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S ) THE CASE OF IMPERIAL OIL, 1880-1938

This material was then evaluated orN:h bas1s of similar and dis-

ABSTRAET « . ,

| CONCEPTS -OF LABOUR POLICY IN CANADA AND THE UNITED STATES:

-

¢ A
.

The autbor has| \investigated the hypothesis that the theories of labour '

relatiéns management adhered to 1n the Umted States between 1880 and

1938 influenced both Canad1an mdustnalizatmn and Canadian busmess :

ideology. . " - ‘ ‘ /

.
o . . .
. b ’
0 * 0
»

To test this proposal a two-pronged approach was adopted ’136 begm,

description of the American concepts of labour policy that/ emerged S, '

during the time period under consideration was set down. This was
/

followed by an 1nvest1gat1on of the development of anad1an atti}:udes

toward workers between 1880 and 1938 in order t dlscover sm1lar1t1es

/

and contrasts w1th the_American scene. . Finally, on'a more particular ;

level, the evolution of labour-mana'gehent elatiorfs at Imperial 0i1,

Limjted, an American-ovmed company operating in Canada, was descnbed ' o f'"'éA

7
similar developments both at Imperial 0il's parent company, Standard

0il of Neerrsey, and in relation to the general Americén and Canadxa.n

contexts already determ.ned ’ o

" The results of this study indicate that while the phllosoph:Les of ’,/' ,
r .“ . /// .
nanagement toward labour ad,hered to in Canada and the United States - g ’

{J ¥

\\w'“"'\ f
between 1880 and’ 1938 ‘emerged in a/'roughly parallel and corresponding
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! * manner , the investlga 1?n of a part1éula.r example shows t‘hat in san’é\ P

. )
licies in the Canadian brgnch plant. Ir\other

- ; of cei't’ain personnel

o

. : ca‘\ses, Imperial Oil gc¢ted on its own initiative and was later co};ied
. ' 4 . ) ) \

.ot by\Standard 0il,
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¢ PREFACE

The evolutyion of Canadian management's -attitudes toward 1abour

£

II 1s ‘a sub]ect that until recently has recelved . '

prior to World W

-little ‘attention from Canadlan hlstonans. While thls is not surprising,:

]

‘

it is unfortunate because any analysis of the' development of Canadian

*

‘!“

A

- L social and ciltural characteristics eventually leads to the interesting

A

I

question of outside influences.1 The~word "1nf1uence," however, raises

.%a‘,ﬁx“:w

.

EEAY-R

/ ' the difficult and knotty problem of causahty in ‘history since "to

LS

. 1nf1uence" can be defmed as. the "capac1ty or power of persons of things ‘
’ R to produce effects on others by intangible or indirect means, . ."2 -

. v
. . . . d ! b ° v [

On this basis the author wishes to make clear that the premise’ ' !

-

@ -

5 which states that Canadian ent‘repreneurﬁ were aware of and sometimes
acted according to ideas about employee§ that were c1rculat1ng in countr:les

other than the Umted States is accepted as glven. To support this'
assumptlon, though the eﬂ;cample of Canadlan management's sucegssful '

»

lobby:mg for the adoption w:.th few ch‘anges in either wordmg or content

1y

, . -  Of England's nineteenth century conspiracy in restra’int' of trade

¢ v
-

legislation, will be discussed. " ' g

LY ,' . ’
. . C ' Turning to the United States, however, no such foundation. is -

1 - _ ’
- . ’l’he auther feels that this.is inevitale because of Canada's
‘ long ,colonial status under England and France, and because of our close..

' . proximity to the Unlted States. —

.
’

- “Random House D1ct1ona:ry of the Ergrlsh Language, unabndged
; ' ‘ ede’ p 730 A
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- United States. Lo

-

2

concretely as possible that‘/many of I}\ philaosophies of manlagement-'-" .

concerning labour that were being formulated, tested, and adhered-to

By American businessmen between 188

. 4 *
into Canadian industrial thought. s, the hypotIesis tha}t the United
States influenced the course of Canadian indystrial. relations so that

) { ,

. - ‘& ' .
it followed along aventes already L ing pursued by|American managers
Lz - [ i

. . | 4
thesis. }

will be investigated tﬁroughoﬁt thi
r T

5

4,
i

Going back more specifically to the problems surrounding the

¥

word imfluence, it must be clearly noted at this point that the author " '

Y

53
o,

it
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ok,
hs

i

f American influence

realizes that néd direct evidence. / on Canadian

Y

captains of industry can be demonstrated. However, w:}thout suggesting )

o\
~

S [ . .
that the reader should jump to illogical conclqs,ions,.-’ it will be shown

-

. . ‘
that in many instances Canada turned to the United Stateés for assistance

: Fa
in coping with both the mechanical and human problems inherent”in large
3 ’ Il " / R
scale industrial operations. As one exami‘ﬂe‘ of this we will see ,fhat
. ' .

. L . Y
during the last years of the/nineteenth, and the first years of the

~

o o S e

- " e ) LR L d 3,
“twentieth century, both technological advances and -the skilled labour
N p (8

required to maintain the Canadian marliet were directly importéd from the
, . - AN !

!

\]

! . “ . . } )
‘Similarly, but in a different context, the various philosophies’

[ '. 1

. S)Z\e ter;? "philosophy of management' can be defined as a

system of princjiples which is consciously or unconsciously employed =

by managers in the conduct of their'relatiopns with labour’. See Ernest’

Dale, Management: Theory and Practici@York: McGraw-Hill Book
A

Company, 1965), pp. 201-202.
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U.S. managers.

" History Rewew, XLVII(Summer, 1973), 218-238.

From here it can th be lo ically concluded,_that when

they also

brought these 1\31;0 T re;atigns concepts with them. This then-indicates

!

that some Américan/business philosophies were functioning in Canada / -

Finally, tio take this line of. thinking one s further, it

will be shown thati NUMETOUS .Canadian companies, the Can ian Pacific

Railwdy and the G ay'-Dort‘Motors Company, to give just .two eiamples,

F.—

theories of labou

correspor}%d ing abs

[
Canadian managers

\

plants into Cahada after 1879 can be found 1n S. Schelnberg, "imrltatmn
tQ Bmpire: Tariffs and American Economic Expansion in Cafada," Business
We w111 also see that

e
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Chapter I, therefore, was constructed largely from secondary sources.

. ‘ , . ’ M
Upon turning 'to the question of management's thinking throughout’

Y g ' \ L
Canadian history, however, the only secondary r@t‘erence available was

Michael Bliss’s A Living Profit. While this book is valuable and

suggests that Canadian soc1et}r required further moulding into success- *

oriented patterns of behavior before it could catch up with thg Unlted
¢ @ y v(r“'
States in this regard, it did not specifically focus on the question
° { [

of outside influences on Canadian management's concepts of employee =
relations. Thus, an invesbigation of primary sources had to be s

uﬁdertaken to uncover this subject . and the author feels that Chapter

. IT of this thesis--which also contains an analysis of the writings of

utives by the 'parent fy¥rm, Standard 0il pf New Jersey». °

our only native-born business philosopher, Mackenzi\\% King--sheds a
< ‘ R L ’

little new light on the origin and nature of Canadian entrepréheurial

thinking®® = L ' '
L]

The author also'tried to make a more specific contribution fo

the slowly growing body of Canadian business. and labour literature through -

a study~of Imperial 0i1, Lilgited's workér-centered policies: That is,

-

3

the author has analyzed the factors which led Impéri'al Bil to formulate

certam :mdustrlal relations packages for 1ts employees in order to

determme the degree of control that was exerted over Imperlal's execf

v

M

™" .
The results of this work indicatie that Imperial 0il enjoyed at 4 ’

least moderate freedom in the conduct of| its affairs. However, this is

+ . ‘ .
s ' . PR

. o,
T |

\"Michael Bliss, A Living Profit:! Studies in the Social History

2 5

of Canadian Business, 1883-1911 (Toronto: McClelland and Stewart Limited,
| N
|
|

1974y, pp. J38-139. . |
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“only, one example.of an. Ameri-can—owned com

T

~ was not completely domlnated by the multi

e HOWES
- . ’ 3
~ ,} *
3 \ ‘.
. . _ ~ N
erating in Canada that
national's headofflce Thus,

5 : P

no general conclusmns can be drawn at thi

,Elec_ti*ic Railway revealed that the locgf
. actually lpetle more than pawns in the

in Lgpdon, England. 6

In co"nc}usion, therefore, naw’that the di

\ . . .
?ut,h comparative labour history have been

introducing this thf:51s the author wishe

to ProFessor J.T. Copp “for hlS adV1ce and
. N
preparation of this thesis, and to Profes

’ N -
assistance with the Amgsic'an material.

to the numerous individuals at Imperial O

a“ . : . ‘ »
Montreal who answered questions and locat
given by Mr. V.L. Lavoie, Mr. L.A. Plant,

particularly appreciated.

parents and Mrs. M. McNeill for *the&r con

and\ éﬁcquraﬁent .

.

(43

6

VLVIT (Summer, 1973), 239-259.

|@tricia Roy's study on the\fcrmative years of the British Columbia

is point, espec1a11y since,
officers of the company were

s of the owlier-executives

icul®ies associated

L]

stated as a prelude to.
N
s to express her appreciation
patlence throughout the., .

\]

sor S. Scheinberg for his

S?lncere thanks is also exjcen?led

il, Limited in °Toronto and °
\ d . ! 'l
Thé time

ed information.

and Mry. M. Lemieux is

[

‘Finally, the author would 11ke to thank her

P

.
A
.

.

e

tinued support, assisﬂtance,

Patr1c§;a E. Roy, "“"Direct Management From Abroad: The Formative
Years of the British Columbia Electric Railway," Business History Review,
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< T The rise and development of trade unions is one .of the few as-

. . pecMstory of laboqu{-management relations~in Canada that has

. TS - < 3
- .7 been investigated by~professional historians. While this. axea is
N~ 0 N&"\> ,

o . . -
" / i important, and much research remains to be done in it, an institutional
3 - P -

ST e approach1 of this kind is limited and superficial to the extent that’

&

b managerial policies and their “effects on individual groups of wovrker

o Ut

PR are often 'lefj: uhtouched in favour -of a precccupation with dates, sta-
[ 3 e o - ° - N s'

- . - [

! - -
_— \ t\lstmsa a’x{i generahtles. -

. 'Smllarly, the work that hag been undertaken on Canada’s
Nt %

ecogxomxs evolution hasﬁ concentrated on broad themes concerned with the
oo < o : - : :
Co " unfolding of a national identity separate from that ¢f the United States.

N

'

& e AR Sy WY

Consistent with thjs framework, oiily a few industries such as fur

-

3 -

! ' . trading, éod £1sh1ng, and rallway transportation have been. subject to 7

",!‘ adequate investlgatmrf. ‘ . .
. :. L . » . v
L - " The p\ﬁpose’bf this thesis is to fill in part of the void 1left
& v . . ) o N
i ' " . by these approacHes to labourjygnd business his:tory. To do this the
4 e " . v

| . ) N . \ =&
' : . author has investigated the hypotlgesis that, the theories of labour
8 . . ' R ‘ co

. f
. %
AN

FT O

»

e Hade -

]'Greg Kealey, ed., Capada Investigatey Industrialism: The
Royal Commission on the Relations of Labor and€apital, 1889 (Abridged),
_ with an Introduction by Greg Kealey (Toronto:‘ University of Tomgnto
* Press, 1973}, pp xxiii-xxv. * . -
- ﬁ . 4
: 7‘I-'rederu:k H. Amstrong "anadian Business History: Appro,aches
; _and Publicatiions to 1970," in Canadian Business ss History: Seletted ,
“Studiés, 1497-1971, ed. by David S’ Mauullan “(Toronto: McClelland and
Stewart Ltd., 1972), pp. 265-275. -

~
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(— This was followed by an 1nvest1gat1on of the development of Canadlan ) »

L]

this assudfption has been undertaken in either general or specific Lo {

" particular level,- the evolpt\ion of ,~iabourumanagelnent relations at the -

prior to World War II even t}ﬁlﬁgh little research to confirm or dispute

relations management adhered to'in the United States between 1880 and
. " g ) .
1938 influenced both Canadian industrialization and Canadian business

ideology. ° . : : dop
. . A N ,,/
To test this proposal the author adopted a two-pronged approach.

o

To begin, a déscription of the American philosophies of management
A
that emerged durmg the time per1oﬂ under con51derat10n was set down.

4 s ’

attitudks toward labour between 1880 and 1938 in order to discover T os

o

oL

.

similarities and contrasts with the Amerlcan,hg’cene. Fmally, on a more
Anerican-owned Imperial Oil, Limited was described. This was then
compared with similar and dissimilagr developments both at Standard 0il #
of New Jersey and with the general American’and Canadian contexts

‘ ¥

already detemmed . ¢

T}us g\pproach to labour history is important because while

I PR RN W 2 L R B

there are the rather ~form1dab1e difficulties connected with the concept

fusea b d &

of influence that were described in the preface, it has been generally ™
assumed that Canadian managerial attitudes toward employees ran a . 3

course roughly parallel to the pattegn that emerged in the United States | |

)

terms. In fact, much of the corporate history'written thus far has ' o
I

-

‘ - . . )
been commissioned by pompanmxeéutives either for public relations

’ , . . . 3 .
purposes or as eulogies to entrepreneurial groups.” A» unbiased account,
L o

Armstrong, "Canadlan Business ylstory,“ pp. 279- 2807 - .
. L.— :

¢ . 1 L
& LN * Ny -




of labou;%nanagenent interaction can hardly be expected under these .
cir‘cum”stfances. ) \ T
Thds tnesis, therefore, compnises one contribution to the p.rocess‘
. of agcertaining' both the differences and sim&iarities in the hietory of. -
managexdial fhought in the United States and Canada, and the influences
that our southern neighbour, has had on the development of industrial
relatlons in 1nd1v1dua1 corporations in Canada. While the available
literature indicates thet the philosophies of management Mtoward lahour
a@dhered to in Canada and the United States between .1:880 and ‘1938 emerged
in a.roughly parallel end corresponding manner, the inve‘stigation of
a particular example indic tes that in some instance: the American C
parent firm #ac.tually hinde;h\the introduction of certain personnel o
policies in the Canadian branch palnt. In other cases, Imperlal 0il, Limited
acted on its own initiative and was later copied by Standard; 0il of New
Jersey. Add‘itio%al resear::h remains to be undereaken, therefore, L
espec1a11y on American-owned compames in Canada, before any real und:r—

[

standing of th@egree of influence that the United‘States'ﬁas l'iad on

Canadian industrial relations can be arrlved at\:\ ’ . ) )
Further justificatio for_the approaches adopted in this thesis‘.

is found in the fact that in th ' course of drawing parallels between

Standard Oil and Imperial 0il, a

the labour relations policies
'\complete 1nvest1gat10n of fr1 e benefit plans introduced in Canada and

the United States between 1880 and 1938 was embarked upon. The value

of such a rew.wart from the comparisons .that were made, is found in

\ 1 t
the fact that many present-day managers ar returnmg to welfare plans

1 »

- - -
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" ship at the corporate level, any historian involved in this field faces
fact that the ‘author ofiginally intended-to include Bell.Canada and

'A‘

'records at all three firms, however, additional work on Bell and Molson!s

' easny .into the acquisition-policies of. pubhc archival institutions

;.hat were popula.r but eventually often dlscredu:ed and abandoned pr1or
to World War II ." Surely the lessons learned from past expenence .

should be mcorporated into present efforts so that. the en'ors of ¢

-

» o
f;fty and sixty years ago wiil not be repeated. . , ‘ .
. A ]

-~ ~

The reader must 4% aware, however, that despite the need for a ‘ .

close reexamination of the componehts of the labour-management relation-

~

. . . [ s .
numerous constraints in.the suit of the required source material. A

particular example of the difficulties encountered can be found in ‘the\ .
. f )

Montreal's Molson's Brewery, as well as Imperial 0il, in this study of

managerial attitudes toward labour. After searching through the surviving *
: - ]

T

was abandoned due to an insufficiency of h15tor1ca1 mfomatmn in the

[

industrial relations *area.s Then, when: adequate pi'nnary records were

located at Imperial "bil_,'s headoffice in Toronto and the Montrsal .

refinery, few means of verifying or criticizing f'luj.s data were available

in light of the absence of an independent union representing Imperial™s -

e

employees, and the scarcity of comparative data on other oil companies .

- ')
N ! ! M i Y] »
. 4see Donald Redekop, "Company Profit-Sharing Plans Pick Up ‘; .
Speed After Slow Start," Financial Post, Aug. 9, 1975, p. 3. N .

l'n addition to the fact that most corporate executives in Canada —
do not have a sense ‘of history and therfore do not realize the impor- '
tance of retaining old documents, "business records have not fitted

in Canada." John H. Archer, "Business Records. .The Canadian Scene,"
in Canadian Business History, p. 289. : '

rYs
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13

operating in Canada between 1880 and 1938. \, BN

' P , Thus, the information on.Imperial 0il, Limited-that is presented )

i

-y e e e =

A

and evaluated here comes for the most- paxt from letters, minutes of

“

meetmgs pamphlets, and magazmes—-all of which served as management s -7

Yoo o

mouthpieces over the years. As Chapter III 1nd1cates, the ‘cont‘ents,,

tone, end philosophir'of these documents are. pfesented first to determine

-

’ ¢

\ ’ the contlmuty of the v:.ewpomts and practices d1scov‘ered ‘An analysis '
f - - ° of this p1cture was then undertaken ‘in Chapter IV and general critical

conclusions were largely arrived at through companng spec1f1c

i ‘ ) ~ at. Imperlal 0il with similar events unfoldlnga both at -Standar and
| . .

1

_pﬁlans, and employe‘e representation were also analyzed ‘as closely as

F ) - possible. ) LT . ) .-
- © ' In conclusion, it is perhaps true that only sometime in the -

- . - ¢ v hat - ' . .
T " future, after Imperial 0il, Limited has been unionized for a m}hdmr of

~. ' , . .
v - in the Uni.ted States is an example’ of such revisi

st \rn:it:‘ing.6 ‘For -

* Sjohn N. Schacht, "Toward Industrla Unionism: Bell Telephone |
Workers and Company:Unions, 191921937, Laﬁor Hlstory, XVI (Wmter,
1975), 5-36.
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A now, however, an attempt has been made to de,:ernune the degree of
. independence left to, and influence exerted/’on Imperial Oil by its
! . " parent company Standard Oil of New Jersey. /
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CHAPTER 1 -

[

AMERICAN CONCEPTS OF LABOUR POLICY, 1880-1938
.0’"" )
From the commencement of my management. I viewed the-population,
with the mechanism and ‘every other part of the establishment,
as a system composed of many parts, and which it was my duty
and interest so to combine, as that every hand, as well as-

every spring, lever, and wheel, should effectually coopera}e -
to produce the greatest pecumary gain to the proprietors.”.

_The above quote from Robert Owen's 1813 address to the super-

’

L 1ntendents of British manufacturlng estabhshments expressed a revolu-/
tlonary philosophy of management that did noi: begm to gain general/
) acceptance in the United States until almost one hundred years lat:er.
Throughout most of the nineteenth century, the only recognlzed bu 1ness.
.ethlg. in the Umted States was that of 1a1 sez faire individuali
deduced both from Charles Darwin's doctrine of the survival of t

. fittest and the politicavgogomy of Adam Smith and Dayi‘&"giéard

Change did not begin to overtake these time-honoured traditions
3 -~

A3

until the last fh‘irty years preceding World War I when a new styéeﬁ of

management began to emerge from the necess:.ty to systematue management'
i

- &

thoughts and actions in relation to both labour and the. productmn of

A~
goods,,. This new philosophy was popularized by Frederick Taylor's ®»

\

. . -
N s
.

-~

LRobert Qwen, "An Address to the Supermtendants of Mamufactories,"
T T——— in Classics in Management, ed. by H.F. Merrill (New York: American
Management Associatton, Inc., 1960), pp. 21-22.

.

0




8

primitive compromise in scientific management. These principles were-

: ”
then further defined and refined until the 193Q's produced the writings

’ f of Elton Mayo and his followers. o \ ’

. The purpose of this chapter is to elaborate on"the philgsophi
of management indicated above. While the author recognizes that tren::‘\\\\yﬂ///\\
i ) :

. . ! s . . .
in managerial practices-consta overlap,, and distinctions and differ- -

entiations between them ar eéwhat artifical, such a foundation is Y

necessary because, as indiCated in the introduction, it is the author's

1

contention that the theories of labour relations that management adhered

e JHFESGT Y TOT S,
.
4

\ to in the United States between 1880 and 1938 influenced both Canadian

1ndustr1a11zat10n and Canadian bu51ness 1deology N ¢
As mentioned earlier, social Darwinism was the dominant ideolo- .
- {‘,‘,":,. . . 4

gicaliéreed of post-Civil War Amé‘ican society generally, and of business-

. “ \ . ‘ R e
- men in partxcular.2 J as classical-political economy appealed to the
rs ﬁ" l ! ‘ .
spirit of most British manufacturers in the favourable economic climate

[

3 < >

. in England duying much of the.eighteenth and nineteenth centuries, the
individualistic ethic of laissez faire capitalism flourished in the

. T -
atmosphere created by the seemingly boundless natural resources that - .

were available to entrepreneurs after 1865. This economic philosophy

> was further nourlshed by rellglous bellefs in the sense that the people

\~

lshvmg at that time viewed soc1al Darwinism as an esscvlal part of the

———-—‘ »

2Richard Hofstadter, Social\Qariinism in American Thought 8
(Revised cd.; New York: George Brazili:r, Inc., 1955), pp. 4-6; and
\Sigzé§\Fine,_Laissez Faire and the General-Welfare State:- A Study
. Conflict in Aperican Thought 1865-1901, Ann Arbor Paperbacks (Mlchlgan‘ ‘ T
Thg Universify of Michigan Press, 1956), p. 29 - .

R
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natural order of«gocietx: ‘?“’Aﬁ '
Man became economic man, democracy was identitied with capitalism,-
liberty with property and the use of it, equality with opportunity
for gain, and progress with economic change and the accumulation,
of capltal God and nature were thus in league with the Gospel
of Wealth.3 : :

@
.

The basic elements contalned in the phllosophyﬁﬁf social -

-

¢« " 'L"*c

' Darwinism rested largely on the be11ef that the reﬂatlons between labour

and management\are regulated through the exercise of gachtlnd1v1dua1'

freedom of contract in the competitive labour market. That is, each
party to the agreement was consideer free and able to protect his own

[ «

interests. Thus, it wag lieved that additional mechanisms were

required either to securs ess between labour and management in their
0y "’

dealings with each other, or'to. ensure that labour and management would

cooperate in.thé production of goods and services. "Individua1_§tnength,

1\

freedom, and goodw111 were regarded as ‘the natural-and

Ve

icient basis

of industrial relations."4

The competitive spirit was, therefore, very much part of lafe

nineteenth century American society. However, while it was expected that

everyone would compete for a better position in.life, only the strong

would survive to run the industrial concerns of the nation. This select

_group was financially rewarded for its'superior ability, and was given

’

—e

2 . » : i - /
52653\y. Blum, et al., The National Experience: A History of

the United States (2nd ed.; New York: Harcgart, Brace § World, Inc.,

1968), p. )452. A

.
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complete ‘and absolute authoritx over the masses beneath it.

This philosophy was accepted not only by management, %ué to'a’
' considerable extent by workers as well. Those who wgré not ‘tisfied
with the inequalities of industrial life could escape to the frontier,
or so they thought. Those who remained concerned themselves with day-to-

__r day affairs be11ev1ng that thelr situation was temporary--a prelude to

*

the -better status that they considered assured because of their oppor-

tunities, industry, and ability.5 . .

Henry Clews, a businessman living and writing in 1900 summed up ~
s B . ]

this optimistic attitude toward the future when he stated and advised:

-

Any man-or woman may'become wealthy, if he or -she begins, aright.
.The opportunities for gathering the nimble dollar are very numerous
in this country. But there are certain fundamental rules that must
l . ‘be observed. )

. The first step in acquiring‘a Ffortune lies in hard work. \{Then,]

make- your toil count for all that you can. N 'S

y
I /
¢ The beginning is the most difficult. Lay a'good founggt1on for - S
- your fortuy QE Be brave, be generous, be Helpful, honest, do not
T . overvwork, gb in good health cultivate your mind, be pure, and to . .

. these add thrift, and you need not fear. .You cannot fa11,6 - 4

In this atmosﬁhere few of the downtrodden masses were willing to recon-
. [ !
+ cile themselves

that part of the current ideology that stated that’ F

poverty was the re

2

t of inherent inferiority. | . ' '

-
o

Thus, the ph ophy of laissez faire ‘individualism was a harsh

doctrine whether it was couched in the language of religious virtue or

.
)

S5p Robinson, 'Management Attitudes Towards Fringe Benefits," '
Relations Industrlelles, 14 (Oct., 1959), 508.

-

.~

6Henry Clews, The Wall Street Po1nt of View (Silver, Burdett . ‘
and Company, 1900; reprint ed., New York: Greenwood.Press, Publishers, } *
'1968), pp 44-45, “ : y ) .
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L \
the struggle for surviva1.7 Howevengr as is the case with. many sets ofy *
4\. Vo
.beliefs adhered to by groups of people, internal paradoxes often become

apparent when ¥ndividual doctrmes are sub;ected to obJectlve analys,s

and h1nd51ght. Thus, upon consideration of social Darw1n1sm as it

a \ . - -
operated in the United States during the latter partjof "the nineteenth

century, one is immediately struck by the fact that while competition

~ . .
was heralded as the lifeblood of American enterprise throughout the years

under consideration, managers took considerable pains’ from the 1870's

11ify this one-aspect of free enterprise that most brutalg
. ~ s

’ ’ M
ry -

.

1890 Sherman Anti-Trus/ Act to harness further

this direction.g An indication of the extent of business

"pools¥ is found in the fact that between 1897 and 1900,. 149 important

mergers were formed. This figure increased to 200 in 1913 and encompassed ~
: o
) 7Reinhafd Bendix, Work and Authority in' Ind try Ideologies of

Management in the Courase of Industrialization (New ork John Wiley &
Sons, Inc., 1956), p. 259. .

{

) ’ 8 Gordon Watkins, et al., The Management of Personnel and Labor
Relations (2nd ed.; New York: ‘McGraw- H111 Book Company, Inc., 1950},
p. 21.

" Ibld., and Don D. Lescohler and E11;/abeth Brandeis, History of
Labor in the United States, 1896- 1%2, Vol. III: Working Conditions and
“Labor Ligislation, with an Introduction by John R. Commons (The Macmillan
Co., 1935; reprint ed., New York: Augustus M. Kelley, Publishers, 1966),
p. 294, ' o : ‘

” N [
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such important industries as copper, anthracite coal,/;hilxggfs, commu-
. 4

nications, and petrole_um.10 . ' .

4

The entrepreneurs of early twentieth century.America de-emphasized
the advantageous effects of combinations to:;hfmselves‘and attempted to

convince the general public that trusts were beneficial to everyone. - To

do this they usually argued that comblnatlons
wherever backed by large capfial,cexpert skill, and gpeat business
ability, have conferred matgrial benefit om the community at large
and almost invariably insured the promotion of prosperity om a-
durable basis. They have furnished the people with many of the
commodities of givilized.existence at much lower prices than.
formerly, not only without decreasing the wages of labor, but in
many instances 1ncrea51ng them, and eventually extendqﬁg the field
for a larger numbet of employe\nll

While the debate on whether trusts adveisely affected the

‘ , A !

American &conomy or not could be a lengthy one, a very definite and

' noticable result of the combination movement was a growth in the distance
- #

between the workers in individual plan the one hand and the coﬁpany

officials with decision-making powe¥ on the ‘other.” In the large corpo-
&
rations that were springing 8p thrqughout the United States, imperson-

i,
ality rule 12 The owners and chief executives of these companies were
usually far from, and inaccessible to, the vast majority of K
‘ ' » -~

émployees beneath them. First-line supervisors and foremen became *
. ' A ’ ' :

‘

& ' - v,

1OWatkins, et al., The Management of Personnel, p. 21; and
Lescohier and Brandeis, History of Labor in the United States, p. 294.

.h ' °

Clews, The Wall Street Point of View, p. 32. . ,
12, ' »

. Lescohier and Brandeis, History of Labor in the United States,
p. 295. “ — L

11
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entirely responsible for the labour force, and were. measured by‘their',
N s 40 . v . L : . 3

.- ability to increase production and proflts.13 As a result, "'there was

x : N N

typically a lack®of realization gf the effects in terms of human iife

. A

of decisions to shut down plants reduce operations, cut wages, subst1- ) “ i

! i K -;3 .

. tute machinery for labef, or throw orders to~ other planfs. Bu51ne§s S , '2§§
. . - \ . f
= thinking overwhelmed the,sgn§e of employer responsibility to employees."14 .o j'@

' ' 2 R

; , i
The loss of the old personal relationship between labour and --° i

k]

manageément, and the centralization of the hiring, firing, supervision,
and discipline of workers in the hands of foremen were not the only 4
o &
» -
changes occurring during the last quarter of. the nineteenth century.

o

w” Indeed by the 1890's it had become apparent that natural resources were

. ©

RS .
no longer as unlimited as everyone once assumed.- Wh11e this . factor. .

contributed to the growth of monopolies underethe control of a few

7

x &/ individuals,15 once the large corporations were formed it slowly becdme

' - +

o . ' . 3
evident that internal res%fﬁcturing was required-for the efficient

operation of business concerns to be continued.
- a ' , - %
Thus new thoughts on the management of men and machinds slowly

5 ‘ qmerged out of the rapid increase 1ﬂ~f€e number of both of these factors.

/ N

In add1t10n, the acqu151t10n and movement. of material became more

4

. complicated as the size of ‘companies grew, aCCurate cost figures corres-

= _pondingly became more difficult to obtain, foremen were harder to

] ' N L ! . — «, ’ ' ;‘\/

* ) 13, . , ™~ .. L L
Ibid., ~ . o, v - v
° —_— X ‘e o,
. ~14.. .
Ibid. N . - : 2
. “ [} C- ; .
/\_,w\ — 15 N 1 , .
5 Tbid., p. 293 .- ® Lo :
N 5. ° o - . - ° . - /
b . © . ¥ s '0 ,: P
1 ‘ v \ B
- . , , « 2 e
; - 1y °
. , - N [
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( .S , .
. R .‘$ . . o X 2 ’ .
> foo S e X,
— supervise, second generation 1mm1grants accllmatlzed themselves to 1if
s

\ M a0
N in Amerrca and demqnded be‘ter industrial treatment than their parents
receivéd, and democratic iddals permiated the society and led to

o 1

. .
increased industrial St];’ife.l6 o : \

The systematizationt of t}ie management function can therefore be

N

- - / -~
noticed in relation to both physical factors and the humar element.

. e
methods of foremen.” The first tentative steps towards mbdifying this

situation emergéd during the 1880's gnd 1890's in conjunction with

*~ ‘.

‘management's attempts to gain control over the q‘hality of production.
re
‘and costs, and to restore workers' 1n1tlat1ve through -incentive wage

systems ‘The last factor became a sun','kect of- con51derab1e interest

after Henry R Towne and Fredenck A. Halsey introduced thelr "galn

e J o

. ~ '
° sharlng" system and "premium’ plan as formulae sufficient to solve the

hd t

R 18, " :

"labour problen'. : ' . : .

J“‘:'Loren Bant& The Servants of Power: ' A History of the\Use of -
Social Sc1ence in Amepican Industry (Middleton, Connectucut: Wesleyan
, University Pre:\s, 19 . 3; Daniel Nelson, "Scientific Management,
Systematic Managementy and Lgbor,~1880-1915," Business History Review,
XLVIII (Winter, 1974), “48°«L and William G. Scott, "The Early Record of
a Modern Administrative Dilemma,' 4n Current Issues and Emerging Concepts
in Management, Vol. I, ‘ed. by\ Paul M. Dauten (New York‘c Houghton M#fflin .
Co., 1962), p. 7. - ' :

— o
. - . 17Dan1e1 Neison, "The New Factory System and the Unions: The
\\" National Cash Register Company Dispute of 1901," Labor History, XV (Sprmg,
1974) > 164 , ‘o ] F3
. ) e 18Neﬂson, "Scientific Management “Systeddatic: Management and :_
o Labor;" pp. 481-482.. . )
) P Y . ?; ) ‘ . . 1,
~ ° =
* ) t - ! .

14 . ' L y
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+Thus, while sys

ko - authority by increasing

management and the work

.\

of selection, promotion

~

- , The next notica

o?

concern for labour can
A

" as developed by Frederi

career as an industrial

management and was prof

\
[

emphasis on his belief t

tlﬁ‘ty that charactenz

a

~
kg

: Ato manag@ment's 1nordm

\

Jaaltered before a satisf
[}

4

*
-
-

“be arrived at,
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't@y‘lor s propos

7

v
3

time-and motion studies-

1bia., p. 48l
" 20

I ]

211pig.,. p. 484

Read;ng in Management:

the foremarwas still syipreme as the new century began unfolding.

Taylor ba51c assumptibns concermng the productlon process had to be

funeuonallzed and standardized by "sca.entifically" determinipg through -

Ibid., p. 482.

" 18

L

' - R
ematic management moderately reduced foremen's
' 0 N - .
ly making them intermediaries between upper
MY
LTS, it revealed little or no interest in methods

-

b
o

1

and 151on of employees. In these ‘areas
19

I

3

‘;’
sy

¥

S

ble influence on the emergence of management's 9

. I -

be traced togthe advent of scientific management . /
) , .

Lt

ck W. Taylor and his followers.

.

While Taylor's

engineex paralleled the rise of systematic

;i _ .
20 Taylor placed particular

bundly affected by it,

hat the restrlitlon 9f_output and low produc-

)

&

==d many American ?actorles was essenua\lly due

ate dependence on foremen.zzl

Thus, accordlng o

.

actory ~solution to.""'soldiering" on’ the job could

3. 7

¢

1s rested on the premise that production must be

¥

-
A ]

¢

1
{the most efficient way of perfomung each task.

\

-

.

-

o
-

"Relnhard Bendix, 'Taylor cand Mayo Compared,"
Landmarks and New Frontiers, 2nd ed., ed. by

. Ernest Dale.(New York:
Lescotuer and Brandels,

McGraw-Hill Book Company, 1970), p. 138; and
History of Labor in the United States, p. 305.°




LY

That is, each unit of wozjk was to be subdivided into the smallest

possible upits of time and motion before being Yecombined into '"methods

of least waste “.22 Tims, labour skills ;rould be transferred to manage-
23 ‘

+ ment for analysis and then handed b:;tck to the workers.
Pl | i_s obvious from the above thAat' the adoption of Taylor'g
e - methods would fundamentally alter the traditional role of foremén.
T "‘Equally apparent is the fact that a legion of techn1c1ans would be
respon51b e for the ho\:r-by-hour rumung of manufacturmg plants while .
company o ficials would, flevelop and coordxnate .general pr‘oducmon
policies.| In this way, whi'le top executives would remain at a distance
--from the [labour force, Tayior believed that both emplaye‘es and employers
would eaggrly embrace scien't\?hfic management because an integral part 05

- his system called for a differential piece rate that would reward

employees for achieving or surpassing daily quotas.' At the: same time

—_—

management would benefit because workers who coyld nit maintain adequate,

prody(;ion levels would leave their jobs because of low wages. Produc-

\n

©

txén would therefm:e rise and mcreased proflts would naturally follow. 24

2]

The above is a brief summary of Frederrck 'I‘aylor s proposals on A

. ,how the apparep_tly 1rreconc11ab1e aim of labour to receive the largest

‘possibie wages could be'cod‘rdi*nated with employers' desire to receive ‘ o
- o . ¢ . ) ) ° M
Z_ZBaritz, 'l']m Servants of\Power, p. “29.' .
- N 231_@2' . - o N , . .‘ . L
24 - P,

Ibid.;. Ernest Dale, Management' 'l'hgorz and Practi.ce (New. York:
McGraw-Hlll Book Company, 1965) p. 155; Nelson, "§cientif1c Mpnagement

N9
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-

: increased output at low labour costs'.25 In addition, Tayiof believed

~ , that the mutuclity of interest betwecnxlabour and management would é
become apfarent as soon as they were qréanized‘to carry out their w é

Q reSpectiye respon§ibiiities cfficiently. That is, the human side of ' .g

’ ;cientific management sought the‘hiéhest‘degree of ipdustrial development ;§

. . and Treward for both the employee and_the. employer while recognizing that E

3

labour and management are interdependent.
¢

Taylor expressed the synthesis of this cooperative philosophy

) \

with the previously described technical aspects of scientific management
- i .
' in his call for a '"mental revolution" that would '"fuse the interests of o —
- . [ . : .

labor and management into a mutually reﬁgrd1ng whole n26 According to

———

e el D e L g1

o
1 3
at

i ‘;,‘
A\
4

i

4

'§

%

)::

. 3

- -:;—-.-——‘

Taylor, this ph11050ph1ca1 change from the view that labour and manage-

s

ment are in compet1t10n with each other to the recognition of their

Y

. $\ mutual interests was essential before gcieptific mahagement could be - o

faithfully pracciced;_“ ‘? - | l\\wJ '

Scientific management is not any efficiency device, . . . . . . .
. ] » . L] . . L] L] . L] L] . . L) l l L] . . L] . L] L] L] L] » . * . L] L]
Scmentiflc management involves a complete mental .revolution on the
. . part of the workingman engaged in any particulgr establishment or
industry--a complete mental revolution on the part of these men

—

- - i .t < "

)

/ﬁ stematlc ‘Management and Labor," pp. 484 486; and Harold U. Faulkner,
-~ Phe Decline of Laissez Faire: - 1897-1917, The Economic History of the

i o
(&\' - " United States, Vol. VII, Harper Torchbooks (New York: Harper § Row,
xl; p > Publlshers, 1931) P. 267. ‘ . A
\i\_,y‘ e 25Lescohiqi$and Brandeis, History o bor in the United States,
) p. 305. s / ) -
) . ! I ¢ \ p 1 f
' « . : .
- - panjel A. Nrcﬁ”;;: Evolution of Management (New York: .~

//,

" The Renald Press Co.t’jEZEE:_Bﬂ%Efﬁ_,~,,,,;,/
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'\-a//

engineers and executives began “to give them close attention."

. Av]

‘and toward their employees. And-it involves the equally complete"
mental revolution on the part those on the management's side--
the foreman, the superintendent, the owner of the business, the
.board of d1rectors--a complete mental revolution on their part
. as to their duties toward their fellow workers in the management,
~ ‘toward their workmen, and toward all of their daily problems.
And without this complete mental revolution on both sides scien-
t1f1c managemenf does not exist. 27

'

as to their duties toward theif_wqrk, toward their fellow men,
;f

Frederick Taylor's theones of management had 11tt1e influence -

» ‘\
on the American corporate world until after he became president of the

American Society of Mechanical Engineers in 1905 and "wide-awake

28

Additional impetus was given to the movement when the Harvard Graduate

School of Business Admmlstratlon, founded in 1908 and the Amos Tuck .

School of. Dartmouth founded in 1910, both accepted -Taylor's ideas as
-+ ¢ \\h—

fundamental to factory produ;ctl/t;m.29 However, it was not until 1911,

when Louis D. Brandeis rest'ed his case against 'the north-eastern rail-

A

. roads request for :mcreased freight rates\ orr the contention that the

mtroductmn of sc1ent1f1ca11y efficient management would remove the

’
-
o

t"‘ ' . i ‘ ' ' »
s 27Freder1ck W. Taylor, "What is Scxentxf:.c Managenent?" in
Classics in Management, ed.*by H.F. Merrill (New York: ‘American. °*

Management Assﬂclatlon,rInc., 1960), pp 77-78.

. e zs.Faulkner, The Decline of Laissez Faire, p. 268. . ‘ Y
R ’ R hdl . E .
€ + ' - . R \\
Pr1pia. - o . : - :
SoIbid. d - ¢
ﬁ e N s o
. , ’ N .

»/

'»nece’ssuy for hlgher rates, that_ ‘the general pubhc in the United States

A,’. n '5 °
X bécame aware of the basic concepts behind sc1ent1f1c uuumgement.30

fia
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. 1957), p. 5, the number of unionized workers in the United States - °

. d C, e
- - .
o~
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N oy R . v

'LA o Despite the above interest, -Taylor; as might have been expected, . “7.

» ¥ R "

had considerable difficulty convincing Americah'company qﬁficial§ that 3

his system cbntgined more than just efficiency~procedur¢§.§1 In “fact, .

-

_actual application in Uniteg States corporations proved disappointing.

On the one hand, as Taylor feared after the Eastern Rate Case hearlngs

.

before the Interstate Commerce Commxss1on popularized his methods many

o L
& ~

of the numerous "eff1c1ency experts" who suddenly appeared promising

great cost reductions, were actually peddling quick panchas withdut
A . [ . . N RN ‘ ~ .
grasping that fundamwental agtitudes had to bé‘changed before Taylorism e

could be‘properly implemeni;ed.32 Similarlyf most employers did not .
.« adopt structures designed to 'accentuate ?ﬁb interdependent nature of

the relationship between themselves and thelr ‘employees as a result of Y,

~

L a revolution in their attitudes toward labour. For maﬂy employers .

"*'cooperation became a slogan in thexr attempts to stem the rising tide

of trade unionism.>> o ' . ‘
g - Yo
31 For a discussion-of the American "efficiency craze" and Taylor's
contributions to it, see Samuel Haber) Efficiency and Uplif%: Scien-.
tific Management in the Progréssive Era 1890-1920 (Chicago: The
Unzver51ty~of Chicago Press, 1964), pp. ix-xii.

T

-

32Wren, The Evolution of Mhnagement Thcug » P- 142

33Bendu,ﬂork and Authority in Industtxj p. 281; Accordlng to
Bendix in '"Managers, Workers, and Ideas in the United States," in , -
Resédrch in Industrial Human Relations: A Critical Appraisal, ed. by . -

Conrad M. Arensberg, et al. (New York: Harper § Brothers Publishers,

. ~increased from 400,000 to 2 million between 1897 and 1904.

& i ) [ . ) .

- y

cnmren, W
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-to separate the adoption of a few efficiency procedures from Taylor's

‘that could be 1mp1emented.35

‘become commonplaces of ‘American industrial practice,"36

20

To ‘compound the above,various problems arise when discussing

the actual installation of scientific management begeuse it is difficult

e

complete philosophy. Nevertheless, Daniel Nelson estimated in 1974 that

forty-five American industrial firms and two .government manufacturing

fac111t1es 1ncorporated sc1ent1f1c management 1nto their opérat1ons ,

between 1901 and 1917 4 However, 1t was Taylor s disciples, not

Taylor himself, who were respon51b1e for setting up the proper proce-

Ly 7 .

'hdures in these companles, and* the usual effect of their work amounted

to no nore than a w1de ranglng reV1szon ‘of the phys1ca1 organization -

Less empha51s was placed on the alteratlon of the fore-

.

men s.funct1ons, and only moderate changes were made in the average

of each\plant

workman s act1v1ty. In addltlon, although t1me ‘study was nearly always

1ntroduced the incentive wage. plan was usually one of the last reforms

)

Thus, while Don Lescohier claimed in 1935 that from 1916 onward
there has beenllattIe discussion of the nrinsiples of scientific manage-
' ~ ’

mentgkecause "its basic ideas and preceduies have been so widely accepted

and applied by so many thousands of engineers and managers‘that they have
/ ~ ' :
Taylor's system

-~ -

4 +
’ -

34Nelson. "Scientific Management Systematlc Management “and

Labor, " P- 488 ' ) ¢ )
: 351b1d., pp. 491-496. <
AN ] é N i : .
3 Lescohier dnd Brandeis, History of Labor in the United States,
p. 315. ) 1y * o N - i :
r ’ hi " ' ‘
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¢ &as actuélly introduced into an extremely small number of American
combanies. The regsons behind this phenoﬁenon were numerous and - ,
included inertia, apathy, the cost ;f installation, the pféjudice of
the "self made man' against the newer generat1on of profe?51ona1

A\
managers, and the oppos1t1on of thb‘gene:al pub11c whlch feared rising

/ /' .
unemployment dueeso more efficient but decreased work staffs. 37
\ L ’

In concluding this section on sdientific management, it is
obvious that Taylor and his fpllowers, Vike the classical economists,

viewed the workingman as a rational being who always sought to serve

- ~ -

his own self-interests. Thus, the surest wéy to heighten a man's moti-
» .
vafion was to relate his effort to financial rewards.:”8 However, while

] this aspect cohprises only a fraction of Taylor's philosophy because he
’ alsd/tried to convince early twentieth century employers that plant

-

réorganization and planning were as important’ as monetary incentives in

increasing qufput,}most corporate executives adopted the wage incentive

, PR
system39 as one method of motivating workers, but turned to "welfare

¢

capitalism" to both sugarcoat the introduction of time studies and to
assist them in their attempts to make workers msrezcﬁﬁfent and thus
' mare préductive.40 .o )
5
. T ST N

1bid., p. 308.

. 38Baritz, The Servants of Power, p. 30

t
”

39Baritz estimated in The Serv; er, p. 30, that by 1940
: over 90 per cent of American ‘industry/had adopted the wage incentive
%‘ aspects of Taylor's system. , ’ , ‘

40Nelson, "The New Factory System," p. 165 and Faulkner, The
Decline of Laissez Faire, p. 269. . "
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The policies contained in the terms ''welfare capitalism,”
— T e
"employer welfare," and "industrial betterment' began to become noticable

~
Y

in the United States during the closing decade of the nineteenth century.
j .
Generally speaking this trend can be defined as “any effor‘t on the pamt
of the employer to [improve] the conditioxsunder which the employees
work.41 More spgcifically, it usually involved special consideration
for physical ‘comfort wherever labour §s performed, opportunities for
™~
recreation, education programs, the providifg of suitable homes, plans
for saving and lending money, and provisions for insurance and old age
. 42 )
pensions.
- - - - - 0] \\
In addition to facilitating time study methods, welfare work

»

reflected a desire on the part of mar'iagemeng to be humane. This-attitude

grew, at least in part, out of the prevailing religious belief that the

more fortunate must shoulder some respomsibility toward alleviating the

-

plight of the less fortunate 1n order that the success of the wealthy

. might meet with God's approval.43 An addifion, the leader-follower

-/ -
»

416 Beeks, Industrial Betterment Work (address before the General
Federation of Women's Clubs, Los Angeles, Calif., May 6, 1902), pamphlet;
G. Beeks Welfare Work (an address before the Natmnal Association of
Wool Manufactures, Boston, Feb. 7, 1906), pamphlet, quoted in Scheinberg,
The Development of Corporation Labor Policy 1900-1940" (unpubhshed Ph D.
dlssertatlon, Um.versny of Wisconsin, 1966), p. 44.

4:')Damel Nelson and Stuart Campbell, "Taylorism Versus Welfare
Work in American Industry: H.L; Gantt and the Bancrofts," Business
History Review, XLVI (Spring, 1972), 3

43Norman J. Wood, “Industrial Relations Policies of:American
Management -1900-1933," Business Histeory Review, XXXIV (Wipter, 1960), 407.
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psychology was still in the air from the previous century}' This of . ’

-

course meant that because the employerﬁnas the” successful leader who

had bested his employees in the struggle for position, he had an obli-

u v

gation to them. This attitude was often expressed in terms of the

parent-child relationship: the pn;ent's authority is sugsfmee but he. \ é;

must Care for the needs of the child,** C \ L 4

- More pragmatic reasons also led xo.the introduction of welfare ) B
 work. Since &M3loyers were now increasingly concerned with c¢qmbating SR E
_unionigm, with insuring themselves against strikes, with securing a R | é%

N\ stable labonr force,a and‘with promoting harmonious relations and wprker . é%
loyalt& because of thé pressnre of conditions wiéhin industry and the ' §§

wider society that werefpfeviopsly mentioned some firms found tha&.“? L. 'gg

-

. welfare work was good adygrtising and helped to m1t1gate an unsavory T

reputation caused by shady business practices, long hours, and low

Thus,."Wplfare work, like Taylorism, aimed at reducing costs,

0 f :C.h:h;’?:

wages.46

and conflict by improving the workers' performance."47

* '
o~ -

N o 44Ibld., and as Professor Schelnberg indicated in "The Develop- =~
ment of Corporation Labor Policy,'" p. 5, business executives' sense of
~stewardsh1p for their fellow beings did not necessarily lead them to
1mprove their employees'. working condltlons.'\Instead it usually took

. “the form of charitable contrlbutlons‘G ' - T

g ~4SBaritz, The Servants of Power, p. 14.

. i, - ’ . ‘
46Lescohier and Brandeis, History of Labor in the United States,
/po 316: \ '

.o 47Nelson and Campbcll, "Taylorism Versus Welfare Work," p. 4.

.
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- o Despitepthese common goals, Taylorism and welfare work developed

[y

. 1ndependent1y, attracted separate followings, and adhered to pdrallek,

often competititve courses for more than a decade preceding the Great

War.48 Far more important than their separate development, however,

-

‘ | were the divergent attitudes and values of the leaders of both groups.

\

O
T

Taylor, in believiné that workmen desired only higher wages, considered,

like many of his contefgpgeraries, that other benefits were demeaning ande

unmanly.49 C. Bertrand Thompson captured this lack of sensitivity

. d >
toward thg more subtle aspects of human nature when he wrote of Taylor!

' While on the whole he understood very well the psychgiogy\of the
' workingman . . . he did not grasp sympathetically the aspiration ¢
towards industrial democracy, nor could he see the point of the °
* current contention that it does not follow necessarily, from the . ;
fact that a man can do a certain thing in a certain time, that
therefore he o ught to do it 1n that time.>0

r—

Henry L. Gantt, a Taylor protégé€ who introduced numerous refine-

' ments to scientific management appears to have differed little from

\

"'the master" bn the subJ ect of welfare work when Judged by the following

incident. Edlth Wyatt, a social worker preparing a book on scientific

-

management asked for Gantt's advice and assistance. - Gantt explained

, to her that Taylor and his associates were interested in the workers!

.

481bid. ' ~
. A 1 4
\ I1bid. - -
1. 50C Bertrand Thompson, The Theory and Practice of Scientific .,
Management (Cambridge, 1917), pp. 28-29, quoted in Nels},n and Campbell, .

\ "’I‘aylonsm Versus Welfare Work," p. 4. = o
Al , - i e N
N . - v
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welfare "not only as a matter of scntiment, but“as a matter of business,
) N - " -~ .

* just as a man objects to having a horse abused for' he becohes less

-

\

efficient," He went on toiexplain ""that we were not, doing welfare work

Al

- . . . o
but what we considered good business--which when looked at in the proper‘“h

”

light--was better and more perﬁanent than welfare work'g"51

N
-

The "welfare secretaries," the men and women who were hired to

implement welfare programs, were, im contrast, frequently from freligious

~or humanitarian backgrounds that affprded.them little firsthand exposure

\

5Q industrial problems. The Reverend Josiah Strong, the founder of the
. - . -
Amerisan Institute of Social Service which provided manageys with

information on welfare plans, illustrated some of the idealistic views
4 ' /

-

" of many of thesSe people when he proposed an organi 3abproach to the

make successful appeals to businessmen on the humanitariam~level alone.

social world as a replacement for the segmented outilgok of laissez faire

-

and its implihitly assumed\''hidden hand" that was supposed to maintain

- v

social harmony.sf2
»~  However, despite the altruistig bent of the welfare workers, when
it came down to selling the:merits of industejal betterment programs to
-y < . -

company officials, the welfare secretaries realizednthat they could not

-

53

\ g

4

SlLetter, H.L. Gantt tb F.W. Taylor, Jan. 22, 1911, Taylor Papers, "
121B, quoted in Nelson and Campbell, "Taylorism Vérsus Welfare Work,"
pP- S. \

* \. -
. iszScheinberg, "The Developmént pf Corporation Labor Policy," °
pp. 49-50. -7 ) .o

31
* !l .

531bid., p. 69.
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Af - The reformers therefore adopted a pragmatic approach that did not ask

3

. LRI 1
NET YT )

o the empToyers to give charity, but attempted to illustrate the econqmiéx

v

v savings that could result from the adoption of helpful measures toward

employees.54 "Thus—the decisign to undertake wel fare work was u{tima%ely

- -~

- . 4 N 1 0
dependent on the individual employer's assessmem_/of how a program would i

suit His particular enterprise. - But, in any case, business consider- ) '

ations were tempered and influenced by the individual employer's social b :
. |\ '
BN s H : ' D {
: consciousness. . ‘

It is partly because of the highly Mdividualistic and segmented
! w
nature of the welfare movement that welfare work was¢ never accepted by
~

the ﬁajoritir of American employelrs. In fact, while the extent of
<

g gkt

o
gt

industrial betterment before 1917 cannot be exactly determined, it is

¢ doubtful whether more than 10 per cent of industrial workers-in the
' 56

~United States benefited from such projects'bef’ore 1910.” ", In 1908, for

under the ulit‘t;l_'ella of welfare management.57 This figure did not rise 4 ~

,dramatically even whén‘ a particularly fav?}r‘%ple atmosphere for welfare
58

y : . .
{ o exam&sle, out of 18 million wage earnérs, only 'about 1-1/2 million came

work was created by the labour shortageg/of Worlkd‘War I.

L . T, 2 : \ .
= o 54 :

Ibidh"ﬂ S 4

SIbid, p. 65. -

: S ' :

........... g -Faulkner, The Decline of Laissez Faire, p. 270.
. N

‘ .

Y

\legscohier and Brandeis, History of Labor in the
PA320. T . s -

. * S P
| . 58 . o
-~ . .Faulkner, The Decline of Laissez Faire, p. 270.
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3 .\\ .
v ) In addition to the poor reception given to the widely-discussed

< e P3
/ welﬁ_@re movement, it must also be pointed out that considerablé diffi-~
S . ’ =
: culties often arose with th? administration of welfare plans after they
v, .

4

were introduced into business establishments. While this matter will -

s VA
be taken up agam later in the chapter, many of the employers who embraced

welfare work .in anticipat?(on of increased employee lqyalty and produ‘ction,

4.3- later curtailed it because of a lack of response on the part of the \
workers. Aj/fﬁ many betterment projects ended in failure because of
. _ poor judgment concerning what form the act1v1t1e§ should take. Finally,
employees sometimes turned against their employers' efforts to provide .
them with libraries, recreati;nal facilities,\and' insurance iaenefits .
when it became obvious that they were aqcomphnied by lower".wages, 1ongef
hours ,V and a.speeded up .‘work‘,pac'e.s‘9 On this point Don Lescohier - ~
congluded'that "ét its worst, [welfare management] . . . was an insincere
atggmpt to buy the workers' loyalty for less than the price of a fai'xl'
wage."ﬁo L . l ! ‘

»” od %
Parallehng the rise of, and 1nf1uenced by scientific management

.

and welfare capitalism, was the iQtroduction of fringe benefits, the

-

industrial safety movement, and industrial psychology. In randomly

. 4,

choosing d few fringe benefits for discussion befo're: moving on to

¥ :
59 | o » -
Lescohier and Brandeis, History of Labor in the United States,
p. 320.- Despite the problems experienced by managers with the adminis-
tration of welfare plans, Lescohier dYd point out on page 299 that it
was not difficult to make many of the newly arrived peasant immigrants
_~-grateful for corporate benevolence, and this did contribute to the
" maintenance of the open shop in many’areas in the United States.

[N
I8 ’ n Al

L 01pid., p. 321. . L :

. ek
.
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; industrial safety and psychology, it is obvious that the questlon of »

¢, X .

old age pensmns first recelved attentmn when companles d1scovered that i

G
they had num?-tous employees on their payrolls who were no longer capable

-+ of performing their duties‘sz};.isfactorily despite thirty Qr'forty 'ye;rs A

.~ ¥ of faithful service. . e ‘ Ca
) . 9 , B . 1

: The American Express Company. introduced the first non-contra-

. . ’ ‘ R
digiery pension plan to operate in the United States in 1875.61 The

‘

o Baltimore and Ohio Railway- followed this “lead and maugurated a contri- .

\
butory plan in 1880. This venture proved to be unsuccessful, however,
< -
- pecause the employees refused to inake contributions to it. It was

therefore replaced by a non-contributory schéme in 1884.62 . .

4

Réilroads _continued to show interest in privaw.o‘ld age pension
N Y

i plans at an early date but a similar sp1r1t in manufacturmg was not’
apparent until the begmnmg of the twentieth century. 63% One of the,

!
’ oy o

first enduring plans in this sector was, set up at Stamdéﬁ;d 0il of New A '

:
Q 9 e
’ Rl ¥ K

4 : , Jersey in 1903, and more rapid advances were made in other companies
O N e i . i

after 1910 Nevertheless, as late as 1932 only about 14 per cent of - '

¢ ' !
. N . . N . . > . .
; . co the ‘wage earners in the United States were subject to the benefits of b "

: . . | 64 '; s \

private pension plans. !

f

¢

Lo Slrpid., p. w86 . -

i - ] . . 3 iy . . »

bid. SR | : U R

‘ . 63Fauiknér, The Decline of »Laizs“sez Faire, p. 270.- ¢ )

P

3 q‘ -

R ) 64Lescoluer and Brandels Hlstory of Labor m the United States,
’ -+ Pp. 388-390. : ;

’é AR .
8 . ) . . ) [N
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Part oF~pi regson behind management's initiative toward alle-—
v1at1ng the pro lem 0 /671 age in industry can be traced to rising L
a
social »pressure agam t casting out elderly workers without supplying

Bt least a meagre basis of subsistence. In additign, the anticipated

economic savings accruing from the expectation that pensions would
a - : v

decrease turnover and increase employ\é‘e loyalty, also played a role.
. <« O

2

65

- ) . . S .
However, once management introduced a pension plan, the cost of main-
L d

-

- , '

4 ’ ~ .
taining it was frquentl)'r found to be prohibitive largely because
. PN . ] .

accurate fofecasts could not be midde. This of course was due to the fact"
e,
that employees often 11ved\ longer than exnected,/wages rose unevenly’

-

‘over the years whlle pen51on were usually compdted on the basis of the

workers' final and highest rat S and employers “often borr* from the
pension fund for other purposes and in emergencies:. 66 -
N e L

A S . . .
“ .Because of the above expense, -American employers always reserved

o

LEENE < - N
the right to terminate their pension plans either at will or after

e PR

giving noticet In addition, in 'most’cases there was no guarantee. that

even the pens'ions being paid out of non-contributory plans would be
continued indefir}itely.m

- ;]
5

sRobmson, "Managemeht Attltsudes Towards Fringe Benefits,"
p- 508. The unadulterated humanifarian moﬁlve must also not be for-
» gotten @e\n dxscu_ssmg fr;ng: beneflts. ) .

«

3

3 66Lesco:thler and Brandeis, Hlstory of Labor in the United States, -
P- 396 .

» ¢

3}
5%1bid., p..391.
ha— L ~
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‘ loyalty and cooperation and decregse‘ turnover and industrial disputes.

N
Wyile thio a?bitrary handling of agod workergﬁggs very~§erious,.
an oven more important catch in 6;51: penoion plans centereld'on“he fact
that employees_ were pot'eligible to .draw henefits until they had from

15 to 30 years of continuous service with one compgpy. This of .course
. ! ‘ : '

meant that only a very small percentage of the wage earﬁers in manu-
“~
facturing, minin\g, )nercantile and banking of establishments could' fulfill

~
-

the service requirements and receive pensions because of the W1despread
layoffs that were necessary during depre551on fgg;\\68 . .
_Profit sharing, another early frlnge benefit, ‘was motivated
part1a11y by the moral conv1ct1on-that when a business was prosperxng,
.workers as well as owners, shong benefit accordlngly This theoret1ca1
belief must, however, be subsumed once again under the more 1mmed1ate

expectatlon that,sharlng profits with employees would increase ‘their
69

The first American profit-sharing plan was introduced by the

Bay State Shoe and Leather Company 11‘1‘?867 Fifty more plans were

*

established before 1896, and ‘the movement reached its peak dur1ng World

War 1.70 ' ~ : : ’ '

. - >
Do

. - »
.Although profit sharing, received tremendous publicit:y,71 the life

. ' b . . -
LT 68n,1d., P. 389, - N .
69 , /
- \Ibid., p. 376; and Wood, 'Amencan Industria) Relations
) P011c1esﬂ' . 409, 3; . / , Y
70 )

. Lescohier and Brandeis, Hlstory of Labor in the United States,
pp. 371- 373. 6

71

Faulkner, The ‘Decline 6f Laissez Faire', p. 272.

™ L « i
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.. - span of many of these arrangements was short\because, as was the case
L e ‘
" with i dustr1a1 welfare, the employers' expectat1ons behlnd the1r intro-
) duct1on ften went unfulfilled. A primary contrlbutor to these disap-
. ' pointments was the prevalent practice of confining benefits to those

[}

employees who had been with a firm for more than a certain period of

tide. This of course | eventedlﬁvofit sharing from producing any marked

decrease in turnover ambng {he novice portions of the labour force in’

which this problem was most ecute.72

bt

- ~.Added to the above factpr was the discovefy that when work was
&

plentlful, employees tended to earch out higher imme wages at

other establishments instead of enduring the uncertainty of profit-
., sharing cheques. Then to-add insult to 1n3ury, many the employees

~ '- {
Mo did remain unt11 the year' m were disbursed, were rudely

Tt

- LA R

awakened by the sinking reallzatlon that the sum of the1r wages and
qﬁﬁbfxts was lower than the take-home say of employees in comparabie

" industries.. This sometimes led to strikes'and other forms of industrial ke

unrest.‘73 , '
'Finallf,)pmpléyers terminated profit—shering plans beeeﬁse of -
- Jemployee distrust of company accounting,procedu;:;‘in determining the
A\g L amouﬁ\AOf money to be_divi&ed among the workers. Management itself, of
A .course, had long ago sown the eeedé\of this cyniciem‘threegh long years .

+ . -

> - : B

- ' Y

8 : 72

i Lescohier and Brandeis, History of Labor in the.United States,
p. 37. . - .
- S ' ' B A
, " T31pid., pp. 377-379.
“ ’/r ‘)
{ ’ b N -
' {\ o
1 ’ % [
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of sudden plece rate,cuttlng, wage reductions, and IayoffskZG Thus, o
\\4
by the beginning of the 1920's some company . off1c1als canme to questlon ’ ¢

the problems related to employees' lack of allegiance to companies and
began to realize that . ’\

employees' degree of loyalty to a company is a result of their
‘reaction to the whole complex of situations and relations that go
to make up their "job," and the establishment of profit sharing®
would fajl, ordinarily, to eliminate or overbalance their dis-
. contentS:gbout some other aspect’ of their employment situation.”’S

Stock ownership, another widely discussed fringe benefit,
achieved prominence in the United States when profit sharing declined
in popularity after 1918. As was the case with profit sharing, stock’

: . - : : @

ownership did not essentially alter the relationship between the employer

and his employees. Stock ownership did, hoﬁever,~make workeri’part

awners of the companies they worked for even though ". . . [it] was fbo’ .

o .

trivial during thg;; years to have.any’appreciable effeég on any aspect

of industry."76

The I1linois Centyval Railroad infrpduced America's first stock-

=
g

Qownership plan in 1893. This was folloﬁed by the inauguration of over
o]
50 similar plans between 1901 and 1915 and the peak of the movement

was reached between 1921 and 1925 when approximately 162 firms offered

stock options to their employees.77 : : )
7SR T, A *
Ibid., p.-37?._ ¢ 1; " ‘. s ‘
75 g . '

Ibld-, po 3760‘ ) . v

. 76Fau1kner; The Deécline of Laissez Faire, p. 272.
) ‘ . - .
77Ib1d., and Lescohier and Brandeis,. tAgtory of Labor in the
United States, p. 382 4
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The employers in the United States that became involved in
selling‘corporate stock to their workers were gencrally willing to incur
both the increased costs of bookkeeping and the reduction in the prices

e charged for shares for the same reasons that welfare benefits and ]”ofit‘ ’

. e .

shafing had been attractive to them ;p the past. In this case, however, .
the opportunitie§ for favourable advertising were particularly appealing

because company officials could not only. proclaim that they were "‘ : .

rewarding faithful sérvice, but they also pointed out that stock owner~
" - 3 .

* ship encouraged thrlft and afforded the employees a better opportun};y

to save money safely, at higher rates of return than in sazlngs banks '

and other customary forms of wage earner mvestments.78 On this po1nt

\

v it is important to note that when the Depression struck in 1929, some
N

employers attempted by loans and other forms of assistance to help their

workers weather the stock market crash 79 - - ' .. * )

Before getting into a discussion of accidents, health, and
safety in American industries, one further'advaatageeus feature of
stoék-ownerehip plans to management must be stressed. {That is,'by .; , -t
providing'employeea with the opportunity to ﬁu;cha;e'coméany shares, ’ C
corporate officials acquired a new source of capital, on easy terms, ‘

» ' . . BN }
from a wellspring of critically unsophisticated dnvest‘!%.so This was

L%,

% 23 v

3

o ‘ . o / , ‘
78Lescohier and Brandeis, History of Labor in the United States,
p- 381- . . . . . ’ ,

1y

 Orpia., p. 382, - - ‘ :
801114, e . T
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always a very attractive source of funds for employers, particularly

¥

when expansion capital was required.
Turning to industrial health and safty, it has been noted that

prior to 1907 there was little. consciousness in the United States of

- s B . . ~ .

either the employer's responsibility to prevent accidents, or of the

practicability oﬁ’doing so.81 However, the‘hmount of needless bloodshed

-

1n 1ndustry began to perm1ate public awareness between 1903 and 1907
/
when the ‘accident rate reached levels hlgher than at any previous time

~ v

because of unprecedented bu51ness activity and the large proportion of
1nexper1enced immigrant labour in Amerlcan 1ndustr1es.82

Some recognition that steps had tO»be taken to upg;ZQe:safety
and health standards arose'ffbm the merci}e§s criticism of ‘ekisting.
conditions by magazine writers. A further propellant for'bhange can‘be
found in the dissemination of infdrmation on safety work and workmen's

' R . 83 y . ) . .
compengation in Europe. Thus, when American ‘courts became increasingly

I ] N

) \
8libid., p. 36 _ \f ' ' :
' szl“b.i\d., ' : T
831pid. ] p. ,,!E v . s
i 4
841b1d., pp; p67-370. | .
f " S, '
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¥
One final impetus to the industrial safety movement in the

United States came from the enactment in 1911 onward of workmen'
.compensation laws which placed the résponsibility for a large proportion

of the financial costs of accidents directly on the employers.85 As -a

s
-

result, the number of corporatiqﬁs with me@ical facilities and accident
prevention prbgrams grew dram;ﬁically. One indication of this develop—.
ment can bi found in a 1916 19i7 survey conducted by the Ynited States
Bureau of Labor Statistics which d1scovered that of a total of 431
establishments covering more than 1'000 000 employees, 375 had med1ca1
services of some descrlptlon, and nearly 197,000 cases were being treated
per month in 261 med1ca1 departments 86
.One of the last new influences on managerial philosophy that
begaﬂ to Fake hold in ;he years precéding the outbreak of World War I

is industrial psychology. Whlle the 1nterest of .various psychologlsts

in industrial problems can be traced back to,the ‘early.years of the

 twentieth cen;ury,87 one major opstacle in the way of an easy interchange’
- ) .

of ideas on industrial workers between managers and social sgientisté

was the deep conviction held by most corpqrate executives thé&'they

themselves were completely competent to deal with any problems that came

-

1

81pid., p. 370.

+:80pgulkner, The Decline of Laissez Faire, p. 276.

, t

873 von Haller Gilmer, Industrial Psychology (2nd ed.; New York:
McGraw Hill Book Company, 1966), pp. 15-16. Walter Dill Scott, for »
example, opened up the beginning of industrial psychology in the United
.States by showing how it could be applied to advertising and selling.
He went on to bécome the first professor of applxéﬂ'psychology Also see
Baritz, The Servants of Power, pp. 26-28. . l
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up in thelr organizations because they.had won the battle of the

. \
sufy{val of the fittest. In other words, until the 1920's most American
company officials believed that '"the ability of the manager was demon-

strated by’ the fact that he was a méﬁager."gs Translated into pragtical

i

X . . /
terms this meant that most exei;tlves believed |that all they needed to

control the human variable in their enterprises was common sense, horse

A

C . 89
sense, and experience.

v +

The origins.of management's recognition that professional

assistance might be helpful in the handling of workers are difficult to
’ q

determine. However, it is apparent that both the changing nature of

American society previously qeferred to, -and scientific ménagement,

played j flugptihl roles. Scientific managemgn; was ‘particularly

important because while many managers recognizéd that they were having-

C -

lead/ them in the direction of solutiénms. In addition, the industrial

Thus, in thls 1ncrea51ng1y complex world a few extrqg;dlnary
Amerlcan managers began to percelve,that they were no longer in complete
N

control ‘of their bu51nesses and turned to psychologlsts to assist them

bl
!

,
» . .

-

8aBaritz, the Servants of Power, p. 18.

-«

891bid.

Prbig., p. 31.
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"empldyees that were at least half as good as their machines.9

37 - -

in maintaining their competitive positions by helping them.to acquire

1 -

The first systematic outline of an industrial psychology related

" to workers was formulated around 1910 by a Harvard'professor of experi-

mental psychology; Hug6 Munsterberg.92 Since scientific management had
alréady recognized the importance of scientifically determining the one
best way of performing each individual task, Munsterberg felt that it

was up to industrial ps&chologists to assist managers both ip finding

the right man for each job and in determining under what psychological

conditions the best output per ‘man could be achieved.93 Munsterberg's

contributions in this direction consisted of applying ?abbrétory tech-
- 1 "'
niques of measuring psychological differences between individuals sto

-

employees in on-the-job situations in order to detect for industry
"those personalities, which by their mental qualities are especially fit
for a particular kind of economic work."%

Along with the development and refinement of Hugo Munsterberg's

_experiments on labour by other industrial psychologists after 1913,

management voices were increasingly raised to proclaim that intelligent

. executives should realize that they had monetary investments in men as

-

1bid., p. 35. g
LLELSS " ‘ {

21pid., pp. 35-36. -

. 93Claixde S. éeorge, Jr., The History of Management Thought
(New Jersey: Prentice-Hall, Inc., 1968), p. 142:“y\

9

‘-94Baritz, The’SerQants of Power, p. 37; and George, The History
of Management Thought, p. 142. . . : i

<
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- well as in machines, and therefore careful study of the human factor ¢

-~

. v
was. good busines.s.95 While one might have expected that the popularity

of psychological testing in industry would have- grown proportionally with
these changes in management's frame’ of mind, only about 32 American
4 o s

. ’ . . . .
corporations actually adopted psychological evaluation techniques in a

96

patient and experimental manner before 1921. Psychological tests

-

'y ,
went on to be generally discredited during the early 1920's because

hundreds of employers applied them in a hurried and indiscriminate manner

., aspart of their search for instant solutions thhgheir labour problems.97
By 1925 only 4.5 ﬁer cent of the best known companies in the United States
were using psychological tests; this figure rose to only 7 per cent in -
the next_ﬁi&g_yqars,?s Thus, before the end of the second decade of the
i . * !
twentieth century, " [both] managers and psychologists were forced to
admit that the psychological test was something less than the ult%yate :
o W99 . " ' .
panacea. . . . ' ' P \ :
At thq same time that a small proportion of American -managers were
putting their fai;h‘in‘the "scientific" study and explanation.of individual JP"
[ 4 ‘ . !
95Baritz, The Servants of Power, p. 35. ‘ . .
" . . .- -
. . . . - s N ’ M . -
1 B1bid., p. 67. © o A~
. . N '
1bid., pp. 72-74. ] . )
« PBrpig., p. 74, ;
 1bid. : ‘
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- differences as an integral part of scientific m::m.agemem:,100 other
corporate executives turned to works councils or employee representa-

tion as a more direct method of finding out what was on their Temployees '

minds.m1 Thus it can be noted that aloﬁg with the bloody and inhuman

events of World War I came the establishment, albeit on a conservative ,

basis, of the first inroads in}o the absolutism of managerial decision

making in non-unionized firms.
» -

;mployee representation can be defined as a "form of industrial-
- o " organization under which the employeds of an individual establishment,

through representatives by and from ong themselves, share collectively

- : 5
: in the adjustment of employment conditions in that establishment."w?'

ﬁ N
While the first suggé&stion for works (;ouncils appeared in 1886 |

3‘rm an art1cle entitled '"The Shop Counc11 "' the Filene department store

-

in Boston established the first Amarlcan employee representatlon plan . §:
in 1898. 103 No furthgz; developments were recorded in this movement until g
: S
< '
00(;eorge, The History of Management Thought, p. 142, ' “
101The author does not wish \Go c{nvey the impression that there " g
was no overlapping among firms that experimented with industrial i %
psychology and works councils. Hdwever, in other cases, companies that 2
h employed psychological testlng did not adopt employee representauon, g
" and vice versa. , . iy :
’ - o &
1022 ¢ 5 om . ®1s ' "k
. ional Industrial Conference Board,.Works Counfils ‘'in . the .
‘ United States, Research Report No. 21 (New York: Oct., 1919), p. 1, :
’ quoted in Wood, "Industrial Relations Policies,' p. 410. ’
-
Watkms, et al., The Management of Persannel, p. 23; and Leo @f
Troy, "The Course of Company and Local Independent Unions" (unpublished &
Ph.D. dissertation, Columbia University, 1958), p. 4. 'The Shop ‘Council" i

was published by the Society for Political Education. X

N . [
t N v
-
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S the Nernst Lamp Company of Pittsburg set up a works council in 1903.
A limited number of other corporations followed suit prior to the Great ‘

War, mest notable among which was the inauguration of the Leitch plan .

of industrial democracy in the Packard Piano Company in 1912, and

-

; ' 2 - . i - * v
‘Mackenzie King's employee representation plan which was introduced into %
\ .

5

@

104 .

" the Colprado Fuel and Iron Company in 1915.
Despite these examples, it cannot be said that industrial
representation. was widespread. in the United States before 1918. This

general lack of interest in such plans can be directly attributed both

— to the Telatively low Level of industrial strife between 1900 and 1916
compared with that'of later years, and to the fact that employers were
- - .- . >
~ . not yet feeling too threatened by the organized labour movement. -Total

union membership in the United States up to 1916 still constituted less

s than 10 per cent of all of the workefs in nonagricultural i,ndustries.105

» The aboge situation change—d'drastica'lly as the war progressed.
On the one hand, the labour movement became increasingl): well organized .
and militant as it recognized that the labour shortages caused by the’
. war wére a tremendous source of power. On the other hand, nignage‘m'er}tl Lo

Wrefu;xed to defuse this atmospher‘e through either bargaining with J '

(“\ employees or voluntarily recognizing their associations. Finally, the
AN 3 N L3 . 4

tw

104Watkins, et al., The Management of Personnel, pp. 23-24; !
Lescohier and Brandeis, History of or_in thé United States, pp. 338-
. 339. The Leitch Plan divided the powérs of the employees; supervisors,
and executives of a corporation in accord with the authority held by the
"House of Representatives, the Senate and the Cabinet in the American
Federal Government, see John Leitch, Man-to-Man: The Story of Industrial

" Democracy (New York:: B.C. Forbes Co., 1919).,
. ¥ I '

,l\osTroy, "Company and LocaL/Indepengent Unions," p. 6.
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- War Labour Board in April of 1918. Once es;ablished: thi% body iTm -
Aiately acted én itg belief that there was a need both for co&lect've
representatign by empldyees and séme instrgmént to carry out colledtive 0
bargaining besyeen the represehta;i%es of labour and management.lo Thus,
the right of prké¥3)to grganize among themselves was officially recog--
nized for the duration of the war, and the War Labour Board introduced

¢ ]

a structure for colleétive bargaining khown as'the'shop committeqﬂ =
- Generally speaking, tﬂe shop commiftees established by fde yar
-board operated independently of national unions. They were, therefore,

a compromise between indivigﬁaixpegotiation between employer and

employee, and.formal collective bargaining between employer rqpreseﬁta-

tives and trade unions. This does not‘mean,,however, tﬁat unions had

absolutely no input to, or impact on, £heizﬁbi\committees. ,y;bougw
re;resentative§ on these bodies could be either union members or

ununionized employees. In both cases the;g délegates were chosen by .

secret ballot from among the labour force in individual firms to meet /

periodically with management representatives from that company.107

These meetings were organized so that the parties could A

"negotiate" grievances, interpret the National War Labour Board's .t /

* > ’ “.

1061p1d., pp. 9-11. T

%70bid., pp. 11-12. T ¥
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— gui@elines, and 'bargain" over matters not settled 'by board decﬂisfoncs. X

R A

| In all casés, however, employee represenatives were excluded from the <N oA

. . decision-makirng' pr8cess surrounding hiring, firing, and wage increases.
. q

I i 2
RGN vfw o
e Bt i A Shedliy

RS

,/ -~ .
In addition, the elected labour spokesman had no power to veto policies

, AN

arrived at by management.'108 Y ¢

.
-

St

, /4
S . . As menttioned earlier; the National War Labour Board acted on the

’

pren}ise thatf!fecbgnition of .the righf of association and col}ective
bargaining was necesséry as a prerequisite to the successful prosecution
‘of thé war, and if estab}ish:ed 86 shop conhttees' throughout the United
» States before the armistice %vas signed in November of 1918.1% Howeve% '
P . .

the American government did not enshrine either the right of association

Fs

or collective bargaining in le:gi‘sl'ationn and after :&he war, when the

-

board's admmlstratlf« protectlon ‘terminated; most /shop comnittees

either fell by the wayside or were converted into company unions that

were set up, financéd, and controlled by management:.110 :
- <

o

Thus, World War I had a dirgct influence on industrial relations

in the United States because it stimulated and expanded' the idea of

1081414., p. 12. ‘ ' ;, . S

1091p34., p. 22.

4

" ) o ., - /
110Ibid., p. 17. According to Lescohier and Brandeis, History of

Labor in the United States, p. 344, American employers did continue to

develop employee representation plans voluntarily during World War I.

This was influenced by entrepreneurial fear that the Russian Revolution

would spread to the United States.,® See Scheinberg, "The Development of

Corporatlon Labor Policy," R: 122
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) employee represcﬁtatlon by forcing compet1t1ve businessmen 4nd labour

—

’ w

representatlves to dlscuss problems of mutual interest on a regular
> .

basis. When the war ended many large corporatlons retained some form

"of employee representation in an attempt to stem the labouI; unrest‘,that.

-~ -
continued throughout the reconstruction period. In fact, Don Lescohier

'\ / ,coﬁclqded that “@ployers af a.class took a definitely favourable

. .
attltude toward works counc11§"‘from 1919 onward w111 ‘

s
' ¢

. - The ext,ex;t to which Amincan emp}oyers endorsed empjloyee repre-

sentation after World War I can be. seen from tRe fact that although 77

- v

.such plans were abandoned between .1919 and 1922,‘ 317 new.ones were

started durmg this perlod "In addition, the employers representatlves

at the Pre51dent's F1rst Industnal Conference in 1919 clearly excluded
g

[
.

trade unlons' from thelr approval and endorsed works councils. Similarly,

a \

in 1920 the Un1te$States Chamber of Commerce’ pubhshedE the results of

&l referendum submltrbd to its members which 1nd1cated that a large .-

maJor%ty of Amencan corporate off1c1a15 endorsed open shop dealings

] N \ 2 . Q
3 with plant comm1ttees.%1<? , LA

4\ * _ ‘Am€rican gnployers backed their sentiments with direct action
' » ’ Y i

« and by 1922 the company union wds concentrated in the large establish-

ments of nearly all of the importagt_branches of AMerican industry.u;
4 .

' > ol

/ .
. - M
.

T .

\

i ulLéscohler ‘and Brandels Hlstory of Labor in the United States,

<

po. 348-349; and Sehemberg, "The ‘Development of Corporation Labor .Policy," *

pp. 124-126. . h L
1 12Lesc0h1er and” Brandeis ,_Hlstory of -Labor in the United States,
P 349. ‘ N .h' ) R ) B - |
. , . , 5 .
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because the Depression forced'works councils to prove their worth ‘and ‘
: ‘ . 10 P

trend continued until the peak of the movement was reached in 1926.

After%tbls date some decline in the number of blans can be noticed

L 0 . "
to deal with the difficult problems surrounding’the dischirgecof

employees and reductions in wage rates. Nevertheless; the large oo
. b

-
corporations in the United States adhered to employee representation._ : e

i .,
I :»f:»_{s‘»s'j"aéi“z\.?‘;s" ¥

throughout ‘these years, and in 1932, 313 firms-covering 767 plants and - T e
1,;§3;194-emp10yees, were operatg!%~wi1h company unions. The National , ' 1

f
. {
Industrial Conference Board was even able to report that over 85 per cent

»

of the employee representation plams in force in 1932 had‘been/}ﬁ conti- CT
114 ’ '

nuous operation for mére than 10 years.

! ’ [4
Throughout the development and growth of employee representation

~

American empléyers staunchly maintained that the need for trad$é unions °

-and their iAherent belief in class interest and conflic; had been’ super-

seded because wor&? councils constituted a new type of tolfective b;r-

'gaining that waslbased’on friendship, cooperation, and mutual interest;115

On this bisis\the stage was sé£‘for the legislation éneéted under the

New Deal by the Roosevelt administration which brought, national unions
e

an&JWOrks councils into head-on battle.

~

Section 7(a) of the 1933 National Industrial Recovery Act ig of

s ’

b

114Ibid., pp. 350-352. The 1932 figure of 313 company unioms in
767 plants covering 1,263,194 employees can be ‘compared with 399 company
unlons operat1ng in 1928 in 869 plants covering 1,547,766 employee;\\

‘\/

115 Lescdhler and Brandeis, History of Labor-in the United States;
p. 355. Vo , A L
-« s . \
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partfcular i porfﬁhce in the skirmishes, that developed concerning the

e~
AR

- future naturg of collective bargaining in the United States. The
' pu;posé of this clause was to séfeguarg employees' right to organize

) .on -
without employer’inté&ferehcer and to protect-workers from discrimination !

- 116

because of:union activity. However, >he ambiguity of the wonding of ]

this portion of the act caused imhediate difficulties because while

.
B . -

? - unions began to organize with newfound fervor, industrialialists also y
. attempted to_forestall bona fide unionization®y establishing new <

‘117

employee. representation plans. * In fact, some managers insAsted that

X . their employees form works councils and bargain through-emplngg repre-

p: T s.en_tat:ion.u8 7 : ‘

. '
* -

g . “"Thus, although the National Industrial Recovery Act,was declared
b ot - A

ugconétitutional by the American Supreme Court in 1935, both labour

unions and cdmpany unions increased in number and strength during its
Y

2, ) |
4 i

life. The National Industrial Cd;fgrence’BoaId reported in November of
1933 tha;; out of 1069 fin‘ reporting '"collective bargaining' facilities
¢ according to date of introduction, 400 company unions and 174 trade

. union agreements were made after the NIRA was passedl.119 - e

| U

SN - ol
| 116Edward é. Hermaniahd Gordon S. Skinner, Labor Law: Cases,
d | - Text, and Legislation (New York: Random Hou§e, Inc., 1972), p. 96.

s Mg, pp. 96-97. - o -
N ' /2118' 4 “ d " . |
Charles Frederick Roos, NRA Economic Planning (Indiana: The
Principia Press, Inc., 1937), p. 208.
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W It is reasonable,'to. conclude, therefore,h“although the

}% ' - National Labor Relations Board, wl{ich was created in 1934 to administer
» v \j 3

L

Section 7(a) of the NIRA, formulated the principle that ‘workers could

“choose either outside unions or in-house councils as their bargaining

oo agents,]‘20 that employers were hoping to continue to misinterpret the

. . ot .
law to their own ends. This intention was stopped short, however, when [ .

. .

. President Roosevelt signed the 1935 National Labor Relations Act which ,.\

included domination or interference with the formation or administration

of any labour organizz;tion, and financial contributions or other Suppprt

to it, in the lis‘t of unfair labour\practices; to which management was
‘ 121 ' o 1
to be held accountable. ' : . ‘

. It is obvious from American employers' adherence to the concept ~

of. emplo&\ee representation after World War I that they did not want

outside organizations to bargain for their workers. In fact, the feeling
.of most industrialists pas ‘that trade unions unmecessarily limited pro-
.duction, increased costs, denied.the wagé earner the opportunity to

receive the highest wages made possible by reasonable effort, hindered

.

* o promotion and advancement in accord with merit, and destroyed individual,

*

freedom. 2 However, industrialists' efforts to minimize the influence / '\\,

’ a

I N
. '

' ! _ lzoﬂeman and Skinfxer, Labor Law, p. 98. . < L .
: ' o ’ - .

1210.8., Congress, Senate and House, An Act to Diminish the
Causes of Labor Disputes Burdening or Obstructing Interstate and Foreign-
Commerce, to Create a National Labor Relations Board, and For Other
Purposes, 74th Cong., in Labor Law, by Herman and Skinmer, p, 1150

A

- o * 12250145 Periman and Philip Taft, History of Labor in the United
s - States, 1896-1932, Vol. IV: Labor Movements, (The Macmillan Co.,

-1935; reprint ‘ed., New York: Augustus M. Kélley, Publishers, . .
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S

of unionism were not confined to the post-war period- or to the propa-
l

-

4

gation of works councils--antiunion associations appeared on the American
~ scene as~early as 1900 when 38 companies joined together in Dayton, Ohio '

to form a united front against the rapid strides being made by organized

labour.123

By 1902 tﬁ"Dayton Employers' Assoclatlon had succeeded in estab-

lishing the open shop throughout the c1ty and similar bodies were soon ,

formed in other municipalities. It can be seen, therefore, that manage- 3

s 1T T

“ment philosophy in the United States at the turn of the century concen-

s

%

»
%
Aoy

trated on resisting the exercise of employees' right to join unions more °

S

i
3

than on fighting against excessive demands of a specific union group.124

’

s e
Al e

. From this Selig'Peeran and Philip Taft concluded that employer organi-

/" ‘ 3 o‘ l’- I3 3 3 - ’ . .- .
zations were not attempting to minimize the influence of unionism i

their locaiities, but ".”. . sought . . . the effacement of the org ized

. labor pattern from the consciousness of the average American.citizen."125
Management's plan of attack against unionism was more philoso-

phical than it was tangible. In specific terms it tried to put labour

on the offensive by emphasizing that it was the employer who was tyfaﬁ?
niz¢d and oppressed because union business agents were, interfering with

, "

1966), p. 490 and Allen M. Wakstein, "The Open Shop Movement, 1919-
. 1933" (unpublished PH.D. dissertation, University of Illinois, 1961},
/ p. 147.

v

»

Perlman and Taft, Hlstory of Labor in the Un1ted States,
pp. 129-130.

- i ' t“.
1241bid., p. 129. . T ‘

. i s
J— »

1251p14., p. 133. :
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%_ ’( 1ndustr1a115£s' inalienable r1ght to run their enterpr1ses’as they saw

f fit. Thls of course was propaganda that appealed to traditional -

é American individualism ;nd thus was influential in shifting public

z, \ - support from the worker to the employer.l-26 - o i -

% While the eafly\swentieth century’aﬁtiunion drive was predomi-

%_ " : nantly a medium‘and smal{ businessman's movement, the post-World War I

g push for works councils emphasized liquidating labour's wartime gains .

and included the executives of large corporation§.127 By the autumn of

1920, the Unitgd States was covered with a network qf open shop asso-

ciations that advocated the aﬁolition of the '"un-American" closed shop

as the first step in paving ;he way for a return t& the time-honoured '
. :

: " American principle whereby every worker could enter the trade or business

v - L]
‘of his choice and accept employment under congditions satisfactory to
128

t

himself without interference from labour organizations.
The major force behind the coordination of American management (
attempt to destroy unionism in the United States was the Nat10na1
Association Qf Manufacturers. Throughout the 1920's the members of this
organization, and entrepreneurs in general, revelled in the high esteem
with which they were held by @he .general public because most Americans

still believed that what was good for businessmen was also good for

- . . 4

. N\ -
¢ N 126Ibidu l V‘ 1
. | — .lr” R r
1271big., pp. 135, #9L. -
. ' ’ b . .‘ ’ ° ' ' ~—— &
o 1281p54., p. 491. . .
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129 . ‘e - . '

, ‘themselves. Average American citizens endorsed the open shop move-
. ' ) a. . 'Y J‘ 4 ‘l '. ) .

ment with the additional reassurance that employee Tepregansggtion would

~

restore the old personal relationship between labour:and management and

B
e ot caabe de i e

curb labour strife and the formation of trade unions.

AR A O e

Before moving on to other aspects of management's industrial 4

-
..
kB

relations policies during the 1920's, some consideration must be given
4 , ; ' - ]
to the type of relationship that usually developed between employers and

r

employeés in companies that operated with works councils. It must first

et PR R i e T i g

) be pointed out that the influence exercised by elected employee delegates

in company unions ranged from purely advisory, in some cases, to an

actual share in making decisions affecting the 1ndustrial concern, m '

others. In most instances, however,- the employee representatives/were

R N s Rl S N R TR S L P

- '//
; - not allowed to hold meetings apart from management in order to fonﬁlate

and discuss ideas before confronting the employer. In addition, ﬁracti-

*

A cally e\;ery plan includedsome ,limitations ‘on the subjects that could

4

come up for cons1derat10n or action. In some cases wages, hours, over-

tn?e{ and work rules were on the forb1dd£n ’hst and smce most managers

-

retamed veto power in thelrown hands or at the discretion of hlgher
officials, employée represéntatives were limited to expressing grie-

vances about working conditions and making recommerflations concerning

. their solution. 130
On top of the above it must be remembered that employee delegates.
. ‘~ »
. 129 e : i g
i{{) ' ’ Baritz, The Servants of Power, pp. 58-59; and Wakstein, 'The
Open Shop Movement," pp. 131-132, 147. - _ ' ’
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. . 1‘i"oLescohie‘g and Brandeis,\ History of Labor in the United States,
L p. 356. - 4 . o '
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- were largely’ untrained productlon workers with little free time tg’ 9 f
'deVOte to their "unlon” dutles. ‘When they were successful in w1nn{ng }
improvements‘for their collecagues, theseygains were confined to indivi-
dual piapts or companies with no impaét\on the indystry as a whole. What

A
is more, ehe bright and iﬁeelligent worker representatives were often
promoted out of-wsle labour ranks and into first-line supervisory

positions. Finally, employees did not have the right to_ strike/in the -

pursuit of solutions to internal plant problems. This i9 one neason .

e

why the National Industrial Conference Bdg;;“Las able t repeatedly call .-’ ‘

attention to the effectiVeness of employee representation plans in

facilitating wage reductions. 3} -

» In spite of these serious inhibiting factors in most works , .o

council plans, it must not be forgqtten, as Carroll French pointed out !
: w , * :
whén referring to the introduction of employee representation at the

, Colorado Fuel and Iron Company, that o

for a corporation whose traditional labor policy had so long
B jignored the slightest claims of Iahor to recognition and had ‘
) insisted upon jndividual bargaining} the change to a policy - g
’ of collective/dedling thrbugh joint/ committees of its own men -
‘ was a big step forkWard. L \<‘ \ , ;
While further c derat1onxw11I'be.§:yen‘to other aspects‘of

, company unions in Chaptér IV of this thesis, it can be concluded that

Ameérican management, through works councils andiéntiunion drives, . ‘

e

.

M ¢

'y

o - . 1 4

Blipid., Pp. 340, 356-357. o,

AT

13 2Carroll French, The Shgp Comm1ttge in the United States

(Baltlmore5 Johns Hopkins University Press, 1923), p. 18, quoted in
Lescohler and Brandels .History of Labor: 1n the United Staté%, p. 340.
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L4 « » > 13 . 3 3 L]
retained complete executive power in relation to hiring, firing,s~and
gy

job. ﬂspecification during the 1920's. Nevertheless, the wmf»lete

industrial picture was not quife as static as one might imagine because A
g U -
. : Lo . . q i 5 5
the winds of change in business ideology that were felt during World War &
- : - Tt
LT » ik
I continued to intensify and have an impact within managerjal circles "’\,’g
- g
throughout the following decade. \ . ’S’é
The refinements in industrial relations that gained acceptance b
e during the 1920's incorporated the prewar measures contained in scientific o
, , 7 .
. . i . . . o~ o
management, welfare caplt'ﬁllsm,\einfloyee representation, and industrial o %
psychology and safety, and expanded them into the development of an 3%
organized, centralized procedure for hiring, firing, anduplacement §
through the introduction on a large scale of employment or personnel g
v — ':{
departments. g . i
a - . :
Pe;‘sobne’l management can be defined as '"that part of the. %
* industrial hierarchy whose objective is to recruit and maintain a stable
’ and efficient working force and to administer to the needs of the
]
m)rkers.":l33 Cenerally speaking, the direction and coordination of the
human aspect of organizations that is implicit in personnel adminis-
tration arpse from the need of management to achiege maximum production
\ ; .
7 ' with a minimum of effort and friction while takjng into! account the
* well-being of the workers.1 4 " ' Py
'
Y : 13393 chard B. Peterson, "The Early Development of Personnel
L . Management: 1899-1922" (unpublished M\A. thesis, Universify of Illinois,
N 1956), p. 1. ’ , ;
1341bia., p. 12. . ) «
~ R I .
. “ .
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The first signs of ;y‘sonnel management were*seen in the Un1ted
States around 1890 when. scattered employment bureaus were charged with

hiring functions.)‘:”s During the following ycars, however,. personnel

.

s

men were generally frustrated through a lack of authority since foremen

and plant supervisors struggled to retain their jealousy held grip on

the hiring and'discharge 'functions.lz56 With time, however, as the e

economic benefits of scientific management and welfare work, along with

the expense of high labour turnover, were gaining recognition by managers,

real attempts at organizing employment departments came about.137v 4

P
»

Nevertheless, it was not until the urgent necessities of World

Viar I jolted management into 'I;ealizin'g that a new, more enlightened - :

. e
policy of human relations had to be introduced, can one observe a rapi_d é
increase in tne number of employment departments throughout the Unitefl %
YStates.l:”8 The immediate factors that contributed fo this rise in | &

2o

£

centralized personnel work can be found firstly in the acute labour :
shortage that was bi'ought about through the enlistment of large numbers

of men into' the armed forces. Secondly, the American government ..

. » N It ’
encouraged throughout the war both the use of scientific management to
v _ . . » , ) /\‘
P .
1351bid., p. 19. ]
136 ' K '
Ibid., . 19-20. .7
ibhic., pp .o - SRY
137Ibid., pp. 21-22; and Baritz, The Servants of Power, p. 50.
» E— ) . .
lssBaritz, The Servants of Power, p. 50. \ )
. - : A3
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i{g'easg efficiency and psychological evavlu‘ation to facilitate job
* placement. This emlilgsis on organization and centralization, plus 3he
increasing attention that managers had already been payfing to the -
welfare of their employees, encoufaged employers to reevaluate the
internal structures of their own organizations.. Lastly, the effects of
management's reaction to the in'crerasing mi,litancy apd unionization of
t}‘l'e civilian labour force after 1916, which was largely occasioneq by
the rapidly ri§i}1g cost of living, cannot be underestimated.139 .o
Therefore, through combinations’ of some 6;‘ all of the al?ove
factors, many executives recognized by 1919 that it would pay economic
divi&ends to encourage better human relations between employees and ‘
employers by appointing a personnel manager to coordinate industrial
relations r)ractices throughout a firm. Such an officer would/ngt/orrl?/
—
be able to determine long rgmge~polic.ies concerning th/e/hanciling of
workers, but, in addition, the specialized knqwiedge and techniques
found in the personnel office would facilit;lte the process of making the
highest councils ;)f management aware of labour problems grov;ing within
the company. This would ;;ossibly improve undérstanding b,étweeh labour
‘and management, which would hopefully, according to man&v employers,
» increase produc'tion, reduce friction, and stave off unions.140
- The speci#lizatiéu of the personnel. function a3 indicated aboy

signalled the creation of a body pf professional labour administ/ra ors.14

/

g

: ~
Peterson, "Personnel Management," pp. 27-34.

' . e
140Ibid., PP. 53-54; and Baritz,’\'t_\e ’Se/rvauts of Power, p. 16.

e

4

141-Peterson, "Personnel Management," p.. 54. ' ot
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As such,f/ personnel managers were ge'nelzally responsible throughout the

/|

1920's for the hiring, discharging, transferring, and “;ﬂ}’cement of

workers; labour turnover analysis; welfare work; time and motiamn study; -

accident prevention; and'where applicable, works councils or employee

representation, collgctive bargaining, educational programs, recreational
facilities, housing, training, health care, and libraries.142
- As mentioned earlier, the growth of personnel management in the

United Stateé"i»;:'is slow. The National Cash Register Company established
i

(4

I3
the first mod,érn personnel department in American industry in 1901, and

du@g/l(c;rld War I not more than 10°'per cent of the pMnts successful

-

enough to support the added overhead of centralized pers&we? /ad/migs-

tration actually did 40.143 Similarly, fewer t 0 companies were

‘experimenting with scientific persdnnel/ thods in 1921. lfowever, these

-

firms set the tone/and the pace/of/ffxwre developments .and between 1925
* +

and 1930 industri Wa /pefsonnel»prowgi:ams grew steadily in
- 144

i{opulén‘ity and -even moved 'into a large number of small plants.

S -Personnel management suffered some setbacks when the Depressmn

~

struck 1n 1929 and managemem;\began to look for ways to cut costs. In

some cases the amount of personnel work undertaken we€ reduced, -and in -
1 .

“many enterprises it was totally abandoned. Most c6rpg;;ﬁions, however,

retained their labour relations structures, and a few even increased
» ' ' : '

|

4214id., pp. 56, 67. :

143Nelson, "The New Factory Sysfem," p: 176; and Baritz, The .
Servants of Power, p. 50. . ' '

‘o

144Ib1d., p.60. v
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- relation to the surging labour movement. As a result, vthe 1935 statis-

"J

their employment-—centered activities durlng the early 1930'5.145 .

A new and strong impetus -to personnel administration was 1ntr0-

-~ duced along with the passagé of the Wagner Act and the outlawing of

company _ unions in 1935. 146 Management no(\y had to organ{'zé:itsel'f in

= f

. T
o '

"

tics, which  indicated that about -33 per cent of the nation's inc{ust&‘ial

147 T

concerns had personnel department(s,t' rose steadily during the foliowing
. . D [y k] cm

years as management geared itself for new battles to be fought inc1fea—
3 ) -~ ' >
singly on unions' terms. -
— *~In concluding the histor); of managerial philosophies of industrial
. © * -

. relation$ in the United States up to the end of the 1920's, it is evident .
that the changes occasioned by scientific man'agement, welfare 'c;;;italism,
"J  industrial psychology, employee i'epreser}tat.ion, and personnel management
‘did not make employers recognize the worker as a "coop‘grator"msiwith ’

personality; attitudes, and inner f.“ings that must be respected. While
- - ) ‘ \

B X

scientific management had recognized that labour is not ,'a commodity to be
manipulated by the laws of supply and demand,.its practitioners did view

workers as machines whose vilue could be determined b& ‘their quantity of

' 145 Ibid., PP- 118- 119 and Lescohier and Brandels istorx of

;  Llabor in the United States, P: 329.
‘ . t

[4

- _146881"11:2, The Sefvants of Power, pp. 119540.° "K?
N - » ,,‘: . N ‘ -
1471bid., p. 120. o Y
148 .. e
“Bendix, Work and Authority in Industry; \r 295.
- } - 3 3 ° s N "‘ './ Dl RN x‘
A S ¥ .
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prohuct ion. 149

he sense that the 1ndustrlallsts ‘who belleved in it recognized that

employees were soc1a1 ‘beings with a desire for self-expression, adherents

of the ,welfare_movement also assumed that workers were children whose

150

- T

~ .
duction could be bought through paternalistic monetary incentives and

Ty

welfare measures which 4 .-
’ [encouraged the worker] to form the hab1t of relying, not upon
himself, but upon the employer, for help in the ordinary problems
and even in some of the great crises of life, - If the worker has
a toothache the company dentist will cure it; if he has a headache
or a cold, he can get ttreatment from the company doctoy; if he or
a member of his household needs an operation, the company doctor
will help him find a competent surgeon; in some cases the company
optometrist will measure him for glasses, and the company chiro-
podist will treat his corns; if he had legal difficuities, he «can
obtain free advice from the company's lawyer; if his wife br
children are sick, a nurse from the company will visit his hpme

Similar‘ly, while welfare management was progressive in

employed- and leij:w;st/ﬁé/afrar}gea for them.”X~ That is, welfare
. . N N 1 .
malﬁgemenwi aith in the idea that increased efficiency and pro-

3

al

to render such assistance as she can; if he wishes to save money, “

the cdmpany\ will act as .agent for a bank, deduct the money from
his pay check, deposit it in the bank, and do the bookkeeping for
him; if he needs to borrow money, the company will lend it to him
at a low rate of interest; if he wishes to own his house, the
company ,will build>one for him and sell it to him on easy, terms,
or help him to borrow the money to build it himself. 151

.

Whlle it is tfue“\‘thﬁt la‘rge profrtable cor?oratlons with

generous welfare plans were probably able to reduc‘e labour turnover and .

PR N © »
-

- 149Les'cohier‘and .Brandeis.\Hi’storLof Labor in the United States,
p. 326. — ¢
- 8044,
’ ’ o , . . .
* A 151, ) L

< ‘)

s -

%

[

Sumner Slichter,

-quoted in Irving Bernstien, A H'_ts'co*r:ys of the Amenican WorkLr 1920- 1933

The Lean Years (Boston:

pp- '186-187.

. -
, . : X ~

‘iioughton Mifﬁ_hw Co., The Riverside Press, 1960),
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win a fair degree 8f employce loyalty through such measﬁres,ls? as time
y '. T . - \ e
ogressed some_people ‘began to wonder whether it‘*liﬁf\t not be better
. o \
for the workers to be encouraged to take care of some of their. personal

concerns themselves.15 Additional impetus was given to this idea as
' \

©

- .
' evidence ﬁndicated that paternalism did not always placate labm\n; to any

great extent.” One example of this can be fouhd in a survey published in

the UnitedgaStates in 1927 that concluded thy employees in many firms

- showed little "apprec:‘t'ation" for what was done for them under welfare

Jlans becduse they suspected the employer's notives. > - P

¢
F} N ' . .

‘M Thus, as more and moré American employers became discouraged
. ’ U 4 - . : - . ’ .,
wi th: the jresults ef industrial betterment, the nature of personnel

managemen/t egan to change. Slowly its disci};les moved toward recogni- o v
). ‘ , ' o
tiqn>of the complexity of industriaL_nelations and the integral part .

that nanagement must play- in the day-by—day ‘task of handling Iabour - '

7', matters .a;lps > On thls platform a modified ph11050phy of management evplved

‘ ‘
fron Elton Mayo s’ research mto human relations’in in ustry. .

. Iromcally, Mayo's work in the Fater 1920's and early. 1930's °

\

-grew out of American Tndu;triatiéw" ‘continued aitempts to determine the . S
c‘ N [ - R i v .
Pyl P : &
b4 ' . . ks
152 ' ' - N . re - :‘
§Ib1d., p. 182, | . // .
PN = ' v ; s
R YT T R N e T
L + . '
o Mg, poass. | 3 ) (
‘ ' X , - . . -
: 'lssl.escohier and Brandeis, History of Labor in the United States,
’ i p. 3260‘ v - - :
R L , , :
. - v .l. Qg‘ ' ' ! ) ‘ ) : )
] . “‘a“ . 4
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| ro - effect of changing physicagl céﬁditions of work upon productivit;. Much

-‘to ﬁanégéhent's disbpiief; however, Mayo's investigations at the
Hawthorne plant of the anfern Electric Company revealed that output
and empioyee morale are not related to physical factors because worker's

i are intimately involved in an intricate social organization of their
- e ‘

i \ own which largely determines the individual's status and behaviour while
' !

156 . . S . co

at his or her place of employment. This labour interaction, it was

also discovered, prevents management from imposing.production quotas

\]

\y;/yecause the employees themselves determine the capacity of each member
of the group and.exert peer pressure to discourage dev1chy. This of

[

course indicated that ability and performance are nof/related 51nce

each worker's output is dghideﬁ)upon by the industrial unit to which the -
fr 3 i N e v .
157 - ’
: 10yee belon s.
. empldy S )
. Thus, Elton Mayo s conc1u51ons diverged 51gn1f1cént1y from
“ bl
conventionalNgisdom “because they emphasized that employees operate less o

- -
’ according to economic self-interest than on their desire to stand well

with their co-workers.!™ Further to this, Mayo believed that industrial

: - 9.
life,in the factory causes a sense of personal futility which results

-

in soc1a1 maladjustment and eventually obsess1ve, 1rrat1onal behav1our

thax leads workers to -limit the1r output as a defens1ve device calculated o

o At RN

» [ 4
: - ‘ , ot -
. .

- N

[ B '
. . . -

| 1’Sf’l}arltz, The Servants of Power, pp. 78-80, 92-93; and Wrén,
The Evolution of Management t_Thought, p. 299 .
|
’1
|
i

157

Baritz, The Servants of Power, pp. 93—94? . ;
158, ..., ' ‘ b mat
L Bendix, "Taylor and Mayo Compared," p. 139.
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////~\\gg_prbtecg/%he1r rights of self-determination in the face of management' .

////ﬂ~ pqwer.ls ) -
~ } , ‘ O EE? basis of these revelations Mayo tLrned his attention to
/ the quest1on of how, to make groups or 1nd1v1duals respond to management
" - [
b ,\\\ . and management's goals: In searchlng for solutlons to this problem he
i . \\\ V aécepted Ereder;fk Taylsr s belief in an admlnlstratlve elite, but he o
- \Y‘emphasizgﬁ that its effo?ts'must be directed towards bringing about an

L 8 .
,;/) organizational environment in which employees can fulfill their desire

kil -
< .
N

)

" both to feel thép'they are performing soci;ii} jmportant work, and 't
y ' . 160 ‘ “ ‘
find a, sense of belomg\gy ' » . , +

T

A

TR

.
w . N sV

! . I:&couclus&on Mayo and his associates recognlzed that the

\ L

"human reactions of peoﬁig engaged in, productive work have a much more

. . important équpt n theit Eqrale and efficiency thén had-previdusly been

’ A realiied "19r Thus, Mayo pr;;}dgd research ev1dence of the need to
. \ L e \\
udderstand human motivations and gfpup reac§/9ﬂ3 when attémpt1ng to get
- / . o
thlngs done through people. 162 As\a res It of these eﬁdeavours dhd N
R ’ 3 V4
findings, gmerlcan managers and their sp cesmen slowly begam to concern

B} themselves with trying to understan4~worker§ as individuals with wants,

“motives, drives, and.personal goais that need to be katisfigd. \

- v . o% ’ ‘
. R \ -
' . o . . - ]
N

7

o ;hA 159Wren, The Evolution of Managcment Thou ght p- 291; and Baritz,
e Servants of Power, p. 101. '

f N \J ) ‘ \ '
" \/600a1e, Management: Thedty and Practice, pp. 1‘187 and Wren,
. The Evolution of Management Thought, pp. 295-296.
' I

(R

C . - Y

161 ) - e
~"Baritz, The Servants of Power, p. 81. '

162Me*rri.11,L Classics in Management, p. 406.'
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- r‘; _. To conclude this chapter, we have seen how American managemént's
LV A
5ol concepts of labour policy have been progressively mod1f1ed since the end

- N

- - of the Civil War That is, between 1865 and 1938 a combmatlon of outside
pressures such as hostile public opinion and the increas:.ngly ~scomplex
nature of 1ndustr1a1 society, along with the arrival on the scene of

v [}

o new approachés to certain aspects of labour relations as enunciated and

Y

popularized by a relatively small mumber of American individua'ls,i slowly
" succeeded in moving some corporate executives in the United States toward
limitdd recognition of the needs, wants, goals, and abilities of their

work.er

¥
v

; L 3
In-tracing the ’evolution of the above, however, it must be

clearly understood that the" -introduction of new labour policles as | . \

symbolized by the 1nangurat10n of sc1ent1f1c managalent welfare plans, )
fringe benefits, employee representation, and personnel management did
‘ not involve as much altruism on the part of the employers es\{t did the \
_ é R desire to reduce costs and 'confl'ict' while increasing production. Therefore, °
‘ between /the rise of. the systematic hanagement__moveuent in the 1'“880'3 g.
r ' " and the slow realization by Eltdén Mayo and his followers if the late
1920's that the physical conditions of employment are only one factor .
p ‘i\n 'ivorl:\er motivatior;, it can be said that some executive offié:ials in i
. the United States did learn to adapt to changes in the world surrounding
and affect:mg them even though these alterations had to be forced on

. than by the realitxes of declming profits, govermment intmention,

hd )

and labour unrest. . : .
_,,«1; . \ s » / s [3
] N : -
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CHAPTER II A . ‘
N\

y THE CANADIAN SCENE, 1880-1938 . :
] d . .
' The previous chapter defined in' more or less precise terms the

-~

philosophiesband attitudes of American businessmen from the beginning of
the post-Civil War era up to the end of the Great Depression. A basis '

4

on which to illustrate parallels with the corresponding Canadian scene
R

was thus established, and a presentation of.this material £o1lows imme-

diately. ‘
The present chapter will begin with a discussion of Mackenzie

> King's philosophy of industrial relations as set down in 1918 and 1919 .,

in his two major treatises on the sub}ect. This will be followed by an

on

examination of available Canadian evidence which indicates the existence

of :close parallels between the philosophies of management adhered to in

-,
o

Canada\a?d the United States during the time pgriod undér consideration.
The purpose behind introducing a comparative investigation:of

Canadian management's atti tudes tdward.labour-managementigelations with

a breakdown of Mackenzie King's philosophy of industrial relations can

be found in the fact that in so doing~the authpr’is‘pregenting'fkcritical

T exposé 9f‘the'pre-1920 Canadian scene that“will Jﬁpply the reader with a t

(

heoretical overview oiDCangﬁian l;ﬁbur-management relations as r?corded
by one of. the foﬁnders of the Capadian Department of Labour. On £his ‘

.. basis we will then analyze kigg’s pérceptioég of hig-times, his predic-
tions for thé'fufﬁrc,.gng the similigitiegﬂapd céntrasts with the American

i v

.
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51tuat10n that are discernible both before and after the publlcatlon of

I

h1s work.

’

Industry and Humanity, Mackenzba.King's first, coordinated state-
N s

ment on}igahstrial relations, was a di?§Ct result of the author's

experiences‘as a labour relations specialist hired in 1915 by the New

- York-based Rockefeller Foundation to investigate the "Ludlow massacre"

t

at the Colorado Fuel and Iron Company. While the book was or1g1nally

intended to be a f1na1 report of f1nd1ngs for the foundation, it developed

~

into a full-length study of the prqcess of national and industrial Tecon-

o . (Y
struction, that was béginning in Canada at the end of World War’I.1

King was deepiy affecied by both the carnage that was going on

v ‘. . .
in Europe while he was in Colorado, and by the inhuman and bloggy‘results

s

of ‘industrial strife that He researched as a Rockefeller employee.., He ¢

belleyed that lessons should be learned from these events, and that a

-

Y
l/society could be created in both 4

3 - >3

the parties to industry would

new, peaceful and productive industri

Canada and the United States if on
]
let Faith ‘be substltuted for Fear; let mutual con51derat10n and
confldqpce supplant §hsp1c'on, and constructive good~w1ll replace
resistance; let the par;}é; to Industry recognize a mutually, /
not a conflict of intergst, in all that pertains to maximum
production and equttable distribution of wealth.2

- &

«
—_—
(

Lyon Mackenzie King, Industry and Humanity: A Study in
the Principles Underlying Industrial Reconstruction, with an Introduction

lyitni

by David J. Bertuson (Toronto: Thgmas Allen, 1918; reprint ed., Toronto:
Unxver51ty of Toronto Press, 1973), p. vi. .

P et 3

2Ibid. p. 172, L -
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With'the above as a summary of présent North American ills and

recommendations for the future, King proceeded to examﬁpe the processes

and attitudes that had to be chenged,for this vision to become reality.

e

~
The first major area in which he belicved revision was required concerned

Charles Darwin's doctrine of the survival.of the fittest. "King felt that

-

T L. $
this law was being adhered to in Canada and the United, States as a rule

3
,
-
B
i
!
4
3
w
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y
¥

of conduct or a moral precept that called for ongoing struggles between _
individuals to determine which were best suited to be successful.> He

stated that this was a confused and '"curious juxtaposition of ideas"4

JRURESS E T - AR

e

* because in fact Darwinism expressed the struggle going on between orga-
— <

nisms and their environment, not between organisms of the same ‘type.
- ' " . "
. King concluded that the interpretation that he was witnessing was
’ -
obviously illogical because a struggle between like organims in which %

\ : . R :
' the fittest alone would survive, would eventually .obliterate the entire
' .. human race. As an alternative to this King proposed\that mankind should ;

> concentrate on adapting-to its physical surroundings so that as many ' ..
) . s ' ' .
) individuals as possible could live to work together.5 ' i
S » ‘ -

. "An understanding of the ?bove'clearly indicates to the reader .

a

that Mackenzie King was leaning toward the po§itivistic school of philo-

sophy. Confirmation of this is found in the f;%t that he was searching;
. - . . @

for a replacement for Darwin's doctrine. King ekpressed the validity of : ,
¥ ‘ . -

o

‘3- N -
Ibldo, Po , A . . . - 3' -
l Y ' . ~ >—4 ) o L. _. ' . ./"( ’ . 1]
- ‘, ‘b, - ‘ - '
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Ibid., pp. 85-86. o R e
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his search in the following terms: IR ’ —
If the physical universe is rational and can be understood, [it
is] reasonable to suppose that, in the field of human relation-
ships, as respects human right and obligation, there are also
-laws which govern conduct in accordance with previous thought .6

- king's quest did not go unrequited. The new order of cooperation

-y b

that\be hoped would eventuall& overtake indua%¢ia;\§oci;Z§F%%s to be
based on a set. of rules derived from Louis Pastéuz‘s law of peace, work,
and h&alth. Pasteur set down the basic‘premises of his thoughté as
follows:

Two contrary laws seem to be wrestling with each other nowadays:
the one, a law of blood and of death, ever imagining new means
of destruction, and forcing nations to be constantly ready for
‘battlefield--the other, a law of peace, work; and health,
evolving new means of delivering man from the scourges
beset him. The one seeks violent conquests, the other
lief of Humanity. The latter places one human life above

thousafds of lives to the ambition of one.’
On this basis King went on to explain the law of peace,’ work,

and health as . .
- \

. .a part of 'the larger Order which sustains a divine creation, and‘
which evidences a universe begotten of a beneficent Diety, not a
world the outcome of Chance, or even of Intelligence, limited to
the direction of Matter-and Force. In industrial . . . relatioms,
the Law of Peace, Work, and Health is made to prevail through
regard for the iéinidual as an end in himself, not merely as a
means to an end.S . ¢

o

& e
As noted in the summary of Mackenzie King's recomméndations for

the future, the implementation of Pasteur's law would require not only an

b

~

-~ Cmbid., p. 100. . : T
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. TIbid., p. 16. & . '

Ibid., p. 111,
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abandonment of the inhumanity‘and conflict inherent ‘in the ¥reed of the

LAY

B
4

survival of the fittest, but it also called for radical adjustments to

g Al

basic misconceptions Jithjn the industrial relations systems oﬁérating .,
. .

< L . :
ip the Western world. King's most fundamental changes in this area -
&

concentyated on tRe actors within these systems: 1labour, management, -
capital, "and the community. . | ’

The idea that there are'four parties to 1ndustry, not just two--
capital and labour--was, as King said, relatively unrecognlzed prior to
the appearance of his work. Because of this, King was very conscious .
of the need to clearly explain his terms. Thus, in his speech entitled ) . 3
! Four Parties to Industryh he defined capital as the prov;der of the
;:§ihatgrials, tools, appliances, and equipment éssengigl to all |
ipdusthal processes.10 The major ''raw materiqg:)édpﬁliéd'by cabitai ’ .
cbn§ists, of course,.of fﬂe investment money necessary to organize and

expand business enterprises. * According to King, management'is entirely

dissimilar from capital in the #fense that managerial ability is f%gnd ‘

L

- in the personal service which brings about efficient cooperation and .

, . ’ . . , -
good relatigns between labour; capital, and the community.11 Labour
| ’ ’ . ¢

n%turally was defined as. the supplier of the muscular and mental energy

¥
« . . 1 -

FA - S

——

9W1111am Lyon Mackenzie King, "The FoGr Partles to Industry"
(address before The Empire CIub of Canada, the King Edwara Hotel, March
1;\ 1919), p. 5. . .
a \ . -
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inherent to the produltion of goods and serviceéliz Finally; the

>

community for King includes everyone within the society under whose

sanction industry is carried on. According to this definition, the

community participates in each phase of the indus;rial cycle: production,

distribution, and éxchange.13

Thus, labour, maﬁagement,‘énd capital are

part of the community because each both produces and consumes the distri-

©

buted products.’ ) - \

: King beliqved that the fear énﬁ mistrust with which the four
bartiéS'to industry viewed eacﬁiother was largely due to the jealously
guarded autocratic power wielded by capital\ﬁnd'management, and to the
sense\of insecurity and injustice engendered by this control that was
felt by labour and the community.14 king strongly urged that alljfear
must be eliminated so that everyone cou}d work together in a spirit ‘of

3

mutual confidence and faith. It seemed natural to him that each group.

should have the power and the control approprlate to the -role each played

since he propésed that each party is depentbnt on the others for the

production of goods and serviges. Correspondingly) each party should

share equally-iﬁ the gain§ achieved because laboug, capital, hanagement;k

and the'éOmmunity all invest important elements of themselves in the
. v L Y

h <
Ibid., p. 5. *.

N . ’ v R

lslbid., p. 6; and King, Industry and Humanity, pp. 96-97.

14Kiﬁg, "The Four Parties to Industry," pp. 8-9; and King,‘
Industry .and Humanity, pp. 157-167. ’
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k creation of a successful enterprise.

F;!

g' P . With the basic causes of fear and militancy between the owners

g and directors of corporations on thé one hand, and labour and the com-

i .

] muni;ty on the other, now identified, King proceeded to elaborate on the "
ﬁ"* methods required to make cooperation between these groups functional.

k b t , N -

¢ In generalizing these changes, he proposed that revisions within existing _
) g prop 8
\« structures were not enough; a new belief.in common aims and common

e SN

justice was required.16 In other words, King was saying that new "right
. ‘ ,
ideas" based on the recognition of mutual interests between the parties

to industr)" must be substituted for the "wrong ideas' based on greed and
competition that had resulted in the wave of strikes and violence that

had been sweeping over North America throughout most of his adult life.

—

* King expressed these views as-follows:

’

- It is not extent or forms ofwnlzatlon nor amounts or methdds &
) of remuneration in Industry that will solve industrial problems
as they arise, but the application of right principles to_the
, . human relat<ivon9 which the contacts of Industr* occasion.

The reason why King placed so much emphasis on"'right' ideas" is

<
because he believed that once they are accepted and replace '"wrong .ideas,"
. o
+° - .
15l(mg, "The Four Parties to Industxy," pp 7 13- 1'9‘ and King,
y Industry and Humanity, pp. 168-170. N 3

\

16King, Industry and Humani wpp~\100-i()1. King included
collective bargaining in the category of existifg practices that had to
be revised because of .its emphasis on mistrust and conflict.

r . -

Vbia., p. 134, - _




then the practice of the latter eventually falls into disuse.’® The - ¥

two."idgas" that King believed could rcvolutionize industrial relations

— .
[

are justice and mercy. Accordingly,-therefore, it is i "\. . P

Upon the ancient precept, 'To do. justly and to love mercy,'
[that] . . . all the principles which -underlie Peace [are
g - - founded] . Upon it are founded 'also the principles-which under-: .
' lie Work, and Health. In a spiritual‘interpretation of the . - ;***‘
universe, Justice and Mercy are the agencies which make of the
, world one t brotherhood. . . . They are the essence of the -
1 divine order which sustains manklnd and by which, ultimately,
it shall be redeemed.ld o , e

Under this framework King proposed that a state in whlch justice
7
and mercy are practiced could be arrived at if certain mechanlsms were

employed. That is, justice a}nd mercy would become accepted when al%

. _ industrial conflicts are subj'ected to <nvestigation, 'cqncilj.ation, .
arbitration) or a dombinatioxi'gf all three.20 Investigation was King's . { -
-?avom:e:d method of avoiding conflict between lé;bour/a’ﬁa/;;nageryent , and
conciliation ‘and arbitzation were éeen as additional refinements auxi 1ia;y

‘e

to this process.

King particqlarily praised investigation because through it he

_ believed that the truth hidden within conflictual situations’ could be -

"made clear to both lgbour and management with the result that the futility

'
’
P N i

* ° 9
- : i ] T oL
8 , N

X _ Ibid., p. 115, ‘ : -

y ¥ Ib1d.,p 11&/ ' L ':_ )

2ol.eg:.slz«ltn.on along these lines was already operational in Canada
under the Conciliation Act of 1900, the Ra11way Dl\putes Act 6£°1903, and

-=---the Industrial Dlsputes Investigation At of 1907. \H}‘we\ren, compulsory
prov151ons applied only to the railways-and other forms of transpovtatlon,
mining, and public utxliues. Mackenzie King was instrumental in the
passage of each of the above faws.
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-arbitration would then be yshered in only as last resort efforts to

" evolved in‘Bz{t;z:l}rpm ‘the "Magna Carta of 1215. As King said, this

o ETPRNETE 3@6{??\?;3!&43&»*»1 WG - . -
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and waste of strikes and violence as means of solVing‘diéputes would
become apparent.21 It is evident, therefore, that King placed consi

derable emphasisé on the power of truth once the’facts of a situation .-

e
'

are arrived at:

Investigation is a lettlng in of light. It does not attempt to

award punishments or to affix blame; it aims simply at disclosing

facts. Its efficacy lies in what it presupposes of the power of .
‘Truth to remedy ev11 of itself. . . . So powerful is Investi- % K
gation as d means of inducing right behaviour, that authority

to employ this method at any or all t1mes 1s of itself protection
against injustice.22 . o

- . . A Y
The above mechanisms should not, however, be. considered as means

3

onto themselves. ‘Further revisions in the day-to-day operatian\bf\labggr~
t N T
management relations were called for in order to create a foundation on
which cooperation could function: , Investigation, conciliation, and,
l' 0 - ?
adjust disputes_‘ed to stave off the eruption of open strife.

At this pbint King was calling for the introduction of a system

of indugtrialldehocracy that would pErallel the political democracy that

-

N

wagqaot unprecedented in North America. Labour and management represen-

tatives met and conferred with each other in. Canada and the United States

~ I

—

~"when making the decisions essential to the efficient prosecution of

A Ay

H

21 In order to disclose the facts of a given situvation as a
prelude to discovering the truth, King included in the investigatory
- process the ‘questio Ip Qf 1nd1v1dual$, the examination of documents and.
premises, theﬁs sng of comparat1ve conditions, and the securing of
expert opinioj, “Sgey ng i Industry and Humanity, p. 143.

"22 - ) ! e
'y Ibid., p. 142. ) , )
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( World War I, and King himself had already introduced an employee répre- i
~ - 2 é
~ sentation plan %?to the Colorado Fuel and Iron mines in an attempt to f
\ A #
g restore 1ndust1ﬁal peace thére. . o~ “ ’
. The mechanics of King! s proposal concerning works councils will’ . ) ,;
e - ] .
¢ be analyzed and discussed in Chapters III and IV of this thesis because ¥ .
£ . . o
k Imperial Oil Limited inaugurated a joint representation system in early
% c 1919 that is very similar-to the one set up in-quo;ado. Briefly, though,
: ! 06— s
King's, ideas were once again based on his belief in the essentiélity of . -

J / ) partnershlp among the four partles to 1ndustry In. defmlng "partne

Klng sald .

[It] is essentially.a matter of status. It does not 1nvolve . s
identity or similarity of fupction on the pdrt of the’ partners, ) ) '

or equality of either service or rewards; but it does imply "~ _.

' equaligyy as respects the right of representation in the deter-’ . \
oo - mination of policy on matters of common interest. 23 N

& .

To implement this relatlonshlp ng of caurse was calling for
recognition by capital and management of labour and the cammunity as

equals in the production process. Once this recognition is accorded,

-

——— ‘ o ____—_’_____’——/’/ .
-~ then the principle of conference is called into, play.
4

i . e v
M_was——proposin ization of’ gp,iial-and*'rabo/uﬁo the extent
£ . 3 T e
that they would meet and confer with each other on a regular basii\.//a-/
order to make decisions pertammg to the Operawf plantra” d . ,
. ‘ "‘, ;—_—-"’7/,/_0,1\/ i e

factories S5 : o
v«__.__Accomngvag— épresentation would be . e
democratic beca{use the for?atlon of joint labour and management committees

Ay 3 74‘,/,._ i ,

‘ ot N .-
. /
!
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§
3 ——" o
@ . “

23King G"’The Four Parties to Industry,!' pp. 19-20.
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e .
would 1ntrqducc "known ordcrly, -and expcd1txous proaedure";z4 to»the

&

handllng of all matters requlrlng adJustment Ip this way the deter-

<

« i

mination of industrial p011c1es wuid have rcgard for the interests of .

N
l' e ‘ '\

alrconcerned - . \

\
K] B

resent&tion on_an ind1v1dual plant basis would dcvelop 1nto the

~

I{L : Klng hoped that cventually. these prin 1p1es of cooperation and
4

S abllshment of permanent ‘joint industrial councils embracxng all of -
#f
t e workers and all of the employers in a’ ngen trade or industry. These
~ L’br\
bodies would be concerned with/the determination of -industrial policies
. # ‘ &

and .the glxation of industrial standards enforceable throughout the

indusiry tgfough the cooperathon of the government of the country

i »

Govern?ent in this case would be both representxng the comnun1ty and

-~ a ¥

prdtqct1ng,gts mterest.’s.%6 Lt C ' fqp '1 N

d,— i !
In cong¢lusion, it is obvious from Industry arnd Humanity and
. s ;

: s v .
"The Four Parties to quustry" that Mackenzie King cons;dered the
industrialized world as.a cohesive unit in the sense that undesirable

relations between employers and%fmployees were transcending ajl national’ -
’ - -~ 2 S

‘ bodndaries, including the boarder separating Canada from the United

\ . :
States. In addition, one tan deduce tMit the future Prime Minister of
PR " Y 3 . +

¢

Canada believed that this country suffered from social Darwinism during

" the' late ninetéenth century to a deéree comparable with the adherence in

s o . ' Ji i 4 . 4

T

241bid., p.t28.- . o : .
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the Uni ted States outlmed in Chapter T of this the51s The problem now .

LN

remams to document or dl.scard this view through an ana1y51s of the
- ) » 5

attitudes that Canadian entrepreneurs evinced during this period. on

‘ . .

" this basis a discussion of the question’s ‘related to the development or
N L) ’
non development of systematic/management, scientific management, welfare

-

work, employeé representatiﬁa, and personnel management in Canac!g. will .

naturally follow. ' ‘ e ‘ - .

° & . . N

, ~ In beginning a comparative analysis of Canadian managerial <

philoébphi’es, it is essential to keep in mind that Canada industrialized ‘ "
L 4 R - .

later than th¢ United Statés. 'In fact, it was not until the period

between 1879 and World War I that the upper half of the, North American L

continent witnessed its revolution in the stfucture and natuie of £
. Wy L:«:
industrial entrepreneurship . When indust 1allzat10n did arrive it was .

partly the result D/f contmued growth in t

+ -

industrial sector over the i e

“x
“tive tanffs of John A. Macdonald's National Policy. 28 , e
" Inthis amosphere the growth of Canadian manufactgrmg fac111t1es
- * v

g b .

‘ - -

27T W. Kcheson, "Changm‘g Sécial Or1g1ns of the- Canachan Ind@s- - 2
trial ‘i-:hte, 1880-1910," Business History Review, XLVII (Summer, 1973), Co )
p. 189; and W.T. Easterbrook and Hugh G. Aitken, Cané'd,van Econopic e *‘
History (Toronto' The Macm1llan Company of Canada Limited, 1956/,/ PP- - Loy
387- 400 : - E

l\ - ) ) . "~ .

4 +

, 28 W, Acheson, "The Social Origins ®Ff the Canadian Industrial
Elite, 1880-1885," in Canadian Business llistory, p. 144, ’ e" o

.



‘ & ' occurred at a rapid rate in muﬁerous areas between 1880 and 1884 with
. /‘ ! i ¥
. many of the. 1ead1ng industrial fn:ms bemg small family partnerships . &9
valued at one or two hundred thousand do\l\l\ars and employing up to a

e T few hundred workers. 2°

Towards*t}:e end.of the 1880's, therefore,
3 © . industrialization joined forces with urbanization and industrial cities

y . . y
‘\\b\gcame the dominant feature of Canadian life.30

2 o ~ ‘ : ~ ‘
i ' Now that the scene was set for the full force of the Industrial

] y
¢ - "~ Revolution to be felt in Canada, comparisons with the correspondirg . \ '»

American scene can begin. In many fespects’it can be said that .Canadian

2 ' entrepreneurs were in a position rather analogous tq that of their
pr 8 " ' -

. southern counteiparts as far as a productive and enticing atmosphere
. ’ } - ‘. = . 14 * 2

‘in which to operate.was concerned. Canadian busipéssmen, for example, . ‘

;' ) enjoyed extremely lowﬁtaxes since federal income and eorporation T Y

v
AN "“a‘“ W;WW‘H“".\; <

deductions were, st111 unknoym. Smilarly, all levels of goverméent were

DR

)

¢ .

%i ' generally friendly to private enterprise, with the-Qttawa forceg offering
both génex'-ous subsidjes to assist industrial devp%?pent and protective

e tariffs to hedge Canadian markets. Finally, within business itself a r’ ;
-firm economic foundation already existed in tgrnis of ntransnpori:ition, , )

N ] g ° o - , - 3
_banking, -and distribution facilities.>) » S :

'i . - M -~ f © . . rs h -~
-} RN f

' '

e - 29 Ache:son, "fsglal Origins," p.. 144 and Acheson, "Changing * .

Social Origins,” p i ’ RN SRR
}- . ~~ . 4 ‘% ,f’//& ' y »

e !

N S . 3%.p. clark, The Social ﬁevélopmezsté of Canada: An Introdyctory =« .

' Study with Select Documents (Toronto: The University of Toronto Press, = |
x S 1/942),p 382, . ‘ -

N . LY . \

- J , 1Bhss, %Livirgg’?rofit':; p. 10. T -
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\ With this idcal climate favouring early Canadian entrepaneurs :
- it is little wonder that many of them, like Gilded Age American business- ' gé
. ' . ° ’ ¥,
men, feverishly desired to maintain the status quo and preaehed.that ’ %%
. ’ . « ) . v ;‘;
. success was available to anyone who was willing to work for-it. . Thus, g
. . T
. . - E
many older, experienced men.of affairs believed that Canada was endowed é&
with inexhaustible-natural resources and advised that no areas of enter- ~, 5
prise were closed to young men starting out. E.J. Davis is one sucn/;eﬁ§~N :
example of a company owner ﬁho expressed this view as a representﬁ%ive 3 2
of the leather 1ndustry at the National Industr1al Conference held in / %
Ottawa in September of 1919. As Dayis said: ~ ./ \ 2
There never was a time in the history of this country, in my ) ; ‘ §£
judgment, when thele were greater opportunities fori young men "-»g
by hard work and 1ndustry and enterpfzse'to achieve\in a few o §l
. years distinct success in almost any career they desire to enter B
upon. g
P . . LT
‘ On a more general basis William Wickliffe Johnson, manager of ’
Dun, Wiman gnd Company of Montreal, expressed comprehensiwe recommen- . ¢
dations for success in 1882 that\are vety reminiscent of the advice v
- p / : . o
. ’ v - »
given to American youth by Henry Clews eighteen years later. According .
to Johnson, a comblnatlon of self-help, 1ndustry,¥energy, determlnatlon,
and tarent, supplemented by a 11ve1y sense of personal honour tagt: -
S 4 ¢ ¢ & v
unfailing’ serenlty of temper, and the art of 1nsp1r1ng and retaining
' 5 t ™ -
friendships are the attributes that lead to success.33 Unlike Clews,
; @ ,' ' -
v \ ) , . o . 7. . " : . l ‘e‘:
3ZCanada,\Depat“tment’of Labour, National Industrial Conference: |, F
‘Official Report, of Proceedings and Dlscu551ons-(0txawa King's Printer, -
1919), p. 69.. .
-w '
. 33 William Wickliffe Johnson, Sketches of the Late Depre551on' ,
Its Causc, Effcct and Lessons, With A Synoptical Review of Léading Trades ‘
\ » 4 f’( . R o v . a =
. v <, . o { ._.J\‘
) .




however, Johnson did add a qualifying note in wh1eh he acknowlcdged that__ _

adequate capltal and propef location are necessary to some degrec to,
34 - o

[y

achieve the desired results.
: It can be seen, therefore, that hard work played a major role in.-
i 4
corporate executives' recommendations on the subcht of success. .S.R.

Parsons from the British American @il Company rep#esented general manu-
' H
fgﬁ&pring interests at the 1919 National Industri?l Conference and

1 *>
’ | N

B

explained this view very carefully at that time. |-He, like Henry Clews,
N~ . ’

also stresged the importance of saving and-investling money and exerciéing‘ :

v . ' 3

thrift: ¥ o

Very largely the difference between the successful man of to-day-
and the unsuccessful man is that the one worked early and, late
without regard to hours, was thrifty and saving, and got ahead
and invested his savings as profitably as he could. That oppor-
. tunlty is ogen to very [sic] man; was never more gppen than it b
is to%day.3

K3 . - > . ! 3 °
In a similar-vein, the American-born chairman of the board of

e

’the Canadian Pacific Railway, Sir William Van Horne, was very willing .

o

' < ¢ - . . 3 . . N
to expound on‘the various characteristics requisite to success in”an . . .

‘article that appeared in Busy Man's Magazine in 1905. He, However,l

- - \

emphasized the qualities of individualism thdt will lead us to a

. . , . . i
discussion of social Darwinism in Canada: -

. . [
’ . . 5 : SR
4. ‘

v ‘Y v Y . C !

Dur;ng,the‘¥ast Decade (Montreal: J. Theo, Robinson, Pa&{isher, 1882), .°

35Canada, National Industriaf Conference, pZ 95. See also Lord = =
““Serathcona's views on the 1mportance -of vhard work 'in Bliss, A Living /f
Proflt p. 27. : co .
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\

o) Get away from rules. and regulations. Be original. Escape all
' . trammels of use and wont. Do not depend upon the heading in the ’
topy book or the chapter- in political economy. Do things
daringly, independently. Those who have-succeeded largely have
been self—re11ant they have not asked for patterns, or models,
- to go by. They ‘haVe simply taken hold and done things. Such
persons have succeeded with the aid, more or less, of accldent 36
! Sy,
.-( ¢ While the author found no definite ;ndlcatlon that Herbert

~

Spenéer or William Graham Sumper directly infldenced’CanaQian thought’

priqp to'World War 1,37 adherence to the doctrines of Adam Smith and .,

’ o

David Ricardo during this period seems to be a well accepted fact ;n'

°

some Céﬁiﬁ}an ‘rcfgsh J.A. Corry, for example, stated in 1939 that R

~ v -
Confederation came about just when laissez fa;;d)was at the peak df its

authority in Canada.>®
b

ation ygars-wixnesséd a "kind of grandfatherly paternalism" on the part B

He went on to add that while the post-Confeder-

[
H

» of the anadian gove:nmen; through its subsidizationlgf i%dustry without
- ) v L}

. actually 1nterfer1ng 1ns1t Corry concluded that

Lalssez faire was long regarded as the appropriate p011t1cal ! T

i? - ' maxim. It received powerful confirmation in the everyddy scene.

‘ The 1ndustrious and the thrifty thought they created the oppor-
tunity which carried thgm forward. The self-made men who have
moulded Canada saw conv1nc1ng proof of the maxim in their own
success. ThlS belief 1n self-reliant individualism was‘strong

o »:’_ * ' A ‘ PO .

L H‘ r : R - ‘
4 ‘ : . 36Sir William Van Horne, "Originalit)/ the Secret of Success,"
P Busy Man's Magazine, Dec., 1905, p. 25. : s

>

.
’

} * v ' ’ 37Hérbert Spencer and William Graham Sumner popularized social
L § Darwinism and laissez fairé economics as they applied to everyday life
in the United States after.the C1V11 War. :
/ >

¢

e
R G 3BJ.A.,Corry,;The Growth of Government Activities Sincé Cdnfeder-|’
- . ation: A Study Prepared for the Royal Commission on Dominion-Provincial

¢ . 'Relations (Ottawa: 1939), p. 3. Seec also Vincent W. Bladen, An Intro-
" duction to Political’Economy (2nd ed., Revised and Ed{ted by Alison Kemp;

. v+ Toronto; Unxversxty of Toronto Press., 1951) pp. 288-289. N

" 4
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enough to postpone any serious attempt at state regulation until
* the twentieth century and to prevent any Significant development
in sgglal services other than education, until after the Great
. War. ; .

=
Ayt

The 1937 Report of the Royal Commission on Price Spreads iffgg;

Further gonfirmation of the idea that laissez faire economics was

practiced during the early .years of the Canadian Dominion; The commis- ,

sioners maintaiggd, for example, ghat‘the economic arguments accepted
- E ‘e

4

in nineteenti’century Canada stressed that free competition not onlf
provided low and flexible prices that were valuable and necessary in
. -4 ) .
’ " Canada's variable economy,, but it also stimulated\éﬁﬁiﬁigaty and.direct

productive activity 'in a way that maximized the national income. 0

These of course were the standard argyments of Britainfs classical .-
g

' economists. . o : o .
. Thus, while the above two sources indicate that the Canadian Ef

& . . people valued individualism and the principles of laissez falre .

VO economics, the Royal, Commission on Price Spreads also‘concluded that

. o n "'3
_ the Unlbed States accepted more completely than England or any g
7 of the British Dominions the philosophy of laissez faire indivi- -
3 : ddﬁllsm, and to a much greater extent than almost any other .
country crystallized this philosophy into statute law. 41 .

! Y ' Leaving the legal aspects of political economics to later in this

chapter, .it must be notedfhgre that it is difficult to determine whether .

. 2
L) Ve

TR LT

\

{ ‘S . 39Corry, The Growth of Government Activities, p. 5. -
|

|

v ~

E ' . 40Canada, Royal Commission on’ Price Spreads,‘Rebqﬁg of the Royal

©

Commission op Price Spreads (Ottawa: King's Printer,1937) , p.«5; -
N . ' » .

Mrysg., p. 254 : | ‘
-—..r. .- B




n]gy and Amerig?n.captains of inddstry that were reprinted from United States

. Appendix 3, pp. 84-85, quoted in Bliss, A Living Profit, p. 42 .
v ; 43 few examples of the titles of thest articles follow: 0
R 1) "Beverldge, A Study of the Self-Made Man,'" Busy Man's Magazine,

Herbert N. Casson," BMM, July, 1907, pp. 91-94. : e B
k ! 4) "Characteristics That‘Make aSuccessful Man," BMM, Aug., 1908 pPp. -
g ‘ 118-120. :
® . 5) "Canada a Land of Opportunities,' Maclean's Maga21ne, [hereafter MM]
. ' . Sept., 1912, pp. 85-87.
p Q - '6) "Reylew of Rev1ews. The Greatest Movement in Amerlca," MM, .June, 1915
’ o h pp. 59-63. This article calls for decreases in 'governmental restric-
, oo t1onﬁg:bu51ness and the. reassertion of 1nd1v1dua115m and private
; ownership ' .
B - u . ..
- T R , '
, ’ . - .
. . ’ R A
- - . k« ' S ] )
’ ,:" N
. b &3‘ S

a
T

5 G ST
N ~ . {;

. 0 . ' «¥ ['f}\\‘
' Y . A ‘ 4 R ;}1

. \ . 78 - i

. ' o Y : §
Canadian individualism was{in fadt less intense than its American counter- N

. . / i ' ;‘,;_‘

) 7 N '};A

part. On the one hand, statements by Canadéan industrialists on self- o i

. . v . , . S

help and the survival ofﬁthe fittest are not difficult to locate. Sir - o P

William Van Horne has alreedy been qhored in this regard, and Walter

1
. N ‘ f

~~-Paul, a Montreal retailer, sgidlin 1888 that he was '"strongly in favor
. - I . ’

4 2 . ) -3 :'«"
On the other hand, ) B

.

of freedom of Business,.survival of the fittest."
Herbert-Speneer and William Graham Sumner apparently did not achieve lhe :
wide'popular reception in Canada that was abcorded to them in the United -
States, Tpls deficiency may have been part1ally counterbalanced how-

Voo

ever, the countless articles extolling the successful self-made man

’ ° periodicals in Canadian magazines.4§ 9' . T (
~A !

' o 42Canada Houge Sf Commons, Journals, Report of the SeleEt

Committee to Investigaté anqueport Upon Alleged Combinations in Manu-
factures, Trade and Iasurance in Canada (Ottawa: King's Printer, 1888),

[hereafter BMM], Dec., 1905, pp. 38-46.
, 2) "The Surest Way to Attain Success," BMM, June, 1907, pp. .135-136.:
3) "What Business Means to Me: An InterV1ew Given by Andrew Carnegle to
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Additional clues td the depth of Canadian management's accep-

tance of social Darwinism may,be found in te degree to yhich employers

ke
actually adhered to, the laws of laissez faire economics. The first = g

] ' [y L]
major point that must be expressed in this regard is the fact that, 1lik
Vd ~ ‘ . ‘.
their Aflerican counterparts, many ‘Canadian industrialists sought to cu
. p . .

selves. Thus, although Walter Paul advocated unrestrictgd enterpris
o ;

- l,‘

the publlc.44 : - : ’ e

4 .

. The growth of business combinations and trusts to reduc compe-

™

titign in Capada can be th?ced to the declining years of the n

century when businessmen took actibn on their realization that déspite
the opportunities open to them, hard work, honesty, and frugality were: . J
. - i .
i often not enough in the real world of 1ndustry to- stave off bu51neqs .

.

‘ fallure since thate were always competitors that were wgalthler, more s
LY

a

- .~ efficient, ‘or less scrupulous.4v5 Under these _circumstances, trade agree- .

. o

ments to fix p#ices and the consolldatlon of two or more existing and

" . Y
AN
n oy

compet1ng concerns Hpto a single unit ‘became ‘increasingly popular untll p

. v ~
by 1910 the jpiqf.stock’oompa’§aunder the direction of career‘ownegivv

A ' . \ -
. executives becam;\the dominant industrial form in Canadian ente prisq.46
' AN
44\B1. s . A N
w iss, A Living Profit, p. 42. ‘\\ A
. '45 ; ‘ : ‘ - s , ) N . -
b S .~ Ibid., pp. 53;54. - L : S .
t - ' . ) , e . R .

[ . v o

49A(:heson, "Changing Social Origins' p. .189. ot
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Thus, after 1880 the sizejpf many firms increased substantially and

ks

o |
large corporations with thousands of employees existed side by side

}\"/
‘with family shops, partnerships, and private banks.“. -

While’ most major industries were involved in the merger move-

ment,48J those particularly affected between 1900 and 1912 included

7/ ~
coal, iron, steel, pulp and papér,  packing, and canm'mg.49 We can see,. .

therefore, that monopolies and oligopoliés were of considerable impor-"
S .

. A~ ‘%ance in early Canadian economic life as the number of combinations.

1ncrea.sed from 2 in 1900, involwing 19 separate concerns, to 22 in 1910,

taking in 115 firms.>0 . ! N

Once again the debate on whether trusts adversely affected tHeg

Canadién ‘nomy or not could be a lengthyone. Nevertheless, as was

LIN

' . Y

) 47Bliss, A Living Profit, P-

' *®Ibid., pp. 11,-34-35, 40. VoL ‘

-
1

49Canada, Report of the Royal Commission ‘on Price Spreads, p. 28.

o : Ib1d The ReRort of the Royal Comm1551on on Price Spreads,
p 28, also offered the following statistics on combipations that were
formed in Canada between 1900 and 1933:

. | . fo.oF ” NO. OF ___—
y ,___CONSOLIDATIONS - - CONCERNS ABSORBED
3 T \ ] - ) .
1900 _ 2 & . 19
1901 S - A R
- 1902 . 1 RN 45
., 71903, N\, . .- ? -
. 1904 S\ ‘1 i - 2 :
. 1905. -1 g C 4
- i . v x ‘,1 ¢ . ,
. ) ~ ‘ ~ . \ - i R %‘m‘
” . : [ b e .\‘ - - »
/ N
. F ~
I M 2]




the case in the United States, the federal government‘becalﬁe involved.51

» . K .

‘ In this instance a select committee of the Canadian House of Commons was

. . N + .

-, , 1906 ; 3 ' 11
. ‘ 1907 - . -
© 1908 . ) - ,
1909 / o |
1910 ‘. <///’ 22 115, "
1911 . 14 R 44"
1912 - ANEEE & S ' 37 "
1913 . : .5 S 16
1914 T2 o . 4
; 1915 4 10
3 - 1916 "‘ﬂ" L2 2
E R S 1917 L 3 . 10
B ’ 1918 2, 6 ,
‘B . ¢ 1919 ‘ I 2
R \ ' © 1920 - 2 2.8
R 3 . .- | 1921 R “"
E - . 1922 4 °
3 ‘ . 1923 ) Ty 38
i A . T+ 1924 . 15 . 29
B o 1925 ‘ 20 ) 68 ‘
1 ) . 1926 . 25 70
3 1927 - ‘ 31 ‘95
3 . 1928 68 - - 195
E o 21929 62 149 )
L §. 1930 25 65
¥ - . 1931 - ' 11 L ‘ 20
k- . : 1932 . ‘ 6 . 13 .-
- 1933 - 8 - ' 8
v TOTALS : 374 1,148

The industries most affected by mergers between 1921 and 1930 'were
. ‘brewing, canning, dalrymg, pulp and paper construction materials,
and the grain trade .

o -

. 51For an interesting analysis of the Canadian government's:®
- 4 ’ attitude towards, and legislation concerning-combines and trusts in
S Canada between 1889 and 1910, compared with similar efforts by the
- yAmerican govérnment during the same period X% the United States, see

Al ) ~ Michael Bliss, "Another Anti-Trust Tradition: Canadian Anti-Combines
Policy,. 1889—1910 " Business History Review, XLVII (Summer, 1973), 177-
188.'
et
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2,

2,
3

o a

,appomtedd in 1888 to 1nve§t1gate alleged combines in manufactures, trade,

s v ‘T TR !
P
34

;o and insurance. When this body discovered sufficient ev1dence to justify

a4
. .

3 ' ) legislative action on monopolies, an'"Act for the prevention and sup- =

s,

2T

i

&
1

2

LG
Libnd¥
L]
x4
R
B

S
g

g : B pression of combi;{ations in restraint of trade" was passed in 1889. -

%

Xy,

.\
S
¢
<
o
t.,')%

However, to an even greater extent than was the case with the American

5

Sherman Anti-Trust Act of 1890, various diffic jes arose-with the .

enforcement of this 1aw even though it was incorporated into the ) )
¢ . ‘Criminal Code in 1892 a é was periodically amended until qt'f\e Combines .
Investigation Act W passed in 1010.°2 , ’

© ~

An add.xtmnal parallel between American ‘and Canadian expenence

hd . \ 0
\

' with trusts can be found in Canadian bus:messmen s staunch defence of"

o

o

their right to cohspire.. Like their United States counterparts, P
B 4 s ' ‘ l . \»,, . .
3 L. Canadian entrepreneurs consistently maintained that large corporations
* and combinations ultima’ﬂly advance the welfare of the entire nation,

. and their statements in this rbgard strongly echoed Henry Clews. William

McMaster, for'example, a director of the Bank of Montreal in 1914 stated

" at that time that

— : S ‘
. SzBladen, Polltlcal Economy, pp. 209-216. The above f1gures
may not really reflect the number of combinations being formed in Canada
since as Michael Bliss noted in A Living Profit, p. 39, wariness of’t{w l
" anti-combines legiglation may have reduced the incidence of formal } |
-agreeméxts and made the ifembers of trade associations more careful about
the legal implicatiops of their constitutions and by-laws: Blisg did -
however note in "Another Anti-Trust 'I‘radltlon " p. 185, that in 1910
, the Dominion \\Iholesale Grocers' Guild was st111 recordmg price-fixing
s * argangements in its minute books, a /pd the "secretary-of the Retail
.4« - Merchants' Association saw no reason to hide the fact that it was- g »
L ‘holding price-fixing:meetings. Bliss also argued in this article that .~ ° |
i the Canadieh anti-combines legislation was never really taken seriously .Ww-'''

S “, by either government officials or, busingssmen prior to 1910.
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~
L) . - -

the whole cffect of Trust méthods should be to bring about such

- economy in production and distribution as will make for a bette

standard of wages for the workmen on the one hand, and a cheaper
product for the consumer on the other. . . .53

s
. ' g Similarly, Sir William Van Horne was justifying trusts when-he

very clearly stated his views in 1905 on the need for large corporations

and unrestrained enterprise: o
P4 4 . . .
A country which gives unlimited encourdgement to entetprise will
be prosperous. There will be little poverty in it. There will
be few bare-footed people in such a country. ' And is it not @pby
to see the reason? It is eleméntaxry. The wealthy men who have
“~~ made large fortunes have made them not out of nothing, not by
" sitting with folded hands: - They have made them by operating
great manufactories, by employing thousands of men to produce g
things which this country and other countries need. They have
thus started into being scores of valuable activities, all of
which have afforded employment on a large scale, all of which
have.spelled comfortable homes and good food and good ¢lothes
_to thousands and millions.>4

It is interes:cing to note that Van Horne made the above co’rgrﬁents
after stat'?g that "the way [John D, Rockefeller] has been hounded is

. /. ). . . >
simply atrocious.'" He then went on to praise this mosg_notorious. of the
American trust owners as a "man of daring and resource" who was also a

. ¢ - :

?

Pp’lkerful adninistrator with a strong intellect and’a wonderful organizing .~
55 . e T ‘ N

o '

faculty.®
In coriElugling this section on the fanadian merger movement, the

. R ‘ . . ) )
author does not wish to leave the impression that Canadian industrialists

I " - »
"

: : ) K . ’

r s

-

53¢, Lintern Sibley, "William McMaster's Dynamics: How 3
Busu:}ess Creed is Working Out in Practical Affairs," MM, Feb., 1914,
p. 138.- ' , .

¢
- . 3
a

5_4Van Horne,','"bx_-i‘gi_nali‘ty-, the Secret of Succe s," p. 27.
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-

- waﬁted to completel’y ehmmate free trade. However, “cogperative’ asso-

s

- ciations and consolldatlons were formed in Canada from the 1880'5 'onward«

.
i £ 1}

in order to /protect various business interests, and many Canadian

»

“managers saw these as tl\\\nly means by which honest businessmen could

i

make a "living profit" in the c%mpetitive situations in whiCh they found -
. ’

themselves

Q- -

‘On this basis 1t is obvious. that~many’Canadaan entre—

"

_preneurs wlshed to control some aspects of their envu‘onmentflnste d “of

opera’ting in a world governed By‘the strvival 5F the fitfest;'.
; S i ( ,
"1in the real world of business most participants in the

As Mi/cha,ef
Bliss concludesl:
market would have amended the formula for material success to Tead

aid}med Prices.">’
=\

Turning to Canadlan management's attltude toward trade unions,

,'

it must be noted that the discrepancy found in the United States between

&

Indus try R Integnty , Frugality,

°
¢ -
o

- indnst}ialists' defence of their own combinations but intolerance of
T
i L. . tﬁz right of workers to form corresponding organizations, was also

< 4 -

apparent‘in Canadg. In fact, while some Canadian businessmen at the

4

beginning of the twentieth century were rationa]izing their trade agrg'e—' -

ment on the basis that the rlght to orgamze was enJoyed by th\‘ liberal .-

. » professxons and labouyr, mapy were actually worklng to nulllfy thelr -l

r

"employee§" efforts in this direction, —

x

» - -

L\ — . *
. 56

Bliss, A fiving Pro,fit,%;- 38, Iy o

S71bid., p. S4.

4
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.
.

Canadian Eemployers began to organize themselves to eventually
. . . g \
deal-with labour, as well as to reduce cOmpetition and/ptotect other

T -] * ) -

. interests, at an early date. The Canadian Manufacturers' Association

~
- L . - -

was fo_rmed in 18‘71,' and it was followed by-tfle Canadian Bankers'
Assocxatmn in 1891 the Retail Merchants' Aisociation in 1896, numerous
Boards of Trade and Chambers of Commerce "before 1900, the Canad1an

. \
\ Jumbermen's Association in 1907, the Association of Canadian Advertisers

in 1914, and ‘the Investment Dealers of Cariada Association in.1916.,§9

N . . .
- t . . ‘ .
7 Concernmg trade unions, howeVeér, Canadian management succe,ede&

S ’ unt11 the 1890's in having most labour organizations outla\s%d as conspi-
o racles in the restramt of trade. Then when' the appro‘;nate statutes

were changed to make all trade umoms legal, many employers refused to

'J\ v

either recognize or bargam with them unt11 the 'hihadmn govermnent
,stepped. in with Order in Council P.C. 1003 early in 1944.
. . The Canadian legisYation that stalled the l_)irt'h of an organized

N ,labouw movement in Canada was based indirectly on the American belief -

- 1

and, directl\y on British precedents which stated that trade unions are

1‘ﬁJnrious to society because they " nterfere with unrestrained enterprise.

' , f

More speqifi‘cally, the conspiracy doctrine that outlawed labour organi- \

zations was, an\outgrowtf of the idea .that the price of .labour, like the

. s - ~ by
“» . i s
N .

.

59Ste\\vart: Ctysdale, The - Industrial Strgg_gle and-Protestant Bthxcs

+ in ‘Canada: A Survey of Changing Poéwer Structures and Christian Soc.1a1
‘e Ethics (Toronto: The Ryerson-Press, 1961}, p. 9.
» .
. 60? C. 1003, among other things, set down certification procedures
. for unions,tand stipulated that management must recognize and bargain
', collectively with these bodies'. - ) /

R v . . . L
» 'Q'wm"wrww ot o e by e e s oy ~.;»)w.-,—.--« w‘w-msw*"—r-ﬂ»w s g gy A e 0 e s
! - H
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pr1ce of any other commod1ty, is determined by the laws 6f supply and -
®

.demand On thls basis it was maintained that any 1nterference w1th the

free ‘working.of the market lessened eff1C1ency and conse%hehtly the
— .

;ﬁ\ wealth 6f the nation. -It was thérefore afgued that’ ne obstacle could )
o5 .

- . N . v ‘\ '

i : » . be allowed to interfere with the wage bargains being made between

= employers 3nd‘employees.‘ Thus, trade unions could only cause dangerous - Z%
.~ economic friction by hinde;ing the se;f-adjusting process of the market . _ ‘:

R —_— through }estraining trade. St ) - ‘ !
h ’ : As we have seen, however, the conspiracy legislation outlawing / g:
L

. trade unions was no longef in effect by 1892 andkéanadfan m&nagbment was

left to deal with legally recognized associations after that date. This

3 ' does not mean though that employers complet%ly aécepted this turn of

} ~
i <,
"

%
events. In fact, whi%; Bliss concluded that Canadian captains of . . ) E
. industry res1gned themsg}¥q§ to the existence,of a ‘counter movement “ K

o .
A )/ 4between 1883 and 1911, 62 at least one employer,'C.H. Carlisle of the

L [
°

Goodyear Tire and Rubber Company in To}onto, Ontario, maintained as late

4 .
as 1919 that trade unions are irresponsible organizations because they

\ ] »
are not subject to th9 same anti-combines legislation that.iﬁhustria;ists ' %

) -~ LN

“were living with.63 In spite of this lingering resentment, since it is

)

patently ridiculous to discuss trade union power when these bodies are -
. > p

bound by conspiracy constraints, other reasons for Canadian management's
v &_ N

»
L

| " 61J.C. Cameron and F.J.L. Young, The Status of Trade Unions in . =
Canada (Kingstom: Queen s University Department of Industrial Relations, ¥

B ‘ 1960), p. (12. , ~h )

v .

' ) 62

Bliss, A Living Profit, p. 74. .

% ) ) 63Canada, National Industrial Cenference.rp. 120, ’
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B ‘ ‘
opp051t1on‘to ogmanlzed lqbour must be considered. -

T ReallstzcallyL5pe§k1ng, Canadlan trade unions were not a signi-

.. 1
'in 1869, and the revival of Canadian craft unionism-during these years.

'was\often‘as vigorous aid hostile as it is approximately ninety years

) -
unions were forged in ignorance dnd/

" Relations, Draft Study No. 52(a) (Ottawa: Privy Council Office, 1968),

ficant threat fo buSiness fhterests before 1918-1919 since up to that

‘

time‘ﬁb.moré than six per cent of the nonagricultural Labaﬁr fonée wﬂ‘ﬁ' -
organized and less than two per ceht¥of\Qanadian eﬁployees had been
involvid in work stoppages.64 However, from ppe 1880's o the "labour °
questlon" was on management's mihd due to the, p$ESsure of. industrial
strife, in other countries during ‘the preceding decade, the spread of

fhe Knights of Labor in Canada and the United States after its founding

65

Thus, despite the relative weakness of Canada's labour movement

in the late nineteenth century, debateeon the "ménace' of trade unions ,

1ater.6§ Some of the major arguments that Canadian entrepreneurs ,

2 ’ *

expressed against labour organizations were based on their belief that
& A .

the economic system as it existed was on the whole operating rather well. .

li

%

3

2

v (0 i
With this linc of tﬂgnking employers were reaffirming their confidence 3
. N /( - \'h

in_classical economic theories and thus often proclaimed that trade ¢

‘misunderstanding by a small, .

~» . ' ' ' -

6451955, A Living Profit, p. 12; and John Vankerkamp, The Tiuié
Pattern of Industrial Conflict in Canada, 1901-1966, Task Force on Labour

p- SO. Sec Appendix 2 for Vankerkamp's figures on the percentage ?fﬁthe,m
Canadian labour force organized® between 1901 and 1938 '

Bliss, A Living Profit, pp. 12, 74.

61bid., p. 12. o , - :
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?rrespons1ble elite, or dismissed them because they were trying to change

nhtural economic laws, From here management stressed that while employees

have the right to refuse to work excegt under certain terms, employers

’

. have the correspondlng'sacred privilege to hire as they see fit, Indus-

- - . .

trialists went on to edd“that if this relationship was impaired in any
A

.

way, the public interest--the interests of progress and prosperity in

which the goals of workers were‘included--would be endangered.67

.

'As part of the above defence, management in Canada stubbornly

aghered to its desire to retain complete freedom of contract for both

employers and employees by reacting particularly vehemently to all sug-
gestions connected with the introduction of the closed shop. In fact, .

employers usually spoke as if labour representatives would accept no
other form of union security. An accurate reflection of these senti-
- . -

ments was voiced once again by C.H. Carlisle at the 1919 conference on

3

industrial relations when he said:”
' -

Union recognition may not directly or immediately involve the
principle of the closed shpp, but union fecognition has always
been the first step towards the acceptance of that principle
where it is observed to-day. It is fair to assume, therefore,

- that 1nd1rectly and eventually union recognition ‘does mean the

. closed shop. That in turn means the surrender by the individual
of his right of self-determination, it means the denial of his
God-given right to sell his labour where he chooses, to whom

7 he chooses and for what he chooses; rights in which he must be

protected unless we aré all prepared to relinquish our present
system of government for one of pure socialism.68

$71bid., pp. 73-77. . o .

o g 680anada, National Industrial Conference, p. 121.

»
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. o " The confusion surrounding the issue of the closed shop in @

~
>

- . Y
relation to union recognition was somewhat cleared up l\e\at,er in the .

national incius'trial conference when E.P. Jones from the E?anada Cement
T“\

Company in Montreal asked whether the introduction of a uf\ion automa-

tically brought in the closed shop as well. Tom Moore, President of //,,/

,

Darwinism. As John Osler pointed out in a 1942 article in Saturda
» . \ o
Night, the attitude prevalent throughout the Dominion' emphasized thgt

the employer is the only party capable of conducting an ente Tise,

and the way he goes abolxt. it is of no concern to anyéne but himself. 70,

On this bas1s, management conceded that employees have the ab tract

= right to form and joiy unions and to go on strike, but this recognition

~

did not include acce tance of collective bargaining and its implications

‘e
'

of equal power positions between capital and labour. Thus, while unions

/ . : ,
- - were free to set 701'1;11 demands, management maintained that it had the

e ¥ ‘ ',‘ B -

691bid.| p. 146.

Saturday Night, Feb. 21 1942, p. 12.

' ) 7°John/ H. Osler, "Industrial Relations: Concerning PriTciples,'f"
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equal right to réfuse all conces sions. and'to fire workers who partlcx—

pdted in work stoppages and repla e them w1§;-str1ke breakers. Furthena

& A , " . A . -
! to this, employers stressed thelsa\r¢dness of individualism when they

4 \ »

claimed the right to qﬁk workers to véluntnri'y contract ayay their

freedom to join a labour organizat{; in order%to preserve their‘freed m /

' \ . [‘:\\ s
of choice.71 : : a‘ i ~
- t

W

In summary then, employers acted on thei ‘contention that while -

they might be humane and generous on heir own t%rms, and. they mlght

'make voluntary concessions to employe s. that askéﬁ for them polltely,

'

they would never allow the rules and wages of their factories to be

dictated by someone else, a Ad they would not be intimidated by strike

3

threats. 2 L ‘ h YL ‘ -

Canadian management's belief tHat trade unilons automatically

interfere:with business operations was oarticulatly‘pronobnced between

1880 and 1938, and comments in this vein were freqnéntly expressed at

-

the hearings of the 1919 Royal Commissiop.on Industrial Relations. .J.0.
. . Cameron, president of the Victoria, British Columbia board of trade,

for example,, when asked whether he had any objections to méetingxwith

“

representatives from trade unions stated {that "from outside trades

unions.who undertake to tell us how we shall run our mill, or what we”
: ' < 8 } .

-

P ) ’

. Mpiiss, A Living profgg,/sgfz74,,:7.
o ' - -\/

° Y Prig.,p. 86 B

et e s T R e el b R NG AL L et el Lt Tl s 5. Stk s st Wi S



91 » ‘ - .

v . . :
. . N \ v
- o
- . !

shall do with our men, or how we shall handle our bus1ness why, we

’

g . . ; ‘
do.; 173 . . ! | - .
; ’ ' 4 o
, ‘ It is significant that the above resolve against barga1n1ng Ry
i o
A ith unlonlzed employees remained in tact after World War I since the o

N b
, N
\

Canadian government, like 'its American counterpart, clearlywencouraged
cdllective negotiations between employee representatives and employers . \\

onimatters related to werking.conditions, rates of pay, and other e
' ~ L '
74

4

grievances -in' its July, 1918 Order in Council P.C. 1743.”% Canadian _

manpgers, however, continued both before and after this date, to vocalizé AN

their opposition to unions in the terms alréady discusséd, and also
becuse they felt that the organi;ed labour movement was socialistically

-

oriented, stlrred up dlscgptent in‘previously satisfied workers, was

domlnated by outside 1nf1uences which of ‘cCourse were mostly Amerlcan,

2

attempted to reward all employees‘equally without con51ﬁering individual -

contributions, and was irftent on decreasing production.

. ' .In conclusion, therefore, Canadian management resisted trade . .o

unions for, many of the same reasons’ that American employers did so
. 3 t
) ,‘ ‘ 1

prior to the Egﬁrer Act. - Similarly, while businessmen in Canada were

i - successful in maintaining public support gntil the Great Bepféﬁqion,7§
) , , L .

N o : . -

' N N e © -

73Canada, "Royal Commission on Industrial Relations, Minutes of
Evidence, 1919% (Typescript on mi¢rofilm in the Department of Labour *

Library, Ottawa), p. 7. L . A,
.0 . \ ’ N € I
74"Declarat10n on A War Labour Poljcy by the Domlnlon Government,” . . ‘
Labour Gazette, XVIII (Aug., 1918), 617, ) - )
, 75 A = ' Lk
! See Bliss, A\Living Profit, p. 12; and H. Blair Neaxby, La -

"Politics: the Opiate.of the 1930's \” Canadian Forum, 50th Anniversary
Issue, April-May, 1970, iQ The Dixty Thirties, ed. by Michigl Horh . ° .
“(Toronto: The Copp Clark ubl;shlng To., 1972),; pp. 81-82, . ' . ¢

o
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Arthur Conrad stated in. 1910 when d1squ§smg the reasons why young,

acp.ve Canad:zan 1ndustr1ahsts .shoul not be expected to be the great v

philanthropists that, Andrew Carnegie became in-later life:

r . The manufacturer himself is then proportlonally the smallest
sals official in the factory Many a manufacturer is q
cont to draw a modest income from the industry in wh1ch he"
. . is engaged, just that it may become stronger. He is willmg
: to pay high salaries to salesmen and department managers and
to raise mechanics' wages to the maximum, without claiming an
“extra cerit for himself. He is, of course, working for the .
ultimate good of the.industry, believing that later on he will 7 .
be rewarded for his renunciation. . S
. .

Conrad then —gerieralized these s;:ntiments with: -

- The path of the rich man is by no means a bed of roses. The
public seem to forget his services to the country in building
up industry, in providing employment for hundreds or thousands
of artisans, in conserving natural resources and in opening

: new channels of trade, and think only of his outward personal
N . attitude toward phllanthropm movements.77

. '. " . N -
v ‘. N

w0 -
RN o, 3. - - (\
[ .

6Arthur Conrad, "Impecunlos1ty of Canada's ‘Rich Men," Bm , T

April, 1910, pp. 31-32. It is unclear whether or not Conrad himself ' .

. + . was a businessman. . However, this quote is presented ds being representa- ©

* . ' 'tive.of business philosophy because the BMM,, which later became MM, : ‘

. con51stent1y endeavored to attract a large ge business audience. See, for
?xample, MM, March, 1912, p. 5; and MM, Aug., 1913, R 63. T

i 77C o~ = Y ' '
S onrad, “"'Impecuniosity of Canada's Rich,' p 32. This image -
- e ' of the successful ut selfless entrepreneur was also.extolled in Alan
' ~Sullivan's novel industrialists in Canada.” See Alan Sullivan, The -
- %aplds, wlth an Introduction by Michael Bliss (1922; reprmt ed., o :
. Tonto: University of Toronta Press, 1972). f

~
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Concerning Canadian mangement's attempts to supress or immobilize"
, .

the Canadian labour movement, antiunion action by employer associations .

v

1

was usually organized on a local basis im a specific’trade or:city.
In 1903, for example, an organizition compoéed of shipowners, reta¥l o

merchants, single manufacturénQ, lumber manufacturers, .contractors, box
o N ) - . 3 \
“manufacturers, master plasterers, master plumbers, and publishers was. .
. I .

-

. formed in the city of Wancouver in order to avoid hiring any of the
N .

workers. that were on strike for a closed shop at the Vancouver Engineering- -~

Works. ?8 » . ] ) .

A similar.but more enduring and radical aQtiunion association . |

&

surfaced in Toronto in 1902. This body was modell after American - \

employer organizations and proposed to arbitrate industrial disputes, , \ ‘

to give fiqancialu assistance to both emp'loyg;s suffering from strikes

and to those employees that fenounced unions .and remained loyal to

“

management,‘to conduct'its own labour exwhange for jndependent workmen,-
o . \ .

to blacklist union troublemakers, and to sponser legal actions against

unions and government” akfencies sympathetic to them.79 ‘

. - 5 . ‘
Thus while antiunion activity was gggarently extensive at the: s

municipal level throughout Canada, and the Toronto Employers' Association

.
was particularly su;:cessful in maintaining a:lmd'expanding the open shop

principle in that city during the first years of this century, the

Canadian Manufacturers' Association made an explicit decision at that-time

not to follow the lead of the American National Association of

%o, 4‘ ' . - ’ . s \

7831iss, A Living Profit, p. 83,/ L

] ' ]
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Manufacturers into overt antiunion activities \ The CMA éoncentraté{l/

- -

- I

instead on a general policy of encouraging the deévelopment of Canadian
labour unions with Canadian leaders. %0 . L0

-

Vo In summary, therefore, it is clear that on the one hand some
\ 1

. Canadian businessmen actively fought to maintain the open' shop and to

generally discredit organized labour. On the other hand, however, ‘other

3

Canadian employers came to accept unions in their firms, and occasionally

A

acknowlehge,d that these bodies cfontributé?d to good relations between

workers and mz;magers.81 It is, however, extremely difficult tp arrive

— =

—

at any quantitative conclusions on this subject, especially since " -

managers who cooperated with uniens rarely contributed to discussions

o

on the:labour quest:lon.8 . On the whole, however, the advefsary relation-

’sh1p between capital a\f\d managemeﬁt agamst labour that Mackenue KXing

. afte _World War I. This conflictual atmosphere was gemerally accentuayed

described in Industry and Humanity and "'I‘he Fd[}r Part1e§ to Industry,"

°

s to have been general throughout ;ndustnahzed Canada at least until

4

by the fact t}xat Canadian entrepreneurs modified the harshest precepts
of soc1al Darwinism and laflssez faire economics as they aRplled to
then’lselves, but proceeded to fall back on the ful'l force of these

doctrlnes in their confrontations -withlabour. ot .

x -

.7 80pid., pp, 84, 93-94; and Michael Bliss, "'Dyspé“psla of the .

Mind*: ,The e Canadian Businessman and His Enemies, 1880-1914," in .

Canadian Business History, p. 183. . ) . ‘ -
8p1iss, A Living Profit, p. 74. 5 .
’ . T
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' Jincreasingly gave way to the emergence of large corporations: .- S

’; ' . . -
. AN
In turning away from Canadian management's view“eof its own

-,

'p051t10n in socmty and 1ts relatlhﬁfilvith trade unions, we must now
- ' Y]
take up the problems ‘E&at Canadmn industrialists faced in acqun'mg © .

and managing the steadily 1_né:rea,smg numbexr of physical and human factors ’

that came under their control as the dominance of the small famiiy firm

. [ . - - L
While it is difficult to make general.statements on the origins
of Canada's advancing technology, the available evidence does :‘mdica}}

‘that Canadians were content to acquire.both the.lnac}}inery'an& the man- -

s

poiver n&:’essary td operate large companies from the United States. Thus,

while Industrial Canada lan'lented in 1905 that the skilled workers

requm‘ed to man elabona;eomachmes, and the* foremen knowledgeable enough . .

""‘ : . -
to supervise these people, had to be recr\uted from south “of the v

. Y-
border, 83 Tom Naylor concluded that "Canada's technological dependence.

ke -

was both deep—rogt‘ed and consciously culti\;ated. Technology, like

Al e

capital and labour, was somethipg o be attracted from'a méré developed

Late

, . ¥e
‘'solicited in ,1nf1ux of American tec:hmques."84 ’ .

' .
4 R ] . -

Py Similarly, whlle clear statements on’ the systematlzatwn-of
- ~

Paoe

/ (;anaws large factones plants, and offaces are extrerﬁgly difficult K .

area, and Canadian government pollcy ﬂ{om an gdrly “period assuluously

‘

~——
1

v

83 ndustrial Canada, Nov., 1905, p. 761, cited by Robert C: ]

Brown and Ramsay Cook, Canada 1896-1921: A Nation Transformed, The
.Canadian Centgnary Ser:.es (Toronto. McClelland and Stewart Limited, -

1974), p. 9/ - o ‘ :

§4R T. Naylor, The History of Canadian Business 1867-1914, )

Vol, II'g‘Industrlal Development (Toronto: James Lorimer §& Company,‘.

. o ¥

- .
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v {:o ,locafe, one must once. again r\c’ong':lude 'tha't, Cana‘diéns voluntarily' . ‘
'focllowed ’upon ‘fhé peths“ already pioneered by their American counte'r-
parts. One example that substantiates th1s \uevﬁ' can be~found in the

\’_’/ fact that Canad’“ 's first busmess show whach was organlzed in 1906 o .

to demonstrate labour-saving devices in the offq.rce, -featured numerous 0 :

’ . , :
+ Mnerican exhibits bt only a few representative Canadian firms.85 o

I 4
" . .Despite ehis\,Canadian dependence on the United States for both., . /
~ . { L
. techn‘blogical innovations! and labour-saving machinery, "some Canadjan L
managers had apparently’ recognized the ’importance of system and-effi- . C

‘ -
~ob

- clency by t;he end of the f1rst decade of the twentleth century. - LA L ;? _
] — - . .’ - '
‘G.B. Van Blancom noted in reference to Canadian business in 1909: A
. Everything is b’éing direct,ed ‘towaxrds specialization and concen- .
- , tration. The man who forges, to the front nowaddys is the _expert, } ]
who, by his superior knowledge reduces cost and increases :pro- N B
i duction. The skilled man is ever at work. devising ney thlngs,
s - some are turned to prof1tab1e account while others have met with
‘.. indifferent success because they were not feasible. It is the
old law ff the survival of the fittest.36

e S .. .

» I +

Pubhshers,dlms) p. 63. Bliss also stated in A'liying Profit, p. 11, : *
that. while the size of the firms, the complex1ty of cﬁ'ganlzatlon, and

reliance on outside “financing all 1ncreased in Canada between 1880 L
and 1911, there were few Canadian organization meén or épecmhsts in o
management trained to assume the respons1b11,1t1es connected with

operating these new concerns. _ -~ R

.
. ~ .
- ¢ B - 0 . *

- .

85"Cafiada'é First Business Show,' BMWM, Feb., 1907, pp. 111-113. .
. The devices shown at the business show included billing ‘and ipvoicing+ . ',
machines, adding and calculating machines, time clocks, and poster ‘ '
displays. - L
v “* * . ! , ) ‘, .
. - 86G B. Van Blaricom, "The  Story of a New Metho " BMM; May,
o 1909, p 132- 133 v LT, Z, :

- . .
. % . . 1

A\l



T the extent to whlch ~systematlzat10n techruques were ‘adopted in Cana’da‘} - e ,/

' 'y D t

3 AN . I" )

-¢ Van Blaricom then went on to descr‘ibe how Montreal's Seml- o
- f K .

ready L1m1ted had systemat:.zed ‘all of the element& of 1ts ready-made :

*
) %

clothing busmess so that the oumers could calculate costs as. prec1sely B

e
N »

as. p0551b1e and operate w13th no wasted t1me talent or mater1al 87
. L)

l;-c
-~ o

: !
While it is agdin vety dlfflcult' to quantztatlvely determme

N !
. G.R. Chester d1d state in 1909 that '"system is now qultie “genexally
- i . . ’

recognized as a necessity in every business, . . .'" - However, Chester ,-

- -
- . .

% "

& . _r . . s AR
K did not feel that Canadian businessmen were pursuing this trend to its .t

logical conclusion and suggested that thesr_ shoyld note .the' wofk being
. d v ' . ' - -
done by business scientists towards arriving at a general system of

. e_conomies.89: Since the most well-known North Americah '"business

v
- . .. \

scientist" in 1909 was Fr'ederick-Taylor, it seems fair to conclude that .

s <

" Chester had Taylor a§1d hls followers in mlnd when he made the above

- !

) .

comment ,
Zu -

-Canada. : ’ ..

and this leads us to a dlscussrﬁn of sc1ent1f1c management in )

.

From the number of American artigles on scientific managemen}\\

E 8 nid., pp. 133-136. o )
. . b e " N
) 886 R. Chester, "The Economy of @—to-Date Equlpment " BMM
Nov., 1909, p. 114. Whis view was supported by the Canadian factory
orgaruzer, and cost specialist, E. St. John' Howley, ,in "Thé Principles
of Factory Administration: Conservation of Labour  as Necessary as the
Conservation of Money and Credit--Maximug of Production Possible Only :
Where WOrkmg Condxtmns or Environments are Pleasant " Industrial A -
Canada, Jan., 1930 pp. 191-192, . . b vt
' . Cat ’ c/ C.
i, e : "
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A / o that were reproduced in “the Busy Mai's Magazme and Maclean's Maggme

- ! ’

E. . between 1910 and 1912 it is probable that at least a few Canadian :
2:: "‘\ ' v m ! “ f'
entrepreneurs became aware of"l‘aylor s work at the same that the '
¥ ¢ ‘ o o . .

w® L CT ‘ American public was. First learning about 'it % In s‘fr‘ite of this know- : .

L % o, .

Lo ledge however, only one spec;bfl.c case of sc1ent1f1c management actually

being introduced mto a\‘C“anadlan fJ.rm was discovered,. and this took

place between 1908 . a‘n‘ﬁl%&)ll in the Canad1an ;ac:lfu'; Rallway s Angus . ;.g

. L shops in Mom:real.91 ! . X . o
. More specxflcall);, the Ra11waj Aﬁ_Gazette reported 1n 1911 r t
Kthat the C P R\. retained Henry Gantt in an adv1sory capacity for three ,,

days petr month over a penod of about one: year. During this mterval

N <.
cons/iderable time study was conducted in the Apgus machine shops and
> - S . ) s
- 'saving of 5' per cent of the 25 per cent of the payroll to--which time
. . N, )
: "90A few examples of the titles of thesp articles follow:
1) "The Industrial Engineer,' BMM, Sept., 1910, pp. 121-122.
2) ""At Work With the Business Doctor Curmg ‘Sick Industries," BMM, [
Oct., 1910; pp. 68-72.. . : ) 5
. 3 Mgﬂst From Curremt Magazines: 'l‘he Awakemng of the. American Business - i@
g . The New Science of Management," BMM, April, 1911, pp. 133-1370 . §:
: P 4) '"Review of Rev1ews. The Biggest Idea Before Business To-day," M, !
June, 1912, ¥p 124-125. This artjcle discussed the efﬁcxency 3
A aspecj of entific management. T \
5) "The Gospes\of Efficiency:  How It Is Preached To. and Practiced by '
Americans," MM, June, 1912, pp. 131-132,
NG A_series- .of arncles on&cientiflc management by George H. Shepard, a N
= . member of the Emerson Club--an or'ganization built around Harrington '
Emerson, appeared in MM in 1914.. The titles of two of these were:
» 1) “Efficiency of the Individual," MM, May, 1914, pp. 13-14, 135.
. *2) "The Science of Leading Men: What a Business Executive Must Do to P
Achieve the E easure of Success," MM, June, 1914, pp. 14-16,
\ R | >
~ . - . ) . ' ' 0 .
AT , . 91Nelsonl "Scientific Manageuentm Systematic Managenent, and _r
b ,Labqr"p 489)’ ] . » .

- ° [
4 © k




4 ’ o \/‘\ . 99 : n

hY .
study was applied was achieved. 92 However, this is not the complete

story beca\zxse the Rallway Age Gazette was not enthusiastic about these

ke -

results and reported that the Angus machine shops had been operating on

er of years, and Gantt only contribufes
-

The Gazette went on to add that

a piece-work basis for a

an improved method of studying pieces:

| ' *  to other departments and Jnaln.tamed that, Gantt's work was certainly not

3 . v ° . -
E - : The Rallway r Age Gazette may have been far too severe in its

°

|

|

g : . 3
}f 3 revolut:lonary.9
|

|

} , 5 evaluatmn of scientific management in the C.P.R. smce p1ece rates ‘
|
l

kK . preceded Taylorism in the United, States and Daniel. Nelson claims that

¢~

Gantt established a planning department in the Angus shops that directed

all of the workers' activity~and Qcooxdinated the ‘supervisors' effc'r.r-.t:‘s.t':)4

In any event, it is significant that a Taylor pr_otégé:wag &irectly-

¥
h

ihvolved 'in introducing new methods of management into a large Canadian

| ’ Qconcern\ivhen scientific.management was still struggling for acceptance
. e : '

| ; g . v ~

in American firms.

. . In addition, the Canadian @ingineer indicated that although -~ > ©
) ) N

» " . .

¥ * 4 »
9:Z"'l'he Efficiency Englneer," Rallway Age Gazette 50 (Apr:ll 7,
1911), 836-837.

)
- v

N . ' Ib1d., and "What is Scientific Management?'" Railway Age Gazétte,
B B [ 50 (April 7, 1 1911), 839 842. ) '
. . » ) , - « ' ’ ’

94

N = , ‘- Nelson, "Scwtxflc Management Systematic Max\agement and =
A : [,qbor " pp. 485, 492.° : YA
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Taylorism wa§,;ot.widespread in Canada in'1911, the Trades and Labgur

Congress condemned it at its annual meeting of that year as nothing .

more or less than a speed-up device detrimen‘:l:to the best interests

~

LR

of Canadian workers. The T.L.C. went on to instruct its executive

to assist all groups of employees in §&curiné governmental protec&ion "
. N M I'4 -
B B . - I3
: 3 } and investigation whenéver scientific management was about to be intro- - |
| b P ' . .
W ‘ duced.95 -~ ~ J
* ! -

[} K

o Despite this opposition from labour, hbwever, the March, 1912

issue of the Canadian Engineer enthusiastically annqunced that Frank
Gilbreth was scheduléd-to speak on scientific management at an open

‘meeting of the University of Toronto Engineering Society later that

ST ’month.gé It is not surprising then that Edward Jamieson stated in

_).‘:,‘1“”:, ) - w ! * [y .
“ August, 1913 that \ﬁ\ . , :

- &
the problen of efficiency has been receiving a good deal of
attention from employers of labor in recent years with a
» corresponding benefit, where inquiry, has been inteiligently
- applied, to their varieus establishments. Motion study and the’
routine of work have been made features of rearrangement in
industrial plants and offices inniimerable.97 .

. a ..
B i \ | a { )
L e S . I :
’ 'Scientific Management," Canadian Engineer, 21 (Sept.. 28, 1911),
: 372. ‘ - ‘ "
. 9 . - . . "y .
6"Scientific Management," Canadian Engineer, 22 (March 7, 1912),
392, S . ot
S 97

Edward Jamieson, "Fittlng the Job to’'the Man," MM, Aug., 1913,
p. 63. . See alsd William Byron's article, "efficiency “the Keynote of.
BusineSS' A”Definition 6f What Really Constitutes_the New Science of

. Efficiency," MM, Aug., 1915, pp. 35-36, 72, for an additional discussion
ot of scientific management and its value to Canadian merchants and managers.
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Since no mention was made of Frederick Taylor's desire for
*

f

labour and management to recognize their mutual interests, it seems
A ~e likely that the efficiency aspects of scientific management were-

‘\ .
emphasized in Canada in the same way that they were in the United States.

However, no quantitative data was securgg’that would indicate to what

extent even time and motion methods were adopted hére.gal One miéht A

.

ﬂf conclude, however, that since the stopwatch was incorpbratéﬁ into most

i . * s

B 3 . American firms before World|War II, it is Iikely that this aspect of |

. Taylorism was also accepfed by many Cahadian managers as a result of the ~

s i : , influence exerted by the numerous U.S. branch p%ants'that were,set up

IS

in Canada from the 1880's onward. This deduction is further suppo}tqd °

by the fact that E. St. John Howley, a Canadian factory organizer and

o o

cost specialist spoke as if time and motion Study was well integrated

into some Carmadian industries by 1930.%% A

Now that it has been determined that at least some Canadian

MANAgers were ﬁiscussing and experimenting with new methods’ of
3 R . . . .
" incréasing production through examining employee routines, additional

v -
k “ N, .

changes in mana;§§§a1 philosophy between 1880 and 1938 must also be
) - ' o

: " discussed.

r

+

3 . . .
N 98'l‘heQueen's,University stidy, The Economié¢ Welfare of Canadian
JEmployees--agStudy of Occupations, Earnings, Hours and Other Working
Conditions, 1913-1937, Bulletin No. 4 (Kingston, Ontario: Queen's
. . University, 1940), does state on p. 122 that scientific management 'has .
’ +  been widely adopted in Canada as in the United States."

4

998t. John Howley, "The Principles of Factory Admimistration: 1'

Conservation of Labour," Jan., 1930, p. I91.

.
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°  NWhile quantitative’inforﬁ\ation on Canadian industrial welfare

° ‘ . ~ K3 " .
plans, fringe benefits, employee representation gnd personnel management "’

' is more spaxq;se and ‘difficult to locate than was the case with the
» . . R n
American material, an attempt to determine the extent to which these

- - - -

- movements were acceptéd by Canadian employers and incorporated into- ot

. Cenadi'an plants and factories has been made through a 'suryey of Labour

Gazette reports on these plans during the time period under consideration.

VoS . - . : . ’

& Thus, Appendix 1 lists the name of each company that adopted pexision

provisions, works councils, profit sharing and so on, the date in which

3

'eac}) industrial relations modification was inaugurated,”

-~

management fina;lcially supported the plan itself, or‘ did

. assistance of laboyr. This inférmation will be referrefl to as each of -
‘the above‘p’l'ans is discussed, and additional statisticalyinformation will,

« i
be mcorporated as it applles in each case.’ .

J .o o As we have already seen, the philosophy of management adhered

. ‘ F IR RINT -
son atl) biiia il dades gl ol audis L

to in Canada particularly before Worid War I,stressed the virtues of ‘

I
-

freedom of contract and the survival of the fittest in all relations
.0 N .

between employers arid employees. On this basi;s successful industr'talist/s_ 3

i ) _ ‘ maintained that the ex15t1ng economic system was funcflon;l:g welltvahfd‘ o fl\ b

‘ . advised that even poor boeys could 'rise in’ the world if they cu1t1vated

.« . >

L . . . the charactensncs of industry. mtegmty, and frugahty

e Wzth these views in mind Canadlan busmessmen afways resented

- I

o / - the critics that denied them the status of workers and proclamed that .
. i

{ . " industrialists worked hard often harder than employees who enJoyed oy

a

' ‘
L i, rocgular hours and none of the stram associated with organizmg and

! Lt . - 3 4
N N
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maintaining profitable enterpiises. To illustrate this point, G.H.

: '{' Henderson of the Canada Salt Company of Windsor, Ontario, stated at the
[ , Z

-National Industrial Conference: .

g I have worked very often 18 or 20 hours a day, and I can assure

. «. You T would rather work 12 hours with my hands than work, as I

R ' . have done, with what brains I have.l0l

) In accordance with the above, since the successful achieVed

T

their status through hard work, Canadian management'geperaaly'conclgéééw’
L

i R ~;
: that ". . . if an employee is ‘enthusiastic in his work, that enthusiasm

102

v is bound to mark him out for promotion." ‘And correspondingly, when

- workers complaZpeﬂ about low wages, long hours, and poor working

conditions, th y were reminded that as lonﬁpas they persevered, their

E M . \ .

‘lot was bound to improve., If. it did not, then i wasxhuq to some

o €

deficiency in the developﬁent of personal character be&dﬁse employers

"did ‘their part in contributing to workers' welfare|when -they offered men

jobs--they gave workers the opportunity to put their skill and ambition
' 103

to work in order to make something of themselves. Thus, while some

>

.Canadian managers recognized that the majority of employees could never

i 3
'4 .
N ( ., . - v \

T 100

Bliss, A Living Profit, pp. 27-28, | s

t 101¢.5ada, National Industrial Conference, p. 7§

Lo C 102Slbley,‘"wuham McMaster's Dynamlcs " p 13.\ Also see Bliss,
A L1v1ng Proflt p. 64. , \ .

n

.b N a‘\
\ ; 103 Bllss, A Livﬁvg Profit, pp. 63-64. IR
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“own their own busfne§ses or enter managerial ranks, 04 employers stereo- . i
- ' \ N

* e . . . I.':
typed the averagé-s#fker as being naturally undisciplined, lazy, and , 3
‘ £

) . £

inclined to dissipate their energy and wages.105 It is not surprising, . X
therefore, that the majority ¢f Canadian entrepreneurs vigorously .. '§
! ; %"?l

opposed the introductio of.welzﬁ:e work into their industr%al establish- © oz
<t ’ ’ . ‘-

nments. - ’ ‘ - . A

The above philosophy. of*fanagement would probably have continued

to dominate relations between labour and management in Canada if strong

f

external pressure had not intervened. The major groups that took up

- )
the cause of workers included farm and labour -organizations, the Catholic W,
] W T : . vy
and Protqitant clergy, liberal "progressive'' intellectuals, media o k
R St '
personalities, and university students, and they did so when they dis- R
covered that the social probléms appdrent: in older industrialized A
countries were now also growing in Canada.lo6 . T
Thus, at the same time fhat industrialists were asserting khat cLe 3;
there was no need to improve the wggkers' welfare, and they could not 3
afford to do so anyway since changes\uould increase costs and price "
48
Canadian goods out of the magket,107 progressive Churéh ledflers began / 'g
7—\X\/~,/ . . . 3
. ’ L. A ' 5
1%1pia., p..32, IR ‘
1057434, pp. 62-63. | o ‘ - ;
1%bia., p. 13, 55. - S A CT
1071big., p. 6. 4 o o 2
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105 . )
v

;; ) to recognize that the Protestant work ethic and laissez faire economics

were ineffective tools of justice in a technologically advancing society.

' - This group took ﬁp the cause of stiong state control in the hope that
' K}

iﬁf . it could equitably direct the development of Canada's resources-.108

Similarly, intellectuals like Goldwin‘Smith, Henri Bourassa,
» } -

Stephen Leacock, and Gustavus Myers began to attack buﬁiness values. .

e T ke

R . Leacock, for example, sketched the people of Plutoria (Montreal) as
" being amoral, featherbrainea!p;eudo—aristocrats, and Myers, an American
’ k
" * - muckraker, argued that Canad1an fortunes Were largely based on’gpeclal
i 109

privilege, subsidies, a?d Lorruption.

o | + Finally, farmers became increasingly upépt with low returns on
- N hard’ labour, and as we have alfeady seen, the Canadian labour'mq;ement .:
has beén a source of worry tovmanagément singe the early 1880's.
Despite many Canadian businessmen's shock at the idea of being .
called upon to\\fsume some respon51b111ty for their workers well-being,
g:tshe corresponaing slow awakening of tho*general public’s conscious-

ness of the need for 1mprovement in industrial condltlons prior to World War

I in spite of the efforts of the above gfghps, 10 some managers d1d

. .
o ' - h
B . losérysdale, Protestant Ethics in Cdnada,‘p. xii; and Clark, .
- ’ The Social Development of Canada, p. 392.
\ 109, . . - o ! o : =’

Bliss, A Living Profit, p. 13.

IIOS D. Clark The "Social Development’ of Canada P. 383 main-

tained that since the period before 1913 was generally very prosperous,
the corresponding feeling of security led to general complacency con-
cering industrial problems.




106 \ ,
) . . -

° A ‘
take steps to augment their employees physmal surroundmgs during this

penod " Michael Bliss reported, for example, that as early as 1880 the

\
Monetary Times was drawmg attentlon to the connectlon between vent1-

;ation, cJ_.eanlmess, and the health of the workers, and during the 1880"s
and 1890's the business press genefally noted and praised firms that . %

installed ventilation systems, dining rooms, club rooms$, and other

" TS § Coae d - i
recreational facilities. 1 o : L
o K . ‘ .’

More formallzed welfafe plans emerged m Canada both durmg and

after the decade preceding Workd I, and Appendix 1 indicates that

the first such comprehensive 3 recorded by the Labour Gazette

was inaugurat/ed in 1903 at the Williams, Greene and Rome Companyf of
Berlin, Ontario. Siﬁxilaxly,- by 19504 the employer supported Cana’dian

Reading Camp Association had set up twenty-five lumber camp read;mg

. rooms, and Bliss stated that as a result of American influence in this .
\* » -y 1
- direction, a number of Canadian factc}ries were ingraducing bath and
N N o
y 112 -

shower rooms, kitchens, and lunchrooms. ‘{

Thus, ,wh.11e there is no doubt that a few Canadian emiloyers
y .
in the 1880's and 1890's were conscious of the detrimenta1‘~effects that .

/
¥

poor working conditions have on employee health and productnuty, the :
;/8/82 report of the inquiry commission that studied Canad1&r7 mills and
s_Factories indicates_that the conditions in most establishmfsnts were

/

i

/

f

. /

111 )

Bliss, AsLiving Profit, p. 69.

e
12534, , pp. 69-70. .
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deplorable. However, instead of expressing unadulterated outrage at

these findings, the comm%ssioners rat{onalized,that manufacturers could |

not be expected to assume responsibility since both Church and public .

.officials tolerated similar circumstances. . The portioﬂ\<éL:he Treport

.

on ventilation expressed this attitude:
There is very littlé attention paid to the question of venti-
lation, and as a consequence, no provision whatever is made,
other than the doors and windows, the latter, of course, being
- always closed in cold weather. While this question of such

vital importance to humanity is being treated with indifference
by the authorities of churches, halls, and.our public schools,
it certainly cannot be a matter of surprise that manufacturers
.do not take the lead of equally rvesponsible parties on this
question, or that they should be forced to™an expenditure
Which the State, under similar circumstancés, does not providé\\\-»\

- for its subjects.113 ' 4 .

This report went on to add that most factories wgre severely
overcrowded in terms of both machinery and- people, and concluded: .

"That insufficient closet accomodation exists, as a rule in factories

" - . »
and workshops employing over twenty-five hands, is beygnd dispute:&3}4

L4 . . N
SYfice numerous examples of similar working conditions were

. » R
discovered by the 1886 Royal Commission on Labor and Capital in .

factbries and mines across Canada,115 and employers at that time respon-
~ . ’ ~

-ded to pressures to improve ventilation and sanitation by statiﬁ% that
L v ¥

-

- . 4 " - f%’ b ) ]

) 113Caqada, Sessional Papers, 1882, No. 42, Report of the
Commissioners: Appointed to Enquirer into the Working of Mills and
Factories of the Dominion, quoted in Clark, The Social.Development of

" Canada, p. 39S. ; . ) : .

| 114, |

bid. N
11sbreg Kealey, ed., Canada Investigates Induéfria@ism.'
l‘ 4 - ) .

~
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I'd
L condltions were already well advanced that workéQs themselves did not .
N o
« desite changes and since thé" state d1d not provade gh,ese amenltles,

1nd1\r1dua1 companies should not have to elther,116

_it must be concluded

that the industrial. betterment movement had not significantlf penetrated
. 14

. ,I ‘
{nanagerial philosophy before the turn of the century.

However, due to American inFluencell’

&

and ‘the etonomic rewards
thatgemployers came to realize could be their's through the amelioration
of thei% employees' physical surroundings, welfare capitalism was more
. extensive in:C‘ana'dz'_ii"after 1900. A few indications of thi.S‘trend'were

found in the business press. Alfred Fitzpatrick, for examplet‘s’tated
.’i‘ X
in 1908 in the Busy Man's Magazine that : .
\‘. ] R / 7 ;
in the absence of state initiative.some individual [Canadian] .
; employers and corporations have made most commendable efforts
' to improve the condatlon of their workmen. They have come to
. : realize that to help a man oh his feet is a greater work than
) to accumulate millions; that Wealth earnéd at the sacrifice, of -
’ _ every noble ambition of the mgn who play the manual part in - .
‘ its production cdnnot lead t¢ happiness. 118

{’\J
{

o ,uﬁBliss, A Living Profit, pp. 59-60. - ' o

9

117A few examples of the t?ﬁes of American articles on welfare

work that appeared in Canadian magazines prior to World War I are:
1) "Smoothing the Way of the Working Girl," BMM, Jume, 1907, pp. 23-27.
2) "The Personal Factor in the Labor. Proble M ] BMM Aug., 1907, pp. 28-33.
3) "Sharing, Benefif and Pension Plans of the Internatlonal Harvest,er
Company," BMM, Jan., 1910, pp. 98-101.
4) "Review of Reviews: Humanlty in Business," MM, Aug., 1912 pp. 145-
. 146. a
5) "The Modern Office,” MM, Feb., 1913, pp. 152-153. )

8Alfl'ed Fitzpatrxck "Where Progresé and Education Join Hands,"

. BMM Oct., 1908, p. 70. The article/ "Co-operation and Some of ifs

/ Benef1c1a1 Results," BMM, April, 1908, pp. 60-63, echoes Fitzpatrick's
statements but ackn ledges that welfare plans in Canada were still
comparatively few 13\1umber in-1908. '

Tt

<Q-,)\
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Fitzpatrick also{noted in his article 1_:1iat 10,000 .men ‘v'\ei'"e'

instructed in the English-iaﬁﬁbége and technical subjects between 1900

and }908 in the railway and mining camp schools that. were conducted each ®_

-~ -

summer, and over 20,000 men were given access to books in camp libra-
> .

ries.119 He did add; however, that some captafns of indu§try oﬁjected f

to educating their men-on the grounds that all workers are shiftless

and have no désire to ri%?ﬁabove their-own level or to acquire knowledge.

.,C »
o ; s
It was even believed that -these problems were due to biological defi-

*

ciencies to which solutioqs were impossible. -In any event, as employers e

pointed out, the nature of unskilled work was nq; conducive to étudy,

and there was little time™o learn. 2’
v .
Ina simiIﬁr vein, but more optimistically, Christopher Hansman
/ . . -
reported in 1912 that | .

a recognition of an employees' rights in the matter of toilet

. accomodation is a favorable sign of the times. Mt is extending

afce and industry and one will find .

the big factory providifg its army of workpeople with clean and

adequate facilities, jlist as the'banK or business office is .
_ caring for its sgaff. 21 - ’

into all departments of

While no comprehegsive statistics are available on industrial

wé&fare work in Canada prior to 1938, the Ontario Department of Labour ,

in 1928 surveyed 300 représentatiVe manﬁfactdrihg industties and pf?;ic' ¢
. N . e h *

b M . . . -
L

o N ,

-

119Fitzpatrick, "Progress and Education," p. 71.

a
s

12054, p. 72.

——

L
9

.~ 12leyrs stopher Hansman,” MInvesting for Efficiency in the Office,"
M4, Feb., 1912, p. 421. »

-

.

r ’
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L . . ! .

‘.utilities employing 185,187 workers throughout the province to determine »
P ! o 4
: the extent to whlch industrial relations were receiving the attentlon )

.

of employers. This investigation discovered that 89 of the 300 firm?’r .
: y Ry R - A .

*

S ) ,
or approximately 50 per cent of the employeesa had cafeteria facilities,

0

o

a

. TR L )
and 20 more compapics had lunch rooms. In addition, some Untario

H

" employers reported that they absosbed defICItS of up to several thousand PR
N
dollars annually on these opera¢1ons but contlnued to do so because they

o felt that the ¢afeterias contributed substantlally to the welfare of
: the workers,Léz\f LA R ‘
Siéilarly, three-quarters of the employees, or 41 per cent of ‘

o 4

the 300 cdmpanies, enjoyed some recreational facilities on company,

) a
“ - . -®

e property. [The activities involved usually included dances, glee clubs,

and drama clubs, and some of these firms’ retalned a full time sports . . .

"director to organ1ze the athletic aspects of thelr 1ndustr1a1 betterment
)
123 : - C,

. i//?‘ TOZT - . iy - s : -
T -§3\/R\\ﬁ/7m‘ (s ' v . *. , .
¥ : Lo, ca s g -~ b N

- , + In conclusion, it is obvious from the statements made by both

('S : . 2 , . .

Alfred Fitzpattick and Christopher Hansman that humipitarian consider- -

(-

v

’

ations encouraged some Canadian managers to become involved in improving

» - » ~ .
working conditions in their enterprises. Howe¥er, as was the case jin

N . -
) the United States, other motives ptayed an even more_impogtent rqle;
' Both Michiel Horn and Thoﬁas Acheson maintained tbat relggious values ©
(\ - prometed Canadian entrepreneurs' welfere work in mueh tpe samepﬁey that ‘
— . ‘ . ' “ . B L . : BN
o ; 7 ‘ ) ; . . .

A ‘ 122Marion Findlay, "Industrial Relatlons, SbciaP Welfare, X ,
(Aug-, 1928)’ 246 - ’ " . M . - oo "

° . -

- 1231144,
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th\ey influenced thelr Amer:.can colleagues ‘Acheson’ made the general ,
. ‘, e » 4'_) *- , .

statement that Calvanist precepts played a formative p051t10n in_ the"

development of certain quzi°lities of chai‘acter in the industrial eli%e, :

and Horn spec1f1ncl that‘ R.B. Bennett's Methodism ‘was genu.me m that Bl - "
he w1111ng1y accepted the duty that came with wealth to "relleve the C ‘ s
wl24 lt can be concluded, therefore, l:hat as in ; . * - ’r
ed States, some éanadlan employers v1ewed industrial b,etterment M
asipne prerequlslte ‘to obtaining, ultmate approval for the1r 11festyle. "° ,
Onge again, however,'the econémic reward that t.}}e ﬁmployexjs .. R ) i
ho woﬁ'ld accrue from the intfoductiém of indgstrial amenities were . - v
the most significant fa{ctofs :in motivating Canaclian businessmen in this Q * ,
direction. banadian industrialists w,c;re always very conscious ‘of: the" . - "
need t;‘keep_ the cost of living low so that. manufacturers could k,ae]'p ~ ‘ )
wages down in order to meet foreign competit:icmv.125 “Thus, some
employers realizz‘\d that a heal:fﬁy, contentéd wo_rk_\force was more pro;/~ o | L N
ductive and therefc;l‘e less expénsive than Aone‘ in which_ the employees 3 "é
struggled in poor workmg conditions .w1th no provisions for éntertam- . :*%,

ment or out51de'1nterests after business homz's.lz‘6

- !

.
PR i ):@B; "

. . " . . ',
g R e n, ."Social Origins," p. 152; and Horn, The Dirty =~ .
Thirties, p. : ‘ . '
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Concernihg the physical conditions ‘of plants during the workday,
. ' . L < : - -
v . some: managers came to realize that the factory itself should be condu- - .

.
.
>
=55
P ar by

58 Yo S

T

PR cive to hard work and efficiency, and to achieve this atmosphere they

-

. Y ,

: » .'ulqproved ventlla,tion prov1ded sanitary fac1lit1es and beautified :

o N .

P plant surroundmgs \Imother 'words, as Hugh Eayrs stated in 1916:

. . - -

' ] e _Genius is no,thing more or less than efficiency. It means adequate, ' =

", . full preparation and equipment for tasks, and in this -last, since.

g it is axiomatic that the human element is at once the most . .

elastic, the most capable and the least dependable, efficiengy - - - = -~

. depends ‘that the humar%ﬁlement be backed ﬁp and stxpported by

N every possible prop e of these props is 'a maximm of comfort
. in workmg conditions. :

. « ¢ b 4 . .« . s e s e . .

'l'he/race is to the speedy .o l'he employee must have good
working conditions Y\n order that ‘he or she may produce the most :
and the best for th employer 1n the least time, at the least-; = - :
expense.127 | . RN - . . Tt
[ U “ , . ?

.- . ‘Similarly, since most ej.ﬂplgyers viewed labou{ as 'shifttless,oo J

1 ﬁdrunken beings who didﬂnot take care of themselves ’during off-hours,

. " as the amount of lelsurﬁ t1me available to employees mcreasegl mer .- ¥
A , )

. . especmlly when the weekly half hohday became generally accepted durmg

128

.. ~ the decade pr1or to World War- I\i some corporate offunals;/sought to

& Lo provide: wholesome recreation within the ‘confines of the company so. that
" - ‘((,/ } Al - ' i z
their employees ‘would be refreshed and therefore more efficient in

P ' handlmg the 1ncreasmg1y complex machmery T . A

-

: ‘ The f:mal motive behind welfare work that w111 be discussed

& - 3 1 [ . »
. i

. . . i s . mg__‘_' . ot
~ S o 127Hugh S. Eayrs, "Making the Employee Comfortable,' MM;~March, @ - )
g ' . 1916, p. 33. The same sentiments were voiced by St. John Howley in "'l'he . . o
T v Principles of Factory Administration: Conservatmn of Labouf " Jan., : 3
- 1930, p 190.

: . o ' . '____, - T o bl
I ] . 12"8"Co-oper'ation and Some of -its— Beneficial Results," P 60 ‘ ) 4




- * ‘f ’ ’ .
centers on,employers' expectations that improved working conditions

would not only increase production, but would also decrease turnoJér

‘;nd stave off trade unions. The ratidnal behind these beliefs was that -

v a lbyal, contented ﬂ?rk force'aqéld not feek‘any need }or optside
assistance or interferencet’ : X .

The fact that Canadian émployers wanted to maintain complete

-

~ . control over the relations between themselves and their employees is .
. . . o _/—_' ¢ ~ »
- once again obvious frem the above. However, inseparable from this

-~

: desire was a paternalistic attitude towards workers that became visible
.. { ° N .

x as man} of tbe welfare plans -were being introduced, and which caused

. . < PR

. discontent in some instances. Helen Cameron Parker recognized this .
.‘," - 3 . .

fundamental weaknéss 'in both anadian and American welfare movements

. ~am. !
., . as early as 1910, and warned that resentment and rebellion must be

expected when employers adopt a superior attitude when desigﬁing dhd

Y . . . R e L&
- implementing unsolicited improvements in order to increase production /

- and improve the company's public image.,129 Michael Bliss also noted . ¢ o
s R w ' M - ‘-\:‘

. ’ < that Capadl:.an welfare plans were characterized by an atmosphere heavy
A

_ k ' (/ ‘with the air of concessions from the strong and the wise to the ignorant ’
’ and the weak,{§o and John Osler clearly summed vp Canadian paternalism
. ~ . 4 - .
~ h - N

) ’ in 19;? when he said: ) -

N

~ ) P = N — { s
r . . . ~ = . ' , . @
N R ) lzgﬂtlen Cameron Parker, "How Efficiency-of Workmen is fmproved," | °
N Industrial Canada, Feb,, 1910, pp. 693-694. N ' :
* ‘ . + .l- X . - -~ \ . . -

K . 130Bliss, A Living Profit, p. 91. ‘ L T T 5""




industrial betterment could work to ‘the distinct advantaée of employees, |

’

1S
.

s A, b e
T e

- - »
On the part of industry, we find an attitude of economic royalrsm, %
.occasionally relieved by moments of benevolent paternalism, E?

+ 1nsp1red apparently, by the complacent belief that- if only a @
man is given erough free shower baths and annual picnics he will ey
be content ta "know his place".131 “?%

In concluding this section on welfare work, it is clear that
‘ l

Le 4 g
£r o L R EELHL

v
+ .

‘despite the paternalism that usually accompanied it, as long as the

.company- involved also maintained regular employmeﬁt conditions and paid

- Y - wages at least equal to those in surrounding firms and parallel indus-

“ e

tries. This, hogevert was not always the case. The British Columbia '

- .

, Electric Railwaﬁ, for example, through its numerous welfare plans got

™ away with.paying wages less éenerous(than those of other'cofp&%ations

" —in this industry in both Canada and the United State% from the late | -7

V) .

1890's until 1917 when the economy becamesignificantly less stable and

the company had grewn too large to enjoy personal relations ﬁetween

s

labour and management.

) week férffailing to produce her daily quo;é. When sﬁe prﬁtested that

’
7
RS

132

v . e
Anothgr even more striking example of how welfare

ork can
operate to th\dlsad‘ﬁntage of workers is found in a case thkt‘was

. . revealed before the Royal Commission on Price Spreads.

In this instance

4 A}

a young woman employed by the Timothf Eaton Company was 'laid'off for one !

y S -

¢

131Osler, "fndustrial Relations," p. 12.
~132 - e A ‘
Patricia-E. Roy, "The British Columbia Electric Railway and

Its Street Railway Employees: Paternalism in Labour Relat:ons," BC

Studies, lﬁst1nter, 1972-73), 3-24.
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she ‘could not support herself during this period, she was told that- she

@

- could report to the firm's welfare office for assistance. Thus, Eaton's

.

0 . took care of its destitute through #ts much pﬁblicized welfare provisionsg,

. but it also made sure ‘that these facilities al’(vays had customers and ,‘ ‘,
; B funds since-it dictated severe employment ’conditions af}d would not
| > ) channel ghe welfare money into ad'dit&iohal wages for the empl‘éyee?s on B
| the payroll because . . C ) N
»

if 'workers received a decent wage » they might get notions .of
. having earned it, instead of ‘having received it, And when
‘ that sort of system entered, it would threaten the existence .
of Ardwold. It m1ght lead t?z?,"‘c}‘ violations of "family" Lo
* » corporatism as unions. . . .

-« -

Turning away from welfare work, a discussion of fringe benefits ~

in Canada will now begin with pension plans. The development of this
particular fringe benefit was extensively investigated l;y both the

*a,

Labour Gazette and the Queen's University School of Comnerce. The \\

=

4Queen's University study found that the motives persuading pana'dian employers
to introduce pensions were the same as tliose that£ -ir}fluenced American | ‘
manag:ement during the corresponding time period. That is, on a

.- humanitarian basis, Canadian employers since befox;e the turn of the
.twentieth centurir were increasingly stirrﬁ by sympathy and public .

. protest to relieve the conomic needs of employees a.fter the:.r most

K ,productlve years had elapsﬁ and to reward these people, beyond the
e e " wagfs already paid, “for their long and faithful 'service; * These consi- o
’ . derations were additionally based on the recognitfg;: that employees
N N . ) - K x
B ’ _— , . . " ’ e
R ) _ 13:"Horn, The DiI:ty Thirties, p. 127. .
‘e 0t v - ' . " .
e ) \ ')
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usually did not, or were not able, to save money in advance of_ retire-

[“ ment.l34 | 4 - -] : ) B . fn‘

Along with the above, as was the case in the United States,
_ economic expediency played a large role in swaying Canadian management-

-

. officials toward the 1ntroduct1on of annu1ty arrangements. Besides the
Q -k

A “ favourable pub11c1ty that pens1on plans generated both in terms of

s ~ W o

attracting steady workers and enhancing the company's qulic'relations,"
pension provisions improved efficiengy and productivity through the

teplacement of older and slower workers with younger, quicker ones. A
EN 4 ) 5 . Leoe Y ’ . o -
formal retirement plan also improved the morale of the remaining laboqr

. »

*

force since the younger workers recdgnlzed that avenues of promotlon

[

0 ened _each t1me a co-worker w en51oned This incentive, plus
P up.. ?5 P

/"\

the service requ1rements set down in most qnnulty schedules, reduced

” -

turnover at individual firms and led once again.to more eff1c1ent '

- empl 135 . .
. . . empoyees. . . . -

Thus through combinations of all of the above factors, pensions

came to be seen by employers as nécessary payments to labour in'order )

A .

to 1mprove production. and the corporat1on s public 1mage, rather thah

~

as compass1onate allowances or rewards for serv1ce In other words,

3 management came to view annuity expenses as part of the cost of higp

'productivity,‘and pensions became deferred wages to be collected by’ the
A .

e A ~ . N ’
. s -

” W

134 Queen s University, Industrial Relations Section, Industrial
Retirement Plans in Canada, Bulletin No. 1 (Kxngston, 0ntar1o' Queen's
Un1ver51ty, 1938), p 4 5. . .
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‘Ibid.,-pp. 5-6.
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ry
- ) employees during old age.'l36 ' - .
- RN
plans were, as was the case ih the United States, part of the railway
o industry. In fact, Canada preceded the United States by a few months

in this regard because the Grand Trunk Railway inaugurated a contri-

"butory plan October 1, 1874,. and as we have already seen, the first

o - 1

¢ S Exoreas Company in 1875.137

butions’ and only because‘nonéontributory in 1908, this was not the

- general\trend in Canada. Until 1929 most annuity nrovisions were

-

. e i/ ¢f1nanced entirely bx management and it was only after the Depression

began that employers generally recognized that they could not adequately

i 138

1 ' ' survey conducted by Queen s University .on the date, number, and type

s a large percentage of the pen51on arrangements initiated between 1903
o .' ' R

o settang:up branch plantst1n this coun%ry. : ?\\\\gix

- ) . N
) 7 N
f u ~ - &
+ : ’ - o N

-

S mia e S :

c s
-

137,

such arrangements by an American firm were introduced into the American

L While the Grand Trunk plan began by accepting employee contri-

support these schemes by themselves In Jany case, whether the plans

were contrlbutory or not, Table 1, whlcb llsts the results of a 11m1 ed
. of pensions inaugurated in Canada between 1903 and 1938 indicates that

and 1920 were actuatly*lmported along with American companles that were

- o ,The Canadian companies-that first recognized the value of pension

Lescohier and Brandeis, ﬂ£§torf of Labor in the United States,

p. 386; and Queen's University, Retirement Plans in Canada, p. 12.

138Queen'.s Univeréity, Retirement Plans in Canaoa, p. 12.
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TABLE 1 ’
‘ "
INDUSTRIAL RETIREMENT PLANS BY DATE OF ESTABLISHMENT IN CANADA
o P : .
v /8
NON-CONTRIBUTORY.  CONTRIBUTORY ""U.S. COMPANIES WITH
DATE_ PENSION PLAN PENSION PLAN PENSION PLAN IN CANADA¢®
1903-1913 4 L, o~ 1 . . 4
1915-1917 Sb =T 6
1919-1920 Sa - - S |
1922-1925%» ( 3c 4d |
1926-1928 5 - ' 1 .
. 1929-1932 1 * 5d
1934-1936 1 26de
. 1937-1938 1 11df
: No Date 8 11
Given : - .
. TOTAL: . 3~ 65 15 -
’ - a Plus three now contributory. b P‘ﬁs two now contributory. c Plus one
now cortributory. d One formerly non-contributory. e Two formerly non-
' .contributory. f Two formerly non-contributory.
SOURCE : ‘it\dapted from Queen's University, Industrial Relations éection,
/ Industrial Retirement Plans in Canada, Bulletin No. 1
‘ (Kingston, Ontario: Queen's University, 1938), p. 15.
Table 1 also confirms that as in the United States, increases
| ~in the number of penision plans introduced in Canada corresponded with
’ prosperous economic pering, and depresséd years saw both a decline in
. ) ' iy . - - ) . . .
L\ . the number of existin s and reluctance by other managers to initiate
new onés.139 - .

™~/

Despite these cycles, however, the railroads, public utilities,

comnunication companies, and financial institutiopis began the pension
movement in the United States, and the iron, steey and oil industries,,
—— ] m ' d )

1391b1d., p. 15. ' -

( Ibid : -

') .

"y
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o~

’

joined in 'pa:ticul‘\:iarly after 1929. 1In Canada, t;? railway companies

. 1 .
were both the §ioryé'e\rs and the strongest advocates of pension provi-
A A~ .

’'sions, and f1har(c1a][ ms/ytutlons, mining, sneltlng, communlcatlons,

!

R

pub11c ut111t1es, electrical equipment, rubber, metal, chemical, and
miscellaneous manufacturing industries became incréasingly involved as

the movement progressed. 140

- -

»~ n
Thus, while various shortcomings ofsthese annuity arrangements
will be discussed in Chapter IV, Table 2 shows the 'number of pension

N
plans introduced_into Canadian indusfries prior to 1937, with the

" exception of establishments operated by the railways, as reported by

the Labour Gazette in 1949, ) ~.

TABLE 2

PENSION PLANS IN CANADA BY YEAR PLAN BECAME EFFECTIVE '
(Excluding Establishments Operated by Railway Companies)

[ 4
INDUSTRIAL GROUP . BEFORE 1900 ° 1900 to 1918 1919 to 1937
Manufacturing - .- L | 23 258
Logging - - T e 1
Mining - - - 25
Communication ' - ! 7 - 8
Transportation - . 3 35
Construction - - 12
Services . . - : - 10
Trade ) : - 42 112
Finance ' ‘ 2 . 84 250 ™
" TOTAL: 3

' 159 : 711

SOURCE: Labour GaZette, XLIX (June, 1949), p. 698.

Ibid., p- 18; '"Pension and Welfare Plans in Canadmn :
Industry," Labour Gazette, X¥LIX (June, 1949), 698; and National Trust
Co. Ltd.% .Pcnsion Division, A Study of Canadian Pension Plans LToronto.
National Trust Co. Ltd., 1960), n.p. As in the United States, the
larger corporations in Canada were the first ones to 1ntrodpce pens:.on




'.“ ' . «

To conclude this section ‘a to augment the figures in Table 2 - .
and make them more understandable, it must be noted that the National

\Bmployment Commission reported that as of January, 1937, 9.3 per cent

of 7,725 firms across Canada, covering all industries except agr1cu1ture,

hunting, flshmg, banklng, and domestlc service, were operatmg with
[ 4
amnuity prov151ons 87.5 per cent of this total did.not have pension

plans;.and 3.2 per cent of the .7,725 companies - did npt indii:ate,_ whether

they provided for their aged employees after retirement or not.141

-

A fringe benefit with some of the same motivating features as

found in pension plans that was widely discussed-in North America ' <

generally, and was frequently consideréd in Canadian trade journals

during thexlate nineteenth and early twentieth centuries, was profit .

sharing. This interest in the di§tribution of profits to ewees was

i

1Y

largely gencraged as a result of the fact that employers viewed it as

- a potential solution to industrial conflict and as an easy/yai‘r' of

reuniting the interests of managers and workers.l42 The ‘Canadian-

L]

Manufacturer in September, 1886, for example, went so far as to suggest

- d

that 'the quest1on of the d1v151on of the proflts of 1ndustr1al enter-

prises commands attention everywhere, as probably affording the -true

solution ‘of the problems involed in the relations between Labour and
. & ‘ ~

~

T
B B :
‘

-

141 Canada, National Employment Commission, Report on Phases of
Employment Conditions in Canadian Industry (Ottawa: King's Printer,
1937), p. 49.

\ 255506, A Living Profit, p. 89. -
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Capital. w143 ’

While profit sharing was not-extensively introduced into Canadian

' -~
companies, the plans that were inaugurated never lived up to the above

-~ .

expectations even though some Canadian employers had been rewarding
_ their employees; in addition to regular wages, very early in the history

of industrial relations in this country. Th);t is, Canadian managers

N

had been distributing both annual and retirement bonuses since at least

the 1880'5,]?4ﬁnd a few profit sharing schemes were organizedgat this

time, as they were in the Unit;ed States, so that workers cduld share on
- .

® regular basis in the wealth they helped to create. )
- . o
Thus Bliss stated, "profit-sharing was & formalized yersion of

145

e

straightforward employer generosity,”

¢
and- businessmen always hop;?

,wﬁ'ether they’adopted profit sharing or not, that'it would be an .

146

)
effective way of warding off trade unions. In other words, employers

expecfed that employees would be grateful gor this ﬂat\:lditiohal income

and would therefore remain loyal to the company~and work hard to insure

w
high returns without outside im:erfe,rence.147

;

o 2 143 | N TSN
Book review of Profit Sharing Between Capital ‘and Labour--
Six Essays, by Sedley Taylor, in Canadian Manufacturer, Sept. 24, 1886,

p. 549. , .

. 14431iss; A Living Profit, pp. 69, 89; and Bliss, "'Dyspepsia of
the Mind'," p. 182. v co .

. 145

‘Bliss, A IJi.ving Profit, p. 89

1465, .o . . o

. ‘ /’/4 ’ q “ ‘ >
| 47y.A. Craick, "Sharing Up Profits With’'the Workers," MM, Feb.,
« 1012, pp. 434-438. - s ST
; . \ oo
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© 14

'Among the small number of Canadian firms that introduced profit-
sharing plans before the turn of the century were the William Davis

,Company of Toronto and the Dodge Stove Works of Oshawa in the 1880's

and the T.S. Simms and Company of the Maritimes in the 1.890‘5.148 . ’

‘ . o_ﬂ
' While this trend p1cked up somewhat after 1900, particularly dur&ng and
_ immediately after Worl'd War I as Appendix 1 indicates, Canadian business-’ e

men probably did not turn to profit sharirg on a graﬁi scale because

they objected to any plan in which losses would not a}so be shared, and 7

suspected that employees would not accept responsibility for bad )(ears.149

, As we will see in_Chapter IV, these employers were accurate in this - .
L4 »

N

regard since workers did not remain interested in any.system that could
not continuously provide healthy returns. In addition ‘managers found

- / >
profit-sharing plans time consuming and difficult to administer, and

employees objected to the service requirements that were usuélly stipu-

lated before they could participate in profit-sharing prov151ons.

A

A Fmally, when ,considering the small number of plans begun before World

X Har I,*W.A. Craick suggested in 1912 that the keen competition of s .

-
«

interests that madé it necessary in other countries to secure the loyal

. support of the most skilled and efficient artisans through methods like

profit sixaring,’ had not yet developed to such a significant degree in :

Canada. 150

’ [}

- 14811} Ibid., p. 435; and Bliss, A L1V1n& Proflt, p 89,

.o .14981‘15& A Living_Profit,\p‘* 89. .

~. L ' ‘0 . i
. , -lsoCraick, "Sharing Up Profits," p. 434. - ‘ o
‘. B ‘;"; - . ’ ' -' ) s

7. . T Cyt o . "’z ) o .
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t

I'd

In conclusmn, prof1t sharlng did ‘not alter the power structure -

: L between labour and management in Canada, and it usually failed to unite

- . the interests of employer and employee since profit-sharing cheques .o

- were usually issued eitherayearly or on a quarterly basis. This was
B ) ’ ' ‘
|

not often effough to maintain continuous interest or to motivate workers
- . re

'

ST . ' N
o on a day-tozday basis. /
s Sy R}

Concerning ‘the industries that adopted profit sharing, Appendixv:

T . 1 indicates that these plans vere concentrated in the.retail trade{}in
' E . ¢ ‘ ’ \— ’c . * Y
the province of Ontario. The peak. of the movement was reached between

1914 and 1922 afte; a steady bufld- -up ﬁ'étween 1900 and 1910 and from

the mid-1920's on, there seems to have been ‘a notable declme in the
\

popularity of this fringe benefit. ‘ !

- Employ?e stock ownershi?__ follnwed the developmert of profit p

¥ sharing in Canada, as it did in the United States, and many of these

- - L4

. plans were introduged for the same reasons that profit sharing was .

attractive to employers in both countri€s. More specifically, stock

ownership was often embraced as a method to make employees recognize

- in a tang}.ble manner that their inte%sts were the same as management's. 151

. . ‘ e \ .
>\ - © " To do this, a portion of a company's sto\ck was usually offered at a price :

o

below that obtainable on the open market to either all of the employees 7

“ o

or to mse in certam job categones who fulfilled- spec1f1c service .

M -

~ 0 & . °
. s/ KN .. -

lslLbid p." 434; Findlay, "Industrial Relations," p. ‘2'59‘

- ' "Cdcoperation on and Some of its Beneficial Results," p. 63; and Metropolitan
: Life urance Company‘ Policy-holders'” Service Bureau, ‘Report on Employee
Stock Owne Plans (New York: 1923), cited by Harry A. Stark, _

- 4 %, "Industrial Democracy in Canada: A Study of the Movenignt to Give the

Worker a Voxce in Controi" (uanx lished M.A. thesis, University of

-

o \ )
| ,"“- i

-

ek s A A T



-

-/

e

124

i -

reqx&r_ements In some 1nstances the employer made regular contributions

s

to the cost of these shares, and in a11 rcases management encouraged

o +

//employee thrift while emphasizing that stock purchases made them part "

w 152
owners of the company that. employed thenm.

. While certain specit:ic shortcomings of stock ownership-plans
will be taken up in Chapter IV, it mnst be noted here that some of |
these arrangements Tran 1nto considerable difficulty when only the more
highly pald staff .could afford to purchase shares even thoug']'%all of
the employees were eligible. Similarly, vhen depressions struck and , ‘
large numbers of workers had te forfeit their cha\‘ncei‘to become . corporate
shareholders, many plans had to be either revised or discc{ntinued. With
these consideratibns in mind hoWever, at the nest of times employeea

~
in Canada were never allowed to purchase a large percentage of the

shares of 1nd1V1dual companies, and stock ownership d1d not fundamentally
[ 3 ) .

alter relatlons between labour and management.153
- !

N

Theg, extent .to wh1ch stock ownersfhp was introduced into Can,adlan

’e

L® -

firms is difficultut'o determine. However; ®.A. Craick stated, that there‘

were a few such*p_lans operating in. 1912. ' Thg earliest one he reported"

y
#), o~ ¥ o

- -

[ X !
. " o -
f

Toronto, 1928), p. 181; The usual exi:ectatic;ns of decreased iurnover_

and unrest, and increased employee morale that would help to avoid
_trade uniohs accompanied employers introduction of stock ownership.

' 15231:&1—1'k,.«"Industz;)ial Democracy in Canada," i)p. 9—1(),, 177“.’

~

153“Co--operat10n and Some of its Beneficial Results," p 62;
and Stark, "Industrial Democrdey in Canada," pp 178-182.

‘e

[l
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o began in the Stanley MlllS (i:mpanr of Hamilton, 0ntar1o in 1903., 4« )

. .

Upon referrmg to Append1x 1 it can be seen that the peak of the stock .,

'

- owners}gip movement was reached during the 1920's, and its popularlty

declined after that date. Somewhat more specifically, the °C.)nj*.::u.‘io

A4 v

2 - .
i: ' _Department of Labour found that 40/6f the 300 Ontario companies it

surveyed had stock ownership grovisic‘ms in 1928.155

q

P * The final employee benefit that will be conside®ed at this '

.>time is accident compensation, which automatically ineludes, a discussion |
I - - . : N
ot A S

of employer attitudes toward safety and health. ~ Once again'similar‘

< o

b . philosophies of management were discovered in*the United States and

Canada. : o

. As we have already seen, American industridlists did not acknow-

s

ledge the need for,improved safety conditions until externa?l p"ressure;

was applied, and Michael Bliss summed up"k:onventional'(ianadian Wisdom

'

on this subject durlng the years between 1880 and World War 1’ yhen he

~ ' " reported that some employers would not accept responsunhty f01s aanger-

i

[

ous conditions in their firms because they~be.,heved that when workers
. .-
. assumed p051t10ns they automaucally accepted the risks that went along

4

with them. Thﬁs, when accidents did occur, -management's stereotypé\ of
. ? 5 4
: ‘ - . . _
n ‘ , 2 ) )

T T 15 4Crauck "Sharmg Up Profits," p. 437; and Kealey, ed.,

Canada Investlgates Industrialism, p. 66. 'A.W.”WNright, a Toronto R

,'Journalist, testified at th& 18 ; Royal Commission on Labour and Capital °

- that there were a few profit-shdking plgns operatiig in Candda at that .

o time, “Egg:hough not as gany as in the United States. ) o '

s
N il

! ) . ‘155 }L - * » .
Fmdlay, "Industrial Relatlons," P. 259 . <

Ve
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" labour was resurrected and employers claimed that the machinery 1tself

was. not haz\rdous-—workers were malmed and killed on the job because _
T~ # " .

they are by natu}e/ﬁ‘eghgent and careless. 156

On this” gasm the Canadian Manufacturers’Assocmtmn fought
] = %
. for a 11m1tat1\y’ to workmen's compensation payments in 1908, 157 and

employees generally suffered the loss of wages and employment wlthout -
“ \
recourse when they were injured-ynless employer_ negligence could be.

158 . . < ' |
preven. , . .

Finally the provinciai governments stepped in one by one ‘tor
] o ' , ) - . S
N rectify this situation. The first type of workmen's compensation legis- '

1] ‘4 -

) ' lation’ that. was introduced in Canada held individual employers; liable

~ y

1Y . . .
for industrial injuyries according to scales of payments laid down in the

dcts and distributed.accordipng to the findings of desilnated courts. \ N

. N . LY .
. Undg" this procedure corporate owners and managers ,ins®ed their risk
, P ’ - N
L4 o « - .
N with \ﬁrivate insurance companies. The provinces that took the lead in .
this' d.1rect10n were Alberta in 1908 and Saska.tchewan 1n 1910. 159
ALY - o ' _ ~
156Bhss A L1v1ng Profit, p 59. .
’ - Co , "The Canadian Geneml Election of 1908" (unpubllshed -
M.A. thesis, Mc,é Un1vers1ty, 1962), p. 87.

158Ro(:son thl«r "Providing For the Damaged Workman," MMy April,

1915, p. 14,/ Black also stated on p. 15 of this article that employees
L who did receive compensatmn were only given one lump sum. .

T e a -
LN ) ) 159Canada, Department of Labour, Workmen S. Conmensation m '
Canada: A Comparison of Prowncmlu.gms in 19367?—(n P> 1936), p. 1. T

a4
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ﬁﬂ'he 'second type of workmen's compensation legislation, which

o ) «
generally replaced individual liability in Canada after 1910, called
. - - el
for the setting up of pr?fi'?xcia‘l boards to administer provincial

m:cident.funds.160 Ontario adopted this collective liability in late

~

- 1914 at a time when every workday witnesseg 40 to 50 induﬁtrial injuries
and approximately 5 deaths from industrial accidents per week in that

province\.161 Under this la\!, disability paym\ents totalleé}p,to 55 per
cent’;f 61; employee's month}y earnings‘until he was able to resume
work.f In cases of totall*disabiltity thi?hshqn was continue.d for life,
and when death résulted from an industrial accident, the employee's
wldpw and young cluldren were similarly compensated 162 }
. Canadlan manage‘ment's immediate reaction toAOnt:ario's legislation ,
vas predictable. As Rol\a},on Black stated in his 1915 articlé in Maclean;s - ¢

* Magazine on Ontario's efforts to read;ust industrial conditions: 'the

process received full accompanment from the anvil chorus and the
- '
‘célebrated Hanlds-Off! “Trio."ms However, after a two-month trial, the

160Canada, Workmen's Compensation, p. 1. ".As Findlay pointed

out in "Industrial Relations," p. 245 when discussing Ontario's 1914

- workmen's compensation law, collective 11ab111ty meant that the provin-
cial governments placed compensation costs for industrial a\:c1dents as a
charge upon industry. ., . -7 :

e
16llnack "Damag& ~Workmen, " p 14; and Canada, Workmen's
Compensation, p. 1. .

162Black "Damaged Workmer;," P. 14. The/maximum amount of
cnepensation avauiable to each employee was set/at $2,000.00 ger year.

\
lﬁsmd.
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7

/4

"CMA officially advised all of its members” to accept the Ontario law

5 withoufiﬁ}otest, and seven of the other eight provinces introduced
. 164 ‘ > : ,
similar provisions before 1931. -
y N
In conclusion, it is not surprising in light of the above

deveélopments that Marion Findlay was able to report in 1928 that the

v

Ontario Department of ﬂiﬁbur‘discovgged that

the 1mportaﬁce of the prevention of industrial accidents in any
programme of\;ggroved anagement is being more generally
apprec1ated g/n each year more effectiye work is being done

in many firm tario along the lines of preventive'
measures.165 -

More specificall , Findlay stated that expert mechanlcdﬂ know-
ibdge was being introduted to equip dangerous\&h“;mexy with adequate

’ safeguards, closer attention was being given to }1ght1ng, ventilation

: , d
and housekeeping in ordér to reduce the likelihopd-of accidents, the

matter of employment w%s’being\ﬁore céreful!?“tb sidered so that only

_ physically and mentaliy fit men were being assigned to dangerous‘jobs,

-

and employees were being educated on the necessity of safe methods and

gonstant precaution. Similarly, many' of Ontarlo s larger compan:es

-

were setting up safety departments to monitor their businesses, and the
. .

smaller.fir?s were making the foremen in each department responsible for
,' N . >
164, . . . ¥e e .o
Tbid.; Bliss, A Living Profit, p. 142; and Canada, Workmen's
Comgensation, p. 1. The other provinces passed collective liability
workmen's. compensation laws as follows: Nova Scotia, 1915, British
Columb1a, 1916, Alberta, 1918, New Brunswick, 1918, Manltoba, 1920
Saskatchewan, 1929 and Quebec, 1931.
[ e '
‘165Find1ay, "Industrial Relations," p. 245.

. toe




the impiementation of safety measures. Fina}iy, since the Ontario
Workmen's Compensatiqﬂ\Act stipulated that all companies mustasupply
fi&ﬁt-;ia'kits and‘rooys, these were in evidence, and many corporations
’went much further, Tbe Ontario Departhent of Labour found, for exémple,
" that 73 of the 300 firms surve}ed emplo;ed nu?ses;-ls firms had first-
aid attendants, and some of the larger companies utilizéﬂ the services

of doctors and dgntists.166 oo )

On this basis it must be concluded that since the various

workmen's compensation laws passed between 1908 and 1931 made large
numbers of accidents expensive for employers throughout Caﬂédé, that

most corporations and smaller firms became increasingly conscious during,

= > ’
this period of the need to maintain safer operations. Once again, .

therefore, the economic motive was paramount in pressuring Canadian
. o q\

managers to take action to improve their employees' working conditions
. < ¥

and welfare. | ' T '
. ) \ ‘ o ,
Tﬁh&t yhile the systematization, scientific management, welfare
ge

work, and fringe benefits movements all began and developed in both

-*

Capada and the United States &uring the declining years of the nineteenth

1 v »

and the early years of the twentieth,centuries, a corresponding trend

is no longer apparent between these two countries when one turns to

]

employee representation. As we have already seen, American writers

and emplofgrs began to discuss and experiment with works councils during

.

the 1880's and 1890's. In Canada,: however,.the only indications of -
* A o f . ) )

.

166




“similar awareness of this laet_hod of dealing with employees were found'

in the writindgs of Mackenz:te ng.

While King's views on works councils

as expressed in Indusuy and Hnmamty, which was pubhshed in 1918,

have already been discussed, he also hinted at employee representatlon

-

in his report on the findings of the 1909 Royal Commission on‘:onditions

in Quebec's cotton factories whan he suggested ‘that industrial peace

m1ght be preserved through setting up and adhenng to the fo],lowing

procedures

(a) by the adopt:on of Jomt agreements between employers and

operatives with some system of aut

tic adjustment of wages;

(b) -each of the parties being required to give at least one
- month's notice before attempting ‘to' enforce any contemplated

change in wages, hdurs,

« +(c) by the adoption -of some form_of labour co-par
. which the joint interests

’ apparent to both parties.

~

upon,’ 163

r.epresentauon ‘plan recorded by the Labour Gazette was introduced into’ : .

the Consolidated Mining and Smelting Company of Trail, British Columbia

im 1017.169

or-other important chang

167

to Inquire into Industrial Disputes’in Cotton- ‘Fa’unes*of the Province

ﬁ:r

conditions;_
ship m

185 employers and employees is mad%

(Y

‘- Harry Stark concluded that these recomendanons were not acted’

and this seems to have been’ the case since the first emplo;ee

.y

From here the movement failed to catch on during most of -

' Canada, Royal Commission to Inquire into Industrial Disputes
in Cqtton Factories of the Province of Quebec, .Report of Royal Commission

of

168

169

(June, 1917), p.-878.

Stark ,

—

"Industrial Dano;riicy in Cana’da," p 8.

ebec (Ottawa: l(mg s Printer, 1909), paragraph 14, quoted in Stark,
"Industrial Democracy in Canada," PP- 7 8,

’

"Consohdated Min{ng and Snelting,. Labour Gazette, XVII

, 9
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' the:fbllowing year, but from the end of 1918 until- the middle of the- %
. 1920's, a relativeiy large numbef of Canadian éoaporations quickly‘incbr- B §
v . 5
P ated ﬁo}k§ councils into their opératibqs. The industrié; covered vg
*{J' by these actionsxincluded agricultural impléments,'autamobiles, abattoirs, é
) "brush manufgftuying: engineering: packing, rubber, woolen goods, oil, ‘ ‘ g
, bridge and strucsural iron, clothing, rﬁilways,and télgghones.l70 %
. : Mbrg_}mporghnt than the {nditidual'coméinies that adopted wotks ;
" courcils, however, wert certain industries that intfoduced employee ' . "j
representation to cover large numbers of th;;r workers. The railway ' . 2
industry, for example,’fgrmed‘; joint boaré in August of 19184ca1ied' o, * ’%
" the Canadian Railway Bogrd of.Adjustment No. 1. It was originally set %
up "to avoid disputes qz3risunderstandings which wgzid tend to lessen ;
the efficiency of traﬂsport;tion service in Camada duripg the Waf;"ljll ’ ' g
t and it was composed of six representative: from the Railway';;sociation : ¢
of Canada and six\member$ ;f the railway employee;' brotherhoods. ' {
/ After this councii t:ulfilled its func-tions« satisfactorily during- ‘
’ ; vthe last three months of World War I,. it cc;nti_mx:ed to operate ﬁn;.ilsat( '

> . least 1921 with its principle role being the interpretation de'age

“ agreements. In this instance a majority vote of the joint(council was )
~“sufficient to decide any matter under consideration. % | - "

e ;

M —_— - |
- o170 ¢ ’ i f/

+ " Canada, Depdrtment of Labour, Joint Councils in Industry,

L Industrial Relations Series, Bulletin No. 1 (Ottawa: King's Printer, +

©_,1921), p. 11; also see Appendix 1. . Y. f

. - . . - ' . Y ' \ L ) i j)
“ . ". - ) 171

Cdﬂadi, Joint Councils, p. 9. - .

I
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- In a similar manner, the Saskatchewan Civil Service Joint

Council was organized in 1920 to afford representation to all government'h "

—

employees in that province. The council itself operated in the same' way

as the works councils that were discussed in the previous chapter. That.

is, three deputy ministers of the Saskatchewan Government met regularly

—~ with three representatives of the Saskatchewan Civil ServiceoAssociQtion

G

, to deal with complaints centering on matters such as salaries, the

allocation of work,~hg{iday§, sick leave, and the staff ﬂining(room.

This main body plso had the power to appoint required committees to

s
L 2

which officials and employees could be calledito give information on

fa

the subject under consideration. When consensus was reached in the
uncil on an issue, its recommendations were referred to the deputy

o B ‘ w *
head of the department concerned and the Civil Service Commissioner for

. a decision.173 . .

4 .
. While other industry-wide joint coun;ils vere formed in con-

174

struction and men's clothing in 1920, it must be pointed out here

that the works councils that covered large bortions of specific indus-. -
tries resembled England’s‘;hitley Couhcils that ﬁere iaking shape in
that country at this time. The other aﬁd more common employee represen-
tat%on plans that were confined to single firms were usually modeliéd'

directly on Mackenzie King's joint'council system that he installed in

Rockefeller's Colorado Fuel and Iron mines, or on its successors in large

b L

© o 18pid., p. 8. .

ammm— ¢

1741p14., pp. 9-10.

Qoo ey

», ’,\
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‘ American corporations. In any event, most of the employees covered by
. i R

] ' the industry-wide councils were union members; while those confined .
! \ to company plants usually were not. The fact that this was the case
" ' leads.us to a discussion of Canadian management's motives behind fol-

lowing their American counterparts in the endorsement of employee

. "
| . representation.
) ‘ . .

' As we have already seen, both Canadian and American managers

- '

attempted from the 1880's onward to reduce the effectiveness of trade

unions. And, prior to World War I they were generally successful in o

- A

—ane

- using the power of their rhetoric and associations;? to convince their
employees that workers' interests were best served through pers:mal

5 contract. Once "the war began, ho‘wevér, and %h\e old reliable sourceg .

;:f labour Qis'appeared, North Americm(émpléyers were forced into _

5

realizing that their autonomy had suffered a severe blow.

In lthe case of the United States, Don Lescohier concluded that
gfter the effects of the ;var began to b.e felt, Americaq_manage:is
» ‘;:" attempt;d to improve factory conditions, by ij:creasing and improving
N I - 'welfa’re" ‘activities so that the large number's of gen&ally irreplaceable
. women, Negroes, and farm hands W‘o’uld setfle down in their:respective
,fims.ns While these methods were probably succesiiul in reducing .

. T _ turnover, as hhapter I indicated, trade union membership also increased

p L ‘
as never before, and American management then turned to both fringe .

-

[ = .
1] ‘ -

’175Lescohier and &andeis, l-b.story of Labor in the United States,
Pp. 321322. ) N ' ,
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benefits and employee representation to stem the tide.176

-

The Canadian situation was similar, but more intense. On the “
' . + o™ .
one hand, Canada entered the war almost three years ahead of the United States,

and Canadian businessmen were forced to deal with the developmént of

new industries struggling to keep up with a de;éfmined‘war effdrt.177

On the other hand, labgur sﬂbrtages soon made themselves felt and the

Canadian labour movement s$ucceeded in considerably augmenting its

78

membership in both 1917 and 191-8.1 To this must be added the fact

that the 1916 report of the Royal Commission on the conditions in
munitions factories in Hamilton and Toronto recommended that employers

should agree to meet with employee representatives to hear grievances

and suggestions with a view to arriving at solug}ons or adjustments*}79

And finally, since’théACaﬁéajan governﬁeﬂt clearly desired td avoid

industrial unrest, the demands of labour more easily won hearipgs,lso

"and Ottawa issued its clear statement 9dygcating collective bargaining

|

. . B e
duration of the war in July of 1918.. ol

r -

‘ Ve >‘”;“’”"/J.

between employers and employees or/éheir repfbss:fatives for the !
o

g -

176

Ibid. , )
177Stark, "Industrial Democracy in Canada," p. 12. ‘ 5/

178See Appendix 2, Union membership rose: from 4.9 per cent of
the labour force in 1916 to 5.5 per cent in 1917 and 6.9 per cent in 1918.
A ® ¢
: -

1798tark, "Industrial Democracy In Qaﬁﬁda," pp. 12-13. 2

-

180154, 'p. 12.

'
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Thus, it is not surprising that since some industria}-qisput‘qs
f . -
. . ¥ . .
-that arose during World War I were postponed until it ended, and
- 9 .
Canadian management was becoming increasingly alarmed at.the rapid

growth of organlzed labour éhat the owners and_ executlves of many large

corporatlons turned to stepped-up welfare programs and joint industrial

’
councils as potential means of regaining their diminished authority.181

-

The. fact that Canadian management officials turned to employee
L 3 f
representation as a solution to their problems was predictable not only

because of their determination to avoid }mions, but also because some

of them realized that many firms were be‘soming too large to maintain
personal relations between employers and employees. Thus, works councils

were set up to restore communication with workers while hopefully mini-

»
.

mizing outside interference:

L

On this basis A.B. We,eks of the Canadian Northwest Steel
Company in Vancouver Bl‘ltlsh Columbia defined the only type of collec-
tive bargalnmg that was acceptable to Canadian management in 1919:

- Collective bargaining is the negotiation of agreements between the
" employer and the employees; or groups of employees, through theirs#~
chosen representatives selected from among their number, based
on the plaf» unit as the unit of production. In the selection
pf representatives of the employees no discrimination should be
practiced as between union and non-union employees.182

-

™ ‘ h ..

181 Ibld., p. 14 See Apm\dlx 2. Union membershlp rose. from
6.9 per cent of the Jabour force in 1918 to 8.3 per cent in 1919 and
~12.3 per cent'in 1920. It decreased to 12 per cent in 1921 and 9.7

per cent in 1922

4
. . . oo

v 18ZCaamada, National Industrial Conference, p. 129. .

1. B . . e
- R < .- -
¢ T . .
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-Turnm\r\to the extent to whlch works councils were actually
mtroduced into Canadian industry, the sources generally agree that
the high point of the empl\oyee representation movement was reached in
1922, at which time T.A. Stevenson of the Canadi:an Dép'artment of Labour

estimated that there were about 30 well established and functioning

183

industrial councils in Canada. The number of employees covered by

the movement at that t_i}ne was probably somewhere close to 300,000 since

the Department of Labour estimated the figure to be 145,000 in July of

P 184

1920, and Harry Stark claimed that since only partial returns were , -

available af that time, that a ‘more accurate figure for 1920 was some-

where over 2()0,000.185 .

However, while employee representation contiinued to grow steadily

.

after 1922, its development slowed down from then on’because a Aumber of

reversals demoralized some of the most active propo'nents of the movement
and thus impeded its momentum. Perhaps one of the most important

\ L] 3 ) L]
disappointments in this direction was the fact that the joint councils

that coméncé'd"aﬁsi)’idiousi’y in the construction industry in 1920, collapsed

<
two years later when an Ottawa meeting of the Nat10na1 Joint Conference N

[
S‘

Board of the Building and Cons‘tructloT Industry fa11ed in January of 1922
é !

lssstark, "Industrial Democracy {n Canada," p. 49; and T.A.

Stevenson, "Joint Industrial Councils," Social Welfare, IV '(Aug. 1, 1922), ¢
238, : . R

- 184Canmia, Joint, Councilé, p. 6. : ’

v

18SS‘cmrk, "Industrial Democracy in Canada,' p. 37.

.

19
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to reach agreement on the basic principles that should be recognized by

employers and employees when dealing with particular questions coming

5 before the joint councils. Further to this,' one week after the above

meeting, the fourth annual conference of the construction employers'
association passed a resolution stating that joint industrial councils

R tend to cause dissention rather than cure «it, and for this reason it )

recomnended that they be discon‘t:inued.186 : )
. : //

. . Similarly, a few other works councils that were established in

Canada between’1918 and 1922 o})l'y functioned for a short time, and as

was the case with the Gutta Pucha Rubber Limited, they were withdrawn
87

.

r .
'by management because of employee apathy.:l Where the British Empire

Steel plant of Sydneyx, Nova Scotia was concerned, employee representation

~ ~ was not_even given a trial run because the workers voted down manage-

e

ment's proposal to set up joint councils in December of 1922, 188

a@r .
In conclusion, alghough employée representation did not prove

to be the indt.}strial cure-all that Canadian management hoped it would
be after World War I, employers continued to work at s‘tiflingl organized
labour, increaéing efficiency, and préserviﬂg their prerogatives through

the adoption of improved welfare and cooperative ,measures.mg

t ! §

An example .

o

' { 186

t—————

Tbid., pp. 48-49.

¢ 1871p14., p. 48. . N ’

- o 18844, poaes  t ‘ : s -
s ’ 18QgBruce Scott, “A Place in the Sun: The Industrial Councilﬂ at

Massey-Harris, 1919-1929," Labour/Le Travailleur, I (1976), 158-162. . = -

? . , — . <
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.of this attitude was clearlx‘indicated by the Industrial Relations \

-

Committee of the Canadian Manufacturers' Association when it proposed

in 1939 that

-
1)

industry should take stock 6f existing employment conditioms,
with a view to doing everything possible to gemove gr1evances,
make the employees feel that ‘they are part of the enterprise
in which they are engaged, and convince the workers that they
can get. justice by dealing with their employers direct, rather

’;han by fighting their employers, or supporting compulsory“s. :
legislation regulating labour conditions.

o

’

f‘v In turning to a discussion of perSonnel'management in Canadian -
industry we can see that by the end of Werld War I‘Endustrialists in |
both Canada and the United States had beén encouraged by their respectlve

federal governments to bargaln collectively w1th workersy/TIn both cases

management officials preferred to carry this out on an individual‘plant

4 )

1 basis, and they were generally successful in doing so throughout the

\

A

1920's. By 1935, however, United States legislation shifted this

‘familiar -context to include collective bargaining with national unions,

)

and Canada followed suit in'1944wﬂyenlpersonnel management in unionized

companies became based on formalized relations between tift employees'

representatives and manageérial staff officials.

“While the above gives general indications of North American .

.

£
developments in the 1920's and 1930's, it must be renembered that even

’ : i

. Lo . : . . vk
today no more than one-third of Canada's nonagricultural labour force .

is unionized, and peérsonnel management did not suddenly deyglgp dur1ng

e et 2 T
M . L3
. . . ! . . .

—"

<

1"':m"Report: of Industrial Relations Committee of Canadian.Manus
facturers' Association," Labour Gazette, XXXIX (July, {93@), 679.




the First War. In fact, its‘influencé depended on. the executives of .
, 1

individual firms, and for many years the power of foremen and middle

)
managers seems to have been as great in Canada as it was in the Unlted

o

States. Oné¢® example of thls was found as late as 1935 when the Royal

“ S IR \

Commission on Price Spreads discovered that' the top management(ogfic1als

of at least one dbpartmental chain were not aware of the shockingly low

wages that individual store managers were paying the employees:lg{ )

~
&

.# Despite this instance, however, there are a few indications that

r Y

some Canadian executives were at leaéi'reading and thinking about novel

solutions to industrial relations problems before World War I.192

Edward Jamieson, for example, wrote an article in Maclean's Magazine in
. a . N

1913 in which he discussed the techniques that an unnamed Canadian

7

company was successfully utilizing in its endeavour to place men in jobs

that were co?yatfﬁle with the individ;al's psychological and physical

B
*

1gl"Falr Wages for Werkers," Financial Post, Jan. 12; .1935, 1n

The Dirty Thirties, pp. 129-131. : - -

i 2d .
A X . L

192 The foilowing are titles of articles on personnel management
innovations that were reprinted from American magazines in Canadian
periodicals between 1907 and 1911:

"Underpaying the Men in the Ranks," BMM, July, 1907, pp 60 63¢
"The Art of Handling Men," BMM, Sept., 1907, pp. 24-29. S/
"The Effects of Mental Fatigue," BMM, Nov., 1907, pp. 34-39.
"Discharging Men,' BMM, Dec., 1909, pp. 102-103.
"Bii 1ding Up Loyalty Between Employer and Employee," BMM, Oct., 1910,
. pp. 49-56. '~
"The Psychology of Wages " BMM, Jan., 1911, pp. 1445145
"Best From Current Magazines: Retruiting A Factory Force," BMM, Feb.,
1911, pp. 137-139. . -
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characteristics. Interviewing and accurate records were both considered

fundamental by'this Canadian employment depantnent in arriving ‘at,

accurate assessments of individuals, and Jamieson concluded that while
A \ +
R

many of the factors contained in these methods were relative, the
personnel people in this firm were determined to work as sc1ent1f1ca11y

as p0551b1e. Jamieson also reported that although this placement depart-

'

N

ment had only beeng:ferating a few months when he wrote the article,

v

turnover wﬁen compaxed with the cprresponding month a year earlier had

193

* decreased by-hﬁcut_ES per cent, and steadier men were coming in.
? T
B f '
Ina sini}ar m%nner, other articles in Canadian magazines were
. . \\\\; R ' .ot

urging top executives to-take a greater interest in their employees'

.. . . ¢ X —E

welfare and to develop more scientific and consistent personnel

194

policies. . One example of an employer Qho at least understood ihese

d;scu551ons was E. Parnell who represented management interests in
general q‘ the 1919 Netxonal Industr1a1 Conference and was part-owner of

- the Spires, Pernell Baking Company in Winnipeg, . Manltoba. As he said

1

at the conference. i ] .

f?%he view which has long prevalled that labour is but a pgrt of the e
finished-product, and must of necessity be treated on the same
basis as the materials which go to make the finished article,
™ withoyt any regard as to whether the labourer is enabled to get
from thé wage paid the necessaries of life, is one that in my

” . - a
19 3Bdwa"d Jamieson, "Fitting the Job to the Man,” MM, Aug.,
1913; pp 65-66, -

194See for example, ‘J.S. N%odsworth "¥hat Does Rad1eal Labor -
* Want?" MM, April 1, 1922, PP- 12, 52. o ' N
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opinion must be d1scarded° in other words, labour should no
- longer be treated merely as a commodity. 195 -
v »

/ - Similarly, E.J. Davis of the Davis Leather Company Limited in

. ‘ Newmarket, Ontario stated at the National Conference: '"The workers that
4

| : I have are not called employees; we call them co-workers. . . 19

Thus, there are some sources wh1ch mdicate .at least revised .
\:\(} &

rhetoric on the part of Canad1an employers on the subject of labour-

_ ) management relations after World War I. While this probably pleased

-

. Mackenzie King, the extent to which changes and improvements were

¢
-

actually implemented &nd p&ticed in Canadian companies is of course

difficult to determine. The National Employment Commission reported

the inconclusive findings in 1937 that out of 6,840 firms, 1,018 used

Hvertising asbtheir chief method of recruiting‘ employees; 1,648 hired .
at the gate, which means that men were'hired by company people on éompan} \
property, 487 took on their employees through trade umogs, 258 utlhzed

?"the f'c:.hties of the Employment Ser\uce of Canada; and the rest depended *

| P on present employees waitmg hsts, a combmatlon of the above systems,
E ‘ 197 3
' ' and "other" methods. .
JI 4] /~ ‘ . > .
, / , * . A much clearer stdtement on this subject was made, however, by ‘

Queenu's University 17 its study on the ecodoMc welfare of Canadian

9 employees. It reported in 1940 that between 1913 ;ﬁdfi‘bb: "the larger

q . N
! - _.'~ e N B lgsCanad;, ‘National Industrial Coﬁfetence, p. 110.
3 IR R 19%1bid., p. 69, , " R
. : o . . -
. K ‘ ' 1.97Qanada, Employment Conditions in Canadian Ihdﬁstgh\p. 40. \

hd o«
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. and bettér-operated companies established personnel departn;ents" in

Canada.'lgs/

| a
{

Thus, now that the evolution of Canadian attitudes toward labour

- ' have been discussed ‘for the years between 1880 and 1938, some preliminary

con;gu‘sions can be malle. To begin, it is strikingly apparent upor turning

'

to the comparative aspect of m&am and American managerial philosophies

v

< that the captains of industry in both countries generally preached one.

~

code of conduct to their workers while précti‘ging another one themselves.
That. is, Canadian and American manaée!s advised their empldyees to

persevere ‘and remain self-:sacrificing for as long as necessarf since

executives themselves, however, formed protective.’associgions from the
— . ' )
. 1880's onward in order to stave off the rec'eive:}‘sh' thdt they knew
. . i .
. was possible because of uncontrollable elements.in the laissez faire- '
/

|
&
k . B , "success would almost certainly eventually greet thei:ﬁgf%orts. The

‘indi‘vidualistic economic system.

A ' i

. Then, moving on from here, it became ap;?uent ;.Jthat while a

-

large portion of tl-'North American working pop}ilation acquiesced i:o
the gbqvc; philosophy, 'cente;rs of discontent d/iil arise and ‘grow during o
' S the’ i;ine geriod under consideration. As a /r’ésult, a portion of the
" canadian e;ltreprenmial "class'!\fgllmeq,";:nerican i;'lmsft:iali: ts in .

turning to scientific management, welfa;r‘(e work, fringe benefits,
P - . !

:

- TR e
‘ -
X

antjunion campaigns, and personnel na7£\genent when low production, L

- . . — /
/

. : R — - ) ' oo
‘/Z‘ . < 198 ) 4 - . / . i ]
. "Queen's University, The/Economic Nelfare of Canadian Employees,

p. 125.

. B ' * . . : . ~
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labour unrest, and pubhc mtrage threatéQd the status quo. . Thus,
in the absence of specxfxc Canadlan solutions to current problems, some
Canadian managers turned o labour progfams developed in the United

L4

States. ‘And, even though a majority of NortQ American employers ﬂevér

adopted these measures, they 'werq widely discussed .in both Canada and ‘the

-~

United States bétween 1880 and 1938.

Finally, it must be remembered .that most of the industrialists

. . v
who introduced innovations such as profit sharing, stock ownershipy and

" personnel management had serious difficulties with their administratjom.

These problems clearly revealed the weakness inherent in the paternalistic
attitude“that most Canadian and American ﬁxanagers manifested towafd

their workers after they abandoned their former pohcy of neglect
‘towards them and this aspect of the new concepts of labour relatmns

\ '
will be discussed further in the follow:mg chapters.

>

~
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. CHAPTER III

- . n .

IMPﬁRIKl OIL CASE STUDY, 1880-1938

n

The Canadian petroleum industry, like all other industries in

Canada, has ‘grown and matured under the direct influence of Canadian N

. N

- . ’ z - \/ - 3 - - .
climatic, geographic, and economic realities. When James Miller .

-

Williams sank North America's first oil well in southwestern Ontario in

©

1857, he could not p0551b1y have visualized the rash of booms and

depressions that this 1ndustry would enjoy and endure. in succeed1ng
decades; By 1876 “for example, Canadian 0il men -found themselves in'
/thelr first depression due to the glutting of the market through sense- .
less overproductlon{ and the 1mpqrtat10n of cheaper, sweeter-smelling
crude 0il from Pennsylvania. 1 The Pennsyluanianoil captured the .k
European markets along with some Canadlan sales and the price of
Canadian kerosene dropped from a dollar a gallon to twelve cents. Many )
estabiisﬁed uefineries had to sell cut, and dozens of part-time specu-
lators réturned to former interests to make a-living. >
' Despite ‘the ongoing ,depressed conditions in 1880, aixteen

éanadiaﬁ% set up headquarters in;hoﬁdan, Ontario, and fpundeduﬁmperial

e Sy Tl P

" 0il Company Limited with $25,000 qn Sepiember 8 of that year. The

-

g - e

charter was "to find, produce, refine and distribute gstroleum and its

* -
lr

"
1
iy

1'l‘he Story of Impgrial Oil (Canada°"An Imperial 0il ﬁublicaiion, “w .
nd):p 1. , oo - o . '

EE e
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products throughout Canada."2

' Three points favouring the founders were yd'::th, experiepce'.;in-
business-"-inclusling the oil business--and a total capitalization of.
$500,900.3 Frederick Fitzgerald,ua forty—y,eér old builder and busiﬂéss-
man with interests in groceries, furniture, liquor, and oil, was, the
first p;'esi;lent Qf the fledgling company . The "organizational genius of
the g.roup,"‘.1 and the company's first vice-pres;dent, was 'c}'_xi_rty-three
year <;1d Jacob Englehart. He had four.teen yéars experience in oil after
starting his own refinery at nineteen. The other founders were William

Spencer, his two sons William Melville and Charles, Herman and Isaac

. Waterman, John Geary, John Minhiimick, Thomas Smallman, T.D. Hodgens,

S

his brother Edward, John Walker, Joseph Fallows, WJflliam English, and - /
~ . . ‘ IS

- William Cooper.

v ’ ' . N
Imperial Oil prospered early.-~In faect, the company was not even

a month old when the London, Ontario Advertiser credited it as a positive
influence in hringing the industry out of its slump. ''The marke¢t for
. ,

<

crude has been booming during the past week,' the Advertiser reported

~

.

'.September_24, 1880, ''the figurés having jumped ‘from $1.66 (per barrel)‘

to $1.95. .~ The sudden appreciation is traceable to the action of

the Imperial 0il Co. ‘\ M .5 While it is difficult to credit such a

3

2Quot:ed in The Story of Inpérial 0il, p. 1. T

1bid. N ¥

41bid.

“ . P J s
Sadvertiser , September 24, 1880, quoted in The Story of Imperial
. '.g_i_];. p. 2- . " L ¢ . , . . . f

Ry
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young organization witi;n the above prowess, éspecially considering the
original causes of the‘fhpresdsio.n., Imperial 0il's two refineries in_

L London and Petrolia quickly found a Canadian market. Within the first
two years of operationxlmperial products were selling in Hinnipeg and
Halifax, in 1881 a selling office was opened in Montreal; the praine
market was reached through Hudson Bay posts; and by 1883 mule 1:1‘&1!ﬂ
were carrying Imperial'é kerosine, candles, and lubricants as far as
250 miles i;lland on the west c:oas‘t:.6 | .

Part of the credit for the popularity of Inperial's crude oil
must be given to the chemist, Herman, Frasch, who discovered that satu-
fating crude oil with copper oxide, thus extracting the ‘sulfur, would
make Canada's product as odorless as Pennsylvania's.7 The (\:ompany also
funct:.oned very economically. It 'was an entirely self- cc\ntained

, operat1on.8 Imperial pumpéd oil from 1ts own wells; p1ped\or hauled it
to the refinery by horse-drawn wagons; turned it into kerosene, Jubri- -

cating oils, axle greases, waxes, and candles; and shipped its products \

in its own oil tins and barrels made in its own copperage with wood.
from its own wood lots. By 18§3, with branch offices from Halifax to .
) Victor\ia, Imperial was shipping its products in its own railway cars. g
" The above bright cutlook changed drastically arqund 1895 when, -

- : Imperial 0il's prosperity became an example of the paradox inherent in

1 °

* ' e

, 6"l‘he, Stg‘ry of Imperi.al 0il, p. ’2 ‘
/ 7 1hids o " | : 3 ‘}:' | r, o .
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: prosperity and ruin.: Impérial 0il's products were moving so well that

demand far exceeded supply.. As it.was apparent from the beginning that

‘Wterest& would step in to fill any void left ‘by Canadian
J

producers, Imperial began a concentrated set.rch for the expansion capital !

I\
3 . needed to build more bulk plantsiand distribution facilities. With the

; ' world economy in a generally &epréssed, state, not much-hope was placed

- . '

on CanadTd® financiers. However, when British contacts also failed to
= ‘ show any interest in Imperial's plight, the company had no choice but to

sell to an American firm whose offer it had rejected years before::
Standard 0il of New Jersey.g ’ ‘ , ’

- ¢

. On July 1, 1898, Imperial sold a majority interest to Standard

, -

, " 0il. On February 23, 1899, Imperial took over all of Standard's

Canadian assets and set up headquarters at the 900-barrel-a-day Sarnia,

L Ontgrio refinery. - , s

While Canadian ownership of Imperial Oil had ended, it is

evident that the original owners were sound businessmen up to"the point
of fiinding sufficient caﬁit‘al.to expand a pzquuct'i\{e business eﬁterpriset\ .
; The new owners already had affiliateés in Canada1 and the money to make
. the necéssary expansions. Byt how did the;e men view the people who
actually refined the crude oil 'and cofyerted it into saleable products? .~

/I What philosophies of industrial relatiohs were exercised by ;hé owners N

of Imperial 0il? ' . ‘ . . . . : .

A " Evidence of managements' views on labour between 1880 and 1938
'Y . - ]

;:t":;
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is meagre at best because such thoughts werc rarely expressed at any

. length, either orally or on paper. However, in Imperial Oil's lca%e a

few such written records have survived and will be presented both as a

]
(8

prelude to discussing specific employe¢ relations policies that were
inaugurated after Standard 0il's takeover, and throughout the discussion

of these policies, = A

.

\ .
; » While Imperial Oil's views on industrial relations were recorded

in either managerial mouthpieces, such as the employees' magazine, or in

’

speeches made b}' various-mangers, the, contents herein will be accepted
oL, N .
at face value until they wnalyzed and evaluated in the following

chapter, ' T . - N

The author of The Story of Imperial 0il sulcinctly presented the

reader v;vith the prevailing view of labour at the time of the fo:mding
of the company by statlng that in 1880 the main” concern of most 0il
compamels was getting the crude oil out of the ground "There, was L
T relgtively little concern for people. . . . 'l'hesg attitudes were not -
° confmed to the oil industry; they were common to all business of nearly:
10

a century ago."

As the author of The Story of Imperial 0il went on to add, "it e
‘ t
11 "
"

.is now a wiser and vastly more complicated world, and Imperial's

' 4
management did present consistent rhetoric indicaﬁing changed tactics, .

/4

and possibly an evolv‘ed frame of mind concerning labour, after the turn . s

of the century. For example, in the founding issue of ‘the I;n_geri'al 0il

PN - 1Y

< . C . Mg, s S : :

Mypia, AP T




enthusiasm which will -enable us to serve the public better."

- 149

e

Review, the purpose of the'}ublication was stated as follows: "It is

our hope that this pgbﬁication will serve, at’ least in a measure, to

bring us all closer together and develop a spirit of co-opération and .
12

.~

The

[y

president of Imperial Oil, W.J. Hanna, explained this partnership -idea
. P :

further when he was discussing the need for employee representation

within the firm in 1918:

We are feeling our way towards an organization' of industry which
will reflect and express its essential partnership, which will

' enable us to meet our great war debts and carry out economic

" burdens, but more important than that, will restore. to us the

personal touch, the realization of our responsibility for the
welfare of those around us and for the proper ordering of -
society which; to some extent at least, we lost in what we call
our industrial era.

- t

- The managers of Imperial 0il did not always speak in such
abstract terms. P.F, Sinclair, the company's second director of o
industrial relations, referred specifically to management's relationship

to the employees, as.well as to fhe'employees' relationship to manage-

. N . . A
ment, when he ‘said: ' T : ‘
4 , . \
" [The workingman has] the right to \;k for a square deal; to ask
for an honest-return for ho ‘labour." - [sic] B ere is - -

another side to it. Th workingman,-if he an honest man,
will give a square deal to his employer<”., . . We must face

) 4 .

-
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I \ .
the facts and not be afraﬁo place them -before the men and ask
*.their judgement and co-operation upon then, 14

\\ . ' The first evidence that.hpract(ical steps were -being, taken in
vrecognition‘;f management's responsil?/ility to its workers is found in
-By-Law No. 111: By-Law of the Imperé,/’ial‘ 0il Company, Limited to Provide “&*\x
a Plan for Annui'cies,15 which was p,é;ssed and enacted February 23, 1911.
/

L]
Accordingly, a two-tier pension plgn was put into operation. Any

officer or employee between 60 and/ 65 years of age, with 20 years con-

~

tinuous service, could retire wit}'\“the directors' approval, or be askia

@

to retire by the directors. In éither\c’ase the employee received:50

per cent of his or. her average piay over the last 10 years until reaching

-

- 65. Thereafter, the rate was set at 25 per cent of the above sum and

o

was paid quarterly until death All other offlcers or employees w1th

2@ years continuous ''and satisfactory service," and 65 years of age, were

put on the annuity Toll at the directors' discretion. They receive 50
»

i

per cent of their average ;Say over the last 10 years for 12 months,-and

/ . \

25 per cent iﬁ-subsequent/ years until death.

/ . N //
response to the disquieting effects of Norld War I‘on the

P lives and financia ,
. @ /

] . >
families, the campany ‘/instltute,d at leas

rity of Imperial Qil's employees and their .

méasures of

- e \ assistance. On August 30, 1915, the board of directors announced

DAY o= :

! -

14Canada, Depargpment of Labour, Report of a Conference on v
Industrial Relatmns, Industrial Relations Semes, Bulletin Ng. 2

(Ottawa: King' s Printer), p. 26.

e ,/ : .. .
: : lsBy-Law No. 111:' By-Law of the Imperial Oil Company, Limited

to Provide a Plan for Annuities, Eebruary 23, 1911. Imperial 0il, o
Limited, Employee Beneflts D1v1§\1on Archlves, 'l‘oronto Ontario. ’ /

a
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decision to pay all married men who enlisted during the course of the

‘war one-half of their normal compen‘sation until the war ended.16 Single - 1
- i . : v P .

. . Tl .
men received one-quarter of this amount. Upon the. death of an enlisted

empiojee, the wife or immediate famiiy of a married man received half

pay for six months after the death. In the case of single men, depen=—""\

- 2 « . &
| dents, if any, received quarter pay for the same period.

The July, 1917 edition of the Imperial 0il Review announced that
the cost of the above from January 1, 1917, to June 30, 1917, ‘Eo{alled
$26,600.00. With 168 employees eligible during this period, payments ‘
17 c.

B ¥
The risipg cost of living, and the employees increased work load due

Y

averaged $158.33 per man.

to a greatly reduced staff.,, provoked Ir;lperiél 0il's board of directors
in mid-1917 to authori;e a spec.ial war allowance. All monthly wii"ge
earners who had been with the comparf); since January 1, 1917, who had
not received a whz—i—ge J:.I}creasé s¥ce that tim.e, were eligible. On June 30,
'1917, each such employee ez.lrning $100.00‘ or less per month r.ecei(red a
- $10.00 per month benus retroactive -to the begi; ning of the year. Each
‘ 'emi)loyee earning between $100.00 and $250.00 pér month l:qceived a bonus‘
- of 10 per cent of his or her salary over the same fagriod. Additional

#« *
A ” .
bonuses of like amounts were paid quarterly until the end of the year.18

- -

N

] 16"Allt:).wamce' to Enlisted Employees,' IOR, I (July, 1917), 2. \A
Vibia. . o .
,i’ . ' \ 1 ‘ \~/ ,‘ s
18“§€§cia1 War Bonus," IOR, I (July,’1017), 2. . :
v : ' :
T e s
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. Employees w@ ';vorke‘d on a daily, hourly, or piece-work basis ‘.

S - were not granted -this -additional compensation. - They apparently had

already recently received an advance in their wage mtes.lg\ - !

i ]

The author‘do,es not wish to convey the impression that the fringe
. v «, A3
. . - benefits extended to Imperial 0il employee’ prior to the end of World

War I were part of’/a coordinated industrial relations package. They R

o,

+ were not. This did not emerge until the founding of the Imperial 0il
. industrial relationship plan‘ in 1918, which was introduced to give life - .

to. the previously stressed idea of a partnership existing between
. N -

m » . >

Imperialts employers and employees. . . 2

The industrial representation plan was inadugurated in Sarnia .

o

, . on December 19; 1918\, at a meeting o"f the chief officials of the company

" and fifteen delegates representing the employeés working there. Iri

essence, the plan ;vgs an adaptation of the system of employee represen-’
- B . " ,e ]

- - .
tation launched by Ma,clgenz_é“ing in the Colorado Fuel and Iron {ninefjo ;
- ) - :

. y ’ /
The Imperial 0il refinery and marketing” employees were divi’Qed

" , ~ into occupational groups to faci'lfitaﬁé the election of representatives

in the ratio,of o;ne/,delegate to every seventy-fiive employees. The

- - ' <
'individual departments united at each refinery and marketing location R

in order to meet monthly, on company time, with an equal number of .

v * ¢ \

appointed management representatives to discuss grievariges, wages, hours,

u

' - Wt
. g o .
_— e -
N
. )
B .

. 197pid. ) “ o

- ——

20

"In Good Company," IOR, XXXI (April, 1947), 9. = . «
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. and social gn,d working conditions.21 While it was understood that each

a

unit of delegates would confine itself to matters pertaining to the
‘ .+ employees it represented, provision was made for a general conference

of all employee and compary representatives to be held annually at' the

' . call of the ,presiglent.zz ) -

t

o

Py

h Y

™ appointéd assistant to President W.J. Hanna for 'industrial relations, -

‘
i

T gﬁ{anuary and=l'~"ebrdary‘, 1919, Dr. Daniel Strachan, who was

ot L e

; : ¢ operationalized the joint councils-at the five refineries across the
H + o . 5

; : ¢ i

: L . country. - Throughout thé autumn of 1919.and early ‘1920, similar councils

-~

ek b 2

e e

were organized at the marketing divisions in Calgary, Edmonton, Vancouver,

..
2 o
—

| Hamiltori, f;nd T?nto. The pfocess was continued by .Peter Sinclair

T e Lk

- . during the fall\of 1920 when councils were set up‘« at the .marketing -

. divisions in Montreal, Ottawa, Quebec City, and St. John, New Btunswick. /J/
% Employee representation became compgny-wi!e, covering all 6,000 employees,
‘ in 1922 when the pemaining marketing division, Winnipeg; held its first °
1 o ‘, a
\ ., . _.joint meeting., - .. L ‘ .t .-
L' L

' / °

The actual operation of these joint couricils can be studied ‘from ..

=

the minutes of, the meetings held at the Montreal refinery between 19_23
. .

« and 1938, and from write-ups in the Imperial 0il Review of.méetings ,at,,ra-o Coe ')
. — -

& " the other refineries and marketing divisions. The evidence indicates : ;

.- ¢ X -

that wages, .workinig conditions, promotions and discharges, sg.fety, hours
ok‘ ‘ e \ ‘ - , ) -~ ' . NN
of work, the industridl representation plan, an undefined category termed

1 \

il . " a

]

2hupddustrial Relationship,” IOR, I1I (Jan., 1919), 9.

> .

A . . Ce .
" 2& e Ngw Agreement,' IOR, TII (Jan., 1919), -

@ f . — e -
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o |/ . . Q

"miscellancous," and sanitstion, housing and socml events werG the

- . - »

topics d1scu5§ed on a regular ba.us across the country‘ 23 Horkmg
¢ . - —

conditions, the industrial representation Rlan.}the miscellaneo/\;s%/

oo
» - o

category,* and sanitation, housing and social events’ rgcg'iﬁé the most

atte”qtion according to the figures presented-on the number of times

v , T

ques*ions came up in each category. Promotions and discharges received

¥ . i \Vi

the {eas't attention.? ‘ . -
. [ S

It is important to point out that Imperial 0il's joint industrial

2 .
‘. councils were never intended to act as decision-making bodies. Both the -

"

write-ups of mee%ings in the Imperial 0il Review and the mix/\ut;es/o/f
. . | ] N //‘f‘//
Qeetings at the Montreal refinery indicate that the employee: and manage-

. o ment represen:.atiVes on -the joint Vgpmcils" discussed 'each'question‘put
S S — . -
before them until enough consensus was reached to make a recommendation
{‘.? ‘ -; ' v . - .
to the board of directors. It was up to the directors to make all final

decisions and to initiate -action. The joint coupcils were informed a

- ' soon as a kcigioﬂ’ was takeh.’ The right of appeal, up to the p
e N & ‘ ' }
) ) \ . .

LN , ’ . »
. o 23,5 Five Month's Record: January 1st to June lst," IOR,
- (Special No., 1919), 6. Sinclair, P.F. "Industrial Representatloﬁ Plan,"
" IOR, V (Feb., 1921), 8. '"Elections Joint Industrial Councils, 1923,"
JOR, VII (Feb., 1923), 2. "Annuines and Benefits Statistics for 1927 "
IOR, Supplenent XI (Feb., 1928), "Annuities and Benefits Statistics
- . for 1928," IdR,« XII1 (Feb., 1929), 16. -"Annuities and ‘Benefits Statistics
‘ for 1929," IO0R, XIV (Jan.-Feb., 1930), 14. ' "Annuities and Benefits
e Statistics, 1930 " I0R(Jan., Feb., Mar,, 1931), 26, '"Annuities and
' . Benefits Statistics, 1932," I0R, XVI (Jan.-Feb., 1932), 26.

w 4 .)‘ »

o 24'l‘his conclusien was arrived at by totalling the number of tiles
o each category was ®ensidered according to the figures presented in th

: articlés 1isted in footnote 23. These totals are: working ‘condition
‘ 358; miscelianeous 341; sanitation, housing“and social 329; the industrial
U representation plan- 329; safcty 232; hours of work 144; wages 143;
¢ promotmns and dxscPLarges 42.

L

. [N ! .
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of the company, ex1sted in cases/pf’dlsagreement.z5 As P.F. Siﬁclair

/

e
clearly stated: ///

v Justice is tthe/underlymg purpose of our Industrial Representation
Plan. . . s main object is to provide a point of contact
between the management and each employee,, and regular opportu-
nitigs/for collective action by representatives of the emglqyees

_and of the, management on all matters of mutual interest.?

- N . N

Good exampies of how labour and management representatives and
the board of directors interacted are found in the series of wage
. R 4 ) ' .
increase requests made at the various refineries just after World War I.

On Ai:ril 29, 1919, at a full meeting of the Sarnia Council, the question

.

of wages was brought up and a recommendation for a ger;eral' increase

° was made, ‘After further discussion, a special committee of .deleéates ,
was elected to confer with the superintendent of the refinery and to
draw up a complete Jchedule of revised w;ige rates for s;xbt;xission at 0

v later meeting. The special commtteegx{bmtted its r’ecommendatmns
o L .
on May 1. . They were accepted by the joint counc11 with a unanimous vote
. Ny
to subgit thea to the directors for cpqs1deration. v'l‘he dirgctors later
27~ o
‘approved his submssmn. ' ' : .

-

A sililar\neeting of the Halifax Council was held May 12, 1919.

. Itéspecific purpose was "to investigate the high cos‘t of living

A

< A} ) v ~
N P :

N
L.
¢

\;\‘ ~°

25"1119‘Indhstria1 Represe;ltation Plan", IOR, (Special No., 1919) 1.

. ~ . - ,{B — .
2}\Sifmla‘:ﬁ,r, P.F. "Keen Electfégs/at’ﬁfteen Points From Coast to
Coast, IOR, VI (Feb., 1922), 8. - T

» el - L

,'"Wage Increase: At Sarnia," IO0R, (Special No., 1919), 2.
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prevailing in the locality in relation to the rates of pay for laiaour."28
. Aftér some general discussion of the subject, siX committees, with ‘one
foreman on each, were formed to represent the six divisions in the
works. These groups'calculated the various increasés in wages since
-1914 and thén compared them with the retail and wholesaie prices of

various essential household articles for the years 1914, 1917, and 1919.

-

The committee representing Division No. 3 concluded that

‘while in thé last few months there has been no appreciable change
a in the cost of living, the increase in wages of labor had not .

quite kept pace with the increased cost of living during a more
extended period. This Committee would therefore report that it
is' their feeling that the labor rate must be somewhat increased

' in order that the laboring men may bg enabled to enjoy the/éame
standard of living as before the war.2?

- »

The general report‘of the six gommittees to.the'superintzndent

of the Halifax refinery echoed basically the same:conclusions:

It is ﬁhe feeflng that the 1ncreases in wages, granted by Imperlal
0il Limited, since the :commencement of the plant in Halifax, have
not guite met the increased cost of living in this locality. This

: “gondition is not so marked in the case of those men who are
.drawing the hlgher scale of wages as it is in the case of the

) lower wdged or laboring man. . . . .We, theréfore, recommend that

) " an increase in the scale of wages should be granted to the |

3 employees of this plant. . . . Your committee is therefore satis-
fied to pass these recommendations on to you w1thout mentloﬂi g
.any definite amount of increase: . 30

-

The superintendent agreed with the above reports and the board of directors

instituted a new rate that was unanimously accepted by the men at the

. [

- i
- ey ,
* I - ¢ . ’
.- : s . .

'

/<<§// B ': o 28"Cost of Living:. Conference at>Halifax," IOR, (Special No.,
1919), 3. \ . ‘ o
i ﬁ\\ ;’ ) v S
' 29%4a1i Fax Industrial Council, Report of Cc‘ittee, Division No.
N 3, quoted in "Cost of Living: .Conference at Halifax," p. 3. >
- : " . ' - - -
-.,)' * ! 30 ’ et
" I Halifax Industrial Council, General Report, quoted in *'Cost of
> B o Living: Conference at Halifax," pp. 3-4. -
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According to_the Imperial Oil Review, similar wage increase

*

"requests were made at the other three, refineries around the same time.

As a result, "a substantial increase i wages was put into effect over

- )

"~ the whole system effective from May 1, 1919." And, because the

-t .

refineries received a ﬁgneral wage increase, an unrequested ''generous
increase'! was ‘granted, retroactive to May 1, to everyone in the marketing
divisions: salesmen, office staff, tank-wagon drivers, and the girls in

the filling stations. >

( Similarly, numerous examples were recorded in the minutes ofzthe

-

monthly joint council meetings at the Montreal refinery which _substap-

tiate the above 1nterpretat10n of the employee rqpresentation system.

In 1930 a motion was 1ntroduced by one of the employee representatives \\\\

that the board of directors be asked- to, consider the introduction a’
paid vacatlon system for all employees with at least one year of Efnti-

nuous service. The motion was seconded by another émployee representative

34

and adopted. At the followihg meeting the board's &nfavoufable decis}nn
- .

L

was announced in view of the high cost of such a plan in the midst of

o

a‘generally depressed and highly Competitive bgsiness situation.3§ After

. c .

.31"Cost of Liviﬁg{ Conference at Halifai,".p. 4.

13

-

320444, 1

33"Markefing bepaxtment," IOR; (Special No., 1919), 7.

34Imper1al 0i} Limited, Montreal Reflnery, Minutes of: Meetlngs of
the Joint Industrial Council, meeting of June 16, 1930. (Typewritten )

-

35 Minutes of Meeting of. thq/ﬁolnt JIndustrial COuncil meetlng of .
July 15, 1930.
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some discussion the council members unanimously decided that the matter

o should be dr0ppecl.,3,6 -

L

In 1931 a special meeting of the Montreal Council was called td¥

s

consider a proposed \;ork’-sharing plan whereby the work available would
be distributed as evenly as possible anong all of the employees. The .
company proposed that the processmg department work rotatmg shifts of

40 hougs per week over 5 days :mstead of the usual 48 hours over 6 days.

-
'

The mechanical department would operate on a 40 hour week between Monday

and Friday. The rate of pay per hour would remain the same and no

over-time would be paid until a 48-hour week was worked.3’ The ch;uman

Sy . explained however, 'that this was to be con51dered a temporary measure

. -

4on1y on account of the depression and due to necessary curtailment of
. operations during the closed season of navigation at this’ Refinery,

and emphasized that it wgs not to be considered as an established

38

precedent.” The council "unanimously recommended" the above plan

to management but specified the working hours in the mechanical department

’ —

as 8: 00 A.M. to 4: 30 P M. with half. an hour for lunch

s

The minutes of the meetzngs at the Montreal refinery reveal a

-~

A . A

N ’ 36Ibid. R - :

v

Mmutes «af Meetmgs of the Joint: Industrial Council,meenng
of Nov. 26, 1”1 - e

. .- o e " [ : "
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. D . )

further point of interest: matters of no great significance to the

1)

.  m ."- .
. company as a whole, or matters of purely local interst, were settled.
& ' . 4‘0 -

by the chairman  of the joint council as soon as the question was

« _ raised.  In 1926,  for example, an employee representative asked that an

L4

effort be made“to have the Banque Canadienne Nationale at the corner of

Montreal Eagt and de Maisonneuve Boulevard remain open until '6.:00 P.M.

41

q aon pay days. ’I‘he chairman agreed to try to have this done Similarly,

when mirrors ﬁere requested for the washrooms at theé crackmg ceils for
4L _

thie use of the-cracking coil and propane attendants, the chalrman imme-

diafedly, approved the request. 42 : .
i ' - .

) Introduced concurrently with the industrie®l representation plan -~
in 1918 was an "agneement" or "éontﬁct" between th&;})any and the
employees whichispelified the functlons of the employment departments to
be set up at eagh of the works, and listed the offences f’or which an
employee would be suspended or discharged without notice.“ Each employ-

+ . ment department was headed by an employment manager who was responsible Y

_to the superintendent of the refinery or marketing division at which he

i ' - was stationed. The manager's duties centered upon the hiring of new
. ‘. lgyees, the transfer of employees to other departments, and /tl;e
ME ' ““"\ PO npoyees )
/
; d . 40The chairman of the joint counc1l meetmgs was usually the
t .- . superintendent of the refinery. Coe
, N
B K . &Minutes of the Meetings of the Joint Industrial Council, meeting .
‘ .. of Oct. 15, 1926, , ,
3 - PN .
l ) : - 42Minutes of the Meetmgs of the Joint, Indstrial Council, meetmg
L Lo of June 17, 1936. Yo »
' : 43

"The New | Agreement," Pp. 13-14. Refer to Appendix 3 for the®
complete text of the agreement. c o o ‘




counselling of workers on personal'matters.44

To carry out these functions the mandger first familiarized him-
self, with the advice of thé foremen and superinjendent, with tﬁe

employment needs of each\department. When it was decided that a new

4 «

-

employee was required, the eﬁﬁ;oyment manager selected a number of appli-
. cations, ;eepiné in mind the age guidelines specified by the board of
d1rectog§ and the e11g1b111ty of all regardless of membership or non-
membership in any church, society, fraternlty, or unlon.45 These appli-

i

cants were then individually interviewed to determine which one was most

qualified "intellectually and by experi;nce" for the position under
dcongideraiion.46 Full written records of all interviews were required
on the manager's part, and each successful applicant was sent to the
company physician forla complete medical examination. No employee could
be engaged unless he was ;bund physically £it. 47 \

Also introduced in 1918 witg the .industrial representation plan

was a large range of employee benefits to be cd\rdinated and administered,

for the most part, by the Annuities and Benefits Comﬁitqae unden\§:e

< ,
chairmanship of Dr. Strachan. The 1911 pension plan was revised sb that

o——
. » . :

A -

-~

\941b1d., p. 13.

B1bia,

a6 ,
bid. .

<
i

4'7'l‘his quilification 'd not apply to the Imperial 0il

On page 5 of the January, 1919 issue of the Imper1a1 0il Revie
reported that a suitable job'with no decrease in pay would be found for
all return1ng~veterans. . ’

'
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ail embloyees v;ishing to retire at 65 years of age, or earler in cases
of incapacitating disability or 30 years :’.ervice,48 \e.ceived 2 per cent
per year of service of their average annual pay during the ten years
precedlng retirement--up to 75 per cent of the full amount. These
anmutles were non-funded and were vested at ret1rement.49 »Ammi-tants
were allowed to accept positions Mrm;@’as Jlong as this work
was not in competitmn with that of Imperial 011 v
. In January, 1920, the terms, of’ the pension plan were changed so
that the value of the pensions was tabul'ated by taking 2 per cent per

year of service of the retirees' average annual pay during their last

5 working years. The minimum stipend of $300.00 a year remained the

_ 51 ) )
“same. 3 . 3

The annuity plan was revised once again at the beginning of the
Depx;ess:’:on when employee contributions were accepted for the first time.

Effectife January 1, 1932, the. company contributed i per cent of the -

.final 5 years average anmxal conpensatlon per year of serv1ce, and an

additional 1 per cent under the same terms 1f the employee cﬁntnbuted

K=

- ' I R
+

~

48_193_, (Special No.; 1919), 7. Employees with 30 or more years
service were eligible for retirement at age 55. '

- —

M . 4S’Imperi.al 0il, Limited, Employee Relations Department, "High-
lights of Imperial Oil Benefit Plans," Toronto, 1973, p. 1. (Mmeographea )

. ’

¢ “ Yirhe Pension Fund," IOR, III (Jan., 1919), 4.

51(:1rcu1ar Letter No. 31, D. Strachan to Heads of Departments,

Jan. 16, 1920, Imperial 0il, Lim1ted Employee Benef:.ts Division,
Arch:lves, Toronto, Ontario.
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3 per cent of his/her pay. One per cent of this was vested after 20

o _years of contributory service.>2 *
g + , ) : > N
3 : ‘ If an employee wished to w1thdraW«from the contributory features

of the above plan, his contributions were returned to h1m with at least

3

3 per cent interest. If an employee died prior to retiring, his contri- , _. %ﬁ

[ N . A

] butions wére returned to his beneficiaries'with a minimum of 3 per cent B
& v 4
53 i

compounded interest. The Imper1a1 0il Pension Fund Socxety handled ' oo

the adm1n15trative details of these plans.

,As the Depression deepended across the country Imperial 0Oil set

definite age requirements for retirement. Effective January 1, }934,

all male emplo&ees were retired no- later than age 65; all.female/ :

\!!;~ employees no later than age 55. The case of each male employee"was

2
-

rev1ewed upon attainment of age 62, and management retained the right to
retire him at any time thereafter. The company also made it clear that

a
it st111 retained the right of d15cret1onary retirement of men prlor to
62, and of women prior xogss years, of age.54
P s ' -
It is evident tifat Imperial 0il took a systematic @pproach

. -
)

52"Highlights e s " pS1, . : :

[y

"Contr1butory Feature of Annulty Plan," IOR, XVII (Jan. - Feb.,
1933) 40.

a
» © Y

4

54Form Letter ABC 107, H.H. Hewetson to General Sales Department,
" Aug, 14, 1942, Tmperial 0il, Limited, Employee Bénefits Division,
~ Axch1ves, Torento, Ontarlo. \ .
“» . .

~N

K . U w
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‘A minimum was set at $500.00; the maximum was $2,000.00.

163 . , ‘

»

towa‘d coveriqg all of the contingencies in the empioyeés' world outside
of the actual work day. 1In Deéember of 1?18 President Hanna announced
that the lives of all emp{?y;es with one or more year's service would
be insured with the Equitable Life Assurance Society of the United
States. The amount of insurance each was eq;itled to was graduated

N -~ »
according to the employee's earnings and seniority within the company.

55

[y

The above plan rgmaiﬁed essentially intact\ﬁntil a contributory
one insured with Sun Life of Canada was set up and inaugurated to cele-
brate the fiftieth anniversary of Imperial 0il in 1930.56 The employee's

coverage amounted to one year's earnings raised to the next $500.00. The

\

' Imperial Oil treasureér deducted a fixed amount per month from each

s
employee for every $1,000.00 of insurance held. The company paid the

balaﬁce.57 co

If an employee left Imperial'oil, his policy was converted into

some standard form of assurance. Payment was made to the employee's

. ” .
beneficiaries at death, or to the employee himself in the event of total

K

~

. P -

o
-

. 55Letter, President W.J. Hanna to Employees, Christmas Day, 1918,
Imperial 0il, Limited, Employee Benef1ts Division, Archives, Toronto,

" Ontario.

A

56

"New Insurance Plan Inaugurated,"OR, XIV< (March - April,
1930), 26. : C : -

.57"H1gh11ghts ey p 32 stated that 60 cents per month ° wgs
deducted from each employee for every $1, 000.00 of insurance held. A
sheet entitled Sun Life Group Assurance Policy #1386-G in the Employee
Benefits Division Archives gives the following schedule in terms of

yearly, seml—yearly, and monthly payments. ’ .




‘whether this applied
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,
‘disability before 60 yea\rs‘of age.58 From 1932 on, -annuitants' i;\sjrgnée
covérage remaineci inta'c‘t\after retirement from the company.sj’g

Imp;arial 0il further expanded its efforts to look after its
employees both while at work an}i_during their after hours leisure time.

The January 1919 issue of the Imperial 0il Review recorded President-

" Hanna's sentiments on sickness and accident benefits:

We propose that if you are at the theatre, or on the sidewalk, or
somewhere else,- and you sustain an injury, that you will be cared
for by this fund as completely as if that injury had been suffered
by you in the course of your employment at the works. That is,
a man is in the employ of Imperial 0il Limited twenty-four hours
of the day and 365 days in the year, regardless of sickness oxr
accident and ‘where or under what circumstances it occurs.60

While the sickness and accident benefit plan was inaugurated in
1919 with’ the other/%it plans, for the first time a distinction was
made between wage earners and salaried employees.61 Wage earners were

éntitled to benefit\s,‘ for disgbility over 7 days duration, of halfywages

v Al

-

May 6, k930 1st apnual premium $9.50

.May 6, 1931 rénewal of premium $10.06 - L )
July 1, 1932 n n " $5.39 semi-yearly $.89] monthly b
Jan. 1, 1933 " " " $5.39 " " $.898 ¢

July 1, 1933 " woooon $5.64 " " $.94 "

Jan. 1, 1934 ! " " $5.64 " " $.94 "ol

The May 6, 1930 ;&yment of $9.50 per year comes out to approximately 80
cents per month. ' Y, -

L]

‘ 58“New Insurance

-

59"i1ighli‘gh;s o oo

a

60

-

611n 1919 only the plan for wage earners was f)ublishe(i, although
the formula for salaried employees was apparently operating. "Highlights
« '« « 3" p. 13, According the Appil, 1925 issue of the Labour Gazette,

"President's Speech at Sarnia Conference,‘"k p. S.

‘p. 347, the services of the works' Joctor were available free of charge

to all wage warners in cases of sickness or accident.. It is not clear
aried employees as well.

o+
e . .

to sal
<z

it

. . .
‘ S o

- ¢ .
' . . . ' T
H - o B
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an L .. ,"p. 26, N S .' e
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for 6 weeks,af%e/zr 1 year of service. This ros;a to‘52,we‘ek§. after 10°
or .more years with the company. In cases of permanent and total dis-
ability, benefits lasted for 78 weeks if the employee had 10 or’ m;re
years seniority. In all cases 13 weeks of uninterrupte;l work were
required preceding disability.%? ’ '

Salaried employees with less than 1 year's service were entitled

to 2 weeks full pay in cases of disabilit'y oyer 7 days duration. After

1 year, 30 days full pay was allotted. Additional benefits could be
. 63 1y

’

paid at the discretion of the Benefits Committee.
N -

In 1925 Purther unpquish;d"EHﬁ?ges were made in the sickness °

2 . \""‘: ' ‘w
- and accident benefits available to salaried employees. From this time

Al

on they were eligible for 4 weeks full ‘pay and 2 weeks half pay aftér
N )
1 year of service, and 12 weeks full pay and 40 weeks half pay after

service of 10 years or,«nore.64 - ‘ (

« ¢

General revisions were made in the sickness and.accident plan N

in 1932 and 1937. After 1932 an interval of 26 weeks of active service

“was required to quilify for the full schedule of benefits;65 From

v

L]

e )

2v43 ghlights .

631pid.

641bid.

Pontnsbuy

%S1bid:

»
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\ " February 1, 1937, service credits with Impérial Oil were not inter-

- ¢
o . l

rupted in cases of indust?ial accidents. causing absences ip excess of

) 30 days.66_ o S . Lo -
T - While pension&fé wer'e~ never entitled to sicknegs or. accident \ e
benefits, their'beneficiaries were 2ligible for death\Benefits if the

employee retjred after the introduction of this plan in 1919. 67

R ~ Accordingly, pa)énents resulting from death d?eﬁ) sickness w%nsured ) :
‘ with ;he Equitable‘Lifg Assyrance Sog%ety and ranged from‘3 months full A
. pay for employees with 1 year of service to 12 months ‘full ‘pay for,
‘employees wi:;?h:'s or more years “s}eniority.sqs The -minimum was set at .
T $500.00; the maximum $2,000.00%° o | . | . E
v » As far as payments ‘due to death resulting fr( :mdustnal acc1- :
. dents are concerned, the situation is unclear. A letter dated 1919 from

- Pre51dent Hanna to the employees of Imper1al 0il suggests that thé>

- companyJ\ade payments to the benef1c1arles 1n addition to those granted

Y

/"3” T

" g 1‘—‘?,1 d1t10n of Apr11 1919,

: . ' Designation, n.d. Imperial 0il, leited Employee Benef1ts Div1sxon, .
i Torbnto, Ontario. The full schedule of, beneflts is as follows:
1 year's serv1ce. 3 months full pay '
5 o oo . .
v 7 woon " . .
g "o 9 n ) ".

°'1'2 "non oW

© more:
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‘under the workmén's colypensation law.70 However, "Highlights of-

}and the arrangements Wlth Equitable Lif@'w

and 1932. In 1925 the maximum total compensation was raised to §%,000.00

167 . .

0 1. . hl v
Imperial O0il Benefit Plans" states that the only compensation the sur-
V1vors\ received was that given.under the law. 't , , &

N In 1921 the board of dlrectors dec1ded that" as of May 31,

death beneflts would be paid directly by the company to the benef1c1ar1es,

ermmated. ThlS

-~

expense of admmlstratlon. 72 : ,

decision was taken in order to reduce t €

Further «revisions concerning death benefits were made in 1925

.

a

for employees with at least 5 years service, and to 1 full ypar's pay,

3

. - L
without limit, for employees with more than 10 years serviceT ~Benefits

for employees retiring after December 9, 1925, were set at 12"times the .

73

monthly annuity being paid at the time of death. In 1932 a depgndency

, : LN
" clause was inperted for widows and children not living with the decendent,

~ R
and $500.00 was set aside for costs incurred during the fatal illness
Y ,‘J N i N §

coq s ! . . 74
and burial in, cases where there were no beneficiaries.

© e -

v Y
>

70Letter, W.J. Hanna, Pres:.dent -t;‘ - onees of Impena.L01L o :
, Ltd.y 1919, Imperial 0il Limited, Employee Bene \ts Dnn.smon, Archlves,, I

Toronto, Ontario.

71"Hi§h11g1{ts SRS I £

“, *
- I '
. nLetter C.0. Stlllman on Behalf of the Board of DxrectLrs to -
All Employees, May 21, 192?’ Imperial 0il, lei;ted Employee Benefits .
Division, Archwes u’i‘ormito,‘“‘ Ontario. . ‘ /

- -
e - -

73 "An Armuity and Benefit Amendment " IOK IX (nec., 1925), 5.

& ) . . ' .
74"Hivgh11ghts N ’" p. ZL ‘ - Y 1: . v ' '
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As noted earlier in this chapter, ;paid vacations for wage
. T ! \ '
P I S - . . -
earners 5 at: Imperml 011 was a somewhat coutentmus issue dunﬁg post of

» -~

the’ 1936'5. By 1936 however, the Depressmn the Wason given by the
board -of directors for nft i.nt‘roducing such a scheme éarher became

the dfcrmnmg factor +in 1ts i\aauguratx n. President (:\H. Smith

M 3

expl?ned the 51tuat10n\ this way in a 1 ter to the chairmen of the .

;ksfﬁﬁbt? and marketlng 1n§u§tr1al counc1ls.
[?’;d vacat1qgs are} in line with. the Company's view that economic

progress requires good wages for labor and reasonable leisure to

stimulate consumptlon of the’ products of industry. . . . ([They are]

in recognition of faithful serv1ce and . . . a further endeavor

to spread employment and to maﬁntaxn h1gh standards of physical

fitness, and to share with the: emplggees economies which will be
fected rn [our] operatlons .

‘ S

[ 4 ’
R THe plan became effectxve/.]anuary 1,. 1937 Employees with more

A -

, s
than 1-year .of continuous service were weligible for a one week holiday

¢

- '

with fqulvll pay in advance i cmployees 'witr 3 or more years .service ';eceived’,

v

i

.. 2 w!eks Vaca&io;\f pay fa} hourly paid employees was established by

é

mult1p1ymg the employp’; s ‘hours wgrked per week by his regular hourly .

rateu Piece, wolkers fi'ecelved the average of their earnings for the two

o k ‘
weeks mmedlate/lf/ recedxn& theu- vacation penod 77 R . L

) . ) ' -~
Y . )/ rkj

-7 %me aughor has no mfgxmatlon concerning pa).d vacatmns for

" ‘salaried empldyegs prior to thi's time.
{

c 76Lettcr G.H. Smith, i’res1dent to Chairman of Refinery and
Marketmg IndustrFal Cbuncqs and Managers of the Marketing, D1v1smns, .

."l

-

quoted in "Holidays With Pay," IOR, XX (Nov.- - Dec., 1936), 1.

oL - ) -

i SooL L e ; S
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" The last benefit to be considered in this chapter is the stock-
sharing plan called the Imperial Oil -Co~operative Investment Trust.

- From mid-March, 1920, all permanenta‘eiuployees with at ‘least 1 year of T
. service:ere eligible to become shareholders in Imperial 0il at a cost

well below the price- to outsiders wishing to purchasé stocks in ‘the "

8

company for the first tim,e..’ The mechanics of ’t‘he plan yere' complex.

. The enployee—investorideposited ’monthly or semimonthly over a 5 year

period a fixed amount not exceed{ng 25" percent of his/her annual wage “or
N L .
salary. Imperial Oil added to tKis a sum equdl to 50 per cent of the ‘
. . , <
glployeé's deposits, and all dividends, a portion of the trust, were// N

. divid;:d e(ually'among the'depositgrs. .Thg at\)ove 3 credits, ‘ lus with- .

| ibutions left i)y\/

T to ma'tJraFion), were ,totallec;% |
‘ [ Upon

e,%iepw/s'itors withdrew their shares- and any uninvested cash

¢ 4 & '

until enough monéy was s to purchase full shares of stogk.

ikl rieieily

- maturity, t

°

ARk, -ty
- "
m@ b & S Y

p
t.-over. 'Depositors who retained at least. two-thirds of their stock

N
f ~

( oy . - \

- S
-

"~ Bwime First Year of thelTrusY," IOR, V (May, 1921), 16. This '
article leaves the ifressigsﬂ that the| price of shares for Imperial- 0il .
émployees was well below the price for\all gother shareholders. The IOR
article "What the Investméfit-Trust Means," IV.(March, 1920), 4, states —
_that ‘the price of shares for the employees was the samé price existing .
shareholders were paying, but it was below the fmarket value placed on
the shares by outside buyeriland sellers in open trading. . T ‘

E

R - &79The pl{rchase price per share of stock during the first Invest-

‘ment Trust was as follows: 1920: §75,00; 1921: $96.00; 1922: $96.00;
‘1923, 1924, 1925: Sometime bétwcen 1923 and 1925 the par value shares' .
. were split 4nto 4.no par value shares of $30.00 each. Egch share of 814
) stock was warth 4 shares of the new. The price of shares _wés fixed by
the board.af directors on or beforegJan.~1 of each year at not less than
the Book value of sugh stock on the preceding June 30. -

P "

\ s ! . B 4
s

y . + . N
e gy m""A.vfi WG NS 4 cmppake bR e e ege s g
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’ were ellglble to partlclpate in the follow1ng Investment Trust.?o
3 B As already suggbsted not ail employees cont1nued their parti-
~ . cipation throughout{the 5 years' of each trust although the very mecha-
- nisms of the plan made it attract1ve}to do so. Employees who either
Jeft the company,'gf,ﬁished.to/yithdraw their deposits for other reasons
) within the first: 2 years of 4 trist, were usually entitled only to the ‘
- return of their dépo;itS'in cash with 6 per cent compounded interest.
The‘bqard of trustees of the plan could, however, allowssuch depositors

to withdraw their stock at its average cést'with the same rate of

'

interest.s1 This is what was done wheﬂ“employees withdrew after,z years,

but before 5 years. In cases where economic d1ff1cu1ty threatened

T~

forfeiture, the trustees could either make a loan to the employee, or

. 'suspend his/her déposite for a definite period of time il the”hope that

they could be fesumed at the later date.82 Employees who par;;slpated

& ,

unti%:maturlty“aid fiot rece1ve'the1r full rights as sharefolders until
. they withdrew, their stocks from the trust. Prior to withdrawal the
: . * '
l trustees held title to all shares purchased for the employees and had

full power to vote on them.53 \ ' {"’

. .
. N - . . |

.
.
z — .

N \' 1 st +

. K >

/ ¢ 80uThe Second Investment Trust," ™OR, IX (Dec., 1925), 3.

s Employees who did not. fetain at.least two-thlrds of their stock were .
- ineligible to partic1pate in a new\trust for a per1od of 1 year.

e
’ Vid " .
. BI'PEEECQ:opeggtives Investment Trust," 10R, IV1(March, 1920), L
' " ' =N X ] .
e 82.. . g rﬁ\ o ' Ty
,'/ ‘ . Ibld- F) P- 79 ' . .

. } N
83 bed s p. 6. The board of trustees was composed of 1 represen-'
/ tative 'of the board of. directors; the secretary-treasurér, the assistant

secretary-treasurer, and 2 employees,chosen by the board of directors.
- ¢ & ' R T : * .

(2N o i Lo . . Vo
"//‘ \,: ' ' " . . - ‘nl - . : ’F-‘
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3 A

‘purchased in his crediﬁrind the uninvested balance in cash. Similarlx:

_obviously, therefore, one of the overriding reasons for instituting such

—— During the time period under study in this thesis, 4 Investment .

could invest was reduced to 10 per cent of their wages or falaries so

Special provisions were outlined in the investment plan in the ’
CE=¥ . 3._' b

event of the death of an empldf@%ﬁdepositof: In such caseL’the employee's

estate, or designated beneficiaries, received the full amount of stock
t

. .
-‘ e . ’

t
v

all pensioners received their-stock.and cash upon retirement. 84,
- )
The encouragement of a feeling of permanency and partnership was

K
e

o

a profit-sharing system. President C.0. Stillman expressed this desire
/ \ o -
oﬁ/the part of the company as follows:

e Co-operative Investment: Trusf] will mean a more united effort
as the result of the added common incentive to economical and
efficient operation and the distribution within the organization
in addition to wages, of a large proportion of the profits in the
form of dividends; it will make, we hope, for greater continuity.
of employment, with a minimum of change in the personnel of the
"Imperial’ family, and will deepen the sgg;p«of partnership which
has ever been the basis of the relations ®%isting between us.8

-

Trusts, were executed The first one ran from March, 1920, to April 14, .
| ¢

\925 under thé térms descrlbed above. The follow1ng 3 trusts were

’ L]

shortened in length to 3 years eech January 1, 1926, to January’rg
1929; sometime after January 1, 1929 to the same date in 1932 and July

A
1, 1932, to 'July 1, 1935. .Unger these trusts the‘yaximum amount employees

°

-
”

84Ib.id‘, b. 7. (éfa%y - ‘\ . ' ¢ b

R ’7 . ! . ‘m‘ [‘,
8sLetter, C.0. Stlllman [to all Employees], March 11, 1920, ~

Imper1al 0il, Limited, Employee Benef1ts Div151on, Archives, Toronto,

Ontario.

il » .~
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that cmployges of allfrank# would be on a more equal footing with each

.- . ) e v ..
othe! in témms of shares p rchased.86 The minutes of the May 15, 1925 . a

a

meeting of the joint council at the Montreal refinery indicate that ‘

-

-arrangements were made with\the Royal Bank to allow Montreal members

of the Investment Trust to ohtain loans against stock held as. collateral

87

at a 5-} perbent interest rate. From 1928 on, 2all emﬁioyee;inveﬁtois

in need of funds could borrow on their stock at a rate of 6 'per cent.88

Imperial Oil's profit-sharizgfplan was suspended from the middle of 1935

until a revised one was instituted in 1939.

-
B

In conclusion,'%e have tfaced the development of employee_benefits
at Idperial 0il from 1919 to 1938. The followiﬁg chart is presented to
co-ordinate in the reader's mind the relationship of *the various branches.. -

of the'Imperial 0il employee relations department to each other, to the ™

. 1

other departments, and to the executive officers in the company. The
'

. chart was drawn up in 1947 by the empl®yee relations departn'\ent.89 The 7 f” 3
o . - 3

. author has incorporated information from a 1944 organizational table 3
! . ' e \ _ i

~

.o

°§9"pﬁristmas'Cheer," IOR, TX (Dec., 1925), 1. . 5

'
*

' . N ‘ . ) : N : )
87Minutes of Meetings of thé Joint Industrial Council, meeting of. ¢
_ May 15, 1925. . ) o '

88"Thifd Investment Trust to be Lgpnthed, 19293" IOR, XII (Dec.,
1928), 2 , : ~ , y
v \ 890epartment of Employee Relations, Mastgr‘rganizat.'én Chart, ~ - %
"April 1, 1947, -Imperial 0il, Limited, Employee Ben its Div 51on, o W
‘/»’ Arch1ves, Toronto, Ontario. . ‘ S &_

"/" 4
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showing the duties of eac}' division,90 and has ahended it to include ‘
only the benefits established during the time period under study.
o 3
Finally, as far as some preliminary concluding comments ‘are
concerned, we have seen how Imperial Oilydev.elop’ed' from mprivateiy
sponsored, relasively small Canadian oil company during the  1880's
Qnd 1890's ihto an American-owned Canada-wide‘petroleum concer;;\ after

1899. We also saw that Imperml 011 was not sold to, Standard Oi} of -

Ney Jersey because of Canadlan mismanagement, but as a result of

s ¢

unfortunate economic 5:1rcmn§‘tances that left Impenal's owners little
ch?ce exceptwto sell to. fheir tr;dluonal rrvais. , - ‘
o in addition, after reviewing the)Zstor)/ of Imperial 011' S s
-'irxdﬁstylal relations policies during the early decades of the twentieth '

" century, it l’became obvious that Imperial's management was experiencing -

° '

the same basic rev151ons 1n employer-employee rel,ations that other North %P .

.

oty

Amencan managers ®econciled themselves to prior ‘to 1938. 'I‘hat 15, . .

Iliiperial 0il's concepts of labour policy evolved between 1900 and 1938

f1‘@m the prevallmg attltude that employees are inseparable from i

machines, to recognition of the 1dea that consideration with employeesA PR

©

' |

-of work'ers' living and working conditions could be instrumental in
r Y -

1n6reasmg product1on. Thus, a coordinatgd industrial relations package

. that mcluded employee representatlon, f mge beneflts, welfare vork; . .

stock ownersh1p, and personnel management was formulated and frequently

‘

S . .
. . .o . !

.
- t

ODepartment of Employee Relations, Organization Chart Showing

Functional Duties, Dec. }, 1944, Imperial 0il, Limited, Employee Benefitg
Division, Archives,” Toronto, 'Ontarxo. ‘ s - ,{

-
'
H
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revised at Imperial Oil from the end of 1918 right through to the

with important events in Canadiaqmigtory. World War I and the Great

Depression are of course the two most obvious examples of this.

. Turning to other important reasons why new concepts of industrial

3

" relations were 1ntroduced at Imperial Qil, it must be pomted out here

that while such questlons will be probed in the following chapter,

Imperial 0il's management was concemedj\from the end of the First War
. N Y ! N !
that the growing impersonality within the ‘firm must be stemmed in ordenr

” 7 . . .
3‘19, maintain a satisfied and productive working emnvironment. Thus,

employee representation and paternalism were turned to in much the
same way that other corporations incorporated these methods of ‘o%eration

into their corporate sit\ructures. From herg, other similarities with

the material presented in Chapters I and IT can be uncovered, and this

is the task of the fol&{wmg chapter on the evaluation of the Imperial

.

-Oil case study. Co ’ .

%

*  beginning of 1938, with the.majpr reevaluation sessions usually coinciding
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;o ', CHAPTER 1v

ot "EVALUATION OF THE IMPERIAL OIL CASE STUDY

* .
*

n» ‘ "
~ Given the material presented in the Imperial 0il case study in

the previous chapter, the task of evaluation remains, While the limited
amount oi;' surviving data, in some areas, dictates rather strict limita-

tions, comparative questiond, inherent in the development of va‘peri,-)iil
= 2 s Fa
X 0il's phi¥Qsophy of in'du’stria‘l relations must, be in‘esented and analyzed
| within these’ cofistraints. This analysis will foflogv the same chrqﬁriolo-
, ~.
| ' gical pattern adhered to thus far in the thesis, and‘ will cencentra‘qe bm .

three areas of compgrison., N . . -

S The first section will define, Imperial Oil‘ as an American-owned

< company and will present 'smularltles and differences between the '

'

N development of its labotr p011c1es and the. emergmg American Ehllosophy )
v of industr¥al relations. The focal point of thig analysis will centex

. on Imperiel's relationship with'the parent company, Standard 0il of New

‘Jersey, and will determine the degree of influence exerted on, and inde-

’ pendence leftpto the Canadian branch. . ' ‘ s
o .

. ' a -
~ Stniﬂ;ing entirely to the Canadian scene, the clironology of - ..

\ i) .
benefit plans introduced at Imperial 0il between 1880,§md 1938 will be

placed i?\ the context of similar policies adopted by Canadian companiesw e

) . In domg this referenca is made once again to Appendlx 1 and the conten;s

of Imperial Oil's pension plans employee representatlon plan, stock~

sharing plans, pald vacauon plan, and hours of work ‘w111 be compared w1th

ey

PPN
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both spec1f1c and general Canadxan developments in these areas.

' Finally, an investlgatioP of ‘the national origins of Imperial
0il's chief exécu’tives up to 1938 will be 'undertaken as thje last i)oint
of consideration concerning Standard 0il's @nfluence on® Imperial Oil's

Sperations, and Imperial Oil's benefit plans and-employee representation

system will be discussed in terms of how Imperial's employees reacted

to them over the years. \ . )
In beginninWs on the Imperial 0il material, it must ~

be remembered that we saw in Chapter II the general terms and policy .

"pﬁange§ concerning labour that were contemplated by Canhadiap’/firms "“‘»

-~

between 1880 ‘and 1§."38, and this material can be compared with simil.'ar ,
. » ; , o
developments in the United States as presented in Chapter I. More ~

spe‘call)!, however, Imperial 0il, Limited is an example of a company
that began small and matured into one of the 'big four"1 in the Canadian

petroleun industry while under American ownership and while adhering fo,
and experiencing the effects of, social f)arwinism, scientific management, .

“ A
and employee representation.’ K '

.

Unlike e'xamples of ‘other E@an enterpriSes that emerged

"’, ~

* fullblown from the collaboratlon of government and private wealth, and @
the Canadxan Pacific Ra"ilway is the classic example, Imper:.al 0il began.
as a modest Wysiness venture in the minds of sixteen men who built an

(e
oil company literally from the ground a’p. In this respect, one paralle;l
with the later nineteenth century Amencan scene stands out. the sam;a

a % \ ° . . ’ v
: N
1 . . N
. D s ' * " ‘ .
; . -

¢

lAccofdi;\to Barle Gray » The: Great Canad:.ﬂn 011 “Patch (Tornto: .
Macleag-Hunter Limited, 1970), p. 257, the other three oil commpanies that
presem;ly make up the nlb1g\’ fouru§ in Canada are: Shell, G\{lf &nd Texaco,
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. frontier spirit of entrei:etfgfigl/indiifaualism‘was present here that
one reads about in tﬁ//bl graphles of the Rockefellers, the Carneg1es,

3 o

and the Morge/s 1ike their American countefparts,-the founders of

Imperial 011 were talented bu51nessmen with wide and varied 1nterests
{o decided to try to bring some semblan;:e of order into the depressed

d chaotic Canadian petroleum industﬁy

—

e -

Turning to 1ndusér1a1 relatlons, the Unlted States mgterial

e L% i

c¢learly indicates that the personal conEErns of Amerlcan labour were

[

largely ignored prior to the turn of the century. Similarly, the

Canadian petroleum industry concentrated on getting. the crude oil out
) |
* of the ground, and as the author of The Story of Imperial 0il admitted,

there was little concern for people. Imperial Oil's owners were entirely&

. |
preoccupied during the early years with pumping oil, relmxg it, keeping

I ~ - < +
the business financially sound, capturing a market, developing market

—

facilities, and increasing the’appeal of its oil .products to Canadian

buyers in order‘to fend off the strong American competition.

Similarly, as tlme progreséeg the founders of Imperial Oil were

never afforded the luxury of relax1ng and perhaps introducing some
amenities into their employees'’ lives as these policies came into

fashion, becaﬁse}even after the enterprise prospered, retention of the

Canadian market was not gssured. Instead, the ' lack of funds necessar}

“ -

‘to finance expansion Ted to Imperial's takeover-by its lifelong American

competitor. This of course raises questions concerning the degree of

/

, w
influence that Standard Oil of New Jersey had on Imperial 0il's philo- * -

v

sophies of 1ndustrlal relatlons since speccfic polic1es in this area

&

— Wgre slowly emerglng in both Canada and the United States at the t1me of

. -
” »

- o apaas ® - 3
vt A . o P Yy
; ‘ AR ‘ o
i4 -

-~

=




the transfer of - ownership. : ) ' o
5 ' - . ~Standard 0il's histo ' of labour-management relations prior to
¢ ' ry .o ! ,f"’gnm ns p T

World War I is similar to that of“ countless other American. firms. . That o

]

|

| _is, policies concerning labour were formulated by middle mamgers, super-
| ' ) Y ‘
intendents and foremen to meet particular situations as they arose.

. Upper management was rarely involved, ,and no fixed regulatlons or rules .
> 1
) “existed between the company and its employees.2 As a result, attitudes” ~
‘ ) . k]
toward workers vatried considerably througho the organization. As :
— . i , J
George Gibb and Evelyn Knowlton concluded: .

The only geWffalization applicable to Jersey Standard, labor relations

in the years [prior to 1912] would 'sppear to be that such relations
were yhat the individual superintendents of the various operating
‘divisions made them., . . . It seems clear that, though some segments *
of the organization were outstandingly progressive and the company
numbered many fair-minded and liberal men among its top executives, .
labor policy- had seldom become an issue at the top level of manage- ¢
.ment. To the directorate . . . labor was akin to the stretch of = °
pipeline from Moore Station to Bunkie, Louisiana--a matter which, -
was properly and staisfactorily entrusted to managers, supenntendents,
assistant supe%ntendents and foremen.

-

It must be noted,.‘ nevertheless, that safety consciousness was 3
in evidence at Standard Oil prior to 1900, toilets and washrooms appeared

around 1963, a non-contributory pension plan was inaugurated in. 1903 and

~

_liberalized in 1909, and steady employment and advancement possibilities

existed for most empldyees throughout the pre-World War I years .'4‘ -

<

\ - ' ) ’l : “ -
‘ N 2£eoﬁge S. Gibb and Evelyn Knowlton, The Resurgent Years 1911-1927:
R "History of Standard.0il Company (New Jerse x) (New York: Harper & Bros.,

1956), p. 5.5 e

)

3191«1. , pp.‘ 140-141.

- el 4R W. H1dy and M E. H1dy, Pionearing in Big Bufines’ﬁ 13823'1911
Hlstory of Standard 011 Comiany (ﬂew Jersex) ﬁ@\l York ﬁarper &. Bros.

Lt BV 1958 596 99 IR ey
lﬁ'%@avm‘z‘ﬁ%'i‘ 5)’ p s *i"}'x M(‘F;v:@fm:)&),fn ;t,_;,
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- The disjointed and-ill-defined handling of nworgi's could possibly

.- have continued unabated, héwever,_ if the Ludlow massacre at John D.. :

Rockefeller's Colorado Fuel and Iron Company had not occurred in 1913,

nearly ‘inhuman working conditions endured by Standard Oil's process men
., ‘ . "":
and. st1;1 cleaners.5 Presumably in response to this criticism, the, .
o -
E : process men's hours were reduced in 1914 from 84 to.76 per week with

‘3 . ~ shift breakers being mtroduced to fill the gap 1eft by tyreductlon

in work;mg time. 6 . .

. Gibb and Knowlton did not elaborate specifically on the alle-y

\_! tlon of the still: cleaners lot, but they did mention that the company\’\

-~ - ¢ ” N v
- went beyond compliance with “State accident compensation laws ‘and in most

cases extended benefits substantially beyond its, legal liability.7

R & Further more-immediate causes behind. additional revision in .

.

P r Standard's lahour policies can‘°be traced to two strik\esz{hich exploded :

_ within fifteen months of each other at ‘the Bayonne refinery in New
. A\ _,fJ/é’rsey. Once again’ the unrest centered upon the still cleaner§ whenl oo

.

B ~ LY Il .
¢ - v

* b .

= 5G:i:bb and Knowlton, Resurgent Years, pp. 136-138; and Sigmund .
: : ‘ Diamond, The Reputation of the &merican Businessman’ (Cambridge, Mass.:

¢ Harvard University Press, ,1955) p. 109. A description of the still" e
. cleaner's job can be found An Edwagd J. Nlchols Danggr' Keep Out o
t (Boston: Houghton leflln €o., 1943) ,1 ' v c

B 6 Tw * .,' N ¢ .

Glbb and Knowlton, ResurgenQ Years, P. 139.," L o
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been hired to regl\gs the.strikers, quit because they found the conditions

~
o

unbearable.8 The company malntalngd the attitude that the unrest was

-

due to the work of " rofessional agitators!" who were blocking all |

\

avenues of Tesolution. ~ However, at the same time that management was -~

N - —— e,

claiming that it would dea} with™its own workmen,,it refused t}) submit

the controversy to medlatlon and discharged the employees who presented
/

.

E —~—gpetition suggesfmg—tlﬁ?’aiﬁ)ﬁch.g Violence and death ensued until -

- ’ ‘ . the strikers called off the\yk‘out upon "an implied promise for higher

F: . ‘ . - R vy " N N
g . wages ."'10 This later resulted in a 10 per cent wage increase, and in

o . 4 -
<

. Augl;st of 1915 the 8-hour day with no los# in pay was ihstituted when

B .. : e
R further strike action was threatended. 11 .

Py

i \ . ™ ™ The second strike began October 10, 1916, after Standard 0il

0 s
refused ‘demands for increased wages, discharge only with cause, and -

v

¢

» a , s y &
. . _BQaniel Horowitz, Labor Relations ‘in the Petroleum Industry i
ot + 7 __(New York: U.S. Works ‘Progress Admimistration, 1937), p. 30. = .am )
I B - S Sy 5ot - : R e
o “Ibid. | R — | . ,
o 10 o " ' o 0{1 " > "F’T‘

4 Ibid., p. 31.



" "humane and decent treatment a the .hands c/f Foremen and superiors in
. \ N

+ . place of the brutal kicking anf

punching we now reccive without provo-

~ . _ .
“cation."!? Although this str ke' was broken October .19 , 1916, Standard

se in late November of that year when it

~ trealized t'}lat another. strike /might be in\ the ‘offing.13 ’
S . . .
‘ .

)
‘- did grant a 10 per cent,%a‘y_ T

of minagement are clear from the events deét\:ribed above. In both strikes
" - 4 ] . ° . . ' .

\ . the workers' priorities, cen ered d]n increased wages and poor treatment
'by foremen amd supervisors.| The wage issue is particularly interesting
- since'S'tzndarq_'s.executives consistently affirmed, and Gibb and Knowlton

. v R X -

'and,Ralpl and-Muriel Hidy ¢onfirméd the claim that most lower level

bal ¢

« i /miagér adhered to a poli¢y® that Stendard Oil men wrre entitled to
;a : N .

‘pay and workiné conditions at least equivalent to, and preferably a

little cttd than; those
? ‘ ( )

xtérfdgd‘ by competitors.14 Daniel Horowitz,
K . '
- » N . . . nJ’q\

Relations. in Standﬁrd 0i1-Company. (N.J.)," The Lamp, 28 (Oct., 1946); 2.
Chase|stated, once again on page 2, that during the 1915 strike the
workers ". . . complained that| foremen minstreated them. They were
cont1 ually cursed out they s 1d To settle grudges, foremen were

-
'

\
i

ons in the Petroleum 'Industi'y", p. 35.

1:T’Horowit:z ,ﬂLabor Relatli

)

Gibb and l(no:ifon, Re! .ugent Years, p. 13? and” Hldy and Hidy,
i ingss, P 089 ‘

-
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» r '

= however arrived at entirely different conclusions"from'vhis investi- “

v A 'gatxon of the renumeratlon received by Standard employees in Bayonne.

. He mamtamed that the other companles with refineries in that area,

' S . the Tide Water Oils Company and the Vacuum 0il Conipany, were both con- ‘,’

* * trolled by the same inte;ests that operated }fandz;rd Oil of Ne\i ‘.;e{se‘)rlﬁ‘~
and this pexjmitted"'the thr\ comi:anies to retain a upifom low wage

¥ policy ‘and yet individually absolve themselves from fault."15
1 , L. . - L *

~ ~

. - . b3 .
Horowitz!'s conclusion seems accurate since the Tide Water
' . B . .

Tom 1912 o}x, was referred to as a "non consolidated" firm ’
//of Standard 0il of( New Jersey- 'I'hat is, Standard 011 owned 43 per cent

" of Tide Water's shares in 1912, and 40 per cent in 1925. As,a-result, s
L .
—while Tide Water's earnings were not direc,tl& consolidated With

~

R ) Standard Oil's, its dividends were included in Standard®s ircome.
5 j‘ , Y

16

"lhe s1tuat10n is less cleas where the Vacuum 0il Company is
; . ' ) -
)/ \ concerned because it became one of t}giisafﬁhated member; of "the
. old trust when the Standard family was broken up in 1911. Direct compe-

P \ t1t1on between Standard 0il and Vacuum 0il did not assume its greatest

\ momentum, however, until the F1rst Wa.r and after.17

.\\' Géorge P. West.and C. T Chenery, two investijators of the flrst/
Bgyoxme stnke for the United States Commission on Industrial Relatioms,:

- : fuljther confirmed Horowitz's fmdmgs by goncluding that Standard 0il & =

sometimes maintained wages even lower than those of other refineries
e i N . N

Vet
‘ - ls ’ - ’~
* i " “Horowitz, Labor Relatlons in the Petroleum Industry, p. 30.

L . w"*
G1bb and Knowlton Resurgent Years, pp. 631, 647

3

A 4
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in the same area: . - ) _ . .

"o It [Standard 0il of/New Jersey] flxes wages not with* relatlon

to the earnings of tMe company but by taking into consideration ) .
wages paid by the other companies in the same locality and then ‘
fixes the wiges as low' as, or lower ‘than the preva111ng wage in the
10ca11ty.

", . The statement of fhe/General Manager of the Cqmpany that the
interests of other companies in the same locality are considered in

the fixing of wages .constitutes, in effect, an admission that the
company combines with the poorest and least generous_employers to

fix wage rates''. ' jﬁ - '

The above so‘rces clearly indicate, therefore, that Standard 0il

a

had 11tt1q.compet1t10n 1n the Bayonne area, and that it was free to

..\'

&
- set wages consistent w1th the lowest common-denominator offered there.

However, theleffects of the pay scales arrived at‘only becomé clear =

when one considers the report published in the August, 1915 issue of

r——

the Nétional Petroleum ﬁews whicﬁ indicated that less thdn one-half‘of

the workers in the 011 plants at Bgyomne were ableato support their

@

familles on their wages, .with the resl being forced to _take in boarders

or to send their children to work to bring each family's income' up ‘to a
. .

living standafd.lgl In addition, while Standard 0il's employees did

. ) . - ~
receive a 20 per cent increase in pay between Atigust 1915, and November, .
- . f . ,o
1916, péices were‘riégng even mofg rapidly.zol‘ . e .

/ ) —

3 i?he labour unrest which erupted in Standard Oil at the beginning

- 18w York Times, Aug. 16, 1915, p. 1, £6., quoted-in Horowiz,
Labor Relations in the Petxoleum Industry, pp 31- 32. .

19Horowitz,'l.aboi‘ Relations in the Petroleum Industry, p. 32. ‘

. s
. - .

205 . Blum, et al. The National Experiende, p. 599. ) .

o
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- that powerful foremen often displa}ed, and Standard's resolute deter-

_another. These terrible difficulties ghocked the directors into new

185

+ ‘ —

of World War I also revealed‘béih the arbitrary handling of workers Y

mination noq‘to bargain.with‘ény labour o;ganization or emplQyee repre-
senéative. -§tandard ‘even refused to ﬁé;ﬁit non-English-spéaking
empiofees to engage an attornef as their spokesman.ZIf Thus the popular
belief in management's r?ght to upilatefal authority was the philosqphy
that was stnictly_adhéred to thrhughout'this p?riod.

Turning to fhe positive effects of the strikes, the author must .

stress that the above work stoppages did have the cumulative effect of

v

impressing on Standard's directorate that labour relations is worthy of
regular 'contemplation and systematic policy making. It was now clear .:
to all concerned that if the top executives had kept a close check on -

local management, the Bayonne employees would never have had to resort

[4

to drastic measures to draw attention to-their grievances and frustra-

tions. "Here, at last, was the point of transition from one afe to

’

action and called forth the enunciation of a Jersey Standard labor

pelircy.“22 - .. ' ‘ ‘. .

-

o 2 .
John D. Rockefeller, Jr., although no longer owning, any shares

4

in Standard 0il, was the man who actually pushed the company's directors

toward revolutionizing their industrial relations-polic‘xes.23

In the

0

3
- M -

ZIHorowitz, Labor Relations in the Petroleum Industry, p. 32. * i

o '

zzcibp and Knowlton, Resurgent Years, p. 152.

4 ‘7'
231pid., pp. 571-572.  ° | ‘

Jitar Cantluniy
©
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. name of permanent labour peace, Rockefeller felt that stop gap measures

3

such as increasing wages every t1me a strike seemed 1mm1nent, md&h be : .
abandoned 1n'favdur of a coordlnated system ‘similar to the one introduced “ !
into the- Coloradb mines by Macken21e King and Clarence;chks. In late

1917 Hicks' recommeﬁdatlons for an employee, \representation plan at - e

Standard 0il were accepted by Jersey's directors, and Hicks became L

Standard's first executive aSsistant in charge of employee relations.

It is at this point that comparisons between Standard 0il's and” g {
¢ _Imperial 0il4s' labour poli¢ies can be made. Taking up the important

‘matter of work stoppages first,’the records of strikes and lockouts in

- ‘ ‘
Canada between 1900 and 1962 at the Public Archives of Canada indicate

.that two strikes occurred at two'differént Imperial dil'refineries .
[

- . between’ 1880 ‘and 1938. The f1rst of these was reported in the July 6,
"1912 issue. of the London Ontario Adveg&lser, and it apparently toqk
place at the Sarnia, Ontarlo refinery ds a result of employee dlssat1s~ .
faction with the time check system in %se. That is, each employse was -
required to hand in one tlme card in the morn1ng upon'enterlng the .
works, and one at noon, and then colléct them at the end of the day. ' . _5
™ - The employees were opposed'to thzs method because it involved 1in1ﬂ§/;;\\}\\\\\\\\

/ l
_three times a ‘day to elther.deposaﬂ'or collect a card.?? \

. . -
. . - ‘ . , 1 .
v . - / k
! : : . . . ¢
; -
- N
. .

’ . s o 3
.

. . - 24100 Walked Out," The London Advertiser, July 6, 1912, nlp.,

i

|

E - " "Windsor, Ontario, 0il Company Employees, Sti¥iké No. 3543," Strikes and ,
» Lockouts in Canada, 1900-1962 File, Record Group 27, Vol 308, - Pudblic

?ﬂ‘ e T krchives of Cdnada, Ottawa, Ontarxo. . * s %




While the dvertlser claimed that thJ walkout began t the

\

e noon check was liminated, c.0. Still_an,
. | R / -

N\, a first vice-president of Imperial 0il,,main ained in a letter dated *\

beginj;ng of Ju}y, 19

"a’co’ le of days" until ‘th

y -

2,,1912 to the federal 'deputy minister of labour tHat '"there has

been\po dispute or dissatisfaction among our employees since the year

1897/ wh:n operations at.this Réfinery were [commenced." He jwent on to

. |
. add that "ol

employees show every indication of being perfectly ) -
26 "
"

¢

No additipnal sources |
N

dvertiser articf

§i¢i§fied with thedN treatment, pay and work.

A

wer? discoverqg to substantiate either the

emp}dyer disclaimer q' the strike.

. &
- ©+ A similar air of mystery surrounds| some aspects of [the secon

4
i

Ioco reflnery in British

'stlike, which took place at n-eriai 0i1’

L ‘ Cglumbia in 1918. Thxs dlspute centered on a request by a-out 170 of

the reflner 's common labourers, ipe 1 ters, ca enters, rocess men,
p

F . e

qanners, casers, barrel fillers, and shippe

!

for a 25 pe cent 1ncrease

©

| . Lo . . A
in wages. The shift process men were alSo demandipng a refuction R <

/hours from 12 per day to 8 per day.27"
. T B
*4#/*4" /7L/l' - * -
/ﬂ B1bid.
! -
! .26

y in‘kéhada, 1900-1962 File, Record Group 27 Vol 300
i. Canada, Ottawa, Ontarlo. . .
o
/

(3

I . 27Correspondence, J. B Slrdevan,
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‘The prevafling rates ‘of wages at the Ioco reflnery ranged ‘from

» o

$3 06 to $4.00. p-r day, and a 25 per dent 1nLrease would raise this to

-~

‘\\, between $3.82 an- $S 0Q a day. 28 The new\rate, accordlng to the workers, .

/

would bring the ages at the ‘Ioco works up to\the prevalllng unlon rates
129 [ A . Lot

b . .
' The events of the strike are somewhat unclead, but the super-

in Vancouver..

»
tendent of the Ioco refinery reported tg the Department, of Labour. in

Y.

Ottawa that the workers in the barrelllng and casing departm nt left

)

-their gobs the ﬁornlng of February 12, 1918. Pfesumably after this

the 25 per cent wage increase. They then returned to work fnorder to
give: the local offxclals 6 days to confer with Imperial 0il executives

af ‘the Toronto head of ice. However, because the barrelling and casing

-

department was slack, (2 men were laid off. This resulted in, another

general walkout from the f1111ng department on February 14, 1918,

\ \\\\\ The fallowing 4Ey, February 15, the workers in the mechanical

+ n

-\ department sent a/secon pet1t10n requestlng a 25 per cent wage Increise

. , VoL .
. — \

and Lockouts in anada, 1900>$962 Flle, Record Group 27, Vol. 308, Publﬂc b

Archives of Canagdla, Ottawa, Ontario; and Corr95pondence, A. Smith, 3o
Secretary, Oil Refinery Workers Union, Toco, B.C. to B. Stewart, Part I !
March 25, 1918, MIhdustrial Dlspptes the Departmen of Labour, Strik )
No. :97," Strikes| and Lockouts in Cinada, 1900-1962 File, Record Group 27

0l. 308, Publi Archives of Canada, Ottawa, Ontari . .

?ﬁCorre pondence, J.E. Sirdevan to B. Stewart, Part I. »o
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to the local offices. "l'he.y then left their posts '[i?l);dut conferring
with management. This >

’ . , . R
workers in most of the rema ing,departments previously mentioned. The
31

1

\process ‘men followed suit at 5; P.M. two days laté'r.
-\ Negotiations between the gompany and the workers or their repre-
sentat.’hes resulted in a total return to w k March 1, 1918. The common-

labourers and sem1 sk111ed employees received 4 14 per cemnt’ wage

increase; the skilled workers' wages arere raised to between $3.50 and

#5.00 per day. 'The process men's hours were initially set to remain at

12 per 'day, but they were given -l day off in" 7 instead of the previous

1 day ,qff in 13. These hours were Téduced on April 1, 1918 to 8 per day
g : .

with no reduction in pay from 12 per day, and the 1 day off in 7 was

continued. 32 o ’ - ’ .

In conclusion, it must be noted that no written agreement ‘accom-

~

panied the reso]','ution of the strike .}i—-This is particularly strange

A

since A: Smith was referred to as the secretary of the 0il Ref:mery

~-

. Workers Union of Ioco, British Columbia, Local 15977 in all of the strlke

- i ® t} t * N\
- . ! : . )

. 31Correspondence, 5.E. sirdevan to B. Stewart, Part I; and
Correspondence, A. Smith/to B. Stewart, Part I. -

1

32Corx“espondence J.E. Sirdevan to B. Stewart Part II;“and
Correspondence, A. Smith to B. Stewart, Part 117 .
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33Correspondence, J.E. Sirdevan to B. Stewart, Part II.

.

4




. .
. ‘ A
. . ‘ ]
, .

. ‘ ) . ) -

related correspondence between himself and the Department of Labour

h Ottawa. In addition, this local is listed in the Federal Department
N - . ° |

of -Labour's 1917 report on labour organizations in Camagla.34 bne must

assixmef—%erefore, that at 1ea§t some of the employees at the Toco

%y

" While the above is contrary to in(ormation contained 'in the

- PR
. - -~

March i 1918 issue of the Federationist, -whi\ch reported that a union

was formed at Impena.l 011'5 Ioco Iie'fmery as a result of the above

strlke, the Federatlonlst d1d divulge that local 15977 of the 011

Reﬁnery Workers Uhjon was aff111ated w1th the Trades and Labour Council

~

and was’ about to apply to the Amencan Federatmn of Labour T a

chérter. The article also stated that between, 150 and'200,loco orkers

~

had signed union cards.>® This indicates that most, 'if ot all, of the

ellglble employees at Imperial 011'5 Ioco d'eflnery were’ members of the

)

[

& 011 Refmery Workers Umon in 1918 .

e

It may further be. concluded that .since no mention of the oil

workers union at the Ioco refinery was made in later reports on labour

organizatlons by the Department of/iabour, that 1t lost groundg after

.t_he 1918wstr1kg. However, the Imperial 0il Review did i port' in .
PR e - J‘;, * ‘ %
. R . .Y A .
- , 1)
; - . 3“‘Cxanada, Department of Labour, Labour Organlzanon in Canada,
L 1917 (Ottawa: King's Printer, 1418), p. 172.
- /,‘ K 35 ’ . . toL e

“Men's Demands Granted at Ioco," Federationist, March 1, 1918,

n.p., "0il Refinery Employees, Ioco, B.C.," Strikes and Lockouts in
Canada, 1900-1962 Flle, Record Group 27, Vol, 308, Publlc Archives of.
:.Canada, Ottawa, Ontario. -

-

el m \b The workers at the Ioco refmery Jo:med another um.on, the
il Workers' International Union, in 1949.

-

! . refinery were represented by the 0il Refinery Workers.Union during the——:

*1918 strike. \ ' .

[y

»




v b e r : ’ ) ) ¥
» August of 1919 that there were "quite a number of union emplofees' in
- P \ ot ‘

: ) P the Vancouver refinery of Imperial 0i1.37 -

— o \ "As far as an analgfsi‘s of the~i'esf11ts of the 1918 strike at the

Ioco refinery are concerned, it must be said that while: thé common

S T
ACEd e el
e

‘ ‘labourers agld semi-skilled employees compromise'd when they gecepted a
| 14 per cent wage increase, the sl%i_lled workers and Process men received
-ﬂ/

AR : . .
almosit exactly what they asked fzr . The only divergence from their

‘ initial demands rested in the faft that the sk111ed group accepted

a wage range from $3.50, to $5. Od a da.y, instead of %he $3.82 to $5.00 a day
spread that they de51red

On theg matter of union rates for refi‘ne‘ry workers. in Vancouver, .
thé author must unfortunate{.y Peport that verification of these figures

S X .
in'relation to the wages at Ioco is impossible because'the Canadian

Department of Labour did not include refmery worker§ in 1ts data on

3 ‘ wage rates and hours of work 1n Canada between 1900 and S\QZO 3‘8

Thus, the sgrikes at Imperial Oil, L1m1ted were not dlrecay

caused by the ‘events at Standard Oil 1n 1915 and 1916--it is likely that
. ’/
‘ ' i Imperlal's 1918 strike was the result of inclement economic c1rcumsta§1ces
. in Ganada.si However, the fact that the Bayonne employees were . \,\ 3
. ' - ) A u\ ) rt
w - . r/ r
s . Ve
. ) : . o . //
N 37"How Vancouver Weathered the Strike Storm," IOR, III. (Aug.,’
1919) 2 . . - . )
38szada, Department of Labour, Wages and Hours of Labour in
Canada, 1901-1920 (Ottawa: King's Printer, 1921). . -
39 ) ' -

The cost of 11v1ng and unemployment were rising rapidly in
Canada in 1918 and- wages were not keepmg pace. See Mary T. Waggaman,
"Labor Unrest in. Canada," Mbnthlx Labor Rev1ew, XIII (July; 1921),

¢

-

~
-
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~ parent firm, Jepsey's president, Walter Teagle, explained to Imperial's

successful 'in gaining results through stnke action- cannot be discounted

-

b -
as an 1nf1uent:1alH factor on Impe-nal 011's workers e \

> ’ RS
Turning to the subject of-hours of work " comparisons are difficul‘t
td make on thls matter smce the author lacksu\\nfa“matldn in Imperlal'

case for the years prlor to 1918 'Nevertheless, it is known that Imperlal

LS
© r."

0il was not allowed. to follow Standard's 1915 1ntroduct10n of the 8-hour

da)(!_/,48-hour week, until 1919'\. In addition; while Standard 0il of

g . . .

Louisiana implemented these reductions almost immediately after the 5

R.V. LeSugur of Montreal that '"you cannot work ‘three shifts ‘to ad\{émtage.
As you know, at the gprnia and Vancouver refineries we ha\'/e"heen obliged
to réque to recognize the request for an 8-hour day a}d thls is ev’e\n ..o,

more 1mp0331b1e in the operation of a producing property "40 It is o
unclear to the author, at thls pomt, why it 'was felt that Impenal could = . \/

-

not operate efﬁectwely under the 8-hour day in 1915 since Imperxg} 0il

RS
[y

was a refining company and Stgndard.0il of Louisiena, a producing_com:ern,41 ¥ .
was sdcceéc}ing with three 8-hour shifts. L o |
& ‘> LY i l 2
pp. 21-31;. and J.T. Copp, 'The Condition of the Wprking Class in Montreal,
1897-1920," in Studies in Canadian Social History, ed.-.by Michiel Horn
and Ronald Sabourim (Toronte: McClelland and Stewart Ltd., 1974), p,’ . -~
202. R - SN, ?
- o 'S R I "
4ost(anda£ 0il Co.” (N.J.}, Records, W. Teagle to R.V. LeSueur, . ’
July 24, 1916, quoted in Gibb and Knowlton, Resurgent Ye:}rs, p. 150. -~

. *1Gibb and Knowlton, Resurgent Years > P. 44. ] . :r

-




\ N

¥
i

e ve oy v o e dew st are

i et , ,\ o

' f ‘Going back t_b World War I, since the United Staéeé'did@otc entexr

[T
!

R

thb i€ighting until April.6, 1917, Imperial Oil developed %ssistance
' . )

'°mea4ur‘es for its employees engaged in war »efforts before Jersey Standard
} A ) .

i~

: .
took similar action.
1

men; one-half of their annual salariés, and unmarried menaon:aaiquarter of

this \amonﬁb, from August~ 30, 1915 until\the end' of the war. The first .
' ! 13 .

- [+

. similar bdhus at Standard Oil was, announced in June of 1916 in connection

& .

witgx the current difficulties bet\wee_{l the United States and Mexica.
o}

This of course was“ in the middle'of the Bayonne strikes of July, 1915,:

.
‘

L4

and October 1916, but Standard officials ca;’efdlly designated these

concessions as, part of established company policy and in no way related,

‘ ‘ 42

to the recent labour disfurbances. e

1 ¥

Standard's enlisted married men received a sum-equivalent to

- tLe »

a-full year's salary; single men with no -dependents receivetl one-half
43 '

e

of this amount. It is not clear whether these payments constituted

a single bonus or were paid periodically throughout the Mexican crisis.

[

However, a second bonus for Standard's employees in the armed forces

-

became effective July 1, 19i7 and was equivalvent to the plan in operation <

at Imperial Oil, Gibb and Knowlton suggested that this benefit was one

\ p ¥
measute that facilitated the acceptance of the new personnel department

-

It will be remembbred that Imperial paid married.

»

.

s

"
.

s

& D e

r
¢
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- that was established three months earlier, at Standard 0i1.44» . e 7\ %
- .. \/\ o . . N . ’ . ° :(%
' -
Zbia., p. 151, : , 5
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- Imperial 0il also preceded St;pnd'a;'q 0il1 in graspiﬁdg the usefulness

L S

_ of employee magazine,.:,. Imperial's Imﬂé}*i“al 0il Review appeared in .May,

f * :
1917--more than a year before the introduct’ion of-4joint councils into

N s

thé‘ Canadian branch. Standard ‘0il's The L;a_rgg had a Canadzan financial )

« J.ournahst V1ctor Ross, as its flrst ed1tor, and began publishing in '

- .
’ -

May, 1918--one month after th""'chks' system of employee relatlons was

3

pt}t ir\to effect. ° Both publications were seen as’ tools to be used in®

encouraging close contact a'n&‘ cooperation between labour and management,.

which was the general reason.for their introduction in both Canada and

the Unitell States.?® LT N -
< ‘ - ) . .
®* ' Turning to works .couricils, ‘the mechanics and operation of the
. F "

employee i"epresentation plans at Imperial OQil and,Standard 0il wete
identical except that Imperial workers electegi, i ref)resentat:jtv,e for
every 75 employees whll'{s Stapdard hag 1 representative for every 150

workers. In both Lcases top ‘executives reviewed all settflements made by |

- . Al

. the various joint conferences and no provisions for arbitration existed
o h Ol

b‘ ’ after management, handed down decisions in response toLfecommendations
-~forwarded by the councils.46 ¢ c L S
Like Imperial 0il, Jersey Standard introduced with jts employeef -
. ! . ) : ‘ - ’ X '
) . 45Ibid., p. 578. The introduction -of employee magazmes ‘reached
its peak in both Canada dnd the United States between, 1917 and 1921.
See Canada, Department of Labour,‘Bmployees"Mag'zmes in Canada,
* Industrial Relations Seﬁes Bulletin No. 4 (Ottawa King's Printer,
1921), and Lescohler and Brandels, History of Labpx: in the United States,
P 323. T . % ) ..
T TI - cqe o S
. - Gibb and Knowlton, Resurgent Years, p. 586. CL, .




P SO T S U .
represéntation plan a "joint agreement" drawn
L, P \ / .

. - . ) ¢
, to by the employees. This "contract” called £

A

(‘\-

singly_ common.m corporatmns throughout. the f.lmtgd States,

new to the Standard organlzatmn and many Jel]'sey and Imperla foremen
(

and “middle managers, like' the- foremen and ml%dle managers i

b

. compames in Canada and the Unlted States, were 1n1t1ally-thst/11e to’ the

m

et al. specifically stated that the local managers who were| unable t“:o‘

‘ ~

,helr responsJLbJ.lltles.d8

agreement'' be }yeen Itperial 0il's manageme\%: and employees tontained
N LY

a

49

T in any. church, soCiety, frate nity', or union." However,

s

N’

a7, RN
*\, Ibld., P- 576. P \\‘/"; ‘\

r}netta M. Larson, Evelynw H. Knowlton, and Cha:cl1 s S, Papple,
New Hor;zons 11927-1950: History of Standard 0il-Company (New Jersey)
(New York: Harper & Row, Publishers, 197y, p. 345. .

IS
N - Y .
- 4Opppendix 3; andBruce Scott, "A Place in the Sun,"!pl' 163.




ns under any circumstances. While it was reported that

¢ Hlth un1
.‘\/\ )
. re51de t Teagle “révised his attitude in favour of works counc1ls after .-

e was named pres1dent of Jersey Standard and they were introduced 1n
it is apparenéythat the comppany hoped and believed that the
generéilty ofltpe employee representation plan and the accompanying.

benefits would satisfy the workers and supgrsede the need for unions ’ -

- . ¢

and suffocate the.forces of unionish within the firm. Thus, in actual -

-

.\ 1]
practxce when work stoppages did occur in isolated instances at Standerd

N
or one of its affiliates after 1918, the meh who prevoked the dispute -

-

and shunned established grievance procedures were not rehired when -
) . '
production resumed.>! This of course was a continuation of the' pater-

o

nalistic philosophy popular in the United States after the Civil War. .

In other words’ ... epployees received only those things which provi-
A . .

dent management felt they should have n52 .

As was the case at Imper1al 0il 4 few months later, a complete

package of qelfare benefits‘was introduced at Jersey Staneard to. coincide
with the implementation of .the joint council, system. Standard's 1909

]

pensmn ;flaugs revﬁ:ed so,that all employees with at least 20 yeawrs .

sen10r1ty and 65 years of age rece1ved a non- contrlbutory annuity equ1—

\ . valent to 2 per cent per year of service of théir average wage or salary

~ 7 " o

. : ) ) x ’ $
" ‘ . 'soGibb and-Knowlton, Resurgent Years, p. 574. . v
. : {

) . FUN

| | R Slibid. [ p. 585. < ..
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during, their” final 5 years of‘employmentf53 Imperial's first pension °

3 plaﬁ effective after the start .of employee representation specified
\ . -~ x

an annuity amounting to Z’Ser cent per year of service of the employee's

average annual pay during his/her final 10 years.' However, revisions

made at Imperial Oil in 1920 made its pensi¥n plan identical ‘to

Standard's.

-
- .

_- It is clear, therefore, that Imperial Oil metimes lagged
) mpex et {

') behind Standard in intrdduciqg benefit plans. The eiamplé of paid | )
- ( - -
. vacations, however, is the most difficult one to unders;qu. Standard .
? oi1 granted paid vacations -of 1 week in 1924 to all ehployees who had

é been with the company 5 years or more; in 1925 this.was Encrqasqg to

' » * :

« Y 2 weeks for employees with 10 or more years of service; and in 1926 all
19 N L. .
' employees with 1 year of service was given 1 week off and the require-
E - “'ment for 2 weeks was lowered to 5 years seniority.54 Despite the fact
. ;‘ P , - -

. * =
"~ that Standard was able to continue this benefit throughout the Depression,
~ . - b

Impérial staunchly refused employeeirequests for similar time off on the-

v basis of inclement conditions until the worst of the.recession had sub-

~

hd ’ v »

sided. It was only in 1937 that Imperial introduced paid vacations, s

and it did so not only to offer 1ncreased leisure to its employees, but

g | : " also to spread the avallable employment and to encourage ‘increaseds
' - 4

. consumption of 1ndustrlal‘products. Neverthgless, wheq\a plan.was set

Iz .
v ) -
- - . <

: " S31bid., p:

o "

576.

. Smbid., p. s9s. ,

-

2
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up, it conformed to the niost liberal conditions in existence at Jersey.

.

- -

- ‘) - .
: r The idea of making employees eligible to Share in the profits

of the company is not another example of Imperial Oil conforming to.

., Y » .

beneﬁits already well tested by Standard 0il. In this case there is

H

evidence that Imﬁerial(introduced a stock-sharing plan of short duration'

5

. * - as early as’1915.5 From Gibb and Knowlton it appears that, this plarn

enjoyed onlf limited success and was qdickly abandbﬂga because many “

. A - -
employees were unable to afford to purchase stock, even on an installment

& .
5 . N

. .. basis, under its terms of reféience.56

.

Imperia} Oil's second attempt in” this direction began in March,

. 1920, and was.much more liberal than the first @n that company contri-
] . butions were introduced to assist the employees with their.purchases, =~ ° { .
and no interest was charged subscribers on the unpaid balance of the

57 When Standard began its investment ‘trust plan in ™

o

A .
v stock subscription.
. .

. i 1921, even more liberal conditions were offered than in exis::ence at
Imperial. - Theé par value of Jersey's capital stocﬁ$ for example, was
! . .

reducéd from $100.00 to $25.00 per‘share; and Imperial's stocks were

’

. . . . 7 - e
selling for $75.00 each in 1920. However, the maximum amount 8tandard

-
»

employee$ could invest was set at 20 per cent of their annual earnings, ,

while Imperial's workers céuld put in up to 25 per cent of this amount.

.
« n 8 . -

‘ . i r

% %

» - . .

. : 3 ‘

, §5Letter, W.T. McKee, Secretary, to Employees of The Imperial ‘
0il Company, Limited, November 29, 1915, Imperial 0il, Limited,+Employee '
Bepefits Divisiony Archivés, Toronto, Ontario. ’ ‘

v

< ! 56

oﬁlton,—Resurgpﬁt’YéﬁTs, p.- 583 -

57

Letter, McKee¢-to Employees, 1915. :
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- . ‘,_.199' - . -

- - This was later changed so that the terms of the second and following

-
v . -~

investment.trusts at Standard and Imperial were identical concerning

T + the maximum amount of money employees could invest each year.?8

[

-
-5

To conclude this section of the ché;gzg, it is obvious to the .

reader that Imperial 0il did not- always walt for the parent company

]

to introduce a ‘benefit plan before taklng szm1lar action 1tseIf Even

i . .

. when,it.ﬁid_ﬁgllow Standard's lead, Imperial often developed provisions |,

.

- that varied from those at Jersey. In this respect some independence' .

wasileft‘fo the executives in Toronto.

¢ industrial relations so soon afxer its introduction 4t Standard._ On ‘

. 5

S e " this point a nun?er of factors must be con31dered. /Concernlng empl yees .-

generally, the fight for p011t1ca1 democracy undertaken in Worlﬂ\ﬂe I

4 - O

aroused a des1re in countless North American workers for 1ndustr1al

democracy at home. By 1918 this enthusiasm was spreading through
tLo . . ’ ' <t - \. P

<« American and Canadian corporations in much the same way that the efficiency
", aspects of the sc1ent1f1c management had appealed to employers a few years

earlier. And whlle Jersey: Standard's 1ntroduct10n of Jo1nt councils at , . -

>

‘this time was part:of its recovery from the Bayobnne strikes, it-was also i

- + . » - '

the first petroleum company to -inaugurate such- a planzin the United” =

States.59 ThuS,'on.the grounds of continuing labour peace and the very
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lidtes as poiible.

. .An additional point’in Imperial's favour was the fact that Walter

-

1 »
* Teagle, an enthusiastic convert to.employee representation, was Imperial

0il's chief executive from 1914 to 1917, at which time he assumed the

presidency of Jersey Standard. His intimate knowledge of the Canadian
branch, plus the above mentioned factors, probably assisted in keeping
- Imperial in the forefront of Jersey's thoughts, and thus led to the

e
ction of employee representation within 8 .months of Jersey, ‘ -

»
-

ifistead of a number of years later.
One more influgnce on both Standard 0il éﬁd Imperial'Ojl}was
the fact that P.C. 1743, issued in July, 1918, -indicated the Canadian
gévernment's endorsement of collective barg;ining’between employeis‘and
employees‘or thekr reprééentatives,.an& of course, as we have seen; the

American government introduced numerous shop committees into American

__industries’ during World War I. . ' , -

" -

, \ .
In switching to the Canadian scene to amalyze industrial

relations .developments at Imperial 0il inxrelatioﬁ‘to siﬁirgr trends in" . " -

Canada between 1880 and 1938, tlie absence of available materialnpecdmes k

even more apparent thaﬁ'before. However, -to begin; a number of Canadian -
. < 0 . nadlat

v .

companies that had their. welfare plans written up in-thé Labour Gazette, -

and are'in&icated in the éhart in‘Appenaix;I, weré.selecteg-to'illuktrate

the tactics adopted and problems encountered over the years with various

Al ki e



it was clalmed, drew $28,000.00\ more in wages tééf the former 522.

Sqgette, VII (Feb. , 1907), 893.

201 c .

’

benefits. Questions concerning similar e/ff1cu1t1es at Imperial 01!’

were then analyzed and discussed.

| . Taking a particularly successful example Qirst; théAWilliams,
Greene and Rome Company of Berlin, Ontario introduced Welfare, recre-
ational, and athletic activiiies into its shirt manufacturing oper;;i;ns.
in 1903 and allowed its employees to form societie$ ‘among themselves
to iook after the organizativn and administfation of these facilities.

That is, the company Supplied the required deldlng spape, furniture,

and athletlc grounds but the various soc1et1es, as a general rule,

_were supported and financed by the employees themselves. In this way
. s

it was felt that the workers were ", . . freed from any sense of pater-

nalism on the part of the management,"60 and the Labour Gazette reported.

in 1907 that tangible results in the form of increased efficiency were

‘noted soon after the inception of this welfare work. Thus, the volume -

e

of business almost doubled betyeen 1903 and 1907 and the number of
employées on the payroll decreased from 522 to 430. 'These 430 workers,
61
While a skeptic would Wonder whether'the eapidyees at Williams,
Gréene and Romé were pushed” beyong\%hgir limits so that staff cuts could
be made to pay for' the new facilities, This does not seem to have been

the case in this instance since the ‘workexs were given t1me off during

- [ 4

-

PR 4 i

the business week to bathe and the hours Q\\:abour were cut from 10 per .

e i
- . L

‘ ) “a A
6O"Industrial Betterment at Berlin, Ontario--Welfare Work Among
Employees of the Williams, Greene and Rome Company Limited," Labour -

.
L]

61 ) ", . . -] -

Ibid." c\\\ T, g *

L]
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day to 9 per-day, Monday through Friday, with g-and one-half on
. . * w .
Saturday, as suppld&ents to the welfare programs.62
.lﬂ R
. N
Imperial 0il, in comparison, first reported on recreational

.

activities and facilities in 1919, and while some programs may havéfbeen
started earlier, tﬂb same paternalistic philosophy is found- hfre at

was mentioned earlier in relation to unionism, at Standard 0il. The

" 1019 special i$sue of the Imperial 0il Review reported, for example,
T )

. . }
that the directors of the company encouraged the development of amateur
i
sport and so provided equipment at this time for various activities at

all of the refineries.63 Similarly, the appoiniment-of an official

?Eﬁﬁrdgner to improve the appearance of the grounds at the Montreal’

refinery, and the formation of an orchestra at Halifax, were announced
at joint council meetings held between the beginning and the middle of

1919.64 Unlike Williams, Greene and Rome,; therefore, Imperial 0il's

management bore the entire cost of introducing and maintaining these

functions. Like Williams, Greene and Rome, however, the expected result

of the above was'

>3
work forge. ,
#

Turning to the relationship between wage rates and fringe

benefits, three points must be made. Firg;l&, the avowed policy of

%2rpid. S

63wpthletics," IOR, (Special No., 1919), 7. ~

/" 7 ' - '
6410ther Phases of the Plan," IOR, (Special No.t/5g19), 5, 7.
- » «\ .

increased\sfiiciency~resulting\from a more fit and content
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Imperial Oil's directors was that benefit piaﬁs were not introduced at

- 0
‘ »

the expense of wages received by any empquge, and numerous written

v

'stétgments on this polity are available’. The first is found jn.‘

' President Hanna's speech at the Sarnia conference inaugur

representation in -1918. He'sta;ed at this time that ". .
two things about the plans I want to make clear.. They are absolutely
without éostrto the men and they have nothing to do.with {he‘rate of

. 6 . s 3 i
wages the men are ro receivei" > He repeated this intention again in

« %

“his 1918 Christmas letter to the employees: "'The Bepefits will have no

bearing on the question of wages. . .“66. On this samé'subjéct, V.L.
the q : g

‘Lavoie, a former Memger of Imperial Oil's employee fflations department;

clearer in 3 1960 address when he explained

.

made the company's positigq

Imperial's émployees to keep wages out of the bargai ing fiedd ause

’ .
"should they be included, the Company cost .of same wou

th¢n properly

be taken into account as indirect wages [in] determining the Company's

. 65"President's Speech at Sarnia Conference
(Jan., 1919), 5.

66Lett .

in IOR, IIT (Jan., 19

e ——
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. . . .
n position in relatidrn to other comapni

, The second p01no/3hc/aUthor widhes to make-is that no evidence

was/fgggg,ln/the’Tﬁ;orlal 0il material that would indicate that welfare

benefits resulted in reduced wages, in spite of the above Eollcya after

a few years of operation. And thirdly, with the exception of the 1915

. . - . o
“ -stock-sharing plan, there are no instances of benefits being introo::3&
en withdrawn a short tipe later because of either employee

P4 T

complalércy or dissatisfaction as happended at the John Morrow Machine
v ¥

Screw Company, Limited of Ingersoll, Ontario, and the British Columbla

Electric Street Rallway Company

t
0

P When the John Morrow Company introduced its profit-sharing

N

scheme in 1903, management expected that employee productivity would . ? .\\\~*

increase. However, in‘1908 when such results were not in evidence,

—

the plan was abandoned because the company concluded that the amounts

dlstrlbuted were too small to be apprec1ated and after a year or two
-

the workers came to regard the bonus\as their due.68 It was decided,

R VW

~ . therefore, "that goog\pgges and a bonus system enabllng the i@ploygés
:~< | " to earn increased wages by better work were more satlsfactory than the
system of allowlng the employees to share in the proflts at the close of
69

> the:business year " S / ‘ ~

Tk

N 67V L. Lavoie, "Philosophy of Benefit Plans" (address presented
- at a meeting with the Jun1or Joint Council Chairmen, Oct. 17, 1960),
o p. 4. ) .

~ 68y M1q(o11 "profit Sharing and Producers' Co- -operation in

-Canada," Queen's Quarte:;y, XXv (Jan , 1918),- 307

i

Y

»

-

- 69Report of the English Board ‘of=Trade on Profit- -sharing and .
Labour Co-partnership in the United Klngdom, Cd. 6496 1912, quoted 1n
Michell, "Profit Sharing,” p. 307.

* ° . . . \
.




. K 205 N . s

“

) In the caﬁe of B.C. Ele;:t-:x"ic, a profit-sharing plannwas set up
in’:1902 so that éach re‘gjlar employee with A minimm of 12t mon@s
service was elkigi.ble for a cash pay;neqf each year from the p;';aceding
| year's proﬁts. ‘This amounted to $25.00 “pg;‘ man in 1903; $6.6.o78 iﬁ"
1908; and $57.u31 in'1910. The reason for the decrease between 1908 and
1910 can be traced to the $1arge an;ount" of money -allocated to expand - s

the business.' This expansion, however, .also resulted in an influx of

- .

new employees who were not eligible for a bonus payment until the end .
of one full year’:f emplo'yment’.‘ THis factor spurred the new men to
mount a campaign against the ;rfit-shaﬁng pian even though the older
eqxployees; we're satisfied with it. As a result, management abolished
the schen}e in 1911 and gfanted a: general 'l'ancrease in wages.?'0

“TImperial 0il, like the above compani'es/,/ had initial difficulties
with profit sharing. However, unlike the above, instead of turning
in another direction, Imperi:il——learneé its lessons from the 19:15 experi:
ment'and' tried again in 1920. This time, the structure and reéu}(atg)ﬂifﬁ
set down insured the new plan, in large mea;u{z, ‘agai{xst either employee
cSmplacency.or dissatisfaction. . |

The mos;c obvious way that 'continued employee interest was achieved
at Imperial 0il was through the settin.g up of a st fund which was

actually also a savings plan r-equiringq monthly or semimonthly deductions

from the employées' wages or salaries. Thus, each paych&lg reminded. the

a w -

70Miche11,' "Profit Sharix;g'," p. 308. . .
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“ “continuing prosperity of the company in the expectation that the value
i Q . , R

- since the duration of each trust was from three to five years, the

. .
‘ -
<, o

employees of the plan. In addition, thg company made regular and Fixed

.
- “*

contributions to each employee's accoyht so that even if the dividends.

, ) |
accrued to the plan decreased from one year to the next, the balance
v N

Iin the savings account st'eadily grew independently of employee deposits

4 o
e

as long as the emplpyee remajned an active member of\fhe plan. And,

M )

hope that the next year's dividends would rise cm\to improved 'e/eonomie

i

conditions and 1ncreased productivity took some of the 1nten51ty ou\; of

ea}ch bad year, especially -if the depressed conditions were beyond tyie

2 Jp—

o -

power of either the workers or the m;umg{ement/ . S‘Q\\

In the event of employees belng forced to withdraw -their funds

f’/
-~ A

due to unexpected personal economic dlf ‘iculties, t}es'é WOI‘kGI;E rece;wed

both their own deposits and six per ce compounded interest and were

allowed back, mto the plan at the beglnnl g of ew trust if the board
of directors and. the employee mvolved felt that certam amount could
‘once again be-set aside from the wages re 1veda In this way, emplcYees

\'/ Y

who were forced to face-an emergency c

ment trust as a savings accj:oxmt from yhifh a certain affount of money was
\ 3, . * .

the co-operative invest-

readily available. L4
Employeesqzicould participate \until 8ach trust matured became
i . ‘ ' .
stock ownérs in their—own right, and thus had an interest in the

] s L

their shares wouldeincrease, For immediate gain, howewer, any member
IR } , .

of this group could s€ll up to Qne-thifd of his/her stock in order to

make personal purchases without jeopardizing their membership in the

BN




ollowing trust. ) ’

’ It is o.Bvious to the reader, therqi’ore, that both 'Impérial Oixl's
‘ » . ~ '

v

management and Imperial Oil's employees stood to benefit from this plan

y .

; ' even though it did not furidamentaliy alter tﬁe relationship between
3 . Ry \\.2 .
them, -That is, Imperial Oil's officia.ls were able to encourage cons -

% tinued employment a‘rxl productivity among the emp&oyees,' and. the workers

2

X J ) W\ were ablé to purchase desQred consumer goods with their savings at
regular intervals with the knoy&'edge that a growing "nest egg'' remdined °

) for future emergencies or old age.

-

+ -
i < i

I€%s also obvious that if the above plan had any chance of.
- N hasN” g ! . .
A . success, all of the employees at Imperial;0il would have to be making ‘
N v » - “ - . .

enough money to meet both daily expenses and the savings requirements

>

R . stipulated for stock ownership. While an analysis of the wages an'd_’
| u salaries received by Imperial's employees in relation to,the’ average

; N cost of living between 1920 and 1935 could‘ have been undertaken td try

(Ao determine if wages were high en;ugﬁ to pefmit mr‘égular deductiq{sﬁas
saviﬁngs,»t-:hc‘e author felt that (‘éi"tch an exercise would beEint1e5§ since
higher iiq_ges usixally lead fo iﬁcréased expenditures, whi,IQ thfa "amount
deiegated to _)savings_ re.n:ain'.sl ;elatively c‘onst'a.nt. ‘A better indicator,.

: ’theieforq; is the fact that imperial 0il's employees successfully.
. - . N »

% - . .
. ’ adhered to the basic requirements of 4 jinvestment trusts for a total

T ‘ period of 15 years. N ' \ : v
! . AL , q :
‘ In additioh, it is of the utmost importance to_recogniz® that

S

- the(ecgnomic conditions prevailing throughout mest:of the years t;his,‘

stock-ownership plan-was in operation cannot be c‘onsider‘ed s condug?i{re.




'

ney. The's'f)an of the first‘ trust‘, 1920 to 1325, for eka:m'ple,* A 5

depreSs;on and soaring costs. Despite this,

.,

about 50 per cent of the e 'glble employees participated and dep051ted -
71

a!total of $4 434, 211 60 AAnd, while apprcxlmately the same numbcr o

of workers belongec{ to. the fourth trust, it was 5ucces§fu11y executed

in :l_ze middle of the \;lcxjst; depre‘ssion in Canadian history. b
It is ap'parent, éherefoi'e,.that at least some of Imperial's ' R .
emplo_yees were car;ix;g enough money, even in the most diffiélflen,g,g " .
times, to’.’be,able"to "ir;vest in' the future. How‘everh, it is unfortunate" PR
o ’ N a M / -

that- no breakdown of Imperial's emplQyee stockhold”ers from labourer S(')
exécutive is aVallable in order to determlne whether one or more groups
\t the bottom of the hierarchy were forced out of this advantageous

p051t10n due to repressed conditions lgeyond their contrel. The only .- -
equahzmg factor known, as already mentloned Was that from the

e’ ’
begmnlng of the’ second trus¢ éhrough to the end of the fourth the * -

. @ .
maximum amount employees could invest was reduced froP 25 per cem: to

Ial

‘ ’

10 per cént of then; annual earnings so that emp:}oyee}s of all ranks. '

. . . ] . .
were on a more equal footing with each other in terms of the number of--
o . . 'Y a ) ’ ‘ .
‘'shares each was able to purchase. S . ) <
: _ , =

24

: - e o : ) .
As far as general trends-in profit:sharing.and stock ownerskip
P > \ : ) N L

in Canada are concérned sugcessful jplans usixaﬂly ~6perated in companie

<

\

wﬁere relations Hektween t ‘and the wors were cordial and ’

the schemes were accepted ~b)§ theAr)lploye s7a% 4@;’6&- of gpodx;il-l and

71
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esteem from management.- Failures w
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-
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-

ith profii: sharing and stock owner

]
»

1

" increased efficiency and productivity.

ship, from management's point of view, as 'was the case in the United
: 1 . '
N . . ° N 4 A .
States, usually were connected with unfulfilled expectations concerning
£l ’ , . - . ‘
Employees, on the other hand, g

L 4

~

A

‘usually did not accept such plans unless good wages, reasonable hours|,

.

~and fair working conditions=already
. N 3 . N

4

#eurther discussions of management's

N

benefits.
.Y 7

v

exi$ted,72 and. this leads, us to

.

ﬁxpectations in introducing fring

'y

. When an employer in either the United States or anada was’
o ‘already gf_fering good wages, fair conditions of employment, and a full o

range of benefits, he sometimes set down provisions té m\re that if

the employees still~Became disenc

2

Such

ted, they would have much to lose
}

@

through turning to unionism. example can be found in the 191p ]
Y . ’ ~ . \/ - -

regulations governing International Harvester'é pension plan in Hamilton,,
) ’ P mea ) /'/,/ ¢ *

O'ntaﬁ‘o r o o Lo \

.

A pens?on may be suspended or termmated by the Pensmn Board for
Eross misconduct or other cause. . . . ' Neither the establishment \
of this glan . .+ . nor any other 'actlon . . . shall be held

.« . . @s creatmg a contract. or giving to any employee a right

to be retained“in the service or any right to a pension; and the
company éxprdssly reserves . . . its rights to _discharge without
118b111ty any employee . . . whenever the interests of the coipa y
may in Jc.;t% judgement so require.’3 .

/

v

. .

* - For anyone who remembered or was aware.of the.cancellation gf ¢

‘ stock gifts to the lea\ders of the strike at International Harvester|in

1903, there was little doubt as to the possible nonéquen_ces the abpve

4 - N .
1~a‘ . . L
. ) . j

" Thg3thell;. "Profit s'h'aring," pp. 302, 306."

" . - ~ ’

‘3 .

Intemational Harvester Co., "Pension Regulatmns," Jan.l, "
1919, ‘Cyrus Hall McCormack\ 11, Papers, anate F11e, quoted in Robprt c

PR B T s N N R e
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language implied. The pension plan was regatggd/s; the employees as

P ¢
e b

-

. 74
a reward for not joining unions.’ . p

4 , e Sy
~Similarly, but without the harsh results, Imperial 0il included
~ . >

e

a clause in-its early nOﬁ:Sgpfiibutory pension plans which stated that

. “the Directors reserve’ fﬂe right at’ any time to abolish or modify these

e’ .

annuities, bot /i//thelr general form and in their application to

indiv%fgais." In this case, however, no indication was found in the

.

ofﬁation made -available to the author of any employee being deprived

- Of his/her pension due to conduct considered inappropriate by -marage-
ment.r This conclusion must be tempered though by the géneral scarcity
of sources on the 1912 and 19i8 strikes at Imperial~Oil; and by the
-fact that unions did not Eé:iously’challenge Imperial's employegmfgpre-
sentation plan during the 1918 to 1938 period.76 .
Standard 011'5(1903 annyjty plan also contained the above
.disclaimer clause, although Hidy and Hidy concluded ‘that no advantage

- was taken of it. " Individual cases were considered on théir merits and

as long.as the worker fulfilled the service'and age requirements and ‘

.
' [

Ozanné, A/@entury of Labor-Management Relations at McCormick and
. + ‘International Harvester (Madison: The University of Wisconsin Press,
1967), p. 83. " . g :

-
)

74

Ozanne, Interpational Harvester, p. 84.

-
-

' » By-Law No. 111 By-Law of the Imperial 011 Co. Ltd to provide
a Plan for Annuities, 1911.

[

Imper1a1 0il's refinery in British Columbia ynionized in 1949,,
and the Calgary one followed suit in the late 1960's. .Théy are the only
two that are no longer operatlng under employee represenehtlon.

P . 1

Py




5

e

b5t~

~

©F P

A

wished to retire, no one was refused a pension. Even when an employee

X
a5

. failed to meet one or more-of the stipulations but wished to stop

T
Er i KIRE

-

oy

working, he/shs was gsually put on a "special salary role' with the

executives' approval.77

.
P

Rt %o

Finally, as we have already discussed, Impefial 0il was by no
means the first company in Canada to introduce pension benefits. When

it did take the initiative, Imperial followed both Standard 0il's lead

and the traditional pattern of formal non-contributory plans adhered
t

to by most large Canadian and American companies ﬁp to 1929. That is,

Imperial introduced a plan that ws financed on a current cost basis which -~

prd

stipulated neither obligation on the employer to continue tge plan
%ndefinitely, no; strict legal guarantees of payment to the employees.78
ﬁﬁen the changeover to contributé?é\gension plans began in Canada
in“}929, Imperial 0il once déain‘lagged behind a few large corporations.
However; the‘Depr?§sion soon brought the high cost and ipadequate

1 f
reserves inherent in non-contributory plans home to Imperial's hierarchy
g . \

in Toronto and New Yerk, and in 1932 contributions from the employees- \\\

were accepted and a boa¥ Was segyup within the coﬁpany for the purpose

‘of administratidh.79 In this regard Imperial Oil did not follow other

2 X
Hidy and Hidy, Pioneering,ig‘ﬁig Business, p. 604.

) ) P .
78Queen's University, Retirement Plans in Canada, p. 11. In,

Iﬁper' 1 0il's favor, as indicated in Chapter IIlI, the-1919-hon-
contributory pension plan was listed as vested.

i - A
79Larson, et al. New Horizons, p. 349 indicates that Standard Dil
turned to. contnbutory gsensmns in 1932 as well.

o / '

77

0
8
S

“a,
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C\anadian companies$ in introducing an outside insurance company to handle )

v

P , 4 ,
the pension funds. Nevertheless, Imperial did have a more advanced plan

-

than some other firms because Imperia ployees who:wished to withdraw
from the scheme before retirement rezd what they put into it wit}i

3 per, cent interest. When employees participated until retir;ment, 1
per cent of their contributions was vested after 20 years service so
that they @id not ‘suffergt.he consequences of some otxixer North A!ifericax;

plans which contained no guarantees that employees would receive anything
" 7 from the company if they withdrew -early or if the company was suff‘é\ring

from adverse economic circumstances when the time for an employee to

. . 8 ‘ « -
retire arrived. 0. o ,

.

It is clear, therefore, that especially at Imperial Oil, the =
new contribut;nry,vpl"ans were a further de-emphasis of pensions as a
reward for fa'i_thfu-l service. The contractual rights of employees were

strengthened through the increasing tendency to look on retirement

. . . ! 2, 81
provisions as joint employer-employee savings plans.

? The ph'i{osophy be}_xind paid vacations dn Canada is similar to

the motives which induced other North American corporate officials to
introg!hl:e pension plans and other welfare measures. That is, employers

« \\’—) . --JK:v “ . ' ,

s granted time off with pay to give the tmployees time to rest, time to -

engage in-recreational activities, time to make hpnfe improvements, and.

L .
> ’ -
] :
. C s . / .

A 8")Queen'sr/l‘ University,  Retirement Plans in Canada, p..13. '
* - ha o ! .
. . 8ypia., p. 220 C ,

¢l




.y o . '
time to purchase desired consumer products in the expectation that this
b . - - . . .
expenditure would result in a more efficient and satisfied work'force.

(oS e ~

Thus paid vacat1ons were a reward for past service and a preparatlon

' @

—
- R e %

for future expectations.

N

Referriné once again to Appendix 1, the first Canadian paid . >

vacations to be written up in the Labour Gazette were granted in '1919.

Thus, Imperial Oil was not only slow in introducing this innovation in

.« o,

relation co Standard Oii, but it also trailed far Behind'some;otner

Canadian corporations. This is not to séy, however, that Imperial was

} I
- the last company in Canada to introduce such a plan. On the contrary, T

accordlng to Queen's. Univer51ty s study of thlS benef1t one- quarter of S

t e

¥
all paid vacation plans in this country were adoptgd in 1937 or 1938

and did not go into effect until? 1939. 83 And accord1ng to the Queen's ’

study again, 10 of the plans it 1nvest1gated were suspended 1n 1932,

7

until the worst of the Depre551on subs1ded and(were re1nst7¢ed in

1936.54 o . , .,{ . -
7 s s . . ,

In Canada, like the United States, many of the larger companies

granted vacations with pay to their sa%aried wprkers a few years before

the samé were given to their wage earners. The reasons behind this - :
VAT ' ' . - . ’
" are not difficult to determine. Office workers are generally in closer

contact with management on a day-by-day basis and therefore received -

- - . [ P
!

8 X . . ' ' ' .
2Queen s University, Industrial-Relations Section, Vacations R
.With Pay in Canadidn Industxry, Bulletin No. 3 (Kingston, Ontar1o. )

Queen's University, 1939), p. 18. -

¢ - - »

PR 851bia,, p. 16. ' L ‘ R
841bid., p. 33. - L o




ations favoured the granting of benefits to the salaried group more

'u‘

. . 0
.

greater attention; there are fewer salaried employees than wage earners .

in most firms; and_thé emnloyers have always viewed their salaried
people who are paid by the week or the month as more permanent than

RS
wdée,earners who are paid on an hourly basis, and so long-term consider-

than to the more mobile lower echelons.®® - _ ’ .l

»

Following the salaried office workers, paid vacations were

granted to foremen and supervisory officials in an attempt to increase

the1r status and to strengthen their loyalty to upper management, 86

Lastly, t1me off with pay was extended to many wage earners prior to

1938, despite’ their impermanance, when it was realized that the addi-

tlonal lelsure might more than return the expense 1ncurred through .

!

higher product1v1ty and the absence of dlscontent.

Iy ‘ Imperial Oil, 1n contrast, appears‘tq;bave granted pald

o /"7\
vacatlons to both 1ts salarled employees and 1ts wage earners in I%te

1936.. The amount of'ttme qff granted to salaried people, however-

W

' seems to have been less liberal than the conditions prevailing iniﬁther .

oo . .
Canadian 1ndustr1es. The Industrial Relations Section of Queen's
: AN .
q : ™ - .
University, for example, found that most companies stipulated 2 weeks
vacagion ‘after’1 year of service.®l Imperial provided 1 week for 1 year

.
€ .

. -

8ibid., pp. 17518, - ‘

- ®

R Ibid,, ps 19. _ S s

oy

Tt Vot ¢ BARAGIR L a0




Y SRR
of seniority and 2 weeks after 3 years. For wage earners, though,

,

Imperial was in step with most other industries in Canada in granting

1 week to workers with 1 year of service. Imperial's 2 weeks after

' 4 ’ i .
88
. 3 years was much less common.
(

Now that the imount of ‘time' off enjoyed by Can#ian employees
_has been determined, the number of hours worked each day must be consi-

dered. We Rave already discussed the fact that Standard 0il of
L s

Jersey introduced the 8-hour day in 1915 ,/a'ﬁ/d Canadian (industrial

relations specialistsespént‘much time considering the pr
of this innovafiqn_ in 1919. It remains to place Imperial's 1919 change-
over from 9 or more hours per day to 8 hours per day in the context of

other Canadian firms. °

¢

.

‘In June of 1919 the Canadian ‘Department’ of Labour conducted an

1nqu1ry into the hours of labour in this country. Quest:.onnalres were,

sent to about 8,500 companies, and some 6,250 replies, covering approxi- '

<

mately 61{,000 employees were received. The general results of °this

survey, indicating how many of the 612,000 worked certain hours per day,

follows immedidtely in Table 3. This information is then further divided
in Table 4 to show the most common number of hours worked daily in each

¥

of the 9 provinces in Confede;&nop in 1919. \/,,—

81bid., p. 46.

8% iours of Labour in Canada," Labour Gazette, XX (Jan.,.1920),.

46. The figure 612,000 represeﬂts about 50 per cent of the total number
of employees work:mg at the.-companies which responded to the Department
of Labour's questionnaire, N

.




*. PER_DAY

TABLE 3

EMPLOYEES WORKING A SPECIFIED NUMBER OF HOURS
PER DAY, JUNE, 1919 . ’

HOURS

3 MBI;J

WOMEN

TOTAL

PER CENT
OF 612,398

N

26
119
164

89
3,908
4,306

222,910

22,527
123,987
7,549

. .
wn

o N [7,)

»*

VWO VIUT S

7]

n
t

146"

2

460
190
4,180

3,512
43,326
10,740
28,742
. 2,358
.- 14,277

.26

265

2

624

279

8,088
7,818+

. 266,236

33,267
152,729
9,907

e

.0040
.0430
.0003
° 1010 .
‘7.0450 »
©1.3200
1.2700
43.4700
5.4300
24,9300
1.6100
19.7100

&

e
X%
tn

106,450
: .2700
:6080
.0090 : -
.8860

1,474 184
3,654 71
56 -
5,393 37
145 - +0230
966 26" .1610
266 ' 3 .04%0

5 - ' .0008

150 - .0240

-
—
.

[
N

TOTALS: ' 504,144. , 108,254 612,398 100.000
. , *
~ *This number includes an approximation of 100,000 steam railway employees
who were working on a basic 8-hour day which did not necessarily consti-
tute an actual 8-hour day. - .
-

SOURCE: Adapted from '"Hours of Labour iy Canada,' Labour Gazette, XX
(Jan., 1920), 46. _

S
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If Table 3 can be 'copsidered as representative of C;alnadian
in;l\..lstry generally, then Imperial Oil's workers,hegan the 8-hour déy
‘when about 43 per cent of all othe}' employees in the country were already
on this schedule or were about to adopt it .‘ Thus, Imperial Oil's
employees enJoyed the change from at least 9 hours per day to 8 per day’
when approxmately 56 per cent of the Canadlan labour force were not

-

yet subject to this innovation. . \
' Similarly, according to the province_:s in which Imperial had
refineries and mai'keting divisions in 1919, 20.36 per cent of Quebec's
employees; 31.37 per cent %?.Ontarib's em;)loyées; 7.73 per cent —of

New Brunswick's employees'{ 58.90 per cent of Alberta's employees; and
. -

57.28 per cent of British Columbia's workers were on the 8-hour day

- Y
a

when Imperial'Oi} adopted it. ‘ LA
Going‘ back to the reasons why Imperial 0il granted the 8-hour‘.
da); in 1919 mstead of soon after Standard's introduction of the same
in 1915, the a}uthor feels that Imper1a1 011 could have adopted shorter
hours at the earlier date if Walter Teagle and W.J. Halxma had been . H
amenable to lf:hem at that time.. Instead, the executives in fﬂle United
States and Canﬁda waitéd until employee representation and the accom-
panying benef‘i,ts were in operation at Imperial and pressure was mounting
throughoutmnada for the 8-hour day. In .thi; way Imperial Oil's
reduction in hours signalled the completion of its personnel package
and focused additional attention on itself during the wave of labour

policy reconstruction that was going} oy in the midst of an unstable "

period in Canadian industrial relations. This was eﬁée“llent for Imperial
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0il's public relations image, and Imperial's' officials could still
truthfully brag that they were émong tl;é first to reduce the length
of the workday and stabilize conditions of employment.

To begin the last part of this section, the pros and cons of

A

employee Tepresentation must be discussea from both a théoreﬁcal

pomt‘ of view and f;*om the actual experiences of companies fhat exper1~

mented with it in the years between 1918 and 1938. In a d/eparture from
) ;

the outline of the chapter thus far, American cases will‘be presented

here along with Specific) Canadian examples. ) ‘ ,

Taking the theoretical basis of employee representation in'i

, 1 by .
comparison with trade unionism first, it is vaiops that works councils

.

or "company unions" represent the simplest form of organized relations—

.

90 . .

between management and labour. Under this system, ‘émployee repre-

sentatives in a single company were given the opportunity, by the

7’

employer, to present and discuss the interests and grievances of their
confréres with the employer. No particular industrial relations

training was required to becoxy an employee delegate, the representatives

~

did not commission outside legal and finanlial assistance before pre-
‘ senting their requests, and the concessions gained from management did

not become the contractual rights of the workeré for the life of an
. ) ]
/

agreement-.

-

.t

Trade unionism,, in contrast; represents a more structured and -

+

.

90.1 H. Richardson, "Recent Developments in Industrial Co-

operatlon in the United States and Canada," Internatlonal Labour Review,
(July, 1929), 69.. )

“~
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" United States and Canada arose from within the ranks of the workers °

. (present in employee répresentation, asuperstructure of federations -and

. :election of committeemen. : d, even 1f company officials do not act1ve1y

. interfere with the employees' votmg to insure that desirable r.epresenta-

independent approach to labour-management communication. Unions in the

=& i . o
themselves, and instead of self-contained islands of dplegates as

national or internatioral unions exists above each local. These broader

~

units deal with more thg{l one employer, they offer legal and financial
assistance to the rank and file representatives, and they are instru-
mental in ‘bargainiﬂng cbllective;.y with management frcy/t/ime to time

to turn the interests of their members into rights which can only be
given back to theoemployer at a later date if it is-found to be expe- '

dient to do.so. : v

Thus, management's practice of settling grigyances with indivi-

:"I

dual employees was replaced in firms with emplo}ee repres?enf:ation by

the prineiple of meeting collectively with worker delegations.’ In a11 0

~
gases, nevertheless, bargaimng in the modern sense of the word did not

ta?ke place, and t.hls glves rise to additional defects in the works g

council system as it operated in Canada and the United States that were

; . > .
not discussed previoysly. ', . Ny '

¢

In the absence of an independent union there is always the

possibility that overt pressure might be, applled“t:y management on the
\

.y

L4
~.

e
tives with no radic“ leanings are chosen, the prevailing philosophy and

sentiments of the company $re eas11y percewed at the plan't' level,

resultmg in an indirect but ne less real 1nf1uence on all of t}\e

<
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worke‘rs.91 (Theref'oré, the elected delegates, while in q’ffice, ct;ul,gl’
possibly feel that they had to constantly control their impulses in '

.- order to stay in line with management's views. This of course -could
, .

/ lead to exaggerated conservatism in the preseptation and pursual of -
rd 2 ’ ' A ! s

- their reques'cs.9 o o *

. As’ part‘of the above there must also be added the :fact that the
committeemen soon realized that as employees of the peopale wit}'; whom -

they were meeting, all delegates were particularly susceptible to

' discharge or discrimination if they incurred‘, the disfévoqr of the ‘

compa.ny while exercising their duties to their constituents. This once’

agam could be a restralmng 1nfluence on ambltlous -representatives who |

felt that a favourable 1mpre551on on management had to be retained at
all costs in oxder to be promotgd.

Various aspects of one or more of the abo'vel deficiehcié's can be ,
found in the plans of comparues which actually 1ntroduced employee
rgﬁresentatlon prior -to 1938. On a general level, 1t was reported 1;1

o *

1925 th%t the worker representatives at the Rockefellers' Colorado Fuel

&

1

.

and Iron mines 'werehkeehly aware of the inhibiting forces described

*
r

/ ' -

. 91Pau1" H.-Douglas, "Shop Comm1ttees. Subst1tute For, or Supple- .
& ment To, Trades-Unions?" Journal of POllthal Economy, XXIX (Feb., 1921),
95, ! ’

)
.
¢

K2 & nghis seems to, have been the case with the works councils at
. - Massey-Harris betweén 1919 and 1929.| See Scott, "A Place in the'Sun,"
PP- '163 183. o ’ : :




K - Dort Motors Limited of Chatham, Ontan'io. In this instance Gray-Dort's ’ ,

o

above.93 Similarly, but more specifically, management's contral over

) -

. ’ "y .
the introduction of works councils can be seen in-the example of Gray-
. ] - .

I € e

management was first attracted to industrial councils through readlng

S

T

Ay

. va;'i'ous repofts ;ﬂoug industries in the United States that had adopted

s

representation plans. As a result, in 1919 the Gfay-Dort executives
r¢ © A
proguced a set of by-laws from the best pomts of the plans studied, .

N -~

SNRNC T NY)

and as William M. Gray, vicé-president and assistant general manager’
e@léinﬂﬂit: .. . we did not v/ask ou;' employees tb vote whether Br
not they should adopt game, b‘ut‘s{in{phly stated that ’;\g’eé intended putting-
it into effect. A set of by-laws was immediately puglishéd, in concise

book form,-passed out to those in the.organization, and the plan became

N -

o
,

operative.'™? , . ‘ ~ . S
. . L° ot - i
~ N . %

Angother example which is appropriate to present at this time ~

" concerns the isolation ‘of each works council, not only in'relation to *

-
ks

, other employers in an industry, but even within one company. The o
©y International Harvesten orgamzatlon as it exlsted in- both Canada and 'l

v
. the Unlted States in 1923. contamed 1n_du§tr1a1 counclls in 25 d1fferent )

I
\ LA

. plants. Thus, with no regular means of ’~intercommunication between these -

¢ \ N M

a . - - \
o‘ * ’ + i - a ¢
<~ ..
o 93"Reports and Enquires: Wage Earners' Participation in Manage- K B ‘
. ment in the United States," Inter’natmnal Labour, Review, XII (Aug., 1925), 3
, 265 ¢ . - 4 - . s ' - ® i ) \

94"Adclress of Mr. Wm M. Gray, Vlce President and Assistant
General Manager, Gray-Dort Motors, Limited, Chatham,'" quoted in Canada,
Report of a Canference on Industrial Relatmr,_ p. 9.

' t
’, B

" ‘ v . k3 ‘
N oa g o ’




95

a further ‘

Y u“: ‘ This isolafion of individual wbrks councils leads us to¢

T . s s ) . .
dlscu551on of two more defects in the company unionism system which were -

N -

s R T Y
Lt e iR

gint councils

4
e

‘br1ef1y indicated above. Fipstly, as we have already'seen, j

+

doyment, .

4
R At SEE
hat 1

- - working conditions, and wages ‘vere discussed, works councils fhad no
. - _ - 1

_~,
o,
BT

*  power to negotiate these on an industry-wide‘pasis. Similar}y, the right
- B N o -

» i
.

prerogative. These facts effectively, reduced '"company unio

-

Y .
level of suggestion committees or grievance bodies.

—~as

' -
s e

were assured of a hearlng for thelr suggestions and gr1eva ces, and they §

”~ . g

had a limited gﬁrantee of fair treatment from management . Houe* as 8
. ‘ . %
soon as workeys gfcidqd to change their place of employmentl they lost _%

- M Y. ‘g.&

all of the pxivileges formerly enjoyed, and unless they moved to a
. . ’ ' . . .
. - \ ! L3 . )
unionized company, each worker went back to dealing with management on an

2

ihdividual basis. Ultimately, all embloyee&jig_an ununionized industry

.

_ran the risk of worklng for an employer who reduced wages and benefits * ‘ .

7

+

to the lowest common denomlnator in that industry in order to remain :5

‘competitive.96 The évidenceaﬁlesented on Standard 0il of New Jersey

. ' ° t

. - , i ‘ , .‘:;7
.t esg . . - . %
_ ; zapne, International Hgrvester, p. 123. = : w
S 96 ./ ' B : : . ) i
o Richardson, "Recent Developments," p. Z4, ' . &
L " v o8
. . & b
g f '
« Y . * é
: !
v " i
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, prior to the introduction of employee répresentation is one’.example

, of this development.

N “ B ~ . N

, _ b To alleviatgythe above situation, Paul Douglas toncluded that

. «

unions are the only safeguard available to labour to insyre un1form1ty

Py

of wages and benefits-.in+an 1ndustry (’: he said:

The interests of the workers can ultimately only be protected .

effectively by an organization of the workmen themeselves to

resist the pressure for lower wages and sweated sondltlons brought
D _ to bear upon them through the market stfucture

. ] ~ As far as Imperial Oil is concerned in relation to the above "~ -
defects and exam;Ie$;7imperia}'s management did not,impose the employee :
representatlon syStem on, its workers, w1thout consu}e1ng\them. While
R it is true that management OffICIaIS drew up the rules and regulations
=

that it thought necessary for aisuccessful plan, the refinery and
marketlng division employees were %1ven the 0pportun1ty to 1nd1cate ;
through a vote accepeence or reJect ion of the company's propoSal -In

‘ o this way an agreement pr "contract' was made between the employer and .
’ the workers before the works council plan was put into operaéion.

@

4 N - i '.
. 06 | - However, like International Harvester, .a problem of communi-

cation between the various councils withigblmperiallpi1 did exist. The ‘ .

- prov151on for a general meetxng of all of ‘the -delegates once a year at

te

the call of the president, as indicated in Chapter 111, could -not possibly

- -~
o : ‘ ) resolve anythlng mo;e than general difficulties. On a day by-day or * .
N ‘ )
week-by-week basis each group of delegates at each refineryfor marggping

‘division was isolated from the other groups. The various levels of )

4 o

) Y ~f97Doahles, "Shop ommittees," p. 100. . s - T W Lt
) A ) ] I . . '
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management, in contrast, received centralized instructions concerning

industrial relations from the highest officials of dﬁe company in both

R S ST b

bt e

Canada and the United States, and could therefore present a united front

£

at council meetings throughout ghe country.
OnEKi::jor which did, nevertheless, ‘blunt the edge of this

unfortunate vation was the fact that Imperial 0il's officials usuaiiy

AN ) /

‘exteﬂdeg gains won at one refinery or marketing,outle; to all of the
refineries.df marketing divisions before 1nequali£ies between the groups
grew tz any sizeeble proport . In this way individual works councils
did not function in splendid isglﬁ\ion.

Finally, as we saw in Chapter III, Imperial Oil's works councils
dié no; fundamentally alter the relationship between management and. the
workers, bue functioned instead 4s grievance and suggestién committees

4

!

vhich improved communications between these two groups. Ing:ther words,
n

" all of the employer's prerogatives concerning the orgagh®®r and

.:g&lpcékion ef‘Imperial's physical and human resources remained intact.

Turning away from the defects of joint 1ndu§tiiab councils, the

.;;terestihg matter of the national'origins and training of the chief
executives of the American-owned Iwmperial 011, Limited must now be
congidered. This is the final point that will be diseessed in relatTBn
to ehe question of Stahdard 0il's 1pf1uence on Imper%g\\Oil, and in ,
some respects it is also the most important aspect of this investigationm.
"Whilé.the author eust unfortunately report that the nameg of

the pnesidenté and directors of Imperial 0il did not sgrfacelfor the

years between 1898 and 1914, it is known that Walter C. Teagle occupied

N
-
~ .

! -




the president's office in Toronto from 1914 until the middle of November, N

©1917; W.J. Hanna'took over this position from the end of. 1917-until his .
untimely death eari& in 1919; he was succeeded by Charles 0 Stillman,

' whose Ltenure ext/nded into the 1930 s; and G.H. Smith assumed and . - ;‘

o
\

maintained the presidency into the 1940's. .- 0

* g

Upan taking each of these chief executi;es'individualiy, one can-
N not help but be struck by the background of the man who piloted Im%erial v\

011 through mpch of World War I. To begin, Walter :Teagle's mother was
. .. the deughter of Maurice B. ‘Clark, who was John Di Rockefeller's first- '
‘businese partner. In addition Teaéle's father, John, was part-owner
. ’ of a Cleveland, Ohio oil refinery that was long £amous as a vigorous “ .
competitor of Standard 0il. And finally, Walter himself entered his .
(' father's firm as a marketer around the same time that it becamg a hidden ‘

associate of Standard 0il under the name of{the Republic 011 Companf.

. . .
- From here Teagle rose to be vice-president. end general manager of

S

i Republic 0i1, and after he éained some overseas experience, he was

elected to Jersey Standard 8 board of directors in 1909 98

Thus, while an American with inpecable credentials was Imperial
oil's president during an important period in the company's history, his

-Buccessor, who was‘regponsible for handiiné'one of Imperial's rare )
g - -~ . ’ -
N strikes, and who introduced the first joint industrial councils into the .

. -

Canadiah refineries&and’marketing divisions, was a Canadian with little ' :

« gt -

- industrial experience. W.J. Hanna nas born in Adelaide Township in ) /

A - e
A . ‘ \ .

i B 9Bgidy and Hidy, Ploneering in Big Busindss, pp. 314, 320y821.

5 > oy g

g7, - :
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-
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Middlesex, Ontario in 1862. \l;!e was educated in law at Osgoode Hall, and

+ ¥

E .,'\—- * ¢+ w was elected to the Ontario Legislature for West Lamhton, Ontario in 1902,
<& I ) , -

3 - 99 .

1905, 1908, and 1911. In addition, however, Hapna did practice law in

R - - Sarnia, Ontario between 1851 and 1896, and it.is possible that he became

acquainted with some Imperial 0jl off1c1als during these years. .In any

- . “ event, in 1912 it was reported that Hanna had turned down offers of

directorships from numerous corporations, including Standard 0il of New
Jersey, but by 1917 it is apparent that Standhrd officials had succeeded

in changing his mind to some extent, and he became president of Irnperial -

0il late that year.mo o

We must bear in mind, however, that although W.J. Hanna was

-~

- Co Imperlal's president for much of two cruc1a1 years, Walter Teagle went
on to be Standard 0il’s cluef exectutive a.fter he eft Imperial 011\_
{

o~ Thus, considerable J{e1ght must be given to Teagle 's interest in, and

7

influ\ence on, Imper1a1's affa1rs in sp1te of his other respon.slblhues and

. . . - 3 4
E .- the fact that he operated from a distance for the most part, even though

——

. he maintained his seat on the Canadian company's board of directors.
- ) .
" . In addition, Hanna was the.only Canadian Imperial Oil president

among the four under consideration.” -His successor, C.0. Stillman, was

[y ‘ . ! < ' .
) educated in Bayonne; New Jersey and worked at Jersey Standard during his -
g . ) . . ' /.

. . Al
] 4 . [ . . -

. <« *
— — . ~ . Fa

9‘gﬂanna served as' the Provincial Secretary of Ontario for a
"nmnber of years after he was elected to the Ontario nglslatuﬁ‘

. ”__ .
- 190 A craick, "Wanted: Big Job for Hanna," MM, Aug., 1912,

pp. 106-115; and Who's Who and-Nhy: - A Bibliographical Dictipnaty of

f,,_wveweﬁp“-v_

. Men and Women of¢Canada and Newfoundland, Vol. 5, 1914, ed., by C,W.
h Parker (Vancouver: International Press, Ltcf.‘, :9;4), p. 420.

-

e LW
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~ summer vacations between 1880 and 1882. He then’ became a full-time

Standard employee and learned the business between 1882 and 1890. From

here he went to Buffalo, New York to be superintendent of the Standard

e e

plant there, and was transferred to.the Bushnell’ (:Iompany, a Jersey affil-
iate iﬁ'?ia;rﬁfi, Ontario, in 1897. Finally, in 1899 he was appointed

dirgctor and superintendent of Imperial Oil in Sé.rnia, was elected
: ) 101 '

vice-president in 1911, and became president in April of 1919,
) ’ .
! Thus, a Standard 0il employee of long staric.ling and wide experience ‘3
. - \. y
in the corporation directed Imperial 0il's affairs throughout the first

o2

crucial years of Im;erial's employee fepresentation plan, /and during

wrwrr . e

some of the strongest ahitunion and economically difficult years in

North Amerisa's history. - | - = N %j

In conclusion', tandard Oil"s influe.nce,on‘ Imperial O‘il,, {hich i
was most tangibly embodiéd in:the p.érson of ?sugce.ssiv.e Imperial . . %
presidents , continued to the end of 1938 under the stewardship of G. = coaie. :

Harrison Smith. \Smith was a native of Brovklyn, New York, and while hé . .

'came to Canada in 1916, he was a Standard Oil director at the same time .

that he was9resident of Imperial 0i1.10% - , S o

’ The last section of this chapter will briefly déal with an area -

~ - T

that is apart from most of the other material presented thus far. However, .
. ' ( . /

-t

S

'
.
1 P

10101 Who in Canada Including the British Possessions in the
Western Hemisphere 1928-29: An Illustrated Biographical Record of Men
and Women:of the Jime, ed.; by B.M. Greene (Toronto: International .

Press Limited, 1929), p. 1497. ‘
102y:6's Who in Canada, 1934-35, p. 460. .o he
. . . » - -
. . ’ S
jx} t ’ - — I . Pl
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/

the author feels that it is important to conclude this evaluation with

~—~~ a few words about the reactions of Imperial 0il's employees to the

f

labour relations policies that the company inaugurated between 1911 and

" 1938. Lo

To begin, while Larson, et al. reported in.New Horizons that
- . —_—

h ] . a s . 0\ - -
the joint industrial council system experienced some resistance and

°

distrust of the part of the workers when it was first introduced at

Imperial 0il, they concluded that these problems were gradually ironed
mit,103 and this certainly seems to-have been the case from the expressions
- S . o ST
,of loyalty and appreciation that the works councils and the other fringe

benefits and welfare plans evoked from the employees to management.n

 One example of this'loyalty among those in the rank and filé 7

~

" found in the fact that' both the unionized and nonunionized workers at

the Imperial refinery in British Columbia continued to work efficiently

in 1919 in spite of the persistent urgings of strikers from other comparfies

14
.

to join in the genéfal work stoppage that was taking place in Vancouver .

: -
at that time.1% . , <.

Similarly, but in a different eontext, Imperial Oil's Employees

+

L]
let the executive officers know that they appreciated the measures

introdnced after 1911 either through letters to the Imperial Oil Review,
or by statements that they asked their immediate supervisors to relay

to higher.officials. In the summer of 1919, for ‘example, the elected

)

- -

B

193Larson, et. al., New Horizons, p. 361.

. - -

10% 40w Vancquver Neathered the Strike Stora,” p. 4. - .

ac f

i
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‘delegates at the Sarnia, Ontario refinery proposed and unanimousl);

carried the follwing motion at the eighth regular meeting of their

joint council:

That there be inserted in the Minutes of the meetlng a resolution
to tﬁgleffect that it is the feeling of the delegates on the

quul es and Benefits, elected last December, that the Plan under
which the Sarnia Works has been operating: this year, has given
entire satisfaction and that both the Company and the employees

are to be congratulated upon having adopted a Plan under which
every question regarding the welfare of the employees in the Plant
(which has so far been brought before the delegates' meetings) has
been settled in an entirely satisfactory way both to the Company
and the men; and that they further wish to express their confidence
that there is no question which is likely to come up before the
delegates' meetings.in the future, which, in their opinion, cannot ..
be settled to the entire satisfaction of thé Company and the men.

Finally, as a more concrete token 6f the gmpldyees' ﬁpprec{at{on
of Imperial Oil's‘generousﬂindustrial relations policies, a committee
of workers.announced to the shareholders in 1930 that $35 000.00 had ‘
been collected from voluntary subscrlptlons throughg?t the firm 1n order
_to start’a philanthrop1c trust fund from which the executlve officers

cguld nake donations to out51de agencies on a regular bas;s.106  This

. &ﬂsMotlon, Joint Conference, Sarnia, Ontario May 31, 1919, ’
quoted in "One Hundred Per Cent Dividend on Reasonableness," IOR, III °
(Spec1al Number, 1919), n.p. Numerous other examples of the employees'

expressions of gratitude were récorded in the Imperial Oil Review; A

" few of them, can be found in the fallowing artlcles.

1) "And So Say All of Us," IOR, III (March, 1919), p. 10.
2) "Ten Per .Cent. Bonus," IOR IV (Jan., 1920), p. 9.
3) "The Harvest.of Our Constructive Policies," IOR, V (June, 1921)\*p 3.
4) "Expressions of Appreciation,' IOR,.IX (Feb., 1925), p. 13.
5) "The Still, Small Voice of Gratitude," JOR, XX (FeburMarch 1936),
p. 21. o .

‘ "Bmployees Present Trust Fund ‘to Difrectors," j_g_z_, X1v (Marcﬁ- .,
: ] > .

~Ap:il,m1930), pp. 1-3.
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E - gesture surely indicates a feeling of well-being on the part of many
: | . loven '
B, Imperial employees concerning their relations with their employer, and

- this is particularly significant since in 1930 the effects of the

-
L 4

Dépression were already beginning to be felt in North America, and other
. . -

corporations were withdrawing employee«[-reldted programs that Imperial Oil
Piin}

N % L

continued to successfully operate. .
//’ Thus, one can conclude from the above that at least some Imperial -
0il employees were satisfied with their conditions of employment. However,

: questions surrounding the workers' interest in employee representation
Q - - T
' over an extended period must'be considered since apathy in this regard

) '~ crippled the effectiveness of joint councils. At Imperial 0il, imwever,

while Tables 5 and 6 on the voting records of the employees across

Canada, which follow immediately, show-some initial difficulties, employee -

\}
participation in the election of representatives seems to have been steady

during the years for which figures are gvailable after the representation

-

ﬁ system became firmly entrenched in the var:i.c;us diviéions.

" : To conclude t‘his chapter, we have seen that Imperiél 0il's
# " industrial relations policies were directed and influepced by Standard °

g "\ 0il of New Jersey in some ca_ses;“wh'ile in others .Impéfial was an innovator

| ‘ in its own'right. Similarly, as.far as Impei“ial. 0il's,position in relation

| to industrial relations developments in the rest of C'anadg between 1880
. . e
-f and 1938 is concerned, it is clear that Imperial was among the leaders

#

-

- " in some areas; but was content to follow behind other corporations in

other instances. _ :

LY N

Thus, to proceed with the more straight forward examples of l
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TABLE 5 .
[ g

*
~ »

PERCENTAGE OF EMPLOYEES VOTING FOR EMPLOYEE REPRESENTATIVES
AT IMPERIAL.OIL DIVISIONS ACROSS CANADA, 1920-1929

7 .

YEAR OF - ) \ X
ELECTION CALGARY EDMONTON HAMILTON WINNIPEG OTTAWA QUEBEC ST. JOHN
1920 Ty - — L -- —
1921 - — | — e
1922 , 89

. 1923 --
1924 ' :

.1925 . -
1926 -

© 1927 -
1928 -_— -

1929 92 92 97 100

* — indicates that no figures were supplied for these locationms.
4

SOURCE: Adapted from Imperial 0il Review, Vols, IV-XIII.

. o TABLE 6

PERCENTAGE OF EMPLOYEES VOTING FOR EMPLOYEE REPRESENTATIVES
MONTREAL EAST REFINERY, 1921-1938 .

—

’

YEAR OF * -~ ~ ELIGIBLE NO. 4 ' REASON
ELECTION 3 5 EMPLOYEES VOTED VOTED NO. NOT VOTE

1921 . — - 252 59 |, -
1922 5 21 68 53 ° -
1923 - L ‘ - -
1924 - 91 . -

o - - - -
1926 . - - -
1927 | 3 97




-

H

{

** jndicates that no figures were avallable for these dates. .
SOURCE: Adapted from Imperial 011 Review, Vols.. V-XXII

{ QG . men — © }

. the events as they unfolded in Canada and the United States, and at

Impenal 0il and Standard 0il, in order to categorize them in an

organized i;‘aslnon, we can begin by remembering that Standard 0il

°  contributions in 1929 to pugment their pension prdvisions, Imperial

did' not follow s&:.t untll/ 32.

-

ts ‘g\ployee representation plan in April of 1917, and Imperial 0il’

* Numbers 1 thro{xgh" '5"repi'esent the 5 divisions in the Montreal refinery,

introduced its £irst pension plan in 1903 and’ modernized it in 1909.
Imper\hl 0il, on ‘the other hand, did not enter this field until 1911; .

and when a large mumber of Canadian and.lAmerican firms | turned to emploiree

0il

Similarly, we saw that Standard Oil of New Jersey mt:mluc.ed

233 — o
Lo " "TABLE 6 CONTINUED .
YEAR OF ‘ N ELIGIBLE NO. % REASON
ELECTION 1} 2 3 4 5 EMPLOYEES  VOTED VOTED NO. NOT VOTE
1928° 98 100 99 98 94 - -~ 98 --
.- 1929 100 90 96 98 100 - T .= 97 -
1930 - - e ee - 596 583 98 13 sick
1931 -- — e ee e T o4l 641 100
1932 100" 100° 100" 100 100 550 . 550 100
1933 o L e - --
1938 | == e e me pam - . -
1935 o e e e s 525 99 - -
193 - - s e - 590° 58 99 , 6 sick
— 1937 R 575 566 9877 9 sick
1938 - I Y (1 556 97 10 sick

b3

3

o I
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‘i /" waited.until December of 1918 to set up the same provisions. In this
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instance, however, it must be noted that Standard 0il was the first

®

petroleum company in the United States to opera~te with industrial

couf\cils, and it was quite remarkable that Imperial 0il mobilized

similar facilities as quickly as it did. With this in mind, however,
we must remember that strong extenuating circumstance§ such as the

- Capadian \government's support for collective bargaining as e;cpreséed *
ir{ P.C. 1743, and the 1918 stI;ike at Impe;'ial 0il's refi:her’y in British

\Glﬁmﬁia, the increasirfg militancy of the’ éanadian labour movement after’ -
1916, the fact that Walteg Teagle»was Imperial 0il's president’ from

1914 to 1917, and the improvéd public image to be gained from

v

inauguratiné employee representation, all s)purred Standard Oil's and

Imperial 0il's executives to move quickly in operationalizing the joint

“industrial councils.

v * <7

Now, to turn to a few other more striicing examples of Imperia/f
0il trailing behind other corporation, Standard 0il ?.ntroduced paid‘
\}acations in 1924, and Imperial Oil did not give in"to employee requests
for the sgnie benefit until 1937. Stand'ard'Oil also introduced the 8-
hour day in 1915, and!Imperial Oil did mot follow suit until 1919,

In both qf these casei, however, rather clear evideiice indicates that
Standard 0il did not have any partigcularly clearl)" defined motive for
sﬂt,qppi\nhg‘ In;peria1~ 0il1 fro?n taking action in these ,direct'ions, but ii: A
*is ’probable that the executives in New York and Toronto decided to ‘

wait until more pressure built up in Canada for the 8-hour day and I

paid vacations before introducing them here. Thus, when Imperial 0il

>

¥
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did take action and set up provisions to accomodate three shifts in

1919, numerous industrial relations bodies such as the National

| Industnal Conference were d1scussing shorter hours, and Imperml'

- <
move\attracted con51derable attention. '

\\ On a slightly different note, Imperial 0il was particularly

* \

~*slow’in introducing athletic and recreatiomal facilities for igs .

_employees since we saw that the first Canadian developments along thése
lines en{erged as. garly as the 1&80'5. However, Imper1a1 011 probably

had welfare measuer such as washing fac111t1es and toilets.at an

. earlier date since Standard 0il was among the pioneers in this regard

in the United States.- v

Lol Fina'lly, turning to instances where Imperial-0Qil acfed on its

own initiativé in advance ‘of other companies, it is not surprising

that ™1 Imperml -introduced war bonuses .for its employees before the

B4

American parent plants since Canada entered World War I almost three

years ahead of the United States. More important examples than this
are available, however, ami one of the most interes;:ing centers on the
fact that Imperial 0il began producing its emfl’oyee magazme in May of

&
51917--3 full year and a- half before it introduce? its employee represen-

L]

tation plan. Standard 0il, on the other hand, inaugurated its
house organ, the Lamp in May of 1918--one year after Imperial 0il, and
one month after works.councils began nreetiné in Siandard's‘ refineries

and marketing divisions.

- - .

Another very interesting example of Imperial 0il acting in

- advénce of Standa:;;d 0il, -and one ,fc;r which no ‘explanatory details were

F
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‘- found, concerns Imperial 0il's experimentation with stock ownership .

in 1915 and-;hQZO before Standard 0il 'ventured into this field at all.

’ : ¢ N

' As a result of these "dry runs" in Canada, since Impenal 0il ironed

/ ), ‘
out numerous d1ff1cult1es connected with investment plans, Standard .
v ?
) * : was able to begin‘ its p’rgfit-sharing scheme with ‘considerable confidence, \

And lastly, to change the subject of these conclusions as they

have been pursued so far to Mackenzie King's philosophy of manag .‘“ent,
v ' .

? it must be clearly understood that while he was accurate in his bel'e’f\ L

~

that jmproved cormn}nlcatlon between lsbour and management was needed
to break down th'g_‘l_:arners mposed by soc1al Darwmlsm and scientific ‘ ST
management, he was probably disappointed by the "‘xstances where joint -
’ \ industrial councils either preterided to, or failed ‘to, facilitate a
:e:relationship between the parties to industry. R However, whether
this was the case or mot, Mackenzie ’King clearly left himself _open ?:‘or .
extensive criticism since he Anetrer recognized the enormous power that -
| ‘ empleyers retained under gployee representation.' Thus, even in Imperialx
§ | 0il's case where advancements seem to have been made in bringing the

.

worlsers closer to management the joint ‘t:ounc:.l system falls far short ,

‘)

of the organized labour movement in terms of the power that trade unions\

can afford the workers wheén difficulties arise. , ' .

8

it it -

J : To sum up these conc1u51ons, therefore, the results of this
study of. ;lndustrial relations pollcies in Canada and/the Um.ted States, / .

¥ w’ »

\and Imperial 0il ‘and Standard 0il, indicate that the phllosophles of .

S

. management concerning labeur that were adhered te in these‘two countries f

e " .
{ - between 1880 and 1938, emerged in a roughly parallel and corresponding
N
2 manner. Upon turning to the investigition of particular examples, .
» . . " i o X - “'. ~
| - N ‘d‘w . . - ~ " i 4 v .::\. ’ ."‘ 2 v’ e“ " [
’ ; Y - .q.u‘,‘ LN NERTIET R n‘ﬁi‘ . - . ’ z
T A m%’ii’w “hli b . * Roe L




howevér,‘ we saw ‘that i gome'.instancesf the American parent firm

actually hipdered the introduction, of certain personnel pdlicies in

~

Lal * , .
- "the Canadian branch plant.. In other cases, however, Imperial Oil

s

~ »

- 'y Hcted on ‘its own initiative and was.later copied by Standard 0il and

s

.othef North American corporations.

i 20,
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CONCLUSION . _ o

r‘:w that much-of the available research material on the concepts
of labour pol1cy that management adhered to in-Canada and “the United States
between 1880 and 1938. has been analyzed and discussed in order to determine

y .
similarities and differences in the attitudes and practices of the captains

- of industry in these two countries, the task of outlining the most salient

&

trends apparent from this study remains to be undertaken. Thése conclusions

will also.of course include the results of the inyestigation conducted in

of the Standard 0il Company of New Jersey had on the formation of industrial

" relations policies ‘at Imperial/ 0il, Limited after the transfer 07/c>wnership
~ ) / . - .

™
e

took place in 1898. &

-

'l‘o bégin, 1t must be noted that the author s hypothe51s that

)

industriglists in both Canada qul the United States operated according to
the precﬁswof limilar conscious and uncoridcious philosophies of managenent
. toward lai>our, with considerable U.S. influence on Canadian‘developnent
4, was substant:ated both by representative private and pubhc pronouncements
‘on this subJect, and by the actual "conduct of business afffairs during the
time period under consideration. More specifically, we have seen 'that most
~ Cana.glian and American entrepreneurs apparently believed that they had earned -

the lofty positions they held through hard work, frugality, and superior‘
t
abihty. Yo substantiate this conte}ntmn, and to reassure themselves,

owners and managers throughout the continent referred all doubters and

/
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N . i
malcontents to the doctrines of laissez faire economics and social

Darwinism. ‘ ‘ s

1

This task was fac1litated in the Umted States by William Graham
ner and Herbert Spencer s popularization after the Civil War of
arwinian theories as they applied to human affau:s., In the’ Canadlan case,

evidence of the origins of mdnagerial attitudes towards labour is less
R ' . c .
clear, hut it i::;’\pparent that in addition tg British influence, -some

portion of the Canadian popllation was reading about social Darwinism and

.

the corresponding natural laws of ecoromics in at least one nationwide

periodical which fre&iuently contained articles directly imported from the
- ’ , i » ‘t' o
United States. In addition, American brapch plants were being secured on.

Canadian soil from the 1880's onward, and their American owners generally
preached and practlced the same corporate ideals in both Canada aﬁﬂ‘ the

United States. -
Thus, many Capadian and American entrgprenwi's believed\ that since

‘they had ;von the battle of the survival of the fittest , they also had the

ht)

inalienable right to run their business enterprises as théy saw fit. In

relation to employees, this meant that employers could hire whomever

they wished, and if individual wcﬂwrs were dissatisfied with their

employment contracts or the working conditions in particular plants, each

was free to seek a position elsewhere. In other words, the spirit of
' N

~

the times indicated that individuals should make their own way in the

world with no govermmental interference or. assistance from 1a1?our unions. .

~
)

. Turning to employers themseIVes  however, the emﬁhasis on indivi-

dualism and free enterprxse was muted whenever the effects of unrestrained

L
e

¢
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competition threatcened their own positions in the business world. This

duplicity was’ always rationalized;‘though, through firm declarations which

stated that employer associations, large corporations, ;ﬁd_trqsts were

e

necessary in order to build progperous egonomies that would benefit the

P

Iérgest possible proportion of the Ndrth’American population.

Thus, the twin philosophies of laissez faire economics and social A

Darwinism formed the foundation from which North American business

. officials viewed workers between 1880 and 1938, and it was a harsh creed .

’

which insured neither,h adequate wages nor safe working conditions.' However,

: , u

E . other~guides to managerial action were developed by small groups of people ] ™

' as the years progfeséed, hﬁ&‘% few outside force; did ﬁanage.to.intervene

and influence certain aspects‘of North American business thinking. ’

The.systemqtizatiﬁn and. streamlining of management and materials,

for examplé;‘was largely recognized in béth‘Canada and the United States

during the hBSO}s and {890'§ as ;Ssolhtely esséhtial to the suécessful

prosecution of profitable gpterprises. The acthél‘pioneers in this and

other innovative fields were mostly American, however, and Canadians

were gengraliy content to follow in the footsteps of their more southern' . - .
counterparts. Corféspondingly, therefore, the. American ménégpment

. philosopher, Frederick Tayioi,‘devoted much of his life to time and motion N
study in an attdipt to both ;olve the "labour probiem" and to show executives ’
how to conduct their affairs. The Caﬁadian Pacific Railway then imported-

.Henry Gantt to introduce these methods into its Angus shops’in Montieal,'
and‘othe? Canhdigﬁ indﬁstrialists\soon ihcorgsrated similar refinements

»

into their operations. &

R . . Similarly, but in a different context, both Canadian and American;

e

.‘ | -




managers had to beéshGWn that 1t was econom1ca11y expedient to introduce
industr1a1 1mprovements and frlnge benefxts for their employees and be
prodded by hostile extennal pres;kte before they moved 51gn1f1cant1y
{40m their Aefence of the status quo. In any event, it was mostly the
‘owners of large corporatlons in both Ganada and the Unlted States that
™ became involved in welfare cap1ta115m~;nd the- frxnge benefits movement
prior to 1938, and they did so not because they differed phllosophlcally
from their colleagues\ but because they dec1ded that these were new
tgctics that had to be experimented with as p!’ of their never-endlng

search, for higher profits and lower cééts.l

With time, however, when some of the recreational facilities,

©

C{Y'. « profit-sharing, pension, and stock—ownershfp plans failed%to 1ive up to

A

enployers‘ expectations of increased productlon, managers were quick.to

e [y

o dlscard all of the costly extras that were not ach1ev1ng the de51rea

L results. Th1s of course occurred in spite of the fact that in some ° "

instances thesq measures were unsuccessful because executive off1c1als

did not g1ve.many aspects of their inauguration and adm;nistration the

.

careful consideration they deserved. Other plans did-fail,"howevéi,.

. because of inherent weaknesses~withimw themselves. The long intervals

. -
\ . L -

-
’

1S/Ce Douglas Brown and Charles Myers, 'The Changing Indudtrial
Relations Philosophy of American Management,' Industrial Relations ¢
Research Association, Proceedings of Ninth Annual Meet;‘g‘(CIeveland ,

" Ohio, 1956); and Solomon Barkin, "A Trade Unionist, Appraises Management ®
Personnel Philosophy," Harvard Business Review, XXVIII (Sept., }950),
59-64,.for their discussions on the question of whether Ng American
managers actually modified their views over the years, or jdst changed
their tactics when deal1ng with employees. . ‘ -

< 4
L]
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N

between the division of dividends accomﬁénying employée sgdbk ownership

is one such example. Nevertheless, especially where a large percentage

of the labour force was composed of newly arrived immigrants, some

y
L4

corporations were able to purchase the loyalty of these unsuspecting

workers through substituting welfare schemes and fringe benefits!for.

.something less than the price of a living wage. In other cases, though,

N

fringe benefits and. industrial improvements were tangible reflections of .
the good and honest relations éhat existed between labour and management.

Moving on td embloyge representation, it must be noted here that .

-

Canada did produce one management philosopher of considerable importance

t

to the course of early twentieth century North American industrial

B

relations. That is, William Lyon Mackenzie King not only wrote about and

-

criticized the deficiencies in labour-management relations in the
‘ . i 4
industrialized world.a$ he perceived them, but he was also afforded the

‘opportunity to develop and implement some of his ideea concerning the
A

importance of improved communication between employi;ﬁ and employees
through the inauguration of industrial represgntation into the Colorado

Fuel and Iron mipes in 1915. From here, many of the larger companies

]

both north and south of the border embraced joint councils in the hope
that they would prove to be the much sought after device needed to

convince workers that their interests:lay with management and not with—
trade unions. o . \

Upon turning to one specific example of a company that successfully

4

.introduéed and operated with eﬁployee representdtion during the peak of

this movement's popularity, we found that it is likely that works councils

)
»




off additional employee‘unrest that Imperial Oil and Canada generally

. in its operations. In addition, the endorsement given to collective

-

-

were inaugurated at Impexial 0il, Limited in early 1919 because Standard
0il of New Jersey had alread); taken this step a few months earlier, and————-.

the American and Canadian executives decided that it was wise to-

€

- f
initiate immediate and similar actioi in Canada in order ta aggg_‘stave

was experiencing at this time, and to restore more personal contacts

between labour and management that Imperial 0il recognized were lacking ' .

.

bargaining and shop committees by the Canadian and American governments

- . . J .
in 1917 and 1918 cannot be discgunted as a considerable influence on allw

of the North American officials that turned to employee representation
after World War I. ) A

Thus, while some of the same problems industrialists encountered
with employees' reactions to welfare measures and fringe benefits were ° -
also experienced in relation to joint councils, the author's major
objection to these bodies, besi.des the fact tfxat theii' m(‘setings .usually,
hmdunted to little more than grievance hearings, is the fact that they
were generally confmed to individual firms rather than covering entire
1ndustr1es. This was ndt Mackenue\l(mg 's fault, however, since as “we
saw in Chapter 1I, he hoped that employers would eventualiy fuse their
indt'xstrial councils on a nation-wide basis under the guidance_ of govern-

ment officials.

Going back to imperial Oil's relations with Standard 0il, however‘,

- we can see from the example of works councils that Standard 0il of

New Jersey )md sc;me impact ap Imperial 0il's industrial relations policies.

$

'
-

-}<
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. ! R )
- This of course was not unexpected, and‘ since 3 out of 4 Imperial Oil chief
éxecut{iv"es between 1914 and 1938 were American born and Standard 011"

-

trained, it is obvious that the parent firm exerted it$ influence con-

stantly and directly through the appointrﬁent of such presidents.- However,
. .

.

this does not thandard 0il always jdictated to Imperial 0il
e}

.

when the latter was formdlating its labour relations polio(ies, Imperial
- ™

/

0il precéded Standard 0il, fért example, in i,x\tr\oducing both a é,tock-

ownérship plan, and war bonuses, and while external factors did play .a
— .

role in the second.case, Standard Oil did not prevent Imperial from taking
this initiative. - P
In other cases, nevertheless, Standard 0il did mix directly in

.Imperial's affairs and specifically stated, for example, that it would not

-

let Imperiai introduce the 8-hour day in 19'15.' Similarly, no definite

-,

reasons were discovered for Imperial Oil's late introduction of paid

[

vacations for the employees, although the author does believe that
Standard 0il and mperialﬂOil‘ waited until this movement became popular
in Canada before giving in to employee pressure to introduce this benefit.

In other wordé, after Imperial Oil got through the 1920's without a paid

- ]

vacation plan, it used the economic contingencies of the Depression as a

very plausible and probably ]alid excuse to continue delaying the inaugu-
ration of a benefit that it(did not want to introduce until pressure for
. . ‘ L
it was mounting thoughout Canada. .

»

In conclusuon, therefore, Canadianjand America cn\anagers generally

N~

adhered to similar philosophies of nianagemént, and the United States did
. * [ .
influence Canada in this respect and in’its course of industrialization .

F )

o
!

A
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between 1830 and 1938. These philosophies of management were largely

' based on- the doctrines of laissez faire; economics and social Darwinism,

although someg'innovations were accepted in. the oi%ganization and handling

of both the physical and human factors connected with the various concerns.

In fact, a géneral. decline in foremen's autocratic authority was widespread

after 1910 in.both Canada and the United States_as employment or personnel

-

management proved its usefulness to employers and became a commonplace
feature of industrial life in many large corporations. - Along with these
mprovements however, came the superior and paternalistic attitudes of

.

managers whlch only added to employees'.sense of insecurity. In any case,

as we have seen, even this phidosophy was subject to external pressures as

antiunion companies in the 1930's were increasingly forced to make room
!
for union representatives, and men like Elton Mayo urged recé‘gmtaon of
S

the human drives, ambitions, and weaknesses of workers when employers were
attempting to formulate strategies designed to facilitate productive

business- enterprist./ : o \ ’

°
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; APPENDIX 1 S
r. CHRONOLOGICAL LIST OF. CANADIAN COMPANIES THAT ‘ .

INTRODUCED WELFARE MEASURES, FRINGE BENEFITS,
AND EMPLOYEE REPRESENTATYON PLANS, 1880-1938

-

.

T x
+
(0]
. - Name of
- ' o gg % or °
' Co £ * Nature of Plan
,  Gompany CT &

G. W. Robinson Co. Ltd., 1900 Profit-sharing p/lan
Hamilton, Ontario e

1 ' .7
Canadian General Electric 1902 LEM Employees' Mutual Benefit, N
Ltd., Peterborough, Ontario . Society (sickness, death,
' . accident, benefits) ~
B.C. Electric Railway Co. 1902 | M Profit-<haring plan
Ltd., Vancouver, British . .
Columbia’ .
" Montreal Street Railway Co. | 1903 L&M Mutual Benefit Association

and the Montreal Park and
Island Railway Co.,

(pension, medical, death,
- sick, accident, funeral,

Montreal, Quebec - benefits)
Williams, Greene § Rome Co. 01903 Welfare Work Plan (material
Ltd., Berlin, Ontario comfort and prosperity of
) : " s the workers: dining, rest, N

rec. facilities -

Grand Trunk Pacific Railway | 1903 LGM Pension Plan | . .
Co. . . . : B Y
John Moxrow Machine 1903 M - Profit-s]_'nafipg plaf_ix

Screw Co., Ingersoll,

Ontario . - \ .




N .

. Longue PoInte Locomotive

Company

Canadian Pacific Railway CoY

v

Intercolonial Railway

Co. Longue P inte,- Quebec
Crow's Nest Pass Co
Ltd., Coal Creek,.
British Columbia

Job Printers;'Ottawa,
Ontario ' .

Williams, Greene § Rome
Co. Ltd. ;~ Berlin, Ontario

Messrs. Lever Brothers
Ltd., Toronto, Ontario -

Dominion Steel Co.
General Chemical Co.,
Capetlon, Quebec

Plymouth Cordage Co.,
Welland, ®ntario

Wbrtman § Ward
Manufacturing Co.,

247

195§; -
1905
1905
1906 LG*
1906 1G
1906 LG

1906 LG

London, Ontario

te
Labour

&y

and/or

=

L&M

LEM

Management

Name of
or .
Nature of Plan

$

Pension plap , %

Employees' Relief and
Insurance Association
Constitution amended
{accident, insurance,
medical, benefits); Pension
plan proposed to and accepted
by employees--referred to
Parliament

Pension and Benefit Asso-
ciation (death, accident
benefits) ‘

Al
u

Housing plan

Recreation facilities

3

8-hour day-.

~
-

Benefit Association
(medical, death benefits)

Employees' benefit fund
(pension, death benefit§) ’

Mutual benefit.fund‘(sick,
accident benefits)

Housing plan

Housing plan | -~ ., .

qPr§§it—sh§ring plan




i Comparny
i~ . B .

* r
s

Stanley Mills Department
. Store :

3. Canadian Pacific Railway
Montreal, Quebec

James Walker Hardware‘
.« Co.,, Montreal, Quebec

i Dominion Iron & Steel Co.,
Sydney, Nova Scotia '
Messrs. Ganong Bros. Ltd.,

St. Stephen; New Brunmswick

Swift Canadian Co. Ltd.,
Toronto, Ontario

Intercolonidl § P.E.I.
Rai}way

/‘éstern Fuel Co., Nanaimo,
" British Columbia

Welling'ton Coal Co.,
Extensiq_r!, Britigh Columbia

‘ o
Grand TM}ﬁay ,

Williams, Greene & Rome
‘ Co. Ltcl;, Berlin, Ontario

\\\

- ‘International Harvester
Co?, Hamilton, Ontario

’

.Canadian Pacifgc Rail;:ay
And Steamship Co.

S,
T

L2

o
[~]
HEY
o O}
¥ S99 4
& . 358
1906 LG
1906
1906
1906 LM
1906 LG | M
'1907
fas07  uam
1307 M
#
1907 | M
"1907 M
1907  |LgM
1908 |LEM.
v
1909 LG |LEM

"Dining facilities

-Association

-P'ension Plan

Nane of _
or -
Nature of Plan-

LA

=

Stock-sharing p ianj;

Profit- /
sharing plan’ -

Stock-sharing plan; profit-
sharing plan oo,

Benefit society (sickness.’
accident, death, pension.
benefits)

Profit-sharing ;;lan
A
Employees' Benefit

Employees' Provident Fund
(pension plan)

Profit-sharing plan

Profit-sharing plan

Savings plan ]
T y

Employees ' Mnefit

Association (sick, accident,
death benefits)® Pension  «
plan :

Welfare work system (first-
aid, recreation, dining
room, safety league)



[ 3

e
|
i

C

Company

McClary Manufacturing Co.,
London, Ontario-

9
+

Wattsburg Lumber Co.,
Wattsburg, British Columbia

‘International Harvester
Co., Hamilton, Ontario

o
.Nova Scotia Teachers and
School Inspectors

Dominion Coal Co.,
Glace Bay, Nova Scotia

n

W. J. Gage & Co., N
Toronto, Ontario :

British' Columbia Electric
Railway Co., Vancouver,
British Columbja -

. Imperial Oil,Lmtd,,
" Toronto, Ontario

Swift Canadian Co. Ltd.,
Toronto, Ontario

Eastman Kodak Co. of
Canada, Toronto,.Ontario

Steel Co. of Canada Ltd.
Hamilton, Ontario

International Nickel Co.,
Sudbury, Ontario .

James Ramsay Department
Store¢, Edmonton, Alberta "

1910

1911

1914

e SRR NN i ST L kb Sl a0 T kb i v YT

% .

Date

1910

1910

§

1910

1510

1911

1911

1912

1912°

. o
1913 LG

1914

L&M

L&M

>

\

~Name of o
or
Nature of Plan

H
13

Welfare department (first-
aid, recreation, hospi-
talization, sanitation)

Stock—sharing plan; housing
and land distribution plan °

Accident plan .

k3 bl

b

Pension plan -

?

>

»

Employees' Benefit Society - - «

(death, sick, accident,
indemnity benefits)

Profit-sharing plan} stock-
sharing plan .

I - *
Profit-sharing plan
discontinued

Pension pglan .

.

- -

dua'ranteed hoyrs p.lan .
: »

Wage-dividend plan (profit

sharing and pension) .

»

Stock-sharing plan

Profit-shating plan

o
Profit-sharing plan

FC L
Saeigd - ‘?,»‘4;;;“

ey

>
-

W e ewn
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. ..é M ot ot ':'
. . % Nanme o';\ . ' v
] ~ g [} x or ™ ’
¢ X cOmpany '§ "g} § Na-ture Of Plan e
\ ) - R 3 § = ’ .
-y . 3 € "
’ ’ Ottawe; Police Dept., " et 1914 . M Pén}sion‘ plan - P
-, Ottawa, Ontario ‘ . S s — : oot j
. . . . e - .
E » Imperial 0il, Ltd., - - ylg.l»sr/ M M111tary allowance .
L Toronto, ontario - . z - . ' Q . -
k ’ /‘ |‘ - i 4 ' P
i Swift C&adian Co. Ltd., 1916 M_ | Pension plan )
‘ T Toronto, Omtario ’ . e
T Dominion Sheet Matal €o. :191p ) Profit-sharing plan / ]
I * Hamilton, Ontario Jf . -
,Consolidated M1n1ng and 1917 Employee representatlon .
Smelting Co:, Trail, ° . - : plan . Q/\/\
Br1t1sh Columbia . e
Imperial 0il,1td., 1917 - War allowance . S
Toronto, Ontarlo o o - o ) R
) } : ° —- - '
Bell Telephone Co. of 1917 { M | Pension plan; sick benefits » L
. .~ Ganada . ( o . plan (accident, sick, death »
) o benefi¥s) . © ,
' ) . ®
,J. Kayser Co.,', . 1917 ‘Profit-sharing plan *°
Sherbrooke, Quebec \ h . o .
vt - : ' 4 0 '
Imperial Oil,Ltd.;” 1918 ’ Employee- representation
Toronto, Ontario -* plan, employment department;
- ' M pension plan revised; life
: - - i M insurance plan; sick, | -
. P - ﬁ 1 accident, death beneflts . )
- o ~ ] . . plan ‘ -
‘ ] R R ‘ - LT
, Algoma Steel Corp. ) 1918 Welfare board (plant o
Sault Ste. Marie, o comhittee, safety, cafeterla,
Ontario - \ recreation . :
° t ' - - ' ‘.\’ » a
Consolidated Mining and 1918 .} . |Housingplan -
Smelting Co: of Canada T R .
' Toronto.Civic Firemen,  ~[1918 LG }L&M-, | Pension plan
Toronto, Ontario . 1} : . ' ce




Company .

'

Imperial 0il, Ltd., o
Toronto, Ontarlo

ﬁanltoba Bndge and Iron
Works Ltd., Winnipeg and
Selkirk, Manlttha

International Haxjvester
Co., Hamilton, Ontario

- ’ .

General Motors CBrp.,
Oshawa, Ontano

Swift Canadlan Go Ltd.,
Toronwo, Ontario

\ N
~ Canadian Etploswes Ltd.

Massey-Ha.rns C% Ltd.,
\_&Torontﬂo, Ontario

(4

Canadian ‘Explos ives Ltd.

B.C. Electnc Rallway
Ltd., Vanc%ver, Briti
Col R .

l@Do_n\inion Coal Co., .
Sydney, Nova Scotia

¥

«  Co. s

«

“™ Dominion Chain tfo.",
. Niagara Falls, Ontario

"

“.

\

Toronto Carpet Manufactunr\g

[

¢

Date .

1919

AN
1919
“1919

1919

1919

1919 -

1919

1919

.o
.

1919

1919

Labour _
and/or -

LM

Nr

L&M

LEM

Ma‘na.gemen_t :

) ", Name of .'
cooer . ¢ »
¥ature of Flan

-

8lh€)nr\dw/- .n )

-
-
° .

Employee representation
plan

Employee representation}‘”
pldn; industrial relatmns
department -

Savings plan, 1nvestment
plan

Employee representation

. plan ' ..

Pension plah '

Employee representation
plan; pension plan; profn:-L ’

- sharing plan

Profit-sharing plan

Housing plan (office  ~
en_lglo_yees) . t

Industrial relations T
department, sick and
death benefits

Pénsion: plan, death benefits

y

Acco F.mployees' Socxety .
(hemlth and life insurance;
‘medical, funeral, sick,. cash,
pension benefits; paid
vacations -

°

»



Company

2

/ . Moﬁtreal Shirt ajpd Overall
R : " Co., Montreal, Quebec

Ontario Hydro-Electric
Commission

Canadian Cotton Ltd.,
Montreal Quebec

Dommwn Sheet Metal: Corp. ,
Hamilton, Ontario -

Alaskd Bedding Co.,
Monpreal, Quebec

Telephone Co.,
Montreal, Quebec

Robb Engineering Works, .
Amherst, Nova Scotia '
Robert Simpse;l Co.,
Toronto, Ontario

Auto-Sti'Op S ' Razor Co ,
Toronto, Ontario

Ottawa Electric Railway,
Ottawa, Ontario

Gra}-Dort Motors Ltéi. y
Chatlfam; Ontario

L% A3

( Y
Gutta Percha. and Rubber
Cot. Ltd., Toronto,
Or!tario
Imperial 0il, Ltd., X\
Toronto, Ontario

Acadia Su.gar lfefihing Co.
bDartn;outh, ‘Nova Scotia

w

Qrﬂ

252

Date

1919
1919
1919
1919
1019
1919
i9{9‘
1919
1919
11919
+

1920

1920

1920

+1920 LG |

Labour

LM

Rr

and/or

Management

 Name of
_ or
Nature of Plan

’

4

-

| Pension plan

-
Pension plan; sick benefits
plan ~ .
Profit-sharing plan
[ ) B ‘

Paid-vacation plan

i »

[

Profit-sharing plan

»

Employee repjesentqtlon
plan S

Employee representation
plan

¢ -

; ' O ]
g\?lngs plan; profit-
sharing plan

A Y

P

Insurance plan
?

Life insurance and sick™"
benefits plan: '

Empioyee represdnhtation
plan; profit-sharing plan

Employ'ee représentation

plan’ t\ ﬂg

»Stock-sharmg plan.
Pension plan amended.

Employee representation .

plan '




7
) ‘.
»
E. u o Name of
e; N ¢ ' » [ ] g o or .,
3 . ‘Company § 23 ____ Nature of Plan -
‘ . X 45 : ‘
C z
i International Harvester 1920 Stock-sharing plan; savings
& Co., Hamilton, Ontario plan; benefits plans revised
., . National Cash Régister 1920 | Profit-sharing plan
/ Co. Ltd., Toronto, ' )
Ontario !
John Morrow Screw § Nut 1920 Profit-sharing plan
Co., Ing'ersolJ:, Ontario . .
Canadian Expgdosives Ltd. 1920 ) Employee benefits plan
International Metal Works 1920 LG Profit-sharing plan
Ltd., Brockville, Ontario " <
. LY - ) {
Northern Electric Co. “1920 /| Pension'plan; death benefit
» < $ -
i  Ltd. ) 4 plan
’ S. C. Johnson Co., - 1920 Employee representation .
Brantford, Ontario plan .
e | Imperial 0il Ltd., rf - 1921 Death benefit plan amended “'ii
Toronto, Ontario . ' !
| . T. S. Simms § Co. | 1921 . Employee representation plan | .. ~
1 St. John, New Brunswick K . ‘ |
. - #,
v . . M [:.{
T . Grand Trhnk Railway ' 1921 ! Reduced hours plan . e
: (car shopsy Londén and l : 4
S;ratford, On_tario . . <,
"Atlantic Underwear Co., 1921 , LM | Housing plan; cafetweia ~
Moncton, New Brunswick ’ facilities '
™ .
. Verity Plow Co., * 1921 LG . Employogeh- represe'ritation plan
- ' Brantford, Ontario ) N : ' '
. . Bell 'l‘el:zphone= Co. of . 1922 ! Stock-shii‘itg plan
* 5
E . . Canad .
_ : ( . o
" Internytional Harvester 1922 ) " Pension plan révised <
P . ‘ Co,, Hamilton, Ontario ‘ : .




!

Compary ~

. Laurentide, Co. Ltd.,
Grand Mérq, Quebec @

James Pend
Saint John,

& Co.,
New Brunswick

Consolidate Miﬂing and
-Smelting CoJ, Trail,
British Colfmbia

British |
Corp., Sydney, Nova Scotia

Fdrd Motor Co., Oakville -
Ontario

Westmount Policemen and
Firemen, Westmount, Quebec

Laurentide Co. ﬂfd.,
Grande Mére, Quebec

\ swift Canadian Co. Ltd.,
» Toronto; Ontario '

,British Empire Steel Corp.;

Sydney, Nova Scotia

Grand Trunk Railway” and
,Canadian National Railway

/
Canadian National Railway,
Stratford, Ontario

.Proctor Gamble Co.,
Hamilton, Onyario

Dominion Iron § Steel Co.,
Sydney, Nova Scotia

Nashwaak Pulp and Paper

Co. Ltd.

Date

1922
1922

1922
1922
1922

1922

1923

1923

1923

1923
1923
1923

1923

1924 LG

Labour
Management

and/or

Name of
_or
Nature of Plan

Employee representation plan

Employee representation plan
’ -2

Profit-sharing plan

Housing plan .
40-hour week

Pension plan

A
Stock-shéring plan; savings
plan; paid vacation plan

Paid vacation plan.

Pension plan -

\

Pgnéion plan amended

©

L]

40-hour week

. *‘}\

y

f

"Guaranteed employment plan;

profit-sharing plan

Employee representation plan

»

Dining and recreat1on I
ﬁacilit1es




- - 255 ‘. \\

§ -
| ' . 5 g Name of' *
¢ 8 B3 Nature of Plan
. . ompany . K CE: ature o
4 Canadian National . 1924 40-hour week
4 Railway (central region) & ]
_.British Empire Steel Corp., 1924 Hospitalization and first-
Sydney, Nova Scotia aid plans revised
Laurentide Co. Ltd., . - 1924 Paid vacation plan
4 Grand Mére, Quebec
Moose Jaw.Police _1 1924 8-hour day
N - ; Commission, Moose Jaw, ~
N . Saskatchewan . )
Saskatoon Street Railway 1924 Paid vacation plan
Saskatoon, Saskatchewan
Winnipeg Light and Power 1924 LG Paid vacation plan
Waterworks, Winnipeg, i ) ’
Manitoba
Moose Jaw Sewage Disposal 1924 LG _Paid vacation plan
and incinerating Employees, :
Moose Jaw, Saqkatchewan '
City of Edmonton (hourly 1924 16 Paid vacation plan
employees), Edmonton,
- Alberta
~ Canadian Press . ] 1924 LG Paid vacation plan
- ' Nova Scotia Tramways & . -] 1924 LG .| Paid vaFatiod plan -
: Power Co., Nova Scotia ) \_ g .
- Ontario Street Railway 1924 1G “Paid vacation plan "~ .
’ Ontario T .
NS 2 Winnipeg City Dairy Co., - 1924 1G| ,- Paid vacation plan
. B ’ * Winnipeg, Manitoba
B B.C. Power Co., British | 1024 16 .Pgid vacation plan
‘ Columbia , T
;‘a‘; ~ . . 9 :
‘j;{ N ~ . ;’g - [}

re
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~ p re ‘
- -.-‘ ',—_ . roc
: g . Name of
: e or
2 2
Conpany - ~ Nature of Plan
A 3 3
. {
~ Montreal Light, Heat § 1924 LG Paid vacation plan
Power Co., Montreal, -Quebec :
Saskatchewan Ptinters, | 1924 LG " | Paid vacatién plan
Saskatchewan - :
Imperial 0il Ltds., 1925 Sickness and accident
Toronto, Ontario benefit plan amended;

) / death benefit plan amended
Abitibi Power § Paper Co.,’ ' }.1925 - Insurance plgn - .
Abitibi, Quebec .. N . . :

L} .
James: Pender & Co.,- Ltd. 1925 Profit-sharing plan
* .Saint John, New Brunéwick ‘ '
Canadian Explosives Ltd. _ | 1925 Pension plan am&hded
o . L J
Canadian National /Railways 1825 Employee Tepresentation
(motive power shgps) Monctogy ‘ ’ plan :
New Brunswick, Ontario, . .
Winnipeg, Mandtoba and \ .
Quebec . .
, qgneral Motors Corp., . 1925 { .Savings plan amended
Oshawa, Ontario ' - - .-
r n
Swift Canadian Co. Ltd., 1925 Paid ‘vacation plan amended -
Toronto, Ontario . . : .
Christie Brown and Co. Ltd., t1926 L&M Savings plan; profit-sharing

Moritreal, Quebeg plan

Powell RiverPulp and Paper 1926 LG| LEM |. Sick benefits plan - /
Co. Ltd., British Columbia ‘ ; , 4

Montreal Tramways Co., - 1926 : \ Pension plan -
Mon\treall, Quebec s -
_ McIntyre Mines - «f - 1926 16 M Insurance plan 0
W/ e P ‘ :
— — . L <1 -x ‘
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L
B
s

Company

Dome Mines

International Pulp and
Paper Co.

Gold Medal Manufacturing
Co., Toronto, Ontario

4
4

" Consolidated Mini g and
Smelting Co. of Cdnada,
Trail, British CqJumbia

B.C. Electric Rdilway
Co. Ltd., Vancouver,
British Columbia

Canadian Gene:al'Electric
.Co. . \ :

Firth Brothers,/ﬁamilton
Ontario .

eneral Motors .
Oshewa,iOntario

x Cané&n—{gci-f i€ Railway
Co. =

Consolidated Mining and
-Smelting Co. of Canada,
_Trail, British .Columbia
. - \ .
Canadian Indust?ies Ltd.

Steel Co. of Canada Ltd.,

. Hamilton, Ontario

Bell Telephone Co. of
Canada

1926

1926

1926

1926

1927

1927
1927
1927

1927

w27

_Insurance plan

Nahe of
or ,
Nature of Plan

i ‘ Y
Insurance plan

3

-Séock—sharing plan

Employee representation
plan; profit-sharing plan;
insurance plan; welfare |
plan

¥

Pens}on plan

B A

Housing plan amended; death
benefits

Stock-sharing plan.
Profit-sharing plan
Insurance REan‘

Stock-sharing plan

Medical and hospital plan;
insurance plan '

.

Stoékiiharing plan _

De;th, Lick& ﬁédicai
benefits plan ‘




£

v

Company

International Nickel
Co. Ltd.

Brinton-Peterborough
Carpet Co., Peterborough,
Ontario

Canadian National Railways

Eastman Kodak Co. of Canada,

Toronto, Ontario
L] e

Goodyear Tire § Rubber Co.
of Canada Ltd.

C}lhdian National Railway

Bordéh's Farm Products
Co. Ltd., Montreal, Quebec

Canadian General Electric
Co. Ltd. «

Great Atlantic,and Pacific.
TeafCo. :

Hupp Motor Car Corp.,
Windsor, Ontario

International Nickel
Co. of Canada, Sudbury, /
Ontario

Nova Scotia Jight, Heat
and Power Co., Nova Scotia

Imperial Oil Ltd.,
: Toronto, Ontario -

N

258

Date

1928

1928

1928

1928

1929

1929

1929
1929
1929
1929

1929

LG

LG

Labour
and/or

" L§M

_LEM

" LEM

Management;

Nature of Flan

\

“

Pension plan
Profit-sharing plan

bt -

-Paitd~vacation plan

)

’

Pension plan amended; ‘-
insurance and disability
benefits N

Pension plan

Pendion plan; employee
representation plan
amended .

Employee representation
plan . ..

Savings plan

Insurance plan

’ $
Life, sick, acgident .
insurance plan

Housing plan

Pension plan; sick benefits,
insurance plan

Insurance plan amended




Company

\

Canadian National Railway

Steel Co. of Canada Ltd.,
Hag#l;on, Ontario
R @

Eastman Kodak Co., of .
Canada, ioronto, Ontario

General Motors Corp?f
Oshawa, Ontario B
Charles E. Frosst énd Co.,
Montreal, Quebec

Variety Fiye Cent to One
Dollar Store, Montreal,
Quebec

Imperial%Ltd. .
Toronto, On%ario

L

* Proctor Gamble Co.,
' Hamilton, Ontario

International Nickel
Co., Sudbury, Ontario

®ottawa Electric Railway
Co., Ottawa, Ontario

Proctor Gamble Co.,
Hamilton, Ontario
Ontario Paper C6. Ltd.,
_ Ontario

e

§
1930

1930

1931

1931

| 1931

1931

1932

a
1932

1933 LG#

1933 LG

1933

1933 LG

MGL

. LGM

- L&M

L&M

LgM

Name of |

.t
.

or
Nature of Plan

ol
Insurance plan amendeg

8-hour day

-

Unemployment benefit plan

Insurance plan ;mended

-

Pension plan; insurance
plan

Insurance\plan; health plan

5-day, 40-hour week; pensgon
plan amended; sick and
accident benéfits plan
amended; death benefits -
plan amended

5-day, 40 hour week

-

Accident prevention plang
medica1°department

Insurande and: beneflt

‘plan

.

' Employee representation

plan

Emplo ent department,




;
;
3

g

¢

Cdmpanl

International Paper Co.,
Gatineau Mill, Quebec,
Three Rivers Mills, Quebec,
and Dalhousie Mill, '

New Brunswick

Imperial 0il,Ltd.,
Toronto, Ontario

General Motors Corp.;- -
Oshawa, Ontario

Spruce Falls Power and Paper
Co., Spruce Falls

-

General Foods Ltd. .

United Cigar Stores Ltd.,
Toronto, Ontario

[ .
Canadian Industries Ltd.

Canadian National Railway

General Goods Ltd.

CQna&ian Industries Ltd.
] »

i

National Grocers Co.,
Ontario

)

¢ _William Wrigley Jr. Co. Ltd.

-

+»
g
., ubE
8 .876}5
2 43
1933
1943 * LEM.
1934 LG | -
1935 ° LEM
Ay
1934 L§M
1935
1935 LG
1935 L&M
1935 / L&M.
1936
1936 LG| M
1936 LG
1936- LEM
1936

Rame of - /
or
~ *Nature of Plan

1

Employee representation -

’plan

L

Pension plan aﬁended

Employee represgﬁtation
plan

Insurance plan; sick
bénefits plan; recreation

facilities

Pension plan '

Medical department;
insurance plan; sick and
disability benefits plan;
paid vacation plan

Paid vacation plan
savings plan; sick and
accident plan .

.

Péfision plan amended

Paid vacation plan
Insurance plan ——
Employée represéntation
plan

Pension plaht

.
D R
- .

Pension plan; insurance |
plan S

.




¥ v

Compa'my ,

o~

+

Imperial 0i] Ltd.,
Toronto, Ontario
-

3 Goodyear"l‘ire and Rubber.
; % Co. of Canada Ltd. .
\\‘ .

Hollinger' Mines, Ontario .

Noranda Mines Ltd.

T. §. Simms § Co.,
St. John, New Brunswick

3 Canadian Copper Refiners
; - ' - Ltdt ! . ‘

Canadian Industries Ltd.

E]

éanadian Pacific Railway

Imperial Tobagco Co. of

., ® Canada
. ', Northern Electric Co. Ltd.
VL ol

Swift CanadiaQiCo. Ltd.,
Toronto, Ontarko .

Campbell Soup Co. Ltd.

' Phillips Electrical Works
. Ltd., Brockville, Ontario
and Montreal, Quebec

‘Maritime Telegraph and,
Telephone Co. Ltd.

1937

1937

1937

1937

1937

1937
1937

1937

1937

1937
1937

1938

1938

1938

L6

LG

LG

« q

LEM

L&M

L&M

L&M

Name of

or - -
Nature of Plan

H

2
>

Sick and accident benefits
plan amended; paid
vacation plan

‘Pension plan amended

~,

Health ,plan
el L
Ipgurance plan; savings

- plany pension plan

\ /—" ' '
Benefit plan; savings .
plan; insurdnce plan

Insurance plan; savings
plan; peénsion plan

Disability plan

Pension plan amended .

4

Paid vacation plan

Pension\plan amended;
disability and death
benefits plan amended

Paid vacation plan amendéd;
insurance plan . =
o - )

Pension plan

Pension plan} disab‘ility
plan ™S \

-~

%

Disabilit;r and death _ .
benefit plan; pension plan




2

. Company °

Dominion Foundries § Steel
Ltd., Hamilton, Ontario

i

Canadian Johns-Manville
Co., Asbestos, Quebec

Canadian Industries .'Ltd.

4

-

John Labatt Ltd., London,
Ontario

Standard 0il Co.,
British Columbia

General Motors Corp.,
Oshawa, Ontario

Carswell Co., Toronto,
Ontario !

SangaméiElectric Co.,
Toronto, Ontario

Davis-Lisson Co.,
Hamilton, Ontario

Carnegie Library Board,
Ottawa, Ontario

Packard Electric Co.,
St. Catherines, ‘Ontario

MaclLaren's Ltd., ,
Hamilton, Ontario .

‘Royal Oak Dairy,

Hamilton, Ontario

- City Laundry, Hamilton, .

Ontario

Piozs

262

Date

1938
1938

1938

1938

1938
1938
]
1938
1938
1938
1938

"1938

1938

”

v

¥
1938

1938 LG |

rv.

Labour
and/or

L&M
M-

LEM

Management

L&M

Name of .
. or
» Nature 6f Plan

Savings plan; profit-

Non-industrial sick and
accident plan

| Health plan; insurance

plan; vacation plan amended;
savings plgn amended

Pension; sick and accident
plan; hospital plan

Pension plan

v )

Income security plan
lay-off benefits plan

Pension plan

Pension plan’

LY

Pension plan -

Pension plan
A

Pension plan

Pension plan

_Pension plan )

o ’ Y |
Pension plan C e

sharing plan; pension plan  ~

/;\\



EP
N

I

J ' |

Company

- -

W. J. Westaway' Co.,
Hamilton, Ontario

Quaker Oats, Co.,

‘Peterborough, Ontario !

Delcalcomania Co. Ltd.,
_Toronto, Ontario

Chartered Trust § Executor
Co., Toronto, Ontario and
Montreal, Quebec

3
'

financing and maintaini

-

* Indicated whether labogqgcr managem

** The exact date that these
Labour Gazetie reécorded th

SOURCE: Canada,- Depa®tment ¢
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. y * ot
??
- Name of ’ .
o K} g o ) %r .
+ 23 Nature of Plan - N
& 4% . .
. . ; ' -~
: . . -
1938 Pension plan N
I 9 '|! - ’ ’ ;
1938 . Pension plan *
- . ’ * ) . ¢
1938 ‘Pension plan - : QS,
1938 ' Pension plan
i ! . ° : .
L] " <
4 T, i \
bnt, or|both were .responsible for
the plans !
plans werg introtubed is not known, but the"
em during|the years indicated above. T
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APPENDIX 2

.

Number
of Strikes
per 1 Million
in Labour
Eorce

55,5
- 67.7
90.8
51.1
45.6

31.3 v

35.7
38.4

36.7
65.3
53.4
T
©T a1,
40.9
54.4
77.8
112.0°
104.8 .

53.8 '
Vi 32 '2,5, }
! 25.9
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B

Task Force on Labour Relatfbns, Draft .

.A ’)
T . Time Loss
. . Workers as % of
¢ Involved . Estimated
_ as % of Working
- ° + Date Labour Force . Time
’ 1901 » 1.35 , .23
) 2 169\ .06
3 1.99 .25
4 57‘3\ .05
"5 .59 .06
; , 6 1.08 .10
; 7 1.47 A2
8 1.08 .16
9 g2 .19
10 . .85 .15
1911 "1.08 .37
12 . 1.55 223
] 13 - 1.42 .,.20
. R S V' .33 .09
) /15 .39 .02
1 , , 16 .90 .04
’ 17 . . 1.71 - .21
. 18 2,70 12
N 19 . 4.96 .60
Ty 20 1.96 14
g - ~
1921 .91 .22
22 . 1.36 .32
h-' 23 ' 1-03 M .13
) .. 24 1.03 .26
R . 25" .85 .23
26 .67 .05
. 2T .60 .03
28 “ .46 .04
.29 .34 .02
- . 30 .37 < ,01
Voo (1931 29 < 040
e 32 67 .05
’ ;33 .77 .07
— L .34 1.24 A1
- 5 .. 1 .88 “ 05 -,
) . 3% .89 NN
v . 33 - I.75 15
. - 38 -7, .'!\'30‘,«,‘ .02
. - » oo e . S ’
\ SOURCE: _
. . - Canada, 1901-1966,
. T Study No.: SZ(a), PP. 50-51.
( T1i 264 0]
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APPENDIX 3 .
L v
» _ " THE NEK AGREEMENT\ J
/
’ nsx'r OF THE {INDERTAKING BETWEEN couph{w AND EMPLOYEES .

s .
. ~\ . .
N ! Y D -
) : N s

- P, . N -
Before reading the details of the new agre’ement relating .to employ-

.

ment, wages and representa‘hon of employee§ at the omt conference,

N

Dr, Strachan defined. his pos1t1on. He sa1d that his responsibility con-
51sted in seelng that everybody got a square deal, In general terms -this

meant that. he was fu'st to f1nd the right of: every’ questmn before maklng

. . <
any recommendation to the Directors. - < T -
. ' . A

., The application of such a /principle is very far-reachmg It means

L

1i‘tmght relat1m§ between the Company and the men. It means r1ght cond1t1ons

e

for 1‘:he men in t&eir’ work. It means nght conrlltmns for the men in their
* play“time. "It means r_ightf‘ conditions f‘or the mén .in their homes, right
T ) . . )
treatment for those who get sick, and every fair ;ﬂ:sideration for those

" who haﬂgiven their best da}is to the service of the Company.
. : . 8.
*  Dr. Strachan went on to say that the Cofpany expected hih to speak

for them in this' work and that any statements which he made were absolute‘ﬁ'
N L - ' '
without reservation. K The whole gcheme is the outcome of the Dlrectors'
, Y -~ K
desn‘e to leave no stone unturned to secure the, bette¥ment of the plant,

~ 77 better working conditions; for the men and eyorything within reason that

' 's o~
would be of value in enabling employees t? live a right true life.

4 ., For.that reason they had been asked\to elect their representatives, ;-

» .

to meet together to dlSCUSS matters in )whlch they wer¢ ipterested, and

~

to make this poss1b1e the Corppany had drawn up an agreeme% J

-~ o
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Y

'l'he *agree'ment obligated both é‘ides, the Company and the Emplo}ees. 4

If the delegates thought it was all ri@t it should be signed forthm.th in ~ ).

order that all should Know it was not some 111us{Ve scheme. He then read

e .
' Q:A N .

“~"the text of the agreement. ; . .
) P ) pe .o -

I. PMPLOYMENT DBPAR'NENT S o= "

'l‘hi; department vull be organized at ‘eﬁ/h of the.works, the official

in charge to be respons1b1e to, the Superintendent of the Wqrks, and to

; )

h‘ave ‘the followmg dutles: @ ’ . \ ,

1. To engage all new _employees: ,

t
'a) This will involve keepmg in touch with the Foremen and Super-

14
intendents and bemg fully adv1sed as to the employment needs

/

in each dep’artment, . ) . -
b) Applic s should be judged f?bm the followmg standpomts.

\
1. Follow such limitations,as to age as may be established - -

T by the Board of Directors from time to time. b

K

R
2. No dlscnn?natldn to be made on account of membershlp or

4 ‘non-membekship in ‘any church, socxety, ‘fraternity or union. .

@ -
. N . . - .

3. Ascertain by personal i’nter\uew whether applicaint is

qualified intellectually and by experience for the particularl \‘
{
~ ”
- ‘work under cons1d‘at1on. The nesult of such interview, to
Y ’ -
be recordsd on regular blanks and kept for the purpose of
.. ) . :
. L .

‘ future récord. oo,

.

l

v 4 If apphcant is satlsfacto in the above respects ;efer
~ S -
~ him to the Company Surgeon for physical exammation in

,»

accordande with' eetablished .rules. No employee to be } /

. ! : . r
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-
.

engaged unless he passes satisfactorily?guch physical

examindtion. All cases of doubt or uncertainty in this.

L' ..' '\‘
respect to be referred to the Superintendent for decision.

2., -To act as ckearing house in transfers of-employees from departments’

Mhere work is slack to other departments needing men.
Employees should be encouraged to come to the Employment Department
for friendfx\counsel'in personal matters, or in case they have:

~ valid reasons for desiring to be transferred to work in another

department. .

DISCIPLINE

=,
N e . :
*  The following is a list of the offencég for which an employee may

~

- be suspended or dismissed without ‘further notice; this 1ist to be posted ~

cbnspicuously %n each department: - .
. Ly "
1. Violation of any law

x
4

Special Attentlon is called to the follow1ng N

a) Carrylng concealed weaponS' flghtlng or attemptlng bodily 1n]£ry

" to another, drunkenness* conduct which violates the common

decency or moralif{ of the community.

-Stealing, or malicious.mischief resulting in the injury or
destructloﬁ of property of other employees qr ‘of the Company
Cruelty. to aninals--the property of other emﬂ!oyees,pr of the

.Company,

4




¢ " . -

2. Violations of the following safety rules: -

.’ a) Carelessness in rega,rd' to. accident and safety of fellow- ‘

°

— workmen. . . - - T ,
. b) Riding on standard or narrow gauge equipment or on any moviﬁg :
" ' machinery where not ‘assigned. | ‘ "
' . ‘c) Running up blocks or cra}\és. - S

) ) d) . Violation of rules governing employess in repairiné of oiling .
of \moving machinery. — '
- Je) Fa{iure’ tp wear safety goggles that have been pro.vided. '
t . f) Smoking ef carrying‘mat“ches othef than safet;' matches or
‘. *  having open lights 6r\_£,ir'es within prescribed limits where
" " such practice is forbidden. \ : . \ )
oA 3. Failure to.immediatelii ré’port accidents or personel injuries to ° ’
. . - the delegated authority wherever p0551b1e.
. 4. Insubordmatlon (mcludmg refusal oicf/ ilure to perform work

assigﬁedl) or use of profane or abusive larigqage toward fellow-

4
.

: ] employees or officials of the Company . ’

1

5.  Absence from duty without notice and permissiom from Superintendent .
B » ”
b ]
\ - or Foreman, except in case of sickness or cause beyond his control o
e

s of a character that prevents his giving notice. )

- 1 \ -

. ‘ 6. Harboring a disease that on account of his own cardlessness will . :
iﬁ - i endanger fellow-workmen: - ) ’ . ’
“ \ R g 7. Chan;gmg worhng place without orders or prewhng around :;:he ‘
0 ~works away. from assigned place.‘ o N ' oo } 3

m;i!@ 3(,«‘»\;' s

[
e \‘?:w

L

“ m‘%{(



10.

11.

¥2,

13.

Falsifying or refusing to give testihény when accidents are being
Jnvestigated, or for false statements when application and physical
examinat'ion is 'be‘ing made.
Neglect or carelessness resulting in damage to railroad equipﬁent,

or neglect of car dropper to properly set brakes on railroad car

s s AR

PR

in his charge.
Wilful neglect in care or use of Company's broperty.

Obtaining material at storehouse or other assigned places on °

- s

fraudulent orders.

&

Hs.d

2

i

Sleeping while on duty.

L4

) . . .
Offering or réceiving money or other valuable consideration in

exchange for a joh, better working place or any change in ﬁorking

o

conditions.
-

& T

.

F A

Introduction, possession or use on the ﬁiﬁperty of the Compaﬁy(

of intoxicating liquors.
| .

Habitual use of habit-forming drugs.or their infro@g;tion or

possession on the property of the Company.

For other offences not on- the above list, employee shall notsbe, -
di§charge§ without first having been notified that a repeiition:
"of the offég;e will make him liable to dismissal. Such notice
may be given by tHe}Foreman who shall forthwith send a ;opy of

such notification to the Employment Department.

~F};emén findi

suspension or dismissal of an employee for

ng that the interests of the business require the

the commission of any

P‘\
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]

.one of the posted list of offences or for the commission of any

*a
. .

other offente after warning notice hias been - .given, shall réport

the case fully to his Department Superintendent. This Superi*tendent,
© ! -~

after investigation, may approve the proposed suspension, or, if the

S

facts warrant, discharge him after securing the approval of the '

-
3

Superintendent of the Works.

» .
B3 A

S e s
o 7 A list o? suspensions or discharges, together with the reasons:

therefore; shall be forwarded to Mr. Daniel Strachan, 56 Church

»

Street, Tofanto monthly. o C° ‘.

I ~

- .Y ’
III. RIGHT OF APPRAL Y o
. ™~ Y .
| Y.

Any employee'who feels that he has been unjuistl eated or subjected .

.

i ;

o

to any unfaiy condltxons has the right of appeal to the General Superlnten— ﬁg
dent and the hlgheﬁ_offic1als of the Company, prov1ded he shall first seek %i
- ;S’:M

to have the matter adJusted by conference in person or through“hls regularly

T
m

ksl
120 Sl PN

&

elected representat1ve, with the Foreman or Superintendent of his department.

-

‘E Before such appeal shall be taken to any official not located at the
plant, ‘it shall first be considered in a joint conference composed of the
employees' representatives in the division affécted, and an equdil numhfr,of

representatives of the Company. In case such conference fails to agree -
L.

* b J -6 . . )
unanimously' as to a fair adjustment, an appeal may be mage to the Executive - *

&
Council at the Works, or in ‘case such a Council has notf been organized, to

conference composed of all of the Employees' Representativés’at the Works

'together with an equal number of Cofipany Represéntgtives:

- At b
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1v. WAGE ADJ USTMENTS .

Future wage adJust nts shall be made in joint conference betwedn

the employees' representatwes in the division affected and representatlves

-1
L)

of the Company, such adjustments to be subject to

t

Board of Directois .

s

JOINT CONFERENCES

i

Joint conferences of employees' representatives and COmp‘any represen-

tatives shall be held at each of the works at least monthly *to discuss

any matters of mutual Mterest.v A general conference of all employees'
representatlves from the varlous Works and of Company repi‘esentatlves shall

‘ be held annually) at the call of the President. At all jbéint .confe‘rences

[y 3

. ] N
the number of Company representatives shall not exceed the number of\ \

employees' representatives.

-

P Y @

SOURCE: '#The New Agreément: Test of the Undertaking Between Company
] and Employees," Imperial 0il Review, III (January, 1919), pp.
13-14. . v ,

a
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