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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 l 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. Thi~ 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' channel~. 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 

UKemig • one move 

II two moves 

USAemig three moves 

~ four moves 
Oth. for emig 0 five moves 

UK ret.mig • six moves 

m seven moves 

USAimmig 1m " eight moves 

rA nine moves 
Oth.for immig EJ ':'.' ten moves 

0 20 40 60 80 100 
percentage 

A Intra-company Transfer 

• one move 
UK emig Fa two moves 

II three moves 

Oth.for emig f2J four moves 

0 five moves 

• six moves 
UK ret.mig m seven moves 

1m >1'., eight moves 

USAimmig rJ nine moves 

IZI ten moves :.;.: 

0 20 40 60 80 100 

percentage 

B International Recruitment Agency 

UKemig • one move 

BJ two moves 

Oth. for emig II three moves 

FlJ four moves 

UK ret.mig 0 five moves 

• six moves 

~ seven moves 
USAimmig rm eight moves 

Oth.for immig 
E'J nine moves 

II) ten moves 

a 20 40 60 80 100 

percentage 
C Contacts In Industry 

285 



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 

one move 85.7 69.4 46.5 39.4 26.8 
two moves 7.1 18.3 22.4 22.1 25.0 
three moves 7.1 7.9 17.1 12.5 17.9 
four moves 3.1 6.1 14.4 7.1 
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 
Ho rejected at 99.9% confidence level 

detailing evidence of retirement moves. 

The chi square test was utilized as a means of 

identifying the statistical significance of the 

yrs 

57.1 
14.3 
7.1 

21.4 

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 

287 



Figure 7.3 Number of International Moves by Channel Type and Age 
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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 Koves 

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 m1grant 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 ernig 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 

C'iI 
(J\ 
C'iI 



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 7.2A) 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 channel may be 
• 

considered as involved with a 'traditional' method of 

"settler" 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 (%) 

Australia 

Can/NZ/S.Africa 

USA 

UK 
emig 

20.0 

20.0 

40.0 

UK 
ret.mig 

47.4 

31.6 

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 international moves, is detailed 

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 ernig ernig ret.mig irnrnig immig 

Scotland 41.2 50.0 56.9 35.7 
Australia 13.2 
USA 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 CD 

Middle East 22.6 11.8 21. 8 12.1 ()\ 
N 

Other UK 11.8 6.9 7.1 



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 qualified 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 (%) 

UK USA Oth. for UK USA Oth.for 
emig emig emig ret.mig immig immig 

Scotland 26.3 23.1 29.4 33.3 
Other UK 5.3 15.4 5.9 
USA 5.0 23.1 12.4 16.7 
E.E.C 16.7 5.3 7.7 8.7 5.9 8.3 
Middle East 28.3 21.0 13.6 17.6 ('Oil 

Far East 6.7 10.5 7.4 5.9 16.7 0 

South East Asia 15.0 15.8 7.7 11. 1 5.9 
(t') 

Central & South 
America 8.3 5.3 7.7 6.2 17.6 16.7 



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 Scotlands 

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 Koves 

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 
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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 duration 

307 



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 details 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 chi 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.S Total Time Employed Abroad by Number of 
Moves (%) 

0-5 6-10 11-15 
yrs yrs yrs 

one move 79.5 9.7 1.6 

two/three moves -11 .5 29.2 11. 3 

four or more moves 11.1 24.7 24.7 

Chi square test results 

calculated X2 value = 177.94 
critical tabulated value for 5 x 3 table, 
8 degrees of freedom = 26.12 
He rejected at 99.9% confidence level 

16-20 
yrs 

3.3 

10.3 

18.5 

It was largely to be expected from information 

21+ 
yrs 

5.8 

7.7 

21. 0 

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 Return To Origin Country Between Moves (%) 

2/3 moves 4 or more moves 
YES NO YES NO 

Intra-company transfer 66.9 33.1 36.4 63.6 
International recruit-
ment agency 70.0 30.0 45.7 54.3 

Family and friends 73.3 26.7 34.6 65.4 
NeHspaper and other media 78.6 21.4 64.9 35.1 C'1 

.-i 
Themselves the channel 77.8 22.2 68.4 31. 6 C'1 

Contacts in industry 90.9 9.1 25.7 74.3 
Professional institutional 90.0 10.0 53.8 46.2 
Other 56.3 43.7 100.0 0.0 

Chi square test results 

calculated x- value= 10.62 38.90 
table size = 8 x - 8 x 2 "-
degrees of freedom = 7 7 
critical value = 24.32 24.32 
H accepted rejected 99.9% 



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 horne 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 Migr~tion 

Details of involvement of spouse/partner and children 

with international history provides further information 

about the nature of the migration undertaken (le. 

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 children 
YES NO N/A YES NO N/A 

Intra-company transfer 81.5 2.3 16.2 53.1 10.0 36.9 
International recruitment 
agency 76.2 23.8 52.4 4.8 42.9 

Family and friends 71.4 2.3 26.2 50.0 7.1 42.9 
Newspaper and other media 66.1 5.4 28.6 35.7 8.9 55.4 
Themselves the channel 77.1 22.9 42.9 57.1 
contacts in Industry 42.9 7.1 50.0 21.4 78.6 
Other channels 62.5 37.5 25.0 75.0 



Table 7.8 Family Involvement With International Migration (%)­
Two/Three International Hoves 

spouse/partner children 
YES NO N/A YES NO NjA 

Intra-company transfer 68.9 11.6 19.6 52.0 16.4 31.6 
International recruit-
ment agency 54.3 5.7 40.0 34.3 8.6 57.1 

Family and friends 58.0 14.0 28.0 54.0 12.0 34.0 
Newspaper and other media 62.9 15.7 21.4 42.9 15.7 41.4 
Themselves the channel 33.3 2.1 64.6 22.9 2.1 75.0 
Contacts in industry 51.3 12.8 35.9 35.9 12.8 51.3 
Other 62.2 6.7 31.1 44.4 4.4 51.1 

Chi square test results 

calculated X2 = 50.35 43.81 
table size = 7 x 3 7 x 3 
degrees of freedom = 12 12 
critical value = 32.91 32.91 
H:, rejected 99.9% rejected 99.9% 



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 is 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 figures 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 

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 X2 = 
table size = 
degrees of freedom = 
critical value = 
H~ 

spouse/partner 
YES NO N/A 

83.7 

73.3 
51. 5 
35.4 
33.3 
62.0 
65.5 

4.0 

15.6 
9.1 

18.8 
8.4 
2.0 

84.12 
7 x 3 

12 

12.3 

11. 1 
39.4 
45.8 
58.3 
36.0 
34.5 

32.91 
rejected 99.9% 

children 
YES NO N/A 

54.0 16.3 

35.6 
33.3 
25.0 
29.2 
50.0 
51.7 

35.6 
18.2 
16.7 
12.5 
8.0 
6.9 

39.13 
7 x 3 

12 

29.7 

28.9 
48.5 
58.3 
58.3 
42.0 
41.4 

32.91 
rejected 99.9% 



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 information 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 oil industry in particular). 

The only deviation from this general pattern wa5 

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 information 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 jf moving by these channels 

amongst skilled transients (as imperfectly represented by 

those moving four or more times) other types of employment 
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activity were involved. The same would be true, for 

example, for those people 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). 

333 



UK emig • ag/for/fish 

Fa energylwater 

USA emig II non-energy/chem 

~ eleclinst engin. 

Oth.for emig 0 other manuf 

UK ret.mig • building/civil engin. 

~ distlhotlcat 

USAimmig 1m ::~: trans/comm 

0 bankinglfinance -.;I' 

Oth.for immig (") 

EJ heal/educ/oth.ser (") .. 

0 20 40 60 80 100 

percentage 

Figure 8.5 Type of Occupation by Migrant Type 
- Four or More Moves - Intra-company Transfer 



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 

8.4, 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. oil 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 1s 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 of the international companies 

is the controlling feature for the circulation of these 

'transient skills'. 

The top left hand 'dotted' box represents those 

channels ~hich 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 moving 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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respondents. For intra-company transfers, employment 

status was similar to that for single movers. The 

proportion of responses from professional status migrants 

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 ~broad. 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 organi:ation to the intra-company 

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 questionnaire 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-Ioeational 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 offered, lifestyle and the 

desires of the individual will also condition the 

suitability of employment. 
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8. 3 ~mp'l-.9y!!!enLCh-'~J}~s D~J:"_t!}~_JJlt~_r_ll~j::JQ.!l~J_Mj..Erati_on 

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 redistribution 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 

sizes indicating those of greater importance. Mobility 

diagrams are only reproduced for certain of the channels. 

For intra-company transfers (Figure B.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 

B.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 Chcmnel 
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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 indication of the 

organi:ational structure and constraints imposed by the 

various channelling mechanisms. The greatest levels of 

employment mobility were foun.d 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 represented by the 'anti-clockwise' orientation of 

arrows. 

For intra-company transfers (Figure 8.13), 

circulation within the managerial/administrative (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 3gb History Information 

8.4.1 Employment Abroad Arranged Before Leaving Scotland 

Emigrants from Scotland were asked whether employment 

at their most recent destination was arranged prior 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 B.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 ~.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 organization. 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 

offered 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 position 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 involved 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). 
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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 (e.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 (e.g. intra-company transfers) to 

certain locations (e.g. 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 9.2 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 

employment status 24.35 2 13.82 rejected 

type of employer 23.95 3 16.27 rejected 

organizational structure 
of employer 23.15 3 16.27 rejected 

country returned from 38.28 11 31.26 rejected 

employment type 25.81 9 21.67 rejected 

99.9% 

99.9% 

99.9% 

99.9% 

99.9% 

95% 

Responses were again analysed using the chi square 

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

this case, a statistically significant relationship was 

proven for each variable, 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 

leased l 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 

overseas 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 of 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 extend 

research into the selective influence of channelling 

mechanisms on migrant employment history. This has been 

achieved, with evidence being 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 employment 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 Chcu:mel_.1:YQ.e and Differ:-ential l'1Ur.~~.:tion 

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 of 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 

of the historical 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? 

369 



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. 

De~pite 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 

Destination 
Africa 
E.E.C 
Can/N.Z/S.Africa 
Middle East 
USA 
South East Asia 

Employment Type 
energy/water 
mech/elec/inst. 

engineering 
other manufacturing 
banking/finance 

Employment Status 
manag!administrative 
professional 
associate prof! 
technical 

pre'70 

18.6 
18.6 
11.6 
14.0 
7.0 
7.0 

9.3 
2.3 

20.9 
34.9 

65.1 
20.9 

7.0 

71-75 

8.1 
13.5 
5.4 

21.6 
18.9 
13.5 

18.9 
16.2 

24.3 
18.9 

45.9 
35.1 

13.5 

76-80 

11.8 
13.7 
7.8 

25.5 
13.7 

5.9 

35.3 
15.7 

13.7 
9.B 

37.3 
45.1 

15.7 

81-85 

6.1 
1l.2 

5.1 
20.4 
23.5 
13.3 

43.0 
17.3 

10.2 
14.3 

56.1 
38.8 

5. 1 

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

source: author's survey data 

86-89 

0.9 
6.1 
3.5 

14.9 
44.7 

9.6 

44.7 
22.8 

B.8 
14.9 

50.0 
45.6 

4.4 

transfers prior to the 1970's) decreased, with development 

and expansion of 'new' international sectors of the 

economy - in particular oil 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 outside 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 

companies, particularly American ones, ~as 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 oil, 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 available 

through the multinational operators" (Corti and Fra:er 

1983 p220). Table 9.1 would tend to suggest that UK 

expertise in the oil and gas industries has been utili:ed 

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 ~ar period was 

characterised by the rapid growth of 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 78,000. 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 

1950 
1955 
1960 
1965 
1970 
1975 
1980 
1985 
1989 

(Source 

employment ( '000 's) 

64 4.3 27.9 
73 5.9 40.3 

108 8.7 57.8 
156 10.5 70.5 
242 16.6 112.9 
335 18.1 112.9 
358 18.7 97.5 
348 19.3 72.4 
354 22.2 78.1 

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 in 1950-1989 
by Industry Grouping (employment in 'OOO's) 

1950 1955 1960 1965 1970 1975 1980 1985 1989 

metals and mineral 0.1 0.1 0.1 0.3 0.5 1.3 2.5 2.8 2.3 
extraction 

chemicals and man-made 0.6 0.9 1 .3 2.2 4.6 6.0 6.4 5.6 6.1 
fibres 

metal goods 0.6 0.5 1.2 1.4 .:; :; .3.5 1.9 1.5 2.0 ...I • ~ 

mechanical engineering 14.1 18.6 24.2 23.2 27.1 27.0 18.3 11.6 8.8 
electrical and instru-

ment engineering 7.2 14.3 21.4 28.8 46.4 38.5 34.6 27.2 28.4 
transport equipment 0.5 0.8 9.1 10.7 8.9 2.0 5.0 '<t 
foed/drink/tobacco 2.3 j - 3.3 5.9 8:; 8.8 8.2 5.6 5.8 I"-.... 0 (Y) 

texti!esjleather/ 1.3 1.t:. 2.9 3.2 5.4 7.0 5.7 3.5 4.8 
c 1 cthi~"g 

p=-per/printing/ 1.4 1.5 2.3 2.5 3.6 3.8 5.3 6.3 8.5 
publishing 

other manufacturing 0.3 0.3 0.5 2.3 4.7 6.2 5.8 0.6 0.4 

( :::o'~rce I nd\l.stry Department, Scottish Office 1990) 



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 o~ned 

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 
'OOO'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 sy.ill 

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 1986-89 period. 

Other global factors can be noted to have had an 

influence on the Scottish dimension of employment trends 

in this channel. The oil 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 

oil crises of 1973). Other multinational companies became 

involved with Middle Eastern economies at a ti~e 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 1980'5. 

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 p179) have described how 

this international recruitment agency channel was "brought 

into existence as a result of rather different forces from 

those driving the internal labour markets of multinational 

companies". The moter of economic growth (in certain parts 

of the third world and Middle East), as distinct from 

economic 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 trend~ 

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 

Destination 

Africa 
Middle East 
Canada/N.Zealand/ 

S.Africa 

Employment Type 

energy/water 
building/civil 
engineering 

banl:ing/finance 
health/education/ 
other services 

Employment Status 

manag/administrative 
professional 
associate prof/ 
technical 

craft/related 

pre'80 

25.6 
15.4 
12.8 

5.1 
23.1 

15.4 
38.5 

48.7 
35.9 

7.7 
7.7 

81-85 

11. 5 
50.0 
15.4 

7.7 
38.5 

11.5 
23.1 

23.1 
26.9 

30.8 
19.2 

86-89 

22.2 
22.2 
11. 1 

14.8 
3.7 

25.9 
33.3 

44.4 
48.1 

3.7 
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 to 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 completion of many large infrastructural 

developments). The end of this boom may be dat~d, 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 among 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 Outlook', 'New Zealand 

Outlook', '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 channels. 

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 RESPONDENTS 

Destination 

Middle East 
Can/N.Z/S.Africa 
Australia 
E.E.C. 
USA 

Employment Type 

energy/water 
building/civil 
engineering 

banking/finance 
health/education/ 
other services 

Employment status 

managjadministrative 
professional 
associate prof/ 
technical 

76-80 

33.3 
19.4 
5.6 

13.9 
2.8 

16.7 
19.4 

44.4 

13.9 
52.S 
13.9 

81-85 

31.0 
13.8 

6.9 
3.4 

13.4 
17.2 

3.4 
51.7 

17.2 
51.7 
20.7 

86-89 

10.0 
10.0 
38.0 
16.0 
14.0 

2.0 
12.0 

10.0 
46.0 

10.0 
60.0 
10.0 

(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 international 

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 

Destination 

Australia 
Can/N. Z/S .}:I.frica 
Middle East 

Employment Type 

building/civil engin. 
distribution/hotel! 
catering 

transport/communications 
health/education. 
other services 

Employment Status 

manag/administrative 
professional 
associate prof/ 
technical 

craft/related 
personal/protective 
services 
other occupations 

pre'75 

13.8 
20.7 

3.4 
6.9 

24.1 
44.8 

20.7 
34.5 
17.2 

3.4 
6.9 

10.3 

76-85 

43.8 
28.1 
15.6 

9.4 
15.6 

9.4 
37.5 

34.4 
18.8 
12.5 

6.3 
15.6 

6.3 

86-89 

58.6 
21.4 

3.4 

20.6 
10.3 

3.4 
41.4 

13.8 
20.7 
27.6 

13.8 
10.3 

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 previous 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 two 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 operation 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 (Salt 

1984, 1986b, 1988, Beaverstock 1990). This can be related 

to the differential role of 'international capital' and 

multinational 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 migration 

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 

Intern~tional 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 (~.g. log-linear modelling) but proved to be 

inappropriate. 

10.2 Modelling Techni~ues 

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 socia-economic variables. 

The diverse nature of the data (e.g. 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 NeIder 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 GENSTAT5. 

Those variables in the analysis that were qualitative 

or categorical in nature (Eg. migrant type, channel type, 

employment and country) 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 object 
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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 

390 



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 variables. 

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 frequencies of international 

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 GENSTAT5 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 0 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 job, 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 It' values 

produced for each variable (or each level of a factorized 

variable). These It' 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 importance 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 respondents 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 ID.1a Results For Overall Model 

variable 

age 
age.employment type 
country 
occupational status 
channel type 

8.4% 
6.0% 
3.2% 
1.8% 
1.5% 

residual/unexplained variance 79.1% 

There are some issues of concern with regard to the 

results of this modelling exercise which should r~ceive 

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 total 

explanation of the relationship - with the variables 

country, job status and channel type appearing as some~hat 

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 (~g. very many 

respondents contacted had made only one move), and the 

prediction of factors which influence or explain the 

propensity to 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 
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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 (e.g. 

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 selected 

parts of the predicted values table for the model have 

been transcribed (those circumstances promoting the 

highest numbers of 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 2.992 

e~ergY/water emp:oyment - manageria: status 

Company rnt.rec. Family/ News/ Thems- Contacts Other 

Aust/Can/N.Z./S.Afr. 
USA 
Europe/Scandanavia 
Middle East 
Africa 
East 
Scotland 
Other 

transfer agency friends media elves 

2.48 
2.06 
2.64 
2.94 
3.19 
3.23 
2.33 
3.07 

2.43 
2.02 
2.58 
2.87 
3.11 
3.15 
2.28 
3.00 

2.49 
2.07 
2.66 
2.96 
3.21 
3.25 
2.34 
3.09 

2.52 
2.09 
2 . 69 
2.99 
3.25 
3.29 
2.37 
3.13 

2.59 
2.14 
2.77 
3.09 
3.36 
3.40 
2.43 
3.23 

3.59 
2.85 
3.87 
3.39 
4.83 
4.90 
3.33 
4.62 

2.28 
1. 92 
2.42 
2.68 
2 . 90 
2.93 
2.15 
2.79 

banking/financial services employment - managerial status 

Aust/Can/N.Z./S.Afr. 
USA 
Europe/Scandanavia 
Middle East 
Africa 
East 
Scotland 
Other 

Company Int.rec. Family/ News/ Therns- Contacts Other 
transfer agency friends media elves 

2.36 
1. 97 
2.51 
2.79 
3.02 
3.05 
2.23 
2.91 

2.31 
1. 94 
2.46 
2.72 
2.94 
2.98 
2.18 
2.84 

2.38 
1. 98 
2.53 
2.80 
3.04 
3.07 
2.24 
2.93 

2.40 
2.00 
2.55 
2.83 
3.07 
3.11 
2.26 
2.96 

2.47 
2.05 
2.63 
2.92 
3.17 
3.21 
2.32 
3 . 05 

3.38 
2.70 
3.64 
4.12 
4.53 
4.59 
3.14 
4.33 

2.18 
1. 84 
2.31 
2 . 55 
2.75 
2.78 
2.06 
2.65 



Employees of energy/water industries displayed 

consistently the highest number of p~edicted 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 international movement was the 

contacts in industry channel. This channel accounted for a 

large number of 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 value= 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 
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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 GENSTAT5 and allowed for 

a fuller investigation of relationships 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 international moves of specific age subgroups of the 

population. Three 'optimal' models were derived from 

information relating to the numerically most importan+ 

respondent age groups (25-34 years, 35-44 years, 45-54 

years). These are summarized in Tables 10.2 a, band 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 

e mplo yment type 6.3% 
channel type 7.5% 

residual/unexplained variance 86.2% 

summary of 12redicted values 
N 
0 

Company Int.rec . Family/ News/ Thems- Contacts Other ~ 

transfer agency friends media elves 

energy/water 1. 80 2 .38 1. 72 2.33 1. 93 5.45 1. 87 
mech/elect. 1 .27 1. 47 1. 25 1.45 1. 32 2.51 1. 30 
engineering 

other manufacturing 1.14 1.24 1. 13 1. 23 1.16 1.77 1. 15 
bul idi ng / c i vil 1. 30 1. 51 1. 27 1. 4 9 1. 34 2.64 1. 32 
e~gineeri ng 

banking/f inancial 1.43 1. 74 1. 39 1. 71 1. 50 3 . 39 1. 47 
services 

health/education/ 1.21 1. 36 1.19 1. 35 1. 2S 2.17 1. 23 
other services 

other employment 1. 41 1. 70 1. 37 1. 68 1.48 3.27 1. 4S 



Table 10.2 b Results Restricting For Age - 35- 44 y ear 
group 

variable 

country 8.4% 

residual / une x plained variance 91 .6% 

summary of predicted values 

Aust / Can / N.Z. /S .Africa 
USA 
Europe / Scandanavia 
Middle East 
Africa 
East 
Scotland 
Other 

1. 77 
1. 71 
2.29 
2.61 
2.17 
2.95 
2.06 
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 vari ance 76.4% 

summary of predicted values 

Company Int . rec. Famil y / News/ Thems- Contacts Other 
transfer age ncy friends media elves 

energy / water 3 .09 4.38 2 . 24 2 . 24 2.76 4 . 99 1. 74 
mech / elect. 1. 82 2 . 3 3 1.49 1. 49 1. 69 2 . 57 1. 29 

engineeri ng 
other manufacturing 1 . 26 1. 42 1. 15 1. 15 1. 22 1. 50 1. 09 
building / civil 2.42 3.30 1 . 84 1. 84 2.19 3.71 1.50 

e ngine ering 
banking/financial 4 . 24 6.25 2.92 2 .92 3 . 73 7.20 2 .15 
servic e s 

health/education/ 2 . 65 3 . 67 1. 98 1. 98 2.39 4.15 1. 58 
other services 

other employment 2.58 3.55 1. 94 1. 94 2.33 4.01 1 . 56 



(7.2 moves) and international recruitment agency (6.25 

moves) channels. Banking/financial services employees 

indeed displayed the highest numbers of intern~tional 

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 olds also involved 

job type and channel type as the most important 

explanatory variables. As was the case for the older age 

group, the contacts in industry channel was predicted as 

the most important fer respondents involved with the 

greatest number of international moves. However, in this 

instance the highest prediction was made for energy/water 

employees (5.45 moves). Indeed for all channel types, the 

predictions for the number of moves of energy/water 

employees were significantly above all other industries. 

The explanation of the number of international m8ves 

by respondents aged 35-44 years was somewhat different. 

Variation in last country of destination was identified as 

the most important parameter (8.4%). 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 disaggregation 

of information about age allowed therefore for the 

uncovering of subtle differences between the age groups in 

the explanatory power of certain of the variables. 

10.3.3 Modelling Procedure Restricting For Employment 

Type 

Variations in the type of employment undertaken by 

respondents durinq their most recent international 

migration were indicated as of =econdary importance in the 

overall model in explaining or determining variations ir. 

international experience. Further modelling was again 

undertaken to establish the most important parameters 

dete~mining 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 

information (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 
occupational status 
age. channel type 

9.8% 
4.4% 
9.3% 

residual/unexplained variance 76.5% 

?ummary of predicted Val~?E 
age fixed 2.913 

Company Int.rec. Family/ 
"transfer agency friends 

managerial/ 2.46 2.91 4.04 
administrative 

professional 2.00 2.30 J.07 
other status 1.43 1. 56 1. 89 

News/ 
media 

3.50 

2.70 
1. 73 

Thems- Contacts Other 
elves 

2.42 4.38 3.41 

1. 97 3.31 2.64 
1. 41 1. 99 1.70 



Table 10.3 b Results Restricting For Employment Type -
building/civil engineering employment 

variable 

country 33.0% 

residual/unexplained variance 67.0% 

summa:rL~rejicted values 

AustjCanjN.Z.jS.Africa 
USA 
Europe/Scandanavia 
Middle East 
Africa 
East 
Scotland 
Other 

1. 47 
2.00 
3.00 
1. 86 
2.00 
4.20 
1.60 
1.00 

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

variable 

age 
country 

25.5% 
22.8% 

residual/unexplained variance 51.7% 

summary of predicted values 

AustjCan/N.Z./S.Africa 
USA 
Europe/Scandanavia 
Middle East 
Africa 
East 
Scotland 
Other 

age fixed 2.778 

2.12 
1. 28 
1. 41 
2.22 
1. 00 
2.95 
2.50 
2.13 
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Table 10.3 d Results Restricting For Employment Type -
health, education and other services 

variable 

age 
channel type 

3.6% 
7.1% 

residual/unexplained variance 89.3% 

summary of PL~dicted values 
age fixed 2.994 

intra-company transfer 
international recruitment agency 
family and friends 
newspaper and other media 
themselves the channel 
contacts in industry 
other channels 

1.84 
1.64 
1.28 
1.85 
1.62 
2.45 
1.66 

and building/civil engineering industries contain the 

lowest prcportions of residual or unexplained variance. 

In Table 10.3 c (banting/financial services) it is 

indicated that age of respondents and country of last 

migration destination were the two parameters of most 

explanatory eignificance. It appeared that number of 

international moves increased with agel while the most 

important r~edicted 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 10.3 b)1 only one parameter (country of last 

destination) is 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 nu~ber 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 

movement 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 mc~el 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 be 

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 
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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 ~umber 

of international moves indicated by respondents involved 

with these destinations. Manufacturing employment was of 

very great significance (on average 5.00 moves). 

Tte parameters of most importance in the explanation 

of the number of international moves for respondents 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 (3.20 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 

age 
channel type 

9.1% 
7.2% 

residual/unexplained variance 83.7% 

summary of predicted values 
age fixed 2.785 

intra-company transfer 
international recruitment agency 
family and friends 
newspaper and other media 
themselves the channel 
contacts in industry 
other channels 

1. 90 
1. 74 
1. 57 
1. 51 
1. 72 
2.86 
1. 38 

Table 10.4 b Results Restricting For Last Location 
Country - USA 

variable 

channel type 
occupational status 

13.6% 
16.4% 

residual/unexplained variance 70.0% 

summary of predicted values 

intra-company transfer 
internaticnal recruitment agency 
family and friends 
newspaper and other media 
themselves the channel 
contacts in industry 
other channels 
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managj 
admin. 

2.04 
1. 23 
1.15 
3.10 
1. 55 
3.50 
5.01 

prof. 

1. 29 
1.07 
1. 04 
1. 60 
1. 16 
1. 71 
2.14 

other 

1. 27 
1. 06 
1. 04 
1. 55 
1. 14 
1. 66 
2.06 



Table 10.4 c Results Restricting For Last Location 
Country - Europe/Scandanavia 

variable 

employment type 36.6% 

residual/unexplained variance 63.4% 

summary of predicated results 

energy/water 
mech/elect. engineering 
other manufacturing 
building/civil engineering 
banking/financial services 
health/education/other services 
other employment 

2.67 
1. 13 
5.00 
3.00 
1. 33 
1. 56 
1. 67 

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

variable 

age 19.6% 

residual/unexplained variance 80.4% 

summary of predicted values 

15-24 years 
25-34 years 
35-44 years 
45-54 years 
55-59/64 years 
60/65+ years 

1. 66 
1. 95 
2.37 
2.97 
3.84 
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 
international recruitment agency 
family and friends 
newspaper and other media 
themselves the channel 
contacts in industry 
other channels 

3.09 
3.00 
3.75 
1.00 
4.00 
2.25 
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 

USA 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 internatio~al 

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 values 
age fixed 3.024 

Company Int.rec. Family/ News/ 
transfer agency friends media 

energy/water 2.14 1. 90 2.70 5.47 
meeh/elect. 1. 41 1. 33 1. 62 2.62 

engineering 
other manufacturing 1. 28 1. 22 1. 42 2.11 
buil di ng /c i vil 1. 39 1 . 31 1.59 2.54 
engineering 

ba~king/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 

Thems- Contacts Other 
elves 

2.47 4.20 2.16 
1. 53 2.16 1. 42 

1. 37 1. 79 1. 29 
1.51 2.10 1. 40 

2.26 3.74 1. 99 

1. 43 1.92 1. 33 

2.21 3.62 1. 95 



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 countries 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 values. 

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 reasons 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 increa=ed 

during the partial or restricted modelling which followed. 

The three most important variables in the overall model 

(age, job 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 e~planatory 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 little 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 questioning 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 international 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 

I 
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 questionnaire (not only 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 memory. 

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 takeri. 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 1985, 

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 hould 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 choose 

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 

reasons 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 responde~ts. It 

is believed that certain respondents may have indicated 

the motivations for their most recent international move 

(e.g. a return horne) 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 ~.oti vat ions_ For International Mov~s_tg .. sco_tl.anc! 

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 

motivations 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 questionnaire 

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. 

424 



30~------------------------------------~ 

20 

10 

o 
one two three four five six 

number of motives 

Figure 11.1 Immigrant Motivations : Number of 
motives listed by respondents 
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Table 11.1 Immigrant Motivations 

transfer by employer 
better job 
higher wages 
desire to travel 
to gain experience 
for training 
career development 
political reasons 
armed forces 
family reasons 
other motives 

% 

19.9 
10.9 
8.5 

15.1 
15.4 
1.8 

18.4 
0.3 
0.3 
4.8 
4.5 

The age 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 reasons' 

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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Figure 11.3 Immigrant motivations by occupational status 
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'better job' and 'higher wages' were of increased 

significance for managers. 

11.2.2 Motivations for Return Migration 

The number of reasons given for returning to Scotland 

is plotted in Figure 11.4. By far the majority of 

returning migrants (approximately 50%) indicated only one 

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 

reasons' were listed most often in explaining return 

migration. other responses accounting for 10% or more of 

the tota 1 inc 1 uded 'trans fer by emp I oyer' (15.7%), ' career 

deve I opment' (15.2%) J '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 destination 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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Figure 11.4 Motivations For Return : Number of 
motives listed by respondents 

430 



Table 11.2 Return Motivations 

end of contract abroad 
retirement 
transfer by employer 
family reasons 
no desire to work abroad 
better job in Scotland 
career development 
better ~ages in Scotland 
other motives 

% 
14.7 
7.0 

15.7 
25.6 
2.2 
6.5 

15.2 
1.5 

11.6 

Not surprisingly age and motivation for return 

migration 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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Figure 11.6 Return motivations by employment type 



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 anyone 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 to 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 I 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 

of 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 ~<l.t_:ly~tions For First and Last InternationaJ_~9Y~'? 

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 reason 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 

famil y reasons 3.6 8.5 

unable to get job in origin country 1.4 1.8 

desire to travel 16.8 8.0 

transfer by employer 7.9 11 .3 

to gain experience 13.8 7.9 

only way to get a job 0.6 O.e. 

better use of skills/experience 4.3 8.2 

job responsibility 7.1 9.4 

dissatisfaction with previous job 4.6 3.9 

other motives 3.1 5.3 

Rc calculated = 0.648 

R? tabulated = 0.506 (95% confidence level) 

b) 

1st move 

1 
2 
3 
4 
5 
6 
7 
8 
9 

10 
11 
12 
13 

ranked motivations last move 

career development 1 
desire to travel 8 
to gain experience 9 
higher wages 3 
better job 5 
transfer by employer 2 
job responsibility 4 
dissatisfaction previous job 11 
better use of skills/experience 7 
family reasons 6 
other motives 10 
unable get job in origin country 12 
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 cou~tries 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. 

I It was decided to use the Spearmans 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 application). 

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 correlation 

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~ 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 

move are included (as in all subsequent tables). However. 

ranked values above 5 are included where necessary (for 

example, motive ranked 1 at first move 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 
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Table 11.4 Spearman~ Rank Correlation Coefficient For 
First/Last Move Motivations By Migrant Type 

a) Migrant Type 

UK emigrants Rz = 0.635 significant 95% 

Foreign emigrants R= = 0.766 significant 99% 

UK return migrants RE = 0.471 not significant 

USA immigrants Rz = 0.932 significant 99% 

other foreign immigrants R, = 0.570 significant 959:, 

b) 

first move 

UK emigrants 

1 
2 
3 
4 
5 
8 
7 

Foreign emigrants 

1 
2 
3 
4 
5 
9 
8 

UK return migrants 

1 
2 
3 
4 
5 
5 

11 
7 

top 5 ranked motives 

desire to travel 
career development 
higher wages 
to gain experience 
better job 
better use of skill s 
job responsibility 

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

desire to travel 
to gain experience 
career development 
higher wages 
better job 
transfer by employer 
family reasons 
job responsibility 
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6 
1 
~. 

L-

9 
5 
3 
3 

1 
9 
4 
2 
3 
5 
5 

9 
6 
1 
6 
4 
3 
2 
5 



Table 11.4 b) continued 

USA immigrants 

1 
2 
2 
4 
5 
6 

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

other foreign immigrants 

1 desire to travel 
2 career development 
3 to gain experience 
4 higher wages 
5 family reasons 
7 transfer by employer 

10 job responsibility 

important reason for the last move of other foreign 

2 
1 
4 
3 
6 
5 

3 
3 
2 
3 
7 
1 
3 

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 foreign 

emigrants. 
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Difficulties in applying the Spearman's rank 

correlation coefficient (e.g. 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 II.Sa). The results of the Spearman~ 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 Spearmans Rank Correlation Coefficient For 
First/Last Move Motivations By Number of 
International Moves 

a) Number of International Moves - All Re?J2Qnd_e_nt~ 

two or three R" = 0.911 significant 99't 

four or more Rs = 0.509 significant 95% 

Number of International Moves - ur Respondents 

UK EM I GRJI.NTS 
two or three R~ 
four or more R= 

UK RETUF.N MIGRANTS 
two or three Ro 
four or more RO' 

b) 

first move 

UK EMIGRANTS 

two or three moves 

1 
2 
3 
4 
5 
9 
8 

four or more moves 

1 
2 
3 
4 
5 
8 
9 
6 

= 
= 

= 
= 

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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6 
1 
2 

10 
3 
4 
5 

7 
1 
2 
6 
7 
3 
4 
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Table 11.5b) continued 

UK RETURN MIGRANTS 

first move 

two or three moves 

1 to gain experience 3 
2 desire to travel 4 
3 career development 1 
4 higher wages 8 
5 better job 2 
9 family reasons 5 

four or more moves 

1 desire to travel 9 
2 to gain experience 10 
2 career development 1 
4 higher wages 4 
5 better job 8 
5 job responsibility 3 
7 transfer by employer 2 

12 family reasons 5 

indicated previously, 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 intern~tional 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 decre~sed significance 

given to desire to travel or to gain experience. 

11.3.4 Age of Respondents 

Considering the influence of aqe upon 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 

oIds, and only 0.311 for 55-59/64 year olds). Table Il.bC 

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 Spearman~ Rank Correlation Coefficient For 
First/Last Move Motivations By Age 

a) Age 

24-34 years 

35-44 years 

45-54 years 

55-59/64 years 

b) 

first move 

25-34 years 

1 
2 
3 
4 
5 

10 

35-44 

1 
2 
3 
4 
5 

10 

45-54 

1 
2 
3 
4 
5 
6 
6 

years 

years 

R 

Rio 

Rs 

55-59/64 years 

1 
2 
3 
4 
5 
9 
6 

11 
7 

= 

= 

= 

R~ 

0.702 significant 95% 

0.708 significant 95% 

0.456 not significant 

= 0.311 not significant 

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 employer 
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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Last move 

3 
1 
7 
5 
3 
2 

1 
9 
4 
3 
2 
4 

1 
8 
5 

10 
3 
1 
3 

3 
6 
7 
7 

12 
1 
2 
3 
5 



Table 11.6 continued 

c) Age 

UK emigrants 

Rs 

15-34 years 0.824 signif 99% 

35-44 years 0.619 signif 95~ 

45-54 years 0.542 signif 95% 

55 years + 0.465 not signif 

UK return 
migrants 

Rc 

0.583 signif 95% 

0.465 not signif 

0.656 signif 95% 

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 

I The Spearmans 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 rank=. 

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 

I~.Y!ll.e n t Type 

energy/water Rs = 0.902 significant 

engineering/computing R, = 0.687 significant 

other manufacturing R, = 0.857 significant 

building/civil engineering R~ = 0.689 significant 

banking/financial services R = 0.806 significant 

health/education and 
other services R = 0.636 significant 

99% 

95% 

99% 

95% 

99% 

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 sho~ 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 fi~st 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 South 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 minor 

changes in the relative importance of the top five ranked 

motivations between immigrants to Scotland on their first 
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Table II.B spearmans Rank Correlation Coefficient For 
First/Last Move Motivations By Destination 

a) Country of Destin~tion 

Scotland Rz = 0.924 significant 99% 

Australia R2 = 0.693 significant 95% 

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

USA R~ = 0.647 significant 95% 

EEC R2 = 0.658 significant 95% 

Middle East R" = 0.797 significant 99% 

South East Asia 

b) 

first move 

Scotland 

1 
2 
3 
4 
5 

Australia 

1 
2 
2 
4 
4 
8 
7 

R2 = 0.752 significant 99% 

top 5 ranked motives 

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

desire to travel 
higher wages 
family reasons 
to gain experience 
career development 
use of skills 
other reasons 

Canada/N.Zealand/S.Africa 

1 desire to travel 
2 career development 
3 to gain experience 
4 higher wages 
5 better job 
7 fami I y reasons 
8 other reasons 
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2 
3 
5 
1 
4 

4 
2 
7 
9 
1 
3 
4 

8 
2 

10 
4 
5 
1 
3 



Table 11.8b) continued 

USA 

1 career development 1 
2 desire to travel B 
3 to gain experience 5 
4 transfer by employer 2 
5 higher wages 9 

10 family reasons 3 
6 better job 4 

EEC 

1 career development 1 
2 desire to travel 6 
3 to gain experience 8 
4 higher wages 4 
5 transfer by employer 2 
7 job responsibility 3 
7 use of skill s 5 

Middle East 

1 career development 1 
2 desire to travel 6 
3 higher wages 2 
4 to gain experience 8 
5 transfer by employer 6 
7 job responsibility ':) 

-' 

6 better job 4 
8 use of skill s 4 

South East Asia 

1 career development 3 
2 desire to travel 4 
3 higher wages 4 
4 better job 6 
4 transfer by employer 1 
7 job responsibility " L. 

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 

motivations 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 'personal' 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 

relation 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 locations, and to last moves to other locations. 

For example, company transfer was not indicated as an 

important motivation, these migrants believing their 

movement to be out with the 'control' of employer a~d the 

processes that large MNC's represent. The channels 

employed in international movement to these locations were 

very different to those for skilled international 

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.ZealandjS.Africa 

it would appear that the perception of 'control I 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 

Il.gc), 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 exis~ed 

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) Occupational status 

managerial/administrative R" = 0.843 significant 99% 

professional R3 = 0.705 significant 95% 

other Rc = 0.653 significant 95% 

b) 
top 5 ranked motives 

first move 

managerial/administrative 

1 
2 
3 
4 
5 
7 
6 

professional 

1 
2 
3 
4 
5 
5 

other 

1 
2 
3 
4 
5 
6 
8 

10 

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

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

desire to travel 
to gain experience 
higher wages 
career development 
better job 
family reasons 
use of skills 
other motives 
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1 
6 
6 
2 
3 
4 
4 

1 
9 
3 

3 
2 

4 
8 
2 
3 
7 
1 
4 
4 



Table 11.9 c) continued 

c) 

managerial/ 
administrative 

professional 

other 

UK emigrants 

0.832 signif 99% 

0.547 signif 95% 

0.671 signif 95% 

UK return 
migrants 

R~ 

0.690 signif 95% 

0.568 signif 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 moves. 

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 moves 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's Rank Correlation Coefficient For 
First/Last Move Motivations By Channel Type 

a) Channel ~ 

intra-company transfer R~ ;::; 0.898 significant 99% 

international recruitment 
agency Rs ;::; 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 i~stitutional R" = 0.496 not significant 

other channels R~ ;::; 0.842 significant 99% 

b) 
~~ 5 ranked motives 

first move 

intra-company transfer 

1 career development 
2 transfer by employer 
3 desire to travel 
4 to gain experience 
5 higher wages 
6 job responsibility 
7 better job 

international recruitment agency 

1 career development 
2 desire to travel 
3 higher wages 
4 to gain experience 
5 better job 
8 better use of skills 

family and friends 

1 
2 
2 
4 
5 
6 
7 

higher wages 
to gain experience 
desire to travel 
career development 
better job 
family reasons 
use of skill s 
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2 
1 
6 
4 
7 
3 
5 

1 
2 
4 
6 
2 
4 

4 
10 

8 
2 
3 
1 
4 



Table 11.10 b) continued 

newspaper and media 

1 desire to travel 
2 career development 
3 higher wages 
4 to gain experience 
5 better job 
9 family reasons 
7 use of ski 11 s 
8 job responsibility 

themselves the channel 

1 
2 
3 
4 
5 
9 

contacts in industry 

1 
2 
3 
4 
5 
8 
6 
7 

desire to travel 
career development 
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 

1 
2 
3 
4 
4 
7 
6 
8 

other channels 

1 
2 

3 
5 
7 

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 reasofls 
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9 
1 
1 
7 
3 
4 
4 
4 

4 
1 
6 
1 
4 
3 

7 
5 
1 
3 
7 
2 
4 
5 

1 
6 
9 
4 
9 
2 
3 
4 

2 
1 
2 
4 
8 
4 



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 net feature in any significant way in other 

analyses. It was perhaps indicative of the disilltlSionment 

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 migratio~ 

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 ~ a structured career 

development plan or 'ladder'. Nevertheless, for these 

individuals, the development of their career (in a less 

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 experience' were 

generally of decreased importance relative to a migrant's 

last international move. Of generally increased importance 

were factors such as 'transfer by employer' (for certain 

groups), 'fami I y reasons' (for other groups), and issue s 

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 control 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 
responding to an external environment .... governe~ by 
some 'inner', on-board computer" (Thrift 1986c p87). 

The discursive or constructionist model of human 

agency (Shatter 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 action must be 

interpreted in relation to a multiplicity of other actions 

that the migrant is engaged in. All 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 th is mode 1 of human agency, intent ions 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 region, 

contractual issues and state control ~.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 

international 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 also 

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 

internationally, 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 movement 

(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 process 

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 international 

migration motivations and perceptions, where decisions are 

constituted within the "whole hurly-burly" (Thrift 1986c 

p87)? 

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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~l"J.E:P~ er 12 Car_e e~~~r:l.(~L~~j~l e c.L_I n ~~~.P~ tt Q~naL}1 i.grCi t t9~n 

12.1 LDtroduction 

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 among a majo~ity 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 world' 

(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 professional 

classes (hence middle class). Sociological studies have 

emphasi:ed 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 to 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". 

Problems with the meaning and definition of the 

concept of career were identified by Salt (1984 p641), who 

concluded that (despite definitional problems) such a 

concept "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 organi zat ions. Sa I t (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 

side of the migration system (e.g. available jobs, the 

organization of work by the employer), and the supply side 

(~g. attitudes to work and employee behaviour). Thus. for 

Salt (1986b p6). "geographical migration patterns 

are .... determined on the one hand by the location 

decisions of employing organizations and the spatial 

division of labour they favour, and on 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. Considerable 

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 one 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. ne~spaper and 

other media channelled moves, those arranging 

international 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 development. 

Answers to both of these questions were measured on an 

ordinal scale. 

While all respondents indicated an answer to these 

questions, only skilled international migrants who were 

living in Scotland at the time of the survey ~g. UK 

return migrants, USA 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 abroac. This 

more detailed inquiry 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 questionnaire. The questions 

were open ended, and respondents were free to 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 being 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 com~only 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 commo~ly 

resulting in promotion (changing job title), increased 

responsibility and/or prestige, greater job satisfaction 

and often increased wages. 

12.2 Lmportance of Career Prospects 

Information obtained regarding career prospects 

(Table 12.1). indicated that for a great majority of 

respo~dents (74.e~) career was considered to be 

'important' or 'very important'. The chi sq~are test 

statistic was utilised as a means of comparing career 

prospects with a number of other variables. The null 

hypothesis (H) postulated that there was no statistically 

significant relationship between perceptions of career 

prospects 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 

very important 
important 
some importance 
minimal importance 
not important 

correct. 

% respondents 

35.5 
39.3 
15.9 
4.3 
5.0 

Comparison of the calculated chi square value (X-) 

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 'very important' and I important' 

categories. and lower than expected for some/minimal/no 

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

df 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' (~q. 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 

employme~t categories by large MNC's, and hence by intra-

company transfers resulting in structured care~r 

development plans. It may be that individuals with high 

career aspirations seek employment with these types of 

company because they appreciate the career developmer.t 

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 gre2ter 

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 square 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 respondents employed by private companies 

indicated that career prospects were of little or no 

concern. 

Regarding migrant type, both the UK return migrant 

and the USA 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 linkec to 

the nature of international migration described by these 

respcndent groups. Generally UK emigrants (USA immigrants' 

were younger, at an earlier stage in their employment anc 

migration careers, and hence career prospects were of 

greater importance than for the older UK return migra~ts 

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 job status. 

Considering channel type, intra-company transfer was the 

only chan~el where greater than expected numbers of 

respondents (under H~) indicated career prospects as very 

important, with significantly fewer respondents indicating 

some/minimal importance. This is perhaps a reflection of 

the recruitment and personnel management strategies of the 

large employers involved with this channelling mechanism. 

For example, if career development opportunities within 

the IL~ are improved by international experience, then 

those who undertake international moves may be those who 

are most ambitious and for whom career is of greatest 

importance. Those company employees of less ambitious 

nature may not 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 

expectedunderH:), 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 

international 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 of 'no importance'. 

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 employees did not contain 

significantly greater proportions of respondents 

indicating career prospects as of low importance. 

Two other variables were compared with career 

prospects res~lts 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 corepanies with extensive spatial 

organizatio~s. 

12.3 Effect of International Migrat~on Upon Career 

Development 

Respondents were invited to indicate the overall 

effect of international migration upon their career 

development using an ordinal scale which allowed fer 
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description of positive, neutral and negative effects 

(Table 12.3). A large majority, some 87\ of respondents, 

believed that working abroad had re~ulted in positive 

effects (to a greater or lesser degree) upon their career 

development. 

Table 12.3 Effect on Career of International Migration 

helped very much 
helped to some extent 
neither helped ncr hindered 
a hindrance 

% respondents 

50.0 
36.5 
9.4 
4.1 

A more detailed analysis of the nature of the 

perceived effects of international migration upon careers 

was obtained witt 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 found 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 

upon career development. 
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Table 12.4 Chi Square Test Results : Effects of 
International Migration on Career 
Development 

df x: 

perceived importance 
of career prospects 12 68.370 reject H 0.999 

job status 6 24.660 reject H 0.999 

nc. inte~r.atiol-.al moves 6 24.391 r-eject H 0.9°9 

mig!-ant type 12 23.451 reject H 0.95 

channel ty~e 21 28.119 accept H 

job type 21 29.626 accept H 

age of respondent 9 15.791 accept H 

employe~ type 9 9.564 accept H 

or-qani:ational structure 
of employer 9 9.847 accept H 

For t~o other variables, calculated X2 values allowed 

for rejecticn of Ho ~ith 99.9~ confidence - job status and 

number of international move characteristics. A large 

number of lower status employees indicated career 

developmer.t t2 tave been 'neither helped nor hindered' by 

their international migration experience. Higher status 

managerial/administrative 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 'a 

hindrance' . 

Considering the international experience of the 

migrants, it was noted that while those who made the meso!: 
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frequent international m8ves revealed that career 

development had been helped very much. there were also 

significant numbers indicating their considerable 

international experience as a hindrance to career 

development. This perhaps suggests that while some cf the 

most frequent movers do not believe international 

migration to have had beneficial effects upon career, it 

is principally due to the negative ca~eer effects 

experienced that they keep moving (this is discussed more 

specifically in the following section regarding more 

detailed indications of career effects). 

The null hypothesis describing no statistically 

significant relationship between miqrant 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 significant 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. 

All 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 relation to 

career development for all categories of migrant and not 

only for those moving within the ILM's of NNC's. 

12. 4 l!~_t~jJ_o~f Career D_e'{.~lQQl'!!.ent_J;X.L~c~~ 

Re~pondents resident in the UK at the time of 

completion of the questionnaire indicated more detail 0: 

the perceived effects of international rr.:gration upo;J 

their careers. Based on an open-ended question, 

re~pondents stated what they believed to have been the 

most important e:fects. 

Approximately 79~ of respondents indicated some 

posit!ve reward to the development of their career thrcuq~ 

experien:e of working internationally. A further 12% 

indicated negative consequences, with approximately 9~ 

rep I y i ng that they be 1 i eved internat i ona 1 movement t c' ha"f 

led to both positive and negative career development 

effects. The detail of the description of the career 

consequences proved complex, with some 47 statements 

related to 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 

consequences upon 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 

gai n experi e:1ce /croaden experi enee /d i fferent 
experience to that available in origin country 

new skills/education 

broader perspective of business/company 

other culture/country 

p!."'cmoticn 

personal development/self confidence/initiative 
ambition 

job responsibility 

broaden outlook on life 

27.0 

16.4 

9.5 

7.7 

7.1 

6.7 

6.4 

E: . 1 

different work techniques/environment 5.4 

management experience 3.5 

made contacts abroad 2.0 

greater opportunity abroad 1.8 

something different for C.V. 0.3 

increased experience afforded to them while abroad was 

perceived by respondents 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 by another 3.5~ 

of respondents for whom the management experience gained 

while ab!."'oad was specifically identified as important to 

their subsequent career advancement. 

The gaining of new skills and education (16.4%) 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 was 

also perceived to have had favourable consequences (9.5~\. 
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This increased understanding of company structure and 

world oppcrtu~ities ~as of greatest importance for intra­

company tra~8fer c~annelled respondents, for whom career 

develo~rnent and international migration occur within the 

geograp~:cal c2nf:nes of their employing company. 

Knc~led;e of the world business environment or more 

specific exper~en=e of another country will increase the 

value cf thf errr1cyee to the company, pertaps res~!ting in 

further promotion or future international migration 

opportunitie8. 

Many of the descriptions of positive consequences for 

career development related to the gaining of what may be 

described as 'intangible personal attributes'. Fer 

example, a significant proportion of individua:s described 

the effects of international migration as leading to 

personal deve~cpment, increased self-confidence and 

a~bition (6.7~), and t~at working abroad had broadened 

their outlook on life (6.1\), and offered an insight into 

other countries and cultures (7.7\). 

Only 7.1\ indicated working abroad as having directly 

helped their career through immediate promotion. This is 

not to say, however. that the skills, experience, 

responsibility and development of personal attribute~ 

provided to respondents during their time abroad has not 

also subsequently resulted in their promotion. Career a~d 

advancement were perceived in a variety of ways by the 

individuals, with the development of many personal 

attributes (and s~bsequent effects on career) as of 

482 



greater importance to many individuals than any immediate 

improvement in their employment prospects through 

promotion. 

Turning attention to the negative effects on career 

development (Table 12.6), there were two features ~hich 

dominated. Res?c~dents said they were removed from 

promotion opportunities in their origin country while 

abroad. This accounted for some 30\ of the negative 

responses given. This 'removal' resulted in problems suc~ 

as being offered jobs at a similar level to that before 

departure upon return to origin country. One particular 

objection to being removed from the promotion system in 

the country of origin was that on return, migrants ofte~ 

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 problems with employers/work environment on 

return ~o the UK accounted for 28% of negative comments. 

These included difficulty in obtaining employment upon 

return ("employers unwi 11 ing to accept overseas 

experience" or "unwilling to employ an expat"), and a 

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 

problems with UK employers when return/ 
non-recognition of experience/difficulty 
getting a job 

tendency to lose touch when abroad 
e.g. technical advances 

problems readjusting back to Scottish 
way of life 

ICh'er business standards in Scotland 

interfered with organized training 

no employer/job continuity 

career in a rut/tied to one company 

30.4 

28.3 

19.6 

8.7 

5.4 

3.2 

3.3 

1.1 

problems experienced in assimilating back into a Scottish 

workforce - "other employees too lazy, too b'.15Y watching 

the c 1 0 c}: for tea b r e 3. k s ", " the un ion ru 1 e 5 and 0 w n 

initiative is frow~ed upon". Further negative effects were 

described as resulting from the tendency to lose touch 

when abroad. particularly being unaware of technical 

advances and de~elopments occurring within the industry 

(19.6%). This was particularly a complaint of respondents 

who had u~dertaken relatively long term contracts in 

developing countries. 

A number of other negative concerns were voiced. 

Return migrants indicated that there were problems (both 

for themselves and their families) in readjusting to the 

way of life in Scotland (8.7%). There was unhappiness witt 

the quality of life available to return migrants by 

comparison with expatriate lifestyles abroad. Respondents 
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commented on "the gr-eater freedom to do what you liked" in 

other C ountr- i e s, and the "h i gher standards 0 f 1 i '/ i ng and 

expectatio""s cf living" t!Ht they had e:-:perier.ced abroad. 

One further comment was from immigrants who indicated 

that they found business standards in Scotland to be much 

lower than in their country of origin (5.4~). and that 

working here was perceived as having negative consequences 

for the development of their careers. 

Taking account of the detailed positive and negative 

career development effects discussed above led the 

researcher to investigate return migrant and immigrant 

views in relation to a number of possible explanatory 

variables. The results of a series of chi square tests are 

summarized in Table 12.7. The tests were carried cut to 

analyse whether any significant concentration of good or 

bad effects e):istec within s~bgroups of the return migran~ 

and immigrant popUlations. 

For a number of variables 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 value 

(252.514). The most important component of this 

relationship was the significant negative effects 

(observed 31, expected 4.34) detailed by respondents whc 

indicated international migration to have been 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 8tatistically signific~nt rel~tion?hip 
between the n~mber of good and bad effects indicated for 
each val-jable 

df X , -

career development 3 252.514 reject H 0.999 

career prospects 4 25.065 reject H 0.999 

job status 2 19.446 reject H O.99SJ 

channel type 9 20.102 re-iect H 0.95 

employer type 3 8.414 reject H 0.95 

age of respondent 5 11.289 reject H ('. ~'5 

migrant type 2 5.823 accept H 

job type 7 12.048 accept H 

no. internati or.al moves 2 5.465 accept E 

organizational structure 
of employer ':l 1.119 accept H -' 

helped very much by the time spent working abroad al5J 

gave details of what they perceived to be negative p~fect~ 

on their career. 

In the case of the importance of career prospects 

indicated by respondents, there was found to be a 

significant over representation of detailed negative 

consequences cn career development among respondents fc~ 

whom career was of minimal concern. The low importance 

given to career prospects by this group is perhaps due i r 

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 of this 

concept is a personal 'state of mind' which may vary over 

ti~e, affected by past events, attitudes, perceptions. ~nd 

mar,y other factors. 

The last variable for which a statistically 

significant relationship ~as icentified t~ith 99.9~ 

confidence was employment status. The greatest 

contribution to the calculated x: value WaS found to be 

due to significantly greater than expected indicatio~s 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 re~'ealed by the questionnaire data. It mar be 

that negative feelings were more in evidence among 

professional employees because their careers ha\"e not yet 

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. As he was good at his job in a 

professional capacity, he was always employed at this 

level and could not gain managerial experience. Certain of 

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 scale cf C3reer 

aspirations a~~ development between the groups considered. 

Career aspirations and hence the de8cription of a 

successful career must have different meanings for each 

individual. For example, 'career' may be a mere important 

concept for professionals. Other individuals (Eg. lower 

status) may measure their success 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 i~ a 

post in management. Professional status respondents are 

positioned somewhere between these two groups in terms of 

what they believed to be 'career development', and wjat 

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 

most important component of the chi square 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 process resulted in considerably greater 

negative descriptions. 

Explanation of why this should be can be related to 

the subset of reEpondents from whom detailed descripticns 

of career effects were obtained. UK return migrants 

composed the majority of respondents involved with the 

newspaper and media channel. These return migrants were 

previously identified (Table 12.4) as those individuals 

who perceived international migration to have had the 

greatest negative results. The principal. reasons fo~ 8~ch 

negative attitudes may relate to the respondents specific 

characteristics - their greater involvement with the 

services sector, their professional status, their o!der 

age, etc. 

Problems with certain groups of UK e~ployers upon 

return was evidenced fro~ the relationship described fer 

employer type characteristics. Government employees, those 

working for family and friends. and the 'othe~' employees 

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 relationship 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 QQ.!1_c_t~? ion s 

One of the main topics of study for this thesis was a 

consideration of the importance of the concept of career 

and ca~ee~ advancement for understanding and interpreting 

the contemporary processes of skilled intern~tional 

migration. The main conclusions of this investigation and 

the future research issues raised. may be discussed 

through summari:ing the main aspects of the survey 

findings. 

Generally speaking. career prospects were shown to be 

a ccncept of importance for the majority of respondents. 

However. a consensus definition of 'career' and 'career 

development' was difficult to obtain, and respondent5 were 

net asked to indicate their understanding or definition of 

the te~ms. 

Significant differences in definition and in the 

importance of career prospects were identifiable from more 

detailed analysis of the responses. The concept of career 

prospects was perceived to be of greater i~portance fer 

employees of certain industries. at certain ages (and 

hence linked with stages in life cycle). for certai~ types 

of migrant. working with certain types of employer. 

Channel type and job status (incorporating some 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 (e.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 importance of career prospects 

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 perspe~tive 

for 'high-level manpo~er movements' by Salt (198~) - a 

framework which incorporated and linked channel and ca~eer 

concerns - is valid. but as represented for only one 

international migration pr0cess and one form of 

organizational career is too simplistic. 

Are individuals inVOlved with other channels less 

ambitious, or, do they see career as a more complex and 

ill-defined concept (involving 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 international 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 non­

movers? Are these non-movers constrained to a career 

within the boundaries of a regional or national labour 

market through choice? Such an enquiry could consider 

perceived career prospects for movers versus non-movers in 

a number of settings - within MNC's, and ~sre ?e~erally 

for employees where less structured channels for 

international movement would operate fer a ~~vp 6~rcad. 

Salt (1984) hypothesized that during an individual~ 

career, 'critical points' occur at which the propensity to 

move is increased and labour migration occurs. The 

specificity of these 'critical points' reqUires f~rther 

examination, with regard to the situation of the 

individual ~.g. channels open to the respondent, 

employment characteristics, age, family size etc). ~hy do 

'criticaJ pOints' in some careers not result in 

internatio~al mGbility, but regional moves!occupatic~~l 

changes/etc? 

While the perceived importance of career prospects 

were found to vary significantly, the greater uniformity 

of response to the 'effects on career' inquiry indicated 

that no matter the degree of importance placed up=n career 

prospects by various 'types' of international migr~~t, the 

overwhel~ing perception or belief was that experience of 

moving internationally 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 

international migration must therefore be extended to 

include a greater diversity of moves than previously 

researched and mapped. 

An important contribution of this research regards 

the !lndlngs relating to descriptions as to what the 

positive and negative effects on career development have 

been. This afforded some new insights 

career development might be perceived to mean for 

different groups of migrants. The results showed (in a 

rejection of the previous academic literature) ttat the 

effects of international migration upon career development 

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 personal 

attributes (and their subsequent 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 I situation 
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with regard to career and an understanding of the si:illed 

international migration processes is much more complex 

than has previously been acknowledged. It requires 

consideration 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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Consideration of past a~d present inte~naticnal 

migration F~tterns of the individuals has provided 

supporting evide~ce for the extension of existing ideas 

concerning skilled international migration. Hence, the 

international ~~~ility of the respondents was found to be 

dependent u;on and affected by a nu~ber of factors. It is 

a contention of this chapter that potential future 

mobility is similarly affected by these factors. due in 

large part ~2 contin~ing international social. economic 

and political constraints and the past experiences of the 

migrants. 

The main questions under investigation in this 

analysis of the findings regarding future mobility rela~e 

to the construction of a logical relationship (or set of 

relationships) which can be accepted as describing the way 

that migra:-.ts l perceptions of future events are struct\.:re~. 

Perception of future mobility was investigated in relation 

to three issues :- level of perceived future mobility 

(indicated at an ordinal scale), motivations for future 

mobility, and the channel(s) anticipated as a means of 

obtaining future employment. 

Hypotheses may be set up to allcw attention to be 

focussed cn a re~~ricte~ set of characteristics which seem 

(from the previous data analysis and researcher intuition) 
, 

to be logically related to migrant') perceptions of t.he 

process of future mobility. It was a contention that 

495 



future mobility (as perceived by the migrants) ~0uld be 

affected by structural and process contexts, a~d personal 

and family constraints. 

The p~enomenon of 'transience' in skilled 

international migration, as examined in relation to '~ast' 

mobility, may also be perceived by international migr3nts 

for their future. For example. it can be hypothesi:ed t~~t 

migrants ~ith experience of the operation of certain 

processes of international migration - intra-company 

transfer and contacts in industry channels - ~ill 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 type (~g. energy/water. banking/financial 

services). occupational status (e.g. managerial/ 

administrative), employer type and organi:ational 

structure (e.g. multinational company). It may be suggested 

that older respondents will expect less future movement 

than younger colleagues. Such expectations arise logically 

from consideration of the details of migrants previous 

international migration history. and an examination of the 

'controls' on such experience. 

Migrants anticipating some degree of future motility 

were asked about the motivations they perceived to be of 

greatest importance for such moves. Comparison of 

perceived future motivations with those relating to 'past' 

mobility allow for the examination of temporal effe:ts. 
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The relationships between perceived future 

motivations, migrant characteristics and other variables 

may be hypothesized. For example, (relative to the 

importance of channelling mechanisms as a framework of 

'control' and/or 'influence') it was expected that 

mig~ants who had experience of company tra~sfer would 

significantly indicate 'transfer by employer' as a 

percei\'ed future motivation. This rea~on for fu~ure 

mobility is similarly suggested as of importance for 

energy/water employees, these involved with MNC e~ployers 

etc. Concern with future motivations again raises the 

issue of 'control' in international migration (and in this 

case 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 enquiry are of very 

great importance in providing supporting evidence fer the 

utility of an extended channels framework for 

interpretaticn and explanation of contemporary (and 

future) skilled international migration. 

It was anticipated that channel information perceived 

for future moves would provide further details of the 

information, evaluation and action dimensions of 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 
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channels, migrants involved with intra-comrany transfer in 

the past being most likely to indicate perceived 

involvement with a similar Irocess fer future mi~ratio~. 

Relationships linking perceived channel of intern~tional 

movement with a range of demographic. familial, e~ployer 

and socio-professional variables were expe=ted to r0~fi~~ 

the methodological and theoretical basis of Ch3rter~ 5-12. 

Testing of hypotheses using chi square statistics ~~s 

undertaken to ~ecide whether or not an assertion about the 

relationship between variables/experiences was valid. 

These tests were extended through the development of a 

hierarchical categorical model, describing the most 

important aspects influencing anticipated future movement, 

and allowing for prediction of perceived levels of future 

mobility. 

Before moving on to an examination of future mobility 

data, a nete of caution is necessary. All informaticn 2~ 

future mobility describes only what migrants 'perceive', 

'anticipate' or 'desire' for their future, an~ may not 

actually be acted upon. In interpreting such data, the 

researcher must not confuse 'perception' with 'actio~'. 

However. such data is of intrinsic value in allowing the 

examination and explanation of potential migration 

relationships. 

13.2 ~pt~ation of Future Intern?tion~l Migrati~n 

13.2.1 Frequency of Future Moves 

The overall situation (represented in Table 13.1) ~as 

that the largest group of respondents didn't kno~ or cc~ld 
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Table 13.1 Anticipation of Future International Movement 

never 
once 
rarely 
frequently 
very fre~uently 
don't know 

17.2 
8.2 

19.1 
14.6 
1.7 

39.2 

not anticipa~e their future international mobility 

(39.2~). Responses ~o the scale of perceived mobili~y -

'once' to 'very frequently' - allowed for the c~nclu5ic~ 

that f~ture transience was anticipated by some 16~ of 

migrants. Approximately one quarter expected to move only 

once or rarely in f~ture. 

An import3~t issue to raise prior to more detailed 

discussion of information relating to anticipa~ion of 

future inter~aticnal mobility is the respondents' 

understanding and interpretation of the ques~ion asked. 

The wording of the question 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. Foth 

interpretations, however, allow for investigation of 

future roigratory poten~ial. 

It is similarly important to note that only future 

international moves undertaken for 'employment reasons' 

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, d~e to 
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the inclusion by some respondents of fut~re 'retirement' 

migration. 

13.2.2 Chi Square Test Results Anticipation of Future 

International Migration 

Investiqation of 'causal' relationships with 

perceive::' f'.lt1..Te mobility revealed a 12l-ae D'..:.rrlber of 

statistically significant associations at high levels of 

these relationships allows for the constructio~ and 

explanation of the patterns of anticipated future 

mobility. Anticipated future mobility was highest for 

'other foreign' and USA immigrants. They held the 

expectation of at least one. and for many individuals, 

frequent or very frequent international moves in the 

future. 

In general, as level of proven international m2~ility 

increased. ttere was a corresponding rise in anticipatjc~ 

of further frequent or very frequent international moves. 

This is to say that the!.-e existed a strong terq:'or2.! 2'11::0-

correlation functicn. The factors which allowed for 01-

encourage~ tigh degrees of international ~obility. alse 

fuelled the anticipation of similar future movements. 

!ndividuals ~hc had undertaken only one internaticnal move 

indicated more frequently than would be expecte::' on a 

statistical basis that they did not know about their 

future international mobility. 

Overall, as age of respondents increased. there wa~ a 

corresponding reduction in the anticipation of future 
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Table 13.2 Chi Square Test Statistics : Anticipation of 
Future International Migration 

df X'-

migrant type 16 43.234 reject H 99.S< 

no. international moves 10 45.588 reject H 99.9 

age of res;::oncent 15 82.601 reject E 99.9 

channel type 24 83.848 n:~ject H 99.9 

employer type 12 37.04C reject H 9 s~ . <;1 

size of e!i,;.lci· er 12 74.553 reject H 99.9 

employment type 28 176.912 reject H 99.9 

job status 10 44.675 reject H 99.9 

location in Scotland 20 62.040 reject H 99.0 

location country 24 69.914 reject H 99.9 

marital status 8 6.059 accept H 

no. of children 15 13.719 accept H 

mobility. This relationsbip was as hypothesi:ed a~d may be 

related to the fact that with increased age individuals 

become less willing or able to underta~e change and aG2;t 

to new situations. 

Future transience was anticipated by many of those 

who had move~ internationally through intra-company 

transfer. This would seem to relate to their perceptions 

of the syste~ through Which they had experience of moving. 

Explanation for this situation can be extended through 

consideration of present type and size of employer. 

Highest levels of anticipated future movement were 

indicated by employees of private companies. Gene~al!y. 
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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 

involved with MNC's is dependent upon the organization of 

work and international division of labour within these 

extensive companies. The personnel management and career 

development ladders/strategies which exist withi~ these 

companies 'promote' the international mcbility of a highly 

skilled core group to a much greater extent than o~her 

staff. 

A further significant feature with regard to employer 

type was that self employed respondents frequently 

indicated that they never intended to move abroad ag&in. 

For these respcndents, development and management concerns 

for their businesses involve a reduction in f~ture 

international mcbility. Individuals at present e~F]Dyed by 

aovernment were the group who were most uncertain of 

future movement. 

Perceptions of future transience were very much 

greater for respcndents involved with the energy/~a~e~ 

industries. Employees of all other industrial groups ~ere 

much less likely to anticipate high levels of mobility. 

This was perhaps unexpected in the case of employees in 

mechanical/electrical engineering industries (comp~tjng'. 

when it is considered that many important employers within 

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

energy/water situation. Such differences perhars rEflec~ 
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the disparate personnel management strategies of these 

large ind~stries. 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 higher occupational 

status (managerial/administrative) displayed greatest 

perceived future mobility levels. Amongst lowest status 

employees. 'never' responses were most significant. 

The spatial corollary of social, economic and 

political effects upon future mobility will now be 

discussed for Scotland, and in an international framework. 

Within Scotland, the most distinctive area proved to be 

Aberdeen and the Grampian Region, where many indicated a~ 

anticipation of working abroad frequently or very 

frequently in the future. This mobility can be related to 

the domination of this region (in terms of the survey 

responses) by multinational oil and gas compa~ies. 

In a wider international context, countries could be 

broadly divided into two groups relative to anticipate1 

mobility. Anticipation of future movement was greatest 

amongst respondents presently located in the ~idd~e E~~t 

region, while the Far East, Europe/Ecandanavia and the U~A 

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 

503 



international mobility - Australia and Canada/N.Zeal~nd/ 

S.Africa. ~igrants to these countries perceived, 

anticipated or desired very limited or no future 

international mobility, reflecting the 'settled' natl:re of 

migration to these destinations. 

It was conside~ed that expectation, anticiration or 

desire for future international mobility would be affected 

by the respondents familial conce~ns - mar1ta~ ~ta+~s 2nd 

the existence of and 5i:e of their family. H0wever, cross­

tabulation with these factors did net prove to be 

statistically significant. 

13.2.3 Modelling Anticipation of Future International 

Moves 

A computer modelling exercise was undertaken to 

evaluate in mere detail the patterns described abo\'e. A 

step-wise regression procedure was used to determine the 

most important factors explaining expected le"e:s cf 

future international migration (Table 13.3a). This is a 

modelling procedure adapted for use with c3tegc~-ica: d~ta 

and was outlined in detail in Chapter 10. 

Regarding level of anticipated future migra+io~. t!~e 

optimum explanatory model was found to be that which 

included only two predictive terms - employment type a~~ 

channelling mechanisms - explaining some 24.7~ of tte 

overall variance. Checks on the level of t-values 

calculated for each category of variable, and the normal 

distribution of the residual values when plotted against 

the fitted values indicated support for the optimu~ n3+U!-e 
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Table 13.3a Model: Anticipation of Future Intern3tional 
Migration 

variable .-----

employment type 17.3% 

channel type 7.4'1) 

residual/unexplained variance 74.3% 

Table 13.3 b Predicted Values of Future International 
Migration From Model 

ICT lEA F&F N&.!'1 Them. C8~t. oth 

energy/water 2.61 2.23 1.68 2.04 1.70 2.56 2. 11 

elec.eDgin 1.82 1.43 0.89 1.24 0.90 1. 77 1 ':J '"i ......... ' ... 

oth.manuf 1.59 1.20 0.66 1.02 0.67 1.54 1 .oe 

b 1':' i 1 die i viI . eng 1. 6 ? 1. 24 0.70 1.06 0.71 1. 58 1 . 12 

bank/fin.serv 1.49 1.10 0.56 0.91 0.57 1. 43 0.98 

health/edu/serv 1.99 1.60 1.06 1.42 1.07 1.94 1.49 

other empl. 1.77 1.38 0.84 1.19 0.85 

leT - intra-co~pany transfer 
IRA - international recruitment agency 
F&F - family and friends 
N&M - newspaper and other media 
Them. - tte~s€lves the channel 
Cont. - contacts in industry 

of this ~cde:'. 

1.71 1.26 

The derived model was used to provide pre~icti~ns of 

levels of anticipated international movement lE~mm~ri:e~ 

in Table 13.3b). By far the highest levels of future 

mobility were predicted for those individuals invclved 

with energy/water employment. This relationship was 

especially significant for those employees ~~c had 
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undertaken international movement through intra-co~pany 

transfers. contacts in in~ustry and in~ernational 

recruitreent agencies. The predicated values for future 

international movement confirm many of the expectations 

described at the beginning of this c~apter. However, i~ 

comparison with the findings of Chapter 10, it was 

interesting to note t~at international migration proce5ses 

(channels) were of greater importance to the explanation 

of perceived future mobility than was the case for actual 

proven reigration history. 

The rredicted values revealed that intra-company 

transfer respondents perceived greater numbers of futUre 

international moves than for contacts in industry 

migrants. This is a reversal of the situation described in 

the predicted values which resulted from the model 

describing the past migration experience of t~ese 

respondents (Table 10.1b). 

The employment type with the next greatest le\'els of 

predicted m~bility was health. education and other 

services. Banking/financial services employees. wto were 

expected to indicate high future mobility (from details in 

C~apter 10) were net found to do so. Th~ low levels of 

future mobility among contacts in industry and 

banking/financial migrants may be attributed to facters 

such as their greater average age. 

13.3 Motivation For Future International Migration 

Respondents indicating that they 'never' anticipated 

migrating again were excluded from subsequent analY2e~. 
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Those who described some degree of future mobility or who 

were unsure about the future, were asked to indicate the 

main motives they might h~ve for pro~Fective moves. A list 

of thirteen motivations was supplied, with respondents 

asked to pick out all motives considered to be of 

importance. They were free to specify any motivatio~s no~ 

appearing in the list. As previously, the motivational 

information was not ranked. 

Approximately one fifth of respondents (Table 1?4) 

indicated that only one motivation would be of importance 

in explaining their future moves, while 46\ of respondE~ts 

indicated four or more motivations - percei\'ing a comp!ex 

mix of concerns affecting their future migratory 

decisions. 

Table 13.4 Number of Future Motives 

% 

zero 1.3 
one 19.0 
two 15.0 
three 19.0 
four 16.4 
five 13.8 
six 8.5 
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 of the frequency with w~ich the 

various future motivations were indicated (Table 13.5), it 

may be concluded that motivations for future internatio~~l 

moves confirm previous research regarding the i~portance 

of the concept of 'career' for skilled intern3tional 

migration. Many respondents anticipate their career 

development in the future as including fu~~~e~ prriods ~: 

employment overseas. An issue arising from t~iE wo~ld te 

whether these respondents perceive that future career 

development is best achieved through international 

mobility? As with previous migration mctivations, it waE 

difficult to decide whether respondents were indi:ating 

that future career development was implicit in or 

dependent upon undertaking international moves. 

Issues regarding the 'implicit' or 'dependent' nature 

of career development can be further discussed, along with 

the issue of perceived future control of migration, with 

regard to those 12\ of respondents indicating employer 

transfer as a reason fer their anticipation of future 

mobility. Is the migration future of these employees 

already perceived to be in some way 'mapped out' and 

controlled? Can career development within a MNC 

environment be dependent upon undertaking periods of 

international migration abroad, or, do non-movers 

experience similar levels of career development? Many of 

these issues can not be tackled within the present 

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

only ~ay to get a job 
better jeb in te~ms of ~kill and 
responsibility 

better wages 
des ire t 0 t::.-a \' e 1 
to gain experience 
for t~aining 
career de~elopment 
political reasons 
personal/family reasons 
end of contract 
transfer by e~ployer 
retirement 
other reasons - ~lease specify 

2.8 

12.2 
11 . 1 
14.: 
10.8 

'":l , 
-'.~ 

15.3 
1.5 
"7 "7 

I • I 

4.0 
12.2 

2.B 
2.2 

The motivations ~hich received little support were 

those which described somewhat 'negative' reasons for 

under~aking migration. For example, to go abroad !f ~t ~~~ 

the 'only way to get a job'. This ~ould suggest that tte 

respondents view future mobility in a positive way. A \'iew 

that was further evidenced by the importance attrit~~e~ 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 pre~iou51y through intra-comp3~~ 

transfers displayed (as for first and last motives) 

evidence of the circular nature of their reasoning, 

describing the migration process as a significantly 

important partial explanation for perceived future 

mobility. While employer transfer could be expected 2S a 

reason for future mobil i ty for respondents who had n~':.'vp.c 
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Table 13.6 Chi Square Test Statistics Future 
Motivations 

df x: 

channel type 72 294.708 reject H 99.9 

age of respondent 44 326.503 reject H 99.9 

miq:cant type 48 110.267 reject H 99.9 

anticip3.tioD of future 
internatio!1al migration 36 71.362 reject H 99.9 

employment type 72 2.71.779 reject H 99.S 

job status 24 65.377 re j eC+: H 99.9 

type of employer 30 235.667 . + reJec- H 99.0 

orgar.l.i::ational structure 
of employer 33 77.641 reject P. 9 r; .. 9 

no. international moves 24 38.514 reject H 9~' 

number of children 48 70.600 reject E 95 

marital status 24 23.819 accept H 

location in Scotland 55 54.077 accept H 

location country 66 58.792 accept H 

through co~pany channels, this reason also featured at a 

less significant level in explaining future mobility for 

respondents ~ith experience of other channels. This 

'transfer by employer' motive was most noticeably 

indicated by international recruitment agency. family and 

friends, and newspaper and media channelled respondents. 

Explanation of this requires that respondents who utili:ed 

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 
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may indicate that individuals who wish to undertake 

employment a~road actively seek employment within the ILM 

of multi~ation~l companies as they recogni:e the gro~ter 

international migration opportunities that such a 

structu~e represents. 

For conpany transferred respondents, a motivation 

that was indicated less frequently was personal/family 

reasons. This motivation as a description of future 

mobility was of much greater importance for a!l othe~ 

channel types. Such a lowered level of personal/family 

concerns for company employees does not imply that tLe:' d':l 

not care for the effects of such moves upon their 

families, consult their families with regard to 

move. The personal/family motive will have different 

meaning for eact individual. Perhaps family and friends 

channelled respondents were revealing their perception of 

undertaking international movement in a similar way in 

future. For other channels. concern with personal/family 

issues may imply a negative description of wl,a-l:. t:-,P. h:t'.:n' 

in Scotland (or other location country) is perceive~ to 

hold for the individual/family. 

Certain future motivations appeared to be of a 

'young' rlature, for example, 'career development', 'highee' 

wages' and 'for training'. 'Retirement' and to a lesser 

degree 'transfer by employer' motives were noted tc 

increase in importance with increasing age. This indicates 

that with increased age, future mobility was more 

significantly attributed to the demands of employer. 
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Unsurprisingly. USA respondents were linked with high 

levels of 'transfer by employer'. UK emig~ants. however, 

indicated more frequently than expected from the 

statistical basis that 'personal/family' reasons ~ere of 

importance, and similarly that they had a concern with 

'political matters'. While overall (Table 13.5) po~i~ical 

reasons as a future motivation were indicated as of 

relatively ~inor impcrtance, the chi s~uare test revealed 

a significant concern with this motivation for the future 

mobility of these emigrants. The detail of these political 

concerns were revealed in comments related to their 

dislike of Conservative government policies and their 

effect on Scotland and the UK. 

Emplcyer transfer was perceived as a highly 

significant reason for those who anticipated future 

transience. Involvement with transfer through the I~~'s of 

inter~ational organi:ations may result in the perceived 

anticipation of frequent future mobility due to the care~r 

development ladder. organi=ation of work, international 

division of labour and personnel management policies that 

these companies encompass. While it may also be argued 

that those who desire international mobility will ac~ively 

seek employment within these structures as a mea~s 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 w~re 

noted to significantly influence the fllture motility of 

certain serv!ce employees (those individuals most ~ffectej 

by government changes in the National Health Service and 

education system). 

The hypothesized importance of the in~ern~l labc~lr 

markets for the internaticnal movement of highest skilled 

in~ivid~~ls w~s establisted. This co~firmed the 

significance of international companies as a forcE for 

and c~ntrc! upon, the international migration of the 

highest status indiv!duals. 

As logically anticipated, transfer by employer was a 

hig~ly significa~t reascn for migration amongst rri;'a~e 

com;.any ern;loyees. With decrease in 5i:e (HNe's to sm~:l 

local employers) the importance of 'employer' ccncern~ ~3S 

diminished. Trans-national company employees did not, 

however, disrlay £ignificant links w~th ernr10yer tra:~~fer 

as a future motive. These 'smaller' international 

organi:ations ha\'e offices/plants in only a fe~ countries. 

and may have only a limited number of 'core' personnel w~o 

need to undertake tasks (managerial, financial e~c' 

overseas. The lesser need for international ~o~ility 

between the ~ore self-contained facets of the TNC i8 a 

function of their organization of work and internatiJ~al 

di\'ision of labour. Functional specialization of pe~sGnne~ 

and production (common in MNC's) may not be a beneficial 

process in trans-national company organi:aticn due to 

their lack of sufficient 'size'. 
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As proven international mobility increased, the 

future importance cf career development for migrants 

decreased significant!y. Life-cycle dimensions were also 

important with regard to the effects of children upon 

future motivations. For example, it might have been 

expected that the presence cf children would tave res~:~t0~ 

in a certain degree of 'inertia'. Ttere appeared to be 

little evidence of this, although respondents with the 

largest families were noted to be most likely to i~dicate 

a future move if it was the 'only way to get a job', w~i!e 

respondents with LO c~il~ren indicated migration to be 

linked 'actively' with the gaining of experience. 

13.3.3 Comparison of First/Last/Future Motivations 

Ccr.par:~cn of information on future motivations 

those for past moves proved difficult, due to the sligtt!y 

altered list of m~tivations included to explain future 

moves. Differences in the lists for first/last and future 

international mcves were inserted to test the reading a~d 

interpretation of q~estions related to motivational 

issues. While nc direct compariscn of the data iE 

possible, certain comments can be made with regard to 

variaticn~ in the frequency with which different 

motivations were given throughout the internation~l 

migration histories of the respondents (Table 13.7). 

The career development motive was indicated most 

consistently as of 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 Motiva tions 

better job 
better wages 
career development 
pers onal / f a mily reasons 
unable t o get j ob in origin country 
de!3ire to travel 
transfer by employer 
t o gain e x perience / training 
o n ly ~ay to get a job 
bett e r use of skills 
more job re sponsibi lity 
dissa t isfa c tion wi th previous job 
other motives - please specify 

better job in terms of skill and 
responsibility 

to gai n e xperienc e 
end of contract 
retirement 
for training 
pol iti ca l reaso ns 

% % 
fi r s t last 

8 .4 9. 0 
11 . 2 9.5 
17. 0 16 .4 

3 . 6 8 . 5 
1 .4 1 .8 

16 . 8 8.0 
7. 9 1 1 . 3 

13 . 8 7. 9 
0 . 6 o.e 
4 . 3 8 . 2 
7 .1 9 . 4 
4 .6 3 . 9 
3 .1 5 . 3 

Desire to travel featured at a high level of 

% 
future 

_ 1 . 1 
1 5 . 3 

7 . 7 

) 4 . 3 
12..2 

(1 3 . 9 ) 
2 . 8 

2.2 

1 2 . 2 
10 . 8 

4. 0 
2 . 8 
3 .1 
1 . 5 

i mp ortanc e as a motivation for first mov e ( 16 . 8%), b' was 

of greatly decreased importance as a r eason f o r th e l ast 

moves undertaken (8.0%) . The increa s e i n t he 1m ortance c f 

this moti v e f or f uture moves can be relate d t o the 

inclu s i on of f u t u re motivation informat i on f or a l l 

respo ndents . Last motivat i on information was obtaine d o nly 

from t ho se respondents involved with two o r more p re;· icus 

international moves - older respondents, wi th gre a e r 

int ernat ional experience. A sim i l a r si tua ion 0 t is was 

revealed f or mo tivations re l a t ed to training a nd 

experience. 
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Employer transfer was included in all ~ues ionnaires, 

with increa sed numbers giving this as a re ason f or mO\'i~g 

from first t hroug h l as t to future moves . This p ~ ter n of 

response des c ribes the inc reased i mportance of thi s 

concern through time ~.g. many fir st international moves 

were undertaken a number of y ears ag o - ~ith ransfer by 

employer more important to the skill ed interna i onal 

migration syetem operating no w) and throughou mi gran s 

careers. Generally there was much incre a sed a~areness o f 

this 'process' for future i nternat ional migra ion . 

'other' mo tives specified by the re spondents ~ ere 

noted t o be o f decreased im portance with t he p assage of 

time. Thi s was du e to r es pondents being unable t o perce ive 

what types of ' other ' fact ors would affect the ir mobi l i y 

in future. 

13.4 Channels For Future International Migration 

Respondents were asked to anti cipate h ow they ~ ou ld 

obtain f uture overseas employment . A number of channell ing 

mechanisms were listed , and respondents cou l d speci fy any 

others which they believed would be of importanc e . 

Migrants indicated the channel (or channels) whic h hey 

perceived as being most likely t o f aci litate their fu ure 

internati ona l e mpl oyment mobility. 

Responde nt s who indicated more than one channel to 

de scribe f uture mobility ( Tabl e 1 3 .8 ) provide e vidence of 

the leve l of migrants ' understanding of the operation and 

use of the sy stem of channelling mechanisms. Approxima ely 

45% o f migrants indicated that they would consi der, or y 
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Table 13.8 Number of Future Channels Indicated 

zero 
one 
two 
three 

% 

1.2 
54.2 
30.0 
14.6 

to arrange future moves through a number of dif fere nt 

channels. Th ey would obt a in information fro m, o r mak e 

contact with a number of differen t ch a nn e l ty p e s as a ~a y 

of increasing the likelihood of undertaking a f u t u r e 

international move and / or of obtaining sati sfac tory 

conditions for such a move. The 'spreading' of c anne ll ing 

opt~ on s can b e underst o od as a way of maxi mi zing 

information o~tained regarding internationa l emp l oyment 

a nd mi gratio D opportun i ties. 

13.4.1 Frequency of Future Channels 

The channels perceived as facilitating f ut u r e 

mobility displayed a very different degree of i mport a nce 

to those ut 5 li s ed by people for their la s migrati o n 

(Table 13.9). Intra-company transfers remained t he mo s 

important (30% of future move s ) . Internati on a l r ecru i t me n _ 

agencies were , however, of increased importance wi h 

regard to their role as an anticipa ted f u ture cha nn e l li ng 

mechanism, accounting for 20~ of future chann e l s 

indicated , while actually utilized in the pas by only 8% 

of migrants in the sample. Thus many more individuals 

would in future contact and consider arranging empl oym e nt 

abroad through the operation of internationa l rec r uitment 
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Table 13.9 Frequency of Future Channels Indicated 

% past Q, future '0 

intra-company transfer 28.9 28 . 0 
international r ecrui tment agency 7.9 20 . 3 
temporary job \o:ith company only 

for overseas placement 0.3 1 .3 
f amily and friends 12.1 12 .4 
newspaper and other media 18.4 27 . 7 
themselves the channel 14.4 3 . 7 
contacts in industry 6 . 6 5 . 0 
professi onal institutional 3.5 1. 3 
church 0 . 3 0.3 
other channels 7 .5 

agencies than have previous experience of undertaking a 

move through this channel. 

Why has the perceived importance of this channel f or 

i n ter nat i ona l migration ( as evidenced for fut ure moves ) 

not translated i nto s u ccessful international mobility in 

the past? Thi s can be explained with refere nce to the r o le 

of international recruitment agencies as 'gatekeepers' f or 

the control of skilled international migration. Wh ile ma .. y 

individuals may contact and register \o:ith these agencies . 

previou s data analysis described the selectivity of 

skilled i nternatio nal migration facilitated through such 

agencie s. Only certain 'types' of individual will p rove 

succe ssfu l in arranging international mobility in this 

way. due t o the selective role of these agencies in the 

internat ional migration system. 

Similarly. increased proportions of resp onden s 

indicated 'newspaper and other media' sources as a channel 

which they might use for future mobility (18.4~ of move s 

in past. 27.7% antic ipated future moves) . Consi dera ion of 
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employment advertisements in newspaper and oth e r media 

sources ~as therefore perceived by the i J.di vidta:s as an 

incre a s ingl y important way of obtaining k ow l edge o f 

overse a s opportunities. However, as previously indi ca te d. 

caution is required in the interpre tation of any i ssue 

re lated t o perceived f u ture mobil ity. For e~ -m Ie , mor e 

peop le may say that they will use this channel, ut a ) 

will they? b ) ~hy didn't t~ey in the pas t? C ) e 'en i f they 

try t o , v:i ll the y succeed in trans formi ng th is fr om being 

an 'infc~mation source' into a n actual mechanis m f or 

movement? 

The prcp ortion o f respondents who indi ca ed . . 3 ~~ e y 

could perceive 'themselves as the cha .. ne l' f o r mo e ment 

was muc h reduced for the future (3.7%) in comparis on to 

th ose a c ting in this ~ay in the pa st (14. 4 %) . Th 

cond itions under which individuals may be p ro-ac i 'e in 

arranging and undertaking the process of interna t ional 

migration will be very specific and unpredic able. 

Respo ndent= appea~ed t o be unable to anti c ipa e t his 

situation arising in future. 

All other channels remained at a some~hat simj Ja r 

level of importance for past action and percei ved f u ure 

mobil ity (indicating that identifi cation of th e frame~ o ~~ 

of international channels in operati on as more c o~ lex 

than that described by previous researc h w s appr op~ia e ), 

except in the c ase of indications of ' other' c an nels. 

Some 7 . 5% of respondents indicated. ' other ' channels f or 

their last international move , a groupi ng of mis cellaneous 
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fo r ms of mobility which was not i ndicated as a~t i cipat ed 

for f~ture moves . The re~ lity of i ntern ~ i onal rr.igration 

(as described by past c hannels) ~~ s rr. ore c omplex , and 

occurred in ma ny different ways t o tha an ici ated f or 

the future. 

1 3 . 4 . 2 Chi Square Test Re su l ts Number of Future 

Channels 

Responde nts previ ousl y unde _t ak i ng i nte~na 

movement through i ntra-co rr.pa ny trans f er si;n i!i c n+: 

i nd icatec. t he ir f J. ture movement as i nvolving c o. s i c. era ior, 

of cnl; one channelling mechanis m (Table 1 3 . 10 ) . These 

migrants Kho had move1 within their company did not 

perc e ~ ve th e need to i nvo l ve thems elves i n k nowledge c! a 

numbe ~ of c hanne lling mechan isms to ma ximize their o~ _ i an5 

and oppo r tunit ies fo r career devel opment a nd in t er na ~i o~al 

mobility . Perceived f u ture involvement with a numbe_ o f 

migra t ion c hanne ls was a more important f a ct or f or tho~ e 

responde nts who had previous l y moved through he f amily 

and f riends . and newspaper a nd other med i a c .annels. These 

previous moves were u nde r taken t hrough chaLnels o f a m~c, 

le ss structure d and more varied nature t han t ransfer 

through the I LM of an employ ing c ompany . 

S~pport ing evidence f or these fin d i ngs was reve ale~ 

from the f uture motivations of respondents wh o indica ed 

different numbers o f f uture channels. Employer r ansf ,_ 

was significantly a consideration f or those i nvo h·ed witl l 

onl y one c hannel of future moveme nt . 
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Ta ble 13.10 Chi Square Test Statistics 
Channels Indicated 

Number of Future 

channel type ( past) 

type of e mployer 

no. internat ional mo v es 

job status 

future mo~ivations 

employment type 

migra n t type 

age of respondent 

organizational structure 
of e mployer 

anticipati cn of f~ture 
inter~at io nal migration 

mari tal stah.:.s 

number of childre n 

df X ~ 

14 36.320 rejec H 99.9 

4 21.930 reject H 99 . 9 

4 14.471 re ject H 99 

4 12. 92 4 r ejec H 95 

24 39 .4 52 rejec H 95 

12 17.706 acce t H 

2.992 acce:-t H 

6 5.793 accep H 

6 7. 32 5 accept H 

6 1 2 .068 accept H 

4 5. 1 47 accep H 

8 12.44 2 accept H 

For governmen t empl oyees, considerat i on o f mor e tha~ 

one channel : or future mobility was espe cially 

significant. Th i s can be explained through th e im 1ic1 

invo l vement o f these employees with l ess structured 

cha nnels i n the past ( ~here international mcbi.i y i£ 

'unprecictable') , and their perception of a si milar 

situation for the future. The gathering of inf orma ic~ and 

the decision making which f acilitate internati onal 

mo v ement, appear s to be undertaken with refere nce to a 

number o f mechanisms 'open ' to the individual . 
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While manaqer i a l/administrative employees i ndicated 

cons i dera ti on 0 f o n I y one cha nne I , I o~er status 

respondents re v ealed the most signifi cant level of 

'max imi: ing ' behav i our . Such behavi o u r can b e e xplained as 

due to the semi-or-unskilled nature of h e i r empl oyme. 

Wh il e t he re is i n ternational d e man d for the mos skilled 

pers on~el, more restrictions have b een placed upon the 

movement of Jess er s k illed individuals . The ypes of 

empl oyment for wh ich t hese migrants a re sui ab l e wi l l be 

less likely t o aff or d internatio nal atte nti on and 

advertisement . Hence , the ' net ' o f inf orma ion gathering 

necess a ry to e nabl e i nt ernational mob ility mus be srreac 

wide , incorporat ing the l ess : truct re e c~anr!els w •• ose 

modes of o pe ra tion may b e more like l y to fa c ilitate the 

migratio n of t he !es s skilled . 

13.4.3 Chi Square Test Results: Type of Future Ch anne l 

Discussion a nd explanation of the ass oc i a io n 

betwe e n past involvement with a nd f uture a~ticjpated use 

of channels ( Tab le :3.11 ) is aided by considerat~ on of 

Figure 13.1. This fig ure wa s constructe d u~ing past 

channel as a basis from which anticipation of f uture 

channel( s ) wer e mapped. Of gre at significan ce was he 

number of res po nde nts who indicated th e i nt r a-c or..pa .. y 

transfer chan nel f or last move and who perceive~ i f or 

future mobi lity also. Those involved with t his c om;any 

channel in the past, in very large de g ree only anticipa ~ e ~ 

utilization of the same mode of interna tional moveme __ -I:: f or 

the fut ure . The relative constancy of in o lvemen \,: r. 
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Table 13.11 Chi Square Test Statistics 
Channel Indicated 

Types of Future 

df X: 

channe l type (pas t ) 35 320.530 reje ct :t 99.9 

employment type 30 123.275 rejec H 99 . 9 

job status 12 44.01 9 rejec~ Po 9 9 . 9 

type of employer 12 7e . 5 66 eje c H 99.9 

Or92.n iz ational struct ure 
of empl oyer 12 63 . 5 0 ~ r ejec ~'~' . 9 

fu t ure motivat ions 60 132.7 25 rejec H o e, 0 

location country 24 e3 . 262 rejec H 99 . 9 

n o . f t ure channel s indica t ed 14 82.56 2 reje ct H 9 S'.9 

• J.. mlgranl... type 12 2 7 . e86 reject H 99 

anticipation of future 
international migration 18 31.718 reject P. 95 

a ge of r espondent 12 12 . 20 8 accept H 

no. international moves 12 11 .787 accept H 

marital status :!.2 12 . 095 accept H 

number of children 18 14 . 3 acee Po 

this particu l ar channel is visib le from th ]a ge 

p r oporti on o f circulatory mob il ity ma pped i n F igure l ? l. 

If or when f uture i nternationa l movemen occurs (a!l. 

i n t • _ i s c han n e I did i n d i cae an e:: p e c t a i on 0 f ig h 1 eel s 

o f fut ur e mov ement) , then i t wa s perceive d t ha such 

mobility would ope rate throlgh the i nternal la our mar k et 

of thei r empl oyer. 

Al l other channels di splayed pa terns o f as socia i on 

of a very different natur e t o th a ~ f or t he i n r a- o~ran y 
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Figure 13.1 Past and Anticipated Future Mobility of Channel Type 

----.... 0-9% 

----~. 10-19% 

---.~ 20-39% 

___ .~. 40-69% 

~70+% 



transfer channel. Circul at ory mobility with in thes e 

channels was of a lower ma gnitude, ma ny mig r a n s not 

anticipating utilization of the s ame clannel in f u ur e . 

The size and direction of the arrows i ndic ated that 

respondents involved with all other channe ls described 

s ome f uture concern with th e newspaper and me ia and/or 

the i nternational recruitment agencie s channels (see a l so 

Tabl e 13 .9 ) . Th e c omplexit y of anticipate d in '01 I men 

with many future channels was extended to inc l ude (a 

varying Ie ' els) the belie f that f uture mobili y may inde ~ 

be f ac ilitat ed through the i ntra-company transfer ch nel. 

Alth ough. in general t hese individuals did not perceive 

th e ms elves t o hav e acce!s t o the res ri c ed , struc red 

c hannel a 'ailable to MN C empl oyee s. 

Energy /wate r empl oyment was i denti fied as very 

closely associated with anticipated fu ture moves thr ough 

intra-company transfers. Th~ hi gh level o f i nvolveme~ 0: 

these employees with this company chan.el for fu ure 

mob ility i s due t o th e i mportance of l arge M C ' s within 

these industr ies international ly (Eg. .e oil indus ry :n 

Scot land ) . Employees anticipate future in erna ional moves 

and c a r e e r deve l opment t o occur within the 1LM of th ir 

employi ng company, as was the case i n t ei r previou! 

mo e s. Due to the relat ive ' security ' a nd predict a i A Y 

of operation of t h is c hannel and t he developme n of !.eir 

career withi n the company fram ework , ind i vidual 

responde nts do not perceive or des ire f u ure mobili y 

th rough other channels. 
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Thes e fi nd i ngs we r e backed up with ev i dence that 

e mpl oyees of the l argest pri vat e companies strongly 

anticipa t ed future mobility to be by intra - compan y 

transfers. Cons i derat ion o f individua l s employed by 

sma lle r , mo re local pr ivate companies re vea l ed ha he y 

perceived f~t' re moves being mainly via the newsp a er a~d 

other media c hannel. 

Employee~ of service industries , generally governmen 

emp lo yee! , signi f icant l y represe nted their perceiv d 

futur e co nc ern with the newspaper and media, and c on tacts 

in industry channels. Thus these respondents d ispla y ed 

important l evels of anticipated involveme nt with he least 

structured channels. 

Un s urpr i s i ngly , managerial/administrative s a us 

e re- I oyees anticipated invo l vement with the in ra - c om an y 

t r ansfer channel for their future mobility. Howe 'e r , this 

company channel w~ s o f m~ch lesser importa nce : or t he 

future mob ility of the lowes t status e mploye s , w. e~e 

e~pected mov e ment wa s via family and frien ds . 

Not surprisingly the I ransfer by empl oye r ' rna i '9 

for f uture moveme nt was of greatest i mpor an ce f or ho~ 

anticipating f u ture invo l vement wi h intra-c om any 

tran~fers. However , this ' transfer by employ er' mo i '2ti=n 

was indicated to some degree in al l other channels, 

indicative of a desire or hope of future employmen wi .. a 

large company within whic h i nternational mobjli y migh . e 

assured. 
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The spatial corollary of proce ss effe cts upon future 

mobility will now be discussed. Anticipation of i ntra­

company transfer channelled mov es was most significant f or 

respondents living and working in the USA, wh ile they were 

of much lesser concern in Australia and Canada, U.Zealand, 

S.Africa. In these 'set tled' migrati o~ l aca ions. ~a m ily 

and friends , newspaper and other media, and con ac s i 

industry channels a s method s f or fu u-e mobilit y were cf 

increased importance . 

Respondents indicating frequent or 'ery freque nt 

future international moves were fo und to be mos lil:ely to 

indicate t heir future invo lvement Hith the intra-compa ny 

transfer chan~el. This a very similar pattern of 

re lationsh ip t o t hat for pa st channels. 

Si mi larly , th e relationship be twee n fu ure type s of 

cha~nel and t he number of future channels i dica ed need 

only be mentioned briefly to avoid re petition of pre"io's 

discussior. . Th ose respondents who perc ei 'ed f u ure 

rno p~en t through the intra-company transf r c~anne we~e 

most likely to indicate only this one channel. Howe er , 

respondents a nti c ipating future inte rnational mov me 

involving certain of the other channels (especially 

internationa l recruitment agencies , newspa er and m die 

indic ated c oncern with two or three channels , re:le inq 

their attempts to wide n the ir opti ons aId/or ensur t f~r 

f uture mob ility. 
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13.5 ~on c lusi on5 

Th i s chapt er has sought to exam ine t he ~ay t hat 

migrants ' perce pt i ons of future eve nt s a re st r uc ured. A 

number of hypotheses were set out and ma ny o f them we re 

confi rmed. Eva l uation of these hypothe s es inv o l v ed 

deciding ~hether or not the assertio n abo' certa in 

relati onships between perceptions, event s and experiences 

were valid . The decision to accept / re j e c t th e hy othes e s 

was, i n the researcher's view ra her s' bjecti re o a 1 hougb 

masked by the use of apparently ob je ctive s ta istic al 

techniques . 

In this case , hypotheses re;arding fut ure mobilit y . 

future motivations and future channel s were formu latec 

from the findings of previous chapters - for exam p l e. ~i h 

regard to the influence of employment , employe r . l ocaticn. 

personal characteristics etc . Although a number of 

r e lationships were substantiated by t he s t a t is tical 

evidence . si mple ecological association is in i self never 

pr oo f of cau s a lity. Relationships are not s i mply one wa y 

but usually multiple (Abler . Adams and Goul d 1 972) . The 

re s earc her must be able to co ns t r uc t a logical net work - a 

co nceptual context - which makes it reasonable 0 accep 

the propos i tions . 

It was evident that individua ls ' per c e i ons of 

f uture migrati on (potential, motivatio n a nd channel ) ~ r 

sign ificantly different from one anoth er and s t em fr om 

different circumstances. The tying to gether o f s t atis 

ass ociations with logical explana i ons wi regard to 
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mi grants ' percept i ons 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 internatio na l mobi lity that 

this encompasses - provides a formal concep ual struct ' re 

for understanding and explaining past and perceived fu ~ure 

skilled international mobility. This over-a rchi ng con ext 

forms the logical basis within which to accept a nd explain 

the mu l tiplicity of relationships of f uture migra ion. a d 

to stimulate or predict unsuspected relati onsh ips. 

While perceptions of the future can never e.~plain 

future actions, the study of mechanism s of migration 

allows for an investigation of 'causality ' and ' control ' 

in antic i pated or desired mobility. The informat i on 

regarding perceived future migration confirmed he t heory 

that channels and those who control them (the differen ial 

selectivity that they represent are pr ime de erminant~ c : 

international migration. The internal dynamics of t 

migration channels significantly struc ure h a tern of 

perceived i nternational migration oppor t unities, a ~ 

selectively mould the characteristics of f u Ul'e 

international mobility . 

However , the existe nce of migrat i on chanrels by no 

means reduces the role of pote ntial migran s to ha~ of a 

passive response to their environmen . Migran s in erF~et 

their future behaviour as an active re s ponse to career 

opportunities, family concerns , employme nt oppor tuni ies. 

etc. Ultimately , the decrree of control, he type of 

5 29 



selectivity operated, and the outcome - the 'actio~' -

~ill vary between the modes of operation of tte 

c~annelling 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 rese a rch relates to t he 

utility of a channels framework for the under s t a nd i n g and 

explanation of skilled international migration. Studies of 

labour migra tion which concentrate on the se lect iv ity of 

migrants (e.g. age , employment type etc.) are of i nterest 

but do not provide an overall explanation of the 

phenomena. S im ilarly , studies which consi d er only 

'structure' i n the broad sense make useful and val uable 

contributions. However, a channels framework adds a n ew 

dimension to e x planation of labour migrati on , a nd gives 

explanatory power at another level. Ex planation unde r a 

channels framework includes the individual level , t he 

'structural' context and the functional level - th e l evel 

at which the migrat ion processes , mechanism s a nd c on t r ols 

operate. 

Other main conclusions arise from the aims and 

objectives of this thesis which were describe d in Chapter 

1 and Chapter 3. A migration channels framework was 

applied, e x tended and adapted in e x planatio n of th e 

historically and geographically specific context of 

Scottish s k illed international migratio n . Ve r y varied 

chan nels were found to operate in the Scottish context of 

S IM - severa l of which had not previousl y rece i v ed 

research attention (represented in Figure 5.4). The 

channels framework functioning in th i s cont e x t was found 

to be of greater complexity than that descr i b e d f or 
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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 international experie~ce 

(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 explanatio~ 

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 S1M was 
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also an aim of this research. Previously, 'career' had 

chiefly been studied with reference to those skilled 

individuals involved 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 undertal:ing 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 co~venient point of 

reference for a discussion of the theoretical issues 

embodied in this research. This framework provides a 

useful, although not universal approach to the explanation 

of migration. Each of the separate elements required fo~ 

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, 2S with 

many other theorists, does not manage to fluently link 

toget~er the elements of his framework. There are arrows 

between the elements of the 'general theory', but these 

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 1ge4, 1986b, 1988) provides a 

~ay of linking some of these 'boxes' and sheds some light 

on the processes taking place. 

For example, Woods (1985 p3) stated that the 

behavioural response (decision making and implemer.t2~icn) 

of the individual "is conditioned but not determined" 1'y 

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 of the 'conditioning' which may arise. 

It was not the intention of this research tc pro2~ce 

a 'general theory' for the study of SIM, and this has not 

been achieved. However, a channels framework has a key 

role in the explanation of which persons 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 social structures. 

Secondly, any model needs to accommodate migrants' 

motivations and the objectives of the 'gatekee?ers'/ 

managers of the migration system. Thirdly, the model must 

allow for interaction between different dynamics in the 

system (i~. the i~teraction of human agency and structural 

forces). Lastly, the model must consider the scale and 

spatial context, and be sufficiently flexible to allow for 

the fact that explanation at one scale or in one 

particular historical context may not be adequate at 

another scale or in another historically specific 

situation. A channels framework (as a mode of 

understanding and explanation) goes some way towarcE 

meeting these criteria. While neo-classical and Marxian 

interpretations of political, economic and social 

structures differ, both would validate the investigation 

of the functional and operational control of SIM by 

'intermediary' agencies. 

14.3 Geographical Context 

Previous research in Britain (Findlay and Gould 1989) 

identified the need for greater depth of understanding of 

skilled migration at the level of localities and regions. 

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 mirrored. or 

differed significantly from those being witne~~ed ~n the 

economic 'core' of the UK - the South East. 

This view is echoed in the work of Henderson (1989 

p22) who, iro researching the nature of globalization of 

production of semiconductors. noted the need for 

'theorized histories' which are not so spatially abstract 

as Frobel et aI's (1980) work on the ne~ international 

division of labour. He noted that "the dynamics ane. 

implications of industrial restructuring need to be 

grasped not only in relation to the particular territo~ial 

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 NIDL 

thesis. 

!t is a contention here that migration channels can 

be expected to reflect aspects of the geographical 

specificity of the labour market locations in which they 

have evolved, as well as the historical. political. social 

arod economic context of their development. What d~es this 

research reveal about the Scottish context of S:M. and the 

operation of a channels framework within this context? 

Scotland can be described as a 'deindustriali:ing' or 

'reindustrializing' (Henderson 1989 p9) or a 'post­

industrial' (Foster and Malley 1988) regior... Err:;-:cymenc 
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opportunities in the 'traditional' sectors of the Scottish 

economy (steel, ship building, coal mining etc.) have 

declined rapidly in the post-war era. The cheapness and 

quality 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 (e.g. in the electronics and oil and 

gas ind1.lstries). 

However, the role of international firms in the 

Scottish economy is very different to that in the economic 

'core' of the UK or ~ithin the economy of the country from 

~hich the corepany originates. The decision making and 

control of these industries are spatially removed from 

Scotland (~hich functions mainly in a manufacturing 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 S1M in the Scottish 

context was evidenced in the research, both for the 

importation of foreign expertise and the exportation of 

'Scottish skill'. 

Thus 'formal' channels of SIM, operating through the 

ILM's of 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 operation is a function of the organi:ation of 

work and the role of these iBdustries within the Eccttish 

economy. 
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Hc~ever. in a UY situation. intra-company transfers 

are of greatest s~gnificance for SIM in London and the 

So~th East - the 'core' or 'world-city' location of many 

of these international companies. The role of ~NC cffices 

in this 'core' region is very different to that of 

Scotti~h tranch p:ants, and involves many mere industrial 

sectors (for exa~ple, tanking and financial services). 

Other 'formal' channels of SI~ ~~ich were of 

significance in the Scottish situation were international 

recruit~ent agencies. and small an~ intermediate sized 

companies with cverseas contracts. For example, it has 

been shown that international recruitment agencies hold 

certain stereoty;ed images of the specialisms of regional 

latcur ~arkets (Findlay and stewart 1985, Findlay and 

Garrick 1990, Go~ld :987b. 1990, Roberts 1986) and are 

therefore mere likely to recruit specific skills in 

certain areas. There was some evidence of recruitment of 

engi;;eering,'tecl-.nological ski II:: from the Scottis!"! labour 

market, and also education, medical and health 

profes s i ana 1 ~. Hc~ever lit was noted that the da ta ~ cure E' S 

may have led to under-representation of this regic~ally 

specific channe:. 

Ei~ilarly, S:otland's 'peripheral' nature may have 

been revealed through the moulding influence of co~pa~ies 

with overseas contracts. It was a contention stated 

earlier in t~lS thesis and elsewhere (Findlay and Garrick 

1990 plSO) that "smaller and medium sized companies in tte 

'peripheral' regions of the British eccnomy are more 
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likely to have been " forced" to look abroad fo r wor}: as a 

strat egy for survival, than similar companies located in 

the prosperous South East" . This was not f ound to be true 

in terms of t~e flows of SIM analysed in this research, 

although prob lems with description of this c hannel ma y 

have 'bl urred' its real significance. 

Of sign ificance in detailing Scotland 's 'peripheral' 

position and defining its regional lab our market was the 

information relating to the importanc e and variety of 

' informal' channels operating . For highly skilled 

international migration in the British context, it is 

expected that t h e importance of such informa l channels at 

the 'core' location would be lessened, as a nticipated , 

expected or desired mobility ( both for individual care e r 

development, a nd in terms of the organi zation of work a nd 

i nternational division of labour) would be fa cilitated 

through the operation of the more formal channels, and 

especially through the internal labour markets of 

international c ompan ies. The importance of t h is ca~pany 

channel has been evidenced in the work of Salt (1984 , 

1986b , 1988) and Beaverstock (1990 ) . 

However , this does not i mply that informal channels 

for the international movement of the highly skilled d o 

not operate at the 'core'. For example , Shuttleworth and 
provided of 

Kockel ( 1990 ) Aevidence A skilled Irish immigration to 

London through informal and friendship network s . However , 

such processes are of less numerical significance at the 

'core' , and may be related to specific migrati on streams . 
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The importance of informal networks and indeed clandest i r.e 

moves for the international migration of lower skilled 

labour to 'core' or 'world cities' was described by 

Sassen-Koob ( 1986) . 

Informal channels for t h e i nternati onal mi grat i on of 

t h e h i ghly skilled are) ho~ever , of significance in a 

' peripheral' labour market where career prospects are 

li mited and / or ' shallow' , where the indi vidual can not 

anticipate a move abroad with their employer (employers at 

local, regional or national level rather than 

internati onal), and where the role of MNC ' s is functio nal 

( manufacturing ) rather than organizational 

( administrative, dec isi on making) or innovative ( research 

and development ) . 

Thus , the s t ructure of the channels framework in 

Scotl a nd can be attri buted to its position in the 

structure and dynamics of the internationa l divi=ion of 

labour . Flo~s of skill transfer will be dis-agg~egate d in 

relation to t he forces whic h determine their access to 

internati onal empl oyment opportun ities . This will differ 

from t hat which characterizes other 'peripheral' regions 

(Eg . Ireland, as studied by Shutt le worth (1929 ) a.d 

Shuttleworth and Rockel ( 1990 )) and 'core' economies . 

If the framework discussed is valid , then it would 

suggest that, at a n intermediate level of analysi s , 

e xplanatio n of s kil l flows in other spatia l contexts ca~ 

be ac hi eved by investigating the d evelopment, operation 

a nd control of specific migration channels within 
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geographical , historical, economic , social a nd politi c al 

confines. Control and access to migration channels in 

specific geographical contex ts the~efore becomes of 

particular interest , both as a means of interpreting the 

significance of specific high level manpower movements , 

and as an i ndicat or of the ways in which power conflicts 

between o ne part of the world labour market and an other 

are resolved. Fu ture research is needed to substantiate 

t he geographical i mportanc e of a channe ls framework, 

through furt h er a pplication. adaptation and extensio n o f 

these :deas in other regions. 
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Appendi x 1 - Qu estionnaire 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 concerne d Hith y our 
experience of moving interna_ticnally sinc e e n the 
labour market . 

1. Could you please complete the following table. Only 
include moves which lasted 3 mo nths or longer . It ~ill 
be assumed that at the end of each mo ve you have returned 
to your country o f origin . unless you i nd icate otherwise . 
NOTE : status of job refers to ~hether managerial, 
supervisory, etc. 

1st 
move 

2nd 
move 

3rd 
move 

4th 
move 

5th 
move 

origin 
country 

destination year 
country 

length of 
stay 
yrs , mnth s 

job 
type 

(Please continue on a separate sheet if necessary ) 

jo 
status 

2. Could you fill in this table with informa ion 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 (i f not married or no children at te ti me o f 
movement ) . 

Did your spouse; 
partner a c c ompany 
you? 

Di d your children 
accompany you? 

1st 
move 

2nd 
move 

3rd 
move 

4 th 
move 

(Please continue on a separate sheet if ne cessary 
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3 . Could you please indicate in the table below the most 
important motives for your first and l ast moves. (Please 
tick ALL app li cable boxes) . 

1st move l as t mo ve 

better job 

better wages 

career devel opment 

personal /fami ly reasons 

u nable to get job i n 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 

other mot ive - please specify 

B) PRESENT SITUATION 

(IF CURRENTLY UNEMPLOYED, 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 manu facture and chemicals ) 
d) metal goods, mechani cal, electrical , instrum ent 

engineering ( ) 
e) other manufacturing ( ) 
f ) building , civil engineeri ng ( ) 
g ) distribution , hotels and catering, repairs ( ) 
h) transport and communications ( ) 
i) banking, finance, insurance , busine s s servi c e s () 
j) health, education and other service s ( ) 
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5. a) please specify, what is the exact job desc ripti o~ or 
type of job? 

b ) please specify, what is the status (level of s k il l 
and experience) of this job? (Eg . manager, 
supervis or, professional etc ) 

6. Are you cu~rently -

a) an employee of a PRIVATE company /bus iness? 
b ) a GOVERNMENT employee (loca l or nati ona l )? 
c ) SELF-EMPLOYED in your OWN company/business? 
d) wo rking in a company/busi ne ss owned by 

FAMILY OR FRIENDS? ( ) 
e ) OTHER - please specify ......... .. ................ . 

7. If you answered a) PRIVATE company in Questi on 6 , how 
would you describe your current employer? 

a ) large multinational company (o ffi ces in many 
countr ies) 

b ) transnational company ( offices i n a fe w c ountries ) 
c ) large local co mpany / business ( offices in one 

country ) ) 
d) small local co mpany / business ( office s i n one 

region ) 

8 . If UNEMPLOYED, how l ong is it since y ou we re la s in 
p a id e mp loyment? ............................. .... .. . . 

9. IF AN IMMIGRAN T TO SCOTLAND . what we re y our main 
motives / reaso n s for coming t o live and work here ? ( PI ase 
tick as many motives as were important to yo u) 

transfer by e mp loyer ( ) 
better job - in terms of skill a nd respon s ib il ity ( ) 
better wages ( ) 
desire t o travel ( ) 
to gain experience ( 
for training ( ) 
to develop your career ( ) 
poli tical reasons ( ) 
armed forces ( ) 
personal / family reasons ( ) 
other rea sons - please specify ................. .... . . . .. . 
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10. IF A RETURN MIGRANT TO SCOTLAND, what were your 
motives/reasons for returning to li ve and work here? 
(Please tick as many motives as were import~nt t o ou ) 

end of contract abroad ( ) 
retirement ( ) 
transfer by employer ( ) 
personal / family reasons ( ) 
no des ire to work abroad ( ) 
better job - in terms of skill and responsibility () 
t o develop your career ( ) 
armed forces ( ) 
better wages ( ) 
other reasons - p leas e specify .................... .. ... . . 

11. How did y ou find out about work abroad? (Discuss 
relative to your last migration ) 

a) job placement by international recruitment agency 

b ) intra-c ompany transfer t o a foreig n assignment 

c) temporary job with a company only for the p e riod 
0: overseas employm ent 

d ) j o b information/contract arranged by famil y 
and friends 

e ) job arranged by government immigration 
organization 

f ) n ewspaper or media advert 

g) other - please specify ............................... . 

12. IF YOU ARE A RETURN MIGRANT , was your job in Scotland 
arranged p~ior to your return? ( Please indi c ate 

Yes / No 

C) CAREER ISSUES 

13. How important are career prospect s to y ou? (Please 
t ick ) 

very important () 
important ( ) 
some importance ( ) 
minimal importance ( ) 
irrelevant ( ) 
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14a. Do you think that working abroad has helped in your 
career development? 

very much ) 
to some extent ) 
neither helped nor hindered ) 
a hindrance ) 

14b. In relation to question 14a , please s ate in what 
ways working abroad has/has no t helped in h e 
development of your career. 

15. Plea s e indicate whether your current e mpl oyer ha s 
stated at some time that your contrac t may involve a s p e l l 
of wo~k abroad. 

Yes / No 

D) PERCEPTUAL QUESTIONS 

This section of the q uestionna ire is concerned wi th your 
perceptions of yourself , the countrie s i n which y o h a ve 
worked, and your employers in these c ountries . 

16. What are your views of the countries y o u have work ~ 
in or are currently working in? Please comment on any of 
the topics listed below (plus a ny others that you feel are 
relevant) as a help to giving y our de scripti o n. 

the working e nv ironment, social environment . politi cal 
environment , economic environment, quality of l i fe , the 
people , the countryside , the climate 

Name of country Your views / percepti ons 
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17. Is there a country (or countrie s) wh ere you ~oul~l i t e 
to live and work again or for the f i r s t ti me? 

Please list them here . . .... . .... . ..... . .. . . .. . . . . . . .. . 

18. Is there a country (or countrie s) whe re you wou ld not 
like to li ve a nd work again or f or th e fir st ti me? 

Please l ist them here ............ . .......... .. . ..... .. 

19 . Please indicate (tick ) what effects you t h int 
international migration ha s had on you in terms of 

attitude to work 

att itude to further travel 

attitudes to other peoples 
and cultures 

ability in foreig n language s 

good 
e ff ect 

no 
e f fect 

bad 
e f f ec 

2 0 . Pleas e indic a te ( ti ck ) wha t you wou ld say have bee n 
the effect s of i nternat i onal migrat i on on your f ami ly 
(particularly childr e n) , in t erms o f 

education 

a t titudes to other peoples 
and culture s 

attitudes to f utur e ~ork 

attitudes to f uture travel 

ability i n f oreign languag e s 

g ood 
e f f e c t 

no 
e f f e ct 

ba d 
e ff ec 

21. Do you anticipate that fo r emp lo yment re asons you ~il l 
be moving i nternational l y a gain i n t he fut ur e? (Please 
tick ) 

never ( ) 
onc e ( ) 
rarely ( ) 
frequently ( ) 
very fre qu ent ly ( ) 
d on't kn ow ( ) 
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22. What would be your main motives for any futu re moves? 
(please tick as many as are applicable) 

only way to get a job ) 

better job - in terms of skill and responsibi lity 
better wages 

( ) 

desire to travel 
to gain experience 
for training 
t o deve lop y our career 
political reasons 
personal/family reasons 
end of contract i n Scot l and 
transfer by employer 
retirement 
other - pI ease spec i fy ......................... .. 

23 . Would you please indicate y our response to each o f 
these statement -

( ) 

( ) 
( ) 

( 
( 
( 
( 

( 
( 
( 

a) expatriates generally make major fi nancial gains fro m 
the internatior.al migrati on experience 

agree strongly /agree/disagree /disagree strong ly 

b) expatriates are exploited by compan ie s and the 
international system who move them round the world 

agree strongly / agree /d isagree/disagree str o~g ly 

c) companies and expatriates gain mutual benefits from 
international migration 

agree strongly/agree/disagree /disagree strong ly 

d ) the poor employment situation in Scotland means ha 
for many people , going abroad is the best way to find a 
job 

agree strongly /agree / disagree /disagree strongly 

e ) the e conomic situati o n in Scot land me ans hat many 
companies have to look for work /cont r acts abroad in 
orde r for t hem to survive 

agree strongly/agree / disagree / disagree strongly 

f ) I would prefer to find a job that used my skills an d 
experience in Scotland 

agree strongly/agree / disagree / disagree stron~ly 

g) I would ~refer to work abroad again rather th an in 
Scotla:1d 

agree strongly / agree/disagree/disagree stro:1gly 

h) the advent of a single Eur opean Market in 19 92 wi ll 
lead to more international miqration for employmen 

agree strongly/agiee / disagree / disagree s rong ly 
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E) PROF I LE CHA~ACTER I STI CS 

24 . In which country wer e y ou born? ... . . .. ... .. . .. . ..... . 

25. Of wh ich c ount r y (count ries) are y ou a citizen? . . .. . . 

26 . Are you - MAL E / FEMALE 

27. Please indicate your age - 15-2 4 25-34 3 5-44 45 -54 

55-5 9/64 60/65+ 

28 . Please indica te y our marital status - sing l e /ma rried/ 
s eparated /divorced /~idow ed / 

unmarried couple 

29 . How many children d o you have ? none / 1 / 2/ 3/ 4 / 5+ 

30 . W~at is the age of your youngest ch ild? 0-5 6 -9 lO-~4 

15-19 20 

31 . What is the age of your oldest chi l d? 0-5 6-9 10-1 ~ 

15-19 20+ 

Thank y ou f or comple ting t h i s questionnai re. P l ease fi nd 
enclosed a stamped addres sed envelope f or returning y our 
resp onse to the Un iversity . If you wish to add anything 
furt her regarding y our experi e nces of working and livil 9 
abroad this wou ld b e very much appreciated. If you wo~ld 
be willing t o h e lp f urther , please fil l in y our name a~d 
a ddress bel ow . 

THANh YOU VERY MUCH FOR YOUR HELP 

Your name and address ...... ..... . . ... .... . . .... . ... . . 
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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 thes e tw o que stions, I 
would be most grateful if you could assist me by 
completing the following questionnaire. I am c onducting a 
survey into the international migration of skilled 
personnel, with particular refere nce to the Scott is h 
situation. 
To be answered by the head of household 

A) MIGRATION HISTORY This section of the quest i onna i re 
is concerned with your ex perience of moving 
internati ona lly since entering the l a b our ma rket. 

1. Could you please c omplete t he following table . Onl y 
include moves which lasted 3 months or l~pq~£ . I t will 
be assumed that at the end of each move y ou hav e re urned 
to your country of origin, u n le ss y ou i nd ic a e otherwis e . 
NOTE : status of job refers t o whether ma nageria , 
supervisory, etc. 

origin destination year 
country country 

length of job 
stay type 

------------ - ---------------------------------------------
1st 
move 

2nd 
move 

3rd 
move 
--------------------- -------------------------------------
4th 
move 

(Please c ontinue on a separate sheet if neces sary ) 

2 . Could you fill in this table with informati on as t o 
whe ther your spouse / partner and chi l dre n accompanied y ou 
on these international moves. The number of the move in 
this table c orre s ponding with the previ ous able in 
Question 1. Your ans~er should be Yes , No or Not 
Appli cable ( if not marr i ed or n o childre n a the t ime of 
movement ) . 

Did y our spouse/partner 
accompany you? 

Did your children 
a cc ompany you? 

1st 
move 

2nd 
move 

3rd 
move 

(Please continue on a sepa rate sheet if nece ssary) 
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3. Could you please indicate in the t ab le below the mos t 
i mportant motives for your first and last moves (P lea s e 
tick a ll app li c a bl e ) 

1st move last move 

better job () ( 
higher wages () ( 
career development () () 
personal / family reasons () ( ) 
u nabl e to get job in origin c ountry ( ) () 
desire to travel () ( ) 
transfer by emp oyer ( ) () 
to gain experience /training () () 
only way to get a job () () 
better use of y our skills () () 
more job responsibility () () 
dissatisfaction with previous job () () 
other motives - please specify ........... . ...... . ... ... . . 

4. In which DISTRICT or TOWN in Scotland did you live 
be:o re moving to your present residence? ........ . ....... . 

B) PRESENT SITUATION 

5 . a ) please specify , your current job descriptio n or type 
of job 

b ) please specify, the status (level of skil l a nd 
exp erience ) of your current job (Eg . manager , 
s u per ' i sor , p~ofessic na l e tc) 

6 . Are y ou c urre ntly -

a ) an employee of a PRIVATE company / business? ) 
b ) a GOVE~NMENT e mp loyee (local or nationa l ) ? ) 
c ) SELF-EMPLOYED in your OWN company / business? ) 
d ) ~orking in a company / business ow ned by 

FAMILY OR FRIENDS? ( 
e ) OTHER - please specify ....... .... . ... ............ . 

7. If you answered a ) PRIVATE company in Qu es t i on 6 , how 
wou ld you describe y our current employer? 

a) large multinational company (of fice s i n many 
c ountries ) 

b ) transnational c ompan y (o ffices in a fe w countri es ) 
c) large local compan y / busines s (o ffi ces 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? (Discuss 
relative to your last migration) 

a) job placement by i nternat ional recruitment agency 
b ) intra-c ompany transfe r to a fore ign 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 

o~ganizat ion J 

f ) newspaper or media advert ) 
g ) other - please specify . ..... .... . . . . . . . .. . .. .... .. ... . 

9 . Was a job in your present country of residence a rranged 
prior to y our departure from Scotland? 

Yes / No 

_0 . Ho w long do y ou expect to remain in the count~y ~. ere 
you are currently living and working? (Please ind icate ) 

lyr 2-3yrs 4- 6yrs 7-10yrs 
10+yrs ifetime d on 't k now 

11. Do you anticipate that for employme nt rea sons y ou will 
be mo ing internati ona lly again in the future? (Flease 
indicat e ) 

never once rarely freque ntly 
very freq uently do n 't ].r.no)'; 

12 . What would be your main motives for any future moves? 
( please tick as many as are applicable ) 

on ly way to get a job 
better job - in terms of skil l and re sponsibility 
better wages 
desire to tra el 
to gain experience 
for train ing 
to develop your career 
political reasons 
personal/family reasons 
end of contract in Scotland 
transfer by e mp loyer 
retirement 
other - please specify ............. . ............. . 
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13. How would y ou anticipate finding out a bout futu~e ~ork 
abroad? 

a ) job placement by i n ternational r ecruitment agency ) 
b ) intra-company transfe r to a foreign assignment 
c ) temporary job with a co mpany on l y for the per i od 

of overseas employment 
d ) j ob information / contract arranged by family 

and friends 
e) job arranged by government imm igration 

organ ization ( 
f ) n ew spaper or media advert ( ) 
g) other - please specify .............. . ... . ......... .. . . 

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 countrie s you have worked 
in o r are currently working in? Ple ase comment on any of 
the topics listed below ( plus any others that yo u fee l ar e 
relevant ) as a help to giving your de sc ription . 

the working environment, social e nvironment , political 
environment, economic environment , quality of life , t he 
people, the countryside , the climate 

Name of country Your views / percepti or.s 

Scotland 

D) CAREER ISSUES 

15. How important are career prospects to you? (Pleas e 
i ndi cate ) 

very important important some imp ortance 
minimal importance irrelevant 

16. Do you think working abrpad has he lped in your career 
de velopme n t? (Pl ease indicate ) 

very much to some extent neither h e lped nor hindered 
a hindrance 
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E ) PROFILE CHARACTERI STI CS 

17. I n wh i ch country were y ou born? . 
(Eg . Scotland, England e tc ) 

18 . Of which cOl.:.r..t ry (c ount r ie=, are y ou a ci ti : e;,? ..... . 

19 . Are you - Mll.LE / FEMALE 

20 . Please indicate Yol.:.r age - 15-24 25-34 35- 44 4 5-5 4 
55- 5 9 / 64 60/65+ 

21 . Fle a se ind i cate your marital status - sing le / married / 
s e parated /d i vorced /K id o~ed / 

unma rried couple 

22 . How ma ny children do you hav e? none / 1 / 2 / 3/ 4 / 5+ 

Th ank you for comp leting this quest i onna ire . I would b e 
mo st grat eful i f you c ould f old a l ong line~ A and E , seal 
t he questionnaire, and return it to me at the address 
printed beloy; . 

THANK y or VERY YUCH FOP YOUP PELF 

8 

8 
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ARE YOU BR ITISH AND LIVING / WORKING ABROAD? or HAVE YOU 
EVER LIVED/WORKED IN BRITAIN? 

If you can ans wer yes to either of t h es e t wo q uestions, I 
would be most grateful if you could assi s t me by 
completing the foll ow i ~g q u estionna i r e. I am conducting a 
s u r v ey into t he i n t e rnat iona l mi gra ti o n o f st i lled 
personnel, with p a rticular refere nc e t o th e UK s i tuation . 

To be answered by the head of household 

A) MIGRATION HISTORY Th is section o f t he que~tionnaire is 
c oncerned with y our experience of moving i n t erna iona l! 
sinc e e n t e r ina t h e lab our market . 

1. Cou ld y ou please c omp lete th e f o llowing table . Only 
i nc lude moves which lasted 3 months or l o ~ger . It wil l 
b e assume d t ha t at the end of e a ch move you have retu rned 
to your c ou ntry of origin, unless y ou i ndi cate o t h erwise . 
NOTE : under J OB TITLE please indicate J OB TYPE a n d JOB 
STATUS 

origin 
country 

destination year 
country 

le ngth of 
s t ay 

job tit l e 

1st 
move 

2nd 
move 

3rd 
move 

4th 
move 

(Pl ease c ont i nue o n a sepa ra t e s h ee t if necessary ) 

2 . Could you fill in this table with information as t o 
~h ethe r y our spouse / partner and childr e n a ccompaniec y ou 
on these international moves. The number of the move i n 
t h is table corresponding with the p r eviou s t able in 
Qu estion 1. Yo u r answer should be Ye s , No or Not 
Applicab l e ( if no t married or n o c hi l dren at the time of 
move me nt ) . 

Di d your spouse / partner 
accompany you? 

Did your children 
accompany you? 

1st 
move 

2nd 
move 

3rd 
move 

(Please continue on a separate she e t if ne cessary ) 
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3. Could you please i ndicat e in the table below the most 
important motive s for your first and l ast moves (P lease 
tict all applicable) 

1st move last ~ove 

better j o b () () 
higher ~ages () () 
career development () () 
personal / family reasons () () 
unable to get job in or igin country () () 
desire to travel () () 
transfer by emp l oyer () () 
to gain experience / training ( ) () 
only way to get a job () () 
better use of your stills ( ) () 
more job responsibility () () 
dissatisfact ion with previous job ( ) ( ) 
other motives - please specify ....................... . . . . 

4. In ~hich DISTR ICT or TOWN/C ITY did y ou live i mmediatel y 
before leaving Britai n? 

B) PRESENT SITUATION 

5. a ) please specify, y our current job description or type 
of job 

b ) please specify . the status (level of skill and 
e.:per ie nc e ) of your current j ob (Eg. ma nage r, 
supervisor, professional etc ) 

6. Are y ou currently -

a ) an employee of a PRIVATE company / business? 
b ) a GOVERNMENT empl oy ee (local or national)? 
c) SELF-EMPLOYED in your OWN c ompany / business? 
d ) working in a company/business owned by 

FAMILY OR FRIENDS? 
e ) OTHER - please specify .... . . . ......... .. ..... . ... . 

7 . If you answered a) PRIVATE company in Question 6 , how 
would you describe your current employer? 

a) large multinational company (of fice s in many 
countries ) 

b) transnational company (offices in a few countrie s ) 
c) large local company/business (offices in one 

country) 
d ) sma ll local company / business (o ffice s in one 

region ) 
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8. How did you find out about work abroad? (R e l at ive to 
your last migration) 

a) job placement by i nternational recruitment agency 
b) intra-company transfer to a forei gn assignme nt 
c) temporary job with a company only for the pe riod 

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 . .. . ....... . . . .... .. ....... . ... . 

9. Was a job in your present country of residence arranged 
prior 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 ) 

1yr 2-3yrs 4-6yrs 7-10yrs 10+yrs lifetime d on't know 

11. Dc you anticipate that f o r emp loyment reasons you will 
be moving internationally again in the fut ure? (Please 
indicate) 
never once r a rely fr equent ly very frequently d on ' t k no w 

12. What ~ould be your main motives for any future moves? 
(please tick as ma ny as are applicable) 

only way to get a job ( 
better job - in terms of skill and responsibility ( 
better wages ( 
desire to travel ( 
t o gain experience ( 
for training ( ) 
t o develop your career ( ) 
political reasons ( ) 
personal / family reasons ( ) 
end of contract in Scotland ( ) 
transfer by employer ( ) 
retirement ( ) 
other - please specify ......... .. .... . .. .. ............. .. 

13. How would you anticipate finding out about future work 
abr oad? 

a) job placement by international recruitme nt age ncy ( 
b ) intra-company transfer to a foreign a ssignment ( 
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 gov ernment immigration 

organization 
f ) newspaper or media advert ( ) 
g ) other - please specify .. ........................ ..... . 
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C) CAREER ISSUES 

14 . How important are career prospects to you? (Please 
i ndicate) 

very i mportant important some i mpor t ance 
minimal importance irrelevant 

15. Do you think working abroad has helped in your career 
devel opment? (Please indicate) 
very much t o some ext e nt neithe r he lped nor hi ndered 

a hindrance 

D) PERCEPTIONS 
This question is concerned with y our percepti on~ o f 
3ri tai n, t he c ountri e 5 i n wh i ch you have v.;crY.ed , and yo"r 
emp l oyers :n these countries. 

16 . What are y'ol.i.r vie ws of the count ries you have v,: or1-:ed 
in or are current l y working in? Please comment on any of 
the t opics listed below ( pl us any others that you fee l are 
relevant ) as a help to giv i ng your description . 

the working environment , social e nv ir o~ment , p o li t i cal 
e nv ironment, eco nomic environment , quality of lif e , the 
people , the cou ntryside, t h e climat e 

Name of country . ..... . ...... . ... . Your views / perceptions 
, •• •••• ••• •• •• •• I •• • ••• ••••••••• • •••• •••••••••••••••••• •• • 

• • I •••••••••••••••••••••••••••• , ••••••••• • I ••••••• •• • • •••• 

E) PROFILE CHARACTERISTICS 

17a. In which country were you born? . .... . ....... . 
(Eg. Scotland, England, etc) 

17b . If Bri ti sh, in which DISTRICT / TOWN were you born? 

17c . Of which country ( countrie s) are y ou a citiz e ? 

18 . Are you - MALE / FEMALE 

19. Please indicate your a ge - 15- 24 25-34 35- 44 4 5-54 
55-59 /6 4 60 / 65+ 

20. Please indic ate your mar ital status -

sing I e / marri ed / s epara ted/di vorc ed /wi dowed /unmarr i ed c o' p :' e 

21 . How many ch ildr e n d o you have ? none ! 1 / 2 / 3 / 4 / 5+ 
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Tha nk you for comple t ing this questi onna ire . I Hould be 
mo st grateful if you would return it to me at the address 
pr i n ted below . 

THANK YOU VERY MUCH FOR YOUR HELP 

LES LEY GARRICK 
APPLIED POPULATION RESEARCH UNI T 

DEPART?1ENT OF GEOGRAPHY 
UNIVERS ITY OF GLAS GOW 

GLASG OW G12 8QQ 
SCOTLAND UK 
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