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Sol Percy Heiber
JOB FPINDING AND METHODS OF INDUSTRIAL RECRUITMENT

4 Study of a Selected Group of Persons and Firms in Montreal.

In comparison with the institutions that have been
developed to take care of the marketing of grain, cotton,
metals, securities and credit, lzbour has been almost en-
tirely neglected. The care and direction of the lsbour
supply are, with minor exceptions, without system; and the
few agencies or institutions offering assistance are not
¢o-ordinated into a comprehensive system. Even to-day very
little is known of the methods of search for employment and
the extent, duration, and costs to the worker of a period
of adjustment.,

This study, part of a survey of many aspects of employ-
ment and unemployment problems in Montreal, is intended to
throw light on methods and costs of adjustment. Part One
analyzes the employment experiences of a selected group of
125 men and discusses the reasons for tieir losing and leaving
jobs, relating these experiences to differences in age groups.
From this review, a picture of metiods of job-finding znd the
costs of a period of adjustment incurred by iiontreal workers
emerges. Since the problem of unemployment for the individual
is a function of the security of employment in his occupation
and is closely related to methods of recruitment and personnel
policies in industry, a comparative sample study was made of
these, and are discussed in Part Two. This section is based
on inforumation obtained from thirty-five firms in the city
whose owners and employment managers offered their co-operation

to the investigation.
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CHAPTER I--Introduction.

In recent times, the economist has more and more
becn led to study aspects of the econonic problem which
beiore he had been content to leave to the welfare worker.
This is particualarly true of unemployment. ™2 personal
consequences of unemployment are of speciul impostauce
and require individual study. PFor this, the economics
student has adopted one of the methods of socisluoxy,
namely, the case study.

"The provlem of unemployment is the problem of
adjusting the supply of labour and the demand for
labour. The supply of labour in a country is, in the
widest sense, the supply of population.....The demand
for labour, o the other hand, is an ageregate of
thousands or tens of thousands of separate demands in
the present....Discrepancy betwe=n two things so dis-
tinect in imnediate origin is obviously possible....
There is nothing in the existing industrial order to

gecure this miraculously perfect adjustment."*

* Beveridge, W. H. :Unemployment: & Problem of Industry.
(Longmans, Green and Co., 1930). Pg.4.
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In the unorganized market, however, "econoaic forces"
have been relied upon to adjust the supply of labour to
the fluctuating demand. The frictions that develop in
this process of uncontrolled adaptation to change produce
a considerable amount of unemployment and excessive re-
serves 0X lauvour.

"There are, no doubt, econoaic factors which tend
in the long run to adjust supply and demand in regard to
labour as in regard to all other commnodities™...unemploy-
ment cannot be attributed to any general want of adjust-
ment obetween the growth of the supply of labour and thé
growth of the demand."** But "there are specific im-
perfections of adjustment between the demand for labour
and the supply of labour, and that these give rise to
a real and considerable problem of unemployment."™***

On the basis of inductive correlation and deductive
analysis, Beveridge reached his classic conclusion. This
was as far back as 1909. '"The deliberate organisation
of the labour market is the first step in the permanent
solution of the problem of uneumployment."**** Dhig is
still true to-day.

The study of the organization of the institutions
whi:h are part of the system of production and distri-

bution is not a new method of approach for the economics

* Beveridge, op. cit. p.5.

ok ditto p.1l.
xR x ditto p.l1l4.
Aok ditto P.198.



student. The markets for capital, capital goods and
consumption goods have received his close attention’
and his economic analysis has had an important influ-
ence on the development of these markets. Innovations
and improvements in techmnique, however, have been more
directly the result of the activity of the business
men who were aware of the need for these markets and
were naturally concerned with their development. 5t
the same time, their origin and growth have..come undézxr
the scrutiny of the economist.

In the labour market however, the absence of a
really developed machinery which could serve as a re-
liable source of information as well as a subject of
study, dictated that the student of unemployment busy
himself with an analysis of the problem rather than
attempt to dissect the market transactions and probe
into the details. Industry has been content to allow
the price system to perform its function of rationing
the factors of production without any special regard
to the inherent differences and peculiarities of the
particular factors. It has relied, with very little
exception, on the forces of supply and demand to work
out an equilibrium which suffices to set a basic price
for labour from which entrepreneurs can calzulate their
costs, decide upon their "combination of factors" and
recruit enough to satisfy their productive needs.

"Labor is not a commodity, but it is bought and

sold like a commodity. Both the thing sold and the
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sellers of it, however, nave characteristics wnich dis-
tinguish labor from coammodities.™™

"The labor supply is entirely different. Labor is
an exﬁression of the personal energy of a human being.
The productive energy which the laborer sells to his
employer is inseparable in existence and in use from
the personality of the laborer.™**

The peculiarity of labour dictates that its ser-
vices cannot be divorced from the persons rendering
them. Labour services have to be "delivered". But
this has merely served as an added convenience to many
employers. 1t is liable to be forgottemn that this per-
sonal characteristic means that they are dealing with
human beings who must be adequately fed and clothed;
whose family life depends upon the adeguacy of their
wages; whose ability depends, in part, on their train-
ing; whose efficiengy varies with their state of mind
which is affected by conditions at home and at work;
whose earnings, moreover, contribute to the purchasing
power which is needed to clear the market at least of
the goods produced for mass consumption. Instead, this
personal peculiarity precluded the necessity (and expense)

of setting up a recognized market for labour. 1n effect

* Douglas, P. H., Hitchcock, C. N., and Atkins, W. E.:
The iwWorker in Modern Economic Society. (University
of Chicago Press 1923) section headed Labor Distin-
guished from Commodities by Henry Clay.

** Jegcohier, D. D.: The Labor Market. (Macmillan Co. 1923).
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there are an enormous number of separate lavour uarkets
whose individual demands make up the total demand for
labour. The methods of obtaining employment in the
anorganized labour market have, with very little excep-
tion, been that of the seller of his services seeking
out the would-be employer through personal application
at the factory gates. It is trus that in various
pockets of the labour market some semblance of regu-
larity and orderly methods have been developed but
in no measure can these compare with those speclalized
institutions which have been built up to take care
of the marketing of the other factors of production
and the produce of industry.

"It is a commonplace of economic ovservation that
the business of bringing comnodities to markst, i. e. of
putting would be buyer and seller into communication,
has become and is continually becoming the subject of
more and more specialised attention and organisation.
For every comiodity important and well-known market
places get estublished and concentrate in large pro-
portions all the business dONGe..cse

"In regard to labour, the position remains funda-
mentally different. ‘the prevailing method of obtaining
employuent is still that of personal applicution at the
works. In other words, the prevailing meti:od of selling

labour is to hawk it from door to door."*

* Beveridge, op. cit. p.197.



The explanation of these fundamentally different
positions lies in the fact that institutions are set up
and developed only as they cater to the needs of busi-
ness. The profit motive encourages intsrest only in
those lines of study and organization that revolve
around reduaction of costs and increase efficiency in
production or distribution. Industry has made rapid
progress 0y the adaptation of the physical sciences
to industry. In the meantime, the question of man's
social relations to man has beenrn neglected and will
continue to be neglected vy industry until employers
generally become more convinced that here, too, is &
field of science which can be exploited and justified
on & business basis.

"The American employer has been able to assume as
a matter of course that there would be idle men at his
gate this morning, toe-morrow morning, every morning.

He has accepted orders on the security of that expecta-

tion, If the reserve at his place of business or in

the immediate locality disappeuared, he complained of a

labor shortage. In his mind, comsciously or unconsciouasly,

was an idea that he was entitled to have available at

all times enough labor to map his plant to maximum

capacity, even though he did not run at maximum capacity

thirty days ir. the year....It did not occur to him that
a centralization of the labor supply with machinery which
would provide him with labor when he needed it and draw

off his surplus during his dull seasons was an importar.
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need of the nation. He knew that bunks enabled employers
to carry on the nation's business on & smaller amount of
capital than would be required if each employer carried
his own capital reserve, but he did not realize that an
organized labor maurket would enable him and his fellow
employers to carry on production with a much smaller
idle labor force."*

The recent turn to scientific management and care-~
ful study of personnel and its problems is to be inter-
preted in this light--that such policies are '"good busi-
ness". It is beyond the scope of this study to enlarge
upon the costs to the employer of inefficient methods
of hiring and handling men which are reflected in the
rate of labour turnover. ‘They will be referred to in
some degrez, however, in discussing the examples of
recruitment and personnel management examined im this
Montresl study. Close analysis of the problem of turn-
over and scientific management has been made by such
writers as Slichter**and Taylor***. The point that
stands out is that if society must wait for industry
to conserve and make efficient use of its labour power,
then industry must be appeculed to with further reduction
of costs as the incentive. 1n the meantime, the facts

must be faced. It has been nobody's business to organize

* Lescohier, op. c¢it. p.l4-15.
** glichter, S. H.: The Turnover of Factory Labox.
(D. aAppleton and Company 1919).
*** mgylor, F. W.: The Principles of Scientific Management.

(New York, 1913).



the lubour market, and "a matter which cries out for
organisation, and which in regard to every other com-
modity meets with an increasing measure of organisation,
is in regard to labour still left to ill-informed indi-
vidual action."*
* * * * *

This study is concerned primarily with the problem
of employment adjustment in Montreal. It is based on
the study of the employment history of discharged workers
from representative Montreal firms and is designed to
reveal the problem of the worker who loses his job and
and the factors which help or handicap him in resecuring
employment., It is fundamentelly a case study and has
followed to some extent the lines of the studies made
by Lubin**, Clague and Couper***, and Myers.****

The experiences of the men interviewed reflect,
in part, the degree of organization in the Montreal
labour market, since the length of the period of adjust-
ment depends largely on whether their search is directed
scientifically or whether it lacks such direction and
is aimless and haphazard. It will also be reflected
in the frequency of adjustments, since turnover "is a
symptom of inefficient hiring methods which place work=
men in positions for which they are unfitted and for

which they are less adapted than for other positions... ¥¥**

* Beveridge, op. cit. p.198.

¥k nphe absorption of Workers in American Industry".

*** WThe Readjustment of Workers Displaced by Plant Shutdowns
*#%* Woocupational Readjustment of Displaced Skilled Workmen"
¥*¥*** ‘S7ichter, op. ~it.




a siort period of adjustment at times also co-
incides with an increased number of adjustments, which
suggests that there are other important factors besides
the organization of the labour market and efficient
methods of hiring, which affect the rate of turnover
and the cost of adjustment. ifost important of these
factors is that of "employwent opportunity". It is
generally accepted that the lack of any alternative
opportunity has a restraining influence on the desire
of the workman to give up his job in the hope of find-
ing a better one; and that when he is forced to leave
his job for some reason or other, he encounters greater
hardships and longer period of unemplcyment during s
period of depression--the present volume of unemployment
provides ample testimony of these facts. What is not
as well known, or as generally accepted, is the continual
process of adjustment that is going omn, which in itself
involves a certain amount of unemployment even in more
normal times. There ic no doubt that much of this
unemployaient is unnecessary, particularly wheun it is
the result of excessive turnover or an unduly long inter-
val between jobs. It is mainly a problem which calls
for orgauization, both of methods of recruitment and of
labour policies to reduce turnover, and of the methods
of making vacancies known to reduce the time lost between
jous. This study undertskes to analyze a sample of
factual evidence which has been collected to show the

extent to which these problems exist in Montresal.
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The period under corsideration, 1921-32, 1is especially
suited for the illustration of job-finding methods wuwr:ar
different conditions of ‘employment opportunitv. and the
influence of changing conditions on these methods. Dis-
regarding the seasonal fluctuations which, in Canada,
require special study, the course of unemployment in
Canude over the periocd 1921-32 is shown in Chart I¥;
the trend of employment and unemployment in Montreal has
been substantially similar. "Employment opportunities"
have varied in the manner shown by this curve. The
period 1921-32 lends itself to a resasonable division
into three different periods. The first, 1921-26, may
be termed the "background period". It marks a steady
recovery fron the post war boom and recession, with s
slight recessicn in 1924. The years 1926-29 are definitely
years of increasing opportunities of employment, the
trend in employment is markedly upward, the slight change
in 1927 being only that of a decrease in the rate of
growth. The latter part of 1929 marks the turn, and
1930-32 shows the opposite side of the picture. It is
a period of increasing unemployment and the reduction
of staffs. It is in the exaggeruted contrast between
the experiences of the years 19Y26-29 and 1930-32 that
the problems for both employer and worker are best ob-
served. In the main, therefore, these two periods are
taken as the "representative periocds" of this study,
and are so termed in the text.

In part one of the study, the experiences of the

* Zeproduced from "Employment Researcn: an Introduction
to the McGill Program. (Unpuoblished).
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mern interviewed are analyzed and discusszd in the light
of the trend of "employment opportunity". %The frequency
of and reasons for losing and leaving jobs are measured
and the methods of firding jobs are observed for this
group. In chapters V and VI, the process of their
adjustment to the changing conditions of industry and
the costs involved are examined. The movemelits from
one occupation to a different one as a mode of adjust-
ment, and movements into and out of Montreal in search
for jobs are seen to have played an important part in
the histories of this "sample group". Finally, the costs
of adjustment to the members of the group are elaborated
upoi: to show the extent of the waste and losses occa-
sioned because of the lack of organization.

Methods of adjustment and costs of adjustment are
not the only important considerations in the problem
of unemployment for the individusl. His security of
employment determines how often he must go through a
process of re-adjustment. Part two, therefore, is
concerned with a discussion of methods of recruitment,
and considers some of the differences of personnel
policy that exist in Montreal, the factors influencing
these policies, and the security of employment for
different occupations and skill groups. Recognizing
that labour turnover depends also on these methods and
policies, this is discussed from a particular angle
(in chapter X) in the light of information obtained

from specific employers and employment mansgers. The
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discussion in part two also takes note of the influences
of "employment opportunity" on the security of employ-
ment in the different occupations, and upon the personnel
policies of employers.

This study, in sum, is a sample survey of the finding
of employment in Montreal, as it is influenced by exist-
ing methods of recruitment and affected by the relatively
abundant opportunities for employment in 1926-29 as

compared with the limited opovortunities in 1930-3=z,
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PART OHNE.

MiTJ0DS OF FINDING EMPLOY:ENT.

Chapter II--The Sample Group.

It was originally intended that the group interviewed
bpe as far as possible a representative sample of the (Protes-
tant) English speaking wage-earners in Montreal, since the
problem of the french Canadian worker was to be the subject
of a later investigation. Names and addresses of employees
laid off in the past year were obtuired through the personnel
managers of several firas, and thes= individuals were traced
and interviewed. This method, although productive of re-
sults, had to be discoitinued after awnhile mainly because
it gave access to a "sample group" which came alnost en-
tirely from two or three particular firms as the necessary
co~-operation from smaller firms was not fortncoming. In
addition, the excessive mobiiity of the unemployed in
wontreal added to the difficulties of tiiis method, and
more than 60 per cent of the addresses obtained were out
of date. It was then decided t> supplement this "sample"
by a group to be taken from the files of the Protestant
Employment pureau. +the files were taken at random and
from these were selected only men between the ages of 20
and 45 whose record showed thea to have been fairly regu=-
larly employed in the past. Eighty-seven of such men wesre
personally interviewed which brought the total number of
the group up to 125.

Since. then, the transactions in the labour market

have been observed from the deamand side, and the "sample

gcoup" has necessarily remained small. The evidence thus
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obtained, cannot be said to apply to any nore than this
specific group, but it has proved to be very interesting.
It is hoped that in telling of the difficulties and suc-
cess of tuis group in particular, it may throw some light
on the gensral problems faced by workers in their search
for employmelnt.

BZven though the number interviewed was relativaely
smell, the "sample" inciudes worksrs distriobuted in
different gfoups of inducstries and r:zpresents a variety
of trades. When classed by their“usual oecupation”(the
one at wnhich they had worked longest in the ten ysar
period preceding the interview), sixteen, or 13 per cent*
are in the clerical group, the majority of thea having
been in the employ of the railways as rscord clerks,
tinekeepers, or despatchers. Only rine, or 7 per cent
are in the commercial group, almost all of these having
been employed as salssmen, shop assistants or canvassars,
The majority of the workers interviewed are in the skilled
or semi-skilled classificution with forty-nine, or 3J per
cent having oeen employed on some skilled operation while
forty-four, or 35 per cent had performed seani-skilled work.
The nunber of unskilled workers was kept down to a mini-
mum, only seven having found their way into the group,
since such labourers, particularly in lilontreal, present

a separate problem that requires individual study.

* Because of the swnall "sample", percentages have been
calculated throughout, correct to the nearest integer.
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Table l.--Group interviewed, classified by skill of
their "usual" occupation.

Age Groups |Cler-| Commer-] SKilled| Semi- To- ] Total
Years ical cial skilled! skilled] No. p.cC.
20-24 4 4 1l 8 3 20{ 16.
25-29 5 2 14 15 2 381 30.
30=34 2 - 12 9 - 23| 19.
35=-39 3 1 7 6 1 18] 1l4.
40-44 1 1 12 6 1 21 17.
45 and 1 1 3 - - 5 4,
over
Total Nod 16 9 49 44 7 125
All ages %| 15. 7. 38. 35, O 100,

This status-skill classification made is an arbitrary
one and the method explains, in part, some of the peculia-
rities it reflects. It is based on the statement of the
individual interviewed as to the normal duration of the
period of learning, his length of time at the operation,
and whether or not he had served a period of apprentice-
ship. This information was compared with an estimated
classification of the occupations listed in the census
into skill groups. The arbitrary definitions by which
we were guided classed an operation as skilled, when
the period of learning was from six months to two years
or more, and which required apprenticeship or training;
as semi-skilled, when the period of learning was up to
six months, whers the work was that of machine tending
or routine work; and as unskilled,when the job could be
learned in a few days or required no tuition--mainly
hwiici.. workers who coald be easily replaced. The clerical
and commercial classifications did not present the sams

difficulties of definition.
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It was also decided to follow the principle of class-
ing the individusl according to the job he was performing
rather than what his training or experience had been on
previous jobs. The classification reflects, then, the
type of work on which the men were employed, rather than
what they were capable of doing. The difficulties in-
volved in the decisions explain, in part, the predomin-
ance of skilled men in the group. In comnstruction, for
example, the individual was apt to portray himself as
a skilled carpsunter, bricklayer, steamfitter or painter,
after having been at the trade for a period, particularly
after having worked at tradesmen's wazes on one or two
Jobs. This criterion of wgges paid on the job was the
basis of final decision when all the other definitions
stiil left a particular individual or job in doabt.

A glance at the table of workers intervisewed accord-
ing to their usual occupation will show that the collect-
ive histories of their experience cover a wide field of
search and endeavour as they represent at least fifty-
one different occupations. The total nuunber of male
wage-earners pursuing these occupations in Montreal,
1931, was 148,144 ox 71.6 per cent of the total male
wage-garners, excliding managers, professionals and
officials. This figure may seem to be unduly nigh but
it is brougnt up to its large proportions by the inclu-
sion of three lurge groups, "Lavourers", "Salesmen",
and "Clerical" which alone comprise 38.9 per cent of all

male wage-~sarners in ilontreal. These three groups are



GroJuped by aggregate time lost.

Table 2.--summary of tablefl) showing the amount and duration Of unemploy-
ment among the wage-earners in the occupations covered by the "sample group".
(llale wage-earners Montreal 1930-31) .#

%}) See table 5 at end of chapter.
De Be S. Bulletin #o. IX of Unemployment (Llain Cities) series,

Agegregate Number Number Number Number Per Cent Weeks of Average
Time Lost of in of Wage- | Losing of Unemploy- Wks. Lost
Weeks. Occupations. | Sample. | BEarners. | Some Total. ment. by Those
O0Q's. Time. P. C. No. Losing
Time.
50 or more 11 51 116, 315 62,218 535 1,550, 388 24 .9
20 & less
than =0 4 6 10,157 4,749 46 .8 105,015 22.1
10 & less
than 20 7 12 9,006 4,232 47.0 03,766 22.2
b & less - :
than 10 6 8 4,830 2,117 43.8 44,691 21l.1
1l & less -
than 5 16 54 6,998 1,924 27 .5 40, 049 20.8
Less than
one 7 9 836 250 29 .9 4,484 17.9
Unclassis=
fied 5
ITotal 51 1£5 148,144 75,490 | 51.0 1,838,393 | 24.4

LT
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included since they also comprise 23 per cent of those
interviewed in the sample snguiry.

It is interesting to note the relative amount and
daration of unemployment of these different occupations,
and they are shown in the table at the end of the chapter.
Over 40 per cent of the men interviswed are in occupations
which suffered the greatest amount of lost time--group (a).
Of the twelve occupations which contributed 30,000 weeks
or mors to the total volume of unemployment in Montrsal,
eleven are represented in the "sample". The twelfth, th.t
of longshore workers, stavedores, ete. was not covered
since this occupation had already been made the subject of
a special study*. At the same time, nine of the men
interviewed represented seven different occupations, each
of which hud contributed less than 1,000 weeks to the
total volume of unemployment. In this manner, the "sample"
includes representatives both of those occupations whicha
suffered most heavily from uanemployment and those which
were relatively free from it. The "weight" of the "sample
group", also, is definitely towards those occupations
"contributing” most heavily to the problem.

aggregate lost time, however, does not reflect per-
sonal liability to unemployaent in the different occupa-
tions, since this total is also a function of the number
0f wagee-earnsrs. To evaluate the extent of unemployment

as between different occupations, it is necessary to look

* Bowker, BE. E.: Unemployment among Dock Labourers
in Montreal. (McGill thesis, 1933).
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to the percentage of the total losing time and the number
of wesks lost by thoss losing time. Wost susceptible to
unemployment sare brick and stone masons, 83 per cent of
whom reported they had lost some time 1930-31; next in
line are plasterers and lathers with 82 per cent report-
ing some uneanployment. At the other end of the scale
i. e. least susceptible to unemployment are police,
detectives, 8 per cent of whom reported someftime-loss“,
followed by janitors and sextons with 15 per cent |
losing time and "Clerical" with 17 per cent.

The duration of unemployment i. e. average number
of weeks lost by those losing time, also varied as between
occupations. Structural iron workers ahd steel erectors
suffered heavily by this standard, losing as many weeks (27)
on the average as did labourers. Brick and stone masons,
plasterers and lathers, roofers and slaters, and cigar
makers also lost 25 weeks or more on an average. Linemen
and cablemen on the other hand, lost only 14.5 weeks on
an average and railway conductors lost only 14.7 weseks.

In the total fifty-one occupations represented, 51
per cent of the worlzers lost some time and these lost an
average of 24.4 weeks as compared with 44.6 per cent of
the total male wage-earners who lost time (Montreal,1930-31)

on an average, 25.7 weeks.

On the basis of these figures, it may be claimed that
not only are the occupations included in the "sample"
representative of those pursued by the male wage~sarners

in fontreal, out that the extent and duration of unemployment
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among these occupations are also representative (in the
sense of including both those most subject and those least
subject to unemployment). In addition, the "sample" also
gives a reasonable "weight" to those occupatiohs in which
unemployment in the aggregéte is greatest.

The fact that a large part of the "sample" came from
the Protestant Employment Bureau, precludes the possi-
bility of discussing their success or failure in re-adjust-
ment, sinece in the group so chosen are included men who
have as yet not found jobs. It is possible, however, to
discuss their present position in relation to their pre-
vious employment experience and methods of adjustment,
and in this wsy to throw light on some of the methods
of resecuring employment and the difficulties involved
both in the past and present.

For this purpose, altihough the men were asked for
their employment experience since leaving school, special
attention was given to the details of their experiences
in the two periods 1926-29, and 1930 to the present.
Whereas their experiences up to 1926 is to serve soms-
what as a background, the contrast, if any, is to be
found in a comparison of the "representative periods"
(1926-29, one of relative prosperity and increasing

"gmployment opportunity"; 1930-32, one of depression and
increasing unemployment).

In this manner, the analysis of the evidence obtained
is designed to disclose the problem of adjustment, to-day,

of the individual who has shown himself to have been capable
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o adjustiiz himsell in the past. It is admitted that
the histories of this group are not as representutive
a8 those of a sample taken at random from men who lost
their jobs a year ago and as & result it is not possible
to make a study of their success since that time. The
value of this material lies in a comparison of the ex-
periences of these men during the "representutive periods",
in order to overcome the objection that some of the men
were chosen even though they were known to be unemployed
at the time of interview. Their experiences are still
valuable insofar as they give evidence of the adjustments
that are continunally being made and the different methods
and costs of such adjustments under different conditions
of "employment opportunity”.

One further change has been made from the originsal
plan of work. It was planned that those interviewed Dbe
married men between the ages of twenty and forty-five.
This was dictated by & desire to narrow the group down
as much as possible to those who would be most likely
to be actively and seriously engaged in the search for
employment and those who would not present too seriously
the additional problem of the age handicap. Thre con-
sider«tion of marital status was therefore changed to
cover "persons havfing dependants", since it was con-
sidered that the efforts of an unmarried man who had
dependants and who was the main support of a family
were comparable to those of a wmarried man. Y'he group

includes twenty-five such single men, and an analysis
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0f their present positinr shows their efforts to have
been as successful as Lk: remaining hundred who came in
under the briginal plan. 1n addition, five of the men
interviewed were outside the age 1limit, being forty-five
or over, yet it was decided to include them in the group,
since the manner in which their experiences will be
analyzed and included will be such as not to allow their
age in any way to alter the general conclusions arrived
at; rather, possibly, to substantiate them.

This method of analysis follows not only from the
method of selecting the "sampie" and the characteristics
which have already been indicated, but also from the size
of the "sample" itself. Although the most recent experiences
and the present status of the workers interviewed does
to some extent reflect the difficulty involved in finding
new employment, a brighter light is thrown on the methods
of adjustment by the observation of the sum total of their
experiences. Their present position, however, is not to
be disregarded and is in itself a criterion of the employ-

ment situation at the time.

Table 5.-~Group interviewed, according to age groups,
merital status and employment at time of interview.

lige Broups Maritul 8tatus | Bmp- nemp- |ln Busi-| Total
Years M. S loyed [Joyed ness
b0 -24 7 13 3 L5. 07 5. |- |- 20 [6.
D5-29 2" 11 7 ﬁe. 28 fa. |3 | 8. 38 [3C,
5034 23 - 1|4, 22 B6. |e |- 25 9.
3539 18 - 2 L1, 14 8. |2 Q1. 18 [14.
40 -44 20 1 5 g4. 15 f711. {1 | 5. 21 [17.
45 al’ld pvear 5 - 5 60. 2 400 - - 5 40
Potal all | 100 o5 | 21 7. |98 e. |6 | 5. |125 [100.
ages. U .
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Table 3 shows that only twenty-one or 17 per cent
of the group were in any way employed at the time of
interview. Not all of these are working full time,
several having to apply occasionally for relief even
though they are considered as employed. Their income
was considerably reduced through short-time and wage-
cutc. Of the ninety-eight listed as unemployed *
at the time of interview, there are several who were
laid off only temporarily and who consider that they
still have a job as they would be re-employed as soon
as things "picked up", or in some cases, as soon as
the plant re-opened. However, the period of lay-off
had dragged out long enough to force us to consider
them as unemployed. An arbitrary distinction was
made between those who are on short time (classed as
employed) and those who were suprnosedly only tempor-
arily laid off (who are classed as unemployed).

The age distribution of those who were success-
ful in obtaining jobs does not reflect very much; except
possibly that of the group interviewed, the older men,
(forty and over) were relatively more fortunate in
obtaining work. The figures for the total group are
also too small to suggest anything about the relative
success of the different ekill groups, although a cur-
sory glahce tells us that no particular group had

markedly more success than any other.
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Table 4.--3kill classification of men employed at
time of interview.

Skill Groups. w0 Interviewed smployed rercent of
total
Clerical 16 3 19.
Commercial 9 3 e
Skilled 49 7 14.
Semi-Skilled 44 7 16.
Unskilled 7 1 14.
Total 125 21 17.

The distribution of the six whe had "gone into busi-
ness" can hardly be held to reflect amnything more than fthe
fact that 5 per cent of the group tried this method of
overcoming the lcss of income incidental to a period of
unemployment. In point of fact, only one of the six was
proving successful in his new venture--a young unmarried
railway clerk of twenty-eight who had gone intd the
cartage businese and wko admitiedly wae doing well only
because of the patronage of family and friends. Of the
remainder, four were trying to capitalize on their train-
ing: one had opened a shoe repair shop, another had
begun electrical contracting, and a third tried to do
contrzet work in painting and decorating. None of these
were able to eke out an existence and they were all on
relief. The lact one, & lineman (of 38), had invested
311 his savings in a emall confectionery store and was
barely "taking in" encugh to pay for his rent and heat:

he. too. had to depend on relief authorities or relatives
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for his daily needs.

The present status of the group, however, is admittedly
unreprecentative and it is necessary to turn to an analyeis
of their total experiences with special reference to the
particular periods to be compared. This is undertaken in

the chapters that follow.



Table b.--Amount and duration Of

Grouped by aggregate time lost.

inemployment among the wage-earners in
the occupations covered by the "sample group".(Male wage-earners Montreal 1930-31) .

(1) (2) (3) (4) (&) (6) 7) (8)
Occupation Humber Numbexr of Number Per Cent Wke. of Average Dura-
and"Time-Losgg" in Sample.| Wage- Losing of Total.| Unemploy- Wke. lost] tion
in Thousands .- Farners. Some ment . by those of

of Veeks. Time. Losing Unemp+

P, C. NO . Time. Order ,

(2)30 or more
Brick and
8tone masons. 1 1,567 1,296 82.71 32,904 25.29 4
Carpenters. 4 9,594 6,06 72.52 154,178 22 .53 19
Painters, deco-
raters and . -

glaziers. 4 5,283 3,762 71 .21 87,663 23 .30 10
Labourers (¥). 5 47,492 35, 38Y 70 .3C 914,253 27 «38 2
Plumbers,

steanfitters, - :
gasfitters. 6 2,419 1,503 62.13 33,432 22 .24 21
Tailors. 1 2,b29 1,571 62.1%2 36,289 23.10 12
lfachinistes. 5 4,342 2,286 B2.65 43,744 1v.14 40
Iiechanics,
N. €. S. 3 4,33 1,983 45.14 42,128 2l .24 27

(#) And unsizilled workers

(not agricultural,

mining, or logging).

#F D. B. S. Bulletin No. 1 of Unemployment (llain Cities) gseries.
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Table b.--Amount and duration o: unemployment auong the wage-earners in the
occupations covered by the "sample group". (llale wage-earners lLlontreal 1930-31).

Grouped by aggregate time lost.

(continued).

(1) T (2) (3) (4) (5) (¢) (7) (8)
: No. No. No. Y. C. No. No.
(a) continued.
Truck drivers. 1 5,416 2,582 43.98 49,865 20.93 31
Salesmen, 7 13,608 3,757 27 .61 83, 709 22 .28 20
Clerical. 16 19,872 3,383 17.03 72,223 21.95 26
(b) 20 and less than 30
Plasterere and lathers. 2 1,:05 960 82 .16 25,008 25 426 5
Teamsters, draymen, and
carriage drivers. 1 2,600 1,263 47 413 28,708 2273 15
Electricians and wireuen. 2 2,990 1,332 44 .55 25,132 18.86 42
Chauffeurs, bus drivers. 1 3,c82 1,164 35 .47 26,167 22 .48 17
(c) 10 and less than 20
Moulders, coremakers, casterg 2 761 554 72.79 13,543 24,45 8
Boiler-~makers, platers,
riveters. 3 750 517 68.53 11,047 21 .37 24
Sheet metal workers and
tinsmiths. 2 921 590 64 .06 11,953 20.26 >4
Bl=ckemiths, hammermen,
.torgemen. 1 1,020 568 55.69 12,978 22.85 14

43



Teble 5.--Amoun? and duration of unemployment among the wage-earners in the
occupations covered by the "sample group". (Male wage-earners llontreal 1930-31).
(continued).
Grouped by aggregate time lost.

(1) (2] (3) (4) (5] (€) 17) (8]
No. KO No. P. C. oo No.
(e¢) continued.,
Cooks. 1 1,776 688 38.74 15,822 23 .00 13
Delivery-men, drivers, n.s. 1 1,478 533 36 .06 11,820 22 .18 28
Waiters, dining car stewards. 2 2,308 782 33.97 16,603 21.23 28
(d) 5 and less than 10.
Cigar makers. 1 330 250 7"5.76 6,269 25.08 6
Stone cutters and dressers. 1 513 321 62 .57 5,983 18.64 43
Cutters (Textile goods and
wearing apparel). 1 788 464 58,87 9,962 21.47 23
Brakemen (railway transport). 1 70¢ 339 47 .81 6,416 18.92 41
Compositors, printers, n. s. 3 1,435 474 33 .03 9,412 19.86 35
Seamen, sailors, deckhands. 1 1,065 £69 25.50 6,649 24 .72 7
(e) one and less than 5
Structural iron workers,
steel erectors. 4 146 109 74 .66 3,021 27 .71 1
Roofers (not metal) and
slaters, 1 145 105 72 .42 2,668 25.41 3

83



Table §.--Amount and duration of unemploym@ent among the wage-earners 1ln the
occupations covered by the "sample group". (Male wage-earners Montreal 1930-31).
(continued).
Grouped by aggregate time lost.

(1) (2) (Z) (4) (£) (6) (7] (8)
No. No. No. P. C. No. No.
(e) continued.
Policshers and bufferes. 1 179 118 65.92 2,521 21.36 25b
Other (Rubber products). 1 132 81 61 .36 1,833 22.63 16
Wood machinists. 1 138 84 60 .87 1,730 20 .60 33
Engineering officers. 1 167 101 60.48 2,336 23 .13 11
Apprentices (Metal products)d 3 369 219 59.35 4,530 20.68 38
Tool makers, die cutters
and sinkers. 2 154 71 46 .10 1,103 15.54 48
Instrument and appliance
assemblers and repairers
( Blectrical apparatus). 4 167 73 42 .71 1,422 19.48 38
Locomotive firemen. 2 359 153 42 .63 3,424 22 .38 18
Pressmen and plate-printers. 1 254 100 39.37 1,967 19.6%7 36
Linemen and cablemen. 6 252 95 37.70 1,374 14.46 51
Switchmen, signalmen,
flagmen (Railway). 2 267 83 31.09 1,309 15,77 417
Sales agents, canvassers,
denmonctrators. 2 807 1556 19.21 3,382 21.11 30

63



Table H.--Amount and duration Of unemployment among the wage-earners in the
occupations covered by the "sample group". (Male wage-earnere Montreal 1930-31).

Grouned by aggregcate time lost,

(continued).

(1) (2) (%) (4) (5) (6) (7) (8)
NO. DIO.‘ :NO. Po Co I\IOQ NO.
(e) continued.
Janitors, sextons. 1 1l,5bh%2 227 14.63 4,812 21 .20 29
Pclice, detectives. 2 1,910 150 7.65 2,617 17.45 44
(f) Less than one.
Curriers, leather dressers
and finishers. 1 6l 37 60.66 890 24 .06 9
Pursers, stewards. 2 68 33 48 .bd 647 19.61 ¥
llachine operatdves{Pulp and
paper). 1 21 10 47 .62 172 17.20C 45
Paint and warnish wmakers, 2 60 20 35.50 505 15.25 49
Inspectors, testers
(Blectrical anparatus). 1 132 41 | 31.06 66 8 16.29 46
Baggagemen, expressmen. 1 170 44 25.68 846 19.23 39
Railway conductors. 1 324 65 20.06 956 14.71 50
Unclassified. 5
Total--All Oc¢cupations. 125 75,490 50.96 | 1,838,393 24 .25

148,144

0g



Chapter III--Losing and Leaving Jobs,

31

This chapter is concerned with the measurement of

labour mobility generally.

Its objects are to establish

causal relationships between the age distribution and

skill-status of the group, and the total movements, as

well as to observe the influence of general business
conditions on these movements. Hence the analysis of
these movementis is made imperson®lly. ILater chapters
deal with personal characteristics as such. The personal
agpect is sacrificed initially only in order to secure
csome generalizations on emnloyment experience.
In the analysis of losing and leaving jobs, this
method calls for an examination of the total terminations
and the factors that

of employment, the reasons given,

influence these movements.

"able 6.--Reasons given for terminations of employment.

Reasons given 1921-26 1926-29 1930-32 1921-32

Fo.)PeC. |LOejP.C. | HoeP.C. | NO. P.C.

Discharged. 14 4. 7 SR 3 2. 24 4,

Laid off. 56| 18. 47| 33.| 127 86. | 230} 38.

Voluntary. 243 | 78. 89| 62. 18} 12. | 360 | 58.
Total All

Reacons 313]100. |143|100. | 148|100, | 604}100.
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Yable 6 portrayes the total movements of the gfoup with
particular reference to the reasons given for the termina-
tions. These terminations embody the total mobility (occu-
pational, industrial and geographic) of the group, and are
further subdivided in table 7 which shows the extent of these
movements relative to the age at the time of termination.
This table indicates the greater frequency of movement in
the younger zge groups when the individual is first becoming
accustomed to working and is endeavouring to adjust himself
to the trade or type of job into which he can best fit. 7Thus
over 65 per cent of the total movements are seen to have
taken plcce while the men concerned were under twenty-five

yeare of age.

Table 7.--Llethods of termination of employment
relative to zage at time of termination.

Age groups | Jiscnarged| Laid off Joluntary Total

Years, 0. |F. Co L0.|Fe Co .0.]P. C. do. P C
Under 20 15 64 . 19 8. 104 38 . 168 28.
20-24 6 24 . 75 35 e 91 20 172 28 .
25-29 1 4. 49| 21. 63 18. 113 19.
30-34 1 4. 38 17. 54 10. 73 12.
2b=-39 1 4. 33 14, 25 7. 59 10.
40-44 - - 10 4, 2 1. 12 2.
45 and over - - 6 e 1 - 7 1.
Total all

ages., 241 100. 2501 100. ob0| 100, 604 | 100.
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This must not be strictly interpreted to show the
extent of adjustments and the dectease of movements with
increasing age, as it must be remembered that the method
of calculation which takes into consideration the total
movements of the group gives an undue "weight" to the
younger age groups. At one time or other, every indivi-
dual interviewed was under 20 and his experiences at the
time are included. In the same way, the 20-24 age group
includes the histories of 100 per cent of those interviewed
while the 25-29 age gsroup only includes 84 per cent, and

30-34 includes b4 per cent etc,

Table 8.--Prequency of employment terminations
"weighted" by emplojyrent records included.

Age groups Number of Emplo;yment Employment Rate
Years Percons records Terminations of
Interviewed Included Included Termination
A. B. c. ¢/B
Under 20 - 125 168 134
20-24 20 1256 172 138
26=-29 38 105 113 108
30=-34 23 67 73 109
35=39 18 44 59 134
40 and over 26 26 19 73
fotal 1256 604

Bven after due allowance is made, nowever, and the
proper "weight" given to each age group, the decrease in
the number of terminations with increasing age is still

evident (although not gquite as marked). This calculation



o4
also reflects one peculiarity and that is the increasing
proportion of terminations in the age group 35-39, up to
a percentagé figure equal to that of the under 20 age
group. Tnis may be due to any one of several factors,
or someé combination of these. First, the exceptionally
low percentage figure in the next succeeding group (40-44)
suggeste the possibility of the intentional misquoting
of age at which the job was lost and that some of the
men, claiming to have lost their job while between the
agee 0f thirty-five and thirty-nine, may have actually
been over forty but were loath to =ay so. The extent to
which this would be true must not be exaggerated, however,
-gince the men were asiked for trne date they left the job,
and not their age at the time o¢f terminatios. Their age
was obtained in an earlier section of the questionnaire,
and the age at termination is calculated on that basis.
The poseibility of error here was kept at a minimum as
during the interview care was taken to check the nupber
of jobs and the length of time on each to fit in with
dates given -nd the other time-factors included. The
intentional misquoting oi age at the time of interview
would, on the basis of our calculation, tend to shift all
the movements by that individual into different age
groups with a eomewrat balancing effect all along the line.
The necessary re-distribution for any such correction
would not alter the figures enouvgh to change the picture.
This leads us to the second possisle explanation of this

peculiarity. It is a more subtle one, and is a train of
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thought sug;,ested by the observations of Lubin(l) in an
analysie of his material. He observed tuat "the aze of
the worker appears to be a significznt factor in affect-
ing the ease with which labour is re-absorbed. As com=-
pared with the younger workers, relatively fewer of those
over forty-five years oi age were able to secure new
exployment."(2) At the same time, his data shows "that
a greater proportion of those in the age group 36-40
found employment thai. did those of any other group".(3)
How far this fact may contribute to an increzesed mobility
in the 35-3%9 age group is difficult to say. On the one
hand, there is tune danger of not being able to find a
job immediately or of not fitting into the new job, with
the ominous spectre of the hiring age-limit drawing closer.
On the other hand, there is the feeling that the age at
which adjustrent is at all possible and the one at which
there is the greatest chance of success is at hand, and
that once the forty mark is pacssed, the possibility of
change decreases--after forty-five, very rapidly. It
ie a time at wrich a man can survey; his position and
dedide whether he is going to take advzntage of this
last chance to make a change (and it may result in his

doing o).

(1) Clague and Couper, too, found that in New Hawen,
the men 40-44 "made the best record of any group"--

and that "the handicap to workers over 45 is equally
apparent". Op. cit. p. 327

R. J. Myers--" it seems safe to conclude from these

indications that men from 35-39 were decidedly more

successful than the others in making re-adjustments

after losing &heir trade™. Op. cit. p. 488.

(2) Lubin, op. cit., p.18.

(3) Lubiv, op. cit., p.1%.
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RELATIVE TO AGE OF WORKER AND TO TIME OF TERMINATION

AGE GROULPS

(NEER 20 AN

NARRRRN W\

20 - 24 N\ '

25 - 29

30 - 34

a3 — 39

AO ano OVER
1 ! ! l 1 )
0% 20°% A0 % 60 % 80% 100%

C \

LAID OFF N LEFT VOLUNTARILY [ DISCHARGED

PERIODS

BEFORE 1926

1926 - 1929

1929 - 1932

1 e j
0% 20% 40°% 60% 80%




56

Undoubtedly, the moet potent factors in the case
are conditions and opportunities for employment at the
time (which will be discussed later). Althourh these
affect all groups both in the decision of industry to
dispense with them (by lay-offs) or to offer =zdditional
and alternative opportunities (resulting in voluntary
terninations and, incidentally, discharges), it is
evident that the different age groups are affected to
a different degree (if not in manner). This is confirmed
by comparing the experiences at the different ages as
shown in chart II.

It shows clearly that in the youngest age group,
the proportion of terminations attr}butgd to lay-offs
is emallest. In this group too, is?izg highest percentage
for discharges, and a predominant importance of volun-
tary terminztio:ns as a wetnod of adjustment. It is
also obvious that the percentage of terminatione attri-
buted to voluntary separations decrease with increasing
age until, in lhe age group 30-24, the majority of term-
inations are attributed to lay-oiis, aad at 40 and over,
80 per cent of the terminations are through lay-offs.
At the. same time, the importance of thies latter reason,
although slowly increasing, is kept in check somewhat,
until the age of forty is reached, when it jumps suddenly
some 25 per cent. All this may suggest that the method
of adjustment through voluntary separation is kept and
made use of until the last opportunity, and further
suggests the possibility that the additional impetus of
the "last chance" may, in part, be responsible for the

peculiarity observed in the movements in the ages between
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thirty-five and tnirty-nine. Above all, our observa-
tione on the number of terminations relative to age
groups, does tend to verify Lubin's conclusion (if such
movements are to be interpreted as being motivated by
probability of success), as over 20 per cent of the
"sample" were forty or over and these were responsible
for less than 4 per cent oi the total terminations for
all causes, Moreover, more than 84 per cent of the
terminations in this group were because of lay-off.

The gquestion of "employment opportunity" has been
suggested as being the most potent factor in influencing
movements and hence the number of terminations. We
turn now to a comparison of the "representative periods"
in search for scre such evidence.

The period up to 1¢<6 varies in duration, depending
upon the age of the group and the age at which they first
entered the lobour market. It is best suited as a com=-
parative bac.grouind since it is a period of gradual re-
covery from the war and includes the €light recession
which occured in 1924. The histories for tnis period
show the greatest number, if not the greatest proportion
of cessations to have been by discharge, a fact which
may be connected with the age distribution of the group
2t the time. This is verified by table 7 which shows
64 per cent of the discharged as being individuals under
twenty years of age. The total number of voluntary
terminations for the period, may also appear comparatively

large, but this too, may be attributed, in part, to the
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slightly lower average age of the group at the time.

The reasons given for movements during this period
were not confined to better opportunities elsewhere,
dissatisfaction with exieting positions, or to discharges(for
cause). Lay-ofie aleo played an important part. It
suggests that the men had to be prepared not only to také
advantage of chances for improvement, but to adjust them-
selves to conditions which left them without work whether
oecause of seasonal slackness, bankruptcy, technological
displacement, or the completion of the job.(l) This
background of the period previous to 1926 reilects a con-
tinual adjustment by this group (measured on an average
by the loss of three jobs by each) witn the greztest pro-
portion of terminations being voluntary, although the
danger of heing dieplaced for reasone found in the gen-
eral condition of trade is an ever present one.

The movements during the period 1926-29, a period
of increasing activity and“employment opportunity:'por-
trays a somewnst similar although more definite picture.
It suggests at least one cu-iuge per individual over the
four year period. The majority of the terminations again,
are voluntary; and since the average age of the group
ie somewhat higher, the roving tendency of the younger
group can be said to play a less important part in the
number of voluntary terminations in this period than in
the previous one. <The attraction of the increasing number

of jobe and the ease of obtaining another (if not a bebter)

(1) No doubt some of the laye.offs durlng this period can also_be
directly attributed to the recesslon in business generally which
occured in 19c4.
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position is recognized as a characteristic of a period
of increasing employment and higher prices and was, no
doubt, the main contributor to the number of changes. (1)

At the came time, one third of the terminations even

tions (if we are to accept the reasons submitted by those
interviewed(2)). Part of this, no doubt, can be attri-
buted to the seasonal nature of activity in ilontreal,

and the tendency for an individual to take advantage of
a temporary lay-off period to look for another job. It
is aleo true, nowever, that even during a boom period

ag in 1¢t26-29, there were lay=-ofifs hecause of business
failures, coapleted jobs, and technological displacement
(as well =ss seasonal slackness) which were continually
making it nececsary Zor some worxers to find other jobs
and to make eome zdjustmennt to conditions over which they
had no control. This fzctor of the continual flux of
industry even wunen coniitione as a whole are improving,
and the attendant necessity for individuals to find new
jobs because of industrial czusee, are apt to be mini-
mized during a prosperity period because of the relative

abundance of jobs and the ease of adjustment in such a

(1) "Reci;nations due to more attractive oprportunities are
symptoms of favorable industrial ccnditions, such as good

dewand for labor, creating opportunities for ilabor to advance.
This, of course, ise not saying that the joovs which workers
consider better opportunities are always in reality such and

doee not deny that there is much 1ill advieed changing, especially
among youths and girls. In the main,however, the fact that workers
have the opportunity to take positions which they consider
preferable to the jobs they have indicates a desirable social
condition". Slichter, op. cit., p.1E6-7.

(2) Allowance has been made wiere possible for those who claimed
they were 1aid off beczuse of lack of werk and who were actually

discharged for caucse.
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period (which will be dicscussed later).

The most striking picture of what goes on in the
labour market is reflected when the movements of the
1926-29 period are compared with those since 2930. 1In
the latter period, even though the number of terminations
are almost the same as those in 1926-29, the number leaving
of their own accord has sanrunk to a minute fraction, 12 per
cent of the total, as compszsred to 62 per cent in the pre-
vicus period. As was to be expected, the greatest number
of terminations was attriouted to industrial causes, and
shows that, on the average, each worker lost at least one
job during tnie period for such reasons. The inportance
of this cause jumped from 33 per cent of the total ter-
minations during 1926-29, to 86 per cent in the later
period. The effect of increasing unemployment and de-
creasing'émployment opportunity”on the number o1 discharges
and the number of voluntary terminations is also very
clearl; demonstrated in chart II.

The weeding out of the younger and less efficient
men during the process of a reduction of staff by lay-offs,
leaves a group of relatively older and more efficient men
who are more likely to stay on the job, at the same time
giving very little cause for discharge. They are apt to
be kept in check by the ever present spectre cf unemploy-
ment and the scarcity of other jobs. The low figures
for the number discharged or leaving voluntarily is, no
doubt, a product of these factors, and by contrast sug-

gests also the prevalence of such movements during periods

when jobs are plentiful.
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In sum, the analysis of the total movements of the
group enables certain definite ohservations to be made
on the factors influencing the losing and leaving of
jobs.

L. Age is definifely a factor of influence. It
affecte the number of terminations as well as the reasons
for such terminations. There is a tendency towards ex-
cescive mobility in the younger age groups as shown in
the large numuber and high percentage of voluntary termina-
tions, which also contribute to the relatively high rafte
of diecharge. This decreases with increasing age as the
individual becomes accustorzed to work and fits himself
more satisfactorily into the type of job for which nhe is
suited. With this decreace in the total number of termina-
tions, the leaving of jobe decreases in importance and
the lcosing of jobs makes up a greater proportion of the
total moverents,

2. The frequenc; witn wrich jobs are lost and left
ie closely connected with the‘%mployment opportunities”
available., There is always a process of adjustment going
on, made necessary by tie continual change in economic
trends and industrial structure whicir force individuals
to make changes. This necessity is somewhat obscured in
a period of increasing %mployment opportunitywe.g. 1926-29,
hut the evidence shows that not all the terminations in
this period were voluntary. The normal process of ad just=-
ment is best illustrated by comparing the experiences of
the group during 1¢26-29 with their experience since 1930~-

A . » o
a period of decreasing employgent opportunity. This
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comparison exaggerates, but nevertheless reveals the
"normal"™ forces at work, as does the "background" pre-
vious to 1926, with the qualifications which have been

discucssed.



Chapter IV--Pinding a Job.
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The discussion in the preceding chapter of the number

of jobs lost and left by the men in the group during the

periods observed, suggests that

re-adjustment was met with some
those interviewed. Briefly, if
been terminated, and twenty-one

the time of interview, then the

the problem of continual
fair degree of success by
as many as 604 jobs had

men were still working at

group must have obtained

employment at 625 jobs (on the average of five jobs per

man) between 1921 and 1932.

Table 9.--Methods of obtzining jobs, relative to
period in whicn Job was obtained.
1921-26 1926-29 1530-32 | 1921-52

Methods Hd0e P.C. Fo. |P.C. Jo. [P.C. No. F.C.
Personal search. 167 | 42. 70 | 44. 19 | 27. 256 | 41.
Recommendation of
friends or rela-

tivif. 124 | 32. 38| 24 . 30 | 42. 192 | 31.
Former employer. 65 | 16. 33| 20. 15 | 21. 113} 18.
Newspaper advs. 22 6 e 14 9. 1 1. 37 6
Bureaus 4 1. 2 1. 6 8. 12 Ze
All other methods. 11 S 3 2. 1 1. 15 2.
Total all methods, | 393 | 10C. 160 | 10C. 72 | 10G.{ 625 | 100,

# Includes promotions, demotions,
employer and recall by employer.

re-application to former
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The methods of ovtaining these jobs are clasgified
in table 9 according to the per;od in whicn the job was
obtained. This table discloses some interesting facts
about the methods which preved succeseful in the search
for employment.

The most universal method over the whole period was
evidently that of personal search and direct application
to the prospective employer. This was the method by
which 41 per cent of the jobs were obtained. It was
closely followed by that of recommendation by friends or
relatives which helped to obtain 31 per cent of the total
jobse. The third best method, that of re-application to
the former emrloyer or re-call to the old job, or those
obtained by approach of the employer, is somewhat of a
combination of the firet and second methods and, above
all, is slightly swelled by the inclusion c¢f promotions
and demotions (particularly in the railroad where the
seniority system results in the majority of such moves
being to other Jjobs, at times even in different loca-
lities).

The value of this table, however, lies mainly in
the contrast which it shows between the relative success
of the firet two methods, particularly as éomparedwith
the small number of jobs obtained by all other methods.
Thus theiiiiin activity in thies group only resulted in
obtaining three of the 625 jobs, newspaper advertise-

ments were recponsible for only 6 per cent and bureaus

for only 2 per cent.
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It is true that this table does not reflect the
details behind such search. It does not tell whether
or not there is any regular method behing personal
search, nor to how many firms an individual had to and
did apply, nor how persiestent he must be in continually
applying tc the same firm before he finally does find
work. It does not show--what has often been the case--
that the union headquarters are in themselves a source
of information of employment conditions in different
parts.of the city which has an important effect on the
timing and direction of any personal search undertaken.
This direction may result in finding work whicn the in-
dividual attributes to his own efforts and intuition.
Neither does it suggest how many of the personal app-
lications that were successful were the direct result
of a "tip off" by a friend that a vacancy existed and
that it would be advisable to see a certain party.
Although this was found to be the case 1n very many
instances, they are not classed as resulting from the
recommendation or iniluence of friends since the
obtasning of the job depended solely on the personal
application and merit of the individual. It is sur-
prieing, therefore, what an important part 1s played
by the influence and recomwendation of friends and
relatives in obtaining jobs, as they were directly
responsible for no less than 31 per cent of the jobs
obtained. It shows the necessity of "connection" in

the task of job hunting.
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Even though it has neen suzrested that friends with
"pull™ do not count when there are no jobs to be ob-
tained, (1) it is interesting to note that although the
actual number of Jjobs obtained by this method in the
depression périod wae slightly lower than in 1926-29,
their relative importance rose from 24 per cent to 42
per cent, if their importance is calculated on the basis
of the number of jobs obtained. At the same time,
however, there is no doubt that the effectiveness of
this method has been diminished somewhat and that the
complaints made by those with experience in the field
have more than a mere foundation of truth. With the
decrease of the number of jobs to be had, there is
every evidence that this avenue of search has been
more intensely expléited and has become more important
inn the metuod of search than the results show,

The relative success of personal search during the
period of increasing "employment opportunity" and its
decrezsing importance in the later period as shown in
cnart 1lII, no dount gives evidence of this fact. 1In
this connection, toc, inote the decrease in importance
in the later period of the newspaper advertisements

as a metrod of obtaining jJobs and its being replaced

(even in its minor role) by that of employment

(1) Thie comolaint was made uy practically all of the
unsuccessful acplicants who had such influential fr;ends,
tnough those who were doubly unfortunate in not having

a job nor influential friende, claimed that nowadayes the
only way to get a job is through "pull".
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bureaus(l)--more evidence of the application for aid in

the search, during a period of relative depression.

Table 10.--Methods of obtaining jobe, relative &o
skill of job obtained.

——

etnods Clericall Cornrer-1Srilled| Semi- U= Total
clal Szilled|sgilled
NOe| PeColN0sPoColll04PC./lO0.P.CuellObPCo]li0s] P.Co
Personal search. 27} 2&5.|21} 42.|46| 37.| 118] 45.142| 47 .| z56] 4l.
Recommendation
of friends or
relatives., . 33 3b.i17| 34.118| 14.{ B86|{33.{38| 42.1192{ 3l.
7
Former employer.|l 23| Z24.| 8| 16.|45| 35.| 33]13.| 4 5.1113] 18.
Newspaper advs. 8 9.1 3 6./13} 10.] 10| 4.{ 3 3. 37 6
Bureaus. - - l 2. 5 2. 5 2. 5 50 12 20
All other
methOdSo 4: 4. - - 5 2. 8 50 - - 15 2.
Total all
methods. ¢b lOO.;5o‘1OU. 133 10c2e0 100490(10C.|685|100.
I
A

T

employer and recall by emvloyer.

"his method of dependent eearch is not indulged in

by any particular group alone, but is taken advantage of

in the search for 211 types of jobe.

At first the writer

expected to find that thie method of securing employment

would be used to a greater extent in obtaining cleriecal

Jobe than for any other type of jobs.

from the information obtained from employers who informed

This was inferred

the writer that their main source of suprly of office

Includes promotions, demotions, re-application to former

(1) This is not meant to indicate an increase in the number
of placements made by agenciec in a period of decreasing

employment.

application to aid and their relative importance because
0f the decreasing success of other methods.

It is simply inteAded to reflect an increasing
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workere wae from recomumerdsations. However, an analysis
of the experiences of the men interviewed (as rortrayed
in chart III) does not at all show a distinct tendency
in this direction, even though the greatest percentage
of clerical jobs was obtained by this method.

In fact, the obtaining of unsizilled jobs by this
group depended more than any other on the intervention
of friends or relatives. This method was responsible
for 42 per cent of the unskilled jobs. At the same time,
47 per cent of thece jobs were obtained through personal
search and application. This does not reflect, as seemns
at firet evident, that, as a rule, patronage is much
more necessary in the obtaining of an unskilled job than
for any other (although it does suggest that practically
all other methods aside from the first two mentioned are
unimportant in this group). Tnis picture is the product
of another factor already suggested~--the more intense
exploitation of "connectioans™ during a depression period.

It hzs already been pointed out that the prorortion
of jobs obtained through dependent search rose from 24
per cent 1926-29 to 42 per cent in 1930-32. At the same
time, chart IV shows that whereas in the former period
the unskilled jobs were about 17 per cent of those ob-
tained, they rose to almost 24 per cent of those obtained
in the latter period. These two facts together explain
why over 4£ per cent of the unskilled jobs were obtained
through recommendation and influence (as comparea with
B35 per cent in clerical and 34 per cent in commercial

where the highest figures were expected). It is mainly
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because a greater prorortion of the unskilled jobs were
obtained in a period of decreasing "employment opportunity"
when better jobs were relatively scarce and when the in-
fluence of friends became important in obtaining even what
little there was to be hzad.

Chart III also reflects an interesting fact about
the obtaining of skilled jobs (or the relative ability
of a skilled man to find employment). Only 14 per cent
of the skilled jobs obtained, required influence or
recommendation, the majority, 37 per cent, being obtained
through personal searci. Promotions and recall by former
employer and the offering of a job by another employer
are most important in this group, having been responsible
for 35 per cent of the szilled jobs obtained as compared

with 13 per cent of the semi-skilled jobs and k8 per cent
of all jobes obtained. In this regard, too, it must be
mentioned that whereas skilled jobs made up 23 per cent
of those obtained in the 19YR6-2¢ period, they were less
than 14 per cent of those obtained in 1930-3%2, this as
compared to 21 per cent of all jiobs obtained. It is
evident, however, that regsardless of the smaller number
of skilled jobs available for this group, and whenever
available, the influence of friends or relatives played
a relatively less irportant part in the obtaining of
these jobs than personal application and promotion.

The obtaining of semi-ezilled jobs reflect an ex-
perience similar to that of the total group, with a

glizhtly greater than averaze reliance on friends as
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well =e on personal search.

In paseing over the relative lack of importance of
other methods of obtaining jobs, fthere are a few comments
that ought to be made.

Newspaper advertisements which were responsible for
6 per cent of the Jobs obtained were divided four to one
between those inserted by employer and those by anplicamt
in search for work. Their success [if not their use)
diminished to practically nothing in 1¢30-32, while the
period of their greatest importance, (judged by percentage
of jobs obtained) was in 1926-29 when they were resronsible
for 9 per cent of the jobs. Similarly, the group which
made relatively most use of them were the skilled workers
who obtzined 10 per cent of their jobs in this manner
and the clerical workers who made use of adverticements
to obtain 9 per cent of the jobs in that group. Trade
unions were hardly of any direct use in obtaining jobs
for the group interviewed; wnile burezus are shown as
veing resporncible for 8 per cent of jobs obtained in
the depression period mainly becauce of the decrease of
the total number of jobs obtained.

A~e n2s been seen to be an important factor which,
conbined with industrial czuses, affect the rate of
turnover, the number of terminations @ecreasing with
increasing age., An analysie of the data chows that age
ig also imoortant in determining the method of search

and of obtaining jobs. Reliance upon the recommendation
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Table 11.--Liethods of obtaining jobs relative to
age at time of obtaining position.

~——

Methods Under 20| 20-24 2b=-29 30-34 55—59ﬂr40 & over
l\Oo J:'Co NO. PoC. :NO.P-C. I\TO.P.CO N‘OQPOCU IO. P.C.

Personal search{l04| 42.] 71| 41, 41| 42.; 17 230.1 21 b54. 2 18.
Recommendation
of friends or

relatives. # 95| 8.1 48] 2&5. 20] 20.117] 30.]11C 26. 2 18.
slormer employer d 29 12.| 41} 24.i 22] R23.{12| 21.| 4 10./ b 46 .
Newspaper advs., | 12 5e 5 .10y 10.1 6| 11.] & 8. 1 9.
Bureaus. 3 1. 2 l.l 3 d.| 2 4,1 1 2e 1 9.
A1l other

{nethOdSo 6 20 5 3. 2 20 2 40 - - - -

Total all

methods. 2491100, 1172 1100.{ 98 1100.156|100. (39]100.111 [100C.

# Includes promotions, demotions, re-application to former

employer and recall by employer.
of friends or relatives which has been
important as the number of jobs available begins to diminish
and which, at all times, plays an important part in ob-
taining jobs, varies also according to the age of the indi-
vidual concerned. This isg illustrated in chart V which
clearly reflects the extent of this reliance, particularly
on the first entrance to the labour marzet. Tnrein, as the
individual grows older and establishes his own connections,
learns where to apply for himself and how to "gset by" on

his experience and skill, he becomes less and less dependent

on csuch recommendation and relies more and more on his

observed to become more
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connections and experience, (i course there are always
some jobs which can be obtained only through "pull" just
as there are individuals who must always lean on someone
to help them "get by". This may explain, in part, the
importance of this method at all ages. The factor of
industrial conditions of course has not been eliminated
from this chart and is a definite influence in determin-
ing the methods and their relative success. The importance
of friends and ccnnections when looking for worx parti-
cularly when first entering the labour market is accord-
ingly all the more maried. In fact, over 50 per cent of
the first jobs obtained were directly through influence
and recommendation, while of all jobs obtained before the
age of twenty, relatives and friends were directly respon-
sible for only %8 per cent. ris dropped to 28 per cent
for the 20-24 age group and then to 20 per cent for those
between twenty-five and twenty-nine. The trend up to this
point is a derinite one. ‘“he explanation of the irregue-
lsrity that occurs irn the succeeding aze groups, no doubt
lies in the action oi some of the factors previously
sugiested which influence the success of metrods of search.
An additional peculiarity which we have observed

is the uniform resronsibility of personal search for

41-42 per cent of the jobs obtained for all early ages
until the 30-34 age group is reached when this method is
orly responeible for the obtaining of 30 per cent of the
jobs. An attempt has already been made fo segregate the

35-39 age group and to attribute some of its peculiarities
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to the fact that it marks the turning point of adaptability.
To explain any of the other peculiarities observed in re-
lation to any other factors than those already suggested
would require an investigation into the individual character-
istics of the group. It is prefersble to disregard any
such additional complications and discuss only those trends
definitely sugsrested by our evidence.

Thie method of search which relies on the influence
of friends and relatives has been the method by which over
30 per cent of all the jobs were obtained and is of greatest
importance to the younger group ( at all times). It has
been more Iully used by all groups in a depression period,
but has been least important in the obtaining of skxilled
jobs. The two former characteristics suggest an additional
difficulty encountered by the younger workers in a period
of depression, particularly by those who are looking for
their first job in the labour market. Not only are they
without experience or connections of their own, they also
find that the competition Tor the smaller auzber of jobs
available becomes m?ge acute to the extent that tne method
of search which wasioie used mainly by tneir group, is
now seirzed upon by the older woriers too, in their attemp?t
to get what little is offered (even unskilled jobs). This
ig, of courcse, only secondary to the main reacsons for the

difficulty of successful entry intc the labour market to-day.
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Appendix to Chapter IV.--Placement Work of Two Montreal

Employment Bureaus.

A report issued by W. J. Halliday, manager of the
llontreal Bureau for Office Workers(l) shows that in the
nine months previous to August 1932, i. e. during the
period immediately preceding this survey, 2,030 men and
boys registered for employment, 148 men and boys were
placed in permanent positions and 157 were placed in
temporary work by the Bureau. This placemnent work was
only part of the total work of the Bureau which, as the
report snows, included the issue of 9,065 meal tickets
and 430 fcod ordaers, the providing of 380 men with accom-
modation in private roomiang houses, the assisting of
228 men with advances for busianess purposes, telegrams,
cables, laundry, licencse fees, street car ticrets,
railway fares, passports, baggage charges, clothing,
cundry items, and the issue of Pamily Relief Orders to
146 families who were aleso given other assistance as
provided by the Emergency Unemployment Relief Fund.

The report for the week of the same date may aidso

be taken as representative of the type of work done and

(1)"A Few Items of Interest Covering Nine Monthe Operation
of Registration Bureau for Office WorkersWU--August 13, 1932.
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the placements made. It shows:

leek of

new Applications Report. To Date.
Accountants, Bookkeepers,
Stenographers, Clerks. 24 1,622
Engineers, Draughtsmen,
Architects, Surveyors. 5] 254
Salesmen, Commercial travellers. 4 223
Unclasesified. 6 104
Total 37 2,103
Placements
Offiee workers and Engineering

profescsion. 3 69
Other work 2 79
Temporary Jobs. 2 157
Total 7 308
Reported haveing secured work 10
Reported leaving city 7
Reported returning to England 3

The report adds "Many letters of introduction are
given weexzly, and men advieed vhere not to call, as well

as where to c¢=21l. In many instances thece introductions

have led to employment, but we do not consider that we
have placed a man unless our contact with the employer
is direct. PFor instance, the ten mentioned above came
in this week to report having secured work, but they
are not referred to in our placements.“

"No record is kept of men referred to selling pro-
nositions for commission only. Our experience with this
class of work has not been satisfactory. All placements

referred to above are for regular wages."
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Relief work has undoubtedly become the main function
of the Bureau. The amount of placement work reported is
evidence of the fact that it can only be incidental to
the more urgent duties of direct relief.
The report for the Protestant Employment Bureau(l)
reflects a gimilar activity. Takiang the report for week

ending March 18th 1933 as representative, we read:

sSame Week

This Week Last Year.
New registrations. 57 40
Re-registrations. 22 21
Flacemente, 57 63
ilen sent to woru. 51l 48
Men not eent to worx. Z,662 1,997
Active files. 3,713 2,025

Relief Work--as from January 1,1933.

British TForeign Total

New applications. 88 17 1056
Total z2pplicztions. 4,298 1,56¢€ 5, 864
Rations issued this week 3,583 1,317 4,900

Rations iseuwed to date. 37,116 14,289 51,405
Fuel supplied during the week, ©3,200.

Compensation zor shelter paid )
during the week. »2,093.

Here, too, it is evident that relief work is the
main activity of the Bureau, and that placement work 1is
only secondary. It is only fair to say, however, that

(1) Mimeographed Weekly Report, Protestant Employment
Bureau, lLiontreal.
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much good work has been done while working under the
handicaps the Bureau has had to shoulder. Their system
of distributing relief wouchers was developed to a high
degree of efficiency, and the staff which was recruited
from the unemployed, dispatched their duties in a very
efficient manner. The placement work of the Bureau has
been curtailed, but not altogether neglected. The 3ureau
advertises regularly, 224 at "strategic"™ times i. e. just
before moving time, spring cleaning time, "man a block"
campaigns, ete. It has taken an active part in placing
young, single men, on farms for the summer by paying
trheir fare and pzrt of their first month's wagees. 1In
addition, a regular canvass is made of all firms which,
at one time or another, have apprlied to the Bureau for
help and all others whicih night be able tc use men for
temporary work. It is on this latter point that the
Bureau might be criticized. Zven though it would like
to place men on regular jobs, the scarcity of jobs has
made this task a very difficult one and as a result the
appeal made by the Bureau is to the effect that an
employer "can get a good man there for any type of job
and for any length of time". The writer, after spending
al.oset three months at the Bureau, examining ites files,
and watching ite procedure, left with the feeling that
this appeal had been overdone; that the Bureau, in offer-
ing to furnish men for any type of job and for any length
of time, and even urging employers to find a day or two

of worxz for some of the men, had left most employers with
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the émpression tuat this was an agency for casual and
temporary workers who could be cbtained at a low price
and who were not to be considered wien a good man was
needed for a regular job. Possibly this is putting the
point too strongly, but an analysis of the placements
made by the Bureau must be the criterion of the work the
Bureau is doing.

The classificatioh of occupations in table 12 is,
with very few alterations the one in use at the Protestant
Employment Bureau. The skill classification is the same
28 the one used to claesify the "sample group". A place-
ment is termed "casual", where the duration of the job
is two days or less, (it may be as low as one hour):
"temporary"™, where the job lasts for more than two days,
up to a maximum of two months (these are largely temporary
placements with a firm, usually for the busiest part of
the season). Hence a placement in a seasonal trade is
classed as "regular" where tne Job laste for.more than
two monthe and where the worker is kept for the entire
cezson or until the job is finiched, (as in construction)
and where notice of dismissal is given to him along
with most of the remainder of the staff. This "temporary"
clacss also includes small jobs such as painting, paper-
hanging, plastering, etc. which are done for private
individuals and which come within the time limit (two
days to two monthe inclusive). A"regular" placement
is one where the job lasts for a period longer than two

monthse and where the worker apparently becomes a regular

employee of the company.



Table 12.--Clascification by occupations, skill, and period of employment

of a random sample of 408 placements of the Protestant Employment Bureau

over a period (March R3rd 1932 to March 23rd 1933) during which the total
placements numbered 2, 946.

Type of Placement
Occupations Casual Temporary Regular Tgtal
all .
(1) 1(2) [ (3) [(4) [ (B)[(6)][(1) (=) |(3)|(4a)] (E)]|(e)}[(1)](2)]| (3)] (4)]|(B)]|(6)]|Types.
Office. - 1 ol Bl 1 1 4 - - - 5 1 1 - 1 - 3 9
Ccnstruction. - - 231 19 2] 44| - - |27 7 - |34 - - 1 1 - 2 80
Building
service, - - - 1 4 s) - - 3 6 9 - - - 1 - 1 15
House service. - - -1 1011131123\ =~ - - 5 177 |18 - - - - - - 135
Factory work. - - - 4 61 10{ - - - < 4 6 - - - - - - 16
Mechanical. - - -1 11 -1 11} - - 1 2 - 3 - - - 1 - 1 15
Trades. - - 17 - -1 17 - - 1 21 - 3 - - 3| - - 3 23
Labourers. - - - -1 b7 b7 - - - - {11 (11 - - - - - - 68
Extractive. - - - - - -1 - - - - - - - - 4 9 - {13 13
Hotel and
Restaurant. - - 1 2 - Al - - 2 4 - 6 - - 2 1 1 4 13
Miscellaneous. 1 1} 171 19 - - 1 1 - 1 - - 1 21
Total. - 1 42 | 48119912901 1 4 |31 |25 |29 |90 1 2 {10 {14 1l |28 408

Key:
(1) Clerical (2) Commercial (3) Skilled (4) Semi-Skilled (5) Unskilled (6) Total all 8kills 3
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The twenty-three skilled and nineteen semi-skilled

"casual"placements under Construction are mainly of painters,
paperhangers, plasterers, plumbers, bricklayers, and
carpenters. They were employed by private individuals
in the main (a few in office buildings, and still fewer
on construction jobs) on o0dd jobhs lasting from a couple
of hours to two days. The twenty-seven skilled and seven
semni-siilled"temporary"plzcements in the same occupation,
are placements on similar jobs for the longer period, as
defined.

The 113 "casual" placements of low s<illed in house
gervice are mainly jobs as cleaner, mover, handyman, wood
chopper, furnace-man, wirdow cleaner; wnile the ten semi-
¢xi1led in this occupstion are mainly as orderly, male-
nurses and gardener.

The eleven "casual'" semi-cizilled placements in
mechanical tradese are as chauffeur, car wasner, and auto
ﬁechanic.

The fifty-seven "casual" labourers'® jJjobs are mainly
snow shovelling, ditch digsing 2nd general labour.

The seventeen "casual" placements of skilled trades-
men include sign-writers, upholsterces, a tile setter,
electricians, fitters, tinsmiths, and moulders.

The "regular™ placements in Extractive industries
are those of farm hands, and of firemen and rock drillers
in a mine which was being run on a co-operative basis.

The seventeen miscellaneous placements classed as

unekilled are mainly as donors, messengers, and sand-

wich board carriers.



61
Over 70 per cent of this sample of placements are
seen to be in "casual" jobs, and only 17 per cent are
claimed to be "regular" jobs. The bulk of the placements
are as labourers, in house service, and on construction.
That the total number of placements for the period
considered is relatively small is further shown by the

follewing table.

Table 13.~--Number of zctive files and placements per
month at the Protestant Employment Bureau 1926-19233.

Active Piles Placements Percent of Placements

Year | Average lfonthly | Year |[ilonthly to Active Files
l92§ 301 1721 191 634

1927 460 3597 300 65.2

1928 468 5423 452 96 .6

1929 422 5808 484 114.7

1930 757 5l62 430 56.8

1931 1742 4800 400 25 .0

1932 3067 3264 272 8.9

1933 2415 3017 251 7.2

# Niﬁe months only.

The years 1928-29 were the most successful for the
Bureau both ih respect of number of placements and the
percentage of placements to active files. This was mainly
due to the boom in construction that was in progress at
the time, and on many occasions the office was closed while
the manager went down to the docks to try and get enough
men to fill the vacancies that were being reported to the

Bureau. Hence the number of placements made were greater



62
than the number of men on the active files in 1929. The
numnber of placements in 1931, 1932 and 1933 did decrease
coneiderably (to almost 50 per cent of the 1929 figures)
and the percentage of placements to active files indi-
cates the extent to which this work was superseded by
the relief work. The number of active files kept in-
creasing mainly because registration at the Bureau was
compulsory for all those on relief. At the same tiue,
the number of jobs available was decreasing. It is
interesting to note however, that although the number
of placements made had decreased, they did not decrease
to anything like the csame extent as the number of vacancies
available, as indicated by the index of employment. This
suggests that the jobs obtained tnrough the Bureau made
up a.greater proportion of the total jobs obtained during
1931-33 than tney did in 1926-29. Zvidence of tnis was
also observed in the discussion of the experiences of

the"sample group'.
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Chapter V.--The Process of Adjustuent.

(a) Occupational iiobility.

The above discussion of the numher and types of
terminations and methods of re-adjustment suggests, to
a certain extent, the degree of mobility in the group
observed. It reflects a number of changes and adaptations
over the period 1921-32 without illustrating the nature
of this mobility. It gives évidence of movements that
have occurred in the course of adjustment and re-adjustment
by the group without filling in the details of the point
of departure nor the destination of each movement. As
yet, no distinction has been made (except by inference)
between the number of movements from one occupation to
another and those from one job to another (job) in the
same occupation. Attention was centered on the number
of movements and their causes, and the methods of search,
snd these were related where possible, to the age and
gkill of the individual and the conditions of industry.
It is still necessary to investigate the detalls of these
movements.

The fact that some of the jobs obtaired were skilled,
suggests that some of the movements of the group were
from unskilled and semi-skilled jobs (helpers and appren-

tices) to higher skilled and better paid jobs. Similarly,
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the fact that almost 85 per cent of the Jjobe obtained in
the depression period were unskilled while less than 6 per
cent of thoée interviewed were unskilled according to
their ‘usual occupation, points to a definite sliding back-
ward in thie latter period in the type of jobs obtained
as compared to the previous job held.

We turn now to an analysis of the data available
which reflects, in part, the extent of such occupational
movement and ite direction. To do so, it is necessary
to .ciér apain to chart IV which shows the skill of the
jobs obtained according to the period in which they were
obtained. This sugrests a movement from one skill group
to another according to the job obtained and is, in part,
evidence cf the total occupational movement of the group.

The fact that almost 40 per cent of the men inter-
viewed were classed as skilled workers (usually employed
2t skilled work) while only 21 per cent of the total jobs
obtained by the group were skilled jobs reflects, in part,
the relative stability of men working at skilled opera-
tions, (although, as has been suggested, there are other
complicating factors, particularly those of industrial
conditions). Contrasted with this is the fact that the
ma jority of jobs obtained (42 per cent) were semi-skilled
while less than 37 per cent of the men were usually em-
ployed at semi-sizilled work. This is partly due to the
higher mwobility anon; semi-ekilled woriers,

A more interesting picture, and one which has already
been suggested, is obtained when comparing the type of
jobs obtained in the two periods under observation: 1926-29

and 1930-32. Disregarding for the moment that the number
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of jobs obtained was lese than half in the later period
(a product of turnover as well as of conditions), the
ekill distribution of the jobs obtained has also changed.
The skilled Jjobe obtained have decreased the most, shrink-
ing from 23 per cent to 9 per cent of the total, while
clerical dropped from 12 per cent to 8 per cent, and csemi-
skilled remained about 38 per cent of those obtained.
The compensating gains were made in the unskilled and
commercial groups.

This relative change hae been in direct opposition
to that expected with increasing age and can only be
explained in terms of the change in industrial conditions,

Charts IV and VI give evidence of this and show:
(a) The type of jobs obtained in the younger ages and
in their first entrance to the lsbour market. (b) The
subsequent movements in the atteuwpts to adjust themselves
to what they prefer ac well as to what is available.
(¢c) These jobs (in the earlier ages) as heing predom-
inantly semi-ckilled, witi: clerical, unskilled and com-
mercial Jjobs aleo playing an important part (i the order
named) in the process of adjustment(l). (d) That as
the men grow older, their movemente are less frequent
and more definite. Thece are made up mainly of promo-
tions and advances, with setbacks to some 2nd changes
and new starts by others, Thus the skilled jobs slowly
begin to make up the largest percentage of jobs obtained

at the older ages, although the actual percentage varies

(1) Ondy a few completed their period of apprenticeship
before the age of 20 and obtained sgilled jobs.
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very little after the age of twenty-five. (e) The im-
portant influence of inductrial conditions on these
movements through the number and type of jobs available,
alding the progressive advance into skilled and better
jobs in a period of increasing"employment opportunity",
and retarding this movement as well as causing a certain
amount of eliding backward in a depression period.

It must be remembered that in neither diagram has
the influence of the other iactors been removed, which
tends to make the interpretation less clear, and to a
certain extent, arbitrary. For this reason, the character-
lstics which may be suggested, particulsrly with refer-
ence to the other skill groups and which are still less
marked, are not discussed in thie connection.

A more detailed account of such inter-skill-group
movements is given in tables 14 and 15 from which more
definite evidence may be gathered. The importance of
the different types of jobs at different stages in the
ad justment of those interviewed are shown in these tables.
The inter-skill-group movements shown are evidence of
the (high) degree of occupational mobility that does
exist. In addition, many of the movements from one semi-
ekilled job to another also involved a change of occupa-
tion although not of skill. Iven though this detail is
not included in the table, the occupational movement as

movement
reflected by that, between the groups is, with very few

exceptions and peculiarities, a fairly free one.



Evidence of occupational mobility as shown by inter-siillegvoup movements.
Table 14. L
Status-Skill of Preceding Job.
Status-Skill New(1) Clerical|Commercial|Skilled|Semi- Un=- In- Total
of Job Obtained.| Entrants. Skilled|skilled|Business|
T0.1P.C. |Fo.15.6.| Xo.lP.C. |NoJP.C.|No.P.C. |Wo.P.C.|No.[P.C.| No.|P.C.
Clerical(2). 53 35, |4l 43, 4 4, ) 3.] 10(11.}| 4 4. - - 95 { 100.
Commercial. 10 20, 7 14.| 15 50 . 5| 10.| 13|26.{ - - - - 50 | 100.
Skilled(3). - - 4 3.] & 3. |63 49.| 52{40.| 4| 3. 3 2.|130 | 100.
Semi-Skilled. 52 20. | 24 9.| 10 4, 8 3.1117145.(44 | 17.| 5 2.[260 | 100.
Uneskilled. 30 35. 7 8. 5 IR 6 7. 19]21.|19 | 21.] 4 4.] 90 | 100,
1ln Business. - - 1 6. 5 28. 71 39. 4{22.1 1 De|l = - 18 | 100.
Table 15. (1) Those obtaining their first
Status-Skill of Succeeding Job. job.
Status-Skill of | Cl.]Com. Siz.] S.Sk.| Unsk.|Bus.fTotal (2) The majority (59 per cent)
Job Terminated. P.C. of these jobs were obtained
before the age of twenty,
and 80 per cent were obtained
Clerical. 49, 84 b 29. 8. 1.]100. while under twenty-tfive years
Commercial. 9. 3b5. 9. R&3. 12. 12.]100. of age.
Skilled. 3. b5 69. 9. 6. 8.1 100. (3) Over 65 per cent of these
Semi-Skilled. 5. 6 R4. 5S4. 9. 2. 100. were obtained between the ages
Unskilled. 6. - 6. 61. ] 26. 1.} 100, of twenty and'thirty.
In Business. - - | 2b. 42Z2. 35 e - | 100.

L9
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The clerical jJobs would appear to be one of the main
means of entry into the labour market. Aside from those
WO lesve oné clerical job for another, the main source
0of supply for these pocsitions seems to be "new entrante”,
There are, of cource, £ few drifting in or returning
from attempts at other types of jobs, yet in the group
interviewed this is seen to make up only a very small
proportion (22 per cent ) of the total movements., On
the other hand, the clerical jobs are in many cases
stepping stones not only to other similer jobs, but also
to other occurations. Thus, 20 per cent oi tne termina-
tions 0f such jobs were followed by a movement to some
semi-skilled operation, as comnpared with 49 per cent
wnich were followed by other clerical jobe.

Commercial Jjobs show a eimilar generzl inward as
well as an outward movement, from and to different
occupational groups an? eizills., Here, the number of
movements involving the termination of one commercial
job which is follcwed by arother is comparatively small,
Thies may be explained by the tendency to take a selling
job only for a relatively short time during which to
look around for something better.

Avong the skilled jobs, where one would expect to
find the leact tendency towards such free movement, and
where, as expected, the majority of sucih movements are
confined to those from one skilled jJjob to another (usually
in the same trade), there does appear to‘be a "leakage"
into and out from other less skilled groups (and hence

occupations)., The firet and most important, and that
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to be expected, is the inward movement from semi-skilled
jobs. “his is no doubt in most part made up of the gradua-
tion from the semi-skilled helping and apprentice period
to that of the skilled craftsman, and hence from such
less skilled work to the higner ckilled job.

However, only g9 per cent of the skilled jobs ter-
minated are followed by other skilled jobs, the remainder
being fairly evenly distributed among the other occupa-
tions. Thus the 11 per cent of skilled jobs which were
preceded by other than skilled or semi-sixilled work,
were, no doubt, filled by the sizilled men returning to
their trade after having had to take another type of
job failing work in their own line.,

Semi-skilled jobs are seen to be stepping stones
both into and out of other occupsations. Ih some ceses,
such a job is an attraction in iteelf-<hecause of the added

income; in others, it serves as a stopgap ior a temporary
emergency. The wide range of occupations covered by this
group is the main outlet Irom most of the other groups
considered as well as a stepping stone into them. This
wide range in itself conceals a certain amount of the
occupational mobility which the writer is here attempt-
ing to disclose through the indirect method of inter-
gkill-group movements.

The movements into and out of unskilled jobs, even
to a more marked degree than those into and out of the
commercial group, reflect such jobes as being considered

temporary stopgaps and stepping stones. A third of the
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unskilled jobs were taken by those entering the labour
market for the first time, while a smaller percentage
(26 per cent) were followed by other (even if not similar)
unskilled jobs.(1)

The business ventures of this group were not confined
to the six most recent ones reierred to in an earlier
classification. There were @8ighteen such ventures with
varyjing success over the periods observed, and the un-
dertaking was preceded by a cemi-sirilled job in most casdes.
Fach marks an unsuccessful attempt to earn a sufficient
income independent oI direct activity in the labour mar-
ket--although some were profitable (but not lasting)
ventures.

The activity and movements ¢f a group of workers
are functions of the economic conditions. At any par-
ticular time a cross-section of their activity, when
compared with their usual occupation, even if the
rumber unemployed and on short time is disregarded

" to couz extent
for the moment, will reflect the"employment opportunity"”
of the time.

Thue, table 16 which ccmpzres the last job held
with the “usual occupation of the group shows that only
eleven men were employed on clerical work as compared

g : .
with sixteen who were usually’employed on such work.

(1) This is not to be viewed as being indicative of what
coes on in the unskilled labour market. It only reflects
the movements of a group of which only a small percentage
ware *usually”employed at unskilled jobs. The need for
adjustment at times led them through the unskilled labour
market, into and out of unskilled jobg, but these were
mainly as stopgap measures.
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Table 16.--Comparison of skill of job most recently
held with that of "usual occupation™.

Piret |4 Jobs — Jobe |= Last | "Usual
Skill Groups.| Job Obtained Left Job Occupation
Clerical. 33 62 84 11 16
Commercial. 10 40 43 7 9
Skilled. - 130 ) 92 38 49
Semi-Skilled. 52 208 215 45 44
Unekilled. 30 60 72 18 7
In Business, - 18 12 6 -
Total 125 518 518 125 125

llore striking than this is the fact that only thirty-eight
of the last jovs held were skilled while forty-nine men
were qualified to work on such jobs. At the same tiwue,
eighteen were doing unskilled work as compared with seven
who usually were in this lower group, and eix had turned
to businegs in their attempt to solve their problem of
unemployment, of whom, as previously mentioned, only
one had done so successfully.

The full extent of the occupational mobility of
this group is‘not reflected in the table showing the
inter-skill-group movements. True, many of the movements
included are those made in the process of what has been
referred to as "veriical mobility--the rise of able and
presumable adaptable men from lower to higher levels

in the economic strata" (l)--yet, undoubtedly a large

(1) Hlarsh, L. C.: The lfobility of Labour in Relation to
Unemployment. (Canadian rolitical Science Association Vol. III,
llay, 1931) p.1l0.
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number of such movements were made in an effort to over-

>

come unemployment and irregular employment as well as to
realize the opportunity for regular and more suitable
employment.

The details of some of the cases throw light upon
the types of individuals and of movements that are in-
cluded in the "sample group"™ and make up the z2bove total
figures.

At one end, there are the men whose total experience
in the labour market has been that of being in the employ
of only one comopany. Only in one case did this mean
on the same job--that of a pacrer and sorter who had
been on the same job for twenty-five years in a ruiober
company and who is now unemployed. Another spent all
his time (seven yearcs) as a labourer for the railway and
under the same foreman. All the other cases in this
group, however, were cnaracterized by gradual promotions
or "vertical mobility" and oftem dewotions during slack
or depression periods. Here, there are a f&w men who
have in turn been mescenger, office boy, records clerk,
and so on up the scale of clerical work with service
in the same company of from ten to seventeen years (and
with no other experience elsewhere). In the same class

railvay
is a,conductor with fourteen years service whose only
experience was his gradual promotion through jobs as
trainman, switchman and brakeman to his present job.
Here, too, are included a locomotive fireman with nine-

teen years service, a tinsmith and pipe fitter who began
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serving his apprenticeship nine years ago and who was
till receiutly in the employ of the same company. Only
slightly different is the experience of a machinist
and welder with fourteen years service in the same com-
pany who began serving there 2¢ a boilermaker's helper
and who made the change during his apprenticeship.

Thie section of the "sample" has not at all contri-
buted to the industrial movements and very little to the
total occupational and geographie movements,

Then there are the men who, in 2 similar manner, aid
not make any occupational chziges, yet wio were employed
with different companies but wnose experiences were in
only one trade. Here are included a printer, a painfter
and decorator, a structural steel worker, a machinist,

a boilermaker, a steel carpenter, a stationary engineer,
a tailor, a chef, and an electrician. In the sawne group,
(not making any occupational changes) are, the bank clerk
with five years service who leit to take a job as a book-
keeper With wholesale jewelers; the book-xzeeper who held
three similar jobs over the iive year period of his em-
ployment experience; and the office worker who gave up
his position and twelve years seniority with the rail-
way to take a job as book-zeeper in a laundry which he
held Tor eight years. lione of these movements involved
a change of occupation although the individual was
employed in different industries.

At the other extreme are tie men whose experiences

were leses settled and more varied and whose movements
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(even if sligntly excessive in some cases), reflect the
continual ad justment made by the labour supply to the
jobs available (demand).

Here 1s included a man who was in turn employed as
a farm labourer, factory labourer, cable splicer's helper,
dishwasher (in a restaurant), usher (in a theatre), and
policeman (on a wharf). Another served four years of his
apprenticechip as a compositor and became discatisfied
and attracted away to a job as nailmaker in a steel com-
pany. He leit there alter a year to take a job as a
cable splicer's helper at which he decided to stay, as
the future with the telephone company was a promising
one. At the end of the third year of service he was
laid off in consequence of reduction in staff. He worked
at several odd jobs before he was fortunate in obtaining
a job as timekeeper in a tobacco company where he is at
present employed.

A moving picture operator, after losing his job when
the theatre in which he was working closed down, Tound
it necessary to take a Jjob as a labourer, after which he
worked, in turn, as a counterman (in a restaurant),
elevatorman (in a hotel), chzuffeur (in private service),
nell boy (in a hotel) and most recently as a truck
driver for a newspaper company.

Another case is thzt of a worker who began as a
labourer in a valve manufacturing company. At the end
of a year he leit to take a job at a steel company to

learn fine wire drawing. Two years later he enlisted
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and went overseas. ‘/hen he returned, he was faded with
the prospect of beginning all over again as the technique
of wire drawing had progresced fapidly and was almost
completely changed. He turned away from this and obtained
a job as a machine tender (dough mixer) in a bakery.

Two years later he made another change and obtained a
Job as lead corroder at which he worked ten years till
recently when he was laid off.

A similarly ambitious individual began as office
boy and after two yeare started to serve his apprentice-
ship to a printer pressman. After a couple of yeare of
press-feeding, he was attracted awvay by the money to be
made working as an expressman. firet as a helper, then
as an expressman, e worked eix years and saved enough
money to open a cartage business. 7This mariked the turn.
He lost uie sevipngs within a year. He obtained a job
ag a phonograpn record pscizer, but this declined with
the coming of radio, and he wae laid off at the end of
a year. After a few odd jobs he entered the employ of
a departmental store as trucker where he worked Zor two
years and then left to take a job as storeman with a
chemical manufacturing company.

high

A striking example of the,occupational mobility of
an individual who is handicapped because of the lack of
early guidance is reflected in the experience of one who
began as a helper and who, as a result, is destined to
work only at helper's jobs. Had he been advised against

the attraction of higher wages on a helper's job and been
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guided towards serving his apprenticeship with lower
immediate return, he no doubt would have in time been
equipped with the additional earning capacity of a
craftsman and his experience might have been less varied.

Lacking this advice, his search brought him firset
to the semi-cskilled but blind alley job of steam-hammer
operator in a railway car shop. A year later, he was
attracted by the higher pay in a car building company and
worked there for Ifour years as a blacksmith's helper,at
the end of which time he was laid off. He was by this
time too 0ld to begin serving his apprenticeship and
again turned to look for a job as a helper. Through his
former connections he was again employed in the railway
car shops, but this time as a steamfitter's helper at
which he worked five years before beihg laid off on
account of slackness, After a couple o odd jobs, he
was employed in an iron and steel manufacturing company
as a millright's helper, vhere he ies at present working
on short time.

A further subdivision of the movements (even of the
came individual)} into those of a voluntary nature, and .
those necessitated by a lay-off, was suggested in the
earlier discussion. It is relevant here to enlarge upon
some of the detail omitted at the time, which compares
the type of jobs which follow the different movements.
In part, this is a contrast between adjustments in the
period 1926-29 and those in 1930-3z2, since the movements

in the main, are so chosen as to illustrate thie point.
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~Table 17.--Detaile of the jobs which Tollowed some
of the voluntary terminations.

Jop Left Job Subsequently Obtained
Occupation Industry Years| Occupation Industry Years
Clerical
Office work|lRailway. 10 Book-keeper. |Ice co. 7
(1) " " 8 | Helper, then [felephone
cable splicern.company. 2
(2) " | Y.l1.C.A. 2 | liagazine,
salesman. %
Radio.
operator. railway. P2
Clerk. Brokerage. 3 Taxi driver,
odd jobs,.
Switchboard. |[Elect¥ical | 7
work. appraratus,
mfg.
Commercial
Sales clerkl.Wholesale 1 Trucker, then
dry goods. checker, Railway. 10
Egg chand- | Poultry 5 Labourer. " 4
ler and market &
clerk. grocery.
Clerk. Grocery. 7 Truck driver|Construc- 3
tion,
Bread dri- | Bakery. 2 Janitor. Apartment 5
ver and house,
salesman.
-Typewriter | Insumance Stock Jepartmen- 1
mechanic & | company. 7 keeper. tal =store.
salesman(3)| Helper, then |[Telephone 3
: cervice man. [company.
Semi-Skilled )
Fireman. Dairy. 4 Handyman. Office. 3
maintenance. {building.
Truek Pastry 2 Adelper, then |“elepiione 3
driver(4)e | shop- equipment, gompany.
mane
Locomotive | Railway. 8 Lineman. Telephone 5
stripper- serviceman. |company.
Steward. Tramp 5 0dd Jjobs Steel
steamers, coremaker, foundry.
Tow Skilled & Unskilled
Janitor. Office 3| ilachinists' |Railway. 3
building. helper.
Labourer. Farm. 5 Labourer. Railway. 4
Labourer (5 )lsRailway. 2 Lineman, Telephone 7
installationdcompany.
Labourer (6 j.Brewery. 8 | wire-pulling|Electrical | 13
& die cutter{apparatus.
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Table 17 shows some ¢f the voluntary movements
under taken during a period of increasing opportunities
for employment, and which, although hot always success-
ful, aimed at getting better jobs. It is designed to
show the occupation, industry and length of service of
the job given up, and eimilar information for the job
subsequently obtained. Compare with these come of the
ad;justments made following the more recent lay-offs as
snpown in table 18. The experiences numbered are those
of individuals whose previous experiences are included
in table 17 under the same number. Hor these eix caces
the details of two subsequent movements are thus given.
Where the period of employment on the second job is not
shown, the individual is still employed.

Tablegl7 and 18 also give evidence of the movements
from industry to industry that take place in the process
of adjustment, as well as those trom one occupation to
another. The total movements between 1ndustries are
shown in table zzﬁ%ﬁ?iﬁ also classifies the movements
from one job to another in the same firm as well as from
one *- firm to another in the same industry.

Although these movements between industries are
partly made up of what has often been referred to as
"industrial mobility"--"movement from a certain occupation
in one industry to the came or a very similar occupation
in another industryg%zthey are not wholly made up of such
movements. The evidence disclosed in the detail of the

occupational changes is sufficient proof of this.

(1) i‘arsn, op. cit. p.9.
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Table 18.--Details of the jobs which followed some
of the lay-offs.

Job Lost Job Subsequently Obtained
Occupation Industry Years | Occupation Industry Years
Clerical
Office work.j Railway. 9 Handyman. Steamship
Company.
" " " 13 0dd jobs,
taxi driver,
Opened a cartage businessp
" " Steamship 3 | Purser. Steamship
company . Company.
okilled
Equipment Teleprone 3 Telephcne
man.(4) coppany . salesman.
Service- Yelepnone 3 0dd jobs, (steel work)
man.(3) company. chimney renziring,
windbw fitting.
Wire puller |Electrical |13
and die apparatus Upened a shoe repair.
cutter.(6) mfe.
Wood Railway. 13 0dd jobs
machinist, Labourer.
Inspector. Steel czr 3 0dd jobs
construction Labourer.
Semi-Skilled
Lineman. Telephone 7 | Truck driver. +
company . Book salesman#
Cable Telerhone 2 Cleaner., Office
gplicer(l). |company. buildings
Lineman(5). |'“elephone 7 | Clerk. Grocery 1
company. store.
Cable Televhcne 3 Timekeeper. "obacco
splicer's company . manufac-
helper. turer.
Radio Railway. 2 Radio Depart-
operator(2). salesman. mental
store.
Radio Railway. 8 Service Radio
perasor. engineer. nfr.
ead cor- raint 14 Pipe-fitter 0il bur-
oder and manufac- and in- ners,
aintenance |turing. staller. plumbing
an,. Company. .
ressman. Paper mill. | 8 Duco sprayer. | Garage. 1z
Jrakeman Railway. 8 Chauffeur Soft drink
trainwan. Salesman. mfr . 15
edstead Bed manufac- 4 Hepair man. Garage. 1
jnaker., turing.
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Table 23, therefore, is not to be taken as show-
ing the extent to which there is an interchangeability
between industries in Montreal which could be taken
advantage of in a comprehensive plan to organize the
movements and adjustment in the labour market. It
simply shows the number of movements that have occurred.

In some cases such moves were accompanied by a
sacrifice of skill or previous training and loss in
earning power. Others were made during the early
stages of the process of adjustment in the younger
years, when, with little experience, the men moved fpom
onhe job to another in searci of the type o job into
which they could best #it. There were undoubtedly cases
when such changes wmeant an advaance both in prewent
earninge as well as in future possibilities. In addition,
as has slready been illustrated, some movements (parti-
cularly in the clerical and sizilled croups) were purely
industrial as defined and were not accompanied by any
occupational change. Our "sample", however, does not
lend itself to further subdivision and claseification,
and ean hardly presume to give a quantitative estimate
of the relative proportion (or importance) of the type
of movements,

It is designed rather to give evidence of such move-
ments as reflected in the experience of the men inter-
viewed, and to draw attention to the wide range (of
movemernt ) which must necessarily result when individuals
are left to be motivated by market conditions rather

than suided by a plan based on carefully collected

informatione.



81

Lacking this guidance, these movemente are moti-

vated by opportunity for any change (particularly when
it promises a chance for improvement) rather than by
the similarity of the occupations and the possibility
of interchange. Capabilit; add willingness is not as
important, particularly to-day, as the economic pressure
of opportunity. Here, in part, is the explanation of
the varied movements observed. Willingness and "oppor-
tunity" in a period of increasing employment are enough
to create a certain "capability"™ a2nd overcome any lack
of it for a time(l), While in a period of dedreasing
opportunities for employment,"capability"™ and willing-
ness are disregarded and overcome by the pressure of
economic forces. The resultsaifa sacrifice of ekill,
and a downward trend in tue occupational mobility

48 . .;ave been observed.

(1) Employers have remer<ed that in periods when they
need men to fill immediate (rush) orders, they hire

all likely individuals and train them for the parti-
cular job. 'then, when the group so hired becomes rnore
efficient and less of them are necessary to keep
production up to the desired level, the least czpable
men are laid off even though they have become reasonably
proficient.
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(b) Geographical liobility.

The movements of the men in the "sample group" have
not, as yet, been analyzed for the type of mobility most
frequently discussed particularly in connection with Can-
adian problems--that of tne movements from one place to
another in search for employment. The obstacles to such

movement have been clascsified into personal or psycho-
logical factors and economic factors, and to the strength
or weakness of these has been attributed the degree of
geographic mobility of 2 group(l).

The writer caannot presume to give any guantitative
evidence of the extent of mobility and the importance of
the different factors on the basis of the limited "eample".
The experiences o0:f the men in thegroup", however, does
lené iteelf to an analysies which may disclose some of the
factors that have produced the present immobility as com-

pared with the former movements.

Table 19.--pestination of movements out
of liontreal in search for employment.
Location of Job MO P. Co
Outside of :ilontreal. .65 52,
OQuteide of Canada. 282 18.
Toreign#. 6 54
Number in "sample®. 125 10C.

# OQutcide both Canada and United States.
Vide
(ljﬁmarsh, ope Cite. p.9.
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Of the 145 men interviewed, sixty~five had at one
time or other left llontrezl to work elsewhere. Only
twenty-two of these men worked outside of Canada, six-
teen having obtained jobs in the United States, and six
outside both United States and Canada. In this connec-
tion too, it is interesting to note that twenty-five
or 20 per cent of trose interviewed, had worked else-
vhere before coming to liontreal (of whom only half left

agalilr to work elsewhere, and later returned).

Table 20 .--Number of men who 1left :ontreal
to work elsewhere, relative to the period
in which they left.

Periods Lo eCoe

1921-26 40 22

1926-29 35 28 .

1¢30-32 6 5.

1921-32 65 b2.

Number in“Sample’ 125 10C.

The dates given for these jobs show that only six
of the.men ventured to leave liontreal since 1930 as com-
paredW%:hthirty-five during 1926-29 and forty previous
to 1926, Although this suggests a large decreacse in
the mobility of tlie group interviewed, it is evident
that a low geographical mobility would have to Dbe a
charscteristic of the "group", since the "sample" 1is
made up of residents of liontreal in 1933, and those

having recently left the city could not be included.

In the earlier description of the method of selecting
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the "sample", the difficulty involved in tracing a
large number of the men because of the continual changes
of address was pointed out. Hence, it is guite possible
that the geographical mobility evern during a depreseion
period is much higher than our figures suggest. In the
coursdpf the field work, the writer did obtain definite
information that two of the men who were being trzaced
had left iiontreal. One had returned to Scotland, and
the other to a small town in Quebec. In fact, informa-
tion from two men at present employed outside of liontreal
was obtained from them while they were visiting their
families.

The value of the observations pased on the data
available, in spite of the shortcomings, lies in the
fact that the balance of forces for this group is shown
to have shifted to produce only six movements since 1930
2e compared with thirty-five in 1¢26-29.

Before entering into a discuscsion of these forces,
it may be sest to have in mind the destinations of the
movements, and the type of jobs obtained following the

change of residence.

Table 21.--Skill of jobe obtained after leaving
Canada, relative to period in which obtained.

Decstination of llovement
Periods United States ForeignF
Skilled|{Semili- Un- TotalllSkilled) Semi- .-
Skilledleixilled ' Sikilled} Siiiled

1921-26 7 2 2 11 1 2

1926-29 2 1 2 5 - -

1930-32 - o - - - - 2 3
1921-32 9 3 4 16 1 4 6

# Outeide bpth Canada and United States.
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For these men, the attraction to United States
seemed to be strongeet previous to 1926 and mainly because
skilled jobs (and hipgher pay) were being offered. On
the other hand, the movements to places outside both
Canada and United States seem to be motivated by extreme
necessity rather than by the attraction of something
desirable. On contrasting these with the movements to
the United States, the comparison seems to be between
the choice of a lesser of two evils, and that of the

cearch Zor an opportunity for improvement.

Table 22.--Skill of jobs obtained after leaving
liontreal, relative to period in which obtained.
1921-26 | 1526-29 | 1930-38¢ | 1921-72
Skill Groups.;{ko.{?.C. | NOo.{P.C.} NoOo.{P.C.| No.|P.C.
Clerical. 3 8. ) 9. - - 6 7e
Commercial. 1 2e 3 9. - - 4 5.
Skilied. 13 dz. | 10 28 . 1 16.] 24 A0.
Semi-Skilled.| 20 0. | 14 40, 4 68.] 38 47
Unskilled. 3 Be 5 14, 1 16. 9 11,
Total all
skills. 40 {100. | 35 |100. 6 |100. 81 {100,

A similar classification of the total jobs obtained after

leaving lfontreal shows that over the whole period observed
47 per cent of these were on semi-eizilled work, 30 per cent
on ekilled, while only 11 per cent were on unskilled work.
Those obtaining clerical jobs made up 7 per cent of the
total while the remaining 5 per cent worked on jobs in

the commercial clasesification.
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The fact that 3 wajority of the workers obtain semi-
szilled work after such noves is readily understood and
sugrests, in part, the degree of occupational ad justment
involved. Very rarely does such a movement result in
obtaining a job in the same occupation as the cne left.

Similar occupational adjustment is not as necessary
for those obtaining skilled jobs after leaving liontreal.
In several cases, they were structural steel workers,
carpenters, bricklayers, plumbers and electricians who
are always prepared to move to any large construction
job in Canada (or TUnited States). The seniority system
of the raidway also contributes to the total movements
when the moves involve a change of residence. This was
the case with most of the clerical workers who found it
necessarﬁ@o make such a change, or forfeit tneir jobs.

Returning now to the two sets of obstacles to mo-
bility in search of an explanation of the change observed,
it immediately becomes evident that the factors of age
and marital status are partly regponsible. We observe
first that geograpiical mobility, similar to total
terminations of employment,does decrease with increasing
age., It ie difficult, as has been pointed out, to
isolate in a limited sample all the other contributing
factors and offer a quantitative suggestion as to the
importance of age. Our statement must be based mainly
on the observation that these movements occurred mainly
during the younger ages (under tairty}j. The difficulty,

too, of avpraising the importance of the factor of marital
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status in quantitative terms is obvious. ZTven though
almost 90 per cent of the men who made such changes
did so before they were married, almost 65 per cent
made similar moves after marria;e, while less than
40 per cent of those making such moves while un-
married did not move again afterwards.

Liarital status seems to be less important than
the economic conditions at the time in bringing about
the changes observed. At the same time, the unwilling-
ness of the married wage-earner to leave his family is
apparent, and the extent to which this does influence
mobility must not be minimized. In most cases, the
married —en who moved left tuneir families behing, either
sending for them later, or returning as soon as the job
was completed. In others, the movement was accompanied
by that of the fai ily. Additional expense is incurred,
in either case, by a married man and it undoubtedly affects
his decision.

These two factors of attachment and additional ex-
pense (greater original outlay on fare or duplicate
expenditure of living separately from the family) are,

under certain circumstances, important factors in the

cage, and would under those circumstances result in a
noticeably greater mobility among the untarried men for
whom these obstastacles would be at a winimmm.

It is precisely these circumstances which must be
concidered, and which are, in the writer's opinion (on
the basis‘of what has been observed), most important

in influencing geographical mobility.
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Geographic mobility has been defined as "the ability
and willingness to move frowm one place to ancther--to
travel appreciable distances for employment."(l) Any
analysis of circumstances then, must focus on their
effect on this "ability and willingness". It is obvious
that no movement will teke place unless the individual
is both capable and willing to do so, although it must
be admitted that in some cases, ability to move may
afiect the "willingnese™ and similarly that some with
a will to move will find a way of getting there. For
convenience of analysis, however, these two factors
muet be taken separately and the relative importance of
each under different conditions considered.

It immediately becomes evident that in a period of
increasing "employment orportunity" and relative pros-
perity, liike that of 1926-29, the question of "ability
to move" 1s secondary to that of "willingness".

"Willingness", in turn, may be analyzed as being
the product of economic and rersonal factors. It will
depend on whether conditions and opportunities oifered
elsevhere are so much more attractive than the alterna-
tive opportunities at home as to overcome those personal
and psychological obstacles which result in the tendency
towards inertia. In these l=tter are included the rela-
tive unwillingness of the married man (which has already
been referred to), and that of tiie older pgan who has

established connections. "Willingness" to move is thus

(1) Marsh, op. cit. p.9.
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decreased as tne attacaments to a particular place increase.
These attachments are undoubtedly strengihened as living
and working conditions improve with increasing opportunities
for employment. The nersonal and psychological factors
will in such a period assert themselves and mobility will
be held in check by those obstacles.

In short, "ability to move" may be assumed during
this period, yet it must wait upon "willingness™, which
in turn is the result of the alternative opportunities
elscewvhere being strong enough to overcome the somewhat
re-inforced(l).personal and nesychological factors tending
towards inertia.

In a depression period like the one we have exper-
ienced since 1930, "ability to move™ (or lack of it)
becomes more important in determining the extent of the
movements., It is etill secondary to "willingnese", but
tre relative importance of the different factors is
csomewhat altered. The observations have led the writer
to the conclusion that the psychological factors have
been potentizlly weakened to the extent that any arti-
ficial stimulus would result in a high degree of mobility.
The evidence revealed that this high degree of latent
mobility ie held in check now less by the psychological
and personal factors than by lack of opportunities else-

where and of "ability to move". It 1is a paradoxical

(1) The writer recognizes the fact that there are some
exceptions to the rule. There are those who wait ITor
such an opportunity to make a change, and who 4o so

as soon as conditions allow it (i. e. ability).
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and discouraging situation where the economic pressure

has reduced the "willingness" to remain without offering

any alternative opportunities elsewhere, and at the same
time reducing the "ability™ to go in search of a job.

This may become more evident on reviewing the ex-
reriences of the group interviewed. “he extent of their
movements tc obtain work previous to 1930, has been ob-
served. It is now necessary to explain the reasong for
such a marked reduction in mobility since then.

The number held back by the lack of "ability" to
travel to a definite place of employment is relatively
emall. One man claimed that all he needed wacs the
original outlay of travellirg expenses and a few extra
dcllare, about $100 in 211, to get him to a small tewn
i Ontario wvnere he cculd set up as a éhoemaker and where
he would be assured of a comfortable living for himself
and his farily. Another was negotiating for devortation
of his family to Scotland where, he felt, he could always
take care of trer. A third was anxious to get up to the
gcld mining district in Ontario where he had worked
once before and where he felt there was a reascnable
chance of employment.

Tione of the others had anything as definite to go
to, but a few planrned to maice their way out to certain
places as soon as they could manage to arrange for
transportation. One ambitious young machinist who only
recently found it necessary to appdy for relief was
determined to walk all the way across to Vancouver 1in

his search for a job. He had made the rounds of the
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city several times, following up every slightest hint
of an opening, without success. He did not at all like
the idea of leaving his family, but felt that there was
no use waiting here and that if jobs were to be had
gsomewhere, he was going to find one.

A less unfortunate, and as a result, a more enlightened
group of men were tnose who had been laic-off by the rail-
way and wiio managed to retain their passes (which, however,
expired at the end of the year). One or two took advantage
of this co-incidence to take a vacztion and visit their
relatives. <The majority, however, rezlizing the serious-
nesse of their poeition made full use of this brignt side
0f their misfortune in an attempt to get work elsevhere.
in most cases, the range allowed for search was linited
to Juebec and Ontario--a limited radius around ilontreal.
Priends, relatives,and accouaintances in the cities within
tuis range were canvassed in addition to any personzl
searclhh undertaken. A few travelled continually in an
eifort to get something before their privilege expired.
These now accept the fact that their search gust be
confined to liontreal with tne doubtful consolation that
there is nothing to be had elsewnere(l).

"There is nothing to ve had elcewhere"--this ie the

information wnich they pass on to tneir friends; it is

(1) It is quite possible that others, taking advantage

of the opportunity referred to, were more foriunate.

Their success, of course, cannot be recorded, since,

as the writer has continually pointed out, sucih success

would preclude any possibility of their finding their

way into the "sample". Attention has bheen drawn to

this experience since it is a mobility which has not been
reflected i the method of tabulation of the total experiences.
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the gist of the replies received by others to letters
of enquiry written to their friends and acquaintances
in different cities; it is the discouraging advice
peesed aroung in union headqguarters when one is undecided
whether or not to aprly for a travelling card. Contrary
to the usual obstacle "lack of accurate knowledge of
the opportunities for employment™, it is even greater
in some cases as it seems to be "an accurate knowledge
of the lack of any oppértunities™,

What now of the factors which usually tend tewards
inertia--tiie family ties and obligations; the acquaint-
ances and connections which improve their crances for
employment? To say that these have disavpeared would
be to misinterpret what Lcs been observed as well as to
contradict what wae observed above, of tie increasing
neceecity of friends and connections in the successful
cearch for employment in a depression period.

FPor the men interviewed, there was evidence of a
closer connection between the unemployed man and uis
family. 7This was bound to recsult from his greater
frequency of contact with home life and the lack of
alternative sources of recreation. In many caces,
the home and family were the sole remnants of ambitious
plans, and unwillingness to part with the few comforts
they offered are easily understood.

fere, economic pressure discloses the full extent
of ite power. 1In spite of this closer contact, or
possibly because of it, willingness to leave their fami-
lies on the promice of a job wz2e in the majority of

caces expressed with rezdiness.
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cueetions on trie subject were bound to be received
with suepicion. As a result, there were a few who mur-
bled that they couldn't say, or that it would all depend,
and reiused to give any definite comrents or reasons.
Others, in desperation, suspecting a ruce, pleaded that
their family could not get along without them, and that
under no circumstances would they leave :‘ontreal. Thece
were only exceptional.

About 25 per cent of those out of work explained
reasonably wny they would not consider leaving, even if
offered a good job elsewhere. These 1en explained that
they were held back by family connections (usually sick-
ness in the family), consideration of age, connections
and duties (interests) in the community, as well as
confidence in their ability to get along in Liontreal
which was bacsed on promises of Jjobs in the near future.

About 60 per cent of the unemployed in the "sample
group", however, had no such promises nor faith in the
future in Llontreal, and were willing to cacrifice what
little comforte they had there in the hope of zetting
started again. Even oi these, several were unwilling
to go beyond a certain distance from Montreal and their
families, and a few stipulated that the size of the
town and the possibilities of permanent and comfortable
gsettlement there would have to be considered before mgking
their respective decicions.

In further discussing this with those willing to go

into detail, it became wvident that practically all were
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willing to take a job away from home, as a temporary
measure to help tide them over their lay-off at_.that .time.
llany, too, were indifferent 2e¢ to whether they would
return to liontreal or not, being quite willing to
make a new start wlsewhere and have their families
follow them out. The question of w=2ges, too, wcs
broached by the men. The discussion, of course, was
difficult to carry on ih the abstract, but in this
connection, the men appeared to be well avare of the
additional exrense involved in living separately from
their families and insisted that thé question of

wages would be of primary consideration.



Table S3.--Industrial movements observed in "sample group" .

T . ilgnufacturing _ Transport _Service S. [Sub~ | L.

From |E|I[E 3] 4] 6] 6] 71 61 9jto1|cl|ce| T[e( B &|raJ F| T 2] 3| 4 [Bus{F. [Total] J. |Total
E T T 21 1| 2 1 2 T T T I3 T 1 Z1 2L
M1 | I 1! 1 211 1 7 7
Mg - 2 1 1 2 6| 2 8
M3 | 1] (T 2 1] 1 1 1 2 9 5 14
4 1{ 2] 27! 2|1 21|11 1{ 5{ 3| 3 zlelelalel 21314 |20f 83}18 | 101
M5 1 1 1 1 1] 1 71 13| 5 18
116 21 T 1 1 2 1 2 | 31 12| 4 16
7 {1 2 | 2 1] 1 2 1{ 10 1 11 .
148 2! 1 13 1 3211 2 1] 2 1] 17| 3 20
M9 | 2 1 1) T _ 1 1 1 1] 1 2] 111 2 13
M10 1 1 1)1 10 2 1| 2 1 1| 21| 3 24
1M11 1] 1 1 _ 1 2 6 2 8
¢l | 1] (1] 1 6 1 1! 21 1 13| 1} 2 21 2] 2 1 1| 9| 471 17 64
c2 31 1 2l 2| 1 21 11 11
Tl | 1 1 1| 2 1] 1) 1 2 1| 3| 4 3 111} 3 |g56| b5B1| 15 66
T2 - 1 , 1 1
73 | 1 2 1 1{ 1 |6 1 3 2| 18| 5 23
T4 | 1|1 1l 2] 1 1| 1 1] 1 1{1 1 4] 1| 1f 1{ 1|1]1 | 6| 29| 8 37
pd. | 1]2]2] 1| 8| 1 1 1] 21 4 7 1{%6( 8 2 2 3 521 10 62
iy 1 1| 1 1 1 1 1 1 21 3| 3 21 19| 1 2Q
s1 |1 1l 7 1 2 3 1] 1 6 12| 1| 7| 8 35
S2 1 1 Il 7] 1 11| 4 15
83 1 1 2 2 1{ 1) 1 1| 1 11t 2 13
S4 1 30 1] 1 1 1 1 1| 3] 13| 4 17
Bus 2 11 13 11 1] 1 1] 1 — 12| 6 18

"S8LF ol 10 7 3] 1| 1| 2 1 9l 2125 21 6 o1 1 3 T

Sub=_

Tg_t___a_x;_;&l 6|5(12] s7|1v|15] 9|17| 9/18] 7[55/10]52]1|20|33|37| 9131{13]12|14]18 518
WOIJIO[T(3] 2 14| 1| 11 2| 3] 4] 6 1] 9] 114 Z1 4125 111| 4| 21 L[| B 125

Potal 21| 7| 8|14l 10Ll 168116 [1LL[20|153| 24| 8|64 1166|123 |37|62|20|35|15|15(1L7(18 643

G6
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~ey to table 23.

E--Extractive Industries.

Manufacturing.

Ml--Animal Products, Food.

Lig=-=-Rubber, Leather, and Furs.
M3--Chemical and Allied.
M4--Iron and Steel.
Mb~-=-Non-ferrous lletals.

M6--Non-metallic liinerals.

Cl--Building and Construction.
C2--Shipbuilding.

Transport.
Tl1--Steam Railways.

T2-~Street Railways.

Td .--Trade.
F.--Finance.

Service.
S1--Domestic and Personal.

S2--Custom and Repair.

Bus .~-Business.

L.J.“-Last JOb Heldo

[f7--Textiles.

8-=-Vegetable Products, Food,
Drink and Tobacco.

M9--ifo0od and Paper Industries.

LI10=--Printing and Bookbinding.

-
1

llll--Iliscellaneous.

T3--Water Transport.

T4--Qther Transrort, and
Communication.

§3--Proféesional and Allied.

S4--Public Administration.

SeFe=-=Same Firme.

F.Jo-'FiISt JOb Obtainedo
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Chqpter VI.--The Coste ¢of Adgustment.

To obtain more evidence on methods of adjustment by
supplementing actual experiences with their attitudes on
the subject, the men were further questioned as to their
willingness to do semi-skilled and uneikilled work and at
lower wages. 'The readiness of a large majority of the
workers to do o wzs apparent, and not at all difficult
to explain as most of them (7¢ per cent) were on relief,
and many had accepted odd labouring jobs in an effort
to get away from such dependence.

There were seweral exceptions.

A few tradesmen wino would not do unskilled or semi-

skilled work cdeclared if not in the same words "There

are others who iiave always beeun dependent on that type

of work for a living. To take such a job, it would be
necessary to displace axn individual who is fairly entitled
to what little there ies to be offered there, since he is
always ready to do that type of work"™. These fair.minded
individuals usually continued by saying that they were
willing to accept a reasonable reduction in the wages at
their trade, but would refuse to compete for jobs at the
absurd level of wages offered. Thelr argument was that
this "cut-throat" competition would only serve to depress

wages further and make the lot of those fortunate enough

to get a few days work still more difficult.
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In addition, there were some in the White-collar”.
group who refused to do pick and shovel work, claiming
it to be too sérenuous as well as unpleasant. Their
efforts were confined to a search for thre type of work
they had become accustomed to do as they did not want
to lose touch with what connections they had already
established. The fear of "losing status" evidently is
a factor tending towards inertia.

At the other end of the scale, there were those who
had been reduced by the pressure of circumstances to
where they would take anything within reason, Here could
be found sxilled craftsmen and clerical workers as well
as semi-skilled and unsxilled individuals. Although the
reply reflected, in part, tue individual plus his pre-
vious training and ability, it even more so reflected
nis economnic circumstances (dependence) and tihe length
of time he 1.ad been out ¢f work. The experiences en-
countered during thzt period of enrforced idlemess were
also important in determining the re-action to tne
guecstions.

To zet a picture of the preparation (if any) mzde
during this period for future ad justment by the men in
the "ecample group", quecstions were also asized as to their
willingness to taize advantage of opportunities for addi-
tional education, for additional training at thelir pre-
sent trade or occup=tion, and for opportunities to

learn a new trade.
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Table 24 .--Fumber willing to make useof any faci-
lities for additional education,according to their
usual skill-status,
Number Willing.
Skill Groups in "Sample" No. P. C.
Clerical. 16 9 56.
Commercial. 9 3 33 .
Skilled. 49 22 45,
Semi-Skilled. 44 26 59.
Unsizilled. 7 2 29.
Total all skills) 1256 62 50.

The questicn of education aprealed almost as much to
the older group as it did to the younger, and to the skilled
and semi-skilled workers as to the clerical. Although in
a large number of cases it was met with the reply "I would,
if it would get me a job", or "What good would it do me?",
conciderable interest was evinced by those who had had to
lezve school at an early age for economic reasons and who
now felt they were handicapped by this lack of education.
Another, smaller, group felt that this would be a good
method of spending time and developing an interest in
things, a sort of diversion. The smallest, and most =
esger group (and those who were actually educating-thém=
selves); were those who were very much interested to dind
out why tnings were as they were, and what could a:d should
be done sbout it. It was evident that any reasonable
facilities for additional education would be taken advantage

of by a large proportion (about half) of the men, even

if only till the novelty of the idea wore off.
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The Bmmediate obstacle was lack of adequate facilities.
Thus, because willingness is only a secondary factor
under our preé;nt economic system, the period of enforced
idleness becomes even more demoralizing.

liore interesting and important than the disclosure
of the small proportion of workers who had hegun to think
for theuwselves and to try and find things out, were the
answers given to the questions abour additional training
and re-training.

There were, of course, those who felt they were too
0ld to begin learning a (new) trade--too 0ld from the
point of view that the length of their probable life at
the trade,after having served their apprenticeship, would
not warrant spending so much time at apprentice's wages.
This, plus the added difficulty of trzining an older,
less receptive individual would hsve to be faced by any
organized scheme for re-training. A few older men
(over thirty-five), however, were willing to begin
learning another trade, while, on the other hand, there
were a few younger men (under thirty) who had never been
faced with the need for such a change and the scrapping
of rrevious training, =nd who considered themselves too old
to begin again.

Although there was no definite objection to any
plan for additional training, only 36 per cent of the
men evinced willingness to co-operate with any such plan

to the extent of makings use of facilities offered.(l)

(1) Most of the men adnitied there was always something
more to be learned about their trade, and that "you never

could know too much" .
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Table 25.--llumber willing to make use of any

facilities for additional training or for

learning a new trade, according to their “usual”
skill-status,

Additional Learn &
Skill Groups Training New Trade Totals#
' No., "|{P. C. NOe| Pe Co No.|P. Co
(1) (2
Cleriecal. 2 13, 3 19. 4 25 o
Commercial., 2 22 . 2 22 3 23
Skilled. 22 45 . 156 Al 33 67.
Semi-Skilled. 19 43 15 54, 27 6l.
Unskilled. - - 4 bl. 4 b7.
Total 2ll skills.| 456 26 . 39 3l . 71 57 .

F Total figure is not equal Lo sum of (1) and (2},
becauce come of the men were willing to take advantage
of an opportunity to learn a new trade as well as to
get additional training at their own.

Thie low figure was, no doubt, partly due to the fact
that some of the men were suspicious and sceptical about
commnitting themselves on such a subject. The question
coniured up for some of those on relief, images of a
work test and unemployed camps and roucsed a certain
suspicion and animosity. The consensus of the opinions
givep,although biaced (and, in some cases, deliberately
untruthful ) was that additicnal training had very 1ittle
to dc with the problem of finding a job and of holding
it once one was ohtained. It was difficult to get any-

one to admit that had he received any more training &t

his particular trade or occupation that he would be at
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present employed(l). The discussion on tnis point with
the individual woudd become too abstract and somewhat

indefinite.

It is interesting to note, however, that those
expressing enthusiasm (and willingness to take advantage
of an opportunity) for additional training, vere mainly
the ekilled and semi-skilled men who had had a taste of
training and who,no doubt, realized the possible future
value of such an investment. The small percentage of
clerical workers attracted by the plan may be explained
by the fact thot their interest was nmainly in an oppor-

tunity for additional education.

A fairer indication of the enthusiasm of the group
on the matter is the total figure (57 per cent) for
those interected in opportunities either for additional
training or to learn a (new) trade. This, too, must be
qualified by some of the zroup opinions ia order to give
2 more realistic picture of tneir attitude pzrticularly
towards the suggestion of learning 2 trade.

Wrile 61 per cent of the semi-cszilled and 57 rer cent
of the unskilled men were willing and in some cases ex-
tremely anxious to co-operate in any scheme suggested,
only a few of these felt tuzt their lack of training was

an important czuse af. the duration of .their unemployment g:

(1) There were those of courcse, who had been 1laid off

during their period of learning with a firm, This, Lnow=-
ever, cculd not be attributed to tneir lack of training

as much as to the need for fewer trained men. This suggests
still another source of difficulty to the group of younger
men (and "new entrants™). Having overcome the obstacles
mentionéd in the earlier discussion, theyr are faced with

the added threat of being laid off during their

period of learsing because the need for trained men uas
decreased and this smaller demand can be more than filled

by the existing supply.
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or that by learning a trade would they increase to any
large extent their chances of being re-employed. The
rest, confident in their papacities;at'ﬁhefi?iﬁilt up
a forceful argument on the presence of so many unemployed
among the craftemen and skilled groups. Their claim
was, tnat when conditions improved,they too would be
re-employed as quickly as (and in some cases quicker
than) the skilled men. The main attraction of any
scheme for additional training or re-training for them
lay in the utilization of leisure to increase their
future earning capacity in order to be better prepared
for a period of low earnings (or oi no income at all)
that might follow.

The percentage of skilled men who were willing to
begih learning a new trade does at first sight appear to
be somewhat high and it might be suggested that these
men only wanted to appear obliging in their willingness
to co-operate with any scheme of re-training. To the
interviewer, however, it was evident that even though
in some few cases the individual portrayed himself as
willing to try anything, and hence willing to learn a
new trade, several of these skilled men were seriousgly
concerned about the zuture in their particular trade.

There are those like the skilled car builder (wood)
who realizes that he muct learn steel carpentry if he
hopes ever to® be re-employed in the same industry.

Others who had been connected with the railway, have also

given up hope of ever being re-employed by them. In
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a somewhat similar position are the men who had been
trained to perform a specialized yet skilled oreration
while in the emﬁloy of the telephone company or with the
meanufacturers of electrical apparatus supplying this
cempany, and who are aware that tnese companies will not
be in a position to begin hiring again for a long time to
come, These men realize that during this prolonged period
theilr skill is of little or no use to them and they are
more than willing to begin again at sémething practical
and of more immediate benefit.,

It seemed from the answers given and the manner in
which they were given that the problew of zdditional
trailning, and particalarly thzt of re-training, is one
least czpable of being solved by the individuals them-
selves., In the wmain, uniniormed, or even grossly nis-
informed, 2s to the zuture possibilities, they are in-
cepaisle of deciding zor tremselves (neither to their
own advantage ncr Lo the best interests of tiie ccmmuaity)
wnat their course of action sncald be. “he actionrs of
individuals are motivated by immediate needs and oppor-
tunities while a correct decision requires a broader
outlook on the trend of events; a trend which hecones
¢till more obscured in a period of deprescsion. As a
result, they do not take any decided actioir and the
quality of tieir lesbour as well as their ability of
adjustment diminiclhres rather than improves.

Thece factors of ignorance and indecision, 28 well

as the discouragement at the sight of so many unemployed
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among tp?‘skilled men are secondary obstacles when com-
pared :ibghat of eccnomic pressure. The men complained
of the prohibitive expense of courses (particularly of

trainings for
tose thzt are adwertised as,tue trades of the future),
of the connections and money needed to be allowed an
opportunity to learn a trade, and above all of the in-
adequacy of wages during the apprenticeship period.
It is true that many of them would at present take a
job as an apprentice (lacking any alternative oppor-
tunity) and begin learning a trade, but they would be
equally ready to give up the idea of acquiring a
training as soon as a job at higher pay presented itself.

The improvement of the quality of workers with a
view t0 increasing their adaptibility and to approximating
the supply to the fluctuating demand is undoubtedly a
task for eociety. It must be planned and the planning
must be enlightened. It wmust be based on a knowledge of
all necessary facts without wnich any attempt at pre-
paring for the future is blind and aimless., It is a
task that cannot be satisfactorily taizen care of by the
unenlightened individual for whom everything is obscured
by hics immediate problems and needs.

Such action by society is advisable particularly during a
period of decreasing"employment Opportunity". It is
easiest to institute at this time when the unemployed
are willing to subscribe to such 2 scheme since they too

have begun to realize the need for it. It must be

undertaken to counteract the demoralizing influence of
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a period of unemployment, which impairs the adaptibility
as well as the skill of the unemployed man. £bove ¢11, vocation-
al guidance, which would be part of any scheme for
training ancu re-training would help obtain a better
approximation of the supply to future demand. It would
aid industry to recrult the desired amount of the type
of labour required and reduce tne waste involved in the
process of hurriedly training and weeding out the least
efficient.

Social waste is produced during each movement even
wnen such movements are made in the process of adjust-
ment. It is at a minimum when "the adjustiment is secured
with least amount o:x movemeht"(1l)--and this can only be
obtained through planiiing and guidance.

The varied experience and high mobility of the group
whicn have been disCuésed;;ésidence of the extent of the
waste during a period of adjustment (in addition to that
produced in the present period of unemployment). The
unnecessary expenditure involved in training more men
than will ever be needed for a trade or operation that
is temporarily booming and overexpanding beyond reason-
able size--an overexpansion which may partly be due to
the artificial stimulus of the original scarcity of the
type of skilled men required--adds to the waste which
reduces the net income of society, and further retards
the rate of progress by requiring a return to normal

through more painful and costly adjustments.

(1) Mareh, op. cit. p.l2.
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Employment managers and foremen can testify to the
high costs incurred by their companies in selecting and
training of etéffs(l), to help fill orders which were
coming in faster than the_ required number of men and
materials ‘could be obtaired,. <These men to-day are un-
employed, because of this abnormal and hurried expansion,
and for the same reason are endowed with a training
which is of no immediéte (monetary) value to them and of
which some of them may never again make use--an invest-
ment of the type society can least afford to ieep making.
The cost of training in an effort to adjust the
(quality of the) supply to the demand has not been con=-
fined to that incurred by the employer(2). The worker,
too, motivated by the influences of the market,attempts,
in some cases, §o improve his postiion by investing in
a ftraining thatigrofessed to orepare him for advancement.
Thus, re-training or additiocnal training under our
does not
present arrangements in the labour market,hco~incides,
with a period of depression and idleness when such
changes and preparation for future demand can best be

made with least cost. It occurs, rather, in a period of

increasing orders, when a supply must be hurriedly

(1) In chapter VI of ¢ ~"Turnover of Factory Labor,
Slichter carefully analyzes the cost of hiring and of
training, to illustrate the saving that can be effected
by reducing the turnover. This cost is even greater, and
the return to the investment in training is just as neg-
ligible in the case suggested of hurried overexpanesion
followed by the scrapping of the trained workers. _
(2) Slichter illustrates how this is schared, to a certain
extent, by the worker through a lower rate of pay during
(and after) the learning period, which, by gradual in- '
creases is in time brought @p to the regular rate. Op. cit.
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and

(and hence inefficiently) created;, when workers, attracted
by higher wages produced by the immediate scarcity in these
occupations, can afford to invest in a training to fit
themselves for such jobs. This ies the inefficient and
wasteful manner in which supply must (and does) adjust
iteelf to the fluctuating and changing demand, under a
system which relies on iandividual initiative to take care
of the necessary adjustments.

Evidence of this was observed in the experiences of
those interviewed. Twenty-one of the men had at one time
or another, after leaving school, tz-en adiitional train-
ing in the hope that it would prepare them for better jobs,
or for advancement in their own. Eight of these were
taken in the period previous to 1926, and included busi-
ness college and commercial courses at night, night
technical school and trade school, 2s well as corres-
pondence courses (particularly as auto mechanic), in-
volving expenditures up to 3150.

Twelve of the remaining thirteen had taken their
courses in the 1926-29 veriod of increasing employment
and opportunity. These, in addition to taking advantage
o* special cources offered by the firms with which they
were employed, sought to increase their ezrning capacity
by investments in correspondence courses and those given
ot trade schools. One of the men had spent $118 on a
correspondence course in the hope of becoming an electri-
cal engineer. He had, in adaition, taken four years of

technical school at nisht, and had done some serious

estudy at home.
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The courses in electricity and radio work offered
by the International Correspondence Schools and the
Canadian School for Electricity, were the one$ mainly
subscribed to in this period, the expenditure on these
courses ranging from $50 to $150. One of the three
attracted by a different type of opportunity in this
‘period, invested 135 in a correspondence course offered
by the La Salle Hotel Schools, and on obtaining his
degree was rewarded with a job as manager of a small
hotel in ova Scotia.

The most recent (1930-32) endeavour to obtain
additional training was that made by a young bookkeeper
who is taking a correspondence course preparing him for
a C. A. degree.

It is in this ma2nner (among others) that ambitious
individuals struggle zlong in the hcve that they may
supplement their previcus itraining (or maize up for the
lack of it) and obtain better positions for which they
would otherwise not be fitted. It is a method undoubtedly
marked with some degree of success and reward for efforts,
yet it is apparent that the possibility of unproductive
;nvestments and victimization exists, allowing for mal-
practice and abuse.

As yet, we have no quantitative evidence as to how
successful trnis method is, nor of the extent to which
there is violation of confidence, if any. These efforts
by the men in t he "sample" have been observed. The

ma jority of them have been unproductive. In all fairness,
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this wmust be attributead mainly to the unfavourzble con-
ditions which followed. The argument remains, however,
that organized assistance to those desiring to improve
their status, would be less wasteful and more productive

of results to the advantage of both the individual and

society.

A discussion of the coste incurred by workers during
the process of adjustment is not complete without an esti-
mate of the time lost and of changes in their earnings
over the period observed. Tiis, in itself, must not be
the sole basis of gauging the "real" costs, but must
be gualified by all that has been discussed above.

The length of the period of adjustment of those
interviewed is as yet unknown (for their most recent
lay-offs) since it can only be observed in retrospect
after the adjustment haes been made. Sufficient time
has elapsed, however, to illustrate, by comparison with
their previous experiences, the additional difficulty
encountered in a depression period.

The total number of terminations in the periods
1926=-29 and 1930-32 were 143 and 148 respectively. The
comparison of the distribution of the reasons given for
termination in the two periods has: been made and ela-
borated upon in an earlier discussicn. Table 26 chows
the time lost because of these terminations.

over 50 per cent of the men interviewed lost no
time at all during the period 1¢26-29 and only 25 per

cent lost on the average of one month or more per year.



Table 26 .-=-Distribution of time lost by
men interviewed.
Months Per Annum | 1926-29 1930=-32 1932
NOoeyPeCo { NOoyP.Cu | NOWwjPCo
No time lost. 66{ bd. 7 5. 11 9.
Up to one. 28] 22. 8 6. 3 e
1l and up to 2. 11 9. 171 14. 6 5.
2 and up to 3. 8 6. 211 17. 6 5.
3 and up to é. 12| 10. 411 33. 28] 22.
9 and up to 12. - - b 4, 14 11.
Twelve months. - - - - 24| 19.
Total. 125{100. | 125{10C. | 125100,

The average time, per man per annum,
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lost during this

period is less than one month, while if those who lost

no time at all are excluded, the average time lost by

the rest is not quite two

months.

Table 27.-~-7ime lost

by "cample".

"Time-Lose" 1926-29 1930-32 1932
lionths. ilonths. ilonthis,.

Total Loss. 449 1,569 865
Annual Loss. 112% 523 865
Per IMan Per Annumj .9 4.2 6.9
Per lMan Per Annum
of those losing

t ime Y 1 09 4 04 * 7 07
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Their search during the later period, however, was
very much lese successful. Only 5 per cent of the men
were fortunate enough to come through this period with-
out any loss in tims; 25 per cent lost six months or
more per anhnum, and 58 per cent lost three months or
more (i. e. nine months or more over the period 1930-32).
T'he average time lost per man per annum is slightly
more than icur months, whide i¥ only those losing time
are included, the average is almost Tour and a half
months per annum,

The record of the year 1932 was worse than the
average of the poor years. Even though iour of the:
men who lost time in 1930 and 1931 managed to work t:e
full twelve monthe in 1932, on the whole the group was
least fortunate in this year(l). Almost 20 per cent
did not work at any job at all in this year (except for
a few 0dd jobs and relief wori) and 56 per cent had not
heen employed as much as six months in the year, while
those losing less than three months only make up 22 per
cent of the total. The average time lost per man is
almost seven months, while those losing time lost almost
eight months on the average.

Thue in comparing the two periods under consideration:
(a) The number losing tire in the later period is doubled,
118 in 1920-32 as compared with 59 in 1¢26-29. (b) The

time lost ver man per annum increased to over four times

(1) This can be partly explained by the fact that some of
thoce interviewed did not lose their jobs until sometime

in 1922.
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as much ag in 1926-29. (c) Even if this time lost is

calculated per man per anaum .nly for those losing time,
it increased in the later period to more than double the
average for 1926-29; and for 1932 alone the "time-loss"
ie four times this average.

Thie comparison of time lost does not tell the full
story of the costs of adjustment following the loss of a
Job. It must be sunplemented with comparative figures

for earnings over each period. These will reilect, in

part, the number who have gained in the process of ad-
Justment, but it will also indicate the amount lost
becaucse of wage cuts z2nd zacceptance of work at lower
pay (although it will do so somewhat roughly), which is

not discloced in the story of time lost.

Tzable RB8.--Ani.ual ezrningss of men in "sample".

Annual Earnings Lumbers Percentages |Accumulated P.C.
in Hundreds of (192611930 (1C5z2 19§€ll950f%???“T?EE‘Ton‘T932
Dollars. -29 |=-38 -29 |-32 -29 [-32

O - - 18 - - l4:o - b 140
Less tnan 2%. - 7 26 - 6.] 21 - 6.| 35
2% and less 3 | 21 | 36 8.| 17.| 29.| =2.| 23.]| 64,
than 5.
5 and less: 11 35 21 9.{ 8. 17.] 11.f{ H51l.| 8l.
7% and less 20 | 31 | 14 | 24.) ¢5.) 11.| 35.| 76.| 92.
than 10.
10 and less 217 15 3 22.] 1l2. 2.| B7.| 88.} 94.
than 12%.
122 and less 23 9 2 | 18. 7. 2. 75.| 95.( 96.
than 15.
15 and less 20 3 - 16. 2e - ©1.] 97.] 96.
than 17%.
175 and less 8 - 1 6. - 1. 97.{ 97.] 97.
than 20.
20 and over. 2 - - 2] - | - 99.1 97.| 97.
Unclacsesified. 1 4 4 1. 3 3+41100,1100.1]100.
Total. 125 126 {125 (100.{100.}(100.
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Table 28 showe the annual earnings for the periods
under consideration, as well as for 1932 separatelye. The
median (esrnings) in 1926-29 was over $1150 per annum as
compared with slightly less than 3750 in 1¢30-32 and aboub
$375 in 1932. If $750 may be taken as the "poverty level",
then only 11 per cent viere below this in 1926-29, Bl per
cent in 1930-32, while 81 per cent of the men were earning
less than this amount in 1932,

As compared with 64 per cent o:f the men earning between
5750 and $1500 per annum in 1926-29; 70 per cent of the men
earned between 5250 and 1000 per annum in 1930-32, and 64 per
cent of the men earned less than 3500 in 1¢32.

It is not necesesary to elaborate upon the difficulties
involved in reducing expenditure made necessary by this
marked reduction in income. Loss of s=vings, "ruaning up"
of debts, and finally applic:=tion for relief is the usual
experience following such a reduction.

In spite of the fact that tie reduction was of such
8 marked nature, not all of ~hose interviewed suffered
by the loss of their jobs. To some few it even meant an
improvement, since tihey were able to obtain better Jjobs
and at higher pay. Dvidence of tiis is partly shown in
table 29 which compsred annual earnings for the "repre-
sentative periods".

T ie tzble chows trat twenty of the men were in the
same income groups in both periods. Hali of these earned
more per anpnum in the lat=r period. Thus, with the five
who were in the higher income groups, a total cf. fifteen,

i, e. 12 per cent of the men interviewed, earned more

per an.um in 1930832 tihan in 1926-29. Of these, howcver,
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the increase could have amounted to more than 5250 per
annum in only five cases,

It %s with regard to the decrease in income that the
table is of greatest value. It shows that the high in-
come groups are equally susceptible to a period of unem-
ployment and marked reduction zs the low ones, and that
among those reduced to below the (suggested) "poverty
level"™ are many who were accustomed to an income above
the normal "comfort and decency level",

Thus, of the thirty who were earning 1500 per annum
or more in 1926-29, ten averaged less than 5760 during
1930-32, and only fifteen earned ;1000 or more per annum.
The reduction becomes more marked when the year 1932 is
considered alone. Of this same group of thirty, thnree
did not earn anything during the year, wihile twenty-two
earned less than U750 and orly two earned mwore than 1000
for t he year.

"he burden of uaennloyment falls heavily on those
immediately concerned. “he period of adjustment is a
costly one. It is obscured in a time of increasing
opportunities for employment, since the cost is lower,
the time lost shorter, and tiune gains to be made are
attractive.

Adjustment is necessary, but the method by which it
is at present allowed to "happen" is both painful and
unduly wasteful. The brunt of the burden is Dborne by the

workers in a drastic reduction of income through short

time, unemployment, and wage cuts.



Table 29.--Comparison of annual earnings of men in "sample" for
"representative periods".

BEarnings Barnings in Hundreds of Dollars.
in Hundreds 163C0-42 1932
0f Dollars. Total Total
1926-29 1l2{3la|s5kl7|8|olvNc.]P.C.| 0|1 2]|3|456|78(9]10 |Lo.|F.C.
T.Iess than 25 |=t=-1-{-1-F1I|-I-{-1 -] - - -l=1-{=1t-t -1~ - - -
2. 25 and
Tess than 5. -l1111) -ff-ff-] -3 2.l 1] -j1|x|=-FF|--]-13 2.
3. 5 and
Tess than 73. (1|51 4| 1| ~-F(-|-{-| =1L 9| 3L 2| === =I-|-| - [11 9.
4, 7% and §
Tess than 10. 2| 64| 7| -} |-|-|-| 1|30 | 24.| 5| 8[10( 2| 4|-|-|~[~-|-| 1 [30 | &=4.
5. 10 and
Tess than 12%. |1 | 3| 6|11 ]| 42|-|-|-| -|27 | 282.) 4| 4| 6| 8] 3|L|1|-|-|-| - (87| 2=2.
6. 12% and
Tess than 15. (1| 2| 5| 8| 42|-|-|-| 1(23 | 18.| 2| 4| 7| 4| 3|2|=|~-|-| 1 |R3 | 18.
7. 15 and
Tess than 17%. [1| 2| 5| 2| 3|2(|-|-| 1|20 | 16.| 3| 5| 2| 5| 2|-(L|=|1|-] 1 {26 | 16,
8. 175 and
Tess than 20. |-| 2| -] 1| 4&||1|=|-| -| 8 6ol ~| 3! B3| 1| L|-|~|-=|-] - | 8 6.
9. 20 and over.|-| -{ -] =] -LI-|-|=] 1] 2 2ol =l = == 21]--1|-Il=] 1| 2 2.
10.Unclassifdedl | - | =| = | = |-{=|={-| - 1 1o =txl == =|=|-f-=-f-l -1 1 1.
Total. No. |7(21 35|21 (:5(9|3|-|-| 4]125/100.|18126 |36 (21 [14|3|2(-|1|-| 4 |125{ 100.
P.C. 6117128.25.}217.21- -1 3] 100.11442142941741%42424-) 1 4-| 3. 100.

Note: The numbers under 1930-32 and 1932 respectively, represent the income groups shown
under 1926-29 under the corresponding numbers. Thus 1 represents the income group
"Legs than $250", 2 represents "$250 and less than y500",etc..

91T
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PART TWO.

IIDTHODS OF RECRUITLIELT,

Chapter VII--Retail Trade as an Example.

Speaking of the United States, D. D. Lescohier has
said: "One of the most important problems which confronts
our naticn is the creation of means for feeding a decent-
ralized demand for labor into a centralized organization
able to locate the individual workman suited to each in-
dividual demand, and bring the two tcgether with the least
disturbance to industry and to the home life of the woriker"(1l).

The present study, in ite attempt to ascertain how
workers find jobe and the costs of a period of adjustment,
has sranched out to observe to what extent such a problem
does exist and how far inductry in Liontreal has taken care
of the need. To do so, it wase planned to interview as
many of the employment managers and employers as were will-
ing to co-operate, and a number suf:iicient to give a re-
presentative cross-cection of industry and trade in
Montreal. Time did not permit the complete covering of
211 fields of industry, but the "scample" obtained, though
limited, still serves nevertheless to illustrate what
goes on in important sections of the labour market. One
of the sections thus illustrated is that of retail trade.

Retail trade with ite wide range in size of ectablish-
ments, its day to day fluctuations in activity, ite ceasonal
charzcter, and ites close contact with general business con-

ditions is an outstanding field in which unorganized methods

(1) Lescohier, op. cit,.
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of recruitment of labour for a decentralized demasnd and
the economies that can be effected by organization can
both be demonstrated. Here, establishments range in size
from stores employing one and two salesclerks who may
also be doing the delivering and nossibly the clerical
work, to the departmental stores employing more than a
thousand employees who are assigned to do specialized
work which is part of the process of distribution (pur-
chasing, receiving, displayiang, advertising, selling,
wrapping, shipping, delivering, maintenance, administra-
tion and supervision).

Table 30 shows the comparative size of the retail
establishments in Greater iontreal (1930) and the rela-
tive importance of the different units as employers of
labour. These figures include full-time and part-time-
employees and proprietors and firm members drawing a
fixed salary. “he total of 13,038 establishments at
thies date employed 52,601 persons, or an a2verage of 4.0
persons each. Over 85 per cent of these establishments
employed, on the average, less than three (Z2.3) persons
each. Their employees, however, made up just under half
of the total number employed in retail merchandise trade.
All of the business groups i:cluded in this section em-
ployed on the average less than five persons 1in each
store. Thus, only 3 per cent of the stores were in busi-
ness groups which averaged at least ten but less than
thirty employees in each store, aad these employed 13.9

per cent of the total employees in retail merchandise trade.



Table 30.--Employees

in Retail Merchandise Trade, Montreal 1930.(1)

Average Number Number Number of - Number Wumber of
of Employees per of Employees. of Employees .
Sgore in Different Stores. Ever- Stores.# ' Aver-
Pusinesses. No. | P.C. No. | P.C.jage. No. | P.C. o. | P.C.]age.
Less than 5. 11,107} 85.2 | 25,763] 49.0 2.3 {110,919 87.8 25,161| b3.7 2.3
5 and less than 10. 1,523 11.7 |10,447( 19.9 6.9 1,190 9.6 7,298{ 15.6 6.1
10 and less than 20. 288 2.2 | 4,745 9.0} 16.5 288 23 4,745 10.1] 1645
20 and less than 30. 100 .8 2,257 4,3 R2.6 9 ol 25D 6] 28.9
Department and gen-
eral Stores over
$100, 000. 20 1] 9,389 17.8]469.5 20 2 9,389 20.0]469.5
Total all Stores. 13,038} 100.0 | 52,601[100.0 4.0 ||12,426]100.0 46,8481100.0 3.8

117V From Retail Trade 1in ontreal 1930:

D. B. S. Census of lerchandising.

# Bxcluding milk dealers (dairies), cateterias,
a different type of employee from the sales clerk in whom thies discussion of Trade 1is

primarily interested.

rectamrants, and lunch rooms which employ

The problems of their euwployees are more closely linked up with

particular gzroups wiich siould be discussed separately. Dairy employees should be linzed

up with those of similar occupaticns or skills, e. g. bottlers, stablemen, deliverymen

etc.

shown when these are excluded.

i. e. porters, waliters,

Thus,

Similarly the employees of cafeterics, restaurants, znd lunch rooms should be
discussed and related to their own groups,

chefs and cooks,
countermen etc., and separate from tiie group employed in retail trade.

a truer
picture of the size of establishments in retail trade and their relative importance is

6TT
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If we exclude milk dealerc

Sy

and lunch rooms, for reasons explained in the footnote
to the table, the characteristics of the extremes that
exiet in retail trade are still more marked. The busi-
nesses with stores employing on the average less than
five persons made up 87.8 per cent of the total estab-
lishments and employed 53.7 per eent of the total em-
plojees. On the other hand, "Department and general
stores" which made up only 0.2 per cent of the total
stores, employed 20 per cent of the total employees.

These stores employed on the average of 469.5 persons

cafeterias, restaurants

each, as compared with an averaze of 3.8 persons for all

stores and 2.3 persons for

tnose in the business groups

employing on an average of less than five persons each.

Teble 3l.--Retail lierchandising in lontreal 1930.(1)

Stores. Employees.

Type of Operation Aver-

J0. P.Ce. o, P.C.lage.
Single Store Independente 10,475 | 0.3 | 35,650| 67.8| 3.4
Single Stores
(in voluntary chains). 767 5.9 2,290 4.4 3.0
Two-store HMultiples. , 5CO 3.8 3,643 6.9 7.5
Three-ctore liultiples. 176 1.4 1,006 1.9 5.7
Local 6Bhains
(Four stores and over,. 335 2.6 2,009 3.8 6.0
Sectional and
Hational @hains., 785 6.0 8,003 15.2]10.2
All Stores. 13,038 |110C.0 | 52,601} 100.0}] 4.0

Crain stores,

as shown in table 31 made up slightly

less than 20 per cent of the total and employed almost

(1) Trom Retall Trsde ia liontr=al 1930:

of ITerchandising.

D. Be S4 Census
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one third of the total employees. The small extent to
which this resulted in a centralization of the demand for
labour and organized methods of recruitment for these
stores is disclosed by the fact that 5.9 per cent were
"Single stores (in voluntary chains)",--usually for the
advantages to be derived by joint buying and advertising,--
that 3.8 per cent a2nd 1.4 per cent were "Two-store mul-
tiples" and "Three-store multiples"™ recpectively, and
only 2.6 per cent were "Local chains (£our stores and
over )", and 6.0 per cent were part of "Sectioral and
Rational chains". The latter group, nowever, employed
15.2 per cent of the total employees and averagedilQ.2
percong per store. In addition to the departmental
stores, the "Sectional and national chains"™ and the
"Local chains (four store and owver)", which averaged
six persons per store, have enough employees to be
faced with the problem of requiring some semblance of
organization in tre buildin: up of a suitable staff.

Over such a wide field it was not possible to make
a survey which would include the emaller estanlisnmentse
The depsrtmental ctores and the sectional and local
chains were the only ones covered. Even though the ob-
servations which follow are confined in the main to the
larger stores, it is not difficult to infer the contrasts.
A word may be €z2id about the smaller stores wnich
contribute at leact 50 per cent of the total demand for
labour . 4“he little capital and experience required and

up in
the eace of settingAa small business, must necessarily
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result in inetability and produce a relatively high rate
of mortality and change. This change necessarily in-
volves unemcloyment and the need for ad justrment for the
hired help. In addition, the lack of scope for advance-
ment, except possibly into z partnership or to the open=-
ing of 2 similar business by the employee, will result
in a high rate of labour turnover. These two considera-
tions are minimized and often outweighed by the cloce
contact that exists between employer and employee which
1e ueually obtained by the hiring of friends and relatives.

regardless of the metnod of recruiting help, there
is evidence here of decentralized iemand in its most
extreme form. The total demand for labour from the very
nature of things--the habits o0f cshoppers, in other words--
requires from time to time temporary and part-time hedpe.
In the smallest stores, thie is ac doubt met with the
hiring oi relatives or friends for the busy periods.
In the stores where a few sales-people are employed, the
need for temporary help would no doubt partly be taken
care of by hiring the friends or relatives of the regular

staff. The problem of organization does not become acute

until the force is too large for personal contact and re-

quires supervision and internal checking. This is a

problem that must be met by those who employ large and
specialized staffs--mainly departmental and chain stores.
First of all, tuere is the realization that the
right type of individual is required, one who can be
trusted as well as trained. The sales clerk is the con-

tact between the firm and the customer, hence his (or her)
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appearance and manner must be given careful attention,
and the individuél must be trained to realize this
responsibility. In addition, he must know the mer-
chandise well enough to sell it. The staff must co=-
operate to give efficient service and to please the
customer(l). This latter is necessary if the employee
is to ikeep up his sales record and, incidentally, keep
his job. All this suzrests the need for careful selec-
tion and training.

Careful selection and training means additional
expense and involves an.investment in employees. This
leads the employer to the next problem, and that is fthe
full utilization of nis staff to justify such expendi-
ture. “his can only uve obtained tiirough efforts to
decreace the fluctuations (particularly from day to day)
in the number of employees required, as well as in a
reduction of the l=bour turnover by increasing the in-
ducements to remain. The large departmental stores have
realized that the problem of labour costs is closely
linked up with that of organization and their pereson:iel
policies aim at a reduction of thecse costs.

The problem begins with the selection of the indivi=-
dual to be hired. Lizny possible future difficultiec are

overcome by a careful selection of the right type of

(1) In the days when the "price apneal” became of minor
importance, the services offered to shoppers were among
the main attractions of departmental stores. This was
exploited to the extent that one of the met@ods of ad-
vertising was the displaying of expensive signs pro-
claiming "It's a pleasure to €hop at--".
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individual who can be trained to fit into the organiza-
tion and who will repay for his training by giving effi-
cient service. XFor this, the departmental store has an
employment office, usually open every morning, where the
employment manager interviews all applicants, regardless
of whether a vacancy exists or not. These are carefully
classed according to the gualirications and experience
of the individuzl, and the iupressions of the'interviewer,
and are riled away .or future reference. No one is hired
at the first interview. When a vacancy occurs and must
be filled with one of the applicants, the files are referred
to and five or six of the most likely individuals are czlled
and again interviewed beiore the final choice is made.

The policy of training thelir own staff znd fitting them
into the organization, then allowing their employeed to
work up into responsible positions, has resulted in many
stores being able to fill practically all better grade
vacancies that occur by a series of such promotions, and
the hiring (if necescsary) of a younger helper who is pre-
pared to begin learning things "from the bottouw". Thus
they claim that at practically no time have they had to
g0 beyond tneir employment office for help. They have al-
way® had enough on their waiting list to take care of
their needs, whether it be for an experienced individual,
or one prepared to be trained and fitted into their
organization.

Selection in shis way, if made carefully, partly

solves the rroblem of retaining the individual, since
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the choice is made with that in mind. The next step is
to give the better employeeg the greatest possible steadi-
ness of employment, and to create working conditions and
opportunities that will induce them to want to stay.
This latter is taken care of by allowing for oppvortunities
of self advancement. The policy of some storesis to have
as many of the responsible positions as possible held
by men who have been trained in the firm and who have
worked their way up. This policy is adhered to right
down the line whether it be from junior (wrapping or
helping) to s=les clerk, fTrom driver's helper to delivery-
man, or any other position. Whenever a vacancy :oceuxs,
the individual next in line is z2lways given preference
(if he is ready to make the step). In addition, care
is taken to fit the individual to the right department
enabling him to do the type of work to which he is most
adaptable, or to handle the type of merchandise about
wvhich he .nows most. Different metiods are employed to
take care of thie.

One firm uses tre system of "open transfer". Thus
when a department manager decides that a certain indivi-
dual is of no use to him but merits another chance in a
different department, he puts him on "open transfse”
and an attempt is made to fit that employee into another
department .

The problem of regularity of employment, which is
linked up with the full utilization of a trained staff,

was aleo attacked by the employment managers. In one
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store interviewed, steady employment is ensured to all
regular employees by their policy of not laying anyone
off, and csharing the worx available among the total staff.
Tnise involved an elaborate system of interdepartmental
transfer which can only be carried to a certain limit.
However, the superintendent claimed that he had adopted
methods to tgke care of this policy and that the force
has remained satisfied. This pclicy of elasticity of
houre and of transfers has 21so served to reduce con-
siderably the need for temporary help during the Christ-
mas and Faster rushes and minimized the extra cost which
an untrained staff would involve. In this store, there
is a general shifting from one department to another
practically daily, and on Saturdays the office staff 1is
civen an opportunity to ezrn 2dditional money when they
are cent to sell at counters and paid a commission on
their sales. This is made possible by the fact that
these girls are given a training in selling when they
are first employed, wiile many of them are foruer sales
clerzs who have, on application, been trained for, and
promoted to, their present cositions in the office.

In the same way, there is a possibility of promotion
(on merit) and interchange from elevatorman to salesman,
window @iressing, shipping, advertising, etc.

This policy has produced in this store a gstaif of
employees who are capavle of giving efficient service
and are willing to do so, in the assurance that they widl

be kept on as long as they can give gocd service and are
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in line for promotion if they merit it. Long service
records of employees and a low rate of turnover are the
results wrnich justify the expense and effort involved in
such nandling of personnel.

As yet, no mention has been made of the "emergency
staff" which was made up of those who were prepared to
come 1in at a moment's notice and to work in any one of
several departments. They were ready to come in to take
care of any emergency and their next step would be that
of advancement to the regular staff. The need for this
staff has, of late, considerably diminished because of
the reductior of the total burden of work. This is par-
ticularly true in those stores where the rerular staff
shares what work there ig,as they are thus prepared for
almost any sudden increase of work without needinggto
call upon the "emergency stesff".

The metnode of sttack on the problems of fluctuation
of activity wae not the sawme for all tre firms. Another
had met this conditiopg with a special "part-time staff"
who came in only on the busy shoppings days. It wae made
up mainly of students who were interested only in such
"part-time" jobs., This firm also had a staff of "occa-
sional help™ who were trzined in several differeht de-
partments and who were prepared ‘tc come in at a moment's
notice. The need for a temporary staff’for seasgonal péaks
was in thie firm even more accentuated, since no policy
of elasticity of hours and wofX sharing had been instituted.

Their staff was pared down to their needs, and lay-oifs
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were made on the basis of merit and sales record rather
than on length of service. The general personnel policy
however, did not lose sigut of the necescsary fundamentald
required to build up a satisfdéd and stable staff; it
was just thelir method that differed.

In this latter store the method of interdepartmental
transfer was not developed to anything like the szme ex-
tent as in the one zalready described. 7“hey did realize
the need for fitting the individual into the right type
of job and allowed for this by a sictem of "open transfer".
At the same time, they claimed to reward merit by pro-
motion e%en whein it did involve such transfer. The ex-
tent of these transfers, however, was limited, and can
be explained by two points.of their policy.

firet, they consider each department as a separate
entity reespoasible for itself. It must pay ite own rent,
light (overhead) and salaries, “do: ite cwn advertising
(rente space ia tne advertising page) and even rent a
window if it wienes to display its :soode. Thus: all
departments are paying Ior, or ccntributing to, a joint
cervice, and even thnough they are directed from above as
to general policy, each department is responsible for
itcelf. Their system is less flexible than the one out=-
lined above and is co-ordinated by a more rigid method
of formal contact with the employment department wnich
actually serves their needs.

The second limitation is ocne connected with the type

of merchandise, and the cpecialized knowledre reguired.
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Their policy is thst the customer must be considered
firet. A gdod snoe salesman who knows the tyne of choe
and leather oﬁe should wear, is of no use in the men's
shirt department where a knowledge of sleeve lengths,
gstyles and tastes is necessary. Thus where the job of
merchandieing becomes more specialized and where more
must be kxnown about a particular type of z2rticle, this
concideration of "service to tne customer"--and incident-
ally ability to sell the merchandise--lessens the posesi-
bility of transfer and may even recsult in the temporary
lay-off of a good cshoe salesman coinciding with the
hiring of a new employee in another specialized department.

In this manner, by careiul selection, training,

regularity of employment, and ovportunity for promotion,
these firme have been able to reduce their ¥kurnover of
labour. One firm keeps careful records of the labour
turnover figuree and the emcloyment department must ex-
plain to the directors any significant changes that may
occur in therm. They have realized the need for the right
type of individual and have invested in facilities for
training such a staff. They are reluctant to lose any
of their capable help ahd are aware that their training
ie of very little use 66 the individual who decides to
lesve and enter the enploy of another firm. This is dued
to the fact that the main part of their trzining has been
2e port of a system and at best, can only cerve as a back-
ground for another job. Hence, the Tirm's policy is to

allow opportunities for advancement and the satisfaction
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of the employee, and thus to obtain the best poseible

return in services.(1l)

. . . . .

A special complication in the field of retail trade,
waich cannot be ignored, is that of female competition.
Obr discussion of methods of recruituwent and source of
supply Zor industry is coniined to that of the recruit-
ment of male employees. In "Trede™, however, it can-
not be divorced from the recruitment of female employeec,
since in the occupations for which they compete, the
methods are usually identical for both. This is parti-
cularly true with regard to the niring of salesmen and
saleswomen with which we were mainly concerned above.
It is not intended to exter into a discussion of the
problems that arise from csuci female competition since
the main interest is thet of the costs of adjustment,
and the methods of recruitment which condition the methods
of sezrch for employment.

It is relevant to mention the extent oi tunis com=
petition and refer to some of ite characteristics. The

for icntreal
1931 censusAlists 13,605 Salesmen as compared with 5,861
8alesvomen. Tries is tne focal pcint of female competi-
tion in "Trade"™ as only 300 females are reported as
(in "Trade")

employed in tze other occupztions,as compared with

7,958 male wage—-earners.

(1) In one of the firms txzis was carried furtiner into
studies of comforte for employees, rest rooms, clubs,
lunch room, and general interecst in thelir vielfiore.
ilost of these plans nad to be dropped because gf the
ctrict economy forced upron tnem by the depression.
They alsco had to discontinue their system of bonuses

and regular increases.
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Table 32.~--Extent an¢ duration of "time-loss™
among salesmen and saleswomen.:;
I'ontreal, 1931, ‘
Salesmen Saleswomen
Number of wage-earners. 13,608 5,861
Numcer losing some time. 3,767 1,639
Per cent of total. 27.61 27 .96
| Aggregate weezs of "fime-loss® 83,709 55,434
Average number of week8 lost
(a) by all wage-earners. 6.15 6.05
(b) by taose losing tirve. 22 .28 21 .62
0B S BuvieeTi~n No. IX T{Jmaﬁﬂzorﬂgmﬁ/vnnv C/776s) SERIES. T

The extent and duration of total time lost was

about

tne same fTor both salesmen and saleswomen as the

average number oi weeks lost by the groups vwere 6.15 and

6,05 respectively. Similarly the percentage of sales- |,

men losing time and the average number of weeizs lost by
those losing time were ornly clightly different fwom the

similar figures for saleswomen,

e At ot vt mn i s mmes < s mmmen e

Table 33.--Causes of unemployment among salesmen
and saleswomen .#
isontreal, 1931,
Cauces of fiumber |[Aggregateliverage Proporfapnate
Unemployment Losing |ileeis Weeis Lost | Importance of
Time Lost by those the Various
Losing Time|Cauces,

AT1 Cauces.

Salecsmen. 3,757 83,709 22428 100.00

Saleswomen . 1,639} 3b,434 21.62 100.00
No Job.

Salesmen. 2,984 71,8193 24 .07 85.79

Saleswomen., 1,163 27,781 23.89 78 .40
Temporary Lay-off. DG

Salesmen. 276 3,188 11.565 3.81

Saleswomen., 207 2,835 13.70 8.00
Illness.

Salesmen. 559 7,965 14 .25 9.51

Saleswomen. 310 4,019 12.96 11 .34
Accidents.

Saleswomen. 16 210 13.13 .60
Other Causes.

S 1esmeuo ' - 4.10 - . 04:?
— Sgleswon@n‘ B - 589 o ‘;fj?f
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The difference in "time-loss" for these competitive
the

groups are to be found by reference top"causes of unem-
ployment"., "No Job" wae responsible Tor 85.79 per cent of
tne time lost by salesmen as compared with only 78.4C per
cent of the time lost by saleswomen, even thougn the av-
erage numser of weekxs lost by those losing time was 24.07
and 23.89 respectively for the two groups., The sales-
women loet proportionately more time because of "Temporary
Lay-off"™ than dic the salesmen. 7he former seemed to have
been laid- off in greater numbers,pIOportionately;as well
ae ior longer periods.(1l)

These gigures do not serve to disclose what pronor-
tion of the jobs held by salesmen c=n be filled by sales=-
women, and are retained in spite of this competition, and
vice versa. There is no doubt that many of the positions
held sre interchangeable between the two sexes. The fig-
ures do sugecst, however, that the extent 2nd dur=tion of
unemployment vhich muet accomrany a period of depression,
has, through 2 series of causes of different importance
for each group, been fairly evenly shared between the two
groups. In each, the burden has been borne by an almost

equal fraction of the group, and the average number of

weeks lost by those losing time has . been very nearly the same.

(1) "Illness™ as a cause of unemployment was peculiar insofar

as the average time lost for this reason was much (1.29 weels)
longer for calesmen. At the same time, a greater percentage of
the szlecswomen lost time because of illness. The difference was
enough to make the proportionate importance of this cause
creater for the latter group. Almost the reverse was true of
"pAccident", Saleswomen lost on the zverage ne:zrly twice as

much time as calesmen for this reason. However, the number

of salecsmen losing time for this rezscon was almost three times

the nunber of szleswomen wno l1ost time.




Chart VII

COMPARATIVE AGE DISTRIBUTION OF SALESMEN AND

SALESWOMEN (N MONTREAL AND TIME LOST 1930-3!
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Yable 34.--age dicstribution of salesmen and
saleswomen, and average number of weeks lost
by each group.#

irontreal, 1931.

Persons Age Weeks Average
Age groups. Reporting |Distributioir. Lost. Weeize Lost.
YeaTS [y ’\.{o 31 L] ‘I\I [ ] 31 [} lri [ ET. is"lo F [

17 and under 1,423 760| 10.81| 13.35] 9,698 6,304 6.82|8.59

18 to 19. 1,339 966| 10.17| 16.80/10,183! 6,773 7.60]7.08
20- to0.24. 2,78711,856b6f 21.17| 32.59|20,641111,241} 7.41| 6.06
2b to 44. 5,826 1,824 44.25| 32.0530,566| 9,149 5.2b| 5.02
45 to bH4. 1,150 213 8.73 3.74} 6,665 1,036| 6.70; 4.86
b5 to 64. 475 65 .01 1l.14| 3,034 192 6.39| 2.95
65 to 69 101 12 277 21 825 42 8.17] 3.50
70 and over. 65 7 49 12 347 30 BeB4] 4429

Total all
ages., 13,166 15,6¢2]100.0C |10(300({81,849134,765 6.22]6.11

# D. B, S. Bulletin No.T%i of Unemployment (Liain Cities) series.

The zge distribution of salesmen and szleswomen and
the time lost by eachare of ecual i=portance for compara-
tive purposes. “The average =ge oif each of tnese groups
was much lower than that of the total wmge-earners. The
mean age for calesmen wzs 2¢-30 yezrs as compared with
33-34 yezre for &il maleuﬁage-earners. Similarly the
mean age for saleswomen wse 22-23 years as compared with
23-24 years for all female wszge-earners. Lhe gzp iR age is
greater between salesmen and the total male wage-earners,
yet the age dictribution of saleswomen is still lower.

The average time lost has alread; been shown as
having beer. about the some for both grouve. However,
the share of the burden borne by the different age groups
was mariedly different for the iwo csexes.

Wo¥ the salesmen, the average time lost followed the
normal(pell—ehapeq)curve with only wminor variations. Thus

the lonrest average period of uneuployment is seen to be
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in the youngest and oldest groups, with Lhe snortest
period oI uvremployment suffered by the most adaptable
group--<5-44 years of zge. The acres on ez2ch cide of
this grcup were marked with a prozressive increacse in
average time lost. The saleswomen, on the other hand,
showed a somewhat abnormal distribution of "time-lcoss".
The average number of wee.s lost was highest for the
youngeset cge group and wae less Ior ezch succeeding age
group,until it wze at a miniwum at the 55-64 age group.
Therr it increacsed slightly, but the average time lost
in the oldest group~--70 years and over--was less than
that lost in the 45-54 age group and at all other pre-
ceding ages. This wight be explained by the small per-
centage of saleswomen in the older gropps. Only 5.21
per cent were 45 or over and 1.47 per cent were 55 and
over as compared with 13.6C per cent and 4.57 per cent
respectively for the sa2lesumen.

It is no doubt true that the competition is keenest
among the younger groups. Here the saleswomen suffered
the longest average periods of unemployment; and only
in this age group--17 years and under--was thelr average
"time-loss" greater than that lost by the salesmen.

With increasing age, particularly after the age of twenty-
four, the men held a much greater proportion of the jobs,
but the women who did remain in the occupation seemed to
ldse much less time.

In summing up the picture precented Dy the labour
market in the field of retail trade, these differences

in respect of male and female erployees muset be kept 1n

mind.
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The departmental stores with their employment
offices and personnel policies represent the highest
degree of organization that exists in the field of trade.
Able to compete with smallexr retail stores only insofar
as they can effect economies and offer the "apoeal of
price" as well ae of "cervice", they can least afford any
unneceseary expenditure on facilities whose return does
not warrant such outlay. The setting up of emcloyment
offices and the development of personrnel policies (as
outlined) was motivated only by the realization of the
neceegsity of building up a suitable staff in the most
efficient and least costly manner. They have undoubtedly
gained by setting ur centralired organizations.abletto
locate the individual worckman suited to each individual
demand ; by attempting to train and fit the individual
to the Jjobt ; by allowing'*opportunities for self advance-
ment” ~nd by ensuring "the preatest possible stezdiness
of work .

Their efforts serve to illustrate what can be done
in the way of organization. It shows how the reserve of
labour can be centralized and more efficiently and fully
utilized. The size of the reserve necessary to £ill their
needs can ve reduced, minimizing unemployment and the
amouht of unnecessary training. Although they are examples
of what can be done profitably, they are far from the stage
of efficiency to which this principle could be developed.
Economy in operation and improvement in service can ue

advanced still further.
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First of all, much of the duplicstion of effort
could be effectively eliminated. The maintenance of
an employment office by each of the departmental stores
in the city as well as by each of the chain stores, to
which,in many czsesg,the came applicants may apply and
be interviewed, is much more costly than a centralized
agency serving their total needs, as well 2s the needs
of the smaller stores who separately cannot afford such
services. It ies evident that the service of the offices
at present maintained by ezch of these larger organiza-
tions has warranted their upkeep. It is equally obvious
that srhould any or all of these organi-ations merge or
come into the ownership of the same individual, a merging
of the employment offices would be effectedyand economies
in operation would undoubtedly result. An improvement
in service would also be obtained through the wider choice
allowed)and the specialization in the work which would
be made necessary by the increased size and duties of
such an office. The problems (particularly of under-
employment ) resulting from conditions of decentralized
demand and unnecessarily large and stagnant reserves,
would partly be solved or overcome by such machinery.
These organizations have led the way, and all concerned

have benefited by their policies, even thougn they were
motivated by profit and economy in operaticn. The limits
of this development must necessarily remain restricted
if it waite for private organization to carry on the work.

"Tt has been nobody's businecss to rationalize the labour
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market. Yet Irom the véewpoint of Social Science, the
task is a necessary one becauce it is o evidently

everybody's business".(l) It is ondy by governmental

action that this prineiple can be inproved upon and

extended to its natural limits.

(1) Marsh, L. C.: Employment Research: An Introduction
to the LicGill Program (Unpubliched).
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Chapter VIII.--Differences of rersonnel Policy in Industry.

What has been said of trade is also true of industry
in general. Here, too, there éxists a wide range both in
methods of recruitment and labour policies as well as in
size of establichments. Each factory has its own labour
recserves, and in come cacses of completely decentralized
methods of recruitment, each foreman in the same factory
hae his own particular reserve. 7The organization of the
labour market in llontresl is haphazard and inadequate and,
with only very few exceptions, the onus of finding employ-
ment remains with the individual workman.

The problem of finding employment differs for every
sroup since it i¢ conditioned larzely by the methods of
recruitent and the policy of emrloyers. At oie extreme,
there are employers who accept as normal)their present
eace of recruiting labour by dregwing upon the recserves
of would-be employees who are continually applying at
their gates. They assume that tiis method, supplemented
when necessary by "runners" who epread the word that théy
are hiring men, will alwsys suffice to take care of their
needsyand that thie 1is the cheapest method of recruiting
labour. At the other extreme are the exceptional firms
with specific employment departments,who are more careful

in the selection and training of their men,since they
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have realized the costs resulting from inefficient help

and high turnover.

The position of a particular firm within this range
will depend on several factors, each in its turn important
in influencing the policy towards labour.

(a) Demand.

llost obvious of all is the eize of the firm, i. e.
the number oz employees on tne payroll. It is evident,
that in a smaller firm where pcrsonal contact exists
between employer and employee, or,where at the most, there
is only one foreman, the problem o recruiting labour is
a relatively simprle and centralized one(l). It is only
when the size of the firm takes on largyer proportions,
broken up into several departments under the supervision
of aifferent foremen, that there €&€xists the need for
organization witnin the individual business. Here thne
decision must be made vnether there should be a centra-
lized agency to #eed the demands ¢of the different fore-
men, or whether each should take care of his own needs--
a decision which will determine whether a particular
firm will have a centralized reserve to be drawn upon by
all departments,or whether eizch Ioreman will have a re-
serve of his own.

Tiis gquestion oi the size of firm and its influence
on policy, is closely connected with that of the relative

importance oif the labour factor in production. If the

(1) However, the cum total of all the demands of these
individual firme, which make uc the "demand for labour",
ie highly decentralized,and precente the same p;oblem
as that already referred to in the discuseion of trade
estahlishments.
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proportion of labour is low, or if lszbour is entrusted
with expensive machinery, or ie placed at central points
attending and directing expensive machinery, a certain
amount of stabili%y will be promoted. An attack on costs
will not necesezrily be directed at labour costs. In
addition, the responsibilities assumed by the indiviadual
workman will give rise to the need for careful selection
and possibly training. The implications are that there
will be g tendency towards stability and organization(l).
On the other hand, where labour costs are a large pro-
portion of the total, it seems evident that these will
be the costs first =zttacked when any reduction is necessary.
The size of the staff (or its man-hours of employment)
must necessarily vary with fluctuations in production.
However, the importance of the labour fattor, per se,
may result in ite being given special consideration,and
the setting un of an organization to recruit the re-
guired staff. This, 0f course, will be closely connected
with the de;ree of Iluctuation in activity and the extent
to whicih there is a need for a lar,e number of additional
men from time to time. Again the interdependence of all
factors must be emphacsized,

An important qualification to the above considerations
is that of the skill of the lzbour required. A highly
skilled staff may ve difficult to obtain, particularly

when a large number is required at the same time. <Yhis

(1) At the same time, the influence of other factors,
and the interdependence of these must be recognized.
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building up of staff may involve a high cost of training,
which can undoubtedly be reduced if the men are carefully
cnosen and selected with this in mind. In addition, such
a staff reprecsents an investment, an asset to be retained.
Under sucn circumstances, organization and stability as
far ase possible is inferred. On the other hand, if low
skilled or unskilled men are reouired, there is no in-
cerntive to organization or to attempts to promote etability,
since they are abundantly obtainable and ezcily replacable.

This, too, depends largely on the personnel of the
management, and the vikew they take of the labour factor.
At one extreme, is the more enlightened employer who
realizes that his employees are striving to make a living,
and that they must earn enough to take care of their pri-
mary econounic needs. He attempte to reconcile the welfare
of his emnloyeesy through their efficiency, witi hie labour
costs, and will direct inis methnods towards ootaining a
satisfied and loyal staff. At the otiaer extreme is the
employer who is still obsessed with the idea of cheap
lavour. He is not aware of the translation of hiis methods

terums
inpof real labour costs, nor is he interecsted in the social
implicetions of his policy. A good example of tihese ex-
tremes was obtained in the course of cur survey.

One superintendent of a paint factory, who employed
a staff of over two hundred men, about 90 per cent of
whom were unekilled, had been guided in his policies by
the realization that he was dealing with human beinze.

He set about promoting stability in his staff by ensuring
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steady work for all jand interesting himself in their
problems. The men were kept satisfied,and a close con-
tact was established to discover any reasons for dis-
satisfaction. This superintendent made it his business
to root out the causes of troubles,even wnen, zs in some
caseg, 1t meant delving into the home life and problems
of the individual:concerned. 7The result was that all
the other problems of personnel management took czre of
themselves. Supervision became comparatively simple.
Turnover wae reduced to practically nil, and the occa-
sional recrultment that was necescary was taken care of
by the hiring of a friend or rel=ative ox oze of the

in this firm were
employees. The records or long service,exeeptional ror
a staff of uns.<illed workers., Long service in this firm
is rewarded at the eud ci twenty-five yeare with a zold
watch and a cheque for $1,000. To date, over y75,C00
nas been paid out under this scheme. (This, of course,
also includes ofZice and sales staff, wiich would bring
the total employees up tc about 350). In addition, the
convenience of the employees has been considered in other
recspecte. A lunci room is operated at a deficit of about
#5100 per month: there is a sicknees and death benerit
scheme; a "get-together" club, bowling league, annual
outings and other counsiderations of the comforts and
satisfaction of the employees. A desciiption of the
methods and policy of a brewery, investigated by the
writer, employing atout five hundred men, of wiom almuost
95 per cent are unskilled, would snow them to have adopted

a similar attitude towarde tieir employees with similar

recults.
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The superintendent of a glase factory furnished an
example of the other extreme. Although a large propor-
tion of his th;ee nundred employees were labourers, he
also employed a large number of semi-skilled and some
sxilled help. His source of supply was the factory gate,
and nhe had always had enough applicants there to take
care of all nis needs. His policy could be summed up
as "obtaining the worker as cheaply as possible and get-
ting the maximum amount of work out of him". His claim
was that he was forced to do so because of keen competi-
tion. At the same time, he was critical of the largze
companies who, he claimed, were "pampering" their labourers
by paying them too high wages and who were not obtaining
the best results. Hics ovinion of sick benefits was that
the worker would abuse this privilege and stay away for
all sorts of petty excuses; and of pensions, that his
firm paid its employees for their work and would keep
them on as long as they were willing to work (if work
were available) and that no pensions were necessary. He
could not understand the attitude of one firm which
had ingtalled shower baths, and suggested that if a man
wanted a bath he should wait till he got home to take it.
Although this was indeed an extreme case, and reflected--
to put it mildly--some queer ideas, this attitude to-
wards employees is not an isolated case. Ilany of the‘
employees, particularly in the contract shops in iron
and steel work, are hired at the gate as =0 much man power
required for a particular job, and without any regard

to the human element.
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In some cases, there has been an evolution of the
methods oI recruitment and ot policies, forced by econ-
omic pressure;of circumstances. To keep down the acci-
dent risk which increases their costs, one firm now
(since 1929) insists on the medical examination of all
applicants before hiring. Laxity in their methcds of
hiring {they previously did not pay mucik attention to
the physical condition ot the men)had meant an increased
cost of medical services. Still another firm whose
policies have been altered somewhat by the pressure of
such forces, was a spinning company. Formerly, the
management had paid no particular attention to the un-
sanitary working conditions nor to the charascter of the
individual worker. The grade of worker kired was low,
and in many cases a eglight scratch would become infected
and blood poisoning would sét in. <Yheir liability under
the Workmen's Compensation Act, however, translates such
laxity in terms of direct costs. As a result, more
attention has been paid since 1¢26 to working conditions,
the type of individuals hired, and the training of em-
ployees to help overcome this problem.

The attitude of management towards employees is un-
doubtedly a qualifying factor in the policy adopted. In
the czce of those who looz only ior tre cheapest mekhod
of hiring labour, without any regard %o social implica=-
tions, social legislation is necessary %o bring economic
pressure o bear,and to rerould their policies towards
s more humane outlook . (even if it ie motivated,

in psrt, by a desire to escape extra costs). Emnloyers
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must be forced to realire that tney are buying labour
power that can not be divorced from the human being who
must deliver it. Those who have met thece facts squafely
have iantroduced some degree of regularity of method and
considerate treatment into their labour policies. Some
few far-sipghted and enlightened employers have already
translated the welfare of their workers in terms of
efficient service which result in lower labour coste,

(b) Supply.

One other cousideration that must go together with
the attitude of employers, and which influences it through
economic pressure, is the condition of supply, i. e. the
comparztive ezce or difficulty of obtaining the required
amount of labour desired. The employer who has never been
faced with a shortage of 1lzbour is prone to accept as nor-
mal a suppdy of applicants 2t his gates in more than
sufficient numbers. In true prilanthropic fachion, he
may give ordere to his foremen to hire their help for
only short periode of time, allowing an opvortunity for
each decerving appticant to earn some money while in
the employ of the firm. At the same time, he would be
ensuring for himself a continual re-application of would-
be employees attracted by the cunance of being hired for
a day or two. lWhen this is done only to rotate the work
among former employees in a period of strese, the prin-
ciple is not to be condemned. When it is haphazard,
however, the method is to be criticized’for then 1t
brings the same individuals to the factory in excessive

numbers even though only a few are to be hired. This
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practice has been all too prevalent in such times when
it has had the purpose--or at least the result--of build-
ing up reserves for the busy seasons. It is admitted
that the grade of work and scale of prdduction of the
additional stzff so hired is not up to par, but this
cost 1s only secondary tc the compensating factor of
having enough men available to take care of any extra
rush of work.

With very rfew exceptiocne, the supply of labour in
Montreal has been adequate since the war. In the United
States, the methods employed to overcome the emergency
of the war period,are ably described by Lescohier in his
description of the workin; : of the American labour market(1l).
It is interesting to note the competitive efforts of
employers when the onus of finding workers rests with them.
It is only when conditions are aggravated by a crieis,
that the need for a centrzl organization becomes obvious.
The wzste involved in suci: Zeen competition for labour
ie amply demonstrated. It exists at present but in a
different form, that of "distress-competition™ for jobs.
In both periods (scarcity of labour or scsrecity of jobs),
the prescent methods of adaptation are unduly wasteful.

In the former, the offer of better Jjobs and nigher pay

resultse in high turnover and excessive mobility. In the
lat ter, unrestrained competition results in a progsrescive
reduction of labour standards. The full implications of

this are discussed in the chapters on the methods and

(1) Lescohier, op. cit.
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costs of adjustment, on the basics ¢f the movements of
the "sample group", and in the concluding chapter.

The need for organization exists, but the etimulus
to private-enterprise.to.work towards this end, -can only be
applied under conditione of scarcity of supply. 3uch
gcercity since the war has only been felt by a few of
the larger organizations who were expanding rapidly, and
who needed rarticular types of skilled employees. In
all cacses, this meant the sétting up of an organized
esystem of recruitment and training. In some cases, tiis
wase ccmbined with ccientific perconnel manzgement to
ensure stability, in ocrder to get full returns for the
training invested in the etaff., In the present period
of strees and necessary reduction of staff, the reluct-
ance to psrt with the men in whcew they had invested an
expensive training, dictated a policy of wors-csharing,
and the trensfer of such men to less sxilled and uns.:illed
jobs, in order to keep as many of thew as possible in
the employ of the firm. It has all eantalled expense,
but it has been an expencse justified by "good business".
There is no doubt that i$ woculd be similzarly "good busi-
nese"m for society to protect its labour resources,
training, directing &und coaccerving it.

The experience during the war, and since then,has
proved conclusively that thie can nct be left to private
enterprise. "It is nobody's business to organize the

lavour meriet" (19, Private enterprise ie stimulated by

—-— 8

iicGill Program. Unpubliched).

-

(1) 1zrsh, L. C.: Bmployment Research: An Introduction
e
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scarcity, and in.times of scarcity, the competitive
methods indulged in are definitely wasteful and anti-
gsocial. In periods of depression, there is no stimulus
to industry to train and prepare the labour supply for
future demand,-and the men are left to adjust themselves
as best they can,without any regard to the social reper-
cugeions of their methods.

. . . . .

There are, in addition to the employment departments
of the larger and better managed firms, institutions and
agencies offering assicstance in the search Zor employment
adjustment. Among thece are technical end trade schools,
business and vogational colleges, employment bureaus,
welfare azrencies, and trade u.aions. Ilost of the schools
and colleges reiferred to,cater only to those groups that

can afford to pay for the training or course

)]

they offer.
Their placement work has undoubtedly been curtzailed in
the present period of decreasing "employment opportunity",
thus further decrezsing their attraction even. to those
groupe who usually avail themselves of such fucilities.
In addition, the numbers who are in a position to make
such investment has also decreaced considerably. The
experiences of our."sample group"™ with such schools and
courses give evidence of this trend. ‘heir period of
greatest activity and service undoubtedly coincides with
a period of increasing “erployment opportunityg when the
prospects of placing those who take theif courses and

pass their examinations seem ;[reatest. It is then, too,
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that woriers can best afrord to take advantage of their
offersyand invest in courses to improve their status.
Tnose technical schools whose courses are within the
reach of almocst all workers also experience a similar
activity. In the writer's interview with two of the
employment managers wko "contacted” the graduates of these
gchools, and who were the main direct outlets these schools
offered, they admitted that they had resorted to this
source of supply only when they had found it necessary
to build up a large staff in as short a time as possible
(1927-29). Since 1930, however, both of these firms
have nzd to lay-off all the men so hired and magy addi-
tional emclcoyees of longer service. It will be a long
time before they will again need to ‘contact” these schools
for men. With this, the atfrzction of the courses oifered
by these schools is futther diminished until another
period of activity and scarcity of particular types of
men. ~Tnis anomaly is more fully discussed in chapter
VI, in connectiors with eimilar characteristics of the
labour market,and the stimuli given to the labour supply

at different periods to adjust itself to immediate demands.

As for the Tuployment Service of Canada, it handles
only a relatively small part of the total labour recruit-
ment. <he average monthly registrations 1926-30 were
around 2500, and placements averaged ahout 1,000 monthly.
liore than 80 per cent of the placemente made by the
Federal “mvloyment cervice of Canada (for men) are made

for farm labourers, building workers, loggers, and miners(l).

ctf.
(1) liarsh, op. cit. Chapter V.
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The Protestant Employment Zureau and more recently
the Registraﬁion Bureau for Office Woriers, were origi-
nally intended to give vocational guidance to workers in
need of advice and anplying for 2id. <rfheir placement
work was only incidental to the main purpose of welfare
wori. In the precent period of stress, pzrticularly
in 1932 and 1933, the; were the centres of distribution
of relief to rrotestant families and to office workers
recspectively. They were flooded by tiis relief work and
their placement work was definitely curtailed and guffered
becauce of this diversion of activity. 4An analysis of a
saxple group oi theilr placements emply portrays the ex-
tent of trheir work in thie field during the period referred
to(l). However, due credit must be given for the work
that was done under the circumstances, and with the funds
avszilable.

Prade union organization in liontreal covers about
20 ner cent of the mzle wage-earning population, but its
influence varies considerably downwards from the railway
crafte and the printing trades which are the most strongly
unionized. Here,too, the "closed snop" is far more the
exception than the rule. In the four large printing
shope that were visited, they admitted that they found
the union to be very useful in helping them get in touch
with treir former employees, and that the union was the
best source for temporary help, particularly when a good

an wae needed on a moment's notice. All of these shops

(1) For detziled discusesion, see the appendix to cazpter IV.
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paid union wages plus a bonus, in order to keep tneir men
satisfied. They 4id not discriminate against union men,
yet they did not admit affiliation to the unions to the
extent of operating a "closed shop". This was partly
explained by an official of one of the unions. He
suggested that employers were willing to apply to the
union for their temporary help, and would be quite satis-
fied with the work done by such men. However, most of
them considered that the fact that the men were unemployed
and looking Ior work marked them as being not as good as
those men at work. As a result, Whenever a man was needed
to £ill a permanent position, these firms preferred to
“contact”a good man working in another firm and lure him
away by offering him a good job. In some cases, too,
they would advertise even when a man was not needed
immediately. <iris method was bhranded as being unfair
cince, in adcition to promoting unnecessary turnover,
it would often result in a man's putting in applidation
for his own position, with the possibility that the enm-
ployer would be antagonized against him.,

The employers interviewed,only partly admitted that
they had used such methods of recruitment. Since 1930
their orders had been cocnsiderably reduced,necessitating
a reduction in staff or in hours. Any increase in work
since that time was taken csre of by the increase in
hours worked, the re-hiring of former employees (laid-
off temporarily) and occasionally by the taking on of

sémg temporary help. It wzs thus difficult to get from



152

them any definite information on their methods in more

normal periods. This was particularly true with those
who were resigned to the fact that the present conditions

will remain as normal for a long fime to come.

Table 35.--"rade union membersnip oi men in "sample"”

. Period of Liembership.
Skill-Status | 4t Time of Up to
of Workers. Interview. 1926-29. 1926. Total (1).

Clerical.. - 4 6 7
Skilled, 6 20 29 32
Semi-Skilled. 3 9 10 12
Unsizilled. - 5! - 3
Total. 9 36 45 54

(1) Shows the numper in the group wno were members of
unions at one time or another. Thece figures are less
than tne total of the figures zor the different periods,
since some of the men who oelonged to z uanion previous
to 1926 were also members in 1926-29.

The value of the union as a placement agency was
also reflected in the erxperiences of the men interviewed.
Fifty-zour of the 125 men had at one time or other been
members of a union. Their membership was distributed
among twenty-three differeant unions. At the same time,
only tnree of the 625 jobs obtained by the men in the
"sample" were obtained directly through the union. It
is true that the union hezadquarters may have been a
good cource of information of ppportunities in different
parts of the city,which served to direct the search of
an individual who cucceeded in obtaining a job. The
extent Ho which this wae responsible for Jjobs obtained

wae not disclosed in our survey. ZRegardless of tiis fact,

the element of personal search and hawking of labour has
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not been removed by such services as the unions have to
offer. However, we can not winimize the fact that they
did cerve to lend some direction to the search--a direction
sorely needed.

Since 1932, most of the unions have been chartered
as employment bureaus and are required to keep records
of their placements. In order to ascertain the extent
of their activity as placemént agencies, twelve unions
were visited and their secretaries interviewed(l). These
unions reprecented over thirty locals and had a member-
ship of over 11,000 oz whoxn slightly less than 2,000
were female members. Without exception, the membership
at the tlize of interview was considerably smaller than
it had been in 1929; the reducticne in some cacec were
as plgin as 65 per cent. The ecstimated 1929 membersiip

d

based on trne figures iven by trese officials was very
nearly 15,000, These figures have been used rather than
the statistics furnished by the government(2), to illus-
trate tiis crange in membership. %Yhe government figures
srould ne discounted 2¢ it is generally admitted that
the information submitted to them by the unions tend to
overestimate rather than underestimate the current mem-
berchip.

In practically none of the unions visited d4id the

fact that they had been chartered as placement agencies

mean anything more than the hanging of another charter

(1) See 1list of unions in bibliography.
(2)"Labour Organization in Canada'.
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be
on the wall. In most cases, this may adirectly atiri-

buted to the fact that very few jobs were available.

At the same time, hardly any of the Jjobs that were avail-
able pasced through the union. 'the chartering of an
organization as a placement agency is not all thnat is
necessary to make it funetion as one. It needas publicity
of the right sort--publicity that is backed up by effi-
cient service.

A placement agency lives on its reputstion, and
the calibre of its service, once hLuilt up, develops of
itself in a cumulative manner. As soon as an agency
builds up a reputation of supplying capable men in an
efficiernt manner and thus gains the confidence of em-
ployers, a greater proportion of vacancies will be re-
ported to it. “his, in turn, would enable it to attract
more and better men who will realize that application
at this agency is more likely to be successful than
their own uninformed nersonal search. As a result, a
wider source of surply (and) of better gquality would
be tapped, which allowe for a still more improved ser-
vice given to employers, and the reporting of an even
greater proportion of vacancies. Hawking of labour
would be reduced,and as long as this centralized agency
would function properly and produce results, such
nawking would be unprofitable and become negligible.
These cumulative forces, however, work both ways. A
reduction in service)and hence of confidence,would work
just as quickly to produce a £till poorer service and a

shat tering of confidence and the smashing of the whole
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system(l).

The above is applicable:both to the strength of the
union in gaining ite demands and enforcing ite regulations,
as well as to its success as a placement z2gency. The
granting of charters to unions recognizing thew legally
as placement agencies, it seems, has hardly, if at all,
affected their regular routine. It may have resulted in
the keeping of better records of rlacements made, but
definitely has not increased the number of placements
or changed their methods of finding jobs for trneir members.

Incidentally, thece metinods of the union are almost
as important 2e the strength of the union in determining
the reaction of the individual employer. There is no
doubt that his co-operation is necessary particularly
where the union ies not strong enough to force him to
accede to their demands.

An example of this was found in a large shoe manu-
facturing establishment in the city. “he local Boot and
Shoe Workers Union had admittedly lost a good number of
its members cince 1929 and was certainly in no position
to dictate to a firm which employed 2lmost half of the
union members in good standing. However, this firm,
sensing the advantages of working in co-operation with
the ucion, hired only union help (closed shop) and
obtained all of its nelc through the union. Its sourse
of supply was the union headquarters, which could be

called, specifying the type of individual requirede.

(1) For a detailed diccussion, see 3eymour, J. B.:
The British Employment Exchange. (P. 3. ling and
Son Ltd. 1928).
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The man or woman sent up would be given a trial and kept
on if satisfzctory.

The advan%ages claimed for this method of recruit-
ment were mainly those connected with the existence of
a satisfied labour force whose problems would be discussed
with their representatives and settled without any undue
loss of time. Whether or not the employees have been
satisfied witn the arrangements,--that would be argued
out at union heszdquarters--the emnrloyer has ensured him-
self against any unnecessary lebour troubles, is pro-

tected against a high labour turncver,and has always =%

)
hand an abundant suppiy oI czapable workmen,who can be
obtained at short notice.

Another example wzs tr2t of the Amalgamated Clothing
Workere who had to erlist the aid of some of the larger
manufacturers 2nd of the "Contractors™ Association' in
their drive to organize tune liontreal market. All three
parties concerned had felt the pressure of "distress-1 ..
competition" and unfair practices, and declared a truce
in their struggles cgainst one another in order to fizht
the common enemy. Without the help of these larger manu-
facturers and of the "Association™, the union would not
have been able to gain control of the market as quickly
and decicively as it did. It is now attempting to regu-
late competition and to institute uniform conditions in
the industry. The main concentration is on hours and

wages, but the union has also cerved, indirectly, to

infuse some semblance of organization into the nethods
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of recruitment, and above all, to reduce labour turn-
over., Even though a manufacturer can at any time call
union headquarters)following whichythe type of workman
gpecified will be sent up, the union does hot do away
with the havking of labour. The insistence upon the
"elosed shop"' principle reguiree that the individual
hired be a member o= the union, but any msn armed with
a "union card" may make personal application to the
employer and be taken on, whether he has been sent directly
from union headquarters or not. Ae a result, hawking
of labour has not been eliminated even though employers
can obtain help from union headquarters. The main con-
tribution, as has already hteen cugiested, is in the reduc-
tion of labour turnover. The union pnrotects the employer
against having his men conatinually leaving to work in
another union shop, as long as he conformes with the
regular demands.

The cacses of a weak union securing the co=-operation
of stronger employers, or being helped to gain strength
by manufacturers, is the exception rather than the ruls.
Generally, employers are prepared to combat the demands
of the union and attempt to smash 1its control. The
advantages that are at precsent being taken of the weai-
ness and divieions in the building trade unions are good
examples of thie point. Theee unions admit that they

exercige -praetically no control over the market, although
up to 1929, they had "gentlemanl's agreements" with

practically all of the large contrzctors in the city.
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One of these contractors, when interv¥iewed, de-
plored the disorganized condition of labour in the
industry. He suggested that in hie line of work (which
involved the use of expensive wcod panelling) there
existed a problem of obtaining skxilled help to handle
the expensive material with the least amount of waste
and loss., He claimed th=zt he was willing to co-operate
withh the union, but coﬁld not, since they were unwilling

to "grade" their men. When called for help, they would

send up the next man in line rather than the best man
available. As a rule, these men were unreliable since
anyone who coild handle iiis tools at all co:1d become
a union man. What is reqguired is a strict supervision
of avprenticeship and a system of "grading" the men,
thus introducing the required emhement of confidence
when appdying to the union for help. Since no such
regulations existed and the men sent up by the union
could not be relied upon, it was necessary to develop
a system of strict and czreful supervision in order to
reduce the waste in the material used. He suggested,
too, that this additional cost of unproductive labour
kept down the wz=ges of his regular help, and that he
would be willing to pay more than the union rates to
men whom he could trust without the need for supervision.
In addition, he found it difficult bo work solely with
any one union,as,regardless of which he preferred, he
was forced to hire men from the "International Unions"

or from the "Catholic Syndicate" according to the
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specifications on the particular contract. Above all,
he made it clear that he did not rely on the union for
nis men, evenfwhen he had his working agreement with them.
He would hire union men but would rely on his foremen
to "pick-up" those who had worked for them bhefore. They
alw:zys had to be prepared to huild up a staff of the
required size and specifications, and only as a last
resort to apply to the union. He admitted that this
allowed for a certain amount of "patronage" but claimed
that he kept a close check on hie¢ foremen in this respect.
The reason for the close check did not lie in a desire
to see that the foremen should not abuse his rrivelege
at the expense of the men hired. It was motivated rather
by lees altruistic reasons. Th& repercussion of such
"patronage" was often found to be that a man who had
paid for his job would threaten the particular foreman
with exposure unless he would be allowed to make some
extra money working overtime. This threat of blackmail
would usually result in collusion whereby the overtim
pay roll would be "padded" to the advantzage of both the
foreman dnd the employee. These det2ils nave been
mentioned since they illustrate the consequences which
follow almost directly from weak unions. This tends fto
aggravate further the conditions of disorganized supply
and decentralized demand.

One other example to illustrate the rule--i. e. the
antagoniem between employers and unions--is that of a

cloak manufacturer,who nhad for several years worked with
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the International Ladies' Garment orkers Union, had
kept a "closed shop™ and obtained all his help from
union headqua£ters. Early in 1931, when increasing
unemployment among union members began to make appreciable
inroads into the strength of the union, this manufacturer
wae one of the leadere in the movemen: to break away
from union control. The charges against the union were
that their methods were too clumsy and their regulations
too rigid. One of the main poihts of friction was the
union's method of sending up workers when a request for
help was phoned in. Here, too, the system of the next
eligible man on the list in pre~erence to the best man
avalilable, together with the insistence that the man
sent up wae to be given two days trial before being laid
off, wae claimed to be an unnecessary and wasteful re-
quirement . After a bitter struggle with charges and
countercharges, the control of the union was smashed and
the major part of the induetry carried on without the
cervices it had to ozfer.

The abové account does not at all exhaust the story
of the functions and experiences of the unions. 1t serves
to relate some of the salient details of the unions
visited,with regard to their contribution to the orga-
nization of the labour mariet,and their work as placement
a-encies. Impor tant sectiones of organized labour,such

as the railway unions, have not been discussed(l). In

(1) Pull discussion of the railway unions is given in
Rountree, G. lI.: The Employment and Unemployment Problems
of the Railway Industry of Canada. {(11cG111 thesis 1933,
Unpublished).
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the main, they do not function as placement agencies,
but are organizations(pf workers already employed by
the railways)which voice the opinion of the workers through
the agreements on hours, wages and working conditions,
and the interpretation of said agreements. Similarly,
the Tramways union is an organization of workers already
in the employ of the “ramways which negotiates similar
agreements for the workers, and protects their interests.
It has been admitted that tihese unions, which are not far
removed from the ordinary "company unicns™ or "plant
councile", are organized for the express purpose of
forestalling any organirational activity from outside
unions. They n=ave been referred to as convenient "safety
valves", where all complaints oi workers are threshed
out and argued amuongst themselves. The company's task
is thus somewhat eacsed, since all they have to do is
-£o live up to the agreement signed by their reprecenta-
tives and those of the union.

In sum, the acsistance offered by trade unions in
the sezrch for employment seems still of wminor importance
(in securing Jjobs) having rezard to the total size of
the problem. Even though 20 per cent of the workers in

Zzind of
liontreal are organized into some, union, the weakness of
these individual unions and thelr methods of
functioning have, with very few exceptions, meant that
they could ofzer no direct ascistance in the search. 1In
spite of all the abovémentioned institutions which profess

to offer assictance, the problem of securing employment
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€111l requires individual solution. The experiences of
our "sample group" indicate the overwhelming importance

of personal search and the influence of friends in the

process of ad justument.
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Chapter IX.--Security of Zmployment among Clerical
and Commercial Workers,

It has alread& pbeen pointed out that the problem
of unemployment and of finding a job differs for every
types of worker.. This was fully discussed in the above
analysis of the employment experience of workers of
various ages and skills, with epecial reference to their
metiods of sdjustment. "Unemoloyment is a product not
alone of the individual movements of the labour force,
and of the trends of demand in general, but of methods
0% recruitment and the degrees of cecurity which attach
to particular types of engzsenent"(l). These methods
of recruitment, and degrees of security vary, not only

ls
hetween firms, buiib%tween di fferent sikill groups 1in

the same firm. The nolicies are in uost cacses determined
by the factors which have been discussed above, and an
11lustration of this can be made by an examination of the
policies observed in this cample survey.

0f the thirty-five firme visited, only five had
followed a policy of non-reduction of staff becauce of
lack of work, three had increased their staffs since 1928,
while all of the remainder told storiles of reductions
since then. These reductions ranged from 20 per cent to

over 60 per cent of the average 1926-29 staff. Two of

(1) Marsh, ope cite
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these firms had closed down since that time. The total
numober of men on the

apayrolls had been reduced from almost 20,000 in 1928 to
abour 15,000 in 1933, an average reduction of from 20 to
25 per cent.

This general reduction did not apply to the office
staffs. As many as twenty of the firms interviewed main-
tained staffs--in i955--which were equal in numrer to
those of 1929, and in many cases this meant exactly the
same percsonnel. ive of the remaining firms showed some
slignt changes (in size and perconnel) and employed a
total of eighty in their offices in 1933 as compared with
91 in 1¢28-2¢. llarked reductions in office staffs had
occurred in four of tie largest firms. 7Three of these
employed 443, 125, and 133 in 1¢33 as compared with 483,
175, and 281 respectively,in 1828. The exact figures
for the foufth firm were ncot avsilable but it was in-
timated that the reduction in this case was even greater
than in the third firm fbr waich figures are given.

W¥ith very few exceptione, the firms which had not
shown any reduction,employed.smali office staffs. Zven
though the total number employed by t hese twenty firus
was zbout 670, four of them alone employed slightly more
than 450. In two of these four firms the stability can
be explained by the fact that the amount of work available
had not - diminiched. In the other two, even though
the work to be done had decreased and a reduction in staff
could have been effected, the policy of these firme had
been to retain their total staffs and not to lay off any-

one of their employees for lack of work. (Incidentally,
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this policy of non-reduction, also applied to the

manual workere in these two firms).

Apart from the exceptions just mentioned, the smallér
offices had not reduced their staffs while the largest |
ones had. The two determining factors so far have been
the size of staff and the policy of the firm. Intimately
connected with these‘two are other characteristics of
office staffs.

In the emaller offices, a system once installed, is
rnot very flexible, nor does the work fludétuate very much
i. e. enough to allow for cointinual change. 1In some of
these smaller firms, the amount of clerical work was not
reduced, even though there had been a reduction in the
plant's production, while in one of these visited by the
writer, it was found that the clerical work had to be
continued even though the plant had temporarily closed
down. In addition, it was evident that a close ccntact
had been established and the staff had become part of
the business. A certain amount of responsibility had
to be ascumed by ezch member of the stzff and this, in'most
cases,involve?iadaed difficulty in hiring a new clerk,who
had to be taught the particular system cf the office as
well as his general duties. Uhiis responsibility and
close co.tact wss often assured by the hiring of friends
and relatives of the staff. In this way, the members of
the sktaff became responsible for the individuals they

hed recommended.

Among the larger staffs, and where reductions did
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occur, the lack of personal contact was evident. 1In
these offices a great deal of detailed work,minutely
subdivided,and intimately connected with production, had
been developed. In one case, this even produced a
seasonal variation in the size of the office staff
because of the seasonal craracter of certain work done
in the plant. In all cases, the detailed work to be done
varied directly with production, sufficiently to be of marked
importance. In additvion, the orders for reduction of
staff came down from the management, a further evidence
of impercsonal contact. A great deal of unnecessary work
and wasteful detail usually char=cterises such larger
offices, particularly in a period of growth. The period
1926~-29 witnessed a rapid expansion in two of these offices, and
some of the systems then put into operation were later
revealed to be unproductive. The elimination of these
unnecessary duties plus the reductiown of total work to
of the staff,
be done, made possible the dismissal of part, tne necessary
work being assumed by the remainder.
?his procedure in a large office amounts to an
appreciable reduction and ezving. Such efforts by
efriciency experts in a smaller.oﬁficg mighf~??§u1t in
the elimination of, let us say,tﬁéfana:onehfhiré mén,. ¢'Although
this nay be a reasonable percentage of the total staff, it
would not recsult in enough total saving to warrant ex-
pendi ture on such expert advice. Additional costs

tne
(disutility) to be allowed fo;lw041dﬂb64antipathy of
the staff towards such impersonal methods, and the loss

o{ the advantages cained from their close contact with

vne firm,.
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In addition.to the relative stability of employment,
the low turnover rate is also a etriking characteristic
of office~staffe. This is no doubt partly due to their
etability and security of employment. In the smaller
orfices, the responsibilities that members of the staff
muet ascume and the close contact between the employers
and employees are additional attractions to remain.
There ie here, too, a posesibility of the employee becéming
an indispensable part of the business. There is no such
close contact between employer and employee in the larger
offices. Tuie is compensated for, however, by the more
numeroue opportuirities for promotion and the prizes of
responsible positions that are always held before employees.

Although it is not intended tc break up further .the
broad classification of "office worker"™ into the different
types of work covered and the pzrticular problems and
csecurity of each, attention should be drawn to the posi-
tion of the office boy and the junior clerk in the larger
offices. The impatience and relatively high mobility of
younger workers hawve been discussed and demonstrated in
the chnapter on losing and legving jobs(l). The oppor-
tunities for prouwotion and a promising future, no doubt,
are strong incentives for them to stay. However, their
patience must not be taxed beyond a certain 1imit,
particularly in a period when alternative opnortunities
are presenting themselves elsewhere. The problem, some-

what paradoxically, arises from the fact that good

(1) Page 31-33.
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treatment of the staff by the management, and satisfac-
tion with their positions aﬁd selaries, reauces the de-
sire for change,and turnover is practically eliminated.
In addition, tie older members are not likely to retire,
pafticularly becauce of the extra obnsideration given
to men of loing service. The result is, that unless the
business 1s expanding rapidly, the opportunities for
advancement only come wnen some member of the staff finally
retires., Thie, in many cases, is a relatively infrequent
occurrence, Translated in terms of opportunities for
the Jjunior clerk or office boy, it is altogether tvoo slow
a process in spite or the fact that it is a sure one.

It tends to produce a relatively nigh rate of turnover
among these younger gwoups depending on the coaditions
of industry at the time.

This situation was apparent in practically all of
the large offices vieited. "“he average length of service
of office boys and junior clerize had increacsed in the past
couple of years, in spite of the fact that the rate (and
probability) of promotion had decreased. Thie low rate
of turnover was the result of a lack of alternative
opportunity. It suggests a problem for this younger
group directly due to the stable employment position
of the rest of the staff, which is further aggravated
by the longer "working life" of the office worker.

The last mentioned factor is not immediately dis-
closed in the census figuree. The age distribution

of "Stenographers, typists and, office appliance operators”
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Table 36.-~-Age distribution of male "clerical"
workers, Montreal 1931 .#

Age Groups Bookkeepers [Stenographers Clerical

Years Cashiers |Typists etc. ne €. €.
NO. | P+Ce| NOL| P.G. No. | P.C.
17 and under. 6 1 40 6.7 1,216 8.7
18 to 19. 277 5.6 | 113| 18.9 1,497 10.7
20 to 24, 1,200 24.1}| 230 38.5 3,153 | 22.6
256 to 44. 2,753 bb.4| 184 | 30.8 5,923 42 .4
45 to b4. 441 8.9 20 R 1,332 9.5
55 to 64. 218 44 6 1.0 6 34 45
65 to 69. 49 1.0 4 o7 170 1.2
70 and over. 27 5] - - 50 4
All Ages. 4,971 1100.0| 597 ]100.0 13,975 (100.0

is relatively low, 64.1 per cent being under twenty-
five years of age and only 5.1 per cent being forty-
five yeare or over. Similarly the age distribution
of "Bookkeepers and cashiers"™, although not quite so
lower than that for the tot:l male wage-

is

low,
earners. A negligible fraction (0.1 per cent) are
under eighteen, but 29.8 per cent are under twenty-
five years =nd only 5.9 per cent are fifty-five
years and over. The corrésponding figures for male wage-
eszrners vhow 23.8 per cent to oe under twenty-five

and 9.7 per cent fifty-five years of age 21d over.

)n

cseems definitely to contradict our reference to the

The age distribution of "Clerical (n. e. s.
"longer working life" of office workers. The figures
show that 42 per cent are under twenty-five and only
6.1 per cent are Iifty-five years and over. This shows

that a largce proportion of office jobs are held by young

workers, a point which has already been referred to in

discussing office jobs as a means of entrance into the

£ D, B. 5. Bulletin No. IX of Unemployment (ii2in Cities) series.
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This ie only one half of the picture.

The othér nalf is disclosed by observing the age

distrioution of "Managers and Officials®

mznagzers of retail stores).

(excluding

Table 37 .--Age distributior of .lanzgers and

Officials (l’ales), Liontreal 1931 .#

Age Groups

ranagcers and Qfficials

Total iiale

Years. o) F.C. Jage-marners.,

P.C.
Under 20. - "‘ 9 05
20-24. 63 1.3 14 .3
25-44, 2,794 58 .8 bl.5
45-54, 1,151 24 e 2 15.0
bb-64. 560 1i.8 763
65-6¢. 118 2¢D 1.6
70 and over. 64 1.4 .8
Total All Ages. 4,750 10C.0 100.C

Table 37 showe that even though a large percentage

are promoted to managerial positions and Lold them at

the ages 256 to 44,

the numbercs that remain in the suc-

ceeding age groups are proportionately greater thran the

total male wage-earners at those ages.

Thus, 15.7 per

cent of the managers are aged fifty-five yezare and over

and 3.9 per cent are sixty-five years and over.,

In the

same age groups there are respectively only 9.7 per cent

and 2.4 per cent of the total male wage-earners.

It is

trie situation, the relatively longer "workias life" of

those holding executive positions and the better office

jobs that aggravates the proolem for the young office

clerk by decreasing his chances of promotion.

®
toom

.
N -
SN0

It has already been indicated,

Tiioe bt oy

that the ge

[
.

neral reduction in

# D, B. S. Bulletin No. IX of Unemployment (1lain Cities) ceries.
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total staffs did not acply to the office=staffs in the

firme vigited.

The few exceptions have veen referred

to and identified as being, in the main, the Zirms

with large office staffs.

The inference is that cleri-

cal workers nave not suffered from unemployment to

anything like the same extent as other groups.

This is verified by the census figures of unemploy-

ment among wage-earners,

‘hey disclose that only 17.03

per cent of all male clerical workers lost any time (in

1930-32) as compared with 44.62 per cent of all male

wage~-earners,

in the "sample group"

Of the 51 different occupations included

(p.26),

clerical

WOoTrLKers were

forty-ninth in the list of percentages of workers losing

time.

clerical workers who did 2 dse time was as ruch as 21.35

)

weezs

earners losing time.

However, the average number of weeus lost by the

e compared with 23.71 weeks by 21l male wage-

Table 38.--Extent of unemployment ariong office
workers (male), llontreal 1931.#

|

‘ Number Lumber |Per cent|Aggregate|Average ieeks
‘Occupation Reporting [{Losing|Losing Weeks Lost by those
Time Time Lost Losing Time

Clerical n.e.s.| 14,238 2,528 17.76 54, 587 21.59
Bookkeepers,
Caghiers. 5,014 745 14.74 15,062 20.22
Stenographers

etc. 620 110 17.74 2,574 23.40

In the three sub-clascsifications of clerical workers,

“éténographers etec."” suffered the greatest amount of un-

employment as 17.76 per cent lost time and these lost on

an average,

2% .40 weeks eache.

"Clerical N.e.S."

came

+ D. B. S. Bulletin Lo. IX of Unemployment (1zin Ciiiee) series.
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next with 17.76 per cent losing time and on an average,
21.59 weeks each, while only 14.74 per cent of the
"Bookkeeperse, cashiers™ lost time and these lost 20.22
weeks.

The causes of unemrloyment for these groups are also
of some interest. Unemployment (i. e. total time lost
on account of no job ana temporary lay-off) was responsible
for 87.12 per cent, 89.24 per cent and 92.97 per cent
of the total "time-lose" suffered by "Bookkeepers etc.",
"Clerical n.e.s." and "Stenographers etc." respectively,
This calls for some explanation since the "time-=-loss"
on account of these ccuses was responsible for 92.04 per
cent ¢if the agzregate number of weexs lost by all male
wage-earnere. The difference lies in the time lost for

illness, as a percentzge c¢f total "tire-lose",

Table 39.--I1lness as a cecucee of lost time.

(Male Wage-earners only) «#
ontresl, 1¢X1,

Al1l Wage- |Clerical| BOOKK€epers |Stenograpner s
Earners Ne€oSos Caghiers etc.
Average number of
weeks 1loset by those
losing time for '
this reason. 1.0 14.70 11.25 13.34 15.00
Proportionate im-
portance of illness
as a cause. P.C. 6 .54 8.89 11.656 6 .41

It ie evident that among clerical woriers, parti-
cularly among "Booxkeepers etc.", the average number of
weeks lost heczuse of illness is less than that lost by
all male wzge-earners on account of this cause. At the

same time, illness is of grezter relative importance as

f Do B. S. BPulletin To, IE of Unemployment (i.a2in Cities) series.
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INCIDENCE OF LOST TIME AMONG HMALE
CLERICAL WORKERS BY AGE GROUPS
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a cause of lost time amonys clerical workers than among

"nie ie

total weage-earners. due to the fsct that the

aggregate nugber of weeks loet on zccount of the other

causes 1le proportionately less awong clerical than other

wWoTrrKers.

Table 40.--Yime lost in each age group. liale
clerical wor.ers, llontreal 1931.#
Bookkeepers Stenogzranners Clerical
Age Groups Cashiers etc, Ne€ oS
Years No. |Total JAver-|No.|Total|Aver- Ho. |[Total |[iver-
Jeexs lage leeils |age leeks Jage
Lost [Weeks Lost |Weeks Lost Weels
Lost Lost Lost
17 and under 6 - --| 40| 212 5.3(0 1,216 5,430 4 .47
18 to 19 277 11,081 |4.¢9 |113] 499 4.4 1,497 7,586| 5.07
20 to 24 1,200 4,328 [3.61 |230| 655 2.89 3,1563|13,479| 4.27
25 to 44 2,75316,71c |2.44 |164]| 213 4,494 5,923118,313( 8.09
45 to 54 441 {1,48¢ |3.35 20| 276 |13.8(Q 1,332| 4,684 3.67
55 to 64 218 794 |13.64 6 16 2.07 634| 2,887 4.55
65 to 69 49 103 (2.10 4 - ~ 170 870 H.1l2
70 and over 27 84 13.11 - - - 50 140| 2.60
All Ages 4,971114,894 3.,00|56¢7(2,471)4 .14 {13,975]53,589] 5.8b
The apportionment of this "time-loss" between the
various ages again shows that the age group 25 to 44,
with very few exceptions, is the one losing the least
number of wecks on the average. The only important
exception is to be found =auong "Stenographers ete."
where the least affected andi important group is the 20
to 24 age group. It is interesting to note, however,
that 20 to 24 is the "modal" age group for this occu-
pation, wrile the 25 to 44 age group takes the "modal"
position in the other "Clerical" occupations. In addi-
tion, this occupation is the focal point for female
# D. B. 8. Bulletir. llo. IX of Uneuwployment (llain Cities) series,
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competition in the "Clerical group. Temale "Steno-
graphers etc.”™ outnumber the males in thnis occupation
by 8,572 to 620. The similar figures for "Bookkeepers"
are 2,337 females and 5,014 males, while "Clerical n.e.s."
number 5,132 females and 14,238 males.

With all the qualificationg, as outlined aboié;-
the outstanding fact is the proportionately low"time-
loss™ Zfor office staffs. Even.though the group as a
whole lost over 30,000 weeks in 1930-31, thus contri-
buting a large bulk of the total "time-loss"™ for all
oceupations, the problem of unemployment for the in-
dividual in this group is relatively less burdensome.
Thie is verified by the fact that the average number
of weeks lost by tuis group was oaly 3.64 as compared
with 10.58 for all mzle vage-earners.

Office~-staffs were not alone in escaping the
ceneral reduction of staff in the firms viesited., It
wse evident thst the sales-staffs, upon vhom the
activity of the various plaats depended, also received
special considerstion and treatment.

In fourteen firms'irom wiiom figurese for the numbers
on the sales-staffs were obtained, the total in 1¢33
vias 615 a8 compared with 611 in 1928-29. The difference
in the totals was due to changes in seven of the Iirms
concerned. Three of these had reduced their staffs and
employed a total of 50 in 1933 as compared with 6& 1n
1$28-29. The other four had increased their sales-staffs

since that time from a total of B0 in 1928-29 to 66 in

1933.
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"he personnel of these staffs nad, with very few
exceptions, remained the same during that time)as the
turnover, paiticularly since 1930, had been practically
negligible. Even in 1926-29, when obs were plentiful
and tne incentive to chanse was relatively greater, none
of the firmes interviewed had been faced with problems
of voluntzry terminations and the necessity of recruit-
ing new sales help. There vwere only isolated cases of
individuals lezving to take better jobs and these were
not sufiiciently frequent to present = problem of turn-
over.

The stzbility and security of employment of the
sales-staff may be explained in terms somewhat similar
to those explaining the rosition of clerical workers.
There is ecstablished a close contact between this staff
and the employer, and it becomes more an intezral part
of the ousiness tran doec tune suall ofzice-staff, which

was discussed above. Aside irom tne dependence of the

gzleg-
firm on orders vrought in by treir,staff, tnere is the
etaff is only direct

additicnal coneideration that ithis,the firm's,contact
with customers. 1T:.1s cuggests that not oily is there
the difficulty of "breaking in" a new man to work the
territory developed by another, but the man who hasd
develcped that territory is a potential competitor, and
the experience may be a costly one &f he chould be hired
by a rival firm.

The opinionson tuis subject held by several travellers
were that they preferred to represent the & ame "house"

of to carry the same "line" as long as it was reasonably
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profitable. Se¥eral reasons were offered. Piret, the
changing of tlines" carried,meant that they would hawe
to begin developing a new territory or a new "string
of customers", which, aside from the advantage of their
experlence in the "game'] would out them in the same posi-
tion as 2 new man just "breszizing in". Secondly, the
handling of the same "line" for a different "house™ would,
in addition to making the competition keener, result in
the man's reliability being questioned by his customers.
As one traveller put it "It dozsn't pay to have to take
time to explain to your custcmere why you are represent-
ing =znother ‘houce'. 1In rost cases, other versions of
the story are going to be related to them. Some of them
zre goling to be sceptical about tie whole story anyway.
Remember, if the; have never tefore dezlt with the 'house!
Jou are now reprecsenting, you will nzve to offer threm
much better terwuwe to get them to transfer tuneir accounts.
By doing that, you are letting youreelf in Zor trouble.
The competition will become .eener and your reputation will

not have rained much in the mezntime™.

One of thece men had continually been receiving
offers to work for another "house™. He explained his
“turning down’of these offers in the following terms?

"] have to consider my custcmers™, he said. "As
long as I treat them fairly 2nd give tnem value for their
money, I will get their accounts. In many caces, to do
go, I must put their case before my employer, with the
result that, even trough I may get the desired terms,

he feels that I am siding with the customer against him.
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I must overcome this by proving my loyalty to the firm,

and impress him with the fact that I am working with the

firm and not only for it. If I were to accept any better
offer made by another ‘house', my new employer would

soon feel that I am there to maze ze nmuch as I can for
myself, even at the expense of the firm, and that I am
vprepared to leave hig if any better offer is made. As

a result, he becomes more wary of my moves and is just

as rezdy to replace me as he was to teke me on. Such
firms are alwzys on tne lookout for the best salesman in
the 'line', to ma.e him a gocod offer until they find a
better man. Lo, I intend to stay with my rresent employer,
work witn hiwn for our mutual beriefit, and .leep his con-
fidence. In this 'zawe' you are a middleman and mnust
catisfy ovoth the parties on whom you depend. You live

on your ‘'courections' and you can't afford to have them
lose confidence in ;you".

The above remarke may be accepted as representative
of the orinions of wmost travellers even t hough they are
conditioned by the individual's baciground, position, and
nis geineral attitude towards theee m=ttere., It suggests
the thinge that must be and are considered before a change
is made. There is no doubt that commercial travellers
do make changeé both in the "lines" they carry and the
"houses" they represent. This is particularly true of
the younger men who sre either adjusting themselves 10
changins conditions or who are advaneing in their field

by carrying more profitable "]ines" or representing better
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_Known "houses"™. MThe fact remains that there is danger
in such changes, if they are made too often, or if made
for unwarrantéd and purely selfish reasons, which may result
in sacrifice of the close connection and confidence
which is necessary between employer and employee. It is
evident that both parties concerned are interested in
remaining together 2s long as it is reasonably profitable
for each, and in spite of any slightly better offers that
may bDe made. There.may be other reasons connected with
the firm, the individuwal, and, at rresent, with business
conditions, affecting the rate of turnover, but there is
no doubt that the factors outlined sbove contribute to
a large extent to the low turnover a:d long service
records which are 2vident in the sales-steffs.

In addition to the desire to .leep a man on as long
&g poscible in crder to forestall turne poseibility of his
beiri hired by a competitor, tlere is the question of
the policy of the firm in times of stress 2ad decreasging
orders. One of tne 1irms which nad enlarged thieir sell-
ing staff, did so for the very reason tha!{ others had
reduced theirs--the falling off of orders:. Instead of
reducing the size of their selling staff und giving each
traveller a larger territory to cover, they preferred
to increase the size of tieir steff and have each man
concentrate on the smaller section and canvass it more
thoroughly. ihis decision, no doubt, was influenced by
the general marketing poliéy of the firm, their alterna-

tive outlets, and the type of their product. It was



179
rointed out that the rest of the employees (380~400Q
persons in the total plant) who depended on the orders
brought in,had to be coneidered, and that the total
csales had increased because of this closer canvass.

Another firm explained that the sales-staff had
been reduced in order to give those salesmen who re-
mained a chance to make a living wage by allowing them
to cover a larger territory and to see more customers.
This was preferred to tixe alternative of allowing the
travellers to carry supplementary "linese" witn which to
bolster their income. They 1insisted that their repre-
sentatives give all their time znd sttention to the one
product and that one only.

Regardless of trne different policies of the firus,
it was evident tnst such changes as did occur in these
staffs, were orly minor ones compsred with those taking
place in the rest ot the stzff., For this group, there
seemed to be a relatively greater security of employment,
re-enforced by a common interest in a low rzte of turn-
over. As 2 result, replacements, or the neceseity of
hiring a new man, vere few :and far between. ‘Thus, there
were no specifically orgznized methode of recruitment.

In 2ll the firme visited, the responsibility £for these
staffs was ceniralized, whether in the hands of the sales
manager, office manesger, or the assistant to the general
manager. In only two of the firms were there regular
methods. One of these always advertised whenever a tra=-
veller was needed. The other, promoted a man from pro-
duction if he showed promise of becoming a capzble sales-

man. All the recruitment in this firm had been done by
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this method, and the management was always certain

that the man, so chosen, knew enough 2bout the product

k4

to sell it.
In all the otaner firms, a great majority of the
salesmen hired had gained their jobs through some type
of personal recommendation. In some few cases, a member
of the office staff who had appeared to be capable, had,
on applic=tion, been promoted to the selling-staff; in
others they had been reccmuended by some employees in
the officejy obut tie most frequent metnod was recommenda-
tion by the travellers themsel¥ecs. As soon as a vacancy
would occur, the offices would invariably receive letiers
from their own men recommuendingy some one wno had pre-
viously done some selling and had gone into scie other
lice of vork, and whe was ncw looxing around for an
opporiunity to tecome conected with dome reputable
"housce" . It is clear thzt the trzvellers themselves,
who are always in conteoct with others in their line of
work, are the beet sources of information for conditions
of supply in their occupation. In most cases, the pro-
blem of recruitment was solved by anplying to this source.
It i€ not intended to draw too pleasant a picture
of the position of thégommercial traveller and his security
of employment. His position 1s not any more secure than
the solvency of the firm he represents, and the security
of both depends largely on his ability to write orders.
It is no doubt true that many travellers reported "No

Job"™ because of the bankruptecy of the firm they had
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Yepresented. Some Iirms had reduced their sales~-staffs
and assigned each of the remaining travellers to a larger
territory. (Only three of the firms interviewed had done
this}). 1In addition,‘hecause of the scarcity of vacancies
that require replacements, the difficulty of becoming
connected with another firm is even greater for thesge

worsers.

Table 41.--Extent and duration of unemployment »
among commercial travellers (males). ILiontreal 1931 .:#

Ccmercial Total
Travellers Wage-Earners
Total numner. 4,282 224,075
Number losing tine. 767 99,983
Per cent of total. 17 .91 44 .62
"Time-loss", weeks.
“otal. 16, 244 2,370,103
Per man. 3.79 10.58
Per man losing time. 21.18 R3.71

"o job”as & cause of
unemployment .
l. Per cent oi tosal
losing tice. 12.82 35 .60
2. Average number of
weeks lost by those
losing time, 23.21 25,17

However, the extent of unemployment suffered by
commercial travellers as shown by the census figures,
wase proportionately less than that suffered by all male
wage—-earhers. 7Yhe averuage time lost by this group was
only ©.79 weeks ac compared with 10.58 weeke for all male
wzge—-earners. This "tiue-lose" wae shared by only 17.91
per cent of the ccmmercial trsvellers, while 44 .62 per
cent of the total male woge-earners lost some time. The
average number of weeks lost by those losing time was

91.18 weeks for travellers 2nd £3.71 weeks for all male

# D. B. S. Bulletin Zo. IX of Unemnloyment (llain Cities) series.
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Wage=earnere. Toeus the problem of unemployment is,in
this group, confined to a small proportion of the total
(17.91 per cent), but those suffering unemployment lost,
on the average, over 21 weezs, a figure comparable With
the ¥time-loss"™ suffered by all male wage~earners. This
wag even more true of those who lost time because of "No
Job". They made up only 22.82 per cent of all commercial
travellers listed, but they lost on an average of 23.21
weexs each.

Another occupation in the "commercial" classification
whicn 8hould be given special attention, is that of delivery-
men. These have been classed under "Commercial" since a
major part of treir work is to canvass tue district assigned
to them and to sell their products to the housewife. 1In
addition, the firms visited paid these men a minimum wage
plus a commission on sales, and their jobe depended on
their sales record. These men, too, provided the‘main
contact between producer and consumer, &id the employers
realized that the impression they made upnon the customers
was important.

In two of the Iirms visited, even though the hiring
of the men in the plant had been left to the diseretion
of the production manager, a special sales manager had
been appointed to take care of tne deliverymen. His duties,
in adiition to the regular ones connected with such a
position, were to build up a staff of deliverymen that -
would sive the best pgssible results. 'This involved a
careful selection, training and supervieion. In one of

the firms, no particular mechanism was set up. The sales
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manager, among otoer things, kept a list of all arplicants
whom he had interviewed. This waiting list was referred
to whenever an addifional man was needed,~and the refer-
ences submitted by the avplicant were investigated. Only
on a few occasions in the past was it necessary to apply
to any other source of supply, and then the employees of
the firm were asked to recommend friends or relatives
who they thought were fit for this job.

The need for extra men--canvassers and deliverymen--
arises in tue spring (in April) when the gountry . iry
routes are opened. These men are taken on temporarily,
to be laid- off again at the end of the sammer months
(in Septemuer). In additicii, a close check is kept on
tne sales record of tie rezular men, and there is & con-
tinual weeding out of the poorest csellers who are replaced
by the regulgr canvassers. Their places, in turn, are
fiiled by temporary men who have shown good sales records.
The incentive to the regular deliverymen, in addition to

the commiscsion on cales, is tae possibility of being pro-
moted to the rosition of reute supervisor. These super-
visors are eszch responsible for a certain number of
routes, and see that they are taken care of, teach a

new man his route, and substitute for any one of the men
on those routes in case of siczness or leave of absence.

The number of voluntary terminations nad in this
staff been considerazbly reduced since 1929. It was
estimated, however, that the turnover remained at around
20 per cent in the period 1930-33. This figure was made

up mainly of discharges, particularly of the new men

and was partly explained by the policy of the firm. The
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men are bonded when hired and a strict check is made of
their colledtions. As soon as any serious shortage is
discovered, the employee is immediately discharged. 1In
a depression period, this has proved to be a source of
difficulty for t:e deliverymen. Firet, they are liable
for the collections from their customers, and the number
of bad debts have been increasing. Secondly, some of
the me: have been pressed by their own debts, and once
having borrcwed some c¢f the Zirm's money, they find it
difficult to replace. ‘'hie problem has always existed.
In the words ¢f the sales manager, "llen have to be
trusted with receipts, and some can't be trusted". As
a result, those ~mployees who are forced to borrow their
firm's money, and with honest intention, must also pay
the penaity. It is an expensive experience for all con-
cerned, since the cost ¢i trazining a new man is high,

and there remains the cossibility, in tiges like the present,
that the same situation will recur.

The methods and experiences of the second firm
viceited were differen. enough to make an interesting
comparison. “he sales manager in this firm is more stfict
and more carerul in the selection of nis deliverymen.

He interviews all arplicante whether a vacancy exists

or not, and in many cases does so0 out of courtesy to the
individual wio may be a prospective customer. He has
decided what type of applicant he would hire, and makes
a careful note of =11 these men. The information and

reiferences given are investigated and earefully filed.
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This sales wmanager definitely prefers to train his
own men rather than hire a man with previous experience
in another company. He has developed what he considers
to be the best method for selling his $ype of merchan-
dise and wante men who can be trained to become delivery-
men of the type required and who will approach the cus-

tomer in the desired manner. =or this, he suggested that

men who had worked as clerks in chain stores are the most

He has also set a definite hiring age--21 to 35.
The firm used to hire boys 18 to 21 years of age, and
train them, but found this practice unsatisfactory as
the boys were not mature enough tc assume the respon-
gibilities attached to the job, particularly that of
handling collections. The upper zge limit was set
beccuce of a descire to get a long enough period of
service from the individual to warrant tie expenditure
on his trainirg. Thus, the man is czrefully selected,
trained, and given an opportunity to maze cood. He
is paid a commission and a minimum wage, and the oppor-
tunity of becoming a route supervisor is 21lso held out
to him. However, if he pegine to slip (and his sales
are carefully watched), he ie liable to be replaced by
an extra man who has mede a better showing.

The need for extra men in thie firm aleo arises out
of the opening of the country routes in the summer.
Twenty extra men are hired to supplement the regular

staff of 260. These men are not taken on as temporary



186
help. It is made clear tc them that every man making a
good showing will be retained, replacing those regular
men who are‘falling down in their activity and sales.
Thie has iept the force on its toes at all times, and
the laggards were weeded out after the first couple of
years of thie policy. Tiis method, pdus the policy of
Kesping all good men, has resulted in the retention of
more men than are necesszry to do the work. The sales
manager claimed that at the time of interview, he was
carrying eix more men than he had need for, and that
he would not let them go zZor lack of work.

This insistence unon zeeping up to the mark has
not proved to be a handicap to older workers. They are
given epecial considerction and are cllowed to stay on
the Jjob as long as they can take care or it, even though
a younger man could get alon:s much more escsily and quickly.
Léter, when an older man applies for easier wori, a job
is usually "made" for him awouti the plant... 4is yet, no
pension scheme has been instituted, but a superannuation
fund is heing conesidered, and the sales manager suggested
that "esomething woulc be dore about it" when funds were
more easily obtainable.

The question of the language difficulty was also
broacned. All members of the delivery-staff are re-
quired to read and write English. Abtout 40 per cent
must be able to speak Hrench, since they are needed for
the Prench districts. There is no problem of having to
turn away a capable applicant because he does not ppeak

French, since he can alweys be placed in an English section.
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What has been the result in this firm of the careful
policy outlined above? /e can only take the word of the
gales manaéer, baczed by a few records wiicun wec were
allowed to examine. Ee claimed that at legst 80 per
cent of the present members of the sales-staff have been
with the firm five years or more, and that over 25 per
cent have been in his employ for ten years or more. The
numbers replaced, who were referred to as "those unwill-
ing to put forth additional effort to get ahead™ normally
amounted to about 4 per cent per annum, and has been less
than that in the last two yeszrs. The voluntary termina-
tions were negligible, and were confined to the older
men wino retired. This firm was satisfied tnat the extra
efforts and costs involved had been more than repzid by
the defficient service of a capable staff,

It is clear that the stability of this steff and
its security of employment will depend, to a large measure,
on the policy of the firm and its methods. It has been
indicated that the turnover in tue two firms visited
ghowed a considerable difference--20 per cent bo 4 per
cent--and that this was largely attributable to the differ-
ences in their metnods. At the same time, it is equally
clear that no firm can keep changing the personnel of its
deliverymen and continue to compete with those firms who
have reduced their turnover and costs. The fact that men
have been discharged sugiests that their sales have not
been up to the marZz while they were employed, or that they
had caused the company some trouble and expense. A capable

man who leavese voluntarily may be hired by a competitor
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which may also mean a transfer of a certain number of
customers and a reduction of szles. Above all, the
training of new men, particularly for this work, is
expensive. Before long, a firm must realize that the

costs of excessive turnover are greater than the ex-

penses involved in the careful selection and training
which aims at the building up eof an efficient staff.

The next step, and one that usually follows, is
that of guaranteeing a certain security of employment
and offering inducements tc the euwployees to remain
with the firm long enough to warrant the original expen-
diture. There is no doubt that security of employment
ie one of the greatest incentives to starility. In the
occupation just discussed, it ias been very easy 10
translate high turnover in terms oi coste; the additional
expence i.volved is obvious. As a result, in most cases,
at least psrt of the step towards reduction. of these costs
has neen texsen, and in cacses liiie the seccnd Iirm visited,
tlie costse resultiqg from turnover have been Rept down to
a minimum. In the process, tne deliverynen have benefited,
since they have been guaranteed a certain security which
removes part of the problem of unemployment--the need zZor
coinitinual reeadjustment.

It is unfortunate that the census figures Go not
show the extent of unemploymnent among deliverymen, who
are also members of the sales-Iorce. Une census classi-
fication is & wider one znd iacludes wagon boys, juumpers,

street sprinkler drivere, haulage contractor's drivers etc.,
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who do not come in under the ™Ccrmercial™ clagsifications.

It is interesting to note, nowever, that in this total
group of "Deliveryuen, drivers, n. s.", teuporary lay-
offso0:xly couniributed 2.77 per cent of tze "time-lossa"

as ccmpzred witn 7.36 ver cent for all male wage-ezraers,
This serves to illustrate that even though 36.06 per cent

of this group lost some time, and these lost over 22

veeiss, unemployment was mainly of the "No Job" type(l)

(wnicn wze responsible Zor 89.31 per cent o the "time-

loss") and that temnorzry lay-off of these wor.ers was

0

propcriicnakely lese impcrtzrt as compared with all

occupations.

(1) "o Job"-=-bsczuse of discnarge, or rprolonged lay-off.
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Chapter X.--Labour Turnover: Some ZTramples.

Trom the arount of factual evidence collected in
thie study, ftils churter cainot presuge to m2.e a com-
preneneive analysis ¢i lahour turnover ia ilontreal in-
dustry. It ie bzeed on Zzcts ootzined frecm a few oi the
0or€e prosreseive estzhlisnmernts wno .ave given rather
close study to tne prculem of lzhour instabilitry. No
more is attempted here tnan tc¢ analyze tne turnover
conditicrs in these Tirue tn the light of their labour
and emnloyment policies, =ud to compare tneir gigures
with those of firms w-icn L2ve rz2id less =zttention to
trheir lubcur force. ‘he reslts may not be very con-
clusive becauce ¢t tine £wz=ll mumber of firmes frow vinich

4

evidence wa2:s obt=ined, hut trey gre, to s2y ths lezel,

N
m

inetructive,

It has been nointed out that job-changing may mean
either g2in or loss to tne individusl woriman. In a
period of increasing "eunloyment oprcortunity”™, the change
of jone may be of definite profit to the worker, as has
been shown in the nrogresesive exreriences of the "sauple
croup" during 1¢26-29. It wculd sczrcely involve a loss
since, evern at tre woret, the period of unemployment

between jobs is rel:tively short(l). However, in a period

(1) See page 111.
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of depresscion and decreasing Templo/ment onrnortunity™,
these changes present a problem of unemployment and
irregular employment Tor the individual. This too, is
illustrated in the comparative figures for ‘time-lost’
since 1230 by the men in the "e2mple group”.

What, tuen, of the employer; what is nhie conrcern
in the nroblem of lzbour turnover, or instability?
Scientifically, this gquestion is answered by John R.
Commons in his introduction to Dr. Slichter's hook,
"The Turnover of Factory Labor". He writes, "But suddenly
it is found that one of the .reatect coste of labor is
not tuae inefficieucy; of the individuzl but the lack of
7o00dwill oi l@bor =2¢ a w:ole. Lador turnover, which is
a group purenomeincn and not an individusl cuestion, sud-
denly looms up as an intangible overhezd cost, and the
future scientific manacment must deal not alone with
individuzle as such but with l2uor a2s z clase and as a
vnole" ., In Liis book, Dr. Slicnter -ives a thorough
2n8lvele of tiie causes oI labour turnover in Zfactories,
the coste to tre wor.er, emunloyer, and the punlic, and
suseste methods of reducin,” tnae turnover, bacsed on thei-
experiences of = number of establisiments in attempts at
ite reduction.

"he question in whicu this study is interested is
how far this vproblem has been realized in .lontreal and
whether employment policies have heen instituted to re-

duce labour turnover to any extent. The broad answer to

tinie guection is piven in chzpters J/III and IX which
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discuss the factors tiat influence nersonzel policy and
1llustrate these hy reference tc the experieices of
clericsl and coumercilal worsers.

In the chanters umenticned, the iwportont considerations
w.ich inZluence labcur policies are seen to be gix:

(a) the size of tie ctaff,

(b) the reiztive iunortance of tie labour
izctor in nroduction (or distribution),

(c) the .11l of the 1 bour required,
(@) tie sttitude of tn= znagement towards labour,
(8) tie conditions of the suppnly of labour,

exxist to aid l=hour
uctment o

Cue ¢

in tiie process of 2

I'n most czees, tie st=znil ity ¢f the l2hour iorcc is~seen
to denend c¢n wnether or not the emnloyer hee rexlized
thzt 1t 1e less exnensive to xeep troined exnerienced
men tharn it is to hire new and untrained men.

The cuestiions wanich may be 2sled in this chapter
are two: (a) What 2re trne effects of alteraating periods
of prosrerity =2:d depressici on the extent of turnover;
and (b) Low does etanility of emnloyuent vary as between
the scilled and tne urexrilled worser?

mhe efiect of alternatin, periods of prosperity &nd
depressicin upon the extent of 2ccessions =nd separations
ine peen suamcrized by Brissenden ond Franizel(l) as

follows:
"In a rieins lubor market meny new employment oppor-

tunities ure crezted, which me ns that jobless workers

(1) Briccenden, ¥. #. aid Franitel, D.1  Lavbor Turnover
in Induetry. (1 2cliillan 192 2)
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s 3 1 o = a1 [ - - _ = . - N
cet Jjobe &nd many employed rorier

O]

and

ileave trelilr oo

i

take euployment elsewhere, ostensibly to netter their
industrial situation. ecausz of the urgency of work,

it becones necesczry tco replsce guickly ti:ose emnloyees
who have left. The rapidity with which employees leave
their jobs and the extent to which job changes t2ke place
will depend upon thne extent tc which industrial opera-
tione =zre enlarzed and now favorable an employment situa-
tion is thus created. “he .wore favorable the employment
citvation, the larger te number of accessions. Thece,
of course, in adaition to tzcse Liired Zrom zumoay the
uienlored, are the cause of zn liucreucge in the number

of separations frou. other rlawte, wrere, 1lix turn,
addivionzl replacement accessions are required. Tnrough
the single fact that emnrloyees lexve their jobs in rapid
succession, constantly increszsing emnloyment opportunities
2re created, thus incressin; hoth accessions and separa-
tions(1)".

"When there ig ex=tencive industrial activity and
consider-ble corpetition for aabor, the process of selec-
tion in induestrisl estoblishments alec coneiderably ac—
celerates fhe fresuercy of labor shifting. It is obvious
that vnen an ectablishment is renidly increasing its
workz force in a tight labor market, it cannot usually
make a very coreful ezewination of the fitnese of a
particular apwlicent for the job. During such times

it is also poseible that peonle are tazen on who in

(1) The fact that labor turnover is heaviest in periods
of progperity partially exnlains the existence 1in suchh
periods ¢i tue so-czlled nirreducible ninimum of unemployment™.
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normal times would nct he hired at all. AFfter these
peonle actuzlly begin tc work in an estoblisiment,
however, a éood many of thewm will he found to be unfit
or undesirable and aftcor a longer or shofter period of
service are let go. ris selective processuis, of
course, greztly intensified in times of unusual indus-
trial activity, when there is a scarcity of labor. All
this involves an increase in the number of hoth zccessions
and deparations far above the ordinary number, which is
already unnecessarily larze".

"In periods oif industriel depression, viien there are
considerably fever ob ouportunities rel-tively to the
labor supply and the number of availahle Job opportunities
is dininisning, there will take place at first a consider-
able number of forced ceparaticns (lay-offs and discharges):
there rill be, moreover, fewuer voluatary sevsrations.
There will be nractice:1ll; no occasion for accessions for
renlacerent, inasmuch as nost of the obs abandoned cre
bein; at lerct temporarily diecoantinued. while under
these circurstonces, the number of ceparations may at
firet be considerable, the whole number of sep:rations
over the entire neriod oi denression and the sum total
of labor chan;es during that veriod will on the whole be
much less",

The above considerations nave been found to be true
and hove been discussed in connection with the analysis
oi the experiences ol our '"sample group" . _It remaing
now to examine the evidence obtained from employers in

relation to these fatts.
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T2ble 42.--ilale eunloyees in Firm B, (1927-33).
Lumber of “mployees on Lumber Lezving During Year
Year i‘onthly Fayroll "A11 Reacons Resigned
Aver-| Liaximum Ilinimum T0e |P.Ce Of |l0.|P.C. OF
age Average Average
Payroll Payroll
1927 11,851|0c¢t.-1,890 |July=-1,794 3831 20.7 2131 11.5
1928 | 1,756 |Ffeb.-1,818 [July-1,%701 337! 19.2 182 10.4
1929 | 2,162 |Dec.-2,623 {Jan.-1,842 5b2| Z2£.5 335 | 154
1930 | 2,709 |il2r «-2,974 [Dec.-2,229(1,084) 40.0 376 | 13.5
1931 {1,918|Jan.-2,2¢6 [Dec.~1,550 cO7) 42.1 61 3.2
1932 {1,238 an.~1,567 lov.-1,001| 58z 47.0 6 5
1¢733F 922 |Ja.i.- (82 |June- 8bHH 193] 20.9 2 .2
F DNiret €1X OGNS Clye

The figures obtzined Zrom

leaving escnh

wae ouilt ur =:ad

- 4. T
NODRETS

aversge rayroll 2ad the ©

enovw tire trend of the size of the

7i.ie elovwes tire neriod o

~crved by on iacrezse between July ~ii@ Cctober

then = receseion from tnau d-te tiil Julr of

came 1..e turn,and from

increace in stoff t111

1¢28.

“irm B show the number

the;. laid-off. Thne iijures for the

cf maximum 2ai.d miaimum

1927,

th= peax €igure was reached in

7ecr over a peviod in which a larre staff

total nuzber

uncer tainty

Thnen

Aucust 1928 there was a cot:t inuous

1'arch 1930. following tn2t, there wos & downward swing,
staff tirough 1930, '31, B2 and '33.

and a sterdy decrezce 1h
The experiencesg in t:
trne illuetrztion of tne effecte ¢ 21lter

A

ity ani depression on the extent ¢cf turnover.

ig rlant are jdeal so far as concerns

2ting periods of

In tie jeare ¢ uncertainty and slight recessiof,

1927-1928,

sli;ntly, and t:€ percent

drops. Then toere ie a perliod oi relative

e 1eaving)voluntarily also

tie perceintae of the total staff leaving drops

prosper ity and




L

a0 , 3
s L RELATIVE RATES OF INCREASE OF L 43
PRODUCTION AND NUMBERS EMPLOYED
o 1 (FIRM 'R') 43
- AVERAGE WEEKLY UNIT OUTPUT 1P
| —=—=—== AVERAGE NUMBER OF HOURLY-RATED
' EMPLOYEES
60 r— ;: o -9
" (FIGURES PLOTTED QUARTERLY )
m :
55 - 3 ¢ -2
w |
(L} I
g %
s iy il
g ', , VR —— r
- I 9
] 5 &
el N I \\ -~ £ ~ 1
= | ] \ (] \ » 1]
o ] SO ] N
- I i
3 ! .
40 | l' Sl e
/
S "
7\ /
35 | \ / s
--\
I
30 | o= i
as L -3
O
2‘.0'__: T
o~
o
1922 1923 1924 1925 1926 1927 1928 1929 1930 1931 \9;‘:';2




196
increase of staff. Trom July 1¢28 to liarch 1930, the
staff was‘increased ezcn month--and with it the percefAt-
age lezving also increases. It is interezsting to note
thzt even tiough the perceants e le=sving voluntarily in-
creases considerably in 1929, tne nercent:zioe leaving
for all otner reacons,--i. e. 211 rezeons minus resig-
nations,~+2lso increzses slightly in tnat yezr. This
re’lecte the weeding out process thot nzd to be corried
on in this firm, and tune larye numzrer of men wno were
hurriedly hired 2nd had to be "drorred"™ "ecause they
vvere not fit for the work. The building up nrocess in
one of the dencrtments in this ~lant is clezarly shown
in Chsrt IX. It shows the nlonaing of production and
the menner in wiicn it is etenrned up to the desired

level. It

(%N}

1e: ehcve the nurber oi emsloyees hired and
xept on to msintain nroduction at tiie plarned level.

The picture ie one oF ccntinual hiring of men who are
treined to do & gpecial type of work. Ae the staff
becomes riore efficient, less men zre needed Lo xeep
production 2t the planned level of output, and the leust
efficient men are laid ofi. 1In a period when the busi-
nese is evoanding a2nc produotion is heing progfressively
increased, 1lire thst shown for 1928-1930, the number of
good men laid- off je euwsll, and tne bzcoward stens in

the reneral u-ward trend are mbnor ones. The men "deopped"

e

n thie neriod =zre, in the m=ln, untit Tor the work done.
wnen the turn comes, however, as it did in 1930, the
dron is a steep ard dicastrous one, and even the ood

ren are laid--ofi.
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The numbers leaving during the yezrs 1930-33 are
mainly forced separsticns in the necescsary reduction of

etzff., The percentige resigning--or leaving--drops to
b

a very low figure i 1631, =43

)]
Qi
O

mes almost negligible

in 1932 and 1933. Ve vercentz;e of total seszrations

is of course kept nigh beczuse of tie abnormal reduction

in staff. As soon as tie stz2ff is reduced to the necegssary

wisinun, thie fisure too viill dron to below its rormal

[

level untii the euployment situation again changes. 7Tiis

is Aue to tne f2c¢t tiat tle men who rerain 2re as a rule
tne oilder 2nd most cificlent men. They are aware of the
difficulties encountered in tine sesycen Zor employment and
are not anxious tc¢ leave tneir jobe, ncr do toey mive
any reason for heiny discrzr-ed. As a result, the emnloy-
ment situztion kxeens tiie turnover rzte in check.

Similar evidence vze cbtzained in firm C which emnloyed

a =ff of two nundred, 75 per cent of wicm were unezilled.

No detailed Fisures were avsileble, but the suvperinten-

;D

dent orfered rroxiuete iaformztion and the percentages
for turnover =re b:icged on xle estimztes.

In 1¢25-29, the turnover zs exceptionally higz.
Durin,  the surrer, bec-use oI altern: tive "eunloyment
oppcrtunities”, tre men vere indépendent, uuruly, and
unreliable. In tiis period, tuere were each month from
ten to twelve voluntzry sen-rations and from twelve to
fifteen discherpec. At the ezme time, no difficulty was
encountered in ohtaining the recuvired number oI men, since

there always were more t.an e.ough men applyins at the

te. The iurnover zmong trucki drivers wae also par ticu-

It 2
o

1y nigh in tnie period, but une problem was overcome

!,..
¥
]
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by instituting a system cf help

*('*

er

om

. 2ch rerular helper
had to be zble to drive tne truck, o th=t if the driver
did not encw ur in the merning, the hélper stepped into
the vacsrncy 2nd 22 unsizilled man was »ut on as a helper
and wae recuired to lezrn how to drive witihin a certain
reriod of time.,

The picture has cranged altorether since 1930. The
vrercon::el 0: even the unc.iilled staff has not changed in
the three years--1930-2Z2,--zind many of tie Zormer employees
gre acw tryisg to "ret hace on"™. The men, however, cling
to tneir “ons, neither cuitting nor glvine any c2use Ior
dischsrze. These men =re ..ept on =¢ lon: as tiere is
work to be done, =nd ~nen ithere ie lese to be done, some
are laid off. The men nust zeep in toucnh with thelr zZore-
man, =r.8 he re-hiree ther. as ecoocil as there is encush ¥vwork
for trem to due Thie lack of alternsziive ovportunity has
reduced the turnover ia tiis uncitiiled stzff nractically

to nil,.

-

I tne two firwme B 2rd C, there was no cocncerted
effort w=de in 1Y26-29 to reduce the high rate of turn-
over. In firm B, an employment office to centr=li-e tiae
demznd for labour and tihe source of supply wze set up,

but the ‘nterviewer wag not very strict in his srading

of apnlicants. Wien men vere nrecded, those ¢ plying at

the office that particular d=zy, ssre hired 1f tuey appeared
at all cuitable. The fir: felt justified in not golng

to uny additional trouble =nd expense cince the men were

trained for particular jobe. It w=ns sufficient if they

appeared czapable aind passed tne medical test. This was
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mainly due to the f:uct that orders were coming in rapidly
and more“uenjwere needed than could be ontained. Tne
high r=te of turnover, .owever, is adecuate evidence of
the inefficiency of these methods. In Zirm C, the men
vere hired at t.e fzctory gate by the foremen vizo needed
trhem, and siicce they vere zvailable in sufrficient numbers,
no aivtention wee praid to tirns freguency of additions s:od
cseperaticns. Vhen tie proble: did arise in the cose of
truck drivers, tre system of nzving helpers who could
drive overcame tne difficulties involved.

Firm 4, however, is aviere of the extra costs of

inefficient methcds o7 hiring snd nzs set up a centralized

o“Ffice Lo 0.11d up a suitable e¢taff in au efficient

Ay

o_er. Chert X(a) showe now rapiily tiey were increasing
their stoff,--frcm less tian 1300 in July 1928 to over
15C0 in 4-ril 1¢29. “he men tsken oa u2d §o be czrefully

fitted intc bL.e orrornization and supervieed during the

nericd of trairing;, since mistages 1o tue work nrove very

te firet point =t wamich whste can ue eliminzted, is
in the Lirins of tie rignt tj:e of irdividusl, &i:d care-
~ul sttenticn wes pzid to t.is detail. it firet, 1E
wae difricult to ohtaln t.e co-cperatinn of =211 the various
forewien and supervisore ¥io preferred to do treir owi
wiring, sut soon tney werc ~~de to rezlize that the employ-
ment interviewer was only reconmenilo the men he sent up,
5nd thet tley vere still "doling Shelr owi niring". Yhey

zridly Lecame avware of the gaing of thiis service, since

=
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3 4 - PR i ] .
1t tapved tne widest cource of surply ina the cuiclest

€)]

.possible manner, and trney co-operated in maiing the
service s1ill more =fficient.

“nle enployment oifice wee nct satisfied with care-
Tully interviewing =211 arnlicante, grading ilem and Ziling
sne 1nZormition sway for future references. It went
fartner, and souat Lo "contoct™ sources of cunply of
promisiaz voun: men, best Zit to be trained for the type
0L “ori to be done. ZFor tihis reason, a special 1an was
delez=ted to "cont ct" university gradustes and to sitract
a certzln guota each yesr iato tue organi-catior. A cther
"contzetei" technical schools, ané trode schools 2nd re-
cruited the mea itz ood records., Wrie latter nractice
wag discontinued soon aftervards, siince there developed

a oblem oI turnover amwon. ihe ycung tecnnical school

h"'

-

~raduates., Lven tunough some few "graduated" iato the
best ~rade oI umen deeired, the majority were unwlilling
Lo start 2t tie botton. Tne eunzll nercentsge Vo re-
raiced, 21d oot warrsiot tie extra effort ¢f contiruing
tnie metnod of recruitmect.

By far the most importznt cource ¢f supply, unowever,

was tie company emmlorment office itself. “he fact thzt

L.LT

men were bel:g nired vas cuoupgn to bring aprliciats in
vore iz sufficlent wumvwers, Yne imoortsant problem was

tiiat of selecting fromn %tiese apprlicants, men wio cculd
he trained to necome valuable servente of tne couwpzany.
Over &0 per cent o to.e applicants wore veeded cut on
the boegie of a simple intelligence test and the impressions

of tte interviever. The renzining 20 per cent wers rut



on tne active files and Zent thete for six —ontha, or
until thgy were employed. ‘When a vacancy occurred,

the files were referred %o, and three or four applicants
vere calded for a cecond interview. Tiey were then sent
down to the particular foreman or supervisor who-made nis
ciolce on the basie ¢f reccmmendztion o the employment

interviewer. "“he Iorcman was the one who actually hired

l

the men.
VWithiout going in to any further detall oi the per-
sonnel policies of the Tirm, it is worth looking at the

turnover figures in thie department, which undoubtedly

are partly afiected by the methods of hiringe.

Mable 45.--Firm A, Depart.ent I, 1929.

mumser of Pumoer of Separations
Sizill Groups Additions Tay-o0if |Dron-|Dis- volun-{Total

(171 (i1)|otalllTI){Ti1) {ped charged |tary
Skilled. 13 25 38 10} 4 8 %) 21 46
Semi-Sizilled.| 34] 139 173 28 | 24 32 5 39 128
Uneilled. 9 15 24 8 6 1 1 5 21
Clerical. 66 46| 112 52 1 8 2 24 8%
Total. 122 R22b| 347 98| 35 49 11 89 282

The totszl number of separations in 1929 was 282,
98 of which wereiiﬁrkers wvho had been hired for temporary
worx only. <“his occurred in a year wien there were 225
additions to the regular stafi a2nd 122 to the temporary
ctoff. In addition, this year also marked the turning
point, and the beginning of the reduétion ith staif, Even

then, the rzte of turnover was only zbout 20 per cent.

The scientific methods of this firm stand out still

-ore clesrly in the light of recent developmeate. In
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1930, there was a disastrous Tall in orders which necesgi-
tzted a reduction in staff. The men iirst to po were
tne younger wmen wiio had been nired in 1927, 1928 and 1929,
Wihen it was Zfound tuat more had to be let out, the firm
was reluctant to part with tie .-00d menn in whom t ney had
invested an expensive training. Thece wen weve therefore
transferred to uns illed 2nd low srilleéd iobe, 2ad tue

unsxiiled woriers were let out. After a certain polnt

L

.

wse reacued, attesticn was turned to tihe reduction of

o

Lours rather t..za tone lay-oif of en. movever, the ancunt
¢l siort-tine was ot allowed t¢ ;o beyond 2 certain
fizure; ezrni.;c n3d to be concidered. his nmezint trat
men with a xood auubir of yeare cervice in the company
ai€o hzl o e laid off. A slow weedins out process,

on tie basie of weritv woe therefore instituted. For

tiis, the detziled records w.ica are xent of every ran
~rom U..e dzy ne enters tae euploy of tne com-any, are

oZ vclue, aind a close ciieci is mz2de on every nove ¢f ezch
WO L8 e

-t

Thhe sctivities of tiie employrent daep.rtment ze a

()]

rec.lt nave teen diverted intc other chaniels. It has
thhe records for each ind¥vidual and is in the best pogi-
tion to mzize decisions in the unpleasant ~rocess of re-
duction in staff. At present, it is kept busy with the
Ai fficult tack of iuterdepartiental $ransfere in order

to equslize the amount of sicrt-time between departmeints,.
The fluctuations i~ tre euwnloyment curve in Dspartunent I
in 1931, '%2 -rd'33 indicates tiie work tiat ie being done.

1.0 ope iacs been tailen on since 1V30. Taking 1l¢3% as a
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represenvztive jyear, g onegerved taat there were
71 adéitions and 131 separ=iions in Departrent I.
"Unnecesesary" turnover in trhis department is practically

nil.

Yable 44 .-=-Firm i, Depariment I, 1932.

Additions o.| Separations 0

Traccsferred in *rom an=

other departrent, 57 Dischar;ed. 1

Tormer skilled emcloy- |

ees re-en sged Zor tenm-

porary wWori. 13 Pensicned. 4

Terrorsry SCrunhv/oman. 1 Died. 4
Iaid-off--

temwnorsry men
who had been

nired., 13
Left volun-
tarily. 5)
Transferred
into other
depar vuente. 104
Tot=2l 71 131

r~

The writer 7oes not invend to leave the impression
that tnies ie the result only oi the careiul cselection
of tiie men hired. Other factors eater and are just as

2ut. The lacik of z2lternative "em:»loyment oppor-

l,.)
=
} r_‘)’
(@)
H
ct

turity" w_.ich has been discussed above, no doubt plays

an imnortant part in reducing the turnover to its precent
low figpure. Uazes and worzin conditions are also import-
ant feoctore influencianys labour turnover in moimal periods.,
Iabour managenent or nismanagerent, nowever, is egually

importznt in determining vhether there will be a high

or low rzste of turnover. Tris undoubtedly is close.y



connected with nethods of recruitwent.
. . . . .

Tnis leads to the second guection poged in tnis

cnapter,--tiie relative 1astability of the sxiiled and
ane.silled woriers.,

"It is generally known thst comnon or unskilled
lobor is less stzble than sxilled labor, but extensive
figures are not available to show just how much less
stable it is"(1l). WHvidence to substantiate trnis was
obtained in Zirm A, and the tendencs czn partly ve ex-
rlaired by thne policy of tine firm. The excense entailed
1a toz corerul selecvicrn znd trainlng of men has led to
the next etep, wiich i1s to try and mase eificient use
of taese men as 1o as they can zive good service.

Attention Zas been puaild to wases, (the firm continually

L0

conpzres 1te rates ¢l »zy witii thoce rvaid in the rest
of induetry) worizian cozditio.s, (the iirm has always
tried to Lzep a "step akead of the v=ct") and the deuwands
of tre uen, (the men rnave their own plant council, ~here
they ciin put Zorvard and discuse vaelr dew:ads and com=-
elainte)(c). Tiher nhsve = pension schiene, (ze zn sdded
atiraction to men wi:0 hzve bheen with them for a number

of years) stock subscription schemne, (to make the employees
feel that they toc can ehsre in tie profits of the company)

2nd encourage sctivities among the men that nelps to

develop 2 feeling oZ close contact and loyalty to the fimm,

(1) Brissenden and rankel. op. cit. o
(2) 7hig hee ireidewnt=1ly 21so served to forestall
a v

.y union zctivity from cutside.
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All the above encures alcertain increased willin-ness
to stay with the company. It then remains For the firm
to give the men stecdy worz.

Production in thie firm is carefully nlanned to
keep the total regular staff working all year round.
It has entailed additional expense and extra difficulties,
particulzrly in tie winter echedule of work, but the
fluctuations in the burden of work and hence of men
regaired is considerzably reduced. To allow the plan of
work to uve carried out to tie f.:11l benefit of the regular
emnployees, it ic necessary to n:ve a specisl etaff of
labourers v-ose work 1s not rersularized but who are
needed at different rnoints in the glan of work. In
other words, tie wors c¢i the resulzr staff is nlanned
and regularized, the fluctuations decreased, but at the
exrencse of the uneizilled itemporary workers who are
dJovetailed in with the plan =2t irre ular intervals.
The extent of tne fluctuations in th:e hours worked by
thie temrorcory unsiilled staff is shown in chart X L),

These men sre not coneidered as part of the stzif,
2rnd hence do not come in under the schemnes, z2nd are not
entitled to tie benefits enjoyed by the regular staif,
By wa, of exrlaration, the emcloyment wm:nager sz2id that
men vito are vnown to htve given long service on tnis
temnorary staff, are ;iven special cozsiderztion and
trectment. In addition, any -an waoo shows trhat ae is
capable of giviag good cervice to the company in any

other cazpacity, is treined zod ctepped up to a regular
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nosition. In ot

-

er werds, ae explainéd tne treatment
0T these men hy caying, i7 not in the esowme wvords, "They
don't deserve any better treatrent. TIf they ere good
enougl, and really wanted to work, they would ret a
chance to prove their worth. They have become so used
to working only a couple c¢f d2ye a wee:Z, that come of
them do not come any more oiten ever vien there is work
for tnen to do. A4s Zor those men w.o have given long
years ol service on this staff, they aren't fit for any
other type cf viork., Something should be done zbout them;
they are being given preference, =2nd some concessions
may be mde in their cases",

It is not inteinded to discuss, here, whether the men
sre noturslly unstable an? whether the policy of tae
courany was zgogravated tivis tendency. Certainly nothing
was done to counterzct it, 22d it has heen allowed to
run ite own course. A few Ii ures aere tay serve to

discloce the extent ¢ tne iastability in this staff,

Table 45 .-=I umber of men on payroll. |
Pirm A, Devzrtment IT. ;
Octorer, 1928,

Lumber of jeeks Wor..ed

=
Ol+3
e |O
ct
I §\.
l.__l

Payroll One | Two | 'nree | Tour .Co

Tiret week. 50 27 21 141 245 64 .

Secoitd wweeil. 18 457 42 141 25 6l.

Third vees. 16 32 42 141 231 60.

Tourtii vreel. . 59 25 15 141 £40 02

All pzyroile. L0 143 59 42 141 385 | 100.
.h"oCo 57. 15. 11. 570 lOU.
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The amount of work to be done @October 1v¢32) was
éufficient'to keep almost 160 men fully employed (1) ,
but actually 385 men were working on this staff during
this month. In no one week were more than 64 per cent
0f these men employed. Thic is a product of fluctuations
in work available, excessive reserves, and high turnover
(instability of staff). Only 141 of the men, or 37 per
cent, worked all four weeks, 11 per cent worked three
weeks only, 15 per cent worked two weeks only, and 37
per cent worked onl; one weeir in the month. It is
interesgting to note that this instability is reduced
considerably in the month of minimum working hours
in 1928«s=January. Here, the total working hours--6,148--
witich could have kept twenty-two men fully occupied
(on the above assumption) was 7divided among thirty-one
men, twenty-Ifour of whom were emnloyed in all four weeks
of the month. This policy of sharing the work among a
maller group wzs also practiced (hy the foremen} in
19%2. In the month of minimum woriing hours--December--
the man hours of work shrunk to 1,205, hardly any more
than to keep four men fully occupied. <“his work was
shared avong thirteen nen, eix of whom worked in all the
four weeke, and the maximum number employed in any one
week wac ten. The busiest month in 1932--April--only
furnished 5,417 working hours for this group, enough to
employ nineteen men full time for the month. This work
wae diviaed among forty-four men, twenty-four of whom
were employed in all the four weess.

(1) Tontn of maximum working hours 1128,
Total man hours vorked--October 1928--44,749. Assumlng
a 10 nour 4=y and a 28 day month, this represente full

employment for 15H8.4 men.
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Table 46.--lumber of emplojeee in monthe of
maximum cctivity.
firm A. Department II.

October 1228 April 1932
feek |Hired(|Separzted|Working ||Hircd|Separated [Working
Tirst # 50 245 ¥ 4 44
Second | 40 45 235 - 7 40
Trird 41 50 231 - 9 33
Fourth| 59 # 240 - # 24
Total (140 145 385 - 20 44

# Lot available.

The cointrzst between the busiecst month in 1928 and
that of 1932 as shcown in table 46, is indicative of the
degree of instability which charscterises this unskilled
staff, and the effects of alterrnating periods of nros-
perity =nd depression on tue turnover rz=te, In 1928,

there vware continual accessions aad separations (volun-

4

4

tery and forced) while in 1¢32 the se.srsticns that
did occur were uainly forced hecause of lacs of woTrK.
The maximum woriing in any one week in April 193z was
100 ner cent of the totzl sumber of men employed 1in
that month wnile in Cctober 1¢28, the maximum for any
one week wse only 64 per cent of the nyimber ewmployed.
These figures do not draw the complete picture of
the instability of tnis «taff. ‘hen a man is tabulated
ae having worked in a particular week, he may have woriZed
o full weelk or only a day (or even less) in that weex.
Mhis information, therefore, must be supplemented with

tzt of the earningse of the men in the morths considered.
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Yable 47.--Averzgze weelly ezrnine of labourers
mployed in 1948, srouned according to number of

weeke in month trhey appear on payroll.
firm 4. Depsrtuent I1I.

lonti: o Greatest,icg=

meraings Octoner ‘giﬁéﬁﬂf
in Dollars To. 0f el

2] B3] & |50.|P.C.
Less than 5.00} 32| -| -}| - 32 el = |- -} - - -
5.01 t0 7.50 231 61 2] - 31 8. ~-|-| -] - - -
7.561 to 10.00 7t B 31 1 16 4, =11}~ - 1 3e
10.01 to 12.50| 17]13{12] 2 441 18,1 - | -} -| - - -
12.51 to 15.00| 16]141{156]16 61l 16.} -1 -12| 8| 10| 32.
15.C01 to 17.50]| 22112} 6138 781 20.1 1| -1 2|10 13| 42.
17.51 to 20.00| 13| 6| 4150 731 19. - | -] —-| 4 4| 13.
20.01 to 22.50] 11| 1| -115 217 7.0 =111 -1 1 2 7.
25,01 and over -1 -{-| 8 8 2ol =1 =1 -1 1 1l 3e
Total. 143159 1421141}13851100.f 1} 2| 4i24{ 31}100.

Table 47 shows the average weekly earnings of the men
employed by firm A in department II for October and January
1628. They are grouped according to the number of weeks .in
the month they appear on the payroll. Ailmost 50 per cent
averaged 15 or less per week in October--which, at the rasge

of 40-50 cents per hour, represents a maximum of from

30 to 38 hours rver week, or from three to four days work.

It is interesting to note that .over 50 per cent cf these
wen had worked in orly one week of the month, and just
a little over 10 prer cent vere men who had worked 1n all
four weeks. All the men earning .55.00 or less per week

i. e. wrno had vorked leee than two days (2nd some, only
g fer: nours) only worked in one week of the month, and
almoct all of those wro earned between +5.00 and :7.50

were also in this group. It is also interesting to note
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that in the month of least :=ctivity, the work was shared
among enough men to 21low each to earn a reasonable amount
for the week: 85 per cent of the average weekly earnings
vere uveliween 312.50 and $20.00.

The enlizhtened methods in thie firm in regard to

regsolar
the,working force have produced a staff of capzble and
faithful emnlcyees wuc have given efficient wervice as
long as their cervices were required. In direct contrast.
to their scientific perconnel methods, is their attitude
towards the unszilled staff for which they may be critieized
as being uniair and discriminatory. In this respect,
tirey lag benind the two firms mentioned in chapter VIII
vrose turnover was practiczlly nil even ticugh ¢0 and
95 rer cent c¢f their respective worizings forces weee of
low ezill(1).

The casual nature of men employed on unszilled
labour staffs is uet as much a product of methods of
hiring znd the fluctuations in the work to be done, as
it is of the instability of the men hirsd. It is a
curmlative process Irom which the employer can break
away tnrou;h efiorts at reducing t:e fluctuations in
employment and =2 careful selection of the men to be hired.

In tnis regard, Lescohlier has said: "The demand
for cacual labor is naturally an excessively fluctuating
demand. Zach employer seexs For Lelp only long enough
to hedp himself out of aiz emergehcye. en confronted by
come unusuzl situation, nre hires extra nelp 10 cget out

of it, and then immediately discharges the help. “he

(1) See p:oges 141 and 142.
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workman wro nust derend upen picking up an odd job
necessarily leads a very uncertain existence. It is
not strange, then, that men who seek casusl work are
juet as uncertain as the work is. ZEmployers who complain
at the wareliability, incompetence, 2nd indifference of
cagsual laborers vould do well to remember that the chances
of employment wnich trey offer =re as unreliable as the
men wno accept tuem, and thzt the livelihood that these
men obtzin is ss insufiicient for their needs ag the work
they perform is insufficient to satisfy the emnloyer(1l)v.

The problem of turnover and security of employument
ie in part at least a cuection of the attitude of the
nenagsements At times, they 2re motivated by economic
fzctore 2nd the realization thet it is "good business”,
At others, tnc copsideraticn is a psychological cne--
the realizaiion that himan beings are concerned. V/hen
"enrloyuent opportunities™ ere reduced by trade deprescsion,
the problem of labour turnover alwuost =ntirely disappeaazs.
The need to eliminate the causes of unnecesczry turnover
is obscured and this handiczpes thne development of scientiiic

netncds oI percso-nel manhagcument.

(1) Lescohier, op. cit., p.td-C4.
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Chapter xIl.--Conclusions: The 7ield for Orgsanization.

"Sociely ie bullt unon labour: it lays upon its
members responsibilities wiich in thdwvast majority of

C

(0

ces ¢z ne met crly from the rewards of labour;....
Reasoable security oi employment for the bread-winnen
ie tune bazeis coi all privote Jubties znd all sound social
action™(1).

nk -

The inadeguate revsrd and lacii of security afforded
econoric

to labcur under the preseat,systerm con still be traced

at the root of most of our socizal problems. The zull

sinificcace of Deveridge's statement con not be sald to

have been realized if e zre to Jjud;e by the disinterested

ctititude ox iLoaustry towsrde labvour, and the lacii of

sction to scferusrd =2nd reinforce this foundation of

cociety. hie maricet for tue Iicltor o nroduction which

warT:nte toe ot crreful nondling bieed on an analyeis

of trne Tacts o7 den=nd and supply for that factor, and
te social repercussions of wage peliciles, has been the
e to which tie lezet attention h:e veen fiven.

This ie not intended to sugrest tiat naernpioyment
ig eisply the reeult of the lack of competent machinery
to bring eurloyer and emplogjee togetiner . “he causes of

uneploylient are more complex than this: they extendé

(1) Beveridge, op. cik., p.l.
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into the 7ield of internaticral s0licies, But, the pre-

gsence oﬁ a continuous reserve of ltbour ic a normal in-

dustrial phenomenon. TPluctuations have been zccepted

as inevitable in our present systewm of production and
distribution. Day to day fluctuations produce a demand

for casual labour for short =:nd uw.certain periods. Seasonal
Zluctuztione in sctivity caused by climatic faqtors over
wiricn we have little or ro corntrol, nzve been accentuated

by vagzriee of taste 2nd the "{ollovins of styles™, Cyclical
fluctuatic.s nave becowe iore severe cg 4.6 system has

ag

becore more complex and less capable of easy adjustment.

0N

Chan;es in industrial structure have heen the very source

cro-rese of the crstem, snd "normal

Fh

- B R < R - A
G 117e ¢ e itii0d o

Tluctuatiocns” nuve been furthner disturbed and sgrravated
in tue post war period of uincertainty.
It is tnis waze ol comelex factors, contributing to

thie 1.etavility 14 sccnonmic acti¥ity wiich et be studied
to et to a full underctandiszg of the cazuses of unemploy-
ment. Uner-loyment is merely a syuptom, the human index,

of maladjuetiient in business or industry. It is a problem
"insoluble by 2i.y mere exnenditure or norney.....it renpresents
a disease to be eradicated. It needs not momney so much as

thougint and organisztion "(1).

Coneiderable tiousht has been »iven tixle subject ever
since DBeveridre's initizl contributico. In Tnsland, the
aspe=l ior orcenization wze heeded and the “ritish service

of T“nrloyment Ixchenges wes bullt up and developed to serve

(1) BeVeridge, rrefzce to iirsl edition.
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that need. Ix Caneda, hovever, even thoush the Firet
step ras been tagen, that of organizing a nation-wide

exnloyuent service, "wuch zore effort and resources

2

<n viell be devoted to the furtner organization of the

Jom
0K

lzapour wmarket™(1).
Fart Two ¢ this study hae drawn attention to the

- ~

comparative laci of prganization ia Zlontreal. It has
what i:dustry czin do to reduce
unnecesszry turnover and the extert tco which scientific
metiods of recruitment and nercsonnel management have been
carried in ﬁontreél. "he evidence has indicated the

wide area 1i ..oniresl over vwiich orgzanization is hap-
hazard a.id inadequate. J7itih very Zew exceptions, the
zorces of supply zad denzinn huve neen relied uvpon to

raticn tiie factor c¢f rroducticn. =ut "forces o supply

-

s

ong den=nd in tne labour warset make cnly for ultimate

ecuilibrium, they get to werk very slowly and never
complete thneir work"(z).

=t this lac«4 of organization has meant to the
srour of mer interviewed has been observed 1n Part Qne.
Tven thcugh the facte znply criy to the group interviewed,
their experiences would arpez2r to be rerresentative of
tne tendencies wolici prevail in lontrezl. The age of
the worirer and the "emnloyment onnortunity"™ appearti tc bhe
significznt factors afflecting tie metiods of cearch and
the ease of obtszining emnloyment. As compared with treir
experiences in the older ages of occupational life, the
men found it necessary at the younger ages, particularly

1) llareh; ov. cit.,, n.30.
2) “everid;e, op. cit,

(
(
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on tneir firet entrance into the labour market, %o anrply
~or the aid oi friends and relztives in their search
for employment. The couparison of the experiences of
tne srour in the "reprecentative veriods" has served
to indiccte the wzeteful mannsr in which the forces of
supply and demand "get to work" =2nd "make for equilibrium"
Trie increacsing ornportunities for emwployment in 1926-29
produced a nigh wmobility in tne group as the attractions
of seeningly better jobe resulted in a large number of
voluntary terminations. he neriod of adjystment was
relatively short; tne wmethod of search was, in the main,
reliance on the incividusl's initistive z2nd connectioinis;
znd tne Job.obtained wees uasually vetier pzid and marked
an imnrovercnt in tne ststus ¢ tize individual. At the
came tine, 1t wos observed thnst not all terwminations in
tais period vire voluntary, =2nd that tire continual need
for -djusiment and the ordirnary methods of adjustuent
vvere being obscured by the increzsing demand for labour
cnd tine relative eacse of adiustment.

In 1¢50-5%, on trhe other hadd, the demand for labour
was declining cnd in eprite oZ the upwillingness to lezave
jobe, the number of teruipations Tor the =sroup interviewed
was izert high because of forced ceparations. In this
period, the "usual" methods of personal sesrch and appli-

stion were relatively unsuccessful and the aid of friends
and relatives was more widely sought. Thus, "asgisted
cseszrch" wes the moct importzant method of job finding in

this period. 4t the same time, however, the men had to
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accépt work at lowcr wages and on lower skilled and less
pleasant work than they had becn accustomed to doing.
The difficulty o adjustment in tiis veriod may be gauged
by the time loet. by the group and the reduction in their
earuinge winich are discussed in chapter VI,

The economic pressure of a period of unemployment
produces a potentizl or latent rnobility in the labour
force wihich w25 resilt in desirsble or undesirzble move-
mente, depending upca tne stimulus apnrlied or the leader-

-

ship given. Reducticn of income znd of "employment

r

q

opportunity" produce a willingnese to accept lower wages,
more unpleasant snd less su:illed wor., and work away from
nome., In this woy, toe usual obstacles to monility
(occunztional z2nd gseograrnical) have been broken down
snd the ucemployed workers have been left in a position
of hesitancy and douht. By =nd large, the unemployed
man in iontrezl is in need of guidance.

The reactior of business to the depresesion by throw-
ing off men has vecn effectively termed "the deilation
of lopour". It is clecr tiat tiiis deflationary process
is lirely tc result in abuse wien left to be notivated
0y the moriev. "Dicsiress-competition™, ahuse oi patronage,
and tne reduction of labour standarde, the first &mpacts
of wiich are uron the workers, have theilr repercussions
on the whole commnunity. BezZore this 1is realized and
a cleour for repgpulation is raised by ennployers, the
wor.-ers haove borne the brunt of the burden and gociety
has lost during the pneriod of disorganization of trade.
The stimulus to counter-activity seems Lo cone only vuen

the prescure has glowly Found its way up to thote 1In a
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nogiticin to secure reform.

oy

an excellent example of this ie providsd by tne
recent exveriences in the men's clotiing industry. A

recent survey made of labour ccniditions in this indusiry(l)

£
L

ct

attributed sone

}
jo

O

1e déplorable conditions there ex- -

\
+

rosed, not cnly to tne depression, but more so to the

O}

xtent to whici deflaticn, once instituted by the deprescion,
resulted in cuumulative disorgsinizaticn and "distress—-com-
petiticn". It drew attenticn tc tie costs,‘first to the
vorkers tirougll considerably reduced earnings; to the

manuizcturers aza contractors, in reduced profits and

2VelL

=

loseee, =212d in the threat to the c¢tability of the
lzrze producer bec2use of ths iastability of the small;

and to the consuner, who wse 20t getting the quality of
c#00ds or of woriuuznenir c¢lzaimed. The methods oif marketing
"distress-—o00de" were disclosed, =:4 the use of shie "loss

d.

leader" vics swnown tc be gmashings estoiblished brzade, the
reputation o1 wirlch had been sl owly built up, an:
introduced trne element of assured gu-lity into the mweriet,
It is cignific=nt to note tast this survey, wiich
wae svonsored by orgsnized lsbour in the industry, was
not undertaken until thinge had become bad enough to
threaten their rel=stively cecure pocition. They were
finding it necesszry to protect themselves against what

tiey Lz looked uron with indifference when only un-

orranized labour wae concerned. The stimulus to activity
ca

(1) H. 7. Caseidy and 7. x. Scott,--Report on Labour
Conditions in the ilen's Clotiing Industry in Ontario
and 2uebec. (19 4 unpublisned ).




and the organization of the licntreal clothing market

cane

£

.2 soon ae the rosition of the uhion (Amalgzamated
Clothing ¥Worcers of Anerica) and labour standsrds in
Toronto were seriously trhreatened by conditions in
ilontreal., The clothing mznufacturers and coantractors
had also realized ny tris time that the limit tc wnich
they could "deflate lzbour™ had heen rezched. They, tbo,
cere suiferiny from the resultant disorsanizstion becauce

of unfair nractices 2nd the competition of "swezt shops”

-~
>

s

These mznufacturers, woo

a4d nreviously fought the union.
tooth amd nail, =nd h2d foresteslled their #aining contro-
of the marizet, endorsecd the renort =2nd joined forces with
tne unicn to fi;ht tie comnon snemy--disorganization and

"dictress-competition” wrich zve an unfair :dvintage to

the bi;* buyers, who could use tieir financial strength

to set off oie proiucer agcinst ancther, z2nd thus further

helow a reasonsusle level.

(’ i

deprezs siznarril
The evide.ace recently submitted to the Stevens'
"Erice Screzde and liass Buying" Committe disclosed that
similsy conditicnae obtain in other industries, and that
certain molpractices zind unetizicsl methode are being ucsed
to tole zdvantage of the situation. Tiese practices have

Leaefited a few, but have further =dded to tue iicorsaniza-

ticn of moersetings zand of productioi, and to the wholesale

reduction of ctandarde, particularly of labour etandards.
The repercussions of theese methode on the rest cf the
comrunity have been felt, and the movement advocating the
curbing of the hifherto unrectrained rower of the big

buyer is gaining streapth. It is an admlsslcn that a
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certain awount of foregight and planning: i1s inecessary,
1f tne system of production and distrkbution is to
function properly witanout any excessive brec.zdowns.
The social implications of the methods hitherto practiced
must be given due consilder:stion. In the sttitude towards
tihe orgenization of the lahour marzet, the decision must
be bosed on the realization thot the supply o labour must
adjust iteelf to tiie ever cucnging and fiuctuating demand.
The greater tne esce and the least mcocvement with which
tiiie ie dore, &0 much less is tune unemployment and waste
involved in such changes as =re ~edessary. Yet in allow-
ing all turis to be motivated by the mechanism ol »nrice,
tie poradoxical situations thst have been observed must
result.

In a period of increzesing "enployreant crportunity”
and scarcity of particular tvpes of labour (failing
esrlier prep2ration), tia: demsnd Zor labour tends to be
overexas;erated and stimulates excessive =2nd worthless
investmente in training(l). At the s2me tine, 1t re-
quires hurried and wacteful methcods oI building up and

2N

training staffe. In such a neriod tco, the 2bility 1o
move ond the ovportunities offered elsewnere =zxe increased,
vrile the attacnments (2inly neychological factors) are
also stren;tihened.

Durin: a derression, the "deflation of labour™ and

ite recultant fluidity, are brought about through the

free action of econonic forces, but “nere their nower of

(1) See cnapter VI for investuments made in trainings
.4 courses by thne men interviewed.

Li
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stimulating zctivity cezces. They have prepared this

\

tactor to be wmoulded into = desirable scheme of taincsg
they have reduced it to a stzte where it will react
readily tc any artificial stimulus, but in doing ¢o, the
nower to apuly trhe correct stimulus =ae been forfeited.
At the szme time, the nath to bLe followed in preparation
for future adjustment Lzce vecn further obscured (for the
unemployed man) by the eleument of uncertainty, arnd the
prescure oi iuzmedlate necessity.

e need Zor guidziice bzesed on “Znowled;e of the
trerd of events becomes more and rcre evident ze the
ereriences of men tnrcwn out of emnloyment are observed.
Atove =11, it becores more aad nore clear that there are
tiries vhen thesce men zre re=dy to be gulded, and that a
grezt deal o waete could oe elivinsted by talkzing advantage
of a period lize tie rresent ror re-training, and onre-
paring for adjustment of tie supply to future needs.

. . . . .

Reference Los @lready been made to the establish-
ment of the Zmployrent Bichznyes System vhich fiolloved
erom the congidered attention of the 8tate in Britain
to the oronlem of unemploymcnt. It is relevant to
wention lere the object of the Labour Exchanges Act of
1909 which provided ior the setiing up of the system.
They are iacterpreted by Seymour as follows(1l):

(a) To bring together emwployers in need o0i Woriers

and wor.ers in nced 0% ewployunent, so as (i) to Till

(1) Seynour, op. c¢it., 0.8.
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Up vocancies as speedily as -ossible and (ii) to
shorten the period of waiting between Jobs.
(b) To operate a eysten of comnulsory unemployment

insurznece. (Seymour explains that even though this

o

‘2ze not mentioned in the Act, it was is the back

of the minds of trocse resnonsinle for the Act. He
also adds that tue system owes ite 1ife fo this fact
ag 1t otherwise misiit hive been demolished by the
"Geddes axe" in the economy rme:zsures after the war).
(c) To vrovide the less orpanized elasses cf labour
with assistance sinilar to that rossessed by the
trade unions in seeking employment.

(d) To Zurnish dsatz to the zovernment for mezsuring

P

the extent of unemployment, so as to ve able to

agcl et periods ¢ depressicn.

o]
®)
4
e
(o)
o
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() To »rovide rechirery Pfor deszlin;,” with cssual lab

The rederzl :zcervice in Cesnad:z was nased on the Briti
system, ut "there reuai a wide field ia wizich develop-
ient has direct relevaince to the country's unemployment
procleme(1l)". Undourtedly, there is a need i~ Canada for
further leislation ~ivn tiece objects i: minde. "The
extension and improverment of their Zunctions is the sure

£

st

{

fods
<

_i

fde

wey in wiich the most desirable degree of labouxr mob

due to diveryences fwon

iy

cai be 2ttzined, =2nd uiemployuent
it reduced(2)". The details would nave to be woried cut
to tz=ke core of the co~ditions particular to Canada, but

the ;eierzl principles need, no doubt, be the sanme,.

(1) ilarsh, op. cit., p.30C
(2) ibid.

CuY o

sh
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Dovefailing of the demands of seasonal industries,
and the ma;ntenance of a centralized mobile reserve,
necessary for = large, sparsely popul=ted. country, wnich

is rapidly being opened ur 2=ad developed, is of evecial

lmportznce to Czuzda. The Federal Service ig no douht

A

¢iving valuable assistsoince insofsr se it aids the trans-
portation oi worsicrs over long dietances, but it caters
0.i:ly to wor.sers of low exill, =2nd is far from the developed
ard couprehenesive systewm wnich ig required,

Thie thesis hase hzd in wmind he estzblicning of the
need reiticred under (a). Cbject (b) has now been the
subject ol greaily increased conternporary discussion singe
1¢29. A for object (c), the reed in Canada is even
sreater now thazn it wae in Great Britain in 1909, for
the assictsce ivea by trade unions here is confined &o
a very ¢.u1l ninorivy ol the w ~e-ezrners. It is not
necessary to elzborate unon tune valuable information
concerning unemnloyment thst would be obtzinable from
suchh & systen. '"“he experience in Greest Britain is ample
evide:ace 0% this. Tne Dxcarares nave hecome tne mailn

ccurece of ctatistical dzuta concernihg unemployment, and

@)

20 ivcortent part of their regular work is the collection

of statistics and tune issuance oI regular data at fixed

intervals, becides a ceries of special investigations
for odministrotive advice and improvenent.
Pesnite tre stuntins of the growtii of the British

¢y tem by ite aduinistrotion of the unemployment insur-

A

3

rins

o]

ry

w

ance scnewe, which has kept it from developin, its
' i f nd guidsz the Lxbban;e hae per-
functicn of placement and guldance, BX ng

. LSRR S SR 1 1 . el
rormed adwirable service particularly in the period ol
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mobilizaticn, (19$14-18) znd dewobilization (1919). The

I

viork ¢Z thi Lxcinsnge has in the post war period been
further hampered by the Flood c¢f work involved in tie
administration of the insurzace scheme, the scope of
which had been consideranly increased. Physical and
financial limits have dictated a further postponement

of the original plans for concentration on placement
vioriz. This does not at all detract from the service

tnzt ie cctually veing given, nor ic sight veing lost

of ite posesible developucants for the future. The con-
tribution ¢z the iSxchange both to the aduinistration

of the uanemployrnent insurance scheme, ani to the accurate
<nowledre of z2ctual conditions in the labour mar.et, if
not to ite complete organizatic:, hae been invaluable.
Tie is the manner ia wnich the sovcrnment csn, and does
co.sribute to tine reducticn of tne volume of unemnloyment,

and to the shiziting oZf the re,ressive incidence of its

Canada ~-c tazen the firet step, but has lagged
henind in the development of the “"ederzl System. The
main objection that wight be levelled 2t the extension
and improvement of the present system, id the expense
it would entail, and the resultant increase in the burden
of taxation. ©This objection, however, is satisfactorily
snewered by Seyrwour in hie chzpter on "Does tine Employment
nxenznge Pay?' He concludes "that the State employment
excnance eystem yields returns in national welfare wiich

amply justify the expenditure 1t entails"(1). On the

(1) Op. c¢cit., p.255.
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questlon of unemployment insurance, wiich is so closely

+
al

linked up With the British employment excihange system,
Beveridse nhzs s2id: "If you ask me how much benefit your
h=ving ineurance is, I chould s=zy it is invaluable. The
cost of lzesurance shculd ne set against te cost of de-

moralisaticn, the destituticn %test, and the unrest in

tires of unemrloymsnt™ (1),

:1e theeis nas not been concerned with the extent

T
of deworalization, 274 the degree of unrest in llontresl,
thet hze resulted from tre neriod oi unemvloyment under
observation. It has studied only fthe lifificulties en-
countered in the rrocess of adjustment, tie anplication
10r 2scistance in the sezrca for esmvloymnent, and the
"time-lose" and reduction in ezrainges which contribute
to the demnoralisztion 2iid unrest. It has given evidence

tine decgire ol the ure:ployed man ior opportunities

+h

o)

2

i

to improve his status, 2nd to =22just himself more readily
to future demznd. It has also given evidence of how
discoura;ing a situation becomes vwhen willingness to
learn a new trade, or to t=ke adiitional training, during
a neriod of enforced idleness is ox no avail, becaucse
tne facilities for training 2nd re-training are laciiing.
An efficiently operated systen of excnanges will not
only reduce tre extent of unenployment, by reducing the
time between ~obs, and guiczly furnishing emplorers wvith
the required numier of men desired, but will also furnish

cuch facilities for treining and re-training. It will

(1} lLiinietry of Labour. xeport of Commitlee of Inquiry
into the work of tne (British) Employnent Exchanges:
inutes of Evidence. Cmd. 1140 (1921) p-167.
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help counterzct the dgmoraliziLg.tendencies of the
present aimless searci: for employment. Finally, it
will ‘be a reliable source of information which will
form a better basis for future attacks on the problem

of unemployuent.
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Table (i).--Total number of workers employed
(excluding labourers), 1lv25-33,
Mrm A,Department I.
fFigures represent number of men).

lfonth 19:8 1929 1930 1931 1932 1933
January 1,251 1,427 1,374 1,074 1,020 966
FPebruary 1,328 1,455 1,415 1,071 1,08z 968
ilarch 1,351 1,4c9 1,430 1,128 1,034 969
Avril 1,363 1,532 1,411 1,156 1,059 989
ey 1,295 1,452 1,203 1,062 1,006 9565
June 1,283 1,482 1,161 1,046 992 929
July 1,277 1,485 1,147 1,042 325 912
august 1,306 1,496 1,132 1,039 987 909
Septemuer 1,308 1,476 1,103 1,044 986 9053
October 1,341 1,471 1,093 1,044 968

November 1,368 1,425 1,080 1,036 971

Decenrber 1,395 1,385 1,077 1,032 970

Tzble (ii).--Tot2l number of unskilled labourers
enployed, 1u28-33.
#irm A, Depzrtucnt IT.
(i, ures 1. terme of nan-hours).

tlontn 1¢28 1¢29 1950 1931 1932 1933
January ¢,148 | 16,857 | 21,835 4,038 4,833 | 1,300
February 8,443 | 16,3563 | 10,169 4,949 3,012 785
l.arch 7,492 | 17,629 8,765 5,205 5,100 882
April 7,378 | 25,410 | 1¢, 787 5,716 5,417 1 1,100
iay 9,215 | 35,111 | 7,783 | 5,371 | 2,550 950
June 9,982 | 28,597 5,163 | 4,019 2,932 | 1,900
July 14,888 | 25,454 5,166 8,999 1,633 | 2,450
August 34,086 | 19,644 8,653 {16,619 2,345 1 2,900
Sentember | 41,514 | 19,763 5,641 | 16,781 2,435 | 1,1¢3
October 44,349 | 3¢,777 | 11,371 | 17,315 | 2,1%&6

lLoveuner 35,201 | 20,749 8,392 | 15,257 1,602

Decelmber 8,923 | 22,°11 6,355 3,513 1,205
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* Table (iii).--Total nunber of male employees.
Mirwn Be 1927-33.
f Lumber of [fotal [fumbér Kumber of|rfotal |Lumber
lionth|Emnnloyees [fumber |Resignedfliionth|Employees |liumber |Resigned
Leaving Leavin

1927 1920 2
Jan. 1,849 23 10 Jan . 2,796 51 30
Feb. 1,872 23 13 Teb . 2,831 6Q 38
llarch| 1,864 22 15 ilarch 2,971 86 48
April 1,846 46 32 April 2,931 76 43
llay 1,872 21 15 lay 2,943 80 67
June 1,878 31 17 June 2,841 136 47
July 1,794 54 23 July 2,722 39 16
Aug. 1,807 29 23 Aug. 2,696 112 27
Sent. 1,861 42 25 Sept. 2,561 137 24
Oct. 1,890 34 22 Cct. 2,510 127 17.
Nov. 1,879 29 ° KoV 2,377 144 12
Dec. 1,800 49 9 Dec. 2,329 36 7
1928 1931
Jan. 1,805 22 8 Jah. 2,295 35 9
Feb . 1,818 29 13 Feb., 2,265 32 8
warch 1,813 26 17 liarch 2,230 36 3
Aapril 1,787 27 14 Anril] 2,170 87 6
llay 1,749 28 13 ay 2,000 164 9
June 1,708 47 19 June 1,945 52 7
July 1,701 19 8 July 1,839 91 4
Aug. 1,713 24 %6 Aug. 1,799 33 6
Sent. 1,719 38 23 seot . 1,726 94 4
Oct. 1,735 25 15 Cct. 1,640 90 4
Tov. 1,7b1 20 10 Lov. 1,544 92 1
Dec. 1,778 21 16 Dec. 1,550 1 -
1929 1932
Jan. 1,842 19 9 Jan. 1,567 19 2
Feb. 1,883 39 27 Tebh . 1,560 13 -
liarch 1,941 32 20 ilarch 1,546 18 -
April 1,982 30 23 April 1,485 85 2
Llay 1,9¢9 b3 359 lay 1,325 178 -
June 2,070 57 32 June 1,210 55 -
July 2,094 43 27 July 1,090 114 -
Aug. 2,163 75 47 Aug. 1,050 31 1
Sept. 2,3%b 62 36 Sert. 1,006 44 -
Oct. 2,465 43 23 Oct. 1,001 19 -
oV, 2,546 68 30 Hove. 1,001 2 -
Dec. 2,029 31 22 Dec. 1,011 4 1

1933

Teb. 981 26 1

.:arch @50 30 -

April 907 67 -

llay 856 4.8 -

Jurne 8565 15 1
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Table (iv).--Number of placements and active files.

Protestant Employment Bureau. 1926-33.

ictive|Place- Active|Place- Active |Place-
lionth |¥iles |ments ||ilonth |Files |ments [[ilonth |Files |ments
1926 1929 1932
Jamn « 560 333 Jan. 2,108 182
Teb., 394 325 Teb. 3, 054 263
Liarch 351 363 liarch {2,718 387
April 194 177 April 301 620 Anril | 2,443 458
llay 269 276 L2y 393 951 llay 2,b22 be3d
June 335 328 June 411 542 June 2,587 274
July 260 132 July 718 511l July 2,853 122
Aug . 187 101 AUg. 238 341 AUE . 3,185 149
Sept. 232 121 Sept . 401 497 Sept. | 3,638 273
Oct. 354 221 Oct. 386 548 Octe 4,116 259
Tov. 402 216 Lov. 581 385 Love 3,895 204
Dec. 478 139 Dec. 631 98 Dec. 3,688 170
1927 1930 1933
Jan. 5656 148 Jan . 741 373 Jan . 4,035 133
Teb. 586 184 Feb. 671 232 Feb. 3,912 123
ilarch 591 288 lizrch 637 329 llarch | 3,782 267
April 468 399 April 506 655 Arril 3,798 433
llay 399 D3R Lay 578 851 Liay 3,808 4859
June 448 248 June 544 4 56 June 3,373 265
July 338 199 July 532 330 July 3,239 163
Aug. 326 215 AUF 580 389 Aug. 3,472 177
Sept. 307 274 Sent . 675 358 Sept. | 2,889 224
Octe 374 340 Oct. 840 422 Oct. 2,992 288
Tove. 465 318 REA AR 1,050 462 Nov. 3,152 273
Dec., b38 298 Dgc. 1,731 205 Dec. 3,242 172
1928 1931
Jan . 653 250 Jan . 1,755 453
Feb. 480 332 Feb. 1,608 297
March 460 418 llarch }|1,484 316
April 303 432 April 1,028 580
Llay 458 822 Llay 1,025 485
June 377 425 June 1,112 457
July 398 38% July 1,303 413
Aug. 396 366 Auge. 1,567 414
Sent . 400 488 Sept. |1,9% 451
Octe 622 656 |loct.e 12,391 | 3<5
OV 538 b2 6 Move 2,877 3 33
Dzc. b%6 321 Dec. 2,883 216
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etec,.

"able (v).--Estimated szill-distribution of Vo ge-
esrners liontreal: ilales (1931).%
. Total Semi- |Un- Commer-|Cler-
Occupational Vlage= Z:i11led|Skilled{skilled|cial ical
GToup Larners
Extractive (1)

Industries N7 .02 .5b .20 - -
Manufacturing 18.61 7.74 9.82 1.05 - -
Electxric Fower 1.14 32 37 45 - -
Building and

Construction 12.73 GC.26 ©.17 « 30 - -

Transvrcrt and

Communication|{ 132.08 1.49 6.13 4,93 « 5B «18
Warehousing,
Storazse, etc. 1.56 .01 29 13 - 1.13
Trade 10.27 17 11l «20 9.79 -
Pinance =2nd
Insurance., 1.08 - - - 1.08 -
Services 8.26 1.67 3.60 2.99 - -
Clerical
occupations 9.5b6 - - - - 9.5b
Labourers 22.83 - - 22 .83 - -
Unspecified .06 .02 .02 .02 - -
All other
Industries .06 .02 .02 .02 - -
All
Occupations 100.00 17.72 27.08 33 .12 11.22 | 10.86
(1) Includiny labourere specifically employed in agriculture,
#+ A1l tailes in text and anpendix marked with # are compiled from

D. B. S. Bulletin Ho. IX of Unemployment (i.ain Cities) series
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ontreal 1931.#

Table (vi).--Wage-earners losing time, classified
according to cauce and sex, showing the amount and
duration of unemployment.

Vage-Barners|Aggregate |[Average Proportionate
Causes of Who Lost wumber of|Weeks Lost |Impnortance
Unemnloyment Some Time Weeks by “hose of Various
T, Lost Losing Time| Causes(1l)
L0 Yo Ilo. P.C.

A1l Causes

Total 122,168 2,815,076 23.04 100.00

llale ¢, 983 2,370,103 23.71 100.00

Female 22,185 444,973 20.06 100.00
.o Job

Total 95,880 2,553,957 24 .55 83.62

ilale 79,832 2,009,425 25.17 84.78

Ferale 16,048 244,532 21 «47 77 43
Terporzry Loy-off

Total 16,201 25,609 13.93 8.01

Ilale 12,450 174,357 14 .00 7 .56

Female 3,751 51,252 13.66 11.52
Sicirness

Totel 13,621 195,911 14 .38 6«96

l.ale 10,543 154,976 14.70 6 54

Aemale 23,0176 40,935 15.30 9.20
Accident

Total 1,641 22,532 13.73 0.80

Tale 1,507 20,961 13.91 0.88

Temale 134 1,571 11.72 0.35
Strike or Lockout

Total 83 081 11.82 0.04

ijale 75 895 11.93 0.04

Female 8 86 10.75 0.02
Other Causecs

Total 903 16,086 17.81 0.57

liale 580 9,489 16.94 0.40

Temale 343 6,597 19.23 1l.48
(1 e lost.

tr @

)
#D. B

Bacsed on total weeilc _
. 2, Bulletin Lio. IZ of Unemploy=ent (ilz2in Cities) series.
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Table (vii).--Time lost: ifale wage-ezrners
ifonureal 1931.f
Total |Fumber |[A;-recace|P.C. |Averace
Industrial Group- Woge= Losing|Weexs Losing| ieeks
Tarnerse| ?ime Lost Time Lost
Ertractive Isndustries 1,404 945 25,468) 63.3 17.0
Agriculture 668 377 10,747 | 56.5 161
%ogging, FPishing,etc; 185 150 4,242 cl.1 234
iining, Luarrying 641 418 10,378] 65.2 16 .4
lLianufacturing 64,311} 29,650 614,870} 46.1 9.6
vegetanle -roducts S, 868] 3,707 T&,494| B7.6 7 <G
Animal Products 6,680] 3,440 76,170} Bl.5 11.4
Textile Products 10,228 5,358 117,6251 52.4 11.5
Wood, Paper,Printing 8,785 3,196 65,408] 36.2 74
Iron rroducts 17,524 9,711 198,482 55.4 11.3
lletals 3,673 1,301 24,813} 36 .9 6.8
I7inersl Froducts 4,183F 1,926 36,961 46.0 8.8
Chemical Froducts 1,728 415 8,178] 24.0 4,7
i..iscellaneous 1,642 5906 12,739 36 .4 "8
nlectric rover 1,802 417 9,183 26.4 5.1
Building and
Consetructicn 54,5291 25,232 645,201] 73.8 18.7
Transport and
Communication 31,693]12,177 2b6,142] 38.2 8.1
Trade 30,117 8,586 189,757 28.6 6.3
Finarce =zind Insur=nce 8,824 1,038 25,1201 12 .4 2.8
Services 38,019]11,436| 265,939| 36.6 7.0
Government Service 13,563| 3,336 103,566 24.6 7 <6
Profdéssional 6,064 758 16,852 12.4 2.8
Entertainment, etc. 1,465 543 12,9341 37 .5 8.8
Custom ana fepzir 5,046] 2,205 51,482} 43.9 10.2
Pueiness Service 750 187 53,8991 24.9 5.2
Personal Service 11,111] 3,407 77,216 30.7 7.0
Unspecified 13,286| 10,442 338,423 78.6 25.5
Total All Industriew 224,075} 99,983}12,370,103| 44.6 10.6

"Unepecified" includes 48 industries with less than 10 persons;
13 industries without unemployment.
# D. B. S. Bulletin Ho. IX of Unemployment (llain Cities) series.
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Table (viii)a.--llzle wage-earners in llontreal (10 years

of age and over) excluding manzsers,

professionals and

oificials, losing time during the period June 1, 1930
to June 1, 1931, and the number oi weeks lost .

(a) liznufacturing.

Total [iumber [iggregzate [F.C. |Averzg
Occupational Group Tiage- Loeing |\Veeks Losing|Weeus
marners |Tine Lost Time Lost
Vegetable Products 3,239 1 1,441 30,729 44 .6 9.5
Vegetable Foods 2,075 821 17,416 3946 8.4
Drinks and Beverages 293 90 1,651 307 5.6
Tobacco ¥roducts 603 378 8, 354 62 .7 13.9
Zubber rFroducts 270 152 3,508 56 .3 12.2
animzl Products 6,478 1 3,454 77,0565 3.3 11.9
Animal #Foous 1,888 033 13,486 33 b 7.1
“urs and fur Goods 742 429 8, <99 57.8 1z.
Lectusr =zad 2,848 | 2,392 54,570 CR o8 14 .2
Lezther Products
PTextiles, ClctLing,etc}. 5,401l | 5,223 72,111 50.7 13 .4
Textiles (Primary) 978 5231 11,281 | 53.5 11.5
Wood Iroducte, Pulp,
Paper, etc. 1,889} 1,000 20,831 5249 11.0
Wood Froducts "1,616 887 18,832 b4 .9 11.7
Pulp, Paper, and 273 113 1,9¢9 Al .4 7e3
raper rroducts
Printing, Publiching
and Booirbliaing 5,106 1,043 20,270 33 o5 645
i.etal Products (not
electroplate or
precious metzl) 14,739 | 7,6831 158,524 b2 .1 10.8
Precious Metals and
Electronlate 551 206 4,484 | 37.4 8.1
Tlectrinal Apparatus 512 190 3,546 37 .1 6.9
Ton-lietatlic ineral
Proaucts 1,120 610 11,878 54 .5 10.6
Chemical and Allied
Products 257 m 1,240 | 30.0 4,8
liiscellaneous Products 12 143 2,898 34 .7 7.0
Total ianufacturing 58,712 119,593 | 414,847 50 .6 10.7

FD. B. &.

BEalletin Yo. IX of Uneuployment (llain Cities)

ger

ies,
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Table (viii)b.--llale wa2ge-earners in ilontreal (10 years
of a;re aird over) excluding manaysers, profescionale and
officials, losing time during the reriod June 1, 1¢30
to June 1, 1¢31, cnd tine numbder of weeks logt.¥

(b) Other Occup=tions.

Total Numbery Kggregate |P.C. Average
Occupational Zroup Wage= Losing| Weeks Losing |jeeks
Zarners|Time Losgt Time Lost

Slectric Light and

Power 2,370 971 20,156 41.0 8.5
Building and
Construction 26,468117,907 407,266 | 67.7 15.4
Treireport and
Comrunication 27,209110, 322 221,646 | 37.9 8.1
Railwey Transrort 6,36bf 1,797 30,079 | 28.2 4.7
Water Transport 3,462( 2,047 48,500 | 59.1 14 .0
noad Transport 12,¢64| 5,363 116,788 41 .4 9.0
Other Transport 4,418) 1,115 26,279 | 25.2 5.9
Warehousing and
Storage 3,248 1,073 19,844 | 33.0 6.1
"rade £l,366| b,246 114,580 | 24.6 5.4
Finance and Insurance L, 220 300 6,919 | 13.4 Sel
Services 17,178 4,879 107,675 | 28 .4 6.3
Government ZService 3, 2he 317 5,504 | 9.8 1.7
Entertainment and
sport 426 168 4,079 | 38.5 9.4
Personal Zervice 11,2656 3,319 73,325 | 29.5 6.4
Laundry,Clearing,etc} 2,245) 1,075 24,767 | 47 .9 11.0
Clerical 19,872) 3,383 72,2223 | 17.0 3 W6
Labourers 47,492 153, 389 914,253 | 70.3 19.3
Extractive Industries 1,589 022 25,205 | 8.0 15.9
Agriculture 1,012 495 15,774 | 49.4 13.6
Logsing,Fishing,etc. 151 120 5,649 | 8l.5 24 .2
ifining and Quarrying 426 304 7,782 | 71.4 18.3
Unspecified 240 102 2,428 | 4R.D 10.1

Total a.ll Occupations {207,990198,087 (2,327,041 |47.2 11.2

£ D. B. S. Bulletin Ho. IX of Unemployment (llain Cities) ceries.




Table (ix)a.--Comparison of tiwe lost (1931) by lontre:l workers (m:les) in main e:zill sroups.

Manufacturing: Siilled, sSemi=-31i1l:d and Unskilled Occupations.#

Skilled T Semi-Skilled Unskilled
Wage- FeCo Av. (|Ware=- P.C. Av. {lWage- P.C. Av.
Occupational Group Barners |{Losing|W..s.|{[®arners|Losing|Wze.|[BEarners |Losing|Wis.
110 Time Lost No. Time Lost No. Time Lost
Vegetable Products 2,120 42.0 0.4 920 48.5 9.5 199 2.3 [10.1
Vegetable Foods 1,529 | 27.8 | 8.2 B&L | 447 o7 - - -
Drinks and Beverages 106 | 18.9 5.1 146 | 41.1 728 41 24 .4 4.3
Tobacco Procucts 4091 65.3 |15.9 102 | 56 .9 9.5 92 B7.6 9.8
Rubber froducts 76 | 34 .2 6.3 128 664 (14.9 66 62.1 |14.0
Animal Products 1,¢44 | 566.0 |12.8 4,266 b2.4 |11.6 168 45.8 110.0
Arimal Toods 128 | 21.9 B4 1,722 24.6 7.4l 38 | 28.9 3 el
Furs and Fur Goods 378 b6.8 |14.3 264 | 58.8 |12.4 - - -
Leather and Leather Products 1,428 B8.9 (13.6 2,280 64.8 {14.6 130 50.8 |12.1
Textiles, Clothing, etc. 2,320 B9.2 1.2 2,885 61.1 [13.7 193 43.0 9.3
Textiles (primary) 393 | 45.0 |  8.9|| ~— 491| 59.7 |1Z.5 “94 | 56.4 |12.5
Wodd Products, Pulp, Paper, etc. 1,012 50.7 |10.5 BOL| 55.7 |11.24 285 | 5.1 |I2.0
Wood Products T 911| B2.7 |IT.1 58| B8.1 |12.3 247 | B7.1 |1I2.5
Pulp, Paper and Paper FProducts 102 | 33.5 5.3 133] 47 .4 8.5 38 42.1 87
Printing,Publishing and Bookbinding 1,969 32 .8 € ed 934 | 32.4 6«4 255 40.5 7.8
1Tetal Products (not electroplate —
or precious metals) 4,984 B5.2 [1l1l.2]] 9,071] 49.9 |10.4 684 | 59.4 [12.3
Precious Metals and Electroplate 295! B6.5 | B.6 281 39.9 | 7.2 18 | 38.9 | 4.8
Blectrical Apparatus 220| 29.1 | £.4 2722 | 4%.1 E:’Zl 60 | 43.5 | 9.5
Non-lietallic iineral Products 484 | 1.2 | 9.9 495 9.8 |11.7 141 | 46.8 | 9.4
Chemic2l and 11llied rroducts 121| 27.3 |. 4.5 86| 34.9 | 5.3 50 | 28.0 | 4.7
liiscellaneous 140 | 27.9 5.0 214 39.3 8.0 58 54 b 6.8
Total Manufacturing Occupations 16,106 49.5 |10.5]] 20,423 51.5 |10.9}] 2,183 50.7 |10.5

# D. B. 3. Bulletin No. IX of Unemployment (lizin Cities) seriec.
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Table (ix)b.--Comparison ci time Jost (1¢Z1) hy lontrexl woricrs (males) i. wmzin exill groups.
Other Occupsations: Skilled, Seni-Sizilled z2nd Unsizilled Occupations.# )

Skilled Seni-Skilled Uns-illed

Wae- oG Av. [[Woe- £.C. Av. [Wage= el AV
Occupztional Group Gorners |Loging |Wis J[Tarneis |Losing|Viis Jfftarners (Losing| Vis.
LU Time Lost 0. Time Lost 210 Time Lost
Extractive Industries 30| 33.5 5.3 1,139} 51.2 114.0 4201 78.3 P2Ll.7
sgricailture I2| 5.0 | Z2.8|| T,000| 49.2 |12.7 - 7 - -
Yorestry, PFishing, “rappihg - - - 17| £5.9 7.2 1241 87.3 | 26.3
diniang =nd Quarrying ' 18] $8.9 5.7 122 | 9.7 |17.0 2861 74.1 |19.6
Electric Light and rower 6.9 ]| 32.6 6.9 7451 41.9 8.6 956 | 46.1 | 9.6
Building and Construction 1%,02%| 68s2 |15.5|| 12,886 | €7.5 |15.5 619 ] 9.2 |14.8
Transport and Communication Z,060 | 29.4 [6.0{| 12,%6I| 36.1 T3l 10,252 £3.7 {1I0.1
Railway Transport 1,779| 26.6 | 5.0|| 73,883 29.7 | 4.6 845] 29.9 | 5.5
Water Trancscort 525 bl. 11 .4 791 49.4 [10.3 2,8581 60.9 | 14,6
Road Transport 871 14 .9 1.2 8,528 40.3 8.8 3,613 45.5 9.9
Other Transport 708 | 2.2 5.0 741 15.2 2.4 2,926 28.6 7.2
Warehousing and Storage 19] ol.6 4.5 604 | 40.6 7 o3 2701 40.4 7 4
Trade B56| 19.4 | 2.2 242 24.0 | B.9 408 | 48.3 [11.3
Serv¥ice 5,464 | 21.2 | Z.6|| 7,504| B3.9 | 7.5|| 6,210| 25.8 | 5.8
Government Service 1,665 8.5 | 1.5|| T,448| 9.8 | T.7|| — 129] 265.6 | 4.1
Entertainment and Sport 641 29.7 6.7 182 24.6 8.2 190} 45.3 | 11.3
Personal Serwice 1,623 39 .2 75 4,020 33.6 7.1 5,612 25.6 5.7
Laundry, Cleaning, etc. 112 | 32.1 6.7 1,854 | B3.2 {12.2 2791 19.0 4.8
Labourers - - - - - -1l 47,4921 70.3 | 19.3
Unspecified 801 42.5 |10.1 80| 42.5 |10.1 80| 42.5 |10.1
Total: Manuiscturing 16,106 49.5 110.5]| 20,423 ] 51.5 |10.9 2,183 50.7 | 10.5
Other Occupctions 20,740] 52.4 [11.6]] 55,901 47.4 [10.4{] 66,707]| 61l.4 {16.3

Total: Manual orkers 56,846 51.1 {11.1L}f 56,3241 48.9 [10.6}{ 68,890( 61.1 |16.1

# D. B. S. Bulletin ¥o. IX of Unemployment (liain Cities) series.,
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7able (ix)c.--Compariscn of time lost (1¢51) by ilontreal
Wor-ers (males) in wailn skill ;‘roupsS.i¥F

Clerical and

Conrmerclal

Jyorkere.

Clerical Commer cial
lage- P.Co Av., l[Wage- r.U. AV,

Occupaticnal Group narnere |Losing|Wris . |[Farners |[Losing |Wks .

No. Tine Lost 1o, Time Lost

PTransport 3581 17.8 | 3.4 739 36.1 8.0

Railway Transport 58| T7.8 Sel - - -

R0ad Transnort - - - 739 36.1 8.0

Warehousing and Storage 2,065 30.3 | 5.7 - - -

Trade - - -] 20,360] 24 .2 5.9

Finance and Insurance - - -|| 72,226 | I5.Z | .1

Clerical 19,8721 17.0 D e0 - - -
Total:

Clerical 2nd Commercial 22,685} 18 .4 3.8{| 23,345 23.5 .2

£ D. B. S. Bulletin Wo. IX of Unemployment (liain Cities) series.
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List of Unions Interviewed.

Boilermakers; Internatiocnal Brotherhood of.
Bookbinders; International Brotherhood of.

Boot =nd Snoe VWorxers' Union.

Bricklayers', lLlasons' =nd iLiarble ilasons' Union.
‘Carpenters and Joiners; United Brotherhood of.
Clotning Workers of America; Amalgamated.

Zlectrical ‘Jorkers; International Brotherhood of.
Garment 'orkers' Union; Internztional Ladies'.
llachinists; International Association of.

Phioto Zngravers! Union of Lorth America; International.

Railway, Fue aad Coach Employees; Amalgamated Association
of Street and Zlectric.

Trnogsraphical Union; Internat ional.

In additioi:, 125 men were interviewed,and information

was obtzined from 35 different firms in the city.
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