
CAREER IN CIVIL SERVICE 

CANADA, GREAT BRITAIN AND THE UNITED STATES 

by 

Moshe z. Prives 

Theais submitted in partial 

fulfillœent of the requirementa 

for the degree of Doctor of Philoeophy 

in Political Science 

McGill University 

April, 1958 



I 

FORF:WORD. 

The principal part of the materiel for this ·atudy, namely the body 

of facts on the career officere in the Federal civil service of Canada, was 

collected during the eummer of 1957. This was made possible, thanks to the 

hoepitality of the Civil Service Commiseion9 who allowed the writer to use 

ite office epace and to draw freely on materiel from its filee. No lese 

helpful were the several Departments, most of all the Department of Trade 

and Commerce, whoee personnel office supplied all the information for the 

case atudy related in Chapter Six, and took upon iteelf the great trouble 

of multiplying the questionnaires ueed for the field enquiry, routing them 

to all officers involved and transmitting the replies to the writer in Montreal. 

Thanke to the help of these agenciee, the writer was able to collect 

material on the Junior - and other - Administrative Off1cers, parte of which 

had never been studied before . Much of this material has been incorporated 

in the study wi thout particular reference to the sources in each instance, 

for this would have been impossible. Veluable material was found aleo on the 

profeeeional and scientific classes, aa well as on the general clerical 

service, and this information hae been often ueed in the eame way. The 

writer is, therefore, indebted to the Civil Service Commission or to the 

relevant Department, as the case may be, for any information not expresely 

referred to another source . The references will be round in the footnotee. 

Here the writer wiehes to thank in general the Civil Service Commission and 

the managements of the several Departments. A special acknowledgment of 

gratitude la due the Civil Service Commission and ite Secretary, Mr. M. M. 

Maclean, for the permission to quote verbatim from eome documenta, as 

referred to in the appropriate placee. Of the officere on the staff of the 

Civil Service Commission, all of whom were most seneroue with their assistance, 

a few deeerve yarticular mention . The Secretary, Mr. M. M. Maclean, round 



II 

time to diseuse probleme of S8neral policy, referred to htm. Dr. o. E. 

Ault and Mr. G. A. Blackburn ehowed great concern for the facilitiee 

extended to the writer and opened many a door for him. Mr. J.F. Dawe 

took upon himself the general cere for the accese to the files and avail­

ability of all other information deeired by the writer. The Reade of the 

several Branchee and many officere on the staff were more than helpful; 

special mention is due to Messrs . G. S . Follis1 E. Gougeon, V. M. Clarkeon 

and many others. 

Mr. L. J. Rodger, Personnel Officer1 Department of Trade and Commerce, 

extended hie invaluable help, putting hie ttme as well ae hie knowledge and 

experience at the writer'e disposition. 

From Washington came the immense help of Mr . J. Douglas Hoff, 

Manager of College and Foreign Visiter Program of the Civil Service Commission 

of the United States. Both he and his aesociatee answered innumerable 

queriee, collected documente and mailed them to the writer . The U. S . Civil 

Service Commission allowed the writer to spend a week'e time in !te offices 

in the summer of 1955. 

Mr. Wright W. Miller, Information Officer, H. M. Civil Service 

Commission, London, secured much valuable materiel on the British Civil service 

and transmitted it to the writer in Montreal . 

Mr . R. A. Fraser, Lecturer in Political Science, Sir George Williams 

College 1 drew the writer'e attention to Roderick Seidenberg'e book~­

Historie Man, discussed various points with the writer and edited parte of 

the manuecript . The ether parte were edited by Mr. H. w. Yarosky. 

The director of the writer'e etudiee, Professer K. B. Callard, 

euggeeted this eubject, eo obviously central in the writer'e intereet that 

it might well have been overlooked by htmeelf. Profeeeor Callard gave aleo 

the writer the benefit of hie criticism, apart from the ueual direction, 
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and permitted hlm to read an unpublished paper of his own. Parte of the 

manuacri pt were read by Profeesor S. J . Frankel, whose remarke contributed 

to the removal of a number of defects . 

Mr . I . D. Pal diecueeed eome pointe and read sections in manuecript, 

and Mr. J . A. Galbraith contributed valuable remarke to the tablee . 

Ths writer himself ie solely responsibls for the delimitation of 

the subject, ite coverage and the arrangement of the materiel, for the 

collection of the information on the Canadien civil service, for 1te 

coordination and evaluation, for all the arguments and opinions not referred 

to sources either by direct note or by general remark . All the interpretation 

of the findings and of their mutuel relations, and all the conclusions~ 

general as well as particular, if not credited t o sources, are hie own, and 

he beare all the responeibility for them as well ae for all the ehortcominge 

and mistakes . 
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CHAPI'ER ONE 

INTRODUCTION 

The word "career" has attained a striking popularity with the 

public personnel administrator on both aidee of the Atlantic . Most 

frequently eeen in recruitment literature, it ie also found quite 

prominently in writinge concerned with different aspects of public 

personnel administration. The concept of "career" has obviously been 

growing in importance, both with the administrator and with the ordinary 

staff member, and both have become increaeingly concerned with it. 

The aime of this enquiry are to study the nature of the 

concept of career, both in theory and practice, as it appliee to the 

Federal civil service of Canada; to investigate ite functione in the 

Federal civil service and ite environment ; to compare it with 1career 1 

as it applies in theory and in practice in the civil services of Great 

Britain and the United States; and finally, to evaluate the development 

and present position of the 1career service' in the civil services of 

theee three countries in the light of their present neede and operative 

trends. 

THE CONCEPI' OF CAREER 

The term "career" has different meaninge in different societies . 

This fact ie naturally more pronounced on the leval of common parlance, 

where its use is markedly connotative, than in the more denotative and 

formel usage as found on a more specialized level . As ueed converse-

tionally on the North-American continent , the meaning of "career" ie 
1 

hardly dietinguishable from the work-hietory of a pereon. 

1 
Sorne writers follow the eame usage cf . e . g . , William H. Form~ and Delbert 
c. Miller . "Occupational Career Pattern-ëë a Sociological Instrument" . 
The American Journal of Sociology v . 54 No . 4 (Jan . 1949)3l7 - 329. 



Such Conversational use may be~ound in the official recruitment literature 

auch as posters and pamphlets. Soma writere, while following the ordinary 

conversational usage, modify it by introducing the factor of euccess in one 1 s 
3 

work in order to make it a career, while others would prefer eeeing in it a 

satisfaction of a naturel need for advancement and achievement in a popularly 
4 

approved way. 

In Great Britain the term popularly implies the idea of a life-time 

pursuit, as suggested by the following quotation ~ 

"As a matter of history, the Civil Service has been built up on 
the idea of life service, with appropriate pensions as an in­
tegral element in its system and ite terme."5 

The foregoing might account partly for the popularity of the 

expression both with the recruiter and the candidate . Vaguely promising 

advancément and success, and not encumbered with strict requirements or 

harsh ~re-conditions, 1career 1 is an ideal recruitment slogan. Such a 

s~ogan is of growing importance to-day, when the need for attracting 

reeponeible administrative officere to the government service is growing 

2 . "These positions are called competitive positions, becauee applicants 
compete for them in civil-service examinations . Taken ~11 together, 
theymake up the competitive, or career, service . " Worki~ for the 
U.S.A. United States Civil Service Commission, Pamphlet No . , June 1955 
(G.P.O.code 16-59579 - 7) . 
cf. also The Government Personnel System, Pamphlet No . 4 in Personnel 

Management Series of the U.S .C.S.C., p.2., for identification of 
1career 1 with non-partisan service. 

3. ~· William Seal Carpenter, The Unfinished Business of Civil Service 
Reform. Princeton, Princeton University Press, 1952. p . 27. 

4. cf . George A. Graham, "Personnel Practices in Business and Governmental 
Organizatione" in Problems of the American Public Service, Monograph 
11 of the Commission of Inquiry on Public Service Personnel, N.Y., 
McGraw-Hill Book Co . , Ltd . , 1935, preface . 

5. Taken from Civil Service Pensions, Outline of Case of Retired Senior 
Officere, Prepared by the Committee of the Firet Division Pensioners' 
Group, July 1953 · London, H.H.Greaves Ltd . -p . 7 par . 19, -the 
quotation represente accurately what is implied by 1career' in Great 
Britain. 



6. 3 
more acute and more difficult to satiefy, 

It ie certainly not this vague and popular idea of 1a career' that the 

immense number of referencee in official personnel literature are concerned 

with. True, eome of the expressions refer to the slogan for recruitment pur-
7 

posee , but the majority pointundoubtedly to eome more elaborate meaning of 

the term . There must be eome aseumption behind an expression auch as 

" This ie a brand-new program deeigned to encourage people of collage 
caliber to set their eights not on just a job, but on a career with 
the Federal Government."8 

The quest for the substance of this concept of "career" unearths two 

levele of meaning, not very distinct, but discernible under cloeer scrutiny. 

The lees pedantic would agree that 

"the career concept impliee a long period of service, with an o~port­
unity for reasonable advancem.ent during that period eo as to make 
full use of the career employee 1 s increased experience and abili ty, "9 

6. Carl Joachim Friedrich, "Reeponeible Government Service under the 
American Constitution" in Problems of the American Public Service, 
Monograph 7 of the Commission of Inquiry on Public Service Personnel, 
(cit. supra.) p . 37-8 . see aleo pp . 8- 15,cf . also Commission on 
Organization of the Executive Branch of the Government 1 Taek Force 
Report on Personnel and Civil Service . Washington, G.P . O . ~ 1955 
p . XXlll, and p , 1..!!.! A very similar si tua ti on on the Canadien 
ecene is eaid to have created similar needs -- see G.A .Blackburn, 
"The Role of the Vocational Guidance Counsellor in Staffing Civil 
Service Establiehements" - a talk given to School Couneellore at 
Ontario Department of Education Guidance Summer Courses, July 19, 1955. 

7. As when Dr . Luther Gulick asked a witness " ••• what do you think • •• 
should be done first in advancing the cause of the merit system, the 
development of career service t' - Commission of Inquiry on Public 
Service Personnel~ Evidence. New York, Whittlesey House, 1935· P• 255, 

8. The Chairman of the U.S.Civil Service Commission, Philip Young, in a 
release to the press announcing the plan for Federal Service Entrance 
Examination, July 14, 1955, for the pepere of July 19, 1955 · 

9 , John w. Macy, Jr . Executive Director, U.S .Civil Service Commission, 
in an Address to the 18th Annuel Conference of the Texas Personnel 
and Management Association, University of Texas, Austin, Tex . September 
1, 1956, p.6 . 
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They would generally agree, further, that career implies a regular 

salary, increasing responsibility, increasing authority and rewards, and 

sorne security of tenure and of retirement, while providing a certain social 

statue or esteem, all with 8 stress on long service following upon an early 
10 

recrui trnent , 

The other level5 that of the stricter meaning, as used by the scholar 

and the leader umong civil service practitioners alike reveals itself beat 

in the light of the purpose the concept le ruade to serve . It is an end 

proclaimed with 8 striking consietency over the widest range of social 

values, mores, and eccnomic interest, by representatives of the most 

various backgrounds and approachee. Ite remarkable similarity le the more 

10. Here agreement is wide enough: As for the American opinion - it is 
represented by~ 
(a) writers, eee ~· Reinhard Bendix, Higher Civil Servants in Amer­
~n Society, 1949. Boulder~ Colorado, University of Colorado Press, 
1949, p.3; 
William c. Beyer3 "Municipal Civil Service in the United States" in 
Problems of the American Public Service (ci t . supra) Monograph No , 8, 
p.l63; 
(b) official bodies auch as ~ -
commission of Enquiry on Public Service Personnel. Better Government 
Personnel. New York, Whittlesey House, 1935, p.3; 
Task Force Report on Federal Personnel, (Appendix A) prep8red for the 
Commission on Organization of the Executive Branch of the Government, 
January 1949, Washington, U.S .G.P.O . 1949, p . 29; 
Second Hoover Commission, ~Force Report, p . XV; 
U.S.Civil Service Commission~ Annuel Reporte f or the yeare 1955 -pp. 
105-6, 1956 - p . l4, 29, and passim. 
The Canadien opinion ie repreeented by D .M. Watters and D .J .s . Gow 1 

"Career Opportunities for Adminietrators in the Civil Service of 
Canada" . Public Personnel Review, v . 17 No . 4 (October,l956), 197 -
203 0 

In the British attitude the eame basic set of factors wae found by 
L.D. vlhite, "The British Civil Service" in Civil Service Abroad g 
Monograph No. 2 of the Commission of Inquiry on Public Service Per­
sonnel, New York and London, McGraw-Hill Book Co . 1935, p . 7 , 
The International Civil Service le represented by the Report on Re­
cruitment Methode and Standards for the Uni ted Nations and the 
Specialized Agencies , ieeued by International Civil Service Advisory 
Board, U.N. 1950, eee esp . p . 6 and p . 21 (p . 21 in particular ident­
ifies "limited periode of service" with "non~career basie" , ) 

This list ie by no meane exhaustive ; rather, it aime at preeenting 
the width of eemi ~popular agreement on the fundamentals of career. 
A full listing would require a bibliographical volume f or itself , 
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algnificant when one considere the profound implications this consensus 

has for the entire realm of our social and individuel values and posaibly 

for the trend of current history, These far-reaching implications can 

only be dealt with briefly, however» and onl~ after a study of the present 

function of the concept of career. 

It is agreed that modern governrnent depends in a decisive wey on the 

civil service, the core of which consiste of a career service or a group of 
11 

career men , This is equally true for international as for national 

admini9trations. Statesman and politicien agree here with practitioner and 

scheler. Presidents of the United States have realized this truth and have 

aeserted it a number of times over the years . President Taft referred to it 
12 

in 1913 J and President Eisenhower wrote to Chairman Philip Young of the 

Civll Service Commission on August 20th, 1957: 

"A strong and competent career ci vil service le the most important 
single factor in achieving a sound and efficient management in 
Governrnent." 

and in the seme letterj where he makes clar the purpose to be served by the 

career service, he wrote: 

"the career civil service that gives full credit to career civil 
servants with the initiative, ab i li!l and courage to solve the 
complex problems of government and rejects those persona who have 
not fully demonstrated their capacity to assume leadership in thelr 
fields of endeavour , wl3 

11. cf . Professer Frank R. Scott ''The World ta Ci vi l Service" International 
ëOnc i l iation, No . 496, Jartuary 1957. 

12. "the Government cannet hope to secure and retain the services of an 
equally intelligent and ambitious class of persona /to that of'many 
business eetabliehments 1 / while the se unfortunate candi tiens exist . " 
/Le . while ''the classified servi ce will not offer a career . ,, "/ 
AïMëëeage of January 9, 1913~ Senate Document 1113, p .238. Quoted 
by Emery E. Cleon and Ross Pollock! "Staffing and Training for 
Administrative Competence in the Federal Service" . Personnel Admin­
istration v . 8 No . 1 (September 1945), 8 - 14 . 

13 . Italics mi ne , The quotations i n t he text were picked at random, as 
representative of a gr eat number . 
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Essentially the seme note wae etruck by Sir George Murray in 1912, when 

he said: 

"Owing ta the nature of work carried on in the public service it is highly 
desirable that men should be encouraged to enter it early and remain in 
it as long as their powers are unimpaired - in short, ta make their career 
in it" . l4 

A number of public bodies arrived at eimilar conclusions. In 1935 Mayor 

Hatten teetified to the seme effect before the Commission of Inquiry on PUblic 

Service Personnel, when he ineisted that the eucceee of democracy depende on a 
15 

career civil service . In 1937 the President 1 e Committee on Administrative 
16 

Management echoed this opinion in its report. The seme etrain was sounded in 

1955· by the Report of the Task Force of the Commiss i on on Organi zation of the 

Executive Branch of the Government in which it wae obeerved that ~ 

14 , Report of Sir George Murray on the Public Service of Canada (1912 ) 
Ottawa, Ki ngs 1 Printere, 1912 . par . 91 . 

15. Better Govt. Pere . Ev . pp . 242 - 250 . 

16 . The Preeident'e Committee on Administrative Management, Report of 
the Commlttee with Studiee of Administrative Management in the Federal 
Government. Washington, U.S . G.P .O. 1937· 

On p . 2. the Committee eaye, as if in a etrange premonition : "Facing 
one of the most troubled periods in the troubled hietory of mankind .• 
we wieh to set our affaire in the very beat possible arder to make 
good our democratie claims . If America faile, the hopee and dreame 
of democracy over all the world go dawn •.. " 

How eimilar wae the exchange referred to in note 15, supra : 

Question (Dr . Gulick): "Do you think tbat this inei etence on profee­
eional people and on the merit system le consistent with our ideae of 
democracy 'tt 

Answer (Hatten) : - "Not only that , but it ie essentiel . After all, 
there are only two phases of government, as I eee it; one le the 
determination of public pol icy, and the other le the execution of 
public policy . If public policy falls (that is, aesuming public 
policy is determined largely in accordance wi th what the people ultlm­
ately want) by reaeon of i mperfect admi nistration, then democracy has 
failed to that extent . " p . 242 . 



"The personnel system as auch doee not place emphaeie on affording in­
centivee for thoee who would devote outstanding talents to a career 
within the civil service, although the Government le dependent upon 
men who will make national administration their life work."l7 

7 

Contemporary practitionere follow suit . Out of a vast number of eimilar 

etatemente, only two utterancee picked at random will euffice to document the 

"~oeemblance . Chairman Philip Young, in hie opening addrese to the Golden 

Annivereary Conference of the Civil Service Aesembly of the United States and 

Canada, eald ~ 

'
1 
••• a need that hae become more and more pressing as our Government Ye 
activitiee have grown ever broader and more complex . This is the 
need for continuity in Government service . The long-range programe 
of modern Government are dependent upon the continuing services of 
trained and experienced career specialiste, not only in technical 
fields but in administration as well . "l8 

And J .w. Macy, Jr . , when on May llth, 1956, speaking to the same body on 

"New Horizons for Federal Personnel Administration" referred to the Federal 

Service Entrance Examination as ~ 

" •• • deeigned to attract highly qualified young men and women with the 
capacity to grow in the service and become the career leaders of the 
future . "19 

This ie not a new trend among practitionere, nor le it reetricted to the 

North American Continent . In the United States the civil servante whoee work 

wae highly epecialized and reeponsible remained at their poste even during the 

height of the period of the epoile system for they could not be dielodged without 

eerioue consequences . This consideration prevailed through a number of changee 
20 

of administration in that very peri od, i . e . 1829-1883 . 

'. 17 . 

18 . 

19. 

20 . 

Second Hoover Commission Taek Force 1 p . 49 . 

Washington, October 8th, 1956 . 

Italics, mine , 

Herbert Kaufman, "The Growth of the Federal Personnel System" in 
The Federal Government Service ~ !te Character, Prestige and 
Problems . The American Assembly, Graduate School of Business, 
Columbia University1 N.Y. , 19549 p . 31. 
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In the British civil service the idee of permanency and life-time commit-

ment and tenure has been well established for a long time . A concise evaluation 

of its validity there in modern conditions reveals three main points . 

a) Cabinet system must rely on the experience accumulated in the permanent 

civil servie' for ite functioning; 

0) Permanency reduces losa of training, and of accumulated skills, thue en-

hancing efficiency; ~nd, 

c) Permanency diminishes Ussemination of confidentiel information, thus 

facilitating the preservation of security and loyalty of Government 
21 

staff . 

In short - the general agreement holde that 

"Public dependance on Government services and our national security 
require that these employees be ueed efficiently and effectively. 
Our national economy requires that they be used with maximum economy. 
Theee requirements make a career staffing concept both necessary and 
inevitable. Yet - auch a concept to be successful requires a great 
deal more than mere job perpetuation."22 

Thue the belief prevaile that government depende for its functioning on an ef-

ficient career service. On the other band the public dependance on government 

le increasing eharply in timea when the economy does not reepond to our exp.ecta-

tions or gets out of band for any resson. 
23 

pound the dependance on career service. 

Such periode and their residue com-

21 . cf. E.N. Gladden, Civil Service or Bureaucracy, London, Staplee Press Ltd . , 
1956, p . 48 . 

' 22 . Administration of the Civil Service System. Report to the Committee on 
Post Office and Civil Service etc . Washingtoni u.s. G.P.O., 1957, p.lO. 
In this the Comm1ttee Staff echo the Special Consultant 1s Report to the 
Committee, p . 23 ~· 

23. See for instance Carl Joachim Friedrich 1s argument in "Reeponsible Govern­
ment Service under the American Constitution". cit. supra, passim. 
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In order to fulfill the numeroue taeks, both implied and explicitly etated 

above, the career service muet obviouely poeeess certain characteristice. But what 

precisely these characterietice ehould be ie a question far more controvereial than 

the question of whether or not a career service ie required; for a general con-

eensue on the latter question hae been shown to exiet. It ie plainly inadequate 
1 

to say "The term career-ad.minietrator and profeesional administrator are ueed in-
---~· 24 

terchéngeably in this Report." This deprivee career of all meaning, making 

every non-political officer and every administrator by occupation a career admin-
25 

letra tor. 

A degree of security of tenure would be widely accepted as a necessary con-

dition of career. 

~Job eecurity is the keystone of any career service~ whether in Government or 
26 

induetry . " said the u.s . Civil Service Commission. 

Almost as widely accepted as 8 cr!ter!on is a condition of continuous 

growth in 8 career, 

"etarting a career in a position of low reeponsibility and in the course 
of it coming to assume large respons!bilities. In one phase it !e a 
ehift from subordination to many people to superordination over many."27 

24. As did the Second Hoover Commission Task Forcej see Report p. 1, n. - !talles 
original. 

25. See H.M. Somers, "Some Observations on Tenure" in The Federal Career Service 
- A look Ahead. Pamphlet No. 8, Society for Personnel Administration. Wash­
ington {1954} PP• 45 - 7~· 

26. Removals of Federal Employees . Fact Sheet No. 9, November 1955 . And compare 
Administration of the Civil Service System p . 27~ "Throughout the histor~ af 
American Government, the use of appointments to administrative poste as patron­
age has been a major barrier to efflciency and competence in the civil servjte 
and to public respect for it. Patronage appointments destroy the fundament­
al incentive to a career . " 

27 0 Talcott Parsons, The Social System, Glencoe, Ill . 
po 242 . 

The Free Press, 1951. 
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This aspect le continuausly mentioned and etreeeed with great persistency in 

the circles of the Civil Service Commission in Ottawa. Almost any reference to 

career, and mare especially to a career in the sicentific servi ces, will evoke a 

mention of development and growth through training and learning in the service . 

This, however, does not neceesarily mean that the service le an organization 

where the management invariably, consciously and purposely provides for the 

training and development of the employee. There is, nevertheless, the feeling 

that the requirements of present day government are eo stringent as to call 

for more than a casuel employment relation, be it even a lang term relation . 

This feeling is well expressed by Rocco C. Sicilliano, who eaid, 

"A career in the Federal Service dooe not consist solely of taking a 
job in the Federal Service and continuing in it until retirement. To 
conetitute a career, there muet be development, advancement, and in­
creased financial reward . There must be a management climate which 
encouragee advancement by holding out rewarde for it. In the final 
analysis employee morale has as its backbone the belief of the employees 
in their future with the organization •• . A career system then must lead 
one forward, muet promise greater challenges, greater responeibilitiee, 
and greater compensation. "28 

The most careful and explicit etetements, evolved in the course of formel 

and elaborate enquiriee into this eubject, reveal a few additional points. The 

President'e Committee on Administrative Management postulated "opportunity for 

advancement on the basie of performance from the lowest to the highest poste 
29 

in the service" - a condition seldom atta inable in its fullest ext ent and thus 

hardly realistic, if exceptions are not ta ken to make ru lee. Dr. \.Jhi t e expected 

a career service to devel~hi~h morale, and professional standards and ethics, 

and to .attai n a high degree of prestige - all aspects of a pronounced profes-
30 

eionalization. Everett Reimer etressed prominently two point s more common in 

28 . Rocco Carmine Sicilliano, (U.S . Assistant Secretary of Labour for Employment 
and Manpower) "Building and Uei ng the Career Team" in The Federal Career 
Service - A Look Ahead, pp . 11 - 14 . Passage quoted - p . 11 . 

29 . loc • ~. p • 118, 

30. See Leonard D. White, Government C ~reer Service . Chicago, Univers i t y of 
Chi cago Press, 1935 . pa ssim, and eepecially pp . 69 and 12. 
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the European and Bri ti eh conception of career than in the American idea. Among 

his four characterietics of career he included: 

"(3) there are clear lines of promotion for thoee who demonetrate their 
ability, and (4) there are planned means for the development of persona! 
ability through training and change of aseignment."31 

In the practice of governments on the North-American Continent, eome sec-

tiens of the government services respond with a sufficient degree of approximation 

to theee stricter requirements to merit recognition as career services. Notably 

the Foreign Service Officers of the United States, and those in the Departmente 

of External Affaire and Trade and Commerce in Canada fall into this category. 

Here is how Professer Herman Miles Somere describes the system in the United 

States~ 

"They understand that a member of such a service accepte the obligations 
of working for the entire organization; that he must serve in the job 
and the place where the organization feels he is most needed; that he 
will be shifted from job to job and place to place so that his breadth 
of experience will insure the permanency of his value irrespective of 
organizational and policy changee; that he will move up the salary ecale 
according to a strictly defined pattern; that he will adopt a rigidly 
non-partisan political attitude ln all his utterances and behaviour; 
that he will deny himeelf seme of the normal civil liberties . In return 
for the sacrifices the individuel makes, and the benefits the Government 
derives from auch a system, the career man is given the guarantee of a 
reaeonably planned career with permanent tenure . The quid pro quo 
elements of service and reward are visible and explainable to all. 8 32 

The above description strikingly fits both the Canadien Foreign Service 
·:n 
JV 

Officer and officers of the Civil Service in Great Britain. 

31 . Everett Reimer ~edern Personnel Management and the Federal Government 
Service" in The Federal Government Service : Its Character, Prestige, 
and Problems. pp. 152 - 179. Quoted from p. l5b . Italics mine . 

32. "Some Observations on Tenure" p . 46. 

33. The Foreign Service Officers in the Department of Trade and Commerce 
of the Federal Government of Canada were included in a case study con­
ducted by the writer in summer 1957, and described in Chapter. VI of. 
this paper . The British Civil Service has been so often and so well 
deecribed, that it might be presumptuous to try to suggest any one source . · 
Perhaps only for the sake of brevity the reader might refer to p. 172 of 
John D. Kingsley 1 s Representative Bureaucracy,Yellow Springs~ Ohio, The 
Antioch Press (1944) , 
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Two additionel points, however, have to be clarly recognized as implicit 

"' in all the preceding considerations , Firet it must be recognized t hat career 

is an orgenizational concept, an institutional concept , Any course of life, 

characteri~ed by advancement, planning~ growing responsibilities and i ncreas-

ing training, may be very succesefUl without a hierarchical or otherwise reg-

~lated system of consecutive levels of statue, but should not be considered a 
34 

career , The other point to note is that regularized advancement is essentiel 

to the notion of career, In order to enable the career man to achieve a 

sense of fulfillment and reward for a lifetime of dedicated work in which 

his freedom is severely restricted in many respects, there must be adequate 

ecope for him to advance withi n the system, He must be able to attain a 

position both reasonably superi or to that of his original point of entry 

into the service and commanding adequate prestige in his customary environ-

ment to give hlm the sense of satisfa~tion. In other words - what is nec -

essary is a point of entry wi thin reaaoneble range from t he mark set for a 
35 

given social stratum. This need has been realized often e nough, if very 

reluctantly, on the American ecene. The attitude taken in Great Brit ain 

hae been lese adverse to the acceptance of this need, There will be ample 

opportunity to observe and diseuse this point in the following chapters , 

Suffice it here to observe merely~ that atta inment to an agr eed l evel is 

essentiel to the consummation of a career, 

The Basic Assumptiona, 

It may be aasumed, therefore ~ that there ia a certain degr ee of agree-

ment upon the inevitability of a permanent career core in the government 

35 · 

cf. R,K. Merton, Socia l Theory a nd Social Structure, towar d the codifi~ 
ë8tion of theory and research. Glencoe, Ill , The Free Press, 1949, 
Chapter Bureaucratie Structure and Peraonality {pp , 151 - 160) , 

See ~, Better Govt , Pers , Ev , p , 202, testimony of R. Eliot Kaplan , 
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services of the present day. It may be fu.rther aesumed_y that the govern~ 

mente of Great Britain, Canada, and the United States of America recognize 

this necessity and attempt to act upon it within the framework of their 

respective institutions, traditions_~~ pol:!.tical and administrative goals and 

general circumstances. It may be aesumed that even in the American system 

with ite relatively large degree of political turnover, the tendency t o 

:roster a stable core of experlenced officers is prompted by a feeling of 

urgency sufficient to influence the very considerations of non-civil serv-

lee po si ti one 3 eu ch as the ones placed in Schedule C _, as reported by the 

Special Consultant to the Committee on Post Office and Civil Service of 
36 

the U.S. Senate . It may be assumed moreover, that "any human being in 

accepting a position, more especially in undertaking a career3 will look 

at the reputation of the organization, public or private _9 as to basi ~ job 
37 

security." 

The Problem. 

Aesuming the truth of all the foregoing, one confronte the inevit-

able question of the relationahip between the quest for career and the 

wider and more fundamental values of present day democratie eocietles . 

Granted that contemporary societies diff'er i n their attitude to moral 

ends 3 one would hardly dispute the wid.e acceptance of the individuel ae 

an end, not a meane » current in much of Western thinking. One would 

agree that individuel freedom of choice and individuel reaponsibility 

for its use are widely recognized social principles . Is there no 

conflict between auch individuel freedom and the concept of career, with 

ite implications of a pre -planned path of development and advancement? 

Is the plan of a certain corps of workers , who submi t to a set of regu-

latione not dissimiler in some respects to an almost monastic order, 

clearly compatible with the ideal of freedom from regulation except in 

emergency? 
36 . Administration of the Civil Serv~Syatem, p . 3b . Title "Exper­

ienced Handa . • 
37' ibid . p ' 54 . 



Furthermore - a career employee has his clear line of promotion set before~ 

hand, the rate of advancement depending not only on his own attainment, but 

equally on the plans of the organization which is a force majeure compared 

with his own will , The organization givee the individuel statue, sets for 

hlm goals and exacts life~long loyalty and devotion in return for rewards 

largely conditioned by ite own fiat 9 auch as rank, remuneration3 benefits 

and privilegee . Only the tangible rewards, auch as ealary, leave and super-

annuation have a more or lese objective value in t:he society at large, and 

sorne of these do not compare toc favourably with the same category of re-

wards available in that society in return f'or other services . Does not 

the modern insistence on career contradict the ambitions of self-made men? 

Is it not in sorne respect a return to feudal concepts of statue .9 of the 

station and ite duties? 

And more particularly, how do the varioue implications of the con-

cept of career square with the popular temperaments and the popular ambi-

tione in the severa! eocieties with which this enquiry is concerned? 

"How can the career system idee with ite tendencies toward the 
development of eelf~governing elite groups closed off from the 
mobility and freer circulation of American society3 be adapted 
to the emphasis which our traditions and our democratie va lues 
place upon a . representative and responsible civil service? 

How can all these competing values be reconciled in a Federal 
Government personnel system which ie adequate for twentieth 
century rea li ties 'f838 

The seme question may be put wi'th equal validity with referenoe to 

the Canadien Federal civil service. Lees pronounced possibly, be cause 

of a leeser degree of social mobility operating there, the eame question 

would be neverthelees far from 1rrelevant to the BritiBh scene. The ac~ 

38. Wallace S . Sayre, Introduction to The Federal Government Serviceg 
Its Characte~etige and Problems (cit . suprâ-y p. 9. 



15 

ceptance in that country of a rigid framework for the civil service, and of 

a more or lees planned and largely cloeed career within it, does not mean 

the renunciation of liberty of movement and work. 
39 

lee authoritiee are aware. 

Of this the Civil Serv-

Can one adequately plan and plot a minutely set line of advancement 

and division of rolee and duties ln such an environment, without an addi -

t i onal tier of dikee and fences designed to isolate a selected, artificiel 

environment? Can career be popular and unreetricted even in Great Britain 

wi th its more rea dy ae~uieecenee in a etratified society? 

However, the dependance of present day society upon government for 

serviceej leadership, policles ~ expertise , protection, and co-ordination 
40 

is an undieputed f act. In a democratie soci ety these ends may probably 

beet be served by a eareer government service, by a bureaucracy ready to 
41 

serve sine ira et studio . MoreoTeri a democratie society owes these 

servants a career tenure, protection and care j for i n their service they 

muet develop ekille and habi te peculiar to the ~ervice which outel de are 

of limited marketable value . 

Theee idea s are not new . In Great Britain they have long received 

general acceptance . The l aet three gener ations in the Uni ted Stat es are 

conecious of theee principlee and the prolonged disputes about their ap-

plication and violation. Even Canada, with her characterietic reluct-

a nce to etate explieitly the principlee that guide her practices, ha s i n 

Sir Stanl ey Leathes "The Qualifi cati ons j Recruitment and Training of 
Public Servante". Public Adminietration, v . 1, (1923) . pp . 343 - 362 . 

40. See Richard M. Paget "Strengthening the Federal Career Executive" 
Public Administration Review v . 17 No . 2 (Spring, 1957 ), pp. 91 - 6. 

41 . Max Weber 'e phrase , eee ~· From Max Weber : Eeeaye in Sociol ogy, 
H.H.Gerth and C. Wright Mille t r an! . New York, Oxf ord University 
Prese, 1946, p . 334 . See aleo c. Wright Mille The Power Elite 
(third printing) . New York, Oxford University Press, 1956 . p .236, 
where Mille aeaerts : .•• • . • the bureaucrat • • • •• "will serve a new 

cont 1d 
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her archives an unequivocal etetement of the necessity of a career service, 
42 

written for her as early as 1912. 

The study of all three countries reveale to the observer an amazing 

variety of attitudes and etages of development . Evaluating theee eyeteme 

not on the basie of principlee profe•aed by them but on the basie of their 

actuel practice, one finde much divereity. It le sometimea difficult to 

detect common patterne in the practioe although there le eo much in common 

in the reepecti ve systeme of principle and belief. 

Slnce thie enquiry ie concerned primarily wi th t.he Federal ci vil 

service of Canada J the writer will treat other eyetems only for purposes of 

comparieon . 

The Federal civil eervice of Canada doee not explicitly profees the 

need of planning careers . The Chairman of her Civil Service Commission, 
43 

C.H. Bland, writing in 1935, did not ehow concern for the neceseity of a 

major reform or even modification of the system as then practieed . He 

went no farther than admitting the de3irab1lity of recruiting "eome candi-

datee of university standard" in arder to widen the field from which to 

make future promotions . This was a typical1y North-American at ti tude; a 

reading of the Evidence before the Commission of Inquiry on Public Service 

Personnel will bring out thie fac·t wi th great clari ty. That eame Evidence 

41. cont 1 d 
poU tical administration and ite policies ae faithfully as he did 
the old . That le the political meaning of genuine bureau~racy . 
For the bureaucrat as auch doee not make policy; he provides in= 
formation relevant to alternative policiee and he carriee out the 
alternative that becomes official111

• See alao hie quotation of 
Finerj ibid. to ~he aame effect, 

42. See n . 14, supra . 

43. C.H. Bland, Public Personnel Administration in Canada, Monograph 3 
of the Commiesion of Inquiry on Public Service Pereonnel . London and 
New York, Whittle1ey Housej McGraw Hill Book Co . , 1935,paesim. 
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provea not only a lack of concern, but eometimee even a positive aversion to 

the idee of planned career. Some witnessee perceived the lesa overt implica-

tione of that idea~ and did not approve of them either. And a number of wit-

neesee realized that the application of theee notionm to the American environ-
44 

ment would call for extensive adaptation . 

Some echolare aesert, however~ that the very function of adminiatration 
45 

and the role of the adminietrator have not yet been recognized in America. 

Thie might be characterietic of the Anglo9Saxon peoples, who do not ae a 

rule think for the •ake of thinking or plan for the distant future. Thie 

hae been their way from time immemorial. 

"True to their genius, both halves of the race (i.e . the Englieh in 
1763 in both hemiepheree) were following their noees, meeting spec­
ifie problems as they aroee 9 not indulging in great sweeps of con­
tinental planning; euch idle dreame could be left to the French, 
who bad failed."46 

Moreover, the early hletory of mettlement in the New World encouraged 

reliance on phyeical proweea, depreciated intangible pureuits and occupa-

tions, and mil!tated againet feudal ideae of tenure and etatus. The in-
47 

fluence of that paet le etill clearly perceptible today. Thie might con-

tribute to the remarkable lack of planning exhibited eo often in the ephere 

of pereonnel management on the North American continent .• where public eervice 

hae "developed without a baeic plan or definition. It hae truly fjuat 
48 

growed 1 . " Even when the avowed purpoee ie declared to be planning for 

~4 . See e .g. teetimony of Harry B , Mitchell (Preeident, U .s .Civil 
Service Comrnieeion) p . 6 . 

45. See for inetance L.D. White 1 e Government Career Service, p . 19. 

46. Arthur R. M. Lower: Colony to Nation, a Hietory of Canada, 5th 
printing. London, Longmane, Green & Co . 1953, p . 127 . 

47. cf . John D. Millet ~ Management in the Public Service, the Quest 
for Effective. Performance . New York~ McGraw-Hill Book Co . , 1954, 
pp. 277 - 78. 

48. Administrat:!Gn of the Civil Service System, p . 23 . 



the future neede of the civil eervice, this planning takee the form of an 

engineering approach to probleme of bulk and maee, rather than the form of 

charting the development of humane and providing them with an environment 
49 

and facilitiee conducive to a lifetime of harmonioue and fruitful work. 

The situation ie curious indeed. The lack of planning, the aver-

elon to planning in a field where the need of it hae been repeatedly ae-

eerted ie puzzling . The more etriking ie it 3 when thie inertie is com-

pared with the general boldneee, the lack of inhibitions and the great 

originality and courage dieplayed in other fields of endeavour in North 

America . This neglect of euch an obvioue need in organization by a 

people known for their bold ingenuity and organizational ekill ie 

surely worth examining . 

Nor can one claim that preoccupation with materiel taeke diverted 

the attention from the human eubject. True 3 the activitiee of pioneer-

ing daye were directed outward, away from the eelf, leaving little time 

end attention for oneeelf. But today the North~American la aware of be-

18 

50 
lng an organization man, and he accepte the fact and eome of !te implications. 

49. See for instance U.S . Civil Service Commieeion Departmental 
Circuler No. 808 (with ite appendices) July 12~ 1955. Thie 
ie the "Announcement of the Federal Service Entrance Examinatlon. ü 

The F.S .E .E. ie by far one ë'f"thê most 11uccee•ful planning a:r=-­
tempte of the u.s .c.s.c . 
Thie ei tuatlon is by no meane univereal. It dces not repreeent 
eome camee of departmenta1 t:::laaeee and eeiTicee, where the hwnan 
aspect may be very prominent and the planning very much aware of 
the neede and welfare ~ ae we:l ae of the poeeibilltiee and prom­
ises of i.te human objecte. Ae a general etetement, however, 
concerned wi th the general service claeeee i t repreeente very 
accurately both the situation in the United Statee and in Canada. 

50. William H. Whyte ~ The Organ1.zation Men, 4t.h printing. New York, 
Simon and Schueter ~ 1956 . 
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Ineofar ae he doee not accept the eituation9 he eeeme to feel a need for 

more attention to the individual 3 for more planning of individuel develop-

ment and etatue ... not for leee. 

With no greater euccees can one eeriouely defend or explain away the 

neglect of euch a need on the grounde that planning a• euch containa inher-

t:nt evile. The attempt to equate individuel freedom with the abeence of 

planning ie certainly uneatlsfac tory and out of date. Two recognized 

facte expoee the anachroniem of auch an approach: 

Firet - the growing interdependence of all factors, human and non-humBn, in 

contemporary eociety with ite increaeingly complex etructure . 

Second ~ the inherent trend towards more explicit regulation and organiza-

tion, the ineecapable neceeeity of more complete and more streamlined plan-

ning, which the human mind eeeme to generate and develop. 

Thie ineecapable planning proceee eeeme to engulf lately the human 
51 

individuel himself. The proceee may be accelerated by the preeeure of 

the increaeing complexity of modern eocial relatione ~ iteelf a probable 

product of the nece••ity cf planning. 

Theee latter wide im.plicatione _.. however s- muet be left out of the 

prel!lent etudy. They do not be long ·co 1 te field proper, which 1e con-

fined to the narrower limite eet. for i t wi thin the aMumption thet 

~Today - many would eay unfortunately - the nation~ e choice ia 
not between bureaucracy and no bureauoracy~ 1t is between 
bureaucracy by deBign and bureaucracy by default; the bureau= 
cracy of efficiency and the bureaucracy of incompetence. The 
former hae ite dangere and neede careful eafeguarde; the latter 
epelle inevitable dieaeter.w52 

51 . Thie le one of the burdene of Roderick Seidenberg'e Poethietoric 
Man, an enquiry. Boeton, Beacon Preee~ (1957). (A reprint of 
University of North Caroli!la Preee edition of 1950. ) 

52. Gladden, ~· clt. p . 195. 



Within theee limite the etudy will attempt an evaluation of the 

adequacy of the principlee and practicee adopted in the Federal civil 

eervice of Canada in terms of the goale profeB8ed3 and the neede re-

cognized., by i ts central personnel agency. If poseible, an attempt 

will be made at tracing the cauees of theee practices, and at etudy-

ing their underlying beliefe . 

THE THESIS. 

:!:t 1e eubmltted~ that in the Federal civil eervice of Canada, 
53 

a career eervice in the etrict senile doee not exht in the general 

claeeee or functional linee . In thie reepect the Federal civil 

eervice of Canada h eimilar to that of the United Statee . Both North 

American countriee differ, however, in thie ephere from Great Britain . 

The American countriee are engaged in an attempt to build a general 

career eervice . In Canada ~ ae in the United States, thie career 

eervice ie not yet developed . Thie state of partial development 

le due to a number of reaeone: 

I . In the eoci ety at large : 

a) Unwillingnei!IB to accept the full extent of the idea of 

career service w1th all ite implicatione; 

b) Hostili ty encountered by the recurrent partial and 

fragmentary attempte to put the principle into practice. 

II. Within the civil service: 

c) Inertie of the main body of the eervicej which le the 

environment in whlch the career groupe have to be planted 

and whi ch movee by i te own momentum~ carrying the career 

groupe along . 

53 , For "career in the etrict eenee" eee the formulations given by 
Better Govt . Pere . p. 3, and by Wattere and Gow - both eourcem 
cited eupra, n . 10. See al•o the additional point e developed 
llllllh•l'lln~'<l' in +l-.a. + ... ~+ 
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III o ':fi thin. ~~_E.OUps ~ 

d) Contr!idiction inherent in project~ tha-t:; fai.led to develop their 

underlying concept to i te ft;.ll extent~ but which have tried 

inetead to gra:ft the parte ad.opted onto a fore 1.gn etock. 

It h :further eubmitted that in eome of the more or lees independent, 

:;.sohted and well defined eectors of the civll eervice .9 in the ~;dminietra­

tiona of eome of -che departmente ., t.here exiet eecluded elements where the 

idee of career hae been fully aGcepted and developed. In these ~ectorl! 

the ful..1 benefits of a career service are being derived. 

The trend of evente and the direc:t1 on of t.hc.ught eeem to i ndice t e 

that. the l!lectore of governmental eervice where the idee of career hae 

not yet matured will have to follow ~mit ~ albe1t at a gradua} rtlther 

than a sudden pace, and wi th inevitable modifications o The fac t. t.hat 

the idea and practice of career haa alre&dy penetrated some aect or-s 

indicatell the poeeibili ty of i te u.l..timate adaptation to ether eector~ 

of the eervice. 

21 
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CHAPI'ER 'IWO 

RECRUITMENT 

RElATION OF RECRUITMENT TO CAREER 

The principlea of recrtï.itment; as well as its techniques 9 deserve 

a very careful consideration. It ie through the techniques ef recrui tment 

that the candidate is selected for the :::iv:i 1 service., and the set of' principles 

1 
which govern this recruitment largely determinee the complexion of a service. 

Recru! tment for a caraer service mus-':; at tract t.he candidate '"ho can 

make the service his career. ThLs entails the inclination ';;o a prolonged 

service J w1.th the capaci ty of attainm.ent to a progressively higher qua li ty 

of service. 
t~tThe objective is to assure a reguler intake of 
talented young peopie who have the capacity to 
become the top executl ves and 9pecialiets of -the 
future. The flow of auch people into the Federal 
service ehould be ma1nta1ned whether the Government 
is ex:panding or centract1ng." 2 

This stuteaent muy be aaeumad to express with equtil fidel1ty the 

attitude of the Civil Service Comm.1es1on of c~nadti or of any other 

mGdern personnel a geney. Lese ready t_n the recogn1 ti on that euch recrui tment 

depende not only on the ava1lab1lity of euitable caudidatee and on the 

environment., 1te beliefe and Yalues. Wlthout a general acceptance of 

life =time commitment~ no techniques of recruitment and no principles of 

1. A truiern widely recognized.ll e .g . C. ·w. Mille counte '1the 
crlteria of admission" in "the most important set of facts 
about a circle of men .. . . . • if theee are eimilar within a 
circle, then they will t.end ae personali tiee to become eimilar. 11 

The Power Elite..:.. p. 28.15 aleo cf, Bet t.er Govt. Pere. p. 25. 

2 . U .s .C .S .c. Annual. Report for t.he year 1956 2 p . 12. 



staffing cen produce a cereer service. 3 

Aeeuming thet the necessary atmoephere ie present, proper selection 

may produce the men end women who will setisfy the obvioue requirements in regard 

to: (1) Physicel qu~lificetione, {2) Charecter traits, and (3) Intellectuel 

equipment. 

The physical demande are ~relative youth, end~ good heelth. 

The character traits one would look for are: 

a Adaptebility to the structure of the orgenizetion, to ite linas 

end mannar of functioning end edvencement; 

b Cepecity end willingness to identify oneeelf with the orgenizetion~ 

end with its immediate goals end long term objectivee; 

c Stebili ty of morel principlee~ reliebility of a general nature~ 

will power end conetancy. 

Intellectuel equipment would have to include: 

a Cepability of acquiring the adequate education and training~ 

and of applying such; 

b Cepabili -cy- of ecqu1.ring the necessery experience and profi ting 

by it; 

c Capebility of exercieing judgment adequate to the expected 

levele of reeponsi.bility. 

Thus endowed, prospective employees must be induced to enter the Government 

service. The verioue benefits offered ee inducemente cannet be fully 

diecuseed here for they pese imperceptibly into the field 0f incentivee 

end rewarde in service. 

3· "Recruitment can 1t be turned off and on like a weter tep. Our 
cultural and political hietory is euch that acceptance of the 
idee of committing one 1e life to long term government service comes 
s1owly. 11 Joint ·Committee of Expert Examinera for the Junior Manage­
ment Assistent, Annuel Report end Recommandation of the Chairman, 
1953-1954. Raymond L. Randa11., Federal Ci vil Defense Organization, 
Chainnen~ Ju1y 1, 1954. mimee. p. 4. 
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As auch they must be left for the discussion in Chapter Four. 

The etetement of their nature may be introduced here, although there ie no 

general agreement as to their order of precedence. To the wri ter they eeem 

to merit the following ranking in order of importance. 

1) Securi ty of tenure ; 2) Adequate remuneration; 3) Intereeting work; 

4) Recognition and Pres tise; 5) Advancement; 6) Other numerous fringe 

benef'i te. 4 

There is a general recognition of the importance of the pr1nciples 

and practices of recruitment for the character of the service. The attention 

paid to this iesue in Great Britain le evident to the reader of any of the 

documente on the subject. 5 On the North~American Continent this concern 

produced a flood of diecueeion and opinion, 6 which reveal beth the different 

4. 

5. 

6. 

Although highly controvereial jl and ranked in the most divergent erder 
by different autnorities, theee inducemente are in general agreed en 
ih eeeence. The eecial valuee and attitude =patterne influence, of 
couree, their relative importance in different environmente, ee do 
individuel differences of temperament and 1ncl1natien. But theee 
factors influence ecjliÀô.l.ly thti at t i t ude t• a career c•ncept as 
interpreted in Lhe preBent et udy9 and the .writer believee that ïery 
marked d:l'fferencee in t he r ank.ing of the ind'..l :3~me n-'.;~ a l ght l::e 
o.ccep~ed t o $er . e as an. i ndex of' the acceptance nf the. t; c.;.mcept. 
A fuller diecueeion of the relative importance of the incentiveL'!I-
and i nducemente =may be def erred te Chapter Feur. The erder propeeed 
here, hewever ~ L'!lhould net be taken too dcgmaticelly el ther ae equally 
valid i n different en71renmente 3 or ae repr $eentat1ve of '7ar ioue 
eervices or occupatien~ ~ for wha t attracte, eey

9 
an ~dminetretor mey 

be i ndifferent to a ecienti et end vice ~verL'!Ia. 

See the moL'!It recent and comprhenelve Re ert of the Ro 1 Commieei n 
on the Civil Service, 1953 ~55, Cmd. 9bl3, with ite n~erQue eppe~ cee 
and full verbatim evidence. 

As a re pre eentat;i ve of the wri te re - eee J. D. Millet, Management 
in the Public Service, the Queet fer Effective Performance. New York, 
McGraw=Hlll Book Ce. 19543 pp. 292-7. 

F~r public bedlèe eee i Bet. ~ev-t . Pere, - 19.3?. Prel!!ident' 8 c~. on 
Adm. Management. 1937. Beth Jiret and Second Hoover Cemmiel!!iene 
(~949 and 1955~ reepectively). Adminietretion of the Civil Service 
uyetem = 1957 . (cent'd) 



theoretical approaches to the matter and the various propoeals for 

action.P as well as the solutions attempted. 

THJ!X)!Wl'ICAL PREMISES OF RIDRUITMENT 
TO THE FEDERAL CIVIL SERVICE OF CANADA. 

The observer of the civil service of Canada has the impression 

that the service ie administered according to a number of guidelines 

tacitly accepted and followed, without much attempt to ecrutinize them 

and volee any express opinion about the ir scundness. Therefore the 

conventions and customs of the service are only scantly available in 
1 \ 

explici tly Canadien term9 3 although they may be fcmnd in wri tings 

originating elsewhere. 

The recorded sources may be divided into two classes, viz: 

Formulations not adopted~ and Formulaticns adopted as guidelinee~ or 

originating in practice. 

Foremost among the first category are some parts of the Report 

by Sir George Murray, such aa the following quotation: 

" •••..•• if the service is to be regarded as a permanent career 
to which a man is to devote his active llfe~ it becomes 
necessary to form a judgœent not only on his capacity for the 
work which will fall. to hlm im.~ediately on appointment, but on 
his capacity some twenty or thirty years later for the higher 
duties which he may then be requi red to perf'orm. le 7 

The Report included a f'ew pe:ri:.lnent words on inducem.ents assuming - as his 

British background prompted Sir George to do ~ that the principle of 

6. ~ cont'd 
'!'he authorities are beat represented by Career Staffing ••••••• 
A Method ef Manpower Planning~ u.s.c.s.c. Personnel Management 
Series Ne. 10~ October1 1956j and ~ecutive and Pr•feeei•nal 
Develepm.ent~ Ci~ril Service Commission of Canada, (1957). 

7. Paragraph 55. 
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recruting career servants is recognized as valid. Among these 
/\ 

inducements one finds: ( 1) High Standards of competitive examination 

in order "to induce young men to look on it (i.e. the service) as an 

honourable career in which they Ill8Y apend their lives» 11 8 and (2) certainty 

of advancement dependent only on ability and industry . 9 

The next formulation in chro~ological arder is the impleœented 
10 

Report of Transmission by Arthur Young. Its adoption in 1919 marked 

a decisive step in the determination of the future development of the civil 

s~rvice, for the beque at of Arthur Young & Co. proved to be penn.anent and 

tenaclous _, the more so since J-i; a:t'flrmed for the Canadien civil service the 

validi ty and necessi ty of principles which ruled the system of the United 

Statess both in government and many large non=governmental organizations. 

Moreover, once the personnel sys~em of the government adopted these principles 

and be gan following them as an exp li cH:. rule :J they be came ingrained, and 

the momentum gathered in daily operation proved etrong enough to carry along 

lat~er additions, which were originally conceived on different linas and 

meant to follow ether principles. Such additions were e.g. the Junior 

Administratlve Office:r· and its sequ . .;,:( Adminlatrat.ive clasaes 3 the details 

of which will be explained and diecussed later. The relevant recommandations 

of that Report were at> fc:.l.lc·WE~ . 

'Ihe Applicant for entry shcmld be sehh.~ted en ·:.he basie of three criteria, 

viz: 1) Suïtability of character ~ proved by the record of his paet activities 

and by references; 

8. Paragraph 59. 

9. Par. 60 oo This appears to be meant as exclusion of chance and ether 
uncontrollable factors ~ auch as euccess in competitions. 

10. Report of Tranam~ssion~ to acco~any the glasaiJ:i~a~on of the Ci~~~ 
Service of Canada , De.;:.cr-i':iug ~-.::-~~) S.Jhedule:~ et c. Artnur Young & Co. , 
Chicago~ Toronto» New York_, Ottawa, King9a Pri.nter, 1919. 
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2) Education and experience ~ proved by etetements and certificatee 

verified or investigated and contirmed as tQ reliability; 

and 3) Ability to perform the actual duties of the position to which 

admission le eought - this ability to be proved in a test. This 

last point may include proof of any knowledge~ proficiency~ health-

conditions or pereonol characteristica. 

E:xaminations should not be general9 neither academie ~ nor qualifying or 

pre limi nary. 

given class. 

They ehould test in a direct{!) way the qualifications for a 

11 

Thue, through the implementation of the Report, the decision hae been 

made not to test "capacity sorne twenty or thirty years later". This decision, 

however, hae also had the effect of seeking not the administrator of some t wenty 

years later, but of concentrating on filling vacancies as they Qccur ~ on a short 

term basie.~> not on a plan for the distant future. The implications for a life ~ 

time career are evident. 

Theoretical premiees 9 however influential as' factors moulding the 

developmentsjl ·cannet check the emergence of new neede brought about by develop-

mente in the society. Such were (1) the necessity of employing non=specialistjl 

general administratorsJ and {2) the need of establishing a long term career 

relationship between even new classes of' employees and t he government. The 

causes of' these emerging trends were mentioned in Chapter One. It is propoeed 

here to diseuse the practices of recruitment in their relation t o career service. 

The conflict between the principlee and new needs ~ as well as the affects of 

contending factors within each sphere ; ehould become evident in that discussion. 

Im;RUITMENT PRACTICE3 IN 'mE FEDERAL CIVIL SERVICE OF CP..NADA. 

General. 

Recru! tment into the Federal civil se!'Vice of Canada is characterized 

11. ibid. p. 41. 
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bY three features, noticeuble thr0ugheut its f:l.eld and which condition the 

thinking of the pra.ct,itioner. First ie the practice of recrui ting for an 

ind1vidual position or a number of 1dent1cal individual positions. Some 

observera attribute this to the American egalitarian tradition, 12 whose basic 

tenet is believed to be equaUty of opportunity. This means avoidance of 

preferences,p which, ~.f practiced at po:!'.nte of admission to a group, result in 

restricting entry. Such restrictions are felt to be unfair according t.o the 

egalitarians, even if they amount only to giving preference to an employee in line 

for promotion as against an outside candidate - a newcomer. The principles of 

recruitment championed by the Report of Transmission reinforced that general 

stand, as lt has been related above. The r e t:rtù t :L6 a conception of fairness 

whlch consiste in throwing each vacancy open to competition, and recruiting into 

a particular post rather than into a line of advancement. The se principles are 

generally followed to the present da7 and indeed they condition much of thecharacter 

of the contemporary service. The deviations = and exceptions from them3 are few 

and relatively recent = and ~herefore not at all well rooted ~s yet. These few 

exceptions are found only ln the Junior Administrative Officer Clasa and in a 

number of departmental lines of ser~ice s auch as the Foreign Service Officers ~ 

or Northern Affaira or Forestry Officers. 
\ . 

The second characteriat.k le :!.n some reepec.ts a deY~ratiYe of the first. 

No poaition,ll on any levels ls exemptei from direct outaide rec:ruitment in a case 

when there seecns to be no conveniant r: ~ld of candldatee in the servi~e, which 

would warrant an interna! promotion~Jompetition. Thue any vacancy, at any level3 

13 
may be occasionally filled by a direct external recruit . 

12. R. N. Spann,llrrCivil Servants in Washingt.on.lJ Political StUdies, V. 1 
No. 2 & 3 (June and Octobers 1953). see par t 1. 

13. Very often the recrui t through auch open compati ti on i s an established 
civil ser\·ant who wins 1t and obtaina the a:ppointment. Such an 
appointment would be termedJ post facto .:- a promot~.on . See Civil Service 
Regulations, s. 61. 
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The third chara0teristic consiste cf the atsclute 3 continuous and 
.14 

per-manent preference accorded veterans in all appointments cth'9r than promotions. 

A claim of a veteran is second only to that of a laid-off employee eligible 

for reinstavement. 

These characteristics have important imp:.b atlons for the developme:"lt 

of a career service. The first ... if t9.ken literally 3 would be eufficient ln 

itself to prevent the cre9.tion of any career service , for .ll carTied to its logical 

conclusion~it admite a car:didate i;o the positi on for which he has specifically 

qualified.9 without an attempt to :!.nvestigate the total extent of hia qual1f-

ications, and without giving hinl. any rights to positions for whlch he has not 

been tested. In factj thie approach createe organizations of unintegrated 

po:::.nte of a~t.iv:lty (.athe poeltions)y where cer tain ac tions are performed. 

:.Vhile tl:e me te rial worked on, whatever 1 t ra.:lght be 3 may be moved from one of 

these :poin"s te ano 1_h_,r "lnd receive in e:~.ch the treatment proper to the position, 

there i3 no o~her colli~ect ion between the points than (1) the fact that each is 

individually eubjected t.o the ultilBBte management = t hrough ite r~epective 

eupervisors-~' and (2) the acci der:t.al relations eraerging out of the chance 

14. Civil Service Act 9 s. 28. ~ Veterans of world War 1 or dieabled 
veterans wi th c ompensable disaèJli ty J> or the wi ves of totally disa bled, 
as well as their widows and orphaned dependant s i are placed at the 
head of any eligible list for which they have qualified; veterans not 
in receipt of disability peneiona j) and widow·e of veterans are placed 
second if qualified.> and all the other tJompetitors whc qualify ~ thl rd. 
Each sector is arranged in a separate orde:r of me:rit. The preference 
is given the veteran repeatedlyj) and age l~it3 are removed upon a 
certification 'by the Ci vil Service Commiasi on that the veteran is 
capable of fulfilling 7-he dutiee of the pœsition eeught and probably will 
be so capable for a reaeonable period of time (s.29). Thue the 
preference ie abaolute upon a pese mark. continueue ~ for a veteran 
employee may exerciee hie righte even ~hen employed in the civil eervice 3 

whenever he participatee in a competit l.on» and permanent = fer no-thing 
short of clear disability due to ag~ may depri ve h i m ef h i s pri vilege 
which may be i nV6ked repeatedly and a t ar~ time. 
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sequences in which the materiel happened to move through the organizatien 

from post to p0et. l5 In auch organizations any poet ie filled by 

recruitmentJ and the incumbent ie in a position equal to an outsider with 

whcm he muet competeJ when he triee to o'btain another positien. The essentiel 

aspecte of career3 auch as regularized progrees and develepment 3 and prcmetion 

to higher poste with the eeteem attached tc auch pr~otion - are absent from 

this kind of organization. EXentual movemente upwerd are all the incumbents 9 --
own ventures ln repeated new starte. 

In this respect the system prevailing in Canada le similar to that of 

the United States. Conscioue of the limitations imposed by their respective 

systems, and of the handicaps these systems present 3 both governmente peint 

out the great number of opportunUies for advencement present in their 

organizathms. But the use of the term io~pQrtunity 1 is eignificat. -- The 

term le pre ci se and very approprie te. The system may effer oppertuni ti es, 

which the incumbent might be able te utilize 3 but the organization dees not 

assume the initiative and respensibility fer edYancement of ite employees. 

All that le really promised le that in the event of vacancies incumbente on 

lewer leve le wh• can prove "the qualifications may be given prieri ty over 

outsiders in filling ·;hem. There are interrml prom~tion competitione 9 open only 
·"· 

to membere of the st~ff. Theee ar e arranged when believed advisable 3 due to 

availability of internal cand.i.dates. 

-----~-------~--~-~-._. • ...__. . ... ..... ,.. ,_.. _,.,.~ -~~_.., ........_ .. . .. . .<( .. (, ... C-< ~ ..._...__ ~---4 .... ....... . ~ · 

15. 1hie ie a h~ghly echematic and overeimplified analysis 3 for each 
materiel proceesed in an orgenization must impose on it a certain 
sequence of operations in response to the neceeeities or convenience 
of the work=process. Bu.t 1 t is concei va ble that. a variety of materiels 
processed would force the organization to re -arrange ite work-sequence 
and ite luy=out 3 as it is indeed the daily experience in any 
organization. The difference is rather one of attitude, and it is 
essentially ideritical with the distinction between a 9 job-tenure' 
system and a 9 career~tenure 9 one 8 in the language of the u.s.c.s.c. J 
( see e . g. Career Staff~_t1B referr~d to in n. 6. ) . 
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There is.9 howsver, a eignif:.cat difference between the two North 

American systeme, in th~ir treatment of auch future advancement. In Canada 

any advancement ie terrned a promotivn3 even i:f i ~. be the re ault of a auc:.:::ees 

in open competition without the ben~fb of any privileges. 16 The Civil Service 

Act, 1952_. directe lndeed that "vacar..cies ehall be filled3 as far as ie 

consistent wi~h the beat intereete of the Civil Service, by promotion" 

(a .~9 (1) ) • In the Uni.t.ed States .~> however.9 advancement of employees th.rough 

open competition ie not regarded ae promotion by civil service personnel 

authorities who do not claim credit for such advan0ement , albeit in i mplicit 

form. In the ettempt to provide advice and assistance to employees intereeted 

in developing themeelves for promotion both governmente profees equal 

eolic1tude. l7 

The second of the clillracteristi ce described above mus t inevitably 

diminish the effectiveneee of the reference to ~:-he available opportunitiee, 

for it detracta from their ultlm!lte nUXI\ber and the probabilgy of their 

attainment. The sit.uation would be quUe different if there was an et'!tabliehed 

principle of rec:ruitment t.o -che :owest ·point cf admi:3sion in each line cf wo!"kJ) 

as it is more or lese the :practioe in ·3-reat Brlta~.n. Such practice makee the 

incumbents feel that the group ct" employees is the reser<roir of the future 

higher poste, and that diligence and real meri t car..not fa il to bring advancement. 

This i s -l;;he main spur of a career sel'\"ice. 

16. Civil Service Regulatione .9 1954 s.6L 

17. Further diseuse ion of this point nust 'be deferred to Chapter Three: 
Structure and Promotion. 
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..:..:1 a Boheme of car, er sel'''.rice any disrurt.i Ye fac tcrs are partic.ularly 

noticeable and hamf'ul. One of these ~ and t.he most prominent in -che services 

of èoth Canada and th~ United Statea 3 ie veterans g preference. 

Its resulte are not favourable to the development of a .Jareer :.: orps. 

There are the standard criticisme of ·t..his pra-:::t.ice .? such as the argument that 

this preference progre:L:3lvely de bars women from the service; that 1 t lowers the 

standard by admitt.ing veterans who have ecored iower in the competition than 

non=veterans .9 thus in effect. aubverting the rner·it sys'tem; and that. :1.t fille 

the service with older and lees adaptable materlal. A far more s1gnificat 
/l 

criticism œey ~e mBde » how..,Yer 9 œmely "t.hat !.t encoï.4ragee the Yeteran to look 

at the service a~ a refuge in ::aee of failu .. '·: in ether linee of worka and that 

it diacourages non=Ve'terans.~ ... >~o might aspire to a career service. These latter 

see their prospects in servLe disr..;pted by an a,_;.:::!.derJ;al fac'torjj uncalc·.:~.latle 

and :1ot subject to control by m:•derly and suetai.ned effort . The eignlfican~e 

liee in the ft.ct t.hat order.Ly and sust.al::led effort is the slmoat single method 

by which the ·:.' ivil eet•vant .zan show h1.5 merit» and "by which he may legitimately 

stri ve to advan0e, It is 3 mc.•T30'Iier J the ma·i;b.oà mvst congenial wi th nis 

circumstances, his skills and d.utles. In this reapec·: the system l.n the United 

States may be .sligh~ly less harrnful T.·han the G"'lnadian, for ît worka by 

a ~ ·, ompensablF.: disabilby ' of ten per .Je:at o:r. more ., whc are given first priority 

upen a paaa if:. e:xamination. In both North"·American count:ries ~,;he issue of 

veterane 9 preference la a very sensitive one .o tcu.ching off strong .9motlons. 18 

18. Two interesting faots might ba ment:l.oned as illustrations . ( 1) The 
propoeala of t he Task Force •::.n Personnel and. Ci vil Serv lee of the Second 
Hoover Commission were not included ln the ultima~.e Report. see Tesk . 
~e Re1cL t pp, ll,!k.ll5. ( 2) An atterap~ by the Canadien Legion3 ï6te 
in 1'9499 to have veterans exempted frcm any age limita on appointment,.. 
put the Ci vil Ser ·1oe Comrnissioners under a great. e·\1·a ::tn,;1 l n ap~t.e of the 
admission by the Legion i "t,oelf tha·t 1 t wculd be undesirable to fill all 
juni.or vacancies wi th ag.: ;:1g , ,;;, L.'JY8.:1.:i o 
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The situation is quite different in Great Britain~ where the division into 

veterans and non=·;eterans is lese sharp end lees meaningf'ul .9 and coneequently 

the preference -t:ook the form not of an indlY1d.u9.l p.ri •r!.lege 3 but of a general 

19 
allotment in the reconstruction compati ti ons. The implications for the 

composition of the British career ser-dce ar9 ,p therefore., of a different order . 

They involve not a depression of standards of qualification and performance 3 

but. a modifictnion of the techniq'v ' ~ of selection .::el:;·;ù~•z:lcl ':o compeneate for 

dissimilarity of experience = a factor not necessarily decisive as determinant 

sf standards of attainment and capabilities. 

A number ef min•r pointe shCi)uld ba mentiened here. One is the recent 

removal of ·t;ht:; œarriage bar en app(lintm.ent and retention. Ths CaMdia!l civil 

service followed the exemple of Great Bri tain and the U .S.A. onJ.y in Novembor, 

1955, and si nee tha t date marriage does not necesearily pre elude the career of 

a WQBan in the civil service . 20 

An~ther cb!iracterietic fee. ture i .. ! the ·~cntLw.ous a":-t >jilpt to s~lYe 

shortages in soma categories or recruits through .manipulatlone of initial salary. 

The ehs:rtages are caused by a nun: :Jer of factors :> among which the rapidly 

expanding econcay of the country takee a prominent place . It causee a grave la-~k 

of engineers, phy31cal sc :!.ent1ets 3 some oler!.cal employees and others. In a 

semi~inflationa·ry ec(lnomy w-ith condi tions approach:!.ng :f'tül employment, the Civil 

Service Coomissien feele that the service la at a d:i.aadvantage not be ing able to 

stand 1 te grou nd in com.peti ti on wi th the financial a't;tracti •ns offered elsewhere. 

19. Civil Service Nat i onal Whitley Ceuncil, Recruitment to Eatabliehed 
Poste i~ the Civil Service during the Reconstruction Peried. 
s t at;eaent ef Goverment Polie y and C .S .N .w.c. Repert. Cild. 6567, 1944. 

20. Ch·11 Service Cormlssiam of Canada.P ~nnual Rep•rt for the year 1955.jl 
p. 9· 
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This is a real problem in a soc iet.y where life - time ceiDIJ.i tment is rare and 

a job in the civil service is one of a numl·e:r· of positions Qne occupies in 

onEJ 1 s working life. In such c i rcumstances the irmediate salary i s far ra.ore 

imp~rtant;? . than the more rea.ote prospect of the attainment to the upper rates i n 
( : 

the category to which one seeks admission. This is enhanced by the frequency 

of -:aees.ll where the prospecta of the future l i e in a direction other than the 

upper rates of salary i n one 9 s 1.nltial categor y cf ellployment .v even if ene 

remains in the c ivil service for a prolonged time. In addition it should be 

considered that many c lasese have only a ahert range ef pay-ratse . 

The recrui ting agend.os = the Civil Service Oezm.ission and the 

Departllental Personnel Officers = are urging a constant watch intended to keep 

up wi th the v going rate c in the various categorles of employrumt.. The reeult 

ie a very frequent 9 sometira.e9 ra.ore than once in a sir..gl~ year, revi slon of 

entra nee ratee . When coupled wi th a siraultaneous adjuatment all alsng t he l i r..e .? 

auch changes cause only a c ontinuous flew .9 w! t h a gr eat load of pa:per work and 

little s t ability. Bu.t wh.;,never s:;..j h adj ustwmt la de layed even for a short while 

and for any r e aaon .. i t may happ.:m ~.hat t he naw ~n·t;rant 19 paid more than his 

seni or colleagtH'J .• a n d t he reau: .·ta :r'. bit tornees re.y c:a u s e c ons i derable damage t o 

the service, particular ly i n I!.o:rale and devot1 Gn. 21 

More ove r 9 in ca se s of :.lhortage th·~ Treasury Board M Y be persuaded to 

exempt a class from t he prtt;; ie lene~ • f se c t i • n l 2 •f t he Civil Se:rvice Act. t • 

the ee.me precautiens ar e necessar y aa ir~ tb~ 0aee •f a ealar y I'-!Vieien, and 

indeed the danger ef i nju.atioe ~.9 gr.'eat.ar,. 

21. cf Reyal Ceœt! asien • n t he Ad.Ili.ni:S·'-.rattv~ Cla~s:i.fica~;ien i n t.'Ce 
PUblic Sen1ce"' Rep•G 19~. Ottawa,~~ King~s Pr:i nt.er~ 1~6. p. 15. 



The s1tuatieon in cl aesas .v hit.. by <:i:"::otage wi,ich brought about t.he 

expediE>nts deec:ribed9 is Ll«"t peculiar t o Can~da al•ne 9 '-!or are t,he soluti ons 

applled to it. In the United States rec:ruitm.ent at a rate abeve the miniDUII 

in cases ef ehertage wae appreved by the Cengrese and put inte effect on 

September 19 1954, 22 The eituatien in Grea~ Britain, however, eeema to conf1rm 

the concluslcn ~hat in a society conditioned to a life~term. commitment other 

~onsiderations ~ay preval! over immediate aalary rate, making such adjuetmente 

23 
lese urgent and lees frequent , A eimilar conclusion of a British economiet 

euggeete that tpe raieing of ceilinge on recrultment salariee may not be an 

appropriate anewer at all in auch circumetancee , 24 

Shortages have prompted a development in another dirèction as well -

25 
namely a growlng number of continuoue competitions in the Canadien practice, 

Theee change the character of the hiring in effect9 from competitive to 

qualifylng, for avery candidate who qualifiee in the examination ie offered an 

immediate appointment, A prolonged period of auch practlce muet unavoidably 

affect the general character of the classee involved , 

RECRUI'l'MENT 'ID THE CAREER CLASSJ!S • 

In a etudy of recruitment for careere in the Canadien civil service 

the clerioal classes must be included. This doee not lmply that .the average 

clerical officer has a career in the civil service , 

22. Sect , lo4, Public Law 763, approved September, 1954. 

23 . Royal C~ieeion on the Civil Service , 1953=55, Report 91 . 

24. Barbara Wooton, The Social Foundetione of Wage Policy . London, 
George Allen and Unwin, (1956). p . 178 ff • 

. 25. Civil Service Commission of Canada, Annuel Report for the year 
1956, p. 11. 



There arej howaver, two ressens for inclusion of these classee . First = 

the classee intended to provide a general career serviceg namely the 

Administrative Officere' claeaesj were launched through the competition for 

Clerk Grade 4 position~ ~ and the clerical employees are eligible for promotion 

to the administrative series . Second = a considerable proportion of the incumbente 

of senior positions ir- the civil service = namely 275 out of a total of 863 ~ 

were originally recrui ted at a clerical or even eub-clerical levaL 26 

26 . The following table presenta the resulte of a ceneue made on the basie 
of the records of 863 offlcers in receipt of a ealary of $7j500 and 
above p .a. This group included all present recipients of the se 
salaries9 and a few eeparated very recently for varioue ressons. The 
recorde are kept by the Civil Service Commission in Ottawa, whoee kind 
permission made them ava11able to the writer . 

TABLE 1. Numbers of senior civil servante in the severa1 ealary-ranges as of 
July 1957 ~ showing the respective numbere of thoee originally 
recruited at a salary of $3 9 000, - or lese , 

Range of Total in the Total recruited at Number recruited at 
Salary, $ range ( 3) a salary belO\v or at salaries in $ (1) 

$3 .9 000 (2) 0=1000 1001-2000 2001-3000 
1 

7500-8000 2 1 1 1 
1 

5 41 8001-900 320 lOi 
; 55 

9001=10000 1 275 107 7 46 54 
10001- llOOVi 120 39 2 13 24 
11001- 12000 85 lJ 1 1 3 9 
12001~13000' 36 9 i 2 7 
13 001-140001 15 3 

1 1 2 
14001-15000 6 2 2 
15001=16000 1 
16001~17000 2 
17001-18000 0 
18001-19000 1 

Grand Total 863 275 15 106 154 

Sourceg Records kept by the Civil Service Commission, Ottawa , 

Notee g 

(1) In eome casee the original aalary at recruitment le not ava11able , The 
loweet and oldest rate was accepted inetead in these instances . 

(cont 9 d ) 



Clerical . 

Recruitment into the clerical classee ie conducted regularly for the most 

junior grade of Office Clerk~ and occasionally to higher levels when a vacancy 

cannet be filled by a promotion-competition for lack of a suitable field of 

candida teE!. In the latter case the number of actual vacancies ia anounced. 

Constant ehortages have caused concern about the efficacy of recruitment drives, 

particularly about the publicity given to recruitment . Advertisement in the daily 

press has come into use latelyp with some favourable resulte reported. 
27 

The 

eame causes prompted the introduction of premium ratee for high-school and 

university graduates 9 and their wide publication. 28 

26. - contvd . 
That rate might be 3 and aometimes wae indeed~ a reeult of a promotion. 
However~ the number cf casee doea not exceed 24, out of which 3 are known 
to be promotions , The slight distortion in faveur of higher ratee of 
ealary at recruitment le ineignificant. 

(2) The figure $3000 has been selected becauee this wae the minimum originally 
set for the Administrative Officer Grade 1 - the firet non-trainee 
grade . (1947). 

(3) In two cases a short interruption in service 9 of lees than a yearve durationJ 
wae dieregarded . One caee 9 vith a prolonged break~ wae excluded. 

27. C.S.C. Annual Report for the year 1955~ p . 16 . 

28. cf . poster calling for Office Clerke (the lowest grade in the clerical 
series~ salary range in 1957 $1860 p .a" to $2640 p .a.) in competition 
No . 57 - M985, where high~echool graduatee with 2 years of office or 
teaching experience are offered $2040 at entry, while university graduatee 
are promieed $2520 at entry. See alao Charles H. Bland "Opportunities in 
Government Servicew~ a talk broadcaet on August 14th, 19559 No . 5 in the 
series Canada at Work . 

~· discussion supra, and notee 23 and 24 . 



Under the pressure of the ehortagea referred to~ an attempt ie 

made to eimplify and modernize procedures in order to elimlnate avoidable 

waetage of candidates , Machinee are ueed in ecoring teste thus shortening 

the delay between the announcement of a competition and appointment , In 

continuoue competitions testing le done as soon as possible after application -

eome performance teste are made on the very day of application, Teste of 

broader application~ objective onee and euitable for a number of eimilar 

classee are being introduced ~ ~ significant departure from the orthodox 

29 
interpretation of the Report of Transmission of 1919, The actual conducting 

of examinatione le gradually delegated to the Departments~ along with the 

rating of non=objective papere , In an attempt at raising the quality of 

recruits ~ on the other hand, the use of oral interviewe as part of the examin-

ation le epreading, There le even the intention) not yet implemented for want 

of staff, to extend the practice of inte1~iewe to the recruitment of Office 

Clerke)0 

Among the qualifications eought two pointe are eignificant , Firet -

the absence of upper age=limita permite the admission of people who are clearly 

not at the point of eeeking a career ,31 There might be reaeone for a 

deliberate policy of employine older people , Such reaeone were made public, 

for instance, in Great Britain in August 1955 .1' 32. in epite of 

29 , C~s.c. Annual Report for the year 1956, p , 11, 

30, Thi s le a time-coneuming technique, which in a country like Canada 
involvee eending examinera on a circuit if uniformity of the 
standard ehould be eafeguarded , In Great Britain interviewe were 
diecarded from recruitment to the Executive Claes in 1952=53~ thue 
eaving a dela·y of 3 months in announcing the resulte and making 
appointmente , See Cmd , 9613 Evidence 3 ~4 daye, qu o 342=356 , 

3lo See e ,g , poster 57~985 » Office Clerks g "Age at leaet 16 years" 
or poster 57~998, Clarke 3 - no menti on of age at all , 

32 , See Central Office of Information» London~ Reference Division, 
The British Civil Service , R" 3188, December 8~ 1955, mimeo , 
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the criticism voiced previouely by people concerned with the career structure 

of the civil service , 33 In the case considered here, however, there seems to 

be no other reason than the hope to fill a number of vacancies which need fllling 

badly. The point did not provoke any reaction, which is only naturel in the 

given circumstances and the general conditions as described in this etudy. 

The other eigniflcant point is the general nature of education required 

and the absence of any particular requirements . This point opens the way to 

8 variety of duties and poe1tlone 3 which ie, theoretically at leest, favourable 

to 8 career approach . 

The Civil Service Commission undertakes to suit the intereet of an 

applicant whenever th!e is feaeible, and to appoint him to 8 position satiefactory 

to hlm . A candidate who refusee to accept an appointment after having succeee­

fully particlpated in a competition forfeita all his rights acquired through 

that participation unlees he can show good reaeon for his refueal . 34 An 

appointee remaine on probation for at leest eix months . This appointment becomee 

permanent if he is neither discharged nor put on extended probation. The 

system of probation ie not effective enough as a meane of teeting one's 

suitability for life - time employment in the civil service, and many entrants 

remain in the civil service as permanent employees due to the default of the 

Civil Service Commission in eerious ecrutiny at the lapee of their probation. 35 

The over- all picture is one of a system which has grown by trial and 

error, with no coherent set of basic principles . Conflicting tendencies exist 

aide by aide . In soma quartera there must be a feeling of growing inadequacy 

of auch method in the increaeingly exacting conditions of a modern government, 

for one of the Civil Service Commiesionere told the writer that he and hie 

33 · Cmd. 9613, Evidence 4-5 daye~ qu . 672 . 

34. Civil Service Re~lationa, e . 32 

35 . Royal Commission on Pdminiatrative Classification, 1946, Report p . 19. 
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colleagues suspect that the legacy of the 'lean 301 s' persiste in the form 

of complacency, which has continued with the influx of veterans after the 

war , He suspected that some practices and procedures which might have been 

adequate twenty-five years ago,, were etill being dragged along in a very 

tight labour market, to the detriment of all concerned. 

University Graduates , 

University graduates ueed to be hired as profeesionals or scientiste 

by the civil service on the basie of their specialized education9 in the few 

casee where their service as consultante for a fee would not suffice, A few 

doctors or lawyers were clearly necessary, A more extensive use of people with 

training for the professions ie a development of the last generation, This shall 

be discuseed in the third part of the present chapter; here the newest arrival 

/ in the civil serv1ce 9 namely the general graduate)will be considered. 

The need for highly educated people other than members of the professions 

in the civil service le a sign of an advanced and sophieticated machine of 

government , In Great Britain this need became apparent at the ttme of the 

reforme of the Indien Civil Service , It was probably prompted by the variety 

of national cultures encountered by the empire with their complex probleme, The 

nations of the Amerlcan Continent met auch a challense only after the first 

world wer and its aftermath . 36 The reaeons were probably eimilar~ namely the 

growing demande of a progreesively complicated administrative situation with 

even wider tasks . 

The non~epecialist university graduatee are recruited for two broad 

categories, (1) the all-department Junior Administrative Officere ~nd the 

36, The first examination for general graduatee on the American 
Continent was set in 1934 by the U.S. Civil Service Commission. 
Canada recruited the first graduatee a s auch t o the Clerk Grade 4 
claaa in 1936. The information about t~e Canadien practice hae 
been extracted from the filee of the Civil Service Commission in 
Canada. 
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one-department classee, auch ae Foreign Service Officers in the Departmente 

of Trade and Commerce and of External Affairsj and a few others , In the 

fo1lowing discussion all of them will be treated jointly whenever there is no 

express necessity of a separate presentation, 

'!:_h~ ~evel!?J>~~t _of_ ~h!_ ~d~a.::.. 

The plan of recruiting general arts graduates or other non-s~ecialists 

with university degreee was novel in 1934, There was no convenient point of 

admission for them, and the p1annere were clearly aware of the need for a 

etep in an untried direction, In August 1934 the Civil Service Commission 

argued before the Treasury Board that most departments of governmeni suffer 

from a ehortage of experienced officers capable of conducting the more responeible 

work, The departments, said the Commission, cannot induce a well trained pereon 

from outside for various reasons, not the least of which is the fact that the 

work of government is not quite paralleled or duplicated in other spheres of 

activity and it requiree reeponeibility and experience unattainable apart from 

association with government offices and their functione , The provision of such 

officere depende on 11a coneidered plan for recruitment and careful anticipation 

of the needs of each department , " 

The Civil Service Commission obeerved that a number of professionals, 

auch as doctorsj lawyers or engineers who were employed by some of the departmente, 

proved to be excellent materiel for administrative poei tions , The absence of 

auch potentiel administrators from other departments ~ where no profeseionale, 

or only very few of them were employed the Cammi eeioners attributed to the 

fact that the education of junior clerks who are the bulk of recruite hae been 

eut short by their entry upon work, The Commiseionere concludedj on their 

experience, that university graduates are the beat materiel for administrative 

positions , They found support i n the identical experience of the Civil Service 

Commission of the United States , 37 
37 , Letter from L, D. White » u,s, Civil Service Commiesionerj to 

C, H, Bland,~~ Cha1nnan3 C.S.C. of Canada 9 A'oril 19. l9i'1 . 
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They proposed admitting university graduates without apecialization 

to a poi:1t fairly h1gh up the clerlcal line "' name1y Clerk Gr, 4. They did 

not th:lnk crea.ti:-.g a ~epara~ and isolated 11Administrati ve Cla~s" would be 

acceptable ~c the Canadien public or fitting to the style and neede of the 

Canadien Civil Service . Neither did the idea appeal to them of making the 

iadministrative clerks 1 an exclusive preserve of university graduatea 9 or 

of giving them any a priori righta to all upper positions. Their plan 

provided for the admission of capable non=graduat e Clerks Grade 4 9 or 

Principal or Chief Clerks to the eame administrative groupe . This plan9 the 

CŒilllliseioners felt .~~ "will make it reasonably certain that qualifi ed ei!lployeee 

will be available to compete for responaible positions when vacanci ee 

occur •• •• • ve 38 

"The attenti on of the Treasury Board ie eapecially di rected to the 

point• - the Commiaaioners wrote further="thet it ia not propoaed to create new 

positions for the appointment of theee Administrative Clerks ~ but merely to 

utilize auch positions of Cl erka9 Grade 4 or higher as may fall vacant in 

Departmente where the need of bet ter trai ned administrative officere ie 

apparent." This plan repreeented a defi nite departur e from the tradi tional 

method o-r recru1tment a1med at a epec:l:fic Job 2 for "ite purpoee 1s to provide 

the varioua departmente w1th young men and women who have the capacity to 
39 

develop into seni or officeran » and not 11to perform the dutiee of the claes 
let 

to which they seek to be appo1nted19
• Thus an instrument was created, the use 

of which proved to be more versati le than the other technique. This waa not 

overlooked9 after the second world war9 when r ecruitment into the varioue classee 

----------------------------------~------~~ 
38. This and the following quotati one ar e taken f rom a memorandum of the 

Ci vil Service Comilliseioner a to the Treaeury Board.!> August 7, 1934. 
quoted by permission of t he Ci vil Service Commiss ion. 

39. Bland.., 110pportuni ties in Government Servi ce" . (c1t. eupra . ) 

40. Civi l Service Act 19529 a . 25 (2). 



wae reeumed. The Departments of Trade and Commerce and of External Affaire.ll 

when reeuming their normal recruitment of Foreign Service Officere,11 found 

this new method ready for use . 

!_h~ ~l~~n~a!_i~n:.. 

The firet competition was launched. in 1936 .9 for Clerke (Male) Grade 4 . 

There wae 9 however, an internal contradiction in the plan. !te main objective 

wae to attract to the service young people with a wide range of capabilitieej 

with executive ab111ty and promise for the future.. The whole tradition of the 

service 3 however 9 wae one of a congeriee of cl asses wi th each ela se having 

ite own particular functione to perform, There waa no concept in the service 

of the amateur equally at home in evert place but nowhere involved in too 

minute details. The departmente wiehed to obtain officere capable of performing 

detailed dutiea . Their requiremente were phraeed accordingly and they 

expected eucceseful candidates to fill defined and particular positions. The 

effort to effect a change in this att1tude.ll t o bring the departments over to 

aeeing the administrative recruits in the proper light has been a long and 

fruetrating battle with ingrained habite .of thought, 

Each yeer~ when aeking the departmente to etete the number of 

Administrative Officers they wiehed to recrui't ., the Civil Service Commission 

would repeat ~ 

"The purpoae of the Junior Administrative Officer 
ie to provide potentiel admi niatratore for training 
and for long·aterm admlnetrative requirements , Therefore.ll 
we suggeet that you do not a ek f or the services of 
persona to do immediate specifie jobs , tY 41 

4L From the y8arly cir cule.r l etter sent by the Chairman of the c.s.c. 
to Reade of Departmente 9 aeking for the r equeets of the departmente , 
This partlcular letter has been dated on March ll.ll 1955. 

Quoted by permission of the Civil Service Commission, 
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The departmente keep,, nevertheleee, a,gklng for pereone wi th special 

interests, ekills or backgrounds, and the Commissionere try their beat to 

eatisfy theee wishes. The situation calle for recruiting with eome regard 

to the particular neede of 'the varlous positions offered by the departmente .v 

and this necessitates a more selective attitude to the entrants. The 

Ccmmiesionere feel thst without a ,~areful consideration of the requete of 
A 

d.epartmente their endeavoura are 11blind.folded11
• Thue the recruitment of 

the non=epecialiet ela es lande back a gain in the proximi ty to the familier 

queet for specialiste» if not as pror;.ounced a queet as is the case of other 

classes. 

The Civil Service Commiesiê>n attempted to reconcil.e these disparate 

viewe and needs 9 but wi thou t mu ch sucee es . The de:partmente assigned to the 

Junior Administrative Officere dutiee of a conventicnal character9 which kept 

them from the rotation whlch had been planned for training purpoeee 9 and 

turned them into more educated clerkl:'l. ~· The Civil Service Commission 

sometimee reacted by refusing to appoint euch officers to the d~partments 

concerned. The departmente l, not. particula!"ly interested. in an o'Verly high 

standard of entrants ., clamoured for rather considerable numbere~ while the 

Commission., with an eye to the original program, would recruit only a few 

each year . 42 At length a plan hae evoh·ed" which attempte to reconcile the 

particularistic practicea and expectatlona of the departmente with the 

generalist.ic central planningo 
'~e propose now~ = wrote the Chairman of the Civil 
Service Commission in the cir~ular quot.ed abovf> 43 

42 . In one case a department requested, c:ve:r eeven years ., twenty=nine 
Junior Administrative Officerso Their total ahare in appointees 
was eight jl out of which th"Y Blwceeded i n retaining three . 

43 . See no 41. 
This wae a solution adopted in the U.SoAo earlier in 1935 . 
Related by L . D. White~ 5ee n . 37· 



"to meet both neede by setting up two liate from 
our present. com:pet:!.tion. 

1. Junior Administrative Officer {A) from which 
aeaignmente will be made to the administrative type 
of position only and 
2. Janior Administrative Officer (B) on which will 
be succeesfUl candidates with special intereets and 
education for auch Departmental jobs as Citizenship 
O:fficerj Treasury Officer etc. 11 

Yet 9 by 1956 the idea of Junior Administrative Officers being primarily 

a 'generaliste' claee had made further progreee 9 at leest within the staff 

of the Civil Service Commission" The existence of list (B) did not eeriously 

hamper the original planJ and in the oral examinatione conducted in February 

1956 the examinera had before th<:~m a liat of a vast number of positions in 

fcurteen departments9 which were open to recruite through the one and 

reasonably uniform examination in whoee administration they were engaged. 

The departments r demand for these off leers is grcrwing a pace. 

In arder to meat the growing demand for Administrative Officers and 

Foreign Service Off1cera 3 the field of :e~l~itment muet be kept wide and 

growing. No statiatica are ava11a1:ille t o show ·tne munbere of appl!cants for 

the examinations hel d ovar the yeara 9 btd; the informat ion that exista shows 

that the ratio of candidates who were r.tffered an appointment to the total 

number of eligible ~~andidatee app:t:'ùaches the point of exhaustion. While in 

1946 out of 20 eligibles a t otal of' .-:1..4 we:re appointed in varloua claeeee .ll and 

in 1952~ 43 out of 45 el igibles wara of'fered appcintment.ll in 1953 all 36 
44 

eligibles were offered appointJnent ~ but only 18 accepted. The Chairman 

of the Civil Service Co:rmniasicm could etill maintain in 19509 that "with 

thoueande of applicante from which to chccee the Commission can afford to 

be selective'~ . 45 In 1957 the situation wae lees encouraging. 

44. Fuller numerioal data infraq Table 4 0 
~· 

45 . C. H. Bland, The Publlc Service of Canada . An addrE-ee 81deli vered in 1950'0 

(no other information available) mimeographed by the Civil Service 
Commission, Ottawa . 



The poster leeued ln .1956 anncun-Jed a c unt.:l.ruoue ~ompet:!. ti on ~ a sure sign 

of acute ehortage of candidates. The intense effort is directed not only at 

approaching a wider f:leld 9 but also at inducing a higher calibre of graduates 

to compete. This would mean3 of course .~~ a higher yield of eligible candidates 

as well as a better quality of :recruits. 

In this effort the ti tle of the classee underwent changee in order to 

make it mere attractive a~d also to enhan.ce the preetlge of these classee. 

The field of candidates ie ecanned more actively by teame of recruitere vieiting 

the campuaee$ by contacte with faculty membere~ even by pereonal lettere sent tc 

each prospective graduate in aome fields , ae wae dona in 1956 " 46 
The question 

of age limite came up for a more eear.:.hing ecrutlny. In ite courae a 

significant plan wae propoeed in 1938» when the imposition of an upper limit 

of twenty-five or twenty~aix yeare wae euggeeted inetead of the absence of any 

restriction hitherto prevailing . The auggeetion was motivated by the a~~iety 

that admission of older people 3 say at the age of twenty=eight, would open a 

haven to all kinds of miafita with academie abilitiee but no ether credite. 47 

This point hae not yet been settled tco cl.early o In 1957 the age llmi t wae 

thirty-one ae of June 1.9 1957.9 for the external competltor.l' 48 and thirty=five 

for the promotee from within the r a nke . 

The initial educational requlrement~ of an honours degree cr Second 

Claae Honours wi th eome g:raduate wc·rk or a pa se degree w1 th gradua te work 

wae reduced over the years tc a graduation from a university of reeognlzed 

standing, in the case of an outeià.er. Promoteee from the ranke muet meet 

46 . C .S .c. Annual Report for the year 1956 . p . 9. 

4'(. C .s .Co files ,. internsl memorandum3 signed and dated ll'ebruary 2nd9 1938 . 

4~ . Poster No . 57- 2650. Var1oua Careere for Un1vere1 ty Gradua tee. 
Examin~t1on Announcement . 



different condl tions. Accord1ng to the tradi t.ion or· recrui ting uni verel ty 

graduates as Clerks Grade 4 it ie implicïtly recogn1zed that the senior clerke 

are entitled to ehare the privileges cf the 'administrative clerks.! The 

dilemma of reconciling thia ti tle w:îth educational standards was solved in 1956.., 

when an explicit etetement followed the practice that rJ.Bd evolved since 1952. 

Clerks Grade 4 or thelr seniors were to be admïtted to an examination for the 

course on administration provided for the Junior Administrative Officers during 

their probationary year. Thcse who qualify for it are admitted as Administrative 

Assietante 9 to participation in the course, and aft.<:~r completion of training 

they return to their original departmente. The ir further advancement depende on 

sucee es in promotion=competi ti ons o There are no previoue educational requirements 

with respect to these casee ~ for the experience and proven ability of the 

49 entrante eeem to give eu.fficient ground for confidence in their promise. 

The issue of initial ealary was as controveraial in relation to this 

claes as to the cler1cal~ and involved eimilar considerations. Even more crucial 

hae been the question of promotion as an inducement. Thie hae been found 

cloeely related to that of establishment and the number of vacancies to be 

filled by recru! tm.ent in a given year . It was felt that a aet goal would 

make the competition more realietic and the pca1ti on of the recruiting agency 

lees ambiguous .9 for e:ome commitment coulà. "be given to the appli.cant. As regarde 

future advancement~ the Commission wae powerleae t.o do anything. They could 

only j and et ill can only public ize the experi.ence of many officera who have 

advanced quickly in the eervice 3 ae an incentive to potentiel applicants. 

49. This issue as a whole ie atill under consideration by a newly formed 
advieory committ~e of senior officers in the Civil Service Commission. 
It seema 9 neYerthelese 9 that the general direction of the developments 
ie clearly foreseaable. The propoaale 9 one may venture to forecast 9 

will most probabl.y reaffirm the main l!nea foreahadowed in the present 
:practice:; w1 t.n a _t~osa :tble improvement of prcmotion practicee in the 
direction of a more eystematically planned progreeeiono 



48. 

Any specifie and detailed plane of advancement were and etill are impossible 

in the Cenadian civil service, which prefere to base advancement on individuel 

initiative and enterpriee rather than on a closed system of ranke and etepe. 
50 

The Commission ie aware 9 neverthelees 9 of the dieadvantageoue effect that this 

inability to attract good people by a promise of planned and regulated 

advancement has on their recruitment program. 51 

The novelty of recruiting non=epecialiete was not a purely Canadian 

phenomenon. In all t .he consecutive drives in this direction the experience here 

parallele cloeely developmente in the United States. The plan of recruitment to 

the Junior Management Aee.istant clase there was agnovel in its beginninge~ and 

ran into similar difflcultiee when faced with the traditional epecialiet 

orientation of the civil se~rice. 52 The hopee for them were as high there and 

their reception and adJuetment within the service as repeatedly wanting9 as in 

Canada. 53 The persistent difficultlee which keep the issue open in Canada 

54 and which lead to repeated starte and unceasing ":'evieions.9 are round as well 

in the U .S.A. 3 where they reeulted in the re.~~nt introduction of the 11entirely 

new approach to this source of' h:!.gh cal1b::-e employees" = the Federal Service 

Entrance Examination. 55 On the other hand the tact of ite being novel saved 

50. 

51. 

52. 

53 0 

54. 
55· 

This being cne of the main i.al!mes of' the present a tudy 9 diecuaeion will 
have to return to 1t at a nUlllber of points at the risk of eome repetition,. 
The au thor sees no other way of doi.ng ,1uat.iœ to hie theais than to let 
it emerge and aaeert iteel f at each of the relevant points. The 
unification of these variou~ inslght~ end remarka will be achieved in 
the final chapter9 ~sion and Conclusions~. 

See for instance the paragraph "Advancementw in the folder issued to 
e.nnounce the Fall 1952 recruJ.tment competl tion for Administre ti ve 
Trainee (Junior Administrative Aas latent). No. 52=700. 

For the hopee = eee Pres. Can. Adm. Man. p.9. The resulte have been 
briefly disc~ssed by Everett Reimer in The Federal Governm.ent Service: 
!te Character, Presti ge a~Pro~lema» (~. supra) p. 169. 
see n. 49p 
u.s.c.s.c. Annuel ReMrh; for the year 1955, pp . 108 ff, = 
(Quotation from p . 1 );=for the year 1956 - p. 31. 



the u.s.A. and Canada the agony of readjustment of well rooted institutions 

after the dieruption of war$ which took euch great amount of energy in Great 

Britain. 56 

The British civil service , whose principles of recruitment are so widely 

different from thoee current in North America _, muet contend eometimee with 

eimilar problems. One of the se le the que et for people who could be immedis:tely 

useful in a particular post. Once in a while a department would aek for a man 

whom it would be possible to place soon in the Minlster Ps private office. 

And every year the civil service of Great Britain feels the lack of a few -

three or four ~ individually outstanding candidates . 57 The difference between 

that situation and the North American circumstances ie indeed more then a matter 

of numbers or ratios. The quantitative distinction becomes here qualitive ~ at 

once inherent in the disparate systeme of civil service and generating this 

disparit.y. Even in that systemJ) howeverJ) the neede of the departments make them 

press on the personnel agenciea for lowering the st andards end increaeing 

recruitment, as was the case repeatedly in Canada. 58 This country, on the other 

hand, was spared the problem of compulsory mi1itary service interferi ng with 

recru! tment. 59 

56. Memorandum by the Civil Service Comm1ssionere on the Use of the Civ! l 
Service Selection Board in the Reconstruction Competitions. London, 
H. M. Stationery Office ~ 19519 S.O. Code 25~286 ~ gives a description 
of some aspecte of the Reconstruct i on Competitions, and provi des an 
inei ght in the magnitude of that task. Referred to in the followi ng 
pages as CISSB. 

57. Cmd. 9613 1 Evidence. 3=4 daye 9 qu . 379=380; 27th d.By$ qu. 3948 and 
many more. 

58.. See supra and n. 42 . The British sltu.ation :reported in Fabi an Publicati ons 
The Reform of the Hig!ler Civi l Service . London9 Victor Gollancz 9 1947 . 
par. 19. 

59~ Fo~ the British soluti on aee Cmd. 9613 . Evidenc~ » 3=4 daye, qu. 324=330. 
The U.S.A. s i tuation in Fktures i n the Federal Government pamphlet No.30 
of the u.s.c.s.c.» Octobe~l955 a u.s .G.P.O. 1955 = 0 =358323 . p. 4. 
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Educational requirementa for career recruitment showed a e1m1lar 

development in all three countriee deepite their differences. While ln Canada 

the initially strict criteria were toned downJ in the United States considerations 

other than formel education attracted attention .• auch as 11fruatration ~ 

tolerance"~ vereatility, 1ngenuity~ or capacity for teamwork, and i n Britain 

aimilar considerations were suggested at that very tim.e. 
60 

This ie a 

eignificant fact ~ for i t underlinee the bae1c identity of expectatione in 

relation to the career servant~ current in all three countriee. 

While profeaeing a lese institutional approach to careerjl and one more 

favourable to individuel initiative !! Canada rem.ained9 nevertheleee ~ behi.nd 

Great Britain on one related point. The prospective promotee in Canada neede 

a departmental nomination for admission to the examination leading to the course 

on administration for the J .A.o ve. No auch requiremente reetrict the applicant 

in Great Britain. 61 

The prospective career civil servant in Canada is at a clear disadvantage 

as compared to hie British and United States counterparte . In those countriee 

only as many candidates are declared euc,ceseful as can be appcinted. 62 This 

permite the immediate appointment of all eucceesful candld.atee j) thue avoi ding long 

periode of delay before appoin+~nt when el1gib111ty lapees with the 9 d~ath ' 

of the regieter. Both Canada and the United States, however9 euffer from the 

handicap of not bei ng able to promise any defi nitely set proep~cts of promotion 

60. Everett Reimer, ~. Q11. p. 1759 and Cmd . 9613, Evidence 3-4 daye, 
qu. 388. 

61. C.S.C.,Home Civi l Service, Admi nistra t i ve Claee Limited Competi t i on 
1957, pamphlet 16/57· 

62. In the U.S.A. t.hi e wae the practi ce wit h the J .M.A. 9s. The F.S.E.E. 
practi~e is not yet c1early eettled. The J.M.A. practice eee in 
E. Rei mer loc . cit . p . 169. In Great Britain the present; intske rune 
behind the demand, leavi ng vacanciee unf111ed. 
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ae an inducement. This charac~erietlc waa preeented ae a virtue in the 

following quotation. 

"Individuels ehould be info:rmed that they are being recruited 
becauee they have a high potentiel of reaching top grade positions 
but there muet not be any guarantee that this will happen. 
Otherwiee the idee of the ~crown prince ! will dominate the proceee 
and many of the va:...uee of the program will be deetroyed through 
eheer diedain of' the J .M.A. for other employees. The new J oM.A. 
ehould be told frankly that he can be a.imed ln the right direction 
but from there on inj it u e up to hlm to make the grade. 11 63 

A number of poin·:;s p~rsietently cha:~ .. lenge the :practi tioner:; who did ..---

not yet, however9 find any feaeible way of meeting them . One le the ~ong delay 

after the beginn1ng of a competition and bef ore off'ere of appointment can be 

made . This hae .;:,eoen reduced lately to about eix or eeven monthe ., from September 

to the beginning of March o Many prom1e1ng candidates turn to other employment 

during this perlod . The requîremente of ranking the candidate~ on a numerical 

ecale 9 eeem to rule out any improY.,:rr.ent on. thi e acore . Over the yeere IIIB ;_lY 

details have been atreaml1nei or ~1im1Mted eepe::.ially in t.he administration 

of the wri tten teste 9 which now t.':ike one week-·end of •..rell organized acti vi· :;y . 

::.;,;;arci ty of succesefull 

cand1da.tee 9 and the loaa of gome c.f them. a·..:.~ '.·. ::.-;.lay~ _9 makes 1t desirable to 

at tract ae gr.,at a nuniber of .;om.:pat.1 tors ae po.!!efble . · The l.ncreaeed numbera j> 

however, contribv.te to the delay9 t hu.s increaaing the loess according to the 

law of dûniniehing returna . 

Another problem h the question of etandardization of intake . It has 

two aspecte; - When the norma~ competition doee not satiefy the demand = a 

continuous comp~ti tlon l e announced. Ite implicatione ae to comparative e·tanding 

of entrante have been diecuaeed aboYe o The ether aspect ie the occaaional entry 

of a promotee~ or a newcomer 3 much above the intake point ae initial:i.y p:..anned . 

63 o Ro L . Randall 9 Report cf July 1 9 1954 (~.!!: supra . n . J) p . 5 · 
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Such an entrant can neither be check~d toc clc.eely at hie entry - for the 

posi~ion ueually calle for e considerable flexibili ty 9 wh:ï.ch militatee agairiet 

strict requiremente fer eligibility~ nor can he be eub j ected to the induction 

proceesee usuel with juniors . Thie poeition, ne..,ert.heless., will neceaeerily 

ena ble him to influence in e real we.y the careere of hie aubordinatee . 

The candidate who passes the written test is invited to an interview 

before a board composed of an examiner on the staff of the Civil Service 

Commission who acte ae chairman_9 a representative of the department interested 

in the candidate .9 and technical members . The se boards .• conducted as far es 

possible by one chairman thr oughout 'the country for the sake of a uniform standard, 

are serious, conacientious, resourceful and h i ghly successfu1 .
64 

The combined 

resulte of wri tten and oral examina tiens serve as the mark which determines the 

final arder of merl t . The interv:l.ewing toard le not a n exami na ti on board of 

the academical type , and does not probe educational qual ifications , 

"There the candidatee 1 persona l qualities are assesed; an 
effort is made to d1sco·ver whether they have the capacity 
for leadership, , . , , . initiative .~> common sense, the ab1l1ty 
to worK with and lead ot hera J communi ty spirit and the sense 
of service which an idee) pu'bilc eer•Jant shou.id br1ng t o h i a 
j ob , " 65 

This is, therefore not a board of t he Ci vil Service Selection Board type either; 

r a ther it re sembles the Final Select.1 on Board of Bri t l sh practice . 66 It might be 

relevant to poi nt out _. t 'hat i n Bri ta i n the practi ce of interview came under 

many severe attacks as a deviee of eoc1aJ. di acrim1natl on . 67 WhU.e the technique 

64 . A eample of recommendat1m1s of' some boards ie gi ven i n Appendix L 

65" Bland, Opportuni t i es i~<!?~mnent ._.s.~~-. 

66 , See memorandum ~, su pr~ . n . 56 , { CISSB } , 

6'7 . See, emong ethers ~ ibid - .~ par , 84 ~87 .: = Kelsall 9 op . c it . p , p . 91~ 92; ­
William A, Robson, ëcr:·-The Ci vil Ser vice i n Bri t a iiï allclFr ance 9 

London, The Hogart Press~ 195b, p:=l56; Gla ddën, Civil Service or 
Bureaucra cy, p . 176 f f . 



of interview wae aboliehed in the eelect;j_ on ~:f the Executi vo Claee entrante 9 

it remained in use for recruitrnent into the Admini.atrative Cless 3 it being 

ergued thet members of this \)lasa cart.ainly cannet be selected unsean, sinca 

auch a large proporti.on of thei.r work consiste in dealing with the public , 68 

On the other hand the British Boards do not aesign any numerical markej for 

19euch a method would_, in the Commias:lc.mar 1 a opinîon3 be fellacioua •11 69 

In North Arnerican eocietJs sign1fican'lj1y ~ no proteate aroee on the 

account of social discrimination. Rather,1 1t is urged that the practice be 

made more extene1 ve both in Canada and in the United States.9 where interviewe 

are ad.rninistered tc those Federal Service Entra.nce Examina tien candida tee whoee 

duties may involve extensi~la public contacte. 7° 

The operation in its totality recruita the Junior Administrative Officers 

and~ at the seme tl'lle _~ the C.'lerks 4 (the world "Grade" waa deleted from use in 

the vocabulary of the Civil SertTice Commission on Merch 27 3 1956) . In this 

respect the Canadien practice ls aimilar to that in Britaina where eome Executive 

Officers are eelected from the marginally fail1ng candidates for the 

Administradve Clase . This fact pointe tc aimilar implications for the poeeibili ty 

of promotion c.f officera not initially recruit.ad to an administrative claseJ 

and of their ultimate career in the adm:!nistrati.ve classes " 71 The attalnment 

of auch a career ie in both countriee more difficult for women3 whom seme 

departments refuse to accept _, ot.hers try to decline) or restric't. to lower, not 

administrative classes , 

68. Cmd , 9613.1! Ev~ 3=4 daya" qu , 342=356 . 

69. CISSB par . 34 . 

70 , See Second Hoover Commission Task Force pp 88.g9. Use in FSEE recruitment 
reported in Federal Service Entrance Examination~ Manuel of Instructions 
for Indi vidu~l Oral Interviewe , Bureau of Departmental Operations" 
examining Division~ u.s.c.s.c. mimee . 



The general level at. which the aighta are set in the Cen.adian practice 

m.ay be beat deecribed by the following quotations . 

An unsucceseful candidate wrot.e on April 30, 1951, to the Secretary of 

the Civil Service Commission: 
iY You atate that· the Board found my qualifications "not 

strong eno'.lgh", In view of this rather general etetement 
and aince the questions aaked by the Board were pereonal .. . , 
I would . , , ,. , , "request .,, , , . e. more precisa etetement of 
my lack of qualifications " 

The re ply of the Sec re-cary is da ted Nay 7 J 195L It reade in part~ 

"In selecting Junior Adm:i.nlstrative Assistants t he Commission 
attempts to find persona with very outstanding qualifications . 
They ehould have qualit1ea of adaptability9 resourcefulnese, 
initiative, m.aturi ty ~ and the abili ty to work harmoniouely 
with aeeociates , The fact that the Board di.d not rat e you ae 
successful is not to say that it did conaider that you lack 
any of the g'H.Üi ti es I men'tioned a·bove 9 but 1t is to say that 
in -che opinion of the Board you lacked them in a eufficient 
meaeure to warrant placing you in the very small group which 
waa declared euccessful" . 72 

In line wlth eerioue a ttï.tud.e to the recruitment of administrative entrants 

a careful consideration has been given to their probation. This period uaed tc 

be no lees than one year, und in 1946 an additional improvement came with the 

introduction of a formel Revlew Board at the clcee of the prcbationary period. 

Tne Board would be compoeed of a Persoru~l Selection Offjcer from the 

Headquartere of the Civil Service Commission9 as Chairman; a representative of 

the employing department = prefere1bly the Chlef of Personnel; representatives of 

the organization and. Claeaification Branch and the Staff Tre.inlng Dlviei.on of 

the Civil Service Comm1ae1on - whenever possible . Tne representative of the 

72. A Correapondence file, C:lvil Service Commies1on3 Ottawa , Quoted by 
permission of the C 1 vil Service Commission. 
The ma i n problem of examinai; lon ie explici t1y preeent.ed in this 
correepondence . The quest is directed at qualitative 3 as well as 
quantitat1ve 3 characteristics . One certainly cannet be dogm.atlc in 
thinga human . But, on the other hand.ll it le doubt.ful whether 
communications, which originate in a procedure set for selecting 
people 3 may juet1fiab1y be 0ouched in V !igue and indefini te expressions, 
auch as the on~ ÇiU.Oted ir.. the le'tter from the.enquirer . This doee not 
detract anything from the tact and good Hanse of the reply . 
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department would bring a writtsn report on the progress of the probationer, 

and he should be prepared to make any recommandations the department might 

wish to present. The probationer would be invited and interviewed . The Board 

would appraiee the materiel presented to it and recommend action. This 

procedure would formally affirm the permanency of the succeesful probationers 

in accordance with the statutory provision. 73 

The experien~e in Great Britain travelled along similar linas . The 

reguler probation of two years in the Adminletrâtive Claee is extended to four 

in the case of a liml ted CCimpeti tlon entrant. 74 The use of an interview at 

the end of probation hae been introduced only recently in Great Britain. 75 

Scientific and Profeesional 

The ehortages encountered in recruiting intc the civil service are 

gravest in the scient. if:! c and prcfessional classes . While in other classes i t 

ie difficult to recruit, in these it is even more difficult to retain the employee . 

13 · Civil Service Act, 1952 . s . 23 (1) , 
The Board goes, neverthe.leea , beyond a formel adherence to the letter 
of the law.~~ as the followir.g exc:erpt frcm a Report picked at random 
from a 1955 file would indicate , 
"The Depe.rtmeht 1 s immediate plan for Mr . ~ = are to leave hlm in ~he Personnel 
Division a~d to develop hlm ae a general Personnel Officer . They foreaee 
an admlnistrative career for h1m but they can also see him in positions 
auch as that of Personnel Selection Officer in the Civil Service Commission, 
where he wculd have to deal 'Id th large numbers of people in various 
departmente and to exercise judgment in thl e selection of people" 

Quoted by permission of the Ci vil Service Commiesion3 Ottawa . 

74 . PBmphlet 16/57 ~· supra . 
It is difficult to decide, whether this is in faveur of the promotee, 
giving him a longer term for adjuetmentJ or to his disadvantage; it ie 
certainly meant primarily as a aafeguard for the service . It is 
interesting to note 3 that Wh1t9 proposed a five year probation for the 
U .s. Government Ce reer corpe . See Government Cere er Service . p . 49 . 

75 . See Dorothy J ohnetone, ~Developments ln the British Ci vil Service, 
(1945.,.1951)" . Public Adm.inietration , v . 30 No . 1 (Spring 91952). 49 ... 60 . 



National ehortagee aggr-avate the situation, As a result, not only had the 

service to resort to all the expedients mentioned eo far 9 including an almoet 

overall use of continuoue open ccmpetitionej but in many cases lnetantaneoue 

hiring ie practiced.9 with all formalitiee fol.lowing later9 when the recrult 

ie already employed , Often eubprofeeaional people are hired and provided 

76 
training in service , while working as subprofeasional or ancillary personnel , 

The scientiet who takes up an app~intment in the civil servi ce does eo 

usually for the sake of gaining experience or training which will be useful i n 

later practice, or becauee of the prestige and standing of hie prospecti ve 

scientific supervisor.~> or last::y "' in sorne cases - because of the desire to serve 

the community more directly rather than through the medium of working for a 

private organization, 77 

Theee characterietlce of the eci entific service contain a conflict which 

is graver than all othere ln i ts implications for a career in the civil service , 

The nature of eclentific work mak~e scientiste more reeponeive to direct hiring 1 

as for a given projectJ laboratory or line of work, But auch fragmentary hiring 

prevente the unity and unifo1'mi ty of a sclent.iflc caree:r service·' as well as t he 

beat utilization of the avaiJ.ab.le personnel and thf'l best advancement for the 

individueL 78 In the Canadien :practi.ce 3 bot h ways cf recruitment 3 di rectly 

by department with later reference to the Civil Servi ce Commission and central -

by the Comm.iee ion~ are in simultaneoue use .~> as they are in t he other countri~s , 

In the que et for uni veral ty gradua tes - acientiets and profeeaionala ae. well as 

general arts gradua tes = a new approa~h is gradually c:>m.ing to the fore , This ie 

the eeasonal employment of etudente . From a means of attracting ·trained people 

76, C.S.C. Annuel Report for the year 1956 , p , 10, 

77 , G, A, Blackburn~ wEngineers in the Civil Servi ce of Cenada• , 
Engi neering JourM._!~ Mey 195-:> -

78 , See ~~ Cm.d 9613 Evidence .9 lBth day j) qu . 2715. 
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for work possible only in the eummer menthe = and presumably cheaper 

work, etudent employment became a major activity . In 1955 the Civî l 

Service Commission planned 
"to encourage a wider use of under-graduatee for eummer work 
as a meane of promoting interest in government service -
particularly in the arts, the humanitiee, and commerce •. . . • • 
it ie realized that it will be neceseary to acquaint studente 
with the poseibilitiee of careera in the Service well before 
they reach their graduating years . • • •• a general program • •• • . 
should be extended downward to include high echool studente 
who may go on to university . Some work wae done in this 
area during 1955 . More will be done in 1956 and the following 
yeare.'' 79 

During the eummer of 1956 the Commission employed 1172 studente, and 

their recorde are preeerved for prospective appointment .8° These 

employed etudente repreeent 46% of all the group who were offered employment 

in that year. 

The ecientiet~ aa well as the profeseional man3 ie hired on 

the strength of hie testimoniale eubmitted with hie application, on 

the recommendation of hie teachera or colleagues 3 and on the record 

of paet work . Theee are considered by a board of e.xaml nere j> ccmpoeed 

of representatives of the Civil Service Commiee i on9 the employit~ depart~ 

ment and the profession concerned. In case of direct hi ring = the board 

is convened as eoon as ie practical. The examinera interview the candidate., 

and eubmit a recommendation baeed on all the materiel available . In 

casee of great urgency3 or when an outstanding candidate ie available
3 

hiring may be effected 1netantaneouely3 after an ad hoc board of examinera 

convened on the spot rates the data and approvee the acti on. 

79. c .s .c . Annuel Report for the year 1955, p . 13 . 

80. J. C. Woodward, The Scientiet i n the Public Service of Canada = 
addreee at Anual Conference on Public Personnel Administration 
of the Civil Service Aseembly of the U.S . and canada

3 
Weehlngton, 

October, 1956 . 
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The unueually great difficulty of recruitment reaulted in a atudy 
1\ 

of the reasons for refusa! of appointmentsy in an attempt to eliminate 

them. Such study was undertaken in 1952, Bland the replies obtained in it 

from 39 casee are presented below . 

TABLE 2 . Rea sone for Refusa! of Appointment by Scientiste and Profeesionals, 
39 casee . 

- Number of casee Percent o 
Rea eons for refueal of appointmente Engineere Chemiats Total the total 

& Biologiste number af 
rep_lies 

Low remuneration 3 8 11 28% 
Opportunitiee for advancement 

believed to be low 7 3 10 26% 
Professional supervision believed 

inadequate 3 0 ~ 9% -Offer arrived too late 12 8 20 51% 
Location too remote 2 3 5 13% 
Working hours and conditions 

una ttracti ve 1 1 2 6% 

' 

Source: Civil Service Commission, Ottawa . 

Note: Multiple reaeons were reported in aome cases , and all of them are 
listed above . 

The alternative employment accepted by the refusing candidates wae 

f 

believed capable of throwing some additional light on their decision3 therefore 

it was included in the study with the following infonnation as a r eeult . 

Only thirty-five replies to this question were received . 

TABLE 3. Alternative Employment of Scientiste and Profeseionale who 
Declined Ci vi'l Service Appointment .Y 35 casee , 

Number of casee Percent af 
Alternative employment Engineers Chemists Total the total 

& Biologits number of 
replies 

Another Federal Agency 2 3 5 13% 
A Provincial Agency 3 1 4 lü% 
Indus&ry 15 5 20 51% 
Priv6te Practice 1 0 1 3% 
Postgraduate Studiee 0 5 5 13% 

TOTAL 21 14 35 10~ 
Source g_ Civil Service Commi eeion,, Ott awa Note on p.59 

81 . By Mr. J , F . Dawe, Civi l Service Commi ssion9 Ottawa j by whoee 
<t"\a~"--.i -- .R.L .o _ 
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Note: While none of the respondents believed the conditions of work in 
the government to be better than outside, ten of them (26%) were 
of the opinion that these would prove about equal . 

The situation in recruiting ~he scientist or professional in 

Canada reeembles in a striking manner the one found in ether countries . 

The reeponse to the needs 18 accordingly similar, with very few differences. 

0ne of the more significant differences is the distinct achievement of 

ins~antaneous central hiring by the Civil Service Commission, reported in 

Canada. The beat the British Civil Service Commission can do ie a delay 

82 or leur to eight weeks, 4iB compared to two or three hours in Canada. 

Direct departmental hiring ie practised in Britain as well, and with equal 

speed and efficiency. The car.d.idate muet usually be lees than twenty~eight 

y~ers of age in Great Britain, and ie admitted to the basic grade of 

Scientific Officer, or to the Senior Scientlfic Officer grade~ at the age 

ot' twenty-eix to thirty=one . Only in exceptional casee , ie appointment 

given to a more senior grade . 83 This practice differe sharply from the 

Cenadian or United States one where hiring goes on all along the ecales 

whenever needed and possible . Occasional volces are raieed again~t the 

rigid rulee in Great Britain, although theee rules are in accord with the 

general style of the civil service there . 84 

The most eignificant step for the entrant 1e future career in the 

civil service of Canada is~ however~ hie probationary period and its formal 

82. See Cmd . 9613 Evidence :i 3-4 daye qu . 487-8,. 
The information about the Canadian practice comes from an interview 
with Mr. V. M. Clarkson, Selection Officer3 C.S.C. Ottawa, to whom 
the writer le indebted for many pointe contributed to this discussion. 

83. See Cmd. 613, Introductory Factual Memorandum on the Civil Service, 
Dated 15th December 1953 9 Submi tted by H.M. Treasury, par . 215 . 

84. e.g. Sir Frederic Brundrett3 See Cmd 9613 Evidence , 23rd day3 
qu . 3399. 
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conclu.eic·n. After one or two yeara of pro'Jn '.:-.5.cn a :l?rofeesional or 

Scientific Review Board interviewe hims after mrdling to him • question~ 

aire deaigned to o::licH. hiG !·eaction to hie aeeignm.ent and condi tione of 

work. Hie reply to the questionnaire ie etudied before the interview. 

The avowed purpoee of the Board ie to help the probationer to adjuet 

himeelf better to the service~ to effect a change of aeeignment or 

place of work if neceeearyj to provide the probationer with a clear 

appreciation of the support he may obtain in solving hie probleme or 

difficultiee, and to protect both himeelf and the service from the 

perpetuation of any initial error . The probationer ehould~ coneequently, 

acquire a confidence in the career he might be able to carve for himeelf 

in the service . To this end he is offered the opportunity to epeak 

frankly, in the absence of any representative of hie department, who ie 

called in later to present the plane the department hae prepared for the 

future of the probationer. Theee are diecueeed~ and confirmed or altered. 

The recommandation of the Board concludee the probation and ie intended to 

launch the reviewed employee on e permanent career . 

This impoeing venture 1a as yet far from perfected . The Civil 

Service Commission is engaged at present in the etandardization of the 

incidence of review, whether on the linee of a ealary=etep barrier or of 

the term ~ deadline. 85 

The Civil Service Commi ssion believea that in epite of all the 

great effort. put into the recruitment of the ecientiet and profeeeional man~ 

the calibre of the recruit le far from the best . Judged by their 

intelligence and pereonal euitability, the majori ty of profeseional 

85 . As the Selection Officer mentioned above , Mr . Clarkeon, informe the 
writer, the term = deadline (~~· a set date of r eview laid down 
at a fixed interval after hiring) eeeme to be gaining support 
over the etep=barrier suggestion, which would prevent the entrant 
from obtaining more than a set number of incremente unleee 
approved by the Revi ew Board. 
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people recruited in the early post-war yeare belonged to the lower 

half of their college groups.86 A eimilar complaint was voiced by the 

President 1s Committee on Administrative Management in the United States. 87 

This does not eeem to have been the experience in Great Britain~ where 

the quality is believed to be goodj even though the service does •not 

quite get the proportion of cream that (it) had twenty or twenty-five 

yeare a go. 11 88 

S,UANTITATIVE RESULTS 

There is a lack of statistics wi.th regard to recruitment into 

the clerical classee of the Canadien civil service. This ie due both to 

a failure to collect data and the intermingling of soma of it with 

general etatietics on the service as a whole . 

Data on the administrative officere were intermingled with thoee 

on other classee of senior clerical officere , and did not prove very 

informative for purpoeee of analyeie ~ due to gaps and uncertaintiea. 

Only the ratio of acceptance of appointments to the number of offere 

could be eetablished for the years 1946 to 1953. This ie presented in 

Table 4. 

86. A etudy conducted by Go A. Blackburn, C .S .C. in 1947 .1) internal 
memorandum of January 12, 1948. The author went on to say that 
eince the above-average employees tend to leave for outeide 
employment there was a danger that by 1953 or thereabout all 
government positions wculd be filled by employees below the 
average in their profession. 

87. eee p. 81. Faulty standards of selection are blamed there. 

88. Cmd. 9613 Evidence~ 19th day3 qu o 2844 . A characterietic sequence 
followe in quo 2B45 viz~ 
Qu~ "would not a major factor in etimulating recruitment and 

getting high ·~ quali ty entrante be career prospects o 
Ans. Yeso " 
cf. aleo~ many other opinions to the eame effect in the evidence, 
~ 3-4 daysj qu. 543-7; or Report 3 par. 538~ and passim. The 
general feeling in Great Britain seeme to be rather one of 
satisfaction with quality in spite of evident ehortcominge, and 
deficienciee in quantity. 
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TABLE 4 . Rate of Acceptance of Appointments Among Succeesful 
Competitore for Junior Administrative Officers~ 1946-1953 · 

Year of Percentage 
Competition Successfu1 Appointments of Succeseful 

6 - Ap;eointed. 
1946 20 30 . ~ 
1947 37 17 45 .~ 
1948 60 31 5L7,; 
1949 30 21 70. a,; 
1950 31 18 58 .1,; 
1951 53 27 50 .~ 
1952 45 2~ 51 . 1% -' 

1953 ~6 18 50·0% ( 

Total 312 161 5L6,; 

Sourceg Civil Service Comnüseions files . 

The data for Foreign service Officere of the Department of 

Trade and Commerce will be preeented in Chapter Six9 where that service 

1s etudied. 

The data for scientific and professional personnel are available 

in coherent order only for the poet=war period, with the exception of 

the year 1947=8 and with certain omissions for the precedill8 year. 

The presentation follc-we in Table 5. 

!@LE 5o Trends in Recruitment of Profeseional Personnel to the 
Civil Service of Canada after the Second World War. 

Year of Number of Total of Percentage of Total 
competition applications di ecarded offers of appoint= number of 

ment. refused new 

- 1946=7 815 
aEpointments 

858 43 
1947 ~8 not available 
1948~9 3427 2933 19.6% 494 
1949~50 3408 3075 19. 8% 333 
1950-1 2515 2242 13 .7% 273 
1951-2 2246 1894 19 . ~ 352 
1952-3 2089 1765 25 .~ 324 
1953=4 31C8 2880 24 . 7~ 228 
1954~5 3794 3456 31. 7, 338 
1955-6 3114 2732 35 · ~ 382 

Perc:ent.age~ 
of appli = 
cents 
apEointed 

5 . ~ 

14 .4,; 
9.8~ 
10 . ~ 
15 . 7~ 
15 . 6% 

7 · 3~ 
8 .~ 

12 . 3~ 

Sourceg Studies conducted for the Civil Service Commission by Mr . G. A. 
Blackburn, Assistant Director of Planning and Deve1opment . Numbere 
used by permission of the Civil Service Commission. 



Note~ A fuller table and notee are given in Appendix 2 to which the 
reader ie directed for reference to the following diecueeion. 

While the resulte show a slightly erratic fluctuation, a few characteristics 

may nevertheleee be seen. 

The number of applications was decreasing until 1952/3, after 

which a significant increaee was evident for two yeare. The improvement 

in the number of appointmenta offered lagged for one year, and improved 

eignificantly only in 1954/5 . In the same year a significant drop appeared 

in the proportion of appointmente accepted, as shown by the increaee in the 

percentage of appointmente refueed. The proportion of waete in recruitment, 

as shown by the percentage of discards, has been fairly high throughout, 

while the proportion of new appointments effected ie eeemingly erratic, 

with eome tendency to change in the inverted direction to that ehown by 

the number of applicante . 

The conclusions of etudiee conducted by reeearch officers of the 

Civil Service Commission eeem to agree with t.hose of the writer$ as far as 

the fluctuation in numbers are concerned. The eaid officers conclude that 

the decrease in the number of applicants evident in 1955/6 would be 

considerably greater but for an increase in the number of student assistants 

attracted by an improved ealary range.89 Even eo the percentage of acceptance 

89. The employment of etudent aeâietante for summer months ie ehown in 
the following table . 

TABLE 6. Seaeonal Summer Employment of Student Assistante in the 
Professional Branchee of the Civil Service of Canada 9 1949-1956. 

Year 

~49 
1950 
1951 
1952 
1953 
1954 
1955 
1956 

Appli ca t ÙJne 
3jt5o~· · 
4209 
2668 
2331 
2637 
3356 
4136 
5701 

Em.ployed 
!041 
1277 
799 
716 
844 
886 
888 

1172 

Source: Civil Service Comm.19sion, filee . 
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of appointments among etudent assistante le eaid to be alarmingly low~ 

namely 46~. The correeponding rate for graduates ie said to be 52.8~, 

eignificantly lower than in 19543 when lt was 63.7~3 (48.8~ in 1952) . 

The reaeon for the decline in both the number of applicants and the 

proportion of thos~ accepting appointment le eought in the deterioration 

of the value of starting salaries ~ which were adjusted in 1955 . That 

adjuetment ie eaid to have been reflected in the increase in the n~er of 

applicante in the 1955 competitions . The subsequent increaee in earninge 

outeide the civil service wae charged with detracting applicants in 1955/6 . 

A factor contributing to the general increaee in the number of appointmente 

effected is the larger number of positions offered to recruite.9° This last 

observation may be interpreted to mean~ that in conditions more eimilar to 

those of 1954/5 the number of recruits would be smaller$ thue streeeing even 

more the role played by the rate of initial ealary9 in comparieon to outeide 

pay. 

One more observation ie in order. The average rate of acceptance 

of offers of appointment reveale a characteristic which might be slgnificant. 

The ratio of offers accepted by scientiste and profeeeional people over the 

yeare 1948/9 = 1955/6 ie 76 . 2%.
91 

Th1e rate 1e strikingly close to that 

found among Foreign Service Officers in the Department of Trade and Commerce~ 

which ie 77.1~, 92 both significantly hi gher than the rate of acceptance of 

Junior Administrative Off1cers 3 which ie 51 . 6~ . 93 The implications of this 

90. Civil Service Commiseion3 i nternal memorandum~ dated September 7, 
1956~ and filee. 

91. See Appendix 2. 

92. See infra . Chapter Si x ~ Table 19. 

93. See supra, Table 4. 



fact should become clear in the discussion throughout the following 

chapters . They will be further interpreted in Chapter Seven. 

An interesting sidelight on this laet point cornee from Great Britain. 

As the following Table 7 shows, in that country 72 . 6% of thoee aucceeeful 

in the reconstruction examinations at university graduate level accepted 

appointment tc the civil service. 

TABLE 7 • -- . 

Choice o 

Reconstruction Recruitment at the Civil Service Selection 
Board in Great Britain. Resulte by Number and Percentage. 

e age, 
appointed 
to succees 

~~--~~=-~-T~--~N~um~b~e~~~ 

Administrative Claee 
Only 2590 1657 486 

Administrative Claes 
and Foreign Service 
(,.dual choice" ) 

Total 

1761 708 186 

488 .1.2 72.6% 
x Includea 19 candidates who were originally unsucceaeful at the CISSBj 

and were euccessful at a second attempt directly at FSB. 

Source: Memorandum by the Civil Service Commieeionere on th~ use of the 
Civil Service Selection Board in the Reconstruction Competitions. 
H.M. Stationery Office, 1951 ~ s.o. Code 25 ~2~6. 

Note: Percentagee (except in the laet column) shown in relation to 
initial number of entrante . Internal percentagee are~ 54 .3% of 
entrante passed the qualifying examination; of these 27 . 9% passed 
both CISSB and FSB succesefUlly; 72% of the eucceeeful took up 
appointment . 

Figuree were not available for a similar analyeis of normal competitions . 

Thoee included in the above Table presentj however, the yeare 1945-1949, 

which ehould be a fair sample for comparison "94 

9~. N.B. -The percentage of 72 .6 applies in Great Britaln t o both 
the Administrative Class and the Foreign Service Officers , The se 

classes are inseparable as a reault of the 11 dual choice" . 



A si.;'Tlil.:~r study of the resulte of recrui tment to the Junior 

Management Assistant claaa ln the United States reveals a situation very 

different, as the fo11owing Table shows, 

TABLE 8, Recruitment to the Junior Management Assistant Clase in the 
United States , Resu1 te by Number and l'ercentage, 1949-1952. 

Year 

1949 
1950 
1951 
1952 

Participants Participants 
in written in oral 
examinations examinationa 

12,579 
14,214 
11,461 
8,784 

? 
1650 
1681 

935 

Passed succees-
fu1ly in beth Appointed 
examinatione 

562 
820 
681 
325 

86 
302 
230 
71 

Percentage of 
euccesefu1 
appointed 

15 · 3~ 
36,8~ 
33·7~ 
21 . 8% 

Source: U. s, Civil Service Commission, Washington, 

Notes: 1) A few appointmente executed later than in the spring of each year 
mlght have been omitted. 

2) Seme failures were due simply to absence at the examination. 
Numbere unavailable. 

3) No numbers of passing and appointed ava11able for the year 
1953, or after , 95 

The percentage of appointed is even at ite higheet significant1y 

1ower than the corre~ponding figure in Cenada . 

When discuseing the numbera of app11cants for the above examinatione, 

' 

viz: 19371 in 1950~ 15493 in 1952y 8376 in 1953 3 H. Emmerich and J , L. Belsley 

remarked, that the figuree attest to the declining interest, with the 

declining belief, in the career offered by the J.M.A. program and ite value . 96 

Trends in Recruitment . 

In all three countries a few common trends are clearly visible . The 

95. The information for this table came to the writer from the staff of 
the Civil Service Commission in Washington. Special thanks are due 
to Mr . J , Douglas Hoff, Manager, College and Foreign Visiter Program, 
and Miss Sally Greenberg, who extracted the data for Mr . Hoff, 

96 , Herbert Emmerich and G. Lyle Belsley "The Federal Career Service -
What Next~ Public Administration Review, ~ 14 No . 1 (Winter,l954)i 
1-12 . In the article the numbera are given as 21000, 15000 and 8300 
respectively- difference iue probably to rounding up . c~~he Federa l 
Government S8rvice: !te Uharacter, Prestige and Probleme:-~~148 . 



most prominent is the growing number of young people continuing longer in 

schoole or proceeding to collage, and the simultaneoue greater demand for 

them in the general economy with the accompanying greater competition for 

their services . The governments find themselves in a market which le 

growing steadily tighter. This is one of the basic notes in the evidence 

given before the Royal Commission on the Civil Service, 1953-55,97 it is 

the main theme of the releasee of the Civil Service Commissione98in Canada 

and in the United States. The answer to this challenge in North America 

le a series of plans and recurring efforts at a better technique of recruit-

ment and the offering of more attractive conditions. As one of a series of 

efforts to produce new plans, the United States launched the J.M.A. program, 

an afterthought to the Junior Professional Assistant drive in the early 

thirties, and the recent FSEE . A parallel development in Canada produced the 

Clerk Grade 4 (Male) competition, and the various changee of title, through 

Clerk Grade 4 (university graduatee), Junior Administrative Assistant, and 

Administrative Trainee, brough~ it to the present denomination of Junior 

Administrative Officer and its sequel Administrative Officers , From an 

unsystematically recruited class it became here a recognized member of the 

University Graduatee group, recruited since 1956 by one consolidated competition, 

ae far as the basic grades are concerned, 

Great Britain, with ite longer rooted traditions, perceived the 

changes as clearly as did the others, The number of new departures there 

97· 

98. 

Cmd 961~ Evidence; 3-4 daye, p . 48 pars. 4-8; 8th day, p. 236 
pare. 1 -9; and passim ,-~· ~eport; pars, 398, 433, 469, and 
passim. These are placee selec·ted casua1ly, many more could be 
pointed out , The situation did not change, compare esc Annual Report 
for the year 1956, p .p , 3-4 , 

Qf. the Annual Report of the Civil Service Commissions in both countries 
for the years 1955 and 1956, passim, See also the Address by the 
Prime Minister, the Rt. Hon . Louis S . St-Laurent to the Professional 
Institute of the Public Service of Canada, Ottawaa February 23, 1957 , 
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le far smaller however. The standard reaction was to watch the develop-

ment carefully in order not to let the government employment fall too 

far behind the line in attractiveness . There were only two really new 

departures in the general field . Admission lnto the clerical classee, in 

which there wae a great ehortage of personnel wae allowed without an examination 

on the strength of the General Certificate of Education in 1953 .99 And for the 

first time, recru! tment has been opened to the .Administrative Clase above 

the basic grade, in the competition for Principals in 1945, and again in 

1948.100 

The graver shortages in recruitment in all countries are accompanied 

by the more frequent and more incessant mention of career prospects in the 

civil services. 101 

Another development concerne the scientific and professional classes. 

From the fragmentary direct hiring, appropriate in the time when theee 

employees were rare and not essentiel, the recruitment changed to an emphasis 

on central hiring as an important activity . The probleme involved in this 

development have been discussed above, where their basic importance and the 

inherent imposeibility of a permanent solution were hinted at . 

99. Cmd 9613, Evidence, 3=4 daye . qu . 306-311 . 

100. D. Johnstone. loc . ci t. 

101. Note the ti tlee of "Career-condi tional" and "Career" employees 
in the civil service of the United States, (c~ c.s.c. Annuel Report 
for the year 1954, p. 28.). --



CHAPTER THREE 

STRUCTURE AND PROMOTION. 

Advancement ie recognized as an important element of career. 

"we know that there can be no true career service, in government or 

anywhere elee, without promotion" eaid Mr. J , w. Macy jr. , in a recent 

1 addrese. But, in order to make a career. in service reaeonably predictable, 

promotion iteelf muet be reaeonably foreeeeable, reliable and responeive 

to planning. This is the more important to the civil service} for born 

2 good civil servants are not born risk-bearers, as R. N. Spann observed. 

They seek sorne security of progress to the top. 

Advancement in an organized service may take place only through 

climbing the rungs of the hierarchy, along the lines of progression provided 

by the structure of the organization. It depende, in short, upon the 

establishment and the structure, which provide the eupporting skeleton. 

For a career system, which ie a long term commitment on the part of both the 

government and the employee, the ladder must be clear and constant, not 

subject to frequent ehift and change, which might frustrate a life-time plan. 

Thue both the classification system and the policy of promotion become geared 

to the purpose of maintaining a career system, if auch ie the purpose of 

~ the organization.~ 

For the classification plan to favour a career system means to 

promote the possibility of a meaningfUl and eatiefying long term connection 

1. -To the Civil Service Aseembly o'f thaU .S. and Canada, on 
New Horizons for Federal Personnel Administration. May 11, 1956. 

2. loc . cit . 

3. cf ~ E. Reimer, loc . cit , p . l6lo2, on the role of planned 
üPward progression .~lso C. W. Mille, op . cit . p .237, on the 
affect of its blocking . See c.s.c. of Canada, Annuel Report for 
the year 1955, p . 21 - on the connection between the classification 
plan and the career idee . {This lest reference ie especially 
important for its implications for the discussion~~.) 
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between the employee and the organization, and to facilitate the employee's 

progression over a long period from one engaging position or work -

aesignment to another, with ever wider responsibility and 1ncreas1ng 

authority . The increased reeponsibility and authority are the indices of 

advancement3 accompanied usually by enhanced hierarchical statue and greater 

rewarde at appropria te inte1•vals . 

The positions or work=assignments may be precisel~ and narrowly 

aet, or broad and general. In the firet case a long lina of carefully 

graded positions or work=assignmente must be provided in order to induce a 

person to plan his life-work within an organization with a prospect of 

advancement over a long period . In systeme which resort to a broad classi-

fication this consideration does not assume the same importance, for the 

officer can advance to a certain extent without a change in hia classification. 

This applies to functional advancement as well as to authority, remuneration 

and even hierarchical statua . On the North=American Continent the accepted 

pattern is one of narrow classification. This pattern progreasively reveale 

its inherent limitations in the modern conditions. In the growing complexity 

of governmental functions which has necessitated the employment of members 

of many thousande of different occupaticns 9 the task of keeping the classif-

ication up to date is beginning to assume baffling proportions. The trend 

is turning, therefore, towards favouring broader claeeifications.4 This 

tendency ie corroborated by the restrictive influence of minutely described 

classes, which confine the lncumbent within narrow linee - a feature 

particularly eerioue in conditions of manpower ecarcity. 5 Moreover - the 

4. ~· Second Hoover Commleeion9 Report, p . 54i u.s.c.s.c. Annuel 
Report for the year 1956 = p . 83. See the discussion in c.s.c. 
of Canada, Annuel Report for the year 1955i p . 20o This ie a throw­
back to the Report of Transmission of 1919, p . 8. 

5. See Herbert Emmerich l' "What 9 e A:~t,ad for Publi c Pereo!U'lel Administration". 
Public Personnel Review, v. 12 . No . 1 (Januar~l951) 3-8. 
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use of narrowly descrlbed classee habituatee the organizatlon to narrow 

specialization of lts employees, to their use as specialiste and to 

expectatlone of speciallet services from them. Such a stand compounde 

the difflculties for it contributes to rigidity when elaeticity le needed 

to remedy ehortage of staff . 

The other of the components mentioned above - the degree of 

responsibility and authority ~ may be inherent in the position or job, so 

as to make it an attribute fully eeparabl~ from the pereon of the incumbent, 

who does not pereonally acquire any statue. With a change of job he may loee 

whatever authority he would have wielded before. This set-up, again usuel 

in the North=American conditions, le a concomitant of the poeition-claseif-

!cation systeme. It ie not favourable to a life ~time career service, and 

when the ehortcomings of poeition-claseification become more noticeable, 

the volces calling for eome form of recognition of pereonal rank and 

permanent statue become more numerous . It is characterletlc that the 

recognition of the advantages of a pereonal rank system ie more pronounced 

in regard to the incumbente of most senior poeit1ona.6 A variant of this 

plan le the idea of a "pool" of senior c i vil servante, championed by eome 

6 . ~: (1) First Hoover Commission, Teek Force , p . 39Jl p. 56 - (the 
'J.'t1Bk Force proposee pereonal rank for lncumbents of "top career 
positions" and recognizes the pereonal factor whlch determines 
the classification of a scient1et 1e position) . 
(2) Second Hoover Commission, Task Force, p . l5 & 50 ff . (Recommendation 8); 
Second Hoover Commission Report p. 38 ff, (Recommendation 6); 
See E. Reimer, loc . cit . p.177 for a brief discussion of rank vs . 
posi tion-classiftcatiOn systeme . See also 0. Glenn Stahl, "Securi ty of 
Tenure = Cereer or Sinecure t' = The Annale of the American Academy of 
Political and Social Science . v . 292 (March 1954) 45-56 . The growing 
importance of statue in modern conditi ons ie discuseed by Whyte in 
The Organization Man, Part 7 The New Suburbia: Organizati on Man at Home . 
The need for personal rank in certain circumetancee and at higher 
levele was diecueeed by Herbert Emmerich in "what 1 s Ahead for Public 
Personnel Administration" :t and, together wi th Beleley, ln "The Federal 
Career Service ~ What Next 'l' - both ci t . supra. 
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writers and vigorously opposed by ethers. The idee of a personal statue 

alec underliee plans for "civil service reserves" which have lately been 

appearing. All these attest to the need for re-admitting personal motives to 

participation in supplying the driving force in civil service - the need of 

a career service. 

Whatever the system of classification and of linee of hierarchy and 

promotion, the policiee of complementing the classes, as well as the policiee 

of awarding promotions 3 will decide the value and attractivenees of the 

career system to the employee, as well as its worth to the organization. As 

for complementing the classes two conditions are necessary for a flow of 

promotions, namely (1} a right proportion of incumbents on the consecutive 

levels, so as to avold severe blocks or glutting; and (2) judicious consideration 

of resort to lateral admission or external recruitment3 which may restrict 

the openings for advancement and frustrate the employees in line for 

promotion. Cere must be taken also of the right proportion of incumbents within 

the organizations or agencies, with proper machinery provided for the transfer 

of promising employees whose advancement may be blocked. 

In this setting the structure of the Federal Service today and its 

methode of awarding promotion are discuseed be1ow . 

CLASSIFI___QEION AND STRUCTURE IN CANADA. 

a General 
The Federal civil service of Canada is similar to that of the United 

States in that 11 it consiste of eeparate poste each listed with its duties 

described in the classification schedule o o . • , every post is claeeified and a 

small difference in the nature of the work justifiee a higher or lower 

classification."7 Thie . is a highly developed position classification system, 

with its specialization pushed to an extreme o The number of separate classee 

7 o C. J . Hayes,~· cit. 



cannet be ascertained for it is variously given as between 2051 and 2600.8 

Any change in the classification or in the conditions of one of the classee 

requires a recommendati©n of the Civil Service Commission and a resolution of 

the Treasury Board (in lieu of an Order-in-council)9 ~ quite an involved 

machinery. The resulting rigidity of classlfication is one of the main factors 

which contribute to ite being evaded and defeated in practice, as when a 

position is claesified in a claes not because of its appropriateness by 

function~ title or description» but for the convenience of that classification~ 

on account of a feasible rate of compensation and the acceptability of the 

title in the set-up of the agency~ if not in the particular conditions of the 

poet. Thue the claes and title are not necesearily indicative of the function 

of an employee, and classification ie subverted into a vehicle for aseigning 

remuneration. 10 

Rigidity of classification may become an inherent trait of a system 

which resorte to iti and may produce a fragmentation where even numbering of 

grad.ee does not mean necesearily that uniform levels eut horizontally through 

the service. Such ia the case in Canada, for the number of a grade in a 

8. The lower number = by the c.s.c. in the Annual Report for the year 
1955~ p. 20. The higher number as an approximate by the Classification 
Officers of the C.S.C. in interviews with the writer. 

9. C. s. Act 1952i s. ll; Financial. Administration Act9 s. 5· 

10. This may be illuetrated by the case of an administrative officer in 
one of the Departmente, who was assigned to personnel work. He wae 
nominated for promotion from Head Clerk to Personnel Officer 3 in 
1954. He miased~ however, the prescribed written examination which 
barred the entry to that claseJ due to illnese on ite date. Therefore 
the Civil Service Commission euggeeted~ and effected~ hie promotion 
to Technical Officer 3 - a clase not barred by examination. Fifteen 
monthe later he wae promoted to Administrative Officer 3. He 
progreeeed in that eame line to grade 4 as eecretary of the Branch. 
(Source~ files of one of the Departmente.) 
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series doee not imply correspondence tc tho!) same numbel' in anc.ther seriee. 

There le no remedy for this dieadvantage in the Canadien system, unlike the 

United States, where the pulverizing tendency of position classification is 

counteracted by the introduction of uniform and all=pervading, but 

separate and independent, grading for the sake of compensation, on the G S 

ecale. Even in spite of this integrating and regularizing salary ecale, the 

position classification ln the United States proved to be too unwieldy in 

times of emergency, and necessitated the use of what was virtually a dummy= 

claes system,\) in the form of umaeter=sheete".12 Theee converted the classee 

in some casee into actually broad categories3 enabling the service to survive 

the strain without having its forma buret and the existing framework dest-

royed. Some measure of flexibility is a clear neceeeity,\) and the higher the 

development of differentiation and minuteneae of classification, the greater 

the need for f1exibi1ity. For in systeme built on a poeition=claeeification 

plan staff in the eevera1 departmente or lines of work le not interchangeable~ 

as the Civil Service Commission of Canada wae aware in 1934.13 The need for 

auch interchangeabllity.9 however9 wae b~c:oming progreesively more pronounced, 

as sa id ab ove, and 1 t contrlbuted tc the evolutlon of a plan for a serles of 

non-epec1a11et administrative clas'3ee .1 aa related ln the preceding chapter.l4 

--------------------~----------------~~----~----------~---
11. See~ for instance, the long liste of classee included in Treasury 

Board Minute of July 5;. 1957 3 T .B. 519606 3 where the variety of 
meaninge given to the eame grade number in various series ia 
striking. See also n . 10 supra, for g;;-omot~ f'rom Technlcal Officer 
~ to Administrative Officer l· 

12. L. DeWitt Hale •streamlining Classification" Personnel Administration 
v. 7 No. 10 (June,l945) 9 = 17 . -

13. An internal memorandum dated March 2j 1934 . 

14 . The eaid need became evident in 
at the eam.e time 9 about 1933=4 . 
a genuir~ly'generaliat'eervice. 
obeerved 

the United States and in Canada 
Both countriee sti1l lack auch 
In the Unlted States 1 t ha s been 
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b Administrative Offlcers. 

The introduction of these series ,~~ howeverJ> dld not cause any marked 

change in the si tuat.ion. Today as be fore some departmenta tend to put all 

their entrante into epecialized work ae eoon as they receive them9 thus 

frustrating the attempt to build up a clase of officere who could serve 

in many posH:î.ons irrterchangeably. The fact. 1e3 that i.nstead of producing 

a number of officers who could range widely over a variety of work-aeeignmentsa 

the system depri.ves a num.ber c.f classes wi th distinct ti tlee of the ir more 

intrinsic distinctions by filling them with a variety of men eelected by 

criteria not neceeearily related to the se respective classes. At the eame 

time the incumbente of positions claeeified as general are not necessarily 

non=specialiete, being in fact epecialized more often than not.15 On the 

other hand, many one=m.an classes continue to exist. The resulting structure 

ie eomewhat non-descript_, and amorphoy,s . 

Over the range of the Federal civil service in Canada a few trends 

are diecernibleJ> nevertheless. A few departmente welcome the AdminiatratJ.ve 

Officers aeeigned to them and develop them" as far ae the 3pecialiet 

traditione permit~ along non=Bpecialized linee. A seriee of 

Administrative Officer gradee existe, leadlng from Junior Administrative 

Officer, through Administrative Assistantj or sometimes skipping this etage 

to Administrative Offi ce l to 8. There is no rule or cuetom, however, which 

/\ 

14 . (cont 1 d) 
" .• .... we are bucking a sizeable tradition of 
specialization. Becauee of demand of industriel 
organizations, colleges have tended more and more 
to train people in thoee areas which are marketable . 
Our requirements on the ether hand are for the 
bread general type of background. 11 

(Randall~ in the Annual Repo~ of July 1, 19543 quoted above ,) 

15 . In many cases the eituation to~day ie not different from that 
deecribed in the in~ernal memorandum cited i n n . l3 1 supra . 
Specialization suite better many Departments . 
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prevents some Administrative Officers from leaking out of that series 

into sorne other, related or unrelated hierarchy~ nor doee anything prevent 

lateral entry at any point from outeide the series . There is, therefore, 

no definable group of Administrative Officers by occupation and memberehip, 

only a group of incumbents Ero tempere . There ie, moreover, no deviee nor 

any desire for one, to keep under control the numbere of incumbente at 

any level in the service as a whole . 

c Sclentific and Profeseional Series . 

In the case of scientific and professional employees in Canada there 

is a clearly visible tendency to clarify the structural principles . Late in 

1954 a study of the problems involved in the classification of chemiets served 

as a pilot project, and during 1955 a few other seriee of ecientific classes 

were studled and a classification plan developed for them. T~eae seriee were 

analysed and lines of laboratory, superviaory, research and managment 

activitiee were identified where feasible . Positions in these linea were 

aseigned to one of five gradee reepectively . The qualifications and work 

aesignments for each level were standardized and related to one another . 

Thus a plan for reasonable uniformity haa evolved. This was a considerable 

advancement as compared with the situation that prevailed before, when in 

aome professions the employees were sometimes claesified so unsystematically 

as to blur their identification and make any coherent service 1mpossible . l6 

16 . e .g , Chemists were claeeified into 42 classee, including 
Technical Officere, Agricultural Research Officer, Forest 
Producte Engineers, Scientific Officere -Mines and others . 
These classes comprised 22 different ecales of remuneration, 
ranging from $2940 to $8200. The differences in compensation 
amounted sometimee to as little as $6 .75 a month . 

Sourceg Interna! Memorandum to the Civil Service Commission 
of November 25 , 1954. Confidential, approved by the Commi ssion. 
Releaeed for use of the writer by permission of the Commission. 



The uniformity of classification etlll does not extend to the whole field 

of scientific and profeesional classee, howeveri and comparison on the 

basie of their designation by grade number still cannet be made , l7 

The employment of considerable numbers of scientific and 

profeesional personnel is a recent phenomenon in civil service generally, 

Not even in Great Britain were they separated from ether personnel or 

regarded as a particular group baving common intereste before the first 

18 world war , In 1944 they were et111 in a atate of "chaos of grades and 

servlcesN, with more than 500 spread over more than 120 unrelated hierarchies, 

and with no systematic promotion or a prospect of career provided for,19 

The belated administrative development of the scientiste in the civil services 

of the world may be due not only to their late appearance among their older 

and more prominent colleagues, but aleo to the fact that their work depende 

lese on hierarchical and administrative arrangements 9 and more on the 

pereonal contribution of the ecientiet, whatever his statue , Moreover~ only 

the administrative 1mprovements in the ecientific classes brought to light 

the problems which have come to occupy the centre of the stage recently, 

namely the question of the career prospects of e sci.entist whoee unwillingness 

to carry administrative reeponsibili ties prevente hie advancement , This 

question recel ved attention in the Canadien ci vil service when the new structure 

of theee series was coneidered in 1955, and advancement up to the top grade 5 

was provided for prominent scientiste without obliging them to carry auch 

responsibilities , 

17 , Compare for instance the two Minutes of the Treasury Board of 
May 9, 1957j No, T,B, 517272 and No , T.B, 516045 , 

18 , L.A.C. Herbert, The Profeesional Civil Servant's Handbook, London, 
Inetitute of Professional Civil Servantsj 1944 p ,45 , 

19 , Kingsley, SE' ~, pp, 168-9 
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In the case of the ecientific classee the question of proportion 

of incumbents on the several levels of classes and grades is lees important, 

because of the individuel nature of their work, which, as said, doee not 

depend on hierarchical complements but rather on general facilities, auch 

as availability of help and materiels. 

1!:3TABLISHMENT AND STRUCTURE IN CANADA. 

A more serious problem of a structural nature in the civil service of 

Canada ie the attitude to the establishments of the several departments of 

government . It has been noted above, that proper establishment of departments 

is essentiel for making advancement predictable and constant. In the 

Canadien circumstances this problem is somewhat unique. It is possible, and 
<:;._ _ _ "··-· ·· ··- · 

indeed not unusual in the Federal Departments to utilize any unoccupied 

post on the establishment approved for a department in order to provide for 

any position necessary, whether related to the approved establishment-poet or 

not, as long as a number of conditions are observed . These are 1) that the 

position so created le urgently needed; 2) that no more euitable or more 

closely related poet on the approved establishment ie vacant; and 3) that 

the incumbent actually put in the position and aesigned to fill the unoccupied 

establishment-post receivesa s&ary not in excees of the rate approved for 

the post . Thus a position approved for a high ranking offlcer and not f1lled 

may be preserved on the esttiblishment ae a apare, or used as a temporary 

perch for a necessary clerk or typiat or messenger . Since the departments 

are not overstaffed in relation to the approved establishments, but rather 

have ample spares, this situation does not hinder promotions, but 1t 

contributes to the erratic shape of advancement, which is\les~ deterrnined -. 

by vacancies and more by arbitrary factors . 

2_l~s! ~n~ 2_o~~n!a~i~n. 

As noted above, the use of classee in the civil service ie often 



regarded more as a vehicle ~or the award o~ a proper salary than as a 

meane of eyetematization of the eervice. 20 The structure of the clase 

from the etandpoint of ealary ie therefore, of some importance as a factor 

21 
in determining the attractiveness of a career in a certain claes. 

The classee which ehould be coneidered on this score in the present 

study are chiefly the Administrative Of~icere and the scientific seriee . 

The firet series presents ten grades, each with a epan of four eteps of 

salary; only at the level of Administrative Officer 1 there are five steps. 

At thirteen points theee eteps overlap, sometimes on more than two levele. 

Aeeuming that an officer would advance to the top of the basic grade of 

20. A one-time Director of a Branch in the Civil Service Commission, 
and at present a top-ranking officer in one of the Federal 
departmente, commented on this fact in an interview with the 
writer. According to hie analysis the attitude to establishment 
and claes waa traditionelly a flexible one. In a small civil 
service, as wae the Cfna1tan unt11 recently, the classification 
officer wae familier wi th every corner and the at ti tude to set 
rules wae both lenient and eceptical. The classification and 
aeeignment were primarily a meane of having some particular job 
done . This once achieved, the classification used to be changed 
upon a switch of the employee to another job. The only belief 
held dogmatically wae, that any minute change in a person'e dutiee 
had to be reflected in hie compensation. 
This tradition muet still pereist ., for in a Conference of Senior 
Personnel Officere on Executive and Profeseional Development, convened 
in Ottawa on Mey 20 and 21, 1957 9 the same observation wae made and 
recorded in the Summary " An addHional value wae recognized in 
the service - namely the factor of prestige. Therefore, it wae said, 
eome departments request unique titles for their classee, in order 
to booet morale . 

21. The importance of this factor ehould, however, not be overestimated . 
The considerable eaee of chan~ of claes on promotion, and the 
orientation of the civil servant at a job or at its improvement, 
rather than at a reguler and prolonged service in a certain claes, 
ehould be remembered . Theee tendencies deprive the farther prospecte 
within a class of special eignificance . Theee prospecte tempt probably 
only elightly more than those of any cognate class . It is 
different, however, in eome professional classee. 
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Junior Administrative Officer, and thereafter receive promotion to the 

next level at the next higher ealary rate, and advance again to the top 

of the grade and continue in this faehion, it would take him twenty-eight 

yeare to attain the highest aalary provided for Administrative Officer 8. 

Seme within=grade increaeee amount to $150 p . a . (at lower levele), othere 

to $180 or $240, while at the most senior level the increment would amount 

$ 6 22 to 3 0 p.a o 

A typical scientific seriee ie of a somewhat ehorter life -time~ 

23 yeare in Economies or Statistice ~ 20 yeare in AstronomyJ 19 in Chemietry 

series, etc. Grade to grade incremente would be about the eame as above, 

with the rare case of a greater increment f or most seni or poei tione.23 

The top levele do not provide, however~ a ealary which by iteelf 

could inspire twenty-odd years of patient climbing. Moreover~ the civil 

servent who would progrees eyetematically and orderly over all the ratee 

provided in the plan wouJ.d be regarded a distinct fallure in the service o 

Even in the case of scientiste, who are eometimes bound to a clase-series by 

thei r epecialty~ end in consequence ehould progrese rather within the eeriesJ 

many jumpe up the ecale would be expected. Theee would be the effect of 

participation in open competitions, in l i mited promotion-competitions~ of 

rec1aeeification or promotion without competition. A1l theee procedures 

will be diecuseed later on. 

Glass and Advancement. --------- - -
For the purpose of promoting a career eerviceJ neither the structure 

of the several classee in terme of compensation, nor their arrengement in 

22. Based on T .B. 519606, Ju1y 5, 1957 . A full diagrammatic pic ture 
may be found in Appendix 3. 

23. ~·.8._· Dominion Astronomerg 2 x $500. Based on ToB. 517272~ 
May 9 ~ 1957, and T .B. 516o45, same date . See App o 3 as supra. 
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0onsecutive tiers was very succeseful in the Canadien civil service. The 

causee are not readily diecernible at firet glance j) for the overt differences 

between this system or that of the United States and of Great Britain are 

not very striking , 24 Overlapping salary-rates are not confined to the 

Canadien system» for they are common in that of the United States as well, 

if not on multiple levela as in Canada. True, the deficienciee of overlapping 

msy be partially alleviated there by the reeort to classification of consecutive 

leveJs in a functional seriee on the alternate, not on the coneecut1Ve 9 eteps 

of the General Schedule ecale. 25 Thiss however9 is not the invariable rule . 

Another characterietic of the system in the United States which may 

have considerable consequences ia . the fact 3 that a genuinely eucceseful officer 

doee seldom have to epend a year on each and every consecutive step of the 

ealary~schedule ~ even if his edvancement is confined within the linee of one 

series and proceede regularly etep by step. Canada does not follow this lead . 

A closer look at the British system} however3 reveals the difference 

with unmistakeable clarity, showing how that system favoure the long term 

career cammitment. For the distinctions are not merely in external details. 

These latter are rather eimilar . There ia no overlapping in the British 

aalary echedulee, but the general level of salaries is more or lese comparable • 

The length of time of possible advancement wi thin a claes ie comparable as well, 

being of the order of thirty yeare i n the Admi nistrati ve Glass, and even 

thirty-eight in the Executive Class, in extrema cases . After that length of 

time one would have reached the upper ranke where there are no increments to 

24. See the charte in A pp. 3. 

25 . e .g. Social Insurance Admini stration Seri es (Code GS =025 ) g 
Positions at GS. -8, GS -9, GS =lOs GS =l1.9 GS=l2, GS -13 , GS-14; 
but Veterinary Livestock Inspection Seriea (Code GS =70l)ehows positions 
at GS =7, GS =9~ GS ~ll, GS =l 2.9 GS =l3~ Agricultural Marketing Specialist 
Seriee shows the same sequence with additional positions a.t GS-14,etc. 
(Source - U.S.C.S.C. 3 Position Classification Standards . ) 
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the one rate of ealary. Nevertheleee auch prolonged advancement with delayed 

promotion would not, ueually9 bring one up to thoee ranke at all3 and the 

usuel rate of advancement ie much faster. The difference 9 therefore, ae 

compared wi th Canada9 seems ·to lie neither in the length of the total period 

of financial advancement, nor in its rate. It eeems rather to lie in the 

marked advancement in terms of responsibility and authority9 as well as range 

and level of work, which is involved in a promotion in Great Britain, as 

distinct from advancement by monetary increments and seniority. Moreover, 

a promotion usually brings a quite substantiel increase in salary. In the 

life of the British civil servant promotion is an event far rarer and more 

outstanding than in that of hie North=American colleague 9 for the ueual 

advancement of the British officer is not regarded as a promotion. This 

advancementcontinues between promotions, and proceeds by way of small 

increments and by way of informel recognition of his growing experience, 

manifested, for instance, by more attention and weight being given to his 

opinion. These satisfactions are not hampered by the length of time spent 

in one class, nor by the laterally restricted ranse of the linee of promotion, 

usually confined within a functional line of grades = the "Claes" as the term 

applies in Great Britain. The variety of work is decidedly not restricted 

by the classification system. And a tendency is evident in Great Britain 

toqpen a runway as long as possible for promotion of people of genuine ability, 

for the British civil service authoriti ea are aware that 

"persona recruited to the eervice • • • • . should be placed 
on an equality for the purpose of opportunity of 
promotion to higher posts • •• • • ertifici al barriere to 
promotion9 where now they exiet 9 ahould be removed; 
and the materiel hindrances must not be allowed to block 
merit and ability." 26 

26 . Joint Committee on the Organization etc. of the Civil Service, 
appointed by the Civil Service National Whitley Council~ Report 
dated February 179 1920. par. 55. 
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Neverthelese, the Administrative Claes ie etill in many respecte 

a eeparate preserve, and ite upper sector, the Higher Civil Service~ 

including the Under Secretaries and above, are "the gradee above the 

'normal career level' " . 27 But civil servants of ability aspire tô that 

level, with its exacting duties and corresponding prestige, and they reach 

it. 

Compared with thet prospect, the amorphoue upper layer of the civil 

service in Canada eeems far lese effective ae a goal for an ambitious pereon, 

a goal whoee prospect could dpur him to a lite-long effort. There is not in 

the Canadien service a distinct level of prestige-poste, no traditions of 

long standing to enhance at ..... bet o:ff the social standing of euch poste as 

do ~xlet in the upper reachb~ OI the civil service, not even a very clear 

conception of these upper reaches as an entity. This situation, however, 

is sc1ll more favourable to ~ person with an ambition o:f making the civil 

service his career than is the case in the United States, where 

"If a civil servan~ QOes by chance graduate into the 
political hierarchy o1· Secretary9 he rieke not only 
demotion but diacharge , if hia political bacKere are 
defeated at the polle . " 28 

The aimilar danger to career ~ervice from that open upper outlet into the 

polltical is being diminished in Canada at present9 with the introduction of 

tne ~xecutive Assistant Deputy Head into the uppermost hierarchy of the 

depar~ente. The introduction of this poli t i cal officer will leave the 

poet of Assistant Deputy Head as a clearly a-political, civil service career 

27 . Committee on Righer Civil Service Remuneration, Report 
February 1949, Cmd. 7635 . par . 3· 

28 , H, Struve Henael l9t,:iaye and Meane for Recrui ting Capable Federal 
Executives" Public AdminietrationReview. v . 13 No. 2 
(Spring, 1953) 123-129. 
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position. 29 Whether this innovation will enhance the prestige value 

of the upper classee in the civil service of Canada remains ta be seen. 

The probability doee not eeem very great 9 given the general temper of the 

North American~ and the prevailing evaluation of any occupation or 

position mainly upon the criterion of ealary or income ~ which is serving 

also as a rea dy modulue of advanceme nt . 3 0 Moreover .il i t se ems improbable 

that a distinct claae of higher civil servant can emerB9 in the Canadien 

circumstances» to counterbalance by ite social statue ite monetary 

deficiencies. Too strong ia the influence of the United States pattern, 

where the idee iteelf provides "8mmunition that ie easy to use and hae 

alwaye been most effective." 31 

Advancement muet take place .il then» along the rungs of hie scaffoldirg . 

PROMOTION: PRINCIPLE AND PRACTICE. 

In the ci vil service of Canada promotion is the achievement and the 

prize of the employee. He is the pri mary benefi ciary in it» and it is up to 

hlm to utilize the opportunities which may present themselvee. Frequent 

reference ie made to the analogy with a bottle of milk, where each droplet 

of cream will ultimately find its way to the top .32 

29 . Note the misleading~ inept nomenclature . The writer le indebted 
for this point to Mr . L. J , Rodger , Personnel Officer9 Department 
of Tr8de and Commerce . 

30. cf . M. Dreese and K. E. Stromsen "Fac·tore Related to Rapidi ty 
of Riae of Interne in the Federal Service" Public Personnel 
ReviewJ v. 12» No. 1 (January 1951) 31=7. 

31. P8getJ ~· 2.!!· 
32. Everett Reimer» when diecuesing promotion (loc . c i t . p. 173 . ) refere 

to the 9cream appr oach 1 current in the U.S .A. ~ along with 1ehoe 
leather1 approach and with 1 deek=to~desk 1 approach . One should 
observe that the second and third methode are eubordinate to the 
first , for only when the milk~ as it were j ie left undisturbed and 
the cream droplets climb up 88 may happen3 aome will use their 
ehoe soles9 other s will shove imperceptibly from deek to deek. It 
would be differ ent in 8 9sep8r8tor appr o8ch 9 , if one may venture an 
extene i on of the met aphore . 



The employee» the metaphore euggests ~ haa to be free to pick up the 

opportunities whenever they flash onj unhamperedj and the result will 

come as if by itself = the beat employees will rise to the top of the 

hierarchy. The interests of the service are paramount ~ to be aure. 

But where not contrary to these intereata~ vacanciee should be filled 

by promotion.33 

There is in this attitude a remnant of the characteriatic 

North~American belief in the essentiel fairness of free access to 

opportunitiee$ the fairness of unrestricted poseibilities ~ and the 

reeponaibility of the individuel for the use he makes of his chance 

when he sets it. This 1go=getter 9 attitude is esaentially a stand 

of the public~ rather than of the authority. The public~ the hypothetical 

maas of aspirante to public office might take a position of asserting 

1Well~ you had your chance'. The management cannet preserve auch a 

detached dieintereetedness. The management ie 1nterested not only 1n 

having competent people at the top, but equally in having the most 

efficient service of each employee and the beat morale of all . To the 

management~ a vacancy is a taak vacated ~ which hae to be placed in worthy 

hands9 to the group of competitore for a job it ie an opportunity which 

ehould be dietributed fairly. It ia not the position of the management 

that ie embodied in the cuetomary North=American attitude 9 for it is not 

as the bounty of the king~ or other form of prerogative, that promotion 

ie being given out . It is as a post which belongs to the people~ which 

is being offered to whoever meri te it beat . The public ~ it ie believed, 

has a preeminent right to the vacancy, and under its eyes it ehould be 

allotted in fairness ~ wi thout preferences. Therefore the 1separator 

approach 9 is foreign to the North~American . He prefere the 'milk bottle 1 

33. Civil Service Act, 1952~ e.49 (1) . 
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approach, where he himself either makes the mark or misses it~ but in 

reliance on his own capabilitiee, not on anotherve evaluation of them. 

The faireet way to the equitable distribution of public jobs is eaid 

to be the relative desert of contenders. It is as a compromise with 

modern conditions, thoee modern conditions that proved the managerial 

approach right and the Jackeonian democracy wrong, that the contender 

hae to prove his desert by eatiefying the management about hie ability 

to carry out the duties of the position in the beat faehion. And nothing 

will prove this better than a competitive examination1 eaye the popular 

belief. The examination muet only be free of any irrelevant consider-

ations. ~ This ie the origin of the ubiquity of competitive examinations 

all over the domain of the public service in North America. 

Theee teneta are believed in by the more orthodox part of the 

staff in the Canadien Civil Service Commise1on.34 They are not held 

as absolutely in the departments. One ie tempted to eugsest that the 

departmental officers, with their defined managerial reeponsibility for 

executive taske1 cannot eo fully surrender the managerial stand and 

embrace the role of a dieintereeted referee~ as can membere of a staff-

agency. Characterietlcally~ the above tenete ceased long ago to be 

professed in the United States.35 In that country the practice veered 

34, One of the Classification Officers of the Civil Service 
Commission characterietically related to the writer9 how» 
when a vacancy occurs in the service~ no heir apparent 
has been groomed for it beforehand. Rather~ he eaid1 all 
probable succeseore would be kept on their toes 3 alert and 
strictly arraigned on the etarting line 3 to begin the race 
at the signal from the Commission. The beat runner ehould~ 
and would~ be the winner . 

35· The Preeidentve Committee on Administrative Management 
complained about the inactivity of the Civil Service Commission 
in locating prospective promoteee. (p.83). The First Hoover 
Commiesionve Task Force urged the compilation of a roeter of 

cont 1d 



away from the strict abstinence from directing and active pre-selecting 

for promotion. During the early post=war years a Committee for the 

Placement of potentiel promoteea was working3 though with limited 

efficacy3 36 and in 1955 a roster of candidatea for key poste was 

established on a government=wide baeis.37 Specially eelected prospective 

promotees are given training in the Internehip Training Programs in the 

United States, in an effort to facilitate their undertaking more 

advanced duties . No guarantee le given the interna that any promotionwill 

materialize, but experience shows that they advance faster and find moxe 

opportunities . The progra.m ie claimed to be a etep on the "way to find 

35· (cont 1d) 
prospective promoteee (p u40). Second Hoover Commissionvs 
Task Force complained that the Government not only does not 
recognize capacity in ite employees s but cannet even take 
official note of the most plainly demonetrated capability, 
which is neglected . The Report of the Commission etrongly 
concurs with that finding (Task Force Report p. 49; Commission 
Report p . 37 ) • The U .s .C .s .C . in i ts Annuel Report for the 
year 1956 refere to the need to motivate and develop people for 
promotion (p.49), and its Chairman3 Mr . Philip Young» believed 
it to be the asency1 s responaibility to eeek eut the young and 
promieing among its empl oyees when there ia a vacancy for them 
to fill { 11The Federal Service Entrence Examination11 Public 
Administration Revi ew 9 v . 16 No . 1 (Wi nter 1956) 1=5) . 
In a Federal De~nt of the Government of Canada a Chief 
of Personnel told the writers that he abeolutely disagrees with 
promotion competitions as ueed i n the civil service . "They et~ 
up thirteen people, leave twelve disappo1nted and one who 
should have had it anyway" eaid the officer . 

36 . Herman Miles Somers in Federal Government Service g Ite Charact.er, 
Prestige and Problems, p . 77. 

37 · Improving Career Managers in the Government Service an addrees 
by John W. Macy Jr. at the lBth Annuel Conference of the Texaa 
Personnel and Management Association~ University of Texas , Auatinj 
Texas, Nov . 19 1956. · 
This should not, however 9 be interpreted too unqualifiedly t .a 
mean that career in general is planned in the U .S.A. It ie 
rather only an indication of an enhanced confli ct of older and 
newer trends, where these latter beccme more vociferous . It 
is too early to judge what would be the outcame . See infra . 
n . 569 for the short and rather fragmentary epan of the planned 
part of the FSEE career . 
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and develop •• • • administrative abili ty11
, 38which ie a coneiderably more 

active participation in promotion than the general Canadien service 

knows 3 even if the Junior Officere are included, .!.·~· those who come 

up as promoteee to the course of administration for Junior Administrative 

Officers. In both casee alike no guarantee whatever is given, but the 

aim of seeking out the talented promotee is not so actively and poeiti~ly 

declared in Canada as it ie in eame casee in the United States . 

The practices involved in promoting the civil servant fall 

naturally into two categories, namely the onee obeerved by the management 

and those resorted to by the ci vil servant . As noted ab ove~ the management 

in Canada follows the rules baeed on the belief that the vacancy ie a 

public property. Each vacancy ie filled by promotion when there ie a 

field of candidates~ or one pre~eminently euitable candidate available. 

If the deputy head of the department states that the vacancy may be filled 

by promotion, he would indicate the groupe or classes to which the competition 

ehould be restricted.39 The vacancy would be advertieed in the 

designated area, and applications invited. The proper tests, = 

examinations or perusal of credentiale 3 servic.e records or information 

included in the application = would be adminietered by a board of not 

lees than three memberei and promotion awarded and publicized . If there 

ie one preeminent candidate, no advertisement would be made 3 but his 

promotion would be poeted for public notice within the ares where the 

promotion-competition would have to take place . Here one of the main 

difficultiee i n providing a governmentewide career originatesg It ie a 

departmental vacancy that ie filled, most often by a departmental 

38 . U.S.CoS.Co Guide for Internehip Training in the Federal Service 
Pamphlet 46 9 June 1952 . 

39 . C. S . Regulati ons, a, 56 . 



promotion; lnter-departmental promotion by means of a promotion-competition 

le almost unkown. The dieparity withln the service as between varioue 

departments is great, with departments having a very real role and a 

eubetantial influence.4°- Each promotion may be appealed by any employee 

entitled to consideration, and becomee permanent only after the lapee of 

the appeal period and the dieposal of appeala . 41 

This procedure differe markedly from the ones ueed in the United 

States and in Great Britain. In the United States~ there is no governmeDt -

wide standard~ with departmente or even smaller unite following their 

own rulee~ eome requiring a selection board~ others permltting the 

iilllDediate superviser to nominate the promotee _9 etill ethere having a 

formel competition. The only general rules are those imposing eome 

restrictions$ auch as limiting the number of promotions per year or 

42 
prohibiting a promotion within three monthe of a competitive appointment, 

etc. In Great Britain, however., the system, set and deflnite, recognizea 

promotion as the prerogative of management, and permission for the 

employee to make representations ia regarded as a privilege, freely 

granted1 but not as a right . 43 Selection by examination ia exceptional, 

----~-~------~~--~-~-----~~------~-

40. ~· in 1954~ and again in February 1956, one of the Departments 
ineisted that a vacancy9 to which each time one suitable candidate 
only waa available, ehould be advertieed for an open competition. 

The aggrieved officers left the service; thue the initiative of 
the department twice disrupted a career and caused a losa of a 
very promising junior. (Sourceg interna! memorandum). 

41. o.s. Regulations» s. 63 , 

42, Second Hoover Commission Taek Force pp. 161 ff . 
cf . u.s.-c.s.c. Notes on Promotion_. dated 25 February 1955 . 
Coded 251=117/5~~-~--

43 . Treaeury Circuler~~ par . d . 
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and whenever the Head of a Department cannot base selection upon 

pereonal knowled.ge of candidates 9 a promotion board is appointed to advise 

him. 44 If any previously accepted principle le claimed to be violated in 

a promotion~ the Departmental Whitley Council may make representations . 

Staff associations are given early notification of appointments for this 

purpose. Vacancies are brought to the attention of those directly 

affected, but no applications are accepted unless specially called for, 

and any attempt to aecure support for a candidate disqualifies him. 45 

L1mited competitions are advertised only when they are government-wide, 

and lead only to the basic bottom-grade of a e:lass. A fee is collected 

in these ccmpeti tiona.9 and except for the age requirements 9 whlch are 

adjusted9 they reaemble in ali respects an open competition and are 

regarded as recruitment, not as promotion . There le, thereforej no 

departmental promotion to the basic grades of Assistant Principal or of 

46 Executive Officer . Unlike that system, the Canadien promotion competit1. one 

are ever=present, impose no age limita in some casee at all,47 and 

demonstrate clearly the 1 studious avoidance of establishing any apparent 

crown-princea 1 • The Civil Service Commission prompts the departmente 

poeitively to encourage employees to be conatantly on the look-out for 

opportunitiee, which may appear any time and vanieh as unexpectedly, and 

to take part in as many competitions as may be available . 48 Many 

44. T.C . ll/22 par . 6 - 21. 

45. ~~ par . 6 - 27, 299 32; 5=17; 3=8. 

46 . T.C. 12/48 . Normal Recruitment to the General Classee, August 13 , 1948 , 

47 . ~· competition 57 - P - lD = 87 (for a sole position of 
Administrative Of~----

48. eee J . c. Woodward,!~· ~t . 
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departmente 9 on the other hand, are rather eager to have positions 

filled by open competition~ rather than by a promotion-competition. 

They encourage their employees to participate in these open competitions, 

and believe that this honours the rlghts of their employees under 

a .49 . of the Civil Service Act, while being fair to the service and the 

public. 49 

" To summarize 9 the civil servant in Canada 
can rise to senior levels by a system of 
competitive promotions even to the office 
of Assistant Deputy Minister . '' 50 

The civil servant certainly can riee - there is nothing to 

prohibit it . In complete equality with his British and United States 

colleagues, he cannot claim any right to a promotion. He does not think 

that auch a right le his due.5l Moreover, he does not have an ex officia 

protector who would look for an opportunity to advance hlm, while he 

himself is bent over hie desk, as the British civil servant has in his 

supervisors, and as the United States civil servant may heppen to have in 

some agenciee. This lest tact, the lack of a protector, seems particularly 

to agree with the popular temper in Cenada . The Civil Service Commission 

-------------~-----------~------~ 

49. C .s .C., a file of Departmental Correspondence . 

50. Dr . o. E, Ault 3 "Executive Development in Canadien Governm.ent" . 
Personnel Administratio~ v , 17 No . 6 (Novemberfl954), 24~29. 

51 . The position in Great Britain was noted above, n . 43 . The 
situation in the United States was well deecribed in Bet . Govt. 
Pers. Evidence, p . 140. 
The feeling that auch righte are not due .~ and" 1f g1 ven, 
conetitute an unfair privilege, le well documented for Canada 
by the objections raised by the Civil Service Federation in 
1935 to the passage in the poster advertising a Clerk Gr . 4, (Male}, 
competition. This adverted that "Early opportunities may be 
expected, if eatisfactory service is rendered, for promotion to 
Principal Clerkehips ••••. and to higher gradee in the Service . " 
In the objection i t said, "advertieed vacancies have never been 
previouely presented in auch glowi ng terme . " - (Source ~ a 
memorandum sent to the Ottawa daily papers on April 30, 1935, 
mentioned ln the files of the Civil Service Commission.) 
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itself seems to have been repeatedly on the verge of reaching another 

position, one more likely to reflect the interests of the management . 

As early as 1934, in the course of planning the non-specialist university 

graduates' recruitment as Clerks Gr . 4, it was remarked that •the present 

system is noted principally for the lack of a comprehensive plan for 

providing officers adequately equipped to replace the senior officers of 

the Service as their positions fall vacant• . 52 Since then the effort 

to have the J.A.O. claes and its sequels planned went on, and it is not 

yet over . In July 1956 one of the Civil Service Cornmissioners told the 

writer that the Commission is very deeply concerned with the planning of 

careers, including the major problems of promotions and transfere. 

There should not be a systematic advancement of mediocrity, he believed . 

The same note was prominently sounded again in the Conference of Senior 

Personnel Officers on May 20-21, 1957, referred to above . The Conference 

heard an eulogy of the Army practices, where the advancement of the officer 

is planned by hie superiors . 

On the ether hand the maas of the employees must feel apprehensive 

of any planning of indi viduel careers, lest it introduce inequity. When 

the administrative classes were reviewed in 1938, the enmity of the rank 

and file muet have been considerable 9 for a propoeal was raieed to have 

the administrative traineee attached as understudies to senior officere, 

but not included in the establishments ~ so as to relieve the objections 

of staff who resented the prospect of having to contend with the new­

corners for available vacanciea . 53 In 1955 the Chairman of the Civil Servke 

52 . Interna! memorandum of March 2, 1934 . The Secretary of the 
c.s.c. diesented from this passage when it wae considered at 
that time, 

53 · I nternal memorandum of February 2, 1938 . 
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Commission asserted again that the J.A.O'e 
"do not, by the way9 receive any advantage in 
promotion competitons - they have to earn 
advancement just like anyone else - but the 
record shows that they are faet-rieing types ... " 54 

and the Summary of the Conference on May 20-21, 1957 expressed one of ite 

findings in guarded language j saying that the government tends more and 

more to search internally for people to flll the senior poste - meaning, 

of course, to promote officers rather than advertise vacancies for 

competitions . In this effort the Civil Service Commission hae to contend 

with the p&rticularistic tendencies of departments as well, for these teni 

to direct the entrants in disregard of any master plana. 55 

c Administrative Officers 

The advancement of a Junior Administrative Officer is planned for 

the first two or three years . He cornee in, is given a year1 s training whlle 

a probationer; then, if his appearance before the Annuel Review Board is 

successful, his probation is over and he becomes an Administrative Assistant . 

After two years, and in exceptional cases after one year, he ie promoted, 

if eucceeeful, to Administrative Office 1 . From here on he must fend for 

himeelf9 looking for vacated posta and competitions . In this he 

paralle1s c1ose1y the planned :path of the J.M.A. and of the F.S.E.E. in 

the United States . 56 Indeed the plane of both general career groups, in the 

54 . C. H. Bland, Opportunitiee in Government Service . 

55 . A memorandum of April 10, 1956 ~ centaine instances of a 
de:partmental promotion in disregard of general rulee laid 
down for JAO's, and a decision on training to be given to 
an officer, which deprived him of a promotion for which he 
was recommended . 

56. cf. (1) Milton M. Mandell "The JMA Program" Public Administration 
Rëview_, v . 13 No . 2 (Spring,l953) 106-112 . (2) Program for 
Recruitment and Training of FSEE Eligibles by the Ci vil Service 
Commission.Personnel Division, u.s.c.s.c. Januery 1956. 
7 unnumbered pages, mimeo . p . 5. 
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United States and in c~nada, ~it exactly the apt description given 

to the merit system in Luther C" Steward:1 s testimony before the Commission 

of Inquiry on Public Service Personnel in 1935 .57 One entera through a 

door of a stage eetting - behind it one finds nothing. Or~y in aome 
1 

agencies of the United States' Government, notably in the Civil Service 

Commission itself, one finde elaborate promotion programa with appropriate 

devicee .58 The basic difference between these systems and the British one 

ie too well known to require more than mere mention . 

d !O!:_-~OSl~t!t!,V~ 2,h~n~!~ 
Re-classification and Transfer. 

The two non-competitive ways of change in the position of a 

ci vil servant remain to be discuseed.~ namely re-classification and 

transfer . Re-classification ie the term given ta a change in classification 

due t.o changee in the duties of a position, or to a mistake in the initial 

classification, discovered later . Technically this is done by aboliehing 

the old position, creating a new one and appointing the incumbent to 

the new po si ti on . Wh ile hi storically 1 t was not al ways a full promotion -

for in the 19301 e it often eerved in order to impose dutiee of a higher~paid 

poet wi thout awarding i ta sa lary = at. present 1 t ia a form of advancement 

independent of establishment or vacanciee. Aa such it may thrive only in 

systems where establishment is not regarded too eeriously. In the civil 

eervlce of Canada it ·became confueed with promotion without competition, 

and establiehed itself in areaa of office work, where it clearly might 

eubvert establishment . Nevertheless it main role liee in the ecientific 

and profeesionel classes, where strict establishment hae little meaning, 

57. Bet. Gov . Pere. Evidence, p. 64 . 

58 . See Commission let ter No. 57 -40.9 June 25, 1.957 9 wi th attachments . 
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for a scientiet does advance and become more valuable with hie 

accumulating experience 9 and he does develop and eometimee radically 

alter his position~ in full independence from hierarchical statue and 

establishment or ealary. Such advancement can hardly be recognized in 

another way but some technique of re=clasaification, given the structure 

of job-oriented position classification. For normal promotion would 

have to remove him from the very spot where he contributed most and is 

expected to contribute more . Indeed most of the reclassification 

actions in Canada are concerned with scientiste. Thus in 1950, for instance, 

they obtained about one half of all auch advancementa, while they 

constituted only between five and eight percent of the civil service.59 

The civil service of the United States finde iteelf, understandably, in 

the same position vis~a vis the ecientist, and resorts to the same technique.60 

Facilitiee for traneferring employees between agencies or 

departments are desiderata hard to att ain, even in the beat conditions. 

The Royal Commission on Administrat ive Classification in 1946 round that 

higher personnel is often used in an inefficient way because of the lack 

61 of a way to arrange for an occasional transfer. The situation ie not 

,9. Internal memorandum dated May 18, 1950. ~ Although many grades 
in the civil service ehould be excluded from this seneral1zat1on9 
for they could not poseibly claim re=claseifications = 3 the 
proportion ie nevertbeleee heavily weighted in favour of the 
ecientific workere . 

60 . "A related kind of flexibility comas from the fact that an 
outstanding scientific or profeseional worker inevitably 
attracte to himself projects of progreseively greater 
significance. As his Job increases in this way, his claseif1cat1on 
can be adjusted accordingly. Thus the rank of the job grows 
wi th the increasing stature of the man. 11 = Philip Young, in the 
address to the 16th Annual Conference of the Society for Personnat 
Adminietrationg A Forward Look in Personnel Administration. 
Washington, May 16, 1956. 

61. Royal Commission on the Administrative Classification in the Public 
Service, 1946. Report, Ottawa 9 King 1 s Printer, 1946 . p. 20. 
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much better now9 for transfere may be effected only upon the authority 

of a deputy head, and, between various departmente, upon the requeet of 

62 both deputy heade. In the United States the ueual thing to do, in a 

situation where transfer would be indicated, le to resort to competition 

for another poet, elsewhere . In Great Britain tranefer became quite 

common during the war8 when the technique helped to staff new departmente. 63 

But after the war the frequency must have decreaeed again, for lately 

opinions have been heard to the effect that the civil servant is rather a 

servant of a department than a member of a general civil service working 

staff, and that tranefer le almost impossible becauee of the non~tranefe~ 

64 ability of seni ority=privileges . Effective use of tranefer involvee 

a central personnel agency well acquainted with the staff in all departmente 

and provided wl th considerable authori ty in management of personnel 

matters within the departments = aomething that contradicts efficient 

manasement and discipline within the departmente . The cloeest approach 

to a desirable eolution3 would probably be informa! meetings of personnel 

officers for the sake of exchanging information on auch mattere ~ a method 

ueed in some placee in the British civil servi ce . 

MERIT FOR PROMOTION. 

In the civil service and in the Civil Service Commission one finde 

the belief that a fair merit system is i ncompatible wi th the protection cf 

62. O.S . Act 19523 s. 50. This le a real obstacle to action i n 
aome -cases . In the c.s.c. circles it is felt as auch, and one 
of the Commlssionere wae qulte outspoken in aummer of 1956» when 
telling the writer how this condition, in conjunction with the 
re=acceptance by the Commiseion3 led many times to total losa of 
potentialitiee for advancement , leaving people etranded in blind alleya . 

63 . The Reform of the Higher Civil Service~ par. 57. 

64. Gladden, Civi l Service or ~.ul'!i'a~~_racl'J: Pl~: gr ff . 



the employee or the solicitousnessrorhis sheltered career. The belief 

seems to be based on the assumption that office3 that permanent public 

property, should be constantly open to the public . This meana making 

the employee compete with the public for vacancies which might offer hlm 

promotion. On the other hand the Canadien is not a docile type 9 and a 

system requiring years of staying at one leval of salary and in the eame 

grade does not appeal to hlm. The reaction of the employee in the 

Federal civil service to the conditions he finds there is a fully 

adequate adjustment to his own needs an~ ambitions. He knowe that he is 

expected to take advantage of the opportunities which are said to offer 

themselves throughout the vast area of the service, opportunities that 

come and go like flashes on a switchboerd9 and which are the prize of 

those alert and able enough to seize them. He knowa that he will have 

only himself to blame for missed opportunities. He is on his guard. He 

is not set pr1mar1ly on making progress by patient work of the beat 

standard and awaiting the reward to come from above . He feale the urge 

to make hie own opportunity, to be alert and quick rather than painstaking. 

Since an opportunity on the outside ie not scorned, for it may indeed 

be even better than one 1ne1de=; since the service is not the only place 

for a planned life - time work - even the attitude to promotion is not as 

serious and deliberate as it might be in systems featuring life=time 

careers. It is widely recognized in the civil service that one who 

concentratee exceeeively at one 1 e job is at a dieadvantage as far as 

advancement ie concerned3 advancement» however3 ie not as crucial as it 

might seem, for there are opportunities everywhere. Accordingly the 

employee ie encouraged, as noted above 9 to participate in as many 

competitions as he ~Y~ 
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"Announcements of vacant positions 3 setting forth the 
duties and qualifications required for the job~ will be 
circulated from time to time. It ie to your advantase 
to raad each of them~ study the· duties and qualifications~ 
and decide whether or not you can fill the bill. If you 
think you can, by all means apply for the position. You 
may enter as many competitions as you like ~ if you fail 
to qualify it is not held against you •• •••• . IN A FEW WORDS­
PROMOTION IS UP TO YOU11 

• 65 

The position is essentially eimilar in the United States~ where long 

tenure even at posta quite high in the hierarchy is rather an exception.66 

On the ether hand the recognition ie growing in the United States~ that 
"One of the most important incentivee in any way of life 
ie the knowledge that hard work and devotion to duty will 
produce a relatively orderly career development and the 
assurance of fair treatment. 11 67 

The same feeling may be said to underlie the numeroue expressions of 

concern with the attractiveness and the future of the British civil 

service career, that fill the Evidence and the Report of the Royal Commission 

on the Civil Service 3 1953 -55 · And though, as it was noted~ the practice 

in the North=American civil services brought about an adjuetment on the 

part of the employee, which is oblivious to that theory and even contradicts 

it . This statement applies egually to the United States and to Canada. 

The opportunity-hunt may bring other advantagee, not necessarily by way cf 

a change of place of work. The employee who finds an opening elsewhere 

may use -and often does use ~ that fact as a point of leverage to achieve 

65 . C .s .C. For Y our Information As a Civil Servant. Ottawa~ 
Kings 9 Printer, 1951 . pp 16~17 . Capitale in the original. 

66. cf. F. G. Connor and R. H. tandis lltThe Federal Administrative 
Program" Personnel Administration v. 8 No. 4 (December, 1945), 
11=14, - They report average length of tenure in government, 
reported by the interne, as 5 years 1 month; average tenure in 
present classification - 10 menthe; average age = 28 . 9 yeare. 

67. U. s. Senate Committee on the Poet Office and Civil Service, 
Administration of the Civil Service System, Report to the 
Committee. U.S.G.P.O. Washington 1957 (85th Congrees, let Session, 
Committee Print No . 2.) p . 55. (Report of the Special 
Consul tant. ) 

7 
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a promotion in his old place of work in the civil service . 68 This le 

institutionalized in Canada~ in the Civil Service Act, s . 64~ which 

permits extraordinary promotion within the department for employees who 

~ve won in an open competition for a higher claee. This 'merit by 

opportunity-hunt 9 certainly contradicte merit by efficiency. 

,.~ANTITATIVE P~TATION. 

Due to the amorphoue path of advancement found in the civil service 

of Canada any statistical presentations baeed on clase~titles should be 

avoided in the treatment of the general eerviceJ for that criterion le 

due tc chance and is , thus,arbitrary . Rather, all the incumbents of 

higher-ealary positions in the general service muet be treated as one 

homogeneous group. Separate treatment may be given the ecientific and 

profeeeional claeeesi and the Foreign Service Officere may be treated as 

representatives of a planned career service. The Junior Administrative 

Officere and Junior Officers = promoteee from the ranke ~ may be regarded 

as a separate group, with the possible inclusion of the Administrative 

Assistante . They represent the planned and controlled part of the 

incipient general career service . 

a to!i!i~n! !_n_h!_g!:e!: !!a!a!:y_r~~e~_. 

The register of recipients of a ealary of $7,500 and above p . a . , 

maintained by the Ci vil Service Commission, and containing 863 eeparate 

pereonal h1storiee 9 wae ueed as the basie for study. Due to eome over-

lapping and dieparities in the numeroue ealary echedulee a division by 

zonee of $1000 hae been adopted instead of indications of grades or 

classes. No figures for participation in competitions could be ascertained. 

68 . In the files of the c.s.c. one finde references tc requeets for 
promotion of employees, who have been offered another job and 
whom their eupervieore are loath to loee . 
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The number of promotions effected as a reeult of competition is given 

ln Table No. 9. 

TABLE 9. Number of eucceeeee in competitions of Officers in their 
eeveral ealary groupe. 

Sa1ary in Number of eucceeeee in competitions 
$ 0 1 2 3 4 <:; 6 7 8 9 10 ./ 

7500-8000 1 1 
8001~9000 154* 53 24 34 24 15 10 4 2 
9001-10000 1151 42 31 27 27 11 7 6 6 2 1 
10001-11000 49 14 19 11 12 8 4 2 1 
11001=12000 39 23 7 6 3 5 1 1 
12001-13000 14 5 3 4 3 6 1 
13001-14000 9 3 2 1 
14001-15000 2 1 1 1 1 
15001-16000 1 
16001-17000 1 1 
17 001-18000 

l 18001-19000 1 

Total 385 ll39 85 84 73 48 22 14 9 3 1 

Total 

2 
320 
275 
120 

85 
36 
15 

6 
1 
2 

1 

863 

Notee: * Number inc1udee 89 medical officers3 who, in line with all 
the scientiste and profeeeionale ~ eeldam take part in compet­
itions, their ueual manner of advancement being re-classific­
ation. It hae been noted by the Civil Service Commieeion3 that 
in 1950, for instance, ecientific officere conetituted only 
between 5~ and 8~ of the Civil Service, but received about 5~ 
of all the re-classifications , 

1 Number includes 51 medical officere ae above » and anuncertain 
number of ot her profesaionale . 

Source: Civil Service Commission, pereonal records of federal civil 
service~ senior personnel , 

N.B. "Sa1ary" ia understood to mean the maxi mum of an individual'e ealary = range , 69 

No recorde are kept of the number of incumbents in the eeveral 

classes or gradee, therefore the total of incumbente in the several ealar,r 

rangee, given in Table 9, will have to eubstitute for a presentation, which 

69, The practice in the federal service le to define salary not at 
the actuel rate of pay, but at the maximum of the range for that 
particular ealary-claee . It haa been neceasary to follow this 
as conaistently as possible throughout the present etudy, for it 
wae impossible to check every datum as to its actual momentary 
referent in dollars-and-cents paid~out . Nevertheleee some 
inconeietenciee are most certainly hidden in the records collected . 
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would otherwise entail the perusal of all the personal files of the 

individuels, both included ln the table and not included, because of lower 

salary levels . - A correspondlng presentation of the numbers of employees 

in the Federal civil service of the United States, by their G S grade, may 

be found in the Report of the Task Force on Personnel and Civil Service 

of the Commission on Organization of the E%ecutive Branch of the Government, 

February 1955, p . 161. Their median rate of advancement is given in the 

Annuel Report of the U.S. Civil Service Commission for the year 1956, p . 59. 

The want of comparable recorde, however$ has little meaning in the Canadien 

circumstances, for the number of incumbents at the several levels is 

incidental, in the absence of any factor regulating the relativities between 

classes. Not even the highest levels are subject to control, as the 

three 1supergrades 1 are controlled by statuts in the United States . 

b Administrative Officers 

In the absence of any general service ~wide records, a study of a 

departmental group of administrative officers employed by the Department 

of Trade and Commerce was made and used as a eample fairly representative 

of other auch groups. It included forty indi viduels, classified in the 

Administrative or in a variety of other classee, but al l employed at 

administrative office-work. The incumbents were rated by grades when in 

the Administrative series only, and by length of service - as an i ndicator 

of the rate of advancement. 
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TABLE 10. Officere on administrative work in the Department of 
Trade and Commerce~ by claee and length of service. 

Class Length of service (years) 
0=3 3 -5 5-10 10-15 15=20 20-25 25-30 -

Jun. Admin. Off. 
Admin. Assistant 
Ad.min. Officer 1 2 3 
Admin. Officer 2 2 1 1 1 
Admin. Officer 3 1 1 2 2 
Admin . Officer 4 2 1 
Admin. Officer 5 2 1 
Admin. Officer 6 1 
Admin. Officer 7 1 1 
Other Administr. 
Other classes 6 5 1 

Total 3 3 5 12 9 1 4 

Source: Personnel records, Department of Trade and Commerce. 

Total 
30+ 

0 
0 

1 6 
5 
6 
3 
3 
1 
2 

1 1 
1 13 

3 40 

This table doee not reveal anything beyond the operation of chance, 

as usuel in the advancement of federal civil servante who are not within well-

defined departmental planned services . 

The division by number of competitions succesefully undertaken in 

relation to the length of service le not more revealing. 

TABLE 11. Number of administrative officers who auccessfully participated in 
one, twoj or more competitions, i n relation to length of service . 

Number of Length of service (yeare} Total 
succeseful 
COII!Petitions 0-3 3-5 5-10 10-15 15=20 20-25 25-3 0 JO~~ 

0 3 2 5 11 8 1 1 2 33 
1 1 1 2 1 5 
2 1 1 2 

More than 2 0 
Total 3 3 5 12 9 1 4 3 40 

Source: Personnel recorde, Department of Tr ade and Commerce . 

The division lnto dlrectly recruited offlcere and promotees from the 

ranke is preeented in table 12 . 
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Direct entrants and promotees in relation tc length of 
service . 

Category Length of service (yeare) Total 
0-3 3-5 5-10 10-15 15-20 20-25 25-30 30+ 

Promoteee 1 3 2 12 9 4 3 34 

Direct Entrante 2 3 1 6 

Total 3 3 5 12 9 1 4 3 40 

Sourceg Personnel recorde, Department of Trade and Commerce. 

With the exception of the only officer recruited directly for 

administrative work in the group of 20-25 yeare of service, direct recruite 

are a etrictly recent phenomenon. 

On this point the Canadien Administrative Officer classee differ 

etrongly from the United Statee 1 JMA 9e9 for thoee were etrictly entrante and 

recruite, no promoteee from the ranke admitted . The situation in Canada 

reeemblee the British more in having classee open to promoteee - who conetituted 

over one half of the British Administrative Claee in 1950,70 not, however, i n 

having introduced a claes set apart for 'crown princes 1 J which, indeed, hae 

not been true even of the British Administrative Claee for some time. 

The data on the JMA in the United States show a clear pattern of 

advancement in that claes, consistent with the length of eervice .71 The 

recent position hae been deecribed thusg 
" • • .. ••. half of the group appointed in 1949 and 1950 are at GS-13 
or higher and somewhat more than half of those appointed in 195~ 
and 1952 are at GS-12 and higher . Of the total group of 143 JMA's 
for whom the data are avai1ableJ 132 are at GS-11 or higher . " 72 

70. The exact number is 1323 promoteee as agai net 1290 direct entrants. 
The figuree and their breakdown by grades in w.A. Robson, ed. J The 
Civil Service in Great Britain and France, p . 103 . 

71. Milton M. Mande11 "Evaluating the JMA Program• Personnel Administration 
v . 18 No . 3 (May, 1955), 7-10 & 22 . Table on p. 

72. Milton M. Mande11, in a letter to the writer, dated June 27, 1957, 
for which due thanke are rendered here . Data pertain to Fall of 1956. 
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The lack of any general data on the Adœiniatrative Officera in the civil 

Service of Canada, and the amallneas of the samplea collected by the 

writer, would make any inference at the present etage ae to the pattern 

of their career highly dubioua. The pattern of advancement in the British 

Administrative Class is common knowledge. The inner distribution of ita 

membera as to their gradee» however~ might be of interest» for it reveals 

the sound relativitiea preserved within it, particularly in regard to the 

prospecte of a new entrant . The following table shows the position as of 

1956. 

TABLE 13 . Inner Composition of the Administrative Claea in Great 
Britain by Gradee. (Home Civil Service only . ) 

Total Number Included Included 
Grade priva te Resident 

aecretariea Clerlre 

Permanent Secretary 36 
Deputy Secretary 48 
Principal Under Secretary 1 
Under Secretary 185 
Assistant Secretary 619 
Principal 1213 18 
Assistant Principal 265 67 4 

Grand total 2367 85 4 

Source: C.S.C, 9 The Administrative Clasa of the Home Civil Service. 
London, Civil Service CommieQinn _ 1956. 

No comparable numbers about the Executive classes are available.73 

c Scientiste and Profeasionals . 

No government-wide records of advancement and no numbers of incumbente 

at the eeveral levele are available . Therefore some departmental groupe of 

73 · This is a aer1oue lack, for there are numbers available ehowing the 
promotions into the Administrative Class . If numbers were available 
to show out-or-what group theae promoteee came 9 an index of the worth 
of auch prospect would become available . 



scientific workers had to be studied. This was expected to permit 

Judgment by analogy, on the assumption that live practice in the depart­

mente would have to follow same lines of similarity in consequence of the 

basic comparability of the nature of scientific work. Two groups were 

found to be represented in a shape consistent and clear enough for that 

purpose. These were the scientific employees of the Departments of 

Agriculture and of Trade and Commerce. Accordingly, a sample o! 149 

scientiste employed by the Department of Agriculture (every third name on 

a list of them) and the entire group employed by the Department of Trade 

and Commerce, numbering 24, were studied by the writer. 

The manner of their advancement was as follows: 

Among the eampled records of 149 scientific employees of the 

department of Agriculture the author found only two (2) ascertained 

cases of promotion through competition, with a further two cases where 

competition might have been purely formal. Against this there wae only 

one case - of an employee recruited with a doctor1 e degree in 1956, -

when there had been no advancement in ealary since entry, and, on the other 

hand, an immense number of reclassifications . 

Among the 24 employees of the Department of Trade and Commerce 

only two did not receive any raiee in ealary- both were hired in 1957. 

The writer founi in the records eighty cases of reclaesification, none 

of competitive promotion. The numbers of reclassifications per pereon 

range from none to six each. Four employees received six reclaeeificatione 

each, five persona had five each, three employees received four reclaesiflc­

ations per person. 

Advancement by gr~des, as well as numbers of incumbents at the 

several grade-levels, are of no consequence for reaeone of dlsparity, 

as noted above. 
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This situation ia very different from the one prevailing in 

Great Britain9 where, with the White Paper on the Scientific Civil Service 

and the introduction of central recruitment ~ an establishment has been 

developed, which is preserved as far as this is compatible with the specifie 

character of scientific work.74 The development in Canada doee not eeem to 

indicate any real need for a set establishment . In materiel pointe the 

progreee is certainly great and encouraging,.9 as for instance in the field 

of advancement, which has vaetly improved since the Royal Commission of 

1930 complained about the pathetic lack of promotion.75 

The findings in relation to Foreign Service Officers will be 

presented in the framework of the case etudy of the Department of Trade 

and Commerce 9 in Chapter Six. 

RESUME OF PROBLP)15. 

The classification plan of 1919 was supposed to assure that: 

a equal work carries equal compensation and ~ increased efficiency carries 

increased compensation, but ~ seniority advancement 11out of all reaeon" 

is halted. These goals have not been fully achieved. At present equal 

classJI which means equal title, carries equal compeneation3 but does not 

necesearily mean that work is equal • . Higher claes with higher aalar,y doee 

not necessarily signify higher efficiency. And advancement "out of all 

reason" might be possible.76 

74. The Scientific Civil Service, Reorganization an~Recruitment during_ 
the Reconstruction PeriodJI Cmd 6679, September 1945. The establish­
ment developed ie highly flexible » but d.efini te enough in shape. See 
Cmd 9613, Evidence 16th day9 qu. 2503=9, aleo Report, par. 53~-
for a table of composition of the several grades. 

75· Royal Commission on Technical and Professional Services~ Report, 
February 1930. Ottawa~ King 9s Printer, 1930.p. 15. 

76 . ,.!•8 · In one of the correspondance files~ about; t.on yeare o1.d 3 the 

(cont'd) 
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Advancement is hardly planned. The beat specimens of a plan 

might probably be found in the careful and well reasoned opinions 

of the Annual Review Boards that paes upon Administrative probationereJ 

but even this planning is for a short term only.77 Some indications of a 

growine trend twoarde more extensive planning were found. These stress 

a more orderly promotion and one planned for longer periode ahead,7S but 

not the cloeing of the civil service as a cadre with recruitment. reetricted 

enclueively to peinte of entry. It is realized that the civil service in 

canada producee too few top rank adminietratore,p and that. this fect reflects 

upon recruitment and diminishea the attractivenees of the civil service 

career - thus creating a vicious circle.79 The situation in Canada, compared 

with that in Great Britain, would probably present the most pronounced 

contraet precieely on this score. The career of a British civil servant ie 

believed to be very attract1ve ,., f or many candidates eeek it.JJ and they hope to 

at tain tn government what. bu.sl:n.e~e doee not ueually offer = ac cess to positions 

of Il!!3nagerial responeibili ty. The BrH.ish civil aarvice d.oee aspire to a 

76 , (co nt f d) 
writer found a case of an Administrative Officer who wae offered 
another Jobj and whom hie superior wanted to keep . The euperior 
waa urging a promot1on9 whichj in the worda of one document9 

depended on whether a sui table ti tle could be "d.reamed up" • There 
seem to be no reasone to be certain that this cannot heppen under 
the present system. 

77. He re 1 s an exemple of this planning probably at 1 te beat: 
~he department's llnœediate p~ans for Mr. == are to leave him in the 
Personnel Division and to develop him as a general Personnel Officer. 
They foreeee an administrative career for him but they can aleo see 
him in positions auch as that of Personnel Selection Officer in the 
c.s.c. where he would have to deal with large numbers of people in 
varioue departmente and to exerciae judgment in the selection of 
people ••.•• n .(Excerpt from a report by an Annuel Rev1ew Board in 
1955. The finding endorsed by the Board. Quoted from the filee of 
the C.S.C. by permission) . 

78. cf. Royal Commission on Pdminietrative Classification, 1946, 
Rëport 1 p. 19 and passim. 

79· See, ~· ~· Watters and Gow, loc . cit. 
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closed eystemj and does not favour mobility between iteelf and external 

employment . 80 

On the other hand there are eimilaritiee ln the working of the two 

systeme. It hae been noted that the hlgheet echelons in Britain contain 

people recruited from the whole aree of the civil service, which thus 

becomes un1tery in a senee .81 This characteristic is pronounc6dly present 

in the civil service of Caneda es well . And the great number of increasee 

in compensation end in cless1f1cet1on9 in comparieon with the far smaller 

nu.mber of successee in competitions found in the records of eome categories 

ln the civil se:r:vice provee that in seme parts promotion comee often not 

t!Wough opportun! ty~hunt 1 but as recognition of e good claim - making 1 t much 

cloeer to the British pattern, if more confused. A related problem ie still 

perplexing; that le the question how to reconcile the need ,:or some additional ,: 

eeasone~ administrators at the top~ with the undifferentiated recruitment and 

the amorphoue structure of the service. For top-rank admlnietratore are 

produced within some distinct group, auch as an Administrative Claes in 

Britain or a Senior Civil Service contemplated in the United States. The 

attempts at creating a seriee of Adminietrative Officer classee in Canada did 

not crystallize into the formation of any separat~ group3 and auch au idea 

80. Cmd , 9613 3 : 7th day, Memorandum par . 17i Report, par . 701t eee aleo 
The Reform of the Higher Civil Service, par. 65, 67j 68, for the 
evaluation of the attractivenees of the service and for tabulation of 
the career patterns. That tabulation shows that the probability of 
consummation of a career at the Assistant Secretary leve1 or better 
wae, for the direct entrant to the Administrative Clasa9 who obtained 
promotion to the rank of Principal = about 80.~ at the age of 41 or 
above, 41.3~ at an age lower than 41 =· For the group studied as 
a whole ~ the probebility wae 60.4~. Promotees from the ranke hedi 
respective1y, that prospect in 39.5% for the older, 29.~ for the 
younger group, and for the pramoteee as one r;roup 37 . 8~. It 18 not 
yet certain how much did ~he 1ast ten yearf tarnieh that reputation 
or permanently change the trends in the :Sri tish public. The 
Annuel Reporte of the c.s.c. for the yeare 1955=6 and 1956-7 show a 
tone distinctly lees gloomy than that of the Memorandum eubmitted to 
the Royal Commission on the Civil Service in 1955. 

81. Sir Edward :Sridgee9 "The Reforme of 1854 in Retroepect" The Poli tical 
Quarterly. v. 2'5. No. 4. (o~t.nh ... ,..~n,.,,. .. m;.. ..... ,oc;),\~.,.::::~,...,..., 
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is not yet current in the civil service. A separate group entails a 

planned car~er - which is another !dea not yet acceptable on the North 

American continent. The British !dea of a career bringe to the mind the 

ima~ of a runway, with a set course; the North American prefere the jumping= 

board. 82 

A profound contradiction is concealed behind the notions underly1ng 

the North-American systems of structure and promotion. The recruit is 

selected moetly by a specifie examination~ for a definite and specialized 

job. But the structure doee not offer hlm a long and clear line of' promotion 

along a seriee of poste for which he is qualified,p and which are set epart 

for hlm and protected from lateral entrants. The system of promotion would 

favour rather a candidate with multiple ekills and great versatility. Those 

are exactly the people whom the present system of selection does not recruit. 

The operation of thls contradiction does not favour the development of profound 

knowledge of one 1s field in the civil service9 it doee not produce top rank!ng 

men in any field. 

A minor point 1 but one characterietic of Cenada ,p is the prolo~d 

eff,n't· on the part of the Civil Service Commiseion to pleaee everybody, to the 

detrim~nt cf the clarity of system and ultimately leading to confUsion. 

N0 thing illuetrates this inclination better than the following passage from 

the Annual Report for the year 1955 (p . 20). 

82. The question of personal rank loome large in this entire discussion. 
It attracts progreeeively more attentionJ and may in time bring about, 
as a prelimi nary etep, eane etiffening of the attitude to e.stablieh= 
ment and other elements of a more solid system. This point le 
sign!ficantly illuminated by the following fact. In 1949 a syetem of 
review boards was introduced in the scientific classee in Canada. The 
boards were charged with re -examining entrante at t he end of their 
probation,p in order to paee upon their fi tnees for permanency. When 
the eystem was reviewed in 1952, the Departmente concerned showed a 
marked delight with the mere fact that there is a systemi which can 
be coneietently and strictly applied. (Source = c.s.c., filee). 
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~t ie a somewhat fruetrating aspect of the Commiesion's 
classification functionj however3 that no matter how 
thoroughly and judiciously it ie carried out there will 
alwaye be a emall number of aggrieved employees who are 
quite convinced that their services have been badly under­
valuated. 11 

This sentiment muet be held responeible for many unneceseary1 even 

senseless complications in the structure of the civil service in Canada. 83 

Theee blur and obstruct career1 which must be plain and clear in order to 

be effective.84 The change on this point seems rather slow in coming, for 

it touchee upon a basic dilemma ~ that pertains equally to the classification 

system of the United States. The Report on Administration of the Civil 

Service System 85 bringe the following observation of the Special Consultant~ 

which appliee with equal cogency to Canada: "In a sense it is a case of 

not being able to start a new plan becauee of not knowing how to let go of 

the old one 11 
• 

83. The story is well known of establishment of numeroue classee, 
dietinct only by title, or by a minute difference in compensation, 
but introduced in order to satiefy some requeet. Many of them 
longer on, as a glanee at the Minutee of the Treaeury Board 
(e.g. ToB. 519606 of July 51 1957) will euffice to prove . 

84. This point wae extensively and forcefully discussed by Profeesor 
K. B. Callard in an unpubliehed Report on the civil service in 
Canada. 

85. ~· supra, p. 56 
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CHAPTER FOUR 

INCENTIVESo 

A career ir. the civil service i.s not the most attractive one, for 

the majority of peo<>le prefer 0ther occupations. The incenttvee offered 

t, y the c.Lv :l servie':? play, however.~~ an i.'Tl .. : ~.~ t.<.>nt part ln deterrnining the 

attitude of the public, ae well ae of the employee . There le a great 

divereity in the value aecribed to the eeYeral rewarde.~~ stimulante and 

incentivee ae found in the civil eervice. 1 Neverthelees, the agreement 

about the identity of theee incentives - ae distinct from their relative 

importance = is considerable. These are believed. to be the main ones ; 

Interest in the work; satisfaction with ita social or public import-

ance ; eecurity of temtre; pay; advancement; prestige; hours and conditions 

of work;wfringe benefita~, auch as peneionj security of retirement and 

health; leave and holidaya; training anù educBtion; work-relatione and 

nature of aupervie1~n; travel opportunities; etc. 

It is neith~r propoeed to evaluate theee incentivee and to eetablish 

their order of importance, n~r to lay do~n rules for their use. This study 

will rather attempt to aecertain the beliei"s current in Canada, Great Britain 

and the United States about that uee of t.he main ones, which would be most 

applicable to a caraer service . After thls, i t ehculd be possible +.r, compare 

the actuel application of theee incent 1 ·!~' ~ ,.,ith the desiderata professed . 

These desidwrata are clearly implied in the concept of a career, as 

developed in Chapter One. 

REMUNERATION o 

The custornary attitudes of the l, ortn American in ascribing values 

to theee incentives make it preferable to etart the discussion w1th the 

1 . See Kathleen Box, Recruitment to the Civil Service : an inquiry made 
bJ· the SocLl Survey for H .~1o ' s Treaeury1 May to July_. 1946 . 
HoM. Stationery Office.ll New Seriee No. A.O. 
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subject of canpensation. Considerations of compensation condi tion3 to 

a Tery ~~eat extent, the attitude to all other incentivee~ and often 

override other auch considerations. 2 As noted above 3 when the expectation 

of long=term career connections with the employer are the accepted pattern~ 

considerations of pey are lees prominent.3 This applies particularly to 

immediate~ initial salary at recruitment . It cannot2 however~ be stretched 

to imply that initial ealary may be dieregarded» even in most decisively 

career~orientated environments. This point was asserted by a witnees 

before the Royal Commission on Civil Service~ 1953=55 ~ who eaid~ 

~The factory inepectorate • •• • • •• has got iteelf into quite a 
shocking etete. The Department will not pay profeesional 
salariee, eo it just does not recruit profeesional people. '' 4 

In Canadai where the prestige group is the one engaged in business, 

and the mobility ie great, it has been found that, in order to attract the 

able and qualified to the government eervicei it ie necessary to offer a 

ealary 11a bit above the going rate11
• This is the consensus of recruitere 

for most of the categories employed in the civil service and it recure in 

their reporte and memoranda over the yeare . A logical sequel ie the concern 

for a comfortable aalary over a period of time. This period is not very long 

in Canada = a few years et moeti for the future of an employee cannot be 

celoulated for longer. The situation ie complicated by the very fast rate 

of change in the level of earnings and the standard of 11Ting in general. 

2. See supra, discussion of value of classee . c~Bendix, 2E• ~· p.47. 

3· Compar e the numeroue paragraphe devoted to thi s point throughout 
the Report of t he Royal Commission on the Civil Service ~ 1953-55, 
~· pare . lOO~ 162, 451=467~ et . al . There i e there a striking 
aimilarity to eome of the proposals end argumente of the Royal 
Commission on the AdministratiTe Claesificationp 1946, ~· part 2 
p . 25 of their Report . 

4 . Cmd 9613, Evi dence , 12=13 days , gu . 1889. 
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This throws out of focus any long-term planning and forces the eerTice 

to plan for a short range only~ with frequent adjustmente and major changes. 

Combined with the high note of turnoTer in eome areae of work, it produoee 

a constant race with the 'going rate'~ for any elowing~up would cause the 

recru! tment to dry up and an incree se ln outflow would set in. Therefore, 

the ealary rangee are short and ehortllved.5 This expedient of momentary 

adjuetments to a market priee is not alwaye accepted as an unmixed bleesinga 

for the Professional Institute of the Public SerTice of Canada complained 

repeatedly that the consideration paid to the recruit damages the morale of 

the existlng staff who do not alwaye recelve a corresponding adjustment .6 

The same practlce of permanent adjustment .to the current employment 

rate ie adopted ln the United States, where, for instance~ the initial 

salary for engineere and phyeiciets has been modified three times within 

one year3 April, 1955 ~ April, 1956.7 

The situation in an environment where a career eetting le customary 

ie different . The fact that civil service carriee prestige ln auch an 

environment contributee markedly to that difference. In Great Britain 

the princlplee of salary policy at the recruitment leTel are to pay a rate 

comparable to external starting ealary, and to provide for an adequate 

pay=ecale along the le.dder . A recruiting rate, lower than the external, 

5· For one illustration out of many, - a rate for the initial sale.ry 
of grad.uates~ set in the Fall of 1954, and etill acceptable by 
J~nuary 1955, was found overtaken by external employers in Spring 
of 1955 - when the offere had to be made to the new recruite. In 
the Fall of 1955 the rate had to·be set about 12 to 17 per cent, 
above the previoue one , The same proceee goes on for many yeara. 
(Sources - varioue fi lee and memoranda~ especially - a memorandum 
of September 7, 1956 .) 

6 . The Profeasional Inetitute of the Public Service of Ce.nada g 
The Inetitute?s Salary Brief, January 20, 1956, pp 5=6: Brief an 
the Need for Upward Revision of Salariee etc. February 6, 1957 pp .5-6 . 

1· u.s.c.s .c. Release to the Press, April 3~ 1956. See also u.s.c.s .c. 
Annuel Report for the year 1955 . p. 76 . 
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would denude the service of 'talent. A rate higher than ou te ide would 

denude the open market and drain more than ite share into the eervice­

which would be unrair.8 The consideration of fairness to the employee in 

the civil service of Canada la neceesarily and obviouely present; that of 

fairnese to the market and the competitor for manpower - absent. The 

writer directed a question ta this affect to many officere of the Civil 

Service Commission, including its Secretary. The uniform anewer wae negative. 

This ie most probably due to the fact that unfairnees to the outeide market 

is an academie consideration in an environment where most of the advantages 

lie with that market which commande bath financial resources and reputation. 

Initial saiary may influence recruitment, but it dosa not, however, 

determine the f'uture course of the employee. Whether this course will be 

that of a career service may depend, among many other considerations, upon 

two additional aspecte of compensation. One is, whether it contributee to 

retaining the employee in service; the other isj whether its plan le auch 

as to sttmulate the development of the service relations in a mannar 

characteristic o~ career services. 

For reteining the employee, salary schedules must provide a decent 

etendard of living at a reaeonable income, enabling the employee to suetain 

a family when it growe .9 Such a salary muet be comparable to those paid by 
10 

good employers fbr similar work. Bath the Canadien and the British civil 

services eubecribe t o theee princi ples . I n Great Britain, the r ecent Royal 

Commission on the Civil Services subjected to a eearching scrutiny the 

8. cf . Ond. 9613t Report, pars . lOOj 469, 538, 545, and Eaesim: 
Evidence - 3- daye, p . 77, par . 7, 21-22 daye, p . 95 par. 51: 
et al . 

9 . Royal Commission on Technical and Professional Services, Report . 
February 1930. p . 16 chapt . 12 . 

10. A etetement by the Prime Mi nister of Canada, December 22, 1948 . 
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11 
principlee of compensation . The civil service of the United States 

eeeme to accept, theoretically, the seme principles, while following in 

practice what coulé be deecribed as a 11hand-to-mouth" policy of yielding 

when there le no ether way, and adjueting the ecalee at the base of the 

lowest acceptable minimum . The statutory enactment of the compensation 

echedule 9 and ite extrema rigi di ty make mi nor adjustments impossible. And, 

there is no discussion of principlee there, only of ratee. Apparently, they 

believe that it te possible to maintain the permanent harmony between the 

pay in the civil service and that outeide through aesigning the positions 

to grades with a proper ealary, once they are recognized as baeically right . 

Then adjuetments would take place within the framework of the fixed pay­

plan, through siUfting the poe! ti on to another ealary bracket . 12 

The practice shows eimilaritiee in all three countriee, with, 

however, different resulte. In all three, the lower ealary levele are 

eubject to continuoue pressure, for they become unattractive as the coat-

of-living risee, causing an increaee in earninge outeide the civil service, 

and a gap between theee earninge and governmental salariee. The North 

American governmenta respond by raieing lower salariee and recruiting at 

ratee above the minimum. In Great Britain, the salariee o~ gradee of entry 

are belng ralsed, The resultlng compression of ecalee causee an outflow 

11. Most of these accepted principles have been enounced ln the 
Report of Transmission of 1919, as guiding rulee for the Canadian 
system. As etated by the Royal Commission on the Civil Service, 
1953=1955, in Great Britain3 the main principles are: 
a Horizontal comparability - (principle 3, p . 25 of the Report 
- of !ransmiseion) 
b Vertical relativity- (included in principle 2, p. 25, ibid.) 
Apart from these, the conception of fairness of salary is equal · 
in both èystems. See Cmd. 9613, Report, P!ssim, and especially 
par . 95; see also Evidence, 1-2 daye, qu. 57. 

12. Compare L. DeWltt Hale, "Let'e Rewrite the Classification Act". 
Personnel Administration. v. 8 No . 10 (June, 1946), 13-23. 
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from the civil service at intermediate and higher levels in the North-

American countries, thus destroying the foundations of a career service. 

In Great Britain, the compression of the "concertina", 13 as the recent 

Royal Commission expreeeed it, endangered these foundatione and called 

forth the effort to remedy it by that Royal Commission. Ite effort went 

in the direction of extending the "concertina", by widening the distancee 

between the max1ll1Ulll of a grade and the minimum of the next one above. This 

restored the incentive value of a promotion, which ueed to bring a 

14 
subetantial increase in ealary before the compression set in. In the 

civil service of Canada, as well as that of the United States, the whole 

echedule of ecalee went up uniformly, leaving the increaee at promotion 

very emall, often only at the amount of one increment.15 The continoue riee 

of abeolute earnings, however, deprivee these emall amounte progreeeively 

of their previoue effectiveneee with the diminution of their relative value. 

This le the more pronounced the higher up the ealary echedule ie the 

promotion. A tacit admission that auch incremente are meaningleee ie given 

by the tendency, evident lately in Canada, to follow the British exemple 

and abolieh incremente at the higheet levele of salariee, leaving them 

11broadbanded" at a few widely-epaced ratee. 16 In the United States, only 

13 . 

14 . 

15 . 

16 . 

Cmd. 9613, Report . par. 338 et. al . 

See for instance the propoeed salary echedule for the Administrative 
Claes. Cmd. 9613, Report. par. 421. 

' Aggravated by overlapping, eee Appendix 3. 

For this point the writer le indebted to Mr. J. A. Murray, Director, 
Organization and Classification Branch, Civil Service Commission, 
Ottawa . Mr. Murray givee the propoeed amounts for broadbanding ae 
$12,000, $13,500 and $15,000. These arrangements were under 
consideration by the C.S.C. during the summer of 1957 · If adopted 
they would include the three higheet levele under the Civil Service 
Act, namely up to and including the Assistant Deputy Reade of 
Departments. 
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grade GS-18 has one rate of pay. The eimilarities between the developmenta 

in Canada and in Gl'eat Bri tain are$ however, more apparent than real . For 

the principal consideration in Great Britain is the career value of salary, 

rather than merely the retention value. Since a career in the service impliee 

continuous progress over a long period of time, the British system concentrates 

on making the advancement in service aceentuated. The employee would have a 

period of rather slow advancement, comparable to that available in the civil 

service of Canada or the United States . The amount of yearly increment is 

17 not much different, its incidence - identical. But, unlike Canada, the 

18 
British civil servant reéeives a substantiel raise in salary upon promotion, 

and he does not have to compete for that promotion, thus depending for i t on 

unforeseen and uncOntrollable factors of luck and chance. These promotions, 

dependent on merit shown by the manner of work~ its efficiency, devotion and 

responsibility~ punctuate the orderly but moderate progress, bringing the 

eucceesful up to a level where the modest affluence, combined with prestige 

and interesting work, amply reward the officer. In the highest salary brackets, 

another increment would not make any noticeable difference, and the reasons 

for awarding it would be hard to establieh.19 These levels are "broadbended" . 20 

The foregoing suggeste a general observation. The ealary senerally 

attainable in the civil services of Canada$ the United States and Great Britain 

is rougnly comparable . At the top it amounts to $15,000 in Canada, $16,000 in _ 

17 0 

18. 

19. 

20 . 

Only in ~he United States incremente over $200 are given every 
78 calendar weeke, not every year . Federal Personnel Manuel, 
p. Z 1-314'~ (e }. 

This 1s an avowed purpose and 1ntroduced with the express aim in 
mind . cf. Cmd 9613, Evidence, 1-2 daye, qu . 276-7. 

ibid. qu . 245 . 

ibid. Report par. 121. 
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the United States, anu. 't 6000.-( $16,800) in Great Britain. 21 At the bottom 

of the career grades it ie $4$050 in Canada (J.A.C.), $3,670 to $4,525 in the 

United States (F.S.E.),t 575 · - { $1,610) in Great Britain (Assistant Principal.) 

The differences are minor, with a clear dieadvantage to the beginner in 

Great Britain. The plan of advancement, however, in terms of ealary ie not 

comparable. In a~l three countriee, the initial salary is regarded as 

attractive 3 in terme of the usual expectations of a graduate freeh from 

echool. The top salariee are believed in all three countries to fall far 

behind the earninge attainable in business and industry. But here the 

camparability ends. The schedule of intermediate steps is much different. 

This line of intermediate stepe is an almoet continoue string of incremente, 

densely spaced or overlapping in Canada and the United States. It ie deprived 

of any striking changee in these civil service systeme, but it doee not, 

neverthelese, lead smoothly and monotonouely up the slope. Broken up into 

short, frasmentary stretches, it does not automatically 'permit the passage 

from one section tc another. Rather, it imposee deneely-epaced hurdles, 

eighteen of them in the United States, and an undefinable number in the Canadien 

civil service . Each hurdle imposee a set of requirements, and opens a way 

for the incidence of chance and luck. Mapping a Journey over auch a road 1e 

a virtuel imposeittllty. 

The BriUab system ie quite dissimiler. In order to diseuse this 

point adequately, one of the initial aeeumptione of this study bas to be 

recalled. It was eatd ln Ch8pter One, that, for a career in service to be 

meaningful, the point of admission should be placed within a reaeonable distance 

from the eummit of the service to permit a reaeonable chance of coneu~tion 

at a eatisfactory level . One further aseumption evidently underlies the present 

21. The only poet at t 7, 000 (Permanent Secretary to the Treaeury) 
does not influence the general picture • 
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study~ which is that in the British civil service 9reasonable distance' 

includea the whole of the Administrative, Executive and Scientific Officer 

classesj for, in thema the main linas of service culminate, and because the 

admission to theae classee from ether parts of the service le subject to 

specifie safeguardb . This last observation pointe up the difference between 

the British system and the ethers, referred to above. 

One may, to be sure, run into hurdlee in that system as well, 

but these are situated at the points of entry into the three classes discuseed, 

and form, indeed, the very aafeguard deviees of that entry-point. The 

competitions lead to these well-defined and clearly-marked points of edmittance .22 

The employee, admitted to one of these classes, may be certain that, once he 

concludee his probation end is confirmed~ the future advancement depends only 

on his merit and the availability of openings. The last factor is a more-or-

lese calculable one, while the employee 9s performance depends, to the greatest 

extenta on himself. Considerable differentiels in salery as between the 

·eeveral grades meke promotion a memorable event, and the careful preservation 

of interna! complements of grades guaranteee to each officer a modicum of 

advancement. The character of the salary~structure pute the stress upon the 

prospect and advancement.9 not upon the momentary pay. Combined w1th the 

prestige enjoyed by the civil servant, which is not worse than in any highly 

regarded occupationa plus the ether incentives, it amounts to a strong 

inducement to a career i n the civil service. 

While no theoretical calculatione of career prospecte are possible 

in relation to the civi l servant in Canada, the practical picture of the 

careers made in the servi ce may be presented. In this presentation, however.9 

two points must be clearly streesed. First- that the career in c~nada cannet 

22. An occaeional competition for Principals does not yet affect 
the general truth of this etetement. 
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be regarded as consummated upon the attainment of a class-tile, for theee 

are disparate. Trrerefore, the criterion of ealary muet be subetituted. 

Secondly, that 11 in the Service we normally epeak in terme of the maximum 

ealary of man's range". 23 The presentations that follow show, coneequently, 

the range of salary according to the maximum, not to the actually-paid rate. 

The tablee are based on the same eamplee, which served for the presentation 

in Chapter Three. 

Table No. 14 shows the level of ealary attained by all recipients 

of salariee of $73 500 and above in the Federal Civil Service of Canada, in 

relation to the length of their service. The situation 1a as of June, 1957o 

TABLE 14. Numbe'r of officere at the eeveral levele of ealary 
related to the length of their service. 

Salary in $ Length of service (Years) Total Loof · Gr. 
0-3 3=5 5-10 10~15 15-20 20-25 25-30 30+ eerv . Total 

unkn. 

7500=8000 1 1 2 2 
8001=9000 42 41J 68 34 41 18 17 35 299 21 320 
9001~10000 18 20 54 49 37 18 25 35 255 19 275 
10001-11000 2 10 19 25 21 8 11 9 105 15 120 
11001~12000 3 2 22 16 15 5 4 8 75 10 85 
12001=13000 3 1 5 9 9 1 4 1 33 3 36 
13001=14000 1 3 3 3 10 5 15 
14001=15000 l 3 1 5 1 6 
15001-16000 1 l 
16001~17000 2 2 
17001=18000 
18001=19000 1 1 1 

Total 863 

Source g Civi l Service Commission, pereonal recorde of federal civil 
service, senior personnel. 

A critical perueal of the above table resulte in the following 

digeet g 

23. From a letter from the Chairman of the Civil Service Commission 
to a professer who requeeted materiel for a paper on the civil service 
of Cena(· ~a, October, ~95) 2 . Compare Report of Transmission, 1919, 
p o 31 Fourth • o • o • • • 
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DIGEST OF ~LE 14 Percentase of officers with verious lengths 
of service at the several levels of salary. 

Level of salary L~~h- of eerv~.E.e...Jz~~-~s) ______ ; Total 
~ 0 - 10 10 - 30 over 30 

Below or at 10,000 44.2$ 43·3~ 12.5% 1001> 
Over lO.POOO 30.1% 60.3~ 9.ff1, 1001> 

While not very etriking, two featuree deserve careful note. Firet ~ 

only 9.6% of the recipients of higher salariee serve for very long periode, 

while 12.5% of the lower paid officere do eo. This fact, however, ehould be 

lese eurprieing t.uuu lt might eeem at firet glanee, for there was hardly any 

ambition to hire employees for any but an immediate job in the civil service 

until the mid-thirt1es, at leaet. In this sense, the category of 'over 301 

in the above table has no more meaning than any other period of long service. 

Second - there ie a very high concentration of higher-paid officere in the 

medium range of eeniority. But any final inferences would have to be checked 

againet the possible influencee of the recent growth of the service which 

caueed a heavy recruitment (and a correeponding inflation in the number of 

low=seniority officere) and of the policy of recruiting rather to low~ealary 

ranke in the area of more advanced positions (and the correeponding concentration 

of the higher=ealaried ~fficers in the range of at leaet medium seniority). 

Table No. 15 shows a eimilar computation for Administrative Officere. 

The sample ia the one used in Chapter Three, Tablee Noe. 10-13. 

TABU: 15. Number of administrative officere at the eeveral levels 
of ealary ln relation to length of service. 

Levels of salary 
. ~ 

4000-5000 
20-25 25-30 

5001=6000 3 1 
6001~7000 4 1 
7001=8000 1 
8001=9000 1 2 
9001=10000 2 
10001=11000 1 1 

Total 3 3 5 12 9 1 4 
Sourc~ .. Personnel recorde, Department of Trade ·an~ Commerce. 

30+ 
5 

1 12 
11 

2 
1 5 
1 3 

2 
3 46 
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Apart from the operation of chance, Table 15 shows that no officerj 

with lees than five years of service, attained to the level of salary over 

$6000 p .a. , and none with lese than ten yeare of service receivee more than 

$8000. The smallneee of the eample , however, makee any inferences rieky. 

In order to see the situation in regard to scientiste in the Federal 

Civil Service, a etudy wae made of the persona! recorde of a eampling of 

ecientific personnel. The group contained 479 eerving scientiste engaged 

in fundamental reserach, and wae compoeed as followe: 

In the employment of the Department of Mines and Technical 

Surveye 

In the employment of the Department of Northern Affaire 

and National Reeourcee 

In the employment of the Department of Trade and Commerce 

222 (all) 

84 (all) 

24 (all) 

In the employment of the Department of Agriculture 149 (eample - every 
third name in a list) 

The resulte are tabulated in the following table. 

TABLE 16, Number of scientiste at the eeveral levele of compensation, 
in relation to length of their service. 

Levele of 
Salary, $ 0-3 

4000- 000 5 7 
5001=6000 31 
6001=7000 19 
7001=8000 19 
8001- 9000 3 
9001=10000 2 
10001-11000 

Total 81 

Length of service (yeareJ 
3=5 

15 
16 

6 
2 
4 

5=10 

50 
46 
53 
25 
7 
6 

187 

10-15 

1 
12 

9 
12 
16 

9 
7 

66 

15=20 20-25 

11 4 
10 8 

8 4 
5 2 
2 
4 1 

40 19 

25-30 

4 
5 
9 
5 
2 
1 

26 

30+ 

1 
3 
3 
6 
2 
1 

Total 

12~ 
116 
114 

64 
28 
20 

16 478 

L.of 
eerv. 
unkn. 

1 

1 

Source: Personnel records, Departmente of Mines and Technical Surveye, 
Northern rlffaire and National Resources, Trade and Commerce, 
and Agriculture, Ottawa. 

Gra 
Tot 

nd 
al 

12~ 
117 
114 

64 
28 
20 

479 

Table 16 shows three peculiari tie e: Firet = only elightly more than 

3·3~ of scientiste have eerved for a very long period = over 30 years. Second-
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39% of the entire aample are officere with between 5 and 10 years of service, 

and 64.7% of the sample have lesa than 10 yeare of service. 

The third peculiarity ia in the distribution of aalary in relation to 

length of service. Taking the amount of $7000.~ p.a. as a diviaive figure, 24 

it will be found that, among the employees with lesa than ten years of 

eervice 9 59.1% receive a ealary below this level. Among the scientiste of 

medium eeniority and above - ten to thirty yeare of service - this ratio ie 

45 . ~, while in the group of very long eeniority - over 30 yeare of service,-

the ratio ie 25·~· Evidently, long service bringe a higher ealary - which 

may be due to the operation of re~claeeification, coneidering the rarity of 

promotion competitions found in the recorde of theee employees. The emall 

number of employees in the long~eeniority groupe doee not eeem to indicate 

a great succese on the part of management in retaining scientiste and 

professionale for a long career; rather, those scientiste, who were genuinely 

intereeted in eerving the public or in their particular project or line of 
( 

work, etayed on and eventually arrived at their etill very modest ealary. 

It might be concluded that the possibilitiee of developing a ealary 

policy which conld help to etimulate the cryetallization of a career in the 

civil service of Canada have not been explored eo far. 

24. This figure has been adopted on the consideration of the salary of 
scientiste at the "working level". The "working level" ie a 
deecriptlon unofficially ueed in the Civil Service Commission to 
denote ~he tully profeseional level of work, where the ecientiet 
ie euppoeed to be independant and more or lees eelf-directed. 
This level ie ueually located at grade 3 in reeearch linee (eee 
the pilot plan for the Chamiat Seriee developed in the Civil 
Service Coœmieeion offices in January, 1955, and euperseded since, 
but providing etill the guiding ideae) . The ealary for theee 
gradee, laid down i n T.B . 517272, May 9, .1957, reachee elightly 
above the division line, namely to $7,320. The average ecientiet 
ie expected to reach this level as a matter of course. 
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SECURITY OF TENURE. 

"The assurance of retaining one'e job, receiving a fair 
salary 1n re~urn for normal work and having the opportunity 
to pursue a career is a form of security which ie basic to 
any personnel system." 25 

As far as security of tenure is concerned, the civil servant of 

Canada is safely protected. He can be dismiesed only upon the authority of 

26 the Governor- in-Council . Even the dangerous twilight of a semi-political 

post, namely a private secretaryship to a minieter of the Crown, does not 

endanger the tenure of a permanent civil servant.27 In this respect, the 

civil service of Canada offers a security relatively better than that of a 

British civil servant, who is believed by sorne to carry a risk not emaller 

than an industridl worker. 28 It gives, certainly, a better protection than 

the United Stat~s vffers the government employees, who are protected neither 

from dismissal after a bone fide error,29 nor from separation for reductions 

in force or other managerial reasons, beyond the control of the affected 

employees. Diemissal ie possible when justified, but it neede a sufficiently 

weighty matter to justify i t in Canada. Arbi trary dismiseal does not endanger 

the career of a civil servant in Canada, if he, himself, has the intention 

of making the service his career. 

INTEREST IN WORK AND ASSIGNMENT. 

This is a potent incentive in any kind of work. It appliee to a 

scientist as well as to an office - or a manual worker. As a moraJe-generating 

factor, it interlocks and interpenetrates vith otber 1ncent1ves. It ie, 

however, of sn 1ntensely personal, individuel charaoter, tor un1to~ response 

25. The administration of the Civil Service System, p. 54. -- ....... 

26 . Civil Service Actl 1952. s. 52. 

27 . ibid . s. 61. 

28. Q~~ 9613 1 Evide~ce 7 day j qu . 970-2. 
29. Better Govt . _Pers. Evidence, Herbert Hoover'e teet!mony, pp . 469-478. 
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ie hard to achieve on this point, even frcm hcmogeneoue groupe. One muet,\} 

therefore, dietinguieh between the aspecte of work that appeal to an 

administrator and thoee that appeal to a scientiet, for theee may be quite 

divergent. 

The administrative officer, who ie not a specialiet would be more 

interested in work of varlet~ of ecope, and one endowed with social significance, 

rather than a monotonoue routine, or indeed an activity diverse and caœplex, 

but of little consequence. In appreciation of this fact, the Chairman of the 

Civil Service Commission in 1955 deecribed the attractions in the duties and 

aseignment of administrative officers as consisting of (1) the feeling of 

being of service, (2) the wide ecope of work and (3) the satisfaction of 

contact with firet rate minde. "A pereon would have to be unimaginative 

indeed not to be etimulated by that kind of a challenge" - he obeerved. 30 

In the daily practice, however, the vista tende to be obstructed by 

the prosaic taak of momentary aseignment to particular dutiee. Especially 

in Canada, as lndeed in the United States, in which countries the horizon is 

further reetricted by the traditional epecialization of work in the civil 

service 3 one finds a recital of defined duties end proceeeee wherever the 

aesignmente of admi nietra ti ve officere are coneidered .31 As if in reeponee 

to the feeling of discrepancy on this point between the expect.ations and the 

practice, the !dea of a Senior Civil Servant with a pereonal statue and rank 

came up lately in Canada.32 For pereonal rank and statue tranecend the 

mcmentary asetgnment and ite limitations. They point to the open epace 

beyond the boundary of the allotted area and thue keep alive the f eeling of 

30. Bland "Opportunitiee in Government Servi ce.". 

31. See Appendix 4 for exemples. 

32. Watters and Gow,g ~· cit. 
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connection with the external events and the intereet in them as in close 

poesibilities. 

Thue it eeeme that when an Assistant Principal ie admitted to the 

service, he ie accepted into a group of people all of whom are occupied in 

one wide field. It is true that arranging a transfer after the conclusion 

of probation ie not a very eaey matter, but it is etill possible. And, in 

spite of hie being practically a departmental servant rather than a roving 

all~government employee, the member of the Administrative Clase may be 

request;ed at any tim.e to transfer wherever hie service 1s required. 33 

Correspondingly, he hae a pereonal rank. 

The Administrative Officer on the North-American Continent ie aeeigned 

to a position. He le not a member of a group, only an occupant of a place. 

Hie work may be very intereeting, exacting or exciting; but there ie no way 

of knowing this beforehand, and very little chance of developing a position 

following the temperament or intereete of the i ncumbent. The cogent remarke of 

Everett Reimer, on the "conflict ••• . between the idea of belonging and the 

idea of reward being contingent on pereonal output" should be recalled in 

this context .34 

The ecientiet or profeeeional ie influenced, in addition to the above, 

b:y eome specifi e considerations. The intereet evoked by the work ie of a 

different character, for it consiste of the appeal of a specialized 11ne of 

etudy combined with the sense of its being done in the service of the 

community in the firet place, 35 not as i n induetry, where the public benefit 

33· 

34. 

35· 

c.s .c. The Administrative Claee of the Home Civil Service, London, 
c.s.c. 1956, p . 4 par . 7. 

~· cit . p. 163. 

See Rei nhard Bendix, ~· cit. p 4?,.Compare c. D. Ahlberg and 
J. c. B:oney "The Scientiet'e Attitude Toward Government Employment". 

Science v . 113 (May 4, 1951), 505~510. 
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might often be only a eecondary consequence of eerving the concern. However, 

the principal allegia~e of the ecientiet ie probably given to hie eubject, 

and this ie a source of dlfficulty ln the senior ranke. The senior ecientific 

officer might be neceeearily epending an lncreaeing proportion of hie time 

in directing~ eupervieing, or adminietering the work of hie juniors, and thue 

leeeening hie own contact with actual scientific work. Tbat not all scientiste 

are prepared to undertake auch aeeignmente ie not eurprieing. This point wae 

mentioned before, as was the importance of another related point, namely, 

that of the pereonalitiee of prospective superiore and their standing in the 

world of science . For the reluctance of scientiste to undertake superv1eory 

dutiee reflecte here on the readineee of ethers to join the service. 

Understandably enough, the authoritiee in the civil services 

considered here are rather laconie on the eubject of the nature of ecientific 

aseignmente, which are determined by the requiremente of the disciplines and 

not by an administrative fiat. Known to the ecientiste,jl they are meaningless 

to laymen3 and therefore their publication is unneceseary. 

The importance of aeeignment, even in systeme where it doee not 

att'ach a persona! rank to the employee, is highlighted by seme recent official 

remarke in the United States. The se de scribe the havee played by downgrading 

employees in the civil service of the United States even in casee where the 

financial losa 1e negligible.36 The appeal of aeeignment, and especially the 

blow of downgrading, are addressed to the prestige and to the self-respect of 

the employee. This gives them a crucial 1mportance.37 

TRAINING AND GROOMING 

The opportunity for receiving a valuable training ie an attraction of 

36. Administration of the Civil Service System, pp . 56-60. 

37· cf. Whyte, ~· ~· p. 401· 
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the firet order. The employee with sorne aspirations would see in it a great 

personal gain~ in the widest sense, and a promise of greàter abilitiee and 

poseibly higher ach:tevemente in the future. Moreover 1 training may develop the 

employee into a pereon better attuned to his work and ite purpoee, and thue 

facilitate the attainment of a long-term eucceeeful career.38 Such training 

would be lese concerned with the immediate job, and more with the wider 

implications of the service in !te social environment on the one hand, and the 

wider potentialities of the employee on the other. There is a considerable 

measure of agreement that both orientations in training are important and 

that both may contribute greatly to the development of a career service, each 

in its way. This is true of any work, whether one of high interest or routine. 

The routine work may be made more efficient, thus providing the employee w1th 

a feeling of greater usefulnese and augœenting hie self-respect and satisfaction. 

And the routine worker, too, may be made aware of the eetting and meaning of 
39 

hie work, aga in to the end. of increasing hie satisfaction. Laetly, training 

may be used for facilitating transition to new situations or to an anticipated 

future ~ an aspect of great allurement to the career eervant. 40 

In the Canadien civil service, training functions are a recent 

addition, for only the most elementary beginninge were visible one decade ago. 41 

Most of the training which ia given in the service le of a departmental 

38. cf. the conclusions of the Report of the Coœmittee on the Training 
Dr civil Servante, 1944, Cmd. 6525 pare. 118~119. 

39. ~· par. 16 

40. See H. Laski; "The Education of the Civil Servant" Public Administration, 
v, 21 No . 1 tSpring, 1943), 13 ~23 . 

41. c.s.c. Annuel Report for the year 1955, p. 17 .- Also- Royal Commission 
on the Administrative Classification in the Public Service, 1946, 
Report, p. 22 . 
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character, and a~med at providing the skills called for in some position. 

Only the Adnûnistrative Officers are provided w1th a more extensive training, 

on two levels. The Junior Administrative Offlcer is required to complete 

successful~.y a course on administration, which takes one full week in September 

and another in April of his probationary year, and weekly sessions during 

the Fall-toœSpring period. This is a rather comprehensive course, and its 

studente are rotdted to various Jobs during their probation and attendance 

at the course. The other course le intended for senior administrative officers; 

i t is a residentiel al·l·ttngem.ent, lasting for four fi ve -day weeke in the 

Autumn. Since its introduction in 1953, it gained popularity and recognition. 

The curriculum is a general and comprehensive ono , providing lectures and 

eeminar groups on problems of the Canadien Democratie System, Canadien 

Government, Principles and Methode of Administration and related topics. 

Professionally conducted, it is being extended at present to the Atlantic 

Provinces and considered for wider use . 

Some intermediate training ie given at the Civil Defence College in 

Arnprior. 

This resume covers all the formal training. The training given at 

work is necesearily variegated, and does neither create greater uniformity in v 

the service, nor doee it contribute much to the enlargement of ecope or 

widening of horizons of the individuel. Scientific employees do not receive 

any special formel training as auch, except in disciplines peculiar to the 

government, auch as meteorology or radio =operation, where the Civil Service 

Commission "is finding iteelf l'ecruiting people who muet be given extensive 

training • . •• •• 19 42 The civil servant may, neverthelees, obtain educational leave., 

42. CoSoCo Annuel Report for the year 1955, p. 14. 
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with fulla partial9 or no pay, depending on the degree of interest the 

service hae in his propoeed education.43 

On this laet polnt., the practice in Canada differe from that of the 

United States, where a perhape=unconecioue aeeumption ie eaid to prevail, 

that .the civil servant ehould come to the government fully trained for hie 

job.44 Repeated efforts aiœed at eecuring legislation to permit the training 

of government employees at external facilitiee and institutions have failed 

until now to change the rule forbidding it.45 The pressure for auch a change 

is great, and the President added hie volee to that of civil servants and 

their management in hie Message to the Congreee onJanuary 11, 1955 (Rouee 

Document No. 66, 84th Congreee.) The facilitiee which are available are 

utilized to their limit, wherever possible. The higheet effort in that direction 

il!l the F~d.eral Administrati-ve Intern Program., which is a course on linee 

eimi lar to the one for senior admini strative officere in Canada. 46 

In-service training is provided, of course, in Great Britain as well, 

and there , too, most of it ie departŒental and job-or ientated.47 But the subject 

4 3. Ci vil Seririce Regulations J e . 69 D. 

41~. Second Hoover Corm.ieeion, Rep<:rt, p. 46. 

45 . Firet Hoover Commission Task Force Report, bringe the rule on p. 36 
The lest attempt to reverse i t, made on February 23, 1956 (H.R. 9510, 
84th Congreee, 2nd Sees.) failed to obtain favourable attention. 

46 . First Internehip Course deecribed by Henry Re i ning, Jr. in "The Fi rst 
Federal In~ervice Interoship Program" Personnel Administration v.7 
No. 4 (December 1944) 8 -20. Official description in Guide For 
Internship Training in the Federal Service. u.s.c.s.c. Pamphlet 46, 
June 1952. 

47 . Deecribed in a series of pamphlets under the inscription H.M. Treasury 
Civil Service Training and Education and the following individuel titles 
and cod~ -numbere: 

Training in the Civil Service, August 1952, W .396-55. 
Trai ning for the Administrative Claee (undated) W393 ~55, siœilar 
pamphlets for ether classes, and Centra~ Office of In!ormàtion, London, 
The British Civil Service, 8 December 1955, R~ 3188 and other. 
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ie not exhausted herewith. The recognition of the horizons which open 

themeelves before a properly-trained civil service was noted above.48 The 

Caœ1ittee on the Training of Civil Servants, 1944, made numerous and carefully-

considered suggestions, aimed at the development of the individuel civil 

servant, at giving hlm the appreciation of hie personal contribution to the 

service and hie individuel moral stand in the social context of the service.49 

Such an effort le more than training. In the British milieu a great proportion 

of the several classes caœea to the service at a fairly standard educational 

level and consiste of a more-or-lese h01ogeneoue type of person, with a similar 

background as far ae echool goes, at leaat. A vast effort at educating the 

entrant in a broadly-eet way produces a group of great social and moral cohesion. 

Memberehip in it could be a etimulating experience which might account, in part, 

for the etability of that group. 

The scientiet in the civil service reeponde, particularly, to the 

factor of profeseional and scientific contacte with persona and organizations 

engaged in hie line. The importance of freedom of auch contacts, of oppor-

tunities to participate in discussions and colloquia, to publish the resulte 

of oneve work etc. ie hard to overeetima~e. In the civil service of Canada, 

these opportunities are not uniform. Seme departaente encourage contacte more 

than othersJ seme publieh their own periodicale, seme eend their employees to 

conventions and conferences and pay their expenees.50 Many scientiste would be 

encouraged tp publieh pepere and ecientific works not involving national 

eecurityJ while offi~ial eecrecy requiremente would be kept at a minimum. 

48. See supra notee 38,39. 

49. See Report, Cad . 6525, pare. 14,15, 25-27, 34,93,108-120, and ~eeim. 

50. J. C. Woodward, loc, oit.: aleo interview with Mr. J. Fred Dawe, 
C .s.e. Ottawa, July B:-T957, to whom the writer ie indebted for 
valuable information and for general support and assistance cordially 
given during hie etay with the c.s.c. on a prolonged reeearch vieit. 
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The professional contacte, end the reputation thet follows themj geined the 

civil service of Caneda a rare distinction - neraely 11an emberressing number 

of requests" from ebroed for the services of Canedian experts in the field 

of technical essistance.5l While not very eyetematical, the attitude to the 

subject in Canada shows an awareness of its importance. This is in line with 

the feeling in Great Britain, as illustreted by the fact that of the six-and­

a -half pages of the Report on The Scientific Civil Service publiehed in 1945, 

over two pages are devoted to profeeeional contacte and to relaxation of 

eecrecy.52 

"FRINGE BENEFITSji 

The cuetomary use of the above term teetifies to the belief tbat the 

benefite included are not major onee in their own right. This is not 

necesearily so, for, in some circumstances, they may become quite important, 

as would be a grant of leave to a scientist, for instance, who intends to 

write a book.53 

8 Leave . Apart from statutory annuel leave (fifteen daye for employees 

working a 5=day week, 18 daye for those on a six-day week) and from cumulative 

elek leave of equal duration, the civil servant in Canada may obtain special 

leave on eicknese, maternity or important personal occasions. He may be 

granted educational leave with partial or full pey, and the government may 

51. Address by the Right Honourable Louis St. Laurent, then Prime 
Minister of Canada, to the Profeesional Instituts of the Public 
Service of Canada, Ottawa, February 23, 1957. 

52 . See Cmd. 6679 cited supra. 

53 · In the ill=defined term of "fringe benefits" one finds included 
benefits to the employee which are not immediate and reguler 
cash~payments . In this etudy attention will center on lesve, 
superannuation=pensions, and insurance,for these may have some 
bearing on a career=service. 
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even undertake to pay hie tuition feee .54 Numeroue other facilitiee ara 

extended to him to enable h~ to pureue hi6 line of etudy if this may 

redound to the benefit of the service . This ie an arrangement of considerable 

appeal to the young, and to people with ambitions to continue with their 

education. No auch facilitiee are offered in the United States~ where a 

elightly more generoue annual leave is graded accordingly to the length 

of service. Th1rteen daye ie the minimal leave there, and twenty-eix daye 

ite maximal duration~ for employees with over fifteen yeare of service. 

Apart from this~ the law recognizee only leave without pay~ or s1ck-leave.55 

The British 3yetem providee graded leave periode, but their length 

depende not only on the length of service but on the ealary-etatue ae well. 

Executive officers, and thoee within the eame ealary ecalee, are granted 

three weeks and three daye of annual leave~ which increaees 1 gradually~ to 

eix weeks after thirty yeare of service . Employees within the salary bracket 

above that begin with four weeke and two daye, and those within the brackets 

of the Administrative Class are granted five weeke initially. Six weeks is 

the common maximum. 56 This le a generoue arrangement, attractive and 

encouraging to prolonged service~ while offering an additional reward of 

promotion. Special leave, and educational leave - eometimee in the form of a 

eabbatical year ' e leave, may be arranged if neceseary.57 A eignificant 

feature ie the extenied eick-leave allowance given in Great Britain, for 

this may be ai~ montne in any period of twelve monthe with full pay, and a 

54 . Civil Service Regulations, s. 690 (3) (b). 

55 . Federal Personnel Manual~ L-1-7, 8 . 

56 . E. C. 28)56, dated June 25, 1956. Printed in the Whitley Bulletin, 
v. 36 No. 8 (August, 1956), 124-127. 

57 . See ~· Cmd 9613, Report, par 223-240. 



further period of eix menthe on half pay.58 Such arrangement~ hardly 

matched on the outeide~ givee the servant a sense of eecurity which ie 

a potent bond with the civil service. 

A furlough leave of thirty work-daye~ not charged againet the 

employee 1 e leave credit, ie given in Canada after twenty yeare of service. 

b §_u~e::,a~)!a~i~n:.. 

Superannuaticn in the Canadien civil service ie contributory and 

obligatory. It ie provided for in the Civil Service Superannuation Act, 

1924~ ae amended. Retirement ie etatutorily compulsory at the age of seventy, 

while sixty=five ie the retirement ase laid down by the Governor-in-counc11~9 

Permissive retirement benefite are provided for in case of earlier retire-

ment with the exception of diecharge for miaconduct. In the latter case, 

the amount of hie own contributions may be returned to the dismieeed employee, 

without intereet. 

An employee may not contribute for longer than thirty-five yeare, 

and hie retirement allowance ie C8lculated at two per cent of hie average 

e8lary over 8 period of ten consecutive years when it wae highest,60 

multiplied by the number of yeare of service up to the maximum of thirty-five. 

Hie widow, if not re-married, and hie miner children, receive a reduced 

8nnuity. The eignificant point, however, is that, whenever 8 civil servant 

decidee to leave the service, he may receive all hie own contributions ae 

a lump eum, or, if he has more than five yeare 9 creditable service, he may 

elect a deferred annuity etarting at eixty years of age, or a reduced annuity 

58 . The British Civil Service, R. 3188, p. 13. 

59. Your SUperannuation Plan, a pamphlet ieeued by the Superannuation 
Branch, Department of Finance, Ottawa, 1957 . p . 18. 

60. Ibid. 
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etarting at the age of fifty . In the latter ceee, the ennuity for 

dependente 9 in caee of death, ie not reduced . 

Theee provieione differ only in minor detaile from the United Statee 

Federal Civil Service Retirement Law (Retirement Act of 1920), ee emended .61 

The caee ie greatly different in Great Britein. The purely financial 

eide of euperannuation there ie probably the leaet eignificant, elthough the 

employee receivee at retirement-, normally at the age of eixty and after not 

leee than ten yeare' eervice, ~ a peneion, and a eingle lump-eum, which ie 

an additional allowance in the amount of e three yearev pene1on.62 The rate 

of yearly allowance ie rather leee than in the United Stetee, and markedly 

leee than in Canada. The moet eignificant attributee of the Britieh echeme, 

however, are the facte that the peneion plan ie non-contributory and 

non=mandatory.63 Thie ie intended to make the grant of peneion a payment 

~ ~atia and, ae eucha contingent on meritorioue eervice until the age of 

definite retirement, with the exception of compaeeionete caeee, or of 

compuleory retirement.64 Thie inetrument, or rather weapon in the bende of 

the Treaeury, ie clearly effective ae an inducement - eometimee a not-too-

gentle one = to a continuation of e career when any length of time hae been 

i nveeted in it . 65 The very effectiveneee, though, hae been under repeated 

61. The retirement eyetem le deecribed in Your Retirement Syetem, 
pamphlet 18 9 of the U .s .c .s .c., July 1953 . Recent amendmente 
are lieted in the u.s.c.s.c. Annuel Report for the year 1956, 
PP• 109-111. 

62 . Cmd. 9613 2 RepOrt, par 690, table on p . 171. 

63 . Ibid. n. 1, p . 170. 

64 . Ibid. par. 694, 699-703 . aleo Introductory Factuel Memorandum 
on the Civil Service eubmitted by the Treaeury, Dec . 15, 1953 

pare. 123-127; 

65 . Bee Royal Commieeion on Equal Pay, 1945 - 6, Report, Cmd. 6937 par.48 . 
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attacke by official bodiee and intereeted pereone. The Committee on the 

Political Activitlee of Civil Servante remarked that euch a eyetem of 

euperannuation may reeult in keeping in the civil service unflt pereone who 

ehould rather be out of 1t.66 A elmilar remark ln The Reform of the Blgher 

Civil Service 67with a recommendatlon to permit premature, voluntary 

retirement on reduced annuity etreeeee the realization that a eyetem of thle 

kind may be undereirable . It eeeme apparently adequate 9 Juetified and ie ~~ 

tenaciouely adhered to,68 while it may, two-edged ae it le, cauee more harm 

than ehowe on the eurface . On one point, however, the Britieh government had 

to give ing thi e wae the neceeelty of interchange of ecientific personnel 

with univereitiee and eimilar inetitutione. The Government Declaration in 

69 the White Paper on The Scientific Civil Service of 1945 had to announce their 

inclueion in the Federated Superannuatlon Scheme for the Univereitiee 9 in 

order to remove all barriere on their free movement into the service and out 

agaln. In concluelon, it eeeme that the expedient ueed ln Canada, of deprlvlng 

the employee, who leavee the eervlce prematurely, not of hie entlre expectatione, 

but of a clearly-deflned and unearned part of them, le leee objectionable, if 

not abeolutely proof againet critlciem on grounde of equity. Ae an inducement 

to a prolonged career, the effectiveneee of euch a course may be not leee 

than that of the ether . 

All three governmente provide for a low-coet life lneurance for their 

66 . Committee on the Pol lt1ca1Activ1t1ee of Civil Servante, Report, 
Cmd 7718, 1949. par . 47. cf . a1eo Cmd. 96131 Report. par . 703 . 

67 . 2.l!· ~· par . 76 . 

68 . Cmd 9613 1 Report, par . 700; Evidence, 17th day, qu . 2574-2591. 

69. Cmd . 6679, par . 7 . 



employeee. Optional in the United Stetes, the scheme le a compuleory one 

for married men in Great Birtain. It had been introduced there in 1949 as 

a contributory plan.7° But, although optional in the United States, the 

scheme attracted ninety-five per cent of the civil servante~ when it wae 

introduced in August, 1954.71 In Canada, it dates from the seme time (1954) 

and le compulsory for all who are included in the SUperannuation Act.72 

The net affect of theae low-coet ineurance echemes ie hard to asseee, 

for, in the North-American countries, the habit of carrying insurance is so 

common, that, probably, seldom le the government plan the only one . In Great 

Britain, the National Ineurance pensions may have diminished the value of the 

life ineurance to the old survivor . 

STATOS AND RIGHTS. 

In all three countries, the civil servant ie required, and aseumed, 

to be a-political . In Canada, a Federal civil servant may accept any 

elective office in local government, if it does not carry a ealary in excess 

of $1000.~73 Participation, however, in partisan work connected with a 

federal or provincial elect1on6 or contribution to party funds or participation 

in dealing with party funde, are cause for dismieea1, and for disqualification 

from competitions for civil service positions for a period of one year.74 

70. See Cmd . 9613, Report , p . 172 (8). 

71 . u.s.c.s.c. Annuel Report for the year 1955 p . 87 . 

72 . Your Superannuation Plan, p . 27 . 

73 · P .c. 1955 - 32/717, May 19, 1955 . Previous limit was $900. - as 
per _? .c 2--1380 of April 8, 1948. 

74 . Civil Service Act, 1952. s . 55 . Civil Service Regulations, s . 114. 
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This latter restriction ie believed to ber from appointment to the civil 

eervice 11a person in whom the Government of the day haa lost confidence"75 

The situation in Canada 3 in this respect, seems to be well-in-hand, for when 

the Government of Great Britain enquired of the Government of Canada at the 

time of the deliberations of the Masterman Committee, what are the rules in 

the Federal civil service and whether these are adequate, the Office of the 

Privy Council replied that the rules were quite adequate. This wae also the 

stand of the Civil Service Commission, who wae consulted. The same feeling 

prevails ever since .76 

The ecene in the United States is elightly more complicated . The 

realization that a political involvement of the civil service might bring 

about its collapse is vivid enough among scholare, and among most practitionere .77 

Nevertheleee, the problem ie still open, as shown by the "Willis planh and by 

the Report on the Administration of the Civil Service Syetem.78 

75 . From the submiseion by the C .s .c. to the Governor-in-Council, 
October 4, 1923. Until that date nothing was done to prevent 
this, "anomaly of a situation. " . 

76. Watters and Gow, loc . cit . expreseed concern, whether lack of 
any changes in th~iv~service with a change in the Government 
would not glose over a built~in bias, that might, unnoticeably, 
frustrate the policies of the new administration. No indications 
of such a problem came to light, however , 

77 . See John D. Millet, sœ_. cit . p .288; cf. L. D. White, Government 
Career Service 3 Ch . 5 .-;:Bëtter Govt . Pere . , Evidence, pp. 64~5, 
Steward's testimony on the destructiveness of political appointments 
to minor positions ~ (" •• . • . in many respects an unrestricted spoils 
system would be better, if it applied equally to all . ") 

78. Ci t . supra . See pp. Z7 ff, 
wae 1 t pure coincidence that the 'WWillis plan" emerged short)J' 
after the om1noua remarks on the tendency to revert to patronage, 
aounded by H. Emmerich and G. L. Bel eley in .. The Federal Caraer 
Service - WhatNe:xt~ (Cit. supra) 
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In Great Britain9 the question was settled, at leaet for the time 

being, by reetricting all the career claeseea and including the Righer Clerical 

grade and above. Although the feelings there were far from calm after the 

~on the Political Activitiee of Civil Servante (~J~~~i949) 
and after the White Paper that followed3 79 the basic Justice and good sense 

of the solution eeem to be an accept.ed fact by now. There ie little reaeon 

to doubt that strict reticence and self=denial in political matters are a 

basic condition of a career in the civil service. 

All civil righte of the governmental employee are recognized in Canada, 

including the right to exploit inventions and patents, except thoee made in 

connection with one 9e work~ which muet be veeted in the Crown. Theee may be 

released or abandoned by the Min1ater9 or3 if retained, an award may be paid 

to the inventer. Applications for patente, however, muet discloee the fact 

that the applicant ie a civil servant and, outeide Cenada, they may be 

eubmitted only with the consent of the Minieter .80 = Righte of publication 

and authorship are eubJect only to considerations of common discretion, if 

not dealing with the subject of one 1s official work. Rights of association 

ere recognized, ae far as membership in organized groupe of civil servante 

ie concerned.81 This is a standard set of rulee, almoet identically applying 

in the United States and Great Britain. 

In one reepect9 Canada differe from both the United States and Great 

Britain, nam&ly9 in the attitude of the public to the civil servant in ether ;S 
/) 

worde, in the prestige enjoyed by 'the service . 

79. Political Activities of Civil Servante , Cmd 8783, March, 1953. 

80. Public Servante Inventions Act, 1953-54. 

81. For Your Information as a Civil Servant of Canada = e pamphlet of 
the Staff Training Division9 c.s.c. p . 30. · 
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c E_r~a~i~e;_ 

While not as low as the prestige of the civil servant in the United 

Statee,82 the statua of t~e Federal civil servant doee not match the respect 

enjoyed by hie British eolleague . In epite of the reported woreening83 of 

~hie aspect of the service in Great Br1tain9 the eheer prestige of seme classee 

ie believed to attract recruite to the ranke ,84 While auch a etatement might 

be impossible in a general relation to the civil service in Canada, yet some 

classes do enjoy high prestige9 as for instance Trade Commieeionere, 

Northern Affaira Officera 9 and Scientific and Profeeeional Officere. The main 

difference 3 however9 in comparieon with Great Britain9 ie the absence of high 

regard of the general administrative officer in the goverrment service of Canada. 

SUMMARY. 

The incentivea applied in the civil service of Canada do not differ 

very widely from thoee in Great Britain or the United States. It ie rather the 

use made of them that ie different. A comparable level of salaries ie put to a 

far cruder use than in either of the other two countriee. Security of tenure ie 

at leaat as good ae~ t.here . Intereeting wo:rk may be found here ae well as in the 

other systeme _, but, owing to the style .of a .epecialized service, that intereet 

ie often obecured . Trainlng opportunitiea and assistance are comparable to the 

British, as are "friilge benefite" with the eignificant exception of eick leave. 

Superannuation le as good9 at least, as eleewhere9 but lese authoritarian and 

lese reetrictive , 

82. The lonely voi ce of L. D. Whit~, when he extolled the high preetige 
of the Federal civil servant in the United States before the Commieeion 
of Inquiry on Public Service Personnel (Evidence 9 pp, 40=41) eeeme to 
be inspired by eincere wiahful thinking. cf.the testimony of Chester 
Rowell ( ibid. p . 444. ) See aleo R. Bendix;-~· cit . p. 116, for hie 
reference to "an atmosphere of suspicion and frequent defamation, which 
cannot make this 9 second claee c1tizenehip 9 any eaaier to bear. 11 

83 , Cmd 7635 par . 19. 

84 . Mre . Barbara Wootton9 in questioning Mr. A, p , S1nker9 Cmd. 9613 1 
Evidence, 3c4 daye, qu . 402. Aleo ~·J qu . 403 =by Mr. Menzler . 



CHAPTlm FIVX 

TENURE e CONTINUITY AND TURNOVER. 

The achievement in developing a career senice may be measured by 

tàe length of \enure in the organization; thereforej the average length 

of eenice becomee an important criterion. Although no numerical yardstick 

can be adopted as a definite measuree it eeems reaeonable to assume thate 

other things being equal» that C•rganization in which tenure ie longer bas 

come cloeer to eetabliehing a career eenice. It might also be aeeumed, 

thet higher turnover~ and the correepondingly ehorter tenurej might indicate 

leeeer satisfaction with the conditions in an organization = again~ ceterie 

paribue, and thue to a lower appreciation of the career by the employees 

and a greater readineee to lesve. 

An attempt tc etudy the average length of tenure and ratio of 

turnover in the civil service of Canada ise therefore~ attractive. If 

these could be compared with external conditions = both in non~government 

employment at similar work in Canada and in government employment eleewhere = 

it might provide an aid in evaluating the career poesibilitiee exieting in 

the Federal civil eerYice. 

The difficultiee of auch a project are, however3 bnmense. A reliable 

assertion of comparability is.P in itself ,il a staggering undertaking. And the 

ccmcept of turnover ie lees meaningful to=day than i t ueed to eeem in the 

1 paet. The ecarcity of data~ and the impoeeibility of adequate ecrutiny of 

their sourcee 9 basee» and derivational procedures, makee any inferences from 

the available materiel doubtfule if not meaninslees, The beat that can be 

done in the present etage of knowledge le a bare presentation of available data. 

1. See Geoffrey Y. Corn~g, ~The Personnel Turnover Concept: A 
Reappraisal~. Public Administration Reviewe v. 17, No. 4 
(Autumn71957) 247=255· 



Observera have noted» neverthelees» some apparent features of the 

varioue civil services: 

"One feature of the Canadien civil service is the 
number of people who enter and leave it at all 
levels ••••.• it is normal in all forma of employmen~ 
in Canada. A man in hie late thirtiee and early 
fortiee who hae not worked for three or four employere 
would be coneidered lacking in initiative and enterpriee 
(in England he might be regarded as reetleee and 
unetable)." 2 

This observation can be neither confirmed nor dieproved by the 

materiel available to the writer. When the eeveral categories of civil 

servants are coneidered separately~ the picture is not clearer at all. The 

general strength of the claeeified Federal civil service does not fluctuate 

too greatlyi3 but no overall numbere of claee ~totale exiet to provide auch 

a bird1 e=eye view in their particular cases . (Incidentally, such totale would 

not mean that there ie little turnover or otherwise) . Neither do general 

turnover etatistics exiet for the several classes, nor do comparable 

fragmentary etudies . Varioue sources present differing numbere. 4 

2. c. J. Hayee,p ~· ill· p. 84. 

The total 
January 
February 
March 
April 
May 
June 

strength varied during the year 1956 as 
143~558 July 143a849 
144,058 August 144,364 
145.P083 September 144,p301 
142,811 October 144»937 
143,070 November 145,p501 
143»502 December 145,815 

followe: 

.~ource: Dominion Bureau of Statistics » Federal Government Employment·JJ 
Monthly Memoranda. 

4. For instance: G. A. Blackburn gives \he rate of turnover for 
profeseional engineers, including retirement,p as below 5 per cent 
a year. ("!ngineers in the Civil Service of Canada•. Engineering 
Journal, May 1956}. = The Profeesional Institute of the Public 
Service of Canada reports an average rate of resignations of 
engineers in the Forestry Branch over the yeare 1951· 1955 as 5·4~, 
exclusive of retirementsi deaths, hirings and other changes ueually 
included in turnover . (The Institute's Salary Brief, January 20,1956 
p . l2,p table . ) 



Ae far ae the senior echelons of the civil service are concerned~ 

the writer found among the 863 officere in receipt of a ealary of $7,500 

p.a.$ and above~ the following distribution by length of service: 

TABLE 17. Length of Service by numbers of Officers in Receipt 
of a Salary of $7,500 p.a. and Over.5 

Length of over un-
Service,yrs. 0=3 3-5 5=10 10-15 15-20 20-25 25-30 30 lmown Total 

Number 68 78 169 137 128 50 64 92 77 863 

Source: Personnel Recorde, Civil Service Commission, Ottawa. 

In the eeneral service~ turnover ie believed to be of the order of 

6 ten to fifteen per cent annually. No breakdown of the numbere ie available 

and~ thue ~ no inferences can be drawn ae to the ehare, in thie turnover, of 

employeee without any career intentiona, euch as girle who work for a while 

before marriage or clerks who take up an appointment pending a better 

opportun! ty in busineee. A etudy undertaken in the Fall of 1948 gave the 

general rate of turnover in 1947 ae 2~, but thie number apparently includee 

eome eeaeonal workere.7 The impreeeion created on an obeerver would lead to 

a belief that theee numbere were low, and that real turnover wae higher. Thie 

depende, of course, on the meaning of 'real turnover•. Since neither the 

manner of collection of data, nor the method of computation could be checked, 

the only baeie for the eaid beliet ie an undocumented impreeeion. But, in 

5. The breakdown of theee numbere by levele of ealary is given in 
Table 14, Chapter Four. 

6 . G. A. Blackburn, The Role of the Vocational Guidance Couneellor 
in Staffing Civil Service Eetabllehments. Aleo c.s.C. Annuai Report 
for the year 1956, p. 5 - where the Separation Rate ie given ae 
13 . 3~ for 1955, and 14.~ for 1956. It ie difficult to compare the 
two sources» and tkerefore no inferences are made. 

1. c.s.c. filee~ a etudy ent1tled ~eport on Recruitment for the 
Civil Serviceu, dated October 8, 1948. 
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the induetrial eector of employment in Canada, one finde a very high rate ~ 

of turnover, as shown in the following table~ found in a publication of 
- -

the Dominion Bureau of Statietlce:~ 

Annuel Labour Turnover Ratee 

Year ended February 28 Hiring Rate Separation Rate 
~r cent ~r cent 

1948 105 100 
1949 93 91 
1950 82 81 
1951 94 86 
1952 94 90 
1953 89 87 
1954 82 83 
1955 78 78 
1956 82 77 
1957 89 85 

A part from the strikine; disparity between the industriel data 

and the civil service ones, the civil service authoritiee in Canada seem to 

be consclous of a turnover the rate of which needs a defence, and that 

feeling seems hardly warranted in a service in which figures do not exceed 

the average in large organizations in the Western world . 

This lest etetement calle for elaboration: A vague, but general 

enough, consensus would put the average turnover in large-ecale organizatione 

at about 1~.9 However, in spite of the fact that the civil service of 

Canada is said to show a turnover only elightly larger than that figure, one 

finde an apo1ogetic attitude both in publiehed papere10and in the daily 

8 . Hiring and Separation Ratee ln Certai n Industries, March 1955 to 
February 1957 .-- p . 6 • 

9 . Recogni zed as auch by Mr. G. A. Blackburn in hie paper The Role of 
the Vocational Gui dance Couneellor in Staffing Civil Service 
Establishments. 

10. To eome degree ibi d.; eee aleo J . C. Woodward, loc. oit . The 
Annuel Reporte of the c.s .c. show continuous concern with turnover 
as well. 



utterances of officers of the Civil Service Commission. In interviews 

with the writer, these officers stressed repeatedly, that the turnover in 

the Canadien civil service ie not all losa. The goverr~ent employment, they 

said, provides training and experience which serves the community, whether 

the employee etaye in the service or leaves for a private job. Since 

education ie the function of provincial governmente, and many of them are 

too pOor or too small to provide the neceesary environment or facilitiee, 

the Federal civil service muet etep in, and the easiest way to do 1t 

legitimately is through the employment of the scientist, profeesional, or 

ekilled worker in question. The writer thought the argument valid in itself, 

but hardly relevant to efficiency in the civil service1 and wanting in express 

acceptance for whet it ie, namely - a diversion of the appropriation for 

civil service salariee and for programmee and undertakinge to the use of 

education. The very emergence of the argument eeemed to the writer eignif-

icant . One possible explanation of this phenomenon might be that the 

reaeoning, and the feeling of concern that eeeme to underlie it, are a 

tranefer from the United Statee .11 

If this ie really so, and aeeum1ng that the varioue etatietice of 

turnover are collected by the eame method eo as to permit comparison, then 

the concern might poseibly be more justified in the United States, where the 

annuel turnover ie ea1d to be 27 . 3~ in l9~2~ 26.4~ in 1953, 27 .~ in 1954 and 

24 . 4~ in 1955 .12 The figures, however, are not too consistent for the civil 

service of the United States as well . Mr. Philip Young gave the average 

11. Compare W. S . Sayre "The Recruitment and Training of Bureaucrate 
i n the United States ." The Annale of the American Academy of 
Political and Social Science, v. 292 (March,l954) 39-44 . 

12. c.s .c. of Canada, Annuel Report for the year 1955 . table on p. 8. 
The figure for 1954 l e eaid to include wage employees. 
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13 annual tarnover rate as approxtmately 21~. The Annual Report of the 

U. s. Civil Service Commission for the year 1955 brings the rates of total 

separation alone as 25.4~ in 19541 and 23.5~ in 1955.14 This hae to be 

interpreted to mean that the average tenure in government employment in the 

United States ie about four years. - The civil service there is certainly 

"an episode rather than a career"15 to the civil servant. 

In striking contraet, however, to the situation in North America ie 

the small rate of turnover in Great Britain. The largeet ratio ie ehown by 

the Scientific Officer classee, and the long tenure of scientiste ie believed 

to be lese important than of administrative employees, due to their remoteneee 

from political aspecte of affaire .16 In these classee, turnover ie encouraged 

by their inclusion in the Federated Superannuation Scheme for the Univereitiee . 

The annual turnover ie reported to have reached recently about three per cent 

in theee classee . Of this about ~ go to industry, while one per cent turne 

to academie work.17 Waetage le very emall from the Executive Claee,18 and 

smaller etill from the Administrative . The insignificant numbere do not lend 

themeelvee to a presentation on the basie of a percentage ratio. The warninge~ 

that this ehould not lead to complacency~ for the small waetage ie due more 

to the peculiar ekil1e acquired in the civil service, whose non-marketable 

13 . The Federal Personnel Program and Patronage, a speech at a 
breakfast meeting of the National Conference of Business Papers 
Editore in the Statler Rotel, Washington, D.C. on March 25, 1954. 

14. p. 113. 

15 . Sayrej loc. cit. 

16. Cmd 96l~z Evidence, 23rd day, qu. 3443. 

17 0 Ibid. 16th day, p . 752 par. 16. 

18 . Ibid, Report, par . 435 · 



character prevente defection, muet be regarded as a weighty admonition 

as far as recruitment le concerned. However, theee considerations do not 

diminieh the stability of the career of an employee with some years of 

service. 

To conclude, the ratio of turnover in the civil services of the 

North-American countries is eo markedly different from that of Great Britain, 

as to make the difference not merely one of number, but of order. But 

there is1 alec, a difference in the ratio of general mob1lity of employment 

as between these countriea. The data do not exiet yet, to permit either a 

valid comparison or supportable tentative conclusions. 
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CHAPTER SIX 

CAREB:.R GROUPS IN A DEP~ OF THE FEDERAL OOVERNMENT. 

A case study. 

The cuetomary career of the average civil servant in Canada differe 

from the careere of well-defined groupe of civil servante. Such groups are 

the scientiste and profeesional employees and eome departmental service-

groups. The findings concerning the scientific and profeeeional groupe were 

presented in parallel with thoee on the general service. For the study of 

a departmental service group, the Foreign Service Officere of the Department 

of Trade and Commerce were selected. This wae prompted by three considerations: 

(1) The F.S.O.'e are a etrictly-defined and identifiable group, whose career 
' 

le expreeely planned and regulated; (2) they are recruited by the general 

examination for university graduatee only elightly modified - which could be 

aeeumed to mean that these people are not widely different from the general 

run of Canadians with university education,ergo, the personnel of other 

services or groupe. Consequently, differences, if found, could be ascribed 

to treatment rather than to element; (3) the same Department employe general 

administrators and scientiste and profeseionale, which groupe could serve ?or 

a control in case of need. 

This chapter will present and diseuse the findings of that etudy, 

conducted in July and August 1957, and followed by a questionnaire dietributed 

in the Fall . It will be concerned with the Foreign Service Officer group, 

ueing the other groupings only for an occeeional reference, or control, 

if need be. 

THE FOREIGN SERVICE OFFICER, DEP.AR'IMENT OF TRADE AND COMMERCE. 

The group comprised 122 officers on July 21, 1957. Of the se 1 one 

or two might be asaigned to purely adminieterative duties at the tüne; all, 



nevertheleee, were deeignated as Trade Commiseionere - being the Department'e 

title for its sector of what is referred to in the civil service by the 

generic term of Foreign Service Officer, and which includes officers of the 

Departmente of External Affaire and Citizenehip and Immigration as well. 

The composition of the group ie ehown in table 18. 

TABLE 18 . The Group of Foreign Service Officere in the Department of 
Trade and Commerce: Composition by Age Group, Relative to 
Veteran Statue, Education and Previoue Experience. July 1957 . 

Age group 25 and 61 and 
under 26-30 31-35 36-40 41-45 46-50 51-55 56-60 over Total 

Number by age 

Veterans~ 

World War 1 
World War 11 

Education: 
High School 
Sorne University 
Bachelor'e 
Sorne Poet-Grad. 
Master'e 
Doctor's 
Unspecified 

Previous Ex­
perience, after 
echoolé' !ru-==-­
Business 
Industry 
Government 
Other 
Multiple 
None 

1 

1 

1 

18 

2 
11 

1 
4 

1 
2 
1 

14 

16 

5 

11 

5 

1 

3 
2 
2 
8 

25 

22 

2 
4 

14 

5 

1 

24 

21 

17 

1 
1 

15 

3 

1 

4 

3 

2 
12 

11 

4 

2 
8 

1 

2 

2 

7 

13 

2 

1 
9 

1 
2 

1 
1 

11 

11 

1 
2 

6 

5 

1 

4 

6 

6 

3 

2 
4 

2 

4 

Source~ Pereonal Recorde, Department of Trade and Cormnerce, Ottawa . 

This table shows over 2~ in the age-group of 35 to 40 yeare . 

Sixty-two officers are 30 to 45 years old (50 . 8~). Ninety-five per cent 

122 

4 
52 

3 
13 
78 

1 
23 

1 
3 

10 
2 

15 
4 
5 

86 

have received university education, and e i ghty-four per cent have graduated. 

Seventy per cent came to the Service with no other experience than their 

etudiee, twelve per cent previouely held government positions, eight per cent 

had. sorne business experience . To f i ve officers, the Trade Caumissiour 

ser vice was their third choice . 
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B. '!:_h~ ~e::,s~n!:e! ~r~c~i~e~ ~E,l.!_e~ ~o_F.!.S.!.O:_s.:_ 

1. Recruitment: In recent practice, the candidates are university 

graduates3 lese than thirty=one yeare of age. The rather high age-limit 

is set in order to admit people with business or profeesional experience. 

They are eought and approached by the usuel media of publicity. This initial 

contact is moetly the concern of the Department, whose recru! tment efforts 

are directed to familiarizing the prospective applicant with the opportunities, 

the challenge and the attractions of the service of a Trade Commiseioner 

who popularizes Canadien products abroad and serves the economy of his 

country. The high prestige of foreign trade, of industriel production, of 

the rugged pioneering trader dependent on hie own couneel and initiative, 

is mixed in this publicity with referencee to the service rendered to the 

country as a feature that "raisee the Civil Service a little above ether 

vocations offering openings to young people about to embark on a career"l 

into a blend of great appeal. The duties of a Trade Commissioner and his 

initial training are ekilltully presented as inducements. 

The candidate participates in the general examination for university 

graduates 1 and writes in addition an essay paper and a special objective 

paper. The oral examinations for theee candidates are separately held by a 

board on which the Department has two representatives~ and which goes on a 

circuit to all the examination centree. Recruitment ie open only to the 

entrance grade = FoS.O. 1 1 and only by open competition •. 

The resulte of recruitment drives over the poet-war years are 

presented in table 19. 

1. From the advertisement in the McG111 Da11y, January 21~ 1955. 
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TABLE 19. Recruitment to the Trede Commleeioner Service, 1943-1957. 

Ye~; --~~- · · -r;.p;-lican~s !ni tial -· - -~EÙ-~tbÏ~· Off~~~-d· -- ·- -· . -~;int;df Ref~~-~<i 
recrui tment 1 total Compati tore l s.ppointment ! 

1943 (1) 9 
1944 (1) 16 
1945 Il ; 5 
1946 297 255 21 13 11 2 
1947 169 104 11 10 9 1 
1948 (2) 
1949 l2) 

182 :~) 1950 103 9 7 5 2 
1951 il ) 

1952 (4) (190) (81) (21) 2 2 
1953 -' C:: \ (1t9) (160) (39) 11 8 5 3 v . 
195L. (2) 
1955 223 167 36 19 19 
1956 (6) 118 30 13 12 1 
1956 en 168 10 

12 (8': 1957 139 25 24 11 

Sources~ Data col1ected for the writer byMr. G. S. Fo111e, of the c.s .c. 
Ottawa ~ 2 a.nd Department of Trade and Commerce, Ottawa, Sixty-Fifth 
Annual ReEortz 1956~ p. 21. 

Notee: (~ No data available, no record preeerved. 
(2) No recruitment. 
(3) Approximate number. 
~) Since only two appointmente were intended~ the candidates were 

taken f r om the competition for F .S.O. , Department of External 
Affaire. Numbere in brackete refer to that competition. 

~) Competition wae common with the Department of External Affaire. 
Candidates were allowed to etate their choice. 11 Eligibles 
lleted choice of T. & C. Numbere in brackete refer to the 
common part of the competition. 

(6) Compati tion in J anuary. a) Additiona1 competition in November. Data from the Sixty-Fifth 
Annua1 Report of the Department of Trade and Commerce, 1956~ p.2l. 

~8) No reply from one eligible. 

If momentary fluctuations are disregarded, the table shows that over 

the yeare 1946-1957, the examinatione eifted the candidates very thoroughly. 

2 . A etudy wae undertaken, and data eepecially collected for this 
writer, by Mr. G. S. Follie1 Civil Service Commission, Ottawa. 
The writer wishee to thank here Mr. Follie for the paine taken by 
hlm pereonr-1l y and for hie kindnese in making the help of hie 
staff available . Thanke are due aleo to Mise Sima, on that staff. 
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The written examination, not itemized in the table, eliminated 65.~ of 

competitore1 and the oral part eelected only 42.6% of thoee who eucceeded 

in the written test. The eligibles conetituted only 14.8~ of the initial 

ccmpeti tore. Oue hundred and eix were offered appointment. Whea the ten 

1956 ~ligiblee are excluded, whoee reaction le not known, 77.1~ accepted 

appointment, while 21.~ refueed the offer. 

2. Training) Initial training laete ueuelly one, or eometim.ee two, 

yeare. It consiste mostly of a careful rotation of aeeignments, calculated 

to acquaint the officer with en "Area'' of foreign trade am.d its probleme, 

with the general working of the Department and ite services, auch as Trans~ 

portation or International Trade Relations. Some aesignmeate are included 

with the intention of familiarizi~ him with departmental amd goverameat policy 

end the activitiee of other Departmemte and goverumeat agenciee eeeociated with 

foreign trade work. At the end of hie training period1 the officer ie sent 

for a tour of the country 1s industries and reeourcee 1 which lasts two or three 

mo~ths, and familiarizes hlm with thoee eectore of the economy which will need 

hie services and assistance in hie later work. Hie firet poeting abroad 

followe tmmedlately, and brings him to a position where he may ripen under the 

direGtion of a eenior office!'. Every three~and=Onl!l =half years he will return 

to Canada for a home=leave and refresher tour. 

3. Promotion. 4 The re 1 s nei ther promotion-competition for entry to the 

3· Data for the following description were collected from varioue 
sources, chiefly: 
a Poetersj annoumcemente end releaeee to prospective caadidatee, 

1953=1957 0 

b Filee of the Departmeat of Trade a•d Commerce, Ottawa which the 
writer wae permitted to read. 

c Interviewe with officere of that Departm.eat, erraaged for the writer 
through the kindneee of the Personnel Officer, Mr. L. J. Rodger, whom 
the writer wiehee to thank here for a generoue and well coneidered 
help in hie study. 

4. This section ie baeed mainly on material supplied by Mr.L. J. Rodger 
(collt 1d) 
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Trade Commiesioner Service} nor any c~apetitions for promotion in the Service. 

Promotions are awarded on the basie of abilities and performance. They are 

planned and calculated in advance 9 and this is precisely the characteristic 

that dietinguishes the Trade Commissioner Service from other groups in the 

civil service . 

It would be false to conclude 3 though9 that every step and tura of 

the career of a Trade Commissioner is set and arbitrarily prescribed. 

Neither the postingj nor the length of a termjl not evea the exact rate of 

prolllOtion are known in detail in advance . Neverthelees guidelimee are agreed 

and clearly formulated, and9 so far as one would aormally desire to forecaet 

one 1 e ruture 3 this ie fairly possible in that service. 

The guidelines for promotion are laid down in a formal statement9 the 

•schedule of Promotions for Trede Commiesioner Service . ~ This is a plan which 

provides for a normal average rate of promotion from any etep of the ecale to 

the next one. According to this plan, an average, normal officer would spead 

three years in grade One 9 three in grade Two 9 four iR grade Three, five in 

grade Fourjl three in grade Five, aad three in grade Six. The progressiom to 

the top of the Service would last9 accordiagly, about tweaty-four years 9 

count1r~ the within=grade eteps of grade Sevea. The thirty-yearscold eatramt 

would know that he has a prospect of interesting aeeignmemts in foreiga 

countries and at home, wi th rarely a period of ••markiag time" in respect to 

the variety of work as well as in advaacemeat of raak aud salary; that he may 

be certain of high rank and an iafluential position8 with prestige ead challeage, 

provided he continues to acquit h~self well and to apply himeelf with 

4. (Cout 0d) 
ia i•terviewa with the writer9 and some information takea from the files 
of the Department in Ottawa. Due thallks are rendered here to the then 
Deputy Head and to Mr. L. J. Rodger . 
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aincerity and vigour, whenever need be; and that all this may be attained 

before old age frustratee the utilization of the fruits of his exertion. 

The same Schedule of Promotions provides for an accelerated plan, 

which may guide the promotion of the outstaadiag, aad foresees the attaimmeat 

to the top in about eixteen years. A third alternative, for retarded promotioa, 

does not put down amy lemgth of time, for this would depend on numerous 

circumstancee. 

While the eaid Schedule providee the guideliaes, at each year 1e end 

detailed principlee are formulated for the yearly promotion list. The weight 

accorded to eeaior1ty and age ia juaior gradee ie deciâed upon, and a list of 

caadidatea drawn up, ahowing the objective data in their casee, and their work 

hietory. This would serve as am aide-memoire wheB the promotioRs are coasiderod. 

The resulte of the application of the promotion policy are preeeated 

in the following tablee. 

TABLE 20. Promotion of Trade Commiseionere Relative to their 
Age Groupe. Ju1y 1957. 

-· 
Age Group Stepe of Promotion (1) 

0 7 2 3 4 5 6 7 5 9 10 Total 
- - ·- - ~ 

25 and un der 1 1 
26~30 15 3 lB 
31-35 9 1 4 2 16 
36=40 4 7 8 6 25 
41Q45 2 6 13 21 
46=50 1 2 4 1 1 1 1 

J2) 
11 

51=55 1 1 1 "' 4 13 ,1 

1(2) 56~60 1 2 3 4 11 
61 and over 1 1 3 1. 6 

Total 25 12 20 29 7 3 5 13 6 1 1 122 
j 

Source: Pereonal Recorde, Department of Trade and Commerce, Ottawa. 

Notee: (1) Stepe of promotion are counted from the entry into the Trade 
Commieeioner Service, any previoue poeitioue are dieregarded. 
Ee.ch consecutive etep oa the ecale ie couated, whether actually 
occupied or skipped, e.g. a promotion from F.s.o. 2 to F.s.o. 4 
counte for two eteps. No regard ie paid to either the initial 
level, nor ~the ultimate one. Thue, the table doee not iadicate 
the abeolute rauk. An officer who etarted at, say, grade 5 and 

(cent' d) 



155· 

was promoted to 6 and 7 is shown as having progreesed ~ ateps. 

(2) Steps 9 aad 10 took these two officers out of the commoa ra~ to 
positions of Assistaut Deputy Miaister and Deputy Miaister. 

TABLX 21. Same Group. Pranotion Relative to Lensth of Service JI July 1957. 
' (1) Recruited Length of Ste pa of promotion 

~.n the service yre. Total 
yeare (Rounded) 0 1 2 3 4 5 6 7 8 9 10 Number 
-
1955-1957 0-3 23 23 
1953-1954 3-5 2 4 6 
1948-1952 5~10 7 12 6 25 
1943-1947 10-15 8 23 7 38 
1938-1942 15-20 1 2 3 
1933-1937 20-25 l l 

1(2) 
2 

1928-1932 25-30 4 9 6 
1(2) 

20 
1923-1927 30-35 1 3 5 

Total number 25 12 20 29 7 3 5 13 6 1 1 122 

Sourceg Pereonal Recorde, Department of Trade and Commerce, Ottawa . 

Notee g See Table 20. 

TABLE 22. Seme Group . Promotion Relative to Grade (Rank) as of July 1957 . 

Grade ~--~--~S~t~e~ple_o~f~P~rTom~o~ti~o~n~· --~--~--~--~--~-1Total 
0 l 2 3 4 5 6 7 8 9 10 in Grade 

1 
2 
3 
4 
5 
6 
7 
8 

Directors 
Deputiee 
to Minleter 

Total 

8 
2 

2 

17 
2 26 l 
1 2 6 

l 

25 12 20 29 7 

1 
1 

1 

3 

4 
1 

5 

12 
6 

1 

1 

13 6 1 

l 

1 

25 
8 

19 
29 
14 
16 
7 

2 

2 

122 

Source g Pereonal Recorde, Department of 'l'rade and Commerce JI Ottawa. 

Note: Same casee in this table show pramotional etepe equal in number, or 
more numeroue than, the gradee the officere might have apparently 
passed in their advance along the ecale, e.g. four officere in grade 
5 show eix stepe of promotion each. This is due to the fact that, 
until January 1945, the ecale was beg1nning with the positions of 
Junior Trade Commiseioner and Assistant Trade Commieeioner, above 

(cont'd) 
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which only the numbered gradee began. 
Note 1 to table 20 appliea to this table as well, except as to 
rank, which ie clear from the table. 

The eyetamatically~planned aQd executed pattern of promotion le evident 

from theee three tablee. The rank of an officer ie an orderly fuaction of hie 

abilitiea and eeniority, and, consequently, it ie related to hie age. 

4. Rank. The Trade Commissioaer acquires a pereonal rank, which ia hie 

attribute and does not change with change of aaeignment. Only promotion affecte 

a change in that rank which ie expreseed by the grade on the F.s.o. ecale 

carried by the officer, not by hie job. Apart from the pereonal rank, the 

officer carries an official title, dependent on both hie ramk and that of the 

poet to which he ie attached. Officere attached to Embaeeies are referred to 

as Commercial Secretariee or, in higher ranke- Commercial Couneellore. Thoee 

attached to Coneulates~ or to poste that subetitute for Consulatee or carry 

eome consular dutiee, have various consular titles~ In poste with purely 

trade functione, they are known under the titles of Trade Commieeioners. 

Junior gradee in all varietiee are designated as Aee1stante .5 

Aseignment to a poet of higher standing doee not, however, confer a 

higher rank on the officer, though it may give him a higher title pro tempore. 

InJuly, 1957, of the thirteen officers aesigaed to posta which were me~nt 

for F.S.O. 1, five were in grade F.S.o. 6. Thue the rank is a genuimely 

personal attribute . 

Rapid promotion and acquisition of rank ie facilitated by t~e fact 

that the Service is not etaffed to ite full complement, showing a'bout thirty 

vacancies in July, 1957. In consequence, there ie considerable roam for 

movement within the approved establiehmeBt. 

5. Official Titlea ·or Foreign Service Officera of the Departmeat of 
Trade and Canmerce. Undated memora:adum includiag a full list of 
the titlea. .L'iles of the Department of Trade and Commerce . 
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5. Compensatiou and Benefits. 

The schedule of compensation for the ForeigR Service Officers of the 

Department of Trade and Commerce shows oaly one point of overlap, between 

6 
gradee 4 and 5. This largely eliminatee promotion without an accampanying 

salary increaee. In the persoaal historiee of the officere, however, one 

finds many paet promotioae without any increaee of ealary, or with as little 

as $20.- p.a. as an imcreaee.7 That eituatio• was in iteelf aa improvement 

upon the precediMg system which prevailed umtil about ten yeare ago, wherein 

8 the promoted officer had to go to the minimum of hie new grade. · In thoee 

daye, ealary etepe ehowed overlape, and a pramotee had frequently to take a 

reduction in hie salary upon promotion. The firet etep towarde the reform of 

that faulty practice wae the limitatio• of the period of reduced ealary to 

one full day(!) after which the promotee could obtain a raiee in ealary. 

For the next few yeare, the promotee, who hae bee• at the maximum of hie 

grade for at leest one year, would move up o•e iacrement-etep at promotio•. 

If the minimum of hie mew grade could not provide auch a raiee, he would be 

paid at the firet within-the-grade rate which would provide the increment. 

Thue the career-coneideratione of ealary would gradually essert themselvee 

againet abetract meche~tetic principlee. In the present situation, there ie 

6. T. B. 518564 of June 17, 1957, includee the salariee of gradee 1 to 
6 . T.B . 522734 of September 26, 1957, includee the salariee of 
gradee 7 and 8. One positon - umfilled eo far - hae been authorized 
at this latter grade. 
The actuel ratee of ealary are ehown in Appendix 3, (where all are 
collected for the sake of convemience.). 

7. Ill most casee, evertheleee, there wae a fiaancial incentive and 
direct reward eve• 1• auch promotions; for the living allowance -
of which more will be eaid later - would be imcreaeed in the higher 
rank. 

8. This discussion ie baeed on the filee of the Department of Trade and 
Commerce and on data eupplied by Mr. L. J. Rodger im a series of 
interviews on July 19, 22, 23 aad 24, 1957. 
Due thanke are rendered here to Mr. L. J. Rodger. 
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eeldom a aeed to refer to the rule for providing aa additional incrememt 

at promotion. 

An officer, poeted abroad1 receivee a liviDg allowance, the amount 

of which depende oa hie raak aad om the poet . Theee are intended to provide 

the officer with a proper bouee, the meane for aa adequate education of hie 

children, a fund for repreee&tatioa and eatertainment, travelling expeneee, 

coat of living differentials, etc. Coste of removal are provided by the 

Department . 

In some casee, a Terminable Allowance is paid. This may serve as a 

compeaeation for extra dutiee which do not warraat pramotio• for any of a 

number of possible reaeons. It may aleo compensate for the losa of a 

living-allowance due to a re-poeting, in casee when auch losa would unduly 

hurt an officer or eeverely reduce hie accuetomed standard of living. In 

theee casee, it becomee a mark-time pay, reduced progreeeively with his 

co.aecutive incremente or promotions. Allowancee are non-taxable. 

The Foreign Service Officers beaefit from the euperannuation plan, 

low-coet term-ineurance, hoepital-aad-medical ineuraace, cumulative sick-

leave and an annual leave. In additiom 1 the officer poeted abroad will be 

1 given a longer home-leave at intervals of ~om 2 to 3~ years - dependimg on 

the climatic conditioRS of hie poet. Traaeportation coste for himeelf and 

hie family will be paid by the Department when hame-leave ie granted. 

The set of distinct attitudes a•d rulee applied to the group of 

Trade Cammieeioaere aime at generating a feelimg of coherence and dietiactneee 

within that group. Ia this, the managemeat eucceeded, as ie evident even 

from external signe, auch as the fact that the a Foreign Service Officer doee 

not regard himeelf ae a member of the civil service, but of the Trade Commiesio•er 

Service. In order to aecertaia, however, whether the differences go deeper, 

and whether the career of a F.s.o. takee a course differeBt in reality from 
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that of a reguler civil servant, a study of the feelings, attitudes and 

responses of the officers had to be undertaken. This was doDe by the 

aid of a questionmaire sent to all T.rade Commissiiners in the Fall of 1957.9 

An identical questionnaire was distributed to the Headquarters Staff of the 

seme Department. This group, numbering eighty-eight persona, wae composed 

of forty~three eretwhile Commodity Officere, and all the administrative, 

foreign tariff, technical aRd similarly employed officere, who profess 

membership in the civil service, and do mot see themeelves as a group epart. 

This was done so as to obtain a body of data from a control group, in case of 

need. For~ while the work of some of them~ auch as former commodity officere, 

ie similar to that of a FoS.O., the recruitmeRt aad other persoaael techniques 

are those usuel in the general civil service, and so are the attitudes and 

underlying principles. The resulte of this eBquiry are as follows: 

Fifty~three usable replies were received from Trade Commissionere~ 

and fifty-two from Headquarters Officere . The group of Trade Commieeioners 

presente the following age distribution. 

Age -group 
(yeara) 

21-25 
26-30 
31-35 
36 ... 40 
41-45 
46-50 
51-55 
56-60 

Unspecified 
Total 

Num.ber 

1 
4 

10 
17 

5 
3 
4 
4 

_.2 
53 

9. Distribution, and col1ectioa of repliee, by the Personael Officer, 
Department of Trade aad Commerce. See Appe:adix 5 for the Questioanaire 
and Coveriag latter. The writer wishes to thank here agaia the 
Deputy Head of the Department as well as Mr. L. J . Rodger, the 
Personnel Officer. 
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There ie a higher percentage of reepoadents within the age limite 

of 30 to 45 yeare, than ia the group at large. 

As for their education, there were 42 with Bachelor'e degreee, 7 

with Maeter'e degreee and four did not epecify. The percentage of graduatee 

is aleo higher than ia the entire group. 

None of the reepondents believed hie work to be purely technical, 

tweaty-three believed it to be administrative, while thirty thought it 

contaiaed elements of both an administrative and technical character. 

Most of the officers had moderate seniority, thus: 

Years of service 

0-5 
6-10 

11-15 
16-20 
21-25 
26-30 
31-35 

Unspecified 

Total 

Number 

10 
15 
17 

1 
2 
4 
3 
1 

53 

Only two officere interrupted their service: one of them twice - for a total 

of eeven menthe ; the other etayed out for three yeare . Both had more than 

tweaty-five years of service with the governmeat. Forty-aine of the officere 

reported satisfaction with their career, four were undecided, none felt it 

wae completely uueatiefactory. As the advantagee of their career, the officere 

mentioned.10 Intereet in their work 
Opportun! ty to serve their country and the 

canmunity 
Good working conditioae 
Prestige eaJoyed in their environment 
Good social contacte 
Security 
Opportunity to improve education 
Adequate ealary 
Opportunity for fast advaacement 
Opportunity for travel 
Independence of action 
Contact with etrange countriee and cultures 
Varlet in work 

1 • Most anewers were mu tiple, on this point ae well as on ot 

52 casee ( l ) 

34 casee 
29 " 
28 Il 

26 Il 

26 " 
25 .. 
12 " 
7 .. 
7 " 
3 .. 
3 

.. 
2 .. 

er onee. 
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In addition, one case each, of: absence of worries; opportunity of 

spreading Canadian culture; opportunity of building better interaational 

underetanding; avoiding office routine; meeting intereeting people; diplomatie 

immunity; pleasant housing aud office accommodation. 

Among the dieadvantagee they camplained of: 

Hardehips of nomadic life oa children and o• their education 35 cases 
Various standard civil-service complainte 25 tt 

Lack of permanemt home 21 tt 

SeparatioR from Canada, relatives aRd friends 13 tt 

Absence of feeliag of beloagiRg, rootlessaess, s~raasemees, 
waat of a place to retire to in old age 9 • 

Specifie complainte about Departmental administration 6 tt 

Financial sacrifices in continuoue up-rooting of home 6 tt 

Damage to health in varioue climatee 5 tt 

Eerly separation from children due to their educational neede 4 tt 

Dieruption of family life 3 tt 

Rupture of children'e, - eepecially girl'e - allegiance to 
Canada and ite culture 1 • 

Twenty-three of the officers planned a career eimilar to the one 

pursued, and with fifteen it was an ambition since youth. In fifteen casee 

their choice wae influenced by the wish to travel and do intereeting work, 

eixteen took it up as an opportunity to work and earn a ealary, nine were 

influenced by varioue accidenta! reasons, two responded to the example of 

friends and acquaintancee, two sought escape from humdrum business work, two 

eought security ln government employment, two were dieappointed eleewhere, 

one wae traneferred at the requeet of the service, and one each reeponded to: 

desire to serve the country; urge to promote international trade for the 

advancement of peace; feeling of pereonal euitability; intereet in inter-

national finance; que et for prestige; queet for income; and an unexpected 

succeee at the entry-examination.ll 

11. A total of 34 officers responded to this question, many with 
multiple ressons. 
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Forty-three officers planned to continue at their present 

employment until retirementi while three planned to leave before. Seven 

were undecided. Eight of the officere would coneider an alternative employ-

ment, viz; Four would go to private employmenti of whome one coneideredi aleo, 

~le own business and one - free practice of law. One would accept a teaching 

poeitioni two would change to another public service1 one would open hie 

~wn business as a sole alternative. Theee plane are no idle fantaeiee 1 for 

only eix pereone in the group had no ether offere of worki and four did not 

epecify. The offere rejected by reepondente were in many casee multiple, as 

ehown below. 

Number of offere reJected Number of officere 

0 6 
1 4 
2 8 
3 16 
4 3 
5 6 
6 1 

11 eeveral" 3 
more than ten 2 
unspecified 4 

total 53 

The reepondents12 reported the following as their motives for the 

rejection of theee opportunitieeg 

Motive 
Liking for their work and general satisfaction 
Sense of career1 loyalty primarily to service etc. 
Satisfaction with working conditions, eecurity etc. 
Desire to do independant work1 and other charactero-

logical factors 
Old age 1 inability to undertake change 
Negative reaeone = (lack of attraction in offer1 lack 

of intereet 1 dieinclination etc.-) 

Number of casee. 
'è!7 casee 
7 til 

7 til 

3 
1 

9 

• 
• 

• 

12. 44 Officere reeponded to this queetion1 many with detailed accounte 
of each offer or multiple ressons. Of the remaining nine officere 1 

eix did not receive any offere. Three of theee are new entrante 1 

recruited within the laet two yearei and one eeeme to have avoidèd 
offere - hie youthie-ambition wae to become a Trade Commieeioner. 



Of theee 53 officere 1 whoee attitudes were tabulated above, thirty 

belleved their advancement to be of average rate, eighteen belleved it fast, 

four thought it slow, and one dld not anewer. 13 

Allowance ehould be made for the elightly greater ratio of young and 

vigoroue people, and of graduatee among the reepondente, than found in the 

group at laree. Theee factors might elightly color the reeponee received. 

Nevertheleee, the differentiale eeem not to be eo etriking ae to cause a 

eerioue distortion of the picture. The group eeeme to contain a high proportion 

of people in their most active yeare wào coneciouely pureue a line of work 

which attracte them and holdetheir loyalty and ambition. The attraction eeems 

to be of a degree eufficient to make them reluctant to change their work to 

one with a ealary decieively greater - at leaet in the immediate future. Since 

most of them complain about the low salariee in the upper runge of their 

eervice 1 it le not the ultimate compensation hoped for in the government either 

that holde their allegiance. The dieadvantagee of their service are keenly 

felt, and many are of a genuinely eerioue character and great consequence. 

Some muet become aggravated with the advancing age of the officer and hie 

family1 and the officere are certainly aware of this characterietic. It does 

not eeem probable, e1tber1 that the intereet ln work alone inducee them to 

sacrifice overmuch ~ euch a motive, uncorroborated, would hardly outweigh 

family considerations and devotion to children.- In order to put the above 

findinge in proper relief, and evaluate them with greater validity1 a ~ore 

detached point of view, and a etendard of comparleon le neceeeary. Theee 

might be found in coneidering the control group of Headquartere Offlcere. 

13. This apparent departure from the position, taken in tke previoue 
chaptere, of judging the advancement by the cr1ter1on of ealary 
1e neceeeary . In tke caee of theee ofticere the ealary doee not 
mean much, for their compensation le determined to a large extent 
by their living allowancee 1 and t~oee are variable. 
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Among these 52 respondents one finds the distribution by age groups 

more even~ with only twenty~seven officers in the group of 31-45 years old 

(50.~~ as compared with 60.4~ among the Trade Commissioners). This 

characteristic 9 however, is probably of little consequence. Only thirty 

have a Bachelor 1 s degree 9 five = Master 1s, and one = a doctorate. In all, 

36 are graduates (69.2% ae compared with 92.4~ in the other group 1. The 

proportion of officere who regard themeelvee as adminietratore ie lower as 

well (16 officere, being 30.7~ as againet 43.4~ among F.s.o.), and five 

officere think of their work as purely technical. Two officere are profeee-

ionale by their own description, twenty-eight find their work administrative 

and technical at once. One did not reepond. However, theee differences 

between the groupe in toto should not be ressrded as crucial. They eeem rather 

incidental, at leaet to a certain degree. Their eignificance is eubject to 

eome doubt.14 

There ie no great difference in terme of length of service either as 

between the two groupe . However, etability of work, as expreeeed by the 

number of interruptions in service, shows a striking difference, for ten 

Headquarters Officers have had soma break of service, as against two Trade 

Commieeioners . Nine officers have had one interruption each, ranging from ten 

to fifty=five monthe; one officer interrupted hie service three times, for a 

total of nine yeare . 

While satisfaction with the career is almost as general as among the 

Trade Commieeionere, the reaeone for it differ in soma significant points. 

Most etriking ie the relative absence of the incentive of prestige in the 

career of an officer in the Headquarters. The F.S.O. enjoy a high prestige 

in the environment where they are posted, and considerable statue and respect 

14. For full tabulation of the reeponse from the group of Headquartere 
Officere see Appendi x Six. 



at home. They are aware of this fact, and, while it has not induced them to 

embark on the chosen career, it certainly has contributed to their satisfaction 

in it and many have reflected on the number of employees poeitively-bound to 

the serv1ce.15 This ie suggested by the fact that only four Headquarters 

Officers believe that prestise belongs to the advantases of their career, 

while twenty~eight F.S.O.'s mention prestise in this context. Closely related 

with pre~tise is the enjoyment of good social contacts, a point stressed by 

twenty-six mentions from Trade Commissioners as against eight mentions by 

Headquarters Officers. Significance may be found in the smaller number of 

Headquarters Officers who believe that advancement in service is fast (four, 

as against seven F.S.O's). On the other hand, the Officers at Headquarters 

stress the more-proeaic rewards, auch ae security, conditions of work, adequate 

ealary. 

Negatively, the Headquartere Officer'e career doee not present any of 

the long list of moving, and sometimes grave, disadvantages involved in the 

course of life of a Foreign Service Officer. And yet, only 17.3i of them 

planned this kind of a career, and only with 5.8i wae it an ambition of youth. 

The corresponding ratios among Trade Commissionere were 43.4i, and 28.3i, 

respectively. Over a half of the group of Headquartere Officers took up the 

appointment for reasons not connected with the nature of the work, but rather 

16 on utilitarian grounde, as a means of earning. This ie not true for the 

--------------------------~~-~~ ~~~ -·~·-

15. Compare the number of Foreign Service Officers who declined offers 

16. 

of outside employment for ressons of liking their work etc. (27 cases) 
with the corresponding number of Headquartere Officers - (8 cases). 

See in Appendix 6: 
For work with ealary 
Because of depression conditions 
For security'e sake 
For lack of alternatives 
Due to war dislocation 

Total 

25 cases 
2 " 
1 • 
1 ft 

1 • 

~casee - 57.6i. 
(cont'd) 



166. 

Trade Cammieeionere. 

Equally revealing are the motivee which caueed the Officers at 

Headquartere to decline offere of outeide employment. While on account of 

ase 3 health or characterological ressons there ie no difference as between 

the groups, all other reaeone show a significantly disparate frequency. On 

the positive aide~ Headquartere Officers show 15 casee as againet 41 cases 

among the Trade Commissioners~ while on the nesative, the Beadquartere 

17 Officere mention 29 cases as against 9 among Foreign Service Officers. 

D !.nlery!:_e!_a !.i~n _ o! !_h~ !_i~!,~e.:.. 

In summing-up, the findings show two groupe of almoet identical number~ 

employed by the same department on eometimes very eimilar work, canvaesed at 

the same time by meane of an identical questionnaire. Theee two groupe show 

eome diseimilaritiee eo etriking as to eusgeet that the reepondents belonged 

to different ordere of the service. The Trade Commieeionere' career involvee 

great and painful sacrifices, absent from the career of the ether employees. 

In return, it offers a compensation subetantially greater than that of an 

Officer at Headquartere,for it carriee a living allowance. Nevertheleee, the 

earnings are inferior by far to the income of trade or other business, of 

which the Trade Commieeioner is certainly capable, as the very nature of hie 

work shows. Judging by the reeponee of the Foreign Service Officers, it ie not 

the compensation that makee them undertake their career and continue in it. 

Som.ething elee must be their reward. Moreover, that reward ie attractive 

16. (Cont' d) 
Among the F.s.o. the number le, at most, 

For work with salary 
as 

For security'e sake 
For prestige 
For income 

Total 

17. See Appendix 6~ par. 17. 

followe: 
16 casee 

2 tt 

1 • 
1 • 

20 casee - 37.71> 



enough to induce people to plan this career, and to do so in youth, long 

before its inception. They are not motivated by a family tradition. When 

in the service, they experience a positive bond that keeps them in, and they 

are conecioue of ite strength when they refuse outeide offere of employment . 

Theee characterietice are markedly lese evident in the control group of 

employees and almoet absent in eome of the other categories in the civil 

service . 

It seems plausible to look for the reaeons for theee differences in 

the factors peculiar to the Trade Commiseioner Service . Theee may be eaid 

to consist ing 

1). The e?joyment of prestige and respect. This is, in part, a reeult of 

the recognition of importance of the social function fulfilled by this Service. 

It ie enhanced by the generally high prestige of trade. Good social contacte 

both contribute to the prestige and are ettmulated by the high statue of the 

officer on the ecale of public respect. 

2) . Certainty of advancement and future , The advancement does not depend on 

chance, ie not won by a special effort to be put into an attempt to win in a 

competition ~ conditions which make the advancement of a regular civil servant 

both incalculable and exhaueting. Fromotion cames as a result of a sustained, 

high level of service, which is, indeed, the condition of the very satisfaction 

one hae at one'e daily work, a condition even of continuation in the employ-

ment iteelf. Thue, advancement becomes an inseparable part of one's employ­

ment.18 

3) . Personal rank. This makee the level attained to in the service into a 

permanent attribute or aseet of the pereon. Since, however, the level attained 

in the service is both the result and the index of one's euccess or recognition, 

18 . One of the most basic attributes of a career service . This point will 
be further developed in the laet chapter . 
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auch pereonal rank confirme one' a self-evaluation and enhancee one' a self-

respect. 

The three factors enumerated above are decisively morale-generating. 

As auch, they work in a mutually-reinforcing and permanent eelf-regenerating 

wayo They are, certainly, not the only factoreo19 Moreover, it would be 

fallacioue to maintain that these factors, alona, might be relied upon to 

genera te the character found in the Trade Commieeioner Service. It ie 

submitted, however, that neglecting theee factors might make the creation of 

a career~eervice doubtful indeed. 

The conclusion, that morale-generating factors are at a basie of 

the loyalty and devotion of the Foreign Service Officer in the Department of 

'l'rade and Commerce 1 could be eupported by two findings. One, namely the high 

number of cases in which offere of outside employment were refueed on positive 

grounde, was referred to above o The other ie the extremely-small number of 

separations frcm the Service. Two average yeare, for which adequate recorde 

axiat in that Department, were etudied for data on separation. Theee were the 

years from April let, 1951, to March 31, 1952, and from April let, 1956-

to March 31st, 1957 o In theee yeare, separation from the Trade Commiseioner 

Service wae compared w1th that from the administrative and scientific classes 

employed by the eame Department. The resulte are tabulated in Table 23. 

19. Character traite, inclinations, propeneities etc. might play 
an important role, not touched upon at all in the present study. 
Factors of a similar kind, accidentel reasone and varioue 
incalculable influences complicate the situation even more. 



TABLE 23. Separations from Some Services in the Department of 
Trade and Commerce. 
Se,lected yeare: April 1, 1951 - March 31, 1952 

April 1, 1956 - March 31, 1957 

Branch April 1, 1951 - March 31, 1952 
Total Died Ret'd Res 1 d Transf. Diem. Tot.separ. 

Adminietr. 156 2 3 5 
Economie 32 1 1 
(Scientific) 
F .s.o. 101 3 3 

April 1, 1956 - March 31, 1957 
Branch Total Died Ret'd Ree'd Tranef. Diem. Tot.separ. 

Adminietr. 152 1 1 
Economie 
(Scientific) 40 ~(2) ~) 1(3) 

8 
F .S.O. 121 1 5 

Source: Personnel Records, Department of Trade and Commerce, and Annual 
Reports of that Department, for the years 1951, 1952 and 1956. 

Notes: (~ Includes: one transfer to another department, after 8 monthe' 
service, and one resignation in order to accept a post of Deputy 
Minister in one of the Provinces, after 20 yeare of service. 

(2)Return to university after six monthe of service. 
(~ Diecharge for indiscretion and drunkenneee, after 2 years and 7 

months of service. 

The table above shows practica11y no wastage from the Trade Commissioner 

Service, unleee in exceptiona1 casee or at the outeet of career. The eamp1e 

ie adlni ttedly too ema11 for any inferences, but a perueal of the Annua1 Reporte 

of the Department, (in which changee in the staff of the Trade Commiesioner 

Service are ecrupulously noted) will convince the reader tbat nothing might be 

gained by extending the eurvey. 

The general experience with the Trade Commieeioner Service ie very 

eatiefactory. This might be one of the reasons under1ying the recent move to 
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re-cae~ the Commodity Officer clase, along with eome ether classes, 1nto 

a new class of Trade and Commerce Officers, recruited by the exsm1nat1on 

for university graduates and organized on the linee of a more-or-leee 

distinct Service. Thie 1e expected to develop an esprit de corpe and 

become a new career-group in the future. 
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CHAP!'ER SEVEN. 

CONCLUSIONS. 

The general aim of this paper was to study the efforts made by the 

management of the civil service of Canada towards the development of a 

core of career officers in the non-departmental classes. 

In Chapter One an effort was made to show, that the need of auch a 

nucleus of a career service is most widely recognized. This recognition 

was not evident in Canada when Sir George Murray wrote his Report in 1912, 

for then the need of careers wae not pressing, and therefore hie clear 

recommandations in regard of careere evoked no reeponse. Even after the 

firet world war there wae no more pressing need, and therefore no more raad-

inese to recognize the implications of a developing government service, 

deetined to be subJected eoon to the severe test of eerving a rapidly expand-

ing society in conditions of 1ncreas1ngly complex internal and international 

relations. That this was the situation le demonstrated by the fact, that no 

trace of the labours of Sir George may be found in the system approved and 

adopted, upon the recommandations of the firm of Arthur Young and Co. 

Not until the early 'thirtiee could an intereet be found in a general 

career service in the P'ederal government. At that time an identical intereet 

was prompting experimente in hiring to the United States civil service. 

The first practical resulte of that incipient interest took the form 

of a series of recruitment plans. P'ollowing the seme line which hae been 

adopted in the United Statea,1 the Civil Service Carunission of Canada turned 

1. It le not the intention of the wri ter to imply that the Civil Service 
Coimnisë.l.;.w of Canada followed the examj;>le of the United States. Rather 
the factt, seem to provs that i t wae a eimultaneous development in both 
countries, -following their genuine lnternal needs . The simultaneoueneee 
of th~ procees lent a valuable ôupport to the plans of the Civil Service 
Caruniesion of Canada. Nevertheless, no indications were found to 
suggest that the Canadien civil service was emulating the U.S.A. 
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to recruiting collage and university graduatee. The efforts in this 

direction were diecueeed in Chapter Two. Bowever, the eucceeeful operation 

of a career service depends on much more than the recruitment of euitable 

candidates. As the consensus of opinions related in Chapter One shows, 1t 

depende most of all on the conditions w1th1n the service. Theee conditions 

must etimulate a continuoue growth on the part of the employee, they muet 

bind hie loyaltiee to the organization he serves and induce hlm to commit 

hîœeelf to a lifetime of work within 1te apparatus. 2 

In the Canadian civil service auch conditions do not yet preva11 in 

the general service. Even the recruitment activity as auch 1e not yet fully 

euited to the neede of the civil service in a core of career servants. On 

the part of the personnel asenciee, - the Civil Service Commission and the 

Personnel Offices in the departmente - the practice 1s not yet made consistent 

enough to provide uniformity over a long period, which is a neceseary 

condition if a coherent service is intended to laet for long and to provide 

an eseentially continuoue career for generations of civil servante. The 

practice of reliance on a "soing rate" of pay for recruitment neceseitatee 

frequent adjustmente of the salariee at the point of entry. The frequency 

of theee adJustments, combined with their minute nature and the short rangee 

of salariee in the eeveral classee fostere an attitude of momentarinese, of 

stop~gap employment. In conditions in which change is rapid and limite of 

predictability are narrow - due to short ecalee of salariee and frequent 

2. See H. M. Somere, "Some Observations on Tenure" in The Federal Career 
Service - A Look Ahead, Pamphlet No. 8JI Society for Personnel 
AdminietrationJI 1954. On p. 46 Somere describee the neceesary 
characteristics of a career service and ite member. 
Cf . aleo Annual Report and Recammendations of the Chairman of the 
JOint Committee of Expert Examinera for the J.M.A. (referred to 
eupraL p. 4: "\ole are in effect aeking individuals to commit them­
selves to a lifetime of service wi th the Federal Government." 



change of clase at promotion ~ the entrant ie bound to defer planning for 

any long=term career. At beat, he will etay uncommittedj having decided 

to wait and eee what future developmente might bring. At woretj he would 

decide to accept an appointment as a momentary expedient, pending an 

opportunity for a more lucrativej or more etable arrangement. In auch 

circumetancee the annuel recruitment--drivee will feed into the civil 

service consecutive wavee of entrante rather than a continuoue etream.3 

The recruit for a career service in the Federal government entera 

a claee the structure of which doee not serve the purpoee of developing a 

career service. Many classes in the civil service of Canada are intended 

to constitute the links of seme chain, the entirety of which hae been planned 

as a career seriee . However3 there le neither a eafeguard to prevent the 

leakage out of auch a seriee when an opportunity eleewhere in the service 

attracte an officer, nor le there any express and tr1ed method of inducing 

hlm to plan hie career within one seriee . Therefore there le little point 

in picturing a nucleus of general career classee in the Federal civil 

service . There are many career civil servante, and numeroue individuel 
4 

careers, eome of them strikingly eucceseful. But the general career service 

3· The Civil Service Commission is aware of the fact that eome recruit­
ment practicee operate contrary to the intereste of the civil service. 
In the recent effort to improve the recruitment of Administrative 
Officere, referred to in Chapter Two, - namely the appointment of a 
cammittee of high ranking officere to coneider that recruitment -
one of the stated aime wae to "take crieie-recruiting out of 
entrance to Administrative Classee." 

4. The writer found in the personnel recorde of the Civil Service Camm­
ieeion at leest two casee of riee from the loweet eubclerical 
position of office boy, one to a ealary level of $9000., the other 
to the eecretaryehip of an important agency in the Federal Government . 
Many lese brilliant, still very considerable advancemente could be 
cited . 
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classee are not identical with the cadree of general career officere. The 

membere of theee classee are often membere ErO tempore, and only seldam feel 

a special allegiance or an express loyalty to their class or seriee within 

the classification system. Moreover, one finde within the general career 

classee many employees who would not qualify as career officers within the 

meaning given to this term by the varioue authoritiee and practitioners 

quoted in Chapter One. Many of theee enter the civil service at a late 

point in life, when a etart of a new career is a doubtful undertaking, 

others conceive of their service as temporary. Therefore, while there are 

numerous career officers, and good career materiel may be found throughout 

the general classee, there le no identifiable career service in the general 

government personnel. 

The factor of planned and predictable promotion, recognized as 

essentiel for the concept of career, ie absent from the general service 

classes. There ie advancement, and, as said, sometimes strikingly succees­

ful. But if promotion is taken to mean what the term implies, namely the 

initiative and reeponsibility of the management in pramoting meritorioue 

employees, this advancement ie not promotion. It is achieved by the 

employee upon hie own initiative and reeponsibility, in the mannar in which 

an entrepreneur would be expected to advance his interest. It cannot be 

gained by exclusive and devoted concentration on one'e work, for it depends 

upon the utilization of opportunitiee when these present themselvee. The 

merit, in recognition of which advancement is awarded, ie to be demonstrated 

by prowess in 11 opportuni ty-hunt" and in qualifying for a position different 

from the one to which original appointment wae given . Since the necessary 

experience, believed to constitute the basie for promotion, cannot be gained 

through work in a different positi on, namely the one to which the candidate 

bas been originally appointed; and eince providing hlm with auch experience 
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entaile, practically, employment at a position to which he hae not quali-

fied in terme of his appointment; therefore theoretically, and on the basie 

of logical principle alone, the promotion of a civil servant, recognized 

to be an important factor in the system of the civil service, ie possible 

only through meane which conflict with the principlee of recruitment to 

particular poeitions,5 which apply throughout the general civil service. 

The use of incentivee ie not calculated in a faehion more euitable 

for a career service. The emooth and monotonoue rate of ealary increase, 

in which promotion doee not introduce any greatly eignificant changee ie 

a case in point . Both the emall differences between the -salariee of 

consecutive gradee in a seriee, and the overlape in their respective rangee, 

depr1ve promotion of the effect of an event which might attract by its 

prospect and lure the employee forward. The only genuinely attractive 

prospect is one of advancement through a competition to a position much 

higher in the ranke - and auch prospecte muet necesearily be very tenuoue . 

Other incentivee are not more potent, with the possible exception of 

educational leave . The attempt to induce the employee to a long service 

through the provision of a furlough after twenty yeare is a point worth 

noting, even though it eeeme a rather feeble effort. The realization of 

inadequacy of incentivee muet be keen enough, for it seems to prompt efforts 

to supplement them. Proposals of introduction of personal rank may be 

encountered lately in the civil service, and theee might poeeibly spring 

from that realization. 6 

5· Frederick and Edith Moeher came to a eimilar conclusion about 
the civil service of the u.s.A. They remarked "In fact, it might 
almost be eaid that the euccess of auch personnel programe depends 
primarily upon ekill in eide-stepping eome of the precepte of the 
present system" . - The Federal Government Service: Its Character, 
Prestige and Probleme, p . 125. 

6. See ~·~ · Wattere and Gow, loc. ci t , 



176. 

The general picture le one of a service which grew unplannedj 
7 . 

spontaneouslY., as did that of the United States. There have been sound 

efforts at recruiting capable career officere. These efforts have not been 

followed by internal developments and adjustments calculated to prepare a 

career environment capable of receiving the career entrants and providing 

them with a possibility to develop. Most serious were the difficulties 

caueed by the immensely involved classification system, which does not 

suit a dynamic type of a general career service. This system attracted 

grave criticism on the part of the Royal Commission on Administrative 

Classification in the Public Service.8 

This classification system cannot but reflect on the possibilities 

of introducing regularized promotion, sorely needed under present circum-

stances. The feeling of impossibility as to the adoption of auch a 

solution is perceptible in the civil service. That Dnpossibility is the 

result of two factors. One - the unmanageable classification system prevents 

any predictability of promotion. Two - the supposed aversion of the North-

American to the operation of planned and closed groups or services is said 

to deprive the authorities of an argument which could possibly be invoked 

ln case of the adoption of a decision to try to effect a change in the 

customary system. The outcome is a dilemma in which the Civil Service 

Commission cannot help being caught . 9 The helplessness prompts a rational-

ization, widely current in the civil service, and popularly referred to as 

7. "Since the enactment of the Civil Service Act of 1883, the growth 
of the civil service system has been largely the result of patch­
work without benefit of a basic plan or clear purpose". 
Administration of the Civil Service System, p. 10. 

8. See Report, p. 15 and passim. 

9. See the identical situation in the United States, referred to in 
Chapter Tbree, n . 85. 



the "milk bottle bpproach". This hae been diecuseed in Chapter Three. 10 

The habituel attitudes of the departmente, which are conditioned to eeeing 

every new entrant as a specialiet1 or at leest as a candidate for immediate 

occupation of a defined position, contribute to the absorption of general 

career entrante into the epecialized classee. This absorption, in turn, 

is being explained away by reference to the same tmage of a milk-bottle. 

The study of a departmental career service, undertaken in Chapter 

Six, shows that a career service, cloeed and planned1 ie possible in the 

Cenadian Federal civil service. When there ie a clear conception of the 

need for auch a career service, when ite plan is conceived with a unity of 

purpoee and baeed on a clear advantage derivable from ite operation, ite 

characterietice of a cloeed corpe with a planned and regularized promotion 

do not evoke any unfavourable reaction. To the contrary1 the Trade Commiesioner 

enJoye a prestige in the community at .hame 1 to which the general civil 

servant did not attain. The persona! rank of a Trade Commieeioner ie not 

viewed as evidence of conceit or as an undemocratic distinction, hie etrong 

allegiance to hie service and his loyalty are not interpreted as a limitation 
. 11 

of hie freedom or a remnant of feudal idees. 

Such a development of the Trade Caœmiesioner'e career has been made 

possible through the undieputed neceeeity of a permanent service engaged 

in a function acceptable and underetandable to all. Since this function wae 

not subject to doubt, the eteps neceeeary for the erection of a corpe of 

funct1onar1es to fulfil it were acceptable and unoppoeed . And the coneietency 

of the purpose and its basic unity over two generations provided the service 

with a stabili zing principle, .which eubetituted for an 1ntentionally 

developed plan according to preconceived 11nee. 

16. See there , and ~· 32, ibid. 

11. cf . The lPederal Govermaent Service, Ite Character, Prestige and; 
Fr~~~ p . 160. 
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APPENDIX 1. 

Samplee of recommandations by Oral Examination Boards in competitions 

for Administrative Officere. Sample I comes from an open competition for 

Junior Administrative Officere in 1953. Sample II hae been taken from a 

promotion competition for Junior Officers (candidates for Administrative 

Assistant) in 1955· 

Sample 1 

A. Is 19 yeare of age and will recel ve a B.A. degree in June. An 
easy-going 1nd1v1dual whoee eenee of reeponeibility doee not eeem 
to be highly developed. Unleee he acquires more polieh, he may find 
it difficult to obtain a position in keeping with hie university 
training . Not recommended for appointment. 

B. A mediocre candidate who doee not eeem to have the courage of hie 
convictions. The Board wae left with the impression that he wae 
not mentally honeet in explaining hie reaeon for failing hie pre­
medical year at Montreal University. Not recommended for appointment . 

c, Candidate leaves the impression of lacking in initiative and per­
severance. He will be completing an Arte course in June, at the age 
of 21, and hae no definite plane for further academie etudiee . 
However, he mentioned towarde the end of the interview that he might 
be intereeted in becoming a Dental Surgeon, but he admitted that he 
had not enquired into the poeeibility of financing his etudies at 
a university where he could obtain this degree . Fair knowledge of 
Englieh. Not recommended for appointment . 

D. Will graduate from Oka Agricultural College in June. Obtained a B.A . 
degree from Sacred Heart Collage, Sudbury, after high echool education 
at Iroquois Falle, Ontario. Preferred to epecialize in Agriculture 
at Oka rather than at Guelph becauee he wiehed to improve hie know­
ledge of French. At 25 yeare of age this candidate ehowe definite 
signe of maturity, which could probably be explained by the fact 
that he hae worked every eummer eince 1941, and hae taken an active 
part in collage activitiee . On account of hie training he would 
prefer an appointment with the Department of Agriculture but would 
not turn down an offer of employment with anot her department -
Bilingual . 
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Sample II 

E . An ea~y-going unintere~ting per~on who ie content to move ae 
someone else movee him. He hae done very little for hie own 
~elf-development. He think~ that he ha~ a big job and hae 
definite tendency to exaggerate it. The Board thought that 
he should not be put on the cour~e, that his contribution would 
be negligible and he wouldn 1 t get anything out of it. 

F. This man ehowed very high intellectuel value, but under the factors 
of group leadership and participation he ehowed himeelf to be a 
lone worker. He ie bright, intelligent, but hie intereete are 
focused. He hae a preference for reading and writing rather than 
doing. The Board felt that he would do better in academie pureuite 
and research than in administration. 

G. A fast talking man who knowe hie own job and promotee thinge he 
finde intereeting. However, he appeared to be naive and intell­
ectually immature. The Board coneidered that he would be o,<.t of 
place on this course. 

H. This ie a man quite small in stature who le embarraeeed by this 
fact . He had difficulty in expreeeing himeelf in Englieh. He had 
etarted ether coureee, but hae loet intereet in them and hae dropped 
them . He eeemed to think as a eupervieor rather than ae an 
adminietrator. Hie decieiveneee, maturity and etability were 
doubtful. Hie articulation, naturalneee and ability to inspire 
confidence left eomething to be deeired. 

The reporte have been eelected with an eye to variety and many-

eided presentation, eo ae to illustrate the range of qualitiee eought in 

applicante. Most etriking le the queet for initiative, group valu9e and 

leadership, perseverance and courage, clarity in thinking and convincing 

pereonal manner. 

No motivation le given for favourable recommandation for promotion 

competitors, and one may eetimate the motivee only per contra. In Sample I 

a typical favourable opinion ie included. 



(To TabJ 

1 

Year of 
Competi1 

1946-7 
(1947-8 
1948-9 
1949-50 
1950-51 
1951-2 
1952-3 
1953-4 
1954-5 
1955-6 

Sourcee 

Notee 
-1 

2 

3 

4 

180. 
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APPENDIX 3. 

Salary ecalee of various classee in the Administrative, Scientific 

and Foreign Service Officers in the Governmente of Canada, Great Britain 

and the United States, showing the structure of the ecalee, and the mutuel 

relatione and pointe of overlap witQin the eeveral series. 

GENERAL NOTE!S : 

I. CANADA: Salariee in dollars, ae revieed in Spring and Summer 1957. 

II • GREAT BRITAIN: Salariee in~·, as recommended by the Royal Commiesion 
on the Civil Service, 1953-55. The recent amendments, includirtg 
thoee of May 17, 1957, did not change the eeeential picture, there­
fore it hae been found permieeible to dieregard coherence of situation 
ae at a defined point of time. ('.rne most recent ecale!!! may ·be found 
in The British Civil Service, publication No. R. 3624 of the 
Reference Division of the Central Office of Information, London, 
May 31, 1957. ) 

III. THE UNITED STATES: The ecale!!! are of the General Schedule (G.S.) 
Salariee in dollars, ae of January 1958, .1.~· the ratee current 
eince March 1955, with ammendmente (G.S. 17 & 18) of July 1956. 

In all charte read from bottom upwards. Horizontal arrangement shows 

pointe of overlap. 
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I. CANADA 

a) Salary - Scales of the Administrative eeriee in the civil 
eervice of Canada . 

Claes: 

o:x> o> O:x> o:x> o:x> 
::tg- ~~ ::tg- ::tg- ::t~ ..... ..... ..... ..... ..... ..... .......... ..... ..... 
0 ;:::3 0 ;:::3 ~ s. 0 t:S ~s. <D ..... (J) ..... <D ..... 
li œ li œ li œ li œ li œ 

ct- ct- ct- ct- ct-
r\)~ Wli Ç"li \Jlli 0\li 

Ill Ill Ill Ill 
ct- ct- ct- ct- ct-..... ..... ..... ..... ..... 
~ ~ ~ <1 ~ 
<D <D <D <D <D 

Salary in $ 

o:x> o:x> 
~go ::t~ .......... ..... ..... 
0 ;:::3 
<D ..... ~ s. 
li m 

ct-
li œ 

ct-
--lcl CX>Ii 

Ill 
ct- ct-..... ..... 
~ < 
(J) <D 

10,140 
9, 780 

9,420 9,420 
9,060 9,060 
8,700 

8,340 8,340 

4,800 
4, 650 

4, 500 4, 500 
4, 350 4, 350 
4,200 
4,050 

7,980 
7,680 

7,620 
7,320 

7,260 
7,020 

6,960 
6, 780 

6,600 
6,540 6, 540 
6,300 6, 300 

6, 180 
6,060 

6,000 
5,850 

5,820 
5, 700 

5,580 
5,430 
5, 280 
5, 130 
4, 980 

Source : Treasury Board Minute No . T.B . 519606, July 5, 1957 . 
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I. CANADA. 

b) Sa1ary - Sca1es of Scientific claesee in the civil service of Canada. 

a Economiste and Statisticiane. 

Claee 

Sa1ary in $ 

Source: 

tot.zJ (lllzJ 
c+o c+o 
Ol 0 Ol 0 
c+::l c+::; 
:;~ :;~ 
c+ 1-'• c+ ..... 
..... QI ..... QI 
0 c+ (') c+ 
Ol ..... 
::; Ol 

::; 

............ 1\)1\) 

5,160 
4,920 

4,740 4,740 
4,590 

4,560 
4,440 
4,290 
4,140 

(lll.xj tot.zJ Oll.xj Ull"ii 
c+O c+O c+o c+o 
Ol 0 Ol 0 Ol 0 Ol 0 
c+::l c+::; c+::l c+::l 
1-'-0 ..... 0 ..... 0 :;~ QI a œ a œ a 
c+ ..... c+ ..... c+ ..... c+ ..... 
l-'- QI ..... Dl ..... Dl ...._œ 
(') c+ (') c+ (} c+ (') c+ ..... ..... ..... ...... 
Ol Ol Ol 01 
::; ::; ::; ::; 

ww ~~ \.J1 \.J1 0'\ 0'\ 

OllzJ 
c+O 
CD 0 
c+::; 
..... 0 
!» s 
c+ ..... ...._œ 
(} c+ ..... 
Ol 
::; 

-.J -.J 

8,580 

OlzJ OlzJ 
:::ro ::ro 
1-'-0 1-'-0 
~ ::; ~ ::; 
HJ~ HJ~ 
til ..... m ..... 
~~ c+œ 

Ol c+ 
c+ c+ ..... ..... 
QI œ 
c+ c+ . . 

...... 
1-'\0 1\)Q 

10,140 
9,780 

9,420 9,420 
9, 060 9, 060 
8,700 

8,340 
8,220 

7,860 7,860 
7,500 7,500 

7,320 
7,140 

6,960 
6,780 6,840 

6,600 
6,480 6,480 

6,360 
6,180 6,180 
5,880 5,880 
5,580 

Treaeury Board Minute No. T .B. 517272, May 9, 1957. 

There ie no Economiet 8. 
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I, CANADA. 

c) Salary - Scalee of Scientific classee in the civil service of Canada. 

b Astronomer Seriee. 

~ ~ ~ ~ !l> !t>tj 
œ 01 01 œ 01 œ o 
c+ c+ c+ c+ c+ c+a 

C1assg 11 11 11 11 11 11 ..... 
0 0 0 0 0 g g ::s ::s ::s ::s ::s a ~ a a ~ ag 
<b CD CD CD CD 
11 11 11 11 li 11 

l-' fi) w .p- VI 

Sa1ary in $ 
11,000 
10,500 
10,000 

8,580 
8,220 

7,860 7,860 
7,500 7,500 

7,320 
7,140 

6,960 
6,780 6,840 

6,660 
6,480 

6,360 
6,180 

5,640 
5,880 

5,580 
5,400 
5,160 
4,920 
4,740 
4,560 
4,380 

Source: Treaeùry Board Minute N0 , T B. 516045 - May 9, 1957. 
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I. CANADA. 

d) Sa lary - Scalee of' Scientif'ic claeeee in the ci vil eervice of' Canada. 

c Chemiete. 

() () () () () 

1:3" 1:3" 1 1:3" 1:3" 
(J) (J) (J) (J) 

fi a a a 
Claee: ~ ~ ~ ~ 

ID Dt Dt Dl Dl 
ct ct ct ct ct 

..... 1\) LJJ .f::"" \.J1 

Salary in $ 
9,420 
9,060 
8, 700 

8,580 
8,340 

8,.220 
7,860 
7,500 

7,320 
6,960 

6,780 
6,660 

6,480 
6,360 

6,180 
5,880 

5,640 
5,580 

5,400 
5,160 
4,920 
4,740 
4,560 

Source: Treaeury Board Minute No. T.B . 517272 - May 9, 1957 . 
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I, CANADA. 

e) Sa1ary - Sca1ee of the Foreign Service Of'ficer c1aee, Department of 
Trade and Commerce, Government of Canada. 

0'2il 0'2il Olxj 0'2ii OlzJ Olxj Olz;l 
1-1)0 ~0 ~0 ~0 H.IO ~0 ~0 
~~ ~~ ~~ H.l~ ::2~ ~~ ~~ ..... (!) ..... (!) ..... (!) ..... (!) ..... (!) 

C1aee: 
() ..... () ..... () ..... () ..... () ..... () ..... () ..... 
(1)~ (1)~ (1)~ (1)~ (1)~ ct~ (1)~ 

~ ::s ~ ::s ~ ::s ~ ::s 11 ::s 11 ::s 11 ::s 
1-'u.l 1\)(/.) wm +:-m \JI Cil <J\f€l --:JC/l 

(1) (1) (1) ct ct (1) 
11 ~ ~ ~ ~ ~ ~ <l <l ..... ..... ..... ..... ..... ..... ..... 
() () () () () () () 

(1) (1) ,0> (!) (!) (!) (1) 

Olxj 
H.IO 
~~ 
..... (!) 
() ..... 
~<§ 
cog> 

~ ..... 
() 
ct 

13,000 
Sa1ary in $ 12,500 

12,000 
11,500 

.J..l,OOO 
10,500 
10,000 

9,420 
9,060 
8, 700 

8,580 
8,340 

8,220 
7,860 
7,500 

7,320 
6,960 
6,660 
6,360 

6,180 
5,880 
5,640 

5,160 5,4oo 
4,920 

(4,740) 
(4,560) 
(4,380) 
(4,200) 

Sourcee: Treaeury Board Minutee Noe. T.B. 518564, June 17, 1957. 
T.B. 522734, September 26, 1957 

Note: Ratee in brackete indicate the initial four ha1f-yearly 
incremente. 
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GREAT BRITAIN. IL 
Scalee of ealary as recommended by the Royal Commission on the 
Civil Service 1953-55· 

a The Administrative Claee. -------------

Grade 

Salary in .!, 

~?: 
J-'oiD 
::s ..... 
o œ 
t-'-& 

~ ~ 
1--'c+ 

1,000 
970 
940 
910 
880 
850 
820 
790 
760 
730 

1-d 
'i ..... g 
..... 
'0 
CD 
l-' 

1,850 
1,775 
1,700 
1,625 
1,550 
1,500 
1,450 
1,400 
1,350 
1,300 

700 (x) 
625 
600 
575 

m:x> 
() ID 
(') Ill 
'i ..... 
(1) CD 
&& 
CD Ol 
'i ::s 
~c+ 

2,600 
2,500 
2,400 
2,300 
2,200 
2,100 
2,000 

mc:: mt::l Cl) I-d 
œ ::s œ œ (1) () 
(') p. (')'0 ~ ~ 'i () 'i p 
(1) 'i œ & (1) Ol 
& &~ &;;:! 
CD CD CD œ 
'1 'i 'i p 
~ ~ ~& 

7,000 
6,000 

4,250 
3,250 

Source: The Royal Commieeion on the Civil Service, 1953-55· Report 
Cmd . 9613. par . 421. (The recommended ecalee) 

Notee~ Salaries ehown are for men, London rate. 

(x) The incrernent of i, 75 11!!1 gi ven on conclusion of probation. 



LI GREAT BRITAIN 
Scales of salary as recommended by the Royal Commission on the Civil 
Service~ 1953-55. 

b The Executlve Clase. 

~ 
(1) 
0 
s:: 
c+ ..... 
< 

Grade: 
(1) 

0 
1-+.1 
1-i) 
...... 
(') 
(1) 

'i 

Salary in L 

950 
Rielng by 15 

OP:t 
f-t l-'" 

~~ 
(') (1) 
(1) 'i 
'i 1?;1 

>< 
<D 
(') 

c 
c+ ..... 
<1 
(1) 

1,160 
1 :~ 120 
1,090 
1.9000 
1,030 
1,000 

OUl 
f-t(l) 
H)::S ..... ..... 
(') 0 
(1) 'i 
'i t:<j 

~ 
<D 
(') 

c 
c+ ...... 
< 
(1) 

1,450 
1,400 
1,350 
1,300 
1,260 
1:1220 

incremente of L . 30 each 
500 
460 
420 
~ so 

34o 

00 
H):;T 
l-i) l-'" 
1-'"<0 
(') 1-i) 
(1) 
'i t:<j 

~ 
<D 
0 
s:: 
c+ 
...... 
< 
(1) 

1, 750 
1, 700 
1,625 
1.9550 

l?;j(l) 
>< (1) 
(1) ::s 
0 ..... 
c 0 
c+'i ..... 
<1 0 
<D ::T ..... 
O<D 
H,H) 
H) 
..... 
(') 
<D 
'i 

2,000 
1,900 
1,800 

1?;1~ l"iil:r1 
>< 'i Cil (1) 
(bi-'" c+CD (') ::s CD p. 
s:: () o' 
c+l-"' ..... 0 
1-"'"d r'-1-i) 
<1 CD Cil 
(!) ..... î§Ol 
0 (1) 3:: 
1-i) ::S CD 
1-+.1 c+ c... 
...... 0 
Q 
<D 

'i 

'i 

over 
2.300 

2,300 

Source: The Royal Commleeion on the Civil Service, 195.3-55, Report, 
Cmd . 9613. par . 468 . (The recommended ecales) 

Note~ Starting ealary appliee at the age of 18 . 



II . GREAT BRITAIN. 
Sëëles of salary as recommended by the Royal Commission on the 
Civil Service, 1953-55 · 

c The Scientific Officer Clase . - - - - - - - - - - - - .... _ - .... ~ 

Grade: 

oro oro Ot-d mm 
Hj() 1-+J<D 111~ o œ 
Hjf-'o '11::l 1-'-::;l 
1-'o<D l-'of-Jo ::i::~ <D ..... 
() ::l () 0 () () ::l 0 
<D c+ <D li (t ..... c+li 
li ..... li li'd t-'> 

H.l ro Ill H.ll-d 
t-'> () ..... l-'- li 
() t-'> () t-'> 

<D t.O o5 ~ () ..... 1-+:11-'-..... <D H:l'd 
HJ ~ t-'> Ill ..... () ~ 
() ..... <D 

~ 
() 

li 

Salary in-!:. . 

2,300 
2,200 
2,100 
2j000 

1,850 
1~775 
1, 700 
lj625 
1,550 

Rieing oy 5 
incremente of..}; 

1,275 
Rieing by 
incremente 

1,075 
1 , 000 

Rieing by 10 
incremente of -Il 30 

700 (x) 
625 
600 
575 

1,300 

5 
of !. 40 

Wi1 00 001-d 
H:IP" 1-l)::;J"O 

1-'o'd 1-+:11-'<> 1-+:11-'-CII 
(t s:: 1-'o<D t-<o<Dc+ 
::l c+ () ..... () 1-+:1 Cil 
c+t.:~ (t <D ..... li ro li ro Ill 
1-+:10 () () o' 
t-'>l:J"' ..... 1-'-0 
() t-'> <D <D < 

(t ~ p <D 
0111 c+ 
Hj t-'> ..... 
H.l 1-i;) 1-i;) 
1-'<> t-'> ..... 
() () () 

œ 
li 

Broadbanded 
on the span 
3,500-6~000 

3,2"ï0 
or 

3~000 
2,700 
2,600 
2,500 
2,400 

50 

Royal Commission on the Civil Service, 1953-55, Report, Cmd . 
9613, par . 553 (The recommended ecales) . 

~ {x) The increment of~ 75 ie given on conclusion of probation . 
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III. TEE UNITED STATES 
The General Schedule Gradee . Scalee of Salary in $. 

GS-1 GS-2 GS-':1 QQ.::.!± Ga::5 GS-6 GS-7 GS-8 GS-9 Q§-10 GS-11 GS-12 GS-13 GS-14 GS-15 GS-16 GS-17 GS-18 

t4885 ~ (7130) 
(13,335) 16,000 4750 (6995) 

(4615) (6860) (13,120) 14!'835 
4480 6725 (12,905) 14,620 
4345 (6655) 12,690 14,405 
4210 65~0 12,420 14,190 

(4180) (6520) 12,150 13,975 
(4095) 6455. (12, o4o) 13,760 

4075 (6385) 1,;- 11,880 13,545 
. (4010) 6320 (11,825) 13,330 

(3940) 3940 6250 (11,610) 11,610 13,115 
3925 (6JRc:;_) 6135 11,395 12,900 

(3855) 6115 11,180 
3840 ( 60'50) 6050 10,965 

(3770) 3805 5980 10,750 
(3725) 3755 (5915) 5915 (10,710) 

3685 5845 (10,495) 10,535 
(3640) 3670 3670 5780 ( l0~28b) 10,320 3600 (5740) 5710 
(3555) 3585 5645 ' 10,065 

• 3515 (5605) 9850 • 5575 
3470 3500 5510 9635 

(3455) 3430 (5470) 5440 9420 

(3370) 
3385 3415 5375 l9290) 

3345 5335 9205 

(3285) 
3300 (5295) 5240 (9075) 

3260 5200 8990 
3215 

1 

(5160) 5105 (8860) 
3200 3175 5l.t?5 8645 

3130 (502;) 4970 8430 
3115 4930 8215 

3o45 4890 1 (8110) 
3030 4795 8000 

2960 4755 (7895) 
2945 4660 i 7785 
2860 4620 1 (7680) . 1 

2775 4525 
1 7570 

2690 4485 7465 
4350 7250 
4215 7035 
4080 6820 

6605 
6390 

Source: u.s.c.s.c. Form 2968, August, 1956. 

Note: Figuree in brackets repreeent "Longevity rates". Arrows 
ehow points of correepondence between the se~ents of the 
chart. 
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APP:Em>IX 4. 

Nature of Duties and Manner of Aesignment in the Civil Services 

of Great Britain, Canada, and the United States. (Administrative Work . ) 

A. Great Britain: 1) General description of the Administrative Class 

(Source: c.s.c. The Administrative Clase of the Home Civil Service, 

London, c.s.c. 1956, p . 1-2.) 

L Dutiee. 

The Administrative Clase ie comparatively small (eome 2,750 out of 
about 630,000 civil servante}. Its members, under Minieterial direction, 
are responsible for the general organisation and control of the business 
of government. Their duty is tc keep abreast of the day-to-day running 
of their departmente, and to faee each major problem that may arise­
think round it, eetimate the efficiency and the coat of eolving it by 
on~ method or another, a'esess. the effect on the public and on the work 
of other departments, or on other countriee, and give their Minietere 
advice which is well balanced and complete. At any particular time 
eome membere of the claee are closely concerned with legislation: 
working out details of Parliamentary Bille in consultation with other 
government departmente or with public and other authoritiëe and 
associations concerned3 and helping to see the Bill through Parliament 
by providing the Minister with information and materiel for debate in 
the Houee or examination in Committee. Other work Iles in gathering 
materiel and drafting papers for Cabinet committees, as a basie for 
decisions by Minietere on issues of br.oad pollcy. All membere of the 
Administrative Claee take part in a wide variety of meetings ànd confer­
ences, and act from time to time as eecretaries to committees; and many 
serve a term ae private eecretary to a Minieter. Their work always 
entaile the consideration of many facts and opinions, and indeed the 
distillation from these of workable and generally acceptable solutions 
ie their daily task. 

Perhape the main characteristice of th~w6rk o~ the Administrative Clase 
are complexity, wide ecope and variety; it reguiree for its efficient 
performance integrity, intelligence, common sense, ability to deal with 
people and to carry reeponsibility, and the capacity to recognise 
quickly the essentiel pointe in a situation 

2 . Description standard in recruitment posters. (Source: A poster 
in the 1957 competition. ) 

Dutiee, Pay, and Prospecte. 

The membere of the Administrative Glass adviee Minieters on the form­
ation of policy and the preparation of legislation to give effect to 
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it, and, under their instructions, are reeponsible for the general 
directions to eneure that Government decisions are put into affect . 
They are the chief source of advice to Ministers on current Government 
business and aesiet them in their Parliamentary dutiee by preparing 
anewers to their lettere and to Questions asked in Parliament, ae well 
ae by providing materiel for use in Parliamentary debates. 

They are reeponeible for the bread organization and direction of the 
business of Government and for managing the work of Departments . They 
are concerned, for example, with ad.ministering departmentally the 
various Acte of Parliament in so far as policy decisions are required 
from time to time on the working of these Acte. 

Members of the Administrative Claes repreeent the Minieter or their 
Department in negotiations with other Governmente, other Departments, 
outeide intereete, and membere of the public. 

In their first years, Assistant Principals will be mainly occupied in 
learning their jobs, being brought into touch from the outset with the 
policy questions of their Department. Much of their work will be on 
paper, and will coneiet of the writing of letters and memoranda, And 
eenerally "devilJtng" f~r their seniors. But they will also have planty 
of opportunitiee for personal contacts, both with colleagues in their 
own and other Departments (e.g. when acting as secretaries at inter­
departmentel conferences), and with members of the public. They will 
be given avery opportunity to put forward their own constructive proposals 
for action, and will be encouraged to take responsibility for decislons 
as eoon as they have proved themselves fit for it. Assistant Principals 
also fill a number of the poste of private secretary to Ministers and 
senior civil servants, and those who occupy auch poste are right at the 
hub of the Government machine. 

In general, officers appointed to the Commonwealth Relations Service will 
spend their full working life in the Service alternately at home and · in 
oversea poste including Canada, Australie, New Zealand, South Afrlca, 
India, Pakistan, Ceylon, Federation of Rhodesia and Nyasaland, and the 
Republic of Ireland. 

B. CANADA: 1) General description of the Administrative officers class 

(series) . (Source: c.s.c., Civil Service Careers for Collage 

Graduates. c.s.c. Ottawa, 1952, p . 26J 

Aru!NISTRA TION 
Administrative Trainees 

The purpose of this class lb to provide for the annual entry into the Service 
of a small select group ofyounguniversity graduates who show promise of 
developing into good senior administratore . These employees enter for a 
year of probation and training during which they are moved about within the 
employing department to gain a bread experience . Their early duties may 
include the preparation of correspondance and reports and assistance in 
investigations and research . They will also attend a course which includes 
a review of the fUnctions of the Federal Service, a description of its 
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organization, and consideration of administrative principles and practices . 

2) Descriptions in recruitment posters. 
~: Source; General poster Rewarding Cereers for Junior Administrative 

Officers, 1956- 7. 

The following is a quotation from a speech given by Dr. Hugh L. 
Keenleyside, Director General, Technical Assistance Administration, 
United Nations and a former deputy minister in the federal government . 

"The young Canadien ..•... . •.•.. ehould he enter the public service, 
will be selecting .•..... • a vocational way of life as distinct 
and definite ae that laid down for soldiere or clergymen or doctors . • 

But perhape the most important attraction of the public service le 
peychological and arises from the fact that its members are engaged 
in the taek of working for their country. They have the satie­
faction of knowing that they are employed on work, that in great 
degree or small, will affect the lives and fortunes of all their 
countrymen and directly or indirectly, the future of the State 
itself". 

If you are a university graduate under 31 yeare of age you are invited 
to consider the claes Junior Administrative Officer. It ie one of•· the 
most attractive avenues of entrance into the federal public service. 

The starting ealary for Junior Administrative Officere (Administrative 
Traineee) le $3750 a year and there are numeroue opportunites for 
advancement. To illuetrate, three of the eix who were recruited in 
1946 are now earning between $6000 and $8000 a year while five of the 
eighteen aeeigned five years ago are.now earning between $5000 and 
$6000 and one between $6000 and $7000. The starting salariee at that 
time were around $2400. 

During their first year of employment, Junior Administrative Officers 
receive on-the-job training in the department to which they are aeeigned 
and attend a formal course of administration given by the Staff Trainir.g 
Division of the Civil Service Commission. All Junior Administrative 
Officers report initially to Ottawa, but later on in their careers seme 
may be offered field appointmente. Candidates from all disciplines 
are invited to apply. 

~:Source: A poster for a particular position of Adm. Off . 3, 1957. 

DlJI'IES. 
Under the directiqn of the Superintendent of Government Buildings 
(Admini~tration) to be reeponsible for the provision of clerical and 
administrative services to the Division, 1nclud1ng the Ottawa District; 
to establish procedures and delegate responsibilities to clerical and 
stenographie ataff; to advise officere of the Division on all personnel 
matters and to make decisions on matters of a routine nature; to 
supervise staff of the Personnel Unit reeponsible for recording, 



aseignment, trade testing and pay of classified and prevalling rates 
staff; to direct the senior Clark in charge of processing accounts 
and recording coste of work performed in the Division; to direct the 
senior Clark in charge of staff engaged in the recording and control 
of requisitions and files; to maintain close liaison with the Officer­
in-Charge of Ottawa Area Stores; to supervise the work of the Clark 
in charge of a tranecribing pool; to interview_employeee regarding 
personnel and career probleme; to review .and recommend changes in 
forme and procedures; to eneure adherence to Departmental directives 
governing policies and procedures; to carry out other related duties 
as required. 

C. THE UNITED STATES: 
1) General description of the Administrative Officere Claee ("job briefe") 

(.Source: U .s .C .s .c . .Federal Careere . A Directory for Collage StudentB o 

Washington, U .s .G .P .0., 1956, p. 41.) 

ADMINISTRATIVE ASSISTANT 

Nature of Work: Because of the aize and complexity of Federal operations 
and programs, the administrative probleme involved in the management 
and control of a Federal agency are tremendoue. Executives, therefore, 
require the help of administrative assistante in the management phases 
of their work. The assistant is typically concerned with management 
services in one or more of the following ~reas: Budgetary and fiscal, 
personnel, correspondance, organization, procedure, supply, or records . 
Many agencies conduct management-internehip programs to train and 
develop employees for administrative work. • • •o•• •o • •• · • • •• o•o•o • ••• o 
••o o• •··· .. , , , . . . . . . Greduate study, or completion of a 6-year course 
of study leading to an LL.B degree may qualify applicante for a higher 
grade than GS-5" ••• • ~~~ • •••• .• . ('. ('" •• o .. . ~~ • •• "., ~ • • , . c . " (' c .., , .. . \. • o o •• o e Il (" ~ 

. • , , , , . •. , .. , , • Jobs in this field are numerous and varied . Administra­
tive positions exist in all government agencies, and ran@S in grade frcm 
GS-5 through GS-18. Opportunities for advancement are excellent for 
persona who demonstrate ability to perform administrative duties 
effectively. Parti cipation in an agency' s management-internship progrsm 
is a good method of embarking on a full management career o 

2) Description in a recruitment poster (Source: Announcement No . 431, 

issued October 26, 1954, (no closing date} for positions of Organ­

ization and Methode Examiner and Budget Examiner . (Found to be 

11generalists"cloeely comparable to any adminietrati ve officers, see 

qualifications o ) 

The Dutiee of an Organization and Methode Examiner •• • •. . • •. • • 
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include evaluating administràtive systems and faCilities for t.he 
management and control of governrumtal operations and developing 
new or improved procedures, systems, and organization structures . 
Organization and Methode Examinera may also analyze programs for the 
purpose of recommending ways of improving their execution; analyze 
probleme of organization and methode, coordination, and planning, and 
report on the effectiveneee and rec~end improvements . They may work 
on systeme of planning, echeduling, and reporting work, etudying t he 
relative advantages of mechanical deviees and manual methode, and 
preparing procedural manuale and administrative orders to put new 
or revised systems into effect. They m~y also perform auch epecial­
ized jobs as deeigning forme, reviewing and recaœmending new or 
revieed methode of forme control, records management, or measuring 
and reporting work accomplished ••.. . .• . . • •••• . . . ... .. ... • • . .. .. ••. .• 

Graduate education in public administration, business administration~ 
economies, government, political science, induetrial ~ngineèring, or 
industriel management succesefully completed in an accredited college 
or university may be substituted for this experience. Graduate study 
in other fields may also be substituted if the graduate work has 
included epecialization in administrative activitiee auch ae public 
welfare administration, international organization, public health 
administration, the administration of economie regulatory programe, 
etc. 

The successful completion of all the requiremente for a maeter 1 e 
degree in the above-named fields in an accredited college or university 
will satisfy the experience requirements for GS-7 positions ($4,205 
a year) and the successful completion of all requirements for a doctor 's 
degree in these fields will satisfy the requirements for GS-9 
positions ($5,060) a year. For grades GS-11 ($5,940) and GS-12 
($7,o40), additional experience is required. 

In these excerpte two levels of inforœation are illustrated: The general 

information available on a clase (or series) and particular information 

connected with a competition. Compare the respective proportion of detail 

as between the general and the particular level, exhibited by the British, 

and the Nor th American, system. 

See aleo the following description of the Executive Class - where the general 

character is far lese pronounced than in the Administrative . Even there the 

presentation beare witnese to a broad approach, not con@ealed in separate 
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sete of dutiee. 

General Description of the Aaeignmente of the Executive Claee in Great 

Britain. Source: c.s.c., Home Civil Service Executive Claee. Eecruitment 

Through the General Certificate of Education, 1956, pamphlet 532/56. 

(Wording ie identical in other c~petition-announcements.) 

DUTIES. 

Members of the Executive Class do a wide variety of interesting 
work and there ie ample ecope for many different kinds of ability 
and temperament. Within the limite of general government policy 
members of the clase have to deal with the probleme of people in 
all walke of Ufe 1:md with the affaire of all sorte of business 
and other concerne. Executive Officere can and ehould refer matters 
of special difficulty to their seniors, but their work ie not routine 
and they have to use their discretion on matters calling for 
intelligence, judgment, and reeource . About a quarter of the 
Executive Claee handles figuree, and a quarter hae frequent contacts 
with the public and representatives of business, local authorities, 
etc. Individuel work includes auch thinge as granting licences 
(for building, exporte, importe, new factoriee, etc . }, awarding 
insurance benefite, aeeeeeing difficult taxation, checking purchaee 
tax, handling confidentiel reporta on staff, etc.; organising and 
managing work includee the control of a Department'e regietry and 
filing system, or of a section compiling etatistice (food stocke, 
crope, eavinge, trade, wagee, etc.), or of a eelf-contained office 
euèh as a emall Employment E.xchange. Work wi th figuree may include 
accounting, auditing the expenditure of Government Departmente or 
local Government contracte (for armamen~s, clothing, stores, equip­
ment, vehiclea, 'etc.), aeaeeeing death dutlea, proviaioning ehipe, 
etc. Executive Officers may also be secretar1ee to Committees, 
legal clarke, assistants to Administrative Officers; some of the 
dutiee may be carried out in the High ~omndssionera' Offices in the 
Commonwealth. Organiaing and controll1ng the work of subordinate 
staff becomee more and more important as Executive Officers climb 
the ladder of promotion. 

The Departmental Executive Classee include Assistant Auditore in the 
Exchequer and Audit Department, .Assistant Exarn1.ners in the Estate 
Duty Office of the Inland Revenue, Higher Graoe Tax Officere in the 
Office of the Chief Inepector of Taxes in tne lnland Revenue, 
Actuariel Assistante in the Government Actuar:v'a Department, Audit 
Examinera in the Ministry of Hol.leing and Local Goverrunent, Immigration 
Officers under the Home Office, and Grade 5 Officere in the Special 
Departmental Clase of the Miniatry of Labour and National Service, and 
Assistant Examinera in the Bankruptcy and Com~aniee (Official 
Receivera) Service of the Board of Trade . In eome casee membere have 
the opportunity after entry of acquiring epecialiet qualifications, 
e.g. as auditore or actuariee. 
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APPENDIX 5. 

A Excerpt from a letter to the writer, October 25, 1957 , 

B Covering letter to qnestionnaire 

C Questionnaire. 

A 
CANADA 

DEPARTMENT OF TRJ\DE AND COMMERCE 

Ottawa . 

October 25 , 1957, 

The enclosed is a copy of the questionnaire a nd 
memorandum distributed to staff at Headquarters . Tbere were 88 
questionnaires sent out. The memorandum to the staff in the field 
was precisely the same as the one herewith except that it was signed 
by the Acting Director of the Trade Commissioner Service. The same 
can be said of the que stionnaire except where the words Civil Service 
appear in this questionnaire, these were r eplaced by Trade Commissioner 
Service . 

We have asked that all returns be mede to me in 
plain envelopes so as to preserve security and I will forward t hese 
to you in lots a s they come in. 

o o oo o o oo o o o o O • o o o o • o o o o o o o o o o o .., o ~o o o o o o c o oo o o 

L . J. Rodger, 
Personnel Officer. 
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B DEPARTMENT OF TRADE AND COMMERCE 

October 23, 1957. 

The enclosed questionnaire is being distributed on 
behalf of a student at McGill University who is preparing a Ph.D. 
thesis on Careers in the Civil Service. The Civil Service Commission 
and the Department have been co-operating in providing statistical 
information and this questionnoire is an attempt to elicit more 
specifie data in respect to the views of individual officers on the 
career prospects of the Civil Service. 

There is, of course, no compulsion in this request 
but we feel that the whole study, of which this is n part, will provide 
useful information to the Department and the Commission. 

No signature need appear on the questionnaire as no 
attempt will be made to identify the return with any individuel 
officer. To ensure that no identification of individuals occurs, 
will you please enclose your return in a plain envelope marked 
"personal" for Mr. L. J. Rodger, Personnel Officer, Room 11, No. 1 
Temporary Building. 

LJR/rB 

Enc . 

L. J. Rodger, 
Personnel Officer. 
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c 

ANSWER BY A CHECK MARK OR THE PROPER DATA. 

Year of blrth - Formal eductltlon 
(degree) -

1) My work ie Administrative Technical -----
Both administrative and technical _____ _ 

2) Continuoue service eince _________________ _ 
with interruptions for a total of ___ monthe 

___ years 

3) My starting eala:ry wae $ ___ yearly 
My present ealary is $ yearly 

4) Are you eatiefied wi th the career offered by the Ci vil Service, 
yee __ no __ undecided ----

5) The main advantage{s) of a career in the Civil Service le {are) 
_____ prestige in the community 

intereeting work 
___ securi ty 

good working conditions, benefite 
---- good salary 

absence of worrlee 
good social contacte 

______ _ opportunity to lmprove education 
opportunity for fast advancement 
opportunity to serve the communlty 
other ( would you care to enumerate, please? ) 

6) The main disadvantage{s) of a career in the Civil Service is (are) -

7) Did you think of this sort of career and plan 1 t long be fore 1 ts inception? 
yee no __ _ 

8) Wae lt your ambition since youth to become a Civil Servant? 
yes no ___ _ 

9) If not - what made you choos~ i t, 
____ family tradition 
_ __ an opportunity of work and salary 
____ disappointment eleewhere 
---- accidentel reasons 
____ other 

10) Do you plan to continue in the Service until retirement? 
yee no - ----



11) If not - do you plan to go into 
_________ private employment 
_________ own business 
_________ free practice 
_________ other public service 
___ teaching 
___ other 

200. 

12) How do you estimate your rate of advancement in the Service until now? 
average fast __ slow ___ _ 

13) Have you foregone opportunities of employment outside the Service? 
how may? __________ _ 
What were your motives? 
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APPENDIX 6. 

Tabulation of replies to a questionnaire, by 52 officers of the Department 

of Trade and Commerce, employed at the Headquarters in Ottewa. 

(Significant pointe are related to'the repliee by Trade Commiesionere, who 

reeponded to an identical questionnaire.) October 25, 1957 - January 31, 1958. 

1. Age: 26 - 30 yrs. 8 officere 
31 - 35 tt 8 " 
36 40 .. 10 " 
41 45 " 9 " 
46 - 50 " 5 " 
51 - 55 " 4 " 
56 60 .. 1 " 
61 65 " 3 " 
No a new er 4 " 

Total 52"off1cers 

2. Education: Matricula ti on 4 officere 
Bachelor's degree 30 " 
Master's degree 5 " 
Ph.D. 1 " 
Not specified 12 " 

Total 52 " 

3· Nature of work: Administrative 16 officers 
Technical 5 tt 

Adm. & Techn. 28 " 
Profeseional 2 " 
No a new er 1 tt 

Total 52 " 
4. Length of service: 

yrs . 0-5 17 officers 
6-10 8 .. 

11-15 13 .. 
16-20 3 " 
21-25 3 tt 

26-30 6 " 
31-35 1 " 
36-40 1 " 

Total 52 .. 
5· Number of interruEtions in service: 

0 interruptions 42 office re 
1 .. 9 .. (F.s.o . - 1 (! ) ) 
2 " 0 .. (F .s.o • - 1 (! ) ) 
3 .. 1 .. 

Total 52 .. 
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6. Range of interruptions - 10 monthe to 9 yeare, total . 

7. Satisfaction with career. 
Satiefied 
Not eatiefied 
Undecided 

45 officere 
1 n 

6 " 
Toü il 52 officere 

8. Advantagee of career1 as reported: 
------------------.--··-·--

Nature of advantage Trade 
Commieeioners 

Prestige in their environment 
Interest in their work 
Security 
Satisfaction with working conditions 
Good ealary 
Good social ccntacte 
Opportunity to improve education 
Opportunity for fast advancement 

Opportunity to serve the community (and 
country) 

9. Other advantages: 

Absence of worriee 
Veriety at work 
Challenge at work 

And one case each of: 

4 casee 
3 casee 
2 casee 

4 28 ( ! ) 
52 52 
34 26 
37 29 
19 12 

8 26 ( ! ) 
19 25 

4 7 ( ! } 

27 34 

Advancement by merit, not by seniority; meeting intereeting .people ; 
travel; absence of stagnation at work; real influence in formulation 
of government - and departmental policies; opportunity to express 
pereonal opinions; fairneee of management; absence of extravagant 
salariee which distort sense of proportion(?!). 

10. Disadvantages of the career: 

Standard civil service complainte 71 casee 
(includee: "too much security" - one 
case, poor public attitude and lack 
of prestige - four cases) 

Complainte about departmental management 9 casee 

11 . Wae career planned before ite inception? 

Yes -
No -

9 officers 
43 officere 

Total 52 officers 

(17 .3~; - among F .S .O. 43.4~ (!) ) 
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12 , Was this ca reer a youth 1 s ambition? 
Yes 3 officers (5.8%; - among F.S.O. 28.3% (!) ) 

No - 48 officere 
no answer - 1 officer 

Total 52 officers 

13 . The inducement to the choice of 
Family tradition in 3 cases 
Opportunity to work 
and earn salary in 25 cases (48%, among F.S .O. - 30.2%) 
Dieappointment elee-

where _in 3 casee (among F.S.O. 2 ) 
Accidentel reàeons 

in 7 casee 
Intereet in work in 6 casee 
Depreeetion cond-

itions in 2 casee 
and in one case each: a desire to help in war effort; a quest for 
a civil service career; a desire to serve the country; a craving 
of security; euitability of previously-acquired education, according 
to plan; lack of alternatives in Ottawa; war dislocation; experience 
of a summer's employment in the civil service. 

{N.B ', "Interest in work" is not compared wi th the figure gi ven by 
F.S.O.'s (FS0-15. H.Q. Off. - 6) for the F.S.O'e might be primarily 
interested in travel, a factor largely absent in the work of the 
other officere . ) 

14. Planned continuation of service until retirement: 
Yee 44 officere 

No 1 " 
undecided _1_ " 

Total 52 officers 

15. Officere would coneider alternative employment: 
Private employment 2 officere 
Other public service - 1 " 
Teaching 1 " {one of the two who might 

coneider private employment) 
Unepecified 2 

Total number of casee 5 --= 
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16. Offers of other employment were obtained by officers, thus: 

17. 

Number of offers 
1 

Number of cases . 

2 
3 
4 
5 

"very few" 
"several" 
"many" 
None 
no answer 

Total 

4 
9 

10 
1 
1 
1 
3 
2 
2 

19 

52 officers 

The motives for rejecting these offers were: 

Liking for work and general satisfaction 8 {among F.s.o. 
Sense of career, loyalty primarily to 

service 3 {among F.S.O. 
Satisfaction with working conditions 4 (among F.s.o. 
Characterological reasons 3 (among F.s.o. 
Age or bealth condition 1 (among F .s .0. 
Negative reasons (lack of attraction in 
offer, lack of interest, disinclination) 29 (among F.S.O. 

18 . Rate of advancement was believed: 
average 22 slow 5 
fast 22 no answer 3 

27 (! ) ) 

7 (! ) ) 
7 (! ) ) 
3) 
1) 

9 (!)) 
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