3 12.8 35.9
62.2 6.7 31.1

50.35

7 x 3

12
32.91

rejected 99.9%

children
YES NO N/A
52.0 16.4 31.6
34.3 8.6 57.1
54.0 12.0 34.0
42.9 15.7 41 .4
22.9 2.1 75.0
35.9 12.8 51.3
44 .4 4.4 51.1
43.81
7 x 3
12
32.91

rejected 99.9%
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differences were apparent in comparison with Table 7.7,
and also differences between channel types (the chi square
test results suggest the statistically significant nature
of these relationships).

Highest levels of involvement of spouse/partner were
found for moves made through intra-company transfers, and
newspaper and other media channels. These two channels
also displayed the lowest proportions of 'single’
respondents. Secondments or contracts abroad arranged with
employers through these channels allowed for accompaniment
of spouse/partner. This 1s not surprising, especially in
the case of intra-company transfers where employers
frequently offer a comprehensive relocation package for
the expatriate and family.

While there had been an overall decrease in the
proportion of two/three movers indicating that they had no
children from Table 7.7, the proportions of respondents
accompanied abroad by children were again found to be less
than for those accompanied by spouse/partner, an
indication that some children were left behind in the
country of origin while parents are abroad.

The highest levels of involvement of children with
international migration were found for moves through
intra-company transfers, and family and friends, with
lowest levels among those who were themselves the channel

(a majority of whom had no children). Among the intra-
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company transfers, highest levels of involvement of
spouse/partner and children with two/three international
moves were for USA migrants.

Details for four or more moves (Table 7.9) again
indicated the statistical significance of relationships
between channel type and family involvement. In general,
the figqures detail the continued involvement of partners
in most channels and decreased single status. However, in
the newspaper and other media channel, and for those who
were themselves the channel, 'single' status moves
dominated.

The involvement of 'batchelor' status respondents
with international migration at increased frequency (noted
for contacts in industry, newspaper and other media, and
among those who were themselves the channel) reveals that
a degree of self selection or 'filtering' is of importance
in choosing these migrants. The operation of these
channelling mechanisms facilitates the movement of an
important group of single migrants with increased levels
of migration experience.

Respondents involved in intra-company transfers
displayed the highest levels of involvement of children.
Indicating that it was ‘'family' contracts that were of
most importance in this channel, a factor adding to the
costs for the MNC's involved with the international
movements of these respondents. The 'family' nature of
international migration through this channel was a feature

noted also for one and two/three move respondents.
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Table 7.9 Family Involvement With International Migration (%) -

Four or More International Moves

spouse/partner

YES NO N/A
Intra-company transfer 83.7 4.0 12.3
International recruit-
ment agency 73.3 15.6 11.1
Family and friends 51.5 9.1 39.4
Newspaper and other media 35.4 18.8 45.8
Themselves the channel 33.3 8.4 58.3
Contacts in industry 62.0 2.0 36.0
Other 65.5 - 34.5
Chi square test results
calculated X2 = 84.12
table size = 7 x 3
degrees of freedom = 12
critical value = 32.91

H. rejected 99.9%

children
YES NO
54.0 16.3
35.6 35.6
33.3 18.2
25.0 16.7
29.2 12.5
50.0 8.0
51.7 6.9
39.13
7 x 3
12
32.91

N/A

29.

28.
48,
58.
58.
42.
41 .

~

B OWWUmY

rejected 99.9%
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International recruitment agency moves displayed much
increased levels of non-accompaniment by wife and
especially children at this highest level of migration
frequency. This may indicate greater involvement of
frequently moving respondents in this channel with

bachelor status employment contracts, a characteristic of
much recruitment agency work abroad. However, these
respondents were involved with sending remittances to a
family left behind in the country of origin, which was not
the case for single '‘bachelor' moves made through
contacts in industry, newspaper and media channels, and
those who were themselves the channel.

7.9 Conclusions

The main purpose of this chapter was to investigate
the influence of the different channelling mechanisms on
migration history, and to identify and explain the effects
caused by variations in the mode of operation of these
channels. It may be concluded that channel type does
influence every component of migration history discussed.
The migration history data provided by the respondents was
complex. However, the Iinformation proved very useful in
identifying the importance of a channels framework for
investigation of these histories. Channels (and the
'process' and 'controls' they embody) are of significant
importance in moulding the nature of the migration history
of the respondents who gain entry to them and are moved

internationally.
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Selectivity in the migration process (as reflected
through migration history) results directly from the role
of migration channels in the system. For example, the
limited number of MNC operations in the Scottish economy
provide a very structured framework within which the
migration history of intra-company channelled respondents
are undertaken. These moves are made within the internal
labour markets of these companies, and every move made
within this channel occurs in a similar way (although the
companies will, as was noted, operate different management
policies). Each element of the international migration
history of these respondents can be explained within the
international ‘'context', 'control' and 'process' which
characterize these companies.

The migration history of international recruitment
agency channelled movers must similarly be understood and
explained within the form of control and selectivity which
characterizes these agencies. The 'gatekeepers' of entry
to these intermediary agencies, and the form of
selectivity (spatial, demographic, employment) that they
represent was revealed through their moulding influence
upon migration histories

For previously undefined or unresearched channels,
migration history details were noted to be of a different
character to that found for moves undertaken within the
more 'structured' channels. The character of these

migration histories was explained as arising from the
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varied nature of 'control', 'selectivity' of migrants, and

mode of operation of these channels.
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Chapter 8 Using A Channels Framework to Achieve an

Understanding Of International Employment

History

8.1 Introduction

Investigation of migration history is continued and
extended through consideration of migrants' international
employment records. A channels framework is again utilised
as the organizational structure in analysis of this data.

The type and status of employment undertaken is
discussed, presented in a form which helps to account for
the varying migration frequencies of the respondents.
Consideration is also given to the nature of changes in
employment which resulted during the migrants' life
course.

Information regarding how and when migrants'
employment was arranged is included, and evidences the way
in which the mode of operation of the channel itself is an
active process affecting both the labour markets of origin
and destination, as well as the character of the migration
stream itself (Salt and Findlay, 1989).

8.2 Employment Undertaken Throughout Migration Career

8.2.1 Type of Employment

The importance of various types of employment by
channel type for those respondents who had made only one
international move is shown in Figure 8.1. This
information relates to the type of employment undertaken

in the destination country. Only those channels which
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accounted for more than 25 migration moves are discussed.

It can be seen that nearly all channels were
dominated by one or two employment types. For a large
number of the channels, employment in 'health, education
and other services' proved to be of most importance.
Distinctive from other channels were those migrants moving
as a result of intra-company transfers. In employment
terms, they were involved in the energy and water
industries, and also in mechanical/electrical/instrument
engineering (35% each). Clearly this employment pattern
reflects aspects of Scotlands economy, and in particular
the sectors in which large multinational companies are
involved.

Figure 8.2 provides more detail of intra-company
transfers. Among all emigrants from Scotland, while energy
and water employment proved of most importance overall,
employment structure detailed by migrant type was somewhat
different. Mechanical/electrical/instrument engineering
featured as the second most important employment category
for USA emigrants, with banking/financial services
employment being of secondary importance for UK emigrants.
This is perhaps an indication of the increasing importance
of the financial services sector in the Scottish economy.

Type of occupation by channel for two/three movers
(Figure 8.3) shows a similar pattern to Figure 8.1. Most
migration channels were dominated by health, education and
other services employment, but intra-company transfers

were once again distinctive. In this case being
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overwhelmingly related to transfers of staff in the energy
sector in general (and in the o0il industry in particular).
The only deviation from this general pattern wa$
international recruitment agency moves which were quite
diversified in the employment sectors with which they were
involved (building and civil engineering, banking and
finance, and health, education and other services).

Employment information relating to respondents with
the highest levels of international mobility (four or more
international moves) is of considerable interest (Figure
8.4), and shows important contrasts with migration
behaviour amongst the less mobile.

In the case of newspaper and media channelled
respondents, involvement with health, education and other
service employment totally predominated. Intra-company
transfers were again mainly in the energy/water industry,
but of secondary importance was employment involved in
banking/financial services.

Amongst those who had moved because of 'contacts in
industry', a very significant proportion were involved
with the energy/water industries. The same is true for
those who had moved as a result of iInformation from
'family and friends'. One might tentatively infer,
therefore, that while settler migrants (as imperfectly
represented by "single movers"), were likely to be in the
education or health services if moving by these channels,
amongst skilled transients (as imperfectly represented by

those moving four or more times) other types of empleoyment
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activity were involved. The same would be true, for
example, for those pecple who claimed to have been pro-
active in the migration process and 'themselves' been the
channel. Amongst this group there emerges a significant
number working in transport/communications and in the
distributive/hotel /catering trades.

Figure 8.5 gives more detail of the association
between employment type and migrant type for the intra-
company transfer channel. As would be expected,
nationality factors have an influence on the patterns
which emerge. For example, return migrants and UK
emigrants displayed involvement with banking/financial
services employment, while USA and other foreign migrants
moving within a company were nearly all in the energy
industry.

The findings raise the issue of the directionality of
causation, although there are difficulties involved with
determining this from the data described. It would appear,
however, that while those with little migration experience
(one move) were involved in certain employment types (Eg.
health, education and other services), other types of
employment were found to be most important to
international transients. It may be that certain types of
employment are accessible only to transients (Eg. require
a certain degree of previous international experience) or,
demand transient behaviour (Eg. oil industry located in

only certain sites around the world).
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It is significant to note that the employment pattern
of respondents moving through intra-company transfers was
less affected by level of mobility than for the other
channels. This may indicate that the 'transient' nature of
certain employment sectors for other channels (Eg. oil and
gas, building/civil engineering, distribution/hotel/
catering, transport/communication) as revealed in Figure
.4, was masked at lower levels of mobility by the lower
frequency moves in health, education and other services
employment.

Three employment patterns appear to emerge from the
data :- A) certain channels (Eg. intra-company transfer)
promote transient behaviour amongst certain employment
categories (Eg. o0il and gas, banking/finance), these being
industries where multinational organizations predominate
and where management of these companies requires mobility.
B) certain types of employment demand or promote transient
behaviour (Eg. oil and gas - due to the world-wide nature
of the industry), a transience that 1is expressed through a
number of channels - the channel accessible to the
respondent. C) certain types of individual in varied types
of employment (Eg. health, education and other services,
building/civil engineering) will be involved with
transient behaviour, and will undertake international
migration through channels which may be re-used by them
(Eg. contacts in industry, newspaper and media, themselves

the channel).
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In summary, studying employment type by channel and
migration frequency provides evidence of a number of
linkages within the data. Figure 8.6 is a graphical
representation of these linkages in the form of a 'block'.
For example, the 'hatched' square in the bottom right hand
corner of the diagram represents frequent intra-company
transfers of employment type A (ie. oil and gas). This
channel /employment linkage facilitates or demands many
international moves for employment and 'career' purposes.
The internal labour market cf the international cocmpanies
is the controlling feature for the circulation of these
'transient skills'.

The top left hand 'dotted' box represents those
channels which are hard to use and reuse, and therefore
single moves are a majority, in occupations E or F (ie.
health, education and other services).

However, in reality, the 'causal' nature of the
relationship inferred between transience, employment type
and channel is not as simple as that represented.
Individuals may fit anywhere within the 'block' (Eg.
frequent movers who were themselves the channel in
hotel /catering employment). The inclusion of other
variables describing the migrant's history and the
migration process (employment status, migrant type,
country of destination etc) further complicate the 'shape’
of the block, and hence the migration linkages. Further
analysis of the complex interaction effects and

relationships is provided in Chapter 10, with utilization
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of a statistical technique to model international
migration histories.
8.2.2 Status of Employment

Information relating to the status of employment held
by the respondents on each move is presented in Figures
8.7 to 8.9. The researcher was particularly interested in
discovering whether occupational status was greater for
those migrants with the greatest proven international
migration frequency. If so, is this increased status to be
thought of as implicit in international migration, or, a
consequence of the migration experience?

For those who had made only one international move
(Figure 8.7), intra-company transfer respondents indicated
the highest overall status. Approximately one half of
these respondents were employed on their first move at a
managerial/administrative level, with a further 45% being
of professional status. Only a very small proportion were
of lower status.

Most other channels displayed a wider diversity of
employment statuses. The 'professional' category dominated
the newspaper and media, themselves, and 'other' channels,
while those mcocving via family and friends displayed the
greatest overall involvement with lower status employment
(28.6% craft/related occupations).

Employment status details for respondents with
increased migration frequencies - two and three
international moves (Figure 8.8) - reveal certain

similarities and differences with the single move
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Figure 8.7 Employment Status at Destination - One Move
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Figure 8.8 Employment Status at Destination by Channel- Two/Three Moves
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Figure 8.9 Employment Status at Destination - Four or More Moves
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respondents. For intra-company transfers, employment
status was similar to that for single movers. The
proportion of responses from professional status micgrants
was increased slightly, to a situation where
managers/administrators, and professional status employees
were of equal importance.

For newspaper and media, and contacts in industry
channels the professional status category was of greatest
significance, comparable to the situation among single
move respondents. Respondents who were themselves the
channel display the greatest diversity of employment
status while abroad, and much greater involvement with
lower employment status categories than for any of the
other channels (Eg. 14.6% were categorized as 'other
occupations').

The most important issue concerning employment status
changes was whether those respondents with the greatest
experience of international migration (four or more moves)
were more likely than others to hold high status
positions. Overall, Figure 8.9 confirms this expectation,
and upholds the picture of high status skilled transients
moving within multi/transnational companies as one of the
most distinctive features, if not the hallmark of skilled
migration patterns in the 1980's (Salt 1984).

Despite confirmation of this image, it is important
to note that respondents involved in four or more
international moves who were themselves the channel

displayed a very different situation with regard to
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occupational status from intra-company transfer and
international recruitment agency migrants. In fact,
respondents in this channel displayed high levels of
involvement with lower occupational status categories (Eg.
personal/protective service occupations). This contrast
was also found to be true for moves channelled by family
and friends. The explanation of this lower occupational
status with increased migration frequency for certain
channels is related to their nature and mode of operation.
Which clearly allowed for the frequent international
movement of lower skilled (hence lower occupational
status) individuals.

In general, however, the survey confirms that
increased occupational status does relate to increased
migration frequency. Detailed explanation of this requires
analysis of the organization and mode of operation of the
channels, and perhaps inclusion of further data.

The channel displaying the greatest link between
occupational status and increased migration frequency was
the intra-company transfer channel, reflecting the fact
that this channel is the most formally structured, the
most highly capitalized and the least diverse in its mode
of operation. For many individuals within the internal
labour markets of large multi-national companies, there
exist formal career development paths, which may involve
the experience of employment abroad. Indeed, many
potential new recruits to these large companies are asked

to indicate their degree of international mobility upon
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being interviewed. This indicates that, to a certain
extent, advancement of one's career within such a company
will depend upon undertaking periods of employment away
from one's country of origin and a commitment to
participating in a global labour market. That is to say, a
situation exists where international migration may be
thought of as implicit in increased employment status.

The other channels which displayed degrees of
increased occupational status with increased migration
frequency (international recruitment agencies, newspaper
and media, and contacts in industry channels) are of a
less structured form of organizatien to the intra-ccmpany
transfer channel. In these cases, the prospects of
obtaining certain high status occupations abroad (Eg.
project management) may be dependent upon the individual
having already obtained a degree of experience of working
in foreign situations. The increased occupational status
is dependent upon, or a consequence of the previous
migration history of the individual.

Despite the two cases discussed above, it is too
simplistic to suggest that promotion or increased
occupational status is 'implicit' or 'consequential'. For
many respondents, increased occupational status may be
both a result of an implicit increase due to involvement
with international mobility, and also dependent upon their
previous migration experience.

Further details which might aid analysis would

include information on how individual respondents believe
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their ‘'career' has developed or been affected by their
migration experiences. Such information on career
development is discussed subsequently in Chapter 12.
Issues related to employment status and migration
frequency also have important implications for the study
of the global organization of work and the international
spatial division of labour. For example, within
multinational companies, if consideration is again given
to Curson's (1986) model of the organization of a firm
(Figure 1.2), the gquestionnaire responses have provided
evidence of the existence of a 'core' group of skilled
personnel within these companies who are internationally
mobile (committed to the international operation of their
employing company). The organization of work within these
companies (Eg. internal labour market) allows for (and
indeed requires) these skilled moves. Salt (1987b p60)
described how recruitment and organization of work for
multi-locational employers could be characterized by the
view that "the investment in training and experience of
existing staff has become something to be guarded, while
morale is enhanced by keeping careers moving". Research is
required to study the acquisition of skills and career
development of those employees within multinational
companies who do not move internationally, in comparison
with 'transient' colleagues. For example, is the
acquisition of skills in another country (ie. different

employment culture, varied management problems, different
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employees) a pre-requisite for the higher posts within
these organizations?

International mobility of skills in the other
channels further evidences the 'global’' nature of
employment - where 'top staff' (in various industries) are
"imported' as and when needed. A lack of skills/knowledge
in one location results in the temporary international
transfer of the relevant 'experience'. The qualifications/
training of the individual are temporarily utilized in
another location within the international spatial division
of labour.

A main difference between respondents relates to the
extent to which continued international movement (Eg. in
international recruitment agency, newspaper and media
channels) results from a need to obtain 'suitable'
employment, while increased status through company
transfers are implicit in the organization of work and the
internal division of labour the these companies represent.
The definition of 'suitable' employment will be affected
by the employment opportunities open to the respondent if
they remain in Scotland. For example, in certain
industries employment opportunities available are
restricted in terms of geographical location and in the
'shallowness' of experience available. Respondents must go
abroad to obtain certain types of experience or for higher
posts. Level of remuneration cffered, lifestyle and the
desires of the individual will also condition the

suitability of employment.
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History

Information gathered allowed for examination of the
actual changes in employment which had occurred during the
respondents migration history (the previous section was
concerned with relative changes). For example, had
individuals always been involved with employment in a
particular industrial sector, or did their international
migration career contain experience of employment within a
variety of industrial sectors? Similarly, what changes
could be noted in employment status during the migrants’
international history?

Changes of employment type and status - ie. mobility
of employment - may be illustrated graphically (Figures
8.10-8.15). The 'mobility' discussed represents not only
geographical or spatial mobility, but also vertical
mobility within the international labour market. Salt
(1987b p60), in a study of labour redistributiocn policies
of employers and their effects on internal migration
within Great Britain, described that "an even greater
polarization between a mobile elite and an immobile mass
is occurring". In the international context of MNC's and
TNC's this is similarly true. In this case, vertical
mobility operates within the international internal labour
market of these companies. Those employees who belong to
the 'core' of the company receive great benefits by virtue
of their skills and geographical mobility. Amongst

contemporary skilled international migrants moving through
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all channels (and the segmented international labour
markets that these processes represent), the benefits
accrued through international mobility (Eg. increased job
status, promotion, experience, financial rewards etc.) are
far greater than for 'local' staff.
8.3.1 Change in Type of Employment

Examination of mobility between different industrial
sectors during migration histories makes possible the
identification of 'links' or 'cross-overs' between the
employment sectors of the labour market. The graphical
representations contain all changes in employment type
which were identified from the survey, with larger arrow
csizes indicating those of greater importance. Mobility
diagrams are only reproduced for certain of the channels.

For intra-company transfers (Figure 8.10) the most
important arrow represents 'circulation' occurring within
the energy/water sector, which accounted for 40-49% of all
international employment changes. Mechanical/electrical/
instrument engineering, other manufacturing, and
banking/finance sectors indicate a lesser degree of
employment ‘'circulation', each recording 10-19% of total
changes. Company transfers provided some evidence of
movement between industrial sectors, however this mobility
accounted for less than 10% of the overall total.

For international recruitment agency moves (Figure
8.11), the largest arrows were those representing
circulation within building/civil engineering and health,

education and other services employment (20-29% each).
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Figure 8.10 Mobility of Employment Type - Intra-company Transfer Channel
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Employment mobility within the banking/financial services
sector was also of importance (10-19%). Some movement
between industrial sectors was indicated, although each
accounted for less than 10% of the total amount of
employment change occurring.

Mobility of employment for international moves
through newspaper and other media (Figure 8.12) was the
most complicated, containing the largest number of 'cross-
sector' moves. This revealed that the nature of employment
undertaken might vary dramatically from one move to the
next. The links evidenced by the smaller arrows between
industrial sectors were varied and complex, with movement
to health, education and other services from many other
sectors.

From Figures 8.10-8.12 it appears that employment
mcbility during international movement was of a somewhat
limited nature. For each of the channels there were
certain industrial sectors within which employment
circulation predominated. The industrial sectors of
greatest overall importance in each channel were those
previously identified.

The relative lack of change in employment type
between industrial sectors is a further indicaticn of the
organizational structure and constraints imposed by the
various channelling mechanisms. The greatest levels of
employment mobility were found for those channels with
less constrained modes of operation (Eg. newspaper and

media). Channels with the most structured organization
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(Eg. intra-company transfer and professional
institutional) would therefore be expected to exhibit the
least signs of mobility between industrial sectors.
Information for the professional institutional channel
proved this to be the case, with no changes in employment
type (health, education and other services) occurring
during the migrants' international career. However, intra-
company transfers did not display this exclusivity of
employment type. The changes which occurred can perhaps be
attributed to the diverse nature of industry and function
incorporated within these international organizations.
8.3.2 Change in Status of Employment

Similar mobility diagrams were constructed to
graphically represent changing occupational status. The
main issue of concern was the degree to which actual
employment status (as distinct from relative status) was
increased during international migration careers.
Confirmation of increased occupational status was achieved
(Figures 8.13-8.15), with the degree of 'upward' mobility
being reprecented by the 'anti-clockwise' crientation of
arrows.

For intra-company transfers (Figure 8.13),
circulation within the managerial fadministrative (40-49%)
and professional (30-39%) categories were of greatest
importance. This indicated the overall high level of
occupational status amongst these respondents. There was
movement between occupational status, describing 'upward'

mobility. The majority of ‘'cross—status' links represent
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relatively small proportions of the total number of moves
(0-9%), although changes from professional to
manager/administrator status did account for some 10-19%.
This was the only arrow of change (as distinct from
circulation) of any mobility diagram to account for more
than 10% of all moves. Other movement within this channel
was dominated by change to managerial/administrative
status.

The pattern of occupational status represented for
family and friends moves (Figure 8.14), described a
situation where circulation within professional status was
of most importance (30-39%). Movement between occupational
categories was complex, although generally involved
increased status. This channel presented evidence of
'long-distance' status changes - for example, between
other occupations and managerial/administrative,
craft/related and managers/administrators. The newspaper
and media channel (Figure 8.15) was also dominated by
circulation within the professional occupation category.
Movement between status types was varied, generally
involving increased status, but not exclusively so.

Therefore, changes in employment status during
international migration career were found to involve
mainly 'upward' movements., Certain channels were
characterized by high levels of involvement of the very
skilled, with much of the subsequent international
mobility involving circulation within these highest

occupational categories (Eg. intra-company transfer,
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professional institutional, contacts in industry, and
international recruitment agency channels). Other channels
contained greater involvement of migrants in jobs with a
lower employment status (Eg. family and friends,
themselves the channel), but with degrees of upward
mobility from these lower categories during subsequent
migration.

8.4 Most Recent Job History Information

8.4.1 Employment Abroad Arranged Before Leaving Scotland

Emigrants from Scotland were asked whether employment
at their most recent decstination was arranged priof to
leaving. Results of chi square tests comparing 'yes' and
'no' responses with a number of variables, are detailed in
Table 8.1.

Information regarding prior arrangement of employment
abroad provides further evidence of the organization and
operation of the migration channels, and shows the
‘moulding' influence of the migration process itself. The
channels containing the largest proportions of positive
responses were the intra-company transfer (90.4%),
international recruitment agency (87.5%), professional
institutional (100%), contacts in industry (75%), and
newspaper and media (72.7%) channels. Each of these
channels allowed individuals to have prior knowledge of
the employment situation in their destination country, and
to arrange employment which was taken up upon arrival. The
methods through which this was achieved were, however,

very different.
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Table 8.1 Chi Square Test Results — Employment Abroad
Arranged Before Leaving Scotland

calc. d.f critical H.

X: value
channel type 52.74 7 24.32 rejected 99.9%
employment status 54.06 2 13.82 rejected 99.9%
destination country 61.31 11 31.26 rejected 99.9%
organizational structure

of employer 19.25 3 16.27 rejected 95%

migrant type 4.59 2 13.82 accepted
employment type 13.67 9 27.88 accepted
type of employer 5.95 3 16.27 accepted

Nearly all individuals leaving Scotland through
company transfers had precise details of their employment
arranged in advance. In this case, the individual's
knowledge of the employment situation and arrangement of
employment was carried out within the confines of the
international internal labour market of the employing
company. Migrants were made aware of overseas vacancies or
opportunities through their employer (e.g. through the
personnel departments of these large companies, from
superiors/colleagues etc.), with application to and
subsequent acceptance of an overseas post occurring
internally to the ocrganization. The individual might
compete with colleagues for an overseas post, but once
appointed would remain within the multinational company.

International moves undertaken in these circumstances
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generally occur 'smoothly', with the migration process
being 'lubricated' within a network of employer support,
perhaps involving a package of relocation benefits.

Similar 'internal' international moves also occurred
within the professional institutional channel. In this
case, however, the individual was not involved with the
internal labour market of an international company, but
with the specialized labour demands of international
institutions (Eg. government organizations, universities,
etc). International movement through institutional
channels also provided individuals with a 'support'
network to aid relocation.

Considering the other channels where high levels of
prior arrangement of employment existed, it is true to say
that arrangement of employment in these cases was
'external' to the individual's employer in Scotland. The
migrant obtained information relating to employment abroad
from various sources. The 'ease' of arranging overseas
employment, as well as many other features of the
migration process (Eg. housing, schooling, spouses
employment) was much less than for the intra-company
transfers.

For international recruitment agency, newspaper and
media, and contact in industry moves, prior arrangement of
employment was dependent upon the more 'active'
involvement of the individual migrant. For example,
contact must be made with a number of relevant recruitment

agencies to obtain information on overseas employment. The
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individual must remain in contact with colleagues who have
knowledge of overseas employment opportunities. The
individual must be involved with employment searches
through advertisements or information in other media
sources. Information available to them on the overseas
labour market, allowed for their participation in the
international recruitment processes.

For these migrants, the 'ease' of migration was
dependent upon the employer abroad. Certain employers
of fered support for international relocation, while other
individuals had to arrange all aspects of their
international move on their own.

In two channels a majority of respondents had not
previously arranged employment in the destination country
¢ those who were 'themselves the channel' (58.1%), and
those moving through family and friends (52.8%). A further
one third of respondents involved with the 'other’
channels also indicated no prior employment arrangements.
These individuals obtained employment only once they had
reached their destination. The initial move from Scotland
was not reported as being made in order to take up fixed
employment abroad.

In the case of the 'family and friends' channel, an
original motive given for absence from Scotland was to
visit family and friends already living abroad. Once
abroad, an employment search-was undertaken, which
resulted in the holiday visit being extended. The

individual might have gone to visit friends/relatives with
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the explicit intention of finding employment, or applied
speculatively for work while abroad. The help and support
of family/friends was invaluable in aiding the individual
to take up the pocsition and extend their stay.

A similar situation was reported by respondents who
were themselves the channel. These individuals had left
Scotland, for example on holiday, and had undertaken to
find employment once in their destination country.
Newspaper and media sources at destination, job centres,
speculative letters etc. were methods used to secure
employment. These international moves proved to be the
most 'difficult' of any channel, with the individual being
forced to be very 'active' in arranging all aspects of the
migration move and subsequent employment search, with
negligible aid from employer or support from family and
friends abroad.

A statistically significant relationship was also
proven in the case of employment status, the main issue of
contention being that more negative responses were
expected from respondents of lower occupational status.
Overall, this did prove to be the case, larger numbers of
associate professional/technical or lower status employees
indicated that employment was not arranged prior to move.

The main theme for investigation regarding the
organizational structure of the overseas employers was
whether 'local' employers had recruited migrants after
their arrival in the destination country. This was

established, although some one fifth of multinational
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company respondents (one quarter of transnational company
employees) indicated that a job had not been arranged
prior to leaving Scotland. Thus, these respondents were
recruited by multinational or transnational companies upon
arrival at their destination. International migration was
undertaken through a channel other than company transfer.

The countries of the E.E.C, the USA and Middle East
revealed lower than statistically expected levels of
response from migrants who had not previously arranged
employment abroad. Low proportions of negative responses
were also noted for Far Eastern and South East Asian
destinations. These were destinations where intra-company
transfers, professional/institutional and international
recruitment agency channels were previously indicated as
dominant.

For those going to Australia, negative responses were
of much greater importance than would have been expected
on a statistical basis (observed 55.7%, expected 27.6%).
Other destination areas displaying high negative responses
were Canada/New Zealand/S.Africa. These were the
destinations most inveolved with movements via 'family and
friends', and by those who were 'themselves the channel'.

It is interesting to note that there was no
statistically significant relationship proven between the
different migrant types. Differences in, for example,
channel type were more important in the explanation of a
'yes' or 'no' response than whether the respondent was a

UK or foreign emigrant (possibly return migrant to USA).

361



Similarly, no relationship was proven between employment
type or employer type when abroad.

Details of previous arrangement of employment before
leaving Scotland provided information which reveals that
access to employment abroad is affected by a number of
variables. The links between these variables (¢.g. channel
type, employment status, destination country and
organizational structure of overseas employer) may be
inferred as a 'block' of interaction and causality in a
similar fashion to that described in Figure 8.6. For
example, higher occupational status respondents moving
within certain channels (eg. intra-company transfers) to
certain locations (eg. USA) were more likely to arrive at
their destination with their employment pre-arranged.
8.4.2 Employment In Scotland Arranged Before Return

UK return migrants were asked to indicate whether a
job in Scotland had been arranged prior to leaving their
last country of residence. Problems with identification of
type of migrant and questionnaire length meant that this
question was not asked of foreign immigrants to Scotland.
However, it was anticipated that the majority of
immigrants to Scotland would indicate that employment here
was arranged before arrival. This was proposed because of
the strict restrictions on immigration into the UK, the
work permit system, and because these respondents were
noted to be overwhelmingly involved with company

transfers.
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Table 8.2 Chi Square Test Results - Employment In
Scotland Arranged Before Return

calc. d.f critical H.

X: value
channel type 64.72 7 24.32 rejected 99.9%
employment status 24.35 2 13.82 rejected 99.9%
type of employer 23.95 3 16.27 rejected 99.9%
organizational structure

of employer 23.15 3 16.27 rejected 99.9%

country returned from 38.28 11 31.26 rejected 99.9%
employment type 25.81 9 21.67 rejected 95%

Responses were again analysed using the chi sguare

test, calculated for a number of variables (Table 8.2).

this case, a statistically significant relationship was

proven for each variable,

In

indicating that return migration

to Scotland is a process where prior arrangement of

employment was differentiated to a greater degree than was

the situation for emigrants.

Only in the intra-company transfer channel did a
majority of returnees indicate that a job in Scotland was
pre-arranged (observed 84.5%, expected 58.2%). The
operation of this channel (as discussed previously for
emigrants) would entail arrangement of employment for the
return migrant 'internally' within the company. As with
emigration from Scotland, return through this channel

would occur with relative 'ease', with much 'support' and
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aid with re-integration provided by the multinational or
transnational employer.

Foreign immigrants to Scotland would receive similar
benefits when moving within the confines of the company's
internal labour market. International migration would be
'eased' and 'lubricated' by the company, with the
immigrant receiving support and relocation assistance.

The other channels contained greater proportions of
UK return migrants indicating that no employment in
Scotland was arranged before departure from their last
country of residence. This negative response was of most
importance among individuals involved with the newspaper
and media (82.8%) and international recruitment agency
(76.9%) channels. High levels of negative response had
been expected, and equate with the modes of operation of
these channels.

A majority of respondents who were involved in
obtaining employment abroad through international
recruitment agencies were employed on a contractual basis.
When the contract ends, if not renewed or another contract
obtained, then individuals will return home and begin an
employment search in Scotland or re-apply for further
cverseas employment (perhaps using international
recruitment agencies again).

Similarly, much of the employment arranged through
the newspaper and media channel was on the basis of fixed
term contracts. When the contract ends, the individual

might want to return home, or is forced to return due to
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inability to have the contract renewed, and must begin an
employment search for work in Scotland or abroad.

Positive responses were of most importance in those
industrial sectors previously identified as being in large
part controlled by MNC's and TNC's. This was especially
true for the energy/water (84.4%), and mechanical/
electrical /instrument engineering (70.3%). Levels of
arrangement cf employment in Scotland prior to return were
lowest for employees in the distribution/hotel/catering
(30.8%) and building/civil engineering (40.0%) industries
- ie. international recruitment agency channelled moves. A
majority of returnees involved with health, education and
other service employment also gave negative responses to
this question.

Analysis was carried out for a number of other
categorical variables (Table 8.2) in relation to the pre-
arrangement of work before returning to Scotland. They are
not, however, presented in detail here since they were
largely as anticipated and consistent with the patterns
which have been described above for emigration from
Scotland.

8.5 Conclusions

The purpose of analysis in this chapter was to externd
research into the selective influence of channelling
mechanisms on migrant employment history. This has been
achieved, with evidence beiné found, for example, of

migration channels acting as selective filters with regard
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to different industrial sectors and degrees of migration
frequency.

Analysis of patterns of mobility in relation to
employment type and status revealed, however, many
similarities between different channels. While the actual
industrial sector or occupation categories of most
importance within the channels did vary, there was only
limited evidence of movement between emplcyment type or
status categories. Most mobility involved the
‘circulation' of employment within industrial or
occupational status classifications. Mobility diagrams of
occupational status did reveal that in all channels, the
majority of changes that occurred were in an 'upward'
direction. The final section of the chapter also showed
that some channels are more likely to be associated with
the prior arrangement of employment for migrants before
leaving or returning to Scotland.

This summary of some of the results of the chapter
therefore serves to underscore that selectivity in the
migration process is neither a chance event, nor is it
guided by some neo-classical 'hidden hand'. It results
directly from the intervention of migration channels in
the system. They act as filters, ordering and selecting
who migrates and under what circumstances. This conclusion
reinforces the broader conclusions of earlier chapters,
that analysis of the influence of channelling mechanisms

is very valuable and is of the greatest importance in
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furthering the understanding of migrant characteristics

and the nature of migration histories.
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Chapter 9 Channel Type and Differential Migration

Trends

Occupational information from the author's survey is
used in this chapter to investigate the view that
migration trends reflect the regional economic
circumstances within which they occur. Much of the
information collected relating to international migration
was cof a time specific nature (Eg. year of international
move). Thus, the data provides,to an extent, a record of
some aspects of Scotland's recent economic history,
reflecting how changing world economic circumstances have
affected Scotland through its involvement with certain
parts of the world labour market (Thrift, 1986a). While
this evidence might be constructed in such a way as to
support the well rehearsed arguments that structure or
context constrain process, the migration history data also
informs one about the bi-directionality of the
relationship : namely the moulding influence of the
migration process itself.

The main issue for consideration here is how
migration channels link differentially to the global
labour market, and consequently result in distinctive
migration trends through time. Only a small number of
channels were selected for study, chosen because they
represent variability in historical evolution, diverse
modes of operation and control, and involvement with

different parts of the world labour market.
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9.1 Intra-Company Transfers

"The business enterprise with world-wide horizons is
not a recent invention, by any means'" (Dicken 1986 p57).
The development of trans—-national and multinational
companies had a long history prior to the Second World War
(Chandler 1980, Wilkins 1970, 1974). But it was after this
period that transnational investment 'took off' and that
multinational companies gained their present general
economic significance as an extra-national network of
inter and intra-firm linkages spreading rapidly over the
globe (Taylor and Thrift 1982). This growth was especially
prolific between the 1950's and 1970's (Dicken 1986).

However, the mid-1970's witnessed the onset of
economic turbulence and changes in the world economy.
Taylor and Thrift (1986) have noted that one of the chief
vehicles of this re-structuring of both the national, and
the international economy that links them all together,
was the multinational company.

Several questions arise from this brief description
cf the histeorical evolution of multinational companies
(and the internal labour markets that they represent).
What have been the results of the post-war growth of these
companies in the Scottish economy? What do the growth of
multinational companies in a global economy mean for the
Scottish context of skilled international migration? Given
an understanding of how this channel operates, why have

effects upon employment trends and destinations occurred?
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The distinctive nature of, and changes in Scotland's
links with international 'capital', as represented by the
internal labour markets of multinational companies, are
revealed from the employment trends of the researcher's UK
survey respondents involved with this channel (Table 9.1).

It should be noted that the data in Table 9.1 (like
that in Table 9.6 - 9.8) is based on retrospective
migration histories. Like all trend data of this kind,
care is required in its use. In particular it should be
remembered that the record becomes less reliable for time
periods distant from the time of the survey. This is not
only because of imperfections in recall by migrants, but
because of the non-recording of moves in these earlier
periods by migrants who have subsequently died or for
other reasons were not represented in the sampling frame.
Despite these problems, Tables 9.1, 9.6, 9.7 and 9.8
provide a most useful opportunity to consider temporal
migration trends.

The employment trends shown in Table 9.1 are
indicative of a period of important international economic
change for large multinational companies. These companies
were developing and undergoing many transformations, for
example in the organization of work and the international
spatial divisions of labour that they represent. In the
Scottish situation, the relative importance of
international moves concerned with banking/financial
services (the main sector where business operated at an

international scale and resulted in intra-company
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Table 9.1 Migration Trends, Intra-company Transfer
Channel, Most Important Destinations,
Employment Type and Status (%)

UK RESPONDENTS

pre'70 71-75 76-80 81-85 86-8

Destination

Africa 18.6 8.1 11.8 6.1 0.
E.E.C 18.6 13.5 13.7 11.2 6.
Can/N.Z/S.Africa 11.6 5.4 7.8 5.1 3.
Middle East 14.0 21.6 25.5 20.4 14.
Usa 7.0 18.9 13.7 23.5 44.
South East Asia 7.0 13.5 5.9 13.3 9.
Employment Type

energy/water 9.3 18.9 35.3 43.0 44
mech/elec/inst. 2.3 16.2 15.7 17.3 22.
engineering

other manufacturing 20.9 24.3 13.7 10.2 8.
banking/finance 34.9 18.9 9.8 14.3 14.
Employment Status
manag/administrative 65.1 45.9 37.3 56.1 50.
professional 20.9 35.1 45.1 38.8 45.
associate prof/

technical 7.0 13.5 15.7 5.1 4.

(cclumns do not sum to 100% since only selected
characteristics have been included)

source : author's survey data

transfers prior to the 1970's) decreased, with developmen
and expansion of 'new' international sectors of the
economy - in particular cil and gas, and computing.

The 1970's witnessed the beginnings of the Scottish
oil industry, and the subsequent involvement with related
international companies and labour markets. Employment in
Scotland wholly related to North Sea oil and gas was
27,100 in 1976, but had increased to 61,400 by 1986
(Scottish Office, 1988). Such development has involved

very substantial investment in exploration, development
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and production - much of which has come from cutcide the
UK economy.

Power (1976) has detailed the importance of US oil
company investment in North Sea oil production. Further
evidence of this reliance on foreign controlled oil
ccmpanies, particularly American ones, was provided by
MacKay and MacKay (1975). Corti and Frazer (1983) have
described how many Britons were forced tc¢ work abroad
before the discovery of North Sea o0il, but were attracted
back by the opportunity to work in the UK. "It was
regarded that the nation should have direct access to such
expertise, rather than be dependent on it being availatle
through the multinational operators"” (Corti and Fracer
1983 p220). Table 9.1 would tend to suggest that UK
expertise in the o0il and gas industries has been utilized
not only in the Scottish context, but, through company
transfers, has operated in an international environment -
particularly in the USA.

In manufacturing industries, the post war period was
characterised by the rapid growth ¢f overseas owned
manufacturing plants in Scotland. Sinclair (1982 p66) has
described how the "foreign multinationals' contribution to
new manufacturing jobs (in Scotland) grew from 53% in
1954-59 to 74% in 1969-74". Table 9.2 indicates the
increased share of manufacturing employment in Scotland
within overseas owned plants.

Employment in overseas owned manufacturing plants in

1989 was estimated to be around 7€,000. This represents a
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Table 9.2 Share of Manufacturing Employment in Scotland
in Overseas Owned Plants (1950-1989)

year no. of plants % of all manuf. employment
employment ('000's)
1950 64 4.3 27.9
1955 73 5.9 40.3
1960 108 8.7 57.8
1965 156 10.5 70.5
1970 242 16.6 112.9
1975 335 18.1 112.9
1980 358 1.7 97.5
1985 348 19.3 72.4
1989 354 22.2 78.1

(Source : Industry Office, Scottish Office 1990)

decrease from a post war high of 113,000. However,
throughout the period, the proportion of the Scottish
manufacturing workforce employed by these overseas
companies has increased. Table 9.3 reveals that the most
important size bands for these manufacturing units are

those with 200+ employees - large 'branch plant' sites.

Table 9.3 Overseas Owned Plants in Scotland and their
Employment by Employment Size Band ('000's),

1950-1989
year 11-24 25-49 50-99 100-199 200-499 500+
1950 0.2 0.3 0.8 1.5 3.2 21.8
1955 0.2 0.3 0.7 1.5 3.6 34.1
1960 0.2 0.5 1.4 2.4 4.1 49.2
1965 0.3 0.8 1.2 4.3 10.8 53.0
1970 0.5 1.3 2.6 5.2 14.3 89.0
1975 1.0 2.0 3.4 8.5 18.8 79.1
1980 1.0 2.2 4.0 9.7 21.5 59.2
1985 1.1 1.9 4.3 9.8 18.4 36.9
1989 0.9 1.9 4.2 10.9 22.9 37.5

(Source : Industry Office, Scottish Office 1990)
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Table 9.4 Overseas Owned Manufacturing Plants in Scotland
by Industry Grouping (employment in '000's)

1950 1955 1960

metals and mineral 0.1 0.1 0.1
extraction

chemicals and man-made
fikbres

&}
(o1}
(@]
O
i
w

metal goods 0.6 0.5 1.2
mechanical engineering 14.1 18.6& 24.2
electrical and instru-
ment engineering 7.2 14.3 z1.4
transport equipment - - 0.5
focd/drink/tobacco 2.3 2.5 3.3
textiles/leather/ 1.3 1.6 2.5
clcthing
paper/printingy/ 1.4 1.5 3
publishing
other manufacturing 0.3 C.3 0.5
{Source Industry Department, Scottish

1965 1970 1975

0.3 0.5 1.3

2.2 4.6 6.0
1.4 3.3 3.5
23.2 27.1 27.0
28.8 46.4 38.5
0.8 9.1 10.7
5.9 3.2 8.8
3.2 5.4 7.0
2.5 3.6 3.8
.3 4.7 5.2

Office 1990)

in 1950-1989

[
Or
[84]
<
.
O
[a8)
o
'._I
ite
[ae]
O

1.9 1.5 2.0
18.2 11.¢ 8.8
34,6 27.2 128.4

8.9 2.0 5.0

8.2 5.6 5.8

5.7 3.5 4.8

5.2 6.3 8.5
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Transnational investment has tended to be
concentrated rather more in some types of manufacturing
than others. In a Scottish context, since 1950, the
largest number of plants under overseas ownership has been
consistently recorded in electrical and instrument
engineering (computing) - Table 9.4. This is reflected in
Table 9.1 by the increased importance of intra-company
channelled moves involved with mechanical/electrical/
instrument engineering employment.

The dominance of North America in overseas owned
manufacturing plants in Scotland is a long standing and
continuing feature of investment from abroad (Table 9.5).
In 1989, 57% of employment in overseas manufacturing
plants was for USA owned companies.

Table 9.5 Overseas Owned Plants and their Employment by
Country of Ownership, 1950-1989 (employment in

'000's)
year EEC Rest of Canada USA Japan Other
Europe
1950 2.6 1.6 2.6 20.9 - 0.3
1955 4.2 1.5 4.2 30.1 - 0.3
1960 4.4 1.6 4.8 46.8 - 0.3
1965 5.7 2.7 7.0 54.8 - 0.3
1970 9.9 4.4 8.1 89.8 - 0.5
1975 11.1 6.0 8.4 86.6 - 0.7
1980 17.4 5.0 7.4 66.6 0.3 0.8
1985 9.2 7.3 6.4 47.3 1.1 1.1
1989 10.9 10.4 4.9 45.2 2.7 4.1

(Source : Industry Department, Scottish Office 1990)

Thus, the two sectors of the Scottish economy where

multinational company involvement is greatest have very
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strong links with USA investment and control. The
expatriate management policies of such companies (for
example, the utilization of international technical skill
at the 'core' of the company) is evident from Table 9.1.
The USA was the destination of 44.7% of all moves recorded
by the researcher amongst intra-company transfers during
the 1986-29 period.

Other global factors can be noted to have had an
influence on the Scottish dimension of employment trends
in this channel. The o0il industries of the Middle Eastern
region had developed rapidly from 1907 onwards, but during
the 1970's the large 'international' USA owned oil
companies were leaving this region (related to the OPEC
0oil crises of 1973). Other multinational companies became
involved with Middle Eastern economies at a time when this
region was experiencing rapid growth. Skilled staff were
required in this region during the 'setting up' of
operations (Eg. Middle Eastern offices of international
banking), although this region has decreased as a
destination during the 1980's.

9.2 International Recruitment Agencies Channel

Roberts (1986), in a description of the historical
development of labour recruitment agencies in the UK,
noted that some agencies have existed for a very long
time. However, the real growth in recruitment agency
activities came in the post war period. This development
occurred at international and national level, and extended

to provide advice and information not only on employment
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but on many other aspects related to mobility, for
example, housing market, schools, spouse's job
opportunities, etc. (Gould 1987b).

Findlay and Garrick (1990 pl179) have described how
this international recruitment agency channel was "brought
into existence as a2 result of rather different forces from
those driving the internal labour markets of multinational
companies". The motcr of economic growth (in certain parts
of the third world and Middle East), as distinct from
econcmic development, was noted to have created demand for
specific skill categories which were not immediately
available within the indigenous labour forces of these
countries (Findlay and Stewart 1986).

Information detailing time specific employment trends
of UK respondents involved with this channel (Table 9.6).
provides evidence of the importance of Middle Eastern and
African destinations. The importance of building/civil
engineering and health, education and other services
employment reveals the skills which were targeted (in
Scotland) by international recruitment agencies during the
rapid development of more adequate industrial and service
infrastructures in these parts of the world. The
importance of these Scottish skills for the Middle East
region was also evidenced by Findlay (1988) and Findlay
and Garrick (1990). Roberts (1986) indicated that without
the expansion of recruitment agency services, much of
Middle Eastern development would not have happened, as up

to 50% of all UK skilled emigration to the Middle East was
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Table 9.6 Migration Trends, International Recruitment
Agency Channel, Most Important Destinations,
Employment Type and Status (%)

UK RESPONDENTS
pre'80 81-85  86-89

Destination

Africa 25.6 11.5 22.2

Middle East 15.4 50.0 22.2

Canada/N.Zealand/ 12.8 15.4 11.1
S.Africa

Employment Type

energy/water 5.1 7.7 14.8
building/civil 23.1 38.5 3.7
engineering

banking/finance 15.4 11.5 25.9

health/education/ 38.5 23.1 33.3

other services

Empleocyment Status

manag/administrative 48.7 23.1 44 .4
professional 35.9 26.9 4e.1
associate prof/

technical 7.7 30.8 3.7
craft/related 7.7 19.2 7.4

(columns do not sum to 100% since only selected
characteristics have been included)

source : author's survey data

controlled by this channel.

Under realist philosophy, it can be argued that this
channel has largely been brought into existence by the
type of labour demand which resulted from rapid economic
growth in certain parts of the developing world. Roberts
(1986) argued that recruitment agency development occurred
as a response to a problem. The problem identified was the
overseas demand for highly skilled labour where no

‘conduit' or channel existed for this demand to be met.
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The development of international recruitment agencies did
not create international labour demand, but arose from
such demand. While 'structure' affects 'process’',
‘process' (in this case international recruitment agency
channelled moves) reciprocally affected 'structure' (as
represented by the international labour supply to these
developing regions).

The influence of 'process' on 'structure' has been
noted toc be very different in the case of international
recruitment agency channelled movers from other regions of
the UK. This relates to the 'stereotyped' images which
these recruitment agencies hold of regional labour market
specialisms in the UK (Lewis 1987a). For example, Gould
(1990) identified the selectivity for maritime related
employment for many UK emigrants to developing countries
from the Merseyside region.

In the most recent period 1986-89, Table 9.6
evidences a broadening of the range of destination
countries for international recruitment agency migrants,
and a rather different form of labour demand. Much of
these most recent changes can be attributed to the
"current economic down turn" (Birks, Seccombe and Sinclair
1986) in the Arab Gulf, and the subsequent reduction in
demand for foreign labour. One symptom of this down turn
has been the end of the construction boom (which occurred
due to a fall in investment in construction projects, and
the completicon of many large infrastructural

developments). The end of this boom may be dated, 1985-
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1990 in Saudi Arabia, 1986-1987 in Kuwait, 1983-1984 in
the United Arab Emirates (Birks, Seccombe and Sinclair
1986), and is reflected in the decreased importance of
building/civil engineering employment amongst UK
respondents.

Growing international demand for labour, and hence
the activities of international recruitment agencies,
specializing in health and education, and financial
services was evidenced amcng UK respondents in the 1986-
1989 period. This echoes the view expressed by Roberts
(1986) that demand for 'service' skills would be on-going.
9.3 Newspaper and Other Media Channel

The activities of newspaper and other media have a
very long history in the 'channelling' of international
migration. This channel exists as a way of providing
information on overseas opportunities to a wide audience.
Articles and employment adverts related to overseas
migration opportunities provide a useful way of diffusing
information and raising interest among many people. This
channel has been utilized by governments, businesses and
individuals as a way of promoting the international
migration of certain 'desired' skills.

The provision of information through media has
become, in some instances, the raison d'etre for the
existence of certain magazines and news sheets. For
example, 'The Settler' magazine (the magazine of the 1820
Settlers Association) exists to assist immigrants to

establish themselves in South Africa. This aim is
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comparable to that of 'Australian QCutlook', 'New Zealand
Outlock', 'Canada News', and 'South African News'
(established 1927).

Organizations and publications to inform and serve
skilled transient expatriates have developed more
recently. For example, Expats International - established
in 1979 (the publishers of the 'Home and Away' magazine
utilized as a contact source in this research) and
'Resident Abroad', a monthly magazine for expatriates
produced by the Financial Times (established 1980).

Information detailing time specific employment trends
(Table 9.7) revealed that during the 1970's and early
1980's, the importance of the Middle East as a destination
for newspaper and other media channelled UK respondents
mirrored the trend noted for international recruitment
agency movers. During the 'boom' time of involvement in
the Middle East, newspaper and media employment trends
reflect the labour demand which could be satisfied through
this channel - health, education and other services and
building/civil engineering skills. This channel, however,
facilitated the international movement of lower status
labour in comparison to the previous two channelcs.

The most recent period of UK emigration through the
newspaper and media channel reflects the decline of the

Middle East as a destination.
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Table 9.7 Migration Trends, Newspaper and Other Media
Channel, Most Important Destinations,
Employment Type and Status (%)

UK RESFONDENTS
76-80 81-85 86-89

Destination

Middle East 33.3 31.0 10.0
Can/N.Z/S.Africa 19.4 13.8 10.0

Australia 5.6 - 38.0
E.E.C. 13.9 6.9 16.0

USA 2.8 3.4 14.0
Employment Type

energy/water 16.7 13.4 2.0

building/civil 19.4 17.2 12.0
engineering

banking/finance - 3.4 10.0
health/education/ 44 .4 51.7 46 .0
other services

Employment Status

manag/administrative 13.9 17.2 10.0
professional 52.8 51.7 60.0

associate prof/ 13.9 20.7 10.0

technical

(columns do not sum to 100% since only selected
characteristics have been selected)

source @ author's survey data

9.4 "Themselves the Channel”

The concept of migration channels is founded upon the
observation that fewer and fewer international migrants
themselves directly obtain jobs, work permits or residence
visas. The organization and control of many internaticnal
moves is undertaken by some 'intermediary agency'.
However, evidence was obtained that some skilled
international migrants were "themselves the channel"” for
their international move, which would suggest that these

individuals were directly involved with the arranging of
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Table 9.8 Migration Trends, Themselves The Channel, Most

Important Destinations, Employment type and
Status (%)

UK RESPONDENTS
pre'75  76-85  86-89

Destination

Australia 13.8 43.8 58.6
Can/N.Z/S.Africa 20.7 28.1 21.4

Middle East - 15.6 3.4
Employment Type

building/civil engin. 3.4 9.4 20.6
distribution/hotel/ 6.9 15.6 10.3
catering

transport/communications 24.1 9.4 3.4
health/education. 44 .8 37.5 41 .4
other services

Employment Status

manag/administrative 20.7 34.4 13.8
professional 34.5 18.8 20.7
associate prof/ 17.2 12.5 27.6
technical

craft/related 3.4 6.3 13.8
personal/protective 6.9 15.6 10.3
services

other occupations 10.3 6.3 13.8

(columns do not sum to 100% since only selected
characteristics have been included)

source ! author's survey data

employment, permits and visas, housing etc. While in the
past a majority of UK emigrants would have indicated this
'individual' channel, for contemporary skilled
international migration this channel facilitates only a
minority of international moves. The decreased importance
of this channel has been as a result of new controls on
international migration - political controls, the

structuration and segmentation of labour markets and the
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organization of work, access to overseas opportunities
confined to the selectivity operated through certain
channels etc.

Table 9.8 shows the economic trends identified for
this migration channel. While the Middle East was briefly
of increased importance as a destination during the 1976-
1980 period, the 'boom' in this region was not as easily
identifiable as for previcus channels. More 'traditional'
settler emigrant locations have on the whole been
predominant, with health, education and other services the
employment sector targeted by, or open to these
respondents. The international migration of labour of
lesser skill is distinctive of the migration process in
operation, but not characteristic of the context of
international labour demand for skilled personnel during
this period (as represented in the other channels)

9.5 Conclusions

Migration trends and employment patterns were
described for twec reasons. Firstly, to try to indicate the
way in which channels link differentially to the global
labour market and thus are differentially constrained.
These links are neither homogeneous nor static, and are
reflected in the varied migration trends displayed by the
channels through time. Description of the migration trends
has shown that context (and changes in context) has
governed the operation of international migration

processes.
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Secondly, to try to inform the bi-directionality of
the relationship that exists between 'structure' and
'process' - namely the moulding influence of the channel
itself. This was expressed, for example, in the Middle
Eastern 'boom' of industrial employment, especially for
the international recruitment agency channel. It is argued
that this channel may have been largely brought into
existence by this type of labour demand. The operaticn of
international migration agencies (Eg. through targeting of
employment type etc) subsequently had an influence in
moulding the international context and nature of labour
supply.

Change in context (ie. international organization and
development of multinational companies, 'new'
international industries, international divisions of
labour) and process (ie. expatriate management policies)
could also be identified for the intra-company transfer
channel. The characteristics of 'context' and 'process',
and the relationship between these in a Scottish setting
are very different to those in other regions of the UK -
for example, London and the South East of England (galt
1984, 1986b, 1988, Beaverstock 1990). This can be related
to the differential role of 'international capital' and
multinaticnal company labour in these two regional
economies. The nature of head office operations at the
'core' of the UK economy is very different to that at the
'branch plant' operations of multinational companies in

Scotland. Thus the 'process' which operates to facilitate
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movement through the internal labour market of these
companies will differentially mould the 'regional' nature
of the skilled international migration which occurs.
International migration to 'traditional' settler
locations by less skilled individuals who were 'themselves
the channel' reflects the influence of the migraticn
process in operation, and not the contemporary
international migration context of labour demand for
highly skilled transient international migrants. The
patterns of international migration noted for these
respondents suggests that they have some 'control' of
their situation which is distinct from the 'control' and
'moulding’ influences exerted by intermediary agencies in

other more structured channels.
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Chapter 10 Developing Statistical Models of Skilled

International Migration

10.1 Introduction

Analysis of the migration and employment history data
of the questionnaire respondents has been a process
undertaken in several stages. The previous chapters (6-9)
each dealt with aspects of migration history, with
explanation of the observed patterns being linked in
several respects to channel types.

The next stage of the data analysis attempts to
promote understanding of the complex interaction effects
and relationships that exist within and between the data,
with the use of certain advanced statistical techniques.
The value of a model developed using statistical
techniques is that it provides a summary of the most
important features in a data set, together with an
indication of the level of unexplained or random
variation. Thorough appraisal of data demands the
formulation of statistical models thought capable of
explaining variation in the data, and permitting the
derivation of a set of fitted or predicted values.

Advanced statistical analysis involving categorical
data (the form of much migration history information) was
until relatively recently an area of weak or
underdeveloped statistical methodology (Wrigley, 1985).
However, there are now available a number of approaches
for the analysis of such data. The researcher selected a

stepwise regression technique capable of handling
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categorical data as the main statistical tool in her
analysis. Other statistical modelling methods were
considered (€.3. log-linear modelling) but proved to be
inappropriate.

10.2 Modelling Techniques

The main subject for analysis was the frequency of
international labour moves. This dependent variable was
regressed against the national status of the individual,
the channel of international movement used, and a range of
other inter-related socioc-economic variables.

The diverse nature of the data (eg. number of moves
and age information was on an interval scale, occupational
status details on an ordinal scale, and, employment type,
channel type and country categorized on a nominal scale)
required careful consideration of different forms of
linear modelling techniques. Three techniques for
modelling were studied, all of which it was believed would
have resulted in similar types of explanation.

Log-linear modelling is particularly appropriate for
categorical data analysis, allowing for the identification
of the most important relationships within a data set
(Gilbert, 1981). Recoding of the data into categories or
counts, however, results in the loss of much important
original information. Also, the limited size of the
researcher's sample of international migrants severely
constrained the techniques which could be used. The sample
size proved to be too small in relation to the relatively

large number of categories of response on several of the
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variables. For example, questionnaire respondents had
indicated involvement with some ten channels of
international movement, ten industrial categories of
employment, and experience of a very large number of
different countries., While such information may be (and
indeed was) recoded to a certain degree, reduction in the
data for application of log-linear techniques would have
led to serious losses in the quality of the information.
For these reasons, both log-linear modelling and logistic
regression analysis (most useful for bivariate responses)
were rejected as inappropriate statistical techniques.
Generalized linear modelling techniques, however, were
considered suitable (Congdon 1989, Fingleton 1984,
McCullagh and Nelder 1983). These have the ability to be
'tailored' to give more flexibility and incorporate a
variety of types of data. The most appropriate computer
software for the application of such regression modelling
analysis proved to be GENSTATS.

Those variables in the analysis that were gqualitative
or categorical in nature (Eg. migrant type, channel type,
employment and cocuntry) were included in the modelling
process as 'factors'. A separate constant term was fitted
for each level of the classification of the variable,
which is incorporated as a series of parallel regression
lines for the response or dependent variable (in this
case, number of international moves for employment).
Interest was focussed on the way that the dependent

variable was affected by the factor variables. The olject
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of the analysis was therefore to identify variations in
the response variable due to its interactions with the
various factors "since these identify a cause with an
effect" (Upton, 1981 P36). The use of the factorisation
function allowed for the transformation of categorical
data and its inclusion in the regression model. The
mixture of data available to the researcher was thus able
to be used without loss of quality of the information in
the modelling and subsequent prediction procedure.
Stepwise regression is a procedure for selecting one
‘optimum' regression equation from several possible
combinations of explanatory variables. Selecting the best
subset of explanatory variables is a trade-off between the
prediction and explanation functions of the model -
between making the best prediction possible (which
suggests using a large number of variables to obtain
reliable estimates), and keeping the model as parsimonious
as possible (allowing for clearer interpretation and
explanation of the interactions between variables). The
basic approach of stepwise regression is to add variables
to the regression equation in accordance with their
marginal contribution to the percent of explained variance
in the response variable. The explanatory variable with
the highest correlation to the response variable is
included in the model at the first stage or step. The
other explanatory variables are then considered for entry
and addition to the model based upon their contribution to

the percent of explained variance in the response
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variable. At each stage or step in the stepwise procedure
the 'value' to the equation of each parameter or
explanatory variable is recalculated. The advantage of
this method is that a variable entered into the equation
at an early stage which is inter-correlated with variables
entered later may be dropped from the model. Hence the
stepwise procedure yields a 'best' statistical selection
or model from a set of explanatory wvariables.
Consideration of a histogram of the number of
international moves of the respondents (Figure 10.1)
indicated that this data did not conform to the normal or
Gaussian probability distribution. A majority of
respondents had indicated only one international migration
for employment, and as the number of moves increased to
two, there was a sharp decrease in the number of
respondents involved. Greater fregquencies of internatiocnal
moves were indicated by lesser numbers of respondents,
with a 'tail' of relatively 'rare' occurrences for
migrants involved with five or more international moves.
The 'shape' of Figure 10.1 is recognisable as a Poisson
curve, and hence could not be modelled or predicted by a
'normal' linear regression function (Lovett and Flowerdew
1989). The 'Poisson' modelling operation of GENSTATS was
utilised after the "number of moves" information had been
slightly transformed to conform more closely to the
properties of a Poisson distribution. This involved the
creation of a new variable, where the value one had been

subtracted from all levels to produce a new range of
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values from O to 9.

Thus the appropriate statistical modelling technique
{(Poisson stepwise regression with the inclusion of
factorized variables) was calculated and applied.

10.3 Results

Modelling of the data was undertaken in order to
establish the most important factors determining the
number of international moves of the respondents. The
explanatory variables included in the statistical
procedure were age of respondent, channel of international
movement, type of employment of the individual (this being
the type of job undertaken during last international
migration), status of the jocb, migrant type information,
and country of last employment.

The process of fitting a model may be regarded as a
way of replacing a set of data values with a set of fitted
values. In general, these values are not exactly equal,
and the question arises as to how much discrepancy exists.
At each step or stage of the modelling procedure a number
of statistical measures relating to the significance and
goodness of fit of the model are produced. These measures
included details on the deviance of the model, a
generalized measure of the discrepancy of the model from
the original data. Other important statistical indicators
included a measure of the dispersion of the data (a check
of the Poisson nature of the data), and 't' wvalues
produced for each variable (or each level of a factorized

variable). These 't' values give a measure of the
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importance of each variable in the explanation of the
variation noted in the number of international moves.

Within discussion of the results of the modelling
procedure, only those 'best fit' models which proved to be
of statistical significance (in terms of the critical
values of deviance, dispersion and 't' values) are given
consideration. The level of importarice of each of the
variables within a model is indicated in terms of the
proportion or percentage of deviance in the functional
relationship explained by the inclusion of that parameter.
The level of residual or unexplained variance in the model
is a very important feature of the modelling procedure
which will also be indicated.

Techniques for checking the model for its goodness
of fit included a consideration of the residual values.
These residual values may be plotted against the fitted
values, if the fit of the model is good then the pattern
of plot expected is null - a straight line (€.g. that there
is no relation between the fitted and residual values).
This check for a patternless set of residuals was
undertaken and verified for each of the models.

Perhaps the most interesting information obtained
from the modelling procedure is the set of predicted
values, giving an indication of the greatest (or least)
number of international moves which the model predicts
will occur within each of the variables or categories. The
most important predicted values of each model are

indicated and further discussed below.
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10.3.1 Overall Model

The modelling procedure was first 'run' to establish
the 'best' model parameters for determining the number of
international moves when all respondents were included.
The optimum model (summarized as Table 10.1 a) revealed
that age of the respcndents was of overall most importance
in the explanation of international experience (8.4%),
with increased number of moves most strongly correlated
with increased age of respondent. This relationship is not
unexpected. After inclusion of the age parameter, of next
most importance was an interaction term combining the
effects of age and employment (6.0%). At each successive
'stepping' of the modelling procedure, country (3.2%).
occupational status (1.8%) and channel type (1.5%) were
identified as of lesser, but still significant importance

to the model.

Table 10.1a Results For Overall Model

variable

age g.4%
age.employment type 6.0%
country 3.2%
occupational status 1.8%
channel type 1.5%

residual Junexplained variance 79.1%

There are some issues of concern with regard to the
results of this modelling exercise which should receive

consideration. The model produced was of relatively
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complex design, incorporating five of the six variables
which could have been included (it is interesting to note
that migrant type differences were not included as being
of importance in the explanation of number of
international moves). However, each of the variables
accounted for a relatively small percentage of the tctal
explanation of the relationship - with the variables
country, job status and channel tvpe appearing as somewhat
marginal to the model (although still included as
significant). The low proportions of explanation offered
by each of the variables is evidenced by the relatively
large (79%) unexplained residual variation.

Concern with these issues, however, need not detract
from confidence in the resulting model, and the
interesting conclusions, explanations and further
questions which may be postulated from a study of the
results. The relatively low explanatory power of the model
may be due to a number of factors. Firstly, there is the
very nature of the topic under study. Migration (as with
many other geographical and social science phenomena) is
recognised as a difficult and highly complex process for
appraisal and study. The somewhat low level of explanation
of variations in number of international moves may have
been due to the dependent variable being affected by a
number of other parameters or variables which were not
included (or could not be included) in this modelling
exercise. Secondly, and a factor referred to previously,

is the relatively small size of the sample undertaken
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during this research. A larger, more comprehensive survey
(with greater resources) might have yielded similar
results with greater explanatory power.

Thirdly, (and related to the second point), the
respondents to the questionnaire tended to be of a
'clustered' nature, predominantly involved with a small
number of destinations, specific job types and specific
channel types. This may be indicative of the very nature
of the phenomena, but as this study tried to broaden the
spectrum of attention for skilled international migration,
perhaps a larger, more evenly stratified sample (¢.g. in
terms of age of respondents, channel for international
movement, country of international experience, type of
employment, migrant type) could have been attempted and a
similar modelling technique undertaken.

Lastly, it should be remembered that respondents
completing the questionnaire did so at different stages in
terms of their respective international migration careers.
Such a partial or distorted view of migration history will
affect the information obtained with regard to
international migration frequency (e.g. very many
respondents contacted had made only one move), and the
prediction of factors which influence or explain the
propensity tc move. There are, however, methodological
difficulties regarding identification and contact with
migrants at the end of their.migration career (hence final
number of international employment moves known), or for

implementation of a longitudinal research survey (which

397



would also provide more precise migration history
information).

The 'best' model solution may easily be used to form
predictions about the number of international moves which

would be made under certain circumstances (¢.9.
combinations of the explanatory variables and the
different levels within each). In the case of the model
produced for all respondents, the conditions under which
the greatest number of international moves would be
undertaken are summarized in Table 10.1 b. Only cselected
parts of the predicted values table for the model have
been transcribed (those circumstances promoting the
highest numbers cf international moves) due to the length
and complexity of the information it contained.

Age in the prediction table was fixed at its mean
value (25-34 year group) in order to reduce the complexity
of the predicted information and for easier understanding
of the roles played by the other explanatory variables.
Certain employment types featured more prominently than
others with regard to the greatest numbers of
international moves - the two most important being the
energy/water industries and banking/financial services
employment.

The regions which featured most commonly for migrants
making a large number of international trips were the East
(including S.E Asia and Japan), Africa, countries of the
Middle East, European/Scandinavian and 'other'’

destinations.
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Table 10.1 b Summary of Predicted Values From Overall Model

age fixed 2.
energy/water employment - managerial
Company Int.rec.
transfer agency
Aust/Can/N.Z./S.Afr. 2.48 2.43
USA 2.06 2.02
Europe/Scandanavia 2.64 2.58
Middle East 2.94 2.87
Africa 3.19 3.11
East 3.23 3.15
Scotland 2.33 2.28
Other 8.07 3.00

banking/financial services

Company

transfer
Aust/Can/N.Z./S.Afr. 2.36
USA 1.97
Europe/Scandanavia 2.51
Middle East 279
Africa 3.02
East 3.05
Scotland 2.23
Other 2.91
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Employees of energy/water industries displayed
consistently the highest number of predicted international
moves, involved with all channel types and destinations.

As may have been expected, managerial/administrative
status employees were in every case predicted to make more
international moves than other groups, with professional
status second, and the 'other' lower status jobs involved
with fewest moves. Increased job status therefore related
positively to increased international experience.

The predicted information for channel of
international movement indicated, overall, the channel
with the highest levels of internaticnal movement was the
contacts in industry channel. This channel accounted for a
large number cf moves regardless of employment type.
destination country, and employment status. The highest
average number of moves was predicted for migrants in this
channel who were at a managerial/administrative level of
employment in the energy/water or banking/financial
services industries and involved in international
migration to the countries of the East and Africa (4.90,
4.83, 4.59, 4.53).

All other channels of international migration
displayed somewhat lower levels of predicted values for
number of international moves - especially for certain
countries and employment types. It is interesting to note
that many of the channels displaying the greatest

predicted values for international movement are those

400



which up until this time have received little previous
research attention.

Thus the modelling procedure undertaken to explain
the international experience of all respondents proved to
be useful, substantiating many of the issues discussed in
previous chapters. In order to fully exploit the
usefulness of the modelling technique, a number of other
'optimum' models were fitted to various subsets of the
data. This was simply done using GENSTATS and allowed for
a fuller investigation of relationcships existing within
the data.

10.3.2 Modelling Procedure Restricting For Age

Further modelling was undertaken to establish the
most important explanatory factors determining the number
of internaticnal moves of specific age subgroups of the
population. Three 'optimal' models were derived from
information relating to the numerically most important
respondent age groups (25-34 years, 35-44 years, 45-54
years). These are summarized in Tables 10.2 a, b and c.

Of the three models dealing with age subgroups, only
one achieved a level of explanatory power greater than
that for the overall model. This related to the 45-54 year
age group. In this case employment type and channel type
were included as of explanatory significance, at much
increased levels to those of the overall model. The
predicted values of this model indicated the highest
numbers of international moves for banking/financial

services employees involved with the contacts in industry
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Table 10.2 a Results Restricting For Age - 25-34 year group

variable
employment type 6.3%
channel type 7.5%

residual /unexplained variance 86.2%

summary of predicted values

Company Int.rec.
transfer agency
energy/water 1.80 2.38
mech/elect. 1.27 1.47
engineering
other manufacturing 1.14 1.24
buliding/civil 1.30 1:.51
engineering
banking/financial 1.43 1.74
services
health/education/ 1:21 1.36

other services

other employment 1.41 1.70

1.72

1 s
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1.
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Table 10.2 b Results Restricting For Age — 35-44 year
group

variable
country 8.4%

residual /unexplained variance 91.6%

summary of predicted values

Aust/Can/N.Z./S.Africa 1.%7
USA 1.71
Europe/Scandanavia 2.29
Middle East 2.61
Africa 2:17
East 2.95
Scotland 2.06
Other 3.12
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Table 10.2 c Results Restricting For Age - 45-54 years

variable
employment type 13.3%
channel type 10.3%

residual /unexplained variance

summary of predicted wvalues

Company
transfer
energy/water 3.09
mech/elect. 1.82
engineering
other manufacturing 1.26
building/civil 2.42
engineering
banking/financial 4.24
services
health/education/ 2.65

other services
other employment 2.58
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(7.2 moves) and international recruitment agency (6.25
moves) channels. Banking/financial services employees
indeed displayed the highest numbers of international
moves through all channels, with predicted numbers of
moves for energy/water employees of secondary importance.
Involvement with the contacts in industry channel! was
found to 'boost' the number of international moves
predicted for employees of all industrial categories.

The best fit model for 25-34 year clds also involved
job type and channel type as the most important
explanatory variables. As was the case for the older ace
group, the contacte in industry channel was predicted as
the most important fcr respondents involved with the
greatest number of international moves. However, in this
instance the hichest prediction was made for energy/water
employees (5.45 moves). Indeed for all channel tyvpes, the
predicticns for the number of moves of energy/water
employees were significantly above all other industries.

The explanation of the number of international moves
by respondents aged 35-44 years was scmewhat different.
Variation in last country of destinaticn was identified as
the most important parameter (B.4%). Analysis of the
predicted values from this model (Table 10.2 b) revealed
the highest numbers of international moves for Eastern,
Middle Eastern and 'other' areas.

Many of the details of the best fit models obtained
for the age subgroups corresponded well with the overall

model (Eg. job types, countries of last destination and
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channel types of greatest importance). The disacggregation

of information about age allowed therefore for the

uncovering of subtle differences between the age groups in

the explanatory power of certain of the wvariables.

10.3.3 Modelling Procedure Restricting For Employment
Type

Variations in the type of employment undertaken by
respondents during their most recent international
migraticn were indicated as of secondary importance in the
overall model in explaining or determining variaticns in
international experience. Further modelling was again
undertaken to establish the most Important parameters
determining international movement by employment
subgroups. The best fit models providing significant
statistical results are summarized in Tables 10.3 a
(energy/water), b (building/civil engineering), c¢
(banking/financial services) and d (health, education and
other services). These provide an interesting continuation
of the modelling procedure, and comparisons with the
overall and age restricted model results.

Of the four models obtained from employment subgroup
infermation (the four of most statistical significance) it
may be noted that three 'solutions' attain levels of
explanatory power greater than that noted for the overall
model. Indeed, of all the models fitted (including
restrictions for country of last destination), those
explaining the number of international moves of

respondents involved with the banking/financial services
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Table 10.3 a Results Restricting for Employment Type -
energy/water employment

variable

age 9.8%
occupational status 4.4%
age.channel type 9.3%

residual /unexplained variance 76.5%

summary of predicted values

age fixed 2.913

Company Int.rec. Family,/ News/ Thems—- Contacts Other
transfer agency friends media elves
managerial/ 2.46 2.91 4.04 3.560 2.42 4.38 3.41
administrative
professional 2.00 2.30 3.07 2.70 1.97 3.31 2.64
other status 1.43 1.56 1.89 1.73 1.41 1.99 1.70
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Table 10.3 b Results Restricting For Employment Type -
building/civil engineering employment

variable
country 33.0%
residual /unexplained variance 67.0%

summary of predicted values

Aust/Can/N.Z./S.2frica 1.47
USA 2.00
Europe/Scandanavia 3.00
Middle East 1.86
Africa 2.00
East 4.20
Scotland 1.60
Cther 1.00

Table 10.3 ¢ Results Restricting For Employment Type -
banking/financial services employment

variable
age 25.5%
country 22.8%

residual /unexplained variance 51.7%

summary of predicted values

age fixed 2.778

Aust/Can/N.Z./S.Africa 2.12
USA 1.28
Furope/Scandanavia 1.41
Middle East 2.22
Africa 1.00
East 2.95
Scotland 2.50
Other 2.13
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Table 10.3 d Results Restricting For Employment Type -
health, education and other services

variable

age 3.6%
channel type 7.1%

residual /unexplained variance 89.3%

summary of predicted values

age fixed 2.994

intra-company transfer 1.84
international recruitment agency 1.64
family and friends 1.28
newspaper and other media 1.85
themselves the channel 1.62
contacts in industry 2.45
other channels 1.66

and building/civil engineering industries contain the
lowest prcpertions of residual or unexplained variance.

In Table 10.3 ¢ (banking/financial services) it is
indicated that age of respondents and country of last
migration destination were the two parameters of most
explanatory cignificance. It appeared that number of
international moves increased with age, while the most
important predicted values relating to country of last
destination were the East (2.95 moves) and Scotland
{2.50).

In the case of building/civil engineering employees
(Table 10.2 b), only one parameter (country of last
destination) 1s included in the model - as determining
approximately one third of the variation in number of
international moves. The relationship for employees of
this industry is strongest (greatest number of moves) for

Eastern (4.20) and European/Scandinavian (3.00) countries.
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Three explanatory variables (a more complex model)
were indicated as important for energy/water employees
(Table 10.3 a) - age (9.8%), employment status (4.4%) and
an interaction term describing the relationship between
age and channel type (9.3%). For employees in these
industries it appears that managerial/administrative
employment will result in more frequent international
mevement than any other status group. This was so for a
wide range of channel types - contacts in industry, family
and friends, newspaper and media and 'other' channels.
High levels of international movement for employees of
professional status were also predicted for the contacts
in industry and family and friends channels.

The last mocdel of employment type to prove
significant was that for health, education and other
services (Table 10.3 d), where age (3.6%) and channel type
(7.1%) were included. This model had much less explanatory
power than the other employment subgroups, with only some
10% of variation explained by the inclusion of these two
parameters. This low level of explanatory power may bhe
due, in part., to the more varied and complex nature of the
respondents associated with this particular employment
type.

10.3.4 Modelling Procedure Restricting For Last Country
of International Migration

A final group of models relating to frequency of
international migration were restricted in relation to

last country of residence. The models with significant

410



results are summarized in Tables 10.4 a-f. What is
immediately noticeable is that the explanatory power of
these restricted models was again, in general, greater
than that obtained for the overall model.

The model offering the overall greatest level of
explanation was that explaining number of international
moves for those whose last move had been to European and
Scandinavian countries (Table 10.4 c¢). Employment type
accounted for approximately 37% of the variation in rnumber
of international moves indicated by respondents involved
with these destinations. Manufacturing employment was of
very great significance (on average 5.00 moves).

The parameters of most importance in the explanation
of the number cf international moves for respcndents whose
last migration involved employment in Scotland (Table 10.4
f) indicated a more complex patten of causality. Three
variables - age (10.5%), job type (12.9%) and channel type
(9.1%) - were included in the partial model produced. The
predicted values described energy/water employment as of
overall significance for all channels, with
banking/financial services involvement being listed
second. The greatest numbers of moves were predicted for
these employees using the newspaper and media channel
(4.47 and 3.83 moves respectively) and the contacts in
industry channel (2.20 and 2.74 international moves).

For respondents whose last migration involved
employment in Eastern countries, the level of unexplained

or residual variance remained at a level of less than 70%.
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Table 10.4 a Results Restricting For Last Location
Country - Australia/Canada/New Zealand/South

Africa
variable
age 9.1%
channel type 7.2%

residual /unexplained variance 83.7%

summary of predicted values

age fixed 2.785

intra-company transfer 1.90
international recruitment agency 1.74
family and friends 1.57
newspaper and other media 1.51
themselves the channel 1.72
contacts in industry 2.86
other channels 1.38

Table 10.4 b Results Restricting For Last Location
Country - USA

variable
channel type 12.6%
occupational status 16.4%

residual /unexplained variance 70.0%

summary of predicted values

manag/ prof. other

admin.
intra-company transfer 2.04 1.29 1.27
internaticnal recruitment agency 1.23 1.07 1.06
family and friends 1.15 1.04 1.04
newspaper and other media 3.10 1.60 1.55
themselves the channel 1.55 1.16 1.14
contacts in industry 3.50 1.71 1.66
other channels 5.01 2.14 2.06
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Table 10.4 c¢ Results Restricting For Last Location
Country - Europe/Scandanavia

variable
employment type 35.6%
residual /unexplained variance 63.4%

summary of predicated results

energy/water 2.67
mech/elect. engineering 1.13
other manufacturing 5.00
building/civil engineering 3.00
banking/financial services 1.33
health/education/other services 1.56
other employment 1.67

Table 10.4 4 Results Restricting For Last Location
Country - Middle East

variable
age 19.6%
residual /unexplained variance 80.4%

summatry cf predicted values

15-24 years 1.6¢6
25-34 years 1.95
35-44 years 2.37
45-54 years 2.97
55-59/64 years 3.84
€0/65+ years 5.10
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Table 10.4 e Results Restricting For Last Location
Country - East

variable
channel type 30.4%
residual /unexplained variance 69.6%

summary of predicted values

intra-company transfer 3.09
internaticnal recruitment agency 3.00
family and friends 3.75
newspaper and other media 1.00
themselves the channel 4.00
contacts in industry 2.25
other channels 1.17

The variable offering the greatest explanation in this
case was the type of channel through which the
international migration had occurred (30.4%). A variety of
channel types revealed predicted values for international
movement at high levels - themselves the channel (4.00
moves), family and friends (3.75 moves), intra-company
transfer (3.09) and international recruitment agencies
(3.00).

The model restricted for respondents indicating the
USRA as their last destination (Table 10.4 b) achieved a
level of explanatory power of approximately 30% with the
inclusion of channel type and job status variables.
Predicted values in this case indicated managerial/
administrative level employees of all industrial
categories to have a greater tendency toward international
migration, particularly when involved with 'other' (5.01
moves), contacts in industry (3.50) or newspaper and media

(3.10) channels.
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Table 10.4 f Results Restricting For Last Location
Country - Scotland

variable

age 10.5%
employment type 12.9%
channel type 9.1%

residual /unexplained variance 67.5%

summary of predicted wvalues

age fixed 3.024

Company Int.rec. Family/ News/
transfer agency friends media
energy/water 2.14 1.90 2.70 5.47
mech/elect. 1.41 1.33 1.62 2.62
engineering
other manufacturing 1.28 1.22 1.42 2.11
building/civil 1.39 1.31 1.59 2.54
engineering
barking/financial 1.98 1.77 2.46 4.83
services
health/education/ 1.33 1.26 1.49 2.29

other services

other employment 1.94 1.74 2.40 4.

67
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2.
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The two other models by country of last destination,
for the Middle Eastern region and the countries of
Australia/Canada/N.Zealand/S.Africa, proved to have less
explanatory power (although the results were still
significant). Variation in the number of moves by
respondents involved with Middle Eastern ccuntries was
explained mainly by age (Table 10.4 d). In the case of
Table 10.4 a (Australia/Canada/N.Zealand/S.Africa), both
age and channel type were indicated as of importance, with
international movement through contacts in industry (2.86
moves) and intra-company transfers (1.90) having the
highest predicted wvalues.

10.4 Conclusions

The modelling procedures undertaken proved to be very
useful and informative. The overall model produced was of
a relatively complicated nature and with a generally low
level of explanatory power for reascns which have been
discussed.

While age of respondent, type of employment, country
of last destination, occupational status and channel type
variables each had relatively low levels of explanatory
power in the overall model, the level of explanation
offered by certain of these variables was much increased
during the partial or restricted modelling which followed.
The three most important variables in the overall model
(age, jcb type and country) were separated into their
component levels or categories with resultant increases in

the power and goodness of fit of the models.
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It was a significant feature of the overall model
that channel type was included as statistically
significant and an important explanatory variable.
Inclusion of channel type in this way substantiates the
view that a channels framework is helpful in the study of
skilled international migration. As with the other
variables, channel type when included as an explanatory
term in the partial or restricted models was responsible
for a much increased proportion of the deviance.

With special reference to channelling mechanisms, the
models showed that the greatest number of international
moves were in channels which had received 1ittle previous
research attention. The predicted values from the models
were generally highest for the contacts in industry
channel. Lower but still important levels of movement were
recorded for intra-company transfers and international
recruitment agency channels. Thus, while the most studied
channels may account for the greatest numbers of
international migrants, certain other mechanisms may be

important in channelling those who move most frequently.
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Chapter 11 Motivations For International Migration

11.1 Introduction

It may appear, at first, that gquestioning an
individual with regard to why they have undertaken an
international migration would be relatively straight
forward. This is however not the case, with explanation of
motivations for international migration conceptualized in
many different ways. Neo-classical theories of migration
explain movement in terms of a 'structurally oriented’
approach (Bohning 1984). From this perspective
international movements are often described in terms of
individuals seeking to maximize their 'differential
economic advantage'. When making migration decisions,
“differences in net economic advantages, chiefly
differences in wages, are the main causes of migration”
(Hicks 1963, P76). The desire of an individual to move is
explained as due to employment opportunities and/or higher
wages in the destination area.

Models developed to explain and predict migration
(mainly internal migration) were grounded on the
assumption that the economic motive was the dominant
stimulus to relocation (Blanco 1963, Goodrich 1936). Such
models, based upon 'objectively' measurable
characteristics of origin and destination regions, reflect
regional differences in economic conditions such as
employment opportunities, income levels or costs of living

(Greenwood 1968, Sjaastad 1960).
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Explanation of the desire for migration, has been
sought not only at the macro-level of aggregated migration
decisions but also at the micro-level in relation to
individual migration behaviour (Golledge 1980). Micro-
scale 'behavioural' approaches included 'subjective'
variables instead of, or in addition to, traditional
'‘economic' indicators (Cebula 1979, Desbarats 1983, Fuller
and Chapman 1974, Lloyd 1976, Wolpert 1965, Zodgekar
1990). Most recently (from a managerial perspective)
explanation of motivation for international migration has
been extended to include the concept of movement for
career purposes (Salt 1984).

In order to explore these and other ideas relating to
motivations, respondents were asked to indicate their
views on a number of motivational questions relating to
their internatiocnal migration experience. Choices of
motivation were listed, and to try to gain a fuller
appreciation of the many determinants of migration,
respondents were asked to specify any other motives (not
listed) of importance to their decision to move. The list
given contained a wide variety of economic, family,
employment, career and behavioural motivations. No limit
to the number of motivations which could be used to
describe an international move was set. Authors of
previous behavioural studies of internal migration have
expressed concern with distinguishing between 'reasons for
leaving' and reasons for choosing a particular

destination, or, between 'primary' and 'secondary'
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considerations (Halfacree 1990, Roseman and Williams
1980). However in this analysis, respondents were asked to
indicate all important motives, and not asked to place in
rank order the importance of the motives chosen.

There are of course problems associated with the
collection of such motivational information, and with the
retrospective nature of the questions asked. The decision
to migrate is a complex one, with many issues of
importance.

"The feelings associated with migration are usually

complicated...the decision is typically very

difficult to make...usually involving mixed emotions.

Migration tends to expose one's personality....

express one's loyalties, and to reveal one's values

and attachments (often previously hidden). It is a

statement of one's worldview...a very cultural

event" Fielding (1991).

With such complicated qualitative or 'soft'
information it is very difficult to include in a list the
multiplicity of issues and reasons which may be important
in deciding whether to move or not, and where to move. The
motivations of respondents which result in an
international move may be encompassed in a small number of
(or indeed one of) those listed. However, in order not to
prejudice the data by compelling individuals to indicate a
specified number of motivations, respondents to the
researchers survey were left free to describe the full
complexity of the important issues which were of concern
to them during their migration decision. For many

individuals, the migration decision is taken after

consideration of a number of interrelated issues of equal
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relevance at that specific time. These related issues
often cannot subsequently be assigned a precise measure or
rank of importance.

A further matter for concern is the tendency of
respondents to any guestionnaire (not oniy with migration
information) to try to give what they believe to be the
'right' answers. Individuals thus prejudice their answers
by considering what they believe the researcher expects.
This may be because the descriptions or reasons of
greatest importance in accounting for their behaviour do
not appear on the list provided, and because respondents
wish to 'fit' within the research framework they may
therefore be unwilling to specify their own reasons. It is
also true that individuals may not have previously
analysed or articulated the reasons for their actions, or
may be reluctant to do so, and hence may simply 'tick'
certain responses without any real thought being given to
the matter.

The retrospective nature of motivational or
attitudinal questions are an issue which would imply that
some caution is required in interpretation of the results.
To answer such questions respondents must rely on memcry.
There is much documented concern over the use of
questionnaire methods, where a considerable length of time
(years, months or weeks) has elapsed since the decisions
being investigated were taken. During this period, many
changes or alterations will have occurred in the migrant's

"life', and it may be difficult for an individual to truly
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remember issues of importance in the past. The intervening
period results in a degree of reconstruction and re-
evaluation of the issues (Schuessler 1982, Silverman 19&5,
Smith 1975). However, problems of the timing of
questioning/interviewing of individuals is a feature of
much research in the social sciences. It is an issue which
in many cases cannot be practically resolved, and so this
form of retrospective questioning of the individual must
be used.

The 'best' research methodology for obtaining details
of motivations would be personal interviews with the
respondents during or proximate to the time when the
migration decision was taken. This interview method would
allow for better understanding of why the migration
occurred, with investigation of all important motivations
(which may not be revealed through a later questionnaire)
and details of the individuals 'situation' (economic,
personal, employment, family, etc) at the time of deciding
to move. Such a research methodology is desirable but
impractical in the case of obtaining information regarding
skilled international migration.

The migration motivations of immigrants to Scotland
were examined, with a list of varied motivations to chcose
from - covering both 'negative' and 'positive' reasons for
the move. Similarly, UK migrants living and working in
Scotland were asked to indicate their most important

motivations for return.
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The question asked relating to first and last move
motivations was intended to generate information regarding
reascns for undertaking the initial and the most recent
international emigration from the origin country. This
information was obtained with a view to identifying any
changes in emigrant motivations which might have occurred
over time. There was, however, some uncertainty regarding
the interpretation of this question by the respondents. It
is believed that certain respondents may have indicated
the motivations for their most recent international move
(8.g. a return home) instead of reasons for last emigration
from their origin country. Thus, the information must be
treated with caution.

During analysis of the results there were certain
important issues which were considered. For example, did
individuals really choose to undertake international
migration, or were they in some way 'chosen' for such a
move? The individual's perceptions of why he/she had moved
may not therefore necessarily represent all underlying
forces. Other questions investigated included : "Do
motivations vary between the different channel types, by
age group, employment details, countries of destination
and origin?"” " What explanations can be offered for
variations in motivation?"” " How do these motivations
relate to wider behavioural, economic, social and

political considerations?”
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11.2 Motivations For International Moves to Scotland

11.2.1 Motivations for Immigration to Scotland

Figure 11.1 shows the number of reasons given for
migration by those in the survey who were immigrants to
Scotland. Immigrants seemed to describe a complex mix of
motivaticne for their movement. More than 20% of
respondents gave five or more reasons for their migration
behaviour.

Table 11.1 lists each motive in turn. 'Transfer by
employer' was the most frequent response (19.9%), closely
followed by issues of 'career development' (18.4%).
'Gaining experience' (15.4%) and a 'desire to travel'
(15.1%) were also significant. The importance of the
'transfer by employer' motivation was indicative of the
significance of multinational and trans-national employers
for many immigrants, and implied that many intra-company
transfers had occurred.

The "circular" nature of the respondents' reasoning is
therefore evident in this aspect of the questicnnaire
analysis. It would appear that, to some extent at least,
respondents were giving their means of migration as a
partial explanation of their motive for movement. This
interplay of "actor" and "context" is of course a real
one, but its analysis for the social scientist is

problematic.
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Table 11.1 Immigrant Motivations

%
transfer by employer 19.9
better jobdb 10.9
higher wages B.5
desire to travel 15.1
to gain experience 15.4
for training 1.8
career development 18.4
political reasons 0.3
armed forces 0.3
family reasons 4.8
other motives 4.5

The ace of respondents was, not surprisingly, found
to relate to motivations (Figure 11.2). With increased
age, 'transfer by employer', and 'family reasons' were
listed more often, while desire to travel, the search for
wider experience and career development were of reduced
importance.

Because of the dominance of immigration from the USA
relative to all other origins, the importance of
energy/water employment, and because of the significance
of intra-company transfers, meaningful cross-tabulations
of motivations against origin country, employment type and
channel type were not possible.

Cross—-tabulations by employment status were, however,
interesting and showed marked associations (Figure 11.3).
'Desire to travel', 'to gain experience’', 'family reascns'
and 'other 'motivations were all of greater importance for
professional persons than for those in managerial/

administrative jobs. Inversely, 'transfer by employer',
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Figure 11.2 Immigrant Motivations by Age
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'better job' and 'higher wages' were of increased
significance for managers.
11.2.2 Motivations for Return Migration

The number cf reasons given for returning to Scotland
is plotted in Figure 11.4. By far the majority of
returning migrants (approximately 50%) indicated only ocne
motivation, with decreasing proportions of respondents
explaining their return in terms of larger numbers of
motives. While the maximum number of return motivations
was five, the data would suggest that for most return
migrants the decision to come back to Scotland was a
relatively simple one, with only one or two issues of
critical concern.

Summarized details of return migration motivations
(Table 11.2) present an interesting picture of the
reasoning and perceptions of these individuals. 'Family
reascns' were listed most often in explaining return
migration. Other responses accounting for 10% or more of
the total included 'transfer by employer' (15.7%), 'career
development' (15.2%), 'end of contract abroad' (14.7%) and
'other motives' (11.6%). The most commonly specified of
these 'other' motives were "the better quality of life in
Scotland”, "political problems in the destinaticn country”
(most especially in the case of South Africa), "a desire
to bring up children in Scotland", and "better education
in Scotland". Many respondents expressed the importance of

less tangible positive aspects of living in Scotland.
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Table 11.2 Return Motivations

%
end of contract abroad 14.7
retirement 7.0
transfer by employer 15.7
family reasons 25.6
no desire to work abroad 2.2
better job in Scotland 6.5
career development 15.2
better wages in Scotland 1.5
other motives 11.6

Not surprisingly age and motivation for return
migraticn were related (Figure 11.5). Thus the
'retirement' motive for return was of greatest concern for
the older age group, while 'career development' and
'transfer by employer' motivations decreased dramatically
in importance with increased age.

Figure 11.6 reveals great variation in the importance
of the return motivations within and between employment
types. For example, 'transfer by employer' was of much
greater importance in explaining the return of
energy/water employees (35.4%), than for those in
mechanical/electrical engineering industries, where one
might have anticipated that intra-company transfers by
MNC's would have been at least as critical.

Return home due to 'family reasons' was of great
significance for those in hotel/catering, health/education
and other services, banking/financial services and
building/civil engineering. This may in part reflect

contract type, with ‘bachelor only' status being common
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Figure 11.5 Return Motivations by Age
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in these activities. The fixed term nature of employment
contracts is evident for building/civil engineering jobs.

The survey appeared to suggest that there were clear
differences in the reasons for return migration relative
to country of last employment. For example, 'family
reasons' were indicated as the main cause of return
migration by respondents returning from Australia, and
Canada/N.Zealand/S.Africa. Return migration from other
countries was not dominated to anything like this same
extent by any cne motivation (Figure 11.7).

Associations between return migration motives and
channels were evident (Figure 11.8), and reflected the
'circular' nature of the respondents reasoning. For
example, family reasons were indicated as a motive for
return by 44.4% of those who were themselves the channel
for international movement, and by 35.9% of those who had
made their initial move via family and friends.

Associations between employment status and return
migration behaviour were similar tc that described for
immigrants to Scotland.

11.2.3 Summary

In summary, the differences in motivation for
movement to Scotland (immigration and return migration)
have revealed interesting features of the effects of
context and process upon the reasoning of the migrants.
The immigrant motivations may perhaps be described as more

'international' in nature than those of return migrants,
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with less reference by immigrants to any 'Scottish’
dimension to their visit (@.g. quality of life in Scotland,
desire to visit the country). This may be due to the
context of and processes affecting much immigration to
Scotland (predominantly MNC employees, from a limited
number of overseas locations, involved with specific types
and status of employment).

The supply of labour from Scotland (and subsequent
return) displayed much greater involvement with a variety
6f channels, employment types, destinations etc. The
motives given for return migration were of a 'simpler’
nature than for immigration, and revealed the importance
of a positive Scottish dimension. Explanation of return
home was similarly characterized by the interaction
effects of 'actor', international labour market context
and international migration process,

11.3 Motivations For First and Last International Moves

11.3.1 Number of Motivations Indicated

Prior to considering the motivational responses
indicated for first and last moves, attention is focussed
on the question of how many reasons for international
migration were given (Figure 11.9). Overall, relatively
few respondents identified only one essential reason for
either their first or last international move. In the case
of first move, approximately 85% of respondents gave more
than one reascn for migrating. Most people indicated two,
three or four reasons, while some listed as many as nine.

The high proportion of respondents indicating more than
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one motive for moving corresponds with many previous
internal migration studies (Clark 1986, Halfacree 1990,
Johnson and Salt 1990, Roseman and Williams 1980).

The number of reasons given in explanation of
people's last international move was somewhat different.
Compared with first move, there were many more who offered
only one reason. This suggests that while initial
international emigration was undertaken for a complicated
variety of interrelated reasons, later moves reflect a
very different type of behaviour. Decision making for
later moves often reflects only one essential reason for
movement.

Motivations for first and last migrations are
summarized in Table 11.3a. The motive of greatest
importance for the first move was 'career development'
(17.0%), with 'desire to travel' (16.8%) a close second.
The motives of gaining wider experience and 'higher wages'
each accounted for a further 10% or more of first move
motivations.

Regarding reasons for people's last international
move, again considerations of 'career development' (16.4%)
were indicated most frequently, but only one other
motivation accounted for 10% or more of responses
'transfer by employer' (11.3%). It appears therefore that
the last move motivations were less 'clustered' around any
particular response, but that the migrant's motivation was

moderately simple by contrast with initial moves.
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Table 11.3 Motivations for First and last International

Moves
a) % %
first move last move
better job 8.4 9.0
higher wages 11.2 9.5
career development 17.0 16.4
family reasons 3.6 8.5
unable to get jor in origin country 1.4 1.8
desire to travel 16.8 g.0
transfer by employer 7.9 11.3
to gain experience 13.8 7.9
only way to get a job 0.6 0.8
better use of skills/experience 4.3 8.2
job respocneibility 7.1 9.4
dissatisfaction with previous job 4.6 3.9
other motives 3.1 5.3

R. calculated = 0.648

R- tabulated = 0.506 (95% confidence level)

b)
1st move ranked motivations last move
1 career development 1
2 desire to travel 8
3 to gain experience 9
4 higher wages 3
5 better job 5
6 transfer by employer 2
7 job responsibility 4
8 dissatisfaction previous job 11
9 better use of skills/experience 7
10 family reasons 6
11 other motives 10
12 unable get job in origin country 12
13 only way to get job 13
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As with first motives, it would appear that a
'negative' job situation in the origin countries was,
overall, not an important issue - with 'only way to get a
job' (0.8%) and 'unable to find job in origin country'
{1.8%) being mentioned by very few respondents.

It was decided to use the Spearmaﬂs Rank Correlation
Coefficient to check the degree of similarity in the
motivations for first and last migration. This was an
unusual use of this test since normally it is used to test
for the significance of association. In this case, it was
used with the explicit purpose of discovering the weakness
of association (ie. the inverse of the usual applicaticn).

In comparing first and last motivations a correlation
coefficient of 0.648 was achieved (Rs tabulated at 95%
confidence level : 0.506), suggesting a relatively high
degree of correlation between these two sets of
motivational information.

The information presented would lead one to the
conclusion that although over time international migrants
become more single minded in their reasons for moving, the
underlying motivation pattern remains largely unchanged.
It should be noted, however, that the correlatiocn
coefficient suggests that a one to one relationship does
not exist. This is self evident from comparison of the
ranks in Table 11.3b.

11.3.2 Differences in Motivations for Migrant Types
Given the general conclusions stated above it remains

interesting to examine whether the same relationships hold
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true for sub-groups within the population. In order to
ascertain the level of dissimilarity in motivations
between the migrant types, the Spearman’s Rank Correlation
Coefficient value was calculated for each group (Table
11.4a).

It was noted that the highest measure of similarity
of motivation was calculated for USA immigrants to
Scotland (0.932), while the lowest correlation coefficient
existed for UK return migrants (0.471). Indeed for the
latter group the rank correlation was not statistically
significant, suggesting important changes through time for
this group in their motivations.

The figures indicated in Table 11.4b relate to the
ranked importance of each motivation by migrant type at
first move (left hand column) and last move (right
column). Only those motives ranked 1-5 at first or last
meve are included (as in all subsequent tables). However,
ranked values above 5 are included where necessary (for
example, motive ranked 1 at first mecve but rank 9 at last
move, and visa versa).

Of greatest overall importance for USA immigrants was
'career development' and 'transfer by employer'
motivations. Explanation of the importance of the
'transfer by employer' motivation relates to previous
discussion on the importance of certain employment types
(energy/water) and intra-company transfers for the
international movement of these respondents. This

‘transfer by employer' motive was also ranked as the most

442



Table 11.4 Spearman% Rank Correlation Coefficient For
First/Last Move Motivations By Migrant Type

a) Migrant Type

UK emigrants R. = 0.635 significant 95%

Foreign emigrants R. = 0.766 significant 99%

UK return migrants R: = 0.471 not significant

USA immigrants R. = 0.932 significant 99%

Other foreign immigrants R. = 0.570 significant 9
b)

top 5 ranked motives

first move

Jrea
b
3

UK emigrants

desire to travel
career development
higher wages

to gain experience
better job

better use of skills
job responsibility

N OOV WD
WWWmoONEk O

Foreign emigrants

career develcpment
desire to travel

to gain experience
transfer by employer
job responsibility
better job

family reasons

DO Ubh W
N Wb O+

UK return migrants

desire to travel

to gain experience
career development
higher wages

better job

transfer by employer
family reasons

job responsibility

—
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Table 11.4 b) continued
USA immigrants

career development
transfer by employer
to gain experience
desire to travel

job responsibility
higher wages

(o, 3K ISR VIR S Il
o Wb =N

Other foreign immigrants

1 desire to travel

2 career development

3 to gain experience

4 higher wages

5 family reasons

7 transfer by employer
0] job responsibility

W+ ~JWwn Www

important reason for the last move of other foreign
migrants. Among UK return migrants, while it was true that
'transfer by employer' was of increased importance
relative to first move, it was ranked at a lower level
than for the two immigrant types discussed above.

Among emigrants from Scotland (living abroad at the
time of completing the questionnaire), 'career
development' was the single most important factor. The
main difference between the UK and other emigrant groups
was that 'transfer by employer' was ranked of second
importance for foreign emigrants, while it was not a
motivation mentioned as of any great significance by UK
emigrants. Similarly, while 'higher wages' featured as the
motivation of second rank for UK emigrants at last move,
this was not mentioned as of importance for feoreign

emigrants.
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Difficulties in applying the Spearmads rank
correlation coefficient (eg. the problem of multiple tied
ranks) made it impossible to extend the subsequent
analysis to all migrant sub-types. Instead it was decided
to amalgamate the data set, identifying aspects of the
specific motivational behaviour of migrant sub-types (UK
emigrant and UK return migrants) where possible. This may
have caused some 'blurring' of the differences, but
allowed for further examination of the effects of other
variables upon changing motivation from first to last
moves.

11.3.3 Number of International Moves

Respondents who had made 2 or 3 international moves
were compared with those with experience of 4 or more
(Table 11.5a). The results of the Spearmanbs rank
calculations indicate a much higher degree of similarity
between first and last move motivations amongst those who
had made only two or three moves (0.911) than for
respondents with greater migration experience (0.509).

This pattern of correlation was mirrored in first and
last move motivations of UK return respondents, with
decreasing levels of symmetry of motivation noted for
those with the highest levels of international experience.
UK emigrant respondents, however, indicated much greater
similarity in motivation for first and last move - little
affected by level of international experience.

Explanation of this may relate to the nature of the

move described as 'last' by these return migrants. As
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Table 11.5 Spearman’s Rank Correlation Coefficient For
First/Last Move Motivations By Number of
International Moves

a) Number of International Moves - All Respondents

two or three R:

four or more R:

Number of International Moves

0.911 significant 99%

0.509 significant 95%

UK EMIGRANTS
two or three R:
four or more R.

UK RETURN MIGRANTS
twoc or three R:
four or more R

b)
first move

UK EMIGRANTS

two or three moves

o o IV IS NN - NN 7S N o0 Il

four or more moves

VO DO WL AW

0.614 significant 95%
0.639 significant 95%
0.832 significant 99%
0.346 not significant

top 5 ranked motives

desire to travel
career development
higher wages

to gain experience
better job

job responsibility
better use of skills

desire to travel
career development
higher wages

better job

to gain experience
better use of skills
job responsibility
transfer by employer
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Table 11.5b) continued
UK RETURN MIGRANTS

first move last move

two or three moves

to gain experience
desire to travel
career development
higher wages
better job

family reasons

O Wb WwN
(€, ST I N

four or more moves

desire to travel

to gain experience 1
career development

higher wages

better job

job responsibility

transfer by employer

family reasons

P 1 U U LB N =
VWO = OV

=

indicated previocusly, the motivations required from
respondents were to relate to last emigration from origin
country. However, it is believed that some UK return
respondents may have indicated the motivations for last
move as their motivations for return to Scotland.
However, this cannot be the only explanation for the
pattern of motivations indicated. If this were the case
then UK return respondents who had made only 2 or 3 moves
would also be expected to display similar significant
differences in first/last move motivations. While the
changes in motivational rank between first and last move
for two/three move respondents did follow a similar trend

to four/more move return respondents, the changes were
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much less marked. Thus, frequency of international move
has had an important effect on the last move motivations
indicated by respondents. Those with greatest migration
frequency were more likely to indicate company transfer or
family reasons for last move, with decreased significance
given to desire to travel or to gain experience.

11.3.4 Age of Respondents

Considering the influence of age upcn migration
motivations (Table 11.6a), it appeared that the similarity
or degree of correlation between first and last move
decreased with respondent's age (0.702 for 25-34 year
olds, and only 0.311 for 55-59/64 year olds). Table 11.6c
reveals that a similar pattern emerges when Rs values were
calculated for UK emigrant and return migrant categories.

The motivation of greatest overall importance to all
but the 55-59/64 age group was 'career development'. As
one would anticipate desire to travel was of decreased
importance as a last move motivation for all age groups.
Equally unsurprising was to find that this was much less
so for the younger 25-34 year cohort. 'Gaining experience'
was also of generally decreased importance for migrants'
last moves, with the largest reduction in rank for the
older groups.

The greatest rank increases in significance between
first and last international moves was in relation to
transfer by employer and moves for family reasons. This
was true for almost all age groups. Transfer by employer

did not, however, feature in the top five ranked motives
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Table 11.6

a) Age

24-34 years
35-44 years
45-54 years
55-59/64 years
b)

first move

25-34 years

35-44 years

45-54 years

55-59/64 years

s
N= OO W

™ oo

5]

]

Re

0.702 significant 95%
0.708 significant 95%
0.456 not significant
= 0.311

tcp 5 ranked motives

desire to travel
career development
to gain experience
higher wages
better job

family reasons

career development
desire to travel

to gain experience
higher wages
transfer by employer
family reasons

career development
desire to travel
higher wages

to gain experience
better job

transfer by emplover
job responsibility

career development
higher wages

desire to travel
better job

gain experience
transfer by employer
job responsibility
family reasons

use of skills
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Table 11.6 continued

c) Age
UK emigrants UK return
migrants
RS Rg

15-34 years 0.824 signif 99% 0.583 signif 95%
35-44 years 0.619 signif 95% 0.465 not signif
45-54 years 0.542 signif 95% 0.656 signif 95%
55 years + 0.465 not signif 0.438 not signif

of the younger 25-34 years cohort. This and the importance
of the 'desire to travel' motive for these respondents,
perhaps indicated that they believed themselves to be more
independent, and in charge of their migration decision
than did older groups.
11.3.5 Employment Type

The Spearman% Rank Correlation Coefficient was also
calculated for different employment categories (Table
11.7). Once again this was only possible for the major
employment types, because of the problem of tied ranks.

Employees in energy/water industries at the time of
their first or last move displayed the highest level of
stability in their migration motivations (0.902). Although
other industrial sectors had lower correlations, even in
the case of health/education and other service sector (the
lowest Rs value) the correlation of motivations remained
statistically significant and therefore suggested

considerable stability. In view of the generally high
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Table 11.7 Spearman% Rank Correlation Coefficient For
First/Last Move Motivations by Employement
Type

Employment Type

energy/water R: = 0.902 significant 99%
engineering/computing R, = 0.687 significant 95%
other manufacturing R:. = 0.857 significant 99%
building/civil engineering R: = 0.689 significant 95%
banking/financial serwvices R. = 0.806 significant 99%

health/education and
other services R.

0.636 significant 95%
level of the statistical correlation reported above, it is
not necessary to evaluate patterns of motivation change.
11.3.6 Destination Country Of International Migration

The same methodology was applied to the data set in
relation to the country of destination indicated for first
and last moves. In this case the correlation coefficients
did show a much greater spread, suggesting that
geographical factors do significantly affect the stability
of migration motivations. Table 11.8a suggests that
immigrants to Scotland have the most similarity in
motivations between first and last moves (0.924). Amongst
UK emigrants the destination region displaying the highest
level of stability in motivations was the Middle East
(0.797), closely followed by destinations in Scuth East
Asia (0.752). Those moving to Canada/N.Zealand/S.Africa
displayed the least similarity (0.495).

Table 11.8b indicates that there have been only mincer
changes in the relative importance of the top five ranked

motivations between immigrants to Scotland on their first
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Table 11.8 Spearman% Rank Correlation Coefficient For
First/Last Move Motivations By Destination

a) Country of Destination

Scotland R: 0.924 significant 99%

Australia R:

0.693 significant 95%

Canada/N.Zealand/S.Africa R: = 0.495 not significant

i

USA R: 0.647 significant 95%

EEC R: 0.658 significant 95%

Middle East R. = 0.797 significant 99%
South East Asia R: = 0.752 significant 99%
b)

top 5 ranked motives
first move last move

Scotland

career development
gain experience
desire to travel
transfer by employer
job responsibility

O W
B o= W N

Rustralia

desire to travel
hicher wages
family reasons

to gain experience
career development
use of skills
other reasons

o b
B WO NN

Canada/N.Zealand/S.Africa

desire to travel

career development

to gain experience 1
higher wages

better job

family reasons

other reasons

m~J Wb W
Wr+ N O D
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Table 11.8b) continued
USA

career development
desire to travel

to gain experience
transfer by employer
higher wages

family reasons
better job

DO Ud W
B woNOoo

EEC

career development
desire to travel

to gain experience
higher wages
transfer by employer
job responsibility
use of skills

~J 1 b Wb
N wrd oo

Middle East

career development
desire to travel
higher wages

to gain experience
transfer by employer
job responsibility
better job

use of skills

O~ N W
B WO O

14p}
o
[
t
oy

East Asia

career development
desire to travel
higher wages

better job

transfer by employer
job responsibility

A W
B O D A W

and last visit. The motivations listed were indicative of
the involvement of multinational and transnational
companies in skilled international migration to Scotland,
the company transfer and career development motives
evidence Salt's (1984, 1986b, 1988) managerial perspective

of international migration. These individuals describe
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employer or company 'control' of their international
movement, especially as they undertake more international
moves. Thus international moves within the internal labour
market of large companies involved with certain sectors of
the Scottish economy are not only the channel through
which these international moves are undertaken, but such
structural controls become a partial explanation of the
motivaticns of these respondents. The effect of this
company structure and process, and the expatriate
management policies that are represented may be further
evidenced from the other motivations indicated as of
importance - career development, increased experience and
responsibility within the company. The only migration
motive of a 'perscnal' nature to be ranked among the top
five motives for immigrants to Scotland was their desire
to travel. This motive was of decreased importance
throughout the international career of these respondents.

A similar increase in the importance of the company
transfer motive was noted for UK emigrant moves to South
East Asia, the E.E.C and USA. The relatively high levels
of stability noted for these areas may be similarly
descriptive of the 'controls' (structure and process) on
the skilled international migration which has occurred.

The motivations for international movement to
Canada/N.Zealand/S.Africa can be similarly understood in
relatien to 'actor', 'context' and 'process' relationship.
The motivations indicated for first moves to these

locations were, in large measure, related to those
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indicated for other destinations (USA, Middle East,
Australia, and E.E.C.), which would seem to indicate that
the initial international migration motivations of skilled
UK migrants to many countries were of a comparable nature.
Those individuals who were subsequently involved with
international migration to Canada/N.Zealand/S.Africa,
however, indicated very different motives to first move to
these lccations, and to last moves to other locations.

For example, company transfer was not indicated as an
impeortant motivation, these migrants believing their
movement to be out with the 'control' of employer and the
processes that large MNC's represent. The channels
employed in international movement to these locations were
very different to those for skilled internaticnal
migration to Scotland, or the USA etc. The channels of
importance were those which had previously received little
research attention (family and friends, newspaper and
media, themselves the channel). For respondents involved
with international movement to Canada/N.Zealand/S.Africa
it would appear that the perception of 'control' of
movement remains 'internal' to the individual, and is not
dictated by process constraints such as employer demands
etc. The use and re-use of these channels for more
frequent international moves to these locations may
explain the importance of motivations other than

'employer' and 'internal labour market controls'.
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11.3.7 Occupational Status

In terms of occupational status, stability of
motivations was greatest for respondents who were employed
at managerial/administrative level at the time of their
first and last move (Table 11.9a). Correlation values for
the employment status groups for UK emigrants and return
migrants displayed a somewhat different situation (Table
11.9¢c), with lowest status respcndents achieving higher
correlation values than for professional status.

Overall, while 'career development' was identified as
of greatest importance for managerial/administrative and
professional occupations (Table 11.9b), this was less so
for the 'other' status group (ranked 4th and 3rd).
Motivations of relatively increased importance among
managerial /administrative and professional respondents
being 'transfer by employer', 'increased job
responsibility', 'better job' and 'higher wages'. This
would appear to indicate that with higher employment
status, individuals are more likely to interpret their
migration moves as a function of their position in the
labour force and acknowledge the role of employers in
their international migration career.

11.3.8 Channel Type

In terms of channel type, the highest degree of
stability between first and last move motivations existed
for the intra-company transfer channel (0.898), with
international recruitment agencies (0.837) and 'other'

channels (0.842) also displaying high levels of similarity
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Table 11.9 Spearmans Rank Correlation Coefficient For

First/Last Move Motivations By Occupational
Status

a) ©Occupaticnal Status

managerial /administrative R. = 0.843 significant 99%
professional R:; = 0.705 significant 95%

other R: = 0.653 significant 95%

b)

top 5 ranked motives
first move last mov

managerial /administrative

career development
desire to travel
gain experience
transfer by employer
job responsibility
better job

higher wages

O~ b W
B w Ny O

prcfessional

career development
desire to travel

to gain experience
higher wages

better job

transfer by employer

U b W N
N W W WO+

(o]
+
jog
]
La]

desire to travel
to gain experience
higher wages
career development
better job

family reasons

use of skills
other motives

O WO U ih WK
BBk W N DD

[y

457



Table 11.9 c¢) continued

c)
UK emigrants UK return
migrants
R: Re

managerial/

administrative 0.832 signif 99% 0.690 signif 95%
professional 0.547 signif 95% 0.568 signif 95%
other 0.671 =ignif 95% 0.661 signif 95%

(Table 11.10a). The lowest correlation values were for
persons moving through family and friendship links (0.491)
and the professional institutional channel (0.496). These
channels proved to have no statistically significant
associations between motivations for first and last movecs.
The detailed reasons for migration varied by channel
type, providing further evidence of the importance of
understanding the functioning and modes of operation of
these channels. For example, it is interesting to note
that 'higher wages', while a relatively important feature
of the decision for first migration mocves in all channels,
is actually of increased concern amongst last move mctives
for all channels except intra-company transfers and those
moving through links established by family and friends.
However, higher wages were not such an important motive
for working abroad as previously evidenced for
international recruitment agency channelled respondents
(O.R.S 1984), where 76% of respondents indicated 'high

salary' as a motivation which "pulled" them abroad. The
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Table 11.10 Spearman% Rank Correlation Coefficient For
First/Last Move Motivations By Channel Type

a) Channel Type

intra-company transfer R = 0.898 significant 99%
international recruitment

agency R. = 0.837 significant 99%
family and friends R: = 0.491 not significant
newspaper and other media R. = 0.689 significant 95%
themselves the channel R: = 0.761 significant 99%
contacts in industry R: = 0.593 significant 95%
professional instituticnal R: = 0.496 not significant
other channels R:. = 0.842 significant 99%

b)

top 5 ranked motives
first move last move

intra-company transfer

career development
transfer by employer
desire to travel

to gain experience
higher wages

job responsibility
better job

O OUbh W
(GNP EENE NS

international recruitment agency

career development
desire to travel
higher wages

to gain experience
better job

better use of skills

;s W
-9 SHONT SIS S

family and friends

higher wages

to gain experience 1
desire to travel

career development

better job

family reasons

use of skills

U
Do W @O WD

459



Table 11.10 b) continued

newspaper and media

O ~JO N b WK

desire to travel
career development
higher wages

to gain experience
better job

family reasons

use of skills

jeb responsibility

themselves the channel

O U b W

contacts in industry

OO U W

desire to travel
career develcpment
to gain experience
family reasons
higher wages

use of skills

desire to travel
to gain experience
career development
higher wages
better job

other reasons

job responsibility
use of skills

professional institutional

o BN NN B S L S

other

SN i w N

channels

career development
desire to travel
to gain experience
better job

job responsibility
use of skills
higher wages

dissatisfaction with previous

job

desire to travel
career development
higher wages

to gain experience
better job

family reasofis
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inclusion of 'dissatisfaction with previous job' as an
important motive for the last move of professional
institutional channelled respondents was of interest. This
motive did not feature in any significant way in other
analyses. It was perhaps indicative of the disillusionment
and dissatisfaction of many individuals involved with the
education and health services in the UK.
11.3.9 Conclusions From Analysis of First/Last Move
Motivations

Consideration of the motivations for first and last
international moves has been undertaken in this chapter to
illustrate the changing importance of reasons for
emigration. While in many cases the motives for the first
and last moves were relatively similar, some significant
differences have been revealed. Use of the Spearmans Rank
Correlation Coefficient reinforced the view that there was
general stability in peoples' motivations, but that
changed perceptions of migration did occur for certain
groups.

By way of conclusion it is therefore useful to
synthesize the overall patterns which have emerged. The
one motive indicated consistently and most frequently for
almost all respondents was career development. The
importance of this motive revealed by the survey therefore
substantiates Salt's (1984) view of career path migration
as a useful framework for analysis. However, many of the
respondents to this survey were not involved with large

companies, nor saw themselves as moving within a large
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internal labour market or in @ structured career
development plan or 'ladder'. Nevertheless, for these
individuale, the develcpment of their career (in a lecs
structured and planned way) was still an important reason
for international migration. Ideas of the importance of
'career', and the mechanisms or paths which lead to
development and general upward movement of a migrants'
career are valid but constrained. Career operates as a
motor to migration not only in the very structured
situation within MNC's but also between the internal
labour markets of different companies, and the regional
and national labour markets of different countries.

The importance of ‘career' motivations for
international migration applies therefore to a wide
variety of situations in relation to employment type, age,
country of destination, migrant type and channel type.

The 'desire to travel' and 'to gain experlience' were
generally of decreased importance relative to a migrant's
last international mcve. Of generally increased importance
were factors such as 'transfer by employer' (for certain
groups), 'family reasons' (for other groups)., and issues
relating to better quality work circumstances.

11.4 Conclusions

In concluding this chapter there are two issues to be
considered : whether respondents indicate their real
reasons for international migration, and which factors are
perceived to exercise a degree of ccntrol over the

international migration experience. These two questions
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are linked, and raise the issue of the interpretation of
causal factors in behavioural research of this kind.
International migration is not a simple process which
can be explained by asking why the move took place and
arriving at a relatively straight forward list of reasons.
To interpret the decision to move as being in any sense
self-contained, discrete or objectively rational is to
succumb to what Thrift (1986c) has termed the
'intellectual fallacy'. Promoting such a model of human

agency requires that agency to be a

"cognitive drone....a string of internal programmes
respcnding to an external environment....governed by
some 'inner', on-board computer" (Thrift 1986c p8&7).

The discursive or constructionist model of human
agency (Shotter 1984, 1985, Giddens 1984 'Theory of
Structuration’'), however, requires us to conceive of
actions such as international migration within their
context. In other words, any given acticn must be
interpreted in relation to a multiplicity of other actions
that the migrant is engaged in. 211 of these actions mesh
together through everyday behaviour and are not the object
of the reflective consciousness of those involved with
them all of the time.

In this model of human agency, intentions are seen to
motivate the accounts which people can give of their
actions. These intentions should be seen as vague
indeterminate '"signposts" (Thrift 1986c¢) of action rather
than as rigid determinants. The real reasons for

international migration are, therefore, those that the
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migrant perceives or admits to be of importance at the
time of any particular international move.

A further issue for consideration was the degree of
control of international migration which the respondent
indicated - this can be examined through a consideration
of whether the migrant thinks he/she has chosen to move or
whether they interpret their move as a response to
externally imposed pressures. This question is asked with
the intention of identifying the perceived influence of
"'structure' and ‘'process' upon migration decision.
'"Control' (which implies involvement of some 'external' or
'underlying' force) was imperfectly articulated through
'signpost' motivations which described the employment
context, the economic situation in the home regiocn,
contractual issues and state control (e.g. transfer by
employer, unable to get job in origin country, only way to
get a job, end of contract abroad, armed forces).

For example, transfer by employer was indicated by
many respondents who perceived their means of
internaticnal migration as a partial explanation for their
move. These respondents perceived that some 'control' of
their migration experience was attributable to the
employer context. In this case, international movement for
training or relating to career development may alsc
indicate control because in certain instances (if career
path migration ideas are accepted) individuals within
large international companies are employed on the

understanding that certain periods of training and career
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development must be undertaken abroad. However, in this
case control by the employer may not be overstated, as the
individual has made the choice to undertake employment
with such a company, indicating a willingness to move
internaticnally. Indeed the individual may deliberately
seek employment in such circumstances , the individual
using the context of ‘'structure' and 'process' to
facilitate their desire for international meovement
(although destination, living conditions, employment type
- the specificity of the migration experience - will be
constrained by employer).

The degree to which such motivations may be labelled
'control' is uncertain. Undoubtedly structure and procecss
factors are of importance for the international moves and
motivations of skilled personnel. The previous chapters
have described the selectivity of the channelling
mechanisms in "allowing" for the international migration
of individuals with certain employment skills and
experience, or certain age and gender characteristics,
moving to certain destinations etc. But should channels
perhaps be considered as an 'influence' on internaticnal
migration mctivations and perceptions, where decisions are
constituted within the "whole hurly-burly" (Thrift 198éc
pg7)?

With regard to the analysis currently undertaken, the
migration decision is constituted by the moulding
influence of "actor" ('being'), "structure" ('constraining

context') and "process'" ('gatekeepers controlling access
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to channel') interactions. The perceived importance of
these moulding influences upon decisions, as revealed
through motivation information presented in this chapter,

varies greatly from one migrant to another and through

space and time.
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Chapter 12 Career and Skilled International Migration

12.1 Introduction

Motivations for international migration indicated by
the respondents (discussed in Chapter 11) outlined the
complexity of reasons behind skilled moves. One feature
that was identified from the discussion as being of very
great importance was career development. This was a
motivation for international migration ameng a majority of
respondents. Clearly, consideration of the concepts of
career and career development are of critical importance
to an understanding and interpretation of the contemporary
processes of skilled international migration.

The concept of 'career' is one which is difficult to
define. One dictionary definition is that a career is "a
course of professional life or employment, which affords
opportunity for progress or advancement in the werld"
(Oxford English Dictionary 1961). Career is closely
related with employment history, implying development cf
occupation usually in a generally ‘'upwards' or 'improving'
direction. The term has been traditionally used in a class
sense, referring to employment in the professicnal
clascses (hence middle class). Sociological studies have
emphasized that the attitudes and behaviour of an
individual to work are of significance in defining career
(Hall and Hall 1976 p2). The sequence of job changes
describing one's career must, according tc Wilensky (1960

p554), have order - defining career as a "succession of
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related jobs arranged in a hierarchy of prestige, through
which persons move in an ordered, predictable sequence".
Froblems with the meaning and definition of the
concept of career were identified by Salt (1984 pé641l), who
concluded that (despite definitional problems) such a
ccncept "is valuable in helping to understand much labour
migration”. The career path could be identified as "the
route taken by the employee through the sequence of jobs
(tasks), occupations (collections of tasks), employers and
locations" (Salt 1986b, p5). Thus, mobility between jobs
resulted from either task or locational change, and
occurred within an employing organization or in movement
between organizations. Salt (1984, 1986b, 1988)
hypothesized that during an individual's career, critical
points would occur at which the propensity to move was
increased and labour migration resulted. These critical
points related to both the characteristics of the demand
cide of the migration system (€g. available jobs, the
organization of work by the employer), and the supply side
(e,g. attitudes toc work and employee behaviour). Thus, for
Salt (1986b p6), '"geographical migration patterns
are....determined on the one hand by the locaticn
decisions of employing organizations and the spatial
division of labour they favour, and con the other by a
group of eligible people with degrees of skill and
experience already acquired". These were described as the
elements of a system driven by the '"'need for employers to

fill vacancies with the right sort of skills, and by the
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desire of employees for careers which present
possibilities for promotion, job satisfaction and general
improvement in lifestyle" (ibid).

A ‘'career path' or 'managerial' perspective of
skilled international migration has been developed and
discussed in relation to the international moves of
individuals within the internal labour markets of large
multinational and trans-national companies. Considerakble
research attention and literature relates to the
international movement of these individuals and the
integral development of their career (Eg. Beaverstock
1990, Dyer 1976, Guerrier and Philpot 1978, Hall and Hall
1976, Milkovich, Anderson and Greenhalgh 1976, McKay and
Whitelaw 1977, Salt 1984, 1986b, 1988).

This study has shown that career development was a
motivation of concern for a majority of international
migrants. The career concept is important therefore in
explaining the international migration of individuals as
they proceed up a company career ladder, but this should
be seen as only cone category of 'career' movement. The
overall migration situation is much more complex, and
concern with career advancement should be recognized as an
important migration motivation for those moving through
much less rigid or structured channels (Eg. newspaper and
other media channelled moves, those arranging
internatiocnal migration for themselves, etc).

Many of the ideas discussed with regard to career and

labour migration by Salt (1984) are of relevance to all
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skilled international migrants, and not only to those
moving within an internal labour market. The way in which
migration relates to career development will vary,
however, from one migration channel to another. Out with
the labour markets of large companies migrants experience
a complex environment, where the career development of
individuals is of a much less continuous or planned
nature, and cannot be mapped within a bounded ILM or
organizational framework.

In order to investigate issues of concern with regard
to the concept of career and skilled international
migration, respondents were asked an important group of
questions under the heading 'career issues' - relating to
the importance of career prospects for the individual, and
the effects of working abroad on their career develcpment.
Answers to both of these questions were measured on an
ordinal scale.

While all respondents indicated an answer to these
gquestions, only skilled international migrants who were
living in Scotland at the time of the survey (€g. UK
return migrants, US2 and other foreign visiting
immigrants) were asked to give some further detailed
indication of the perceived effects of working abroad on
their career development. This was due to constraints on
the length of the questionnaires being sent abroacd. This
more detailed inguiry in to the ways in which the
experience of working abroad was perceived to have helped

or hindered in career development was much less structured
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than other aspects of the questiocnnaire. The guestions
were open ended, and respondents were free toc indicate any
issues of importance to them.

Consideration must be given throughout the discussion
of career to the interpretation of this term by the
individual respondents. There is no overall ccnsensus
definition of career, its meaning reing affected to a
great degree by the attitudes and perceptions of the
individual. However, such difficulties of definition and
interpretation do not invalidate the importance of the
concept - with career a commonly used term (in modern
usage a less class restricted idea) described as including
various employers/jobs/occupations held throughout one's
working life, and with each successive change commonly
resulting in promotion (changing job title), increased
resporisibility and/or prestige, greater job satisfaction.
and often increased wages.

12.2 Importance of Career Prospects

Informaticn obtained regarding career prospects
(Table 12.1), indicated that for a great majority of
respondents (74.8%) career was considered tc be
"important' or ‘very important'. The chi square test
statistic was utilised as a means of comparing career
prospects with a number of other variables. The null
hypothesis (E ) postulated that there was no statistically
significant relationship between perceptions of career
procspects and the other variables. The greater the

calculated chi square value, the less likely that H is
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Table 12.1 - Importance of Career Prospects

% respondents

very important 35.5
important 39.3
some importance 15.9
minimal importance 4.3
not important 5.0
correct.

Comparison of the calculated chi square value (X7)
with the critical value for this statistic (at the
appropriate degrees of freedom) resulted in the rejection
of many of the null hypotheses formulated (Table 12.2).

The most significant relationship (with by far the
highest calculated X° value) was identified for importance
of career prospects and age of the respondent. Generally,
the importance of career prospects decreased with
increasing age. This relationship was not unexpected. with
prospects for improving career naturally of greater
importance at the earlier stages of one's working life,
decreasing towards retirement. However, it should be noted
that even in the older age categories (45-54 and 55+
years) career prospects were described as important cr
very important overall.

The statistical analysis splits employment type into
two groups in relation to career prospects:-

- those where observed values were higher than expected
(under Ho) for the 'wery important' and 'important'
categories, and lower than expected for some/minimal/no

importance descriptions (€g. energy/water,
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Table 12.2 - Chi Square Test Results : Career Prospects

daf X:

age of respondent 12 103.615 reject H 0.999
job type 21 59.565 reject H. 0.999
employer type 9 37.747 reject H. 0.999
migrant type 16 33.042 reject H. 0.99
channel type 21 33.396 reject H. 0.95
job status 8 17.270 reject H. 0.95
no. international moves 8 12.517 accept H
organizational structure

of employer 9 10.157 accept H.

mechanical /electrical engineering, banking/financial
services employment), and,

— a group which had the opposite pattern of observed and
expected values, with lesser proportions than expected
describing career prospects as 'very important' or
'important' (e.g. other manufacturing, hotel/catering,
health/education and other services, building/civil
engineering employment).

Explanation of the differences between employment
types may perhaps be related to the domination of some
employment categcries by large MNC's, and hence by intra-
company transfers resulting in structured career
development plans. It may be that indiwviduals with high
career aspirations seek employment with these types of
company because they appreciate the career development

structure, and that career development may involve some
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time working abroad. Other employment types may be
predominantly involved with less structured channels, with
no formal career development path, allowing for greater
variation in the type of individual moving and hence
rather different career aspirations.

Such explanation is further corroborated with regard
to the relationship between career prospects and employer
type. Detailed examination of the chi sgquare information
revealed that a significantly higher percentage of
individuals employed by family and friends or other
employers indicated little concern with career prospects.
Conversely, few respcndents employed by private companies
indicated that career prospects were of little or no
concern.

Regarding migrant type, both the UK return migrant
and the USR emigrant groups contained higher levels cf
minimal/no importance responses than expected under H
Respondents who indicated a low significance for career
prospects were, however, under represented for UK
emigrants and USA immigrants. Explanation can be linked to
the nature of international migration described by thece
respcndent groups. Generally UK emigrants (USA immigrants)
were youncer, at an earlier stage in their employment and
micration careers, and hence career prospects were of
greater importance than for the older UK return migrants
or USA emigrants (frequently return migrants to the USA).

The relationships between career prospects and two

other variables were accepted as statistically significant
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with 95% confidence - channel type and jcb status.
Corsidering channel type, intra-comparny transfer was the
only channel where greater than expected numbers of
respoendents (under H.) indicated career prospects as very
important, with significantly fewer respondents indicating
some/minimal importance. This is perhaps a reflection cf
the recruitment and personnel! management strategies of the
large employers involved with this channelling mechaniem.
For example, if career development opportunities within
the ILM are improved by internaticnal experience, then
those who undertake international moves may be those who
are most ambiticus and for whom career is cf greatest
importance. Those company employees of less ambitious
nature may nct be involved in working overseas.

In almost all other channels (especially family and
friends, newspaper and other media and contacts in
industry) 'very important' and 'important' responses were
under represented to some degree (in relation to levels
expected under H.), while 'some', 'minimal' and 'no
importance' descriptions were at higher levels. This
indicated that while career concerns were of great
significance to a majority of individuals involved with
these 'other' or less researched channels, there also
existed significant numbers for whom career prospects were
of lesser importance, and whose motivations for
internaticral migration were. more importantly linked with

other factors.
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For the highest status employees (managerial/
administrative) it was true that observed responses were
significantly greater for the highest level of importance
of career concerns. However, significant numbers of
managerial /administrative employees had indicated career
prospects as ¢cf 'no impoertance’'.

With regard to professional status respondents., most
indicated career prospects as 'important', although a
higher than expected proportion under H described career
as of minimal importance. It was interesting to note that
the lowest status group of emplecyees did not contain
significantly greater proportions of respondents
indicating career prospects as of low importance.

Two other variables were compared with career
prospects results but were not found to be statistically
significant - number of international moves, and
organizational structure of employer. Acceptance of the
null hypothesis with regard to the organizational
structure of the employer is of interest as it provides
evidence of the importance of the concept of 'career' for
all privately employed migrants, and not only for those
working within companies with extensive spatial
orgarnizations.

12.3 Effect of International Migration Upon Career

Development
Respondents were invited to indicate the overall
effect of interrational migration upon their career

development using an ordinal scale which allowed for
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description of positive, neutral and necgative effects
(Table 12.3). A large majority, some 87% of respondents,
believed that working abroad had resulted in positive
effects (to a greater or lesser degree) upon their career

development.

Table 12.3 - Effect on Career of International Migration

% respondents

helped very much 50.0
helped to some extent 36.5
neither helped ncr hindered 9.4
a hindrance 4.1

A more detajled analysis of the nature of the
perceived effects of international migration upon careers
was cbhtained with further use of the chi square
statistical test. Considering the chi square values (X2)
which resulted (Table 12.4), there were many fewer
relationships which proved to be of a statistically
significant nature (Ho rejected) than was fcund for
information relating to career prospects.

The most significant relationship was found between
the importance of career prospects to the individual and
their response regarding the effect of working abroad upon
their career development. Generally, the greater the
importance placed upon career prospects, then the greater
the perceived positive effect of international experience

upen career development.

477



Table 12.4 - Chi Square Test Results : Effects of
International Migration on Career
Development

df X:

rerceived importance
of career prospects 12 68.370 reject H 0.999
jeb status 6 24.660 reject H 0.%999
nc. internaticnal meoves 6 24.291 reject H 0.2¢¢
migrant type 12 23.451 reject H- 0.95
channel type 21 28.119 accept H.

job type 21 29.626 accept H.
age of respondent 9 15.791 accert H
employer type 9 9.564 accept H.
orcganizational structure

of employer 9 9.847 accept H.

For two other variables, calculated X2 values allcwed
for rejecticn of Ho with 99.9% confidence - job status and
number of international move characteristics. A large
number of lower status employees indicated career
development 42 have been 'neither helped nor hindered' bty
their international migration experience. Higher status
managerial fadministrative employees significantly
indicated international migration effects on career
development to have been very positive, although a
slightly higher observed than expected (under H_ ) number
of this group indicated international movement as ‘s
hindrance'.

Considering the international experience of the

migrants, 1t was noted that while these who made the me

')
m
it
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frequent international moves revealed that career
development had been helped very much, there were also
significant numbers indicating their considerable
internaticnal experience as a hindrance to career
development. This perhaps suggests that while some cf the
most freguent movers do not believe internaztional
migration to have had beneficial effects upon career, it
ie principally due to the negative career effects
experienced that they keep moving (this is discussed more
specifically in the following secticn regarding more
detailed indications cf career effects).

The null hypothesis describinog no statistically
significant relationship between micrant type and effect
on career was rejected with 95% confidence. UK return
migrants significantly described international movement as
a hindrance to career development, while USA emigrants
displayed the same pattern at a less sicgnificant level.
Differences in effect on career for the different migrant
types can again be attributed to the different migration
systems each describes, moving at different stages in life
cycle and through different channels, etc.

211 other chi square tests calculated proved to
describe relationships which were not statistically
significant at a 95% confidence level. These 'negative’
findings are of interest. For example, acceptance of the
null hypothesis with regard to channel type suggests that
there is no statistically significant relationship between

any channel type and perceptions of the overall nature of
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effects of migration on career development. This
corroborates the point made earlier in the chapter about
the need to see international migration in relaticn to
career development for all categories of migrant and not
only for those moving within the ILM's of MNC's.

12.4 Detail of Career Development EFffects

Respondents resident in the UK at the time of
completion of the questionnaire indicated more detail of
the perceived effects of international migration upon
their careers. Based on an open-ended question,
rezpondents ctated what they believed toc have been the
most important effects.

Appreximately 79% of respondents indicated some
positive reward to the development of their career thrcuch
experience ¢f working internationally. A further 12%
indicated negative conseguences, with approximately 9%
replying that they believed internatiocnal movement tc have
led to both positive and negative career development
effects. The detai! of the descripticn of the careevr
consequences proved complex, with some 47 statements
related tc positive and 26 to negative aspects. Similar
constructs were combined to reveal the most important
perceived effects (Table 12.5 and Table 12.6).

Some 27% of the respondents who indicated positive
conseqguences upeon their career development stated that
their time working abroad had allowed them either to gain
or broaden their experience, or to undertake different

work to that available in their origin country. The
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Table 12.5 - Good Effects on Career Development

%
gain experience /kroaden experience/different

experience tc that available in origin country 27.
new skills/education 16,
broader perspective of business/company 9.
other culture/country 7.
premoticn 7.
personal development/self confidence/initiative

ambition €.
job responsibility E.
brecaden cutlecck on life €
different work techniques/environment 5.
management experience 3
made contacts abroad 2.
greater oppertunity abroad 1
something different for C.V. 0.

increased experience afforded to them while abroad was
perceived by recspondents to have in some way aided their
career development, and was by far the most important
positive effect indicated. The importance of new or
different work experiences was mentioned bhy ancther 3.5%
of respondents for whom the management experience gained
while abroad was specifically identified as important to
their subseguent career advancement.

The gaining of new skills and education (1%.4%) was
the second most important aspect of the positive effects
on career, while the development of a broader perspective

of the world business environment or company structure wa

-J

g

also perceived to have had favourable consequences (2¢.5%).

481



This increased understanding of company structure and
world ocpportunities was of greatest importance for intra-
company trancsfer channelled respondents, for whom career
develcpment and internaticnal migration occur within the
geographical confines of their employing company.
{newledse of the world business envircnment cr more
specific experience of another country will increase the
value cf +the erplcyee toc the company, perhaps resultine in
further promoticn cr future international migraticn
oprportunities,

Many of the descriptions cf pesitive consequences for
career development related to the gaining of what may be
described as 'intangible personal attributes'. Fcr
evample, a significant proportion of individuals described
the effects of international migration as leading to
personal develcpment, increased self-confidence and
ambiticn (6.7%), and that werking abroad had broadened
their outlook on !ife (6.1%). and offered an insight into
other countries and cultures (7.7%).

Only 7.1% indicated working &abrecad as having directly
helped their career through immediate promotion. This is
not to =ay, however, that the skills, experience,
responsibility and development of personal attributes
provided to respecndents during their time abroad has nct
also subsequently resulted in their promotion. Career and
advancement were perceived in a variety of ways by the
individuals, with the development of many personal

attrikutee (and sukseguent effects on career) as of
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greater importance to many individuals than any immediate
improvement in their empleoyment prospects through
promotion.

Turning attention to the negative effects on career
development (Table 12.6), there were two features which
dominated. Resypcndents s2id they were removed from
promotion opportunities in their origin country while
abrcad. This acccunted for some 30% cof the negative
responses given. This 'removal' resulted in problems such
as being cffered jobs at a similar level tc that before
departure upon return toc corigin country. One particular
objection to being removed from the promotion system in
the country of origin was that on return, migrants often
found that former colleagues or work-mates (who were
believed to be "less competent” or "not so good at the
job") and who had not gone abroad (respondents believing
them to be '"not good enough to work abroad") had been
promoted during their absence, and were now at a higher
stage in career development or on higher wages.

Other prcklems with employers/work environment on
return to the UK accounted for 28% of negative comments.
These included difficulty in obtaining employment upcon
return ("'employers unwilling to accept overseas
experience" or "unwilling to employ an expat”), and &
number of complaints related to the UK way of working.
Werking practices in Scotland on return were described as

"too formal and restrictive", "class dominated”, and
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Table 12.6 - Bad Effects on Career Development

%

away from promotion opportunities in origin

country 30.4
problems with UK employers when return/
non-recognition of experience difficulty

getting a job 28.3
tendency to lose touch when abrcad

e.g. technical advances 19.6
rroblemes readiusting back to Scotticsh

way of life 8.7
lower business standardes in Scotland 5.4
interfered with organized training 3.2
nc emplover,/job continuity 3.2
career in a rut/tied to one company 1.1

preblems experienced in assimilating back into a Scottish
workforce - "other employees too lazy, too busy watching
the clock for tea kreaks”, "the union rules and cwn
initiative is frowned upon”. Further negative effects were
described as resulting from the tendency to lcse tcuch
when abroad, particularly being unaware of technical
advances and developments occurring within the industry
(19.6%). This was particularly a complaint of respondents
who had urdertaken relatively long term contracts in
developing countries.

2 number of other negative concerns were voiced.
Return migrants indicated that there were problems (Loth
for themselves and their families) in readjusting to the
way of life in Scotland (8.7%). There was unhappiness with
the quality of life available to return migrants by

compariscn with expatriate lifestyles abroad. Respondents
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commented on "the greater freedom to do what you liked" in
other countries, and the "higher standards of living and
expectations c¢f living" that they had experienced akroad.

One further comment was from immigrants who indicated
that they found business standards in EScotland to be much
lower than in their country of origin (5.4%). and that
working here was perceived as having negative conseguences
for the development of their careers.

Taking account of the detailed positive and negative
career development effects discussed akove led the
researcher to investigate return migrant and immigrant
views in relaticn to & number of pcssible explanatory
variables. The results of a series of chi square tests are
summarized in Table 1z.7. The tests were carried ocut to
analyse whether any significant concentration of good or
bad effects existed within subgroups of the return migrant
and immigrant populations.

For a number of variakles the null hypothesis (Ho)
could be rejected. The most important relationship was
found with regard to the perceived overall effect on
career development, with a very high calculated X2 wvalue
(252.514). The most important component of this
relationship was the significant negative effects
(observed 31, expected 4.34) detailed by respcndents whe
indicated international migration tc have beern a hindrance
to career development. This feature was not unexpected.
However, it was interesting to find that certain

respondents who indicated that career development was
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Table 12.7 - Chi Square Test Results : Number of Good
and Bad Effects of Migration Identified

H. - there is no statistically significant relationcship
between the number of good and rad effects indicated for
each variable

af X

career development 3 252.514 reiect H (0.99¢
career prospects 4 25.065 reject H 0.999
job status Z 1. 446 reject H 0.89G
channel type S 20.102 reiect H 0.9%
emplcyer tyvpe 3 B.414 reject H 0.95
age of respondent 5 11.2€9 reiect H 0.%5
migrant type 2 5.823 accept H.

job type 7 12.048 accept H.
neo. internaticnal moves 2 5.465 accept E
organizational =structure

of employer 3 1.119 accept H

helped very much by the time spent working abrcad als

Q

gave details cf what they perceived to be negative effects
on their career.

In the case of the importance of career prospects
indicated by respcndents, there was fournd to be a
sigrnificant over representation of detailed negative
consegquences cn career development amcng respondents fcv
whom career was of minimal concern. The low importance
given to career prospects by this group is perhaps due in
part to the negative effects they perceived in relation to
international migration and the past development of their

career. Among respondents indicating career prospects as
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'very important', few reported negative career develcpment
effects. These results provide further evidence of the
complexity of the 'career' concept. The importance c¢f this
concept 1s a personal 'state of mind' which may vary over
time, affected by past events, attitudes, perceptions, znd
many other factors.

The last variable for which a statistically
significant relaticnship waes identified with 92.9%
confidence was employment status. The greatest
contribution toc the calculated X° value was found to be
due to significantly greater than expected indicatiorns of
bad career effects among professional status employees.
Much of this dissatisfaction with career development was
attributed directly to the negative effects of working
abroad.

The reasons for this may be hypothesized, although
not truly revealed by the gquestionnaire data. It may ke
that negative feelings were more in evidence among
professional employees because thelr careers have not vet
advanced to managerial status. One professional respondent
complained that because of a lack of employer continuity
he had not had the chance to proceed up a company ladder
to managerial status. Rs he was good at his jeb in a
professional capacity, he was always employed at this
level ancd could not gain managerial experience. Certain cof
the negative effects on career development proved more
important for professional employees than for others, for

example, lack of organized training, non-recognition of
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experience gained abroad (while managerial experience was
more readily accepted), and losing touch with technical
advances.

The positive nature of effects on career development
indicated by lower status and highest status employees may
be due to the very different meaning and cscale cf career
aspirations ard development between the groups considered.
Career aspiraticns and hence the descripticn of a
successful career must have different meanings for each
individual. For example, 'career' may be a mcre important
concept for professionals. Other individuals (Eg. lower
status) may measure their csuccess in terms of income cr
continuity of full time employment. Hence, the personal
attributes and experiences/training gained overseas may be
indicated by this group as positive career effects. For
others, career aspirations may relate to appointment in a
post in manacement. Professional status respondents are
positioned somewhere between these two groups in terms of
what they believed to be 'career development' K and what
they perceived to be the negative effects (not yet at
managerial level) of international migration.

For three further characteristics (channel type.
employer type and age of respondent) significant
relationships between good/bad effects were proven with
95% confidence. In the case of channelling mechanisms, the
mcst important component of the chi sguare relationship
was the =significant negative career effects reported by

newspaper and media channelled respondents. While overall,
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newspaper and other media channelled movers indicated
internaticnal experience as beneficial to career
development (Table 12.4), the detail of the open-ended
comments reveal that international movement through this
unstructured procecss resulted in considerably greater
negative descriptions.

Explanation of why this should be can be related to
the subset c¢f recporndents from whom detailed descripticns
of career effects were cobtained. UK return migrants
compcsed the maijority of respondents invelved with the
rrewspaper and media channel. These return migrants were
previously identified (Table 12.4) as those individuals
who perceived international migration to have had the
greatecst negative recsults. The principal reasones for such
negative attitudes may relate to the respondents specific
characteristics - their greater invelvement with the
services sector, their professional status, their clder
age, etc.

Problems with certain groups of UK employers upon
return was evidenced from the relationship described for
employer type characteristics. Government employees, those
working for family and friends, and the 'other' emplovees
category were more likely to make negative statements
about the impact of migration on their career than was the
case for private sector or self-employed respondents.

The relaticnship between effect on career and age

revealed that with increased years, a significantly
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greater proportion of respondents indicated negative
career effects. This relationship was not unexpected.
12.5 Conclusioens

One of the main topics of study for this thesis was a
consideration of the importance of the concept of career
and caveer advancement for understanding and interpreting
the contemporary processes of skilled internztional
migration. The main conclusions cf this invectigaticn and
the future research issues raised, may be discusced
through summarizing the main aspects of the survey
findings.

Generally speaking, career prospects were shown to Te
a concept of importance for the majority of respondents.
However, a concensus cefinition of 'career' and 'career
development' was difficult to obtain, and respondents were
nct asked to indicate their understanding or definition of
the terms.

Sigrnificant differences in definition and in the
importance of career prospects were identifiakle from mere
detailed analysis of the responses. The concept cof career
prospects was perceived to be of greater importance for
employees of certain industries, at certain ages (and
hence linked with stages in life cycle), for certain types
of migrant, working with certain types of employer.
Channel type and job status (incorporating scme indicaticn
of education and employment experience) were also very
strongly associated with the importance of career

prospects.
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The findings may be seen, to some extent, to confirm
the expectations of other researchers (¢.g. Salt's ideas of
'career path' migration within MNC's). However, the
findings also require that the contributions of previous
academic studies of career and skilled international
migration be qualified. The impcortance of career prcspects
for MNC employees is only one category of 'career'
movement, where the overall situation is more complex.
Future research must consider how career prospects and
aspirations vary between channels, and how they are
affected by a number of other important personal and
contextual variables. The use of a managerial percspective
for 'high—level manpower movements' by Salt (1984) - a
framework which incorpeorated and linked channel and careev
concerns - is valid, but as represented for only one
international migraticr process and one form of
organizational career is too simplistic.

Are individuals involved with other channels leess
ambitious, or, do they see career as a more complex and
ill-defined concept (invclving moves between jobs/
employers/occupations) than those for whom career is
defined within their employing company? An understanding
of what 'career prospects’' actually mean to different
individuals in the context of internaticnal migration is
an issue which may be tackled by future research. For
example, are career prospects measured by individuals in
terms of job title/promotion, money, responsibility or

other rewards? Do the perceived career prospects of
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international movers differ from the aspirations of ron-
movers? Are these non-movers constrained to a career
within the boundaries of a regional or national labour
market thrcugh choice? Such an enquiry could consider
perceived career prospects for movers versus non-movers in
a number of settings - within MNC's, and more gererally
for employees where less structured channels for
internaticnal mcvement would operate fcr a move abrcad.
Salt (1984) hypothesized that during an individual’s
career, 'critical points' occur at which the propensity to
move 1s increased and labour migration cccurs. The
specificity cof these 'critical peints' reguires further
examination, with regard to the gituation cf the
individual (€.g. channels open to the respondent,
employment characteristics, age, family s=ize etc). ¥why do
'critical points' in scme careers not result in
international mcbkility, but regional moves/occupational
changes/etc?

While the perceived importance of career procspects
were found te vary significantly, the greater uniformity
of response to the 'effects on career' inquiry indicated
that no matter the degree of importance placed upcn career
prospects by variocus 'types' of international migrant, the
cverwhelming perception or belief was that experience of
moving internaticnally had in some way contributed
positively to the overall career development of each

individual.
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This finding would appear to confirm the expectations
of previous literature regarding the perceived 'upward'
direction of career development. However, perceived
positive career effects were noted for respondents
involved with channels other than the intra-company
transfer. Use of the concept of 'career paths' for
understanding the processes of contemporary skilled
internaticnal migration must therefore be extended tc
include a greater diversity of moves than previously
researched and mapped.

2n impertant contribution of this research regards
the findings relating tc descriptions as tc what the
positive and necgative effects cn career development have
been. This zfforded some new insights into what career and
career development might be perceived to mean for
different groups of migrants. The results showed (in a
rejection of the previous academic literature) that the
effects of internaticnal migration upon career develcpment
were perceived in only a few cases to relate directly to
promotion or increased salary. Career and advancement were
perceived in a variety of ways by the individuals, with
the gaining of experience and development of many perscral
attributes (and their subseguent effect on career) as of
greater significance.

Thus, this research leads to the conclusion that many
of the expectations of other. researchers with regard to
career and international migration are valid, but require

much qualification and extension. The 'real' situaticn
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with regard to career and an understanding of the skilled
international migration processes is much more complex
than has previously been acknowledged. It requires
consideraticn of a multiplicity of constraints affecting
the migrant's perception of career prospects and
aspirations, his/her realization of career development,
and the processes of international migration by which

career development is achieved.
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Chapter 13 Future International Migration

13.1 Introduction

Consideration of the past and present internaticnal
migration patterns of the individuals has provided
csupporting evidence for the extension of existing ideas
concerning shkilled international migration. Hence K the
internzticnzl motility of the respondents was found to be
on ané atfected by a number of factors. It is
a contenticn of this chapter that potential future
mobility is similarly affected by these factors, due in
large part tc contirnuing international social, ecornomic

and political

0

onstraints and the past experiences of the
migrants.

The main guestions under investigation in this
analysis cf the findings regarding future mcbility relate
to the construction of a logical relaticnship (or set of
relationships) whick can be accepted as describing the way
that migrants’perceptions of future events are structured.
Perception cf future mcbhility was investigated in relation
to three issues :— level of perceived future mobility
(indicateé at an ordinal scale), motivations for future
mobility, and the channel(s) anticipated as a meancs of
obtairing future emplecyment.

Hypotheses may be set up to allcw attention to be
focussed con a rersricted set of characteristics which seem
(from the previous data analysis and researcher intuition)
to be logically related to migranté perceptions of the

process of future mebility. It was a contention that
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future mobility (as perceived by the migrants) would be
affected by structural and process contexts, and perscnzal
and family constraints.

The phenomenon of 'transience' in sgskilled

internaticnal migration, as examined in relation to 'past'

foer)

mobility, may also be perceived by internaticnal migrants
for their future. For example, it can be hypothesiced that
migrants with experience of the operaticn of certain
processes of international migration - intra-company
transfer and contacts in industry channels - will describe
higher levels of anticipated future mobility. Similarly,
increased levels of future transience may be anticipated
if migrants are considered within their employment ccntext
- employment tvpe (Bg. energy/water, banking/financizl
cervices), cccupational status (e.g. managerial/
administrative), employver type and orgarnizational
structure (€g. multirational company). It may be suggested
that oclder respcndents will expect less future movement
than youncer colleagues. Such expectations arise logically
from consideration of the details of migrants previous
internaticnal migration history, and an examination of the
‘contreols' on such experience.

Migrants anticipating some degree of future mchkility
were asked about the motivations they perceived to te of
greatest importance for such moves. Comparison of

perceived future motivations with those relating to 'past'

mobility allow for the examination of temporal effects.
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The relationships between perceived future
motivations, migrant characteristics and other wvariables
may be hypothesized. Fer example, (relative to the
importance of channelling mechanisms as a framework of
'control' and/or 'influence') it was expected that
migrants who had experience cf company transfer would
significantly indicate 'transfer by employer' as a
perceived future motivation. This reacon for future
mobility is similarly suggested as of importance for
enercy/water employees, thcse involved with MNC employers
etc. Concern with future motivations again raises the
issue of 'control' in interrnational migratien (and in this
cacse perceived future mobility) by process and context,

Unfortunately it was not possible to ask all
respondents about perceived future channel(s) of movement
due to length of the questionnaire and postage cost
difficulties. The results of this enguiry are of very
great importance in providing supporting evidence fcr the
utility of an extended channels frameworl for
interpretaticn and explanation of contemporary (and
future) skilled international migration.

It was anticipated that channe! information perceived
for future moves would provide further details of the
information, evaluation and action dimensione cf decision
making in skilled international migration. It was expected
that future international moves would be undertaken with
reference to previous channel experience. Although it was

believed that the degree of reference would vary between



channels, micgrants involved with intra-company transfer in
the past being most likely to indicate perceived
involvement with a similar process focr future migration.
Felationships linking perceived channe! of internatiocnal
movement with a range of democraphic, familial, employer
and socio-professional variables were expected to confirm
the methodological and theoretical basig of Chapters 5-12.

Testing of hypotheses using chi square statistics was
undertaken to cecide whether or not an assertion about the
relaticnship between variables/experiences was valid.
These testcs were extended through the development of a
hierarchical categorical model, describing the most
important aspects influencing anticipated future movement.
and allowing for prediction cof perceived levels of future
mcbility.

Before moving on to an examination of future mobili

w
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data, a note of caution is necessary. 211 informaticn on
future mobility describes only what migrants 'perceive',
'anticipate' or 'desire' for their future, and may not
actually be acted upon. In interpreting such data. the
researcher must not confuse 'percepticn' with 'action'.
However, such data is of intrinsic value in allewing the
examination and explanation of potential migration
relationships.

13.2 Anticipation of Future International Miqration

13.2.1 Frequency of Future Moves
The overall situation (represented in Table 12.1) was

that the largest group of respondents didn't know or cculd



Table 13.1 Anticipation of Future International Movement

never 17.2
once 8.2
rarely 19.1
frequently 14.6
very freguently 1.7
don't know 3¢e.2

not anticipate their future international mobility
(29.2%). Responses *to the scale of perceived mobility -
'once' to 'very freqguently' - allowed for the conclusicn
that future transience was anticipated by some 16% of

migrants. Approximately one gquarter expected to move conly

An important issue to raise prior to more detailed
discussion ¢f informaticn relating tc anticipation of
future internzticnal mobility is the respondents'
understanding and interpretation of the question asked.
The wording cf the guestion related to the 'anticipation
of moving internationally again in the future'. It is
uncertain whether respondents indicated their anticipated
future mobility or their desired future mobility. Eoih
interpretaticns, however, allow for investigatiocn of
future migratery potential.

It is similarly important to note that only future
international moves undertaken for 'employment reascns’
were included in the question. This was to avoid the
complication of inclusion of:-other types of international

movement. This also proved to be a complex issue, due to



the inclusion by some respondents of future 'retirement'
migration.
13.2.2 Chi Square Test Results : Anticipation of Future

International Migration

Investication of 'causal' relationchips with
perceived future mcbility revealed a large number of
statistically esignificant associations at high levels of
ccnfidence (Table 123.2)., Highlightine the main featurec of

thecse relationships allows for the construction and
explanation cf the patterns of anticipated future
mobility. Anticipated future mobility was hichest for
'other foreigrn' znd US2 immigrants. They held the
evpectation of at least one, and for many individuals,
freguent or very freguent international moves in the
future.

In general, as level of proven international mcbility

increased, the

H

e was a corresponding rise in anticipatirn

Hh

of further freguent or very freguent internaticnal moves.

This is *o

mn
{u

vy that there existed a strcong temporal anuto-

correlation functicn. The facters which allowed for or
encouracged hich degrees of international mobility, alsc
fuelled the anticipation of similar future movementcs.
Individuals whc had undertaken only one in*ternaticnal meve
indicated more fregquently than would be expected on a
statistical basis that they did not know about their
future international mobility.

Cverall, as age of respondents increased, there was 2

corresponding reduction in the anticipation of future



Table 13.2 Chi Square Test Statistics : Anticipation of
Future International Migration

af X

migrant type 16 43,234 reject H ©9.¢
no. international moves 10 45.588 reject H @9.©
age of resgpondent 15 €2.601 reject H ¢©¢¢.9
channel type 24 83.848 reject H ©2.9
employer tyrpe 12 37.04C reject H «@.¢
csize of emplcyer 12 74.553 reject H 99.9
employment type Z8 176 .912 reject H 99.9
job status 10 44 .675 reject H 99.9¢
location in Scotland 20 62.040 reject H ©9.¢
location country 24 £29.914 reject H 9¢.9
marital status e 6.059 accept H

no. cof children 15 13.719 accept H

mobility. Thies relationship was as hypothesiced and may be

[
]

related to the fact that with increased age individuals
become less willing or able tec undertale change and adajt
to new situations.

Future transience was anticipated by many of thcse
whe had moved internationally through intra-company
transfer. This would seem to relate to their perceptions
cf the system through which they had experience of moving.
Explanation for this situation can be extended throuch
consideration of present type and size of employer.
Highest levels of anticipated future movement were

indicated by employees of private companies. Generally,
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the larger, more international the company or business
(implying movement through company transfer), then the
more likely that employees anticipated future moves.
Anticipated international mobility among individuals
inveolved with MNC's is dependent upon the organization of
work and internaticnal division of labour within these
extensive companies. The personnel management and career
development ladders/strategies which exist within thecse
companies 'promote' the international mcbhility of a highly
skilled core grour to a much greater extent than o*her
staff.

2 further significant feature with regard to employer
type was that self employved respondents freguently
indicated that they never intended to move abroad agzin.
For these respcndents, development and management concerns
for their businesses involve a reduction in future
international mebility. Individuals at present emploved by
government were the group who were most uncertain of
future movement.

Perceptions of future transience were very much
greater for respcndents involved with the enercy /water
industries. Emplovees of all other industrial croups were
much lese likely to anticipate high levels of meobility.

I

(WS

This was perhaps unexpected in the case of employees
mechanical/electrical engineering industries (computing),
when it is considered that many important employers within

these industries are MNC's, and most similar to the

energy/water situation. Such differences perhaps reflec+
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the disparate personnel management strategies of these
large industries. The lowest levels of anticipated future
movement were noted for respondents who were either
unemployed or retired at the time of the survey.

As hypothesized, respondents of hicher occupational
status (managerial/administrative) displayed greatest
perceived future mobiiity levels. Amongst lowest status
employees, 'never' responses were most significant.

The <spatial cocrollary of social, eccnomic and
political effects upon future mobility will now be
discussed for E€cetland, and in an internaticnal framework.
Within Scotland, the most distinctive area proved to be
Aberdeen and the Grampian Region, where many indicated an
anticipation of working abroad frequently or very

frequently in the future. This mobility can be related *

8]

the domination of this region (in terms of the survey
responses) by multinational oil and gas compariecs.

In a wider international context, ccuntries could be
broadly divided into two groups relative to anticipated
mcbility. Anticipation of future movement was greatest
amongst respondents presently located in the Middle Ezcst
region, while the Far East, Europe/Scandanavia and the US2
also displayed high levels of expected mobility. The
industrial, economic and social environments of these
regions allow for and indeed promote expectations of more
frequent transitory moves in the future.

The second discernible group of international

locations were those with low levels of future
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international mobility - Australia and Canada/N.Zealand/
S.Africa. Migrants to these countries perceived,
anticipated or desired very limited or no future
internatiocnal mobility, reflecting the 'settled' nature cf
migration tc these destinations.

It was considered that expectation, anticipaticn or

desire for future international mobility would be affected
by the respondents familial! concerns - marital! ctatus znd

the existence of and size of their family. However, cros

n
n
t

tabulation with these factors did nct prove to be

statistically significant.

13.2.3 Modelling Anticipation of Future International
Moves

A computer modelling exercise was undertaken to
evaluate in mecre detail the patterns described ahove. R
step-wise regression procedure was used to determine the
most important factors explaining expected levels cof
future international migration (Table 12.3a). This is a
modelling procedure adapted for use with categcorical data
and was outlined in detail in Chapter 10.

Recarding level of anticipated future migraticr +the
optimum explanatory model was found to be that+t which
included only two predictive terms - employment type anid
channelling mechanisms - explaining some 24.7% of ttlLe
cverall wvariance. Checks on the level of t-values
calculated for each category of variable, and the normal
distributicn of the residual values when plotted against

the fitted values indicated support for the optimum nature
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Table 13.3a Model : Anticipation of Future International
Migration

employment type 17.3%
channel type 7.4%

residual /unexplained variance 74.3%

Table 13.3 b Predicted Values of Future International
Migration From Model

ICT IRA F&F N&M Them. Cont. 0Oth

energy/water 2.61 2.23 1.68 2.04 1.70 2.56 2.1
elec.engin 1.2 1.43 0.89 1.24 0.90 1.77 1.2
oth.manuf 1.59 1.20 0.66 1.02 0.67 1.54 1.0

build/civil.eng 1.2 1.24 0.70 1.06 0.71 1.58

L
fn
o

barnk/fin.serv 1.49 1.10 0.56 0.91 0.57 1.43 0.¢
health/edu/serv 1.99 1.60 1.06 1.42 1.07 1.94 1.4
other empl. 1.77 1.38 0.84 1.19 0.85 1.71 1.2
ICT - intra-company transfer

IRA - international recruitment a
F&F ~ family and friends

\Q
D
5
9]

4

N&M - newspaper and other media
Them. - themselves the channel
Cont. = contzacts in industry

of this mcdel.

The derived model was used to provide predicticns of
ievels of anticipated international movement (summzari-ced
in Takble 13.3b). By far the highest levels of future
mobility were predicted for those individuals invclved

with energy/water emplcyment. This relationship was

especially significant for those employees whe had
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undertaken internaticnal movement through intra-company
transfers, contacts in industry and international
recruitment agencies. The predicated values for future
interrnational movement confirm many of the expectaticns

- r
- as

described at the beginning of this chapter. However,
compariscn with the findings of Chapter 10, it was
interesting to note that international migration procecscses
(channeles) were cf greater importance t¢ the explanaticn
of perceived future mobility than was the case for actual
proven migration history.

The predicted values revealed that intra-company
transfer respecndents perceived greater numbers cf future
international moves than for contacts in industry
migrants. This is a reversal of the situation descrilbed in
the predicted values which resulted from the mode!l
describing the past migration experience of these
respondents (Takble 10.1b).

The employment type with the next greatest levels of
redicted mobility was health, education ard other
services. Banking/financial services employees, who were
expected to indicate high future mobility (frem details in
Chapter 10) were nct found to do so. The low levels of
future mobility among contacts in industry and
banking/financial migrants may be attributed to factors
such as their greater averace age.

13.3 Motivation For Future International Migration

Respcndents indicating that they 'never' anticipated

migrating again were excluded from subsequent analyses.



Those who described some degree of future mobility or who
were unsure about the future, were asked to indicate the
main moctives they might have for prospective moves. A list
of thirteen moctivations was supplied, with respondents
acked to pick out all meotives censidered to be of
importance. They were free to specify any motivations not
appearing in the list. As previously, the motivational
information was not ranked.

Approximately one fifth of respondents (Table 12.4)
indicated that only one motivation would be of importance
in explaining their future moves, while 46% of respondents
indicated four or more motivations - perceiving a complex
mix cf concerns affecting their future migratory

decisicns.

Table 13.4 Number of Future Motives

%
z7ero 1.3
one 1.0
two 15.0
three 19.0
four 16 .4
five 12.8
six g.5
seven 4.6
eight 2.0
ten 0.2
eleven 0.2
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13.3.1 Frequency of Future Motivations

From investigation cf the frequerncy with which the
various future motivations were indicated (Table 13.5), it
may be concluded that motivations for future internatiornal
moves confirm previous research recarding the importance
of the concept cof 'career' for skilled international
migration. Many respondents anticipate their career
develcpment in the future as including fur+thexr pericds of
emplcyment overcseas. An issue arising from thic would he
whether these respondents perceive that future career
development 1s best achieved through international
mobility? ERs with previous migration mctivations, it was

ifficult toc decide whether respcndents were indicating
that future career development was implicit in cr
dependent upcen undertaking international moves.

Issues regarding the 'implicit' or 'dependent' nature
of career develcpment can be further discuscsed, alcng with
the issue of perceived future control of migration, with
regard to those 12% of respcndents indicating employer
transfer as a reason fcr their anticipation of future
mebility. Is the migration future of these employees
already perceived to be in some way 'mapred out' and
controlled? Can career development within a MNC
envircnment be dependent upon undertaking pericds of
international migration akroad, or, do non-movers
experience similar levels of career development? Many of

these issues can not be tackled within the present

research, and remain consideraticns for future study.
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Table 13.5 Frequency of Indication of Future Motivations

%
only way to get a Jjob 2.8
better jcb in terms of =kill and
responsikbility 12.2
better wages 11.1
desire to travel 14.2
to gain experience 10.8
for training 3.1
career developnment 15.2
peclitical reascns 1.5
perscnal /family reasons 7.7
end of centract 4.0
transfer ty enmployer 12.2
retirement 2.8
other reasons - rlease specify 2.2

The motivations which received little support were

those which described somewhat 'negative' reasons for

[}

under+aking micration. For example, to go abroad If It was
the 'only way tc get a job'. This would suggest that the
respondents view future mokility in a positive way. A view
that was further evidenced by the importance attrilkuted to
'desire to travel'.
13.3.2 Chi Square Test Results : Future Motivations

The main features of the many valid statistical
relationships (Table 13.6) will be outlined and explained.
Respondents channelled previously through intra-compary
transfers displayed (as for first and last motives)
evidence of the circular nature of their reascning,
describing the migratiocn process as a significantly
important partial explanation for perceived future
mobility. While employer transfer could be expected as a

reason for future mobility for respondents who had moved



Table 13.6 Chi Square Test Statistics

Motivations

channel type
age of respondent
migrant type

anticipaticn of future
internaticnal migration

employment type
job status
type of employer

orcanizational structure
of emplover

no. internaticnal moves
number of children
marital status

location in Ecotland

location country

through company channels,

less significant level in explaining future mobility for

respondents with experience of other channels.

af

72
44

48

36
72

24

24
48
24
55

£6

77.

38

70.

23

o
w

reason alsc

Future
708 reject
503 reject
267 reject
362 reject
779 reject
377 reject
667 reject
641 reject
.514 reject
600 reject
.81%6 accept
.077 accept
.792 accept

featured

'transfer by employer' motive was most noticeably

indicated by international recruitment acgency,

This

at a

family and

friends, and newspaper and media channelled respondents.

Explanation of this requires that respondents who utilized

other channels on previous international moves view

'transfer by employer' through ILM's as an organizational

process which has or may become available to them.

This



mzy indicate that individuals who wish to undertake
emplcoyment abroad actively seek employment within the ILM
of multinational companies as they recognice the crezter
internaticnal migration opportunities that such a
structure represents.

For company transferred respondents, a motivation
that was indicated less frequently was personal/family
reascns. This motivation as a description of future
mobility was of much greater importance for all octher
channel types. Such a lowered level of personal/family
concerns for company employees does not imply that they do
not care for the effects of such moves upon their
families, or consult their families with regard tc +he
move. The personal/family motive will have different
meaning for each Individual. Perhaps family and friends
channelled respondents were revealing their perception of
uncdertaking internaticnal movement in a similar way in
future. For other channels, concern with personal/family
issues may imply a negative description of what the future
in Scotland (or other location country) is perceived tc
hold for the individual/family.

Certain future motivations appeared to be of a
'young' na*ture, for example, 'career development', 'hicgher
wages' and 'for training'. 'Retirement' and to a lesser
degree 'transfer by employer' motives were noted to
increase in importance with increasing age. This indicates
that with increased age, future mobility was mcre

significantly attributed to the demands of employer.
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Unsurprisingly, USA respondents were linked with high
levels of 'transfer by employer'. UK emigrants, however,
indicated more fregquently than expected from the
statistical basis that 'personal/family' reasons were of
importance, and similarly that they had a concern wit
'political matters'. While overall (Takle 13.5) political
reascns as a future motivation were indicated as of
relatively mincr impecrtance, the chi sguare test revealed
a significant concern with this motivation for the future
mchility of these emigrants. The detail of these pclitical
concerns were revealed in comments related to their
dislike cf Conservative government policies andé their
effect on EScotland and the UK.

Emplcyer trancsfer was perceived as a highly
significant reason for those who anticipated future
transience. Invelvement with transfer through the ILN'es of
interrational organizcations may result in the perceived
anticipation of frequent future mobility due to the career
development ladder, organication of work, internaticnal
division of labour and perscnnel management policies that
these companies encompass. While it may also be argued
that thcse whe desire international mebility will actively
seek employment within these structures as a mears of
utilizing the 'easy' migration opportunities that this
represents.

Inter-related with these findings was that company
transfer was of great significance for energy/water

employees (industries where large MNC's and company
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migration processes dominate). Political concerns were

noted to significantly influence the future mobility of
certain gervice employees (those individuals most zife
by government changes iIn the Naticnal Health Service 3nd

education system).

markets for the internaticnal movement of highest skilled

[y

ndividuals wzg establicshed. This cornfirmed the

significance ¢f international companies as a force for

and contrel upen, the international migration of the
highest status individuals.

2s logically anticipated, transfer by empleoyer was a

highly significant reascn feor migretion amcngst private
comrany employees. With decrease in size (MNC's to small

leccal employers) the importance of 'employer' concernc was
diminished. Trans-naticnal company emplcyees did not,
hewever, display csignificant links with employer transfer
as a future motive. These 'smaller' internationa!
crganizations have cffices/plants in cnly a few ccun*riec,
and may have only a limited number of 'core' personnel who
need to undertake tasks (managerial, financial etc¢)
overseas. The lesser need for international mobility
between the mcre self-contained face*s of +he TNC ic a
functicn of their organization of work and international
division cf labour. Functional specialicatiocn c¢f perscnne!
and production (common in MNC's) may not be a beneficial
process in trans-national company organizaticn due to

their lack of sufficient 'sirze’'.



As proven international mobility increased, the
future importance cf career development for migrants
decreased significantly. Life-cycle dimensions were alco
important with regard to the effects of children upon
future mctivaticns. For example, it micht have been
expected that the presence cf children would have resulted

in a certain degree cof 'inertia'. There a

3

peared to be
little evidence of this, although respcondente with the
largest families were noted to be most likely to indicate

a future meove 1if it

5

vas the 'cnly way to get a job', while

)
te

recspornéents with rno children indicated migration to be
linked 'actively' with the gaining of experience.
13.3.3 Comparison of First/Last/Future Motivations

Cerparieson of information on future motivetiones with
those for past moves proved difficult, due to the slightly
altered list of mctivations included to explain future
moves. Differences in the lists for firs+/last and future
international mcves were inserted tec test the readinc arnd
interpretation of guestions related to motivaticnal
issues. While nc direct compariscn of the data ic
possible, certain comments can be made with recard to
variaticnes in the freguency with which different
motivations were given throughout the international
migraticn histories of the respondents (Table 13.7).

The career development motive was indicated most
consistently as cof significance, although as a motive for
future moves such concerns were of a slightly decreased

level of importance.
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Table 13.7 Comparison of First/Last/Future Motivations

% % %
first last future
better job 8.4 9.0 =
better wages 11.2 9.5 3 3 (P |
career development 170 16.4 15,3
personal /family reasons 2.6 8.5 7:7
unable to get job in origin country 1.4 1.8 =
desire to travel 16.8 2.0 14.3
transfer by employer 7.9 1% .8 12.2
to gain experience/training 13.8 7.9 (13.9)
only way to get a job 0.6 0.8 2.8
better use of skills 4.3 e.2 =
more job responsibility 7.1 9.4 =
dissatisfaction with previous job 4.6 3.9 =
other motives - please specify 3.1 5«3 2.2
better job in terms of skill and
responsibility 1
to gain experience 1

end of contract
retirement

for training
political reasons

= WNd OoON
n—= OO mON

Desire to travel featured at a high level of
importance as a motivation for first move (16.8%), but was
of greatly decreased importance as a reason for the lacst
moves undertaken (8.0%). The increase in the importance cof
this motive for future moves can be related to the
inclusion of future motivation information for all
respondents. Last motivation information was obtained only
from those respondents involved with two or more previcus
international moves - older respondents, with greater
international experience. A similar situation to this was
revealed for motivations related to training and

experience.
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Employer transfer was included in all questicnnaires,
with increased numbers giving this as a reason for moving
from first through last to future moves. This pattern of
response describes the increased importance of this
concern through time (¢.g. many first internatiocnal moves
were undertaken a number of years ago - with transfer by
employer more important to the skilled international
migraticn system operating now) and throughout migrants
careers. Generally there was much increased awareness of
this 'process' for future international migration.

'Other' motives specified by the respondents were
noted to be of decreased importance with the passage of
time. This was due to respondents being unable to perceive
what types of 'other' factors would affect their mobility

in future.

13.4 Channels For Future International Migration

Respondents were asked to anticipate how they would
obtain future overseas employment. A number of channelling
mechanisms were listed, and respondents could specify any
others which they believed would be of importance.
Migrants indicated the channel (or channels) which they
perceived as being most likely to facilitate their future
internaticnal employment mcbility.

Respondents who indicated more than one channel to
describe future mobility (Table 13.8) provide evidence of
the level of migrants' understanding of the operation and
use of the system of channelling mechanisms. Approximately

45% of migrants indicated that they would consider, or try
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Table 13.8 Number of Future Channels Indicated

%
zZero 1 v
one 54.2
two 30.0
three 14.6

to arrange future moves through a number of different
channels. They would obtain information from, or make
contact with a number of different channel types as a way
of increasing the likelihood of undertaking a future
international move and/or of obtaining satisfactory
conditions for such a move. The 'spreading' of channelling
options can be understood as a way of maximizing
information obtained regarding international employment
and migration opportunities.
13.4.1 Frequency of Future Channels

The channels perceived as facilitating future
mobility displayed a very different degree of importance
to those utilised by people for their last migration
(Table 13.9). Intra-company transfers remained the most
important (30% of future moves). International recruitment
agencies were, however, of increased importance with
regard to their role as an anticipated future channelling
mechanism, accounting for 20% of future channels
indicated, while actually utilized in the past by cnly 8%
of migrants in the sample. Thus many more individuals
would in future contact and.consider arranging employment

abroad through the operation of international recruitment
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Table 13.9 Frequency of Future Channels Indicated

% past % future

intra-company transfer 28.9 28.0
international recruitment agency T5'9 20.:3
temporary job with company only

for overseas placement o,

family and friends 2. 1
newspaper and other media 18. 2

themselves the channel
contacts in industry
professional instituticnal
church

other channels

O~ Uw-~NN =
Wwo~N~Ndw

—
SO wo b
WO DDA —-W

agencies than have previous experience of undertaking a
move throucgh this channel.

Why has the perceived importance of this channel for
international migration (acs evidenced for future moves)
not translated into successful international mobility in
the past? This can be explained with reference to the role
of international recruitment agencies as 'gatekeepers' for
the control of skilled internaticnal migration. While many
individuals may contact and register with these agencies,
previous data analysis described the selectivity of
skilled international migration facilitated through such
agencies. Only certain 'types' of individual will prove
successful in arranging international mobility in this
way, due to the selective role of these agencies in the
international migration system.

Similarly, increased proporticns cf respondents
indicated 'newspaper and other media' sources as a channel
which they might use for future mobility (18.4% of moves

in past, 27.7% anticipated future moves). Consideration of

518



employment advertisements in newspaper and other media
sources was therefore perceived by the individuals as an
increasingly important way of obtaining knowledge of
overseas cppertunities. However, as previously indicated,
caution is required in the interpretation of any issue
related to perceived future mobility. For example, more
people may say that they will use this channel, but a)
will they? b) why didn't they in the past? c) even
try to, will they succeed in transforming this from being
an 'infecrmation source' into an actual mechanism for
movement?

The prcportion of respondents who indicated that they
cculd perceive 'themselves as the channel' fcr movement
was much reduced for the future (3.7%) in comparison to
those acting in this way in the past (14.4%). The
conditions under which individuals may be pro-active in
arranging and undertaking the preccess of internaticnal
migration will be very specific and unpredictable.
Respondents appeared to be unable to anticipate this
situation arising in future.

Al]l other channels remained at a somewhat similar
level of importance for past action and perceived future
mobility (indicating that identification of the framewcrk
of international channels in operatiocn as more complex
than that described by previous research was appropriate),
except in the case of indications of 'other' channels.
Some 7.5% of respondents indicated 'other' channels for

their last international move, a grouping of miscellaneous
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forms of mobility which was not indicated as anticipated
for future moves. The reality of international migration
(as described by past channels) was more complex, and
occurred in many different ways to that anticipated for
the future.
13.4.2 Chi Square Test Results : Number of Future
Channels

FPespondents previcusly undertalking internationa!l
movement through intra-company transfer significantly
indicated their future movement as involving consideration
of only one channellino mechanism (Table 12.10). Those

migrants who had moved within their company did not

W

perceive the need to involve themselves in knowledge cf
number of channelling mechanisms to maximize their options

and c

w3

U s)

ortunities for career development and internaticnal
mobility. Perceived future involvement with a number of
migration channeles was a more important facter for thoce
respondents who had previously moved throuch the family
and friends, and newspaper and other media channele. Thecse
previous moves were undertaken through channels of a much
less structured and more varied nature than transfer
through the ILM of an empleying company.

Supporting evidence for these findings was revealed
from the future motivations of respondents who indicated

different numbers of future channels. Employer transfer

only one channel of future movement.



Table 13.10 Chi Square Test Statistics

Channels Indicated

df X:

channel type (past) 14 36.320 reject H. @9,
type of emplover 4 21.930 reject H. 99
no. international moves 4 14.471 reject H 99
job status 4 12.924 reject H. 95
future motivations 24 239.452 reject H. @5
employment type 22 17.706 accept H
migrant type 4 2.992 accept H
age of respondent 6 5.793 accept H
croanizational structure

of employer & 7.325 accept H
anticipaticn of future

international migration 6 12.068 accept H.
marital status 4 5.147 accept H
number cf children 8 12.442 accept H.

For government employees, consideration of more than

one channel for future mobility was especially
significant. This can be explained through the implicit

involvement of these emplcyees with less structured

channels in the past (where international

mchbility i

'unpredictable'), and their perception of a similar

situaticn for the future.

the decision making which facilitate international

movement, appears to be undertaken with reference

number of mechanisms 'open'

to the individual.
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While managerial /administrative employees indicated
consideration of only one channel, lower status
respondents revealed the most significant level of
'maximizing' behaviour. Such behaviour can be explained as
due to the semi-or-unskilled nature of their employment.

While there ies international demand for the mest ski

b

led
personnel, more restrictions have been placed upon the
movement of lesser skilled individuals. The types of
employment for which these migrants are suitable will be
less likely to afford international attenticn and
advertisement. Hence, the 'net' of information gathering

necescary to enable international mobility must ke s

eag

3
s

wide, incorporating the less structured channels whose

®

modes of operaticn may be more likely to facilitate the
micration of the less skilled.

13.4.3 Chi Square Test Results : Type of Future Channel
Discussicn and explanation of the association
between past Involvement with and future anticipated use
of channels (Table 13.11) is aided by consideration of

Figure 13.1. This figure was constructed using past
channel as a basis from which anticipation of future
channel (s) were mapped. Of great significance was the

number of respondents who indicated the intra-cempany

Qi g

transfer channel for last move and who perceived it for

future mobility also. Those involved with this company

3

channel in the past, in very large degree only anticipated

{

utilization of the same mode of international movemen+ for

the future. The relative constancy of involvement with
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Table 13.11 Chi Square Test Statistics :

Channel Indicated

channel type (past)
employment type

job status

type of employer

organizational structure
of employer

future motivations

location country

no. future channels indicated
migrant type

anticipation of future
international migration

age of respcndent
no. international moves
marital status

number of children

df
35
30
12

12

1.2
60
24
14

12

18

X3

320.530

12.208

11,787

12.095

14.536

Types of

reject

reject

reject

reject
accept
accept
accept

accept

this particular channel is visible from the larce

proportion of circulatory mobility mapped in Figure
If or when future international

in this channel did indicate an expectation of high

movement occurs

Future
H Qg
H @9
H 9@
H. ¢c
H <@
H ¢¢
H Qg
H @9
H.- 99
H. 95

(and

cf future movement), then it was perceived that such

mobility would operate through the internal labour market

cf their employer.

All other channels displayed patterns of association

of a very different nature to that
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Figure 13.1 Past and Anticipated Future Mobllity of Channel Type
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transfer channel. Circulatory mobility within these
channels was of a lower magnitude, many migrants not
anticipating utilization of the same channel in future.
The size and direction of the arrows indicated that
respondents involved with all other channels described
some future concern with the newspaper and media and/or
the international recruitment agencies channels (see also
Table 12.9). The complexity of anticipated involvement
with many future channels was extended to include (at
varying levels) the belief that future mobility may indeed
be facilitated through the intra-company transfer channel.
Although, in general these individuals did not perceive
themselves to have access to the restricted, structured
channel available to MNC employees.

Energy/water employment was identified as very
closely associated with anticipated future moves through
intra-company trancfers. The high level of involvement of
these employees with this company channel for future
mobility is due to the importance of large MNC's within
these industries internationally (Eg. the oil industry in
Scotland). Employees anticipate future international moves
and career development to occur within the ILM of their
employing company, as was the case in their previous
moves. Due to the relative 'security' and predictability
of operation of this channel and the development of their
career within the company framework, individual
respondents do not perceive or desire future mobility

through other channels.
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These findings were backed up with evidence that
employees of the largest private companies strongly
anticipated future mobility to be by intra-company
transfers. Consideration of individuals employed by
smaller, more local private ccmpanies revealed that they
perceived future moves being mainly via the newspaper and
other media channel.

Employees cof service industries, generally ccvernment
empioyees, significantly represented their perceived
future concern with the newspaper and media, and contacts
in industry channels. Thus these respondents displayed
important levels of anticipated involvement with the least
structured channels.

Unsurprisingly, managerial/administrative statu

n

employees anticipated involvement with the intra-compan

[
.

transfer channel for their future mobility. However, t!

-
[

company channel was of much lesser importance for the
future mobility of the lowest status employees, where
expected movement was via family and friends.

Not surprisingly the 'transfer by employer' motive
for future movement was of greatest importance for those
anticipating future involvement with intra-company

i+ A
Cl

(S - o4

transfers. However, this 'transfer by employer' motiv
was indicated to some degree in all other channels,

indicative of a desire or hope of future employment with a
large company within which international mobility might ke

assured.
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The spatial corollary of process effects upon future
mobility will now be discussed. Anticipation of intra-
company transfer channelled moves was most significant for
respondents living and working in the USA, while they were
of much lesser concern in Australia and Canada, N.Zealand,
S.Africa. In these 'settled' migration leccations, family
and friends, newspaper and other media, and contacts in
industry channels as methods for future mobility were of
increased importance.

Pespondents indicating frequent or very frequent
future international moves were found to be most likely to
indicate their future involvement with the intra-company
transfer channel. This a very similar pattern of
relationship to that for past channels,

Similarly, the relationship between future types of
channel and the number of future channels indicated need
cnly be mentioned briefly to avoid repetition of previous
diecussion. Those respondents who perceived future
movement through the intra-ccmpany transfer channel were
most likely to indicate only this one channel. However,
respondents anticipating future internationa! movement
involving certain of the other channels (especially

s & )
- G

[O%

international recruitment agencies, newspaper and me

indicated concern with two or three channels, refle
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t

in
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their attempts to widen their options and/or ensure their

future mobility.



13.5 Conclusions

This chapter has sought to examine the way that
migrants' perceptions of future events are structured. A
number of hypotheses were set out and many cf them were
confirmed. Evaluation of these hypotheses involved
deciding whether or not the assertion about certain
relationships between perceptions, events and experiences
were valid. The decision to accept/reject the hypotheses
was, in the researcher's view rather subjective, although
masked by the use of apparently objective statistical
techniques.

In this case, hypotheses regarding future mobility,
future motivations and future channels were formulated
from the findings of previous chapters - for example, with
regard to the influence of employment, employer, locaticn,
personal characteristics etc. Although a number of
relationships were substantiated by the statistical
evidence, simple ecological association is in itself never
proof of causality. Relationships are not simply one way
but usually multiple (Abler, Adams and Geould 1972). The
researcher must be able to construct a logical network - a
conceptual context - which makes it reasonable to accept
the propositions.

It was evident that individuals' perceptions of
future migration (potential, motivation and channel) were
significantly different from one ancther and stem from
different circumstances. The tying together of statistical

associations with logical explanations with regard to
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migrants' perceptions of the future would appear to
validate the theoretical basis of this thesis, that an
extended migration channels framework - and the processes,
gatekeepers and controls on international mobility that
this encompasses - provides a formal conceptual structure
for understanding and explaining past and perceived future
ckilled international mobility. This over-arching context
forms the logical basis within which to accept and explain
the multiplicity of relationships of future migration, and
to stimulate or predict unsuspected relationships.

While perceptions of the future can never explain
future actions, the study of mechanisms of migration
allows for an investigation of 'causality' and 'control'
in anticipated or desired mobility. The information
regarding perceived future migration confirmed the theory
that channels and those who control them (the differential
selectivity that they represent) are prime determinants cf
international migration. The internal dynamics of the
migration channels significantly structure the pattern of
perceived international migration opportunities, and
selectively mould the characteristics of future
internaticnal mobility.

However, the existence of migration channels by no
means reduces the role of potential migrantes to tha* of a
passive response to their environment. Migrants interpret
their future behaviour as an active response to career
opportunities, family concerns, employment opportunities,

etc. Ultimately, the degree of control, the type of



selectivity operated, and the outcome - the 'action' -
will vary between the modes of operation of the
channelling mechanisms, affected by critical constraints

imposed by forces operating at other levels.
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Chapter 14 Conclusions

14.1 Introduction

A main conclusion of this research relates to the
utility of a channels framework for the understanding and
explanation of skilled international migration. Studies of
labour migration which concentrate on the selectivity of
migrants (e.g. age, employment type etc.) are of interest
but do not provide an overall explanation of the
phenomena. Similarly, studies which consider only
'structure' in the broad sense make useful and valuable
contributions. However, a channels framework adds a new
dimension to explanation of labour migration, and gives
explanatory power at another level. Explanation under a
channels framework includes the individual level, the
'structural' context and the functional level - the level
at which the migration processes, mechanisms and controls
operate.

Other main conclusions arise from the aims and
objectives of this thesis which were described in Chapter
1 and Chapter 3. A migration channels framework was
applied, extended and adapted in explanation of the
historically and geographically specific context of
Scottish skilled international migration. Very varied
channels were found to operate in the Scottish context of
SIM - several of which had not previously received
research attention (represented in Figure 5.4). The
channels framework functioning in this context was found

to be of greater complexity than that described for
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Scotland by Findlay and Garrick (1990), and by Salt (1984,
1986b, 1988) in the context of the South East of England.
It was revealed that there were important differences in
involvement with the channels for each of the migration
flows studied.

The nature of 'selectivity' represented by the
various channelling mechanisms with regard to the
characteristics of the migrants involved with them was
evidenced. Variation in migrant characteristics could not
be explained only in terms of citizenship, but
necessitated understanding and explanation offered at the
level of the international migration processes themselves.
The 'selectivity' could be closely linked with the
organization and mode of operation of the channels.

This was similarly the case with regard to the
international migration and employment history of the
individuals. Chapter 10 included a modelling exercise in
which a number of parameters were detailed as of
importance to the explanation of internaticnal experience
(age, employment type, country of destination and
employment status). These characteristics offered a
'template' which could be used for understanding
international migration history. However, the explanatiorn
offered was only partial, and became a more logical and
useful 'illustration' of the process when a channels
dimension was included.

An assessment of the importance and effects of the

concepts of career and career advancement upon SIM was
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also an aim of this research. Previously, ‘'career' had
chiefly been studied with reference to those skilled
individuals involived with movement through the internal
labour market of their employing company (Salt 1984,
1986b, 1988), and it was a contention that the overall
situation was more complex than this. Salt's idea of
'career-path' migration was bourne out, although found to
be only one context of career and career advancement.

A majority of migrants in all channels indicated the
importance of their career in undertalking international
movement. While the career development of individuals
involved with large international companies operates and
can be mapped within the boundaries of the internal labour
market, the careers of those involved in movement through
other channels is less structured and predictable, and
will involve several different employment contexts.

14.2 Theoretical Issues

Woods (1985) framework for a general theory of
migration (Figure 1.1) provides a convenient point of
reference for a discussion of the theoretical issues
embodied in this research. This framework provides a
useful, although not universal approcach to the explanation
of migration. Each of the separate elements reguired for
theoretical explanation are included (for example, the
structural context, the behavioural response and the
actual patterns of migration which can be noted).

Discussion in Chapter 1 revealed that a number of

theories for the explanation of international labour
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migration have been put forward, but each has
concentrated (to a greater or lesser extent) on a
particular 'box' within this framework. Woods, as with
many other theorists, does not manage to fiuently link
together the elements of his framework. There are arrows
between the elements of the 'general thecry', but thece
arrows are not explained and therefore remain in some
respects 'black boxes'. The channels framework constructed
during this research (building upon the previous work of
Findlay 1990, Findlay and Garrick 1990, Gould 1987b, 1990,
Johnson and Salt 1980, Salt 1984, 1986b, 1988) provides a
way of linking some of these 'boxes' and sheds scme light
cn the processes taking place.

Fcr example, Woods (1985 p3) stated that the
behavioural response (decision making and implementaticn)
of the individual "is conditioned but not determined” Ly
the structural context. Investigation and understanding of
the channels operating (and the mode of control and
selectivity that each embodies) within the economic,
social, cultural, political and legal contexts of the
particular migration system under study allows for
explanation cf the 'conditioning' which may arise.

It was not the intention of this research to produce
a 'general theory' for the study of SIM, and this has rot
been achieved. However, a channels framework has a key
role in the explanation of which perscns from the large

pool of potential migrants are selected for migration, and
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how the skilled international migration system is
controlled and directed.

There are four elements which must be considered
within a good intermediate model of labour migration.
Firstly, the model must admit that labour migraticn occurs
within political, economic and sccial structures.
Secondly, any model needs toc accommodate migrants'
motivations arnd the ckjectives of the 'gatekeepers'/
managers of the migration system. Thirdly, the model must
allow for interaction between different dynamics in the
system (ie. the interaction of human agency and structural
forces). Lastly, the mcdel must consider the scale and
spatial context, and be sufficiently flexible to allcow for
the fact that explanation at one scale or in one
particular historical context may not be adequate at
ancther scale or in another historically specific
situation. A channels framework (as a mode of
understanding and explanation) goes some way towarde
meeting these criteria. While neo-classical and Marxzian
interpretations of political, economic and social
structures differ, both would validate the investigaticn
of the functional and operaticnal control of SIM by
"intermediary' agencies.

14.3 Geographical Context

Previous research in Britain (Findlay and Goulcd 1Gg9)
identified the need for greater depth of understanding cf
skilled migration at the level of localities and regicnes.

In particular, studies of migration in the so-called
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'peripheral' regions were called for, in order to discover
whether skill transfers from these areas mirrcred, or
differed significantly from those being witnecced irn the
economic 'core' of the UK - the South East.

This view is echoed in the work cf Henderson (1389
pr22) who, in researching the nature of gliobalization of
production of semiconductors, ncted the need for
'theorized histories' which are not so spatially abstract
as Frobel et al's (1980) work on the new international
division of labour. He noted that "the dynamics and
implications of industrial restructuring need to be
grasped not only in relation to the particular territorial
unit, but also in relaticn to the way in which the
industrial branch, or complex of activities, in the given
location fits into the structure of the world economy”
(Henderson 1987 p37). Henderson believed that this could
be best achieved by the creative application of the NIIL
thesis.

It is a contention here that migration channels can
be expected *o reflect aspects of the geographical
specificity of the labour market locations in which they
have evolved, as well as the historical, political, social
and economic context of their development. What does this
research reveal about the Scottish context of S£IM, and the
operation of a channels framework within this context?

Scotland can be described as a 'deindustrializing' or
'reindustrializing' (Henderson 1989 p9) or a 'post-

industrial' (Foster and Malley 1988) region. Emplcyment
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opportunities in the 'traditional' sectors of the Scotticsh
economy (steel, ship building, coal mining etc.) have
declined rapidly in the post-war era. The cheapness and
gquality of engineering and technical labour available in
Scotland (Henderson 1989), as well as a large pool of
unskilled labour made this a desirable region for
investment by MNC's (¢g. in the electronics and o0il and
gas industries).

However, the role of international firms in the
Scottish econcmy is very different to that in the eccnomic
'core' of the UK or within the economy of the country from
which the company originates. The decisicn making and
control of these industries are spatially removed from
Scotland (which functicns mainly in a marufacturing role)
and may be located in London, New York, Tokyo, etc. The
importance of branch plants (and the internal labour
markets that they represent) for SIM in the Scottish
context wae evidenced in the research, both for the
importation of foreign expertise and the exportaticn of
"Scottish skill',

Thus 'formal' channels of SIM, operating through the
ILM's cf MNC's do function and are of importance in the
Scottish situation (for certain migration flows, in
certain industries, and in certain locations). The nature
of their operaticn is a functiocn of the organization of
work and the role of these industries within the Scottish

economy.
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Hcwever, in a U¥

n

ituation, intra-company transfers
are of greatest significance for SIM in London and the
South East - the 'core' or 'world-city' location of many
of these internaticnal companies. The role of MNC cffices
in this 'core' region is very different to that of
Scotticsh branch plants, and involves many mocre industrial

cectors (for example, banking and financial services).

recruitment agencies, and small and intermediate sized
companies with cverseas contracts. For example, it has
been chown that internaticnal recruitment agencies held

certair. stereo*yred imaces cf the specialisms of regional

Garrick 19%0, Gouid 1987b, 1930, Roberts 1%988) and are
therefore mere likely teo recruit specific skille in
certair areas. There was scme evidence of recruitment of
engineering/technological skills from the Scottish labour
market, and also education, medical and health

precfessionals. Hcowever, it was noted that the dat
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may have led to under-representation of this regicnally
specific channel.

Simila

L8
[

'y, Scotland's 'peripheral' nature may have
been revealed through the moulding influence of companies
with overseas contracts. It was a contention stated
eariier in this thesis and elsewhere (Findlay and Garrick
1990 p180) that "smaller and medium sized companies in the

'peripheral’ regions of the Eritish eccnomy are more
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likely to have been "forced" to look abroad for work as a
strategy for survival, than similar companies located in
the prosperous South East". This was not found to be true
in terms of the flows of SIM analysed in this research,
although problems with description of this channel may
have 'blurred' its real significance.

Of significance in detailing Scotland's 'peripheral’
position and defining its regional labour market was the
information relating to the importance and variety of
'informal' channels operating. For highly skilled
international migration in the British context, it is
expected that the importance of such informal channeles at
the 'core' location would be lessened, as anticipated,
expected or desired mobility (both for individual career
development, and in terms of the organization of work and
international division of labour) would be facilitated
through the operation of the more formal channels, and
especially through the internal labour markets of
international companies. The importance of this company
channel has been evidenced in the work of Salt (1984,
1986b, 198&8) and Beaverstock (1990).

However, this does not imply that informal channels
for the international movement of the highly skilled do
not operate at the 'core'. For example, Shuttleworth and

provided
Kockel (1990)Aevidenceﬁ\skilled Irish immigration to
London through informal and friendship networks. However,

such processes are of less numerical significance at the

‘core', and may be related to specific migration streams.
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The importance of infecrmal networks and indeed clandestine
moves for the international migration cof lower skilled
labour to 'core' or 'world cities' was described by
Sassen—-Koob (1986).

Informal channels for the international migration of
the highly skilled are,however, of significance in a
'peripheral' labour market where career prospects are
limited and/or 'shallow', where the individual can not
anticipate a move abroad with their employer (employers at
local, regional or national level rather than
international), and where the role of MNC's is functional
(manufacturing) rather than organizational
(administrative, decision making) or innovative (research
and development).

Thus, the structure of the channels framework in
Scotland can be attributed to its position in the
structure and dynamics of the international division of
labour. Flowe of skill transfer will be dis-aggregated in
relation to the forces which determine their access to
international employment opportunities. This will differ
from that which characterizes other 'peripheral' regicns
(Eg. Ireland, as studied by Shuttlewcrth (1989) and
Shuttleworth and Kockel (1990)) and 'core' economies.

If the framework discussed is valid, then it would
suggest that, at an intermediate level of analysis,
explanation of skill flows in other spatial contexts can
be achieved by investigating the development, operation

and control of specific migration channels within
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geographical, historical, economic, social and political
confines. Control and access to migration channels in
specific geographical contexts therefore becomes of
particular interest, both as a means of interpreting the
significance of specific high level manpower movements,
and as an indicator of the ways in which power conflicts
between one part of the world labour market and another
are resolved. Future research is needed to substantiate
the geographical importance of a channels framework,
through further application, adaptation and extension of

these ideas in other regions.
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Appendix 1 - Questionnaire of Return Migrants and
Immigrants to Scotland
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To be answered by the head of household

A) MIGRATION HISTORY

This section of the questionnaire is concerned with your
experience of moving internaticnally since entering the
labour market.

1. Could you please complete the following table. Only
include moves which lasted 2 months or longer. It will
be assumed that at the end of each move you have returned
to your country of origin, unless you indicate otherwice.
NOTE : status of job refers to whether managerial,
supervisory, etc.
origin destination year 1length of job job
country country stay type status
- yrs,mnths

(Please continue on a separate sheet if necessary)

2. Could you fill in this table with information as to
whether your spouse/partner and children accompanied you
on these international moves. The number of the move in
this table corresponding with the previous table in
Question 1. Your answer should be Yes, No or Not
Applicable (if not married or no children at the time of
movement).
1st 2nd 3rd 4th 5th
move move move move move
Did your spouse/
partner accompany
you?
Did your children
accompany you?

——————————————————————— - ——————_——— . ——— - - - — o — . —— - - —— " —— . -

(Please continue on a separate sheet if necessary)
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3. Could you please indicate in the table below the most
important motives for your first and last moves. (Please
tick ALL applicable boxes).

B) PRESENT SITUATION

(IF CURRENTLY UNEMFLOYED, go to Question 8)

4. IF CURRENTLY EMPLOYED, in which of these sectors are
you working?

a) agriculture, forestry fishing

b) energy and water supply

c) metal manufacture and chemicals

d) metal goods, mechanical, electrical, instrument
engineering

other manufacturing

building, civil engineering

distribution, hotels and catering, repairs
transport and communications

banking, finance, insurance, business services
) health, education and other services

e
~
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5. a) please specify, what is the exact job description or
type of job?

---------------------------------------

b) please specify, what is the status (level of skill
and experience) of this job? (Eg. manager,
supervisor, professional etc)

---------------------------------------

6. Are you currently -

a) an employee of a PRIVATE company/business? (
b) a GOVERNMENT employee (local or national)? ( )
c) SELF-EMPLOYED in your OWN company/business? (
d) working in a company/business owned by

FAMILY OR FRIENDS? ( )
€) OTBER = please gpeclfy cesinsvasaisobmsweess onsiyins

7. If you answered a) PRIVATE company in Question 6, how
would you describe your current employer?

a) large multinational company (offices in many

countries) ( )
b) transnational company (offices in a few countries) ( )
c) large local company/bucsiness (offices in one

country) ¢ )
d) small local company/business (offices in one

region) (

8. If UNEMPLOYED, how long is it since you were last in
paild. .omploymentd s 5 o0 e m waa s F 50 565G 6oa T 00 4 R 8 S ST R s

9. IF AN IMMIGRANT TO SCOTLAND, what were your main
motives/reasons for coming to live and work here? (FPlease
tick as many motives as were important to you)

transfer by employer

better job - in terms of skill and responsibility
better wages

desire to travel

to gain experience

for training

to develop your career

political reasons

armed forces

personal /family reasons

other reasons - please speClfy ... i it inieneneir s

----------------------------------------------------------

N N e e e e e
e e N S s e s N N N
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10

IF A RETURN MIGRANT TO SCOTLAND, what were your

motives/reasons for returning to live and work here?
(Flease tick as many motives as were important to you)

end of contract abroad
retirement

transfer by employer
personal /family reasons

no

better job - in terms of skill and responsibility

to

armed forces
better wages

desire to work abroad

develop your career

R . L S W

other reasong = please SPECILY sacanwpsvsmensmcvsnnsuns 6

a)
b)

€)

d)

e)

£)

g)

C)

135

How did you find out about work abroad? (Discuss
relative to your last migration)

job placement by international recruitment agency ( )
intra-company transfer to a foreign assignment ( )

temporary job with a company only for the period
of overseas employment « )

job information/contract arranged by family
and friends ()

job arranged by government immigration
organization ¢ )

newspaper or media advert (. 3

other — please SPECILY i viiiossonumasawmssmmesssssssns
IF YOU ARE A RETURN MIGRANT, was your job in Scotland
arranged prior to your return? (Please indicate)

Yes / No

CAREER ISSUES

How important are career prospects to you? (Please
tick)

very important
important

some importance
minimal importance
irrelevant

N N N N~
N e N N N
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l4a. Do you think that working abroad has helped in your
career development?

very much

to some extent

neither helped nor hindered
a hindrance

~ N NN

14b. In relation to question 14a, please state in what
ways working abroad has/has noct helped in the
development of your career.

..........................................................
..........................................................
----------------------------------------------------------

..........................................................

15. Please indicate whether your current employer has
stated at some time that your contract may involve a spell
of work abroad.

Yes / No

D) PERCEPTUAL QUESTIONS

This section of the questionnaire is concerned with your
perceptions of yourself, the countries in which you have
worked, and your employers in these countries.

16. What are your views of the countries you have worked
in or are currently working in? Please comment on any of
the topics listed below (plus any others that you feel are
relevant) as a help to giving your description.

the working environment, social environment, political

environment, economic environment, quality of life, the
people, the countryside, the climate
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17. Is there a country (or countries) where you would like
to live and work again or for the first time?

Pleacse list them here. ...ttt ittt

18. Is there a country (or countries) where you would not
like to live and work again or for the first time?

Please list them here...... it ittt it ittt

19. Please indicate (tick) what effects you think
international migration has had on you in terms of

good no bad
effect effect effect

attitudes to other peoples
and cultures

20. Please indicate (tick) what you wculd say have been
the effects of international migration on your family
(particularly children), in terms of

good no bad
effect effect effect

attitudes to other peoples
and cultures

21. Do you anticipate that for employment reasons you will
be moving internationally again in the future? (Please
tick)

never

once

rarely
frequently

very frequently
don't know

NN S AN S S
N O N N N N
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22,

only way to get a job

better job - in terms of skill and responsibility
better wages

desire to travel

to

to

political reasons

personal /family reasons

end of centract in Scotland
transfer by employer
retirement

(
(
(
(
(
for training (
(
(
(
(
(
(

What would be your main motives for any future moves?
(please tick as many as are applicable)

gain experience

develop your career

other — please speCify i ittt ittt ittt eennen

23.

Would you please indicate your response to each of

these statement -

a)

c)

d)

€)

f)

h)

expatriates generally make major financial gains from
the international migration experience
agree strongly/agree/disagree/disagree strongly

expatriates are exploited by companies and the
internaticnal system who move them round the world
agree strongly/agree/disagree/disagree strongly

companies and expatriates gain mutual benefits from
international migration
agree strongly/agree/disagree/disagree strongly

the poor employment situation in Scotland means that
for many people, going abroad is the best way to find a
job

agree strongly/agree/disagree/disagree strongly

the eccnomic situation in Scotland means that many
companies have to look for work/contracts abroad in
order for them to survive

agree stroncly/agree/disagree/disagree str

ly

4

0O

n

LI®]

I would prefer to find a job that used my skills and
experience in Scotland
agree strongly/agree/disagree/disagree stroncly

I would prefer to work abroad again rather than in
Scotland
agree strongly/agree/disagree/disagree s+trongly

the advent of a single European Market in 1992 will
lead to more international migration for employment
agree strongly/agree/disagree/disagree strongly
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E)

24.

29.

30

PROFILE CHARACTERISTICS

........................

Of which country (countries) are you a citizen?.......

.......................................................

Are you - MALE / FEMALE

Please indicate your age - 15-24 25-34 35-44 45-54
55-59/64 60/65+

Please indicate your marital status - single/married/

separated/divorced/widowed/
unmarried couple

How many children do you have? none/ 1/ 2/ 3/ 4/ 5+

What is the age of your youngest child? 0-5 6-9 10-14

What is the age of your oldest child? 0-5 6-9 10-14

Thank you for completing this questionnaire. Please find
enclosed a stamped addressed envelope for returning your
response to the University. If you wish to add anything

further regarding your experiences of working and living
abroad this would be very much appreciated. If you would
be willing to help further, please fill in your name and
address below.

THANK YOU VERY MUCH FOR YOUR HELPF

Your name and address

.....................................
.....................................
.....................................
.....................................

.....................................
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Rppendix 2 - Questionnaire of Emigrants
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ARE YOU SCOTTISH AND LIVING/WORKING ABROAD? or HAVE YOU
EVER LIVED/WORKED IN SCOTLAND?

If you can answer yes to either of these two questions, I
would be most grateful if you could assist me by
completing the following guestionnaire. I am conducting a
survey into the international migration of skilled

personnel, with particular reference to the Scotticsh
situation.

To be answered by the head of household

A) MIGRATION HISTORY This section of the questionnaire
is concerned with your experience of moving
internationally since entering the labour market.

1. Cculd you please complete the following table. Only
include moves which lasted 3 months or longer. It will

be assumed that at the end of each mcve you have returned
to your country of origin, unless you indicate otherwice.
NOTE : status of job refers to whether managerial,
supervisory, etc.

origin destination year length of job
country country stay type

2. Could you fill in this table with information as to
whether your spouse/partner and children accompanied you
on these international moves. The number of the move in
this table corresponding with the previcus table in
Question 1. Your answer should be Yes, No or Not
Applicable (if not married or no children at the time of
movement) .

18t 2nd 3rd 4th
move move move move

Did your spouse/partner
accompany you?

Did your children
accompany you?

(Please continue on a separate sheet if nececssary)
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3. Could you please indicate in the table below the most
important motives for your first and last moves (FPlease
tick all applicable)

1st move last move

better job (
higher waces (
career development (
personal /family reasons (
unable to get job in origin country (
desire to travel {
transfer by employer (
to gain experience/training (
only way to get a job (
better use of your skills (
more job responsibility (
dissatisfaction with previous job {
cther motives — please SPeClEy cvscvvswsswsassoswananvormns

e e e N N N N N N N s
NN SN N N S AN AN N N N N
N s N N N N N N . N e’ NS

4. In which DISTRICT or TOWN in Scotland did you live
before moving to your present residence?.......... 000

B) PRESENT SITUATION

5. a) please specify, your current job description or type
cf job

---------------------------------------

b) please specify, the status (level of skill and
experience) of your current job (Eg. manager,
supervisor, procfessicnal etc)

6. Are you currently -

a) an employee of a PRIVATE company/business? )
b) a GOVERNMENT employee (local or national)? ( )
c) SELF-EMPLOYED in your OWN company/business? )
d) working in a company/business owned by

FAMILY OR FRIENDS? ( )

e ). "OTHER — please specify . oo vmssnvnsasmnsnswe nwwsnnss

7. If you answered a) PRIVATE company in Question €&, how
would you describe your current employer?

a) large multinational company (offices in many

countries) ( )
b) transnational company (offices in a few countries) ( )
c) large local company/business (offices in one

country) ( )
d) small local company/business (cffices in one

region)
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a)
b)
c)

d)
e)

£)
g)

Q

=y

10. How long do you expect to remain in the country where

How did you find out about work abroad? (Discuss
relative to your last migration)

job placement by international recruitment agency
intra-company transfer to a foreign assignment
temporary job with a company only for the period
of overseas employment

job information/contract arranged by family

and friends

job arranged by government immigration
crganizaticn

newspaper or media advert

other - please specify

Was a job in your present country of residence arranged
prior to your departure from Scotland?

Yes / No

you are currently living and working? (Please indicate)

lyr 2-3yrs 4-6yrs 7-10yrs
10+yrs lifetime don't know

11. Do you anticipate that for employment reasons you will

be

moving internaticnally again in the future? (FPlease

indicate)

12.

never once rarely frequently
very frequently don't know

what would be your main motives for any future moves?

(please tick as many as are applicable)

only way to get a job
better job - in terms of skill and responsibility
better wages

desire to travel

to gain experience

for training

to develop your career
political reasons
personal/family reasons

end of contract in Scotland
transfer by employer
retirement

other - please specify

P N e e e e e T i e e e

Nt e’ s S N S A o NS NS s NS

-----------------------------------

----------------------------------------------------------

554



13. How would you anticipate finding out about future work
abroad?

a) job placement by international recruitment agency ( )

b) intra-company transfer to a foreign assignment ¢ )
c) temporary job with a company only for the period

of overseas employment « )
d) job information/contract arranged by family

and friends « )
e) job arranged by government immigration

organization « )
f) newspaper or media advert ( )

g) other - please specify .....cvvvvinrncennsssessnnssinns

C) PERCEPTIONS

This question is concerned with your perceptions of
Scotland, the countries in which you have worked, and your
employers in these countries.

14. What are your views of the countries you have worked
in or are currently working in? Please comment on any of
the topics listed below (plus any others that you feel are
relevant) as a help to giving your description.

the working environment, social environment, political
environment, economic environment, quality of life, the
people, the countryside, the climate

D) CAREER ISSUES

15. How important are career prospects to you? (Please
indicate)
very important important some importance
minimal importance irrelevant

16. Do you think working abrpad has helped in your career
development? (Please indicate)

very much to some extent neither helped nor hindered
a hindrance
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E) PROFILE CHARACTERISTICS

17. In which country were you born?........ 8 ) ke B e e
(Eg. Scotland, England etc)

—
(€]
O
th
z
o
-
O

h country (countries) are you a citizen?....::.

19, Are you - MALE / FEMALE
20, Please indicate your age - 15-24 25-34 35-44 4£5-54

55-59/64 60/65+

21 .

2.3 )
[
m
Wy
V]
D

indicate your marital status - sincle/married/
separated/divorced/widowed/
unmarried couple

22. How many children do you have? none/ 1/ 2/ 3/ 4/ 5+

/

Thank you for completing this questionnaire. 1 would be
most grateful if you cculd fold along lines A and B, seal
the questionnaire, and return it to me at the address
printed below.

THANK YOU VERY MUCH FOR YCUR HELF
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ARE YOU BRITISH AND LIVING/WORKING ABROAD? or HAVE YOU
EVER LIVED/WORKED IN BRITAIN?

If you can answer yes to either of these two questions, I
would be most grateful if you could assist me by
completing the following questionnaire. I am conducting a
survey into the international migration of skilled
personnel, with particular reference to the UK situation.

To be answered by the head of household
A) MIGRATION HISTORY This section of the questionnaire is

concerned with your experience of moving internati onglly
since entering the labour market.

1. Could you please complete the following table. Only
include moves which lasted 3 months or longer. It will
be assumed that at the end of each move you have returned
to your country of origin, unless you indicate otherwise.
NOTE : under JOB TITLE please indicate JOB TYPE and JOB
STATUS
origin destination year length of job title
country country stay

(Please continue on a separate sheet if necessary)

2. Could you fill in this table with information as to
whether your spouse/partner and children accompanied you
on these international moves. The number of the move in
this table correspcending with the previous table in
Question 1. Your answer should be Yes, No or Not
Applicable (if not married or no children at the time of
movement).

st 2nd 3rd 4th
move move mov

Did your spouse/partner
accompany you?

Did your children
accompany you?

(Please continue on a separate sheet if necessary)
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3. Could you please indicate in the table below the most
important motives for your first and last moves (Flease
tick all applicable)

1st move last move

better job (
higher wages (
career development (
personal /family reasons (
unable to get job in origin country (
desire to travel (
transfer by employer (
to gain experience/training (
only way to get a job (
better use of your skills (
more jocb responsibility (
dissatisfaction with previous job (
other motives T please SPECLEY s s ismeaeinmme s mois wuas s s

N N N N N N N N N N N
AN AN NN N AN AN AN N
N Nl N N N e N N N o N

4. In which DISTRICT or TOWN/CITY did you live immediately
before leaving Brifaif? ccescocsioossosensonsssnsbenss s

B) PRESENT SITUATION

5. a) please specify, your current job description or type
of job

.......................................

b) please specify, the status (level of skill and
experience) of your current job (Eg. manager,
supervisor, professional etc)

6. Are you currently -

a) an employee of a PRIVATE company/business? ()
b) a GOVERNMENT employee (local or national)? ()
c) SELF-EMPLOYED in your OWN company/business? ( )
d) working in a company/business owned by

FAMILY OR FRIENDS? « )

e ) OTHER = please BPOCIEY 5o o b ss tawes aweshssséassnsssss

7. If you answered a) PRIVATE company in Question €, how
would you describe your current employer?

a) large multinational company (offices in many

countries) «
b) transnational company (offices in a few countries) ( )
c) large local company/business (offices in one

country) ¢ )
d) small local company/business (offices in one

region)
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8. How did you find out about work abroad? (Relative to
your last migration)

a) job placement by international recruitment agency ( )
b) intra-company transfer to a foreign assignment ()
c) temporary job with a company only for the period

of overseas employment « )
d) job information/contract arranged by family

and friends « )
e) job arranged by government immigration

organization « 2
f) newspaper or media advert « )

g) other - please specify

................................

9. Was a job in your present country of residence arranged
pricr to your departure from Scotland? Yes / No

10. How long do you expect to remain in the country where
you are currently living and working? (Please indicate)

lyr 2-3yrs 4-6yrs 7-10yrs 10+yrs lifetime don't know

11. Do you anticipate that for employment reasons you will
be moving internationally again in the future? (Please
indicate)

never once rarely frequently very frequently don't know

12. What would be your main motives for any future moves?
(please tick as many as are applicable)

only way to get a job
better job - in terms of skill and responsibility
better wages

desire to travel

to gain experience

for training

to develop your career

pelitical reasons

personal /family reasons

end of contract in Scotland

transfer by employer
retirement

other - please specify

B . e O P )
e N N N N N S S N N N

-----------------------------------

13. How would you anticipate finding out about future work
abroad?

a) job placement by international recruitment agency ( )

b) intra-company transfer to a foreign assignment «( )
c) temporary job with a company only for the period

of overseas employment ( )
d) job information/contract arranged by family

and friends «( )
e) job arranged by government immigration

organization « )
f) newspaper or media advert ( )

gF Other ~:plefse SPOCILY csssvesvrsnsrusipsgnsssserasnsmas
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C) CAREER ISSUES

14. How important are career prospects to you? (Please
indicate)

very important important some importance
minimal importance irrelevant

15. Do you think working abroad has helped in your career

development? (Please indicate)

very much to some extent neither helped nor hindered
a hindrance

D) PERCEPTIONS

This question is concerned with your perceptions of
Britain, the countries in which you have worked, and your
employers in these countries.

16. What are your views of the countries you have worked
in or are currently working in? Please comment on any of
the topics listed below (plus any others that you feel are
relevant) as a help to giving your description.

the working environment, social environment, political

environment, economic environment, quality of life, the
people, the countryside, the climate

----------------------------------------------------------
...........................
..........................................................

..........................................................

..........................................................

.......................

(Eg. Scotland, England etc)

17b. If British, in which DISTRICT/TOWN were you born?

..........................................................

18. Are you - MALE / FEMALE

19, Please indicate your age - 15-24 25-34 35-44 45-54
55-59/64 60/65+

20. Please indicate your marital status -
single/married/separated/divorced/widowed /unmarried courple

21. How many children do you have? none/ 1/ 2/ 3/ 4/ 5+
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Thank you for completing this questionnaire. I would be

most grateful if you would return it to me at the address
printed below.

THANK YOU VERY MUCH FOR YOUR HELP

LESLEY GARRICK
APPLIED POPULATION RESEARCH UNIT
DEPARTMENT OF GEOGRAPHY
UNIVERSITY OF GLASGOW
GLASGOW G12 8QQ
SCOTLAND UK
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